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ABSTRACT

AN EVALUATION OF CURRENT HUMAN RESOURCE MANAGEMENT

PRACTICES IN THE TURKISH PRIVATE SECTOR

Sozer, Seray
M.S., Department of Psychology

Supervisor: Assoc. Prof. Dr. H. Canan Siimer

December, 2004, 198 pages

This study explored human resource management (HRM) functions of 200 work
organizations operating in Turkey using a questionnaire. The participating organizations
were the members of either the Personnel Managers Association or the Quality
Association in Turkey. Job analysis and design, recruitment and selection, orientation
and employee training, performance appraisal, career planning and development, human
resource planning, compensation management and incentives, managing employee
health and safety were among the fields that were examined. In addition to the prevalent
HRM functions, the profile of Human Resource Departments of the organizations (i.e.,
title, size, number of hierarchical levels, etc.), the characteristics of HRM managers
(education, age, gender, experience, etc.) were also examined. For example, it was found
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that the departments operating in field of HRM were named Human Resource
Department in 59.5% of the organizations in the sample. Moreover, the results indicated
that the main HRM areas practiced by the private sector organizations operating in
Turkey were personnel selection, employee recruitment, training and development,
compensation management, and employee orientation. Nevertheless, the other essential
functions of HRM, such as job analysis, human resource planning and career planning,
and development were not practiced as frequently. Whether those functions were
frequently practiced or not, each of them was further analysed in terms their specific
applications. Another aim of the present study was to compare the practices of HRM in
Turkey with its applications in the world. For instance, the results demonstrated that
recruiting via internet was practiced frequently in the surveyed organizations and in the
US companies. The present study also revealed that personnel selection methods, such
as interviews, were popular among surveyed organizations and organizations in Eastern

European countries, England, and the US.

Keywords: Human Resource Management, HRM Functions, HRM in Turkey, Cross-

Cultural Comparison of HRM functions
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TURK OZEL SEKTORUNDE UYGULANAN GUNCEL INSAN KAYNAKLARI

FAALIYETLERI UZERINE BiR DEGERLENDIRME

Sozer, Seray
Yiiksek Lisans, Psikoloji Bolimii

Tez Yoneticisi: Dog. Dr. H. Canan Stimer

Aralik 2004, 198 sayfa

Bu calisma Tiirkiye’de faaliyet gosteren 200 organizasyonun insan kaynaklari alanindaki
(IK) uygulamalarin1 200 katilimcinin ankete verdigi cevaplari inceleyerek arastirmustir.
Arastirma kapsaminda Tiirkiye’de degisik sektorlerde faaliyet gosteren ve Personel
Yoneticileri Dernegi’ne veya Kalite Dernegi’ne liye organizasyonlar yer almaktadir.
Aragtirma dahilinde, is analizi ve tasarimi, bagvuru saglama ve personel se¢me,
oryantasyon ve egitim, performans degerlendirme, kariyer planlama ve gelisim, insan
kaynaklar1 planlamasi, {icret yonetimi, is¢i sagligi ve giivenligi gibi insan kaynaklar1
uygulamalar1 incelenmistir. Bunlara ek olarak, Insan Kaynaklari Departmanlarinin
profili (departman adi, calisan kisi sayis1, hiyerarsik diizeyleri vb.) ve IK yoneticilerinin

Ozellikleri de (egitim, yas, cinsiyet, deneyim, vb.) incelenmistir. Arastirmanin
vi



sonuglarina gore; Tiirkiye’deki organizasyonlarin %59.5’inde IK uygulamalarini yiiriiten
departmanlar Insan Kaynaklar1 Departmani olarak adlandirilmaktadir. Ayrica,
Tirkiye’de faaliyet gosteren firmalar cogunlukla personel se¢gme, basvuru saglama,
egitim ve gelisim, iicret yonetimi ve oryantasyon gibi insan kaynaklar1 faaliyetlerini
uygulamaktadirlar. Ancak, is analizi, insan kaynaklar1 planlamasi ve kariyer planlama
gibi bazi 6nemli K siiregleri aym ¢ogunlukta uygulanmamaktadir. Arastirmaya katilan
firmalar tarafindan uygulansin yada uygulanmasin, biitiin bu K fonksiyonlarinm herbiri
detayl1 olarak analiz edilmistir. Son olarak, arastirmanin bir diger amaci Tiirkiye’deki IK
uygulamalarini kalitatif olarak diinyadaki uygulamalari ile benzerlik ve farkliliklarini
ortaya koymaktir. Bu baglamda, arastirma sonuglar1 internet yolu ile bagvuru saglamanin
arastirmaya katilan organizasyonlar ile Amerika Birlesik Devletleri’nde faaliyet gosteren
firmalarda yaygin olarak kullnildigin1 ortaya koymustur. Ayrica arastirma sonuglari,
personel segme yoOntemlerinden goriisme yoOnteminin arastirmaya katilan firmalar ile
Dogu Avrupa’daki iilkelerde, Ingiltere’de ve Amerika Birlesik Devletleri’nde faaliyet

gosteren organizasyonlarda yaygin olarak kullanildigini ortaya koymustur.

Anahtar kelimeler: Insan Kaynaklar1 Yonetimi, IK uygulamalari, Tiirkiye’de 1K, Farkli

Ulkelerde IK Uygulamalar
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CHAPTER 1

INTRODUCTION

Overview

In the present report, there are mainly four sections. The first section aims to
define concept of HRM and explains its main objectives and functions, emergence
and historical development of HRM, main HRM practices, HRM practices carried
out in Turkey and in different countries. The method of the study is explained in the
second section, which involves information on participants, measures, procedures,
and data analysis. In the third section, the results of the study are explained in details.
In the last section, the findings of the study are discussed further and the HRM
practices of Turkey are compared and contrasted with HRM applications in different
countries.

1.1 What is Human Resource Management?

The term human resource management (HRM) has relatively adopted in
business organizations in place of personnel management. HRM can be defined as
“the management of activities under taken to attract, develop, motivate, and maintain
a high performing workforce with in the organization” (Harvey & Bowin, 1996, p.6).
HRM involves following characteristics. First, it focuses on horizontal authority and
reduced hierarchy. The second characteristic is that the role of human resource
professionals is to support and facilitate line managers who have the direct

responsibility of managing personnel. Thirdly, HRM is proactive and fused with



corporate level planning. The fourth characteristic is that employees are seen as
subjects who have potential to develop and grow. The purpose of HRM is to specify
employee’s potential and develop it in line with the needs of the organization.
Finally, HRM holds the view that the management and non-management have a
common interest in the success of the organization (Krulis cited in Goss, 1994).

The development of HRM in the 1980s is reflective of an increased
realization of the importance of human element in organizations. Goss (1994) stated
that the evolution of HRM could be linked to socio-economic factors such as changes
in international competition, restructuring of industrial sectors and organizations, and
changes in the concept of managerialism. According to Goss (1994), during the
1970s and the early 1980s the US and the UK industries became incompetent at
international markets because of increasing domination of Japanese manufacturers.
Therefore, Western managers began to analyze the Japanese industry and concluded
that Japanese organizations value people as the key asset of business. In short, this
conclusion opened the way for the development of HRM.

