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EINLEITUNG

Um die Bedeutung eines Rechtsinstituts erfassen zu konnen, muss
sein geschichtlicher Ursprung untersucht werden. Der kulturelle Stand,
die Wirtschaft und die zeitgendssischen Anschauungsweisen sind bei
der Auslegung einer Rechtsbestimmung und bei der Erlduterung eines
rechtlichen Instituts von groffter Bedeutung. Das Recht ist ndmlich eine
Konsequenz menschlichen Empfindens und Handelns, welche ihrerseits
wieder unter dem Einfluss ortlicher und zeitlicher Verhiltnisse stehen
(Schmid, 1896: 1).

Die Geschichte des Rechts des Designschutzes kann vorwiegend als
ein Prozess rechtlicher Reaktionen auf die Herausforderungen der Technik
verstanden werden. In der vorindustriellen Gesellschaft, in der noch
manuell gefertigt wurde, fallen Formgebung und Produktherstellung in
der Fertigung des Einzelstiicks zusammen. Das Design hat deshalb keine
selbststandige Bedeutung. Es wird kein Vorstiick, kein Modell zur Fertigung
bendtigt (Selle, 1978: 9). Zu Beginn des Industrialisierungsprozesses
in der ersten Hélfte des 19. Jahrhunderts war fiir die Unternehmen
die Produktionsweise und Zweckorientiertheit der Gegenstinde der
wesentliche Aspekt. Eine ansprechende dullere Gestaltung ihrer Produkte
stand dabei noch im Hintergrund. Auch fiir die Kéufer war zunichst die
Erfiillung des reinen Sach- und Funktionsbediirfnisses von vorrangiger
Bedeutung (Benussi, 1973: 101, 103, 109; Eck, 1993: 7 ff.). Eine Folge
war allerdings, dass die so hergestellten Massenartikel oft eine schlechte
Qualitdt aufwiesen, unpraktisch und iiberproportioniert waren (Hauffe,
1995: 39). Nach der Befriedigung dieser Bediirfnisse und mit dem Anstieg
der Einkommen Ende des 19. Jahrhunderts und Anfang des 20. Jahrhunderts
traten mit zunehmendem Wettbewerbsdruck auch die 4&sthetischen
Aspekte der Formgebung immer mehr in den Vordergrund (Eck, 1993:
11). Reformbewegungen im sozialen und kulturellen Bereich zeichneten
sich ab (Schramm, 2005: 24). Fertigung, Form, Funktion und Gebrauch
wurden vereinigt. Die avantgardistische Bewegung dieser Entwicklung
war der Jugendstil, der sich durch die bewusste Aufgabe der Symetrie
und die Verwendung dekorativ geschwungener Linien sowie flichenhafter
floraler Ornamente auszeichnet. Diese so betonten kiinstlerischen
Elemente wurden jedoch der industriellen Produktion nicht gerecht
(Schramm, 2005: 25). Um unabhédngig von tberfliissiger Ornamentik
einfachere, funktionalere und industriefreundlichere Produktgestaltungen
zu entwickeln, wurde von den fithrenden Vertretern des Jugendstils im Jahr
1907 ein Werkbund gegriindet. Der Stil dieses Werkbunds wurde als ,,neue
Sachlichkeit”, spéter als ,,Funktionalismus® bezeichnet. Die Gedanken
des Werkbunds wurden nach dem Ersten Weltkrieg durch das von Walter
Gropius 1919 gegriindete Bauhaus aufgegriffen und weiterentwickelt.
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Ziel des Bauhauses war es, die kiinstlerische Arbeit und die praktischen
Zwiénge der industriellen Produktion aufeinander abzustimmen und auch
industrielle Massenerzeugnisse billig und zugleich vorziiglich zu gestalten
und zu produzieren (Biirdek, 2005: 32; Schramm, 2005: 25).

Durch das Vorantreiben von Formgebung und Technologie entstanden
neue industrielle Formen der Produktion und Distribution von Waren
und Dienstleistungen. Durch die Anwendung der neuen Techniken
und Materialien sowie durch die Entwicklung von Massenprodukten
und Massenmirkten dnderten sich Produktion, Konsum und
Rezeptionsverhiltnisse; infolgedessen erlangte auch die Form der Produkte
Bedeutung fiir die Firmen (Selle, 1978: 9). Bei funktionell gleicher
Leistungsfahigkeit technischer Spitzenerzeugnisse machte ein modernes,
ergonomisch gestaltetes Produktdesign die Qualitit erst sichtbar, steigerte
den Vermodgenswert und dehnte das Herrschaftsgebiet des Schonen im
Gewerbe aus. Allerdings erleichterte diese technologische Entwicklung
die Nachahmung der Erzeugnisse und lie die Produktpiraterie rasant
ansteigen. In der Konsequenz wurde damit begonnen, spezielle Gesetze
fiir den Designschutz zu erlassen und zwischen den Staaten bilaterale
Abkommen zu schlieen (Nirk & Kurtze, 1997: Einf. GeschmMG Rn. 2).

Ziel dieser Arbeit ist es, die geschichtliche Entwicklung des
europdischen und des tirkischen Designschutzes aufzuzeigen, um die
steigende Bedeutung des Geschmacksmusterrechts beim Designschutz aus
historischer Perspektive besser vergleichen zu konnen. Uberdies werden
die internationalen Abkommen und Organisationen, an denen die Tiirkei
beteiligt sind, dargestellt.

ENTWICKLUNG DES DESIGNSCHUTZES IM
EUROPAISCHEN RECHT

Geschmacksmusterrecht

Die Harmonisierung des europdischen Geschmacksmusterrechts
begann im Jahr 1959. Die damaligen sechs Mitgliedstaaten (Belgien,
Deutschland, Frankreich, Italien, Luxemburg und Niederlanden) der
EWG richteten Arbeitsgruppen ein, die sich mit dem Recht des geistigen
Eigentums in der Gemeinschaft befassen sollten. Diese legten 1962 einen
Bericht vor. Wegen der unterschiedlichen nationalen Rechtssysteme der
sechs Mitgliedstaaten der Gemeinschaft hielten sie eine Harmonisierung
des Geschmacksmusterrechts jedoch fiir auBerordentlich schwierig.
Es dauerte 25 Jahre, bis sich die Europdische Kommission wieder mit
der Harmonisierung des Geschmacksmusterrechts und der Einfiihrung
eines Gemeinschaftsgeschmacksmusters beschiftigte (Ruhl, 2010:
Einl. GGV Rn. 6). Nach zahlreichen Anderungsvorschligen und neuen



4+ Salih Polater

Richtlinienvorschldgen konnte man sich am 24.06.1998 auf einen
gemeinsamen Entwurf einigen, dem das EU-Parlament am 15.09.1998 und
der Rat am 24.09.1998 jeweils zustimmten (Lorenzen, 2002: 89 ff.). Die
»Richtlinie 98/71/EG des Européischen Parlaments und des Rates iiber den
rechtlichen Schutz von Mustern und Modellen® (Abl. EG vom 28.10.1998
Nr. L 289, S. 28 ff.) wurde am 13.10.1998 verabschiedet (Eichmann & von
Falckenstein, 2010: Allg. GeschmMG zum Designrecht Rn. 4; Eichmann
& Kur, 2009: § 2 Rn. 2).

Gleichzeitig mit dem ersten Vorschlag fiir die GeschmacksmusterRL
legte die EG-Kommission auch einen solchen fiir eine den
Geschmacksmusterschutz (Abl. EG vom 31.01.1994 Nr. C 29, S. 20)
regelnde Verordnung vor. Nachdem im Hinblick auf einige Stellungnahmen
nochmals Anderungen an diesem Vorschlag vorgenommen (Lorenzen,
2002: 91, 92; Ruhl, 2010: Einl. GGV Rn. 6) wurden, kam es schlieB3lich
zum Erlass der Verordnung (EG) Nr. 6/2002 des Rates vom 12.12.2001
iiber das Gemeinschaftsgeschmacksmuster (GGV) und deren Inkrafttreten
zum 06.03.2002 (Abl. EG vom 05.01.2002 Nr. L 3, S. 1 ff.). Durch
das Gemeinschaftsgeschmacksmuster wurde ein in den einzelnen
Mitgliedstaaten unmittelbar geltendes Gemeinschaftsgeschmacksmuster
eingefiihrt (Glinther & Beyerlein, 2012: Einf. GeschmMG Rn. 6; Eichmann
& von Falckenstein, 2010: Allg. GeschmMG zum Designrecht Rn. 5, 6).

wEnforcement Richtlinie* 2004/48/EG

Durch die Richtlinie 2004/48/EG des Europdischen Parlaments und
des Rates vom 29.04.2004 zur Durchsetzung der Rechte des geistigen
Eigentums wurde die européische Rechtsharmonisierung im Hinblick auf
die Einfiihrung eines Mindeststandards beschleunigt. Die sog. ,,Enforcement
Richtlinie* zielte nach Art. 1 EnforcementRL auf Mallnahmen, Verfahren
und Rechtsbehelfe ab, die erforderlich sind, um ein einheitliches hohes
Schutzniveau, einen Mindeststandard fiir die zivilrechtlichen Rechtsfolgen
von Verletzungen sowie bei der gerichtlichen Beweisbeschaffung und
-verwertung zu schaffen und die Durchsetzung der Rechte des geistigen
Eigentums sicherzustellen (Giinther & Beyerlein, 2012: Einf. GeschmMG
Rn. 6). Um diese Ziele zu erreichen, miissen die Mitgliedstaaten nach Art.
3 EnforcementRL diejenigen MaBinahmen, Verfahren und Rechtsbehelfe
vorsehen, die zur Durchsetzung der Rechte des geistigen Eigentums
erforderlich sind. Die Umsetzung durch die Mitgliedstaaten muss
fair, gerecht, wirksam und verhédltnismiBig sein. AuBerdem diirfen zu
schaffende Rechtsinstitute nicht unnétig kompliziert oder kostspielig sein
und keine unangemessenen Fristen oder ungerechtfertigten Verzéogerungen
mit sich bringen.
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Produktpiraterieverordnung

Das Grenzbeschlagnahmeverfahren fiir den Schutz des geistigen
Eigentums in der EU hat zunehmend an Bedeutung gewonnen, da es
sich als wirksames Mittel zur Bekdmpfung des Imports gefélschter oder
nachgeahmter Waren erwiesen hat. Deshalb wurde in dem internationalen
Bestreben zur Vereinheitlichung des gewerblichen Rechtsschutzes in der
Européischen Gemeinschaftam 01.01.1988 die Produktpiraterieverordnung
EGNr. 3842/86 (Abl. EGvom 18.12.1986 Nr. L 357, S. 1) liber Mainahmen
zum Verbot der Uberfiihrung nachgeahmter Waren in den zollrechtlich
freien Verkehr erlassen (Guhn, 2009: 21). Diese Verordnung wurde durch
die Produktpiraterieverordnung (PPVO) EG Nr. 3295/94 vom 22.12.1994
{iber MaBnahmen zum Verbot der Uberfiihrung nachgeahmter Waren und
unerlaubt hergestellter Vervielfaltigungsstiicke oder Nachbildungen in den
zollrechtlich freien Verkehr oder in ein Nichterhebungsverfahren sowie
zum Verbot ihrer Ausfuhr und Wiederausfuhr (Abl. L. 341 vom 30.12.1994)
ersetzt. Die Verordnung wurde durch die Anderungsverordnung EG
Nr. 241/1999 vom 25.01.1999 (Abl. L 27 vom 2.2.1999) modifiziert.
SchlieBlich hat die PPVO durch die Verordnung EG Nr. 1383/2003
des Rates vom 22.07.2003 {iber das Vorgehen der Zollbehorden gegen
Waren, die im Verdacht stehen, bestimmte Rechte geistigen Eigentums
zu verletzen, und die MaBinahmen gegen Waren, die anerkanntermaflen
derartige Rechte (Abl. Nr. L 196 vom 02.08.2003, S. 7) verletzen,
den MaBnahmenkatalog erweitert. Mit dieser Anderung werden auch
Gemeinschaftsgeschmacksmuster, Sorten, Ursprungsbezeichnungen und
geografische Herkunftsangaben vom Anwendungsbereich der PPVO
erfasst (Guhn, 2009: 22 ff.). Neben den herkommlichen zivilrechtlichen
und strafrechtlichen Moglichkeiten wurde mit der PPVO eine zusétzliche
Option zum Schutz des geistigen Eigentums geschaffen (Guhn, 2009:
29). Nach Erwigungsgrund 2 PPVO soll soweit wie moglich verhindert
werden, dass nachgeahmte und unerlaubt hergestellte Waren auf den Markt
gelangen, und es sollten MaBinahmen zur wirksamen Bekdmpfung dieser
illegalen Praktiken ergriffen werden, ohne jedoch die Verkehrsfreiheit des
rechtméfigen Handels zu beeintréchtigen. Dadurch sind nach Art. 1 PPVO
die Voraussetzungen festgelegt worden, unter denen die Zollbehorden tétig
werden konnen, wenn Waren im Verdacht stehen, ein Recht des geistigen
Eigentums zu verletzen.

ENTWICKLUNG DES DESIGNSCHUTZES IM TURKISCHEN
RECHT

Osmanisches Reich

Im Osmanischen Reich kam es anders als in Europa nicht zu einer
Industrialisierung. Folglich konnten sich, abgesehen von einigen



6+ Salih Polater

staatlichen Unternehmen gegen Ende des Osmanischen Reichs, kaum
grole Unternehmen mit Massenproduktion entwickeln. Aufgrund der
industriellen Riickstédndigkeit stellte die Produktpiraterie fiir die Existenz
kleiner Betriebe keine Bedrohung dar, daher stand die Kodifikation des
Rechts des geistigen Eigentums beziehungsweise des Designschutzes
nicht im Vordergrund.

Das Design der Produkte, die handwerklich produziert wurden, wurde
daher zwar nicht durch Gesetze, jedoch durch bestimmte Bréuche geschiitzt.
Fiir die Ausgestaltung der Produkte kamen oftmals die Kunsthandwerke
der Kalligrafie, Ebru-Malerei (Die Kunst und Technik des Malens auf dem
Wasser, vgl. Coktan, 1992: 5), Miniaturmalerei, Fliesen- und GefaB3keramik,
Architektur und der Textilkunst zur Anwendung. Jede Kunstgattung
hatte ihre eigene Tradition. Sie alle hatten einen moralischen, kulturellen
und religiosen Hintergrund. Im Osmanischen Reich spielte deshalb die
Ausbildung der Kiinstler und der Handwerker fiir den Schutz der Muster
der Werke eine grof3e Rolle. Beispielsweise mussten die Kalligrafiekiinstler
ein Diplom, die sog. ,,icazetname* (schriftliche Erlaubnis oder Urkunde),
fiir Lehrzwecke und eine zweite zur Unterzeichnungsbefugnis fiir die
eigene Kalligrafie erwerben. Die Unterschrift war der Nachweis dafiir, wer
die Kalligrafie erstellt hatte und ob die Person ein qualifizierter Kiinstler
war. Auf diese Weise konnte der Kiinstler unter seinen Zeitgenossen einen
Bekanntheitsgrad erwerben, der Nachwelt prasent bleiben und den Wert
seiner Werke steigern (Schack, 2009: Rn. 332). Hatte der Kalligrafiekiinstler
aber keine ,,icazetname®, konnte er seine Werke auch nicht signieren. Das
Recht der Anerkennung der Urheberschaft bzw. das Namensnennungsrecht
wurde so weitgehend durch Brauche begrenzt.

Ferner waren beim Schutz des gewerblichen Rechte auch die
Berufsorganisationen des Osmanischen Reichs entscheidend. Eine
dieser Organisationen war die sog. ,,Ahilik”“. Die Entstehung dieser
Berufsorganisation reicht bis zum Anfang des 13. Jahrhunderts zuriick. Die
Institution der ,,Ahilik* (vergleichbar mittelalterlichen Ziinften in Europa)
sicherte die Produktionsqualitét, indem sie ein Berufsethos einfiihrte sowie
Theorie und Praxis zusammen bewertete. Diese Organisation machte ihren
Mitgliedern die Beachtung sowohl beruflicher als auch ethischer und
religidser Prinzipien zur Auflage (Anadol, 1991: 1-8, 60 ff.; Cagatay, 1990:
1-7, 31 ff.). So durften Produktionstechniken einer Unterorganisation
(vergleichbar einer Innung) von den anderen im selben Gebiet tétigen
Unterorganisationen nicht genutzt werden. Wenn also beispiclsweise
Herr Atif in Istanbul einen neuen Stoff mit Blumenmotiven webte,
konnte per Erlass verboten werden, dass sein Muster von den anderen
Unterorganisationen genutzt werden durfte (Kala, 2008: 37). Allerdings
durften alle Erfindungen, Techniken und Methoden nur geschiitzt



Research and Reviews in Social, Human and Administrative Sciences *7

werden, wenn sein Erfinder Angehdriger einer Innung war (Kala, 2008:
33). Erzeugnisse, die erstmal in einer Innung entworfen wurden, durften
demnach von den anderen Handwerkern der anderen Innungen nicht
imitiert werden (Ivgin, 1996: 71, 74; Kala, 2008: 95; Marsap, 2005: 85).
Plagiierte ein Mitglied so ein Erzeugnis, wurde es aus seiner Organisation
ausgeschlossen und durfte diese Art der Tatigkeit nicht mehr ausiiben. Auf
diese Weise wurde das Design der Erzeugnisse geschiitzt (Cagatay, 1990:
127).

Kodifikationen

Im tiirkischen Recht findet der Desingschutz seinen Ursprung im
Urheberrecht. Die Kodifikationen des tiirkischen Immaterialgiiterrechts
bzw. Urheberrechts begannen in der zweiten Hélfte des 19. Jahrhunderts.
Im Jahr 1850 wurde eine erste gesetzliche Regelung im Urheberrecht mit
der ,,Verordnung der Akademie der Wissenschaften” (Enclimen-i Danig
Nizamnamesi) geschaffen. Sieben Jahre spiter, im Jahr 1857, wurde eine
Verlags- (Matbaa Nizamnamesi), Urheberrechts- (Telif Nizamnamesi)
und Ubersetzungsverordnung (Telif ve Terciime Nizamnamesi) erlassen.
In diesen Verordnungen wurden nur schriftliche Werke geschiitzt. Erst
mit dem ,,Urheberrechtsgesetz* (Hakki Telif Kanunu) von 1910 wurde
neben dem urheberrechtlichen Schutz der Schriftwerke wie in den
Vorgingerkodifikationen auch ein Schutz fiir Gemélde und Zeichnungen,
Plastiken, Karten und Pline, technische Zeichnungen, Bauwerke sowie
Werke der Musik und Biihnenwerke vorgesehen (Erel, 2009: 21, 22). Das
Design von Erzeugnissen wurde somit gesetzlich umfassend geschiitzt.

Nach der Griindung der Tiirkischen Republik am 29.10.1923 wurde
mit der Reform des tiirkischen Urheberrechts begonnen, weil das genannte
Gesetz aufgrund des Beitritts zur Berner Ubereinkunft als nicht ausreichend
und angesichts der rasanten Entwicklung von Kommunikationsmitteln
und Unterhaltungsmedien als nicht mehr zeitgeméf erschien. Daher
wurde ,,Das Gesetz zum Schutz von Geistes- und Kunstwerken* (Fikir
ve Sanat Eserleri Kanunu — TUrhG) am 05.12.1951 verabschiedet und
trat am 01.01.1952 in Kraft (Hirsch, 1957: 9-11). Das Gesetz definierte
bestimmte Werkgruppen, nidmlich die ,,Werke der Wissenschaft und
Literatur, Musikwerke, Werke der bildenden Kiinste und Filmwerke®.
Unter den verschiedenen Werkgruppen wurden Werkarten entweder
umschreibend oder aufzdhlend geregelt. Dabei erfuhren auch in diesem
Gesetz Werke der bildenden Kiinste eine ausfiihrliche Regelung. Werke
der bildenden Kunst wurden in Art. 4 TUrhG als ,,Handarbeiten und Werke
des Kunstgewerbes, Plastiken, Bilder, Zeichnungen, fotografische Werke
oder ein sonstiges Verfahren auf Metall* beschrieben. Werke der bildenden
Kunst mussten kiinstlerischer Natur sein und die Eigentiimlichkeit ihres
Urhebers aufweisen. In Art. 4 Abs. 2 TUrhG wurde zum ersten Mal der
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Begriff ,,industrielles Design® erwdhnt. Demzufolge verloren diejenigen
Werke der bildenden Kunst, die nach anderen Gesetzen (z.B. nach dem
Handels-, Zivil- oder Markengesetzbuch) als Geschmacksmuster oder
Modelle geschiitzt wurden, ihre Eigenschaft als Geistes- und Kunstwerke
nicht. Allerdings gab es zu jener Zeit kein Geschmacksmustergesetz.

Design wurde bis zum Jahr 1995 nach dem Urheber- und
Wettbewerbsrecht geschiitzt (Suluk & Orhan, 2008: 75). Das Jahr 1995
stellte allerdings eine Wende fiir das tlirkische Immaterialgiiterrecht dar.
Grund fiir die Gesetzesnovelle dieses Jahres war der Beitrittsprozess
der Tiirkei in die Europdische Union (EU). Ein erster Schritt dazu war
ein Assoziationsabkommen (Abl. EG vom 29.12.1964 Nr. 217, S. 3701-
3702; BGBI 1964 Teil 2, S. 509, 1959) zwischen der Europdischen
Wirtschaftsgemeinschaft und der Tiirkei von 12.09.1963, das bis heute
die Grundlage fiir die Zusammenarbeit zwischen der EU und der Tiirkei
ist. Art. 2 Abs. 1 des Assoziationsabkommens definierte als Ziel, die
gegenseitigen Handels- und Wirtschaftsbeziehungen zu verstirken und
den beschleunigten Aufbau der tiirkischen Wirtschaft zu gewéhrleisten.
Am Ende dieses Prozesses sollte eine Zollunion stehen. Mit dem
Zollunionsbeschluss (Abl. EG vom 13.12.1996, Nr. L 35/1) wurde darauf
abgezielt, Zolle aufzuheben (Art. 4 ZUB) und mengenmédBige Ein- und
Ausfuhrbeschrankungen zu beseitigen (Art. 5 und 6 ZUB), wobei hier
die inhaltliche Ubereinstimmung mit Art. 36 AEUV hervorzuheben ist
(Uysal, 1998: 25). Der Zollunionsbeschluss war auch Grundlage fiir die
Harmonisierung der tiirkischen Handels- und Wettbewerbspolitik mit den
EU-Richtlinien einschlieBlich der Reformen des Rechts des geistigen
Eigentums. Die tlirkischen Gesetze mussten hinsichtlich des Schutzes
des geistigen Eigentums angepasst werden, sodass in diesem Bereich
ein EU-dquivalentes Niveau sichergestellt werden konnte, das auch den
zukiinftigen Beitritt der Tiirkei zur EU vereinfachen wiirde (Keskin,
2005: 63, 80). Aus diesen Griinden und wegen der Erfordernisse der
Implementierung des Ubereinkommens iiber handelsbezogene Aspekte der
Rechte des geistigen Eigentums (TRIPS-Ubereinkommen) in die tiirkische
Gesetzgebung geschahen im Bereich des Rechtsschutzes tiefgreifende
Anderungen (Suluk & Orhan, 2005: 82).

Der Schutz des Designs ist im Sinne eines gewerblichen
Schutzrechts in Verbindung mit einem speziellen Gesetz, wie dem
Geschmacksmustergesetz, im Vergleich zu Deutschland erst mehr als
ein Jahrhundert spater eingefiihrt worden. Fiir diese Verspatung spielt
die gingige Anwendung des Urheber- und des Rechts des unlauteren
Wettbewerbs beim Designschutz eine groBe Rolle. Die erste spezielle
Regelung fiir den Designschutz [,,Rechtsverordnung mit Gesetzeskraft
fiir den Schutz der industriellen Designs* (Endiistriyel Tasarimlarin
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Korunmasi. Hakkinda Kanun Hiikmiinde Kararname — TDesVOmG)]
wurde im Jahr 1995 verabschiedet (RG. (Amtsblatt) Nr. 22326 vom
27.06.1995) und inhaltlich dem Entwurf der Verordnung des Européischen
Parlaments und des Rates fiir das Gemeinschaftsgeschmacksmuster von
1993 (EU-Verordnungsentwurf von 1993) angelehnt.

In der Tiirkei wurde am 22.12.2016 das Gesetz Nr. 6769 iiber
den gewerblichen Rechtschutz (RG 10.1.2017, S. 29944) (GRG)
verabschiedet und am 10.1.2017 im Amtsblatt bekanntgemacht.
Uberdies wurde am 24.4.2017 die Verordnung zur Ausfiihrung des
GRG (GRGV) bekanntgemacht (RG 24.4.2017, S. 30047). Mit der
Verabschiedung des GRG wurden die Regelungen iiber das Patentrecht,
das Gebrauchsmusterrecht, das Markenrecht, das Recht der geografischen
Herkunftsangaben und das Designrecht in einem Rechtstext gebiindelt.
Im dritten Buch sind designrechtliche Regelungen vorgesehen. Das
GRG brachte viele Neuerungen im Designschutz mit sich. Nach
dem GRG konnen — wie im europaischen Designrecht — neben den
eingetragenen Designs auch nicht eingetragene Designs geschiitzt werden.
AuBerdem wird fiir ,,must-match“-Teile ein dreijahriger Schutz und fiir
dquivalente Teile ein dreijahriger Schutzausschluss vorgesehen. Um den
Anmeldeprozess zu beschleunigen, werden die Widerspruchsfristen vor
dem ,,Turkischen Patent- und Markenamt® (TURKPATENT) verkirzt.
Anders als das TDesVOmG priiftdas ,, Tiirkische Patent- und Markenamt*
(TURKPATENT) nach Art. 64 Abs. 6 GRG, ob das Design neu ist und
gegen die offentliche Ordnung oder die guten Sitten verstot (Polater,
2017: 1031 ff.).

EINBINDUNG DER TURKEI IN INTERNATIONALE
VEREINBARUNGEN

Pariser Verbandsiibereinkunft

Das erste und wichtigste Abkommen auf dem Gebiet des gewerblichen
Rechtsschutzes ist die ,,Pariser Ubereinkunfi zum Schutze des gewerblichen
Eigentums® (PVU). Sie wurde am 20.03.1883 zwischen Belgien, Brasilien,
Frankreich, Guatemala, Italien, den Niederlanden, Portugal, Salvador, der
Schweiz, Serbien und Spanien abgeschlossen. Sie ist in der Vergangenheit
mehrfach iiberarbeitet und ergdnzt worden und weitere Staaten sind dem
Abkommen beigetreten. Die dem Abkommen zugehdrigen Staaten bilden
einen korperschaftlich organisierten Verband zum Schutz des gewerblichen
Eigentums, Art. 1 Abs. 1 PVU. Die PVU wird von der Weltorganisation
fiir Geistiges Eigentum (WIPO) in Genf verwaltet und hatte mit Stand
des Jahres 2021 insgesamt 178 Verbandsldnder als Mitglieder (WIPO-
Administered Treaties Contracting Parties Paris Convention, 2021).

Die Tiirkeitratder PVUim Jahr 1925 der damals giiltigen Waschingtoner
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Fassung von 1911 bei (Tekinalp, 2012: § 6 Rn. 19) und schlieBlich
wurde im Jahr 1975 (Beschluss des Kabinets 7/10464, RG. (Amstblatt)
20.11.1975) unter Vorbehalt der Art. 1 bis 12 die revidierten Stockholmer
Fassung (1994 wurde dieser Vorbehalt fallen gelassen) angenommen (RG.
(Amstblatt) vom 20.11.1974, Nr. 15418; RG. (Amstblatt) 23.09.1994, Nr.
122006).

Ziel der PVU war es, den Gedanken des gewerblichen Rechtsschutzes
weltweit zu verbreiten, die grolen Unterschiede der bestehenden nationalen
Gesetze zu beseitigen, den unvollkommenen Schutz der ersten nationalen
Gesetze zu optimieren und das Verfahren zur Erlangung internationalen
Schutzes zu rationalisieren (Beier, 1983: 339 ff.). In Art. 1 Abs. 2 PVU
wird bestimmt, dass der gewerbliche Rechtsschutz Erfindungspatente,
Gebrauchsmuster, Farb- oder Handelsmarken, Dienstleistungsmarken,
Handelsnamen, Herkunftsangaben, Ursprungsbezeichnungen sowie
»gewerbliche Muster und Modelle* erfasst (Heydt, 1960: 197 ff.). Daher
gehoren gewerbliche Muster und Modelle zu den von der Konvention
erfassten Gegenstinden des gewerblichen Rechtsschutzes. Die PVU
verpflichtet nach Art. 5®naes PVU jhre Verbandslinder, gewerbliche
Muster und Modelle zu schiitzen. Dabei wird der Schutzgegenstand
in der PVU nicht definiert und offen gelassen, mit welchen Mitteln ein
solcher Schutz gewihrt werden muss. Eine Sondergesetzgebung fiir
Geschmacksmusterschutz ist deshalb nicht zwingend erforderlich. Der
Schutz kann auch durch andere Gesetze, etwa iiber das Urheberrecht oder
das Lauterkeitsrecht, gewiahrt werden (Kur, 1995: 185, 186; Lorenzen,
2002: 15).

In Art. 4 C PVU wird fiir Muster und Modelle eine Priorititsfrist von
sechs Monaten vorgesehen. Nach Art. 5 D PVU ist fiir die Anerkennung
des Rechts die Hinterlegung des gewerblichen Musters und Modells
durch Anbringung eines Zeichens oder Vermerks auf dem Erzeugnis
nicht erforderlich. Fiir gewerbliche Muster und Modelle findet auch
der Grundsatz der Inlinderbehandlung nach Art. 3 PVU Anwendung.
Entsprechend sind die Verbandsldnder verpflichtet, den Angehdrigen der
tibrigen Verbandsstaaten jeweils den gleichen Schutz zu gewihren, wie sie
ihn eigenen Staatsangehorigen zugestehen. Anders als andere gewerbliche
Schutzrechte darf nach Art. 5 B PVU der Schutz gewerblicher Muster
und Modelle wegen unterlassener Ausiibung oder wegen der Einfuhr von
Gegenstinden, die mit den geschiitzten Gegenstianden {ibereinstimmen, in
keiner Weise durch Verfall beeintrachtigt werden (Kur, 1995: 185, 186 ff.;
Lorenzen, 2002: 16).

Berner Ubereinkunft

Die ,Berner Ubereinkunft zum Schutz von Werken der Literatur
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und Kunst“ (RBU) ist das ilteste internationale Vertragswerk auf dem
Gebiet des Urheberrechts. Sie wurde am 09.09.1886 mit Zusatzartikel,
Schlussprotokoll und Vollziehungsprotokoll zwischen Belgien, dem
Deutschen Reich, Frankreich, Grofbritannien, Italien, der Schweiz,
Spanien und Tunesien geschlossen (Vgl. Art. 1, 22-26 RBU), um die
Rechte der Urheber an Werken im jeweiligen Land und auf dem Territorium
der anderen Staaten durch multilateralen Staatsvertrag in wirksamer
und mdglichst einheitlicher Weise zu schiitzen und den Austausch der
kulturellen Giiter und Leistungen zu verstirken (Piischel, 1986: 21, 45).
Zu dieser Ubereinkunft wurden zwei Ergiinzungen vorgenommen und
mehrere revidierte Fassungen vereinbart (Vervollstdndigt am 04.04.1896 in
Paris; revidiert am 13.09.1908 in Berlin; vervollstindigt am 20.03.1914 in
Bern; revidiert am 02.06.1928 in Rom, 26.06.1948 in Briissel, 04.07.1967
in Stockholm, 24.07.1971und 28.09.1979 in Paris). Durch die Berner
Ubereinkunft wurde ein Staatenverband gegriindet, dessen internationales
Biiro in Genf liegt und dessen Sekretariat die Weltorganisation fiir geistiges
Eigentum (WIPO) ist. Im Jahr 1952 trat die Tiirkei durch Gesetz Nr. 5777
vom 28.05.1951 der Berner Ubereinkunft in der Briisseler Fassung von
1948 bei (RG. (Amstblatt) 02.06.1951, Nr. 7824), und schlieBlich wurde
der Pariser Fassung von 1971 durch Gesetz Nr. 4117 vom 12.07.1995
zugestimmt (RG. (Amstblatt) 12.07.1995, Nr. 22341).

Die RBU enthilt auch Regelungen iiber den Designschutz. Allerdings
werden hierbei weder ,,Werke der angewandeten Kunst* noch ,,Muster*
definiert. Nach Art. 2 Abs. 7 RBU:

,....Dleibt der Gesetzgebung der Verbandsldnder vorbehalten, den
Anwendungsbereich der Gesetze, die die Werke der angewandten Kunst und
die gewerblichen Muster und Modelle betreffen, sowie die Voraussetzungen
des Schutzes dieser Werke, Muster und Modelle festzulegen. Fiir Werke,
die im Ursprungsland nur als Muster und Modelle geschiitzt werden, kann
in einem anderen Verbandsland nur der besondere Schutz beansprucht
werden, der in diesem Land den Mustern und Modellen gewdhrt wird; wird
jedoch in diesem Land kein solcher besonderer Schutz gewdhrt, so sind
diese Werke als Werke der Kunst zu schiitzen.

Daraus kann entnommen werden, dass die Verbandslinder frei
bestimmen kdnnen, ob und in welchem Ausmaf sie Gebrauchsgegenstédnden
urheberrechtlichen und/oder  geschmacksmusterrechtlichen — Schutz
gewihren. ZudementhiltArt.2 Abs. 7RBU eine Abweichung vom Grundsatz
der Inldndergleichbehandlung und eine materielle Reziprozitétsklausel.
Das heifit, wenn in einem Verbandsland inldndische Werke zusétzlich zu
einem spezifischen Desingschutz auch urheberrechtlich geschiitzt werden,
so muss der Urheberrechtsschutz nur dann auch konventionsangehorigen
Auslidndern gewdhrt werden, soweit in deren Heimatland ebenfalls
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urheberrechtlicher Schutz erlangt werden kann. Die Werke, die im
Ursprungsland nur als Muster und Modelle geschiitzt werden, konnen
in einem anderen Verbandsland als Werke der Kunst geschiitzt werden,
wenn in diesem Land kein spezifischer Designschutz gewihrt wird (Kur,
1995: 185, 187; Wang, 2007: 98). Allerdings hat der EuGH mit seiner Phil-
Collins-Entscheidung festgestellt, dass innerhalb der Européischen Union
diese Vorschrift keine Anwendung finden kann, weil sie als eine nach Art.
6 EWGV (Maastricht) unzulédssige Diskriminierung anzusehen ist (Kur,
1995: 185, 187; vgl. EuGH GRUR Int. 1994, 53, Tz. 33 ff. — Phil-Collins).
AuBerdem betriigt nach Art. 7 Abs. 4 PVU die Schutzdauer in Lindern,
in denen das nationale Recht urheberrechtlichen Schutz fiir Werke der
angewandten Kunst gewéhrt, gegeniiber Ausldndern mindestens 25 Jahre
(Lorenzen, 2002: 18; Wang, 1998: 98).

Haager Abkommen iiber die Internationale Hinterlegung
gewerblicher Muster und Modelle (HMA)

Das Haager Abkommen {iiber die Internationale Hinterlegung
gewerblicher Muster und Modelle wurde am 06.11.1925 abgeschlossen
und bisher mehrfach revidiert (Revidiert am 2.06.1934 in London, am
28.11.1960 in Haag und 1.01.1999 in Genf) und ergénzt (Ergénzt am
18.11.1961 in Monaco, am 14.07.1967 in Stockholm). Bis zum Jahr 2021
traten bisher den verschiedenen Akten zum Haager Musterabkommen
insgesamt 76 Lander bei (WIPO-Administered Treaties WIPO Bodies
Assembly (Hague Union), 2021). Die Europidische Gemeinschaft ist seit
01.01.2008 Mitglied des Haager Musterabkommens (Grundlage war der
Beschluss des Rates 2006/954/EG vom 18.12.2006 zur Genehmigung des
Beitritts, ABI L 386 vom 29.12.2006, S. 28 bis 43). Die Tiirkei trat der
Fassung von 1999 erst am 01.01.2005 bei (RG. (Amstblatt) Nr. 25433 v.
14.04.2004).

Ziel des HMA ist die Schaffung einer Verfahrenserleichterung fiir den
Anmelder von Mustern. Durch das HMA wird kein — wie beim GGM —
einheitliches Musterrecht geschaffen. Vereinfacht wird nur das Verfahren
zur Erlangung verschiedener nationaler Schutzrechte, so dass mit einer
einzigen Anmeldung beim Internationalen Biiro der WIPO in Genf Schutzin
einer Vielzahl von Staaten erlangen werden kann (Pilla, 1999: 150; Reisner,
2011: 487). Diese internationale Anmeldung kann gemif3 Art. 4 Abs. 1
Genfer Akte des HMA nach Wahl des Anmelders entweder direkt beim
Internationalen Biiro oder iiber das Amt der Vertragspartei des Anmelders
eingereicht werden. Mit dem Zeitpunkt der internationalen Registrierung
hat nach Art. 14 Abs. 1 Genfer Akte des HMA die internationale Eintragung
zumindest dieselbe Wirkung fiir jede Vertragspartei wie ein nach dem
Recht dieser Vertragspartei vorschriftsméBig eingereichtes Gesuch um
Schutzerteilung fiir ein gewerbliches Muster oder Modell (Eichmann &
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von Falckenstein, 2010: Einl. Internationales GeschmMG Rn. 7; Reisner,
2011: 487, 495).

Abkommen von Locarno zur Errichtung einer Internationalen
Klassifikation fiir gewerbliche Muster und Modelle

Eine diplomatische Konferenz, zu der alle Mitgliedsldnder der
Pariser Verbandsiibereinkunft zum Schutze des gewerblichen Eigentums
eingeladen wurden, beschloss am 08.10.1968 in Locarno ein Abkommen
zur Einrichtung einer Internationalen Klassifikation fiir gewerbliche
Muster und Modelle. Dieses Abkommen wurde am 28.09.1979 revidiert
und die Locarno-Klassifikation wurde bereits mehrmals iiberarbeitet. Dem
Ubereinkommen sind mit Stand des Jahres 2021 insgesamt 60 Staaten
beigetreten (WIPO-Administered Treaties WIPO Bodies Assembly
(Locarno Union), 2021). In Art. 9 Abkommen von Locarno wird eine fiir
eine Mitgliedschaft in der durch das Locarno Ubereinkommen begriindeten
Gemeinschaft eine Mitgliedschaft in der PVU vorausgesetzt (Lorenzen,
2002: 14.). Die Tiirkei trat dem Locarno-Abkommen am am 30.11.1998.
Nach Art. 61/V GRG werden Klassen und Unterklassen nach dem Locarno-
Abkommen eingeteilt.

Die Lander, auf welche dieses Abkommen Anwendung findet, bilden
nach Art. 1 Nr. 1, 2 einen besonderen Verband, um fiir die gewerblichen
Muster und Modelle einheitliche Klassifikationen zu schaffen. Zudem
wurde nach Art. 3 ein Sachverstidndigenausschuss eingesetzt, in dem jedes
der Mitgliedslinder vertreten ist. Dieser Ausschuss ist befugt, Anderungen
oder Ergéinzungen an der urspriinglichen Einteilungsliste der Klassen und
Unterklassen vorzunehmen, eine alphabetische Warenliste aufzustellen
und erlduternde Anmerkungen anzufertigen. Ferner ist der Ausschuss
berechtigt, alle drei oben genannten Teile des Locarno-Abkommens zu
andern oder zu ergénzen. Die Locarno-Klassifikation wurde mehrmals vom
Sachverstidndigenausschuss {iiberarbeitet (Am 07.07.2009, 14.11.2006,
06.08.2003, 23.10.1990, 30.08.1983.) und seit 01.01.2009 ist die 9.
Ausgabe der Locarno-Klassifikation giiltig.

Die Locarno-Klassifikation umfasst nach Art. 1 Abs. 3 lit. i des
Locarno-Abkommens eine Einteilung in Klassen und Unterklassen, und
zwar nach lit. ii eine alphabetische Liste der Waren, die Gegenstand von
gewerblichen Mustern und Modellen sein kdnnen, mit Angabe der Klassen
und Unterklassen, in die sie eingeordnet sind, und nach lit. iii erlduternde
Anmerkungen.

Die Locarno-Klassifikation hat gemd Art. 2 Abs. 1 Locarno-
Abkommen nur verwaltungsmifiige Bedeutung und bindet die Lénder
des besonderen Verbandes nicht hinsichtlich der Art und des Umfangs
des Schutzes des Musters oder Modells in diesen Landern. Die Behorden
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der Lander des besonderen Verbandes sind nach Art. 2 Abs. 3 Locarno-
Abkommen verpflichtet, in den amtlichen Urkunden iiber die Hinterlegung
oder Eintragung der Muster oder Modelle und sofern sie amtlich
veroffentlicht werden, in diesen Verdffentlichungen die Nummern der
Klassen und Unterklassen der Internationalen Klassifikation anzugeben,
in welche die Waren eingeordnet sind, die Gegenstand der Muster oder
Modelle sind.

TRIPS-Ubereinkommen

Am 15.04.1994 wurden in Marrakesch die multilateralen
Handelsverhandlungen der Uruguay-Runde des Allgemeinen Zoll- und
Handelsabkommens (GATT) mit der Unterzeichnung des Ubereinkommens
zur Griindung der Welthandelsorganisation (WTQO) abgeschlossen. Die
WTO bildet nach Art. II 1 WTO-Ubereinkommen den gemeinsamen
institutionellen Rahmen fiir die Wahrnehmung der Handelsbeziechungen
zwischen ihren Mitgliedern in Angelegenheiten im Zusammenhang mit
den in den Anlagen dieses Ubereinkommens enthaltenen Ubereinkommen
und dazugehorigen Rechtsinstrumenten. Die WTO stiitzt sich im Kern
auf das GATT, enthélt aber insgesamt mehr als 40 Einzeliibereinkommen
sowie umfangreiche erginzende Bestimmungen und Regelungen. Eines der
weiteren Ubereinkommen, die in den Anlagen zum WTO-Ubereinkommen
enthalten sind, ist das als Anlage 1 C angefiigte Ubereinkommen iiber
handelsbezogene Aspekte der Rechte des geistigen Eigentums (Agreement
on Trade-Related Aspects of Intellectual Property Rights — TRIPS) (Busche
& Stoll, 2007: Einl. 1 TRIPS Rn. 17 ff.; Katzenberger, 1995: 447 f1.).

Der Schutz der Rechte des geistigen Eigentums wurde zunéchst
in den GATT-Verhandlungen und dann in TRIPS als Teil des WTO-
Ubereinkommens aufgenommen. Ausschlaggebend hierfiir waren die
folgenden Beweggriinde: zunehmende wirtschaftliche Bedeutung und
damit auch Schutzbediirftigkeit der durch diese Rechte geschiitzten Giiter,
die Defizite des traditionellen internationalen Schutzes dieser Rechte
und die Fragwiirdigkeit einseitiger und bilateraler Schutzalternativen
(Katzenberger, 1995: 447, 468). Allerdings waren viele Léander, die als
»Problemfille* im Bereich der Produktpiraterie eingestuft wurden, nicht
Mitglieder der bis dahin geschlossenen Abkommen wie z.B. PVU oder
RBU. Dariiber hinaus wurden in den Schwellenlindern keine wirksamen
Verbesserungen zur Verhinderung der Produktpiraterie erreicht. Dieses
Defizit sollte durch eine einheitliche Regelung, wie sie spéter in TRIPS
erfolgte, beseitigt werden (Schmidt-Pfitzner, 2005: 24, 25). Das Ziel von
TRIPS ist es daher, Verzerrungen und Behinderungen des internationalen
Handels zu verringern sowie einen wirksamen und angemessenen Schutz
der Rechte des geistigen Eigentums zu fordern und sicherzustellen (Vgl.
Die Praembel des TRIPS).
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Bisher traten 164 Staaten dem TRIPS-Ubereinkommen bei.
Die Europdische Union ist seit 01.01.1995 Mitglied des TRIPS-
Ubereinkommens (Amtsblatt Nr. L 336 vom 23.12.1994, S. 0214-0233).
Die Tiirkei trat dem TRIPS-Ubereinkommen am 26.01.1995 mit Gesetz
Nr. 4067 bei (RG (Amstblatt) vom 25.02.1995, Nr. 22213).

TRIPS enthdlt grundlegende Regelungen fiir fast alle Gebiete des
geistigen Eigentums. Der Geschmacksmusterschutz wird in Abschnitt 4
unter dem Titel ,,Gewerbliche Muster und Modelle* geregelt. Im Vergleich
zur PVU wird nicht nur vorgeschrieben, dass die Mitglieder des TRIPS
einen Schutz fiir gewerbliche Muster und Modelle vorsehen sollen.
TRIPS bertiicksichtigt zum ersten Mal in einer internationalen Konvention
Definitionen, Schutzvoraussetzungen und Schutzumfang der gewerblichen
Muster und Modelle (Lorenzen, 2002: 21). Nach Art. 25 TRIPS sehen die
Mitglieder den Schutz unabhingig geschaffener gewerblicher Muster und
Modelle vor, die neu sind oder Eigenart haben. Damit verpflichtet Art. 25
Abs. 1 Satz 1 TRIPS die Mitglieder, unabhingig geschaffene Muster zu
schiitzen, soweit diese die Schutzvoraussetzungen — ndmlich Neuheit oder
Eigenart — erfiillen. Allerdings werden hier weder der Begriff des Musters
noch derjenige des musterfahigen Erzeugnisses noch die Begriffe Neuheit
und Eigenart definiert. Daher handelt es sich um eine Leitlinie dienende
Definition, die andere Interpretationen nicht ausschliefit. Hiermit wird ein
Spielraum fiir eigenstéindige nationale Definitionen erdffnet (Kur, 1995:
185, 189; Lorenzen, 2002: 22). In Art. 25 Abs. 1 Satz 2 TRIPS wird den
Mitgliedstaaten die Moglichkeit gegeben, Mustern oder Modellen den
Schutz zu versagen, wenn sie sich von bekannten Mustern oder Modellen
nicht wesentlich unterscheiden. Auflerdem wird durch die Einfiigung des
Wortes ,,wesentlich klargestellt, dass auch ein hoher Schutzstandard mit
Art. 25 Abs. 1 TRIPS vereinbar ist (Kur, 1995: 185, 189).

Art. 25 Abs. 2 TRIPS verpflichtet die Mitglieder, sicherzustellen,
die Voraussetzungen fiir die Gewdhrung des Schutzes von Textilmustern,
insbesondere hinsichtlich Kosten, Priifung oder Bekanntmachung,
die Moglichkeit, diesen Schutz zu begehren und zu erlangen, nicht
unangemessen zu beeintrachtigen. Diese Sonderregelung des Art. 25
Abs. 2 TRIPS fiir Textilmuster bezweckt, fiir ein Produktfeld, dessen
Giiter in recht kurzer Zeit weitgehend an Wert verlieren, einen schnellen
und unkomplizierten Schutz zu gewdhrleisten, was insbesondere in
Entwicklungsldndern zum Tragen kommt. N! Art. 25 Abs. 2 Satz 2 TRIPS
steht den Mitgliedstaaten frei, dieser Verpflichtung durch musterrechtliche
oder urheberrechtliche Bestimmungen nachzukommen (Busche & Stoll,
2007: Art. 25 TRIPS Rn. 26).

In Art. 26 TRIPS werden die dem Musterinhaber zustehenden
Verbietungsrechte vorgeschrieben. Nach Art. 26 Abs. 1 TRIPS ist der
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Musterinhaber berechtigt, Dritten zu verbieten, ohne seine Zustimmung
Gegenstande herzustellen, zu verkaufen oder einzufiihren, die ein Muster
tragen oder enthalten, das eine Nachahmung oder im Wesentlichen eine
Kopie des geschiitzten Musters darstellt. Fiir die Geltendmachung des
Verbietungsrechts ist daher nicht nur eine sklavische Nachahmung
erforderlich, sondern auch das Muster, das im Wesentlichen eine
Nachahmung des geschiitzten Musters oder Modells darstellt bzw. durchaus
gewisse Abweichungen aufweist, ausreichend. Die Handlungen konnen
nur untersagt werden, wenn sie zu gewerblichen Zwecken erfolgen. Der
Schutzinhaber kann nicht nur einschreiten, wenn die Nachahmung exakt,
gewissermalen ,,sklavisch* ist, sondern auch dann, wenn das Design einen
im Wesentlichen gleichen Gesamteindruck vermittelt wie das geschiitzte
Muster (Busche & Stoll, 2007: Art. 26 TRIPS Rn. 10; Kur, 1995: 185, 191).
AuBlerdem erlaubt Art. 26 Abs. 1 TRIPS den Mitgliedstaaten, begrenzte
Ausnahmen vom Schutz gewerblicher Muster und Modelle vorzusehen.
Art. 26 Abs. 1 TRIPS muss somit gewéhrleisten, dass solche Ausnahmen
nicht unangemessen im Widerspruch zur normalen Verwertung geschiitzter
gewerblicher Muster oder Modelle stehen und die berechtigten Interessen
des Inhabers des geschiitzten Musters oder Modells nicht unangemessen
beeintrdchtigt werden, wobei auch die berechtigten Interessen Dritter zu
beriicksichtigen sind (Busche & Stoll, 2007: Art. 26 TRIPS Rn. 13).

Gemiél Art. 25 Abs. 1 Satz 3 TRIPS konnen die Mitglieder auch
bestimmen, dass sich dieser Schutz nicht auf Muster oder Modelle erstreckt,
die im Wesentlichen aufgrund technischer oder funktionaler Uberlegungen
vorgegeben sind. Wann dies der Fall ist, wird allerdings nicht geregelt.
Daher kann sich die innerstaatliche Gesetzgebung auch in Zukunft darauf
beschrianken, Designschutz nur fiir Produkte und Gestaltungselemente
vorzusehen, die hauptsichlich dekorativ sind (Kur, 1995: 185, 190).

ZUSAMMENFASSUNG

Mit der Entwicklung der industriellen Fertigungsprozesse und auch
mit den Reformbewegungen im sozialen und kulturellen Bereich ging
beim Produktdesign die dsthetische duflere und/oder gebrauchsfreundliche
Produktgestaltung neben der gilinstigen Produktionsweise und der
Zweckorientiertheit einher. Das Produktdesign schliet daher neben
wirtschaftlichen und technischen Funktionen auch praktische, &sthetische
und symbolische Funktionen zusammen. Die Unternehmen nutzen
Design auch zur Differenzierung und Markenpositionierung gegeniiber
Wettbewerbern. So trigt das Produktdesign zur Abgrenzung eigener
Produkte der Unternehmen gegeniiber Produkten der Konkurrenz und
Positionierung im Wettbewerb bei (Schramm, 2005: 32 ff.).

Wegen der unterschiedlichen Funktionen des Produktdesigns im
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Wettbewerb gewann Designschutz wettbewerbspolitisch ~ weltweit
und im europdischen Binnenmarkt immer mehr an Bedeutung.
Fir die iiber die nationalen Grenzen hinaus in Europa tétigen
Unternechmen waren die erheblichen Unterschiede beziiglich der
Anmeldefomalien, des Priifungsverfahrens und der jeweilige
Schutzdauer sowie der Schutzvoraussetzungen und des Schutzumfangs
zwischen den Mitgliedstaaten bei der Planung und Durchsetzung
eines grenziiberschreitenden Geschmacksmusterschutzes eine grof3e
Hiirde. Daher war zur Aufrechterhaltung eines funktionierenden
Wettbewerbs im  europdischen Binnenmarkt ein  umfassender
einheitlicher Schutz des Produktdesigns erforderlich (Schramm, 2005:
40 ff.). Infolgedessen wurde die Richtlinie 98/71/EG des Européischen
Parlaments und des Rates vom 13.10.1998 iiber den rechtlichen
Schutz von Mustern und Modellen (GeschmacksmusterRL) und die
Gemeinschaftsgeschmacksmusterverordnung (GGV) vom 12.12.2001
verabschiedet (Mahr, 2009: 33).

DerDesingschutzinder Tiirkeiistim Vergleich zum européischen Recht
ein relativ junges Rechtsgebiet. Da das Osmanische Reich ein Agrarstaat
war und Okonomie auf handwerklicher Produktion ohne nennenswerte
Industrie beruhte (Tetzlaff, 2005: 36, 38), hat die Industrialisierung
in der Tirkei im Vergleich zu europdischen Liandern deutlich spéter,
ndmlich in der ersten Halfte des 20. Jahrhunderts, eingesetzt (Ertin,
1998: 166). Die Technisierung und in der Folge die Massenproduktion,
durch die die Plagiatoren ihre Produkte schneller und in groBerem
Umfang herstellen konnten, begann hier erst spéter. Dies ist sicher mit
ein Grund fiir das spite Entstehen des gewerblichen Rechtsschutzes bzw.
Geschmacksmusterschutzes in der Tiirkei.

Im tiirkischen Recht wurden erste Schritte fiir den Schutz von Design
mitdem Urhebergesetz von 1910 unternommen. In diesem wurden Gemélde,
Plastiken, Zeichnungen und Bauwerke unter Schutz gestellt. Allerdings
war dies kein spezielles Gesetz, um spezifisch gewerbliche Designs zu
schiitzen. Eine erste diesbeziigliche gesetzliche Regelung erfolgte relativ
spat, namlich im Jahr 1995 mit der ,,Rechtsverordnung mit Gesetzeskraft
fiir den Schutz der industriellen Designs*. Vor dieser Verordnung wurde das
industrielle Design auBler durch das Urheberrecht nach den Grundséitzen
des unlauteren Wettbewerbs geschiitzt. Am 22.12.2016 wurde das Gesetz
Nr. 6769 iiber den gewerblichen Rechtschutz (GRG) verabschiedet und am
10.1.2017 im Amtsblatt bekanntgemacht. Mit der Verabschiedung des GRG
wurden die Regelungen iiber das Patentrecht, das Gebrauchsmusterrecht,
das Markenrecht, das Recht der geografischen Herkunftsangaben und das
Designrecht in einem Rechtstext gebiindelt.
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Soft Power

Hard and soft power are used to carry out foreign policies. While
hard power focuses on military intervention, repressive diplomacy and
economic sanctions, soft power uses different abilities to get what it wants.
Knowing which power will be used under what conditions requires a
practical skill. In public policies, powers are generally distributed among
a number of institutions and are unequal (Wilson, 2008:114-117).

These differences are both in the type of behavior and in the
concreteness of the resources. These can be based oncommand, coercion,
inducement. The power of co-option is based on the attractiveness of that
culture and values or the ability to use the agenda of political preferences
according to the objectives (Nye, 2005:16-17).

Table 5: Spectrum of Behavior and Most Likely Resources

Scope of Hard Power Scope of Soft Power
Agenda

Spectrum Command Coercion Inducement | setting Attraction Co-opt
of Behavior o ® o @
Most Likely Force Payment Institutions Values

Sanctions Bribes Culture
Resources .-

Policies

Resource: Joseph S. Nye, Diinya Siyasetinde Basarinin Yolu Yumusak
Gii¢, Cev. Reyhan Inan Aydin, Elips Kitap, Ankara, 2005, s.17.

