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ABSTRACT

MISMATCH OF LABOR FORCE AND INDUSTRY IN KONYA:
ANALYSIS OF STRUCTURAL AND INDIVIDUAL FACTORS FROM
EMPLOYER’S PERSPECTIVE

Fenerli, Aydin
M.Sc. Department of Social Policy

Supervisor: Assoc. Prof. Dr. Fatma Umut Besgpinar

December 2019, 135 pages

Turkey has experienced a significant economic growth after 2002 and GDP increased
along with growing sectors and increasing income. However, growth was not reflected in
the labor market outcomes. This study focuses on causes of not increasing labor force
participation in a rapidly growing economy of a province, aims to understand underlying
reasons, and identifying areas that need to be addressed in future. The research and
discussions were carried out on the case of Konya province, by focusing on industry
sector from employer perspective. A field research has been carried out through in-depth
interviews with employers and experts and descriptive statistics were utilized. The
research question addresses the issue by understanding the factors behind not increasing
labor force during the significant economic growth: How is the lack of increase in labor
force participation rate explained by employers, despite growing economy and industry
since 2008 in Konya province? There are three main findings, among other findings
considered, in answering this question, (i) inadequacy of job value in the industry in
attracting and engaging workforce (ii) shortage of labor supply in quantity and quality in
meeting labor demand of industry, and (iii) existence of skill mismatch. These findings

which are strongly interconnected, also correspond to demand and supply sides of the



labor market as well as their interaction with each other. The case of Konya helps to
understand challenges of the demand and supply sides of labor market in Turkey, which
| believe could be generalized to other emerging cities in Turkey, and maybe to other
cities with similar challenges in developing countries.

Keywords: Labor Market Mismatch, Skill Mismatch, Labor Force Participation, Job
Value, Labor-Output Relation



0z

KONYA’DA IS GUCU VE SANAYI UYUSMAZLIGI:
YAPISAL VE BIREYSEL FAKTORLERIN ISVEREN BAKIS ACISINDAN
ANALIZI

Fenerli, Aydin
Yiksek Lisans, Sosyal Politika Bélimi

Tez Danismani: Dog¢. Dr. Fatma Umut Bespinar

Aralik 2019, 135 sayfa

Turkiye 2002 yilindan sonra 6nemli bir ekonomik biiyiime yasamis ve biiyiiyen sektorler
ve artan gelir ile birlikte GSYH artmistir. Ancak ekonomik biiylime isgiicli piyasasi
sonuglarina ayni oranda yansimamistir. Bu c¢alisma, ekonomisi hizla biiyiiyen bir ilin
isglicii katiliminin artmamasinin nedenlerini anlamay1 ve gelecekte odaklanilmasi
gereken alanlar1 tespit etmeyi amaglamistir. Arastirma ve tartismalar Konya ili vakasi
lizerinden yapilmus, isveren perspektifinden sanayi sektorii odaga alimmustir. Isverenler
ve uzmanlarla derinlemesine miilakatlar yoluyla bir saha arastirmasi yiiriitilmiis ve
beraberinde tanimlayici istatistiklerden faydalanilmistir. Arastirma sorusu, biiyliyen
ekonomiye ragmen artmayan is gilicii katiliminin nedenlerini anlamak {izere “Konya
ilinde 2008 yilindan bu yana biiyiiven ekonomi ve sanayiye ragmen isgiiciine katilim
orammin  artmamast igverenler tarafindan nasi agiklanmaktadir?”  seklinde
tasarlanmistir. Bu sorunun cevaplanmasinda, diger bulgular ile beraber, ii¢ ana bulgu
ortaya ¢ikmigtir. Bu ii¢ bulgu, (i) sanayideki islerin degerinin is giiclinii cekmekte ve elde
tutmakta yetersiz kalmasi, (ii) is giicli arzinin nitelik ve nicelik olarak yetersizligi, (iii)
beceri uyusmazliginin mevcudiyeti seklindedir. Giiglii bir sekilde birbiriyle baglantili

olan bu bulgular, ayn1 zamanda isgiicii piyasasinin talep ve arz taraflari ile birbirleriyle
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etkilesimlerine de karsilik gelmektedir. Konya 6rneginde, Tirkiye'de isgiicii piyasasinin
talep ve arz taraflarinin karsilastiglr zorluklarin, Tiirkiye'nin gelismekte olan diger
sehirlerine ve belki de gelismekte olan iilkelerde benzer sorunlari olan diger sehirlere de

genellestirilebilecegine inantyorum.

Anahtar Kelimeler: Isgiicii Piyasas1 Uyusmazligi, Beceri Uyusmazhig, Is Giicii
Katilimu, Is Degeri, Isgiicii-Cikt1 Tliskisi
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CHAPTER 1

INTRODUCTION

Turkey has experienced a significant economic growth after 2002 and GDP
increased along with growing sectors and increasing income. The growth has been more
prominent in the larger cities of the country, where population is concentrated, industry
and service sectors are larger, and most businesses are located. In this period, in addition
to the existing industrial centers of the country, which are primarily Marmara and Western
Aegean Regions, new economic hot spots emerged in other parts of the country, with

growing industry and service sectors.

Nevertheless, the economic growth is reflected in the labor market outcomes only
to some extent in these regions. As a business consultant, | have been working with the
large industrial companies in these emerging cities for the last 5 years, and my key
observation was that employers struggle in attracting and retaining workforce. In a post-
transformation period with high rates of growth, talent attraction to these newly emerging
cities was a main problem. However, these businesses were also struggling in finding and

keeping blue collars, and | was always curious to find out underlying reasons for it.

In this study, I focus on the case of Konya, one of the largest provinces in the
inner-Anatolia and an emerging economic hot-spot, to examine mismatch of labor force
and industry. In the selection of the case for this research, in addition to my observations
while consulting to the businesses in this city; fluctuations in the labor force participation
despite high economic growth performance made Konya a significant case.



1.1. Aim of the research and the research questions

Economic and more specifically industrial growth do not produce the intended
outcome, i.e. the growth of labor force participation. Understanding the foundations of
this issue is the main aim of the research. The research primarily provides an explanatory
definition of the problem and agenda setting for the disparity in labor market and industry

growth by focusing on the case of Konya.

The research question addresses the issue by understanding the factors behind

shrinking labor force during the significant economic growth:

How is the lack of increase in labor force participation rate explained by

employers, despite growing economy and industry since 2008 in Konya province?

The main assumption behind this question is that with the growing economy and
industry, it would be expected that increased job opportunities would encourage more
people to participate in workforce and would eventually increase labor force
participation. However, in the case of Konya, it is hypothesized that, existence of a labor
market mismatch between expectations of the industry sector and characteristics of
available workforce of Konya is the main structural factor behind not increased labor
participation in a growing economy and industry, among other socio-economic and

individual factors.

During the research, in addition to the main research question, other sub questions

arose while the data is collected. These sub questions are:

a. How do the structural socio-economic and individual factors play a role in
shrinking labor force participation?

b. What are the characteristics of unmet labor demand in industry on Konya?

The sub questions are also addressed in this research along with the main question
as there might be various reasons behind the disparity in Konya case, which could be
related to supply or demand sides as well as a result of external market forces. To

understand the issue, and the factors behind it, the characteristics of employers and

2



employees, expectations from each other, dynamics of interaction of the two and

consideration of external forces are critical to assess.

1.2. Scope of research: Case of Konya

Konya is a large, economically significant city in inner Anatolia, Turkey. Konya
has performed outstanding GDP and industry growth in the examined decade (2008-
2017). However, labor force participation has not changed after a decline in the first half

of the decade, then fluctuating trend.!

Considering growing economy and industry, fluctuating but not increasing labor
force participation and decreasing unemployment, it is possible to interpret that there had
been an increase in labor demand in Konya in the given period. This verifies the first part
of the assumption behind the research question, which was, “with growing economy and
industry, it would be expected that increased job opportunities would encourage more
people to participate in workforce and would eventually increase labor force
participation”. With increasing labor demand, job opportunities increased in Konya.
However, this did not result in encouraging people to participate in labor market in the
given period. Konya is differentiated from other economically large provinces with its
low performance in labor participation, which is the main reason behind selecting Konya

for the research.

1.3. Research methodology

The research methodology applied in this study is a primarily qualitative analysis
of in-depth interviews that is conducted by the author in a field study, as well as utilization
of descriptive statistics, in cross checking findings and providing a detailed answer to
research question. The field study is conducted with a total of 18 interviews with

employers and experts in Konya, in semi-structured in-depth interviews format. The

! See: 2.2.2. Konya for the details



interviews were carried out with experts from the relevant local and regional institutions

and employers from the largest manufacturing industries of Konya.

Some of the interviewed organizations were either clients or stakeholders of
previous studies and projects that the author carried out in Konya and Inner-Anatolian
region. This network provided an advantage in identifying and contacting the relevant
institutions and people. By also informing the local authorities in advance and utilizing
the existing network to reach employers and experts in targeted sectors, most interviewees
welcomed this study and were eager to contribute. On the other hand, there had been also
some limitations, such as institutions and companies refusing to participate in interviews.
In addition, there had been other constraints with the unavailability of the secondary data

and detail level of it.

The results of interviews are analyzed qualitatively through mapping of both
themes and sub-themes, and coding. The frequency of mentions and comments are
analyzed per sub-themes. Types and sectors of interviewees are also considered in this
analysis. The key limitation in this research is that the case is approached primarily from
the perspective of employers and employer organizations. Employees are not directly
covered in this field study, but rather analyzed through contributions of experts, such as
trade unions. Thus, further studies that will also directly include employee side may
uncover other issues and discussions not addressed in this thesis. Data collection methods

and their scope are explained in detail further below.

1.3.1. Sector selection

This study focuses on the industry sector of Konya, more specifically, leading
sub-sectors of manufacturing. These three major sub-sectors are (i) automotive and
automotive parts, (ii) food, (iii) and machinery and agricultural machinery sectors. These
three sectors selected on the basis of their share in employment in Konya. As shown in
Table 1, (i) Manufacture of food products, (ii) Manufacture of fabricated metal products,
except machinery and equipment, (iii) Manufacture of machinery and equipment n.e.c.,



(iv) Manufacture of motor vehicles, trailers and semi-trailers are largest employers in

Konya. From this list:

Manufacture of food products is directly included in the scope of field research
and referred as Food Industry in this study.

Manufacture of machinery and equipment n.e.c. is directly included in the scope
of field research and referred as Machinery and Agricultural Machinery in this
study.

Manufacture of motor vehicles, trailers and semi-trailers is directly included in
the scope of field research and referred as Automotive Industry in this study.
Manufacture of fabricated metal products, except machinery and equipment
subsector is the main supplier of Machinery and Agricultural Machinery and
Automotive Industry, thus it is indirectly included in the study as the interviewed
firms from these sectors also include this type of production in their capacities.



Table 1: Manufacturing subsectors and their formal employment in Konya (2015-2018)

(NACE Rev. 2)

2015 2016 2017
Manufacturing sectors 2015 2016 2017 (%) (%) (%)
Manufacture of fabricated metal
products, except machinery and
equipment 17,656 20,655 20,813 19.6% 21.3%  20.4%
Manufacture of food products 16,974 17,680 18,903 18.8%  18.3%  18.5%
Manufacture of machinery and
equipment n.e.c. 12,015 12,486 13,745 13.3% 129%  13.5%
Manufacture of motor vehicles, trailers
and semi-trailers 7,027 7,634 8,817 7.8% 7.9% 8.6%
Manufacture of basic metals 6,062 5,988 6,167 6.7% 6.2% 6.0%
Manufacture of rubber and plastic
products 5,129 5,645 5,580 5.7% 5.8% 5.5%
Manufacture of wearing apparel 4,197 4,333 4,235 4.7% 4.5% 4.1%
Manufacture of other non-metallic
mineral products 4,146 4,277 4,618 4.6% 4.4% 4.5%
Manufacture of furniture 2,611 3,010 3,051 2.9% 3.1% 3.0%
Repair and installation of machinery
and equipment 2,171 2,307 2,818 2.4% 2.4% 2.8%
Manufacture of leather and related
products 2,480 2,459 2,611 2.8% 2.5% 2.6%
Manufacture of textiles 1,964 1,925 2,082 2.2% 2.0% 2.0%
Manufacture of wood and of products
of wood and cork, except furniture;
manufacture of articles of straw and
plaiting materials 1,910 2,221 1,688 2.1% 2.3% 1.7%
Manufacture of chemicals and
chemical products 835 1,165 1,678 0.9% 1.2% 1.6%
Manufacture of electrical equipment 1,452 1,474 1,697 1.6% 1.5% 1.7%
Printing and reproduction of recorded
media 1,482 1,272 1,329 1.6% 1.3% 1.3%
Manufacture of paper and paper
products 772 857 844 0.9% 0.9% 0.8%
Other manufacturing 623 749 699 0.7% 0.8% 0.7%
Manufacture of basic pharmaceutical
products and pharmaceutical
preparations 179 199 212 0.2% 0.2% 0.2%
Manufacture of computer, electronic
and optical products 111 107 173 0.1% 0.1% 0.2%
Manufacture of beverages 139 134 139 0.2% 0.1% 0.1%
Manufacture of coke and refined
petroleum products 79 95 77 0.1% 0.1% 0.1%
Manufacture of other transport
equipment 133 146 82 0.1% 0.2% 0.1%

Source: (MEVKA, 2019)



1.3.2. In depth interviews

A total of 18 interviews were carried out in Konya, 9 with employers and 9 with
experts from selected sectors. The study has been carried out from employer perspective.
Thus, nine employer interviews, and the expert interviews with professional
organizations who are representatives of employers were utilized to obtain information
on employer perspective. In addition, to catch employee perspective and balance
employer views, other expert interviews with trade unions and public institutions utilized.

Details of the interviews with each group are provided below.

1.3.2.1. Employer interviews

Nine interviews were conducted with the firms from three major manufacturing
industry sectors of Konya; Food Industry, Machinery and Agricultural Machinery, and
Automotive Industry. Three interviews were conducted per sub-sector. Interviewee firms
included large and medium size firms. The large firms shortlisted from the list of largest
firms in Konya in terms of their annual sales in the last financial year. Medium sized
firms selected with recommendations of experts and other interviewed firms (snowball
methodology). In the interviewee list, there had also been other targeted firms who

refused to participate to the study due to unavailability, or other undisclosed reasons.

Interviewees included owners, professional executive level officers and HR
managers of the companies. Five out of the nine interviewees were owners of the
companies, three were founders and two were second generation owners/shareholders
who were actively working in managing the company. Among the remaining four firms,
professionals; two human resource executives, quality manager and sales manager were
interviewed. The interviewees were defined based on their availability and level of

knowledge of their workforce and labor issues.

Interviews were carried out by the author by visiting each firm in their headquarter
(which is also their production base for all interviewed firms). Semi structured, in-depth



interview format was utilized, in which open questions were asked to the interviewees,
and their answers and reflections were recorded in a written way. Each interview lasted

between 30-60 minutes.

An introduction to the study and research question are provided in the beginning
of each interview. Then, the interviews with employers were conducted by including but
not being limited to the following topics:

a. Profile of the firm, operations and employment
b. Employee profile and skills
c. Workforce profile and skills needed in the firm and industry

d. Recommendations

1.3.2.2. Expert interviews

Nine interviews were conducted with the experts on Konya’s labor market from
relevant institutions in Konya. The interviewed experts were from relevant departments
of chambers, regional development agency and development administration, universities,
and trade unions. The institutions of interviewees were selected on the basis of their role
in the labor market of Konya. Therefore, institutions representing employers (chambers),

employees (trade unions), and relevant public institutions included in interviews.

Interviewees were selected from either the relevant departments of organizations
or directly provincial representatives of selected trade unions. Most of the interviews were
carried out from the list of targeted institutions but several of them were also added with

recommendations of other interviewed experts (snowball methodology).

One lacking part of this study was that views from provincial office of public
employment agency (ISKUR) were not obtained and fed into this study, because they
refused to participate in the interviews. Instead, their publicly available reports on
Konya’s labor market were utilized. There had also been other interviewees, who later

refused to approve usage of their inputs without the approval of their superior officers.



These interviews were not used in the study as well and they are not counted in the nine

interviews mentioned in this section.

Interviews were carried out by the author by visiting each institution in their
office. Semi structured, in-depth interview format was utilized, in which open questions
were asked to the interviewees, and their answers and reflections are recorded in a written

way. Each interview lasted between 30-60 minutes.

An introduction on the study and research question are provided in the beginning
of each interview. Then the interviews with experts are conducted with including but not

being limited to the following topics:

Trends in labor market of Konya

a
b. Structure and trends of workforce in manufacturing industry of Konya

o

Labor market participation and barriers

o

Skills of workforce and matching with expectations of manufacturing industry

e. Recommendations

Some of the interviewees also provided additional resources for the study, in terms

of data, research reports, and other relevant material.

1.3.3. Analysis of interviews

The interview notes are coded to identify key themes and sub-themes. There had
been 27 themes, 146 sub-themes identified after analysis of the interview notes. The sub-
themes are grouped under themes, and themes are grouped under 4 main categories,
employer characteristics and expectations, employee characteristics, interaction of

employee and employers and other factors.

The analyzed themes are their frequencies listed below. Analysis of sub themes

are provided in chapter 3.



Table 2: List of the most mentioned themes in the interviews

Expert Employer

Themes Comments Comments Total

Education and Vocational Education 24 36 60
Woman Employment 15 16 31
Labor need of the industry 12 20 32
Refugees 10 20 30
Employee Commitment 6 15 21
Transformation 13 3 16
Location of employees 0 14 14
Wages 9 7 16
Trainings 0 13 13
Education profile of employees 0 13 13
Past experience of employees 0 12 12
Entry to labor force 2 10 12
Institutionalization 4 8 12
Qualifications employers seek 0 11 11
Preference 6 5 11
Automation 1 9 10
Employee turnover 0 9 9
Matching 6 4 10
Industry culture / discipline 2 3 5
Initiatives 3 1 4
Labor market policies 4 0 4
Trade unions 4 0 4
Unemployment Benefit 0 3 3
Informal labor market 3 0 3
Seasonality 0 3 3
Reputation of industry 2 0 2

Experts and employers’” comments were analyzed separately, but were also
compared with each other and their agreements and disagreements are identified. The
discussions in this thesis are guided by the frequency of the sub-themes, but the
propositions are also cross checked with the available statistics where applicable.
Quotations from interviews are also provided in the discussion to support the discussion.
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1.3.4. Descriptive Statistics

Statistics on national, regional and provincial macroeconomic, and sectorial
indicators as well as indicators on labor market, vocational education provided by
Turkstat, ISKUR, Social Security Organization (SGK) are collected from open sources,
and through data requests from the institutions of interviewed experts. The data is used
in the relevant chapters of the thesis in descriptive statistics format in order to support

and confront the findings of interviews.

The timeframe for the research is selected between 2008-2017. There are number
of reasons behind selection of this timeframe, which can be listed as including recovery
period of 2008 global economic crisis, forming a decade to capture fluctuations, and
availability of data. The global economic crisis of 2008 is also reflected in the macro-
economic and labor market indicators of Turkey. Thus 2008 is selected as starting year
to capture recovery in these indicators. Moreover, 2008-2017 forms a decade that is just
over when this study is prepared. It allows to see fluctuations in the post recovery period
as well. This decade also represents a post transformative period, after high growth rates
in previous years in Turkey. Finally, availability of data for the period became another

factor in selecting time frame.

The secondary data is mostly available for the selected time frame but there had
also been limitations with it. For the analyzed period in this study, 2008-2017, there is
discontinuity of data in the same detail level. Labor market indicators are only available
in province level until 2013; afterwards, data is provided on regional (NUTS 2) level. In
this case, Konya and Karaman, two neighboring provinces are classified together in TR52
NUTS2 region, and their data is presented together. However, considering the
comparison of sizes of the cities in terms of population, labor force and GDP?, Konya has

clear dominance. Thus, this issue provides a minor limitation for the study.

2 Konya and Karaman’s comparison in terms of population is 2,180,149 to 246,672 in 2017; labor force is
(registered) 369,329 to 49,305 in 2017; and GDP is 66.1 Billion TRY to 8.7 Billion TRY in 2017,
respectively.
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1.4. Structure of the thesis

This thesis consists of four main chapters, (1) Introduction, (2) Background, (3)
Issues in employee and employer interaction and (4) Discussion and Conclusion. The
introduction chapter starts with explaining aim of the research, research question with sub
questions and hypothesis. Then the reasons for the selection of Konya case is explained.
The next sub-chapter is explaining research methodology where, sector selection,
methodology and details of field research, analysis of findings, other data sources are
elaborated as well as limitations of the study and each activity. The background chapter
has two main sub chapters. In the first one, economic growth and key labor market trends
of Turkey in the examined period are presented, followed by detailed analysis of Konya’s
economy and employment. In the second part, relevant literature to this study is reviewed.
The third chapter, Issues in employee and employer interaction, include analysis of data,
presentation and discussion of findings of the study. In this section, the discussion is
structured in three main sub-headings and elaborated from demand, supply and
interaction of demand and supply perspectives. The last chapter, discussion and
conclusion include summary of the study; a brief on scope, methodology and limitations.
Then synthesis of findings are provided and the research question is answered. The

conclusion also includes recommendations addressing each finding.
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CHAPTER 2

BACKGROUND

In this section, literature review is provided focusing on the relevant discussions
in the area. The scope of the research touches different discussions in economics,
sociology, and management science literatures, thus there are rich discussions behind,
which are summarized and discussed under five sub-headings in this section. In the
second part of background, economic growth and labor market developments in Turkey
are provided to understand the economic context, in which the developments in Konya

are also significantly affected.

2.1. Literature review

Supply of labor, as an input for producing goods and services, critical for
functioning of an economy in terms of the quantity and quality of its supply. In fact,
supply of labor force is dependent on the population, size of population willing to work,
and time that the population is willing to spend in work in determining quantity of
workforce; but quality is determined by education, skills and health of the workforce
(Kaufman & Hotchkiss, 2006) (Reynolds, Masters, & Moser, 1991). In this study, labor
market participation and its determinants are analyzed in detail from quantity and quality
perspectives over the case of Konya in order to provide an answer to research question.
On the other side, the literature on labor market participation, relation of labor and output,
human capital, match and mismatch in labor market are reviewed to understand

similarities and differences of the case to contribute to existing literature.

The discussions in this chapter start with providing baseline to the study with
explaining labor participation and key discussions and trends on it, since labor force
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participation is an important part of the research question. Then the discussion is broken
into three parts, where demand, supply and interaction of demand and supply are

elaborated.

On the demand side, output, in other words economic growth, was assumed to be
the main driver of employment and employment growth, but the link between the two has
been weakened in the past decades. The discussions between the link and its weakening

are covered in this topic.

Discussion is followed by supply perspective, where more of the quality side of
supply, human capital and discussions on it are elaborated. The interaction of demand
and supply is covered in the literature over match and in a more prevailing way,
mismatch. The section follows with labor market mismatch, types of mismatch, their
prevalence and market outcomes. In the end of the literature review part, reflections of
these discussions on the case of Turkey are presented. The weakening link between labor
and output has a widespread discussion in Turkey especially after trade liberalization and
structural adjustments followed. The mismatch, especially educational mismatch
discussion is also more prevailing which include elements on human capital discussions.
Below, the key discussions in the literature are presented and discussed under these

topics.
2.1.1. Labor market basics: Participation
Labor market participation refers to the decision of working, and labor market

participation rate® refers to the proportion of working age population who is working or
unemployed but actively searching for job.

3 Another use is “labor force participation rate” as it is referred in other parts of this study.
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This choice of working, in other words, choice between labor or leisure? is
foundation of participation literature, which is usually explained with a household model,
where family decides on working and work division within (Kaufman & Hotchkiss, 2006)
(Reynolds, Masters, & Moser, 1991). This decision is primarily affected by non-labor
income and wages each member can receive in the market, as well as other factors such
as division of work by gender (Kaufman & Hotchkiss, 2006). Earning potential in labor
market positively correlates with labor market participation, while non-labor income
correlates negatively (Mincer, 1962) (Bowen & Finegan, 2015).

The division of work within family is theoretical foundation of the discussion,
which is heavily discussed later over participation of woman to the labor force. In addition
to above discussion of wage potential of individuals in the market, Mincer finds out,
income of husbands in the market negatively correlates with wife’s participation in labor
market; on the other hand, wife’s capability of earnings positively correlates with

participation to labor market (Mincer, 1962).

Unemployment level also affects participation. As it is also provided one of the
key assumptions of this study, findings and discussions in the literature shows
unemployment and labor force participation is negatively correlated. In other words,
increase in unemployment decreases participation and vice a versa (Bowen & Finegan,
2015). Which could be explained by, with increased job openings or opportunities in the
market, people eligible to work will be more encouraged to work as finding a job is easier.
On the other hand, market developments might also lead other results, such as with fiscal
expansions, both unemployment and participation might increase at the same time as
observed in most of the country cases by Briickner and Pappa (Briickner & Pappa, 2012).
As Brickner and Pappa also confirmed in their study, where they classified non-
participants as outsiders, with more favorable demand conditions, non-participants of the

market have extra incentive to look for a job, in fact, if entry of outsiders exceed matching

4 In the labor and leisure ends of the discussion, other types of activities such as household work were
added to leisure part later.
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of insiders with jobs, unemployment increases (Briickner & Pappa, 2012). On the other
hand, with less jobs and decreasing opportunities, it will be more challenging to find a
job in increased competition in job market, which will discourage people and eventually
decrease participation.