The second factor that influenced the development of HRM is the
restructuring of industries and organizations because of a recession and trade crisis in
the UK and the US in the early 1980s. Organizations were becoming less
hierarchical, more flexible, and decentralized. Moreover, participation and
commitment of employees, greater reliance on self-discipline and development of
more effective reward systems were becoming the valued concepts in the
restructuring of organizations. In brief, these changes in organizations called for a
new perspective on people management, which then led to the emergence of HRM.

The last factor that contributed to the emergence of HRM is the change in the

power and confidence of management. As a result of the economic recession in
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the1980s, trade unions lost their power and influence on organizations and this
resulted in greater power for managers. Managers had greater confidence, freedom,
and willingness to experience new ideas in years of economic boom that followed the
recession.

There were other reasons for HRM to develop in the early1980s. Among
them were market changes taking place in line with globalization and effects of
enterprise culture (Legge, 1995). Increased globalization and competition were the
two trends in the world markets. The intensification of international competition
forced companies to analyze their source of competitive advantage. The analysis
demonstrated that investment in human and technical capacity was something that
was required. As a result, human resource policies started to be integrated with
business strategies.

In both the UK and US, the enterprising was emphasized by political entities
for economic well being. The concepts of being initiative, energetic, independent,
bold, self-reliant, and willingness to take risks were emphasized in enterprise culture.
The acquisition and exercise of these qualities were encouraged and led HRM to
further develop.

In addition, Beaumont (1993) stated other reasons that pave the way for HRM
to emerge. These factors were the relative growth of service sector and white-collar
employment, declining levels of workforce unionization, particularly in the US
private sector, and limited power of personnel management in terms of increasing the
organizational performance. Beaumont (1993) argued that HRM should be viewed as
a change or development driven by fundamental environmental changes to which the

traditional personnel function could not adequately respond.



According to European perspective, there are two main approaches to HRM.
The first one is called ‘hard model’ that focuses on utilitarian instrumentalism, and
the second one is called ‘soft model’ reflecting a developmental humanism. The hard
model of human resource management involves the integration of human resource
systems, practices, and policies with the business strategy of the organization. The
soft model also values this integration but with an emphasis that involves notions like
valuing employees and seeing them as a source of competitive advantage through
their commitment, adaptability, and highly qualitative skills or performance (Legge,
1995). To clarify the difference between the two approaches, it can be said that the
hard model gives importance to promote the reduction of the costs, including labor,
whereas the soft model gives employees the opportunity to participate in the firm’s
success.

In addition, there are three core characteristics of the most models of HRM
developed in Europe. The first one is the close involvement of HRM and corporate
strategy. The second one is an emphasis on organizational independence to make
decisions about personnel such as an independent remuneration policy and minimal
influence from trade unions. The last characteristic is the preference for carefully
controlled labour market involving freedom to recruit, absence of restriction on
employee contracts, and a substantial degree of training (Brewster & Bournois cited
in Goss, 1994).

1.2 Human Resource Management Today

Poole (1990) stated that today’s HRM could be described as broad and
strategic, involving all managerial personnel, valuing employees as important assets
of organizations, and being proactive in its responsibilities. Moreover, today human

resource functions refer to those tasks and duties performed in both large and small
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organizations to coordinate human resources (Byars & Rue, 1991). These functions

of human resource management activities can be listed as follows:

l.

10.

11.

12.

13.

14.

15.

To ensure that the organization apply equal employment opportunities and other
government obligations.

To conduct job analysis to specify different requirements of jobs in an
organization.

To identify personnel requirements that led the organization to achieve its
objectives.

To develop and implement a plan that meet personnel and job requirements.

To recruit employees needed by the organization in order to achieve its
objectives.

To select personnel in order to fill vacant positions within an organization.

To provide orientation and training to the employees.

To design and implement management and organizational development
programs.

To design and implement performance appraisal systems to evaluate employee
performance.

To assist employees in developing career plans.

To design and implement compensation systems for employees.

To mediate the relationship between organizations and its units.

To design systems for discipline and grievance handling.

To develop employee communication systems.

To develop employee health and safety programs (Byars & Rue, 1991).

The present study aim to cover all of the HRM activities mentioned above.



Some other functions of HRM that mainly improve organizational
performance are as follows. First, it is responsible for enhancing competency and
adaptability of the workforce by developing advanced recruitment and selection
processes, intensive training and development programs. Second, it is stated that “the
identification of needs and cultivation of the requisite managerial skills also represent
new challenges that HRM function is being called on to fulfil” (Dulebohn, Ferris &
Stodd, 1995, p.33). As a result, current emphasis of HRM is to train managers to be
effective leaders and good in relational skills. The third responsibility of HRM is to
share the HRM activities with senior line management because empowered managers
and staff are expected to participate in activities such as recruitment, selection,
performance evaluation, and even compensation.

In conclusion, Sisson (1990) stated that there are four features of HRM
practice today. To begin with, HRM involves both traditional personnel management
activities and activities related to organizational planning. Next, HRM is seen as a
partner in organizational change, creator of organizational culture and commitment.
Third, HRM is characterized by decentralization of HRM activities from personnel
specialists to senior line management. Lastly, current HRM practice focuses on
individual employees rather than collective management-trade union relations.

1.3 Objectives of Human Resource Management Functions

The functions of HRM increase organizational effectiveness in several ways.
First, HRM implications serve the organization to reach its goals and objectives. In
order to reach this objective, HRM both aims to employ skills and abilities of
workforce efficiently and provides the organization with well-trained and well-
motivated employees. Human resource activities also help to maintain ethical

policies and behaviours within the organization.
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Next, HRM is responsible for communicating organization’s policies to all
employees. It aims to increase the employee job satisfaction and self-actualization.
These activities also aim to develop and maintain a quality of work life that makes
employment in the organization more desirable. Lastly, an important objective of
human resource activities is to manage changes and trends occurring in the field of
HRM. Consequently, the benefits to employees, groups, organizations, and the public
are enhanced.

1.4 Human Resource Management Practices

In this section, the sub-fields of human resource management such as job
analysis and design, recruitment, selection, orientation, training, performance
appraisal, career planning and development, human resource planning, compensation
management, employee health and safety, and union relations would be described in
details.

1.4.1 Job Analysis and Design

“Job analysis is a method of for describing jobs and/or the human attributes
necessary to perform them” (Spector, 2003, p.54). The results of a job analysis are
used to form job description and job specifications. Job description involves
knowledge about tasks, duties, and responsibilities of a particular job. Job
specifications, on the other hand, are composed of knowledge, skills and abilities that
are required to perform the job efficiently (Harvey & Bowin, 1996). Many human
resource management activities make use of job analysis. Among them are
recruitment, selection and placement, orientation, training, career counselling,
performance appraisal, and compensation (Spector, 2003, p.54).