Soft power focuses on cooperation without forcing people. Issues such
as ensuring admiration for values and envy of the set example and wanting
to reach the level of prosperity and openness affect countries and masses
for desired results in world politics. In this sense, soft power is the ability
to set the political agenda in a way that shapes other people’s priorities
(Nye, 2003:10-11).

Soft power creates an attractive relationship depending on the point of
view of those who implement it. Although soft power, which is not a political
slogan, is not the solution to all problems (Nye, 2010:8), it is important for
the protection and maintenance of international interests. The soft power
that directs the governments of other countries with the support of the
public, strengthens the position of a country or a supranational structure,
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strengthens the bonds between citizens by carrying out cultural studies,
and ensures capturing the hearts (Aydemir, 2016:138-139), is based on
three resources. These resources are culture, political values, government
policies and foreign policy (Nye, 20:2005).

Soft Power of the European Union

The European Union was established as an economic union.
Afterwards, the social, political and legal aspects showed progress
(Ozdemir, 2013:77) and in progress of time, political integration was
experienced as well as economic integration. The European Union, aiming
to create a peaceful structure in order not to experience the disaster of the
Second World War again (Erdem and Oguz, 2003:3), tried to increase its
position in world politics as a global actor.

The European Union, which contains more political, secular and
transnational elements rather than a national citizenship institution adorned
with ethno-cultural and religious references (Kaya, 2013: 133), has three
foundations. The first of these is the Community dimension determined by
the Maastricht Treaty, and it includes Union citizenship, common policies
and Economic and Monetary Union issues. The second foundation of the
Union is the Common Foreign and Security Policy. Cooperation in justice
and internal affairs covers the third foundation (S6nmezoglu, 2010:60).

Today, Europe is the closest competitor to the United States in terms
of soft power resources. European designs, music, fashion, art and food
have a cultural appeal all over the world. Many European countries have a
strong cultural appeal in different aspects. Half of the ten languages widely
spoken in the world are European languages (Nye, 2005:79).

The international power of the European Union is focused on
persuasion and cooperation rather than being unilateral and coercive. In
other words, the European Union is an actor based on soft power rather
than hard power (Azpiroz, 2015:6). The European Union, a symbol that
unites Europe, has a lot of soft power on its own. In the surveys conducted
in July 2002, it was seen that most of the Americans had a sympathy
towards the European Union and it was concluded that the Union ranks
fourth after the United States, England and China in terms of influence in
the world (Nye, 2005: 80-81).

The stabilization operations of the European Union are focused on
non-military aspects. The broadest concept and main intervention method
of the European Union, which is expressed as civil power, is democracy
development. The European Union uses law, human rights and democracy
reforms for partnerships and considers democracy development projects as
its duty in its foreign policy strategy. In this context, the European Union,
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which takes steps to create a ‘European Neighborhood Policy’, determines
democratization as the first priority and aims to be recognized as a center
of attraction with its efforts to develop democracy (Yilmaz, 2012).

The view that war is no longer possible between countries that have
fought fiercely for centuries and that Europe has become an island of
peace and prosperity has created a positive image for the European Union
in many parts of the world. The European Union, which sets a model for
the future of countries in terms of economic growth, equality, democracy
and personal freedoms, has become more attractive with the standards it
has built and the desire of many countries to join the Union has shown the
soft power of the European Union (Nye, 2005:81). The European Union
benefits from four basic tools in the use of soft power. These are as follows
(Pollock, 2012:134):

- Filling the power vacuum left by the United States,

- Making their ideals attractive to the rest of the world,
- Maintaining its international reputation,

- Taking advantage of the lure of expansion.

The European Union reinforces its soft power on the axis of stability
and security through its official neighborhood policy and enlargement
proces. Through the enlargement policy that constitutes its foreign
policy strategy, the European Union tries to reach the other countries by
presenting multilateral or bilateral partnership agreements similar to the
European Agreements, except for full membership. Its achievements in
human rights, democracy, cooperation and social aid increase the interest
of the other countries to the European Union, and the Union aims to use the
soft power effectively in this way (Eren, 2014). The standards, ideals and
structure of the European Union are becoming more and more attractive to
the outside world. In addition to the economic expansion of the union, the
acceptance of its political culture is also influential on the outside world
(Pollock, 2012:134).

The motto of the European Union is united in differences. Despite
their differences, Europeans work together for peace and prosperity. There
is a culture and identity enriched by their different languages, cultures and
traditions. This culture and identity enables the European Union to present
itself to the world as a brand. European culture and identity is an important
resource for states working together on the axis of common good, and
it encourages the rest of the world in terms of regional integration and
interregional relations (Azpiroz, 2015:6-7). Higher education, which has
been used as a form of soft power for centuries, has an important place
in the soft power of the European Union. The use of higher education
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as soft power in Europe has a long history, and within the framework of
contemporary policy, the European Union manages higher education as
a means of promoting mutual cooperation and understanding through
research and knowledge transfer (Polglase, 2013).

Another criterion for the soft power of the European Union has
been the idea that the Union is a positive power in solving the problems
in the world. After the Iraq War, Eastern Europeans and Turks gave the
European Union higher marks than the United States on many issues, from
reducing poverty to fighting terrorism and protecting the environment.
The soft power of the European Union, which does not have as much
military power as the United States, is remarkable in terms of its positive
image in solving problems in the world and its policies on issues such
as death penalty, armament control, climate change, freedom of speech,
freedom of the press, and equality (Nye, 2005:82-83). The opinion-based
leadership of the European Union, which has sources of attraction such
as the importance attributed to international peace, especially related to
integration(Cross, 2013:3), and universal values, is indisputable. However,
the structural and directional leadership of the European Union is not
followed (Ham, 2003:175).

In addition to the culture and local policies of Europe, the Union
also gains soft power with its foreign policy that contributes to the public
interest all over the world. For example, common agricultural policy for
poor countries, its place in international law and human rights agreements,
and development aid provided to poor countries overseas contribute
positively to the Union (Nye, 2005: 84). Despite all these efforts, the
European Union is discussed in isolation of policies and developments
in international relations. The changing geopolitical realities in various
ways and the Eurozone crisis affect the debate about Europe’s difficulties
in communicating with the rest of the world (Melissen, 2013:211).

Reflection of Immigration Problem on Soft Power

The immigration problem has posed serious problems for the
European Union in general. This is partly due to the fact that each member
state, for historical reasons, has traditionally followed different policies
regarding immigrants from different parts of the world. Some states had
flexible rules at entry, while others imposed tight controls on immigration,
encouraged repatriation, and prioritized citizens of their former colonies.
The abolition of internal borders had consequences for the movement of
immigrants and Southern Europe became a new immigration destination
(Koktas, 2012:441).

Although the normative agenda of the European Union, based on an
honest and logical balance between values and interests, is described as
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a foreign policy (Ham, 2013:176), the developments in recent years and
the refugee crisis have thrown the soft power of the Union into question.
Foreign policy and security issues regarding the effectiveness of the
soft power of the European Union on non-member states did not leave
a consistent and coherent impression. Differentiating foreign policy
strategies and the fact that the national foreign policies of the member
states are prioritized over the foreign policy of the European Union have
carried the immigration problem in the European Union to a different
level. After the Arab Spring, incidents in the Middle East and Afghanistan
sharply increased the number of refugees, and the crisis became a political
concern of the European Union. While the crisis affected some European
Union states more deeply, it affected some states less.

The union’s chaotic response to the crisis has both undermined its own
coherence and challenged its positive image globally. Under the pressure
of mass immigration, the acceptance of the resettlement of refugees on
paper, the political debate over the reform of the Common European
Asylum System (CEAS) undermined the principle of European solidarity
and led to the gradual renationalization of immigration policies. Especially
because of the massive influx of foreigners, the rise in terrorist threats, and
pressure from voters, most European governments have focused on how to
stop people from reaching the European Union. Over time, the European
Union focused on protecting the borders rather than protecting the human
rights of refugees (Kugiel, 2017).

The European Union has set up special funds to help refugees outside
its borders and has also used humanitarian language to save the lives of
immigrants. However, the discussions on the repatriation of immigrants
covered up the founding principles of the European Union on human
dignity, solidarity, freedom, democracy, equality and human rights, and
the approach of the Union received serious criticism from human rights
groups and international organizations (Kugiel, 2017).

Issues such as recurrent maritime accidents, problems observed in
refugee camps along the European Union and Schengen borders, and the
construction of fences continued to be on the agenda. The question of
how the European Union, national governments, regional and local actors,
NGOs, communities and civil society will deal with this situation has
led to the examination of the culture and solidarity spirit of the Union at
national and international level (Ritter, Rhomberg, Barlai, Fahnrich and
Griessler, 2017:13-14).

With the Taliban’s takeover of Afghanistan before the United States
completed its withdrawal process, a new phase of immigration began, and
in the meetings of the European Union member states on Afghanistan, it
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was agreed that the situation in 2015 would not be repeated. However, the
European Union has also left the door open for Afghans to come in an
organized manner if member states are willing to accept immigrants. In
this way, the European Union tried to state that it attaches importance to
the values that make up its soft power and underlined that people in need
of protection will be allowed to come to the European Union countries
through legal and safe ways.

The European Union’s agreement with Afghanistan on the repatriation
of immigrants caused deep concern, and the Union began to become a
victim of its own soft power. On the one hand, expectations such as the
protection of human rights and the rule of law, which constitute the Union’s
soft power, were attractive factors for many refugees to seek protection in
the Union, on the other hand, barring the immigrants from the borders
and taking aggressive actions lowered the positive image. The increase in
border controls and the plan to condition cooperation on migration with
financial aid have led to the questioning of the role of the European Union
in protecting human rights and democratic principles around the world
(Kugiel 2017).

As a result of the European Union’s inability to provide successful
solutions to the immigration problem, plans to strengthen cooperation
with non-member states were started to prevent immigrants from
reaching the continent, and the issue of humanitarian aid to deal with
crises was brought to the agenda. The steps of the European Union to
increase cooperation with third countries in the field of repatriation and
readmission were aimed at transferring responsibility to third countries.
And especially in this regard, Turkey has taken the burden of immigrants.
Still, uncontrolled illegal immigration movements could not be prevented.
The failure of the European Union to find a common solution to the crisis
with asymmetric burden sharing and the failure of the decision-making
mechanisms that play a role in the formation of European Union policies
to fulfill the democratic conditions posed a serious problem.

The refugee crisis led to the strengthening of populist and extreme
right forces across Europe and a significant increase in the proportion
of those who have negative attitudes towards Muslims. The tarnishment
of the global soft power image of the Union revealed that the European
Union, which is offered as a reliable regional cooperation and integration
model service that promotes democratic principles, did not set a unified
political vision on sensitive issues, and there was inconsistency between
actions and words in the soft power approach (Kugiel, 2017).
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1. Introduction

The level of welfare of a country increases based on the increase in
the economic growth rate. The increase in unemployment rates leads to
many adverse effects both economically and socially. Therefore, economic
growth and unemployment issues, which have significant effects on both
the economic and social structure and are among the important indicators
that show the economic success of countries, are of great importance in
terms of the macroeconomic policies applied. Thus, these policies aim to
decrease the unemployment rate and increase the economic growth rate.

The view that employment would increase and unemployment would
decrease as a result of economic growth was put forward by Arthur M.
Okun in 1962 after the Second World War. This view, which asserts
that there is a negative relationship between economic growth and
unemployment, is defined as Okun’s law (Ari, 2016: 58). According to this
law, which constitutes the basis for studies investigating the relationship
between economic growth and unemployment, there is a two-way negative
relationship between economic growth and unemployment. In this
context, while unemployment decreases when economic growth increases,
unemployment increases when economic growth decreases. However, the
fact that unemployment has not decreased while the growth rates have
increased in many countries in recent years has led to questioning the
validity of Okun’s law and discussing the phenomenon of jobless growth.

After the recession experienced with the 2001 crisis in Turkey, although
there was a continuous economic growth between 2002 — 2008, there was
no significant decrease in unemployment rates. Again, after the shrinkage
experienced in 2008, although there has been a continuous growth since
2009, unemployment rates could not be reduced to the desired levels, in
other words, economic growth was not reflected in employment (Oztiirk
& Sezen, 2018: 2).

In this study, firstly, the studies conducted to examine the relationship
between economic growth and unemployment were summarized, and then
econometric analysis was performed on Turkey concerning the issue.

2. Literature Review

In the literature review section of the study, the general characteristics
of the studies carried out to reveal the relationship between economic
growth and the unemployment rate are summarized in Table 1.
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Table 1: Studies Carried out to Examine the Relationship Between Economic
Growth and Unemployment

IResearcher(s) (Country(s)Study Econometric Result
Period Method
Okun (1962) |USA 1947:Q2-  |First differences, [There is an inverse relationship between
1960:Q4 |trial gaps, and economic growth and the unemployment
appropriate trend [rate.
and elasticity
models
Cabellero USA and [1966-1989 [Cointegration There is a weak and positive relationship
(1993) UK analysis between economic growth and the
unemployment rate.
Lee (2000) 16 OECD [1955-1996 [Johansen There is an inverse relationship between
countries cointegration economic growth and the unemployment
analysis and error [rate.
correction model
IMuscatelli & [Selected [1955-1990 (Structural VAR  [There is an inverse relationship between
Tirelli (2001) |OECD model economic growth and the unemployment
countries rate.
Sogner (2001) [Austrian  {1977:Q4-  [Markov-Chain There is a stable relationship between
1995:Q4  [Monte Carlo economic growth and the unemployment
methods rate.
Tripier (2002) |[USA 1948:01- VAR Model There is a negative relationship between
2000:04 economic growth and the unemployment
rate in the long term and a positive
relationship in the short term.
Zagler (2003) |France, [1970:Q1- [Johansen IWhile there is a negative relationship
Germany, [000:Q2 cointegration between economic growth and the
Italy, 1968:Q1- [analysis and error junemployment rate in the short term, there
Ingiltere  997:Q4 correction model [is a positive relationship in the long term.
1970:Q1-
000:Q2
1968:Q1-

000:Q1
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Table 1 (Continue): Studies Carried out to Examine the Relationship Between
Economic Growth and Unemployment

IResearcher(s) |Country(s) [Study Econometric Result
Period Method

Goktas Y1lmaz [Turkey 1978-2004 |Granger causality ~ [The unemployment rate is the

(2005) test and Final Granger cause of economic growth.

Prediction Error
IYticeol (2006) [Turkey 1950-2004 |Cointegration test  [There is no long-term causal
and standard VEC [relationship between economic
model growth and the unemployment rate,
but long-term growth after a certain
delay has an increasing effect on
lunemployment.

IPetkov (2008) [England  |1973:Q3- |ARDL There is a strong relationship
2003:Q3 lbetween economic growth and the
1973:Q3- lunemployment rate.
1988:Q3
1988:Q4-
2003:Q3

[Uysal & Turkey 1980-2007 |VAR Model The unemployment rate is the

|Alptekin Granger cause of economic growth.

(2009)

\Villaverde & |17 different|1980-2004 |OLS ‘When the unemployment rate

Maza (2009) [regions of increases in 15 regions, the economic

Spain |growth rate decreases.

Ceylan & Turkey 1950-2007 [TAR and M-TAR  |Okun’s law is valid in the long term

'Y1lmaz Sahin and the relationship is symmetrical.

(2010)

Korkmaz &  [Turkey 1997:Q4-  |Granger causality  |Economic growth is the Granger

'Y1lgor (2010) 2009:Q4 analysis cause of the unemployment rate.




Research and Reviews in Social, Human and Administrative Sciences *37

Table 1 (Continue): Studies Carried out to Examine the Relationship Between
Economic Growth and Unemployment

cointegration test
land Hacker and
Hatemi-J (2006)

causality test

IResearcher(s) |Country(s) [Study Period|[Econometric Result
IMethod
Takim (2010) [Turkey 1975-2008  |Granger causality [Both unemployment is the Granger
analysis cause of economic growth, and
economic growth is the Granger cause]
of unemployment.
Kreishan Jordan 1970-2008  [Regression and Economic growth does not reduce
(2011) cointegration tests [unemployment.
IPierdzioch et |G-7 1989-2007  [Panel fixed effects [There is an inverse relationship
al. (2011) countries model between economic growth and
lunemployment.
Shin et al. IUSA, 1982:02- INonlinear ARDL  [There is an inverse relationship
(2014) Canada and [2003:11 (NARDL) between economic growth and
Uapan lunemployment.
'Yilmaz Eser (Turkey 1970-2010  [Johansen Juselius |While there is a negative relationship
(2014) test and error between the unemployment rate and
correction model  |economic growth in the long term,
there is a unidirectional causality
from the unemployment rate to
economic growth in the short term.
Giing6r (2015)[Turkey 1962:Q1- IARDL bound test [There is no relationship between
2014:Q3 economic growth and the
unemployment rate in the long run.
\Valadkhani  |Australia  |1980Q3- OLS There is an inverse relationship
(2015) 2014Q1 between economic growth and the
unemployment rate.
|Akay et al.  [Turkey 1969-2014  [Markov Switching [There is a short and long-term
(2016) IModel relationship between economic
growth and the unemployment rate.
|Ar1 (2016) Turkey 1980-2004  [Bayer and There is no long-term cointegration
Hanck (2012) and causality relationship between the

growth rate and unemployment rate.
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Table 1 (Continue): Studies Carried out to Examine the Relationship Between
Economic Growth and Unemployment

Researcher(s) [Country(s) [Study Econometric Result
Period Method
[Uras (2016)  [Tirkiye 2000:Q1- [Johansen IWhile there is no causal relationship
2014:Q4 [cointegration from economic growth to unemployment,
analysis and there is a causal relationship from
Granger causalityjlunemployment to economic growth.
analysis
|Akcan (2018) [Turkey 2000:01- |Granger causality|A bidirectional causality relationship
2017:03  |test between economic growth and
lunemployment has been determined.
IBagc1 & Borii  [Turkey 1960-1979,|Granger IA unidirectional causality relationship
(2018) 1980-1999 |causality test and [between economic growth and
and correlation test  [unemployment has been determined
2000-2016 between 1960-1979 and 1980-1999, and
the change in economic growth affects
unemployment. There is a unidirectional
causal relationship between growth
and unemployment between 2000 and
2016, and unemployment affects growth.
|According to the correlation analysis,
there is a very weak and negative
relationship between economic growth
and unemployment in all the periods
considered.
Egri (2018) Egypt 1970-2016 [Cointegration  [There is no cointegration and causality
lanalysis and relationship between economic growth
Granger causality|and the unemployment rate.
test
Oztiirk & Turkey 2005:Q1- [Engle-Granger |Economic growth and the unemployment
Sezen (2018) 2017:Q3 |cointegration and [rate are co-integrated, and there is a
Granger causalityjunidirectional causality from economic
analyzes jgrowth to unemployment.
Uzar & Akyazi [34 OECD  [2000-2016 [Dumitrescu and [There is a bidirectional causality
(2018) countries Hurlin (2012)  [relationship between economic growth
causality analysisfand unemployment rates.
Bayrak (2019) [Turkey 2005:Q1- [Maki (2012) There is a unidirectional causality
2017:Q4 [cointegration relationship between formal
test and Toda-  junemployment and economic growth
'Yamamoto and a bidirectional causality relationship
(1995) causality [between broad-defined unemployment
test and economic growth.

3. Econometric Analysis

In the econometric analysis section of the study, firstly, the data set
and the method were mentioned, and then the unit root tests, Fourier
cointegration analysis, and finally the Fourier Toda & Yamamoto causality
analysis results were included.

3.1. Data Set

In the study, the analysis was conducted by utilizing the monthly
time series data for the period of 2005-2019 to investigate the relationship



Research and Reviews in Social, Human and Administrative Sciences *39

between unemployment and economic growth for Turkey. The industrial
production index represents one of the most significant indicators of
economic growth. Therefore, the industrial production index was used
instead of economic growth in the analysis. On the contrary, one of the
essential features of the unemployment experienced in Turkey is the higher
unemployment rate among young people. Thus, the unemployment rate in
the youth population was taken as the indicator of unemployment in the
analysis.

The data set used in the study is summarized in Table 2 below.

Table 2: Data Set

Variables Definition of the Variables Source

unemp The unemployment rate among the young populationTURKSTAT
adjusted for seasonal effects (%)

Ingrowth The natural logarithms of the industrial production [TURKSTAT
index values are taken (2015= 100)

Since Ingrowth data include seasonal effects, the seasonal adjustment
was performed using the Census X-12 method. Furthermore, the letter “d”
at the beginning of the variable symbols indicates that the difference of the
variable in question is taken.

3.2. Method

In the study, it was first investigated whether the variables were
stationary or not by performing the Fourier ADF (Fourier Augmented
Dickey Fuller) and Fourier KPSS (Fourier Kwiatkowski-Phillips-Schmidt-
Shin) unit root tests. Afterward, the Fourier cointegration analysis was
conducted to determine the long-run relationship between the variables.
Finally, the Fourier Toda & Yamamoto causality analysis was performed
to investigate whether there was a short-run relationship between the
variables. E-Views 10 and GAUSS 19.1 econometric analysis programs
were used for these analyses.

3.3. Unit Root Tests

The stationarity analysis for the variables addressed in the study was
performed using the Fourier ADF and Fourier KPSS stationarity tests for
the model with constant and trend.

The Fourier ADF unit root test statistics are shown in Table 3 below.
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Table 3: Fourier ADF Unit Root Test Statistics

Variables

Ingrowth d(Ingrowth) unemp d(unemp)
[Fourier ADF -2.669 -15.916%** -3.627 -5.393%**
Test
Statistics
[Unit Root Status |Available INot available |Available INot available
Critical Values of the “Ingrowth, 1% 5% 10 %
[dIngrowth and dunemp” Variables -4.380 -3.770 -3.430
Critical Values of the “unemp” Variable -4.870 -4.310 -4.020

The analyses were conducted for the model with constant and trend, and
the lag values of the variables were determined using the Schwarz Information
Criterion (SIC). Furthermore, varm=2 was taken as the long-run consistent
variance estimator, and the maximum lag length was taken as 12. *** refers to
the significance at the 1% level.

Table 3 shows the Fourier ADF unit root analysis results. According to
this test, the Ingrowth and unemp variables are unit-rooted in level values and
become stationary when their first difference is taken.

The Fourier KPSS unit root test statistics are presented in Table 4 below.

Table 4: Fourier KPSS Stationarity Test Statistics

Variables Fourier (Critical Values Stationarity State
KPSS 10 % 5 % 1%
Test
Statistics
Ingrowth 0.226 114 0.142 0.210 INot stationary
[d(Ingrowth) 0.028 *** 114 0.142 0.210 Stationary
[unemp 0.071%* 0.047 0.055 0.072 INot stationary.
|d(unemp) 0.052 *** 114 0.142 0.210 Stationary

The analyses were conducted for the model with constant and trend, and
the lag values of the variables were determined using the Schwarz Information
Criterion (SIC). Furthermore, varm=2 was taken as the long-run consistent
variance estimator, and the maximum lag length was taken as 12. ** refers to the
significance at the 5% level, while *** refers to the significance at the 1% level.

According to the Fourier KPSS stationarity test results in Table 4, it is
observed that the Ingrowth and unemp series are stationary in the first difference,
i.e., the growth and unemployment series are I(1).

As a result, according to the Fourier ADF and Fourier KPSS stationarity
tests, the Ingrowth and unemp data are stationary in the first difference. In other
words, the growth and unemployment series are I(1). Since the variables studied
are first-order stationary, the Fourier cointegration analysis was used to test
whether there was a long-run relationship between these variables.



Research and Reviews in Social, Human and Administrative Sciences *41

The Fourier graphs of the variables are presented in Figure 1. These graphs
show that the Fourier estimates are accurate and long-term fluctuations are
captured for the series. Moreover, the frequency was taken as 1 because the
results obtained for frequency 1 were better.
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Figure 1: Variables and Fourier Functions

3.4. Fourier Cointegration Analysis

Since both of the Ingrowth and unemp variables are I(1), it should be
checked whether there is a cointegration relationship. In this context, the Fourier
cointegration analysis was performed, and the trend shift model was taken
into consideration in the Fourier cointegration analysis. Here, first of all, it was
checked whether there was a cointegration relationship between unemp and
Ingrowth by taking unemp as the dependent variable.

Table 5: Fourier Cointegration Test Results

Frequency Fourier [F-statistics (Cointegration State

Cointegration Test
Statistics

ICIols 1 0.061%* 84.336 INo cointegration.

(CIdols 1 0.065%** 163.813 INo cointegration.

Critical Values
1% 5% 10 %
0.063 0.048 0.042

The lag values of the variables were selected in line with the Schwarz
Information Criterion (SIC). The maximum lag length was taken as 12. varm=2
was taken as the long-run consistent variance estimator. ** indicates the
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significance at the 5% level, while *** indicates the significance at the 1%
level.

Table 5 contains the results of the Fourier cointegration test. In
accordance with the findings of both tests, the Ho hypothesis was rejected.
In this context, it is observed that there is no cointegration relationship
from the Ingrowth variable to the unemp variable. According to this result,
there is no long-run relationship from economic growth to unemployment
in the period of 2005: 01 — 2019: 12 in Turkey, and a sudden change in
economic growth does not affect unemployment in the long run.

Afterward, it was checked whether there was a cointegration
relationship between Ingrowth and unemp by taking Ingrowth as the
dependent variable.

Table 6: Fourier Cointegration Test Results

IFrequency Igi);gi:irCSComtegranon Test [F-statistics ICointegration State
Clols 1 .049%* 40.621 INo cointegration
(CIdols 1 .053** 52.077 INo cointegration
Critical Values
1% 5% 10 %
0.063 0.048 0.042

The lag values of the variables were selected in line with the Schwarz
Information Criterion (SIC). The maximum lag length was taken as
12. varm=2 was taken as the long-run consistent variance estimator.
** indicates the significance at the 5% level, while *** indicates the
significance at the 1% level.

Table 6 contains the results of the Fourier cointegration test. In
accordance with the findings of both tests, the Ho hypothesis was rejected.
In this context, it is observed that there is no cointegration relationship
from the unemp variable to the Ingrowth variable. According to this
result, there is no long-run relationship from unemployment to economic
growth between 2005: 01 and 2019: 12 in Turkey, and a sudden change in
unemployment does not influence economic growth in the long term.

3.5. Fourier Toda & Yamamoto Causality Analysis

In the study, the Fourier Toda & Yamamoto causality analysis was
performed to reveal the causality relationship between the unemp and
Ingrowth variables. The findings of the Fourier Toda & Yamamoto
causality test are shown in Table 7.
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Table 7: Cumulative Fourier — Frequency Toda & Yamamoto Causality Test Results

Wald - stat Asym.p - val
unemp— Ingrowth 6.554 0.161%%*
Ingrowth— unemp 8.594 0.072%*

Since the number of observations was higher than 50, asymptotic
p-values were taken into account in the analysis. While *** denotes the
significance at the 1% level, ** denotes the significance at the 5% level. The
lag values of the variables were selected in accordance with the Schwarz
Information Criterion (SIC). The maximum lag length was taken as 12.

As seen from Table 7, there is no causality relationship from both unemp
to Ingrowth and from Ingrowth to unemp. Therefore, it was concluded that
changes in unemployment did not affect economic growth and changes in
economic growth did not affect unemployment in the short run.

4. Conclusion and Evaluation

In the present research, the relationship between economic growth and
unemployment was analyzed by the Fourier approach using the monthly data
for the period of 2005:01-2019:12 in Turkey. In this context, firstly, the Fourier
ADF and Fourier KPSS unit root tests were performed, and it was found
that the variables of economic growth and unemployment were stationary
in the first difference, not at the level. Afterward, the Fourier cointegration
analysis, which also takes structural breaks into account, was performed
to reveal the long-run relationship between the variables in question, and it
was revealed that there was no long-run relationship between the variables.
Finally, the Fourier Toda & Yamamoto causality analysis was conducted to
reveal the causality relationship between the variables addressed, and no
causality relationship was found from economic growth to unemployment
and from unemployment to economic growth. Accordingly, changes in
economic growth do not have an effect on unemployment and changes in
unemployment do not have an impact on economic growth in the short term.
Both cointegration test results and causality test results support each other. In
this context, an increase that occurs in economic growth in Turkey does not
reduce unemployment and confirms the existence of jobless growth. Thus,
this result shows that the increase in economic growth is not sufficient to
reduce unemployment in Turkey and reveals that different economic policies
should be developed to reduce unemployment. Accordingly, these policies
can be listed as follows:

* In the case of jobless growth, structural problems should be solved
by implementing structural reforms for the labor market instead of demand-
driven policies.



44 - Saduman Yildiz

e Policies that increase human capital investments should be
implemented to increase the quality of labor supply and to provide a qualified
labor force.

* A more qualified workforce should be trained in accordance with
the requirements of the labor market by making radical changes in the
education system, taking into account the needs. Furthermore, vocational
training programs should be developed to increase the quality of the existing
workforce.

e An employment policy should be developed on a national scale with
an emphasis on employment policies.

*  The labor costs in Turkey are very high. Therefore, labor costs should
be reduced in order for economic growth to increase employment.

* Toincrease the employment level in the agricultural sector, production
costs should be reduced by increasing the subsidies given to the agricultural
sector. Furthermore, the added value of agricultural production should
be increased. On the other hand, it should be ensured that the workforce
transferred from the agricultural sector to other sectors gains qualification.

» The competitiveness of sectors such as the textile, clothing, and
manufacturing industries, which are labor-intensive, should be increased.

* The number of entrepreneurship training should be increased, and
entrepreneurship should be supported by the state.

* Informal employment should be prevented.

» Active labor market policies should be implemented effectively, and
structural transformations should be made in labor markets.

* Regional development differences should be eliminated.
e The impact of employment taxes on labor demand should be reduced.

* New employment areas should be created by increasing investment
and job opportunities faster than the population growth rate. In this context,
traditional production and employment methods should be changed.

e The workforce should be trained for the sectors in which the
competitiveness of Turkey is high.

* The foreign-dependent industrialization strategy should be
abandoned.

* Economic and political instabilities should be prevented.

e Uncertainties in foreign exchange and financial markets should be
eliminated.
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1.Introduction

The conditions of competition have changed in all world economies
after the 1970s. Changes in production systems and technological
innovations are the main factors here. In particular, the competitiveness
of companies has increased by reducing costs. However, cost-reducing
policies are not enough for companies to gain a sustainable competitive
advantage. As soon as innovation efforts are researched, development
activities have become important in achieving a sustainable competitive
power (Porter 2000).

Companies have now abandoned the concept of slow productivity.
High costs reduced, company structures changed from vertical to horizontal,
product processing processes have been reexamined from an engineering
point of view; this saves more time and Thanks to new working methods, a
new concept of “work” has emerged. All these processes are based on the
goal of countries and companies in these countries to gain or increase local
or international competitiveness. In the first part of the study, definitions
related to competition will be given. Then, the world competitiveness
rankings and Turkey’s place in these questions will be discussed.

1.1.Definition

There are different approaches in the literature on the definition of the
concept of competition. However, there is no single definition agreed upon
by economists. The most important reason for this is that the definition of
“competitiveness” changes according to the field in question. Definitions
related to the concept of competition can be evaluated in 3 ways. These;

* Different approaches in the form of country, sector or firm in the
observation unit handled in the competition analysis

* Analysis for goods and goods groups

* My policy proposal is the approaches made in the form of productivity
increase and export performance of the sector (Saragoglu and Kdse, 2000).

Indeed, the competitiveness of a country only includes a different
dimension from the competitiveness of a sector or the competitiveness of
a firm. The definition of the concept of competition in the international
platform at the scale of the country, sector and company, and therefore the
variablesitis affected by, vary. Itis arelationship that occurs when businesses
want to achieve their economic goals in domestic and international markets.
(http://www.tarimarsiv.com). Businesses are economic units. Here, the
producers and consumers are mutually influencing each other. The way
consumers and producers influence each other to achieve their economic
goals may be different.
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At this point, we are faced with the concept of “competitive power”.
For example, if producer X can influence consumer Z at a higher level than
producer Y, the competitiveness of producer X is higher than producer Y.

In this case, the concept of competitiveness can be defined as the
ability of any firm or a country to achieve more economic goals, create
more interests and thus generate more profits compared to its competitors.
If we approach the subject from another angle, competitive power is the
power of a sector and the companies in the sub-branches of this sector to
affect the consumer compared to each other as a result of factors such as
high quality, low cost, fast shipping, advanced marketing power and high
financial power (Kemer, 1997).

As can be understood from the definitions above, competitiveness has
been and is one of the issues that countries attach great importance to in
order to have a say in the international economic arena. Moreover, the rapid
development of economic globalization has added a new and important
dimension to international competition. The traditional division between
the domestic and foreign markets is no longer meaningful. Because in
the globalization process, the domestic market is intertwined with the
foreign market and replaces each other. In other words, companies have to
compete not only with domestic and foreign competitors in local markets,
but also with competitors in many different regions of the world. This is the
necessity of globalization. It is an expected fact that the future of companies
and therefore countries that cannot keep up with the globalization process,
that is, do not have foreign competitive power, will be unprotected against
adverse and serious conditions.

Countries with foreign competitiveness have a competitive society
within themselves and thus a competitive environment. A competitive
society is one that integrates and creates a balance between the creation
of welfare as a result of individual competition on the one hand and social
solidarity on the other.

Competitive societies generally have the following ten essential
characteristics:

1. They have a stable and specific legal framework

2. They work in conditions of a flexible economic structure that can
adapt to innovations.

3. They attach importance to investing in both traditional (highway,
power station, etc.) and advanced technological infrastructure.

4. They encourage private savings and domestic investment

5. As well as being attractive for foreign capital investments,
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multinational companies, exports, etc. in international markets. they adopt
an aggressive attitude.

6. They focus on the speed and quality of modern management and
reforms.

7. They maintain a balanced and stable relationship between wage
levels, productivity and taxation elements.

8. They protect the social structure by reducing income inequality and
strengthening the middle-income class.

9. In particular, they invest heavily in secondary education, long-term
education and, if necessary, rehabilitation of the workforce.

10. They establish and maintain the balance between both the global
and regional economy to create economic and social well-being; they
carry out the value system and social solidarity desired by the individuals
forming the society in a harmonious manner.

The pressure to be competitive is seen more in a country’s capacity
to develop a unique competitive model of society than at the level of
individual enterprises. Such a pattern may vary from country to country.
It may be different in Germany, different in Chile, different in Malaysia.
However, wherever it is, such a model will show how competitive the
country can be.

1.2. Factors Determining Competitiveness

The factors that determine the competitiveness of countries or sectors
are very diverse and have been analyzed by many authors and national/
international organizations using different but similar factors. In general,
the factors of international competitiveness are examined in ten sections.
Factors such as economic power, monetary power, industrial production,
per capita income play an impressive role. In addition, industrial benefits
and costs including indirect employee labor cost, output per labor force,
motivation of the labor force, turnover and absentecism can be counted
among these. The role of the state in human resources, financial policies
and other regulations, including the dynamism of the market, the
robustness and reliability of the commercial banking sector, the financial
dynamism that means the capital market and their capacity to provide
financing, the dynamism of the population and labor force, employment,
unemployment, quality and motivation of the ruling class, relevant The
country’s underground and surface resources, its infrastructure in the
fields of transportation and communication, its foreign orientation, the
desire to actively support trade, service-oriented investments or other
forms of international exchange. forward-looking innovative approach
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in the government’s attitude Social-political consensus and stability are
important factors, showing to what extent strategies and policies reflect a
country’s aspirations (desired value system). (http://www.tarimarsiv.com).

In Turkey’s competitiveness research conducted by TUSIAD in today’s
conditions and for the future; The factors that determine competitiveness
are listed as follows, from natural to human-created (Kemer, 1997).

Natural 1. geolocation

. Natural resources

. Labor Cost

. History and Traditions

. Industry Experience

. Technical Fundamentals

. Infrastructure

0 9 N U B W

Created . Technology

Competitiveness factors were evaluated in five stages in the research
conducted by the Istanbul Chamber of Industry in order to reveal the
foreign competitiveness for the Turkish Manufacturing Industry (http://
www.tarimarsiv.com).

1. Factors Related to Input Costs: Labor, energy, raw material and
financing costs

ii. Factors Related to Input Availability and Quality: Availability of
qualified workforce, availability of raw materials, technology used, sub-
industry.

iii. Factors Related to Product and Marketing: Product standards,
image of products in foreign markets, international relations

iv. Factors Related to External Environment: Economic scale, financial
structure, labor productivity.

There is a mutual interaction between the competitiveness factors
and the factors that determine the competitiveness. A change in the
factors that determine competitiveness increases the competitiveness of
the relevant country, and this increase in competitiveness encourages the
determining factors to develop more. Because the economies of countries
are getting stronger with the increase in competitiveness. The increase
experienced causes development in production and export. This situation
causes the growth of profitability and thus acceleration in investments
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and the development of employment. Creating the potential to provide
a sustainable competitive advantage is especially important for the food
industry in our country. The food industry has a strategic importance due
to its high share in Turkey’s industrial production and export. The fruit
and vegetable processing industry, which constitutes half of Turkey’s
food industry exports, covers the production branches in which Turkey
has a relative advantage in foreign markets, especially in terms of raw
materials and costs. Evaluating the products within the scope of the
fruit and vegetable processing industry in terms of the sustainability
of competitiveness in foreign markets and especially in the European
Union markets, which is the most important export market, has a critical
importance in terms of Turkey’s adaptation to globalizing markets. The
fact that most of the products within the scope of Turkey’s fruit and
vegetable exports are also produced in European Union member countries,
makes it necessary to evaluate the fruit and vegetable processing industry
in terms of sustainable competition against the member countries of the
Community. Agriculture and agro-based industry are the main economic
sectors that complement each other and provide economic development
together. Just as the existence of various agricultural products is necessary
for the industry that processes them, developments in this industry are also
effective in increasing the production of related agricultural products. The
sector where this interaction is most clearly observed is the food industry.
As a sector that generally produces consumer goods, the food industry has
a one-to-one relationship with the consumer. Therefore, it is important for
this industry to know consumer demands and requirements. The demand
for new products, especially in the food industry, is increasing due to
reasons such as higher participation of women in working life, the increase
in the number of single people, and the widespread use of ready-to-eat
and fast food. European Union countries have achieved self-sufficiency in
food product production and are looking for ways to overcome production
surpluses in some products. These countries have made an effort to meet
the consumer demand for innovative products by concentrating on the
secondary processing industries of food products. European companies
solve the problem of overcoming saturation in the domestic market by
spreading their activities to international markets, and they strive to deliver
their products to wider markets by concentrating on issues such as brand
image and customer satisfaction.

On the one hand, the European Union expanded with the participation
of new members, on the other hand, it showed an extraordinary growth in
international trade. International trade relations; Apart from customs tax
rates, the banking system began to be affected by many factors, especially
competition law, standardization, and it was seen that the “Common
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Market”, the rules of which were determined by the Treaty of Rome, were
not under new conditions, and it was aimed to establish the “Single Market”
as a new target in 1985. Among the factors affecting the competitiveness
of a country in international markets; In addition to economic factors such
as gross domestic product, exchange rate, imports and exports, it can be
considered as non-economic social factors such as religion, culture and
habits (Reed, 1994). On the other hand, one of the most important facts
affecting competitiveness in the international platform is the foreign trade
policies implemented by the countries. In fact, most of the time, these
policies can be more effective than economic and social factors.

1.2.1. Innovations

The subject of innovations in development theory and their effects on the
development process has a very important place since Schumpeter (1934)
(Asheim, 1997). Quality competition; takes place between companies that
compete in terms of quality (Morgan, 1997). According to Schumpeter,
innovations are; The production of a new good occurs in the form of
renewing the quality of the good (Schumpeter, 1974). NeoSchumpeterian
school, which reinterprets Schumpeter’s views on innovations by taking
into account the change in production systems, reclassifies innovations as
follows.

Small and continuous innovations (incremental); Such innovations are
small technological innovations that occur in the daily production process
(in a sense, spontaneously) seen in almost every industrial sector and/or
service sector. Institutionalized R&D (research and development) activities
and high level of skills are not required to realize such innovations. Radical
innovations; These are innovations thatlead to significant changes in product
and production technology, and are usually the product of institutionalized
R&D activities for this purpose. While simple innovations that increase
productivity in cotton yarn production are handled within the scope of small
and continuous innovation, the invention of nylon can be considered as
an example of radical innovation. While radical innovations are important
to a particular firm or sector, their impact remains relatively minor and
localized at the overall economic level. Innovations in the technology
system: Changes that affect more than one sector of the economy or cause
the development of new industries, through the combination of radical,
small and continuous innovations and organizational innovations, change
the technology system. These changes within the scope of the whole
economy, which will continue to affect the theoretical structures over the
years, are defined as the change of the techno-economic paradigm. The
new techno-economic paradigm realizes a quantum leap in the productivity
of almost every sector in the economy and provides new investment and
profit opportunities. For the full development potential of the techno-
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economic paradigm to be unleashed, it is necessary to restructure the social,
institutional framework at the national and international level. (Freeman
and Perez, 1988, Perez, 1985, Taymaz, 1993).

1.2.2. Changing Conditions

The conditions of innovation, diffusion and thus competition differ
according to production systems. The conditions of competition, both at
the firm and industry level, have changed when the full-time production
system (just in time-JIT) has put the mass production system, which has
dominated the world economy until the 1970s, to a marginal position..

In this production system, a firm’s competitive strategy; The acce-
leration of response to product change is based on reliable delivery and
good quality control. Now the problem for a firm is not how much labor
is needed to make the production line as fast as possible, but how fast the
line must run to meet the demand and how much labor is needed to be
employed to make it happen. This need makes it mandatory for companies
to implement a flexible employment strategy while re-organizing their
production according to JIT principles (Haraldsen, 1997).

In this system, there are two types of flexibility regarding employ-
ment. The first is functional flexibility. functional flexibility; It can be
defined as the ability of firms to adjust or distribute the skills of their
employees in order to adapt to the changing tasks, production methods or
technologies required by the changing workload. The increase in the use
of new technologies and flexible machines has necessitated the develop-
ment of new forms of functional flexibility within the firm. The second is
numerical flexibility. This concept refers to the ability of firms to adjust
their workforce inputs to accommodate fluctuations in production over
time. Numerical flexibility can take many forms, depending on the nature
of the production system and the degree and timing of production variabi-
lity. Types of numerical flexibility; includes overtime, flexible use of time,
new shift patterns, part-time workers and outsourcing to other busines-
ses. Therefore, the increase in numerical flexibility has brought about an
increase in subcontracting and other relations between companies (Pinch
1990).

1.2.3. Internal Elements

The shape a business creates for the organization is related to the
ability of that business to learn. In recent years, there has been a flow from
hierarchical firms managed with vertical information flow to firms managed
with horizontal information flow, which are less hierarchical firms. The
processes of continuous learning, problem solving and development are
accelerating in the mentioned businessesWide and strong participation
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within the company; It ensures the use and dissemination of informal,
non-R&D-based information, thus causing innovations to gain continuity
(Asheim, 1997). The spread of innovations in the field of organization
and the settlement of innovations in companies firstly led to an innovative
change in enterprises. By their very nature, markets require firms to be
innovating regularly and continuously in order to gain a competitive
advantage. The ability of the business to reach a competitive position in
order to grow and maintain its existence depends on the innovation capacity
of the company. The adoption of innovations has ceased to be a capital or
technical issue, but has become an issue related to the internal environment
and management of the firm.

The importance of internal factors (the firm’s internal environment)
that play a role in explaining the innovation creation process is a topic that
has been discussed and studied for a long time (Peters and Venkatesen1973;
Robertson and Wind 1980). The firm’s competitive advantage is directly
related to the firm’s capacity to create innovation. Innovation capacity
is the organization’s ability to successfully implement innovation ideas,
processes, and products. The determinant of innovation capacity is the
innovativeness of the firm. Innovation, as an aspect of the company’s
culture, is the ability to be open to new ideas. The innovativeness of the
culture is a measure of the organization’s orientation towards innovation.
Pioneers of innovation are characteristics related to the culture of the
organization (Hurley and Hult 1998). The internal environment of the firms
includes the organizational structure (status of the organization, size of the
enterprise, skills, the strength of the relations between the functional units
of the enterprise) and the strategies followed (the way the firm follows
in achieving competitive advantage, risk taking and outward behavior).
It is a feature of being. The innovativeness of the culture is a measure of
the organization’s orientation towards innovation. Pioneers of innovation
are characteristics related to the culture of the organization. An important
determinant of a firm’s capacity to create innovation is that the organization
is open to innovation. This feature, called organizational innovation,
expresses the tendency or resistance of organizational members to adopt
innovations. The concept of organizational innovation is characterized as
one of the two basic functions of the organization in a frequently cited
statement of Peter Drucker. According to Peter Drucker (1954), “there is
only one valid definition of the purpose of the firm and that is to create
customers. The customer is the determinant of what the business is. Since
the purpose of the business is to create customers, the organization should
have only two basic functions and that is marketing and innovation.” The
diffusion of innovation literature defines the innovation capacity of the firm
as a feature that directly affects the performance of the organization. The
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innovativeness of the firm culture, together with the different structural
characteristics of the firm, determines the innovation capacity of the
organization. The capacity to create innovation is measured by the number
of innovations that the organization can adopt and successfully implement.
The firm’s capacity to create innovation is directly related to internal factors.
The excellence of an organization consists of the strategy and structure (2s:
structure and strategy) that make up the hardware of the organization, and
the style, systems, employees, skills and common values that make up the
culture of the organization (software) (5s:style,systems,staff,skills, shared,
values) is directly related to its excellence (Dahlgaard and Dahlgaard
1999). The capacity to create innovation is also determined by the elements
that make up the organization’s equipment and culture. The first of these
elements is the structure and process characteristics of the firm. The other is
the characteristics related to organizational culture (Hurley and Hult 1998).

1. Structure and process features

Structure and process characteristics are objective characteristics that
are evaluated independently of the individuals that make up the firm and the
culture of the firm. Structural features, which are evaluated independently
of the behavior patterns of individuals, are defined as a different element
from the cultural structure of the organization. These features consist of
issues independent of the firm’s cultural structure, such as the size of the
firm, formalization, hierarchy, market information and planning. There is
no doubt that there is a parallelism between the variables that make up the
structural and process-related features and the variables that make up the
company culture. For example, an organization with an innovative culture
is also a company that has the infrastructure to reach market information
or is trying to create this infrastructure. Firms actively seek information in
order to adapt to changing market conditions and technological advances.
Active knowledge seeking is directly proportional to innovation.

The hierarchical structure in the organization, which is another feature
related to the process, and the capacity to create innovation are inversely
proportional to each other. An organization with a hierarchical structure
attaches importance to order, rules and laws, and companies continue
their activities under the control of a supervisory evaluation and direction.
(Desphande, Farly ve Webster 1993).

In companies with an innovative culture, planning also emerges
as an important process feature. The existence of long-term company
goals is directly proportional to innovation. The existence of rational,
comprehensive plans that include all organizational units directly affects
innovation (Kitchell 1995).

ii. Organization culture
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Innovation, as an aspect of the company’s culture, is the ability to be
open to new ideas. The innovativeness of the culture is a measure of the
organization’s orientation towards innovation. Pioneers of innovation are
characteristics related to the culture of the organization. After examining
nearly 100 studies of organizational behavior, sociology and anthropology,
Deshpande and Webster (1989) defined organizational culture as “a
concept consisting of a set of shared values and beliefs that enable
individuals to understand the way the organization works and thus gain
internal behavior and norms”. In the organizational behavior literature,
firm culture is considered as an element that provides the capacity to adapt
to the changing external environment. The adaptation model predicts that
formations that adapt to the environment can continue to exist in the long
run. In today’s international business climate, companies are faced with
heterogeneous market niches. Within the scope of the capacity to adapt to
changes, the concepts of organizational culture and innovation are accepted
as concepts that cannot be considered separately from each other. In order
to adapt to the competitive international environment, firms must create an
“innovative firm” culture. Firms that can adapt to the environment choose
market niches that are suitable for them, expand their global market reach
and at the same time expand their cultural norms to live in the international
climate. Creating a risk-taking culture is an example of such a tendency. In
companies, flexibility in the face of change, openness to communication,
development of cultural norms in the direction of efforts and incentives
for the development of employees are directly related to increasing the
capacity to create innovation. These cultural norms are factors that facilitate
the technological adaptation of companies.

1.2.4. External Elements

Inter-firm networks are the second factor that has a significant impact
on innovation development. Today; In the innovation development
processes, besides the R&D units of large companies, techno-parks,
innovation centers, universities organized especially for this work, the
network structure whose actors are the main company (customer company),
supplier company and subcontractor company has also gained importance.
. Firms in the JIT system; instead of economies of scale and low cost, it
follows a competitive policy based on flexibility, design intensity, know-
how and high quality. Since products are made to order, there are frequent
changes in both products and processes. This form of competition, which
accelerates innovation processes, has led SMEs to depend on external
sources due to the cost factor (Oinas ve Virkkala, 1997).

For this reason, it is very important to support SMEs in the innovation
process, especially by networks to be created at the local level. The network
structure at the local level supports the distribution of risks, combining
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resources and assets, and sharing know-how and experience. In addition,
SMEs with limited R&D opportunities increase their competitiveness
by developing small and continuous innovations (innovations that occur
spontaneously in the production process) with this information obtained
from external sources. The companies within the network structure operate
almost as if they are a single company and share the production stages
among them. While this gives the companies stability and a flexible
structure, it also facilitates access to certain information and resources and
intensifies the information sharing between companies. Thus, the learning
process of companies is accelerated and it helps to increase their potential
to develop especially small and continuous innovations.

The intensity and nature of information sharing between companies
varies depending on the relationships of the actors within the network.
Relations between the parties, based on trust, partially long-term, high
value-added production processes, including functions such as joint R&D
and management of future plans besides production, provide flexibility
to network actors; It also creates the necessary environment for learning,
technological and organizational innovations (Asheim,1997, Robertson et
al 1984).

As explained above, one of the factors that determines the intensity
and quality of information sharing between companies is the nature of the
relationship between the actors in the network. Another factor is the spatial
proximity of the actors in question with each other. Information sharing
increases in direct proportion to spatial proximity, a learning network is
formed between companies and a collective learning process emerges in
this way. (Camagni 1991)

In summary, competitiveness is determined by price, cost or non-
price factors defined within the scope of competition and innovation
capacity. Since a short-term advantage is provided in a price or cost-based
competition, the capacity of the firm or sector to compete with non-price
factors (such as increasing the capacity to create innovation) should be
created in order for companies to gain a sustainable competitive advantage
in international markets. For this reason, the concepts of international
competitiveness and closely related comparative advantage, competitive
advantage, economies of scope, flexible production systems and
technological development are especially frequently used by economists
and operators. appears to be used. While economists generally address
the concept of international competitiveness (URG) at the country and
sometimes sector level; operators, on the other hand, prefer to evaluate at
the firm or sector level. It is seen that the economists trying to measure the
URG at the country level try to calculate the competitiveness indices either
by measuring the real exchange rates of the relevant country or based on
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a large data set for various countries, as in the annual reports prepared
by some international organizations such as the World Economic Forum
and Institute of Management Devolepment. However, it is not countries or
nations that compete with each other in the markets of goods and services,
but actually firms. For this reason, some economists have found the study
of URG at the country level completely meaningless. In terms of countries
and governments, the URG of the companies and sectors of the country in
question is very important for reasons such as specialization in production,
employment and foreign trade balance, but still the URG problem is a
vital problem only for companies and sectors. In other words, the concept
of URG is a completely different concept, at least from David Ricardo’s
well-known concept of comparative advantages. Because, according to
the theory of comparative advantage, even if a country has an absolute
cost disadvantage against its foreign competitors in all goods or sectors,
there will be some goods or services that have a relative cost advantage
in some of them and can be exported. On the other hand, firms or sectors
that do not have international competitiveness will face the situation of
being eliminated from the world market in the long run. It is not the price
or quality of the products that countries or governments are in competition
with anyway. In the global economy, governments compete with each other
by increasingly integrating in trade in goods, services and capital, and
trying to make their countries more attractive to foreign investors (MNCs).

In such a competition, efforts should be made to create a solid and
widespread communication and infrastructure, rather than factors that
provide short-term competitive advantage such as cheap labor in the
economic policies of governments. In short, it is only a kind of competition
for establishment location that can be in question for countries and
governments. For this reason, the reports published by the above-mentioned
organizations should only be considered as an analysis of a URG in this
sense.

The fact that a domestic company has international competitiveness
in an export market or in the domestic market means that compared to
competing domestic and foreign companies in terms of non-price factors
such as product price and/or product quality, punctuality in delivery and
after-sales service, in the same situation or in the future. means to be
superior (Kibritcioglu, 1994). Since a domestic sector, unlike a domestic
firm, cannot have a domestic competitor in the domestic or foreign
market, it is clear that this definition will also apply to a sector with a
little simplification. Defining URG in this way indicates that there are two
types of URGs based on the elements of competition. It also shows: price
or cost competition and non-price competition. The concept of non-price
competition, which is especially associated with quality (1), also makes
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it easier for us to associate URG with the flexible production systems
approach, which has become quite “fashionable” lately (especially in the
business literature) but still remains cold to the economists.

In the 1980s, it became increasingly difficult to produce in the world
market with the old, inflexible production system, that is, with Fordist mass
production technology in which Taylorist work organization was valid, and
with the application of microelectronic technology in production, brand
new, flexible production systems began to emerge. In these Post-Fordist
production systems, there is no longer any need to increase the capacity
utilization rate for the full employment of the factors of production, thus,
as the pressure on the workers is relieved, their productivity increases and
they too can find time to work on the improvements related to the production
process. Small-scale enterprises are also successful in international
competition in a way that underlines the importance of economies of scale,
which means that there are multiple product models in which the same or
similar inputs will be used, very small enterprises within the factory in line
with the demand forecasts from the marketing department of the company
regarding consumer preferences. It can be produced with changes (the
flexibility of technology) and with little time loss, higher wages can be
paid to workers with increased productivity, and all the while, the need
for stocking for raw materials, intermediate goods and final products will
decrease. provides cost savings. In addition, flexible production systems;
Since it emphasizes economies of scope rather than economies of scale, it
also makes it easier for us to understand that many companies today prefer
product differentiation and compete with competitors for quality rather
than price. Because two different products or more than one model of a
product in a facility, thanks to the flexibility of the production technology,
makes it possible to produce with the use of similar inputs at lower unit
costs than in the productions to be made separately in different facilities.

In summary, the same directional ratio that exists between cost
and quality in traditional production technologies is now broken by the
implementation of modern production systems by companies. In other
words, flexible technologies allow for the reduction of production costs
on the one hand, and on the other hand, it makes it possible to increase
the quality. The definitions made so far and the concepts used reveal how
the concepts of technology and technological development can be defined
and, moreover, the necessity of defining them clearly. Technology level;
In its broadest sense, it can be defined as the sum or “stock™ of knowledge
and experience related to the production process, the product itself, the
organization of production and management, marketing and after-sales
service. In order for the increase in this stock, that is, the technological
development (technological development), to make sense in terms of
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economy, it must be implemented as an innovation in a company that is
willing to make profit or loss.