In addition to unemployment levels, there are other factors that affect participation
rates to labor market such as taxes on labor. Taxes such as income or payroll taxes have
direct impact on earning level, thus any increase on it would reduce earnings of employee

and might lead to a shift in labor/leisure choice (Reynolds, Masters, & Moser, 1991).

Kapsos find out negative correlation between taxes and employment elasticity,
meaning increase in individual tax rate decreases employment elasticity. Higher taxes on
labor, lowers intensity of employment. This effect is stronger with woman employment
(Kapsos, 2005). Beck and Park also explore social spending and tax policies relations
with globalization and find out links between increased trade openness and increasing
labor taxes. They argue, governments increase labor tax to finance increased social
spending, and in return labor participation is negatively affected in domestic economies
(Beck & Park, 2018).

The post war era has witnessed important changes in the labor market
participation trends, and it is primarily affected by the decisions regarding division of
work within family and through market forces affecting it. The overall trend in most
countries has been a decrease in male participation and increase in woman participation,
and rather increased or remained stable labor force participation in total (Parsons, 1980)
(Sorrentino, 1983) (Haveman & Wolfe, 1984) (Mincer, 1985) (Killingsworth &
J.Heckman, 1986) (Heintz, 2006).

On declining male participation, Parsons carried out an empirical study for 1960-
70 period, and finds out a declining trend due to increasingly attractive alternatives to
work such as more generous social security benefits in US (Parsons, 1980). However,

Haveman and Wolfe criticize these results and argue there are critical other factors that
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are not included in Parson’s simulation model such as changing age composition of labor
force, work related health problems, employment and earnings of family members and
other factors. Thus, they suggest social security benefits have limited effect on labor
participation (Haveman & Wolfe, 1984). Sorrentino also conducted a study on nine
industrial countries and found out in the for most times in post-1960 period, participation

rates for men declined in all countries (Sorrentino, 1983).

On increasing woman participation, Sorrentino, in his study on nine industrial
countries, finds mixed results per country with an overall trend of increase. In half of the
countries, “a strong, sustained rise” is observed from 1960s, and with other countries,
after a decline until 1970s, an increase begins afterwards (Sorrentino, 1983). Mincer also
studies growth of woman employment in 1960-80 period in 12 industrial countries with
a survey study. Mincer finds out labor force growth of married woman increased with an
exception of USSR where growth happened after 1970. However, wage gap between
woman and man narrowed only partly (Mincer, 1985). Killingsworth and Heckman also
carried out a survey study on labor participation of woman and found out a growth
happened in different times with different paces after 1960s in the most advanced
economies. Moreover, they also observed, growth is more significant for married woman
(Killingsworth & J.Heckman, 1986). For the later periods, Heintz points out the
continuation of the upward trend in woman participation in both developed and
developing countries, relative to participation of men to labor market (Heintz, 2006).

In this section, key concepts and discussions over labor force participation are
elaborated together with major trends in participation rates to provide a basis for the
discussions in the other chapters of this study. Participation rates are primary determinant
of labor supply with working age population and critical in supporting economy to
function as a major factor of production. In fact, they are affected by various factors, yet
level earnings is the primary determinant for individuals’ decision to participate in labor
force together with which person(s) in the family will participate. In fact, the changes in

the composition of workforce with decreasing male and increasing female participation
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from 1960s onwards shows impact of changing earnings levels and income sources on

this decision.

2.1.2. Labor demand: Labor and output relation

The relation between output and labor, in other words economic growth and labor
market outcomes such as number of workforce and working time, or level of
unemployment or participation has been a matter of debate in the literature. As the two
areas were correlated, grew and shrink together, mostly driven by manufacturing, there
had been many studies measuring employment elasticity. These studies, which could be
analyzed in two terms characterized with strong links between two main variables, labor
growth and economic output (Okun, 1963) (Lee, 2000) (Freeman D. G., 2001), and
weakened, even broken link between variables (Padalino & Vivarelli, 1997) (Caballero
& Hammour, 1998) (Kapsos, 2005) (Heintz, 2006) (Onaran, 2008).

The relation is primarily set with Okun’s law, which calculated elasticity of output
and unemployment level over US data. Okun’s law states that for every point change in
unemployment (above 4% unemployment rate) there will be around three percent change
in the output, in GNP terms (Okun, 1963). Later, this relationship was tested by various
authors for developed and developing countries. Lee has found it as statistically
significant for most of the OECD countries in post war period (Lee, 2000). Freeman
tested it for ten industrial countries and found the coefficient 2 to 1 instead of Okun’s 3
to 1 ratio (Freeman D. G., 2001). This provides a clear link between economic growth

and growth of jobs.

In the latter period, the link between growth and labor market outcomes weakened
(Padalino & Vivarelli, 1997), or as some authors argue, was broken. Jobless growth
became a prevailing term to describe economic and especially industrial growth (Kapsos,
2005) (Heintz, 2006) (Onaran, 2008). Authors use employment elasticities in explaining

the weakened or broken link between employment and growth. Padalino and Vivarelli
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analyse employment elasticities in two periods, 1960-73 and 1980-94, which they call
Fordist and post-Fordist periods respectively. From this classification, it could be argued
that, Fordist period could be extended to the times when Okun’s Law was applicable as
authors were able to associate economic and employment growth with a clear link. On
the other hand, the period called as post-Fordist, could be associated with the weakening
link as latter studies argue (Padalino & Vivarelli, 1997) (Kapsos, 2005) (Heintz, 2006)
(Onaran, 2008).

Technological progress and increased productivity with this progress leading to
substitution of factors from employment to technology is argued as main driver for the
weakening link between economic growth and employment (Padalino & Vivarelli, 1997)
(Caballero & Hammour, 1998). The advancements not only lead to changes on quantity
of employment, but have wider employment outcomes, such as earnings. Quality of
employment opportunities deteriorates (Heintz, 2006). Investment and growth continue,
but labor does not share the benefits of this growth in terms of earnings (Caballero &
Hammour, 1998).

In the other regions as well, there had been variations in the weakening link
between growth and employment (Kapsos, 2005). In example, according to the study
conducted by Kapsos, Africa and the Middle East had higher employment intensive growth
compared to other regions (between 1991-2003), which could be explained by various
factors, such as structure of labor market, availability of labor supply and productivity levels
in economies, as well as characteristics of growth. Heinz also finds a decline in employment
elasticity of growth in most of the countries examined (comparing 1960s&70s with 1980s).
In a study on manufacturing sector in Central and East European countries, Onaran finds
varying results over countries, but most cases show a weakening, even broken link between
employment and output (Onaran, 2008). However, Onaran points out to other factors in these
transitionary economies which highly affect results, such as increase in foreign direct
investment and trade with integration to Europe. Still these increases do not prevent job loss
in manufacturing industry. In the examined cases, international competition offsets the

favorable conditions brought by European integration (Onaran, 2008).

19



Still, there is discussions that jobless growth is not applicable for all geographies
or all sectors. Padalino and Vivarelli argue, in G7 countries, employment growth
observed in all economies, driven by service sector. However, in manufacturing it’s
mainly jobless growth, due to post Fordism and diffusion of ICT (Padalino & Vivarelli,
1997). Mourre also argued there had been a pattern of employment growth in euro area
between 1997 and 2001, but he associated this growth with services sector which was
growing fast with its job intensive structure, and growth in part time jobs with their lower
costs (Mourre, 2006). Kapsos also points out to links between size of employment in
services sector and employment elasticity (Kapsos, 2005). In addition to the sector
differences, this arguments in employment growth do not falsify deterioration of other

labor market outcomes such as earnings.

Kapsos and Heintz emphasize gender differences of these developments. Kapsos
uses the term “catching up” effect to higher growth elasticities of woman compared to
man in the examined period, but points out a reservation that, this increase might be in
lower quality jobs. Heintz also stresses increasing woman participation to labor in both
developed and developing world. However, he also stresses a reservation that,
participation of woman might be the response of households in coping with economic
changes (Heintz, 2006).

From the reviewed literature, it could be interpreted that, weakened link between
the output and labor is being more visible despite variations across regions, sectors, and
differences of trends between genders. Discussions show that improving technology and
productivity gains it brings to primarily manufacturing sector is the main driver of the
delinking output and employment growth. However, in more labor-intensive sectors such
as services, these effects are rather unobserved or reverse, that the link still exist between

two variables.
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2.1.3. Labor supply: Human capital

Supply of labor market was discussed under the previous headings mainly from
quantitative perspective. However, qualitative perspectives of labor supply is more
significant in its contribution to productivity and eventually development in an economy.
The qualitative perspective of the labor mainly discussed under the term human capital
in the literature. As also covered in 2.2.2 Labor demand: Labor and output relation
section, wage is one of the main determinants in the choice of participating labor force,
but what determines wages? This question is discussed in human capital literature as well
as income distribution, consumption, education, training and on the job training as key

determinants.

Discussions over human capital, investment and returns of investment to human
capital provide roots for most of the literature. The studies of Mincer on Investment in
human capital and personal income distribution (Mincer, 1958), Schultz on investment in
human capital (Schultz, 1961) and Becker with the human capital theory (Becker, 1964)
became foundations of discussion. Spence contributed with his model on signaling an
attempt to understand hiring decision and employee characteristics (Spence, 1973). The
job competition theory by Thurow followed this discussion by challenging arguments of

neoclassical marginal productivity discussions on labor force (Thurow, 1975).

Mincer, Schultz and Becker theorized on human capital by primarily trying to
explain what happens with investment into skills and knowledge of an individual with
different perspectives, on earnings and consumption, education and training and on the
job training (Mincer, 1958) (Schultz, 1961) (Becker, 1964). Schultz argues, through these
investments “quality of human effort can be greatly improved, and its productivity
enhanced” (Schultz, 1961).

Mincer considered cost of education and training, and cost of income
postponement as major investments in human capital (Mincer, 1958). Whereas Schultz

argued most of the expenditures on consumption are spent on human capital. Education,
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health, internal migration for better job opportunities are direct expenditure examples,
and opportunity cost of earnings forgone, and on-the job trainings by workers are indirect
examples for investments on human capital as Schultz referred in his study (Schultz,
1961). Becker also acknowledged education, training, medical care and child care as the

areas invested for human capital (Becker, 1964).

The returns of these investments and earnings are affected by are inter-
occupational differences caused by training, experience and age according to Mincer. In
this argument, training is the defining factor for occupation which is primary determinant
of income level. Age and tenure too, through accumulated knowledge and experience,
contribute to this earning level (Mincer, 1958). Spence relates workers earning, or wage
provided by employer, to workers’ marginal contribution to the company (Spence, 1973).
On these earning determinants, Becker further elaborates experience by arguing
productivity of a worker is not constant, but affected by work itself. In other words,
workers develop their skills during the work and increase their productivity over time
(Becker, 1964).

Thurow partially rejects this idea on earnings and proposes “job competition”
model in his book “Generating Inequality” (Thurow, 1975). Thurow’s job competition
model relates wage to the characteristics of the job rather than the worker. He calls this
model as job competition to distinguish it from marginal productivity approach of “wage
competition”. However, Thurow does not completely deny wage competition, he argues,
job competition and wage competition exist together, and they are not mutually exclusive.

He states, “the marginal product resides in the job and not in the man” (Thurow, 1975).

Authors acknowledged significance of on-the job trainings in developing skills
and knowledge that constitute human capital. Schultz referred to on-the job trainings by
workers as indirect examples for investments on human capital (Schultz, 1961). On the
other hand, Becker goes into more details on on-the-job trainings and further elaborates
the discussion by conceptualizing trainings as general and specific. In short, general
training is basic training that provides skills applicable for future jobs of the trainee as
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well, while, specific training is for a specific job in the company who provide the training.

Thus, this type of training might not be applicable in other companies (Becker, 1964).

General training is provided for increasing marginal productivity of employee.
However, as this will provide returns in long term, employees might not want to bear the
costs of it. Thus, it is usually paid by the trainee working with low wages in the early
years of career. Workers accept this to increase their future earnings via learned skills.
Specific training is type of training that the returns are obtained for providing employer,
but probably not in other companies in the long run. According to Becker, on-the-job
trainings are neither complete general trainings or specific trainings. However, as the
providing company want to receive the returns in short run, on-the-job trainings are more

specific trainings in general (Becker, 1964).

Thurow also partially agrees with this discussion by opposing the traditional idea
of workers come with a standardized skill set, and argues labor market and employers
train their recruits with heterogeneous skills to standardize them for the requirements of
the job (Thurow, 1975). In addition, he also sees on-the-job training as an efficient
training method. He argues, on the job training from one worker to another might be the
cheapest method, since the worker will learn essentials to get the job done and not the
knowledge that will not be utilized (Thurow, 1975).

Becker and Thurow also commented on who pays for the trainings. According to
Becker, the learning process creates a cost for both sides, trainer and trainee, in other
words worker and the workplace. Trainee provides time and effort to learn and develop,
on the other hand, trainer and/or the workplace provides teaching time, material and
equipment used during the training. From this training and skill development both sides
gain in short and long term. The workplace gains through increased productivity in short
run, and trainee in increased earnings in long run (Becker, 1964). Thurow partially agree
that the training costs are paid by both sides. Thurow argue, most job-related skills are

not obtained before entering the job, they are gained through on-the-job training.
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Therefore, labor market is a more of a training market rather than a skill market. Thurow

states,“everyone is paid his marginal product minus his training costs” (Thurow, 1975).

In Thurow’s model, employers are willing to minimize the training costs, so they
try to find the suitable workers with lower training costs. This puts workers in “labour
queue”, a concept proposed by Thurow, where workers compete to get better jobs with
their background characteristics. Workers with better credentials take the highest-ranking
jobs, on the other hand, workers having no credentials or low-level credentials either get
the lowest ranking jobs or become unemployable, because their training costs will be

higher than other alternatives.

Spence claims hiring is an investment decision under uncertainty (Spence, 1973).
As the traits of the worker and their future contribution to the company are unknown
before the hiring decision is given, Spence resembles it with lottery. However, applicants
give signals with their fixed and alterable characteristics as Spence conceptualizes them
as “indices” and “signals” respectively. For example, education is an alterable
characteristic, a “signal”, that can be changed with investment on time and money. On
the other hand, characteristics such as race and gender are unalterable, “indices” as author
calls. Signals are alterable and this alteration creates signaling cost. These costs make it
not eligible for everyone and education functions as a useful signal for the ones who take
it (Spence, 1973).

On the other hand, Thurow also discusses on imperfect information in the market
over the training cost. He argues, in the “labour queue”, employers have problem with
imperfect information, thus they are unable to clearly decide which worker will have less
training costs (Thurow, 1975). Then he suggests background characteristics and uses
education background as main input for his model. Thurow sees education as a measure
of trainability and associates education with “learning how to be trained”. Thus, the
credential mentioned above is usually about attained schooling of the worker. However,

Thurow also includes other key factors of productivity in the definition of training costs,
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“Training costs, as the term is used here, include the costs of inculcating norms of
industrial discipline, good work habits, and the uncertainty costs associated with

hiring workers whose training costs are more variable or unknown.”

Thurow also emphasizes significance of “industrial discipline”. He refers
education as a credential for workers to show as having “industrial discipline” which is
essential for work and could be more important than job specific skills. Education provide
abilities to workers such as “show up on time, take orders, do unpleasant tasks, and
observe certain norms of group behavior”. As education would also increase one’s rank
in labour queue, Thurow sees investments in education as “good investments” in the job-

competition model (Thurow, 1975).

The quality of the labor force is discussed over investment in human capital and
type of these investments. Although authors count many types of investments such as
health, child care, even mobility and other types of consumptions affecting human capital,
the most significant one is education and training as many agree. In fact, this also
continues after one enters work via on-the-job trainings, in a competitive job market,
where characteristics of the job primarily determine the earnings, while characteristics of

employee has lower effect on it.

2.1.4. Demand and supply interaction: Match and mismatch in labor market

The discussions under human capital and labor market are closely linked to the
matching in the labor market. The investments individuals do to find a favorable job and
maximize their lifetime earnings, and efforts of employers to find most suitable workers
in terms of education, skills and other treads that will make them fit to the work are to
ensure matching in the market. This makes, mismatch in labor market is a prevailing
discussion with rich literature from 1960s onwards in sociology, economics and
management science literatures. In this study, types of mismatch (educational, skill
mismatch, field of study mismatch), and job search, quit and turnover discussions are

elaborated, which is defined as a “distant” part of mismatch literature (Jovanovic, 1979).
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The labor market mismatch literature in detail focused on mainly educational mismatch
but also on other subtopics like skill mismatch and field of study mismatch, which are

presented below.

2.1.4.1. Educational mismatch

In the literature, educational mismatch is discussed from return of investment
point of view. Most of the studies examine whether individual and social investments in
education pay off in the job market (Freeman R. B., 1975) (Duncan & Hoffman, 1981)
(Bauer, 2002) (Groeneveld & Hartog, 2003) (Leuven & Oosterbeek, 2011) (MA, 2017).
Authors discuss in their studies returns or losses of overeducation and undereducation

and how market will balance itself in the long run.

The wage effects of schooling and investment return of education is studied by
various authors, and in general results are pessimistic. In other words, overeducation does
not pay off, although it provides certain advantages to the employee. (Freeman R. B.,
1975). Bauer also investigates wage effects of over and undereducation with analyzing
panel data from Germany. Bauer’s key conclusion is return of over education, or penalty
of under education is lower than return of required education (Bauer, 2002). Leuven and
Oosterbeek review economics literature on overeducation (Leuven & Oosterbeek, 2011).
In their study, they found out, the overeducation and its costs and benefits are widely
discussed in the literature. Their key finding is that the economics literature on
overeducation is mainly pessimistic, meaning most of the studies conclude, either
investment in over education or savings from undereducation do not create better results

than required education (Leuven & Oosterbeek, 2011).

MA provides a different perspective to investment returns of overeducation in the
study where he investigates over and undereducation’s wage affects (MA, 2017). MA
argues, dynamics of ability should also be considered in job matching and overeducation
discussion. MA concludes, overeducation does not necessarily have negative effect from

efficiency perspective as it helps workers with unobserved low ability to find an
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acceptable place in the labor market; even, they would seem overqualified from schooling
perspective. In short, MA argues, low ability workers need to be more educated to
compensate their abilities (MA, 2017). Another perspective for understanding investment
returns of education comes from Groeneveld and Hartog, in their study where they
explore effect of education and how does it impact the wage level and workers position
with considering internal and external® labor markets of a single firm case. They find out,
in the internal market of a company, overeducation provides better career progress than
required education, with effects diminish over time (Groeneveld & Hartog, 2003). This
would suggest, despite the pessimistic results derived from the economics literature on
the returns of over or under schooling, over education might still provide certain

advantages to the employee in a competitive job market.

In addition to wage and investment returns, there are other market outcomes of
overeducation. One of the key conclusions of Freeman is decision for college enrolment
is affected by job market, as economic forces affect career choice. He finds out,
worsening career opportunities for college graduates and reduced rates of return for
education affects the college enrollment in latter period (Freeman R. B., 1975).

The market outcomes are not limited to education demand. Duncan and Hoffman
study employer (demand) side of over and under education with their empirical study on
US labor market. They discuss the view of increasing skill level of workforce through
education has little effect on changing demanded skillset by employers. As production
techniques require a certain skill set from employees, assuming the production techniques
remain similar, overeducation will eventually lead to some workers to work in jobs that
require lower skill level in short run (Duncan & Hoffman, 1981). These arguments could
also be related to Thurow’s job competition model, where characteristics of the work
determine the value (Thurow, 1975). However, Duncan and Hoffman question this

technologically determined structure. They argue, in long run, with availability of larger

5 Internal and external labor markets of the firm refers to two main sections of the firm. Internal is the
business unit, the energy section, that is less exposed to external labour market. External is the
commercial section which operates in a competitive environment and more exposed to external market.
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and qualified work force, labor costs will fall, and it will give employers room for
redesigning their production. This would eventually help them to change market

conditions forcing workers to work below their skill set (Duncan & Hoffman, 1981).

In addition to the benefits or penalties attached to over and undereducation,
another major debate in the literature is the measurement of it. In the mismatch literature,
education mismatch is mainly assessed in quantitative ways. There had been different
approaches, but they all started with defining level of required education for an
occupation. Bauer (Bauer, 2002) and Leuven and Oosterbeek (Leuven & Oosterbeek,
2011) identified three main methods in their review of literature to define required
education, (i) job analysis, (ii) self-assessment of workers, (iii) realized job matches.
Desjardins and Rubenson named these a bit differently as normative, self-reported, and
statistical, respectively and further breakdown self-reported as direct (by asking whether
they are over or under qualified for their job) and indirect (by asking required education
level for the job) (Desjardins & Rubenson, 2011). Groeneveld and Hartog (Groeneveld
& Hartog, 2003) used insights of hiring experts of a single firm while analysing
educational requirements with a single firm case assuming job analysis is done by the
firms hiring experts. Duncan and Hoffman (Duncan & Hoffman, 1981) based their study
on self-assessment of workers, individuals’ grading on requirements of their job. Other
authors suggested statistical methods, over realized job matches. Verdugo and Verdugo
(Verdugo & Verdugo, 1989) used mean level of schooling in defining required level,
whereas Kiker Santos and De Oliveira suggested using mode level instead of mean
(Kiker, Santos, & De Oliveira, 1997). Then assessment usually happened by analyzing
difference between this required schooling and actual schooling of individuals.

In educational mismatch, the key finding in the literature is, it is not paying off,
considering the returns of overeducation or penalties associated to undereducation are
less than returns of required education as most of the literature points out. However, it
brings other advantages to individual workers in a competitive job market, by easing their
matching and through promotions in their workplace. In addition, maturity of the

concepts and methodologies to define and measure educational mismatch are quite
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developed as it was a popular area of investigation. However, these methodologies
primarily focus on quantitative side of mismatch. Due to lack of systematic measurement
methodologies and data, they are unable to assess quality of graduates and education,
which is partially covered in skill mismatch literature presented below.

2.1.4.2. Skill mismatch

Educational mismatch deals with schooling of individuals, whether it is excess or
under schooling, or in a required level for a specific occupation. On the other hand, skill
mismatch is more of a qualitative subject, often using self-assessment of workers as a
setting point. Although qualifications are widely used as proxies for skills, skill mismatch
is more precise in measuring mismatch since it considers skills obtained and lost (Adalet
McGowan & Andrews, 2015a).

In the literature, authors focus on skill mismatch, it’s causes, impacts,
measurement problems and methods in their studies (Handel, 2003) (Desjardins &
Rubenson, 2011) (Bloom, Genakos, Sadun, & Reenen, 2012) (Adalet McGowan &
Andrews, 2015a) (Adalet McGowan & Andrews, 2015b) (McGuinness, Pouliakas, &
Redmond, 2017).

Handel, and Desjardins and Rubenson discuss skill mismatch in demand and
supply ends; in other words, “workers skills” and “job skill requirements” as Handel
refers (Handel, 2003) (Desjardins & Rubenson, 2011). Most of the skill mismatch
literature follows the same path, especially in explaining characteristics, causes, and

impacts of skill mismatch.

On supply side, causes of mismatch are counted as inadequate education, and on
demand side, market and employers’ level of effort and it’s appropriateness in identifying

and fixing the mismatch (Desjardins & Rubenson, 2011).
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Adalet Mcgowan and Andrews also associate individual and job characteristics
link with mismatch. They define individual characteristics as age, migration status and
firm size. In their study and in literature, they found links with those individual
characteristics and mismatch, such as over-skilling being more common among young
people compared to older, or over-qualification being more common among migrants
compared to natives. When it comes to firms size, they also point out links in literature
to increasing incidence of over skilling with firm size (Adalet McGowan & Andrews,
2015b).

In addition to firm size, Adalet Mcgowan and Andrews, find out skill mismatch
decreases with growing management quality, mainly through adoption of up to date HR
practices. They also refer to Bloom, Genakos, Sadun and Reenen’s (Bloom, Genakos,
Sadun, & Reenen, 2012) finding on relation between ownership structure and
management capability (Adalet McGowan & Andrews, 2015b). Bloom et al. argue,
companies that are run by external and non-family professional management are better
managed compared to family owned firms. They also suggestthat multinational firms
adopt good management practices globally. They associate productivity, competitiveness
and higher worker skills with good management (Bloom, Genakos, Sadun, & Reenen,
2012).

In another study by Adalet Mcgovan and Andrews, they explore relation between
policies and skill mismatch outcomes in 22 OECD countries (Adalet McGowan &
Andrews, 2015b). Their main finding is that the differences in skill mismatch across
countries are associated with differences in policy environment. Although skill mismatch
could be impacted by various policy areas, they point out importance of framework
policies promoting productivity and efficient resource allocation. The framework policies
that have less rigidity in labor market, policies decreasing market barriers and promoting
competition and lowering barriers for firms to exit market have better outcomes in
reducing mismatch. In addition to framework policies, other policy areas such as housing
policies that ease mobility, flexible wage negotiation practices, and longer time in life-

long learning are linked with lower mismatch.
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Another perspective to policy debate, a criticism, to the links between policy
agenda and base evidence on skill mismatch comes from by McGuinness et al. by
analyzing recommendations for skill mismatch. Their findings pointed out the disparity
between the focus of policy recommendations and base evidence. They argue, although
mismatch literature is mainly on educational and skill mismatch, policy debate is mainly
on skill gaps, skill obsolescence and skill shortages (McGuinness, Pouliakas, &
Redmond, 2017).