In addition, information obtained from job analysis can be used in designing

jobs. Job design is the process of structuring work to achieve the objectives of the
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business plan (Byars & Rue, 1991). Job design is basically structuring the work of an
organization. It involves continuous process of dividing activities, assigning
responsibility to groups or individuals, coordinating performance, and specifying the
relationships among newly created jobs. The specific work tasks of an individual or
group of individuals, question of how the job is to be performed, who is to perform it
and where is to be performed are defined within process of job design. The process
of job design can be classified as three parts. First, the individual tasks are specified.
Then the method of performing each task is specified. Lastly, individual tasks are
combined into specific jobs to be assigned to individuals (Byars & Rue, 1991).
Practices of job analysis and design reveal that job is such an important part of any
organization’s effectiveness that it needs to be clearly understood and designed in a
way that allows employee productivity and satisfaction.
1.4.2 Recruitment and Selection

Recruitment is a process of seeking and attracting a pool of people in order to
select qualified candidates for vacant positions within the organization (Byars &
Rue, 1991). During recruitment process, organizations may use both internal and
external sources to fill vacant positions. Internal recruiting is looking for candidates
among employees already working in the organization. It involves techniques like
job posting. In this method, notices about vacant positions are posted in central
locations throughout the organization and employees are given a time to apply these
positions. Another method used in internal recruiting is to seek recommendations
from present employees regarding friends who might fill vacancies. External
recruiting, on the other hand, seeks for candidates from outside the organization. The

methods of external recruiting can be listed as follows; media advertisements,



campus recruiting, working with employment agencies or executive search firms,
using computer databases (Ivancevich, 1992).

Organizations are better to use realistic job previews in order to improve the
effectiveness of recruitment process. Realistic job preview is a way to provide
complete information including positive and negative things about the organization
to the job applicant (Ivancevich, 1992).

After recruiting qualified applicants, the selection process begins. “Selection
is the process of choosing from a pool of applicants the individual or individuals who
best fit the selecting criteria for a position” (Harvey & Browin, 1996, p. 120).
Generally, in the organizations selection process begins with the completion of the
application form by the applicant. The second step is preliminary screening interview
in which minimum qualifications of applicants are screened and a brief personal
interview is conducted to form general impression of the applicants, and obtain key
information about them. The third step is to make employment tests such as
cognitive or psychomotor ability tests, knowledge and skill tests, emotional
intelligence tests, integrity tests, personality tests, vocational interest tests, and
performance simulations. The validity studies of these tests demonstrate that integrity
tests have an operational validity of .41 (Ones, Viswesvaran, & Schmidt, 1993).
Moreover, the validity of cognitive ability tests to predict performance is around .51
(Schmidt & Hunter, 1998). As a fourth step, employment interviews are conducted.
These interviews can be in different formats; structured, unstructured, or semi-
structured. In the structured interview, the interviewee received a set of questions
that have been prepared in advance by the interviewer and the interviewer leads the
course of the interview. However, in unstructured interviews, the candidates control

the flow of the conversation. The interviewers do not direct the interviewee; they
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repeat the statements made by the candidates to encourage further discussion.
Unfortunately, unstructured interviews are subject to the interviewer’s interpretations
(Harvey & Browin, 1996). The validity of unstructured interview has been shown to
be relatively low whereas the validity of structured interview is higher and similar to
assessment center validities (Lowry, 1994). There are also other kinds of interviews
such as panel, situational and stress interviews. In panel interviews, the applicant is
interviewed by a panel or group of individuals. In situational interviews, the
applicants solve a particular problem or describe how they would behave in a
specific job situation. The validity of situational interviews has been shown to range
between .14 and .46 (Cesare, 1996). Lastly, in stress interviews, recruit is subjected
to the stresses and strains supposedly encountered in the job situation (Harvey &
Browin, 1996).

The next step is to check references or recommendation letters that are
submitted by the applicants. As another step, some organizations require applicants
take a physical examination tests or drug tests. The final hiring decision is made
based on the results of the selection process.

In addition, there are some other tools that used in selection process such as
work samples and assessment centers. A work sample is a selection tool that requires
the candidates to show how well they perform the tasks involved in a job under
standardized conditions. On the other hand, assessment centers measures how well a
recruit is able to perform the tasks of a specific job and they include exercises like in-
basket exercise, leaderless group exercise, problem solving simulation, and role-play
exercise. Additionally, according to Schmitt, Gooding, Noe, and Kirsch (1984), the
work samples have true validity of .38 and average validity of assessment centers is

around .40 (Howard, 1997).
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1.4.3 Orientation and Employee Training

Orientation is a planned introduction of employees to the organization, work
unit, their job, and co-workers. It should be conducted in two separate levels; general
company orientation and departmental or job orientation. There are many purposes
of the orientation process. Among them are reducing the anxiety of new employee,
reducing employee turnover, saving time of supervisors or co-workers, developing
realistic job expectations, developing positive attitudes toward organization, and
improving job satisfaction (Ivancevich, 1992).

In orientation process HR department cooperates with new employee’s
manager. HR department initiates and coordinates general company orientation and
departmental and job orientation, trains line managers in procedures for conducting
department and job orientation, conducts general company orientation and follows up
the initial orientation with the new employee. The line managers, on the other hand,
are responsible for conducting job and departmental orientation.

After a comprehensive orientation, new employees may not be able to
perform satisfactorily, so they have to be trained in the duties they are expected to
do. Training is a learning process that involves the acquisition of skills, knowledge,
concepts or attitudes to increase employee performance (Byars & Rue, 1991). Before
training programs are developed, the needs of both employees and organization are
assessed in order to determine what objectives should be sought. Prior to needs
assessment phase organizational support is provided. Salas and Cannon-Bowers
(2001) stated that the need assessment involves the analysis of job and task. The
job/task analysis determines the work functions to be performed on the job, the
conditions of the job, and knowledge, skill, ability and other requirements (KSAQO’s)

needed to perform those tasks. Moreover, needs assessment phase involves
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organizational analysis that determines training climate, identifies goals of the
organization, and external and legal constraints (Salas & Cannon-Bowers, 2001).
Need assessment process also includes requirement analysis in which the targeted job
is defined, methods of need assessment are chosen, participants are determined, and a
protocol is developed.

The methods of training can be classified into two: on-site methods and oft-
site methods. On-site training involves techniques such as job rotation, vestibule
training, on the job training, and apprenticeship training. Off-site training methods
are seminars or lectures, programmed instruction, computer-assisted instructions,
audiovisual techniques, machine simulators, and behavioural modifications (Riggio,
2003). Additional methods such as management games, case study, role playing,
behavioural role modelling, laboratory training, achievement motivation training, and
leader match training are particularly used in training managerial and interpersonal
skills.

After employees receive training, it should be evaluated. Evaluation of
training is composed of comparing the results of training with the objectives of
training expected by managers, employees, and trainers. The evaluation of training
can be made using four levels of criteria; reaction, learning, behaviour, and results
(Kirkpatrick, 1977). Reaction refers to feeling of employees towards training
program whether they like it or not. Learning criterion assesses to what extents the
trainee has learned the principles, facts, and approaches that are included in the
training program. Behaviour criterion evaluates the job behaviour of the trainee. That
is, whether the behaviour has changed in the desired direction as a result of the
program. Lastly, the results part is related to tangible results that are achieved as a

result of the training program, such as reduction in cost or turnover, improvement in
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production. Another study conducted by Alliger, Tannenbaum, Bennett, Traver &
Shotland (1997) divided the training reactions into affective and utility reactions, and
learning into post training measures of learning, retention, and behaviour/skill
demonstration.

1.4.4 Performance Appraisal

Performance management is a strategic approach to increasing the
effectiveness of organizations by improving the performance of the employees and
by developing the capabilities of teams and individual contributors (Baron &
Armstrong, 1998).