2.Turkey’s Place in the World Competitiveness Ranking

Significant changes have occurred in the political, economic, social
and cultural fields in the world in recent years. The forward speed of this
process is also expected to increase. In order to take our country’s place in
this changing world order and to increase the welfare of our people, it is
necessary to develop and implement effective policies in various fields. The
spread of information techniques and rapid developments in technology
have caused a general globalization movement in the world economy.
Thus, the integration of countries into the world economy brings with it
some new formations. Political bloc has now left its place to economic
bloc. In this context, there are important changes in the economic balances
in the world. At this stage, the problem of integration into the world
economy comes to the fore in order for Turkey to take its place in these
economic formations and increase its efficiency. In order to evaluate
Turkey’s global competitiveness, “What is the situation of our country in
the face of intense competition? What is the competitiveness of Turkey in
the international market?” We need to seek answers to questions such as:
At this point, it is necessary to reveal how much importance is given to the
factors affecting international competitiveness in Turkey (Kesbic and Uriit
2004). The results of the study conducted by TUSIAD for Turkey on the
factors affecting competitiveness are given in Table 1.

Table 1. Priorities in achieving competitiveness

Important Factors in Achieving Competitiveness %

Quality 9,08
Features 9,03
Technology 8,24
Raw material availability 8,16
Labor productivity 8,05
Cost of capital 7,47
Labor cost 7,39
Infrastructure 7,21
Geolocation 6,79
External links 6,63
Domestic competitive environment 6,32
Qualified workforce 6,05
Country image 5,42
Uniqueness 4,74

Resource: TUSIAD, 1991
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As can be seen in Table 1, quality, features and technology take the
first three places among the criteria that affect competitiveness. This shows
that Turkish entrepreneurs understand the importance of competitiveness.
However, when we look at the issue from the perspective of the Turkish
economy in general, the situation is not encouraging at all. In the Global
Competitiveness Report published by the World Economic Forum (WEF)
in 2020, which investigates the position of the world countries in terms
of international competitiveness, 141 countries, which constitute 99% of
the world GDP in 2019, were examined. In addition to a large number
of data published by countries and international organizations, the report
also uses the results of the surveys applied to approximately 15 thousand
companies for 2019, covering all countries. In the global report (2019),
Singapore, the USA and Hong Kong take the top three places, followed
by the Netherlands, Switzerland, Japan and Germany. Argentina (83rd)
ranks lowest among G20 countries5. Turkey, on the other hand, ranks
61st in 2019 as it was in 2018 (Table 2). In the Global Competitiveness
Report published in 2021, 64 countries were ranked by considering criteria
such as innovation, digitalization, welfare level and social integration.
Accordingly, Switzerland, Sweden and Denmark are in the top three in
the ranking. In the report in 2020, Singapore, Denmark and Switzerland
constitute the first three countries. It is shown in Table 2 that while Turkey
was in the 46th rank among 64 countries in 2020, it regressed to the 51st
rank in 2021.

Table2: Global Competitiveness Report (2021)

Competitive Index

Country 2020 2021
Singapore 1 5
Denmark 2 3
Switzerland 3 1
Netherlands 4 4
Hong Kong 5 7
Sweden 6 2
Norway 7 6
Canada 8 14
United Arab Emirates 9 9
USA 10 10

Resource:http://www.weforum.org

Economic performance is very important in determining international
competitiveness. In this respect, Turkey’s place in the competitiveness
ranking should be evaluated primarily according to its economic
performance. According to the criteria that reveal the economic
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performance factor in the report prepared by IMD for 80 countries in
2002, Turkey’s international competitiveness is as seen in Table 3. Turkey
ranks 69th according to growth competitiveness criterion, 54th according
to technology criterion, 63rd according to public institutions criterion,
78th according to macroeconomic outlook criterion, 54th according to
microeconomic competitiveness criterion.

Table 3: World Competitiveness Ranking (2020-2021)

Country 2020 2021 Country 2020 2021
Switzerland 3 1 Indonesia 40 37
Sweden 6 2 Latvia 41 38
IDenmark 2 3 Spain 36 39
INetherlands 4 4 Slovenia 35 40
Singapore 1 S Italy 44 41
Norway 7 6 Georgia 47 42
Hong Kong 5 7 India 43 43
Taiwan 11 8 Chile 38 44
\United Arab Emirates 9 9 IRussia 50 45
USA 10 10 Greece 49 46
[Finland 13 11 IPoland 39 47
Luxembourg 15 12 IRomania 51 48
Ireland 12 13 Jordan 58 49
Canada 8 14 Slovak Republic 57 50
Germany 17 15 Turkey 46 51
Chinese 20 16 Philippines 45 52
Qatar 14 17 Bulgaria 48 53
United Kingdom 19 18 Ukraine 55 54
IAvustria 16 19 Mexico 53 55
New Zeland 22 20 IColombia 54 56
Iceland 21 21 Brazil 56 57
IAustralia 18 22 IPeru 52 58
Korean 23 23 Croatia 60 59
Belgium 25 24 Mongolia 61 60
Malaysia 27 25 Botwana - 61
[Estonia 28 26 South Africa 59 62
Israel 26 27 IArgentina 62 63
Thailand 29 28 \Venezuelan 63 64
France 32 29

Lithuania 31 30

Japan 34 31

Saudi Arabia R4 32

Cyprus 30 33

Czech Republic 33 34

IKazakhistan U2 35

Portugal 37 36

Resource: IMD, 2021
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In the report published by IMD in 2019, all countries were scored and
ranked over 12 different components that make up the competitiveness
index. In the report, comparisons were made between Turkey and European
and North American countries. Accordingly, as seen in Table 4, although
Turkey lags behind in terms of macroeconomic environment and labor
market, it ranks 13th among 141 countries in terms of market size, and it is
the most successful criterion. When a comparison is made between Turkey
and European and North American countries, it is seen that our country’s
scores are behind in all criteria except the market size criterion. However,
it can be said that the scores are very close, especially in the field of health.
When we look at the general situation, the scores of European and North
American countries are between 75-80, while Turkey has 62 points and
ranks 61st.

Table 4: Turkey's Place According to Global Competitiveness Index Criteria

(2019)
Scores of
Competitiveness |European and ’ i
P Vel P : Scores of Turkey Turkey’s Rankmgs out]
Index Criteria North American of 141 countries
Countries

[nstituti 1 Structuri

nstitutional Structuring |\ = on 65-70 54 71

Infrastruct

firastrueture Between 80-85 74 49

information and Between 65-70 58 69

technology

Macro Economic Between 95-100 61 129

Outlook

IHealth Between 90-95 87 42

Skills Between 75-80 61 78
IProduct Market Between 65-70 54 78

Labor Market Between 70-75 53 109

Financial System Between 75-80 61 68
imarket size Between 60-65 79 13

Business mobility Between 70-75 59 75

Innovation Between 60-65 45 49

Overall Score Average [Between 75-80 62 61

Resource: IMD, 2019
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Conclusion

In order to become a developed industrial country in the globalizing
world, Turkey has made investments for many years and mobilized its
industry with the production of substitute goods. In the meantime, it is
aimed to market the unprocessed agricultural products, which have become
traditional in the export of our country, which is in an effort to open up
to foreign markets, after undergoing technological processes and creating
added value. Thus, the industrial investment move, which was initiated in
the 1970s, has been successfully continued until today.

Turkey should attach importance to international economic integration
in the fields of industry, agriculture and service. It has an important function
that we can compete in international markets. In addition, competitiveness
is closely related to the education systems of our country, the infrastructure
of technology, energy and transportation systems, the relations between
employers and employees, all investments that form the connection
network between the public and private sectors, and all economic and
social systems.
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INTRODUCTION

Human resource management is directly related with people at work
how to manage, train and recruit them efficiently in line with the strategic
goals of organization. As the organizational structures have altered and the
human resource pool becomes more and more diverse, human resources
and its tasks have altered as well. The fast shifting demographics of the
human resources all around the world have created new challenges and
opportunities for human resources and for the organizations. In most of
the multinational companies, the human resources are becoming more
ethnically and racially diverse.

Awareness of the requirement for human resource departments to
effectively manage and enable the inclusion of diverse workforce to all
aspects of multinational companies has been paid an extreme attention in
HR practices. Although strategies for managing, achieving and defining
diversity frequently differ appreciably by region and country, workforce
diversity, avoiding discrimination and inclusion of employees in human
resource management in multinational companies have been a worldwide
phenomenon.

To understand cultural differences between multinational work-force, it
is necessary to understand the concept of multiculturalism in organizations.
In the last twenty-five years, multiculturalism has become more important
not only in terms of culturally diverse groups, but also in terms of
people working together and the individuals recognizing themselves.
Multiculturalism is a functional strategy used to deal with international
and national diversity. With a narrower approach, multiculturalism can be
considered as a tool to be open to the positive effects of all cultures and
to develop new and meaningful interaction methods. The most prominent
feature of multiculturalism from an organizational point of view is that the
positive perception of cultural diversity and the values of those cultures are
perceived as an important part of belonging and being human.

Similarly, international examination of diversity management
conducted by (Klarsfeld, 2010) covering 16 countries reveals the wide range
of proposals presently being assumed to promote equality and fairness in
the international workplace. Dissimilar social, cultural, historical, political
and religious contexts form the focus of diversity management practices
all round the world. Despite broad appreciation that successful diversity
management can be accomplished through suitable human resource
strategies, according to the works analysing how cultural diversity and
discrimination are directed in multinational companies through efficient
human resource practices is very limited.

Especially in international companies, diversity is a necessity today
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and it is among the primary tasks of human resource depletion to exclude
discrimination from organizations and create an inclusive organizational
identity. To achieve this, in recent years, academic research has gained
pace in organizations trying to work in harmony with managers and other
employees of people from different cultures and to try to understand the
similarities and differences between them.

The major causes underlying this development are the efforts of many
countries to standardize the cross-border practices for integrating the world
markets, the integration of world markets in the process of globalization,
the spread of multinational business activities, increasing multicultural
character of population structure and the need for coping with cultural
obstacles to be able to provide competitive advantage.

As the world grows smaller under the influence of globalization,
more and more people live and work in foreign countries and are thus
in constant contact with people from very different cultural backgrounds
such as language, norms, lifestyle. The management and development of
people on a global scale inevitably necessitates attention to issues such
as cultural diversity and related motivation, leadership, productivity, and
empowerment. From this point of view, it can be said that, in terms of
fields of activity, cultural diversity has a greater meaning and prominence
in all organizations that do not comply with national boundaries than local
and national organizations.

The cultural diversity phenomenon, especially of globalization and
multinational enterprises in the workforce, confronts organizations with
positive and negative consequences of this diversity. The answer to the
question of how to manage the diversity mentioned at this point cannot
easily be provided. In the literature, it is seen that there is a wide range
of debate in the organization, from the managerial approaches which see
the diversity of the workforce as an important measure of wealth and the
employment policies, and vice versa. Every organization should find ways
to manage cultural diversity, considering the structure of management and
organization, and the specific conditions that determine and affect it.

It should not be overlooked that the cultural diversity in organizations
is both an inevitable phenomenon today and more than the drawbacks of
the essentials. The important thing is to develop policies in the direction of
examining all aspects of the perspective and to try to maximize the aspects
that will benefit the organization and to try to avoid the negative ones as
much as possible. Thus, the increasing interest on the impacts of cultural
differences in recent decades, especially in management and employee
performance in international businesses, makes it one of the main tasks and
targets to prevent discrimination by ensuring cultural diversity in human
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resource management.

Cultural diversity is a phenomenon that must be supported for
today’s contemporary and high-performance organizations. The most
important reason for this is that a culturally mixed workforce will bring
potential competitive advantage to organizations (Ely and Thomas, 2001).
Numerous researches show that organisations formed by individuals
from different cultural backgrounds and general workforce structure can
produce more effective solutions for business problems than homogeneous
workforce groups and can perform better in the long run and fulfil their
tasks more effectively (Farndale & Biron & Briscoe & Raghuram, 2015).
It can be argued that this difference is partly due to the different aspects of
perspective and experience that have stimulated innovation and creativity
in multicultural organisations.

Culturally diverse organisations, especially face-to-face workers,
may experience disadvantages in processes and lower group performance
than homogeneous groups. The major challenge for HRM in diversity
management centres on encouraging an increased understanding of people
who come from diverse cultures and backgrounds. On the other hand, the
perception and attitudes of individuals about the involvement of minorities
into the managerial, social and operational processes of an organisation
need to be adapted to diversity management efforts of the HRM (Mazur,
2010).

Culturally diverse organisational members are aware that they are
different, and this awareness causes them to compare themselves to the
other members of the group. Based on this comparison, they question
the suitability of their behaviour and status. Successful multicultural
organisations consist of employees that find ways to integrate the
contributions of their members and find solutions that add value not based
on differences but on diversities. The ability of a multinational workforce
and HRM to adapt to effectiveness and organizational goals depends on
the synergies they can make despite the consequences and problems of
working as a multicultural group (Gomez-Meija & Palich, 1997).

On the other hand, discrimination is one of the most important
problems that people face in business life. Contrary to the expectations
of employees, they do not get the job, position or promotion level they
deserve and the situation can cause both the decrease in productivity in
business life and deterioration of the morale and motivation in people’s
social life. Discrimination is also seen as a social problem that has negative
consequences in social life as much as it is in business life (Shore & Randel
& Chung & Dean, 2011).

In this book chapter, cultural diversity and discrimination in
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multinational companies are examined in perspective of the effectiveness
of human resources in organisations. It analyses the concept of culture
from the behavioural and organisational perspectives, identifies the role of
diversity in multinational companies and the function of HRM in managing
diverse workforce, evaluates the aspects and implications of discrimination
in multinational companies.

This study also aims to provide roadmaps and applicable solutions
for managing diversity and elimination of discrimination in multinational
companies by way of the thorough literature reviewed in international
context of HRM.

Based on these and the comprehensive literature review the following
issues are questioned:

What are the main components of cultural diversity in multinational
organisations?

What are the impacts of cultural diversity on HRM?

What are the implications of cultural diversity on organisational
development and employee’s perceptions and feelings?

What are the main practices and tasks carried out by HR department
to manage diversity?

What are the main forms of discrimination encountered in multinational
firm context?

How the issues related with discrimination can be resolved or
minimized by HRM policies?

LITERATURE REVIEW
Understanding Cultural Diversity

In recent times, large specialized services companies have taken
a primary role in global capitalism as they produced the technological
tools that sustains processes of wealth creation, growth and realization
and assists transnational trade. Therefore, in professional means diversity
gains a connotation as it links to the ability of the professions to hand
out a larger community and effectively discharge their roles (Muzio &
Tomlison, 2012). To better understand the term cultural diversity, this
section provides definition of culture in global and local scopes, reveals the
theoretical approaches to cultural diversity through the works of Hofstede
and Trompenaars and Hampden-Turner, evaluates the cultural diversities
within and across cultures and emphasizes the role of social inclusion in
diversity.
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Definition of Culture in Local and Global Scales

Interaction between employees from different cultures, regions and
countries is a must in today’s workforce as a reflection of the diverse
cultures that are present in our world. There is no standard definition of
culture accepted in the world because of cultures differs from one region
in the world, country within a region or even a state in a country to the
other. It refers to specific traits of values, beliefs, social patterns and
customs of people in a specific region or country, or in a specific religious
or racial group (De Lancey, 2013). Culture is defined by (Badea, 2013) as
behavioural attributes that are cumulated and conveyed by values, rituals,
personalities and symbols. Symbols here refer to objects, words, gestures
which create a meaning because of communication efforts. In terms of
organizational culture, symbols represent statutory symbols, jargon,
abbreviations, clothes codes, informal or formal direct communication
efforts which are recognized simply by the members of that organization
(Hofstede & Minkov, 2010).

As argued by (Dreo, Kunkel, Mitchell, 2002) the flow of information
that individuals do in the workplace is influenced by the national cultural
backgrounds of the individuals and the information that is filtered
through the cultural lenses of these individuals can sometimes lead to
misinterpretations. Also, (Au and Marks, 2012) suggest that the most
critical limitations of a Multinational Corporation (MNC) is the culture
regarding individuals’ interpretation of information frequently based
on their cultural biases and values that could result in misconceptions.
Furthermore, perceived disparities in national cultures may cause to
unhealthy stereotypes in MNCs (Han and Beyerlein, 2016).

In this respect, studies centring on cultural settings should be
interpreted with consideration that different cultural backgrounds of the
individuals or groups may affect their situational perception levels.

Diversity and Cultural Diversity

Diversity is a feature seen in groups of more than two people and can
be often explained by demographic distinctions between group members.
Demographic differences are classified by researchers into numerous
dimensions frequently hypothesizing dissimilar outcomes for work groups
and people depending on the nature and degree those disparities (Ely and
Thomas, 2001). Gruenfeld, (1998) points out that the concept of diversity
is subjective and generated by the members of a group by categorizing
others as dissimilar or similar based on their distinct social identities. In
this sense, a group can be said to be diverse if it consists of individuals who
have distinct characteristics on which they base their own social identity.
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Diversity is identified by Esty and Schorr-Hirsh,(1995) as valuing,
accepting, understanding and acknowledging differences among people
with respect to disabilities, gender, age, ethnicity, race, class etc. Domestic
cultural diversity research is based on the postulation that some of the
demographic group memberships results in socialization experiences that
successfully produce peculiar subcultures within a population of nation
(Bloom, 2002). As also argued by Bloom, age, ethnicity and gender are the
features most frequently linked with demographic cultural effects.

Specifically, Loden and Rosener, (1991) points out diversity as a
tool that differentiates a group of people from another in terms of two
specific dimensions. The first dimension of diversity involves identical
characteristics of individuals such as age, ethnicity gender, race, sexual
orientation, and physical and mental characteristics and abilities. Basic
self-image of people is shaped by the first dimensions and it also creates
a significant impact on essential world views of people. Moreover, as
argued by Loden and Rosener (1991), these factors have the most effect on
groups in the society and workplace. The secondary factors that make up
the diversity concept are less perceptible, create a more changeable impact
on individual’s identity and slightly contribute the affluence of the first
dimension of diversity as identified by the authors. These factors include
communication style, income, first language, organizational level and role
and military experience. Organisations should also consider that people’s
self-definition and self-esteem are comprehensively influenced by these
dimensions.

In approach to the dimensions of cultural diversity, (Rijamampinina
and Carmichael 2005, p.109) asserts that the certain features of age, race,
gender, ethnicity and disability link to the small, observable portion of the
iceberg, and constitute most of the cases in anti-discrimination legislation
around the globe. Other characteristics such as political direction, culture
and religion are less apparent, and could be said to comprise the secondary
features standing just underneath the surface, which may be revealed in
time. Rijamampinina and Carmichael (2005) acknowledge that the third
level of dimensions is frequently at the centre of personal identity and stays
deeper underneath the surface (Table 1).

Those involve a wide variety of qualities that stay underneath
the surface that gives the real spirit of diversity should be considered
by organisations seriously but they have not been attached sufficient
importance until recently been recognized by researchers.

As Litvin, (1997) maintained, they may be intertwined, considering
both the similarities and the differences that comprised in human nature.
These dimensions interact and are analysed in different forms, emerging
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in different conditions, in environments and contexts which make
management and analysis multifaceted. For example, in a circumstance
race may be more centric than gender however it may be less centric than
age in context of work. Therefore, the centrality and dominance of any
dimension are dynamic that makes the notion of diversity more complex.

Besides this, factors indicated in the secondary dimension are more
flexible and they tend to alter over time. To make diversity a more useful
tool for organisations, many studies in the field of diversity have defined
it as a constant essence within a group and have used these variables as
self-governing variables. In terms of the variables and grouping criteria
described above, the following table which brings together all these
approaches classifies the dimensions of diversity under three different
dimensions organised by Rijamampinina and Carmichael, (2005).

Table 1: Dimensions of Diversity

Primary dimensions Secondary dimensions Tertiary dimensions
Race Religion Beliefs
Ethnicity Culture Assumptions
Gender Sexual orientation Perceptions
Age Thinkingstyle Attitudes
Disability Geographic origin Feelings
Family status Values
Lifestyle Group norms

Economic status
Political orientation
Work experience
Education
Language

Nationality

Source: Adapted from (Rijamampinina and Carmichael, 2005).

Additionally, to examine how many facets of cultural diversity can
be brought together affect employees’ behaviour in MNCs, the following
model shown in the Figure (1) below was developed by Schuler, Jackson
and Luo, (2004). This model deals with the culture in four layers. These
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culture levels are generally discussed in terms of higher culture levels
which play a role in limiting them by surrounding lower culture layers. For
instance, the organizational culture of local businesses operating in a single
line of business is often encircled by the influence of local cultures in the
geography and the industry.

Figure 1 shows that four different categories are related to each other
in this model which is prepared considering that cultural diversity has
emerged in many ways. These categories encompass cultural diversity,
intervening processes and states, behavioural expressions in the short-run
and the outcomes in the long-run. The model demonstrated below can be
applied to the context of cultural diversity in MNCs.

Figure 1: Dynamics of cultural diversity in MNCs

Socletal (national, reglonal) cultures

/’__f ‘__‘“-~-.___h

Organizational and industry cultures
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: ; N
A\ Y Y Y \
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Source: (Schuler et al., 2004)

According to this model, the structure and content of cultural diversity
are approached as common tools to understand the way individuals think
and feel about themselves and others. As argued before, cultural content
becomes visible in multiple levels when it comes to make cultural diversity
a norm in an organisation. In the case of MNCs, industry, organizational
and societal cultures tend to be specifically predominant. Nevertheless,
cultures identified in terms of demographics also tend to play a role in
characterising the interactions among organisational identities (Schuler et
al., 2004)
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The configuration of cultural diversity stresses mainly on the
distribution of cultural differences in organisational groups. The certain
conditions within a MNC denote that both the content and the configuration
of cultural diversity may be distinctive to each organisation. For example, a
MNC that comprised of two partners of domestic firms potentially represents
a lower level of diversity in societal-level, so the firm’s integration plans
should consider how the societal cultural diversity can be balanced. In this
case, the configuration of organizational and societal membership can be
tougher as the cultural gap between subgroups strengthens the fault line
among the organisational members (Lau and Murnighan, 1998).

The topics related to cultural differences have gained great importance
in previous studies. On the other hand, research on group dynamics clearly
shows thatthe cultural diversity structure in organizations leads to significant
results. For instance, (Earley and Mosakowski, 2000) believe that if there
are obvious cultural fault lines embedded in an organisation, it is inevitable
that conflicts occur between the groups whether cultural values or norms
have a distinctive effect on the group. Contrarily, when dissimilarities
are more widely observed and disperse, coordination problems may be
more challenging than obvious conflicts, particularly in the initial stages
of development of a group. In this sense, Earley and Mosakowski (2000)
postulate that non-nationality based multicultural organisations, can
overcome these problems when given sufficient opportunity and perform
better than homogeneous workforce in the long run.

The identification of differences and cultural differences using such
approaches clearly plays a vital role in configuring appropriate strategic
solutions for organizational development and shaping of human resources
policies. However, keeping the theories that investigate the starting points
of cultural and cultural diversity concepts in the knowledge pool for
the full fulfilment of this task could also be of significant benefit. In the
following section, two important approaches reflecting the transformation
of these concepts in terms of formation and human resources are examined
in detail.

Theoretical Contributions to Cultural Diversity

The necessity of interaction between people from different backgrounds
and cultures and beliefs is now much greater than in the past due to the
impact of globalization on international organizations. Nowadays, people’s
work and daily life are surrounded by a wider range of cultural impacts and
it has become imperative to be a part of multiculturalism to be able to adapt
competition that comes from almost every part of the world. Therefore, the
perspective of diversity should be adopted in each organization so diversity
is a necessity of being open to change and creativity. For that reason, in
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today’s HRM approach capitalizing and exploiting on workplace diversity
has become a vital issue (Mazur, 2010).

To identify cultural and identical differences in management and
organisation, the culturalism approach has been adopted by many researchers
by drawing on cultural norms, beliefs and societal values, particularly when
studying HRM practices in multi-national companies. These studies are in
general based on the works of (Trompenaars &Hampden-Turner,1997) and
(Hofstede,1980). Their work mainly draws on individual data analysed at
the national level on the postulation that the nation delineates a somewhat
unitary culture, a hypothesis that does not completely justify the cultural
diversity within nations and changes owing to acculturation (Burke and
Cooper, 2006).

Hofstede’s Cultural Dimensions and Managerial Implications

In recent years, the effects of culture on the results of diversity in
organizations have been incorporated in some studies. With the growing
multiculturalism in workplace as well as the increasing internationalization
of diversity studies, the increasing multiculturalism in workplace, the
function of national culture in determining the influences of diversity tend
to increase their importance (Martocchio, 2007).

The early framework developed by (Hofstede,1980) examining
culture in four dimensions has been regarded as a principal milestone in
the cross-cultural research area and has provided a long-standing frame for
understanding cultural differences in employee behaviours and attitudes.
(Hofstede,1980)’s four cultural dimensions including individualism
(collectivism), masculinity (femininity), power distance and uncertainty
avoidance have been extensively used in cross-cultural research for over
two decades (Torrington& Hall & Taylor, 2008). This framework has been
applied to studies relating to the existing theories of leadership, motivation
and work values in organizations.

In his later studies, firstly in 1991, (Hofstede, 2017) added a fifth
dimension called “Confucian Dynamism (Long-Term Orientation)” which
was based on an additional international study applied to 23 Eastern Asian
countries and contributed by Chinese professors. Finally, based on the
World Values Survey data for 93 countries analysis by (Minkov in Hofstede
et al.,2010) a sixth dimension has been added to this framework called
“Indulgence versus Restraint”. Because of this development process, a six-
dimensional framework that we use today has emerged.

Table 2 presented below summarizes Hofstede’s six cultural
dimensions through their interpretations and managerial implications.
Following the table, the content of each dimension is examined under the
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relevant headings and the effects are exposed in the framework of different
cultural settings.

Table 2: Hofstede s Cultural Dimensions and Their Managerial Implications

Cultural Dimensions Interpretations Managerial Implications

Uncertainty Avoidance Rigidity vs. Flexibility Formal vs. Informal Procedures

Power Distance Equality vs. Inequality Centralized vs. Decentralized Decision Making
Individualism vs. Collectivism |Self vs. Group Individual vs. Group Rewards

Masculinity vs. Femininity Material Success vs. Concern for Others Competition vs. Cooperation

Confucian Dyna_\misn'l Virtue vs. Truth Long-term vs. Short-term Orientation
(Long-Term Orientation)

Indulgence vs. Restraint Happiness vs. Life Control ‘Work-Life Balance

Source: Adapted from (Hofstede et al.,2010)

Uncertainty Avoidance: This dimension measures the ability of the
members of the society to live with ambiguity about the future without
anxiety. In societies where the uncertainty avoidance is strong, people
prefer clear and certain rules and they do not tolerate uncertainty easily.
In cultures where the avoidance of uncertainty is weak, the flexibility of
the rules does not necessarily disturb people and they consider wide array
of options when they take risks (Bozhko, 2014). As acknowledged by
(Lazazzara, 2016) in high index cultures, employees tend to work longer in
a workplace as they are anxious about the job search process in uncertainty
while employees low index communities are likely to change jobs more
often. Therefore, this dimension shows that people’s attitude against
structured or unstructured situations are closely related with the culture.

Power Distance: The dimension of the power distance focuses on the
attitude of people against the relationship between the weak and strong, in
the society. The impacts of the degree to which people in a culture allow
inequality are evidently seen in their mind-set in an organisation (De Bono,
Jones and Van der Heijden, 2011). (Hofstede & Pedersen, 2002) indicate
that a high ranking of power-distance dimension exhibits the existence of
unfairness in terms of wealth or power in a country and is also tolerated
in organisations. In contrast, a low ranking of power distance exhibits
opportunity and equality for all members of a society. The work of (Daniels,
Radebaugh and Sullivan, 2004) reveals that employees from countries
with high power distance favour centralised hierarchical structures. On the
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other hand, employees from cultures with low power distance in general
prefer equal privileges, flat organizations and decentralised hierarchical
structures. This dimension plays a decisive role in the relationship between
superiors and subordinates in the cultural context.

Individualism versus Collectivism: The critical issue identified
in this dimension is that whether the relationship between the group
and individual can be approached as a part of individual identity or the
matter of the group identity. In this approach (Hofstede, et al.,2010) links
individualism to plentiful resources and wealth while collectivism to
narrow resources and shortage.

Privacy of private life and personal initiative are encouraged in a high
degree of individualism environment. The member of organisations in
these cultures tend to demand more challenge, freedom and personal tine
and the primary motivation is gained through self-actualization (Daniels
et al., 2004). In collective cultures, a low individualism characterises the
behaviours of people as they tend to take more responsibility for other
people and loyalty for the workplace gains higher importance. The primary
motivation factors for those workers are the stipulation of emotional and
physical security environment (Hofstede et al., 2002). Moreover, in high-
collectivist cultures, employees attach importance to protecting the rights
within the group, while in cultures where high individuality prevails,
the employees’ attachment with the organization heavily depends on the
personal expectations.

Masculinity versus Femininity: In masculinity, stereotypical traits
such as assertiveness, competition and ambition; and in femininity, the
concepts such as value attached to relationships, equality, and quality
of life are identified as dominant aspects of the culture. While in a low
masculinity culture women and men are treated equally, high masculinity
cultures involve a higher level of gender discrimination in the society
(De Bono et al., 2011). Employees from low masculinity countries stress
on interdependence and service while employees from high masculinity
countries prioritize material recognition and money, independence, self-
accomplishment and performance (Hofstede et al., 2002). Therefore, in
terms of diversity and HRM practices this dimension can be associated
with gender wage gaps and the role of women in managerial roles.

Long Term vs. Short Term Orientation: Long-term orientation
is the fifth dimension of Hofstede. He created a Chinese value survey
which was distributed across 23 countries. Based on the findings and
the Confucian influence on the East, he analysed long-term - short-term
orientation as a new dimension. (Vance and Paik, 2006) points out that the
following aspects are enclosed in a short-term orientation culture: concern
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with having the truth, orientation for quick-results, lower savings rate and
respect for traditions. On the other hand, long-term orientation involves the
following components: regarding the demand of high merit, persistence
and tolerance towards slow outcomes, high ratio of savings driven by
carefulness and alignment of tradition to the contemporary perspective.
They maintain that these traits are mainly seen in East Asian cultures such
as China, Korea and Japan and sourced by the cultural philosophy strongly
related with the outstanding economic growth of the region’s following to
1970s (Torrington et al., 2008). Although this dimension mainly focuses
on the Asian context of the culture, it is still useful to understand how
diverse cultural traits can be characterised in international business and
HRM models.

Indulgence versus Restraint: As mentioned above, this dimension is
identified as the sixth and final cultural dimension by (Hofstede et al., 2010).
Among these, indulgence refers to a culture that allows comparatively free
fulfilment of natural and basic human drives interrelated to having fun and
enjoying life. On the other hand, restraint demotes a culture that stems
fulfilment of basic human needs and controls them by means of certain
social norms (Hofstede, 2017). This dimension can be linked to the notion
of cultural diversity in terms of the concealment of differences, and the
freedom to express oneself freely in the social and business environment.

Trompenaars and Hampden-Turner’s Seven Cultural Dimensions

The cultural dimensions revealed by Trompenaars’ and Hampden-
Turner consist of orientation to nature, time orientation, particularism
versus universalism, diffuse versus specific cultures, communitarianism
versus individualism, affective versus neutral culture and ascription versus
achievement cultures (Vance and Paik, 2006).

Although there are some commonalities, Trompenaars’ and Hampden-
Turner’s dimensions to some extent differ from the cultural dimensions set
forth by Hofstede. First, particularism and universalism is considered as
the execution of rules and laws rather than the regarding of interactions as
the chief priority. Second, communitarianism and individualism describes
the distinction between people with a personal or group viewpoint. Neutral
and affective cultures separate countries where individuals likely to
preserve their feelings, or show them. Diffuse or specific cultures either take
private and business life apart, or blend them. Leadership is achieved by
either success or by ascription and finally time is viewed in terms of being
present versus past or future-oriented (De Bono, 2011). Table 3 below
exhibits the managerial implications and interpretations of Trompenaars
and Hampden-Turner’s Seven Cultural Dimensions.
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Table 3: Managerial Implications of Trompenaars and Hampden-Turner’s
Seven Cultural Dimensions and Their Interpretations

Cultural Dimensions Interpretations Managerial Implications

One Principle vs. Many Different Ways of

Universalism vs. Particularism Rules vs. Relationships . .
Conducting Business

Range of Involvement in Public vs.|Distinction and Size Difference between

Specific vs. Diffuse Cultures Private Space Public and Personal Life

Merit-based Performance vs. Respect for

Achievement vs. Ascription Cultures How Status Is Accorded Elders and Titles

Individualism vs. Communitarianism Individual vs. Group Ezr;;):;slul:esponsibility vs. Group
Emotional vs. Neutral Culture Range of Feelings Expressed Animated Expression vs. Self-control
Time Orientation Monochronic vs. Polychronic Keeping Schedules vs. Flexibility

Human Being’s Mastery over vs.

. . Internal Control vs. External Control
Subjugation to Nature

Orientation to Nature

Source: Adapted from (Trompenaars and Hampden-Turner,1998)

Furthermore, as indicated by (Martocchio, 2007), the existing literature
provides evidence for suggesting that there are essential variations between
national cultures with no limitations to the dimensions presented by these
two fundamental researches. Nevertheless, it also exhibits that there are
frequently significant disparities among between the characteristics of
subcultures within nations.

Cultural Diversities Within and Across Cultures

The impacts of cultural diversity can hamper factors that critical in
organisational adaptation process across and within cultures such as socio-
emotional process factors including intercultural learning, developing
trust, building relationships and overcoming biases and, task-related
process issues including knowledge sharing, establishing expectations,
coordinating and task-related communicating (Han and Beyerlein, 2016).

Although these impacts potentially vary in different cultural contexts
(Shore at al., 2011) suggests that cultural diversity interconnects both
factors related within cultures and across cultures in context of the social
inclusion phenomenon. Therefore, the discussion of influences mentioned
above that included in cultural diversity across and within cultures under
the framework of social inclusion may lead to more useful outcomes for
this study.
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Social Inclusion and Diversity

Some analysts consider inclusion and diversity as co-dependent
factors regarding the inclusion is the compulsory precursor of diversity
and the diversity as an essential predecessor of inclusion. In other words,
first thing for an organization is to establish a diversity policy to recognize
the significance of encouraging differences and then to build assurance for
inclusion to present the advantages of diversity (Oswick and Noon, 2012).

One’s attachment to the social categories examined in the diversity
literature, occurs based on symbolic identification with the group (Roccas
and Brewer, 2002). People become attached to each other through their
basic association to the social group because of collective identification.
Besides the social element, an individual component is also involved
in identity which is used for describing oneself as an individual. Thus,
societal identities contribute to less individualization, as people involve
orientations of groups into their unique notions (Shore et al., 2011).

Shore et al.,(2011) also argue that belongingness and uniqueness
towards building a socially inclusive work environment eventually
increases performance, intention to stay, job satisfaction, organizational
citizenship and employees’ general well-being.

Table 4 presented below reflects the inclusion situation of employees
in organizations where belongingness and uniqueness factors are low
and high. According to this table, inclusion feelings develop when both
factors are high while the feeling of exclusion occurs when the intensity of
both factors is low. High belongingness is characterized by assimilation,
whereas high value in uniqueness results in differentiation.

Table 4: Social Inclusion Matrix

Low Belongingness High Belongingness
Exclusion Assimilation
Individual is not treated as an Individual is treated as an insider in the
Low Value in|] organizational insider with unique value in | work group when they conform to
Uniqueness | the work group but there are other organizational/dominant culture norms and
employees or groups who are insiders. downplay uniqueness.
Differentiation Inclusion

Individual is not treated as an
organizational insider in the work group but [Individual is treated as an insider and also
their unique characteristics are seen as allowed/encouraged to retain uniqueness
valuable and required for group/ within the work group.

organization success.

High Value in|
Uniqueness
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Source: Adapted from (Shore et al. ,2011).

In addition to this framework, (Kochman and Marvelis,2009) qualify
the rigidity as the most significant opponent of successful adaptation or
the reason that all the roads leading to adaptation are closed. According to
Kochman and Marvelis, (2009) people are attracted to what they already
know even if they are aware that it will not provide benefits and they defy the
unfamiliar and untried because they are not part of the “perceived wisdom”
and because they are afraid to be alone by themselves. So, they identify
culture as an arrested development or a kind of fossilization in many ways.
On the other hand, (Nielsen and Huang, 2009) identify inclusion as the
deliberate action to take part within diverse member of an organisation to
contribute the status quo of effectiveness of this group. In this sense, social
inclusion requires to show further effort to interact with others by getting
rid of the impacts of cultural backgrounds.

Besides characteristic features of social inclusion, some authors such
as (Farndale et al.2015) approach main challenges to identify inclusion and
diversity within the national frame and associated with the implications
of HRM practices. Farndale et al.(2015) propose three suggestions to
overcome these challenges. First, it requires analysing the cases of diversity
in context of single countries based on HRM issues such as flexible working
practices, performance management, selection and recruitment policy
and talent management. Secondly, analysts working in this field require
making a point of wider conceptualisation of inclusion and diversity.
Third, inclusion and diversity practices needed to link in context of firm,
workforce or individual performance outcomes with a specific purpose to
recognize the application to the national context.

In line with these suggestions, exploiting social context approach,
elements of national environment such as labour market and economic
system, political system, climate and culture should be investigated to
construe better the associations between organisation effectiveness and
inclusion and diversity practices.

On the other hand, (Chavez &Weisinger, 2008), assume that the
materialization of an organizational culture that encourages both inclusion
and diversity promotes a strategy which benefits from the involvements of
plentiful insights sourced by individual experience. The authors suggest
three objectives to maintain this strategic orientation:

* By cultivating "me" in "us" create a culture of relationship in
which people are proud of their own originality, even though they are
integrating into a socially larger group.
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* Develop a motivating inclusive culture for employees to motivate
themselves to adopt the learning experience and for members of the
organization to discover and evaluate multiple perspectives to learn from
each other.

» Integrate an organizational strategy that benefits from a multi-
faceted perspective that contributes to organizational attractiveness,
productivity, creativity and well-being of employees.

Social exclusion which can be defined as the antonym of social
inclusion can be identified in context of the socially excluded groups
which refers to people who are deliberately prohibited from taking part
in the utilities of membership or citizenship of society due to a group of
hurdles, of which poverty is only one. Other sources of social exclusion
consist of liabilities for family dependants, a remote location, belonging
to a disfavoured ethnic minority deprived educational opportunities or,
more frequently an arrangement of all these factors (Collins, 2003). Such
a definition also helps us to implying more meaningful implications for
understanding the purposes of social inclusion within a community.

Clayton and Williams, (2000) explains the purpose of social inclusion
as a sort of social welfare, which means that the desired result is to
increase the wellbeing of disadvantaged groups. But it is not the same as
the maximization of prosperity or utilitarianism, because social inclusion
does not prioritize the welfare of the target groups or maximize their
utility however it allows redistribution to their own advantage (Clayton
and Williams, 2000). As stated by (Nielsen and Huang,2009) the ongoing
stylistic and intellectual interferences of the status quo under the service
of an organisational mission are supported by the systems created by
inclusive organizations. In flexible and successful organizations, this sort
of tendency for inclusion and productive change may become the status
quo.

To sum up, two consequences can be drawn regarding the studies
on inclusion literature (Shore et al.,2011). First, major aspects of insider
status, comprising having voice, partaking in decision making and sharing
information are considered as significant measures of inclusion. While
these aspects are claimed to augment employee’s inclusive perceptions,
more precise hypothesizing about the psychological instruments that
motivate this relationship is required. Second, there is an obvious argument
that for organizations and individuals, inclusion creates helpful results,
nevertheless, little is acknowledged about why or how this effect occurs.
This alleges that, essentially, the context of inclusion and the underlying
hypothetical basis of it require further development.
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Cultural Diversity in Organisations

Most studies on the association between organisational effectiveness
and multicultural diversity is revolved around group work and the results
generally provide positive relations. As suggested by (De Lancey, 2013)
an organizational culture that encourages multi-cultural diversity enhances
general employee efficiency and workplace performance. This section
focuses on the definition of cultural diversity in workplace, cultural
conflicts in the workplace, drivers of equality and diversity in organisations
and effects of cultural diversity on HRM.

Definition of Cultural Diversity in Workplace

The phenomenon of “diversity perspective” which comprises the role
of group members in their work group and normative expectations and
beliefs of them about cultural diversity directly influences the impact of
cultural diversity on group functioning (Ely and Thomas, 2001). Therefore,
the main attributes of diversity incorporate the motivation that steers
endeavours of people to respond and create cultural diversity in work
groups; viewpoints about drivers of progress toward the ideal multicultural
work group; normative beliefs about the value of cultural identity at work
and expectations about the type of impact on organisation.

Cultural diversity has been defined (Mazur,2010) as the representation,
in one social system, of people with distinctly different group affiliations of
cultural significance.

Rohmetra, (2000) points out that organisational culture affects and
is affected by the cherished beliefs, nurtured values and held perceptions
of organisational members which are given situations in organisations.
In other words, work values and ethical beliefs are functions of both
organisational variables and differences in personality development in
each cultural environment that determine behaviour of man.

Nielsen and Huang,(2009) acknowledges that the first stage of
diversifying philanthropy which begins in the early1980s, meant bringing
people of colour, women, gays and lesbians, and members of other
underrepresented groups into positions of leadership within foundations.
The next stage is focusing on inclusion and “deeper” diversity, encouraging
and institutionalizing the differences that diversity offers to realize
organizational mission, vision, and goals.

(Gilley and Quatro,2009), provides the following examples of how
embracing diversity supports business objectives:
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* Diversity programmes can increase the workforce quality of
an organization and can be the mechanism for a better ROI in human
resources.

* Firms can take advantage of on new markets because of customers
has become even more diverse than the employees.

* Recognized diversity programmes and results will draw the
brightest and best work force to the organisation.

* Flexibility makes sure survival.
* Diversity promotes creativity.

As Table 5 demonstrated below, the authors delineate the diversity
in terms of internal, external and organisational levels. Internal level of
diversity consists of race, ethnicity, physical ability, sexual orientation,
gender and age. The external variables of diversity include marital status,
parental status, work experience, education, religion, personal habits,
income and geographic location. Finally, as authors indicate, organisation
level elements of diversity comprise management status, union affiliation,
work location, seniority, division or department, the content of work and
functional level.

Table 5: Opportunities for Recognizing and Embracing Diversity

Internal External Organizational

Age Geographic location Functional level

Gender Income Work content/field

Sexual orientation Personal habits Division/department/unit

Physical ability Religion Seniority

Ethnicity Education Work location

Race Work experience Union affiliation
Parental status Management status
Marital status

Source: Adapted from (Gilley et al.,2009).

In contrary to these types of strict delineations; (Fine & Johnson and
Ryan,1990) hypothesize that whether celebrating or decrying diversity
neither academics nor management practitioners have been willing to deal
with diversity per se. Both the variation as shortfall and the difference
as superiority perspectives suppose some hierarchy of behaviours and
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skills based on comparing certain groups. According to the authors, such
comparisons are frequently confusing. Distinguishing the certain cultures
of diverse racial or gender groups presents the basis for a new viewpoint
on understanding organizational behaviour. (Fine et al.,1990) point out that
such a viewpoint, which identifies the main characteristics of difference,
begins with the supposition that each cultural group defines and organizes
experience within its own set of cultural systems.

Cultural Conflicts in the Workplace

Employee diversity can give a business benefits when dealing with
international markets or diverse customer base, making diversity a
significant business concern as assumed by (Podsiadlowski, Groschke,
Kogler, Springer and Van der Zeec,2013). On the other hand, the potential
conflicts due to perceived differences and ongoing social inequalities for
minority groups require to be acknowledged in a detailed approach.

The work of (Gomez-Meija and Palich,1997) demonstrates that
attempts to productively operate compound groups of business units in a
diverse cultural context may be confused by communication breakdowns
among boundary spanners, frictions and conflicts within the organisation
and misunderstandings and lack of cohesion among key decision makers.
In brief, interpersonal difficulties entrenched in cultural differences may
hamper the resourceful coordination of HR and the flow of information
accurately on an organisation wide basis.

Analysing this issue, the work of (Mazur,2010) proves that in problem-
solving circumstances, unexpected costs in financial and time resources
can reverse the benefits gained from the synergy, and can even deteriorate
into dysfunctional conflicts. As Mazur(2010) indicates, uncertainty may
lead to frustration and confusion. According to this perspective, diversity
can make it more difficult to conform on a specific course of action, and
can cause unconstructive cultural conflicts that can lead to disadvantages
at work for especially minorities and women.

As noted by (Mazur,2010), cultural conflicts between minority and
majority group members are traditionally decided in favour of the majority
ones. Therefore, cultural conflicts within an organisation are expected
to create considerable obstacles to full participation of the members of
minority groups in potentially conflict situations.

Drivers of Equality and Diversity in Organisations

Principles of the Human Rights Act in1998 reveal an obligation to
respect for variations in culture and equal opportunities. These principles
also emphasize respect for personal differences in terms of, social or
national origin, property and status or birth, political opinion, religion,
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race, language sex or colour. As one and the natural drivers of diversity
and equality in organisations, human rights do not suggest that individuals
are regarded as the same or treated the same, but rather that they are treated
fairly, equally and provided the equal opportunities (Hunt, 2007).

As (Podsiadlowski et al.,2013) reveal, theoretical foundations
maintaining the significance of diversity dimensions have focused on the
relevance of social categorization and social identity in intergroup relations,
focusing the significance of surface-level traits, such as nationality and
ethnicity, which are the focus of this study in terms of cultural diversity.
Both perceived similarity and social identity bear results for intergroup
associations at culturally diverse workplaces. (Podsiadlowski et al., 2013)
note that these can lead to negative impacts such as conflicts, stereotyping,
equal employment disparities and discrimination however may also lead
positive outcomes by fostering innovation, creativity and better problem
solving.

According to (Richard and Johnson,2001), in accordance with the
organizational approach to diversity, the type, quality and number of
diversity initiatives and measures will vary which in turn should have
outcomes for the organization and staff. Having a standardized and reliable
measurement of such approaches should improve screening of diversity
management, cause to more resourceful recognition of an organization’s
strategy and help simplify the conflicting impacts of diversity.

Therefore, both the natural drivers of diversity and the drivers sourced
from the organisational dynamics allows human resources to implement
each step-in policy settings with consideration of cultural diversity in the
workforce.

Effects of Cultural Diversity on HRM

A significant number of studies that have examined the impact of
cultural differences on HRM have found indirect implications and have
focused on the relationship between the successful diversity management
and organizational performance.

Among these studies; (Richard, Barnett, Dwyer and Chadwick,2004)’s
work examined the influence of cultural diversity of organisations on firm
performance in the banking industry. This study presented that diversity in
terms of race creates a positive effect on firm performance and in terms of
gender emerged as an inverted U-shape association with firm performance.
In their previous research; (Richard, McMillan, Chadwick and Dwyer,2003)
also found a positive relationship between the innovative performance of
firms and the degree of racial diversity. This research was based on a more
limited research conducted by (Richard,2000) shows that there is a negative
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relationship between racial diversity and the performance of firms that
follow a downsizing strategy while there is a positive link between racial
diversity and firm performance of firms that pursue a growth strategy. As
these groups of works are held together, they indicate that business strategy
of a firm is a key background aspect that figures out the value that can be
gained from diversity and its management carried out by HRM.

In a supportive argument provided by (Thomas and Ely,1996)
emphasize that employee performance is improved by workplace diversity
because of the possibility of having the information required to perceive
problems, more creative solutions and ideas than other groups.

In terms of the behavioural aspects of diversity (Jehn, Northcraft
and Neale,1999) found that race and gender diversity related to negative
emotional consequences such as behavioural conflicts in organisations.
In contrast, Mohammed & Angell,2004) revealed that race and gender
diversity had no noteworthy outcomes on relationship-based conflict
at the work group level. It is likely that the different nature of these two
research settings caused to these conflicting findings. Advocating that both
approaches may be true (Martocchio,2007) propose that diversity might
possibly either nullify, magnify or even invalidate effects of diversity
characteristics on a range of work outcomes.

In addition to these major studies, a summary of illustrative studies
which have been conducted across a wide range of industries, geographic
locations, and using varied types of organisations measuring diversity
context are put together into a chart in Appendix (1).

From a strategic perspective, cultural diversity has many impacts on
HRM. (Hodgetts and Luthans,1991) have selected some of these where the
culture of a society can directly affect management approaches. Although
there are many studies focusing on indirect effects of diversity on HRM,
the following studies emphasize these influences on a purely HRM
perspective in context of the centralisation of decision making, rewards
and competition, risk and formality and organisational loyalty.

The centralisation of decision making

In some cultures, particularly the pyramid of person type, all significant
decisions are taken by a small number of senior positioned managers. The
rest of the culture like the village communities or trade units, decision
making is more decentralised. In a MNC that consists of employees from
dissimilar cultures, not only will these disparities of approach require
to be recognised, but managerial systems will have to allow members
of those dissimilar cultures to work together and understand each other
(Torrington et al., 2008). Such an aspect in cultural diversity is identified
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as centralisation of decision making in HRM.
Rewards and competition

The amount of financial rewards differing between cultures can be a
problem, when those belonging to a culture tend to earn much more money
than those belonging to the other culture for doing a similar job, but a
slighter differentiation is the way in which rewards are paid out. In some
occurrences, there is a culture favouring personal recognition, whereas in
a different place there is a gathering of group rewards. Likewise, some
cultures support competition rather than collaboration, and in others the
opposite applies (Torrington et al. 2008). Therefore, cultural diversity is
a significant variant in terms of how the HRM approaches to the issues
related with rewards and competition within groups.

Risk and Formality

As (Hofstede,2002) demonstrated in his first study one of the main
denominators between cultures is the individual attitudes towards risk
taking with great emphasis on dissimilarities of uncertainty avoidance.
The pyramid of people cultures highlights observance of rank and clear
hierarchies while well-oiled machine cultures attach great importance on
strict rules and clear procedures. Such contrasts are powerfully seen in the
societies with village market type where unofficial action is more likely
and interactions are more informal.

In terms of risk and formality, HRM decisions should consider the
differences in perceptions of employees between diverse cultural settings.

Organisational loyalty

The viewpoint towards organisational loyalty shows great disparities
between cultures according to (Hodgetts and Luthans,1991). Their work
demonstrates that such as in Japan employees tend to have a strong sense of
loyalty to their employer, while in the US and the UK there is an increasing
sense of identification with an individual’s job-related group, rather than
with a certain employer. As the authors indicate, the established significance
of occupational bodies and the decreasing long-term dependability of firms
to look after an individual’s career development have facilitated this loyalty
to one’s occupation rather than to one’s employer.

So, in today’s HRM approach, specialists need to consider the changing
values regarding organisational loyalty and the interaction between cultures
in a MNC context.

Implications of Cultural Diversity

In this section, the implications of cultural diversity are evaluated
in three main areas. The first part places an emphasis on the impacts of
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cultural diversity on the feelings and thoughts of employees in terms of
emotional reactions, status and cognition. The second part reveals the
short-term behavioural responses to cultural diversity in forms of social
influence, resource allocation and communications. Finally, the third part
examines the long-term outcomes of cultural diversity under the influences
of detrimental effects and prospective benefits of cultural diversity.

How cultural diversity influences employees’ thoughts and
feelings

The forms of diversity present in an organization can influence
how people think and feel. Eventually, their thoughts and feelings are
translated into observable behaviours. Attraction, discomfort, admiration,
stereotyping, perceptions of status and power-all these thoughts and
feelings are influenced by cultural diversity. These long terms behavioural
factors are analysed under three headings as emotional reactions, cognition
and status as follows:

Emotional reactions

(Schneider, Erhart and Macey,2011) emphasizes that irrespective of
the basis for categorizing people as dissimilar or similar such as unity of
organizational, industry, national and demographic culture, individuals
are likely to feel more easy-going and optimistic about others whom they
recognize to be alike. Favouritism and loyalty portray communications
with similar other people while rivalry and distrust describe contacts with
dissimilar people. The propensity to be subjective or attracted to dissimilar
or similar others is so diffuse that it functions even when individuals perceive
their likeness based on insignificant information such as unsystematically
decided group membership.

(Tjosvold &Leung,2017) state that feelings of fondness or attraction
among the members of large organisational groups or workforce can
be translated into group cohesiveness. Although the impacts of mutual
organizational, industry or societal cultures on cohesiveness of group
have been given a limited importance in diversity research, there is
sufficient proof pointing out this impact of connection for majority of other
characteristics, including beliefs, attitudes, social class, prestige, education,
race, gender and age. As becomes clear, this sort of a dynamic characterised
by cohesiveness, attraction and similarity can have vital outcomes for the
emotional context within which employees of MNCs carry out their work.

Cognition

The cognitive framework of MNCs is also shaped by cultural diversity.
With the purpose of making simpler and controllable a huge number of
people obviously hinge on stereotypes to notify their assessments of other
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people, show their attitude towards others, and envisage the attitude of them.
As identified by (Beyer,1981), mental approaches function as cognitive
shortcuts to make sense of a multifaceted world and choosing how to act.
The mental approaches of employees in work organizations may comprise
views about the main concern attached to a range of performance points
for example in customer relationships friendliness versus speed and well
as viewpoints about cause-and-influence interactions such as the most
relevant things to do for a group to boost speed. Furthermore, the content
of mental approaches and stereotypes exhibit previous experiences, and
are nearly surrounded by the content of a culture.

This issue is traditionally and mostly discussed in cross-cultural
research on conflict resolution and negotiations. According to those
studies, mental approaches to conflict resolution and negotiation emerge
to be culture bound to some extent. Even if mental approaches in diverse
cultures are likely to share some familiar goals, such as diminishing
hostility, differences become evident when one deems people’s beliefs
about how best to accomplish this goal (Leung, Au, Fernandez-Dols and
Iwawaki, 1992).

The work of (Bowen and Ostroff ,2004) supports that mental
approaches and stereotypes do not basically exhibit past experiences,
they affect what characteristics of the surroundings people attend to
and they channel the decisions people make. Consequently, they can
either interfere with or contribute to the corresponding action. If cultural
diversity in a MNC also leads to a greater diversity of mental approaches
and stereotypes, misinterpretations of employees tend to be more, so more
effort and time will be required to correct and avoid the damage that such
misinterpretations may cause.

Status

Some groups benefit status more than others, even in the flattest and
most unrestricted social systems. Status ladders may exhibit disparities in
the reputations and sizes of the organizations involved in MNCs, as well as
the precise conditions of the alliance (Gelfand, 2005).

(Silver, Cohen and Crutchfield,1994) adapts the theory of status
characteristics to identify the processes through which attributes of,
beliefs about and the evaluations of organisational members turn into the
foundation of apparent dissimilarities in interpersonal social relationships.
Status diversities are inevitable in all cultures despite cultural differences
in the role that status plays in determining interpersonal relationships.

The dysfunctional impacts of characteristics of status tend to be
furthermost when low-status people have expertise or resources that the
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work group requires performing their duties, and high-status individuals
do not. Higher-status individuals have more chance to put forth influence,
issue more commands, speak more frequently, think more critically,
interrupt other people more frequently, challenge to use influence more,
exhibit more self-confident body language during communication, and in
fact are more influential when compared to those individuals with lower
status (Levine and Moreland, 1990).

As a result, in line with the (Bottger and Yetton,1988)’s work, lower-
status members involve themselves less. Because the capability of lower-
status individuals in a group is not completely used status disparities
interfere with effectual decision making, reduce creativity and contribute
to losses in process.