In addition to the causes of skill mismatch and policy debate addressing those
causes, outcomes of skill mismatch are also discussed in wages, productivity perspective.
On wage mismatch, Handel questions neo-classical economic argument stating that wage
mismatch between demand and supply will find an equilibrium and the mismatch will
happen only in transition period. From the skill mismatch perspective Handel discusses
that increasing skills of the workers will not increase wages, as they are determined by
structure of jobs and demand for work where he refers to Thurow (Handel, 2003).
Desjardins and Rubenson also list requirements of job as key determinant for earning
level, however, they do not deny that skills also have an impact. They argue, interaction
between worker and the work is significant for productivity and eventually is effective

on wage (Desjardins & Rubenson, 2011).

On productivity perspective, Adalet Mcgowan and Andrews explore relation
between skill and qualification mismatch with labor productivity using 19 OECD
countries industry data (Adalet McGowan & Andrews, 2015a). Their main finding
associates skill and qualification mismatch with lower “aggregate” labor productivity.
Efficiency of resource allocation in labor market is key determinant in the links between
skill mismatch and labor productivity. They find out, especially in industries where over
skilled workers are denser, more productive firms struggle in attracting suitable labor that
will allow them to expand their operations. In fact, this inefficiency in resource allocation
results in overall productivity loss. In example, recruiting an over qualified employee

could be beneficial for a specific firm which might be increasing the overall skill level
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within the firm, however, it happens in an expense of another, loss of a suitable employee

of better performing firm (Adalet McGowan & Andrews, 2015a).

Other discussions on the outcomes of skill mismatch include Desjardins and
Rubenson’s arguments on impact of mismatch on adult education. They find out, skill
content of jobs drive participation to adult education and training (Desjardins &
Rubenson, 2011). In addition to causes and outcomes of skill mismatch, measurement is
addressed in the literature as a major shortcoming. Authors discuss, there is not enough
evidence to assess the skills that workers possess and skills job requires (Handel, 2003)
(Desjardins & Rubenson, 2011). Handel points out, the lack of evidence with historic data
makes it even more difficult to argue any increase or decline in the mismatch. Desjardins
and Rubenson argue, the available discussions ignore education background, skills, work
experience, trainings obtained, usually because lack of data (Desjardins & Rubenson,
2011).

Other authors provide overview for types of mismatch and discusses measurement
of each in their study (McGuinness, Pouliakas, & Redmond, 2017) (Adalet McGowan &
Andrews, 2015a). Their discussion covers the main types of mismatch, education and
skill mismatch to Horizontal (field-of-study) mismatch, skill obsolescence, skill gap and
skill shortage (McGuinness, Pouliakas, & Redmond, 2017).

Skill mismatch literature is not as rich as educational mismatch literature, it is
relatively new area of investigation which is still defining its concepts and developing
methodologies to measure. However, the literature covers causes, outcomes and policy
debate of skill mismatch. As discussed in previous section on educational mismatch,
educational mismatch is inconclusive in explaining quality side of education. Moreover,
it is unable to explain dynamic developments in job market, such as skills obtained and
lost during one’s career (Adalet McGowan & Andrews, 2015a). Skill mismatch is more

precise in these terms, as employees are affected and developed by their jobs.
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2.1.4.3. Field-of-study mismatch

Field of Study mismatch, as also referred in above section, which is partially
related to educational mismatch (McGuinness, Pouliakas, & Redmond, 2017), also finds
a place in the literature with Montt’s study on wage impacts of this type of mismatch
(Montt, 2017).

Montt explores field-of-study mismatch and overqualification and their
relationship with wages. Field-of-study mismatch refers to working outside of the field
where the training is received (Montt, 2017). In the study, Montt argues, the field of study
mismatch could be driven by primarily demand, but also by supply of skills. On demand
side, field of study mismatch usually happens not because of an individual choice, but
due to labor market conditions. The demand for skills in a market could drive mismatch.
However, on supply side, the supply of skills could also be a driver through the
characteristics of skills and their transferability (Montt, 2017).

One of the key findings of Montt is, unless there is overqualification, field-of-
study mismatch does not necessarily cause wage penalty, in most country cases. It means,
workers move between fields but generally in similar qualification levels (Montt, 2017).
With this finding, it could also be interpreted that field of study mismatch does not
necessarily cause educational mismatch. But it is still a new area that is open to further

exploration.

2.14.4. Other literature of mismatch: job search, quit and turnover

In a “distant” part of mismatch literature (Jovanovic, 1979), Jovanovic, Burdett,
and Hersch debate on job search, quit and turnover. Burdett and Jovanovic have
conflicting arguments over job search and quits. Burdett conceptualizes job search
behavior while being employed (Burdett, 1978). Burdett argues, cost of job search is
higher when working, relative to being unemployed. Thus, he focuses on job search and

changes while being employed and conceptualizes “wage quits”. He offers two type of
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wage quits, “dynamic wage quits” which happens when earnings of a worker decline
relatively, and “equilibrium wage quits” occurring when quit happens as a result of
optimal search strategy. The first one usually happens in short run, usually with market
shocks, but second one happens in long term. Offering this conceptualization, Burdett
assumes job change will occur with better wage offer to worker (Burdett, 1978). On the
other hand, Jovanovic, discusses that the moves in labor market happen not only from job
to job and unemployment to job, but also from job to unemployment. Jovanovic links
those moves with “changes in the perceived value of their market opportunities”
(Jovanovic, 1979). In Jovanovic’s discussion, job to job move might happen even if the
latter job pays less but promises more in terms of growth through on the job training, as
human capital theory would suggest. Unemployment to job move will happen depending
on existence and duration of coverage during unemployment, such as unemployment
insurance. As the period to receive insurance expires, the worker will take any job
opportunity. In the job to unemployment move, if the worker perceives there will be a
better offer from another employer, worker could choose unemployment even if it is not
a pleasant option (Jovanovic, 1979).

Hersch, approaches the issue from a different perspective by also bringing a
discussion on employee satisfaction and education mismatch, by arguing overqualified
workers’ satisfaction will be lower and they will be constantly searching for better
opportunities (Hersch, 1991). Moreover, as job signaling model by Spence also suggested
(Spence, 1973), education is primary signal for a hire decision. Thus, employers will be
willing to employ over educated and over skilled workers if available; and these workers
will be willing to accept job offers until they find a better opportunity that fits to their
needs (Hersch, 1991). These will result in employee turnover for the employer.

The literature on job search, quit and turnover suggest, workers would be willing
to change jobs or choose to move to unemployment in some cases, if they would perceive
better opportunities in terms of value both in short term gains with higher wages, and in
long term gains through training and development. Moreover, these arguments are

consistent with the motivation of labor to maximize lifetime earnings. Accordingly, in

34



cases of mismatch, whether educational, skill or other type, workers will be following a
rational search strategy for better opportunities, which will increase turnover in the
market and create an additional hiring and training cost for companies as Becker (Becker,
1964) and Thurow also suggest (Thurow, 1975).

2.1.5. Studies on Turkey

The main discussions on labor force participation, relation of labor and output,
human capital and match and mismatch in labor market are discussed in detail in the
above sections. In this section, studies on Turkey contributing to labor output relation and

labor market mismatch including discussions on human capital are reviewed.

The weakening link between economic growth and labor growth has also been
discussed in the literature over Turkey, especially with specific attention to economy’s
opening after 1980s, structural adjustment and privatizations. In this period, parallel to
the international trends, in Turkey the relation between economic growth and labor
growth has weakened (Akgoraoglu, 2010) (Demir & Erdem, 2010) (Ercan & Yeldan,
2011). Akgoraoglu argues slow employment growth is a structural phenomenon for
Turkey for the last two decades. Between 1995-2017 Akgoraoglu finds a positive but
weak empirical relationship (with employment elasticity coefficient 0.20) between GDP
and employment growth (Akgoraoglu, 2010). This could be also interpreted as slow
employment growth despite rapid output growth. Demir and Erdem also point out, in post
2002 period, high rates of economic growth were not reflected in employment growth,
despite increased labor market flexibility with structural adjustment (Demir & Erdem,
2010). Ercan and Yeldan defines post 2001 growth in Turkey as “jobless”. They also refer
to post 1980 period by stating economic growth rate was average 4% between 1980-2002,
and 7% between 2002-2007; but employment growth in two periods could not exceed
0,8% average, which might be a cap for Turkish economy as they argue (Ercan & Yeldan,
2011).
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Likewise, this period should be carefully examined in Turkey case because
significant developments affecting economy and job market occurred. For instance, trade
liberalization in 1980s and following structural adjustment policies including increasing
flexibility to labor market and privatizations. Khrishnaa, Mitrab and Chinoyc explore
employment outcomes of trade openness over the case of Turkey. Using 1983-86 data,
they try to understand impact of trade openness on labor demand elasticities. Yet, their
results are inconclusive as they are unable to find significant links between the two
(Krishnaa, Mitrab, & Chinoyc, 2001). Ozmucur studied the changes in employment with
what he calls structural break and privatization, in the cement establishments in Turkey
and finds out the decision of privatization® led to higher downsizing in employment
compared to the privatization itself, in the studied Cement production companies. In
example, employment in privatized cement establishments in Konya’ (government
ownership was less than %50 before privatization) has dropped dramatically between
1981-1995 (Ozmucur, 1998). Yeldan also investigates outcomes of privatizations and
finds out that productivity gains in privatized establishments are due mostly to labor cuts
(Yeldan, 2005). On the other hand, Tansel explores other employment outcomes of
privatization rather than employment growth and focuses on change in earnings. Tansel
finds out significant earning loss in dismissed workers, in addition to decaying quality of
post dismissal jobs and moves to informal sector as done by some of the workers (Tansel,
2002a).

In addition to slowing employment growth and weakened relation between output
and labor, labor market mismatch is discussed densely in the literature on Turkish labor
market. These discussions on Turkey mainly focus on economic returns of education,
labor outcomes of education and educational mismatch. Nevertheless, skill mismatch and

field-of study mismatch is also studied by authors.

& Author argues the actual downsizing in employee numbers started with the decision to privatize to make
the state-owned enterprises look more attractive for investors.

" Government ownership was less than %50 before privatization

36



Tansel, Ogawa and Tansel, and Aydede and Orbay study labor market outcomes
of education (Tansel, 2002b) (Ogawa & Tansel, 2005) (Aydede & Orbay, 2016). Whereas
Filiztekin, Mercan et al., Duman, and Dereli focused on educational mismatch and
incidences of overeducation and undereducation (Filiztekin, 2011) (Mercan, Citcl,
Babacan, & Karakas, 2015) (Dereli, 2017). On educational mismatch, the findings of the
studies are in line with the findings in international literature suggesting that their returns
or savings of over and undereducation are less than required education. Yet in some cases,

there are other advantages provided by overeducation.

On labor market outcomes of education, Tansel investigates labor market
outcomes of general and vocational high schools on wages (Tansel, 2002b). She studies
wage differential between general and vocational high school graduates, using individual
level survey data. Tansel also estimates the results for men and woman separately and
finds out men graduated from vocational high schools receive higher wages compared
than men graduated from general high schools. For men, private returns of vocational
school are also higher compared to the other group. On woman aspect, the results for both
indicators are inconclusive (Tansel, 2002b). Aydede and Orbay also studied wage
outcomes of majors obtained in education also by comparing the vocational high school
and university degree holders in Turkey (Aydede & Orbay, 2016). They find out, for most
of the majors analyzed, university graduates receive higher wage premiums compared to
non-degree holders and vocational high school graduates. Aydede and Orbay also
conclude that almost half of the majors in vocational high schools do not provide wage
premiums for their graduates, compared to non-degree holders. Authors point out as one
of the reasons of this situation, the overeducation of the graduates in their current
positions, although these require elementary degree. Authors define this as a policy
failure in identifying skills demanded by the market (Aydede & Orbay, 2016).

On other market outcomes of education Tansel also finds out unemployment rate
is lower in vocational high school graduates compared to general high school graduates.
She concludes, vocational high schools produce more efficient labor market outcomes

over observed indicators in Turkey (Tansel, 2002b). In another study, Ogawa and Tansel

37



empirically explore (i) the linkage between secondary vocational school/higher education
graduates and labor market opportunities and (ii) impact of apprenticeship training and
course attendance programmes on employment in Turkish labor market. Their conclusion
on the first area of investigation is that education contributes positively to job
performance, as respondents believes. For the impact of apprenticeship and course
attendance programmes, they see them as positive labor market outcomes since these

increase probabilities of being employed significantly (Ogawa & Tansel, 2005).

On the investment returns of education, Filiztekin studies overeducation in Turkey
using data from two different years (Filiztekin, 2011) and Duman also studies educational
mismatch in Turkey in public and private sectors comparison (Duman, 2018). Their
findings on wage impacts are similar to other country cases. Overeducated workers
receive higher earnings, but these earnings are less than the level of earnings if the worker
would find a matching job (Filiztekin, 2011) (Duman, 2018). Filiztekin also finds
evidence on other impacts of overeducation, such as its helping employees to compensate

for experience (Filiztekin, 2011).

Prevalence of education mismatch is also explored by authors. In Dereli’s study,
prevalence of education mismatch empirically analyzed over household labor force
surveys between 2009-2014 (Dereli, 2017). Study is focusing on difference between high
school and university graduates. With analyzing profile of overeducated workers, Dereli
finds out, in high school graduates, overeducation incidence is increasing, and gap
between genders is greater, with overeducated female mismatch is lower than male, but
gap is narrowing over the observed years. Another key finding of Dereli is, on age groups,
younger workers with less tenure have higher probability of being overeducated (Dereli,
2017). Mercan et al. and Duman study prevalence of education mismatch in sector level.
Mercan et al.’s main finding is education mismatch is common in most of the sectors in
Turkey, with exceptions, especially in highly regulated occupations (Mercan, Citci,
Babacan, & Karakas, 2015). Duman also finds out considerable rates of overeducation
and undereducation among Turkish workers, which is even higher in subjective

measurements. On sector level, Duman carries out analysis on two sectors. According to
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Duman’s findings, undereducation is more prevailing in private sector, while

overeducation is a more significant problem for public sector.

Other areas of mismatch such as skill mismatch or field of study mismatch are not
discussed in same density as educational mismatch on Turkey. On field of study
mismatch, Aydede and Orbay also find evidence that could cause field-of-study
mismatch, as graduates in observed group concentrate in certain majors. One example of
this concentration is reported to be observed in business and administrative sciences, as
%30 percent of higher education graduate workers holds degree in this area. Business and
administrative science graduates are also among lowest earning group (5th lowest wage
differential among 21 majors), which is interpreted by authors as the result of oversupply
in this area (Aydede & Orbay, 2016).

On skill mismatch, Owings et al., covers a discussion on skill, education and field-
of-study mismatch in Turkey in their review on human capital challenges of Turkey
(Owings, Kaplan, & Pirim, 2012). Alpaydin also refers to skill mismatch and proposes
methodologies, policies and actions to measure and address these challenges (Alpaydin,
2015).

Owings, Kaplan and Pirim, provide a review on Turkey’s issues, policies and
actions in addressing human capital challenges in their study (Owings, Kaplan, & Pirim,
2012). The study also touches to skill mismatch as a challenge required to be addressed
through education policy. Authors point out school and industry mismatch in knowledge
and skills of secondary education and higher education graduates, especially in
manufacturing industry. Authors emphasize existence of overeducation and field-of-
study mismatch among tertiary education graduates, as well as underutilization issue by
referring Scarpetta and Sonnett (Scarpetta & Sonnet, 2012), for Turkey’s being among
six OECD countries where unemployment risk for tertiary graduates is even higher than

low-skilled youth.
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Alpaydin also surveys the existing literature on higher education mismatch in
Turkey and finds out high level of skill mismatch in Turkey. However, author points out
lack of sufficient data to compare manpower needs and graduate skills. Author also
suggest policies for measurement, research and corporate initiatives to identify needs,

design activities and reduce mismatch (Alpaydin, 2015).

The case of Turkey provides a laboratory environment to study relations of labor
and economy and labor market matching with important economic developments, some
of which are called by authors as structural break (Ozmucur, 1998), in the previous
decades. On this environment the discussions are focused on primarily relation of labor
and output with effects of trade liberalization, structural adjustments and privatizations,
and later on economic growth versus labor growth. Moreover, labor market mismatch,
primarily educational mismatch had a widespread discussion. These discussions focused
on prevalence of educational mismatch, wage and market outcomes of this type of
mismatch. However, the area connecting output-labor relation with matching and

mismatch is still open to exploration as there is not many studies in the literature.

Another key feature of the research in Turkey is, dominance of educational
mismatch in literature. Partially it may be because the data and measurement problems,
as panel and survey data exist and measurement methods are more mature in areas such
as education, those discussions dominate literature. However, existence, prevalence,

causes and impacts of other types of mismatch still require further research.

In this study, | intended to contribute to the area connecting output-labor relation
with matching and mismatch in labor market over Konya case. Moreover, as data

availability is an issue in the area, and to avoid streetlight effect®, I carried out the study

8 Streetlight effect is a common metaphor for conducting research where data exist. It is searching the lost
key, dark in the night, just under the streetlight. Immanuel Wallerstein associate streetlight effect with
research by arguing, a problem should not be selected because of existence of solid, quantitative data,
instead, intellectual problem should drive search for appropriate data.
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with a primary data collected by myself. This also allowed questioning other types of

mismatch, and the answers are provided in the following chapters of this thesis.

2.2.Economic growth and labor market developments in Turkey and Konya

2.2.1. Turkey

Turkey as an emerging economy, has shown significant economic growth, with a
series of economic crisis from 1980s onwards. Especially in the last two decade, with
exceptions of its banking crisis in 2001 and global economic crisis of 2008, there has
been high rates of growth observed, which led World Bank to classify Turkey in
uppermiddle-income country (World Bank, 2019).

Despite these high rates of growth which slowed down after 2011, labor market
performance and employment generation was not parallel in Turkey. The labor market
performance could be characterized by employment challenges such as high
unemployment rate, low participation rate, low female participation rate, and high

informal market rates in Turkey.
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Overall employment rate and LFPR of Turkey shows a steady increase over the

years. On the other hand, LFPR rate of woman significantly low, but it also shows steady

increase.

Table 3: Labor force indicators for Turkey (%)

2008 2009 2010 2011 2012 2013 2014 2015 2016 2017
Labor force
participation rate 449 457 465 474 476 483 505 513 520 528
Unemploymentrate 100 131 111 91 84 90 99 103 109 109
Non-agr.
unemploymentrate 123 16.0 13.7 11.3 103 109 120 124 13.0 130
Employment rate 404 398 413 431 436 439 455 46.0 46.3 47.1

Source: Turkstat, 2019

Table 4: Comparison of Male and Female LFPR and Unemployment Rates over the years

2008 2009 2010 2011 2012 2013 2014 2015 2016 2017
LFPR-Male 70.1 705 708 717 710 715 713 716 720 725
LFPR-Female 245 260 276 288 295 308 303 315 325 336
Unemployment
Rate-Male 107 139 114 92 85 87 90 92 96 94
Unemployment
Rate-Female 116 143 130 113 108 119 119 126 137 141

Source: Turkstat, 2019

On the other hand, there is significant gap between unemployment rates of men

and woman as well. Unemployment of woman increased over the years while

unemployment of men fluctuated.

Table 5: Employment growth in sectors breakdown in Turkey (thousands)

2008 2009 2010 2011 2012 2013 2014 2015 2016 2017
Agriculture 4,621 4,752 5,084 5412 5301 5204 5470 5483 5305 5464
Industry 4537 4,179 4615 4842 4903 5101 5316 5332 5296 5,383
Construction 1,238 1,305 1,434 1680 1,717 1,768 1,912 1914 1,987 2,095
Services 10,208 10,380 10,725 11,332 12,016 12,528 13,235 13,891 14,617 15,246
Total 20,604 20,615 21,858 23,266 23,937 24,601 25933 26,620 27,205 28,188

Source: Turkstat, 2019
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The total employment numbers were increasing in the given period in Turkey with
3.54% CAGR. This increase is driven by services and construction sectors with 4.56%
and 6.02% CAGRs respectively. Although number of people employed in industry is
growing as well, the rate of growth is much below services and construction with 1.92%

CAGR, which is followed by slowest growing sector, agriculture with 1.88% CAGR.

Table 6: Employment shares of sectors in Turkey (%)

2008 2009 2010 2011 2012 2013 2014 2015 2016 2017

Agriculture 22.4 23.1 23.3 23.3 221 21.2 21.1 20.6 19.5 19.4

Industry 22.0 20.3 21.1 20.8 20.5 20.7 20.5 20.0 19.5 19.1
Construction 6.0 6.3 6.6 7.2 7.2 7.2 7.4 7.2 7.3 7.4
Services 49.5 50.4 49.1 48.7 50.2 50.9 51.0 52.2 53.7 54.1

Source: Turkstat, 2019

When the shares of the sectors in total economy examined, services sector
dominated other sectors by far. Industry sector is losing its share in the total employment.
Moreover, the informal employment is recorded as 34% in total in 2017, which is 22.1%

in non-agriculture employment (Turkstat, 2019).

In the examined period, economy of Turkey sustained high growth rates until
2013, then growth decreased and fluctuated in the following years. However, the labor
market performance did not follow the same growth pace. Employment challenges such
as high unemployment, low participation, low female participation, and high informal
employment are still valid. Moreover, “jobless” growth due to weakening link between
output and labor, in other words economic growth and employment growth, is also
sustained in this period as it is further elaborated in literature review, under the heading
2.1.5 Studies on Turkey.
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2.2.2. Konya

Konya is a large, economically significant city in inner Anatolia, Turkey, located
in the south of capital, Ankara. Konya has largest surface area (41,001 km?) among the
provinces in Turkey. Geography of Konya mainly consists of plain and plateaus, which
makes the province suitable for agriculture and husbandry (MEVKA, 2019).
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Figure 2: Map of Turkey and Location of Konya Province

Table 7: Top 10 ranking provinces in Turkey in terms of GDP in 2008 and 2017 (current
prices; Thousand TRY)

Rank Province 2008 Province 2017
1 Istanbul 301,385,096 Istanbul 970,188,957
2 Ankara 100,112,159 Ankara 280,580,928
3 [zmir 62,513,987 [zmir 191,467,959
4 Bursa 40,261,521 Bursa 127,583,972
5 Kocaeli 32,623,740 Kocaeli 120,073,662
6 Antalya 32,125,153 Antalya 90,123,458
7 Konya 19,987,167 Konya 66,122,142
8 Adana 19,712,464 Adana 62,341,484
9 Mersin 17,983,848 Gaziantep 55,583,482
10 Manisa 16,691,329 Mersin 55,569,151

Source: Turkstat, 2019

44



Konya is in 7" place among top 10 provinces in GDP in Turkey and has shown
noticeable GDP growth and industrial growth in the last decade. Konya has increased its
GDP by 231% (14% CAGR - compound annual growth rate) in current prices and
increased its industry sector GDP by 344% (18% CAGR) in current prices between 2008-
2014 and ranked 3™ in GDP growth and 2" in industry sector GDP growth among top 10

provinces.

Table 8: Growth rates of top 10 ranking provinces in GDP between 2008-2017

2008-2017
. 2008-2017 GDP . Industry Sector
Rank Province Growth (CAGR) Rank Province GDP growth
(CAGR)
1 Gaziantep 16.4% 1 Gaziantep 18.8%
2 Kocaeli 15.6% 2 Konya 18.0%
3 Konya 14.2% 3 Mersin 16.7%
4 Istanbul 13.9% 4 Kocaeli 16.0%
5 Bursa 13.7% 5 Adana 15.8%
6 Adana 13.6% Turkey 15.5%
Turkey 13.5% 6 [zmir 14.8%
7 Mersin 13.4% 7 Bursa 14.8%
8 [zmir 13.2% 8 Istanbul 14.6%
9 Antalya 12.9% 9 Antalya 14.2%
10 Ankara 12.1% 10 Ankara 13.7%

Source: Turkstat, 2019, current prices, TRY

Almost all the top provinces in GDP were able to increase their labor market
participation in the 2008-2013 period®, except Konya. In the below table, labor force
participation rates (LFPR) of provinces for 2008 and 2013 are provided. In the given
period, LFPR of Turkey and its 9 largest provinces increased in varying rates. However,
Konya has a decreasing rate in LFPR, despite growth in GDP with 13.5% CAGR, and in
industry with 17.2% CAGR in the same period.

92014-2107 is not included in this analysis as the data of the provinces are presented in NUTS2 regions
and it could be misleading.
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Table 9: Labor force participation of provinces in 2008 and 2013 and the rate of increase

Provinces 2008 2013 Rate of increase
Gaziantep 43.9 46.8 6.61%
Kocaeli 46.3 54.8 18.36%
Konya 50.3 48.4 -3.78%
Istanbul 46.5 52.2 12.26%
Bursa 50.2 51.4 2.39%
Adana 45.6 49.9 9.43%
Turkey 449 48.3 7.57%
Mersin 49.2 50.7 3.05%
[zmir 45,2 55.9 23.67%
Antalya 57.3 57.5 0.35%
Ankara 45.0 49.5 10.00%

Source: Turkstat, 2019

Despite high performance in economic growth and particularly industrial growth
in the given decade, Konya fails to increase its labor force participation. In fact,
participation fell from 2009 to 2012 in Konya. From 2014 onwards labor force indicators
are not provided in province level, thus Konya’s indicators are presented within TR52
region, together with Karaman'°. Even though this possesses a minor limitation to see the
trend in the entire decade?, it still provides an indicator to show fluctuation in later years.
Considering that Karaman’s LFPR is higher than Konya in pre-2014 period, it is assumed
it did not decrease, in contrary, it might help even increasing TR52 region’s overall LFPR
in the post 2014 period. Thus, it could be interpreted that, Konya’s LFPR did not
increased significantly in the 2014-2017 period as well, and only reached the 2008 level
after almost a decade. However, in the given decade, labor force participation in Turkey
increased significantly, from 44.9% in 2008 to 52.8% in 2017.