Borman and Motowidlo (1993) conceptualized job performance as
comprising task performance and contextual performance. They suggested that task
performance relates to the proficiency, with which employees perform core technical
activities that are important for their jobs, whereas contextual performance is defined
as extra task proficiency that contributes more to the organizational, social, and
psychological environment to help achieving organizational goals. Contextual factors
include aspects like persisting with enthusiasm and extra effort, volunteering to carry
out duties not formally part of one’s job, and endorsing and supporting
organizational objectives (Borman & Motowidlo 1993).

Performance appraisal is the process that determines how an employee is
performing on the job and communicates that information to the employee back.
Performance appraisal systems provide data for other HRM activities such as
promotion, layoffs, firing, and merit pay increases. Performance appraisal
information can also provide input for training and development needs of employees.
Additionally, it provides input for the validation of selection procedures and human

resource planning (Riggio, 2003). Finally, Cleveland, Murphy and Williams (1989)
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stated that the results of performance appraisal are used to give feedback to
employees about their performance and to develop employee’s performance.

The performance of the employees is evaluated by their supervisors, peers or
outside sources like customers and employees themselves. Muchinsky (1999) stated
that there are different methods for performance appraisal. These methods are
classified in three groups. The first group is Graphic Rating Scales (GRS), which are
the most commonly used techniques of performance appraisal. In GRS, employees
are rated on a number of traits or factors. The rater judges how much each factor or
trait the employee has. Usually, employees are judged on a 5- or 7- point scale. The
number of factors ranges between 5 and 20 (Muchinsky, 1999).

The second group of methods is employee comparison methods that involve
rank-order, paired comparisons, and forced distribution. These rating scales are norm
referenced; that is, employees are evaluated against each other. With the rank-order
method, employees are rated from high to low on a given performance dimension.
However, since rank-order data have ordinal scale characteristics, the level of
performance is not known exactly. Additionally, in paired comparison method, each
employee is compared with every other employee and rater selects which of the two
is better on the dimension that is being evaluated. The method is typically used to
assess employees on overall ability to perform the job. Lastly, forced distribution
method is most useful when the number of employees being evaluated is high. In this
method, the raters assign employees to established categories ranging from poor to
good on the basis of comparison with all the other employees in the group (Riggio,
2003). However, this method is criticised because it creates artificial distinctions
between employees. The third group of performance appraisal methods is named as

behavioural checklists and scales. This group is composed of the techniques like
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behaviourally anchored rating scales (BARS), behavioural-observation scales (BOS),
and mixed standard rating scales (Muchinsky, 1999).

Firstly, BARS is a combination of behavioural incident and rating scale
methods. In BARS, employee performance is rated on a scale in which scale points
are anchored with actual work behaviours. Raters read a number of behavioural
statements and then circle the number that corresponds to the statement that best
describes the employee’s behaviour. Unfortunately, the development of BARS is
time consuming.

Secondly, BOS is developed as an attempt to improve BARS. The assessor
rates the employee on the frequency of critical incidents or specific employee
behaviours. The rater observes the employee for a certain period of time and
evaluates him or her on a critical incident scale recording how often they observed
the behaviour (Muchinsky, 1999).

Finally, on mixed standard rating scales, the nature of performance dimension
and the levels of performance described by the behavioural examples are disguised.
The employee score is calculated after on the basis of rater responses to items
forming a specific dimension. Raters respond to behavioural statements that
demonstrate high, low, and average performance for each dimension. For each
statement, raters evaluate the employee’s performance whether it is better than, equal
to, or lower than the behaviour reflected in the statement (Murphy & Cleveland,
1995).

It is agreed that performance evaluation is a two way communication process.
That is, it involves an active communication between employees and supervisors
about performance. Therefore, feedback interviews that take place after performance

appraisals are important parts of the evaluation process. These interviews include
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review of the strengths, needed improvements, as well as the overall progress of the
employee. The problems that are encountered are discussed and afterwards the
employee and the supervisor focus on the ways to improve performance. The issue of
how current performance fits with career goals of the employee is also discussed.
Finally, specific action plans are prepared for following term (Beardwell & Holden,
2001).

1.4.5 Career Planing and Development

Career planning and development aims to develop employees and to match
the employee’s knowledge, skills, abilities, and experience with the improvement
opportunities that are provided by the organization. Gutteridge (1986) stated that
organizations have some important reasons to have career planning and development
programs. First career planning is an effective way to deal with problems such as
voluntary turnover among managers and low level of productivity.

There are two perspectives of career planning process; organizational
centered vs. individual centered career planning. Organizational centered career
planning focuses on jobs and constructing career paths that provide logical
progression of individuals between jobs (Mathis & Jackson, 1991). Individual
centered career planning, on the other hand, focuses directly on employees. Their
skills and goals are at the hearth of the analysis.

Stimer (1998) stated that an effective career planning and development
system has four parts: human resource planning, individual assessment, matching,
and development. It is better to have individuals working for the organization to
perform career planning programs rather than individuals outside the firm since the

career planning process is closely related to the other HRM functions.
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Human resource planning, which is the part of career planning and
development systems, aims to predict future personnel needs and to develop human
resource strategies in order to fulfil these needs. The goal of the individual
assessment part is to evaluate the knowledge, skills, attitudes, expectations, and
career interests of the employee who wants to plan his or her career. Matching part of
the career planning process compares employees’ career plans with the identified
future personnel needs of the organization. This part also involves the forming of
individual career development strategies. Lastly, the stage of career development
involves activities that get employees ready for achieving their career goals. These
activities can be listed as follows; job rotation, courses, seminars, workshops, and
money or time support for the graduate programs.

1.4.6 Human Resource Planning

“Human resource planning is the system of matching the supply of people,
internally (existing employees) and externally (those to be hired and searched for)
with over a given time frame” (Watters cited in Byars & Rue, 1991). Human
resource planning has two objectives; the optimum utilization of currently employed
human resources and providing future HR needs in the areas of skills and numbers
(Harvey & Bowin, 1996). Human resource planning is usually performed by both
human resource managers and operating managers.

Human resource planing consists of four basic steps. First, effect of general
objectives of organization on specific organizational units is determined. Next, skill,
expertise, and total number of employees are defined in order to achieve the
organization and departmental objectives. In the third step, additional human

resource requirements are determined in the light of the organizations current human
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resources. The final step involves the development of action plans to meet the
anticipated human resource needs.
1.4.7 Compensation Management and Incentives

Compensation management can be defined as the system of rewards, which
an employee receives in return for organizational performance (Harvey & Bowin,
1996). While the organizations design their compensation systems, they have some
objectives. First, they try to acquire qualified personnel and retain present
employees. Next, the organizations aim to ensure internal and external equity of
wages that employees earn. The third objective is to reward desired behaviours of
employees like good performance and loyalty. The other objective of a rational
compensation program is to control costs of obtaining and retaining the
organization’s workforce. Finally, compensation management programs consider
legal constraints and provide compliance with all government regulations related
with employee compensation (Mathis & Jackson, 1991).

In compensation management, it is important to determine appropriate pay
level for each job. This is acquired through several phases. The first phase is to
collect information about jobs by conducting job analysis in order to determine job
and position descriptions and job standards. The second phase is the evaluation of
jobs in order to obtain internal equity in terms of pay with in the organization.