Characteristics embedded in the context of status also generate
discomfort and dissatisfaction. Primarily, the behaviours of group members
towards higher-status members tend to be more positively while low-
status members in an organisation frequently obtain negative responses
from the other members. Because of their low status, they need to tolerate
the negative feedbacks rather than acting in response and protecting their
positions (Ridgeway and Johnson, 1990).

Short-term behavioural responses to cultural diversity

Short-term behavioural responses to cultural diversity represent
noticeable interactions between people that consist of communications,
resource sharing, and efforts to wield influence.

Communications

The way people communicate is shaped by cultures in a diverse
way, and misinterpretations are frequent when individuals from
different cultures try to interact because diverse cultures use different
communication styles and languages. Nevertheless, misinterpretations
and low-commitment communication are not the cultural diversity’s mere
short-term materializations and they may not be the most significant.
Besides, cultural diversity determines what people speak about, how often
they speak and who speaks with whom. Thus, cultural diversity determines
the communication content as well as the structure (Gibson, 1999).

In most cases, an organization’s structure of communication network
tends to demonstrate its cultural diversity structure because, people are
likely to spend more time in interaction with similar other as they are
attracted to similar others (Brass, 1984). For instance, communications
in workplace between women and men are less often in departments that
are more diverse in terms of gender. In racially diverse groups, informal
and formal encounters among co-workers and with direct subordinates
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are lower. Additionally, tenure and age likeness between co-workers are
correlated with the degree of communication among project groups of
superiors (Zenger and Lawrence, 1989).

Although there are limited studies conducted in this field with
respect to communication practices in culturally diverse MNCs, similar
outcomes are likely to determine communication networks. Employees
manage human resources such as efforts and skills, tangible resources
such as equipment, information, money and tools all through their
communications. To achieve these, they need to exert influence over each
other. These attempts of influence made for the objective of altering the
behaviours, beliefs, values and attitudes of others are viewed as principally
persuasive short-term demonstrations of cultural diversity. Eventually, the
outcome that members of an organization exert to such influence efforts
tends to determine how efficiently the organization allocates its resources,
including its human resources (Schuler et al., 2004).

Resource allocation

Two types of communication common in organizations are relations-
oriented communication and task-related communication, in other words
social and instrumental exchanges (Elsass and Graves, 1999). By adopting
task-related communication, an organization’s members search, provide,
and discuss for work-related resources and information. Everyone’s access
to resources and information, in turn, has significant outcomes for the
group’s performance as well as the person’s performance (Kramer and
Brewer, 1984). Other important consequences are also decided by the
access to resources such as whether an individual can take advantage of
career-enhancing and personal prospects within the organization. Most
of the studies conducted in hypothetical settings exhibit that people who
has similarities share resources more willingly. Seemingly, the similar
outcomes are appropriate in organizational settings (Armstrong and Cole,
1996).

Social influence

The fundamental dynamics of social effect comprise efforts aimed at
altering the behaviours and attitudes of others as well as the reactions made
to such efforts. As found in most cultures, the processes of social influence
seem to be a universal characteristic of group behaviour (Bond and Smith,
1996).

Nonetheless, the explicit impact tactics used and the means through
which conventionality is articulated are somewhat bounded to the culture.
Relative works in field of social influence suggest a variety of disparities
among national cultures (Smith, 2001). For instance, as argued by (Sun and



Research and Reviews in Social, Human and Administrative Sciences *97

Bond,1999), individuals are comparatively more reactive to the attempts of
influence in collectivist cultures, that is, they are more traditional towards
social pressure than others. Relative works also suggest that superiors in
organisations from different cultural settings use diverse tactics of influence
in their efforts to influence their subordinates.

Unluckily, there have been few researches into how the processes of
influence are impacted by cultural diversity. Nevertheless, findings such as
these propose that the outlines of cultural diversity in an organization are
likely to determine how, and how efficiently, influence is exerted (Schuler
et al., 2004).

Long-term outcomes of cultural diversity

The previous section proposed that the cultural diversity in context
of MNCs has imperative connotations about the interpersonal behaviours,
cognitions and emotions of employees.

This section describes the longer-term outcomes that are the rationales
why cultural diversity is significant for organizations to learn and understand
to manage. Many academic reviews within a wide-ranging literature dealing
with this issue assert that cultural diversity can influence individuals and
organizations in a variety of ways. As indicated by (Gutek et al., 1996),
some has straight relevancy to the performance of an organization while
others are pointedly applicable for individual employees; some impacts are
potentially valuable and others may be harmful.

Prospective benefits of cultural diversity

In MNCs that assume either a combining approach or a new
organization approach, it is likely that the superiors who promoted the
grouping supposed that (Farndale et al., 2015):

* The formation of a grouping would facilitate the partners to learn
from their disparities, and/or

* The new organization would advance matters in innovative and
new ways that were less tended to be found in either of the associate
organizations.

MNCs are frequently considered as learning opportunities as partners
may hope to learn from each other regarding new industries, new markets,
new technologies and so on. When learning is mentioned as a purpose for
cross border alliances, the process of learning is frequently portrayed as
one partner learning something that the other partner previously knows. In
other saying, knowledge transfer is learning. To make the opportunities of
knowledge transfer to be valuable, the two partners must have dissimilar
bases of knowledge. For instance, one partner may anticipate obtaining
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knowledge grasped by the other partner about an industry, a new technology,
a market and its national culture, or a management system. This way of
learning may minimize the value of diversity in alliances where learning
is an essential purpose, yet, because it overlooks the prospective value of
diversity as a mechanism for innovation and creativity (De Lancey, 2013).

Creativity frequently increases when innovative problems are defined
or new solutions are provided to tackle renowned issues. Generating new
understanding and new knowledge is at the centre of creativity. During the
environmental scanning that is made in the initial stage of problem solving,
individuals with different standpoints can provide a more inclusive view
of the probable issues that might be positioned on the agenda of the group.
So, for employees working on objectives that need building up creative
and new solutions to issues, dissimilar perspectives appear to be useful on
various ways (Mathis and Jackson, 2007).

Then, debates among members with unlike viewpoints can develop the
ability of group to deem alternative understandings and engender creative
solutions that incorporate their diverse viewpoints. As alternative solutions
and courses of action are considered, diverse viewpoints can augment the
ability of group to anticipate a wide range of potential side effects, benefits
and costs. Ultimately, diversity can improve the credibility of group with
external stakeholders, which should develop their aptitude to execute their
creative solutions (Koshy, 2010).

It appears realistic to suppose that the existence of diversity constructs
prospects for learning counting learning that is associated with innovation
and creativity and occurs through knowledge learning and transfer. Alas,
though, there has been very little research on how larger organizations
or people can take advantage of such learning opportunities. There are
many reasons to suppose that organizations frequently are not able to take
advantage of the learning opportunities that presented by diversity since
cultural diversity also engenders turnover and conflict (Wenting, 2004).

Detrimental effects of cultural diversity

Cultural diversity appears to impede with the expansion of
interconnectedness among members of an organization. A significant
stipulation to make a note of here is that this suggestion is based nearly
completely on research scrutinizing the cultural diversity related with
demographic dissimilarities. However, the outline of greater diversity
effecting lower levels of interconnectedness has been originated from
diversity in beliefs, age, attitudes, gender, social class, race, prestige and
education (Harrison and Klein, 2007).

Lower levels of interconnectedness can be damaging to both individual
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employees and organizations. The optimistic opinions of attraction to co-
workers that are nearby in interconnected organizations encourage helping
deeds and problem-solving orientation, cooperation and generosity during
dialogues (Isen and Baron, 1991). Interconnectedness may also translate
into greater inspirations to contribute completely and execute well as a
means of gaining recognition and approval (Chattopadhyay, 1999). If
these positive social behaviours are reduced by cultural diversity, the
organization as well as the individuals’ performance tends to suffer.

Besides reducing feelings of interconnectedness and dialogue among
co-workers, divergence frequently increases conflict, which may affect
someone’s assessment to preserve membership in an organization or
group. Apparently, more diverse workforce practised higher conflict and
appeared to be less interconnected, create feelings of disappointment and
conceivably increase the supposed attractiveness of other job opportunities
(King and Beattie, 2005). Some other research has observed the association
between organisational turnover rates and workforce diversity, and most
results maintain the statement that demographic diversity is connected to
higher turnover rates. Other evidences indicate that the connection between
turnover and diversity holds in cultures as different from each other as
Japan, the United States (Wiersema and Bird, 1993), and Mexico (Pelled
and Xin, 1997).

Managing Diversity in Multinational Organisations

Cultural diversity will require greater interest by HR professionals in
contexts where there is a business demand for co-ordination and integration
(Beardwell and Claydon, 2007).

Managing diversity has materialized as a response to a supposed
demographic risk, has been taken up by analysts pointed out a consultant
viewer and has been expanded theoretically to differentiate it from its
antecedents of affirmative action or equal opportunities. In developing
this uniqueness, proponents have focused on a business case rationale,
the amalgamation of personal differences, rather than the social group
differences based on demographic descriptions and a deregulated or
voluntaries’ agenda for alteration, strongly driven by the market (Oswick
and Noon, 2012).

Diversity management is a comprehensive notion and, as such,
comprises three mechanisms such as pragmatic management policies,
programs aimed to increase cultural awareness and recruitment programs.
There is a contemporary agreement that diversity management requires
moving from a passive to an active approach. Such an active approach
should embrace alternative work arrangements, family-friendly programs,
succession planning, mentoring programs, accountability and training
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(Sabharwal, 2014).

As indicated by (Schuler et al.,2004) variety of diversities existed
in an organization can affect the way how people feel and think. In this
sense, people’s feelings and thoughts can be translated into recognizable
behaviours. Additionally, the author acknowledges that cultural diversity
influence variety of feelings and thoughts including power, perceptions of
status, stereotyping, admiration, discomfort and attraction. There are also
many other researchers that propose the significance of cultural diversity in
an organisation and the positive influences created through managing and
encouraging these diversities successfully. (Vance and Paik,2006) asserts
that managers with a cosmopolitan way of thinking evaluate instinctively
that differences in cultural norms contribute meaning and value to those
who practice them. They also mention that different social norms and
behavioural patterns that create cultural distance may hinder and obscure
not only interpersonal relationships between managers with diverse cultural
settings but also the perspectives of decision making as established within
the MNC.

Managing cultural diversity comprise much more difficulties than
assessing the extent of cultural gap between managerial partners and
creating plans to manage the cultural misfit, for instance by implementing
a new human resources strategy. (Schuler et al.,2004) suggests that efforts
focusing on aligning the formal systems is a first essential step, nevertheless
extra labour is needed to make sure that organizational structures do not
generate further barriers to cross-cultural alliance and to build up a labour
force with the competencies required to work effectively along with
cultural diversity.

To create a diverse, successful workforce there is a need for certain
skills of effective managers. These skills are identified by (Green, Lopez,
Wysocki, Kepner, Farnsworth and Clark,2002) under three headings. First,
the concept of discrimination and its outcomes should be understood by
managers. Second, managers need to identify their own cultural prejudices
and biases. Third, they should be ready to transform the organization if
necessary. These necessities underlined by the author shows us that,
diversity is not related with differences amongst clusters, but more about
dissimilarities amongst individuals.

Equal Opportunities and Diversity Management

Moving towards a more diverse direction can create different costs and
results for organisations. There is some support that these can be passed up
if suitable diversity and equality policies are put in place. Such diversity
and equality approaches can aid the workplace transformation to diverse
surroundings that are more representative. Then there is a potential for the
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making safe of business utilities for the company (Crawford, 2013).

(Pankl, Theiss-White & Bushing,2010) suggests that cultural diversity
among employees brings new ideas and skills into a division, which is an
indispensable part of global conglomerates of today. Diversity programmes
and initiatives help to ascertain mutual learning and respect among
different employees working together. An effective diversity is conducted
from the frequently small, daily actions taken by individuals at all levels of
the organization within an equal opportunity perspective provided by the
HRM and the other managerial units.

A study conducted by (O’Connell and Russell,2005) regarding the
association between measures of job satisfaction and the policies for equal
opportunities in the workplace revealed that effects of equality practices and
policies were decidedly positive and strong. Nevertheless, little evidence
was collected to put forward that equal opportunities in the workplace have
a considerable influence on job satisfaction.

The results of the WERS (Workplace Employment Relations Survey)
propose that almost one quarter of all workplaces observed staffing to
make sure equal opportunities, disability, age, gender and ethnic in 2004.
The 70 percent of workplaces, on work-life balance are offered the option
of decreasing or increasing 57 percent working time and in almost half of
workplaces it was likely to alter working characteristics (Kersey, Alpin,
Forth, Bryson and Bewley, 2005). An array of experimental studies uses
the WERS and other datasets to examine the association between these
indicators of improved workplace performance and employee relations
practice (Forth and Rincon-Aznar, 2008).

An econometric enquiry of the association between practices and
policies encouraging identical business performance and opportunities,
prepared by (Riley, Metcalf and Forth,2008) for the Department for
Work and Pensions, assumed that it was not only composite, but also
it was complex to make widespread or large benefits. Nevertheless,
the investigation did not discover any proof that practices and policies
resulted in a net cost to organisations and revealed that where there were
remunerations, these directed to take place in larger businesses.

Developing an Inclusive HR Approach in Multinational
Organizations

As suggested by (Vance and Paik, 2006), globalization entails
admitting that cultural diversity in management style and management
composition donates to the global firm’s competitive advantage. To manage
and develop a global organization entails managing and developing
individuals who can act, lead and think from a global standpoint, and who



102 - A. Goniil Demirel, Zeynep Tiifek¢ioglu

seizes global skills as well as a global mind. Building a global state of
mind in the way of a manager’s perspective is the most essential factor
in establishing a wholly global organization. (Benson,2011) argues that
building a pluralistic and representational diversity approach in the long
run through effective relationships among diverse employees is the best
way to certify an effective globalisation in organizations.

To develop an inclusive HR approach, researchers have increasingly
acknowledged the significance of contributing a more relational approach to
organizational diversity. As indicated by (Jayne and Dipboye,2004) diversity
programmes have a larger success chance when employees identify with
their organizations. Along with the similar approach; (Kochan, Bezrukova,
Ely, Jackson, Joshi and Jehn,2003) verifies that HRM initiatives in fields
of communication, interactive listening, development and coaching leads
to lower negative influences on productive group processes. The work
of (Foldy,2004) also maintains that the intercultural learning within an
organisation is a key for organisational success in MNCs.

These studies provide sufficient material on how inclusive HR
approaches contribute to the success of cultural diversity initiatives and
in turn the success of overall organisational outcomes by encouraging a
conductive, respectful and supportive working environment.

HRM Practices on Cultural Diversity

Cultural diversity can influence the effectiveness and nature of
operational HR programs in such purposeful areas as labour relations,
staffing, rewards and compensation and performance appraisal. The
underlying principle of this anticipation is that HR programs need to be
attuned to their cultural frameworks if these are to be flourishing. As the
diversity of the cultural context enhanced, HR initiatives need to become
more sophisticated and complex to deal with better cultural heterogeneity
(Gomez-Meija and Palich, 1997).

This section presents the essential HRM practices on cultural diversity
under six headings. These are, employment relationship programs, training
and development programs, designing jobs for the diverse workforce,
recruitment strategies, performance management and organizational
development and change.

Cultural Diversity and Employment Relationship Programs

In today’s MNCs, the nature of the employment relationship is
shifting, whether gradually or through wider corporate restructuring, from
a long-term, job-based and scientific employment relationship to a more
individualized, fluid and flexible one (Green, 2003).
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Each MNC weighs the significance of stakeholders in a different
way however in general it is ignored that any specific stakeholder has its
own peril. This makes the employment relationship a crucial concern for
employers (Schuler, et al., 2004). As asserted by (Vo, 2014), the culturally
diverse workforce can be successfully managed by initially realizing
that minority and majority cultures do not necessarily share experiences.
Therefore, the author provides the following strategies to empower
managers with respect to relationship programs to minimize cultural
barriers and to take advantages of cultural diversity:

» Creating programs that increase awareness of cultural diversity

* Improving positive attitudes toward differences among diverse
groups

* Realizing the same view points and relations among different
ethnic groups

* Being flexible in communication

» Expressing personal concerns and confusions when facing cultural
obstacles

Inline with these strategies; (Baum,2006) proposes additional strategies
to adopt an effective employee relationship management programme.
To incorporate minority workers with the organisation successfully, HR
managers need to consider the cultural differences in MNCs and establish
an environment that encourages good relationship among employees from
all levels. Baum’s (2006) three strategies to empower employees through
employment relationship programs are as follows:

» Teaching other language to local employees,

* Celebrating different traditional or religious holidays of minority
employees in the workplace, involving minority employees’ families into
some company activities, and,

*  Emphasizing the significance of minority workers to the
companies.

Hence, relationship programs can be strengthened by HR efforts
by facilitating the development of relationship between employees,
understanding their cultural backgrounds by increasing communication
through social events and gaining their trust by motivating them towards
social inclusion.

Training and Development Programs for Diversity Management

Fast changes in global community have led frequent interaction
across cultures in the social, economic and technological fields and have



104 - A. Goniil Demirel, Zeynep Tiifek¢ioglu

augmented interdependence between nations (Kiely, 2004).

(Friedman,2006) states that the globe has become flat following the
new millennium globalization have constructed a flat-world phenomenon
where MNCs, individuals and small groups can compete and collaborate
globally. As asserted by (Chang,2009) these modern challenges and
opportunities have driven the requirement for training and development
(T&D) in cultural diversity management.

Developing anti-discriminatory and good diversity examples would
refer to the recognition by employers, managers, trainers and educationalists
that the power and existence of cultural differences placed beneath the
iceberg of learning and allow each other to guide their way through these
cultural challenges (Hunt, 2007). In other words, training and education
are related with attaining a better sensitivity to, and recognition of cultural
and racial diversities.

HR professionals in MNCs tend to be challenged by organisations to find
out innovative approaches to meeting the workplace learning requirements
of culturally diverse workforce as well as solving organizational problems
sourced by cultural conflicts to keep the organizations competitive in a
highly competitive and turbulent global marketplace (Martin and Ross-
Gordon,1990). In such conditions, T&D activities can provide solution to
several challenges related with cultural competencies and awareness that
occur due to the risks involved in intercultural relations in an organisation
(Baum, 2006).

(Triandis, Dunnette and Hough,1994) believe that conceivably most
apparently, cultural competency and awareness training can rapidly
teach employees about cultural differences and similarities, and possibly
reduce their dependence on imprecise stereotypes. Although individuals
with cultural stereotypes are likely to be unwilling for change, they can
be transformed if adequate disconfirming indication becomes available.
As (Rynes & Rosen,1995) point out, effective training enables employees
with prospects to sharpen and practice their interpersonal skills in addition
to imparting their knowledge. Although awareness trainings are a one-
time event, they are in general complemented by educational briefs which
comprise joint problem-solving sessions and rigorous team-building
workshops.

The prospective advantages provided by cultural awareness training
appear clearly, however business training can also develop the MNC’s
ability to manage its cultural diversity. The main aspects of business training
that enables MNCs with culturally diverse workforce are identified by
(Verghese,2016) through their impacts on understanding the significance
of mutual respect and shared goals for the future of a global enterprise.
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Moreover, unless they appreciate why the resources and capabilities of
partners are essential to be successful in attaining their shared goal, they
may recognize that the assistance of other employees and HR specialists
are more deserving, valuable and important therefore more of respect.

Hence, as claimed by (Baum,2006), with the help of business training,
employees in a MNC can expand an approval for how the resources and
capabilities of the individuals in a group can affect the success. Training
employees about the complementary value of intangible resources and
capital allows employees for developing a solid ground for mutual respect.

Designing Jobs for the Diverse Workforce

Teams are a fundamental form of organization within all evolutionary
junctures of MNCs. During formation and pre-combination, teams typically
play a significant role in shaping the perspectives of all stakeholders
regarding the essential decisions are made. In the early phases of evolution,
teams are also used for assessing cultural differences and similarities
between the individuals and planning their integration. Finally, at the
maturity stage, teams continue to reflect the degree to harmonization on
daily activities and certify transfer of learning (Schuler et al., 2004). In this
sense, designing the roles of diverse workforce in an organisation plays
a significant role in MNCs to achieve the completeness in each stage of
organisational formation and therefore on the firm performance.

(Gomez-Meija and Palich,1997) argues that two challenges are
involved in designing specific works for the diverse workforce. One of
them entails with the costs of differentiation in HR programs in terms
of monitoring, coordination, implementation, development and periodic
adjustment. The other is the difficulties in estimating the capabilities of
diverse workforce in a specific position or managerial role. So, HR manager
need to consider the risks, pitfalls and challenges related with designing
works for diverse workforce.

Recruitment Strategies for Managing Diversity

Critical recruitment strategies for MNCs require careful evaluation of
how much intercultural diversity is efficient for a successful implementation
of HR strategies in a MNC organisation and what positions need to be
covered by culturally diverse workforce. (Vance and Paik, 2006).

(De Bono,2011) provides a resolution for such a challenge by the
adjusting the number or the qualification of culturally diverse workforce
that minimizing the costs of intercultural conflicts between employees. He
recommends HR specialists employing a close monitoring methodology
for screening the potential sources of cross cultural conflicts through
quantitative measures.
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In addition to the argument, (Farndale et al,2015) mentions that staffing
decisions in MNCs require a detailed analysis of technical proficiencies
of culturally diverse workforce as well as the abilities related with the
adaptation to the organisational structure in terms of cultural awareness,
organisational perception and the flexibility of the employee towards the
cultural stereotypes.

Performance Management

Performance management is an imperative issue for any organisation
and a multifaceted aspect of HRM (Evans, Pucik and Barsoux, 2002).
In context of MNCs, establishing a combined performance management
system is potentially one of the greatest challenges encountered by
organizations that looking for blending diverse cultures (Fealy, Kompare
and Howes, 2001).

Performance management systems can enhance relationships
between employees from diverse cultural settings by empowering them
with feedback that shows insights about how individuals from different
cultures construe their behaviours, ensuring that the efforts of employees
are directed toward shared goals, and rewarding them for improving the
competencies required for being efficient in a culturally diverse organization
(Chavez and Weisinger, 2008). To give more clarity to the subject and to
distinguish between training programs and training initiatives (Fine,1990)
provides a comparative approach about the concept by mentioning that
training programs can enlighten employees towards the organisation’s
shared goals while performance management systems are designed to
persuade employees that the rhetoric is also the actuality. Additionally,
(Hofstede et al.,2010) classify well-designed performance management
systems according to the degree to which the effectiveness of the feedback
received by employees in a culturally suitable way.

Organizational development and change

Organizational development (OD) and change management efforts can
serve many objectives during the foundation and following management
of MNCs. Research in this field provides evidence on the role of change
resistance by the culturally diverse workforce in the success of restructuring
of organisations or the crucial change management initiatives (Shen,
Chanda, D’Nettob and Monga, 2009).

Because of the various forms of cultural diversity that frequently
exists in MNCs, employees tend to find it harder than common to establish
close individual relationships with their colleagues from other cultural
backgrounds. However, the constructive feelings related with one close
friendship with someone who does not belong to the group culture are
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likely to oversimplify to the complete group (Pettigrew, 1997). Therefore,
(Aguinis & Henle, 2002) suggests that OD activities that assist employees
to develop friendships even at a simple way can be reasonably valuable
to a MNC. However, the authors also indicate the common challenges
for most of the HRM practices regarding designing OD activities that
have the desired impacts across all divisions of the organization. In this
context, OD activities are suggested by Aguinis and Henle (2002) that are
most influential when they fit the assumptions of the culture. The existing
challenge here is already associated with the culturally diverse structure of
the most MNCs as (Beaver,1995) highlights the relation to the divergence
of cultural backgrounds represented in a multicultural workforce. In such
a culturally diverse workforce OD effort are likely to be misleading unless
the HRM efforts target congruent and common values that shared by all
employees.

General Context of Discrimination in Multinational Companies

Today many organisations take measures and implement detailed
programs to create equal opportunities for people regardless of age, gender,
political affiliation, race, disabilities, national origin, sexual orientation,
religion and so on (McLean, 2009). Direct discrimination is identified
by (Armstrong,2012) as a condition where any individual is treated less
auspiciously than others are, or would be, treated in similar conditions.

Diversity and equal working circumstances are distinguished by
many researchers. Basically, an organization’s compliance with existing
antidiscrimination laws is called equal employment, while the concept of
diversity is identified as the degree of inclusion or acceptance of people
from different backgrounds into an organization, at least conceptually
(Benson, 2011). So, diversity is mostly voluntary while equal employment
is a legal duty.

Discrimination in workplace is not only a legal concern but an
emotional issue. It may relate to all individuals, regardless of their position
in an organisation, physical condition, colour, sex, race, national origin or
age. Luckily, good human resource practices can allow organisations to
eliminate these kinds of problems (Snell and Bohlander, 2013).

The most significant indicators of unfair discrimination in workplace
are the unequal representation of women or ethnic minorities in an
organization or the presence of equality only due to hiding or masking the
deliberate discrimination efforts in an organisation (Bach, 2005).

According to the International Non-Discrimination Laws, harassment
based on national origin, ethnic slurs and other physical characteristic
of an individual is considered as violation of these laws. Freeing the
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working environment from such incidents related with harassment is under
responsibility of employers. (Mondy and Martocchio,2016) suggest that
one of the widely seen forms of discrimination and harassment in multi-
cultural organisations are related with ethnic slurs and an individual’s
national origin. The authors propose three characteristics of an action of
discrimination and harassment in workplace. First, discrimination efforts
are deliberately directed to certain people through hostility and the aim
of creating an intimidating. Second, the impact or aim of the action is to
deteriorate the work performance of an individual. Third, these actions
involve creating adverse effects on an individual’s future working
opportunities.

Discrimination is attitude regarding an individual on the basis the
individual’s group characteristics. (Reid,2014) prepared a list of three
resources of discrimination and intolerance:

» Intrapersonal aspects that affected from low assertiveness and
tolerance;

* Interpersonal aspects for instance statement skill tradition
outcomes from the history of intergroup relationships;

» Corroboration factors in society as media, books and laws.
Types of Discrimination in Multinational Companies

Discrimination arises when an individual, or a group of individuals,
is acted less positively than another group or individual because of
their definite individual characteristics or background. Federal laws of
discrimination defend individuals from discrimination of the following
basis (Australian Human Rights Commission, 2014):

* Race, involving immigrant status, ethnic or national origin or
colour.

* Breastfeeding, marital status, pregnancy and gender.

* Disability,

« Age, or

» Intersex status, gender identity and sexual orientation.
Race and ethnicity discrimination

(Ferraro and Cummings,2007) identify that ethnicity is associated to
metaphorically marked groups such as by clothing, dialect or language.
Similarly, ethnic differences may occur when there are no cultural
differences appear except for the ethnic setting. The term race is like
ethnicity however it involves the markers that are genetically transmitted,
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for instance physical characteristics.

It is a known fact that people have different characteristics than each
other because they are from different races, religions, languages and ethnic
origins. This difference is not to be perceived as superior to the other, but
to show that the complementary features are in different people. (Martin
and Ross-Gordon,1990) suggest that this places the need for people to live
together and share, instead of discriminating against each other or facing
each other.

In Article 2 of the Universal Declaration of Human Rights, ethnically
rooted discrimination is banned by the expression "everyone has all the
rights and freedoms in this declaration, regardless of race, colour, sex,
language, religion, political thought, national or social origin, property or
other reasons" It is argued that there are no advantages over each other due
to their characteristics (Martin and Ross-Gordon, 1990).

Gender discrimination and Glass-Ceiling

Gender discrimination in business life is perceived more as a barrier
against women. Sociological studies, particularly in some occupational
groups and disproportionately female in lower wage jobs, are at an
important stage of questioning about discrimination. In conducted studies,
women are seemed to be exposed to discrimination practices and appear to
be in low-wage jobs and low-wage jobs in many countries, which generally
do not require experience and skills (Muzio and Tomlison, 2012).

People generally struggle to have power over membership in their in-
groups. One of the useful ways for doing this is to exclude members of
other groups. By doing so, the welfare of those who are currently in-group
is improved because the group is protected from the ones with valuable
resources who belong to the out-group. This can be explained in work
organizations, with the seldom rise of racial minorities and women to top
management positions due to the so called “glass ceiling” (Martocchio,
2007).

The term glass ceiling does not only correspond to an archetypal
discrimination that constitutes entry barriers to minorities and women
within organizations. It also symbolizes a restrained form of discrimination
which involves stereotypes about gender, unequal opportunities for women
to access job experiences required for progression to providing resources
to encourage initiatives that supportive for women for an environment to
accomplish to the top executive ranks (Gomez-Meija, Balkin and Cardy,
2012).

(Wickwire and Kruper,1996) suggest that making such an assessment
can be possible through investigation of attitudinal and organizational
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factors that constitute obstacle to advancement. Nevertheless, categorizing
an assessment in this meaning provides a foundation for understanding the
mechanism of the problem. The organizational barriers may be the results
of attitudes. However, such organizational barriers may also be barriers
which are long established procedures that basically have not been re-
examined.

Age discrimination

Age factor is one of the important criteria in job application forms. In
the service sector, the basis of the importance of age in the electoral process
lies in the desire and desire to employ young and dynamic occupations and
to do many different things. Especially, the most important prejudice in the
elderly evaluation of persons over a certain age is that their productivity
is low, less productive and useful. Even though many employers and
managers prefer older employees because they are more experienced and
have higher organizational commitment, it is thought that they are more
inadequate than the physical and mental side, and are more resistant to
innovation and change (Shore et al., 2009).

In the enterprises, only the work output is not considered in the
elderly-young discrimination of the workers. At the same time, the main
reasons for choosing younger age workers are the cost of operating,
lower cost of education, more openness in education and development,
more opportunities for rotation and more limited social life responsibility
(Lyons and Kuron, 2014). They should be in a new structuring in the
long-term plans and programs of the enterprises, leading them to prefer
young employees. However, the introduction of a certain age restriction
in the announcements made by enterprises that do not have a specific plan
and program for short or long-term occupational purposes is regarded as
discrimination (Kulik, Ryan, Harper and George, 2014). Age discrimination
is sometimes seen as one of the reasons for not being admitted working
most often put forward by avoiding other types of discrimination. For
example, there are other reasons behind the fact that the employer who
does not want to react by making ethnic discrimination is the reason for
suggesting the age component (Farndale et al., 2015).

The preference of a certain age range in discrimination based on age
in organisations varies depending on the evaluation of the manager or
the employer rather than the characteristics of the employee. According
to some people in the young age group preferred are considered
inexperienced in views of others. Even though some business managers
prefer people who retire for various reasons, some prefer to be under the
age of 18 or interns for the same or different reasons. The age of worker,
which varies according to business and management policies, is ultimately
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discriminatory whatever the limitations emerge, and a group can gain an
advantage while victimizing others (Dipboye and Colella, 2004).

Disability discrimination

As declared by the Australian Human Rights Commission in 2014,
The Disability Discrimination Act in1995 bans the harassment in the
workplace linked to or based on an individual’s disability or the disability
of a co-worker.

Disability refers to a physical, mental, psychological, or emotional
disturbance that restricts one's essential life activities and is more
disadvantageous than other employees’ due to this discomfort. This
definition is quite broad. As well as expressing congenital deficiencies or
discomforts, an afterthought also includes health problems in the ongoing
or continuous treatment. In the United Nations Declaration on the Rights
of Persons with Disabilities, disabled persons are defined as persons who
cannot do any work (either physical or somatic) that they should do in their
personal or social life. (Collins, 2003).

Disability-based discrimination arises directly and indirectly in
two ways. Indirect discrimination is expressed as the disabled being
less interested in an unhindered person, while indirect discrimination is
expressed as a situation in which disabled people cannot succeed and they
are excluded from social equality. Not only those with disabilities but
also those with different characteristics from other people, such as long or
short stature, obesity, physical appearance, are among the discrimination
practices that are directly or indirectly excluded from society and business
life. (Shore et al., 2009).

The most important obstacle in front of the integration of the disabled
into the society is the problem of employment and education. It is known
that the adoption of the debate on the necessity of disability in the work
life, of individual and social well-being, has many advantages both from
the individual and from the social point of view. Discrimination against
disabled people who are applying for or are still working in organizations
can affect all disabled and non-disabled employees. The dismissal of an
employee with a disability or the realization of his or her motivation for
emotional reasons can lead to the reaction of others (Colella, De Nisi and
Varma, 1997).

Sexual orientation discrimination

As indicated by (Duffy and Visconti,2014) although a variety of
authorities have revealed that gender identity and sexual orientation do not
materialise on workplace performance, an increasing number of research
using various methodologies has constantly documented elevated levels
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of discrimination against lesbian, gay, bisexual, and transgender (LGBT)
people at work during the past four decades.

(Dipboye and Colella,2004) emphasize that in the applied psychology
and organizational behaviour literatures, theories associated to sexual
orientation comprise stigma, stereotyping and relational demography.
Although these standpoints take for granted that the sexual orientation of a
colleague is obvious to all, this supposition may not be accurate given that
sexual orientation is a private attribute and some LGBT individuals may
conceal their sexual orientation.

(Shore et al.,2009) suggest that the concept of stereotyping has
been used to clarify how LGBT people are perceived in their workplace.
According to implicit inversion theory, LGBT people are not identified
with conventional gender roles, particularly, gay men are viewed as more
feminine than heterosexual men, while lesbian women are viewed as more
masculine compared to their female heterosexual counterparts.

As acknowledged by (Duffy and Visconti,2014), research conducted
in this field has illustrated not only the commonness of gender identity
and sexual orientation discrimination but also the negative effects of
discrimination on LGBT people. Many LGBT employees have fewer
employment opportunities, conceal their identities and are paid less
compared to non-LGBT employees because of discrimination. Duffy and
Visconti also argue on the existing research that such discrimination, as the
mention of prejudice and stigma also interprets LGBT people to augmented
risk for poorer mental and physical health.

Cultural, religious and national origin discrimination

The external cultural environment of an organization, within which it
operates such as national culture, is likely to influence its internal culture,
and this, in turn, impacts the actions and behaviours of organizational
members. (Dovidio, Gaertner, Niemann and Snider,2001) assert that there
are substantial differences among the MNCs that operating in foreign
countries with respect to the cultures of their countries of origin or religious
beliefs. The perceptions that minority and majority group members take on
specific intergroup relationships and interactions in general also vary in
fundamental ways especially in terms of cultural and religious identities.

(Friedman,2010) identifies religious discrimination as firing an
employee on the basis of the religious beliefs of that employee, deliberately
using offensive language around others in order to deride someone’s
religious beliefs, recurrent sarcasm about an individual’s religious
belief, persecution of employees due to their religious clothing, losing of
promotion because of showing religious view at work, failure to give an
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employee a raise until he/she no longer spends free time such as lunch or
breaks, arguing religious beliefs with other employees.

According to the Civil Rights Act (CRA) 0of 1964, Title 8, discrimination
based on religion is banned. Companies are required to rationally
accommodate the sincerely held religious practices, observances and beliefs
of an employee when the requirements of such an accommodation would
not oblige any excessive hardship on the employer (Ghumman, Ryan,
Barclay and Markel, 2013). Nevertheless, religion is a nuanced sheltered
issue that is vulnerable to many difficulties. The following section provides
a brief evaluation to the legal dimension of the discrimination practices in
the workplace.

The Legal Dimension of the Problem

Australian Human Rights Commission (2014) classifies the major
areas that discrimination occurring diverse areas in the employment
relationship as follows:

*  When selecting and recruiting employees

* In the benefits, conditions and terms offered as component of
employment

*  Who is selected or considered for training or development offered
*  Who is selected or considered for promotion or transfer
*  Who is selected or considered for dismissal or retrenchment.

Legislation in the EU and the US settings, at first sight, advances
on the notion of equality as its broad-spectrum purpose as indicated by
(Collins, 2003). In this sense, equality laws and anti-discrimination laws
have frequently been dubbed. The fundamental case of proscribed setting
is less constructive conduct of another person based on or due to their sex,
race or any other protected group identifications.

Therefore, this standard perseveres the equal treatment to the extent
that people should be treated without consideration of specific descriptions
such as race and sex that have frequently been a foundation of difficulties
in the past. In the sense of threatening criteria, equal treatment requires
objectivity such as race or sex from providing basis for differentiation
(Young, 1990).

Today, there are very effective steps in international context of HRM
standards to legally prevent discrimination in the workplace. However, as
a multifaceted issue, the prevention of discrimination in the application
phase is far from being an objective that can only be achieved with the
legislative regulations.
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The Role of HRM on Preventing Discrimination

Strategies applied by HRM to prevent discrimination and increase
diversity have been evaluated in general as far as this part of the work is
concerned. The most important factor to remember as far as this section
is concerned is HRM practices aimed at raising awareness of cultural and
identity differences among employees and the obligation to implement
policies accordingly in an effective manner throughout the organization.

Perceptions of discrimination continue to be both dangerous and
practically relevant, as they frequently result in dramatic drops in morale,
ruined public images and costly lawsuits. The active development of
a shared and strong diversity environment can be recommended as an
essential preventative measure. In line with this approach (Dwertman,2013)
recommends employers to establish clear normative guidelines showing
the impacts of cultural diversity specifically in large groups to spur
performance and mitigate discrimination.

CONCLUSION

One of the most important advantages that cultural differences provide
to organisations is that they create environments in which many diverse
and good ideas can emerge (Bozhko, 2014). The fact that organisational
members are from different cultures means unique solutions and
suggestions. Another advantage of multicultural organisations is that they
can persuade organisational members to question each other, to express
their opinions and ideas, to bring different suggestions and ideas to other
members, and to change their minds. This can lead to the idea of a group
of homogeneous suits that can be described as a kind of group disease
such as clinging harmony, consensus, rejecting opinions and ideas, and not
questioning the decisions taken. In multicultural groups, it is less likely
to happen. Although decision-making in multicultural groups is slow,
decisions are more likely to be adaptive to organisational objectives.

Studies on multicultural organizations have revealed that cultural
differences, like in multicultural groups, will have positive results in various
areas. [t is seen that multicultural organizations have the greatest advantage
in attracting and retaining the most talented people's organizations. In
summary, multicultural organizations that can manage diversity well
because of such positive factors will have competitive advantage and high
quality human resources.

Multicultural organizations can take advantage of being able to enter
the world markets and enter these markets. Such organizations will not only
accommodate people from different cultures but also have clients from
different cultures. The reason for this is that because of multiculturalism,
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foreign markets, political, social and economic environmental factors will
be better understood. Multicultural organizations are more advantageous
than mono cultural organizations in terms of service and product delivery
for customers from diverse cultures.

Multicultural organizations need to be able to demonstrate creativity
and innovation at a more advanced level. Especially in research-based,
high-tech organizations, people from different cultures who have different
qualities and skills are much more valuable (Schuler et al., 2004). So,
creativity is developed through differences in multi- cultural factors within
organisations. Multicultural organizations exhibit better problem-solving
skills and change can become more adaptable and organizationally flexible.

Differences in organizations are one of the most important sources of
creativity and innovation, and they emphasize that they are the basis for
competitive advantage. In this direction, multicultural organizations are
becoming more open to new ideas. Taking into consideration the arguments
presented in this study, it will not be wrong to reach the following result.
If cultural differences are managed consciously, it is inevitable that they
have positive effects on groups and organizations. Organizations that want
to increase their competitiveness in today's changing, developing world are
likely to provide competitive advantages.

In the field studies, there are also examples and suggestions of the
HR programs that are created to ensure effective management of cultural
diversity in the organizations. One of the most important features of
such programs is that it places great responsibilities on human resource
units and makes great use of contemporary management techniques. It is
emphasized that multicultural workforce needs to be attained with "on the
job" training programs and with these programs it is discussed how people
from different cultures can approach the work, how they can be motivated,
attitudes and value judgments. Research shows that motivation and job
orientation programs have a positive effect on cultural cohesion, especially
in overseas assignments. In addition, human resources programs are
proposed for empowering the unity and cultural diversity of employees,
and the success of these programs is believed to be possible if individuals
from different cultures can implement appropriate human resources
practices in line with their needs and perspectives. Such programs provide
the opportunity to teach, respect, hire, educate and employ the efforts to
respect cultural, ethnic, racial or sexist differences in existing work groups.

The increase in cultural diversity ensures that managers have the
knowledge and understanding of how to lead highly diverse people in
terms of achieving common goals. Managers working with a culturally
diverse workforce must use a variety of management and organizational
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behavioural techniques that will align their values with the needs of
different work groups. Managers acquire such skills through human
resource practices, and transition to a multicultural organization requires
planned support and often expert assistance. This direction is crucial in
terms of both the management and the functioning of the employees in the
process of receiving countercultural training.

According to someresearchers, cultural diversity needs to be considered
on an individual basis. This perspective focuses on activities carried out
to manage cultural diversity and the programs created should include
individual endeavours towards the individual rather than the collective
efforts towards the whole of cultural diversity. According to this approach,
programs should be developed that focus on understanding or evaluating
the difference between organizational members and that are concerned
with individual attitudes and behaviours, while culture and interaction
should be emphasized on an individual basis instead of institutional and
organizational culture. The most important criticism for this approach is
the lack of compromise and communication skills for groups with cultural
diversity.

In the light of the above information, we can say that cultural
diversity is becoming an important source of wealth and dynamic energy
in terms of organizations because of successful strategies implemented
by the human resources departments. The steps to be taken in human
resources are crucial in terms of bringing cultural diversity of individuals
as wealth to organizations, strengthening creative thinking and discussion
environments, preventing discrimination and effectively evaluating
talented workers all over the world.

Some Implications for Managers

The most important facts to consider in future work on this area include
the variability of perceptions of discrimination on different demographic
and social groups, as well as the diversity of adaptation and orientation
strategies to be applied by human resource management to these groups, as
an element of increasing productivity impact on the workplace.

This study also provides some implications and recommendations to
the HR departments in multinational organisational environment. These
recommendations are listed below as following:

* Organizing more social activities outside of work is important
in terms of acquaintance within the organisation to increase the social
sharing.
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* Encourage the practice of fostering and fusing group practices
with common interactions between groups and the elimination of the
troubles associated with work methods.

* Human resource management needs to take more predictive and
creative steps on cultural diversity and discriminatory efforts.

* An understanding of human resources management that can fill
gaps should be pursued and individual and group development targeted.

* Individuals in an organisation should be more open to
communication and sharing. Cross-group communication should be
provided within the framework of a project.

e The elements that can cause conflict among employees with
different cultural backgrounds need to be determined in advance by human
resources.

* The organisational members with conservative political views
should be informed of the viewpoints of the others and the human
resources should be reported to the managers.

* Visual and written interaction between different cultural
groups should be developed with more frequently organized meetings
and correspondences, constructive discussion environment should be
supported.

Limitations and Future Studies

The most important limitation encountered in this study is that the
literature on cultural diversity in organizations is prepared in general in
international settings of HRM and that there is a lack of literature or very
limited fieldwork done within the Turkish cultural context. In this respect, in
terms of multinational companies operating in Turkey, this study provides
a comprehensive resource for HRM applications on which demographic
groups should be targeted more effectively during the development and
management of cultural diversity and better strategies could be pursued. It
is thought that in future empirical studies that can be conducted by a wide
group of participants can contribute to this field more effectively.

As argued (Shore et al., 2011), successful management of diversity
and inclusion of all members in organisation leads to higher employee
commitment. The lack of comprehensive studies in Turkish HRM context
in this field also makes it necessary for future works to focus in this subject.
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APPENDICES
Appendix 1: Summary of lllustrative Studies Measuring Diversity Context
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Firm (financial and : ertec !
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performance ; '
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1. General Introduction

‘Life is happening all at once.... Our experience of coherence belies
that chaos. The mind carves objects in space, actions in time, and configures
objects into scenes and actions into events’ (Tversky, 2004, p. 380).

Achieving a meaningful continuity is critical to perceiving daily life
events. We are faced with abundance of information on a daily basis that
extends in time and space. We tend to process that information by forming
coherent units that are interconnected. The concept of an ‘event’ is generally
defined as a coherent unit of activity, which has a well-structured spatial and
temporal nature, and which involves an essential set of actors and objects
and which represents a causally connected relationship between them
(Newston, 1973; Zacks & Tversky, 2001; Zwaan & Radvansky, 1998).
Events are confined to one place and one time and have a specific beginning
and ending. In addition to having temporal and spatial boundaries, events
also have a coherent structure with respect to people’s goals and intentions
(Tversky, 2004; Zacks, Tversky & Iyer, 2001). One of the essential
attributes of events is to be “meaningful” segments within the continuous
flow of information we face in daily life. The mental representation of
events is regarded as schemas that people form to process the current
flow of information efficiently. These meaningful organizations are called
event models in the literature (Radvansky & Zacks, 2010; Zacks, Speer &
Reynolds, 2009). People use those event models as references for future to
anticipate the upcoming information (Zwaan, Magliano, Graesser, 1995;
Reynolds, Zacks & Braver, 2007). Events are seen as building blocks of
a continuous experience. Understanding how and why we feel the need to
segment activity is an intriguing question that needs answering in order to
understand conscious experience. Rather than seeing event perception as a
distinct process that deals with narratives, seeing it as a basic strategy that
the mind uses to organize spatio-temporally continuous information can
provide further insight into the functions of the mind.

Research so far has questioned how much the perception of events is
independent of the medium in which they are expressed. In this chapter,
I will review the literature on event perception in visual and written
narratives. [ will also focus on the cinematic narratives, which have recently
started receiving more attention, and address the representation of space in
narratives to discuss some conflicting results. The chapter discusses event
perception from a cognitive psychology perspective.

2. Event Models

The mental model of an event derives mainly from the mental
representation of its structure. The theories in language and discourse
comprehension have been the first to address the structure and representation
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of event chains and how people understand them (Gernsbacher, 1990;
Zwaan et al., 1995b, Zwaan & Radvansky, 1998). Written narratives were
examined to gain insight into how people construct what’s called a situation
model, which is the mental representation of an event along dimensions
of time, space, causality, and characters. Although earlier theories such
as the Structure Building Framework put forward by Gernsbacher (1990)
still focused on situational continuity in a written narrative and thought of
readers as monitoring changes in events but did not have a multidimensional
model that focused on all the dimensions and their relationships with each
other. A more recent model has taken this framework one step forward
by looking at events as mental models along multiple dimensions at once
monitored simultaneously. This theory, called the Event Indexing Model
(EI) (Zwaan, Langston & Graesser, 1995a, Zwaan & Radvansky, 1998),
argues that an event represents a continuum along multiple dimensions and
a situation model is the current mental model of that event, which holds
the information for those particular dimensions in memory. As the reader
progresses through the narrative, he constantly monitors the story along
those situational dimensions to either incorporate the expected and fitting
information into the current model or to update the model with the new
upcoming information. The theory suggests that the readers monitor and
update the situation model in order to represent a coherent understanding
of an event (Zwaan et al. 1995a). While continuity along dimensions leads
to coherence, discontinuities result in disruptions, which necessitate the
updating of the model. Being able to segment an activity into parts and
doing that through monitoring along different situational dimension is
argued to be invaluable to successful comprehension (Radvansky & Zacks,
2010).

The situation model in the EI was later adapted to everyday events
and visual narratives in general as an experience model or simply an
event model by the Event Segmentation Theory (EST) (Reynolds, Zacks
& Braver, 2007a; Radvansky & Zacks, 2010). EST is a computational
model stating that people form dynamic “event models” in working
memory that are continually updated by the incoming information. Event
models serve as predictions for the upcoming information. As long as the
information is consistent with predictions, they are incorporated into the
current schema and if not, a break occurs in the perceptual continuity and
an event boundary is perceived (Zacks, Kurby, Eisenberg & Haroutunian,
2011). The motivation behind the EST comes from providing a functional
explanation to the act of segmentation in terms of how it helps optimizing
the processing of continuous streams of information. The theory suggests
that the viewer is building an inherently consistent model for an event and
when there is an unexpected input to the model, it is as an event boundary
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(Zacks, Speer, Swallow, Braver & Reynolds, 2007). An event boundary
here is in a way a violation in the expectations in the model that the viewer
is building for a certain event. According to EST, the incompatibility of
information at boundaries causes the brain to become more active due to
an “error” in the prediction. Consistently, event boundaries are perceived
when perceptual features like motion, color, shape or conceptual features
like actor goals change (Zacks et al. 2007; Zacks et al. 2011). The structure
of events helps us determine what is missing from the information and to
expect what’s going to happen successfully (Zacks et al. 2009). To achieve
coherence, readers and viewers need to infer information not currently there
but either mentioned previously or extrapolated from related information.
That is one of the characteristics of event models in various media.

While Event Segmentation Theory focused mostly on perceptual
changes such as motion cues and their implications on visual events,
discourse comprehension theories mostly dealt with conceptual changes
such as changes in actors’ intentions, goals, locations and interactions with
objects as well as causal relationships (Zwaan et al. 1995a; Zacks et al
2009). Although EST also studied certain conceptual changes like actors’
goals, the conceptual changes investigated by discourse comprehension
theories are more varied and more thoroughly researched.

2.1. Segmenting Everyday Visual Events

A large body of research has investigated how people perceive events
by having them segment activity into units. Studies have shown that people
are consistent in determining when a meaningful segment has ended and
another begun. Newston (1973) was the earliest researcher to use event
segmentation as an experimental method and asked subjects to segment
activity into meaningful parts. He theorized that event boundaries would
occur at times of change in features. Subsequent studies have demostrated
that people’s decisions were quite reliable in indicating where a boundary
occurred (Newston, 1973, Newston & Engquist 1976; Zacks, Tversky &
Iyer, 2001). To investigate what features contributed to people’ boundary
decisions, Zacks, Tversky and Iyer (2001) presented people with daily
activities characterized as “familiar” versus “unfamiliar” to participants.
The familiar activities were daily routines like “making the bed” or
“washing hands” and unfamiliar ones were less common activities like
“assembling a saxaphone” or “fertilizing” plants. The subjects segmented
activities into “fine” and “coarse” units, which corresponded to small and
large meaningful parts in an activity and the boundary decisions again were
very similar among subjects. An interesting finding that occurred was that
fine and coarse boundaries coincide more often than chance, which led to
the conclusion that events are processed in a hierarchical fashion with fine
units nested within coarse ones. While coarse boundaries were treated on
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a more conceptual level and associated with goals and intentions of actors,
perceptual changes in the activity were associated with fine boundaries.
Results have indicated that events are formed out of causally connected
subparts (Zacks et al. 2001; Hard, Tversky & Land, 2006).

Research has also indicated that segmentation of events are based on
actions performed on objects and that those changes signal when a goal or
a subgoal has changed with respect to the actor. In a related study, Martin
and Tversky (2003) had people segment computer generated activities
using three geometrical figures. The activities were considered ambiguous
in intentionality and consisted of a chase sequence and hide-and-seek.
People tended to segment the activity based on actions performed on
objects. Also, with more and more viewings they selected fewer and
fewer fine units. Authors have suggested that people conceptualize the
activities with more viewings and assign intentions and causality to the
actions of those objects. This shows that viewers have a tendency to assign
intentions, which are critical to causality judgments. Another interesting
finding is that the perception of events are very much object-dependent.
Zacks et al.’s (2001) study also has revelead that 96% of event descriptions
involved actions on objects. More interestingly, a switch in object tended
to define the fine-level boundaries, suggesting that finer-level events are
concentrated on a single object (Tversky, 2004, Zacks et al. 2001).

Not only the behavioral measures but also physiological measures like
fMRI have been used to study how people segment activity into units.
These studies have enriched our knowledge for the nature of events.
For example, the brain activity is observed to increase at points where
viewers identified event boundaries (Zacks, Braver et al. 2001). Posterior
occipital, temporal and parietal regions and right posterior frontal cortex
had increased activity during the viewing of the parts which were later
identified as event boundaries when subjects were asked to actively
segment the videos. Viewers mostly used motion information to segment
those activities into parts (Magliano & Zacks, 2011, Hard et al. 20006).
Similarly, Zacks, Swallow, Vettel and McAvoy (2006) presented viewers
with simple animated objects acting on each other. Velocity and acceleration
were found to contribute to segmentation decisions. Visual areas that
process motion (area MT+) were observed to be active at event boundaries
defined by motion information. In addition to MT+, the posterior superior
temporal sulcus (pSTS), which is associated with biological motion, has
also presented increased activity at boundaries associated with motion.
This result tended to reoccur in various other studies that investigated the
effect of motion in defining event boundaries (Speer, Swallow & Zacks,
2003; Zacks, Speer, Swallow & Maley, 2010). When we look more closely
at those studies that used fMRI (among other physiological measures),
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we see that while motion on objects signals fine boundaries, the actor’s
goals signal the coarse boundaries. Apart from segmentation being object-
dependent, motion also appears as a crucial parameter for how people
organize activity into parts.

Studies also argued that predictions are critical in comprehending and
segmenting events, which is in line with the Event Segmentation Theory.
In a recent study, Zacks, Kurby, Eisenberg and Haroutunian (2011) asked
subjects to predict what is going to happen next in movies of familiar
activities like “washing a car”. The fMRI readings indicated that the activity
in the occipital cortex and midbrain increased when subjects had struggled
in making accurate prediction and those moments corresponded with event
boundaries. Other important results were that midbrain dopaminergic
system was active while subjects actively tried to predict what going to
happen across boundaries and the regions in posterior occipital cortex,
parieto-temporal cortex and left insular cortex were differentially active
within and across event boundaries. All these results point to the role of
discontinuities in events as violations of predictions, which in turn increase
activation in the brain.

In an effort to investigate the attention and individual involvement in
event segmentation in everyday events, Hard, Recchia and Tversky (2011)
had people view slideshows in a self-paced speed, of everyday activities
like “making the bed” and examined differences in looking times at event
boundaries. While they found that viewers spend more time looking at
what they call breakpoints in the narratives, these boundary images had
the most amount of physical change. They have also shown that even out
of order, the boundaries were inspected longer, indicating a link between
segmentation and attentional resources. Also, they have suggested that the
nature of those boundaries might be context-independent. Research so far is
line with the view that segmentation of events occurs due to monitoring of
changes across a situational continuum and those changes result in updating
of the current event model due to a mismatch of information. While we see
that an increase in brain activity accompany those updates, research still
is lacking in examining what happens to perceptual mechanisms such as
attention in those moments we call boundaries in events.

2.2. Segmenting Written Narratives

Understanding how people process narratives that are conveyed in a
written medium, such as novels or short stories, is also invaluable to event
perception. As the visual narratives, written narratives are also a big part
our lives in which we tend to process the continuous flow of information
by segmenting it into meaningful parts. It is even argued that the event
model has a more flexible structure in written narratives compared to
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visual narratives (Radvansky & Zacks, 2010). While in the former there
is more room for imagination and reconstruction of details, in the latter
the perceptual details are more apparent and straightforward, hence the
disappointment people feel in the film of a book they have read. What’s
defining about an event model is that they are in fact models of actual
events and in turn they do not represent all the details of a certain situation
but rather a sketch of it. That feature may render event models flexible,
which represent the defining skeletal elements of an event.

Research involving written narratives focused on people’s
understanding of short passages from novels or stories, studying the
transitions between clauses, which were the generally used units of
analysis. Readers’ decisions of event boundaries coincided with changes in
the multiple dimensions of the situation. The first studies that implemented
the Event Indexing Model to written narrative comprehension focused
on five dimensions of a situation, which are time, space, characters,
intentions, and goals (Zwaan. et al., 1995b). As previously stated, until
that time, studies had not examined multiple dimensions monitored
simultaneously in discourse understanding. Zwaan, Langston and Graesser
(1995) investigated the readers’ decisions to form clusters of verbs in a
short story. The results indicated that all the investigated dimensions (time,
causality, intentionality, space, and character) contributed independently
and significantly to the decisions of the readers. That result indicated that
readers constantly monitor the content of a story along multiple situational
dimensions and use those to relate the information to each other.