10 Turkstat data for labor market indicators are not available in province level from 2014 onwards. Data is
provided in NUTS2 level. Konya and Karaman, two neighboring provinces are classified together in
TR52 NUTS2 region.

11 Please see 1.3. Research methodology, 1.3.4. Descriptive statistics section for more details.
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Table 10: Labor Force Participation in Konya and TR52 Region versus Turkey (2008-
2017)

2008 2009 2010 2011 2012 2013 2014 2015 2016 2017

Konya 50.3 516 50.7 49.0 484 484

TR52 (Konya,

Karaman) 49.1 512 500 503
Karaman 56.3 56.6 534 516 505 503

Turkey 449 457 465 474 476 483 505 51.3 520 528

Source: Turkstat, 2019
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Figure 3: Trends in labor force participation in Konya, TR52 Region and Turkey (2008-
2017) (Turkstat, 2019)

In the gender breakdown of labor force participation'?, TR52 region which
includes Konya together with Karaman province, is above national level in male
participation, but significantly below national level in female participation from 2011
onwards. In 2017, Turkey’s LFPR is estimated as 33.6%, whereas TR52 Region’s is
27.8%.

12 Provincial data is not available for any years for LFPR in gender breakdown.
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Table 11: Gender breakdown of labor force participation rate in TR52 (Konya, Karaman)
region and Turkey (2008-2017) (%)

Region Indicator 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017

TRS52 k/lzlis _ 759 762 747 732 729 713 733 734 733 737
TRS52 IIEanPWEIe_ 276 303 293 267 258 269 257 290 274 2738
Turkey k/IFEjE _ 70.1 705 708 717 710 715 713 716 720 725
Turkey II;anF;EI(; 245 260 276 288 295 308 303 315 325 33.6

Source: Turkstat, 2019

In addition, when trends of participation are compared between genders, despite
that female participation increases slightly in the given period (by 0.2%), male
participation decreases by more than two points. Both male and female labor force
participation rates of the region, follows different trends than Turkey’s overall male and
female participation. Female labor force participation follows a fluctuating trend in the

region, while Turkey’s overall female participation trend is increasing strikingly.
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Figure 4: Female labor force participation rate comparison of TR52 Region and Turkey
(%) (Turkstat, 2019)
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Male participation has decreasing trend until 2013, when it hits bottom in a level
below national male participation rate. After 2014, it recovers slightly and reaches 73.7%

in 2017. Whereas, Turkey’s male participation trend demonstrates a steady increase.
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Figure 5: Male labor force participation rate comparison of TR52 Region and Turkey
(%) (Turkstat, 2019)

Contrary to the development of trends in the labor force participation,
unemployment rate follows a similar trend between Turkey and Konya. Konya and TR52
region, has a significantly lower unemployment rate than Turkey from 2009 onwards. In
2013, unemployment in Konya reaches to bottom with 4.7%, while Turkey has 9.0%

unemployment in the same year.

Table 12: Unemployment rate (2008-2017) (%)

2008 2009 2010 2011 2012 2013 2014 2015 2016 2017

Konya 10.7 108 82 69 6.2 47

TR52 (Konya,

Karaman) 56 65 61 59
Turkey 100 131 111 91 84 9.0 99 103 109 109

Source: Turkstat, 2019
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Figure 6: Unemployment rate comparison of TR52 Region and Turkey (%) (Turkstat,

2019)

In the size of labor force, as participation data above demonstrates, there is a
shrinking between 2009-2012, then growth observed except 2016. Between 2008-2018,

the compound annual growth rate of labor force is below
0.88% and 1.09% CAGR respectively.

Table 13: Size of working age population and Labor force,

(Thousands)

2008 2009 2010 2011 2012 2013

working age population with

TR52 (Konya and Karaman)

2014 2015 2016 2017

Population 15

yearsandover 1584 1573 1592 1608 1613 1634

Labor force 812 830 820 796 789 795

1663 1690 1691 1747
817 865 845 879

Source: Turkstat, 2019

Population is key determinant of size of labor

force, which is affected by

migration inflows and outflows as well as birth rates. Below, population trends of Konya

are also presented.
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Figure 7: Population of Konya by years, 2000-2017 (Turkstat, 2019)

Population of Konya has an increasing trend, but rate of increase between 2000-

2017 is below national average. Konya’s rate of population increase is recorded as 1.02%
CAGR, whereas Turkey overall had 1.31% CAGR in the same period.

Table 14: Population and population growth of provinces with top GDPs (2000-2017)

Population Population Growth (CAGR)
Province 2000 2008 2017 2000-2007 22%%87' 2000-2017
Antalya 1,430,539 1,859,275 2,364,396 2.71% 3.25% 3.00%
Kocaeli 1,192,053 1,490,358 1,883,270 2.63% 2.72% 2.73%
Gaziantep 1,292,817 1,612,223 2,005,515 2.46% 2.72% 2.62%
Ankara 3,889,199 4,548,939 5,445,026 2.02% 2.00% 2.00%
Bursa 2,150,571 2,507,963 2,936,803 1.77% 1.82% 1.85%
Istanbul 11,076,840 12,697,164 15,029,231 1.89% 1.83% 1.81%
Turkey 64,729,501 71,517,100 80,810,525 1.37% 1.25% 1.31%
Izmir 3,431,204 3,795,978 4,279,677 1.34% 1.24% 1.31%
Mersin 1,488,755 1,602,908 1,793,931 1.26% 1.00% 1.10%
Konya 1,835,987 1,969,868 2,180,149 1.13% 0.93% 1.02%
Adana 1,879,695 2,026,319 2,216,475 1.00% 0.94% 0.97%

Source: Turkstat, 2019
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The top 10 provinces with GDP had high population growth rates in the given
period presented above. The top 10 province had 46% of the population in Turkey in
2000, then they increased their share to 48% in 2008 and 50% in 2017. It means, half of
the population of Turkey is living in the 10 provinces with highest GDPs. The main reason
behind Konya’s relatively low population growth is, migration outflows. Contrary to most
cities compared, Konya has negative net migration rate in the given years, which means,

there is more migration outflow than inflow in Konya.

Table 15: Net migration rate of provinces with top GDPs

2008- 2009- 2010- 2011- 2012- 2013- 2014- 2015- 2016-
2009 2010 2011 2012 2013 2014 2015 2016 2017 Average

Kocaeli 7.9 9.7 8.3 7.0 98 144 171 138 147 114
Antalya 89 128 132 99 114 129 123 2.6 6.4 10.1
Ankara 80 104 112 45 6.5 7.8 9.7 3.2 5.9 75
Bursa 4.0 5.9 6.0 2.3 5.0 5.6 7.0 7.1 7.2 5.6
I[zmir 7.0 29 2.3 25 35 5.6 5.0 5.6 5.8 45
Istanbul 3.1 7.8 9.0 2.2 4.7 1.0 35 -4.8 -0.4 29
Gaziantep 1.2 24 4.2 1.3 -0.2 11 -1.3 -2.2 -1.5 0.6
Konya -2.5 -4.4 -1.2 1.8 -1.9 0.2 -0.1 0.8 -1.6 -1.0
Mersin -0.5 -0.8 -2.0 -4.0 -2.4 0.4 -1.3 1.2 -0.5 -1.1
Adana -0.2 -2.1 -5.6 -6.3 -5.7 -5.4 -5.3 -4.2 -6.0 -4.5

Source: Turkstat, 2019
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Figure 8: Migration inflow, outflows and net migration rate of Konya (2007-2017)
(Turkstat, 2019) (Foreigners residing within the borders of the country are not covered)
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Population and migration trends have considerable effect on labor supply,
however, given Konya’s population increase and migration trends above, its effects on

labor force considered as insignificant in this study.
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CHAPTER 3

ISSUES IN EMPLOYEE AND EMPLOYER INTERACTION

Considering the nature of Konya case with fluctuating labor market participation,
low-woman participation, high economic growth and industry growth in a post economic
transition period, there is no simple answer to the research question. Thus, in this section
the labor market is analyzed in demand and supply ends as the causes of the issue lies in
both ends. Demand and supply approach is also frequently used in the literature by
Thurow (Thurow, 1975), Handel (Handel, 2003), Desjardins and Rubenson (Desjardins
& Rubenson, 2011), and Montt (Montt, 2017).

Thurow discusses demand and supply in labor market are not independent from
each other as job opening leads workers training (Thurow, 1975). Thus, supply of trained
labor follows demand. In this explanation, demand primarily determine the number of job
openings and number of labor to be trained. Eventually, labor supply is affected by
demand, as demanded skills and qualifications are developed in labor supply by the
market in the long run. However, in the short run, demand reposition itself with
availability of labor and its characteristics. In example, incidences of educational
mismatch, such as overeducation, occurs under this type of circumstances. Thus, demand

and supply are dependent on each other on various aspects.

In the field study conducted with employers and experts, the problem is
questioned from different perspectives. Employee characteristics and employer
expectations are examined, as well as, how the two interact with each other. In addition
to these three perspectives, the circumstances where interactions happen is also

considered in the discussion.
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The study is carried out from employer perspective, with their views are directly
obtained from interviewed employers, and indirectly from the interviewed organizations
representing employers such as chambers. However, supply side views also obtained
from experts, and to some degree from employers, as some of the interviewed employers
were professional managers and human resource managers, who were able to provide
employee perspective. Thus, in this section, the issue is explained and discussed from
demand perspective first, later discussion continues with supply perspective, which is
more critical in giving answer to research question. It is followed by interaction of
demand and supply, where employers’ responses to the issue and other factors affecting
demand-supply interaction are covered. This chapter ends with discussion, where an

answer to the research question is given in the light of research findings.

3.1. Demand perspective: Failure of sector to differentiate from other sectors and

attract labor

Konya has transformed from an agricultural economy to a more mixed economy
where industry increased its share in the provinces’ GDP significantly. Even in the 2008-
2017 period this thesis is examining, share of industry increased from %22 to %30 in the
GDP of the province. Yet, this growth did not bring an increase in the number of
employees in the sector in the same level. Increased productivity and weakening link
between economic and employment growth (Padalino & Vivarelli, 1997) (Kapsos, 2005)
(Heintz, 2006) (Onaran, 2008) (Akgoraoglu, 2010) (Demir & Erdem, 2010) are probably
main cause of this but at the same time, enterprises struggled to attract workforce to the
industry. Moreover, firms are unable to maintain the existing workforce due to high

turnover rates.
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Table 16: Results of coding of interviews on the theme " Labor need of the industry™

Expert Employer

Sub-themes of “Labor need of the industry” C Total
omments Comments
Labor need of the industry 5 8 13
Need for qualified blue-collar 4 8 12
Unable to find unqualified labor 2 2 4
Transferring qualified workforce (white-
collar/manager) from outside of the region 1 2 3

Almost all employers and majority of the experts confirmed the need for labor
force in the industry. Most of them said industry is unable to reach the qualified labor.
Some said, they are even unable to find enough unqualified labor. In defining the labor

needs of the industry one of the experts from a chamber quoted:

Workforce is a primary problem in Konya. We are unable to transform the
existing human resources. Let it alone qualified, we are even unable to find
unqualified worker. When required we train people, but it is challenging even
without unqualified supply.

Table 17: Results of coding of interviews on the theme “Employee turnover”

Expert Employer

Sub-themes of “Employee turnover” Comments Comments Total
Employee turnover is high 0 4 4
Employee turnover is high because of family support

to workers 0 2 2
Employee turnover is higher among young people 0 2 2
Employee turnover is high because of employees

low education level 0 1 1

Employers also confirmed they have high employee turnover, especially with an
increasing pace until 2018. They acknowledge high turnover as a serious problem. One
of the founders of agriculture machinery firm quoted, There became a moving worker
group referring to workers change their jobs frequently. A professional manager in food
industry quoted We stopped monitoring employee turnover after it hit 300%.
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These job-quits could highly be associated with low cost of searching for jobs. In
Konya case, with low unemployment in the examined period, and many job openings in
the growing industry, cost of job search has decreased for workers. In fact, it made easier
for workers to decide not only job-to-job quits, but for job-to-unemployment quits as
well. This is not because of the expectation that they will find a better job as Jovanovic
argues (Jovanovic, 1979), but for knowing they can find an equivalent or similar job

easily.

Table 18: Results of coding of interviews on the theme " Preference"

Expert Employer

Sub-themes of ""Preference" Total
Comments Comments
Industry is not preferred 4 3 7
Workers have unconscious/short-term perspective
in their choice 1 1 2
Engineers do not want to work in the field 1 1 2

Experts and employers similarly agreed on workers choice of sectors. Seven
interviewees commented that industry sector is not preferred by workers. A human

resource manager from the food industry quoted:

Most workers work in service sector, let’s say in retail, for a while. They see wage
level is similar to the industry there. It is also easy to change jobs, if their career

isn’t moving on in one supermarket, they can easily move to another.

referring to the easy and low-cost job change for employees with undifferentiated wages

between sectors.

Some of the interviewees sees this either being unconscious or having short term
perspective for a career choice. They refer to opportunities in industry in learning skills
and developing an expertise with on the job opportunities. On the other hand,
interviewees see these low-quality service sector jobs offer little in learning and

development. This perception includes an assumption that, industry sector offers learning
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and development opportunities and enables career progress in long run. This assumption

might not be valid, as it is further discussed in below sub-sections®®.

Other interviewees also add reluctance of engineers in working in the sector by
criticising them for avoiding working in shop-floor'4, and preferring desk jobs. This is
also associated with the unwillingness of the employees in working in industry, with

seeking clean and comfortable working environment.

Failure of industry and more specifically of manufacturing sector to differentiate
from other sectors, especially service sector, in wages and working conditions is the
leading factor of these problems. However, wages are not the only reason behind this.
Although earnings could be considered as primary factor in employee commitment, it
also depends on other factors such as job security, career path, training and development
opportunities, and more importantly, promise of future earnings. However, in order to
provide these commitments, a company should adopt certain management practices and
establish internal structures to execute these commitments, which requires a degree of
institutionalization. In the end, in order to provide certain level of wages and other
commitments, companies should succeed financially, and generate a level of profit to do
these investments in people and structures. Under following sub-headings, the
discussions on wage levels, employee commitment and market pressures on companies

are discussed in detail.

3.1.1. Employer commitment factors affecting employee attraction and

engagement

Commitment of employers and structures within the firm to execute these
commitments are key determinants to attract workforce and develop and maintain

employee engagement. Eventually, it is assumed that, existence of commitments and

13 See 3.1.1.2 Opportunities to learn and grow

14 Production site or section of the factory.
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execution of them increases attractiveness of the companies for employees and

candidates, and eventually reduces the employee turnover in the companies.

Table 19: Results of coding of interviews on the theme "Employee engagement™

Expert Employer

Sub-themes of “Employee engagement” Comments  Comments Total
Unwillingness of employees to work 0 5 5
Unwillingness of employees to learn 0 4 4
Cost cutting over employees 3 0 3
Need for career planning 1 1 2
Lack of attachment to the product 0 2 2
Lack of sense of belonging 0 1 1
Lack of engagement preventing personal

development 1 0 1
Unwillingness of employees to take responsibility 0 1 1
Employer attitude reducing employee engagement 0 1 1
Low employee engagement causing low

unionization 1 0 1

The analysis of interviews shows, especially comments of employers on low
employee engagement by reporting unwillingness of employees to work, learn and take
responsibility, lack of sense of belonging and lack of attachment to product. One of the

owners of automotive industry company interviewed quoted:

Previously, workers valued product they produced, and conditions workplace

provided. Now workers do not even have respect to product they produce.

in criticizing workers for not devoting themselves to their job and job product as well as
decaying sense of belonging. Eventually, this type of comments, argue employee

engagement and commitment to work is decreasing.

In other comments, interviewees linked lack of employee commitment with
employer commitment. Especially experts, criticized employers’ cost cutting actions on
workforce. There had also been other comments, such as need for career planning in

companies and criticizing employer attitude towards workers regarding reduction of
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engagement. These demonstrate employee engagement is not one sided but require

employer to demonstrate certain commitments and take actions.

Employer commitment to workers occurs via renumeration (wages, side benefits and
other payments), and provision of career paths, training and development. In this section,
discussions are provided for (i) wage level, (ii) opportunities to learn and grow as a type
of non-wage commitments, (iii) provision of job security to employees, and (iv)
institutionalization and existence of internal structures to plan and execute these

commitments.

3.1.1.1. Level of wages

Experts and employers agree that workers prefer to work in other sectors, such as
services, rather than working in industry or manufacturing. Many say employees seek
more comfort in the work place, and prefer desk jobs or less tiring, cleaner jobs. Engineers
avoid working in the field according to some experts and employers. However, employee
preference is also driven by the earnings, in other words, wages and other side benefits
that the workplace offers is one of the leading factors behind employee’s selection of a
sector, workplace or job. Burdett relates quits with wages, by assuming job change will

occur with better wage offer to the worker (Burdett, 1978).

Table 20: Results of coding of interviews on the theme "Wages"

Expert Employer

Sub-themes of ""Wages Comments  Comments Total

Wages are low in industry 3 3 6
Employees might change jobs for little wage

differences 0 2 2
Wages of engineers are low in industry 2 0 2
Qualified and unqualified workers do not

differentiate significantly with wages 1 1 2
Industry and service sectors do not differentiate in

wages 2 0 2
There is no pay scale in most companies 0 1 1
Income in industry does not differentiate from

agriculture 1 0 1
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As it is also stated by experts and some of employees during interviews, level of
wages in the industry is usually minimum wage or slightly above minimum wage for
blue-collar, and some of the white-collar positions. A professional manager in food
industry quoted:

Salaries in the companies must be increased. This is a matter of supply and

demand. If there is a problem in supply, we must solve it other way around.

referring to requirement of increasing wage level to differentiate industry from other

sectors to make it more competitive in attracting labor.

Some of the interviewees reported that wages do not differentiate from jobs in
other sectors such as services. Thus, employees do not prefer industry or easily change
jobs when another job opportunity arises. This is confirmed with the above-mentioned
discussion on high employee turnover, especially for unqualified positions which do not

differentiate on wages. An interviewed expert from a public institution quoted,

We observe that there is no wage difference between a vocational high school
graduate and a person who took a vocational training course. However, high
school graduates see themselves more qualified and wants their earnings to be

differentiated.

This problem is also pointed out in the Ministry of National Education’s report on
vocational and technical education in Turkey. According to the report, graduates of
vocational and technical schools are not prioritized in employment and their wages do
not differentiate (Milli Egitim Bakanhigi, 2018).

The differentiation of wages with education, qualification or tenure is also heavily
discussed in human capital literature and mismatch literature. Becker argued, younger
workers are eager to accept lower wages in the early years of their career, to fulfill their
goal to obtain higher lifelong earnings, with their tenure and wages increase together.

Thurow suggests otherwise, by referring job characteristics as primary factor in defining
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wages, but he did not deny wage competition as well. In educational mismatch
discussions, most authors also find out positive impacts of schooling over earnings,
although it does not provide excess returns as Leuven and Oosterbeek pointed out in their
review of relevant literature (Leuven & Oosterbeek, 2011).

In the case of Konya, as reported by interviewees, wages increase with experience
and developed skills in a workplace but only to a certain degree, which is not motivating
most of the workers. On pay scales, a human resources manager of a food industry

company quoted:

Wage differentiation with qualification or experience is not determined by pay-

scales in most companies.

Especially, younger workers, who are reported to have higher turnover than older
ones, are not eager to invest in skills development by accepting low wages in early years.
Employers also reported during the interviews that employees have lack of motivation to
learn and develop their skills. This could be associated with lack of long-term

commitment to workplace and the job, as high turnover rates confirm®®.

3.1.1.2. Opportunities to learn and grow

“Job to job” moves might happen even if the latter job pays less but promise more
in terms of growth through on the job training, Jovanovic argues by also referring to
human capital theory (Jovanovic, 1979). The growth mentioned here could also be
interpreted as developing expertise and climbing career ladder, in addition to growth of
earnings. In Konya case, although workplace trainings and on-the-job trainings are
provided to the workforce, these are reported not being effective in some cases. The
desired results from these trainings are not obtained due to employee turnover and

engagement level of workers, among other reasons.

15 See Table 17: Results of coding of interviews on the theme “Employee turnover"
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Table 21: Results of coding of interviews on the theme " Trainings"

Expert Employer

Sub-themes of ""Trainings" Total
Comments Comments
Technical trainings are provided 0 5 5
Non-technical trainings are provided 0 5 5
Trainings are not effective 0 2 2
Additional trainings are provided for critical
equipment 0 1 1

In Konya case, most employers mentioned they provide technical and non-
technical trainings to the employees, although some only provide compulsory trainings
(i.e. trainings required by workplace safety regulation, ISO standards etc.). Most
employers mentioned they provide on-the-job trainings to their new hires. Moreover, they
prefer to train/develop their workers themselves. Thurow defines on-the-job training as
one of the most cost-effective way to develop workforce, as only required skills and
competences are transferred (Thurow, 1975). Thus, this approach is considered in the best
interest of workplace in decreasing training costs, and firms in Konya moving with this

motivation as well.

Some of the employers complained about ineffectiveness of trainings due to high
turnover rates. Still, these trainings would be assumed to contribute overall development

of the workforce, but an interviewee quoted:

Worker who previous experience in another factory knows only their practices
and way of working.

referring workers need for re-training for work each time they change jobs and being
unable to accumulate experience and technical skills to expertise. Another employer
quoted, Unqualification became a qualification meaning, employees change their jobs
frequently and are not motivated to learn and develop, they stay in unqualified status.

This is highly related with Becker’s discussion on general and specific training
(Becker, 1964). General training is for building skills that will be applicable for a worker

in long run, that the worker will be able to utilize in other jobs and companies as well; on
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the other hand, specific training is for a specific company or a job, so might not be
applicable in other companies and jobs. Becker also argues, there is no pure general or
specific training, each training includes elements from others (Becker, 1964). However,
for Konya case, it could be interpreted that, on-the-job trainings provided in the
companies are generally specific and include few general elements. Thus, considering
high turnover and job moves of workers, these do not provide return of investment neither

to the providing workplace, nor to the industry overall.

Both experts and employers also referred to the loss off apprenticeship system?®.
Apprenticeship is defined as a way of vocational education through on-the-job training
from the early ages of the worker. Especially employers criticized loss of apprenticeship
in the recent generations. Interviewed employers have a number of workers who are
coming from apprenticeship, mainly mid or older ages. They see these workers more
engaged and productive than others. Employers blame longer schooling and changes of
expectations of newer generations in ending apprenticeship. Schooling and expectations
of younger generations are discussed under supply side in more details?’.

3.1.1.3. Degree of institutionalization

Institutionalization provides an organizational structure and existence of bodies
in companies, to plan and execute the commitments to employees; among other
commitments to clients and other stakeholders. The interviewed companies in Konya had
generally low level of institutionalization although it varied significantly by sector and
company size. Sectors more regulated by specific regulations, or the quality standards of
their clients such as food industry and automotive industry to some extend had relatively
higher level of institutionalization compared to machinery and agricultural machinery.

Company size had larger impact on institutionalization that, larger firms had higher level

16 See Table 25: Results of coding of interviews on the theme "Vocational Education”

17 See 3.2.1.1 Value attribution to vocational education and industry sector and 3.2.1.2 Delayed entry to
labor market: Inflation in university numbers and eased accession
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of institutionalization as observed in the field study. Lack of institutionalization is argued
by experts and supported by some of the employers, as one of the key reasons of low
employee engagement and high turnover in the industry of Konya where most of the
interviewed companies were family enterprises.

Table 22: Results of coding of interviews on the theme " Institutionalization”

Expert Employer

Sub-themes of "'Institutionalization Total
Comments Comments

We are a family firm 0 5 5

Private sector needs institutionalization 3 1 4

Supplier industries struggle to institutionalize

without existence of main industry 0 1 1
HR functions are recently emerging 0 1 1
Incentives push employers to institutionalize 1 0 1

Employers are criticized by experts on lack of institutionalization over
administration and governance. Administration was associated with reporting
capabilities. In other words, capacity to keep relevant records and documentation

including documentation related to employees.

Some of the employers are even unable to provide proof and documentation in
their defense to the business court against employees

quoted one of the experts representing a trade union. On the other hand, the criticism on
governance included management approach to provide and execute commitments to

employees, primarily in providing job security.

Employees do not prioritize the industry to work because they do not have trust

against employers, job security, and long-term employment there

quoted one of the experts. The problems in governance and lack of institutionalization
associated with most of the enterprises in the industry of Konya being family enterprises,

as field study with employers also confirmed. Some of these enterprises are still run by
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their founders, but transition to second generation also started, which would mean that

these enterprises would be more open to institutionalization in future.

Employers criticize themselves on institutionalization too. They associate the
problem with internal and external factors. Among internal factors, company size -
companies being mid-size in general- and lack of finance to invest in institutionalization
were mentioned. On the other hand, value chain in Konya and availability of talent in the
labor market were discussed as external factors. Especially for automotive industry,
absence of main industry (assemblers) was shown as main reason because these main
contractors push their suppliers to be institutionalized with their management quality
systems. As observed during the field study, the enterprises in the automotive sector in
Konya are mainly third-tier'® or aftermarket!® suppliers, most of which do not have main

contractors to pursue institutionalization.