There are different methods to designate the relative worth of jobs, such as
job ranking, job grading, factor comparison, and point system (Hollenbeck & Wright,
1996). The next phase aims to ensure external equity in terms of pay systems by
conducting wage and salary surveys. These surveys find out what other employers in
the same sector are paying for specific jobs. There are many sources for this survey

information in North America. Among these sources are government’s department of
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labour, employer, and professional associations and surveys conducted by HR
departments of the firms (Hollenbeck & Wright, 1996). The last phase is pricing
jobs. The job evaluation worth and labour market worth are matched in pricing jobs.
In addition to structuring of most efficient compensation program, the organizations
should communicate how these programs are formed and obtain employee
participation (Hollenback & Wright, 1996).

Human resource professionals also design and install incentive pay systems.
Incentives are pay systems that reward employees for their efforts beyond normal
performance expectations. In order to pay incentives, organizations measure
employee performance at three levels; individual level, group level, and
organizational level. Individual level incentives are merit pay, skill-based pay,
competency-based pay, piece rate pay, standard hour systems, employee suggestion
systems and commissions (Heneman & Gresham, 1998). Merit pay is provided to
employees for their individual behavioural contributions to organization. In skill-
based pay, pay increases are based on skill mastery. It is used by organizations in
order to improve organizational learning and promote flexibility. Moreover,
competency based pay rewards employee motivation and personality traits. The piece
rate plan pay is given for an individual output above a previously defined standard.
Specifically, it focuses on productivity enhancement. Additionally, standard hour
plans depend on the time for per unit of output and completion of a task in definite
time period. If employees complete their task before the designated time ends, they
receive a higher hourly wage. In employee suggestion systems, incentives are offered
to individuals for their suggestion that leads to cost saving.

In addition to individual level incentives, there are organizational level

incentives such as team-based merit pay, group incentives, team recognition, and
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sales teams. The team-based merit pay depends on team performance evaluated by
team members and supervisor. On the other hand, group incentives rewarded the
group performance where it is hard to assess individual contributions of group
members. In team recognition, monetary or mostly non-monetary recognition awards
are offered for the team developing a more efficient way to produce products or
services (Heneman & Gresham, 1998).

Lastly, the organizational level incentives can be listed as follows;
gainsharing, profit sharing, stock sharing, and executive pay. Gainsharing
emphasizes costsavings, timesavings, and revenue enhancement. Profit sharing is a
group incentive pay plan that uses profitability as the standard for organizational
level incentives. Additionally, stock sharing is another group incentive-based pay
that provides employees with the ability to buy company stock at reduced rate per
share. Finally, executive pay is a form of profit and stock sharing that is applied to
top level management (Heneman & Gresham, 1998).

In addition, there are other incentives, which are non-monetary such as
providing plaquettes, novelty items, certificates, and time-off vacations.

1.4.8 Managing Employee Health and Safety

It is important for organizations to improve occupational safety and health,
which in turn, positively affects employee safety and health. Schuler (1995) defined
occupational safety and health as the physical and psychological conditions of
organization’s work force that results from the work environment provided by the
organization.

Improvement in occupational safety and health results in many benefits. For
instance, it improves productivity due to fewer lost workdays, savings of litigation

costs, fewer medical and insurance costs, reduction in insurance premiums, and
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better selection ratios because of the enhanced image of the organization (Schuler,
1995).

As a result, the challenge of safety and health management provides human
resource professionals with achieving humanitarian goals, while obtaining significant
cost reductions for the organizations (Harvey & Bowin, 1996). In order to manage
employee health and safety, human resource departments coordinate health and
safety programs, develop safety reporting systems, and provide accident
investigation expertise and technical expertise on accident research and prevention.
Specifically, human resource departments are generally responsible from maintaining
government-required health and safety records, coordinating a safety training for new
employees, assisting the supervisors in investigating accidents in which an employee
was injured, and developing a plant-wide safety communication program and
informational materials (Harvey & Bowin, 1996).

1.4.9 Managing Union Relationships

Unions are effective forces that influence organizational practices, legislation,
and political thought. In some organizations, human resource departments are not
involved in labour relations because operating managers handle these issues. In other
organizations, on the other hand, human resource departments are completely in
charge of labour relations. Human resource departments that are involved in labour
relation process are mainly responsible from dealing with organizing attempts at the
company level to monitoring climate for unionization and union relationships,
helping in negotiating labour agreements and providing detailed knowledge of labour
legislation as may be necessary (Mathis & Jackson, 1991).

Collective bargaining is one of the major processes within labour relations.

The process takes place between managers and union representatives to reach an
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agreement on employee wages and benefits, work rules, and the resolution of
disputes and violation of union contracts (Harvey & Bowin, 1996). For the human
resource department knowledge of collective bargaining is important. It is necessary
in compensation and benefits because wages and benefits are typically open to
negotiation.

Grievance management is another important process of labour relations. The
essential responsibilities of human resource department in grievance management are
assisting in designing the grievance procedure, monitoring trends in grievance rates
for the organization, assisting preparation of grievance cases for arbitration and
finally, having responsibility for setting grievances (Mathis & Jackson, 1991).

1.5 Current Human Resource Practices in Turkey

In Turkey, the transition from “personnel management” to “human resource
management” started in the late 1980’s. Altin (1997) stated that the changes in
Turkey’s economic and social life, education level and demographic composition,
quality of workforce, and unionism are among the factors that affected this transition.

Emre (1998) and Usdiken (1996) stated that human resource management is
lately adopted from foreign countries and is still developing mostly by learning from
foreign experiences. Moreover, the authors stated that the academic interest in public
and business administration is affected the development of human resource
management in Turkey. The adoption of HRM from foreign countries and academic
interest in the area HRM determined the institutionalization of HRM discipline and
its further development in Turkey. In addition, Acuner (2001) stated that the
development of human resource management is not an internalized process. It is
simply adopted from abroad with the notion that in well-developed countries the

practices of human resource management increase the work productivity.
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Efforts to improve HRM show variability by geographical region in Turkey.
The efforts are more common in Marmara region compared to East and Southeast
Anatolian regions due to the fact that the industry and exportation are well developed
in that region (Acuner, 2001).

Both organizational culture and practices of HRM are affected by culture of
the society in which the organization operates. The Model of Culture Fit explains the
way in which socio-cultural surrounding affects internal work culture and HRM
practices (Aycan, Kanungo, Mendonca, Yu, Deller, Stahl, & Kurshid, 2000). This
model was tested using 1954 employees from work organizations in 10 countries
such as Turkey, Germany, Canada, China etc. In this study, Turkey is identified as a
paternalistic and a collectivist society in which power distance is high. The findings
also revealed that managers who perceived paternalism and high power distance in
their socio-cultural environment do not provide job enrichment, empowerment.
Therefore, job enrichment, empowered supervision and performance based reward
management are not commonly applied in Turkish organizations (Aycan et al.,
2000).

Moreover, the organizational culture of the firms in Turkey is shaped by
several factors. First, managers believe that employee skills can be improved as a
result of training that they received. Therefore, organizations emphasize training and
development functions of HRM. However, in Turkey, managers believe that
employees are not proactive and do not seek responsibility. In addition, Aycan and
Kanungo (2000) stated that the practices of HRM are affected by managers’ beliefs
and assumptions about the employees. As a result managers should be made
conscious about the strategic importance of HRM practices in order to make them

support these activities.
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Concerning the general structure of HRM, a study was conducted among 258
organizations through out Turkey and the findings stated that in 46.5% of the
organizations the managers of human resource department are members of executive
committees. The 87.9% of the organizations have a human resource strategy. Among
these organizations, 58.6% have a written HR strategy. In 60.6% of the
organizations, the manager of human resource department is involved in the process
of developing strategy of the organization. 95.5% of the organizations have a
structured policy for personnel recruitment and selection, 90.8% for training and
development of employees, 95.5% for wage systems, and 49.6% for flexible working
hours (Uyargil & Diindar, 2000).