Studies have put forward that segmentation of written narratives
followed a similar pattern as visual narratives and situation changes
contributed to boundary decisions. The probability of decisions increased
with more and more dimensional changes present in a written clause.
Zacks, Speer and Reynolds (2009), in a recent study, investigated changes
in situation features to see how much they affected comprehension in
naturalistic texts. In one of their experiments, they adapted the event
segmentation task to written narratives and they looked at conceptual
changes and how much subjects identified clauses containing those changes
as event boundaries. They examined changes along six dimensions taken
out of the Event Indexing Model, which are characters, time, space, causal
relations, characters’ goals and their relations to objects. The narratives
were chosen as close to everyday events as possible from a book called
One Boy s Day. While one group of subjects only listened to the narratives,
a second group read them at their own pace and a third one saw each clause
one by one on a computer screen. They found that there is a significant
overlap between the conceptual changes and the event boundary decisions
and that the fine and coarse boundaries overlapped significantly to conclude
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that there is a hierarchical structure to event segmentation in written
narratives similar to visual narratives. A few particularly interesting results
emerged from the experiment; one of them pertained to the type of situation
change in a clause. While causal, goal, and spatial changes contributed
more to the coarse-grained segmentation, the changes in interactions
with objects contributed more to the fine segmentation. A similar result
had also emerged for visual narratives again stressing the importance of
actions on objects treated as finer segments in an event. Also, when asked
directly about the predictability of clauses in a narrative, subjects judged
the clauses with changes as less predictable than others. It was argued that
when people judged a certain event as unpredictable, that engendered the
coherence of their current working situation model (Zacks et al. 2009;
Zwaan & Radvansky, 1998).

Another aspect of discourse comprehension that is researched
frequently has been the reading time (Zacks et al 2009, Zwaan et al. 1995b,
Zwaan 1996). Both Event Segmentation Theory and Event Indexing Model
predict that when there is situational change, people update their current
model to incorporate the change or the “error” to the model and updating
increase the reading times because it increases processing load (Radvansky
& Zacks, 2010). The reasoning is that when the upcoming information is
inconsistent with the predictions pertaining to the current mental model,
more activation and effortful processing is expected to ensue to update the
current model. That is consistent with the idea that coherence is one of the
key features of an “event model” and the parts incorporated in it. When
there is a break in continuity, processing load increases which, in turn
decreases the reading speed momentarily. In a study by Zwaan, Magliano
and Graesser (1995), the reading times of subjects were examined with
respect to changes along three situational dimensions: time, space and
causality. They used short stories that appeared one clause at a time on the
computer screen and the self-paced reading speed was used to keep track
of the reading times. Reading times did indeed increase as predicted when
there were situational changes present in the clause. The same result was
replicated in multiple studies (Zacks et al 2009; Zwaan 1996). Causality,
goals and interactions with objects all contributed significantly to reading
times and that having multiple changes in a given clause contributed to
slower reading times (Zacks et al 2009). Yet in another study, longer
latencies were observed in recognizing words from sentences that came
before a temporal discontinuity (Zwaan, 1996). This result was in line with
theories suggesting that once a break occurs in situational continuity, the
previous information become harder to access (Gernsbacher 1990).

Another interesting result that emerged from subsequent studies on
discourse comprehension is that although the change in space in a narrative
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contributed to boundary decisions and comprehension, they were not
associated with increased reading times (Zwaan et al., 1995b; Zacks et al.
2009, Scott Rich & Taylor, 2000). There have been a few explanations on
why that was to be the case. It was argued that people do not update spatial
information in the same way as other dimensions like time and characters.
For example, if a spatial transition is not critical to the coherence of the
story and the temporal, causal and character information is preserved;
people may not attend to those changes as much as they would affect the
reading speed (Zacks et al. 2009; Zwaan & Radvansky, 1998; Radvansky
& Copeland, 2000; Zwaan et al., 1995b). For example, if you were to
read about someone carrying a coffee cup from the kitchen to the living
room, you may be prone to ignoring the spatial change while attending
more to action on the object and/or the character. So, it is argued that
the spatial changes are monitored if they are relevant to the goals of the
readers and that if the readers are motivated to do so with respect to the
comprehension of the narrative. In contrast, Scott Rich and Taylor (2000)
examined the coherence, cohesion and integration in written narratives
where there were spatial, temporal and character shifts. They found that
spatial shifts contributed to both coherence and cohesion of narratives as
well as lowered the reading times. However, response latencies to probe
words that occurred after location shifts were faster compared to character
shifts. Actually, character shifts were found to be the most influential shift
across all the variables of interest in terms of lowering the reading times.
At this point, the role of the change in the spatial dimension in both written
and visual events remains open to debate and needs further research. I will
focus on spatial understanding in events and the possible role of perspective
taking in another section in more detail.

In addition to spatial representations in narratives, research still
needs to look into whether more activation at boundaries is really due
to prediction failures or is it an artifact of event processing even when
predictions are in synch with the current model. Similarly, research on
discourse comprehension mostly used written short stories or novels that
are well structured and which adhere to certain common rules of execution
and format; research can also profit from looking into amateur writings on
everyday events like memoirs or people’s telling and retelling of stories
to each other to gain more naturalistic information about the structure of
events in everyday life (Tversky, 2004).

Another type of narrative that is not frequently studied is comic books.
Although we can put comics into the category of written narratives, because
they depict visual events on paper with drawings as well as writing, we
should probably consider them as a combination of written and visual
narratives. Recent studies started to examine the structure of comics and
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how the sequential images in a comic can be regarded as parts of an event
structure (Cohn, 2013). In a comic, time, space as well as characters are
monitored over a series of images. As situation models and event models,
we can say that readers form a mental model for an event that should extend
in time and space over sequential images.

Focusing on the sequential nature of the narratives in comics, Cohn
(2013) proposed a theory called “Narrative Grammar” which likens
the structure of an event to the structure of a sentence with each image
signifying a clause. This sentence-like structure is called an event arc. The
event arc has a tree-like structure composed of items that fall into one
of the following categories: Establisher, initial, prolongation, peak and
release. While the “establisher” is the first image of a new event that sets
the scene, an “initial” depicts the initial start of an action that sets the event
in motion. The “prolongation” is the tension part that prolongs the “peak”
ofthe event, which is the main action or goal of the event, which is followed
by the “release”, which is the conclusion or the denouement of the event.
The narrative “arc” can also be likened to the structure of a scene in a film
where the establisher is the establishing shot in a scene. Like it happens in a
sentence, in a sequential arc in a comic book, one part can be replaced by a
symbol of an act like a writing in specific morphology or can be deleted by
skipping to the next part, as well as the order of the parts can be rearranged
to deliver the same message in a different pattern.The tension in story has
been called many things such as “narrative pacing” or the “prolongation”
phase in the arc model proposed by Cohn (2013) or “dangling cause” as in
the case of the whole cinematic narratives which will be discussed in the
next section (Bordwell & Thompson, 2003). Although event models are
conceptualized as models updated sequentially along dimensions, those
models mostly focused on changes in consecutive items in an event while
not addressing the relationship among distal components of an event. For
example, in the comic event example, although the man lying in the bed and
the man sitting in the bed in the last image are not consecutive and that you
wouldn’t place a continuity break between them, their distal relationship
as the establisher and the peak is a crucial part of understanding that event.
Although narratives are coherent sequences, events also build one after
another that is interconnected to a broader goal or finish line. Whether this
is an inherent feature of understanding an event or how it is manipulated in
artistic narratives is still a question to be answered.

3. Understanding Cinematic Events

Studying edited moving images with respect to our understanding
of visual perception is still new. A recent framework known as the
“Cognitive Film Theory” kindled the research in this area (Bordwell &
Thompson, 2003). Researchers have studied the conventional editing rules
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of Hollywood film known as the continuity editing rules, which create
an invisible style in the sense that it heavily relies on narrative continuity
over the artificial nature of shot sequences in film (Bordwell & Thompson
2003; Smith, Levin & Cutting, 2012). People often miss edits in a film
(Cutting, 2005; Smith & Henderson 2008). One of the basic motivations
behind continuity editing is to decrease awareness of cuts and to intensify
narrative involvement. The phenomenon of “edit blindness” refers to the
fact that the disruptions in the flow of the film due to cuts are invisible to
the viewer who is engaged into the narrative. That is proposed to be the
idea behind referring to the Hollywood style as the “invisible style” (Smith
et al 2012; Magliano & Zacks, 2011).

Although a cut is an abrupt discontinuity mostly accompanied by
a change in perspective, people still experience a continuous flow of
information. That is attributed to different causes: for one, the editor is
trying to purposefully position cuts at points that are least disturbing to
continuous perception, such as in the middle of high motion (Smith et
al., 2012). Those cuts are called match-on-action cuts, which are the ones
that preserve motion direction while cutting to a new shot, are a common
technique used to conceal cuts. As the name suggests, they are positioned
in a way to match action across shots, positioning the cuts at the beginning
of fast motion that naturally engage the viewer’s attention. Also, the
gaze direction of the characters, turn taking in conversations, and other
interaction cues are used to conserve continuity across shots (Magliano
& Zacks, 2011; Smith et al. 2012; Smith, 2012). Smith and Henderson
(2008) investigated whether cuts are missed more often when they were
continuity edits. Subjects noticed cuts less often when they occurred
within a scene versus between scenes, which would correspond to scene
boundaries. They have also shown that match-on action cuts are the least
noticed ones. In the cut detection task, one in three of match-on action
cuts were missed. Those cuts may be missed due to the orienting response
due to being introduced before the beginning of fast motion (Magliano &
Zacks 2011; Smith, 2012).

One way to maintain spatial continuity in film is to use /80-degree
rule, which establishes a line of action (Bordwell & Thompson, 2003;
Smith et al. 2012). All shots in a given scene are predominantly positioned
on the same side of this line. The viewer can experience disorientation
if this line is crossed. A scene generally starts with long shots which are
mostly establishing shots that present the layout of the scene and the actors
in that scene and then close-ups are used to cut into the conversations with
techniques like shot-reverse shots and gaze matches to promote the spatial
continuity (Bordwell & Thompson, 2003, Magliano & Zacks, 2011). A
short reverse shot is produced by positioning the cameras over the shoulder
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of the actors, usually in a conversation, to shoot from an angle as if they are
looking off the screen to the conversation partner. In doing that, we still get
to see the actor and get their point of view. In shot-reverse shots, the actor
positions are consistent and the conversation partners appear relatively
at the same positions on the screen. The camera again never crosses the
180-degree line. The gaze matches, also called “eye-line matches” show
where an actor was looking in the previous shot to create a continuity in
their gaze (Bordwell & Thompson, 2003; Smith, 2012).

“The real world is spatially and temporally continuous: film is not”
(Cutting, 2005, pg. 9). So, how do we achieve continuity and coherence
across shots and shot sequences? How is juxtaposing successive shots
from different camera angles done smoothly enough to create narrative
continuity? Shots sequenced together mean something different than shots
in isolation just as words in a sentence mean something different than they
do individually (Levin & Simons, 2000). Russian montage was used as
evidence for how inference can play a role in perceiving successive shots
(Levin & Simons, 2000, Cutting, 2005). In the early 1920s, filmmakers
Kuleshov and Pudovkin used a shot of an actor with neutral expression and
they positioned two context shots one before and one after the neutral shot
to create a story. People attributed different emotional content to the actor’s
expression based on the surrounding shots (bowl of soup, children playing,
dead person). This effect has come to known as the “Khuleshov effect”
and is attributed to the role of context in the interpretation of information
(Levin & Simons, 2000, Cutting, 2005).

Another series of experiments investigated whether people notice
editing errors in films. The important question was whether we perceive
events as continuous and consistent even with “minimal consistency”
across information. Messaris (1994) has presented a series of images from
Bunuel’s film Un Chien Andalou to subject who failed to notice changes
in successive images where a pig eye replaced a human eye. We can say
that a set of images together refers to different possible combinations and
expectation of continuity can be deceptive in certain situations. Following
on that idea, in another study by Khuleshov and Podovkin, people failed to
notice changes in location and even actress in montage sequences in which
shots completed an event but are shot in different cities and with different
people (Levin & Simons, 2000). This again question people’s bias for
imposing coherence into a flow of information even when the perceptual
information is distinct and does not match. One of the hypotheses
suggested a focused continuity in film where the narrative involvement
takes precedence over perceptual details (Smith, Levin & Cutting, 2012).

Similarly, Levin and Simons (1997) has put forward a famous
phenomenon known as the change blindness across shots in motion
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pictures. The inability to detect changes in the unattended part of an
image in successive presentations is referred to as change blindness
(Rensink, O’Regan & Clark, 1997; Levin & Simons, 2000). In a series
of experiments, Levin and Simons (1997) demostrated that detection of
unexpected changes like the “disappearance of a scarf” or a change in the
“color of the plates” in successive shots was very poor. Nine out of ten
subjects did not notice those changes. Authors have suggested that people
were quite poor at detecting changes across shots for parts they were not
attending to. However, eight out of ten people still failed to notice those
changes even when they were instructed to expect changes in the videos.
The same was true for things that subjects were attending to, like when
the actor changed across shots. Two third of viewers still did not report
seeing a change for those shots. However, when subjects were instructed
to look for changes, not noticing the change of an actor decreased to 5%.
Angelone, Levin, and Simons (2003) also looked at how well viewers can
detect changes across cuts to objects that were the center of attention. They
observed that although viewers did register the color of the attended object
before a cut, they were poor at detecting color changes across cuts.

Levin and Simons (2000) interpreted the results from those change
detection studies as the following: “In film, assumption of continuity is
an extrapolation based on very minimal information” (Levin & Simons,
2000, pg. 361). The results of the study have revealved that only a number
of essential elements to remain consistent might be enough to preserve
continuity across shots (Levin & Simons, 1997; Smith et al., 2012). Based
on those results, one can suggest that as long as the narrative coherence
is preserved, it has priority above the perceptual inconsistencies between
shots. Expectations of continuity may guide us into imposing coherence
with minimal consistency. In the study of Levin and Simons (1997), while
the color of the plates or presence of certain accessories has changed,
the spatial layout of the scene, the positioning of the characters and the
flow of the narrative content remained the same. This may have fulfilled
subjects’ expectancy for continuity and changes in perceptual details may
not have been enough to disrupt the narrative flow. In that case, the bias
for continuity may stem from the motivation to be consistent in perception.
More research may be needed to identify the basic elements of a scene, if
altered, may disrupt the flow of the narrative.

Magliano, Miller and Zwaan (2001) also investigated continuity
across shots in an effort to generalize the Event Indexing Model to visual
narratives. They used 20-minute excerpts from contemporary films (i.e.
Moonraker) and asked people to identify changes in situations. They were
interested in temporal and spatial dimension and investigated three types
of changes: time, spatial region and spatial movement. The boundaries
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identified by viewers coincided more than chance with the changes in time
and spatial movement and both of those changes affected the boundary
decisions independently. Spatial region changes however were not
influential enough to create boundary decisions by themselves. That result
was in line with the earlier studies with written narratives that found that
changes in space did not increase reading times at boundaries and that
spatial changes were influential only if the reader was motivated to monitor
those changes. Results indicate that viewers are more faithful to the causal
and temporal aspects of a narrative than the spatial aspect as long as the
coherence can be achieved. In all, that study was one of the first attempts
to generalize event models across media in an effort to find commonalities
in the way people perceive events. Also, it was intended to question the
relative importance of the types of dimensions in an event across media.

Similarly, to investigate spatial and temporal continuity across shots,
Zacks, Speer and Reynolds (2009) have shown viewers a French, children’s
film, The Red balloon, and asked them to segment it into fine and coarse
events. The results have indicated that segmentation coincided with
spatiotemporal and action discontinuities, and that action discontinuity had
the greatest effect on boundary decisions. Temporal, spatial and character
changes predicted segmentation, which occurred mostly at cuts but cuts in
and of themselves did not predicted the boundary decisions. Looking into
the processing of scenes in a film, Cutting, Brunick and Candan (2012)
had people segment a fairly diverse range of films into subscenes in an
effort to study the characteristics of shots that defied scene boundaries.
Results have shown that people’s segmentation coincided with the changes
in visual characteristics of the film like changes in shot durations, color,
luminance and visual activity. We again see that change is associated with
the segmentation of activity into parts.

While studies that investigated the understanding of cinematic
narratives studied the types of changes that would contribute to
boundary decisions, they mostly did that by asking viewers to identify
those boundaries behaviorally as they progress through the film. While
informative, people rarely do the segmentation consciously or on purpose
while watching a film. To remedy that and to look further into how people
perform the segmentation spontaneously, researchers looked at the brain
activity patterns while people watched films. Zacks, Speer, Swallow and
Maley (2010) examined the automatic nature of event segmentation using
fMRI readings while viewers watched a narrative film. Participants saw
The Red Balloon as in the case of the previous studies, but this time they
saw the film first without doing any kind of behavioral segmentation and
fMRI data was collected. They then segmented the film into fine and
coarse boundaries and alignment of those decisions were examined with
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the activity changes in the brain while subjects were free viewing. The
results have proposed that viewers not only based their event boundary
decisions on the changes in space, causes, actions and actors’ interactions
with objects; increased brain activity was observed in areas MT+, pSTS,
inferior parietal and parahippocampal cortex (PHC) while subjects were
first watching those changes to occur. Results were suggestive of the
spontaneous nature of segmentation in perceiving events and they argued
for the fact that event segmentation is a natural and functional component
of event perception.

So far, studies on visual and written events are consistent with
The Event Segmentation Model as well as the Event Indexing Model
(Reynolds et al. 2007; Zwaan et al. 1995a). These theories explain events
through expectancy-based models that are monitoring changes along a
situational continuum. These models can be considered consistent with
the predictive coding framework that aims at explaining the functioning
in the brain as interplay between feedforward and feedback connections
(Kveraga, Ghuman & Bar, 2007; Panicehello, Cheung & Bar, 2013; Clark,
in press). Those models are based on optimizing the resources in the brain
and the prior experience with respect to statistics of the environment keep
updating the predictions to render them more efficient. According to that
framework, the lower level cortical structures are functioning based on
learned expectations about the environment and when unexpected features
are encountered, an “error” message gets forwarded to the higher cortical
areas, which increases when we experience those inconsistencies in the
stimuli (Kveraga et al. 2007; Panichello et al. 2013). In a parallel fashion,
increased brain activity was observed when there is a perceived event
boundary where there is inconsistency in the event model (Zacks etal. 2007b;
Zacks et al., 2011). Event Segmentation Theory talks about the potential
implications of this kind of a prediction system for event perception. It was
argued that more activity is necessary for efficiently updating information
so that you can continue to preserve a meaningful and a coherent picture.
In a way, more activity leads to the efficient processing and updating of
that information. We see the same functional property when the dopamine
system becomes more active at the boundary (Zacks et al. 2011).

Although one might see segmentation and continuity as two opposite
phenomena, we can argue that they are two sides of the same coin. The
way one segment an activity ought to be based on one’s assumptions on
continuity. The perceptual experience in real life is not complete itself
due to the fact that we are not previewed to all the information in a given
visual scene and we have to integrate individual sequential information
into a coherent representation (Henderson & Hollingworth, 1999; Rensink,
2000). Attention to different parts of a scene is affected through both
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bottom-up properties like perceptual salience and top-down properties
like motivations or assumptions based on context; which makes objective
perception of all the details in a given scene to be all the more improbable
(Bar, 2004; Dunning & Balcetis, 2013; Summerfied & Egner, 2009). So,
the retention of information in visual scenes is not perfect and subject to
bias and completion is often achieved through inference. That is present
from very early in life as Xu and Carey (1996) demonstrated that when
one object went behind and occluder and another appeared from the
other side, infants did not expect to see two different objects. The same
expectation effect was found when 2-year-old children perceived partially
hidden rods as continuous (Kellman & Spelke, 1983). That was based on
the assumption that objects in real life continue to exist when they are no
longer in the view.

The impact of inference is also present in how we process film. Levin
and Simons (2000) have suggested that the ease in following the flow of
shots in a film is similar to inferential processes that we engage in real
life perception in which we fill in the gaps by making experience-based
assumptions about events. When you are watching a film, or reading anovel,
you are not exposed to each and every steps of the story but we can argue
that you still form a continuous and coherent understanding because you
are operating under experience-based assumptions and also the structure
of the narrative is consistent with confirming your assumptions. Like any
other perceptual task, it can be seen as a two-way interaction where you
are using both top-down predictions and bottom-up perceptual information
that is presented to you and form a combination of the two. If either goes
awry, you can experience confusion or in some cases illusions. Those could
be either non-intentional or sometimes intentional as in the case of some
techniques used by the editors to either cater to your assumptions or violate
them in a certain way. We also see a bias towards narrative coherence over
perceptual details when people fail to notice changes in successive visual
information (Levin & Simons, 1997; Messaris 1994).

4. Perceiving Space in Events

Understanding space is crucial to recognizing objects in a visual scene
(Biederman, Mezzanotte and Rabinowitz, 1982, Bar & Ullman 1996).
Similarly, representing space is very important to how one construct a
meaningful continuity in events. In theatre, the audience sits in front of
a predefined space. Similarly, in early days of cinema, the camera was
like the audience in theatre, as having a steady perspective (Brown, 2002).
Nowadays, the perspective of the camera is continuously shifting which
provides a possible disorientation in the viewer. Nonetheless, viewers still
achieve a coherent mental representation of where everything is in a scene.
As discussed previously, the conventional editing techniques are employed
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to promote spatial continuity in a scene. Before looking into studies that
examined spatial perception in dynamic scenes, we should consider how
one represents a spatial layout in a scene from different perspectives.

Research on recognition of objects after viewpoint changes has
differentiated between two types: changes due to the orientation of the
object and changes due to the movement of the subject (Simons & Wang
1998; Taylor & Tversky, 1992; Wallis & Bulthoft, 2000). Although studies
that manipulated the orientation of objects have argued for viewpoint-
dependent perception, manipulating the perspective of the subject has
shown that people could actually take on multiple perspectives easily to
achieve a successful view-independent perception (Franklin, Tversky &
Coon, 1992; Simon & Wang, 1998). In their study, Simons and Wang
(1998) manipulated the position of an object either by rotating the table
on which the object was located or changing the position of the viewer
with respect to the table. They also controlled for the orientation change
by either rotating the table or leaving it the same orientation while the
subjects moved to a different viewpoint. The results have demonstrated that
subjects made more errors in reporting the correct position of objects when
they were still and the table rotated. However, when the subjects moved
to a different viewpoint physically, they were equally accurate regardless
of the table moved or not. That indicated that people rely on a viewpoint-
dependent perception when they were standing still and the objects were
moving while they engage in a view-independent perception when they
change viewpoint by moving to another place. The results could also be
interpreted as the following: the view-dependent results could be an artifact
of the experimental procedures that rotated objects because in the actual
life, people rarely deal with objects rotating while they are standing still.
On the other hand, they may find the view-independent perception easy
in the case that objects rotated when subjects moved themselves which is
what happens more frequently in real life. In order to examine why people
engage in viewpoint-independent perception, Simons and Wang (1998)
also manipulated the feedback subjects got during the movement itself by
blindfolding them and turning the chair while transporting them to the next
location. When they did that, they did not get the same results: subjects
were less accurate in identifying position changes after their relocation to
another viewpoint when they did not have any visual or bodily feedback
while doing so. This result suggests that the view-independent perception
of the spatial relations might stem from the fact that when people move in a
scene, they constantly update the relative representation of objects actively
and gradually thorough various types of feedback. Although research
has shown that people could achieve a view-independent retention when
they switch places in the environment, the reasoning for that success was



146 * Ayse Candan Simsek

still attributed to an egocentric, subject-dependent updating of the spatial
relations in the environment.

Research that focused on perspective-taking mostly focused on
imagined perspective changes by assessing people’s spatial models with
respect to perspective change in the environment (Franklin & Tversky
1990; Franklin, Tversky & Coon, 1992; Tversky & Hard, 2009). While
some studies focused on how people change their perspective of a scene
while reading narratives; others focused on how people behave when they
are expected to take the point of view of another person. Franklin, Tversky
and Coon (1992) studied the latency to report the location of objects in
written narratives depicting the point of view of two actors. One of those
actors was the reader himself and the other was a story character. Once
the readers were acquainted with the spatial layout and the positioning of
the objects, they were presented with switches in the actors’ perspectives
sequentially with sentences like “Ted turns to face the hammock” and
“You turn to face the pitchfork”. They were then asked about the new
location of the objects dependent on the present perspective. The readers
did not differ in their latencies when it comes to the reports for the “self”
and “other” perspective and most of them reported that they employed
a neutral perspective for the space. The results propose a space-based
viewpoint-independent representation of the space in the story when it
involves more than one protagonist. Early studies have found that people
adopt the point of view of the actor due to the fact that there was only one
actor for whom the perspective had to be taken (Franklin & Tversky, 1990,
Bryant, Tversky & Franklin, 1992). When the representation requires more
than one person’s perspective, instead of constructing two perspectives and
taking turns to switch between the two, employing a more complex but a
neutral perspective may be more beneficial for the reader to represents the
location of things more accurately and faster. In this way, people would
construct a more flexible spatial representation (Hirose, Kennedy & Tatler,
2010).

Other studies have investigated how people construct different points
of view of a spatial scene when asked to deliver a description of that place
from multiple perspectives. In terms of how one describes a spatial layout;
Tversky (2004) talked about three general types of perspective: the route
(subjective but also uses the listener’s perspective), survey (objective,
neutral) and gaze (subjective and one point of view) perspectives. In a
study by Taylor and Tversky (1992), subjects described the spatial layout
of places like a “convention center” from different perspectives. In a route
perspective, subjects based their descriptions on a “mental route” by which
they described the place and while doing that they also incorporated the
listener’s perspective. The route perspective is also theorized to incorporate
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a temporal element because it forms a sequential relationship between
the objects in the environment. In a survey perspective, subjects took an
objective perspective and used objective terms like south or north. In a gaze
perspective, all the objects were described from one point of view, which
was the describer’s. The study indicated that consistency in perspective
was not necessary to how one represents a spatial layout nor it does to
how one comprehends it. The study has also revealed that the descriptions
were mixed in terms of their perspectives. However, the subjects had
consistency on the order of the objects they described. The relationships
between the objects in a space and their nature were still necessary to
the spatial representations. So, one can argue that a spatial model does
not necessarily have an inherent perspective but can be described from
multiple points of views. This indicates that perspective can be transient
although the inter-connections in a space are still coherent (Tatler & Land,
2011, Tversky, 2004).

Research also indicated that anticipating other’s actions is one the key
motivations in taking someone else’ perspective. In a study by Tversky
and Hard (2009), the mere presence of an actor in the scene either reaching
or staring at two objects resulted in a quarter of people describing the
position of objects from the perspective of the actor. Less people described
the location of the objects from self-perspective when there was an actor
in the picture compared to when there was none. In a second experiment,
which only focused on photographs in which the actor was present, when
prompted with a specific action verb, people took the perspective of
the actor more often compared to when they were just asked about the
location. Results suggest that in order to reciprocate an action or behave
appropriately to an action; it is important to form accurate expectations of
the action of others, which require being able to represent the perspective
of others.

Although prior research proposes that people are biased to an egocentric
representation of the space, others have shown that they can as easily
represent the space allocentrically, taking a neutral perspective (Tatler &
Land, 2011; Tversky & Taylor 1992). While a neutral perspective can be
helpful in communication, taking the other people’s egocentric perspective
is crucial to social situations and is one of the areas that have received less
emphasis on research. The studies so far provided conflicting results and
differing explanations to the subjects’ performance. Certain researchers
have proposed that when a person has to imagine a different perspective,
they have to update their representation, which may result in less accurate
or slower responses in recognition tasks (Franklin & Tversky, 1990).
Others argued that a space-dependent, perspective-free representation of
space is more effective when more than one person’s perspective has to
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be taken to achieve comprehension (Franklin et al. 1992; Tversky, 2004).
This may advocate for a more flexible approach to spatial representation.
Because people constantly move in the environment, they have to update
spatial changes accurately and frequently to achieve everyday functioning.
This may be less true for time changes, which are less frequent. In this
case, people may be expected to suffer less from spatial changes because
they have learned to adapt to them faster.

Although most of the research on spatial understanding and perspective
taking focused on stationary visual environment, recent research also
started investigating dynamic events either through everyday events or film
clips (Matthews, Benjamin & Osborne, 2007; Tatler & Land, 2011; Wallis
& Bulthoff, 2000). Matthews et al. (2007) studied how people remember
dynamic scenes. In their study, viewers were shown a number of short
film clips that had no cuts in them and a number of still frames taken out
of the same films and tested for their recognition after a week and a month
interval. The results indicated that people’s retention is better for motion
clips as opposed to static images taken out of dynamic scenes. The results
question that the dynamic clips might have an added advantage over the
static scenes due to movement. One can argue that because we rarely see
stationary scene in the real world and that most of those scenes involve
action on objects; motion clips might be more ecologically relevant to
viewers.

Tatler and Land (2011) proposed that in perceiving dynamic scenes,
people construct “egocentric” maps to form a continuous spatial layout
to locate objects in the scene. They argued that in cases when we need to
extend the spatial information of a scene in time and represent the different
rotations, we use our sense of spatial continuity to guide our actions. We
may be expected use our egocentric map to constantly update spatial
information as we move to create a panoramic representation. In doing
that, we also depend on the allocentric map and previous visual memory
but they both feed into the egocentric map (Tatler & Land, 2011). Taking
a similar motivation, Wallis and Bulthoff (2000) examined how movement
self through an environment would affect the detection of changes in
location, orientation and color of objects in the environment. They created
a simulated environment in which people either observed a scene changing
while they were in a stationary viewpoint or while they were behind the
wheel of a car. The results have revealed that detection of changes in
location and orientation were worse when subjects were actively behind the
wheel compared to when they simply watched it passively. The question
remains on how much egocentric or allocentric our spatial representations
are in dynamic scenes. Also, another question is what happens in the case
of the film when the viewer is actually stationary and the perspective of
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the scene is changing due to the movements of the camera. Whenever the
dynamic scene has a cut, the viewpoint change from one shot to the next
leaves the viewer with a difficult job to integrate that information into a
spatial continuum.

In film, the spatial changes in film due to the alteration of camera
angle are more sudden compared to self-motion in an environment
(Hirose et al. 2010). So how does the viewer achieve that job easily and
successfully? In movies, spatial continuity is achieved through the editing
conventions like 180-degree rule, shot-reverse shots and eye-line matches
that preserve the spatial model and are line with spatial expectations of
viewers (Magliano & Zacks, 2011; Smith et al., 2012). Researchers argue
that even if the perspective in film is not “egocentric” and the perspective
keeps changing across cuts; viewers still should form a pretty coherent
representation of what’s happening in order to follow the film successfully.
This may in part be thanks to the editing conventions as we know that
when those go wrong it becomes difficult to maintain a coherent spatial
continuity in the representation of events (Bordwell & Thompson, 2003;
Smith et al., 2012). Research has shown that people show higher spatial
accuracy in the retention of information if they were presented with
shots where the directional continuity was preserved. They tended also to
correctly reconstruct the order of the shot sequence when presented with
directionally congruent orientation (Kraft, Cantor & Gottdiener; 1991).

In an effort to study the nature of object representations in edited motion
sequences, recent studies indicated that memory for object features were
affected by point of view changes across cuts (Hirose et al., 2010; Tatler
& Land, 2011). Hirose Kennedy and Tatler (2010) examined how subjects
treat object features in dynamic edited scenes where the point of view of the
camera changed across a cut. They looked at memory for changes in color,
shape, position and identity information across cuts. They have observed that
subjects performed below chance for the color and position information as
opposed to identity information. Authors intended to look particularly at the
memory for position because they thought that it would be difficult or at least
different across shots since people tend to represent position information
in relation to other objects in the scene (Hollingworth, 2007). They also
manipulated the color, position, presence and the identity of a single object
across a cut with a viewpoint change. People based their memory decisions
on the second shot except for the position information, which did not present
a preference. The results indicated that viewers are affected by the point of
view changes across cuts and the memory for location was treated differently
than other features such as color or identity. Although we see that people’s
memory for feature changes were affected, we still don’t know how important
is that to the coherent representation of the story.



150 * Ayse Candan Simsek

Research also investigated the effect of the shooting style on viewers’
memory of object location. Levin (2010) used television series that contain
multiple angles and compared them to sitcoms that involve one dominant
angle. Results suggested that viewers found it hard to locate things in the
scene if the scene is shown from multiple angles. Although viewers were
better at identifying correct positions in single-view shot films, they still
couldn’t adapt their knowledge to a novel point of view. The results have
revealed that relative positions of locations in the scene were not registered
across shots from multiple angles if it was not necessary to the flow of the
narrative to do so. Levin (2010) has suggested that although people can do
that if needed, they might find it to be a cognitive load if the integrity of
the narrative can still be maintained without it. Also, future research that
investigate different types of cinematic footage that focus on certain point
of views (i.e. first-person shot films like the Blair Witch Project) can shed
light into how viewers use perspective to create a certain representation
of a narrative. Along with the frequent habit of engaging in film viewing
and also first-person video games, understanding perspective taking in
representing space become more important to gain insight into the nature
of narrative processing.

5. General Discussion

Events are the essential units in our daily experience. Event perception
has been researched widely but the concept of an event has been hard to
define. While researchers either have focused on more perceptual features
of events like motion on objects, others have emphasized the conceptual
features like the time, actor’ intentions, goals and the causal structure
(Radvansky & Zacks, 2010; Zwaan, Langston & Graesser, 1995a).
Regardless, different accounts all agreed that events are meaningful units
of continuous experience and that event boundaries are based on changes
people monitor along multiple dimensions.

Research has indicated that people were reliable in their decisions
to segment everyday activities into events and that finer-level units have
coincided with coarse-level units (Zacks, Tversky & Iyer, 2001; Hard
et al. 2011). Studies have also put forward that events are characterized
with action on objects and that motion is one of the critical dimension
people chose to segment continuous activity on (Speer, Swallow & Zacks,
2003; Hard et al. 2006). In addition to behavioral measures, physiological
measures have shown increased brain activity in points where people
indicated that a boundary occurred in the continuous activity and an
event has ended and another began (Zacks, Braver et al. 2001; Zacks et
al., 2011). Theories have suggested that people represent the continuous
activity by forming event models, which result in expectations for the
upcoming information (Zacks et al. 2007). While consistent information is
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incorporated into the model, unexpected information is used to update it,
which corresponds to where an event boundary is perceived. The updating
process increases the devotion of cognitive resources, which increases
the brain activity momentarily. Consistent with studies using everyday
events, research on discourse comprehension has also demonstrated that
people rely on changes along situational dimensions such as time, space,
and character’s intentions, actions on objects and goals, and causes for
actions (Zwaan. et al., 1995b; Zwaan & Radvansky, 1998). Similar to the
accounts for everyday event perception, research on written narratives
has put forward that people construct situation models to represent the
narrative and update their model by monitoring changes along situational
dimensions. The main idea again is that discontinuities result in updating
the model to incorporate changes, which results in an increased processing
load, hence decreased reading times. The main goal is to from a coherent
representation by forming a better representative model.

While studies in event perception literature have used everyday action
sequences as well as written narratives, examination of cinematic events
has recently attracted more focus and is still new to research (Magliano
& Zacks, 2011; Smith et al 2012). Temporal and spatial continuity along
with motion were again the essential dimensions on which the dynamic
events were monitored. Studies have indicated that the editing rules in
films both favor and benefit from the reliance on continuity and coherence
in events. Editors chose to introduce cuts where the dynamics of the
event won’t be disturbed and the techniques also helped to foster spatial
continuity along with narrative continuity (Bordwell & Thompson, 2003;
Smith, 2012). Studies have demonstrated that people miss edits in film
as well as changes across cuts that are to the features outside of central
importance Smith & Henderson 2008, Levin & Simons, 2000). This stems
from both the editing techniques that aim at concealing cuts but also favor
people’s tendency to expect narrative continuity and to hold it over non-
essential perceptual changes. More research is needed to understand better
this bias for narrative continuity. Also, examining the essential features, if
changed would disrupt continuity in a narrative, would be crucial to our
understanding of the roots of events perception.

Studies have conflicting results on how much the spatial dimension
is relied on in monitoring the continuity in events and how egocentric or
allocentric the perspective of the viewer or the reader is in constructing
the spatial layout of a narrative (Zwaan et al., 1995b; Zacks et al. 2009,
Scott Rich & Taylor, 2000). The question remains on how much the spatial
perspective is an inherent part of narrative comprehension. We know from
previous research that people can take view-independent perspectives
(Franklin et al. 1992; Bryant et al. 1992; Tversky, 2004; Simons & Wang,
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1998). The fact remains that frequent perspective changes are in the core
of films. We know that film editors adhere to certain rules to not violate
the spatial expectations of the viewers and the relationships among people
and objects in the space are introduced in the “establishing” shots that
occur mostly in the beginning of a scene (Magliano & Zacks, 2011; Smith
et al. 2012; Smith, 2012). Research so far has focused on looking into
perspective changes in a particular scene but not across scenes. While we
can expect viewers to switch easily from one camera movement to another
in a scene, research hasn’t yet looked into how viewers would behave when
the scene changes completely. One of the questions that remain is how
fast one would adjust to the new configuration of spatial relations in the
following scene. Also, while research has focused on perspective taking in
natural environment and written narratives in general, research involving
perspective taking in film is still lacking. Similarly, not enough is known
on how much perspective changes can be influential in setting boundaries
across events. If one were to observe that perspective changes contribute
to the scene boundary decisions across shots depicting different spaces but
not within a space, one can argue for a space-dependent representation of a
scene rather than a perspective-dependent representation.

Although the representation of event models and their computations in
time and space are similar in various media, they all have their differences
in terms of the rules and the physical skeleton in which they are depicted.
While comics rely on graphic stimuli and associated tools, films rely on
editing rules to bind the individual parts that from the events. Although
they use different tools and rules, they all end up delivering a structure that
is natural to the people who enjoy them easily. We can argue that narrative
media cater to people’s representations and understanding of event
structure in real world that is based on achieving a coherent continuity that
is updated constantly with subsequent information. Understanding how
people achieve coherence and continuity in various media can shed light
into understanding how people process events in real world.
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1. INTRODUCTION

Economic and commercial activities are necessary for increasing
social welfare. The main reason for this situation is the constant existence
of supply and demand imbalances in different regions of the world. Some
regions are rich in natural resources, but these resources are more than
their consumption needs. On the contrary, in some other regions these
resources are scarce. In addition, some regions have very high labor and
capital productivity due to technology and science. This situation causes
the variety of products, low cost and more production than needed. Under
all these conditions, interregional trade becomes necessary to ensure
supply and demand balances. In addition, according to economists, no
matter what condition the trade is made, it provides benefits to both parties
and increases welfare.

The locations of products and resources needed by countries in
the world can vary greatly. Some products may be sourced from the
neighboring country, while others may require operations from overseas
countries. In this respect, transportation can be provided by using one
or more combinations of road, rail, air and sea modes according to the
locations. Thanks to the developing technology and supply chain networks,
products can be supplied at sustainable costs even from very long distances.
Trade routes that could be called impossible in ancient times have become
possible thanks to technological developments (Lundgren, 1996). For
example, the size of the ships used in maritime transportation has been
following a constantly increasing trend in the last century. Despite this
increasing trend, their costs are not increasing at the same rate. Thus,
transportation costs per unit are also significantly reduced (Ma, 2020). This
situation supports the further development and active use of the supply
chain. The basis of the supply chain consists of transportation activities.

Transport activities can be carried out through a single mode or
combinations of various modes. For example, two countries, between
which there is a sea, can use road and sea modes together to engage in
commercial activities. Cargoes, which are taken from the producer by road
and brought to the port, can be delivered to the port of the other country
by sea and then to the consumer by road again. Apart from geographical
differences, there are also feature differences between modes and this
affects their preference intensities.

Ships used in maritime transportation are mobile vehicles and can do
business anywhere in the world. As long as there is enough demand for the
ship’s carrying capacity to operate at a profitable level. Since they are very
large in volume, they enable large amounts of cargo to be transported at a
very affordable price per unit. For this reason, about 80% of the world’s
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cargo in terms of weight and 70% of the world’s cargo in terms of value is
transported by sea (UNCTAD, 2018). All ships need to do business at any
point is to have suitable ports. Therefore, ports have a very important place
in maritime transport and supply chain. In addition to the transfer of cargo
from sea to land or from land to sea, they also make important contributions
to the regional economy. The contributions of the ports to the regions
where they are located stem from their roles as both facilitating trade and
increasing employment. Their trade-enhancing role causes entrepreneurs
carrying out export and import activities to be located in regions close to
the ports. Both these enterprises and the port have their own employment
capacities. In addition, facilities such as food, service and entertainment
increase their presence in the region. This situation constitutes some
of the positive examples of ports to the regional economies. Of course,
this depends primarily on the amount of ships calling at the ports. The
reasons why ships prefer the port are related to regional demand. The most
important factor affecting regional demand is economic activities.

There are two different but complementary views evaluating the
relationship between economic activities and the transportation sector.
The first is the demand-led model and the second is the supply-led model.
According to the demand-led model, the need for trade, primarily due to
economic activities, also affects the demand for transportation. This leads
to growth and development in the transportation industry. According to the
supply-led model, if the appropriate transportation network and investments
are made, economic activities will increase as the opportunity to trade in
the region will be facilitated (Cowie, 2009:16). For this reason, it can be
mentioned that there is a two-way relationship between transportation
infrastructure and trade. In this study, we included the trade volumes
of some provinces in Turkey and the PLSCI variable, which shows the
development of container transportation network and is used extensively
in international trade, as independent variables in our model. Since the
contribution of trade to the regional economy is inevitable, we have
considered this variable as a control variable in the model. We aimed to
determine whether these two important factors have significant effects on
the economic development of the regions where the ports are located, and
if so, how much. Our results show that besides the positive effect of trade
in the provinces, the increases in the PLSCI variable also have a positive
effect on the development of the region considering their GDPs. This shows
that the development of infrastructure and transportation networks also
makes significant contributions to the development of regional economies.

In the second section of the study, information about the structure of
PLSCI and statistics related to the world container ports are presented. The
port related literature is reviewed and our study is positioned in the third



160 + Hiiseyin Ishak Halil Kesiktas, Sadik Ozlen Baser

section. Then, after presenting an overview about the method used in the
study, is introduced and in the fifth chapter, the dataset and the results are
presented.

2. PORT LINER SHIPPING CONNECTIVITY INDEX

The PLSCI variable is calculated for more than 900 container ports
worldwide and indicates the integration of the ports with the international
network using an index of various components. The 6 components of the
index provided by MDS Transmodal are; (i) the number of scheduled ship
calls per week, (ii) annual capacity deployed in Twenty-Foot-Equivalent
Units (TEU), (ii1) the number or regular liner shipping services from and
to port, (iv) the number of liner shipping companies that provide services
from and to port, (v) the average size in TEU of the ships deployed by the
scheduled service with the largest average ship size, and (vi) the number
of other ports that are connected to the port through direct liner shipping
services. For each component, port’s value is divided by maximum value
in 2006, and the average for six components for the port is calculated. Then
this score is divided by the maximum average score in 2006 and multiplied
by 100 (UCTAD, 2019a). Afterwards, other ports are positioned according
to the port with the highest score and index list is formed.

Table 1. Top 20 Ports Based on Q3 2021 PLSCI

Rank  Port Q12020 Q22020 Q32020 Q4 2020 QT 2021 Q2 2021Q3 2021
I China, Shanghai 136.9 1345 1389 140.7 1430 1459 1469
2 China, Ningbo 1189 1179 121.7 1222 1233 1257 1278
3 Singapore, Singapore 126.4 1255 127.0 129.7 1284 1285 127.6
4 Korea, Republic of, Pusan 118.7 1164 117.1 1184 1184 119.2 1188
5 China, Hong Kong SAR,  107.0 103.5 1055 106.5 107.0 107.2 105.6
6 tone K9nE dao 980 955 960 965 968 970 989
7 Netherlands, Rotterdam 96.4 93.1 94.5 94.6 95.2 95.7 95.2
8 Belgium, Antwerp 93.6 88.8 92.9 92.4 93.1 93.2 92.1
9 Malaysia, Port Klang 88.2 88.4 88.5 92.7 93.5 93.3 90.0
10 China, Taiwan Province of, 82.3 81.2 87.9 87.7 88.7 88.5 87.8
I i e 778 822 831 843 843 857 873
12 China, Xiamen 79.8 84.9 85.1 84.2 85.2 85.6 85.2
13 China, Yantian 78.9 78.5 80.3 82.0 83.9 85.1 84.1
14 Germany, Hamburg 75.3 79.0 79.3 79.8 80.9 80.9 81.0
15 China, Nansha 70.8 76.3 77.1 76.9 713 81.2 80.9
16 China, Xingang 78.9 78.1 72.3 76.0 75.2 71.5 77.9
17 United Arab Emirates, Jebel 75.0 79.2 80.1 78.8 78.4 78.1 71.3
18 §1‘1i1 Lanka, Colombo 66.2 72.0 73.9 74.6 74.7 74.9 74.5
19 Spain, Valencia 60.9 68.4 68.9 70.8 70.4 70.7 71.0

20 Malaysia, Tanjung Pelepas 71.1 69.7 70.8 70.6 70.0 69.8 70.8
Source: UNCTAD (2020b).

Table 2 presents the most container handled ports in the world. As can
be seen, Chinese ports are also dense, as in PLSCI. Of course, this is typical
because handling large volumes of containers requires high connectivity.
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The higher the connectivity, the greater the load handling capacity will be.
This will of course facilitate trade in the region where the port is located.

Table 2. Global Container Ports Ranking (million TEU)

Port 2020 2019 2019 2017 2016
1 Shanghai, China 43.5 43.30 42.01 4023 37.13
2 Singapore 36.6 3720  36.6 33.67 309
3 Ningbo-Zhoushan, China 28.72 2749 2635 2461 21.6
4 Shenzhen, China 26.55 2577 27.74 2521 2397
5 Guangzhou Harbor, China 23.19 2323 21.87 2037 18.85
6 Busan, South Korea 21.59 2199 21.66 2049 19.85
7  Qingdao, China 22.00 21.01 1826 183 18.01
8  Hong Kong, S.A.R, China 20.07 1830 19.6 20.76  19.81
9  Tianjin, China 1835 17.30 16 15.07 1449
10  Rotterdam, The Netherlands 1435 14.82 14.51 13.73  12.38
11 Jebel Ali, Dubai, United Arab 135 1411 1495 1537 1573

Emirates
12 Port Klang, Malaysia 13.24  13.58 1232 13.73 132
13 Xiamen, China 11.41 11.12 10 10.38  9.61
14 Antwerp, Belgium 12.04 11.10 11.1 10.45 10.04
15 Kaohsiung, Taiwan, China 9.62 1042 1045 1027 10.46
16  Dalian, China 6.54 1021 9.77 9.7 9.61
17* Los Angeles, U.S.A 9.2 9.30 9.46 9.43 8.86
17* Hamburg, Germany 8.7 9.30 8.73 8.86 8.91
19  Tanjung Pelepas, Malaysia 9.85 9.10 8.96 8.38 8.28
20 Laem Chabang, Thailand 7.55 8.10 8.07 7.78 7.22

Source: World Shipping Council (2021).

3. LITERATURE REVIEW

Since ports are the points that provide the connection between the
highway and the seaway, there are interactions and parallels between the
maritime transport traffic and the cargo traffic in the ports. In this respect,
it can be expected that the concentrations in the ports will also cause a
concentration in the traffic in maritime transport. Significant results have
been obtained in studies conducted in this direction. The effect of traffic in
Turkish ports on ISTFIX freights was examined by A¢ik and Baser (2019)
and it was determined that there is a significant causality relationship.
The study revealed that increasing freight traffic can be used as a leading
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indicator to determine future freight levels in the region.

In addition, cargo traffic in ports is related to the level of industrial
and economic activities within the country. In this respect, the effect of
the industrial production level in Turkey on the freight traffic in the ports
was investigated by Acik et al. (2019a) and it was determined that there
was a significant interaction. Since the industrial production index reflects
current and probable future production levels in the country, changes
in the index can be used as a leading indicator for port traffic. Also, the
industrial production index is used as a predictive variable for Turkish
maritime trade (Korkmaz, 2012; Tunali and Akarcay, 2018). Studies using
the same variable to predict the demand for ports in the international
literature have obtained significant results. Chou et al. (2008) chose to
use several macroeconomic variables, including industrial production, to
forecast traffic at Taiwan’s container ports. Similarly, Lattila and Hilmola
(2012) analyzed the demand for Finnish ports using many macroeconomic
variables. According to their results, they determined that the main
influencing variable is industrial production. In the study conducted by
Vitsounis et al. (2014) on the countries of the world, it has been determined
that several macroeconomic variables, including industrial production,
affect the demand for maritime transport and therefore ports. Finally, in
the study by Tsai and Huang (2017), industrial production was used to
estimate the freight traffic between Asian ports and significant results were
obtained. All these studies are important in terms of showing the effect of
economic activities in the country on the ports.

In addition, macroeconomic variables can also affect the economic
activities within the country and cause changes in port traffic. For Turkey,
this situation has been analyzed by Acik et al. (2019b) over exchange rates
and it has been determined that exchange rates are effective on port traffic
and this interaction can change over time. The main reason for this is that
exchange rates determine the relative price level for goods in the country.
As a result of the increasing exchange rates, the demand for the goods of
the countries that have become cheaper may increase or vice versa. This
causes exchange rates to play a decisive role in the demand for goods in
the country. As a result, exchange rates are an important factor affecting
port traffic in the related country. In the international literature, the effect
of exchange rates on maritime transport has also been examined in various
studies. In the study conducted by Kim (2017), the effect of exchange rate
volatility on the amount of imported cargo in South Korean ports was
examined and a negative effect was determined. In addition, in a different
study, Kim (2016) determined that exchange rates have a significant
effect on the amount of cargo loaded at ports. The increase in the nominal
exchange rates increases the loaded freight traffic at the ports. Chi and
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Cheng (2016), who investigated whether exchange rate volatility affects
the trade volumes of Australia with its Asian trading partners, also found
that volatility affects the trade volume in a similar way.

Of course, activities within the country are not the single determinants
of cargo traffic at ports. Ship owners, who are actors on the maritime
transport side, are also profit-seeking businesses and have to earn a certain
freight income. Freight prices, which are basically shaped by the balance
between supply and demand, affect the demand for maritime transport.
Demand for goods may decrease, as increased freight prices will increase
the final price of goods in the country. This may adversely affect port traffic.
In the research conducted by A¢ik (2019) in Turkey, it was determined that
volatility in container freight indices causes volatility in the cargo traffic of
Turkish ports, and shocks of increase in freights cause shocks to decrease
in container traffic. In the international literature, in the study conducted
by Kim (2016), the BDI variable was also examined among the factors
affecting port output. As a result, the researcher found that increases in BDI
negatively affect port outputs. In this respect, freight has an important role
in the traffic in container ports as a cost.

So far, we have reviewed studies examining the factors affecting port
traffic. These factors are generally the factors affecting the production within
the country and the factors affecting the cost in maritime transportation.
The results show that, whatever the reason, the increase in traffic at the
ports shows that it is a good economic signal for the country. This shows
that trade has increased, foreign exchange inflows have increased and
labor force activities have intensified. It is quite normal for this situation to
contribute to the development of the port areas. However, applied studies
examining the effects of ports on regional development are very rare in
the literature. In this study, we basically aimed to determine whether
the PLSCI index, which shows the connection level of ports, affects the
development in a meaningful way, as well as the trade volumes that directly
affect the regional development. In this way, we aimed to make an original
contribution to the literature.

4. METHODOLOGY

We preferred the regression analysis method when analyzing the
relationships between the variables we discussed in the study. This analysis
method basically consists of dependent and independent variables. As a
result of the analysis, it can be concluded whether the independent variables
affect the dependent variable in a significant way, and if so, how much
(Chatterjee and Hadi, 2015:1). This makes it possible for us to determine
the effects of trade and the PLSCI variable on regional development.
Basically, a linear simple regression model can be expressed as:
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Y =B, +B X, += (1

In the above model, Y represents the dependent variable and X(s)
represents the independent variable(s). € is the part that cannot be explained
by the independent variable(s) (Gordon, 2015:5). The coefficients ()
obtained after applying the analyzes are the most important outputs. Thanks
to these coefficients, it can be determined to what extent each independent
variable affects the dependent variable (Esquerdo and Welc, 2018: 2). In
other words, it is determined change of a 1 unit in the independent variable
causes how many units of change in the dependent variable (Archdeacon,
1994:148).

Since the dataset we used in our study was panel, we analyzed our
variables with panel regression modeling. In such models, a certain number
of n and a certain number of ¢ are included. Our panel regression models
can be represented as follows:

GDP:’E = d; + JBJ_PLSCI“. + i (2)

GDP, = a; + B,PLSCI,, + TRADE,, + &, 3)

First, we modeled only the effect of the PLSCI variable on regional
development (1). Then we added trade as a control variable and established
anew model (2). Thus, we aimed to eliminate the possibility of the PLSCI
variable being insignificant on its own. Because the effect of trade volume
on regional development is very clear.

When applying panel regression analysis, it is determined whether the
effects in the series are random or fixed. Then analyzes are applied using
appropriate estimators according to this situation. In addition, after the
appropriate model is determined, autocorrelation and heteroscedasticity
tests are applied to the residuals of the model. If either or both of the two
conditions exist, estimators with the necessary resistance can be used. This
ensures the consistency and validity of the results. In addition, we preferred
to apply our analyzes with the logarithmic data set. Thus, elasticity can be
calculated (Gujarati, 2004) and better distribution properties of the data
can be obtained (Shahbaz et al., 2017).

5. DATA AND FINDINGS

The regression equations developed in this study consist of two
models. The first model (1) only examines the impact of the PLSCI on
regional development while the second one (2) consists of the addition of
trade volume as a variable. The reason for this is that the index variable
alone is insufficient as an explanatory variable and the descriptive power
of the model is desired to be increased. Since the demand for ports derives
from commercial activities, it has been found appropriate to add trade
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volume as a second independent variable in order to improve the model.

The ports used in the study have been selected according to the
coverage period since the Turkish ports included in the PLSCI have index
periods of different lengths. The included ports in alphabetical order are
Ambarli, Antalya, Derince, Diliskelesi, Gemlik, Haydarpasa, Iskenderun,
Izmir, Mersin and Trabzon. These ports are located in 8 different provinces
which are Antalya, Bursa, Hatay, Istanbul, Izmir, Kocaeli, Mersin and
Trabzon.

Data for the PLSCI variable is available until 2019, but since regional
GDP per capita values are available until 2018, the sample of the study is
designed to cover the period 2006-2018. Thus, a panel set consisting of
104 observations consisting of 8 provinces and 13-year period has been
obtained. Descriptive statistics of the variables are presented in Table 2.