Employers see lack of talent as another shortcoming. Especially in food industry
and automotive, employers think there is a shortage of talent for professional management
positions. Some companies mentioned that they transferred executives, mid-level
managers and professionals from other industrial cities such as Bursa, Kocaeli and
Diizce?. Shortage of talent in the labor pool could associated with Thurow’s argument
that job openings would lead labor training (Thurow, 1975). The low number of job
openings in these executive and mid-managers positions did not allow to train and
develop labor force with relevant capabilities. In fact, talent shortage would also increase

cost of labor for these positions, which constitute another barrier for institutionalization.

Lack of institutionalization led to absence of commitments and bodies to plan and
execute these commitments as some of experts and employers agree. Development of
Human Resources functions are very new in Konya quoted one of the employers. Without

18 Suppliers of the basic parts and products which require limited investment and skill level in production.
(Humphrey & Memedovic, 2003)

19 Suppliers of replacement parts. (Humphrey & Memedovic, 2003)

20 See Table 16: Results of coding of interviews on the theme " Labor need of the industry"
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a functioning HR, it is not possible to plan systematic career paths for employees, and
without career planning, employees hardly could see a future in a company. Employee
needs to see career plan, a level of income to foresee in future quoted one of the
employers while explaining reasons for lack of employee motivation to learn and develop.

This issue is discussed in the literature as well. Adalet Mcgowan and Andrews,
find links between management quality and skill mismatch. They find out that with
increasing management quality, mainly through adoption of up to date HR practices, skill
mismatch is decreasing (Adalet McGowan & Andrews, 2015b). Bloom et al. also
associated productivity, competitiveness and higher worker skills with good management
(Bloom, Genakos, Sadun, & Reenen, 2012). Institutionalization and existence of human
resources and other functions would help companies to plan their workforce better in
terms of quantity and skills and develop initiatives to attract and engage workers, which

would eventually reduce turnover and training costs and increase productivity.

3.1.14. Provision of job security

Provision of job security by employer is one of the other areas that had significant
impact on employee engagement. Reducing workforce with cost cutting activities is
decreasing the future engagement of the discharged workforce and affecting current
engagement of the remaining workforce in the company. Moreover, in the sectors where
seasonal employment is common, it is challenging to engage seasonal workers to the

company.

In the case of Konya, employers’ commitments to employees is criticized over
cost-cutting actions, and seasonality of work in some sectors and subsectors. Experts
criticize the industry of Konya to focus their cost cutting activities on employee costs??,
in other words, on headcount of their workforce. On the other hand, some of the

employers acknowledged, but defend it with the argument that these reductions happened

21 See Table 19: Results of coding of interviews on the theme "Employee engagement”
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after increases in minimum wage, to keep overall production costs under control.
However, reducing workforce for cost cutting, feeds the insecurity of workers and

reduces their engagement with the firms.

Table 23: Results of coding of interviews on the theme "Seasonality"

Expert Employer
Comments Comments

Seasonally fluctuating labor need 0 3 3

Sub-themes of *Seasonality** Total

Seasonality of work is not relevant for all sectors in Konya, but in two of the
examined sectors it contributes to irregular employment and affects employee
engagement. The food industry and machinery and agricultural machinery has partial
seasonality. The food industry in Konya is mainly based on agriculture and the
employment demand of the sector increases after harvests. In machinery and agricultural
machinery sector, especially agricultural machinery has seasonal demand, which starts
after harvest and ends before plantation, thus their employee demand is fluctuating. We
have seasonal contracts and permanent contracts with our employees quoted one of the
employers in agricultural machinery, referring only a part of the workforce is seasonally

fluctuating.

3.1.2. Competition in commodity market pressures wages and employment

As also discussed above, low level of wages in industry and employer’s cost
cutting actions over employees are key problems feeding the mismatch. The both
problems are related to cost of labor and its share in overall production costs of the

companies and companies’ (in)ability to set desired prices in the market.

Yulek discusses, firms that are producing standard, undifferentiated products
“commodities”, should passively accept the market prices. Otherwise, if they would
increase their price above market level, the demand for their products will fall. On the

other hand, differentiation, such as branding or technological leadership allows firms to
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create and manage their demand curve, rather than sharing it with competitors (Yulek,
2018).

In the case of Konya, most of the firms in the examined sectors are producing the
“commodity” products that are unable to differentiate in the market, thus they compete
with international market prices. As experts and some of the employers also pointed out
during interviews, branding is a problem for the industry of Konya. In fact, firms are
unable to set prices and create desired margins (profits) that will allow them to invest in
their organization, people, innovation and so on. This puts them in an endless loop where
they are in a constant destructive price-oriented competition, in which production tools
and labor are only areas to pursue efficiency. Then, to improve efficiency they focus on
increasing capacity and providing scale of economics or putting more pressure on

workforce.

In neoclassical economics, it is simply assumed that marginal productivity of
worker is equal, or in line with the wage. In other words, each worker is paid as much as
he or she contribute to increasing production. This assumption is partially true. Marginal
production has an impact on determining value of the job, and wages eventually.
However, as Thurow also argues, worker alone is not able to define their marginal
contribution and value creation (Thurow, 1975). The characteristics of the job has a larger
role in defining the value, rather than worker. The world prices of the product are
primarily determining value of a job. On the other hand, for the specific job, size of labor

queue, and size of workforce supply capable of doing it, is critical in determining wages.

Table 24: Results of coding of interviews on the theme " Transformation™

Expert Employer

Sub-themes of ""Transformation"' Total
Comments Comments
Transformation from agriculture to industry 8 0 8
Relations continue with agriculture and agricultural
production 1 2 3
Branding is a major problem for industry of Konya 0 1 1
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The problem with differentiation is also related to the experience in industry.
Konya has been recently transformed and to some extend still being transforming from
agricultural economy to industrial economy. In fact, firms in the industry are still
accumulating experience that will help them to increase their productivity. Productivity
increase will only help these companies to increase their value add to some extend as
Yulek argues, but with accumulated knowledge and experience, they could be able to
increase value within the same value chain, or they might jump into new domains with
more value add (Yulek, 2018). However, this topic is a subject for another research and

will not be further discussed here.

In the current situation for the examined sectors in Konya, their position in value
creation points to a structural phenomenon. The structure of the economy and product
types of industry pushes them to price-oriented competition and eventually they are
unable to differentiate in wages. In fact, with any wage increase (such as governments
increase of minimum wage) or market shocks they tend to cut their costs over employees

as marginal production of employees is considered low as well.

3.2.  Supply perspective: Shortage of supply in quantity and quality

The focus of this study is driven by the issue pointed out in the research question,
shrinking and then fluctuating labor force participation. In the previous chapter, the
problem and conditions of the demand side is discussed in detail as the study also carried
out mainly in employer perspective. However, to understand issues from supply side,
supply perspective is also included in the study, primarily by contributions of interviewed
experts, descriptive statistics analyzed, and partially via employer interviews, as these

interviews also included professional managers and human resource managers.

As presented in the previous chapters, there had been first decreasing, fluctuating
then slightly increasing participation in labor force. Moreover, as discussed in above

chapter of demand perspective, an unmet demand of labor exists in the industry of Konya.
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In fact, this unmet demand has both quantitative and qualitative perspectives. In other
words, it is about quantity and quality of available workforce, as interviewees also
confirmed with reporting industry has an unmet labor demand both in terms of qualified

and unqualified workforce??,

In the quantity side of discussion, population and working-age population,
migration and participation trends are discussed. In participation trends, it is critical to
understand participation of different segments such as woman and young people as well
as transition to work. In quality side, quality of workforce, schools and education are

discussed as well as requested skills.

3.2.1. Quantity issue in labor market

To understand supply side of the problem, quantity of workforce and more
importantly working-age population®® and participation of different segments should be

examined as well as factors behind these.

In order to provide workforce to the industries, there should be certain number of
working-age people available to work. The drivers of working age population are having
a young population and migration inflows and not having migration outflow to a
significant extend. When Konya is examined in terms of population, there is a growing
trend®, which happened with 1.02% CAGR between 2000-20172°. However, this
population growth below Turkey average which is 1.31% CAGR in the same period and
is in 9™ place out of 10 top provinces with GDP. This would mean, Konya had slower

population growth than other economically significant cities. However, this is associated

22 See Table 16: Results of coding of interviews on the theme " Labor need of the industry"
2 population with 15+ age
24 See Table 8: Population and population growth of provinces with top GDPs (2000-2017)

%5 See Table 8: Population and population growth of provinces with top GDPs (2000-2017)

71



with lower net migration rate as Konya has larger population outflow than inflow?®, Still
the growth rate is significant and migration outflow is not enough to explain a quantity

problem in labor market.

In this section, factors affecting labor force participation and quantity side of
unmet demand in industry is examined. In this perspective, value attribution by society
to vocational education?’ and industry is major issue affecting both participation,
education, and later sector choice of people. Moreover, through extended schooling via
university education with increased number and enrollment capacities of universities in
Konya, labor market entry is also delayed, which decreases participation of significant
number of working age young people to labor force. Another factor is low level of woman
participation and more importantly, lack of woman in the major sectors of Konya through
narrowing the labor pool for the industry in general. In this section, (i) value attribution
to vocational education and industry, (ii) delayed entry to labor market, and (iii) lack of

woman in industry sector is discussed in below sub headings.

3.2.1.1. Value attribution to vocational education and industry sector

In the field study, vocational education was primary discussion topic for almost
all interviewed actors, and current status of vocational education is heavily criticized.
Although the criticism primarily targets quality and quantity problems, reputation of the
vocational and technical schools, and later on having a career in industry, especially as a

blue-collar worker, were primary areas of discussion.

Society, students, and their families attribute social and economic value to general
secondary education and higher education, expecting a better future with decent job and
higher earnings. This value attribution is decreasing the demand in vocational and

% See Table 9: Net migration rate of provinces with top GDPs
27 Vocational and Technical Education do not only provide education for industry sector occupations.

However, as most of the production positions in the industry sector require vocational and technical
education, other occupations relevant to other sectors are ignored in this study.
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technical secondary schools; the reputation and preference escalating quality?® and

quantity problem.

In the below table, the results of coding analysis of interviews are presented in the
most discussed topic, vocational education. As it could be seen in the table, there had
been discussions by primarily employers on quantity problem, shortage of vocational
schools and graduates. Sub themes such as “Quantity problem with vocational and
technical high schools”, “Choice of university education decreasing demand for
vocational education”, “Excess number of universities”, “Vocational high school demand
decreased because of school registry regulations”, and “Vocational schools are not
preferred” point out the quantity issues with schools and graduates available as workforce

in the market.

28 The quality discussion was presented in next chapter of this thesis. Please see 3.2.2. Quality issue in
labor market.
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Table 25: Results of coding of interviews on the theme "Vocational Education™

Sub-themes of ""Vocational Education™ Expert Employer Total
Comments Comments
Decreasing quality in vocational education 3 4 7
Engineers do not meet required qualifications 2 4 6
Disappearance of apprenticeship in getting a
profession 1 4 5
Reputation loss of vocational education 4 1 5
Decreasing quality of university education 0 5 5
Need for collaboration with industry for university and
technical school curriculums 3 1 4
Quantity problem with vocational and technical high
schools 0 3 3
Choice of university education decreasing demand for
vocational education 0 3 3
Excess number of universities 1 2 3
Decaying student profile of vocational schools 0 2 2
Vocational education stays behind requirements of our
time 2 0 2
Need for starting vocational education in earlier ages 0 2 2
Vocational education does not support required fields 2 0 2
Need for applied vocational education 0 2 2
Experienced (Alayli?) - Schooled conflict 0 1 1
Discreditation of apprenticeship 1 0 1
Vocational training programs do not overcome
structural problem 1 0 1
Eased university transition from vocational schools 0 1 1
Infrastructure in vocational schools is behind
technology in sectors 1 0 1
Firms do not appreciate education in vocational high
schools 1 0 1
Vocational high school demand decreased because of
school registry regulations 1 0
Vocational schools are not preferred 0 1
Industry needs to organize and train their own
personnel 1 0 1

29 The foreman or masters who have developed their profession with on the job training and years of

experience instead of schooling.
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In addition to the above table, frequency of discussions by reputation of vocational
school are quite high, primarily advocated by experts such as “Reputation loss of
vocational education”, “discreditation of apprenticeship”, or “Need for restoring

reputation of working in industry” as presented in below table.

Table 26: Results of coding of interviews on the theme "Reputation of industry™

Expert Employer

Sub-themes of ""Reputation of industry"* Total
Comments Comments
Need for restoring reputation of working in
industry 2 0 2

Decreased demand for vocational schools, by also considering “decaying student
profile” would be related to value attribution of society to the outcomes of these schools.
Vocational and technical schools are usually associated with a blue-collar career in the
industry sector. By also considering the discussions of demand side®, characteristics of
employers, it could be argued that students and families do not see a bright future in these
careers and pursue general high schools or university education for a better career and

higher income in long term.

The issue is also highlighted in the Ministry of National Education’s report on
vocational education. Report discusses, social and economic value is attributed to general
secondary education and higher education rather than vocational education. In fact, this
perception is keeping successful students distant from choosing vocational and technical
education. According to the report, parents also attribute more value to higher education
(Milli Egitim Bakanligi, 2018).

Perception of vocational education is also fed by the image of manufacturing

industry to some extent. Manufacturing industry and its working conditions are perceived

%0 Please see 3.1. Demand Perspective: Failure of sector to differentiate from other sectors and became
attractive for labor.
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by the students and families and society in general as unfavorable. During the interviews

one of the employers quoted:

especially young people do not have tendency for industry, they do not want to
work in manufacturing. ... They would prefer to work as a waiter or shopkeeper.

... Manufacturing is dirty, and they do not like it.

Experts also pointed out the need for restoring reputation of manufacturing to make it

attractive again for workers.

Table 27: Taken and Unfilled Vacancies by year (Thousands) (2008-2017)

2008 2009 2010 2011 2012 2013 2014 2015 2016 2017

Vacancies Taken

Manufacturing 76 58 128 188 336 536 604 665 654 899
Total 179 166 369 661 992 1481 1,736 2,043 2,105 2,691
Vacancies Unfilled
Manufacturing 21 17 55 82 166 277 367 417 435 586
Total 56 37 148 266 394 751 977 1,105 1,270 1,585
Vacancies Unfilled
(%)
Manufacturing 28% 29% 43% 43% 49% 52% 61% 63% 67% 65%
Total 31% 22% 40% 40% 40% 51% 56% 54% 60% 59%

Source: ISKUR, 2019; Analysis of author

The statistics of public employment agency show that, in country wide,
manufacturing sector is the sector where most vacancies are taken, in other words, it is
the sector that most of the demand is coming for workers. Between 2008-2017,
manufacturing sector is by far most demanded sector®! for workers in terms on vacancy
openings in public employment agency. On the other hand, rate of unfilled vacancies had
increasing trend until 2016 when it peaked. In 2016, 67% of the manufacturing vacancies

were unfilled, whereas total unfilled vacancies were 60%. The increasing trend of unfilled

31 With the exception of 2011, in which year “Other Community, Social And Personal Services” sector
has the highest number of demands.
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vacancy rate in manufacturing, and manufacturing having higher unfilled vacancy rate

than overall would also be associated to the value attribution of workers to other sectors.

The comments of interviewees reflect their perceptions, which is usually not
supported by information. There are number of comments received for the sub theme
“Quantity problem with vocational and technical high schools”®2. Contrary to these
perceptions, there might not be a quantity problem in Konya case, considering the number
of vocational schools and student numbers. Number and capacity of vocational schools
increased tremendously in Konya during the period that is analyzed in this thesis (2008-
2017).

Table 28: Change in number of schools and number of students in general and vocational
and technical secondary education schools in Turkey and Konya (between 2008-2009
and 2017-2018)

Number of Schools Number of Students
2008- 2017- 2017-
2009 2018 Change 2008-2009 2018 Change
Turkey
General Secondary
Education 4,053 5,717 41% 2,271,900 3,074,642 35%
Vocational and
Technical Secondary
Education 4,622 4,461 -3% 1,565,264 1,987,282 27%
Konya
General Secondary
Education 120 139 16% 54,616 80,044 47%

Vocational and
Technical Secondary
Education 145 209 44% 45,447 86,286 90%

Source: Ministry of National Education, 2019

Number of general secondary education schools increased 16%, while vocational
and technical secondary education schools increased by 44% in Konya, contrary the

overall trend of Turkey where number of vocational schools decreased by 3%. In Konya,

32 See Table 25: Results of coding of interviews on the theme "Vocational Education”
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number of students in the vocational schools almost doubled (90% increase) in the given
period, while overall trend in Turkey shows relatively smaller increase (27%) (TC Milli
Egitim Bakanligi, 2019). This would suggest, the quantity problem might not be related
to vocational school numbers, but rather to graduates preference to pursue a blue-collar
career in industry, seek job in another sector, or continue with university education, which

is elaborated in the following sub-heading.

3.2.1.2. Delayed entry to labor market: Inflation in university numbers and eased

accession

Despite the growing vocational and technical school and student numbers
discussed in previous sub-chapter, interviewees also reported shortage of vocational and
technical school graduates in the market. Although with high growth rates in economy
and industry in the past decade, and current capacities, there might still be a shortage of
staff in industry sector, but the shortage is fed by increased availability and eased
accession to university education. In this section, two major trends are discussed, eased
accession of vocational and technical school graduates to universities and inflation of

university numbers.

In Turkish education system, admission of secondary school graduates to
university education requires going through an exam. However, for vocational and
technical school graduates, admission is eased and requirement of taking the exam was
cancelled for associate programs in relevant fields in 2001 with Law no 4702 (Official
Gazette, 2001). Moreover, there had also been a quota is established for vertical transfer
from associate programmes to undergraduate programs for vocational and technical
school graduates. This has also been criticized by some experts for delaying entry of

students to labor force by extending schooling time.

Another major criticism is received primarily from employers, on increasing
number of universities, arguing the key reason for low demand in vocational schools is

due to higher number of students attending university. There had been comments under
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the sub themes of “Choice of university education decreasing demand for vocational
education”, “Excess number of universities”, “Eased university transition from vocational
schools™®, The argument assumes that students tend to choose general high schools in
order to enroll university afterwards and increasing availability of university education
encourage this choice. In Freeman’s study as well, it is argued that decision for college
enrolment is affected by job market, as economic forces affect career choice (Freeman R.
B., 1975). Considering the previous discussions on employer commitments3*, wage
levels, and value attribution of society®®, Freeman’s argument could be valid for Konya
case. Job characteristics affect choice of university education, and eased accession to

university would encourage more people to pursue it.

In Konya case, number of universities increased from 1 to 4 and number of
university students increased from 75,699 to 132.802 in Konya between 2008-2017%.
The inflation in university and student numbers are not unique to Konya case as number
of universities increased 162 to 203 and number of university students 2,876,778 to
7,560,371 in the respective years in Turkey. In the period that is analyzed in this thesis
(2008-2017), number of students enrolled to universities is 66% higher than previous
decade (1998-2007) in Turkey (Yiiksekogretim Kurulu, 2019).

The increase on university number and enrolment capacities is criticized in
multiple ways as it has diverse impacts on labor market. Key criticism that experts and
employers agreed is that impacts on delaying labor market transition for young people.
The delayed transition affects number of young people entering to labor market and

eventually availability of labor pool for industry.

33 See Table 25: Results of coding of interviews on the theme "Vocational Education”
34 See 3.1.1 Employer commitment factors affecting employee attraction and engagement
% See 3.2.1.1 Value attribution to vocational education and industry sector

3 In 2018, the number of universities increased to 5 in Konya
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There had been many universities and higher education institutions established
in the last decade in Turkey. People who can immediately join workforce was
directed to higher education. We see this unplanned and think it is harming our

workforce.

one of the experts from an organization representing employers quoted on the impacts of

inflating university numbers on workforce.

With increased availability of universities, and decreased reputation of blue-collar
career in manufacturing, less people tend to choose it. The employee profile of
interviewed companies verifies the shortage of vocational school graduates. Most of the
employers stated majority of their blue-collar employees have education level below
secondary school. They stated, number of vocational or technical school graduate

employees is very low?'.

On the other hand, not all graduates of vocational schools are able to enroll into a
university. In 2017, 27% of the applicants® in Turkey were placed to a higher education
programme (Yiksekogretim Kurulu, 2019). Hence, eased access to university education
might not be enough to explain shortage of people in labor market. Still, eased accession
to associate programs for vocational and technical school graduates, and more
importantly, increased number and enrollment capacity of universities are delaying labor
market transition for young people and affecting size of labor force in Turkey and in
Konya as facts also suggest.

3.2.1.3. Lack of women in industry

Lack of women in industry of Konya is another issue affecting quantity side of

labor pool, apart from other problems related with value attribution and delayed labor

37 See Table 30: Results of coding of interviews on the theme " Education profile of workers"

38 6% to undergraduate programme, 15% to associate programme and 6% to open education.

80



market entry discussed above. In the industry sector in Konya, especially in the examined
major manufacturing sectors, there are low number of women employees in companies.
The openness of sectors to women, and social norms affecting woman participation to
workforce are narrowing size of labor pool for sectors and further escalating quantity

issue in unmet labor demand of industry.

Table 29: Results of coding of interviews on the theme "Woman employment"

Expert Employer

Sub-themes of ""Woman employment" Total
Comments Comments

Almost all of the employees in production are male 0 8 8
Woman employment is concentrated to certain

sectors 6 0 6
There are woman employed in white collar or

service positions 0 5 5
Conservative structure influences low woman

participation 4 0 4
Shift system in industry has an effect in woman

employment 1 1 2
Our sector is male dominant 0 2 2
Quitting after child birth is affecting woman

participation 1 0 1
Child care affects woman participation 1 0 1
Level of education affects woman participation 1 0 1
Agriculture and husbandry positively contribute

woman participation 1 0 1

A major problem in labor market mismatch and existence of unmet workforce
demand of manufacturing industry is the low level of woman participation in the labor
market for Konya. TR52 region®®, (which includes Konya and Karaman) has significantly
lower LFPR for woman compared to national level. Turkey’s LFPR is 33.6% and TR52

region is 27.8% for woman in 2017.

Cultural and social reasons are reported as the main causes of low woman
participation in labor force. Conservative social structure and closed society is not

encouraging woman to participate in the labor market. Majority of experts reported

39 Karaman is also reported by experts to have larger LFPR for woman than Konya due to its sectorial
composition. Thus, Konya’s LFPR is assumed to be slightly lower than the TR52 region.
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conservative social structure is the main reason behind low woman participation. On

social structure, one of the experts quoted:

Konya has an introvert society. That is the reason for woman participation
staying behind. Despite growing rates of schooling, still it doesn’t mean they will
be working, by her choice or family’s choice. Konya’s work life is culturally

difficult for women. The environment is more supportive to be a housewife.

Others added factors as relatively low education and being unqualified or leaving work
after child birth as factors limiting woman participation. On the other hand, economic
activities such as agriculture and husbandry were mentioned as contributing to woman

participation.

In addition to low LFPR, manufacturing sector has deeper problems in utilizing
woman workforce. Among the three main sectors, following services and agriculture,
industry sector has lowest share of woman employment (in TR52 region, 42%, 41%, and
17% respectively) (Turkstat, 2019). For the three manufacturing sectors this field study
was carried on, there are none or limited number of women in production (for machinery
and agricultural machinery there are no women reported in production in the three
companies interviewed). Women are employed in limited number either in white collar

positions, or service jobs such as cleaning and catering in the studied sectors.

In the industry and more specifically in manufacturing, two main reasons
considered for low participation of woman in labor force in Konya are sectorial
composition and openness of sectors for woman employment and working arrangements
(shifts).

First, sector openness could be defined as, willingness of sectors to employ
women in their core processes, where majority of the workers are employed. The three
sectors studied in this research are major employers for manufacturing industry in the
province and have significant representation in overall employment. Considering this

sector concentration and three sectors (and their suppliers) openness to employ women,
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it is a major barrier to increase participation. As most of the positions, and job openings

are targeting men in these sectors, there is fewer opportunities for women.

Experts also agree that there is sectorial concentration in women employment in
Konya. Sectors which are defined as requiring with hard labor such as molding, metal
processing, machinery, automotive, and even some sub-sectors of food industry do not
include woman in core production. Women only employed for “lighter” processes, such
as packaging. Women employment is concentrated in sectors such as apparel and
footwear, as well as sub-sectors of the food industry, such as diary and confectionary, as

reported. One of the experts quoted:

Women prefer more hygienic enterprises such as food, food packaging, footwear

and textiles. Those sectors heavily employ women in Konya
on woman'’s sector preference.

Second one, working arrangements, especially working in shifts, is among
practical reasons which is keeping labor participation low for woman in manufacturing.
Manufacturers applying serial/mass production have 2 or 3 shifts in a day to utilize their
capital at maximum capacity. The shifts require workers to rotate weekly in day/night or
day/evening/night shifts. In the interviews working in shifts is reported as not being
preferred by women and/or their families. Inconvenience of work hours, housework,
family responsibilities, and conservative social structure are counted among reasons for

not preferring working in shifts. One of the experts quoted on housework:

The understanding of housework should be done by women is possessing problem.
Housework and work together are heavy burden for women. If they hire someone
for helping in the house, then she should earn much more than this at work.