Finally, the organizations generally do not have human resource departments
at their plants, branch offices, etc. (Acuner, 2001). Human resource practices at the
plants are performed in line with the directions coming from the head quarters.

1.5.1 Job Analysis

The results of a study conducted in 33 public sector and 253 private sector
organizations in Turkey revealed that in most of the organizations job analysis is not
performed frequently (Oztiirk, 1995). In organizations that conduct job analysis, job
descriptions are formed as a result of job analysis. However, the organizations do not
updating those job descriptions regularly. In both sectors, job descriptions are
updated once a year or once every five year. However, it is better to update job
descriptions as the quality and property of job changes.

Furthermore, in the year 2000, Turkish Cabinet took a law-equivalent
decision that required all government organizations to do organizational and job
analyses and to conduct a position norm analysis. Therefore, many public sector

organizations provide assistance from industrial and organizational psychologists to
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engage in the mentioned processes. For instance, Stimer & Erol (2003) performed a
study that aims to conduct position norm analysis in the light of job analysis
information in one of the public sector organizations in Turkey.

It can be concluded that law-equivalent decision made by the Cabinet, which
requires all government organizations to do organizational and job analyses and to
conduct a position norm analysis would improve the practices of job analysis in
Turkey.

1.5.2 Recruitment and Selection

The results of a study conducted within 258 organizations by Ozcelik (2000)
showed that the organizations that do not have human resource department face more
difficulties in both selection of employees and providing the continuity of newly
selected employees in the organization, as compared to organizations that have
human resource department. In addition, the organizations that received support from
outside sources like consultant companies for their selection and recruitment process
are more likely to recruit employees from foreign countries as compared to ones that
do not have such consultancy.

Next, Oztiirk (1995) stated that government organizations in Turkey received
consultancy from universities. However, private sector provided support from
consultant firms in selection process. Moreover, private sector mostly uses media
advertising and college recruitment as recruitment methods. Additionally, interviews
are mostly used as a selection method both in private and publicly owned
organizations. Psychological tests and other techniques are not commonly used. On
the other hand, some paper-pencil tests are used in selection process in both sectors

(1995). Lastly, Siimer, Cifci, Demirutku, and Stimer (2000) developed a personality
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test battery for Turkish Armed Forces to be used in the selection of officers recruited
from outside sources.
1.5.3 Training and Development of Employees

Concerning training issue, a study conducted by Cengizhan and Ersun (2000)
showed that human resource departments are involved training activities in Turkey.
Training units in organizations generally function under the administration of human
resource department. Individuals working in training units and senior managers
generally prepare the training programs. These programs are developed based on the
training needs of employees. Usually, human resource departments conducted need
analysis in organizations and need analysis is formed on the basis of both
performance appraisal of employees and the information received from interviews
conducted with their managers about their performance. Moreover, employees who
participate in a training program are selected by department chiefs, managers, and
human resource departments. Also, employees are generally asked about their
willingness to participate in a training program. Lastly, the results of the study
(Cengizhan & Ersun, 2000) presented that both on-site and off-site training methods
are used in organizations. The training programs are usually evaluated by
questionnaires.

Furthermore, Acuner (2001) stated that training is identified to be the most
widely used practice in organizations that operate in Blacksea region of Turkey. The
second widely used practice is revealed as job rotation. The third technique is the
employee participation in organizational decisions. Training programs are provided
to all employees in organizations without regarding their level of position. Job
rotation, on the other hand, is performed with personnel who do not have a manager

role. Acuner (2001) also showed that the organizations generally have training units
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that functioned in accordance with human resource departments in the head offices.
They have ready to use training programs that are applied to high level managers and
to newly selected employees. As a training method, on the job training is widely used
within the organizations. Generally managers decide which training program to be
applied without considering the developmental needs or specific demands of
personnel.

Moreover, Bagbogaoglu (1999) stated that there is a lack of training specialist
in application of training programs, and training programs mostly include theoretical
knowledge rather than practical applications. Unfortunately, training evaluation
systems are not common in most of the organizations.

On the contrary, Aycan and Balc1 (2001) examined the factors that play a role
in evaluation process of training programs and they found that individual factors,
organizational factors, and the factors related to training programs played a role in
the effectiveness of training programs. The effectiveness of training programs are
evaluated by three factors; transformation of training programs in job environment,
performance improvement, and changes in attitudes towards the job. The findings of
the study revealed that in organizations operating in Turkey, pre-knowledge about
the topic of training programs, attitudes and expectations of employees towards the
training programs, organizational support, source adequacy, the method and time of
training programs, the effectiveness of trainer and the factors used to accelerate
learning are among the factors that positively effected the transformation of training
programs in job environment. Moreover, Aycan and Balci (2001) found that being
job-oriented, tenure, attitudes and expectations of employees towards the training
programs, organizational support, and source adequacy are among the factors that

positively affected the performance of the employees. Finally, attitudes and
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expectations of employees towards the training programs, organizational support,
source adequacy, supervisor’s support, the effectiveness of trainer and the factors
used to accelerate learning are among the factors that have positive effect on attitudes
towards the job.

1.5.4 Performance Appraisal

The results of a study, which examined the performance appraisal systems of
organizations operating in different parts of Turkey, demonstrated that rank order
was the first and forced distribution was the second widely used techniques of
performance appraisal (Erdil, 1998). Performance of employees is generally
evaluated by their first (22.8%) and second rank superiors (14%) in of the
organizations. The employee performance is evaluated twice a year (47.2%) and
once a year (37.7%) in most of the organizations. In evaluation of performance;
desire for achievement, coordination, communication, customer orientation, and
creativity are commonly used as performance criteria. Results of performance
appraisal systems are used mostly for rewarding employees. The other areas that use
results of performance appraisal systems are determining the weaknesses and
strengths of employees, preparation of training programs, and long term career
planning for employees. Face to face interviews are conducted with employees after
performance evaluation in 76% of the organizations in the sample.

Additionally, Stimer (2000) stated that reward distribution based on needs of
employees rather than on performance is more likely to be preferred in Turkey. Also,
the high level of power distance between managers and employees in Turkey lead to
the distribution of sources of organizations based on political issues rather than on
performance. Siimer (2000) also suggested that the training of performance appraiser

would improve the performance appraisal systems in Turkish work organizations.
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The appraisers should be trained especially in terms of giving feedback to employees
about their performance.
1.5.5 Career Planning and Development

Concerning career planning and development activities, the results of a
research conducted in Turkey revealed that career planing is not an important aspect
of HRM in private organizations (Soysal, 2000). Some of the plausible reasons of
this fact can be listed as follows; 1) the organizations involved in the study were
family firms, they had a hierarchical structure and less opportunity for employees to
promote; 2) the managers did not possess effective leadership skills so they were not
able to direct employees for future duty and responsibilities; 3) human resource
planning function is not carried out sufficiently neither in private sector nor in state
economic enterprises (Oztiirk, 1995).