Table 2. Descriptive Statistics of Variables

- . . q S -
Antalya 12485,92 12627,28 14236,97 10061,84 1440,932 -0,396888 1.691489 13
Bursa 12001,09 12164,65 14034,72 9366,281 1315,414 -0,445649 2.680731 13
Hatay 6727,979 6998,733 7855,304 4809,806 877,6215 -0,916355 2.969047 13
Istanbul  17717,39 18168,61 20726,14 13443,87 1978314 -0,624623 2.919639 13
[zmir 12435,57 12507,67 14694,72 9770,138 1398,077 -0,280723 2.557485 13
Kocaeli  17043,04 17617,54 20571,65 12435,84 2336,535 -0,589519 2.724306 13
Mersin ~ 8494,420 8778,305 9783,078 6278,824 1008,223 -0,777657 2.897186 13

ETrabzon 8568,749 8682,665 10239,27 6214,103 1151,432 -0,459505 2.568290 13

OAIl 1193427 11819,80 20726,14 4809,806 4006,982 0,403344 2232154 104
Antalya 4,841978 5,063895 6,615974 1,686393 1,471143 -0,842026 2.827227 13
Bursa 20,60637 20,74357 26,41031 15,64508 2,805681 0,103695 3.049070 13
Hatay 11,29668 11,17650 25,69584 1,026059 9,978427 0,260977 1.530863 13
Istanbul  21,33075 22,41672 27,26484 13,54733 5,458083 -0,132077 1.232657 13
Izmir 23,00594 24,11563 26,05234 18,21349 2,736858 -0,563043 1.920427 13
Kocaeli  1,928321 1,734671 2,535398 1,327749 0,452150 0,014523 1.273770 13

— Mersin ~ 26,26051 23,75838 43,08883 18,90384 8,292251 1,093425 2.876552 13

%Trabzon 3,157151 2,935735 4,304631 2,320250 0,664990 0,657790 2.238621 13

o All 14,05346 1596553 43,08883 1,026059 10,55632 0,269055 2.072883 104
Antalya 1092410, 1078853, 1658740, 536755,0 343214,0 0,027658 2.080269 13
Bursa 18099779 17999414 23093352 13343267 2582861, 0,135270 2.606498 13
Hatay 2605959, 2794222, 3786217, 1483918, 617760,5 -0,004798 2.604643 13
Istanbul  1,72E+08 1,83E+08 2,08E+08 1,22E+08 29077083 -0,521726 2.001432 13
[zmir 14283560 14565779 16998234 9533703, 2487219, -0,673628 2.123182 13
Kocaeli 16477740 17587575 23459029 8457200, 5017303, -0,214759 1.965818 13

EJMersin 1287170, 1368254, 1709644, 691085,0 272140,1 -0,817751 3.061137 13

éTrabzon 430018,8 433965,8 668576,0 256266,0 123857,0 0,383410 2.450802 13

EAll 28311857 6121708, 2,08E+08 256266,0 56032569 2,321585 6.758073 104

Source: UNCTAD (2020b); TUIK (2020a, 2020b)

The two models established to measure the impact of the PLSCl variable
on regional development through GDP per capita are presented below. In
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the first model, we only wanted to examine the effect of the PLSCI variable
alone. In the second model, we added the trade variable, which has an
almost certain effect on regional development, and reduced the possibility
that the effect of the PLSCI variable would turn out to be insignificant. In
other words, we included trade variable in the model as a control variable.
The effects expected to be obtained as a result of the analyzes are positive
(++) for both the PLSCI variable and the TRADE variable. The main reason
for this is the increase in labor force opportunities and the increase in
foreign exchange inflows with the increasing trade volume. In addition,
the increase in the density of ships arriving at the port can positively affect
regional welfare, as it is both a result of increased trade and a reason for
increasing the trade.
GDP,, = a, + §,PLSCI,, + =, (4)

GDP,. = a, + B,PLSCI,, + TRADE,, + ¢, 5)

Since the period discussed covers 13 years, this data structure is
considered as a short panel. Performing unit root analysis for such a small
number of variables may not provide healthy results and therefore short
data are considered stationary at level. Logarithms of variables are taken,
and regression analyses are implemented.

In addition, the use of Random Effect estimator can be considered as
more appropriate since the sample does not include all container ports and
cities in Turkey. In order to implement this estimator, firstly, the presence
of unit effects should be tested and then the validity of the Random Effect
estimator with the Hausman test should be checked. In the direction of this
procedure, firstly, the presence of unit effects is determined by pooled-fixed
and pooled-random estimator comparisons. Then, if the presence of unit
effects is detected, Fixed-Random comparison is performed by Hausman
test and the analyzes are interpreted on the appropriate model. Table 3
presents the results by all estimators.

The results have revealed the presence of unit effects for model 1
according to both F and LR tests. Then, according to the implemented
Hausman test for the determination of the Random Effect use, the null
of Random effect hypothesis cannot be rejected. This result shows that
Random Effect model is more valid. After determining the appropriate
model, implemented heteroscedasticity (Leven-Brown-Forsythe) and
autocorrelation (Wooldridge, 2010) test results have shown that no problem
has included in the residuals of the model. According to the results, PLSCI
variable has a positive impact on regional GDP per capita. A 10% increase/
decrease in the index leads to about 0.78% increase/decrease in regional
income.



Research and Reviews in Social, Human and Administrative Sciences *167

Table 3. Estimation Results of the Models

Model 1 Model 2

Pooled Fixed Random Pooled Fixed Random  Robust
Constant 9.1568™"  9.1526™" 9.1578™ 6.3356™" 5.4561"" 6.240™" 5.4561""
PLSCI 0.0794""  0.0813™" 0.0789™" 0.0381"  0.0357°  0.0383" 0.0357"
Trade 0.1874™" 0.2443™" 0.1934™  0.2443™
R? (overall) 0.12 0.12 0.12 0.32 0.32 0.32 0.32
F—Wald Test  13.70"" 13.90™  13.67"" 46.88""  23.01" 4830 7.24™
F — LR Test 107.21""  182.32"" 57.36™  127.55™
Hausman 0.24 71.81"

Note: HO rejected at **1%, **5%, "10%

After obtaining the results of the first model, the model has been re-
estimated by adding trade variable to the model. F and LR tests have shown
that there are unit effects in the model and that the pooled model cannot be
used. Then, according to Hausman test, null of random effect hypothesis is
rejected and fixed effect estimator has been found to be more appropriate.
After the determination of heteroscedasticity (Levene, 1960; Brown and
Forsythe, 1974) and autocorrelation (Wooldridge, 2010) in residuals of the
model, robust standard errors (Driscoll-Kraay) have been applied and the
model has been re-estimated and the results are presented in the table. The
results have shown that a 10% change in international trade leads to about
2,4% change in regional GDP per capita. The impact of the PLSCI variable
is still positive, but partially reduced (0.0357), and the explanatory power
of the model has increased considerably (0.12<0.32).

6. CONCLUSIONS

Although ports are seen as actors that provide the connection between
road and sea, they contain many sub-operations such as storage, packaging,
treatment etc. In addition, due to their trade facilitating role, they contribute
to the development of the country’s trade and increase social welfare.
Additionally, they provide a revival in business volume by generating
demand for local markets, shops and people in the regions where they
are established. Many sub-sectors do business thanks to the ports and
this effect contributes greatly to the economy with the multiplier effect.
Ports may have labor demands, which can reduce regional unemployment.
People who come to work in the ports can increase the demand for the real
estate sector in the region for accommodation. For established companies,
the demand for the real estate sector may increase for office installation.
In addition, the demand for regional foods may increase for catering at
ports. Demand for buses and shuttles to transport workers arriving at ports
may also increase. In parallel with the increasing population in the region,
the demand for shops and markets may increase. These effects can be
presented as examples of the regional effects of ports and they can point
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to their micro-based contributions to the country’s economy. In addition
to these, of course, ports also greatly affect international trade. Apart from
the region where the port was established, hinterland regions that develop
trade through the port also benefit from this opportunity.

In this respect, the type, capacity, mode of operation of the ports and the
density of incoming ships have important effects. In this study, we aimed to
determine how the increasing ship density and transportation alternatives
affect regional economies through the PLSCI variable. We modeled the
effect of the transportation network, which has a decisive role in these
activities together with commercial activities, with regression analysis. Our
results have empirically shown the positive impact of international trade
and maritime transport due to its facilitating role in international trade on
regional development. There are several studies in the literature examining
this kind of interaction, but they used container port throughput values as
variables. Although our study has examined the subject in parallel with
them, it is thought that investigating the subject using the relatively new
variable (PLSCI) makes an original contribution to existing literature.
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1. INTRODUCTION

Forests have been at the forefront of the most important concepts since
the existence of humanity. In order to preserve the importance of forests
from past to present and to continue this situation in the future, forestry
activities must continue in a sustainable way. The concept of sustainability
is a development policy that prevents the destruction of natural resources
by ensuring that ecological diversity and balance are not deteriorated
(Gorticti, 2002).

The use of the concept of sustainability, which is widely used in every
field today, in forestry activities is not a new activity, but came to the fore
at the Stockholm Conference held in 1972. Forests provide many benefits,
besides, it is an important problem to protect the natural balance. This
problem is an important problem not only for Turkey but also for the whole
world, that is globally. Many solutions are on the agenda for the protection
of forests, both nationally and internationally. The most important of
these concepts are sustainability, sustainable development and sustainable
forestry activities.

Forests cover a quarter of Turkey. This rate is changing day by day due
to some reasons and the ecological system is deteriorated and the natural
balanceis lost. In this case, itincreases the importance of sustainable forestry
activities. Along with sustainable forestry activities, it is determined where
and how much forests can be used and which activities will continue and
not. With the increasing importance of the concept of sustainability, new
auxiliary concepts are added to this concept with each passing day. One
of these concepts is social marketing. The goal in the concept of social
marketing is to bring about behavioral change. The basis of the concept of
social marketing is to protect the benefit of society in the long run rather
than making profit, as in sustainability. Although these two concepts seem
different, they basically serve the same purpose.

Marketing activities organized to assimilate a social idea into society
and make positive changes in that idea are called social marketing. In
social marketing, social purpose and long-term community benefit are
prioritized rather than profit (Mucuk, 2001: 16). They realized that the
main goal of social marketing is to influence people’s behavior, and they
thought that these behavioral changes could be created on issues such as
forest protection. (Andreasen, 1993).

Studies that serve to solve some social problems such as the protection
of the natural environment, the schooling and education of girls can be
given as an example of the concept of social marketing. In short, purposes
such as changing the judgment standard of the society or informing them
and making the society more conscious can be evaluated within the scope
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of social marketing (Bayraktaroglu and Ilter 2007).

Social campaigns can be more successful if they are similar to product
campaigns. Even if social marketing is to use traditional marketing for
social purposes, there may be some differences from traditional marketing,
as well as some problems that are not seen in traditional marketing (Wiebe,
1952; Rothchild, 1979; Bloom and Bloom and Novelli, 1981; Celsi and
Olson, 1988; Kotler). and Andreasen, 1996; Andreasen, 1993). Social
marketing is more difficult to implement than classical marketing because
changing behavior is uncontrollable and is often done with insufficient
resources (Lefebvre and Flora, 1988).

In this study, the relationship between sustainable forestry and
social marketing activities is mentioned. The aim of the study is to
make social awareness more effective by using very different disciplines
together. Although they seem like different concepts, the goal of these
two concepts is to change social behaviors positively. Within the scope
of the study, firstly, the concept of social marketing was discussed
and examined. Afterwards, the concept of sustainable forestry was
examined. Finally, the relationship between these two concepts is
mentioned.

2. DEFINITION OF SOCIAL MARKETING

The concept of Social Marketing was born in the 1970s as a discipline
developed by the marketing studies of Philip Kotler and Gerald Zaltman
(Weinreich, 1999). The origin of the social marketing approach is based
on the work of scientists in the 1940s and 1950s in social psychology,
personal communication, advertising and public relations (Rothschild,
1997). The basis of the concept of social marketing is the concept of social
responsibility and ethics. Social marketing creates a behavioral change in
the target audience. This behavior change is done for the benefit of society
and on a voluntary basis. While doing this, it uses marketing principles and
techniques. In the concept of social marketing, the benefit of the individual
and society is considered instead of the benefit of the producer. The concept
of social marketing aims to teach, to create a new trend in society, to change
beliefs and behaviors. There are many definitions of social marketing in
the literature. Some of them are as follows.

According to Kotler and Andreasen (1996), social marketing is not a
priority for sellers to make a profit, but for the benefit of the target audience
and the general public trying to influence social behavior. Social marketing,
market and marketing activities in the social system are investigated. In
general, the term social marketing is used in product planning, pricing,
communication, distribution, market research, etc. to achieve acceptance
and implementation of social ideas in target groups. It includes activities
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such as organizing, implementing and controlling programs using This
situation shows the importance and necessity of social marketing (Tek,
1997; Tavmergen, 1998).

Social marketing; It is the process of controlling, implementing
and designing activities and programs that include planning, pricing,
communication, distribution and marketing research of goods or services
and to increase the acceptability of social thought (Baytekin, 2015:
118). social marketing; people are independent from organizations or
organizations and it is an effort to change attitudes and behaviors in order
to establish and maintain a certain idea (Uslu & Marangoz, 2008: 116-117).

In the last 30 years, social marketing practices have been seen
especially in the health sector. Today, social marketing is used in many
different subjects such as reintegrating addicted youth into society, raising
awareness about artificial or chemical fertilizers that affect water resources,
thus protecting the environment and natural resources, and education of
refugee children. (Bayraktaroglu and Ilter 2007).

While social marketing is a proven discipline often used to create
certain behavioral changes in public health, such as smoking and alcohol
consumption and exercise, social marketing for environmental issues
is still in development and its effects are likely to be relatively limited
(Takahashi, 2009, Haq et al., 2013).

However, the application area of social marketing has expanded over
the consumption process in terms of energy saving and the widespread
behavior of “responsible consumption” (Ulusoy, 2016: 285), which has a
positive effect on the environment, society, self and others. Product, price,
location, maintenance; listed as the 4Ps of social marketing (Kurtoglu,
2007).

The concept of social marketing covers a process. This process is as
follows.
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Figure 1. Social marketing process

3. SUSTAINABILITY

The fact that the natural resources in the world are limited, human needs
are unlimited, and every satisfied need increases and creates new needs,
causing the depletion of resources. The absence of resource scarcity in the
future is related to the effective and efficient use of these resources. The
concept of sustainability has entered our lives in order to use resources
effectively and to raise awareness of future generations.

The concept of sustainability first entered our lives in 1982 with the
document named ‘World Nature Charter’ prepared by the World Union
for Conservation of Nature (IUCN) . The World Union for Conservation
of Nature has defined sustainability as the management of resources
without endangering the lives of living things. Subsequently, the concept
of sustainability was mentioned again in the report titled “Our Common
Future” published by the World Commission on Environment and
Development (WCED) in 1987. The concept of sustainability is defined in
this report as “meeting the needs of the present in a way that allows future
generations to meet their needs”.

Sustainability is defined as the ability of a society to maintain the
functioning of an ecosystem without interruption, deterioration, overuse
or overloading of main resources (Kaypak, 2010: 98). Sustainability is the
preservation of the values required by the ecological system (Daily and
Erlich, 1996). Sustainability is the continuation of the desired situation
(Maclaren, 1999).



176 - Alper Aytekin, Fatma Akgiin

The concept of sustainability is of great importance for today and
for the future. There is the concept of sustainability in many aspects of
our lives. In this study, the concept of sustainability has been examined in
terms of forestry activities, which are the breath of our future.

4. FORESTRY AND ITS MAIN PROBLEMS IN TURKEY

Forestry is a field of activity that includes many sciences such as
ecology, statistics, biology, mathematics, economics and law. In addition
to the many benefits that forests provide, the importance of providing
ecological balance, that is, ensuring natural balance, is increasing day
by day. Rapid population growth and the accompanying unconscious
urbanization cause many environmental problems. These environmental
problems bring about the deterioration of the ecological system. Forests,
which are at the forefront of natural resources, help to ensure ecological
balance. Since forests are a renewable resource, they provide many
ecological and socio-cultural benefits to nature and human beings(Aytekin,
Kaygin and Yazici, 1997).

Tablel. The importance of forests

Why is Forestry and Forestry Important?

Conservation of soil and water and cleaning the air,
Home to 80% of humans and animals,

To be effective in reducing climate change,

Ability to control soil erosion,

Reducing desertification,

Reducing natural disaster risks,

Livelihood for many people

I NN AW -

Providing biodiversity

All the reasons listed above reveal how important forest and
forestry activities are for people and the environment. The growing
importance of forests is important in the improvement of forests and
their structures. Deterioration of forest structures brings with it many
environmental problems. The concept of sustainable forestry is important
to ensure the continuity of our forests and to take precautions. Sustainable
forestry activities are at the forefront of the measures to be taken for the
effective and efficient use of forests.

Since the creation of the idea of sustainability for the United Nations
Meeting in Rio in 1992, forestry management in the production function has
been given special attention to production continuity. Forests are adversely
affected by irregular and unconscious use for production and different needs
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of society. Therefore, creating a systematic understanding of sustainability
is required to take into account the importance of sustainability principles.

Specific principles such as the Convention on Biological Diversity,
Fundamental Principles of Forestry have been aligned with Sustainable
Forestry Development (Agenda 21) and in the Rio Declaration. Later,
in Vienna, October 1993, a new form of continuity called “Dimensions
of Sustainability” was identified in the session on the “concept of
sustainability” and its dimensions on forestry. Sustainability is expressed
by the following equation.

Sustainable Development = Ecological Sustainability + Socio-
economic Development

Sustainable forest management includes activities such as restoration
of biological diversity, ensuring and protecting ecological sustainability. In
other words, ecosystems must be balanced inaccordance with environmental
conditions compatible with other systems and managed as planned in order
to preserve and maintain the natural balance of ecosystems. Accordingly,
the management principle of multi-purpose sustainable forest management
is to be ecosystem management.

The implementation of forestry activities in Turkey since 1963,
approximately 99 percent of the total forests, takes place in the continuous
production of wood-based cuttings and some by-products in large
areas. About 1 percent of the remaining forest land is allocated for various
former forest activities. With this practice, political influence, complex
management, inexperience, ignorance and similar reasons lead to failure,
and the establishment of forests, growth-growth conditions, and ecological
structure deteriorate. As a result of sawdust cuts in large and small areas,
animal and plant-derived species in the ecosystem have disappeared
with the wide forest management application and biodiversity has been
destroyed to a large extent as a result of practices against nature. As a
natural consequence of this situation, forest loss in large areas, soil erosion
and death of nature have been observed in almost all regions of Turkey, as
in some parts of the world.

The structure of state forests according to Turkey’s 2015 data is
presented in Figure 2. The distribution of Turkey’s forests is 99%, 1%
special case.
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Figure 2. Forest distribution in Turkey (2019 data).

Source: OGM www.ogm.gov.tr (Date: 10.02.2021).

The distribution of forest forms seen by Turkey is given in Table
2. This table shows the distribution of forest lands in 1973, 1999, 2005,
2009, 2010, 2012, 2015, 2019.

Table 2. Forest distribution

Total Normal Closed Corrupted
Forest Form

Hectare % Hectare % Hectare %
1973 20199 296 one hundred 8 856 457 44 11 342 839 56
high forest 10 934 607 54 6176 899 31 4757708 23
coppice forest 9264 689 46 2679 558 13 6585131 33
1999 20 763 248 one hundred 10 027 568 49 10735680 51
high forest 14418340 69 8237753 40 6180587 29
coppice forest 6344908 31 1789 815 9 4555093 22
2005 21 188 747 one hundred 10 621 221 50 10567 526 50
high forest 15439595 73 8940215 42 6499380 31
coppice forest 5749152 27 1681 006 8 4068146 19
2009 21 389 783 one hundred 10 972 509 51 10417274 49
high forest 16305210 76 9494 322 44 6810888 32
coppice forest 5084 573 24 1478 187 7 3606386 17
2010 21537 091 one hundred 11 202 837 52 10334254 48
high forest 16 662 379 77 9782513 45 6879866 32
coppice forest 4874712 23 1420 324 7 3454388 16
2012 21 678 134 one hundred 11 558 668 53 10 119 466 47

high forest 17260 592 79 10 281 728 47 6978864 32
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coppice forest 4417 542 21 1276 940 6 3140602 15
2015 22 342 935 one hundred 12704 148 57 9638787 43
high forest 19619718 88 11919 061 54 7700657 34
coppice forest 2723217 12 785 087 3 1938130 9
2019 22,740,297 one hundred 13,083,510 58 9.656.787 43
high forest 21,540,131 95 12,733,660 56 8.806.471 39
coppice forest 1,200,166 5 349,850 2 850,316 4

The table contains the data announced in 2019. Although forest areas
have increased, some precautions should be taken in forestry and forestry
activities. Although the increase in forest areas seems to be positive,
these areas need to be improved. Sustainable forestry must be carried out
effectively in order to benefit from forests effectively and efficiently.

5. MARKETING CONCEPT OF FOREST INDUSTRY IN
TURKEY

According to FAO’s 2009 report, the world’s forests are growing
annually between 1990-2000, with an average loss of 8868000 hectares,
and between 2000-2005 the average annual loss is 7317000 hectares. This
is a serious threat to the world’s forests and humanity. Pollution of air, soil
and water resources arising from forest incompatibilities, desertification,
climate change, danger of extinction of biological diversity, hunger,
etc. The problems are forestry, at the end of the 20th century the focus of
the sustainable development process was established.

On 17 December 2007, the International Forestry Agreement was
adopted by the United Nations General Assembly. The text was first
adopted by all countries of the world at the Seventh Session of the
United Nations Forestry Forum (UNFF7), and later approved by the
United Nations Economic and Social Council (ECOSOC) on 17 October
2007. UNFF’s 2007-2015 work program aims to legalize this non-legally
binding agreement (OGM, 2008).

According to the Law on the Adoption of the Law No. 3234 on the
Organization and Duties of the General Directorate of Forestry enacted
in 1985, the duties of the General Directorate of Forestry can be grouped
under three main headings (OGM, 2008).

Conservation of forests
* Protection of forests against biotic and abiotic pests,
* Conservation of the biological diversity of forests,

* Protection of forest areas and borders,
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Improvement of forests

* Improvement and improvement of existing forests,

* Expansion of forest areas,

Leveraging the Forests

¢ Industrial and firewood use,

* Using non-wood forest products,

 To benefit from the social and cultural services of forests,

» Utilizing the protective and environmental functions of forests

The marketing concept of forest industries has grown more slowly
compared to other businesses. Until the 1950s, the success indicator
of forest industry management increased the total wood raw material
supply. Forest industries, consumer goods companies that have completed
their evolutionary development before, were used in marketing planning
studies that started almost at the same time. After intensive studies on this
subject, it was concluded that production-oriented management should be
adopted in the 1960s (Rich, 1970).

The marketing understanding of today’s forest industries can be
measured by answering the following 5 questions:

e Who are the customers?

*  What are customers buying?

*  Why do customers buy goods and services?
*  How much do customers buy?

*  How do customers buy?

In terms of marketing, while efforts to transition to market-oriented
management continue in Turkey, the marketing approach known as
production-oriented management in forest management has completed the
first stage of evolutionary development. The concept of marketing forest
management in Turkey today means that the sale of forestry products can
be made through auctions in the markets, according to the State Forestry
Enterprises Revolving Fund Regulation, according to Article 30 of
the Forest Law No. 683 1. This clause has limited production due to meeting
the needs and wants of customers and/or consumers without distinction
between short-term interests and long-term needs. There is no relationship
between the form of marketing in this article. It can be summarized as
product sales and today's marketing. In addition, it cannot be said that
this understanding is the only sales concept. In the concept of single sale,
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marketing is defined as reaching the sales volume and reaching the sales
volume in order to make a profit, being beneficial to the development of
marketing. However, forestry services are not sufficiently interested in the
development of sales volume in today's practices. Production is based on
sales volume to generate profit. On the other hand, in forests producing
wood raw materials, product types determined according to the annual
production and satisfactory profit and the needs of the target markets
cannot be considered according to master plans. However while great
social benefits are expected from almost all forest resources belonging to
the nation, meeting the needs and demands of the related services and/or
goods from the forests according to the current practices of the relevant
laws and regulations has been seen in some enterprises that provide social
benefits. In the second degree, it is aimed to gain big in the short term (llter
and Ok, 2004).

It is not possible to see today's forestry activities and production
as limited to seeing only state forest management activities. Today, the
General Directorate of Forestry (OGM), the General Directorate of
Nature Conservation and National Parks (MP), the General Directorate of
Afforestation and Erosion Control (AGM), and the General Directorate
Forest Village Relations Department (ORKOQY), which are organized
under the name of the Ministry of Environment and Forestry, generate
material and moral benefits. . Some of these benefits are subject to market
transactions; Some of the benefits are seen as non-market transactions of
public goods and services.

Saplings, souvenirs and similar trade activities, which are seen
as market business, are still marketed under the name of "Production
Concept". In addition, no marketing studies have been carried out for the
needs of citizens who do not want to lose their lands by erosion, and it has
been thought that such lands are the work of programs such as advertising,
education and awareness raising. In other words, the awareness that forestry
values that are out of marketing can be marketed has not yet emerged in the
forestry community. The term referred to by Kotler and Andreasen (1996)
as the first awareness period may have originated in forestry marketing. For
this reason, although the advertising activities are carried out at the level
of the ministry or the general directorates, the marketing place or idea of
the General Directorate of Nature Conservation and National Parks (MP),
the General Directorate of Afforestation and Erosion Control (AGM) is
not seen. and the General Directorate of Forestry and Village Relations
(ORKOY). For this reason, general directorates that cannot market
themselves as an organization are often in danger of being closed down
(Ilter and Ok, 2004).
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6. SUSTAINABLE FORESTRY

Sustainable forest management (SFM), consisting of 15 items and
42 principles that entered our lives with the principles of transparency,
locality, participation, efficiency and sustainability, has become an
important concept in the field of forestry today at the conference called
"International Forestry Principles" held in Rio in 1972. “Sustainable
Forest Management (SFM); It is the production of goods and
services from forests for present societies without compromising
the production capacity and biological integration of forests on
which future generations will depend (Northern Forest Alliance, 1999). The
United Nations on the other hand, sustainable forest management; It
defines it as “a dynamic and evolving concept that aims to preserve and
improve the economic, social and environmental values of all forests for
the benefit of present and future generations”. SFM not only contributes
to the improvement of the ecosystem, but also realizes the flow of goods
and services. SFM refers to the sustainable transfer of forests to the future
with the effective use of resources. SFM not only maintains the ecological
balance, but also aims to enrich nature by providing ecological diversity.

The SFM concept has three dimensions: ecological, economic and
socio-cultural. When examined from an ecological point of view, it ensures
the continuity of the diversity that makes up the ecosystem, ensuring the
balance, and preventing the vegetation and climate changes. With this
approach, a forest management that ensures sustainability is adopted. In
economic terms, forest enterprises transform these assets into sustainable
economic activities by providing goods and services. It provides continuity
in the production of goods and services. In socio-cultural terms, it is
ensured that the faults provided by forests are increased and transferred
to future generations. Another socio-economic benefit it provides is that it
provides economic benefits with the right of indigenous people who make
their living from forestry. In this way, the public is educated, conscious and
included in the administration.

Turkey participates as an active member in the negotiations conducted
within the framework of the United Nations. The decisions that come out
of these negotiations are being tried to be implemented. With SFM, it is
aimed to prevent deforestation and to protect the ecological balance of
forests. In this context, there is no deforestation in Turkey, but this does
not mean that it will not occur in the future. Agricultural activities, fires,
opening of forest areas to settlement, improper grazing, etc. Threats signal
that there will be a degradation in the future. Sustainable management of
forests plays an important role in preventing deforestation. Turkey carries
out its activities in accordance with the Forest Europe process.



Research and Reviews in Social, Human and Administrative Sciences *183

Figure 3. Sustainable Forest Management (Anonymous,2000c)

Sustainable forestry management consists of criteria and
indicators. These criteria and indicators are used to evaluate the
developments. SFM, there are 3 types of indicators. These;
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Figure 4. SEFM indicators

7. CONCLUSION

The importance of the concept of social marketing is increasing day
by day. With the concept of social marketing, solutions can be offered with
correctly determined targets at the point of solving social problems. We
often hear the concept of social marketing nowadays. Because the concept
of social marketing, unlike the concept of commercial marketing, its
purpose is not to make a profit, but its first purpose is to make a profit by
providing social benefit. Although the concepts of social and commercial
marketing have different goals, the methods and tools used are similar to
each other.

Non-profit organizations, government agencies and some private
companies use the concept of social marketing to influence the target
audience and persuade them. The concept of social marketing includes a
lot of imagination and effort. Thus, a behavioral change in society can be
achieved.

It has been possible to develop suggestions to increase the functions of
social marketing practices in forestry.

Five factors have been mentioned for successfully maintaining social
marketing (Wiebe, 1952):

e Get an idea about the target audience,
»  Target people should be directed to exhibit a certain behavior,

e Maintaining the mechanism that will enable the man to realize his
desire,

e The function and adequacy of the mechanisms should be ensured
and

. The cost of this behavior to the customer should be reduced.

In addition, changes such as environmental factors, human ability
and human quality may be effective in changing the expected behavior of
the target audience in social marketing (Fishbein et al., 1992; Andreasen,
1997).
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Environmental factors are the conditions around people that prevent
them from performing certain behaviors. One of the other features that
are as important as environmental factors is to be able to perform the
behavior. Environmental factors and abilities are effective in people's
willingness to take action. If environmental factors have negative effects
on people's desire to act, they should be eliminated. When necessary, the
evaluation of alternatives other than traditional distribution channels can
be effective in increasing their use (Bayraktaroglu and Ilter 2007).

However, if a person's abilities prevent him from performing the
behavior, he should be trained to increase his belief. For this reason, before
the campaigns are prepared, the situations that may prevent behavior
change should be determined through research, and then ways to eliminate
them should be investigated.

In addition, when people take action, they desire to receive positive
effects from their environment. In other words, the behavior of the person
and the desired effect must be in harmony. In this case, positive messages
should be used to support these behaviors. For example, messages such as
“others will approve and appreciate you if you act like this” can be given
to the person.

Since social marketing strives to create some behavioral and altitude
changes on the subjects of interest, people can give some emotional
reactions to change these behaviors (Cohen and Areni, 1991). Therefore, it
will be effective to create behavioral change by bringing emotional factors
to the fore in social marketing working on such issues.

At the same time, messages using the fear factor, especially in
advertisements, have not really been successful, such messages can only
be successful if the target audience is conscious of their own skill. For
this reason, if the fear factor is to be used, two-sided messages should
be preferred. Related risk models show that fear only affects people who
think they can change their behavior. However, if the man lacks self-
confidence, messages of fear can cause the man to refuse addiction and
defensiveness, as well as cause boredom (Wolburg, 2001). Therefore,
messages that motivate and support people can be more eftective.

Another issue that should be considered while designing a social
marketing program is the speed at which people adapt to innovations. For
example, “innovators” or “early adopters” who implement new things
(innovations) early and fast are internal control oriented. They make their
decisions according to their own interests and lose what the behavior
brought them. The "late majority", which accepts innovations late, has an
external locus of control. Therefore, others are affected by their thoughts. In
this case, if the target audience of a social campaign is the “late majority”,



186 - Alper Aytekin, Fatma Akgiin

it should be emphasized what others will think of their behavior. On the
other hand, if the target audience is "early adopters" and/or "innovators",
they should be told about the benefits and harms of expected behaviors
(Bayraktaroglu and Ilter 2007).

Social marketing can target sometimes temporary, sometimes
permanent behavioral changes. For example, an immunization campaign
requires a one-time vaccination to prevent disease, while a social marketing
practice to protect forests expects people to act permanently on this issue. It
is easy to find participants in campaigns that require permanent behavior
change because the man needs to think more and it may be difficult to make
a decision (Andreasen, 1997). If the behavior change is permanent, the
benefits of these changes should be explained. Sustainability is important
for the success of social campaigns that aim to change behaviors. Therefore,
it is important for the effectiveness of the campaign to be able to reach
people continuously through media and personal means.

In addition, some behaviors can be performed by one person, while
others may require more than one person to perform. Driving within stated
speed limits is the driver's decision, but family planning is the partners'
decision. Therefore, it is necessary to convince the partner (Bayraktaroglu
and Ilter 2007).

None of the messages have the same effect on different target
groups. For this reason, it is important to make market segmentation
in social marketing and to prepare different strategies for each target
market. Otherwise, a campaign that causes positive behavior changes in
one group may result in negative behavior changes in the other. For this
reason, different campaigns should be prepared for forest villagers living
in and near the forest and citizens who are local tourists.

As aresult, if we combine both concepts, both sustainability and social
marketing concepts include activities that complement each other. The
concept of sustainable forestry has adopted the efficient use of resources
and their transfer to the future. While realizing this situation, it also carries
out the process of raising awareness of people. At this point, sustainable
forestry activities can be carried out effectively with social marketing. The
important thing is to set a correct target and users should be able to be
convinced of it. If a wrong target is determined in the concept of social
marketing, everything is done in vain, and the purpose is strayed.
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1. Introduction

Marketing strategy for tourism companies can be defined as a way
to go beyond in the long run. It includes concepts such as competitive
advantage, profitability, promotion, sales and guest satisfaction in the
market. We use the word strategy correctly when we talk about a longer-
term success as opposed to daily goals and objectives. But the most basic
way to achieve success in the short term. The marketing strategy must
be implemented before the business is established. Before setting certain
targets (profitability, guest satisfaction, etc.), it is necessary to conduct
market research. Knowing what different aspects and original aspects are
from other companies to compete will provide an advantage for companies.

Marketing strategy is a method that allows a company to focus its
limited resources on the most promising opportunities for increased sales
and a long-term competitive advantage (Baker, 2008). Marketing strategy
is a collection of procedures and an organizational function for producing,
conveying, and delivering value to customers, as well as managing
customer relationships in ways that benefit the firm and its stakeholders.
It is the activity, collection of institutions, and procedures for producing,
conveying, delivering, and exchanging value-added offerings for customers,
clients, partners, and society as a whole (Varadarajan, 2010).

Marketing does not mean only sales, but planning and promotions are
also important activities of the marketing strategy. Concepts affecting human
factors such as creating business plans, personnel recruitment and training,
establishing a system to track guest comments and feedback, creating a
menu, using social media, monitoring technological developments, and
analyzing threats and advantages in the market (in SWOT analysis).
shared), the use of natural resources, social responsibility projects in which
the enterprise is involved, etc. and these whole of the concepts forms the
marketing strategy. Tourism companies can talk about a success as a result
of following the changing market conditions, guest demands and prices and
applying appropriate transactions in the long term. Although the marketing
mix, which was determined as 4P for many years, went up to 7P, in this
study, SP was briefly passed (Awan et al, 2015). These are as follows:

1. Product: The product that the business markets, the physical
characteristics of the product or the features that make the service different,
and both the product quality and the quality of service of this product are
very important.

2. Price: At this stage, the price of the determined product or service
is determined, the comparison and analysis made in the market according
to the competitors and the profitability should be calculated at this stage.
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3. Place: Access to products and services should be easy. The place
where the product is sold should be a place that appeals to the consumer
(target audience). A place where consumers can buy and prefer the product
should be chosen. Businesses located in more than one place should pay
attention to the same quality standards and service quality while ensuring
profitability.

4. Promotion: During this transaction, it is explained how to inform
the market about the product or service. In order to control what is offered
to people who prefer the brand, it is relevant to the promotion that they
need to be told about the features and benefits offered to them and what
the main theme is. Which marketing tactics to use and what are the
expectations both in the short term and in the long term are important
functions of the promotion.

5. People: This is important for the newly added “P” and others
to help you create or deliver your product or service. Who these people
are (eg salespeople, virtual assistants) and their activities (eg sales calls,
customer service) should be disclosed. Tourism businesses should know
what the experience and education levels of their employees are. The way
to be successful in the long run is through continuous training and staff
development.

Effective companies use strategic planning, organization, leadership,
execution and control to generate value. Meeting and exceeding consumer
expectations not only provides competitive advantage in the market, but
also benefits businesses (Camilleri, 2018). The process of designing and
maintaining a strategic fit between the priorities of businesses, the way
they use resources (such as natural or human resources) and emerging
marketing opportunities is known as strategic planning (Kotler et al., 2018).

Marketing tactics in the long-term plans of businesses are to achieve
certain goals in the long run. Marketing ensures that the target audience
understands and recognizes the product being marketed and what
differentiates it by businesses. The values that distinguish businesses
from their competitors and the points that show which service or product
is superior can be shown through marketing. It is the responsibility of
marketing to ensure that the lifecycle continues. When the life cycle of
a product or service begins to decline, the company must concentrate on
creating or innovating the product/service, and the role of marketing is to
sell the company’s strengths (George, 2014).

High-performance market characteristics, prepared by Kotler et al.
(2014), include stakeholders, processes and companies, resources and
organizational and business structures. When stakeholders are disclosed,
most companies refer to their shareholders. Companies increasingly
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understand the value of developing other stakeholders such as consumers,
staff, vendors and the communities in which they work. Processes -
companies constantly focus their attention on the need to manage more
processes than departments. Examining how tasks are defined from
department to department and barriers to creative output is crucial to
marketing strategies. Because without identifying the obstacles, it is not
possible to overcome them. When resources are mentioned, they include
personnel, materials, devices and information to run processes by an
organization. Today, more businesses are choosing to outsource less critical
functions. Compaines must work hard to match their structures, strategies
and cultures with changing business strategy requirements (Kotler et al.,
2014).

One of the most important items of marketing strategies for businesses
is to create a mission statement. Business mission statements define the
organization’s purpose, promote the organization’s culture, and support
the development and emergence of traits such as team spirit and internal-
entrepreneurship to achieve desired levels of success. The emergence of
such abilities increases motivation in the workplace, which positively
affects performance (Bartkus et al, 2006). The most basic of goals is
productivity after increased performance. Concepts such as creativity and
productivity increase profitability, and taking part in the market with an
original product and a different service will create a competitive advantage.
Correctly marketing their distinctive products results in word of mouth.
Today, this has left its place to the e-word of mouth where guests share
their experiences on sites such as TripAdvisor and Booking.com (Kotler
etal, 2014).

It is a strategic structure that ensures long-term success for businesses
that want to go beyond a normal business and aim for success. It aims
to assist in deciding which of the four strategic directions should be
followed in order to develop a business effectively (Hussein, 2013; Kotler,
2014; Wright, 2017). The Ansoff Matrix’s four strategies include market
penetration, product and market development and diversification. Market
Penetration is concerned with expanding sales of existing products to a
pre-existing market. Product development is concerned with bringing new
items to a market that already exists. Market Development is the goal of this
strategy is to break into a new market with existing items. Diversification
means, the development of a new product in a new market by companies
(Finney and Joseph, 2009; Bocken et al., 2016).
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Figure 1. Igor Ansoff’s Product-Market Growth Matrix
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Source: Finney & Joseph, 2009.

SWOT analysis on the other hand, allow companies to analyze
the company’s strengths and weaknesses, while also seeing industry
opportunities and threats. Before developing new marketing and sales
strategies, SWOT analysis allows companies to create more accurate and
effective strategies. SWOT analysis explained by Kotler et al. (2018) as
the weights the company’s overall strengths, weaknesses, opportunities,
and threats. Strengths are the internal capabilities, resources, and positive
situational factors are examples of strengths that may help the company
serve its customers and achieve its goals. Weaknesses are the internal
shortcomings and negative situational variables that interfere with the
company’s success are examples of weaknesses. Opportunities are
favorable external factors or trends that a company may be able to exploit
to its advantage. Threats are unfavorable external factors or trends that
may pose performance challenges (Kotler et al., 2018).

2. Consumer Market and Consumers’ Buying Behaviour

Consumer buying behaviour can be defined as ‘the study of
individuals, groups, or organizations, as well as all behaviours involved
with the purchase, use, and disposal of products and services, is known
as consumer behaviour’. Consumer behaviour refers to how a person’s
emotions, attitudes, and preferences influence their purchasing decisions
(Ramya and Ali, 2016). The consumer market consists of end-users who
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do not sell the product or service and it involves individual or family
who obtain or purchase products and services for their own consumption
(Kotler et al., 2018). One of the earliest models of consumer behaviour was
proposed by Howard and Sheth (1969) which analyses buying behaviour
by incorporating different psychological, social and marketing influences
on consumer choice. Consumer decision-making is influenced by the
power of the customer’s attitude towards its available products, which
is mainly influenced by consumer’s experiences and learning with the
product category (Howard and Sheth, 1969). Consumer buying behaviour
are those actions, decisions, experiences and ideas that meet the wants and
need of customers (Solomon, 1996). These are the activities, procedures, or
measures taken by consumers pre or post purchasing a product or service
in a marketplace. It is involved with all operations directly associated with
the acquisition, consumption, and disposal of goods and services, as well
as the decision procedures which precede and accompany these actions
(Engel et al., 1995).

There are factors affecting the customer behaviour such as; social factor,
cultural factor, personal factor and psychological factor. Cultural factor:
consumer behaviour has deeply affected by their culture, sub culture and
social class. According to (Nilesh, 2013) culture is in every society and is a
major influence on people’s desire and their behaviour, because the impact
of culture on purchasing behaviour varies by country, advertisers must
be extremely cautious when assessing the culture of various individuals,
communities, or perhaps even countries. According to (Kotler et al., 2018)
each culture encompasses fewer subcultures, or groups of individuals who
share cultural values based on similar life challenges and situations. In
each culture there are different subculture such as religions, nationalities,
geographic areas and ethnic groups. Marketers may use such groups by
dividing the business into segments. Marketers, for example, should design
goods depending on the needs of a particular regional group (Nilesh,
2013). In every culture there is a form of social class where everyone in
each class tend to have a habit of buying similar things, activities should be
customized in different ways according to different class and social class
is not determined by only income or status but can also be determined by
wealth, occupation, education and lots more (Nilesh, 2013).

Personal factors such as lifestyle, age, self-concept, occupation,
personality and economic situation also influence customer buying
behaviour. Lifestyle can be defined as a customer’s manner of living as
defined by their hobbies, passions, or opinions; this also explains how
they interact with the rest of the world (Hasslinger et al., 2007). Consumer
behavior varies according to age, life stage, and even relationship. A
consumer’s preferences for purchasing a product or service alter with
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age. For example, a 70-year-old will not want to buy a sport automobile,
although a young person may, and with every stage of life, the demand for
some items decreases while the need for others increases (Ramya and Alj,
2016).

Consumer’s occupation tends to influence and affect their buying
decision or behaviour. The amount of money they make at their job has an
impact on what a consumer can buy. Most people in similar jobs have similar
musical, wardrobe, and recreational preferences. Less well-off people are
more prone to buy survival items rather than premium brands, designer
shoes, or clothing. Another component that influences client purchasing
behavior is psychological. Perception, motivation, learning, beliefs, and
attitude are some of the psychological aspects. Consumers generally know
what they want as a result of their knowledge, comprehension, beliefs, and
inspiration (Solomon, 2004). Individuals can learn beliefs and attitudes
through study and training, and these effects can influence the purchase
process by forming a brand image and product in the consumer’s mind.
A belief is a descriptive thought about an entity based on real experience,
point of view, and confidence, and it is created by human emotions. Attitude
refers to how people assess, feel, and think about something, as well as
how they make decisions about it (Kotler et al., 2018). A family generates
the first insights on brands, products, and consumers. For example,
people who established brand perceptions as children will make the same
brand selections as adults, without even understanding that their family
influenced their decisions. Due to the multiple components involved and
their inclination to communicate with one another, consumer behavior is
relatively complicated. Social, personal, psychological, and cultural factors
can all have a significant impact on consumer buying behavior (Kotler &
Armstrong 2010).

In tourism sector, the marketing climate and tourism organization’s
success can be influenced by both internal and external elements. Tourism
companies must respond to current trends and changes in their macro
and micro surroundings to remain competitive in market. As a result,
external environmental elements such as political, economic, social,
and technological effects influences the climate in tourism market.
Internal environmental elements such as capital structures, finances,
capacities, and marketing intermediates are taken into account when
assessing the competitive advantages of specialized or low-cost service
providers (Camilleri, 2018). According to United Nations World Tourism
Organization forecasts for 2030, international tourism will grow over the
next ten years at the same rate from 1950 to 2010, resulting in a tourist
demand of around 1.8 million tourists in the year 2030 (UNWTO, 2011).
Travel and tourism suppliers have a special relationship with the marketing
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climate in which they operate for the vast majority of other companies,
company and client boundaries. Today’s tourism and hospitality businesses
are faced with unprecedented uncertainties and transitions, with a modern
model of global and social growth characterized by a new geopolitical and
economic balance, as well as new poles of development (Yeoman, 2008).
On the one hand, despite successive specializations based on products,
market concentration is increasingly visible, on the other hand, we still see
a universe of supply with independent and dissociated characteristics from
the main economic classes (Holjevac, 2003).

The tourism sector has developed over the years depending on the
businesses in different sectors. Through their bargaining power, some of
these companies have used alliances to reap the benefits of size, distance,
and density savings, cost savings, the removal of legal barriers, and the
development of additional barriers for new entrants, all based on the
concept of intercontinental service based on the hub & spoke model
(Doganis, 2001). Marketing 3.0 broadens the definition of marketing
by include human needs, values, and spirit and for Marketing 3.0, the
customer is a human being with other needs and ambitions that must never
be ignored. As a result, emotional and human spirit marketing are part of
Marketing 3.0. In times of global economic crisis, Marketing 3.0 becomes
increasingly relevant to customers’ lives, since they are the ones most
affected by rapid technical, social, economic, and environmental changes
(Kotler et al., 2010).

The strong brands in market often base their business approach on an
active and close relationship with the customer, in addition to this spiritual
and emotional connection. The use and advancement of technological
channels B2C (Business-to-Consumer) and C2C (Consumer-to-Consumer)
has been a commitment of tourist companies to achieve this goal, changing
the delivery model of conventional tourism. This is particularly true in the
tourism industry because of its immaterial and perishable nature. Inspired
by the impact and performance of C2C networks, such as tripadvisor.com,
tourism companies began to associate with these groups to create their
own online spaces and resources and eventually joined the world of social
media, such as Facebook. (McCarthy et al., 2010)

The follow-up of technological developments plays a very important
role in the tourism sector, as in almost every sector. It is also very
important in terms of providing competitive advantage in the market.
Adaptation to technological applications (for example, the activation of
the game Pokemon Go at the Marriot Hotel and the application of Virtual
Reality applications in the tourism sector) is an excellent tactic to attract
technology-following tourists to tourist facilities (Jain, 2017; Davies,
2021). Customers are connected and driven towards communization by
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technology, just as countries and enterprises are connected and driven
towards globalization by technology. Tourism companies that want to be
a part of this new trend must answer this demand and make it easy for
their customers in their communities to communicate with one another.
Community support is necessary for business success. (Kotler et al., 2010).
F-commerce for consumer brands is new and experimental, and future
trends will be dictated by the effectiveness of f-commerce in achieving
the brand’s goals. The fate of f~commerce is not predetermined; it is up to
brands to decide their own destiny (Marsden, 2011).

Tourism facilities have to follow the validity of the standards described
andreferred to herein, a continuous development and systematic applications
that uses various geographical realities as well as various dimensions,
business models and processes. Tourism companies should follow changes
in the market, indirectly changes in customer profiles, new product ideas
and marketing techniques in the market, and constantly prepare themselves
for these changes. The multitude of opportunities provided by the Internet
requires special attention. In this virtual environment, the commercial
activity of tourism organizations, promotional activities and pricing are
very important.

The internet and technical advancements primarily enable and
promote marketing initiatives in which consumers buy travel and tourist
services directly from the source. To fully benefit from these shifts, travel
and tourism marketers must remain on top of rapid technical advancements
while also going beyond the typical innovation dispersal paradigm. Direct
marketing faces both obstacles and opportunities as network media grows
in popularity. Companies must use social media to directly and indirectly
reach out to their target audiences. Direct marketing has always been
evaluated using cognitive and behavioral criteria (Palmer and Koenig-
Lewis, 2009).

Social media has become the technique of expression in the twenty-
first century, allowing us to communicate our opinions, thoughts, and
manners in a whole new way. This style of communication has also had a
big impact on organizations, which have realized that without a good plan
and social media strategy, they have no hope of distinguishing out in the
fast evolving digital freedom. The rapid expansion of social networking
sites such as Twitter, LinkedIn, and Facebook, among others, has heralded
a new era in social media. These channels are also available for tourism
sector nowadays, as well as the booking.com, holidaycheck, TripAdvisor,
Trivago etc. Any type of those online media that encourages participation
(to receive feedback), transparency, dialogue, connecters and a sense of
community is referred to as social media. Its getting important everyday
because of the word of mouth term has transformed to e-word of mouth
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(Sajid, 2016). The social media craze has had a huge impact; as a result
of social media, research procedures have evolved. This allows brands to
engage with their customers more effectively and strengthen their ties with
them.

The advertising sector is not immune to the influence of social media.
Companies are becoming more cautious when it comes to advertisements,
mainly in terms of anticipating consumer reaction and avoiding surprise
blunders to avoid viral consumer reprisal on social networking platforms
(Saravanakumar and Suganthalakshmi, 2012). In the promotion mix, social
media plays different roles. It allows businesses to communicate with
their customers while also allowing regulars to communicate with each
other. The firm's top priority is to shape customer cemetric so that they are
aligned with the organization's goals (Gillin, 2007). For instance, PepsiCo
has used social media in order to gather customer feedback for its DEW
McCray promotions, which has resulted in the creation of new Mountain
Dew varieties. The company has sold over 36 million cases of them since
2008. Moreover, with its immensely popular Idea Storm website, Dell
Company has harnessed the power of social media to allow users to submit
ideas for new product lines and enhancements, vote on them, and comment
on them. Dell has continued to ship PCs with Lunix installed and has added
up community carry as a result of the website (Weber, 2007). Similar
example can be the Pokemon Go that applied by Marriot hotels. There
was a video on youtube of Fashion TV (2011), which was showing the
importance of being part of social media channels of different sectors like
fashion which applied by Banyan Tree Hotel (Roll, 2018). McDonald’s
gets a lot of things right when it comes to social media. These includes,
posting on a regular basis/scheduling posts; posting content that is relevant
to their target audience engaging custumers. Customers and followers are
being engaged in an entertaining way as well as for customer service. In
their social promotion efforts, they are incorporating current and seasonal
events (Giraffe Social Media, 2013). These activities follow as:

- Posting on a regular basis/scheduling posts,
- Publishing content that is relevant to their target audience.

- Interacting with consumers and followers in a fun and professional
manner.

- Incorporating current and seasonal events into their social media
marketing campaigns.

- Using a pleasant, amusing, and helpful tone of voice for the brand.

- Making use of each platform’s unique characteristics and adapting
content across channels.
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McDonald’s has a strong social media presence, having established
itself as a globally recognized brand. They may use social media to focus
on keeping current followers and brand loyalists because of their global
brand prominence.

Metrics as McDonald’s Social Media accounts of March 2021:
- Facebook: 80 Million followers;
- Twitter: 3.7 Million followers;

- Instagram: 3.9 Million followers; YouTube: Approximately 500
thousand subscribers; Pinterest: Approximately 20 thousand followers
(Girafte Social Media, 2021).

The Marriot Hotel chain on the other hand, made a great success in
the hospitality market. The Marriott International is a US-based worldwide
hospitality company that maintains and franchisees a broad portfolio of
hotels and lodging facilities. J. Willard Marriott and his wife started the
company when they opened a root beer stand in Washington, D.C. In 1957,
the couple founded their first hotel in Arlington, Virginia. Since then, the
company has grown at a breakneck pace. Marriott International will have
more than 7,500 hotels around the world by 2020. They adopt themselves
for the changes in the sector and update the technological changes for their
companies. A large percentage of these units are now located outside of
the United States. This is due in part to the acquisitions of Delta Hotels
in Canada and Starwood Hotels and Resorts in the United States in 2015
and 2016, respectively. The number of Marriott International properties
by region varied greatly as of 2020. Marriot brand as world’s largest hotel
company, generated around 10.57 billion dollars in revenue in 2020,
down from 20.97 billion the previous year. It was the most profitable
hotel firm in the world in 2019, outperforming other major hotel chains
such as Hilton Worldwide, Hyatt Hotels, and Accor. Marriott’s revenue
was more than double that of its main competition, Hilton Worldwide.
Marriott International, Inc. had approximately 7,000 hotels worldwide
in 2020, surpassing Hilton Worldwide, which had around one and a half
thousand less properties in the same year. Successful marketing strategies
of Marriot International includes market targeting, marketing mix and
product strategies (Lock, 2021; Shastri, 2021).

The JW Marriot, a luxury brand produced by Marriott International, is
aimed at clients wanting a tranquil and sumptuous environment throughout
their stay. Marriott International has effectively established various target
markets within the sector by focusing on the needs of its clients. As a
result, their clientele are generally individualistic, sophisticated, and self-
defined travelers as well as business travelers who are willing to spend
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more money on their accommodations. The type of hospitality services is
Marriott’s fundamental product in its marketing mix. Their product strategy
encompasses all aspects of hotel management. They have more than 30
hotel brands, including Ritz-Carlton, Sheraton, Renaissance, and many
others. The term “marketing mix” is widely used to describe a company’s
strategy for reaching out to its target market. A marketing mix can also be
utilized to figure out what a company is up to from a marketing standpoint.
It covers the 4Ps, or Product, Price, Place, and Promotion, which include a
company’s product, price, location, and promotion. Marriott International’s
M Live has been shaping the future of the hospitality industry with their
communities in Marriott Hotels. M Live is a platform, wherein the M Live
team of Marriot Hotel chain tracks a variety of topics that are popular
worldwide and organizes its content around these topics. Furthermore,
it also targets people on an individual level. There are other marketing
& advertising campaigns of Marriott International such as #GoldenRule
marketing campaign that keeps them as the leader in hotel sector (Shastri,
2021).

Tourism companies can use mobile marketing to shape or modify
consumer impressions of a brand in innovative ways. Thanks to recent
improvements in mobile technology, higher penetration rates, and inherent
characteristics of mobile devices, the mobile channel has grown into the
ultimate marketing vehicle, allowing businesses to create a pervasive
electronic presence alongside their clients anytime, anywhere. Mobile
advertising has become a substantial revenue generator, in addition to
the unique prospects for creating and maintaining consumer relationships
given by mobile services. SMS, MMS, WAP, and Java are just a few of
the technology platforms that can help with mobile marketing. However,
the majority of research to date has concentrated on SMS-based mobile
marketing. As a result, more research into mobile marketing technology
is required, especially into how various technologies and applications are
used in various campaigns (Michael and Salter, 2006).

In fact, social media is not about money or institutions. The goal isn’t
to make billions of dollars for stockholders. It has nothing to do with the
ownership of a corporation. Ordinary people are using social media to take
control of their surroundings and to find new and imaginative ways to
unify their collective voices in order to achieve their objectives. Although
Social Media Marketing (SMM) is mostly internet-based, it shares some
traits with non-internet-based marketing approaches like word-of-mouth
marketing. It’s a way of using social media to promote a website, brand, or
company by interacting with or gaining the attention of current or potential
customers (Micu et al., 2017).
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3. Engaging customers and communicating customer value and
advertising

Business-to-business marketing is founded on creating and conveying
customer value. The perspective on the value construct and communicating
client value propositions has shifted dramatically in recent years. The
origins of the value notion may be traced back to early economic literature,
which distinguished between two complimentary viewpoints on consumer
value: value in trade and value in usage. The ambiguity of the idea of
sustainable development, along with its growing relevance in national,
international, and corporate policy, has resulted in a significant political
war over the term’s interpretation, which has resulted in a large political
battle for power over our future. It is suggested that the value literature has
moved from a focus on resource exchange and value in exchange to a focus
on resource integration and value in use, based on this crucial distinction.
The customer value and articulating customer value propositions through
this lens, and argue that in today’s competitive market places, a deep
understanding of how value is created in a customer’s idiosyncratic use
situation is becoming increasingly important (Eggert et al., 2018).