These factors, willingness of major sectors to employ women and desirability of
working arrangements in these sectors affect preference of woman to work in the industry

and define size of labor pool available for the sector. In Konya, in addition to the lower
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woman LFPR than country average, these two factors discussed, downsize the labor pool

available to industry and further escalate unmet labor demand.

3.2.1.4. Ties with agricultural production

There are also individual factors observed impacting labor market in Konya.
These individual factors are mainly, agricultural background of workers, ties with
agricultural production, and ties with rural which provide benefit and support from
families or relatives in rural. Experts also confirmed transition from agricultural economy
to industry®. This transition also shifted part of the workforce from agriculture to industry
sector*!. However, some of the experts mentions this is valid for central Konya; in most

of the outer districts, agriculture is still main activity.

Some of the experts and employers also agreed on the impact of sector transition
in labor market. Ties with agriculture and agricultural production continue for some of
the industrial workers directly or via their families*>. Employers reported cases of
employees taking time off or quitting in harvest times, to work on their own fields or to

help their family or relatives.

The agricultural background, or ties with rural and agricultural production is
reported to have negative impacts on labor market due to two factors. First, in some of
the interviews, workers with agricultural background are criticized for low industrial
discipline, in forms of difficulties in obeying norms of workplace (absenteeism,

respecting work hours or workplace rules etc.). Second, rural and agricultural ties are

40 See Table 24: Results of coding of interviews on the theme " Transformation"

41 In Konya, less than 2% of the workers registered for the agriculture sector, whereas 27% registered for
manufacturing in 2017. However, it should also e considered that, in agriculture sector informal work is
more prevailing thus, statistics on registered workforce might not reflect actual ratios. (NACE code A01,
Agriculture, forestry and fishery sector and NACE code C25 for Manufacturing sector. Social Security
Organization, 2015-2018 data provided by Mevka RDA)

42 See Table 24: Results of coding of interviews on the theme " Transformation”
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reported to provide a safety network for employees by decreasing their dependence on

wage and easing decision to quit.

The cases discussed in this section are rather minor and could not be generalized
to entire labor force. These incidents are reported by some of the employers referring to
not all employees but individual cases they had in their companies. Thus, these are treated

as more minor, individual factors affecting supply side of labor market.

3.2.2. Quality issue in labor market

One of the main problems addressed related to labor participation in Konya, “the
unmet labor demand of industry”, also has quality perspective, although quantity
discussion is more relevant to participation rates in general. In this quality discussion,
aspects such as employee characteristics, and quality of labor pool are primary areas of
discussion that was reported by mainly employers in the field study. On the other hand,
in the root of these discussion, quality of vocational education, and matching of skills

requested and provided are primary factors that should be understood.

The profile and characteristics of employees are critical in understanding quality
discussion over existing workforce in Konya. In below tables, education profile, previous
experience, and location of workers are provided from the coding of interview notes with

employers.

Table 30: Results of coding of interviews on the theme " Education profile of workers™

Employer

Sub-themes of ""Education profile of workers" Total
Comments
There are few workers with vocational education 6 6
Most workers have education level below high school 5 5
Older workers are usually primary school graduates 1 1
Younger workers are usually high school graduates 1 1
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On the education side, most employers reported that they have few workers with
vocational education, and most of their workers have education level below secondary
education. This provides an indication for quality of labor pool from education
perspective. The unmet labor demand of employers includes the educational background,

as the market does not supply workforce with vocational education.

Table 31: Results of coding of interviews on the theme " Previous experiences of
workers"

Sub-themes of ""Previous experiences of workers™ Employer Total
Comments
Unqualified, different workplaces with short periods 4 4
Similar industrial companies 2 2
Agricultural sector background 2 2
New graduates 1 1
With lack of production experience 1 1
From construction industry 1 1

When the previous experiences of workers were examined, there were varying
answers from employers, the most common ones were “Unqualified, different workplaces
with short periods”, “Similar industrial companies”, “Workers with agricultural
background”, or “From construction industry”. Among these, the first one also refers to
the problem of high employee turnover that is discussed in 3.1 Demand perspective:
Failure of sector to differentiate from other sectors and attract labor. However, it also
includes an element for “unqualified” which would mean non-vocational school

graduates.

Two employers mentioned similar industrial companies, which was desired case
for employers, as they seek to minimize on-the-job training costs. In addition, two other
employer said agriculture sector background, which is again referring to an effort to meet

labor need, but from not-desired areas, with increased cost of training.
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Table 32: Results of coding of interviews on the theme " Location of workers"

Sub-themes of "'Location of workers" Employer Total
Comments
Most workers are coming from central Konya 7 7
Bringing workers from districts and villages partially exists 6 6
Workers are mainly from villages 1 1

When the location of their workers is examined, majority of the employers replied
that they are from central Konya. Yet, at the same time, most of them mentioned that they
partially are bringing some workers from the districts of Konya, because their labor need

is unmet. Only one company mentioned their workers are mainly coming from villages.

To sum up on employee profiles, an average worker in examined companies do
not have vocational education. In fact, most of them probably have education level below
high school, are unqualified, worked in different companies with short periods, and
probably living in central Konya or commuting from one of the districts of nearby villages
of the province. This suggests, an inconsistency with the comments of employers on
quality of vocational education graduates. As they have few workers from these schools,
their comments on quality of education should be considered with caution. However, it
is still important to check their expected qualifications in workers and comparing it with
which are provided by schooling or by the market. In below two sub-headings,
discussions on quality of vocational schools and discussions over expected versus

provided qualifications of workers are elaborated.

3.2.2.1. Quality of education

Many of the employers and experts complained on decreasing quality of
vocational education. As previously stated, employer comments on the quality should be
considered with caution. However, especially experts associated the quality problem with
the decreasing quality of the student profile in these schools due to reputation of
vocational education, and even reputation of the industry. Thus, quality problem is highly

87



associated with value attribution that is discussed in above sections*:. On the other hand,
student profile is not the only determinant of quality of education. During the interviews,
quality of education is also criticized over level of up to date and applied knowledge
provided, inadequate infrastructure of vocational schools, and mismatch between

department of schools and required fields in the market*.

Quality of vocational education is heavily criticized by employers for not being
up to date and not providing applied knowledge. Curriculum in vocational schools should
be updated according to needs of Industry 4.0 one of the experts from an organization
representing employers quoted. Employers also emphasize need for applied knowledge
to provide students with practical experience by making vocational education and
industry closer to each other. Moreover, it is also associated with lack of adequate
infrastructure in schools, as not being able to provide them experience with the
technology widely used in the manufacturing industry. The technology used in vocational

schools is far behind the industry one of the interviewed experts quoted.

The mismatch between school departments and required fields in the market
reported as another problem affecting quality. Some of the experts also think the
departments available in vocational schools and required fields in the labor market do not
match, as schools open more popular departments demanded by students and their

parents. One of the experts in an organization representing employers quoted:

We develop people for unnecessary fields rather than manufacturing. We need
technicians, but accounting and computer departments in vocational schools are

more demanded.

to point out the mismatch between departments and needs in labor market. However,

additional studies are required to assess the need and mismatch in this area.

43 See 3.2.1.1 Value attribution to vocational education and industry sector

44 See Table 25: Results of coding of interviews on the theme "Vocational Education”
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In addition to discussion in quality of vocational education, many comments were
received on sub-themes “Decreasing quality of university education” and “Engineers do
not meet required qualifications”. This could also be associated with inflation of
university numbers and eased accession to university as discussed in quantity side.
Further studies are required to deep dive into this topic, but the received comments

suggest, the quality of education discussion is also relevant to higher education.

3.2.2.2. Requested skills

Despite the above discussed criticism against the vocational schools on quality
perspective, skills that employers prioritize in employee candidates are focusing on soft
skills and non-technical skills, rather than technical skills. Vocational education is usually
associated with providing occupation related technical skills to the students, along with
overall mission education in providing other non-technical skills. Employer’s comments
on quantity problem in vocational education also had the assumption that workers with
vocational education would meet their needs. However, prioritization of non-technical

skills suggests otherwise that, vocational education might not be the solution alone.

Table 33: Results of coding of interviews on the theme " Education profile of workers™

Sub-themes of ""Requested qualifications" Employer Total
Comments
Quality awareness 3 3
Technical competence and production experience 3 3
Personal traits 2 2
Non-technical skills 2 2
Industry culture 1 1

From the coding analysis of interviews, “technical competence and production
experience” is considered as referring to technical skills. “Non-technical skills”,
“personal traits” and “quality awareness” are considered non-technical yet were

mentioned more frequently than technical ones.

45 See Table 16: Results of coding of interviews on the theme " Labor need of the industry"
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Handel provided a review on ‘“Unresolved issues in the skills mismatch
literature”. In this review, Handel highlights mainly non-technical skills that are in short
supply along with technical or basic skills. In Handel’s work, the skills that are in short
supply are listed as

“(i) advanced cognitive/intellectual skills, (ii) problem-solving skills, (iii)
interpersonal (“soft”) skills, and (iv) attitudes and work ethics, effort, diligence,

commitment, sense of responsibility, respect for authority” (Handel, 2003).

Among these listed skills, employers in Konya usually highlighted soft skills such as
communication, openness to team work, sense of responsibility, sense of belonging and
personal threads such as honesty, trustworthiness, morality, and industry discipline or

culture. These could be classified as non-technical skills.

Employers also criticize lack of “quality awareness”, sensitivity against the
quality requirements of the work product. This could also be associated with industry

culture. One of the employers, owner of an automotive industry company quoted:

The most problematic skill is quality awareness, awareness regarding the
product worker produces

pointing out lack of devotion to produce in designated quality standards. This could also
be interpreted as another interaction problem between worker and the work. Desjardins
and Rubenson argued, interaction between worker and the work is crucial for productivity
(Desjardins & Rubenson, 2011).

From these non-technical skills, many of them cannot be provided with schooling,
except industry discipline. In Throw’s description “industry discipline” includes abilities
such as show up on time, take orders, do unpleasant tasks, and observe certain norms of
group behavior. Thurow defined industrial discipline as essential for work and could be
more important than job specific skills. He referred to education as a credential for

workers to show having “industrial discipline” (Thurow, 1975). However, when
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education fails to provide it, workplace becomes obliged to give it to the workers. One of

the human resources manager from food industry quoted:

Workers usually come to an industrial organization for the first time, they do not
know it. Culture is obtained with 2-3 years” work. We win the worker afterwards

unless they go somewhere else.

referring failure of schools in providing industry discipline and increasing cost of

employee training for workplace.

On the other hand, the technical qualifications employers seek vary. These include
ability to read technical drawings, do technical measurements, operate specific
production machinery, tools and equipment. In fact, employees tend to hire unqualified
labor and seek to develop these people according to the needs of their production
processes, as they are unable to find skilled worker. Moreover, employers emphasized
their willingness to develop their employees for long term endorsement but criticized high

employee turnover and low level of willingness for not allowing to do so.

The investment in human capital in its job returns are argued by both Becker and
Thurow in different but complimentary ways. Becker employers are more willing to
provide specific training rather than general training because latter brings results in longer
term, and they seek to maximize their benefit in short term (Becker, 1964). Thurow
argues, job market is a training market and employers are seeking to gain by minimizing
their training costs (Thurow, 1975). Both authors referred to the employer’s motivation

to minimize training costs.

In Konya case, employer’s willingness to invest in development of technical skills
of employees could also be associated with their dissatisfaction with quality of education
in vocational and technical schools. On the other hand, on non-technical skills side, their
prioritization of these skills over technical ones is the result of their motivation to
minimize costs of on-the-job training. They seek candidates that will be “trainable” and

loyal, to whom they will invest for technical skills. Thus, for the quality discussion on the
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schools, it could be interpreted that the issue is not the quality of provision of technical
skills, but failure to develop non-technical ones, which cannot be reduced to vocational

schools alone.

3.3. Interaction of demand and supply

In previous chapters, the findings and discussions are elaborated from demand
and supply sides of labor market. The interaction of the demand and supply is partially
covered under these discussions. However, interaction also has other discussions, worth
to handle separately. The unmet labor demand of the industry has led an employee
response, which also provide another evidence to the problems addressed in this study.
Moreover, there had also been other issues of interaction, which do not have enough
evidence to suggest conclusions, but could not be denied either. These are also discussed

in this section together with employer’s response to unmet labor demand.

3.3.1. Employers response to unmet labor demand

The employer (demand) side issues as well as employee (supply) side issues in
labor force participation and unmet labor demand in Konya’s labor market are discussed
under the previous headings. However, employers also developed a response to these
challenges with different means. This response includes, individual and collective
initiatives to develop labor force, investment in technologies that will decrease

dependency on qualified labor and hiring new comers in industry.

3.3.1.1. Initiatives to address the challenges

Employers are trying to address the issue, their unmet labor demand, with
individual and collective initiatives. On individual level, several corporate and individual
level initiatives and investments to employees over workplace trainings are emphasized.

On collective level, more institutionalized initiatives are observed, such as sponsoring
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vocational schools and investing in vocational education centers by employers’

organizations.

Individual initiatives (to address labor need of the industry) are mainly focusing
on workplace trainings. Most employers stated they provide technical and non-technical
trainings to their employees. Trainings are either organized inhouse or in cooperation
with public agencies, such as ISKUR*® and KOSGEB*" and professional organizations
where available. Trainings include on-the job and class trainings, depending of the need
of the work. However, some of the employers reported these trainings are not effective

and do not bring desired results in all cases.

Other individual initiatives include non-institutional initiatives of employers or
the managers of the companies, such as recruiting students as interns from relevant
departments of vocational schools and engineering departments of local universities and
personally mentoring them. These internships and mentoring activities aim to support

development of the students and eventually employ them in the long term.

The individual initiatives rather have small impact as they are only able to reach
a small group as exemplified in non-institutional initiatives, or ineffective in the long run
as the workplace trainings focus on practicalities for requirements of special production
or process. As also discussed in this study*® workers need for re-training for work each
time they change jobs and are unable to accumulate experience and technical skills to

expertise.

Collective initiatives are beyond individual and company level, they are mainly
carried out by employer organizations. Two main, institutionalized initiatives are reported
during the interviews. The first one is, establishment of Vocational Training Center by
Konya Chamber of Commerce. The project aims to provide mainly on-demand vocational

46 Public employment agency
47 Public agency to develop small and medium enterprises

48 See 3.1.1.2 Opportunities to learn and grow
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training programmes especially for young people from districts of Konya and matching
them with employers. The second one is, Konya Chamber of Industry’s collaboration
with a vocational and technical secondary school. Chamber is providing sponsorship to
school for infrastructure, operational expenses and even some of student’s expenses, such
as transportation and catering. The chambers’ sponsoring the school aims to make it more
attractive for students and being able to develop and provide workforce to the

manufacturing industry of Konya.

The collective initiatives are more promising in helping industry in tackling unmet
labor demand, but still they would only have medium level of impact as they have limited

resources and not able to serve wider population.

3.3.1.2. Acceleration of automation investments

Automation of production processes and eventually reduction of workforce are
discussed to have direct impact on employee demand and indirect on employee
engagement. Automation investments are primarily carried out to increase efficiency and
quality, but in Konya case they do have a connection with unmet labor demand of the

industry as well.

The level of automation in the industry of Konya is not known exactly but reported
to be increasing. However, as observed during interviews, there is clear distinction
between the three manufacturing sectors examined. Among those, food industry has the
highest level of automation in the core production processes, while automation in non-
core processes such as packaging or loading varies between companies. Due to the
complexity of products and production processes, automotive sector and machinery and
agricultural machinery sectors could not be clearly differentiated from each other with
the level of automation, but in general machinery and agriculture machinery is relatively
less automized. This is mainly because the production volumes of parts and products in

automotive is higher.
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Table 34: Results of coding of interviews on the theme "Automation "

Expert Employer

Sub-themes of "'Automation™ Total
Comments Comments

Critical processes are automatized 0 2 2
Reasons for automation investments productivity

and quality 0 2 2
The last processes are generally manual (packaging

etc.) 0 2 2
Entire process is automated 0 2 2
Employee and cost reduction with automation 0 1 1
Increasing productivity is one of the reasons for not

increasing labor force participation 1 0 1

This differentiated level of automation directly effects the workforce requirements
of companies. Companies with higher level of automation in core processes need fewer
qualified workers, but they need more unqualified workers in non-core processes. This
provides another motivation to employers for automation. The shortage of qualified
workers and concerns on the quality of products drives them to increase automation in
core production processes, when available. Indeed, the main motivation of employers
with automation investments is increasing their efficiency and eventually competitiveness
in the market. However, impact of qualified labor shortage could not be underestimated.
In fact, most of the interviewed companies obtained welding robots. This investment
could be associated with lack of qualified human resources in the area. One of the
employers quoted, We invest in robots for critical operations referring to rather complex
production processes with higher quality necessities.

In the era of smart production, level of automation constantly increases and needs
for human involvement decreases. Whether we will require humans at all in production
in near future and should we still invest in vocational education to develop a large
workforce, this is another discussion not covered in this thesis. However, the labor and
qualification of the needs of the industries with increasing automation is critical to be

considered in resource planning for vocational education.
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3.3.1.3. Hiring new comers: Refugees and asylum seekers

Turkey is the top refugee hosting country according to UNHCR. There are 3.6
million “Syrians Under Temporary Protection Regime”*® according to UNHCR Turkey
in 2019. These people are distributed to different cities of Turkey. In Konya, 70.226
registered Syrians were reported in 2016 (Ministry Interior of Turkey Directorate General
of Migration Management, 2019). These refugees are not technically called as refugees
due to Turkey’s protection regime, but to ease explanation, in this study they are called

simply as “refugees”.

Table 35: Results of coding of interviews on the theme "Refugees and asylum seekers"

Expert Employer

Sub-themes of ""Refugees and asylum seekers" Total
Comments Comments

Refugees meet labor demand of industry 6 3 9
Refugees accept to work in unwanted low paying

jobs 3 2 5
We do not employ refugees due to lack of work

permit 0 4 4
Small enterprises employ refugees 0 3 3
Refugees work informally 1 2 3
We do employ refugees 0 2 2
Refugees are exploited by low paying jobs 0 2 2
We do not employ refugees due to lack of work

discipline 0 1 1
We do not employ refugees to preserve labor peace 0 1 1

Both experts and employers reported entry of refugees (mostly Syrians) to the
labor market especially in the recent years. They think entrance of Syrians in the labor
market supported meeting the labor demand of the industry. Employers said they do not
employ refugees as they cannot employ unregistered workers. However, they said smaller
enterprises employed refugees (in most cases unregistered and with lower wages).

Refugees also accepted to work in low paying, unwanted jobs, but at the same time, they

9 Temporary protection is defined as immediate and temporal protection executed with decree of cabinet
in cases of mass migration movements where individual international protection application mechanisms
cannot be implemented effectively (Ministry Interior of Turkey Directorate General of Migration
Management, 2019).
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replaced some of the local workers in those companies. Eventually, local people who lost
their jobs in those enterprises provided and extended labor pool for larger companies in
industry, which helped to overcome unmet labor demand of the industry to some extend

in the last years of examined period.

3.3.2. Other issues of interaction

There are other issues related to interaction of demand and supply reported during
field study, but with lower frequency. Thus, these issues are rather inconclusive as further
research is required to support solid findings. These issues are inefficiencies in matching
mechanism, effects of labor market policies, and low level of unionization in Konya.

3.3.2.1. Inefficiencies of matching mechanism

Matching mechanisms which refer to the intermediaries facilitating matching job
and employee became another topic of discussion in the field study. Some of experts and
employers pointed out usage of alternative channels rather than formal mechanisms and

some of the employers also complained on ineffectiveness of employment agencies.

Table 36: Results of coding of interviews on the theme "Matching"

Expert Employer

Sub-themes of "*Matching Comments  Comments Total
Different networks are utilized in job/employee
search 3 1 4
Matching mechanisms are ineffective 0 3 3
Employer and employee are unable to match 3 0 3

Experts pointed out matching problem in the interviews and mentioned usage of
different networks rather than formal channels such as public or private agencies. Among
these other networks, private networks of existing employees (workers personal, family,

or neighboring networks) are most prevailing. In addition, some companies also utilize
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reaching out to local administrations (such as district governor and muhtars) to help

identifying employee candidates for recruitment.

Employers too criticized inefficiency of matching mechanisms, as comments
received from all sectors. These comments include being unable to receive candidates in
sufficient quality and quantity from public employment agency, and lack of potential
candidates’ backgrounds in the systems of public and private agencies. Some also
criticize public employment agency as being ineffective and inefficient as well as only
registering the employees that the employer finds. In fact, employers are willing to

register the employees they find to be eligible to receive incentives from state.

In fact, the rates of unfilled vacancies in Turkey have increasing trend according
to public employment agency statistics. The rate of total unfilled vacancies increased
from 31% in 2008 to 59% in 2017. Moreover, in manufacturing sector, the unfilled
vacancy rates peaked in 2016 with 67%, and recorded as 65% in 2017°°. The performance
of Konya office of employment agency is not able to be assessed as the number of filled
vacancies are provided, but number of vacancies taken (job openings) are not given in

their annual reports®..

These facts are crucial to understand the performance of formal channels in
facilitating matching in the labor market. In the absence of local level statistics in filled
vacancies, and assuming they would not be a lot different than country average, the
criticism by employers as these mechanisms being ineffective might be true. Moreover,

usage of other networks for matching validates this proposal to some extent.

3.3.2.2. Effects of labor market policies

The labor market policies in Turkey are not analyzed in this study, but during the

field research number of comments and criticism received for government campaigns for

%0 See Table 27: Taken and Unfilled Vacancies by year (Thousands) (2008-2017)

51 Provincial Employment and Vocational Education Board Annual Activity Report
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employment, training programmes supported by public employment agency, and

provision of unemployment benefit by government.

Table 37: Results of coding of interviews on the theme "Labor market interventions™

Expert Employer

Sub-themes of ""Labor market interventions™ Total
Comments Comments

Employment programmes are creating disguised

employment 1 0 1
Employment campaigns are not creating sustainable

results 1 0 1
Local platforms for labor market are inefficient 1 0 1
Need for transforming incentives with human

resource focus 1 0 1

Experts criticized ineffectiveness of labor market interventions such as
employment programmes of ISKUR®? and employment campaigns of government®,
These interventions were accused of being short term, ineffective and contributing to

“disguised unemployment”.

Table 38: Results of coding of interviews on the theme "Unemployment benefits"

Expert Employer

Sub-themes of ""Unemployment benefits Comments  Comments Total
Low participation of unqualified labor due to social
aid 0 1 1
Unemployment benefit lead cases of informal labor 0 1 1
Cases of getting fired to be eligible for compensation
and unemployment benefit 0 1 1

On the other hand, employers primarily criticized labor market impacts of
unemployment benefit. In Turkey, employees, employers and state contribute to

unemployment fund, through unemployment insurance. Eligible unemployed workers are

52 In order to provide trained workforce to the companies, ISKUR, the public employment agency of
Turkey provides support for on-the-job training programmes in the companies.

53 Government of Turkey has announced an employment campaign to encourage companies to employ

more worker during economic shocks. The first campaign was introduced in the beginning of 2017 and
included and incentive programme to decrease costs of employment for each additional hire.
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able to receive payments from the fund to compensate their income loss. Although the
unemployment benefit payments are smaller than the work time income of employees, it
is criticized by employers for increasing employee turnover especially among unqualified
workers. Moreover, employers mention cases where employees getting themselves fired
to be eligible for unemployment benefit, then negotiate with new employers for working
unregistered to receive the benefit and salary together. However, as there are few
comments received under this topic, this issue remains inconclusive and further studies
are required to analyze impact of labor market policies and unemployment benefit on

labor market participation.

3.3.2.3. Low unionization

Unionization of labor in Konya industry is also low and concentrated in specific
sectors and companies only, the union representatives reported during interviews. Two
interviewed major confederations of unions said they have few members from companies
in the industry sector, they are rather organized in services and agriculture; in fact, in

services their primary member base is public institutions and municipalities.

Table 39: Results of coding of interviews on the theme "Trade unions”

Expert Employer

Sub-themes of ""Trade unions" Total
Comments Comments
Industrialists stay away from trade unions 2 0 2
Trade unions are not organized in industry 2 0 2

On employers’ side, no noteworthy comments were received on trade unions. On
the other hand, representatives of major trade unions see employer’s avoidance of trade

unions as a key reason for low unionization.

Another trade union interviewed, who has a relatively large member base in
industry in a single company, provides a contrary case. In this case, cooperation of trade

union and the company on management of labor affairs, and company’s provision of
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additional rights and benefits to the workers lead to better labor outcomes than the market.
The issues such as high employee turnover and unmet labor demand are not reported in

this case.

A single company case might not be enough to make conclusions and could be
misleading. However, involvement of trade unions would be assumed to provide better
labor market outcomes in general, through an institutionalized setting for negotiations,
support on management of labor affairs and provision of job security to some extent. Still,
considering the employer characteristics discussed in this study®*, unionization might not
work in a desired setting and some of these companies would not be able to survive
considering their margins. This study is inconclusive on the role of trade unions as a factor
affecting labor force participation, and further studies are required to understand their
impact.

54 See 3.1. Demand perspective: Failure of sector to differentiate from other sectors and attract labor
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CHAPTER 4

DISCUSSION AND CONCLUSION

In the times of weakened link between output and employment, mostly through
improving technology and increasing productivity; considering current discussions and
developments on smart manufacturing by increasing automatization and decreasing
involvement of workforce, it is important to address current challenges to light the road
ahead. Therefore, this study which focused on causes of shrinking and fluctuating labor
force participation in a rapidly growing economy of a province, will help in identifying

areas that need to be addressed in future.