In addition, the findings of a survey conducted by Arthur Andersen
Consulting Company in 750 small, medium and large sized Turkish work
organizations operating in different sectors such as construction and material,
technology, media, textile, finance and metal industries revealed that only 42% of
companies had systematic career management systems (Arthur Andersen, 2000).
Other findings of the study were; 1) 84.7 % of the companies that had a career
management system applied it together with their performance systems, 2) in 31.2 %
of organizations with a career management system, HRM departments informed the
employees about the required competencies, 3) 72.5 % of the organizations informed
their employees about required performance level. This application resulted in
accomplishment of coaching function of career development process, 4) employees

had been informed about the training that they needed to receive and length of time
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that they needed to work in a specific position in 69.8 % and 44.4 % of the
organizations, respectively.
1.5.6 Compensation Management

The findings of a survey conducted in 750 small, medium, and large sized
Turkish work organizations operating in different sectors such as construction and
material, technology, media, textile, finance and metal industries showed that in 94.4
% of the organizations wage increases are dependent on the inflation rate and in
82.6% of the organizations they are dependent on performance ratings (Arthur
Andersen, 2000). Moreover, in 57.7 % of the companies, the seniority is another
factor that affected the wage increments. In addition, 70.9 % of the organizations
make wage increments twice a year and 10.5 % once a year. Also, the increment
rates are in 51 % - 75 % range in 65.6 % of the organizations and in 26 %- 50 %
range in 22.5 % of the organizations. Moreover, general managers and first rank
supervisors determined the wage level of managerial positions with rates of 77.7 %
and 50.0 %, respectively. On the other hand, first level supervisors and HR managers
played a role with rates of 63.0 % and 49.8 %, respectively. Additionally, job
evaluation, which is an important process of compensation management, was
performed in 45.6 % of the organizations. The 35.8 % of these organizations used the
results of job evaluation in wage determination process.

In terms of incentives and benefits, the survey (Arthur Andersen, 2000) had
several results; 1) the most widely applied incentive was food ticket (93.3% and 95.0
% of managerial and non-managerial positions, respectively); 2) the other common
incentives for managerial positions were company car assignment (85.7 %), gasoline
allowance (77.1 %), and health insurance (71.1 %); 3) the incentives provided for

non-managerial positions were health insurance (54.8%), payments in religious
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festivals (42.2 %) and fuel allowance (41.2 %); 4) the most widely used incentive
pay systems were individual based premiums with a rate of 57.8 %; 5) however, in
16.3% of the organizations there were not any provided incentive system.
1.6 Human Resource Management Practices in Different Countries

A major transformation in form and function of the HRM practices has taken
place within the past two decades throughout the world. Intensified foreign
competition, rapid technological changes, greater needs for innovation and workers’
demands for empowered jobs have led organizations to engage in efficient human
resource practices (Kalleberg & Moody, 1994). Organizations try to establish an
effective HRM because there is a positive relationship between HRM effectiveness
and firm performance (Huselid, 1995). Moreover, the results of a study in 385 small
business organizations operating in the USA revealed that HR practices influenced
organizational climate, which in turn influenced customer HR practices such as
developmental performance appraisal systems and establishing an internal equity of
rewards positively affected employee commitment towards the organization
(Whitener, 2001). Because of these positive effects of HRM in organizational
functioning, organizations started to develop their HRM practices. In the following
sections the HRM practices of different countries is briefly reviewed and in Table 1.1
the summary of HRM activities in different countries is presented. However, it
should be kept in mind that Table 1.1 does not necessarily represent the whole HRM
activities performed in different countries and the findings are not the resulted from
cross-cultural comparisons. Results are only reflective of the situations in the
sampled organizations in studies conducted in different countries. Yet, this table is
expected to help readers understand the nature of HRM activities very roughly in

different countries.
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1.6.1 United States of America
According to the results of a study conducted in 50 major U.S. service and
manufacturing companies, the top HRM activities are as follows:
1. Proactive planning to maintain appropriate staffing levels
2. Implementing more effective selection and promotion practices
3. Establishing systematic management development
4. Giving employee training and development a greater priority
5. More involvement in strategic planning and restructuring
6. Reducing human resource bureaucracies and increasing customer service
7. Applying value added performance appraisals and reviews
8. Developing flexible compensation and benefit systems
9. Using pay based performance incentives
10. Effectively monitoring work relations and morale (“Retaining Workers”, 1999).
In addition, Selden, Ingraham, and Jacobson (2001) stated that in terms of
selection process, several states in U.S., such as Kansas, have abandoned the use of
centralized civil service exams and established skill matching programs that fill
positions based on a set of core competencies. Several states have adopted
automated application systems that help managers match applicant skills with skills
required by jobs. Other innovations in selection process involve use of pass/ fail
examinations, walk-in testing applying online and signing bonuses.
The practices of performance appraisal are common in the USA. Selden et al.
(2001) stated that thirty-seven states have an annual formal performance appraisal.
Eleven states required supervisors to appraise their staff twice a year. In New
Jersey’s performance appraisal system, there has to be at least three interactive

discussions about employee performance between employees and their supervisors
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throughout the year. The first meeting is the initial performance agreement in which
the department’s work goals and employee work responsibilities are discussed. The
expected standards of achievement and employee goals are also identified in the first
session. In the second session, the progress of the employee is analyzed and a
development plan is made. The third formal meeting takes place at the end of the
year. In this meeting, the overall performance of the employee is evaluated.

Moreover, Selden et al. (2001) stated that performance management systems
require employees and managers to determine the goals together, establish how
employees or teams contribute to the organizational goals, identify strengths and
weaknesses of an individual’s performance, and recognize high performance in U.S.
recently. According to the same study, many states in the U.S. use non-monetary
reward systems that include job and time flexibility. However, the use of monetary
tools such as individual and group performance bonuses is not common.
1.6.2 Canada

Relatively limited information is available concerning the HRM practices in
Canada. However, Ng and Maki (1993) found that small and large organizations in
Canada differ in their ranking of the importance of HRM activities. There were three
most important activities for smaller firms. The first one was “retaining activities”
that included administrating personnel records, payroll processing, health and safety
compliance, public relations, and vacation processing. The second one was the
“obtaining activities” that was composed of pre- employment testing, recruiting, and
hiring. The last one was the “identifying activities” that involved human resource
planning and job evaluation.

For larger firms the most important activities were as follows. The first one

was the “adjustment activities” that involved promotion, transfer, and the separation
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of employees; union management relations; disciplinary issues, and employee
assistance plan administration. This is followed by “identifying and developing
activities” in which skill training, orientation, and career development were
emphasized.

The results of a research conducted by Wager (1998) in 1000 small
organizations in Canada revealed that half of the organizations had a formal
performance appraisal system and employee pension plan. Almost 30% of
employers had a job sharing program and about 27% of organizations conducted
employee attitude surveys. Employee assistance programs and presence of a HRM
department were less common. Moreover, Wager pointed out that there was a strong
relationship between progressive decision making ideology and HRM practices. In
other words, firms that valued open communication and employee participation in
decision making were more likely to implement HRM practices in Canada.

Finally, a survey conducted in Canada demonstrated that there were
differences between most successful and least successful organizations in terms of
HRM practices (“Human Resource”, 1994). The first difference was that most
successful plants made use of employee work teams more than least successful ones.
The second difference was that most successful plants emphasized training issues
more than the least successful ones. The successful plants trained their production
workers and their supervisory or technical staff. The training programs involved
training employees in advanced skills such as problem solving or quality.