Tourism and hospitality service providers always want to increase
level of satisfaction, make them loyal to the company and search ways
to engage customers in the value creation process to deliver personalized
experiences. The transition to such applications in the tourism sector has
been facilitated by the rapid development of information communication
technology. Current business research on online customer engagement on
social media and the internet mostly focuses on computer-based platforms.
Mobile instant messaging (IM) has significant potential for interactions
between businesses and users. On the basis of service-oriented systems
and computer-mediated communication theories, customers’ perceived co-
creation experiences facilitated by mobile IM should also be examined in
the marketplace (Lei et al, 2020). Hotels today have to actively respond
to guest reviews as they influence other travelers’ decisions about their
visit. Still, studies on how hotel managers respond to online reviews
are constantly changing and innovating. In the service industry, lessons
can be learned even from mistakes. Mistakes made during the service or
missing points mentioned by the guests can create an advantage. Proper
tracking and analysis of shortcomings allows hotel operators to change
them. Although this may seem like a low-scoring comment in the short
run, it is important in the long run to become a hotel business with a high
score average (Li, 2017). The ability to measure service quality is very
important for businesses that want to achieve a service-oriented computing
paradigm. There are many techniques available in the market, and most
of them attempt to calculate the quality of a service by collecting quality
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ratings from service users and then combining them in one way or another.
In particular, the frequency, speed, and length of the reviews response are
business techniques that influence guests. When examining studies based on
large-scale field data from Booking.com, Holidaycheck, and TripAdvisor,
the more comments, the higher the average value is important in the event of
customer engagement. The frequency and speed of responsiveness indicate
that traveler engagement has increased significantly, as indicated by guest
engagement and higher popularity. Also, frequent and quick response
system is more effective for budget (premium) hotels. Therefore, tourism
companies’ response to online reviews serves as a critical communication
channel to engage customers (Kotler et al, 2014). In market, to create
competitive advantage in market tourism marketers should concentrate
not only on creating informative and interesting social media marketing,
but also on ensuring that the ads are credible. Furthermore, tourism
practitioners should systematically integrate Facebook and Instagram
accounts into their marketing plan because it influences customer attitudes
and, as a result, behavior, particularly when the company employing social
media advertising has a solid corporate reputation (Li, 2017).

Despite the widespread usage of social media by tourists and
businesses in recent years, the efficiency of social media advertising in
the tourism industry remains unknown to practitioners and academics
(Hamouda,2018). Touristic consumption, based on Baudrillard’s critique
of the ideological component inherent in all consumption, occupies a
unique position in this social semantic for a variety of reasons. Because
tourism is a product consumed outside of normal time and social space,
advertising plays an important, if not critical, role. As a result, the social
semantic exerts itself through its representation: advertising discourse,
rather than through the product itself. Advertising discourse, on the other
hand, is numerous, with each type having its own ideology and competing
with the others. Behind the business struggle is a social class rivalry, but
one with a new typology that isn’t based on the capital/favor relationship.
The conventional model, the clerical/executive model, the youth model,
and the “intellectual class” model are all examined and illustrated using
advertising slogans (Thurot and Thurot,1983).

The Internet is a major marketing and communication tool in the
tourism sector, therefore it’s remarkable that the structural relationship
between tourism and Internet-based advertising has gotten so little
attention. Experiential marketing is perhaps the most modern marketing
approach, yet it has been largely disregarded by those involved in tourist
and hospitality marketing and promotion, as has been the case with many
marketing breakthroughs. While many businesses have moved away
from traditional features and benefits techniques in favor of experiential
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marketing, tourism and hospitality marketing does not appear to have
explicitly addressed the theoretical concerns involved (Williams, 2006).
The usage of experiential marketing in the hospitality and tourism business
is not widely documented, despite the fact that experience is acknowledged
as a major value. As a result, we’ll look at experiential marketing in the
context of hospitality and tourism operations. The businesses were founded
to investigate the connections between experiential marketing, experiential
value, and customer pleasure. According to studies on the issue, both
measurement and structural equation models have a good overall model
fit. Furthermore, the total result implies that emotional and functional
values offered by feel perception, think perception, and service quality
should promote consumer happiness through experiential marketing.
The findings of this study can be used by hospitality firms to obtain a
deeper understanding of client experiences, establish effective marketing
strategies, and further stage the operational environment so that consumers’
perceived experiential value is maximized (Wu et al., 2008).

4. Conclusion

While this study talks about the importance of marketing strategies
for businesses in the tourism sector, it also explains many methods by
exemplifying. Marketing strategy is a very important concept for tourism
businesses to focus on existing resources and increase sales, compete with
their competitors and gain competitive advantage in the market. It is the
name given to the systematic planning process that ensures that all these
practices are used in the best possible way. In other words, marketing
strategies are a comprehensive plan designed to achieve the marketing
goals of organizations. It is the building block of the marketing plan
concept. Contrary to popular belief, it is a broader and long-term concept,
unlike concepts such as sales or promotion. As in all sectors, it can be
designed for tourism businesses after detailed marketing researches in the
market. Marketing strategies help businesses focus on the best possible
opportunities to increase sales and profitability, increase guest satisfaction
and customer loyalty.
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1. Introduction

Personality traits are important signifiers of the behaviors and
manners that the individuals exhibit toward their colleagues and customers
in their professional and social lives (S1gr1 & Giirbiiz, 2011: 31). There are
individuals with traits that can be described as “dark,” as well as individuals
with traits desired/sought after/expected/positive in the general society.

It is evident that despite all the vetting procedures used by corporate
structures in hiring and selecting new employees, a complete spectrum of
personality traits cannot be determined at this stage. In these situations,
we face with the novel problem of how to manage employees with these
dark traits. Especially in tourism sector, which is labor intensive by nature,
both the positive and dark traits of the employees’ will affect the corporate
climate as well as the quality of service and its sustainability because of
their direct contact with customers, and general customer satisfaction,
customer loyalty, and many other corporate outputs.

Frequent studies can be observed in the international body of
literature on narcissism, psychopathy, and Machiavellism, which are said
to be the main dark traits of personality. Increasing unethical business
practices in recent years led the researchers in the field of management to
study the dark personality traits as much as positive aspects of personality
traits because of their potential for damage to the corporate entity and the
society itself, and those studies have mainly focused on the impact of dark
traits on the corporate output (Brunell et al., 2008; Penney & Spector,
2002; Robinson & O’Leary-Kelly, 1998; Amernic & Craig, 2010; Galperin
et al., 2011; Rosenthal & Pittinsky, 2006; Kiazad et al., 2010; Kessler et al.,
2010; Harms et al., 2014; Jones & Paulhus, 2011; McDonald et al., 2012;
O’Boyle et al., 2012; Furnham et al., 2013; Maples et al., 2014; Schyns,
2015; Jonason & Webster, 2010; Skeem et al., 2011; Jonason et al., 2015;
Spain et al., 2013). A lack of studies on this subject in the Turkish body of
literature is noteworthy (Kanten et al., 2015; Ozsoy & Ardig, 2017; Ozsoy
et al., 2017(a;b); Ozer et al., 2016; Aydogan & Serbest, 2016; Ozen Kutanis
et al., 2015). A study of the Dark Triad of personality traits in corporate
settings spanning a whole set of variables would significantly contribute
to the understanding of possible corporate outcomes. With this purpose in
mind, the object of this study is to find out the impact of the Dark Triad
of personality traits on job satisfaction of employees in the four and 5-star
hotels around the Alanya region. The data have been collected via survey
forms from the employees of those lodging establishments and analyzed
by SPSS 22.0 soft-ware, and evaluated by theoretical and applicable
perspectives. In the study, first, a theoretical framework has been laid,
and methods and procedures have been de-scribed, then the findings are
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discussed in the light of the body of literature. The results are thought to
be of interest to researchers and executives in the sector.

2. Conceptual Background

2.1. The Dark Triad of personality: Narcissism,
Machiavellianism, and Psychopathy.

“The Dark Triad of Personality” as a concept, defined by Paulhus
and Williams (2002: 557) consists of sub-components of narcissism,
Machiavellianism and psychopathy which are regarded as dark traits of
personality. Despite the general acceptance of Paulhus and Williams as
the progenitors of the concept in the body of literature, Harms and Spain
(2015: 21) state that the said study for dark personality traits as not novel,
but put forward by Emil Kraepelin in his textbook describing the structure
of disturbing personalities and thus, the concept of dark personality in
1907. Harms and Spain (2015) claim that Kraepelin’s description of
the personal traits consisting ethical insanity, (characterized by lack of
empathy, tendency for cruelty and deficiency in foresight) instability,
(ill-naturedness, uneasiness, and apathy) deceitfulness and fraudulence
(having joy from deceiving others and tendency to blame others for failure)
are currently labeled as psychopathy, borderline personality, paranoia, and
Machiavellism.

2.2. Subclinical Narcissism

Paulhus and Williams (2002: 557) have described the trait of narcissism
as subclinical narcissism. Narcissism is defined as a personality disorder
in psychiatry and clinical psychology, whereas subclinical narcissism is
considered as a personality trait in social and organizational psychology.
The difference between these concepts with many similarities in
definitions is the lower tendency of narcissism in subclinical narcissism.
Besides, narcissism is diagnosed clinically, but subclinical narcissism
is determined by one’s self-evaluation. There are no discernible clinical
symptoms in subclinical narcissism, which is the prior stage of a disorder
(Paulhus & Williams, 2002: 560; Campbell et al., 2010: 269).

A narcist individual has a psyche that exaggerates the qualities he has
and builds a whole new self with the qualities he has not. Narcist, feeling
unique and privileged, tends to establish authority over others. It can be
said that an individual who wants to be followed has a dominant trait of
leadership. A narcist individual who feels superior to others thinks only
the essential people can understand him because the rest are not equipped
enough. It is crucial for narcists to have power because there is a fact of
repressed psychological needs. The individual tries to get attention to be
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admired, so he boasts with his haves or have-nots in order to be seen as
durable, attractive and vital. Those individuals do not appreciate others
and detest emotional bonds, cannot feel empathy and suspicious and
distrustful to others. They do not hesitate to lie for their objects and to be
seen strong/superior, with the primary motive of holding personal needs
and interests before everything else. They do not accept criticism and to be
criticized may trigger aggressive behavior.

In addition to these, individuals with narcissistic personality traits
who crave power and success are expected to display a desire to achieve
strategical positions both in social and professional lives. But the important
aspect here being if the means to achieve these goals is ethical or not.
Madan (2014: 1741) states that narcissistic individuals in corporate settings
are more inclined to unethical behavior (Raskin & Terry, 1988; Ames et
al., 2006; Campbell et al., 2010; Jonason & Webster, 2010; Campbell &
Miller, 2011; Jones & Paulhus, 2014).

2.3. Machiavellianism

The concept of Machiavellism is based on Italian philosopher and
politician Niccolo Machiavelli’s thoughts. According to Machiavelli,
which his thoughts on government are explained in his book “The Prince,”
the end justifies the means. For glory, all is fair. Machiavelli claims that all
men are selfish, skittish, insatiable, ungrateful, and double-dealing. Thus,
a smart administrator who wants to be successful, who wants to win, must
be evil, when needed.

Originally, Niccold Machiavelli had defined his view, which is named
after himself, for politics. Machiavelli thinks that a politician may break his
word if it is in his interest. He should deceive the public without a second
thought if success depends on it. Then, in the 1970s, Christe and Geis
(1970: 84) claimed that Niccolo Machiavelli’s strategy as “Machiavellism,”
a personality trait, being a part of the personality that defines individual
diversity. For Machiavellist individuals, it is rightful to take actions like
lying and cheating to achieve their objectives. They want to get intimate with
essential people because those people have power on their way to their goals.
For Machiavellist individuals, it is effortless to manipulate people or facts
for their personal gains, and the other people are definitely untrustworthy so
that no information should be shared with them. Although being extroverts,
they are never sincere, and they are always hypocritical in their relationships.
They prefer to convey to people what they desire to hear, not the truths, to
manipulate them. They do not hesitate to exploit their acquaintances and
display unethical behavior for self-interest, because they despise the social
and ethical norms (Nagler et al., 2014; Christie & Geis, 1970; Fehr et al.,
1992; Gunnthorsdottir et al., 2002; Kessler et al., 2010).



Research and Reviews in Social, Human and Administrative Sciences *211

2.4. Subclinical Psychopathy

Just like with narcissism, psychopathy is defined as a disorder in
the scope of psychiatry and clinical psychology, whereas subclinical
psychopathy is considered as a personality trait in social and organizational
psychology. The main difference between the concepts which share
many similarities in the lower tendency of psychopathy in subclinical
psychopathy. Also, psychopathy requires a clinical diagnosis, but
subclinical psychopathy is determined by self-evaluation. There are no
visible clinical symptoms for the subclinical psychopathy, which is the
prior stage of the disorder (Paulhus & Williams, 2002; Campbell et al.,
2010).

It is commonly remarked for the psychopathic individuals to express
frequent impulsive behavior, dismissive and sarcastic manners, and
being impatient, easily bored, and maladaptive (Skeem at all., 2011).
The individual with unethical tendencies does not show remorse for his
actions. It is ordinary to make impulsive and sharp decisions without much
thought for the individual that cannot hold onto long term relationships or
express commitment and loyalty to others. Moreover, psychopaths do not
care or afraid of the consequences of their unethical actions. They want
immediate reward and satisfaction for their needs (Spain et al., 2013: 4).

Common characteristics of narcissism, machiavellism, and
psychopathy are as follows: expertly cloaked social malevolence,
selfishness, establishing superficial and self-interest oriented interpersonal
relationships, maladaptation, hypocrisy, manipulative attitude, apathy, and
objective oriented behavior (Paulhus & Williams, 2002). Individuals with
Dark Triad personalities use several manipulative techniques to impress
other people or society at large. It can be safely said that the characteristic
properties of Dark Triad personalities are lying to some individual to have
something done, threatening, praising forcefully, and treating an individual
in a charming way (Bayramoglu, 2019: 84).

2.5. Job Satisfaction

Job satisfaction can be described as one’s emotional reactions and
attitude toward different aspects of the job and employee’s personal
assessments of the work and the labor relations. Given the fact that a
considerable part of the day of an individual is being spent in a workplace
environment, it is more than fair to say that job satisfaction would directly
affect individuals’ life satisfaction. The job contentment’s role is widely
known as the center of many corporate outputs. Studies on job satisfaction
have shown the direct and indirect effects of the characteristics of the
job, workplace environment, management style, and reward system —
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be it material or not - and many other factors on job satisfaction. While
lower job satisfaction levels have adverse effects on both employees and
corporate outputs, higher satisfaction levels bring positive outcomes for
individuals as well as the corporate entity.

The workforce’s importance cannot be stated enough, especially in
tourism more than any other sector. It is impossible for an employee with
a low job satisfaction level to perform the expected service and maintain
customer loyalty and satisfaction. Job satisfaction is tied to management
style and the opportunities provided by the organization on the one hand,
and it is tied to different traits of the employees on the other (Agho, Mueller
& Price, 1993: 1015).

An employee with behavioral tendencies of a Dark Triad personality
can be expected to display aggressive manners and have conflicts with his
subordinates or superiors. Thus, his inclination to hold self-interest above
all, his thoughts of superiority to others, and his all-around negative behavior
would put him in a collision course with his colleagues’ behavioral traits.
They may find the corporate setting a challenging place to gain acceptance.
Besides, especially in narcissistic individuals, being power and success
orientedness may lead to high expectancies from work (Campbell et al.,
2010). These kinds of traits are behavioral tendencies that can negatively
affect job satisfaction. On the other hand, it is possible to say that the
narcists tend to exaggerate themselves in self-evaluations. Moreover, this
possibility could have positive effects on the job satisfaction of narcists.
Because, in this study, job satisfaction is measured by self-evaluation.
Therefore, it is hard to assume the relationship between narcissism and
job satisfaction. Nevertheless, depending on the body of literature, it is
expected that narcissism would negatively affect job satisfaction.

Machiavellism has a high tendency to express maladapted,
irresponsible, and aggressive behavior, and they are highly object-oriented.
This may lead to elevated levels of disappointment or aggression when one
faced with negativity in the workplace. Also, in this study, considering that
the psychopaths’ traits of maladaptation, aggression, disloyalty, and a lack
of sense of belonging, an adverse effect of Machiavellism and subclinical
psychopathy on job satisfaction is expected. In this context, the employees’
The Dark Triad traits (H,) and its sub-components’ [subclinical narcissism
(H,,), Machiavellism (H, ), subclinical psychopathy (H,)] are being
questioned as the premise of job satisfaction.
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3. Data and Methodology
3.1. The Object of the Study, Hypotheses

This study aims to find out if the Dark Triad of Personality traits make
a difference in job satisfaction levels with employees working in lodging
establishments. In this regard, the hypotheses set are as follows.

H,: The Dark Triad of Personality Traits of lodging establishment
employees affect their job satisfaction.

H, : Subclinical narcissistic traits of lodging establishment employees
affect their job satisfaction levels.

H,,: Machiavellist traits of lodging establishment employees affect
their job satisfaction levels.

H, : Psychopathic traits of lodging establishment employees affect
their job satisfaction levels.

. + Subclinical Narcissism (Hig)
Dark Triad «Machiavellianism(His) Job Satisfaction
(Hy) + Subclinical Psychopathy(Hyc)

Figure 1: Research Model

3.2. Universe and Sampling

The study universe is comprised of the employees from 4 and 5-star
hotels in Alanya. It was not possible to access the exact number of the
population. The method of accidental sampling was utilized.

The researcher reached out to personnel working in various
departments of the 25 hotels which had accepted to participate in the
study, and after the goal of the study was conveyed to the employees, the
survey forms were distributed to the ones who agreed to participate. The
survey was done with 698 employees, but 14 of them were taken aside for
different reasons, and 684 survey forms were used for analysis. The data
was collected between August 15th and September 30th of the year 2019.

3.3. Data Collection and Analysis

In the first section of the survey form, questions to determine the
personality traits of the participants were presented. In the second section,
the Scale for Dark Triad was included. The adaptation to Turkish of ‘Dark
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Triad Dirty Dozen’ by Jonason and Webster (2010) was made by both
Eraslan - Capan et al. (2015) and Ozsoy and et al. (2017c). In this study,
the adaptation by Eraslan-Capan (2015) was used. In the scale, each of
subclinical narcissism, Machiavellism and subclinical psychopathy is
measured by four questions and applied as 5 Point Likert. In the third
section, the scale for job satisfaction by Hackman and Oldham (1975),
adapted to Turkish by Basim and Sesen (2009), is utilized. The scores for
measuring job satisfaction in a single dimension with five questions on a 5
point Likert type scale are within the range of 5 to 25. Higher scores mean
higher job satisfaction.

In data analysis, SPSS 22.0 (Statistical Package for Social Sciences)
software program was used. Frequency distributions and percentages with
standard deviation and arithmetical averages were calculated for questions
in survey forms, and the results were presented as tables. To test the
hypotheses of the study, necessary correlational and multiple regression
analyses were run and interpreted. The scales’ reliability was tested with
the Cronbach’s Alpha (o) coefficient.

4. Results

4.1. The reliability of scales

Table 1. Cronbach Alpha (o) Coefficient of Scales and Sub Dimensions

Number of A
Substances
The Dark Triad 12 0,88
Subclinical Narcissism 4 0,88
Machiavellianism 4 0,81
Subclinical Psychopathy 4 0,89
Job satisfaction 5 0,79

4.2. Facts about demographic properties of participants in the study.

The findings regarding the demographic characteristics of the
participants in the research are shown in Table 2. 52.5% of the participants
are women while 47.5% are men. When the education status of the
participants are considered, it is seen that 22.5% of them are undergraduate,
29.7% of them are associate degree graduates, 26.9% of them are bachelors
degree graduates, and 20.9% are MA or Ph.D. When the age ranges are
considered, 34.9% of them are 18-30; 36.1% are 31-45, and 28.9% are 46
and over. When the marital status of the participants is evaluated, 47.9%
of them are married, 52.0% are single. When the working periods in the
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business are examined, 23.7% of them are less than 1 years, 18.7% are 1-5

years, 18.7% are 6-10 years, 20.9% are 11-15 years, and 17.9% are 16 years
and more.

Table 2. Demographic properties of participants

f %%
Gender Male 325 47,51
Female 359 52.49
Total 684 100,00
Primary education 154 22,51
Associate degree 203 29.68
Level of education Bachelors degree 184 26.90
MA and Ph.D. 143 2091
Total 684 100,00
Age 1830 239 34.94
3145 247 36,11
46+ 198 2895
Total 684 100,00
Married 328 47.95
Marital status Single 356 52.05
Total 684 100,00
Less than 1 vear 162 2368
Years in current position 1-5 vears 128 18,71
6-10 vears 128 18.71
11-15 vyears 143 20,91
16+ 123 17.98
Total 684 100,00

4.3. Correlation values between variables

In this section of the study, a correlation analysis was run to determine
the relationship between the Dark Triad and job satisfaction.
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Table 3. Corellation matrix between variables

g
- —3 g E
T & .= o
= 2 R =
=N E = ] =
- - — -
Dark Triad 1 & 7. E £E
8 8
Subclinical Narcissism - 1 = <<
z
Machiavellianism - - 1 @ &
Subclinical Psvchopathy - - - 1
Job satisfaction -0,72* -0.76% -0,70* -0.81*

Table 3 shows the results of the correlation analysis between the Dark
Triad and job satisfaction. A significant and negative relation between Dark
Triad with its subcomponents and job satisfaction levels was found, albeit
in various quantities. (p<<0.01) The findings state that the relation between
job satisfaction and general Dark Triad traits is a strong and negative one
(r=-0,72) Between the subcomponents of Dark Triad comprising subclinical
narcissism (r=-0,76), Machiavellism (r=-0,70) and subclinical psychopathy
(r=-0,81) with job satisfaction have a strong and negative relation.

4.4. Hypotheses test with Regression Analysis
In this section of the study, a regression analysis was made for the

Dark Triad and its subcomponents’(independent variables) effect level on
job satisfaction (dependent variable).

Table 4. The results for regression analysis

Model Independent variable | B |St. Error t P R R? F
Constant 0.162| 0,129 |1.215|0,000%|0.,723(0,522|730,925
Dark Triad 0924| 0022 |26.908)|0,000%
Constant 0.715| 0,150 |4.416 |0,000%|0.810(0.656|469,002
Job satisfaction Subclinical Narcissism [0.837| 0.049 |22.548(0.000*
Constant 0.882| 0,139 |6.714 |0,000%|0.846(0,715|651,813
Machiavellianism 0.686| 0022 |24244)|0.000*%
Constant 1.875| 0,183 | 9,255 [0.000*|0,858(0.736|155.355
Subclinical Psychopathy |0,757| 0,054 |11,089|0,000*

Table 4 shows the results of the regression analysis between the Dark
Triad and job satisfaction. A significant effect of the Dark Triad and its
subcomponents was found on job satisfaction after the analysis. (p=0,000)
It is possible to say when an explanation of job satisfaction (a dependent
variable) is made; all subdimensions are effective in a highly and negative
way. It can be observed that subclinical narcissism’s effect on total
variance was 65%, Machiavellism stands on 71%, and lastly, subclinical
psychopathy at 73%. The effect level of total Dark Triad traits for defining



Research and Reviews in Social, Human and Administrative Sciences *217

job satisfaction is at 52%. In the light of these results, the hypothesis of
“The Dark Triad and its subcomponents affect the job satisfaction levels of
lodging establishment employees” of the study was accepted.

5. Discussion and Conclusion

The goal of this study is to put forward whether the traits named the
Dark Triad to have an effect on the workforce of the tourism sector. To test
the hypotheses claimed in the study, correlation and regression analysis
were run. As the result of the study, there is a significant relationship
between the Dark Triad personality traits and the job satisfaction of
lodging establishment employees.

According to the results of multiple regression analysis, it is found that
the Dark Triad subcomponents (subclinical psychopathy, Machiavellism,
and subclinical narcissism) have a negative and significant effect on
job satisfaction. It is possible to say that the results are being similar to
previous work (Mathieu, 2014; Skiera, 2016; Bakir et al., 2003; Ozsoy and
Ardig, 2017) and parallel with the expected level in the body of literature
on Dark Triad.

Behavioral traits like exaggerating one’s self qualities, feeling unique
and privileged, making much of having power, unable to show empathy,
being suspicious and distrustful against other people, putting self-interest
and needs above all, being hypocritical, using means like cheating and
manipulative actions, and unable to take criticism producing results that
have a negative relation with the job satisfaction is an expected finding.
Any obstruction for their goals these individuals would face, or business
going not as planned could lead to straining. Factors like these will have
a reducing effect on the job satisfaction levels on individuals prone to
maladaptation to environmental variables. Besides, according to multiple
regression analysis, subclinical psychopathy’s effect on job satisfaction is
more significant than the other two traits is mostly consistent with the
body of literature. Because, generally, it is claimed that psychopathy is
more destructive than the other two dark traits of personality. For example,
Furnham, Richards, and Paulhus (2013) emphasize the danger psychopathy
poses over the other two dark personality traits after examining studies
made about Dark Triad between 2002 and 2013.

In the current market conditions in which many similar services and
products offered by different tourism companies, it is the human factor
facing the customer that has the potential to differentiate the product and
ensure customer satisfaction. In this regard, the human capital’s personality
traits that can make a difference while offering the standard service are
crucial for lodging establishments. Although hiring new personnel is a
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well-screened procedure with specific conditions, there is always a chance
for these with dark traits to slip through the cracks. Therefore, observing
employee behavior, measuring Dark Triad tendencies, and arranging
in-service training to lower such tendencies can be made by tourism
establishment operators and managers.

It is thought that the study about the Dark Triad and Job Satisfaction
made with employees of 4 and 5-star hotel establishments in Alanya would
contribute to industry-specific knowledge as well as academic one with its
findings. Another study on the Dark Triad and Job Satisfaction could be
made with different sampling groups from a different sector. That would
make it possible to have a comparison between different types of industries.

A quantitative method of research was utilized in the study. While
the quantitative method assists the researcher in producing results that
can be easily generalized and enables a comparison between different
groups, there are some limitations like the difficulty of obtaining samples,
perfect in both quality and quantity, and the possible bias of the means of
the measurement. Besides all of those, the Dark Triad itself (subclinical
narcissism, Machiavellism, and subclinical psychopathy) is comprised
of concepts that are inherently hard to evaluate objectively, and it carries
the limitation of assessing an individual with means based on his own
declarations. The findings of the study and the reliability of the scales
used are restricted by the answers given by the individuals in the sampling
group. It must also be noted that the sampling is com-prised of 684
employees working in twenty-five 4 and 5-star hotels in Alanya. Therefore,
the findings cannot be generalized for all lodging establishment workers.
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INTRODUCTION

One of the principal factors developing the leadership qualities
of various monarchs throughout different historical periods was their
upbringing since early childhood and the ways they applied their education
to political, military and cultural areas. Thorough education of rulers has
to do with not only the influence of their social environment and scholarly
circles, but also the efforts of their tutors and their personal endeavors. In
the Seljuk Empire, which was one of the most eminent Turco-Islamic states,
as well as the branches of the Seljuk dynasty, the rulers were characterized
by strong martial qualities, superior administrative skills, and keenness
to promote learning, arts, culture and public works, all of which were
thanks to the education that they received from an early age. The present
study investigates into the education processes for the rulers of the Seljuk
Sultanate of Irak (1119-1194), which was founded as a quasi-vassal of the
Great Seljuk Empire (1040-1157) due to geographical proximity to the
Empire in question as well as Baghdad as the seat of the Caliphate. Further,
through various historical sources, it attempts to illustrate the emphasis
these sultans laid on scholarly and cultural activities.

Seljuk maliks did not only go through a rigorous education process
from an early age, but also spent time to converse with men of learning and
took special care for their own education by equipping themselves with
additional even areas of expertise in science or arts after their accession
to the throne. Seljuk rulers and statesmen fostered educational activities
by building, commissioning and endowing educational institutions and
patronizing scholars, thereby helping elevate the cultural and scholarly life
of the people. Indeed, right after the inception of the Seljuk Empire, there
started a rapid movement of establishing madrasas, where distinguished
professors undertook educational activities. Seljuk sultans paid special
attention to the education of their subjects, which applied even more so
to each of their maliks, i. e. the would-be heirs to the throne. Accordingly,
they made sure that they were educated by the distinguished professors
of the time and particularly involve in activities that would develop their
martial skills.

1. EDUCATION AND SCHOLARLY ACTIVITIES OF THE
GREAT SELJUK SULTANS

To begin with the early Seljuk period, Saldjikbeg (d. 397 AH/1007
ADI[?]), i.e. the eponymous ancestor of the dynasty, took under his
protection his grandsons Tughril (1040-1063) and Caghr1 (d. 451/1059)
following the death of his son Mikal, personally taking care of their
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education.! Saldjikbeg initially served the Oghuz Yabghu as a su bashi
(military commander).” However, he was soon forced to leave his service
due to certain differences of opinion.® This duty he undertook demonstrates
that he was quite versed in military arts. It appears he passed these skills
onto his grandsons, who later laid the foundations of a great polity like the
Seljuk Empire. Since most sources on the emergence of the Seljukids did
not survive to the present day, we are not able to understand the education
process experienced by Tughril and Caghri brothers. Still, it is known
that from their early youth they displayed excellent skills in combat,
horseback riding, archery, wielding weapons, which clearly shows that
the two brothers were trained particularly in military arts and received
the education required for leadership. Nevertheless, in their early years
they continuously had to pursue a nomadic lifestyle in order to find lands
for their clansmen and tackle with challenging matters of statecraft in
order to found an empire, which apparently prevented the two brothers
from developing mastery in any scholarly field. Furthermore, as part of
his great efforts to establish peace and order in the Islamic world, Tughril
Beg specifically required the construction of a mosque next to any newly-
erected public building (al-Husayni, 1943: 16; al-Bundari, 1943: 25; Ibn
Khallikan, 1397/1977, V: 65-68). This attitude suggests that, even at the
early stages of its rise, the rulers of the Empire earnestly promoted the
construction of mosques and madrasas along with public works.

Hero of the Battle of Mantzikert and son of a military genius like
Caghribeg, Sultan Alp Arslan (r. 1063-1072) was gifted with great prowess
heralding that he would be a great warrior, and rose to the rank of commander
at a very young age and even starting to lead armies. As Alp Arslan grew
up in battlefields among people who could be considered as masters of
war of the day and as his primary teacher had his father Caghribeg, who
was the most outstanding commanders of the period, he gained substantial
experience since the time he was a malik. As a matter of fact, he owed
his success directly to the fact that he was tutored by Nizam al-Mulk (d.
485 AH/1092 AD), a great warrior, statesman and administrator. Thus,
throughout his later life he saw the impact of his experiences and education

1 Drawing upon the sources as narrated by the work titled Malik-nama, which contained
valuable information about the early Seljuk era but failed to survive to the present day,
Mirkhwand, (1339: 237-238) noted that Seljuk Beg took care of the education of the orphaned
princes, and also remarks that “Seljuk saw the signs of maturity and prosperity in Mikals
children of age, and thus, until the moment he drew his last breath, he subordinated the army
troops and affairs of other associations to their opinion and judgment.” Also see Khwandamir,
1353: 480; Koymen, 1991a: 33.

2 Also appearing as su bashi in the sources, it is a title conferred upon army commanders in
Turkic states. See. al-Husayni, 1943: 1; Kramers-[Bosworth], 1997: 736-737; llgiirel, 2009:
447-448.

3 Concerning the developments that took place during this period, see. al-Husayni, 1943: 1-3;
Ibn al-*Adim, 1982: 20; Mirkhwand, 1339: 235-236; K6ymen, 1991a: 10-17.
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upon his personality. He started to lead armies even when he was still a
malik, earned great acclaim with his success, and did not go anywhere
without his bow and arrow, all of which attest to his training as a fine
warrior (Piyadeoglu, 2018: 230; Kesik, 2014: 44).

It appears that Caghribeg, who was raised by his grandfather, dedicated
the same care to his son Alp Arslan, making sure that he was educated as
the principal heir to the Seljuk throne. As a matter of fact, Mehmet Altay
Koymen remarks that (1991a: 7) Alp Arslan, already in the lifetime of his
father Caghribeg, prepared himself not only for the throne of the Seljuk
sultanate of Khurasan, i. e. the hereditary domain of his father which he
would anyway inherit one day, but also and more importantly for the Great
Seljuk throne (Piyadeoglu, 2018: 230; Kesik, 2014: 44).

Following his accession to the throne for which he had prepared
since his childhood, Sultan Alp Arslan appointed Nizam al-Mulk as grand
wazir and embarked on a massive campaign of education thanks to his
efforts. In order to sponsor and spread Sunnism, meet the religious needs
of the newly-converted Oghuz communities, train the civil servants and
scholars needed by the country, integrate poor and talented students into
the society, and also spiritually conquer the already-conquered lands, he
commissioned in Baghdad the first example of the series of madrasas that
would be named Nizamiyahs and donated a generous sum in kind and in
cash to this educational institution. With the inauguration of the Nizamiyah
madrasas, which constituted a cornerstone not only for Turkish history
and civilization, but also for the Islamic civilization as a whole, many
cities around the country started to offer education at the seminary level.
Established in various parts of al-Irak al-Arab, al-Irak al-Adjam, Khurasan,
Ma Wara’ al-nahr, Syria and Anatolia under the sponsorship and aegis of
first Sultan Alp Arslan and later Sultan Malikshah (r. 1072-1092), these
madrasas earned such a reputation that even some madrasas inaugurated
after the death of Nizam al-Mulk came to be known by the same name as
they were modeled on Nizamiyah madrasas. These educational institutions
exerted a deep influence on the political, scholarly and religious life of
the period, with many sultans, khalifas and statesmen building eponymous
madrasas following the example of Nizam al-Mulk.*

Sultan Alp Arslan took special efforts to financially support scholars
and even required a tithe to be paid to them while donating part of his
revenues as charity to the poor (al-Kazwini, n. d.: 412; Turan, 1969: 255).
His majlis (council) was always abundant in scholars, poets and erudite
men, and took great pleasure in discussions of the valor of Khalifa Ali (Amir

4 Ibn al-Djawzi, 1992, XVII, 91, 117; Ibn Khallikan, 1397/1977, V: 70; Turan, 1969: 257;
Kafesoglu, 1973: 160-163; Kéymen, 1991b: 347-382; Kisai, 1374: 229-252; Ocak, 2017: 278-
358; Ozaydin, 2018: 20-21; Id, 2007a: 188-191.
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al-Mu’mintn AlT) and Iskandar (Alexander the Great) (Khwandamir, 1353,
II: 487). He took part in such scholarly gatherings as much as he could,
which is equally important for showing Alp Arslan’s educated status.

Sultan Alp Arslan was highly attentive to the education of his sons
and particularly Malikshah, whom he declared to be the heir apparent,
and made sure he received a thorough education through private teaching
and practical training by talented tutors and generals under his command
(Kafesoglu, 1973: 5-7; Koca, 2011: 79). He also pioneered the emergence
of the title atabak in Seljuk history: Following the Battle of Manzikert
he placed his wazir Nizam al-Mulk in charge of his son Malikshah so
that he would gain experience in government affairs and develop his
administrative skills, and accordingly bestowed upon him the title of Ata
Kh*adja or Atabak. Starting with Nizam al-Mulk, this title and its attendant
responsibilities gradually evolved into one of the highest government
offices. Indeed, while distributing the border march among family
members in particular, Seljuk sultans appointed for their underage sons an
atabak among military commanders who acted in the capacity of guardian
and tutor. Thus, the afabeg would dedicate himself to the education of
the malik as his employer, make sure they were prepared for any future
hardship and govern the province on his behalf (Kafesoglu, 1973: 15-16;
Ozaydln, 2001: 140-143; Alptekin, 1991: 38-40).

Furthermore, the sultans were careful about the selection of atabak
from among experienced, clever and deserving individuals. For they
could potentially be involved in pretensions for the throne on behalf of
their employers upon provocation by princes. As atabaks were selected
by the sultan from among trustworthy individuals, they were expected to
protect them from taking wrong decisions. While this institution proved
to be extremely useful for the Seljukids, it later deviated from its initial
purpose and instigated intrastate conflict, for it was atabaks themselves
who encouraged the princes under their protection to seize the throne in a
potential succession crisis as there was no clear system of succession in the
Seljuk Sultanate of Irak in particular (Ozaydin, 2001: 145; Oztiirk, 2019:
4-5).

During his campaign against Gurdjistan, Sultan Alp Arslan left his
son Malikshah, then a 9-year-old boy, at the military camp he established
in Nakh¢iwan accompanied by his experienced wazir Nizam al-Mulk and
some reserve troops, while he marched directly on Georgia with the bulk
of his army. While Alp Arslan and his Seljuk army conducted a massive
raid on Georgian domains, Malikshah and Nizam al-Mulk, with the troops
under their command, entered Eastern Anatolia, where they conquered
many fortified cities and fortresses around Lake Wan. Characterized by a
precocious body and soul thanks to the education he had received, Prince
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Malikshah displayed excellent combat skills by fighting at the forefront
during all the assaults just like all great Turkic warlords. It should be
noted that Malikshah was a very fine horseman, could dexterously wield
weapons of many types, chiefly bow and arrow, and never shrank from
joining battle® In short, Malikshah had the potential to command armies
at such a young age, which was definitely thanks to Nizam al-Mulk as
well as the commanders in his entourage who superintended his military
education.

Sultan Malikshah laid great emphasis on science, literature and
poetry, even composing poems himself.® Sultan Malikshah also established
numerous madrasas, libraries, charity complexes (imarets) and hospitals.
His reign saw a flourishing of many Sufis, jurists (fakih) and even men
of kalam such as al-Ghazalt (d. 505 AH/1111 AD) who retained his
fame up to the present day, as well as the proliferation of very important
scholarly works (Kafesoglu, 1973: 157-158). Promoting scientific studies,
Sultan Malikshah in 466 AH (1074 AD) commissioned an observatory,
where he, together with Nizam al-Mulk, invited astronomers (munajjim)
such as Umar Khayyam, Abu’l-Muzaffar Asfezart and Maymiin b. Nadjib
al-Wasitl, asking them to revise the-then calendar in use. Following
meticulous studies, the committee, examining earlier calendar systems
of Iran, concluded that it would be more reasonable to devise a new
calendar rather than revising the existing ones. Thus, named Djalali after
Sultan Malikshah’s regnal title Djalal al-Dawla, the new calendar was
adopted, setting the day of the Sun entering Aries as the first day of the
year (March 21 according to the Gregorian calendar) (Ibn al-Athir, 1987,
X: 97; Ozaydln, 2018: 25; 1d, 2007b: 195) the author of Musamarat al-
Akhbar, (2000: 16) which is one of the most significant primary sources
on the history of the Seljuks of Rum, (d. 733 AH/1332-1333 AD)
recounts the following observation: “Sultan Malikshah took the path of
Justice and generosity in state administration, paid tribute to scholars
and sheikhs by providing them with bounteous donations, from which
learned men derived substantial benefits.” This attests that the sultan
not only promoted the activities of scholars, but also actively sponsored
them through substantial sums. Another instance of Sultan Malikshah’s
favor towards scholars is noted by Dawlat-shah (d. 900 AH/1494-1495
AD) (1901: 57-58) as follows: “One Eid night, Sultan Malikshah and his
ministers went up to the roof of the palace in order to see the reflection
of the crescent moon. Yet, the crescent was barely seen. While everyone
present felt distressed about this, Sultan Malikshah, pointing out to the

5 al-Husayni, 1943: 24-25; Ibn al-Athir, 1987, X: 49-51; Khwandamir, 1353: 490-491; Ahmad
b. Mahmud, 1977, I: 60-62, 1I: 22; Kafesoglu, 1973: 3-5; Koca, 2011: 79-80; Ozaydin, 2004:
54-57.

6 On the poems composed by Sultan Malikshah, see. ‘Awfi, 1906: 34; Ozgiidenli, 2014: 43-45.
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moon with his fingers, asked the poet Mu ‘izzt (d. btw. 518-521 AH/btw.
1124-1127 AD) to compose a poem describing the moon. Then, Mu ‘izzi,
right on the spot, extemporized a quatrain (rubat) depicting the moon,
which extremely pleased the Sultan, who promoted and rewarded the poet
with the office of ambassador to the Rum”.

One should not overlook the significance of the personal efforts by
Nizam al-Mulk in this education thrust under Seljuks. So long as Nizam
al-Mulk was alive, peace reigned throughout the country, and men of
religion, knowledge and virtue were able to lead quite prosperous lives
thanks to the opportunities he offered to them, thereby giving rise to a
brilliant new generation in the country. Furthermore, it is also related that
whenever Nizam al-Mulk saw men of knowledge and virtue in a town, he
commissioned a madrasa there for such people, and created endowments
and libraries to meet their needs; (Ibn al-Kalanist, 1908: 121; Ibn al-Athir,
1987, X: 179-180; al-Bundari, 1943: 58) to such a degree that Ibn al-
Kalanist (1908: 121) narrates that around 12.000 jurists (fagi#) and men of
similar professions lived off the madrasas and estates endowed by Nizam
al-Mulk.

Tadj al-Mulk Abu’l-Ghana’im (d. 486 AH/1093 AD), the khaznadar
during the reign of Malikshah, complained as follows to Sultan Malikshah
about Nizam al-Mulk’s expenditures for scholars: “Every year Nizam al-
Mulk payeth an annual sum of 300.000 dinars from thy treasury to Quran
reciters, jurists and Sifis. Should this sum be us’d for reforming the army,
we could even conquer Constantinople (Istanbul) and achieve so many
victories against the infidels!” This unsettled the Sultan, who in turn asked
Nizam al-Mulk to report to him about the situation. In his response, Nizam
al-Mulk said “O Sultan of the World! God bestow’d upon thee and me so
many graces that none of his sons could ever have. And in return, dost thou
think much of an annual sum of 300.000 dinars for scholars, jurists and
Quran-reciting hafizes, who exalt God's religion? Thou spendest this much
sum for the troops fighting every year. Still, an arrow shot by the strongest
and sharpest shooter among them could not go more than a mile. They can
only hit a close target, and miss far away targets. Yet, I, with the money [
spend, equip and maintain such an army that sendeth prayers like arrows:
No distance or any human whatsoever can prevent these arrows from
reaching the Throne of God.” Upon all these words, the Sultan, with all
his worries subsided, approved and praised the action of his wazir, saying
“Hence I give thee abundant money and wealth, and all thy words shall be
welcome to me. Multiply the army of the scholars and righteous persons
who pray for my well-being, and show them thy generosity and grace:
Thou hast all the wealth of thew world” (al-Husayni, 1943: 46; Ahmad b.
Mahmiud, 1977, I: 143-144).
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Following his death, Sultan Malikshah was succeeded by Sultan
Berkyarik (r. 1092-1104), who had been tutored and supervised by
Giimiish Tigin Djandar as atabak.” Djandars were officials responsible for
the protection of the sultan and palace. These forces consisted of ghulams
recruited from Turks in particular. Giimiish Tigin’s title djandar suggests
that he was of a military background and the choice was made in favor of
such an atabak for excelling Berkyartk’s military skills. The first atabak
of Berkyariik was ‘Alt b. Abu “Al1 al-Kummi, about whom the sources do
not mention any information. Without doubt, education was the principal
motive for his appointment as the atabak to Berkyarik (al-Bundari, 1943:
85; Ozaydin, 2001: 141).

Sultan Berkyariik was succeeded by his brother Muhammad Tapar
(r. 1105-1118), who was educated under the tutorship of Kutlugh Tigin.
During his reign, Berkyarik rewarded his brother with Gandja and
neighboring lands as appanage (ig¢d), and appointed Amir Kutlugﬁ Tigin
as atabak, asking him to be with Muhammad Tapar. Once he grew strong
enough, Muhammad Tapar attempted to seize the throne and killed Kutlugh
Tigin, who tried to prevent this venture. Thus, despite his efforts to stop the
rebellion of the prince, Kutlugh Tigin paid it with his own life (Ibn al-Athir,
1987, X: 237; Ozaydln, 1990: 12; Piyadeoglu, 1999: 26). Although there
is scarce information as to the education he received, Sultan Muhammad
Tapar is known to be an extremely devout and learned sultan as far as
religious sciences are concerned (Mirkhwand, 1339: 305; Ozaydm, 1990:
152). This suggests that he underwent an extensive religious education, or
developed quite an interest in religious sciences.

Finding himself in the midst of fights for the throne only at the age
of six upon his father’s death, Sultan Sandjar later succeeded in gaining
experience in state administration, and made up for his educational
shortcomings thanks to his skills and experience. Sultan Sandjar held the
‘ulama in high esteem, and treated them so warmly. Indeed, he established
close friendships with scholars and men of letters, took pleasure in the
company of devotees and saints, and welcomed scholars with respect and
affection, rewarding them with utmost generosity. It is even mentioned that
he once rewarded scholars with 700.000 dinars in five consecutive days,
in addition to various horses, valuable articles, robes and a thousand satin
clothes. When his khaznadar cautioned him that the treasury would be
drained at this rate, he is said to have responded: “/t would be unpleasant if
people said that I am inclined towards worldly possessions!” (al-Husayni,
1943: 88; Ahmad b. Mahmud, 1977, II: 81).

Ananecdote involving Sultan Sandjar and scholars relates that about 70

7 al-Husayni, 1943: 52; Rawandi, 1999, I: 137; al-Bundari, 1943: 85; Ahmad b. Mahmud,
1977, I: 33; Piyadeoglu, 1999: 5-6.
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HanafTs died during a controversy between Shafi‘Ts and Hanafis in Nisabiir.
The events had taken place near Sultan Sandjar’s army headquarters. Upon
hearing what happened, he called for Hajib-i Buzurg (Grand / Buzurg
Hadjib) Mahmud al-Kashani, who was in charge of palace organization,
and asked him to call upon Muhammad ibn Yahya, the head of the Shafi‘is,
to convey him the following message: “Are these lands thine or mine? If
they are mine, then thou shouldst leave and if they are thine, then prepare
for a war with me!” Mahmud al-Kashani arrived at the city and found
Muhammad ibn Yahya in the Mosque of Nisablir. Muhammad saw the
hadjib but did not honor him. A while later, Mahmiid al- Kashant greeted
Muﬁamrnad ibn Yahya, kneeled before him and said: “The Sultan hath
sent thee his regards,; we have heard about what happened. What was the
reason for such conflict and controversy, for which so many scholars have
been killed and so much blood was shed for nothing? In these cities, thou
canst do whatever thou pleaseth and no one would raise any objection to
thy command. Whatever we have achieved, we have achieved them through
thy blessings and prayers...”. In doing so, he conveyed a message different
from the sultan’s. In the meantime, the Sultan regretted his decision after
he had sent Mahmud al-Kashani, who found Sultan Sandjar downcast upon
his return. Sultan asked him: “What didst thou do and what didst thou tell
Shaikh Muhammad? ", to which Mahmud al-Kashani replied that he had
not conveyed the Sultan’s message and instead talked kindly to the head
of the Shafi‘ts. The Sultan found it hard to believe that and asked Mahmiid
al-Kashani to swear that he was telling the truth. Upon Kashant’s oath,
the Sultan was so relieved and contented; he lauded Mahmiid al-Kashant
saying “Thou art such a good man!” and bestowed him Nisabir as an
addition to his appanage (al-Husayn1,1943: 88; Ahmad b. Mahmud, 1977,
II: 81-82). Thus, a government official rose to high esteem at in the eyes of
the sultan by paying respect to a scholar.

Thanks to Sultan Sandjar’s deep respect for knowledge, scholarly
and intellectual debates were highly popular in the Seljuk lands where
numerous works were published and scholars from all corners of the world
and not just from Islamic lands came in flocks to settle in Khurasan. The
greatest scholars of the time had been at Sandjar’s side since his reign
as a malik in Khurasan. Many renowned scholars of the period including
Awhad al-Din Anwari, Mu'izzi, Umar Khayyam, Rashid al-Din Watwat,
Farid al-Din Attar, Sayyid Hasan-i Ghaznawid, Nizam1 ‘Artdi, Adib
Saber and Muntadjab al-Din Bedi either received the sultan’s blessings
or were personall§ present in his palace.® The sultan educated himself

8 Dawlat-shah, 1901: 83-85; Sesen, 2005: 442; Ozaydin, 2009: 507-511. Sultan Sandjar
always had a place for poets in his gatherings and he himself wrote some Persian poems see.
Ozgiidenli, 2014: 46-49. For the poets and men of letters who lived during this period, see also
Browne, 1920: II; Arberry, 1958: 53-163; Safa, 2002: 125-280.
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through tutoring and by availing himself of the scholars around him and
he also built a remarkably rich library at his palace in Marw (Sesen, 2005:
442). During the reign of Sultan Sandjar, Nizamiyah madrasas were also
flourishing and numerous statesmen and scholars were being trained in
these madrasas which focused on education in medicine, philosophy, and
astronomy.

2- EDUCATION AND SCHOLARLY ACTIVITIES OF SELJUK
SULTANS OF IRAK

This particular emphasis laid by the sultans of the Great Seljuk Empire
upon education was continued by the Seljuk sultans of the Irak. In fact,
the first Seljuk sultans of Irak were the sons of Sultan Muhammad Tapar,
who made sure that his sons were very well educated.” Historical resources
indicate that the Irak Seljuk Sultan Mahmud ibn Muhammad Tapar (r.
1118-1131) was an astute man who was well-versed in Arabic and knew
Arabic poetry and proverbs by heart. (al-Husayni, 1943: 69; al-Bundarf,
1943: 147: Ahmad b. Mahmud, 1977, II, 55). In addition to Arabic,
Sultan Mahmiid was also highly adept in prophetic biography (sirah) and
history. He was a protector of scholars involved with these fields as well as
benefactors (al-Husayni, 1943: 69; al-Bundari, 1943: 147; Ibn Khallikan,
1397/1977, IV: 269; Ozaydim, 2003: 371-372).

The sultan was narrated to have a good grasp of the diwan affairs,
accounting, and bookkeeping and personally audited the records
(Mirkhwand, 1339: 321; Khwandamir, 1353: 520). Rawandi (1999, I: 196)
praised the sultan’s deftness in writing and expression in addition to all his
talents. Apparently, the Seljuk Sultan of Irak received versatile education,
improved himself in many areas, and acquired such competencies that
were lauded by the authors of the period. Sultan Mahmid encouraged his
statesmen in his entourage to carry out scholarly activities. ‘Aziz al-Din
Abt Nasr Ahmad b. Hamid, who was one of the most renowned scribes
of the time and also the uncle of Imad al-Din al- Isfahani, (d. 597/1201)
who penned Zubdat al-nusra, was appointed to diwan al- Istifa (revenue
collection office) during the reign of Sultan Mahmiid and established a
school for orphans in Baghdad, to which he dedicated rich waqfs as
financial backing. He also founded a mobile hospital whose paraphernalia,
medicines, doctors, and equipment could hardly be carried by two hundred
camels (al-Bundari, 1943: 129-130).

It is probable that the Irak Seljuk Sultan Tughril ibn Muhammad
Tapar (r. 1132-1134) was also well-educated just like his brothers. Sultan
Tughril I valued poets and scholars of religious sciences in particular,

9 The Seljuk Sultanate of Irak was established with the capital city of Hamadhan.
About Seljuq activities in the city see. Azar Nasirabadi, 2020: 209-236.
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taking pains to lend material and spiritual support to their activities. He
built a large madrasa in Hamadhan, to which he dedicated waqfs and
encouraged celebrated scholars of the day to teach there (Rawandi, 1999, I:
201-202; al-Bundari, 1943:160). Imad al-Din Ghaznavi (d. 550/1155[7?]),
whose fezkires or bibliographical compendiums served as examples for
contemporary poets, entered the sultan’s service and composed gasidas
that praised him (Rawandi, 1999: I, 201-202).

The third sultan of the Irak Seljuk State, Mas‘iid ibn Muhammad
Tapar (r. 1134-1152) also valued and protected scholars and learned men,
and abstained from ignorance. Sayyid Hasan-i Ghaznawi, a poet and
preacher, was highly honored by Sultan Mas‘lid and ‘Abbasid Khalifa
Al-Rashid Br’llah (r. 1135-1136) during his visit to Baghdad and was even
sent back to his country on a golden howdah (Dawlat-shah, 1901: 105).
This was a time when the top state officials were also encouraged by the
sultan to support scholarly activities. When the sultan was in Baghdad,
Tadj al-Din b. Darust, his wazir who was accompanying him, restored
the Tadjiyya Madrasa, which had been built in Baghdad by his uncle
Tadj al-Mulk Abu’l-Ghana’im, a grand wazir of the Great Seljuk Empire,
and thanks to him, scientific activities in the madrasa recommenced (al-
Bundari, 1943: 195). From this anecdote, it is clear that Sultan Mas‘tad
promoted all kinds of scientific activities and related construction efforts.
Sultan Mas‘tud adopted Kha ss beg b. BalangirT as his protégé and Kha ss
beg, who would later become a prominent amir, was raised and cherished
by the sultan. Distinguishing himself with his military capabilities, the
amir was appointed as an atabak by the sultan, attaining the rank to train
the crown princes. In fact, during the reign of Malikshah ibn Mahmiid
(r. 1152-1153), who acceded to the throne after the sultan’s death, Kha
ss beg b. BalangirT reached a position in which he ruled the state (Ibn
al-Athir, 1987, XI: 99, 108, 142; Mirkhwand, 1339: 326; Oztiirk, 2008:
463-473). An amir who had been personally trained by the sultan was then
appointed as an atabak by the sultan himself, which attests to the high
level of education in this period. It is related by the sources that the Seljuk
Sultan of Irak Malikshah ibn Mahmud, who was not so much concerned
with state affairs, was a pretty good archer (Rawandi, 1999: 11, 241).

Muhammad ibn Mahmud (r. 1153-1159) is another Seljuk Sultan
of Irak about whose education the sources provide information. Sultan
Muhammad is mentioned as a sultan favoring scholars and defending their
rights (Rawandt, 1999: 11, 248-249; Mirkhwand, 1339: 332; Khwandamfr,
1353: 526-527). As for his martial skills, he was remarkably adept in the
games of gity-u cawgan, an extremely deft archer, and a very fine horseback
rider (Rawandi, 1999: 11, 248). Although contemporary sources do not
contain information about the education of Sulaymanshah ibn Muhammad
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Tapar (r. 1159-1160), who acceded to the throne after Muhammad ibn
Mahmiud, it would be plausible to assume that Sulaymanshah was under
the influence of Sultan Sandjar’s scholarly entourage and the emphasis
he laid on education, for he_spent his princely years under the tutelage
of Sultan Sandjar. There exist some fine examples of poetry written by
Sulaymﬁn@ﬁh_himself (‘Awfi, 1906: 39-40; Ozgiidenli, 2014: 49). As a
matter of fact, Anwart (d. 585/1189[?]), one of the poet laureates of Sultan
Sandjar and one of the greatest gasida (ode) poets of Persian literature,
eulogized Sulaymanghah when he was a malik (Rawandi, 1999: I, 191).
Likewise, during the enthronement ceremony of Sulaymanshah, Sayyid
Hasan-i Ghaznawi praised him with his verses in the presence of the high-
ranking statesmen, emphasizing that “the ruler of the world seated him
on the thrones of both Irak and Khurasan” (Sayyid Hasan-i Ghaznawid,
1362: 9).