The study focused on a decade between 2008 and 2017 in Konya, where industrial
growth was not reflected in employment market growth and labor force participation.
This study focused on defining the problem and setting the agenda for disparity in labor

market and industry growth through analyzing the case of Konya.

For the study, a field research has been carried out and used as the primary data
source together with descriptive statistics. The study has focused on employer
perspective; hence, 18 in-depth, semi structured interviews were carried out with local
firms in selected sectors (employers), and experts from public and professional
organizations relevant to labor market, such as chambers, development agencies, and
trade unions. The employer perspective caused to a limitation in the study. However, to
include employee perspective, views of trade unions, public agencies, and professional

managers of interviewed firms utilized.

The study identified the problem and discussed possible causes in a structured
way; demand side (employer), supply side (employees) and their interaction is handled
separately in the analysis. The findings validated the hypothesis as well as elaborated the
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discussion for examined sub-questions. The study reached three major findings

corresponding to demand, supply and their interaction:

1. Inadequacy of job value in the industry in attracting and engaging workforce

2. Shortage of labor supply in both quantity and quality in meeting labor demand
of industry

3. Existence of skill mismatch

The first main finding is the inadequacy of job value in the industry in attracting
and engaging workforce. Not increasing labor force participation could be associated with
this attraction problem. Despite low level of unemployment rates, job value does not
encourage non-participants of labor force to enter market. Moreover, for participants of
job market, the low-level attraction and engagement result in high employee turnover, as

reported by most of the interviewed companies.

The value, marginal productivity resides in the job, not in the man, as Thurow
argued in his famous job competition theory (Thurow, 1975). In industry, level of
competition in the market, market price of the product, value add, and productivity of the
company defines the value of the jobs in a specific company. In this definition, market
price and competition are external factors, and value add, and productivity are internal
factors. In Konya case, internal factors are characteristics of the products as commodities,
and position of companies in low ends of value chains. The external factors consist of
level of competition, and prices of products in global commodity markets that pressure
companies in their gross margin and push the jobs in these firms to the low value zone.
In this zone, companies struggle to invest in people by being unable to provide
competitive wages, opportunities to learn and grow, and invest in the organization to
establish structures for good governance and institutionalization. Moreover, with market
shocks, fluctuations and other regulatory interventions, they are even unable to provide
job security to some of their employees. In return, these issues reduce the attractiveness

of jobs and restrain companies in attracting and engaging the workforce.
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The second finding is the shortage of labor supply in meeting needs of industry.
In fact, characteristics of this shortage are not only quantity, but also quality related. On
quantity side, decrease in unemployment rates until 2013 and feedbacks from the field
study, confirm the shortage of labor supply. Moreover, the recent trend observed in
smaller firms in industry, in hiring new comers, refugees and asylum, could be interpreted

as a response of sector to shortage of labor supply.

There are various reasons behind this shortage, but the primary factor is the value
attribution of society to higher education and sectors other than industry, such as services.
Considering the job value discussed in the previous finding and the motivation of
individuals to maximize their lifelong earnings, they tend to pursue higher education, or
select occupancies other than industry and manufacturing related ones. This is in line with
Freeman’s argument that, college enrolment is affected by job market, as economic forces
affect career choice (Freeman R. B., 1975). Although number and capacity of vocational
schools in Konya are denser than country’s average and had an increasing trend in the
examined period, they were unable to meet the labor demand of the industry primarily
because direction of value attribution.

In fact, another finding related to the value attribution is the delayed entry of
young people to the workforce which comes with increased availability of higher
education opportunities. The number of universities and their enrollment capacities
inflated in the examined period in Konya and in Turkey. In Konya case, job values in
manufacturing sector and direction of value attribution of society, with increased
enrollment capacities in universities is delaying significant number of young people’s

entry to the labor force and feeding quantity shortage of labor supply.

Moreover, industry sector has relatively smaller labor pool due to willingness of
sector to employ women in addition to low LFPR for woman in Konya. In the examined
companies, there were very few women employed in the core processes, where most of
the workforce is utilized. The willingness of these sectors to employ women and

attractiveness of working arrangements are main factors behind lack of women in those
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dominant sectors, as well as women participation to labor force being lower in Konya
than national average. Lack of women in industry, except more open sectors such as
apparel and footwear, and sub-sectors of the food industry, diary and confectionary; is
further escalating shortage of labor supply, and downsizing labor pool for companies in

industry.

In addition to shortage in supply of labor in quantity, quality of supply is another
dimension of the problem. One of the root causes of quality problems is direction of value
attribution, since student profile selecting vocational education is reported to be low
quality. However, other issues relevant to quality of vocational education should also be
considered, such as level of up to date and applied knowledge provided, inadequate
infrastructure of vocational schools, and mismatch between school departments and
required fields in the market. These quantity and quality issues constitute a supply
shortage in the labor market, especially a shortage in the labor pool for the industry

considering the job value and society’s value attribution to this job value.

The third finding is the existence of skill mismatch in Konya case, which is
observed especially with inadequacy of supply side, in providing requested skills by the
employers. Employers, unsatisfied with the quality of education provided to workforce,
pursued their own initiatives to develop workforce via owning or sponsoring vocational
education centers and schools. Furthermore, acceleration of automation investments is
also associated with unmet labor demand, among other motivations such as increasing

productivity.

It is also observed that, requested skills by employers are primarily soft skills and
non-technical skills. Employers in Konya prioritized soft skills such as communication,
openness to team work, sense of responsibility, sense of belonging and personal threads
such as honesty, trustworthiness, morality, and industry discipline or culture as skills they
seek in employees. These could be classified as non-technical skills. Moreover,

employers also criticize lack of “quality awareness”, sensitivity against the quality
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requirements of the work product in workers. Quality awareness could also be associated

with industry culture and considered a non-technical skill.

The prioritization of non-technical skills is in line with Thurow’s discussion that,
employers seek trainable candidates, to minimize the on-the-job training costs (Thurow,
1975). They seek loyal candidates, who will pay back these training costs in time with
staying in the company and working throughout the years. However, with the job value
and other associated problems, they are unable to engage and maintain workers, which in

return increases their training costs.

The skill mismatch could also be linked to companies’ institutional and
management capacities. As Bloom et al. argues, productivity, competitiveness and higher
worker skills are associated with good management (Bloom, Genakos, Sadun, & Reenen,
2012). The existence of adequate institutional structures such as a human resources unit,
help companies to identify, attract and maintain employees with relevant skills through
planning and sustaining policies as pay scales, career paths, and providing employees
opportunities to learn and grow throughout their career. With non-existence or varying
maturity level of such functions, as well as lack of qualified professional managers in the
market to operate such units, it is difficult for companies to match with employees with

desired skill sets.

Value attribution to the industry sector is another cause of skill mismatch in
Konya. The requested non-technical skills are relevant for most of the service sector jobs
too. Thus, competition with other sectors, primarily service sector, further shrinks their

labor and skill pool and escalates skill mismatch in the sector.

For the second and third main findings suggested, the role of individual factors
was also explored in the study. The individual factors are mainly relevant to the supply
side. The individual worker’s agricultural background, and ties with agricultural
production or their families in rural were reported in the field study as another factor

affecting their engagement. There are minor cases reported, such as taking time off or
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quitting in harvest times to work in ones’ own land, or family or relatives’ land. Effects
of safety net provided with additional income from agriculture is also demonstrated as a
factor easing decision to quit. However, these cases are minor and could not be
generalized to entire labor market, thus they have insignificant links with the findings.

In addition to these three main findings, there are other issues reported in the field
study, and analysed in this thesis, but they are rather inconclusive due to insufficient
evidence. These are related to other causes of the discussed market outcomes, such as
efficiency of matching mechanism, effect of labor market policies, and level of
unionization; or labor market outcomes such as education mismatch or field of study

mismatch.

Matching mechanisms, the structures intermediately matching employee
candidates with jobs, are reported to be ineffective in some of the interviews. Therefore,
companies were finding other ways to reach employee candidates, such as networks of
existing workers or local administrations in districts. Labor market policies became an
area of debate in some of the interviews. Interventions to labor market are criticised by
experts for being inefficient and not creating desired results. On the other hand, employers
criticised labor market impacts of unemployment benefits for being alternative non-labor
income source and easing decision to stay out of market for a while. The unionization on
the other hand, might be relevant to both causes and results of the issues in labor market,
as it is very low in industry sector, with exceptions of some sectors and specific
companies. However, there is not enough evidence on these discussions to reach
conclusions, neither their existence could not be denied, they were left inconclusive an it

requires further research.

Regarding other types of mismatch, there had also been observations in the study,
but these as well remain inconclusive. On educational mismatch, employers neither
directly defined, nor they were asked to set a required level of degree for the jobs within
the company. Nevertheless, they generally reported requirement levels of vocational and
technical secondary school degree for production positions. Assuming this is valid and
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considering number of companies that reported their employees are mainly graduates of
primary school, incidences of undereducation might be existing. In addition, considering
the rise of number of universities and their enrollment capacities, it could fair to expect
overeducation mismatch in near future. In this case, assuming value of jobs will not show
parallel development, the investments in education will not pay off, as it has been

observed in various country cases, including Turkey, in the literature.

The three main findings, which are strongly linked to each other, validate the
hypothesis of this study and further elaborate the role of structural-economic and
individual factors in shrinking labor force participation, and unmet labor demand of
industry sector. The hypothesis, existence labor market mismatch between expectations
of the industry sector and characteristics of available workforce is validated through the
finding of existence of skill mismatch. Other main findings, inadequacy of job value, and
supply shortage in quantity and quality helps further explaining the answer to the research
question and sub questions. These findings which are strongly interconnected, also
correspond to demand and supply sides of the labor market as well as their interaction
with each other. Labor market mismatch in Konya has characteristics of inadequate job
value in attracting and engaging workforce in employer (demand) side and shortage of
labor in both quantity and quality in employee (supply) side. These characteristics are
primary causes of the mismatch between the two. Moreover, the skill mismatch in labor
market, especially in the non-technical skills side, adds another dimension to the problem
by increasing training costs of employees. Characteristics and capacities of employers in
creating job value, value attribution by employees to the jobs in the industry and
vocational education which is also associated by the industry, skills available in the labor
pool are all affecting the mismatch in the labor market as demonstrated in the case of

Konya examined.

In the light of these findings and conclusions, recommendations are presented in
corresponding three areas to address findings in supply and demand sides as well as their

interaction.
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On the demand side, addressing the factors affecting job value, it is recommended
for public policies to focus on initiatives to accelerate improvements in employers’
management capacities, primarily in human resource planning and management, and
following other areas of institutionalization and good governance. Considering the
shortage of supply in the white-collar positions in this area, it is recommended to develop
collaborations with local universities and leading firms to initiate development
programmes in the most needed areas that will be identified. Moreover, considering most
of the firms in the examined sectors were family firms, and transitions to next generations
are either started or on its way, initiatives could be developed targeting new generations,
who could be more open to transformation. Finally, communication activities promoting
good practices from the local could also help setting transformation agenda for the

companies in Konya.

On the supply shortage, it is recommended to focus initiatives the root causes of
value attribution. Communication initiatives targeting younger students and their
families, scholarship programmes for requested occupations in vocational and technical
schools could be used as primary instruments. Moreover, other initiatives such as
promoting “maker” movements, open labs and workshops on manufacturing could be
considered to promote the industry sector to younger generations. On the other side,
considering the number of universities and number of students enrolled, it is
recommended to carry out specific research and needs assessment studies to understand
current and future demand for occupations and skills, and review existing departments

and enrollment capacities in universities.

Considering the skill mismatch, it is recommended for vocational and technical
schools to review their curriculums in a way to deepen provision of non-technical skills
along with occupation related technical ones. It is reported in the field over existing
initiatives that, they have positive impact on increasing attractiveness of the collaborating
school. Thus, it is also recommended to increase applied trainings in collaboration

between the sector representatives (chambers and other professional organizations) and
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players (firms), with the vocational and technical schools, and relevant departments of

universities, through medium- and long-term internship programmes.

In addition to the recommendations addressing each dimension, | would like to
suggest further research especially on economically rising and declining provinces and
related labor market outcomes. The case of Konya, an emerging city with growing
economy and industry, helps to understand challenges of the demand and supply sides of
labor market in Turkey, which | believe could be generalized to other emerging cities in
Turkey, and maybe to other cities with similar challenges in developing countries. Further
studies, especially comparative studies, would help to understand similarities and
differences of labor-output relation with labor market matching.

In this study, mismatch in labor market is discussed over Konya case, where
growing economy and industry did not end up increasing labor participation. The study,
which was primarily carried out from employer perspective, but included credible sources
to reflect employee perspective, has categorized issues in demand and supply ends as well
as how demand and supply interacts with each other. Thus, findings and
recommendations addressed all these three areas by highlighting the links between them.
In the age of escalated discussions on economic growth and employment relation and
future of work, it is important to address the current challenges over a recent case, in
which the findings could be relevant beyond the case, to Turkey and developing countries
in general. Considering structural causes that are dominant in most of the findings,
interventions could only succeed in long term. However, short term gains are also
possible especially with setting transformation agenda targeting capacities of enterprises,
initiating communication to restore reputation of manufacturing, and focusing on

collaborations for skill development.
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APPENDIX B: IN DEPTH INTERWIEW QUESTIONS (EMPLOYER)

Subject

Questions

Profile of the firm,
operations and
employment

Could you describe your company, operations and
employment structure? Can you talk about your company's
trends in recent years? (Company size, products and
production structure, employment size, blue-white collar
staff numbers, personnel turnover rate and change in
recent years)

What is the level of automation in your production? What
kind of work do you do labor intensively?

Employee profile and
skills

Could you describe your company's employee profile?
What is the male-female, vocational or technical education
distribution of employees for blue and white collars?

How are your employees' previous work experiences?
(Industry, agriculture, small business, etc.)

Do you provide trainings for your employees in your
company? If so, what kind of training is given?

Which districts of Konya do your employees mainly come
from? Do you have employees from outside of Konya?

Workforce profile and
skills needed in the firm

and industry

Do you able to find the workforce you need in quality and
guantity? How has this been in recent years?

What are the technical and non-technical qualifications
you are looking for in your employees? What features do
you want your employees to have?

When you want to hire, at which points do the candidate
profiles meet or does not meet your expectations?

Recommendations

What do you think should be done in Konya in order to
improve this situation and to have access to the workforce
profile and competencies you need?

What are your recommendations for improving other
problem areas related to the workforce you're talking
about?
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APPENDIX C: IN DEPTH INTERWIEW QUESTIONS (EXPERT)

Subject

Questions

Trends in labor market of
Konya

How has Konya's economic growth affected the
development of the labor market?

How would you evaluate the employment market in
Konya today?

Structure and trends of
workforce in
manufacturing industry of
Konya

How did the transition from agriculture and industry take
place? How do you observe the effects of this today?
Have there been any problems brought about by this
transition? (e.g. business culture, etc.)

Labor market participation
and barriers

Looking at the statistics, the labor force participation
declined between 2008-2014, and then there was
fluctuation. How do you evaluate this situation, what are
the consequences and effects?

What do you think are the obstacles to increased labor
participation in Konya?

We see in the statistics that Konya's rate of women's labor
force participation and this rate of growth is below the
Turkish average. How do you assess women's labour force
participation, the state and trends of women's
employment?

Which sectors do you think are more open to women's
employment?

How sectoral requirements in the leading sectors of Konya
affect male or female employment (especially in the
automotive, food, machinery and agricultural machinery
sectors)

Skills of workforce and
matching with expectations
of manufacturing industry

Is there a harmony between labor demand and supply in
industry sector in Konya? Why does it exist or not?

How do you evaluate the relationship between the
demands and expectations of the  automotive, food,
machinery and agricultural machinery sectors for the
workforce and the current competencies of the workforce?
What feedback and demands do your stakeholders in the
industrial sector have for the workforce?

Recommendations

What do you think should be done in Konya in order to
improve this situation and increase the participation of the
workforce?
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APPENDIX D: TURKISH SUMMARY / TURKCE OZET

KONYA’DA iS GUCU VE SANAYi UYUSMAZLIGI:
YAPISAL VE BIREYSEL FAKTORLERIN ISVEREN BAKIS ACISINDAN
ANALIZI

Ilerleyen teknoloji ve artan verimlilik ile ekonomik ¢ikt1 ve isgiiciiniin arasindaki
baglantinin zayifladig1 cagimizda, akilli iiretim ve artan otomasyon is giiciine ihtiyaci
azaltmaktadir. Mevcut isler, is verenlerin beklentileri ve is giiclinlin yetkinlikleri
arasindaki farkliliklardan kaynaklanan arz-talep uyusmazliklar ile ekonomik biiylime
istihdam iligkisinin beraber ele alindig1 bu ¢alisma, is giicii piyasasinin sorunlarina dikkat
cekerek, yapisal ve bireysel problemleri analiz edip miidahale alanlarini ortaya ¢ikarmay1
amaglamistir. Bunun i¢in biiyiimekte olan bir ilin ekonomisi ve is giicii piyasasi bir vaka

olarak ele alinmistir.

Geligsmekte olan bir iilke olan Tiirkiye, 2002 y1l1 sonrasinda 6nemli bir ekonomik
biliylime yasamis, Gayrisafi Milli Hasila biiyiiyen sektorler ve artan gelir ile birlikte
bliylimiistiir. Ekonomik biiylime, niifusun daha yogun oldugu, sanayi ve hizmetler
sektorlerinin daha biiylik ve isletmelerin daha yiiksek sayida oldugu, {tlkenin
biiyliksehirlerinde daha belirgin olarak gergeklesmistir. Bu donemde gergeklesen
bliylimenin bir karakteristigi de agirlikli olarak Marmara ve Bati Ege bolgelerinde
bulunan, sanayinin yogun oldugu ekonomik merkezlere ek olarak yeni ekonomik
merkezler ortaya ¢ikmistir. Ancak ekonomik biiyiime, is giicli piyasasina ancak sinirlt

olarak yansimustir.

Bir yonetim danigmani olarak ben de yeni biiyliyen ekonomik merkezler olarak
degerlendirilebilecek, cogunlugu orta Anadolu ve glineyinde bulunan bu illerde son bes

yildir yogun olarak ¢alistim ve sirketlere danismanlik hizmeti sundum. Bu ¢alismalar
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esnasinda Oonemli bir gozlemim isverenlerin is giiclinii ¢ekmekte ve elde tutmakta
yasadiklar1 zorluklar oldu. Hizli biiyiimenin ardindan bu sehirlerde 6nemli bir yetenek
ac1g1 ortaya ¢ikmisti, ancak bu anlasilabilir bir durumdu. Ancak gézlemim beyaz yaka
pozisyonlarda yasanan sikintilarin yaninda mavi yakada da sirketlerin 6nemli zorluklar
yasadigi yoniinde oldu. Bu durumun sebeplerini hep merak etmistim, ancak bu ¢alisma

ile bunlar1 detayli olarak ele alma imkan1 buldum.

Bu calismada is giicli ve sanayi sektorii arasindaki uyusmazliklar yiikselen bir
ekonomi merkezi olarak ortaya ¢ikan iller arasindan Konya segilerek arastirilmistir.
Gozlemlenen yiliksek oranda ekonomik biiylime ve sanayi sektorii biiylimesine ragmen
artmayan is giicli katilimi oranlar1 Konya’y1 dikkate deger bir vaka yapmistir. Konya’nin
secilmesinin arka planinda, Tiirkiye’de GSYH agisindan en biiytik 10 il, 2008-2017
periyodundaki bliyiime performanslari ve bunun karsisinda is giicii katilimi oranlarindaki
degisim kargsilagtirilarak incelenmistir. Bu 10 il arasinda GSYH acisindan en yiiksek
biliylimeyi gosteren iller arasinda tiglincii, sanayi sektorii en yiiksek biiylimeyi gosteren
iller arasinda ikinci olan Konya, is gilicii katilimi oranindaki artista ayni performansi
gosterememistir. Konya’nin is giicii katilim oran1 2013 yilina kadar azalmis, ardindan

dalgalanarak 2017 yilinda 2008 yil1 seviyesine ¢ikmigtir.

Biiylimenin sonuglarmin is giicli piyasasina yanstmamis olmasinin nedenlerini
arastirmak aragtirmanin 6ncelikli amaci olmustur. Bu dogrultuda, arastirma sorusu, “2008
yilindan bu yana biiyliyen ekonomi ve sanayi sektoriine ragmen artmayan is gilicii katilim
orani igverenler tarafindan nasil agiklanmaktadir?” seklinde tasarlanmistir. Bu sorunun
ardindaki temel varsayim biliyliyen ekonomi ve sanayi sektoriinlin is imkanlarini
artiracag ve daha fazla sayida insani is giicii piyasasina katilma yoniinde tesvik edecegi
olmustur. Ayrica, arastirma sorusuna yanit verecek hipotez, sanayi sektorl beklentileri
ile is giliciinlin karakteristikleri arasindaki farkliliklardan kaynakli bir is giicli piyasasi
uyusmazligi bulundugu seklindedir. Yapisal bir sorun olan bu uyusmazliga ilave olarak
diger baz1 sosyo-ekonomik ve bireysel faktorlerin de rol oynayabilecegi ihtimali de goz
onilinde bulundurulmustur. Aragtirma esnasinda da yliriitiilen saha ¢aligmasi bu soruyu

daha da detaylandirabilmeyi saglamis ve bazi alt sorulari ortaya ¢ikarmistir. Bu sorular
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“Yapisal sosyo-ekonomik ve bireysel faktorler daralan is giicti katiliminda nasil bir rol
oynamaktadir?” ve “Konya ilinde sanayi sektoriiniin karsilanamamis is giicii talebinin

karakteristikleri nelerdir?” seklindedir.

Arastirma sorularma yanit vermek igin literatiirdeki tartismamalarin gézden
gecirilerek degerlendirilmesinin yaninda tanimlayicr istatistiklerden faydalanilmis ve
daha da onemlisi yar1 yapilandirilmis derinlemesine miilakatlar teknigi ile bir saha
arastirmasi yapilmistir. Calisma isveren perspektifini temel alarak yiiriitiildiigii i¢in saha
arastirmasinda Konya’da en yogun istthdam saglayici sektorler olarak 6ne cikan iig
sektorden (Otomotiv, Gida ve Makine ve Tarim Makineleri) toplam dokuz firmanin
sahipleri ve profesyonel yoneticileri ile miilakat yapilmistir. Ayrica profesyonel orgiitler,
kamu kurumlart ve sendikalar ile de dokuz miilakat gerceklestirilerek konunun

uzmanlarinin perspektifi ve kismen calisan perspektifi de ¢aligmaya yansitilmistir.

Arastirma, isveren perspektifinden yiirlitiilmiis, ancak analiz ¢ergevesi olarak
talep, arz ve arz talep arasindaki etkilesim ti¢ farkli perspektif olarak kullanilmus,
dokiimanda ilgili boliimlerdeki analiz ve degerlendirmeler konuyu bu {i¢ agidan ele alacak
sekilde yiiriitiilmistiir. Bu agilardan talep, isveren tarafini, arz is giiclinii, etkilesim ise
isveren ve isglcliniin uyusma seviyesini ve birbirleri ile olan etkilesimin

karakteristiklerini agiklamakta kullanilmistir.

Konu ile ilgili literatiirde bulunan tartismalar bu ii¢ acidan ele alinmistir. Talep
tarafindaki tartigsmalara bakildiginda, ekonomik ¢ikt1 ve isgiicii iliskisi lizerine tartigsmalar
dikkat ¢ekmektedir. Erken donem, ikinci diinya savasi sonrasi donem olarak da
tanimlanan 1960 ve 70’lerde, ekonomik ¢iktidaki degisimin is giicii piyasasi ¢iktilari ile
arasindaki bagintt ABD isgiicli piyasasi lizerinden Okun Kanunu ile tespit edilmis,
ardindan gelismis ve gelismekte olan diger iilkeler lizerinde yapilan benzer ¢alismalar bu
bagintiy1 farkli seviyelerde dogrulamistir. Buna gore, ekonomik biiylimenin istthdam
esnekligi hesaplanmig ve ekonomideki birim puan biliylimenin istihdam piyasasi
iizerindeki biiylime etkilerini anlatan ¢ok sayida ¢alisma ortaya ¢ikmistir. Ancak sonraki
donemde, 1980’ler sonrasinda bu bagintida 6nemli bir zayiflama goriilmiistir.

“Istihdamsiz Bilyiime” pek ¢ok arastirmaci tarafindan kullanilan bir terim olmustur.
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Teknolojik gelisme ve iiretkenlik artis1 ile tetiklenen ve agirlikli olarak imalat

sektorlerinde ortaya ¢ikan bu durum gitgide daha goriiniir hale gelmistir.

Arz tarafindaki literatiire bakildiginda ise, beseri sermaye tlizerindeki tartismalar
dikkat cekmektedir. Beseri sermayeye yapilan yatirimlar, bu yatirimlarin tiirleri, bu
yatirimlarin maliyetini kimin karsiladig1 ve yatirimin geri doniisliniin ne sekilde alindigt
literatiirde derinlemesine ele alinmistir. Beseri sermayeye yapilan yatirimlar arasinda
egitime yapilan yatirimlar ve egitim siiresince iste elde edilebilecek gelirlerin ertelenmesi
bas1 ¢gekmektedir. Ancak bunlarla beraber, saglik, ¢ocuk bakimi, is i¢in yer degistirme,
is-bas1 egitim maliyetleri gibi tiiketimler de beseri sermaye yatirimlari arasinda
gosterilmektedir. Ancak yatirimin geri doniisiinde en etkili faktor olan gelir seviyeleri
oncelikli olarak egitimden etkilenmektedir. Egitimin beraberinde, is basi egitim ile
edinilen yetkinlikler de geliri etkileyebilmektedir. Gelir seviyesine iliskin tartigmada,
neoklasik teori marjinal Uretkenlik seviyesini gelirin belirleyicisi olarak gosterirken
Thurow’un kars1 tartigmasi ise gelir seviyesinin belirleyicisi olarak igin karakteristigini,
is¢i yetkinlikleri ve marjinal iiretkenliginin Oniine koymaktadir. Bu tartismada isgiicii
piyasasi bir egitim piyasasi olarak tasvir edilmekte, daha iyi egitim ve yetkinliklere sahip
olup daha az is bas1 egitim maliyeti olusturacak adaylarin tercih edildigi; isverenlerin en
onemli motivasyonlarindan birinin egitim maliyetlerini diislirmek oldugu argiimani

savunulmaktadir.

Is giicii piyasasinda arz ve talebin etkilesiminde ise baskin olan tartisma eslesme
ve eslesememe, yani is glicli piyasast “uyusmazligr” tartismasidir. Eslesme tartismasi
derinleserek egitim uyusmazIigi, beceri uyusmazligi, calisma alani uyusmazlig: gibi alt
konulara ayrilmaktadir. Bunlar arasindan en yogun tartisilan alan olan egitim
uyusmazligl, egitim siiresi ve bitirilen okul ile yapilan isin gerekliliklerinin uyusma
seviyesi iizerine olan tartismalardir. Bu tartisma, egitim yatirimlarinin geri doniislerinin
ne Olglide geri alinabildigi {izerine odaklanmis olup, 1960’lardan bu yana
stiregelmektedir. Eksik egitim ve fazla egitimin yatirim geri doniislerine iliskin yapilan
caligmalarin ¢ogunlugu, yatirimlarin tam olarak geri alinamadig1 sonucuna ulagsmaktadir.

Buna gore, analiz edilen isler i¢in uygun seviyede egitim alanlar referans olarak kabul
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edildiginde, maas ve yasam boyu gelir agisindan, eksik egitim sahibi olanlarin tabi oldugu
cezalandirmanin boyutu fazla iken, fazla egitim alanlarin elde ettigi fayda ise egitim
yatirimlarina denk degildir. Ancak fazla egitimin, bu analizlerde oldugu gibi
sayisallastirilamayan baska avantajlarinin da oldugu, 6rnegin adaylar1 is bulmada 6ne
gecirebildigi de degerlendirilmektedir. Diger yandan beceri uyusmazligi, nitel olarak
degerlendirilen bir olgu olup, ¢calisma hayati boyunca edinilen ve kaybedilen yetenekleri
de gbz Online aldigi i¢in daha etkin ancak veri uygunlugu agisindan analizler yiiriitiilmesi
zor bir alan olarak tanimlanmaktadir. Egitim uyusmazligina gére daha yeni bir ¢aligma
alan1 olan beceri uyusmazligi, agirlikli olarak bireylerin sahip olduklar yetkinlikler ve
isin gereklilikleri karsilastirmasiyla ele alinmaktadir. Beceri uyusmazligi ayrica
sirketlerin yonetsel kabiliyetleri ile iligkilendirilmis, firma sahipligi ve yonetisim yapisi
ile beceri uyusmazligmin yayginligi arasinda iliski tespit edilmistir. Buna gore,
profesyonel yonetime veya iyi yonetisim uygulamalarina sahip firmalarda beceri
uyusmazligi daha az goriilmektedir. Beceri uyusmazliginin etkilerine bakildiginda ise,
yaygin oldugu durumda toplam iiretkenligi diistirdiigii yoniinde bulgular bulunmaktadir.
Uyusmazliga iligkin diger bir alan ise aralarinda en yeni alan olarak degerlendirilebilecek,
caligma alan1 uyusmazligidir. Egitim gordiigli alanin disinda is sahibi olanlarin girdigi bu
alan, piyasa taleplerinden yogun olarak etkilenmektedir. Eger egitim uyusmazlig1 séz
konusu degil ise, calisma alan1 uyusmazhig: gelir kaybn ile iliskilendirilmemektedir. Bu
tartigmalara ek olarak i arama, isten ayrilma ve personel sirkiilasyonu da uyusmazlik
literatiiriiniin bir pargas1 olarak gdsterilmektedir. Isten ayrilma agirlikli olarak gelir
seviyesi ve daha 1yi gelir firsatlar ile iliskilendirilse de isten ise ayrilmalarin yaninda
isten 1gsizlige ayrilmalarin da olabilecegi degerlendirilmektedir. Ayrilma karari, bireyin
pazar sartlarini ve pazardaki kendi degerini algilayisindan etkilenmektedir. Fazla egitim
gibi is piyasasi uyusmazliklarimin varligi da bireylerin daha iyi isler buldukca is
degistirmelerine neden olmakta ve personel devir hizini artirabilmektedir. Personel devir
hiz1 ise igletmeler acisindan ise alim ve yeni alinan personelin egitimi gibi ilave maliyetler

cikarabilmektedir.
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Talep, arz ve eslesme agisindan incelenen literatiire ek olarak Turkiye Gzerinde
yapilan ilgili ¢calismalar incelendiginde 6zellikle ekonomik ¢ikti ve is giicii piyasasi
sonuclart arasinda zayiflayan baglanti ve fazla egitim lizerine yapilan tartismalarin
agirligl goze ¢arpmaktadir. Ekonomik biiyiime ve istihdam piyasasi sonuglari arasinda
zayiflayan baglant1 Tiirkiye’de de goriilmekte olup, “istihdamsiz biiyiime” Tiirkiye i¢in
de gecerli olmustur. Ancak bu tartisma Tirkiye’nin ilgili donemlerde i¢inde bulundugu
baglamda degerlendirilmelidir. 1980’lerde baslayan ticaret serbestisi ve 1990’larda takip
edilen yapisal uyum politikalar1 dahilindeki istthdam piyasasinin esnekliginin
artirtlmasina yonelik adimlar ve 6zellestirmeler dnemli istihdam piyasasi sonuglari ortaya
cikarmistir. Yavaglayan istthdam biiylimesi, 6zellestirmeler ile beraber yapilan is giicii

tasarruflari, azalan gelirler ve zayiflayan is giivencesi ile iligkilendirilmistir.

Tiirkiye tizerindeki diger 6nemli tartigsma ise egitim yatirimlarinin geri doniisii ve
istihdam piyasasi uyusmazligi dahilinde agirlikli olarak egitim uyusmazligi hakkindadir.
Tiirkiye’de de uluslararasi literatiire paralel olarak, egitim uyusmazligi durumunda
egitimin getirisi diigmekte, ancak fazla egitim vakalarmin farkli sekillerde bireylere
avantajlar da saglayabildigi goriilmektedir. Ancak beceri veya ¢aligsma alani uyusmazligi
gibi diger alanlar, Tiirkiye lizerine olan literatiirde ayn1 yogunlukta tartisilmamaktadir.
Bu iki konunun da Tiirkiye’de bulundugu ve yaygin olduguna belirli ¢alismalarda atif
yapilmakta ancak veri yetersizligi nedeniyle tartismalar sonugsuz kalabilmektedir. Bu tez
ile ytirtitiilen ¢aligma da is giicli piyasasinda ekonomik ¢ikt1 ve isgiicii piyasast sonuglari
ile uyusmazlik konusu beraber ele alinarak, Konya vakasi iizerinden incelenmekte verinin

yetersiz oldugu bu alana saha arastirmasi ile katki saglamaktadir.

Saha arastirmast ve incelenen betimleyici istatistikler 1s1ginda, c¢alismanin
arastirma sorularina yanit verirken, {i¢ ana bulgu ortaya ¢ikmaktadir. Bu {i¢ bulgu, (1)
sanayideki islerin degerinin is giiclinii cekmekte ve elde tutmakta yetersiz kalmasi, (ii) is
giicli arzinin nitelik ve nicelik olarak yetersizligi, (iii) beceri uyusmazIliginin mevcudiyeti
seklindedir. Calismadaki diger bulgular ise bu {i¢ ana bulgunun birer pargalar1 veya kok

nedenlerini olusturmaktadir.
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[k ana bulgu, sanayideki islerin degerinin is giiciinii gekmekte ve elde tutmakta
yetersiz kalmasidir. Calismada dikkat ¢ekilen, is gilicii katiliminin artmamasi sorunu da
bu bulgu ile iliskilendirilebilir. Issizlik oranlarinin Konya’da diisiikliigiine ragmen, islerin
degeri, is glicii piyasasinin katilimcisi olmayanlari pazara girmeye tesvik edememektedir.
Goriisiilen sirketlerin ¢ogunun belirttigi lizere, is giicii piyasasinin katilimeilar igin ise
islerin diisiik ¢ekiciligi is baglihiginmi diistirmekte, bu da yiiksek personel devir hizina
sebep olmaktadir.

Calismanin literatiir taramasi kisminda da detayli ele alindig1 iizere, Thurow’un
is rekabeti kurami marjinal iiretkenligin insanda degil de iste oldugunu, yani isin
niteliklerinin marjinal tretkenligi belirlemekte insanin bireysel katkisindan fazla
oldugunu soylemektedir. Sanayi sektoriinde, piyasadaki rekabet diizeyi, liriiniin piyasa
fiyat1, katma deger ve sirketin verimliligi belirli bir sirketteki islerin degerini tanimlar.
Bu tanimda, piyasa fiyati1 ve rekabet dis faktorlerdir ve katma deger ve verimlilik i¢
faktorlerdir. Konya'da i¢ faktorler, lriinlerin meta olmalarn ve sirketlerin deger
zincirlerindeki diisik konumlaridir. Rekabet seviyesi, iriinlerin kiiresel meta
piyasalarindaki fiyatlari sirketlerin briit kar marjin1 baskilamakta ve bu sirketlerdeki isleri
diistik degerli bir konuma itmektedir. Diisiik briit kar marjina sahip sirketler, iyi yonetisim
ve kurumsallagma icin sirketlerine yatirnm yapamamakta ve g¢alisanlarina rekabetci
iicretler, 6grenme ve bliylime firsatlar1 saglayamamaktadir. Ayrica piyasa soklari,
dalgalanmalar ve diger diizenleyici miidahaleler nedeniyle, bu sirketler bazi ¢alisanlarina
is giivenligi saglamakta dahi zorlanmaktadir. Sonug¢ olarak bu sorunlar sarmali islerin

cekiciligini azaltmakta ve sirketlerin isgliciinii gekme ve elde tutmasini zorlastirmaktadir.

Ikinci bulgu ise sanayinin ihtiyaglarinin karsilanmasinda isgiicii arzinin nicelik ve
nitelik olarak yetersizligidir. 2008-2013 yillar1 arasinda igsizlik oranlarindaki diisiis ve
saha ¢aligmasindan elde edilen geri bildirimler, isgiicli arz1 sikintisin1 dogrulamaktadir.
Ayrica Ozellikle son donemde, sanayideki kiiciik firmalar tarafindan miilteciler ve
siginmacilarin ise alinmasi egilimi, sektoriin isgiicii arzindaki sikintiya bir tepkisi, olarak
yorumlanabilir. Bu yetersizligin ardinda ¢esitli nedenler sayilabilir. Ancak ilk siradaki

neden toplumun sanayi ile iligkilendirilen mesleki egitim ve sanayi sektorii yerine, yiiksek
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ogretime ve hizmetler gibi sanayi disindaki diger sektdrlere deger atfetmesidir. Onceki
bulguda tartisilan is degeri ve bireylerin yasam boyu kazanglarini en iist diizeye ¢ikarma
motivasyonu goz onilinde bulunduruldugunda, bireyler yiiksek 6grenime devam etmeyi
veya sanayi ve imalat harici sektorleri segmeye egilim gosterebilmektedirler. Bu durum,
Freeman’in ekonomik gii¢lerin kariyer se¢imini etkilemesi ve liniversite kayitlarinin is
piyasasindan etkilenmesi argiimani ile de uyumludur. Konya'daki meslek okullarinin
sayis1 ve kapasitesi lilke ortalamasindan daha yiiksek olmasina ve incelenen donemde
artan bir egilime sahip olmasina ragmen, oncelikle deger atfetmenin farkli bir yon

izlemesi nedeniyle sektoriin isgiicli talebini karsilayamamaktadir.

Deger atfi ile yakindan iliskili olan diger bir konu da artan yiiksek 6grenim
imkanlar1 nedeniyle, genclerin is giicii piyasasina girmelerinin gecikmesidir. Konya ve
Tiirkiye'de incelenen donemde {iiniversite sayist ve kayit kapasiteleri 6nemli oranda
artmigtir. Konya'da, imalat sektoriindeki is degerleri ve toplumun deger atfinin yonii,
tiniversitelere kayit kapasitelerinin artmasi, genglerin isgiliciine girisini geciktirmekte ve

isgiicli arzindaki sikintilart derinlestirmektedir.

Sanayi sektdriiniin is giicii niceligine iliskin yasadig1 diger bir sikint1 da, sektoriin
kadinlar1 istihdam etmedeki isteksizligi ve kadinlarin ildeki diisiik is giicii katilim oranlari
nedeniyle daha gorece kiicuk bir arz havuzundan beslenmesidir. Konya’nin kadinlarin is
giicline katiliminda iilke ortalamasinin epey altinda seyreden istatistikleri de arz1 daraltan
bir unsurdur. Ayrica incelenen sirketlerde, isgiicliniin cogunun istthdam edildigi iiretim
sureglerinde calisan kadin sayist epey az olmakla beraber, bazi sirketlerde hig
bulunmamaktadir. Bu sorunun kok nedeni, incelenen sektorlerin kadin istthdam etme
yoniinde istekliligi kadar ¢alisma diizeninin (6rn. vardiya sisteminin) kadinlar agisindan
cekici goOriillmemesidir. Hazir giyim, ayakkabi imalati ve gida endiistrisinin bazi alt
sektdrleri olan et ve siit iiriinleri ve atistirmalik tirlinler gibi kadin istihdamina daha agik
olan sektorler haricinde, sanayide kadinlarin eksikligi is gilici arzi problemini

derinlestirmekte ve sanayi sektoriindeki sirketler i¢in is giicii havuzunu daraltmaktadir.
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Is giicii arzinda nicelik ac¢isindan yasanan sorunlara ek olarak, arzin niteligi de
ayr1 bir sorundur. Nitelik, yani kalite probleminde de kok neden olarak deger atfi ve
getirdigi etkiler 6ne ¢ikmaktadir. Ornegin, mesleki egitimi secen 6grenci profilinin diisiik
kaliteli oldugu miilakatlarda da iletilmistir. Ancak daha yiiksek kaliteli 6grencilerin
mesleki egitimi segmemesinin nedeni de toplumun ekonomik ve sosyal degeri yiiksek
ogretime atfetmesidir. Bunlara ek olarak, nitelik ile ilgili diger hususlar, sunulan giincel
ve uygulamali bilgi, meslek okullariin yetersiz altyapis1 ve okul boliimleri ile sanayide

talep edilen alanlar arasindaki uyusmazlik gosterilmektedir.

Tartisilan nicelik ve nitelik sorunlari, dnceki bulguda deginilen is degeri ve is
degerine toplumun atfettigi deger g6z Oniine alindiginda isgiicli piyasasinda bir arz
eksiligi olusturmaktadir. Arz eksikligi ise nicelik yoniinden ig giicii katiliminin artmasinin
onundeki engellerden biri olmasmin yani sira nitelik yoniinden is giicii piyasasi

uyusmazliklarini derinlestiren bir faktor olarak 6ne ¢ikmaktadir.

Ucgiincii bulgu ise, Konya vakasinda beceri uyusmazhiginin gdzlemlenmesidir.
Isverenlerin talep ettigi yetkinlikler, is giicii arz1 tarafindan sunulamamaktadir. Isgiiciine
saglanan egitim kalitesinden memnun olmayan isverenler ¢esitli inisiyatifler
gelistirmisler; mesleki egitim merkezleri agarak ve teknik ve mesleki okullara sponsorluk
yaparak ihtiya¢ duyduklar is giiciinii yetistirmeye c¢aligmaktadirlar. Ayrica, otomasyon
yatirimlarinin hizlanmasi, verimliligin artirilmasi gibi diger motivasyonlarin yani sira,

karsilanmayan isgiicii talebiyle de iliskilendirilmektedir.

Isverenlerin talep ettikleri beceri ve yetkinlikler agirlikli olarak teknik olmayan
becerilere ve sosyal becerilere odaklanmaktadir. Konya’daki isverenler, calisanlarda
aradiklar1 6zellikler arasinda, iletisim, ekip calismasina yatkinlik, sorumluluk bilinci,
aidiyet gibi sosyal beceriler ve diiriistliik, glivenilirlik, ahlaklilik gibi kisisel 6zelliklerin
yaninda sanayi disiplini veya sanayi kiiltiirii gibi 6zellikleri onceliklendirmislerdir. Bu
ozellikleri teknik olmayan yetkinlikler olarak siniflamak miimkiindiir. Ayrica, igverenler

kalite bilincinin eksikliginden, is¢ilerin tretilen irtiniin Kalite gerekliliklerine yeterince
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hassasiyet gostermemesinden sikayet etmislerdir. Kalite bilinci de sanayi kiiltiirii ile

iliskilendirildiginden teklik olmayan bir 6zellik olarak degerlendirilmistir.

Teknik olmayan becerilerin onceliklendirilmesi, Thurow'un da belirttigi,
igverenlerin is bast egitim maliyetlerini en aza indirmek i¢in egitilebilir adaylar aradig1
tartismasina uygundur. Isverenler, sirkette yillarca ¢alisarak isverenin katlandig1 egitim
masraflarini geri 6deyecek, sadik adaylar aramaktadirlar. Ancak, is degeri ve deger atfi
tartismasinda deginildigi iizere ¢alisanlarinin bagliligini saglayip elde tutamadiklar i¢in

egitim maliyetleri yiikselmektedir.

Beceri uyusmazligi, sirketlerin kurumsal ve yonetim kapasiteleri ile de
baglantilidir. Bloom ve ark.'nin da savundugu gibi, verimlilik, rekabet giicii ve daha
yiiksek is¢i becerileri iyi yonetisim ile yakindan iliskilidir. Insan kaynaklar1 birimi gibi
kurumsal yapilarin varligi, sirketlerin, maas skalasi, kariyer yollar1 gibi politikalar1
planlama ve siirdiirmelerine, calisanlarina kariyerleri boyunca 6grenme ve biiylime
firsatlar1 saglamalarma ve bu yolla uygun becerilere sahip calisanlar1 belirlemeleri,
cekmeleri ve elde tutmalarina yardimci olmaktadir. Bu tiir fonksiyonlarin olmamasi veya
farkli olgunluk diizeylerine sahip olmasi; ayrica bu birimleri yonetecek pazardaki kalifiye
profesyonel yoneticilerin eksikligi, sirketlerin istenilen beceri setlerine sahip calisanlarla

eslesmesini zorlastirmaktadir.

Diger bulgularda da deginildigi iizere, sanayi sektoriine atfedilen degere iliskin
sorunlar, beceri uyusmazligimin temel nedenlerinden birini olusturmaktadir. Sanayi
sektoriindeki igverenlerin aradigi teknik olmayan 6zellikler hizmet sektoriindeki islerin
cogu icin de gegerlidir. Boylece basta hizmet sektdrii olmak iizere diger sektorlerle
rekabet, 1sgiicii ve beceri havuzunu daha da kiigiiltmekte, sektordeki beceri uyusmazligini

artmaktadir.

Onerilen ikinci ve iiciincii ana bulgular icin, bireysel faktdrlerin rolii de calismada
arastirllmistir. Bireysel faktorler esas olarak arz tarafi ile ilgilidir. Bireysel is¢inin

tarimsal gegmisi ve tarimsal {iretim veya kirsal kesimdeki aileleri ile olan baglari, ise ve
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isyerine baglhiliklarini etkileyen bir diger faktor olarak saha ¢alismasinda 6ne ¢ikmustir.
Hasat zamanlarinda kendi veya aile ve yakinlarina ait topraklarda caligmak igin izin
almak veya isten ayrilmak gibi bazi vakalara miilakatlar esnasinda deginilmistir.
Tarimdan elde edilen ek gelirle saglanan gilivenlik agmin etkileri de birakma kararini
kolaylastiran bir faktor olarak gosterilmistir. Ancak, bu bireysel faktorlerin etkisi
kiigiiktlir ve tiim iggiicili piyasasina genellestirilemedikleri i¢in bulgularla olan baglantilar

gorece zayif kalmaktadir.

Bu bulgular ve sonuglar 1s181inda, ne gibi tedbirler alinabilecegine iliskin 6neriler
sunulmustur. Oneriler, talep tarafi, arz tarafi ve ikisinin etkilesimi géz Oniinde

bulundurularak {i¢ kategoride ele alinmistir.

Talep tarafinda, is degerini etkileyen faktorlere deginilmis ve bu alandaki tedbirler
onceliklendirilmistir. Kamu politikalarinin, 6ncelikle insan kaynaklari planlamasi ve
yonetiminde, isverenlerin yonetim kapasitelerinde iyilestirmelerine yonelik girisimlere
odaklanmasi Onerilmektedir. Bununla beraber kurumsallagma ve iyi yoOnetisim
uygulamalarmin yayginlastirilmasi gibi diger alanlarda miidahaleler gelistirilebilir. Bu
alandaki beyaz yaka pozisyonlardaki arz sikintis1 gbz Oniine alindiginda, yerel
iiniversiteler ve onde gelen firmalarla is birligi gelistirerek, tespit edilecek ihtiyag
alanlarinda gelisim programlari baglatmalari tavsiye edilmektedir. Ayrica, incelenen
sektorlerdeki firmalarin ¢cogunun aile sirketi oldugu ve gelecek nesillere gegislerin
basladig1 ya da yolda oldugu diisiiniiliirse, doniisiime daha acik olabilecek yeni nesilleri
hedef alan girisimler gelistirilebilir. Son olarak, yerel iyi uygulamalarin goriniirligiini
saglayacak iletisim faaliyetleri de sirketlerin doniisiim giindemlerini belirlenmesine

yardimei olabilir.

Arz sikintis1 konusunda, kok neden olarak degerlendirilen deger atfi konusuna
odaklanilmast Onerilmektedir. Geng¢ Ogrencileri ve ailelerini hedef alan iletisim
faaliyetleri, mesleki ve teknik okullarda onceliklendirilen mesleklere yonelik burs
programlari birincil araglar olarak kullanilabilir. Ayrica, "maker" hareketlerinin tesvik

edilmesi, agik laboratuvarlar ve {iretim atdlyeleri gibi diger girisimler de sanayi sektoriinii
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geng nesillere tanitmak ve sevdirmek i¢in degerlendirilebilir. Diger taraftan, liniversite
say1s1 ve kayith 6grenci sayis1 géz oniine alindiginda, mevcut ve gelecekteki meslek ve
becerilere yonelik talebi anlamak ve {iniversitelerdeki mevcut boliimleri ve kayit
kapasitelerini gozden gecirmek icin 6zel arastirma ve ihtiyag analizi ¢aligmalar1 yapilmast

tavsiye edilmektedir.

Beceri uyumsuzlugu gz 6niinde bulunduruldugunda, mesleki ve teknik okullarin
mifredatlarini, mesleki teknik becerilerle birlikte teknik olmayan becerilerin sunumunu
derinlestirecek sekilde gozden gecirmeleri tavsiye edilmektedir. Mevcut inisiyatifler
degerlendirildiginde, saha calismasinda isbirligi yapilan okulun 6grenciler agisindan
cekiciligini artirdigr bildirilmistir. Bu nedenle, orta ve uzun vadeli staj programlar ile
mesleki ve teknik okullar ve Gniversitelerin ilgili bélimleri ile sektor temsilcileri (odalar
ve diger meslek kuruluslari) ve oyuncularin (firmalar) isbirligi icinde uygulamali

egitimlerin artirilmasi onerilmektedir.

Bu ¢alismada, biiyiiyen ekonominin ve sanayinin, isgiiciine katilimi1 artmamasinin
nedenleri Konya vakasi tizerinden tartisilmigtir. Tiirkiye’nin ayn1 dénemde yiikselen
diger ekonomi merkezleri géz Oniine alindiginda, Konya vakasimin sonuglarinin
genellestirilebilecegi degerlendirilmektedir. Isveren perspektifinden yiiriitiilen, ancak
calisgan bakis acisini yansitan giivenilir kaynaklar iceren calisma, talep ve arz
perspektiflerinin yani sira talep ve arzin birbiriyle nasil etkilestigini de analiz etmistir.
Ekonomik biiyiime ve istihdam iliskisi ve isin gelecegi ile ilgili tartismalarin arttig1 ¢agda,
bu ¢aligmada ortaya ¢ikan bulgularin, Tiirkiye geneli ve gelismekte olan tilkeler igin de
gecerli olabilecegi degerlendirilmektedir. Bulgularin ¢ogunda baskin olan yapisal
nedenler géz Oniine alindiginda, miidahaleler ancak uzun vadede basarili olabilir. Ancak,
ozellikle isletmelerin kapasitelerini hedefleyen doniisiim giindeminin belirlenmesi,
iiretimin itibarmi geri getirmek i¢in iletisimin baglatilmas1 ve beceri gelistirme igin

isbirliklerine odaklanarak kisa vadeli kazanimlar elde etmek de miimkiindiir.
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