Arslan Shah (1. 1161-1176), the Seljuk Sultan of Irak, was taken under
the wings of his uncle Mastid, who acceded to the throne after his father
Sultan Tughril 1 and personally took care of his education (Rawandi,
1999, 1I: 270; Lambton, 1988: 231). Sultan Masiid and even Arslan Shah
had as tutor the historian Zahir al-Din Nisabiirt, who was renowned for his
work Selciikname (Rawandi, 1999, I: 64; Ozgﬁdenli, 2013:102). When he
desired to learn calligraphy in the year 577 A.H (1181-1182 AD), Sultan
Tughril II (r. 1176-1194) sent for the famous calligrapher Zayn al-Din
Majd al-Islam Mahmtd ibn Muhammad ibn Ali er-Rawandi, the uncle of
Ibn al-Rawandi, who was the author of the work Rahat al-Sudiir wa Ayat
al-Suriir. Then he bestowed upon him the honor of ustdd and took private
courses from him (Rawandi, 1999, I: 41-42; Kaya, 2017: 178-179). This
case also illustrates how eager was the sultan to learn, endeavoring with
great enthusiasm for self-development by learning from the best tutor of
the time. Tughril II also befriended with many scholars, and took pleasure
in their company. The Sultan was a very talented person in areas such as
calligraphy, rhetoric (balagha), poetry and literature (Raghid al-Din, 1999:
264; Khwandamir, 1353: 531). Along with such qualities, he was also
a very good horseback rider and a skilled spear-thrower. Rashid al-Din
comments that (1999: 264), as far as arts (honarha) as well as science
and culture (farhang) fit for princes were concerned, no sultan could
incorporate many qualities as much as Sultan Tughril II did.

CONCLUSION

As concluding remarks, it should be noted that it was one of the
priorities of Seljuk sultans to protect and support the scholars and
intellectuals of their realm, and promote scientific and cultural institutions.
The sultans grasped the significance of education since the inception of
their empire, exerted themselves to the utmost to advance education. It
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was part of their usual, unvarying activities to protect men of learning
and culture, provide them with opportunities and commission schools and
madrasas. As potential commander-in-chief of the army since their time as
prince, they underwent training about military activities, gained substantial
experience in archery, horseback riding and wielding weapons, and had
the chance to put their education into practice by taking part in battles and
campaigns under the guidance of their atabaks.

Various sources speak very highly of Seljuk sultans for their combat
skills, weapon wielding capabilities and way of leading troops. All such
achievements are clear indications of the serious education they received
from early childhood onwards. With their noble ideal of protecting science
and scholars, Seljuk sultans evidently paved the way for the rise of a
powerful Turco-Islamic civilization. This importance laid on education
under Seljuk rule did not only gain appreciation by other Muslim states of
the time, but also encouraged many thinkers to settle in the lands ruled by
Seljuk Turks, thanks to the value attached to scholars and the environment
of freedom provided for scholarly activities.
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1. INTRODUCTION

Banks provide numerous and important services to both individuals
and businesses. As financial service providers above all, banks provide
their customers with a safe place to store their deposits. In addition, routine
transactions such as money withdrawal, deposit, money transfer, interest
income, check writing, and bill payments are carried out by banks through
various account types including checks, savings accounts, and certificates
of deposit. Due to all these functions, banks are not only important for the
country’s economy but also have the power to influence society.

When we look at the economic crises experienced in the past, the power
of the banking sector to affect society can easily be seen. For example,
the effects of the 2008 banking crisis were felt in both developed and
developing countries, and many people lost their jobs, and the power and
influence of large financial institutions became the subject of discussion in
society. In such a large system, it is extremely important to regulate and
supervise the system, since the disruptions or developments that may occur
have a great impact on the country’s economy.

Increasing competition among banks may threaten the solvency of
institutions that have a relationship with the bank, and the banking system
may be adversely affected by this situation. As the value of a falling behind
bank will erode at this level of competition, it may choose to pursue riskier
policies to protect its previous profits. These and similar risky policies may
increase the NPL (Non-Performing Loans) ratios in the banking system,
resulting in more bank failures.

Countries with developed economies are in a better situation than developing
countries against the negativities that may occur in the financial system. Since
developing and emerging economies are more fragile in this regard, they must
always be prepared for such problems (Ferry and Sapir, 2010).

One of the potential problems that can be experienced in the financial
system is the level of risk that banks take in the process of competing
with other banks, in other words, the relationship between competition and
risk in that economy. This risk that banks take to compete and stay in the
market may cause them to make too much profit in the future, as well
as cause financial instability and collapse of the market. Therefore, it is
essential to examine the relationship between banks’ competition and risk.

2. THE RELATIONSHIP OF COMPETITION AND RISK IN
THE BANKING SECTOR

The rapid development and change of technology, products, and ideas
in the world have made it necessary for the banking system to keep up
with this order, and it has become important to examine the effects of
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competition and risks on it. Questions such as how important risk in a
place is where there is competition and how much risk-taking behavior
affects competition are the basis of the most important questions of this
relationship.

The banking sector has always had a very important place for national
economies. The ability of other sectors to continue their activities in a
country’s economy largely depends on the banking sector. For this reason,
factors such as risk, competition, efficiency, concentration in the banking
sector are of great importance. In the management of risk, which is an
important skill for banks, it is expected to make the right decisions with
low costs. There are two main reasons for a bank to increase its risk
knowing that it will create a negative situation; make more profit and
increase competitiveness.

With the increase in factor trade in the world and the globalization of
economic activities, competitiveness based on basic factors such as cheap
labor, raw materials, and natural resources has come to an end. One of the
biggest reasons for this is the industrialization that came after the industrial
revolution and the effect of the ensuing technological developments on the
rate of liberalization. The importance of the classical theory, which explains
the competitiveness by considering the unit production costs, decreases in
this case. Expert workforce, high technology, and good communication
infrastructure, which are among the advanced production factors, are
becoming more and more important in explaining competitive power. In
empirical studies examining the differences in regional competitiveness,
the development of productivity levels and the stock in production factors
are characterized as the source of competitiveness. Because access to
developing production factors is getting easier with each passing minute
and product-based similarities emerge. Here, the most important factor that
will distinguish companies from each other will be the strategic decisions
they will make for competition (Ayas, 2002).

Increasing competition conditions in the market causes banks that
launch their products to innovate and take risks in order not to fall behind.
These changes push banks to seek to stay in the market and become a
leader with low costs and as high risk as possible.

The level of risk and competition that banks take in their quest to stay
in the market and become a leader has led to the questioning of stability
in the banking sector. Studies on the competition-stability relationship
are grouped under two main headings. The first of these is the view
that competition and risk cause instability and the other is the view that
competition and risk do not cause instability, on the contrary, they increase
stability (Carletti and Hartmann, 2007). The approaches suggesting that
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competition and high risk cause instability in the financial economy are
examined under the following headings.

2.1. Franchise Value Hypothesis

The Franchise Value Hypothesis is an approach that advocates the
view that competition causes instability. It can be defined as the present
value of the future benefits or expected profit flow of investors holding
deposits in the bank (Northcott, 2004). The franchise value hypothesis is
the analysis of the relationship between market structure and excessive
risk-taking by banks. In general, this hypothesis states that competition
increases the fragility of the banking system as it negatively affects the
franchise value of the banks.

It is assumed that the underlying source of franchise value is the
profits that make up the market power available in well-regulated banking
systems. (Micco and Panizza, 2005). The importance of these profits
for banks is that they can act as a buffer in case of a possible negative
shock. For this reason, investors invest their deposits in banks with higher
profits because they value them more and they think they are stronger
against shocks, which increases the market value of the bank (Keeley,
1990; Furlong and Kwan, 2006). In addition to market power, bank size,
reputation, and the relationship between banks and their customers are also
defined as important criteria of franchise value (Jimenez et al., 2013).

Considering the studies in the literature (Keeley, 1990; Schaeck et al.,
2006; Jimenez et al., 2013), it is thought that the franchise value plays
an important role in limiting the risk taken by the banks. He stated that
the main reason for this is not to lose the franchise value that the banks
have in their position and to avoid bankruptcy. To protect their franchise
value, banks limit their risk-taking by holding more equity and less risky
portfolios, becoming relatively more cautious, and thus contributing to the
stability of the banking system (Levy Yeyati and Micco, 2003).

In addition, according to the Franchise Value Hypothesis, high
competition hurts the stability of the banking system. These competitive
steps, which take risks aggressively to earn high profits and neglect
the market power conditions, cause the franchise value of the banks to
decrease. Examples of risky steps banks can take are lowering their capital
levels, choosing high-risk portfolios, taking out high-level loans, etc. can
be displayed. Risky steps taken may increase the probability of bankruptcy
of banks and cause financial instability by causing more fragility (Keeley,
1990; Carletti and Hartmann, 2007; Jimenez et al., 2013). For this reason,
banking systems with low concentration levels and high-risk levels are due
to competition. they are more vulnerable to possible crises (Beck, 2008,
Berger et al., 2008).
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Academic research on the Franchise Value Hypothesis begins in the
1980s. In 1984, Marcus examines the relationship between market power
and franchise value using a one-period research model. According to the
results of the research, banks that experience a decrease in franchise values
follow more risky policies (Beck, 2008). From a theoretical point of view,
some researchers argue that capital is a characteristic of the level of loss
banks face when they go bankrupt, and banks with higher equity face less
risk and have a negative relationship between risk and capital (Furlong and
Keeley, 1989). With more capital, banks can often strongly resist adverse
shocks, thereby reducing the likelihood of bankruptcy. Therefore, bank
risk is assumed to be inversely related to bank capital. For this reason,
banks tend to reduce their bank risks to protect their capital buffers and
franchise values and to maintain their financial stability by being as prudent
as possible. Evidence from the US banking sector by Shrieves and Dahl
(1992), Jacques and Nigro (1997); and Aggarwal and Jacques, (1998) seem
to confirm this relationship.

2.2. The Effect of Risk and Competition on the Spread of Crises

One of the approaches that think that risk and competition increase
the fragility of the financial market is that these two headings have a great
impact on the spread of crises. Academic studies conducted under this title
think that crises increase the possibility of spreading to the entire financial
sector through the interbank market (Beck, 2008). To prevent a bank
experiencing a financial crisis from affecting the system under normal
conditions, other banks in the market are expected to help by providing
liquidity. However, the studies conducted by Allen and Gale (2004) and
some other researchers show that banks that are currently at a high level of
competition and that have taken high risks may be reluctant to provide funds
to the bank/banks that have liquidity problems and that they also need the
bank to provide funds due to the coordination problem brought about by
high competition. They also argued that there would not be a mechanism
to support cooperation that would enable the intervention. As a result of
such a situation, the bank, which has financial problems, will not be able to
intervene, first the bankruptcy of the bank and then spreading to the sector
will lead to a systematic crisis. On the contrary, in an Oligopolistic market
where few banks operate, in a situation where the concentration is high and
the probability of cooperating to raise funds is high, the support given to
any bank that has a financial problem can prevent the spread of this crisis.
(Allen and Gale, 2004)

2.3. The Effect of Competition on Risk Diversification

Large banks operating in a highly concentrated market, thanks to
their economies of scale and scope, contribute to the stable development
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of the financial system by reducing the overall risk level by making more
effective asset and risk diversification. In a market where concentration is
not high and competition is high, it is very difficult for small-scale banks to
diversify their assets and investments. This will lead to a high level of risk
as banks cannot distribute their risks. The excess of banks with high-risk
levels also makes the financial market more vulnerable to vulnerability
(Beck, 2008).

2.4. The Effect of Competition and Risk on the Regulation of the
Banking Sector

Another approach that advocates the view that competition increases
instability in the banking market is the effect of competition and risk on
the regulation of the banking sector. According to this approach, it is
argued that in a market with few banks, the concentration level is high,
the competition and the level of risk taken are low. Another view is that
the level of competition and the risk taken are high, and it is more difficult
to regulate and control in the markets where many and small-scale banks
operate. According to this approach, the control and supervision of a highly
concentrated market with few large banks is easier and more effective.
He argues that in a market where regulation and supervision are high and
effective, the probability of a crisis is low and the stability of the financial
system is continuous (Beck, 2008). As an example, the fact that the banking
system of the United States, which has many banks, has experienced more
crises compared to the banking systems such as the concentrated United
Kingdom and Canada, which has fewer banks, is cited as proof of this
assumption.

Although the view that competition and the high level of risk taken
increase instability is high in the literature, some studies claim the opposite
of this situation (Boyd and De Nicolo, 2015 and Martinez-Miera and
Repullo, 2008) supporting that competition increases financial stability.
The “risk shifting paradigm”, which explores the effects of market power
and competition on moral decay and adverse selection problems in the
credit market, is the strongest supporter of this approach.

2.5. The Risk Shifting Paradigm and the Effect of Market Power
on Credit Risk

The risk shift paradigm examines the impact of competition and market
power through the loan interest rate on the problems of adverse selection
and moral degradation from loan customers. Boyd and De Nicolo (2015)
internalized the effect of competition in the credit market on credit risk
and concluded that competition increases stability among banks. Martinez-
Miera and Repullo (2008), on the other hand, developed a new model by
adding the effect of the increase in loan interest rates on loan incomes to
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the paradigm. According to this approach, the higher the loan interest rates,
the greater the loss to be incurred by the bank in the losses that may occur
due to adverse selection and moral degradation. However, from another
point of view, there will be an increase in loan interest income from paid
loans. This effect is called the “Margin Effect” in the literature, and it
will contribute to the stability of banks as long as they keep the amount
of collected loans higher than uncollectible loans (Martinez-Miera and
Repullo, 2008). As the risk-shifting paradigm is balanced in this way with
the franchise value and margin effect, a non-linear relationship emerges
between competition and stability. Researchers have found that as the level
of competition in credit and deposit markets increases, the risk level of
banks is low at first, but begins to increase after a certain level (Jimenez
et al., 2013; Van Hoose, 2010 et al.). It is also highest when competition is
very high.

3. LITERATURE

In recent years, increasing bank competition, especially with
technological developments, has brought with it many studies in this
field. How banks keep up with the new era, how they act in gaining new
customers, and what level of risk they take in the market compared to their
competitors while doing these have been the focus of attention of many
researchers. For example, the Consultant (2018) researched the subject of
“Competition and Stability in the Banking Sector in Developed Countries”
in his study. As a result of his analysis of 25 developed countries between
2007 and 2015, he concluded that competition in developed countries
increased the fragility, and this was due to fluctuations in profits and low
capital ratios (Consultant, 2018).

There are also many studies in the literature examining the relationship
between competition and risk. For example, Boyd, DeNicolo, and Jalal
(2006) and De Nicolo and Loukoianova (2007) found that the risk of
bank failure increases in less competitive markets, while Jimenez, Lopez
and Saurina (2013) found that competition decreases as risk increases.
Jimenez, Lopez and Saurina (2013) examined the relationship between
bank competition and risk-taking in the Spanish banking system for the
period 1988-2003. They used the NPL ratio, which measures the credit risk
level of banks and the quality of outstanding loans, as a measure of bank
risk-taking. They used Lerner indices for commercial loans and deposits
and their average as a measure of market power. In addition, they applied
concentration measures such as HHI, CR5, and the number of banks to
measure market power. They found empirical evidence supporting the
franchise value paradigm, which suggests a negative relationship between
market power and risk-taking, and concluded that as banks’ market power
increases, banks’ NPL ratios decrease (Jimenez, Lopez, & Saurina, 2013).
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Tabak, Fazio, and Cajueiro (2012) discussed the effects of bank
competition on risk-taking behaviors in 10 Latin American countries
between 2003 and 2008. Unlike previous findings, they found the opposite
effect for average competition, while they concluded that competition
affects risk-taking behavior in a non-linear way, as both high and low levels
of competition increase financial stability. In addition, they concluded
that bank size and capitalization are important factors in explaining this
relationship, and on the other hand, the larger a bank, the more competitive
advantage is gained (Tabak, Fazio, & Cajueiro, 2012).

Anginer, Demirgii¢, and Zhu (2014) concluded in their study that
there is a strong negative relationship between bank competition and
systemic risk. They concluded that more competition encourages banks
to take more diverse risks and makes the banking system less vulnerable
to shocks. When the effect of the institutional and regulatory environment
on the systemic risk of the bank is examined, it has been determined that
the banking systems have a more fragile structure in countries where
supervision and private supervision are weak, state ownership of banks
is more, and there are public policies that restrict competition (Anginer,
Demirgii¢, & Zhu, 2014).).

Berger, Klapper and Turk-Ariss (2009) tested the effect of market
structure on banks’ risk potential for 23 countries. Z score for risk, Lerner
Index for competition, and HHI index for concentration were used in the
study. In addition, bank size, operating constraints, and banking freedom
were used as instrument variables in the analysis. As a result of the
analysis, Berger, Klapper, and Turk-Ariss (2009) found that more market
power leads to riskier loan portfolios, consistent with the competition-
stability view. However, they also found that overall bank risk was partially
reduced, as banking institutions had significantly more equity. This result
suggests that banks with more market power are exposed to less overall
bank risk, most likely because of higher franchise values. If banks have
higher franchise value resulting from market power, they can hedge that
value from higher credit risk through more equity, a smaller loan portfolio,
or other risk-reducing techniques. According to the results, market power
increases credit risk, but banks with more market power generally face less
risk (Berger, Klapper, & Turk-Ariss, 2009).

Liu and Wilson (2011) investigated whether the relationship between
competition and risk changed between different Japanese banks in the
2000-2009 period. As a result of the empirical analysis, they concluded that
the risk varies according to the bank types. Liu and Wilson (2011) find that
banks across the country (City and Trust) are riskier than their regionally
focused counterparts (Regional, Shinkin, and Credit Cooperative banks).
They concluded that the relationship between competition and risk also
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varies among bank types depending on risk levels (Liu and Wilson, 2011).

Levy Yeyati and Micco (2007) examined the effect of concentration on
banks’ competitive behavior and financial stability for eight Latin American
countries. They used CR3, CR5, and HHI index based on total bank assets
to measure banking system concentration; They used the H-statistics and
the Z-index, which represents the bankruptcy risk of banks, to measure
the competitiveness of the banking system. As a result of their analysis,
they did not observe any evidence that the concentration significantly
reduces competition. In addition, in terms of banking sector stability, it
was determined that the increased concentration did not have any effect
on the bank insolvency risk. However, they found that bank solvency risk
was positively correlated with competition, supporting the franchise value
paradigm. (Levy Yeyati and Micco, 2007).

In their analysis, Liu and Moluneux (2011) examined the effects
of competition on bank risk-taking behavior in four Southeast Asian
countries (Indonesia, Malaysia, the Philippines, and Vietnam). As a
result of the research, they concluded that competition does not increase
bank risk-taking behavior and the results seem robust for different model
features, estimation approaches, and variable structures. They also found
that concentration is inversely proportional to bank risk, while regulatory
restrictions positively affect bank risk-taking.

Fungacova and Weill (2009) present an empirical examination of the
role of bank competition in the emergence of bankruptcies for Russian
banks for the period 2001-2007. They used the Lerner Index to measure
competition. As a result of the analysis, they found that a high degree
of market power reduces the occurrence of failures for Russian banks.
The findings support the competition-vulnerability view that high bank
competition is detrimental to financial stability (Fungacova and Weill,
2009).

Mateev, Tariq and Sahyouni (2021), in their study, examined the
effects of banking competition and capital level on the risk-taking behavior
of banking institutions in the Middle East and North Africa region. In the
study, they measured data from more than 225 banks for 18 countries with
Panel Data Analysis. According to the results, they found that banks in the
Middle East and North Africa region tend to have higher capital ratios as the
competitive environment increases and banks increase their capitalization
levels in response to high risk (Mateev, Tariq, & Sahyouni, 2021).

In the last quarter-century, the relationship between competition
and risk in the banking sector has been the focus of many studies in the
academic community. Studies in this field have been handled in many
ways. Most of the studies have examined the effects of banks’ risk and
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competition level on stability. As a result of these studies, it has not been
possible to reach a definite judgment on the competition-risk-stability
relationship in the banking sector. An important and most of the studies
have concluded that competition causes high risk, and this causes instability
in the banking market (Fungacova and Weill, 2009; Anginer, Demirgii¢
and Zhu, 2014; Tabak, Fazio and Cajueiro, 2012). However, there are also
studies suggesting that competition and high risk contribute to the stability
of the banking sector (Boyd and De Nicolo, 2015 and Martinez-Miera and
Repullo, 2018). When these studies, which concluded that competition
affects the risk levels of banks and the stability of the sector, positively
or negatively, it was not possible to conclude when evaluated together.
Therefore, it is important to approach cautiously the opinions of the
majority that competition causes high risk and high risk causes instability
in the financial sector, and for this reason, restriction of competition.

4. DATA, MODEL, AND FINDINGS

The effect of competition between banks on the risk of banks has been
the subject of many academic and political debates, especially after the
global financial crisis. Although competition in the banking sector has led
to greater innovation and efficiency, suspicions that this competition has
led to greater vulnerability have increased academic interest in the subject.

Similarly, with the financial crisis, systemic fragility, and the
resurgence of interest in prudential macroeconomic regulation, discussions
on risk assessment practices and reorganization of the financial system
have resumed. Therefore, investigating the reasons for the risk-taking
behavior of banks in line with efforts to ensure and maintain systematic
stability can be evaluated within the scope of this subject (Tabak, Fazio, &
Cajuerio, 2012).

Banks must use the savings they collect from the market correctly
and direct them back to the market. While doing this, banks want to reach
more savings compared to their competitors, to use these savings as loans,
and to make a profit as a result. However, the existence of many banks
in the market forces banks to take some risks to gain an advantage and
attract savings. This situation brings with it the questions of how much
risk the banks take to compete, and what the dimensions of the relationship
between competition and risk are. For this reason, it is important to measure
the relationship between competition and risk in the banking sector.

Within the scope of the study, OECD countries, which are thought to
have a homogeneous structure, were selected to determine how the level
of competition in the banking sector affects the risk in the sector. For this
purpose, data from the years 1996-2014 belonging to 35 OECD member
countries, whose data can be accessed from the World Bank, were used.
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The reason why the analysis is limited to the years 1996-2014 is since the
Lerner Index variable, which is used to measure competition, has not been
published by the World Bank after 2014.

In the study, GMM (Generalized Moments Method), which is one of
the dynamic panel data estimation methods, was used to determine the
effect of competition in the banking market of 35 OECD member countries
on the risk of the banking market. In the literature, the GMM method is
frequently used in first-order autoregressive processes with a large number
of cross-sectional data and a small-time dimension (Bowsher, 2002:216).
Since the main model of the study, which is the subject of estimation, is a
dynamic model, it is expected that the econometric model will also have a
dynamic structure. Unlike the static panel data model, the dynamic panel
data model contains one or more variables with its lagged values.

In the first step of the estimation, the error terms are assumed to be
independent and homoscedastic with firm/country versus time. This
assumption is stretched when the variance-covariance matrix generates
a consistent estimate from the errors obtained in the first step. The two-
stage GMM estimator appears to be more efficient when the error term
is heteroscedastic. In the generalized moment method (GMM), the
first difference is estimated by the generalized least squares method by
transforming the dynamic fixed-effect model tool with variables. The
estimators obtained are called generalized moment estimators or two-stage
instrument variables estimators (Giiris, 2005).

Roodman (2009) suggests that the dynamic panel method can be used
instead of the static panel method in the following situations:

¢ The unit size in the dataset is more than the number of times
(N>T)

¢ The model to be tested is a linear function

* Asignificant relationship between its lag values and the dependent
variable

* Independent variables are not entirely exogenous

The model to be tested in the study is as follows:

BankZ;, = a+ fB,Lerner Index;, + B,GDP;, + B,BankROE;, + &;,

The variables included in the model are explained in detail below:

BankZ: This variable, which is added to the model to measure the
risk of the banking sector, basically shows the probability of a country's
banking system default. This variable, taken from the World Bank website,
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can be considered as a common measure of stability at the institutional
level. The Z-score is calculated as Z = (k +p)/o; where k is equity as a
percentage of assets, p is the return as a percentage of assets, and o is
the standard deviation of the return on assets as a representative of return
volatility. A high z-score calculated in this way means a lower probability
of bankruptcy. The Z-score has several limitations as a measure of financial
stability. The most important limitation is that z-scores are based entirely
on accounting data (World Bank, 2021).

Lerner Index: The Lerner Index shows the competitiveness of the
banking sector. This variable is calculated using the Lerner Index, which
shows the degree of market power of a firm in the economy. Developed by
the Russian-British economist Abba P. Lerner in 1934, the Lerner Index
can be formulated as = (P-MC)/P

Here P represents the price of the good determined by the firm and
MC represents the marginal cost of the firm. The index ranges from 0 to
1. The higher the value of the Lerner Index, the more the firm can charge
its marginal cost, hence the greater its monopoly power. The value of
the Lerner index lies between zero (perfect competition) and one (strong
market power).

GDP: This variable represents the percentage change in the per capita
Gross Domestic Product (GDP) of countries, in other words, economic
growth. GDP is one of the most common indicators used to monitor the
health of a country's economy. GDP is one of the most closely watched and
most important economic indicators for both economists and investors.
This variable, which is added as a control variable to the model to be tested
within the scope of the study, will answer the question of how the risks
in the banking market are affected by the developments in the country's
economy.

Bank ROE: The ROE variable added as a control variable to the
model to be tested within the scope of the study represents the return on
equity ratio (ROE) of banks. The ratio calculated as net profit divided by
equity is a measure of financial performance.

4.1. Results

In Table 1, some basic statistics of the variables in the model are given.

Table 1. Descriptive Statistics

Variable Obs. Mean St. Dev. Minimum | Maximum

Bank Z Score 769 12,41 7,43 0,01 47,57
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Lerner Index 621 0,19 0,13 -1,60 0,49
Bank ROE 770 8,54 13,82 -117,67 55,18
GDP Growth 735 0,019 0,03 -0,15 0,21

The lowest value of the Z score variable, which measures the risk level
in the banking sector, is 0.0167, while the highest value is 47.57. Before
the level of competition in the banking sector in OECD countries, the
average of the Lerner Index variable is 0.19, the lowest value is -1.60 and
the highest value is 0.494474. The lowest value of the ROE variable, which
measures the return on equity ratio in the banking sector, is -117.67%, while
the highest value is 55.18%. The standard deviation of the ROE variable,
which has a mean of 8.54%, is 13.8. The average the percentage change
in the GDP per capita variable, which is used as a measure of economic
growth, is approximately 2% and the standard deviation is 3%.

Table 2. Correlation Coefficients Matrix

Bank Z Score Lerner Index Bank ROE GDP Growth
Bank Z Score 1,000
Lerner Index 0,0258 1,000
Bank ROE 0,1188 0,1475 1,000
GDP Growth 0,3822 -0,0026 -0,0113 1,000

Table 2 contains the matrix showing the correlation between the
variables. There is a positive correlation of 0.0258 between the risk level in
the banking sector and the Lerner Index, which represents the competition
in the market. On the other hand, there is a correlation of 0.1188 between
the Lerner Index and ROE. There is a correlation close to zero between the
change in GDP added to the model as a control variable and the Z-Score
of 0.38, the change in GDP, and the Lerner index and ROE. On the other
hand, there is a correlation of 0.14 between banking return on equity and
Z score.

Table 3 below presents the results of the model tested using the
Two-Stage System GMM analysis to determine the relationship between
competition and risk in the banking sector.
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Table 3. GMM Results

Grup Variable :Country Obs. : 586
Time Variable :Year Group :35
Number of Instruments: 18 Minimum HY

'Wald chi2(3) :269.01 Mean 116,74
IProb > chi2 : 0.000 Maximum : 18

Z. Score Coefficient St. Error z P> 171
ILerner Index 40.77 15.48 2.63 0.008
GDP -243.64 97.82 -2.49 0.013
ROE 1.11 0.3770 2.95 0.003
Constant -1.56 3.94 -0.40 0.691
IAR(1) Arellano-Bond Test 7 =-1.80 0.071
IAR(2) Arellano-Bond Test 7 =-1.20 0.232
Sargan: chi2(14) = 10.94 IProb > chi2 = 0.691
IHansen: chi2(14)=7.60 IProb > chi2 = 0.909

According to the findings, there is a significant and positive relationship
at the level of 0.05 between the Lerner index representing competition
and the Z score. According to the results of the analysis, the increase in
competition among banks increases the risk of banks, on the other hand,
the decrease in competition causes a decrease in the risk of banks. It would
be useful to remind here that an increase in the Z score means less risk, and
an increase in the Lerner index means less competition. On the other hand,
a significant and positive correlation at the level of 5% between return on
equity and Z score, which was added as a control variable to the model, and
a significant and negative relationship at the rate of 1% between the Z score
and the change in GDP was found. Accordingly, as expected, we can say
that the increase in the return on equity of banks reduces the risk of banks.
On the other hand, the negative relationship between economic growth
and banking market risk shows us that banks take more risk during periods
of good economy and less risk-taking behavior when the economy is bad.
The AR1 and AR2 estimation results show that there is no autocorrelation
problem in the model. Again, the Sargan test results, which were conducted
to test the validity of the instrumental variables, show that the validity of
the instrumental variables in the model cannot be rejected. In the next part
of the study, the findings will be interpreted, and some suggestions will be
made.

5. CONCLUSION

The knowledge of how much competition between banks increases
or decreases the risk of banks is of great importance in terms of benefiting
both the financial system and the real economy. Because banks, which have
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a large share in the economy, have the power to greatly affect the country’s
economy and growth. In this study, the relationship between competition
and risk in the banking sector for OECD countries was examined. How the
positions taken by the banks due to the competition in the market affect the
risk in the sector and the relationship between them are examined.

As a result of the analyzes, findings were obtained in parallel with
the results obtained in their studies Tabak, Fazio and Cajueiro (2003 and
2008), Martinez-Miera and Repullo, (2010), Liu and Wilson, (2011),
Anginer, Demirgii¢c and Zhu (2014), [jaz (2021). Accordingly, it has been
determined that there is a significant and positive linear relationship at
the level of 5% between competition and banking market risk, and the
risk increases as competition increases. It has been concluded that in the
case of monopolization of the market, that is, a decrease in competition,
the risk taken by banks decreases. GDP and ROE variables added to the
model as control variables also gave significant results. Accordingly, it has
been observed that there is a negative and significant relationship between
economic growth and banking risk. This shows that as the national income
increases, the risks were taken in the banking market also increase. It was
concluded that there is a positive relationship between the other control
variable, banking return on equity, and the Z variable. This result shows
that the increase in the return on equity causes a decrease in the banking
market risk.

As a result, considering that the competition between banks, which
are of great importance for the country’s economies, brings with it a risk,
and high risk can cause instability in the financial sector; It is important for
market regulators to carefully monitor bank behavior in terms of preserving
the stability of national economies and financial markets.
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1. INTRODUCTION

The concept of self-employment has also become important with the
increasing importance of entrepreneurship in the growth and development
process of economies (Darict & Tasci, 2015) and the autonomy and
flexibility-based working philosophies of Y-Z generations. However, the
vast majority are still employed. Thus, recruitment processes and behaviors
emerge as an important research topic. Although it has been handled in
different ways by researchers, the important point is that the importance of
qualified personnel in terms of organization is great. People are now seen
as the most important factor that determines the production of goods or
services in organizations (Demirkiran, 2014:5).

Although the effectiveness and efficiency of organizations are related
to many different variables, success in the process of finding and selecting
employees is very important in overall organizational success. Intellectual
capital, which employees acquire skills and competencies from another
perspective, is one of the main indicators of organizational success. In this
context, it is the responsibility of HRM professionals to determine the most
suitable candidate for the organization and who can provide added value
in competitive advantage, based on the principle of right person for the
right job, which is a very complex and risky process. Geylan (1992:101)
states the main results of wrong employee selection in his study: “Wrongly
selected employee brings an additional training load to the organization,
reduces productivity, increases work accidents, increases the workload on
colleagues and increases the employee turnover rate. The wrongly chosen
employee usually has to leave the organization after a while.” This means a
significant loss of time and cost for the organization in finding and selecting
a second employee for the second time. In fact, it is necessary to interpret
the resulting picture more deeply. Employee selection, in the simplest
terms, is “the selection of candidates who will fit best for the organization
and for a particular position,” as Bingdl (2013: 229) comments. The main
point emphasized here is “harmony”; job fit, organizational fit, culture
fit...etc. When the recruitment equation and the situation that will result
from wrong choices are so complex, the methods and data sources used for
selection also diversify.

The step before the recruitment process is the candidate identification
and finding phase. At this point, the most frequently used and utilized data
source is the CVs that the candidates submit to the labor market. The CV
provides a lot of data about the candidate to those in the human resources
department. Although it is a controversial issue, it would not be wrong
to state that the photographs of the candidates are very effective in the
selection process. This effect can create positive or negative prejudice
or sentiment. In his study, Erdogan (2007) said, “There are many valid
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reasons why photographs are not included in the CV in western countries
such as England and America. One of these reasons is that if your image
in the photograph is not positively received by the manager, it is highly
likely that your resume will be ignored.” The idea that many negative
perceptual misconceptions such as prejudices, sexism and racism can be
involved is among the debates. However, in our country, photography is
a required and often mandatory part of job applications. At this point, the
effect and perception dimensions of photography in the recruitment and
candidate finding process is a subject worth investigating. Maybe even if it
is not considered as a real and effective variable in terms of the recruitment
process, it is a subject that has been evaluated and wondered for centuries
both in terms of physiognomy in the west and the science of dress in the
east.

Today, almost everything can be imitated and/or substituted within the
scope of the organization, but there is still human resource, which is one
of the most important resources in providing difference and competitive
advantage. In this context, it is one of the primary duties of HRM
professionals to choose the right human resource in the first place. The
more various methods are used in this multidimensional task process, the
less the risk of making the wrong choice. Perhaps the most well-known of
these methods is the curriculum vitae prepared by the candidates. Despite
being controversial, photos in resumes are an important point for HRM
professionals (Oztiirk, 2021).

In this study, the perceptual importance that HRM professionals give
to the photographs of the employee candidates in the process of employee
selection and the preference of the candidates with what kind of features
are discussed from the perspective of clothing science and physiognomy,
within the framework of facial analysis. Face Reader Online 8.0 analysis
program was used in the photo analysis of the candidates.

2. CANDIDATORY IDENTIFICATION AND EMPLOYEE
SELECTION

The management of the recruitment and selection process, which is
associated with every HRM process, is one of the most basic functions
of HRM. The reason for this is that it would not be wrong to state that
choosing an employee who is fully compatible with the organization and
the job is the trigger for the entire HRM process. However, it is a very
difficult process because it affects the entire functioning of the organization.
In fact, these two processes are different from each other, but they follow
each other in content.

Exactly in the area between these two processes, the characteristics
and variables of the candidates come into play. One of these variables and
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influence factors is the photographs in the resume. Before reaching this
point, it will be useful to evaluate the concepts of finding and selecting
candidates and their importance in order to understand the whole subject.
In this context, the typical process of finding and selecting employees in an
integrated context is visually shared as follows;

Human Resources Planning

+ Job Analysis

«  Demand/Supply Balance

+  Job Requirements and
Definitions

a
Candidate candidate Pool
Research

SELECTION PROCESS

Acceptance of Applications and
Preliminary Review

Filling the Application Form
Exams and Tests
Recruitment Interviews

Reference and Background Check

APPLICATION REJECTION/EXCLUSION

] Health check

r
1
1

Figure 1: Integrated Employee Recruitment and Selection Process

Source: adapted from Uyargil et al. (2008:130) and Acar (2013:133).

Finding an employee is a “search” activity, and at this stage, it is
important to create the largest “candidate pool” suitable for the purposes
of the business, and then to make the “right choice”. The success of this
stage depends on both the effective business analysis and human resources
planning of the business and the correct creation of the candidate pool
(Akdogan, 2012: 2). The concept of selecting an employee, on the other
hand, can be defined in its simplest form as “the process of selecting a
candidate with the desired characteristics from among many candidates
in order to successfully fulfill a job (Anthony et al., 1996: 243)”. They
are similar but different processes in many respects, which follow each
other and intermingle at certain points. With the human resource planning
process, the number and qualifications of the employees to be recruited
are determined, in a sense, a framework is created within the scope of the
right person for the right job. In line with the needs and the policies of
the organization, the search for employees is started through internal and
external resources, and announcements or announcements are started. At
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this point, job candidates apply to the organization, and it would not be
wrong to say that the most frequently used method in the application process
is the CV method. Along with this process, employee selection procedures
also come into play. The main purpose in the recruitment process is to
create as wide a pool of candidates as possible. Because what is wanted is
not just to fill a gap, but to identify a high-performing candidate who will
integrate with the organization and the business. In the selection process,
the employee tries to reduce the number of candidates with the methods
used in the election process, instead of increasing the number of candidates
for open positions (Erdogdu, 2013: 85). In this context, as shown in Figure
1, various handling methods such as pre-screening (resume review and
application form), exam, tests, interviews and health assessment are used.

While evaluating the harmony between the organization and the
employee in the context of purpose and target in the process of finding
and selecting employees, it should be planned and managed in a human-
oriented, objective, strategic context (Gok, 2006: 38) and should be carried
out meticulously by paying attention to details. But on the other hand, this
process needs to be carried out quickly because when the disruptions to be
experienced are taken into account, the costs will increase in many steps
due to the wrong employee selection or the lack of employees due to delays
(Sabuncuoglu, 2000: 72). Before mentioning the aforementioned costs,
it would be correct to mention the main factors that cause these wrong
recruitments (Sandico and Kleiner, 1999 as cited in Sarilar, 2006: 5);

» Incomplete and ambiguous analysis of jobs and positions
Inadequate analysis of job requirements
Inadequate initial elimination

Wrong and inadequate interview techniques

YV V V V

Wrong and insufficient questioning techniques

» Excessive and inappropriate promotion and image of the
organization

» Creating false career/wage expectations
» Failure to perform reference check

Mistakes made by the enterprise in the procurement and selection
process have many negative effects, from decrease in productivity to work
accidents, from conflict to an increase in employee turnover. Employee
turnover costs are difficult to measure and most organizations fail to
realize its impact on profitability and employee productivity (Haque et al.,
2019). Mistakes made in procurement and selection cause cost increase
in two points in particular; Compensation and other expenses caused by
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the mistakes and accidents made by the poor quality employee in the
business and the dismissal of the wrongly selected employee. In addition,
such situations cause many expenses such as rehiring costs and training of
newcomers to increase (Akdogan, 2012:3). It is important to understand
the importance of the situation to address the consequences of not being
able to provide suitable personnel for the job at the organizational and
individual level. The results mentioned in the Table below are listed in
detail (Kog, 2000);

Table 1: Individual and Organizational Reflections of Wrong Personnel Selection

ORGANIZATIONAL RESULTS

e Depressed due to failure when given a

job beyond his abilities.

e When given a job below their abilities,
they experience problems such as not
adopting the job and not taking the job
seriously.

e The number of work accidents increases
e Increases absenteeism and turnover

e Costs increase

e In-service training expenses increase

o Other personnel are adversely affected
o Efficiency and productivity decrease

e Conflict environment and perception of
organizational injustice occur

e Job dissatisfaction is experienced

e Decreased commitment to work and
organization

e Personal inefficiency and dissatisfaction
are experienced.

3. CLOTHING SCIENCE AND PHYSIONOMY WITHIN THE
FRAMEWORK OF BACKGROUND PHOTOGRAPHY AND FACE
READING IN EMPLOYEE SELECTION

The nature of the job and the organizational structure have a positive
relationship with the methods used in the selection process. In other words,
job characteristics will affect how the organization selects employees. Each
method provides a mechanism for collecting certain types of information
aboutapplicants. Inthis context, the things to be considered in the recruitment
process are the skills, education, work experience and demand conditions
in the domestic market (Mortensen, 1970; Lipmann and McCall, 1976 as
cited in Ayhan, 2019). If the organization is interested in the candidate’s
work history, “curriculum vitae” and “application forms” are possible
methods that are frequently used to collect the necessary information (Wilk
and Capelli, 2003:104). This process is not free from stereotypes and social
prejudices. Shared beliefs and values influence practices and distort the
perception of HRM professionals in the process of comparing candidates.
A choice that must be made on the basis of qualifications for professional
performance may be subject to the influence of biased judgment based
on presumed and stereotypical qualifications. Another trigger for this is
the large number of candidates and the associated information overload
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(Paim & Pereira, 2018). In this process, the HRM professional may act
with basic and past prejudices and general stereotypes in order to make
quick decisions.

Human resources professionals go through the process of making a
judgment and making a decision about the candidate by looking at the CV,
and the existence of more than one factor affecting this process necessitates
the examination of this process (Vardarlier et al., 2018). One of these areas
is the photos in the resume. When the domestic literature was examined,
Vardarlier et al. (2018) tried to discover the areas where human resources
professionals focused on by using the eye tracking method in the CVs they
examined during the recruitment process. As a result, they concluded that
all professionals must look at the photos and that the resumes with photos
create a more positive judgment. Vernon and Coley (2010: 10) also put
forward the idea that the photo in the CV is an element that can attract
the employer or HRM professional’s first and perhaps only interest and
cause them to examine it more carefully. In a sense, the importance of
photography is a phenomenon that is widely accepted, but at this point,
the question of what is the influencing factor and how it is examined
arises. This subject of curiosity and research is not new, in fact, it dates
back hundreds of years. In eastern culture, “ilm-i kiyafe(t)” appears as
physiognomy in western culture.

As mentioned above, the approach that reveals the characters, morals
and inner characteristics of people by looking at their organs and external
appearances such as hair, eyes, ears, hands is called kiyafe(t) science [ilm-i
kiyafe(t)] in the east and physiognomy (physiognomy) in the west. The
works that deal with the data of this method are called kiyafe(t)-ndme in
eastern culture. Experts in this science are called kayif, kiyafet-sinas or
physiognomist (physiognomist) (Kirbiyik, 2009). Physiognomy is thought
to have developed systematically for the first time in China. The art of face
reading has been used from Ancient China to Ancient Greece, and then in
today’s modern world to obtain clues and information about the characters
of individuals (Demir and Dogru, 2017).

Since ancient times, people have been using physiognomy to
understand other people and their internal structures. Like every field
of science, it is devoted to deepening and specific sub-titles over time.
[Im-i Giyim or iIm-i sim4, which is a special type of physiognomy, means
“understanding the morality of people from their facial features” (Kirbiyik,
2009). Face-reading, also known as the art of face reading, is a science
known since ancient times, and the first studies in this field are based on
the art of face reading known as “Mien Shiang” in China, which dates
back to BC. There is a close relationship between being happy and being
happy. In the following years, it also affected the western culture, facial
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features attracted the attention of Aristotle, and he adopted the belief that
people’s facial features gave detailed information about their personalities
(Bozkurt, 2009: 27).

Today, the use of information and communication technologies in
human resources management has become an important strategy that
organizations use to gain competitive advantage. It provides an opportunity
to create new ways to contribute to the HR applications of information
technologies and organizational effectiveness (Erdogmus & Esen, 2011).
Parallel to this, physiognomy has changed in an innovative context by
adapting to today’s conditions and technology, and has become electronic
with computer and digital image processing technologies. Face detection
in an image is an important development in digital image processing.
However, detecting, detecting and selecting the positions of sensory organs
such as eyes, nose and mouth on the face is one of the difficult areas of digital
image processing. ASM (Active Shape Model), AAM (Active Appereance
Model) and similar models have been used in the past. Especially since
2006, the CLM (Constrained Local Models) method has been actively used
because it gives better results (Demir and Dogru, 2017). The ability to
develop accurate predictions of data processing and computer programs
created as a result of time and research has increased over the years.
Religious beliefs and the science of clothing within the framework of these
beliefs have been perceived by a certain part as “fortune telling” for many
years (Tiirk, 2007:118) and scientifically it has often been approached
with suspicion. But some studies show the opposite. In the studies of Al
Moubayed et al. (2014) and Gavrilescu (2015), the accurate prediction rate
of certain personality traits with the face recognition system was found to
be around 70%. Although the professional world has begun to resemble
each other on a global scale over time, these results may not yield the same
results in local applications, since today’s societies are not uniform when
viewed from the framework of analysis (Wasti & Erdil, 2007).

4. MATERIAL AND METHOD

In this part of the study, the analysis and evaluation of the data obtained
for the determined purposes will be made.

4.1. Purpose and Importance of the Research

Physical characteristics by many; It is thought that it provides
researchers and professionals with a means of obtaining information about
personality and psychological features that will be much more objective
than questionnaires and neuropsychological tests, and that can be obtained
remotely by using a face portrait without requiring personal participation
(Kamenskaya & Kukharev, 2008). In this study, it is possible to interpret
the perceptual importance that HRM professionals give to the photographs
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of the candidates in the process of selecting the employee, and to interpret
the candidates with what kind of features by using face reading technology.

When the literature is examined, it has been determined that the studies
on the subject abroad are mostly in the field of psychology and marketing.
In the domestic literature, although there are studies on face reading in the
context of philosophical and literature, no study has been found within the
scope of research / practice and in the recruitment process for HRM and
organizational behavior. It is thought that the study will present a different
perspective with its feature of being a pioneering study within the scope of
e-iky and innovative iky.

4.2. Assumptions and Limitations of the Study

When examined in other studies in the literature, the most difficult
aspect of such a study is that it is diverse in terms of ethnicity, clothing,
haircut and other features that affect the face as well as the perception of
the person (Al Moubayed et al., 2014). Although it is not possible to apply
the “Ceteris paribus” assumption in social science research, this limitation
has been tried to be avoided by keeping a single person and all other
characteristics the same. However, differences such as the energy reflected
by the person and the instantaneous light change could not be prevented.

Since the research is in the scope of the pilot application, limitations
were made in the scope of the photograph diversity and the number of
people interviewed in the focus group, due to the limited time and cost
factors. This reduces the chance of making comments in a broad perspective.

Since the program used is a demo version, sufficient data could not
be reached. However, it has a scale that focuses on emotional states rather
than personality dimensions.

4.3. Research Method

In the research process, the qualitative method was used gradually.
Purposive sampling method was used to increase the external validity
while selecting the participants in the study. Accordingly, in order to be
well-informed and knowledgeable in the field, “Taking an active role in the
Recruitment Process and CV reviews”, “Minimum 5 years of experience”
in order to be aware of various misconceptions with experience and
experience, to have strong interaction with new hires and to have up-
to-date perceptions. Interviews were made with 6 HR Professionals
“including Generation Y, who were born between 1980-96”. Demographic
information of the participants is given in Table 2;
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Table 2: Demographic Data of Participants

IPARTICIPANT |[AGE [EDUCATION IEXPERIENCE [POSITION SECTOR
STATUS (Year)

IK1 38 IBachelors degree |11 |Assistant Manager [Tourism

K2 32 IMSc 5 Chef Food industry
K3 35 IBachelors degree [9 Chef Tourism

IK4 38 Bachelors degree |13 Manager Tourism

IKS 33 IBachelors degree [9 Chef Food industry
K6 34 Bachelors degree [9 Assistant Manager [Food industry

Data were collected using semi-structured interview forms with the
participants in August-October 2019. Interview forms were transferred to
Word document and descriptive and content analysis was made. Depending
on the research purpose, three main research questions were determined:

* RQ1: What is the importance of the candidate’s photos on the CV
for you?

* RQ2: (Stage 1) If you assume that they have equal competencies
and career backgrounds, which employee would you prefer to call for an
interview and why? (For 8 photos created via 8 master code)

* RQ3: (Stage 1) what would your top 3 rankings be?

Explanation: The same person was photographed wearing the same
clothes, over 8 main themes (Natural, Happy, Sad, Angry, Surprised,
Scared, Disgusted and Contemptuous) in the Face Reader Online program.
When necessary, bowing was done with photo processing programs and
questions were asked to the participants.

* RQ4: (Stage 2) If you assume that they have equal competencies
and career backgrounds, which employee would you prefer to call for an
interview and why? (for photos created through the 3 prominent codes and
their derivatives)

Explanation: In the 1st stage, 2 themes were determined based on the
dominant themes of the selected pictures and a question was asked again
by creating combinations with other themes belonging to them.

5. RESULTS

The findings obtained in the research are shared below based on the
research questions determined with their basic dimensions. In addition,
some of the statements that play an important role in the formation of
themes and codes are included under each question.

RQ1: What is the importance of the candidate’s photos on the CV for
you?
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Table 3: Participants’Ideas Regarding the Importance of the Candidate’s Photos

in the CV

KEY PHRASES FREQUENCY PERCENT
Inseparable Part 2 33
Not without 1 17
Important 6 100
Complementary/Supporting 2 33
Rapport 2 33
Energy 2 33
The first impression 4 67
Personality Mirror/Reflection 2 33
Professional 4 67
Reliable 3 50
Memorable 2 33

Within the framework of the answers given, the expression repeated
by all the participants without exception was “Important”. In other words,
all participants find the photo in the CV important and effective. The
expressions that clarified this with 4 participants were “First Impression”
and “Professional”. In the context of the shared answers, it can be said
that the participants got the first impressions of the person to whom the
photographs were important and examined the professional stance of the
candidates. Another striking factor is that half of the participants find CVs
with photos more reliable.

Some participant statements about this theme are as follows:

K2: “... I agree with the idea that the candidate is hiding something

unintentionally when I do not see a photo on the resume”, “...In a way, the
first contact area with the candidate is indispensable”

K4: “I want to see the harmony between the candidate’s CV and the
photo of the person, in a sense, it feels like a reflection of the personality
and gives me confidence in the decision to be made”

RQ2: (Stage 1) If you assume that they have equal competencies
and career backgrounds, which employee would you prefer to call for
an interview and why?

Except for participant 6, all participants primarily preferred the
“Happy” dominant photo. Participant 6 preferred the “Natural” dominant
photo. In the table below, the opinions of the participants regarding the
reasons for preferring the photographs are given;
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Table 4: Reasons for Choosing Dominant Feature Photos in the Scope of Main

Themes
THEME KEY PHRASES FREQUENCY PERCENT
Energetic 4 80
Sympathetic/Friendly 3 60
Confidence 2 40
Compatible 2 40
Willing 2 40
Patient 2 40
High communication skills 2 40
Submissive 2 40
> Humble 2 40
(> Youth 2 40
é Potential 2 40

In the table above, the statements of the participants who chose
the photo in the dominant theme of “Happy” are given by at least 2
participants. The predictable headlines were the most frequently repeated
phrases, namely “Energetic” and “Sympathetic, Friendly”. The interesting
thing is that 2 participants perceived that the candidate was obedient in his
statement. The interesting thing about this statement is that it indicates that
this feature is a desired feature in a sense. In a context, it can be said that
the participants tend towards those who show “Type B Personality Traits”.

Some participant statements about this theme are as follows:

K3: “... In the candidate’s expression, a willingness and obedient
nature is felt to adapt to the organization... Humility is essential in friendly
people, which is one of the characteristics we want”

K6: “Natural people have always seemed more reliable to me. .. [ found
the candidate in a way sincere and calm... It provides a more professional
and calmer feeling... Resistant to stress and serious”

RQ3: (Stage 1) what would your top 3 rankings be?

Table 5: Participants’ Tendency to Rank Photos with Dominant Feature

DOMINANT THEME RANK 1 RANK 2 RANK 3 TOTAL
Happy 5 1 0 6
Natural 1 3 2 [
Sad 0 0 0 0
Mad 0 0 0 0
Surprised 0 0 0 0
Frightened 0 0 0 0
Disgusted 0 0 0 0
Condescending 0 2 4 6

In the context of dominant-themed photographs, it is seen that the
participants focused on 3 main themes and even did not mention any other
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themes except the 3 themes mentioned. As mentioned above, the photo with
the theme “Happy” was preferred with the joint decision of 5 participants
in the 1st place, while the photo with the “Natural” theme was the most
preferred theme with 3 participants. Significantly, the “Shy” themed photo
attracted the attention of the participants and emerged as dominant in the
3rd rank.

Some participant statements about this theme are as follows:

K4: “I feel a sense of self-confidence and courage when I look at this
(Condescending Photo)”

K5: “The candidate has a self-confident and charismatic structure
(Condescending Photo)”

K6: “Even though it has an aura, it doesn’t give me full confidence, I
feel alack .... I don’t think I’d choose it normally (Contemptuous Dominant
Photo)”

From the comments of the participants, it is noticed that the
expressions of “condescending” are actually evaluated within the scope
of self-confidence and charisma. But despite this, no one put it first, they
added it to the next evaluations.

RQ4: (Stage 2) If you assume that they have equal competencies
and career backgrounds, which employee would you prefer to call for
an interview and why?

Table 6: Preference Tendencies of Participants in Mixed Themes

MIXED THEME
FREQUENCY

Dominant Theme 2. Theme 3.Theme

Happy Condescending Natural 2

Happy Natural Condescending 3
Condescending Happy Natural 0
Condescending Natural Happy 0

Natural Condescending Happy 0

Natural Happy Condescending 1

In the mixed-themed photos, a result has emerged in parallel with the
previous comments and almost completely overlapping. 3 of the participants
preferred the order of Happy-Naturally-Shy. It was immediately followed
by the Happy-Shy-Shy-Natural ranking with 2 participants. When Table
5 is examined, the rankings of the participants in the separate themes and
their preferences in the mixed-themed photos were also the same. In a way,
a result has emerged that completes the validity of electronic face reading.
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CONCLUSION

Resumes are a tool that candidates use to prove themselves and
their compatibility with the job to the evaluator. It is the candidate’s first
contact with the evaluator, which would not be wrong to compare it to
first impression. In today’s conditions, HR professionals will not have the
opportunity to examine the CVs of all candidates for a long time in the
face of high number of applications, during which the evaluator will try to
be fast but careful. One of the areas where evaluators are consciously or
unconsciously affected during the pre-selection process is the photographs
of the candidates. In the light of this fact, researchers face several questions,
“Which facial expression variables in the photograph affect the choice?”,
“Can this work be done with electronic programs?” and “Do the results of
the programs match with the comments of the professionals?”. When the
results of the study are evaluated, the first point to be noticed is that the
results of the Face Reader program and the comments of HR professionals
show parallelism. Although no information was given about the themes
of the photos, the professionals were able to find the right themes in
their evaluations. Considering the theme of the ideal resume photo of
the determined focus group, it is seen that they prefer the happy-natural-
condescending order. On the other hand, individual theme preferences were
also realized in the same order. The point that misled the professionals
in the study or the factor that created the perceptual difference was the
identification of the condescending expression with “self-confidence”. As
a result, when the general evaluation of the study is made, it would not be
wrong to say that face reading programs can be used even though there are
still small margins of error in photo interpretation.

Since the study is one of the first studies in its field in the domestic
literature or the first to be identified, there may be deficiencies in the results
reached in the basic process. In future studies, by multiplying the variable
number of candidates with similar characteristics in a larger resume pool,
the ideal CV photo frame can be formed on a national basis. Matching and
coherence in human-computer interpretation, which is the side result of
the study, can be tested with a larger sample and evaluation process, and
cultural updates can be made.
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