1.6.3 Japan

Japan is another country that is active in HRM practices. In terms of

selection process, the traditional way of hiring inexperienced graduates from elite

universities has been questioned in Japan and organizations have started to hire
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white-collars or technical workers without college degrees (Selmer, 2001). Selmer
(2001) also presented that sophisticated tests and other screening devices are used in
selection of employees. After permanent workers are hired, they received a
prolonged orientation program that has been designed to create the culture of loyalty
(Kandel, 2001).

Furthermore, as it is the leading economy in its region, the Japanese
organizations have increased to spend on training, and other human resource
development activities (Zhu, 2004). The employees received extensive training
programs. Most companies provided different kinds of trainings such as job rotation,
on the job training, and periodic off the job training (Koike, 1997). However, as
stated by Zhu (2004), there are differences in terms of training activities among
different sectors in Japan. For instance, sectors of financing insurance and real estate
have the highest percentage (94%) in implementing training programs. On the
contrary, the sectors of communication and transport have the lowest percentage
(51%) in providing training programs to their employees.

Additionally, Takeuchi (1990) stated that performance evaluations are done
annually or sometimes more frequently in Japan. Performance evaluations do not
only depend on performance in terms of output but also on attitudes, ability, growth
in skills, and processes for generating output. Both supervisors and human resources
department appraise the employees. Human resource department participates in the
process in order to increase objectivity and company-wide consistency.

In addition, the organizations in Japan are leaving the traditional salary
increment based on seniority and they have started to depend on individual ability
and performance in salary increment. Since the early 1990’s some companies have

developed job ability based systems. These systems focus on goal in evaluation of
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employee performance (Selmer, 2001). Moreover, salary administration is basically
the function of the human resources department. Salary is paid to “person” so it
differs among the employees who do the same work. Furthermore, in large firms
employees received profit sharing and bonuses as incentives (Kandel, 2001).

Finally, labor-management relations are very different in Japan. In most
industries, employees working for a particular company form unions. The members
of unions include production workers, supervisors, foreman, and white collar
employees. Unlike American practices, seniority of union members does not play a
significant role (Takeuchi, 1990).

1.6.4 European Human Resource Management

Clark and Pugh (1999) examined the HRM functions in 7 European
countries (United Kingdom, Germany, Spain, Denmark, France, Netherlands, and
Sweden). They concluded that HRM was valued as a source of competitive
advantage in most of these countries. Also, there was a decentralization of
responsibility for HR issues from state to firm level and personnel function to line
management. Lastly, there was a strong emphasis on integration of HR strategies
with corporate strategies to make them mutually reinforcing.

Pugh and Clark (1999) stated that there was a considerable degree of
convergence among four of the seven countries in terms of HRM practices. These
countries were France, Netherlands, Sweden, and United Kingdom. There were four
factors that affected the similarity of HRM in these countries. The first factor was
that these countries accepted the U.S. management philosophies and practices of
HRM. Secondly, the governments and employers in these 4 countries faced similar
economic problems and development. Consequently, HRM was used as a novel way

to gain a competitive advantage in these countries. For instance, in France, HRM
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was associated with government’s attempts to create a cheaper and flexible work
force. While in Sweden it was associated with individualization of employment
relationship (Brunstein, 1995). Third factor was the increasing decentralization of
industrial relations, institutions, and practices in many of these countries. With
decentralization, the locus of collective bargaining shifted from national or multi
company level to firm or plant level. In addition, decentralization resulted in a
decline in union membership. The final factor was that management sought greater
autonomy from the workforce. For example, in Britain, HRM became a powerful
managerial rhetoric that reflected current societal values and political priorities
(Clark & Pugh, 1999).

Furthermore, concerning selection activity in Holland, it was found that
work samples, paper and pencil tests, assessment centers, and interviews are
common selection devices (Wiersma, Van den Berg, & Latham, 1995). The other
practices that are valued by organizations in Holland are job analysis, career
development, developing selection techniques and instruments.

In terms of performance evaluation, managers, and employees engage in two
types of appraisal in Holland. One of them is a top-down method in which the
employee performance is evaluated by immediate supervisor. The second one is a
bilateral evaluation in which employee and supervisor discuss employee
performance together. Generally, organizations conduct formal performance
appraisals once a year. In addition, Wiersma et al. (1995) stated that BOS are used
more than trait scales and BARS in Dutch organizations. Other than these
performance appraisal techniques, 360-degree feedback, although not widely used,
is conducted by some consulting companies. Moreover, organizations in Holland

use intrinsic rewards more than extrinsic ones to motivate their employees.
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Providing employees with additional education, increasing task variety and
flexibility of jobs, applying participative decision making, and forming quality
circles can be given as examples of intrinsic rewards that are used.

1.6.5 Eastern Europe

As Kiriazov, Sullivan and Tu (2000) stated that HR practices in Eastern
Europe are relatively immature despite efficient HRM practices in Western Europe.
They stated that countries in Eastern Europe focus more on personnel administration
than the integration of HR practices with corporate strategy. Specifically, in terms of
selection activities, it can be said that only few firms have well developed selection
systems. Application forms and informational interviews have started to be applied
recently and these interviews measure competence, motivation, and communication
skills. However, application forms or interviews still contain personal questions that
are considered discriminatory against minorities (Kriazov et al., 2000). In addition,
performance appraisal methods are gaining popularity among East European HR
professionals. Ranking methods and graphic ratings are applied in some of the
organizations. Using performance appraisal to reward employees is becoming more
common. However, there is still some resistance to performance based pay,
especially among older workers.

According to the Kiriazov et al (2000), in Eastern Europe firms recognize
importance of training and development. However, they lack financial resources and
expert trainers. The most popular training technique is on the job training. Among
the other common techniques are classroom lectures and seminars. As compensation
practices analyzed, it is seen that typical East European managerial compensation
package consists of base pay, other cash, benefits, and bonuses. Among them base

pay has the largest portion with 65%. Organizations also offer social benefits, which
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are valued by employees. For example, women have company paid maternity leave
with guarantee to return to same position. The tenured employees have unlimited
paid sick leave. Moreover, large firms sponsor schools, housing, holiday
accommodations, recreational facilities, and cafeterias (Kiriazov et al., 2000).
Hence, it seems fair to conclude that HRM is an immature but developing issue in
East European countries.

In conclusion, the purpose of the present study was to explore the nature of
the HRM practices in a sample of Turkish private sector organizations. Furthermore,
after exploring the extent of major HRM functions in the participating organizations,
a comparison of the HRM activities in the Turkish and foreign organizations were

made based on the available studies on HRM practices in other countries.
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CHAPTER 2

METHOD

2.1 Sample

Seven-hundred-fifty organizations operating throughout Turkey in various
sectors had been contacted via telephone and e-mail in order to participate in this
research. However, the final sample included 200 organizations, with a 27% return
rate. The organizations in the sample were the members of both Personnel Managers
Association (PERYON) and Quality Association (KALDER) in Turkey. PERYON is
an association in Turkey that was established to operate in the field of human
resource and personnel management in 1971. It has been working for the
development of human resource management throughout Turkey for more than two
decades. Secondly, KALDER is an organization that was established in 1991 with a
vision of becoming an exemplary organization in the world by the efficient
deployment and efficient use of the Total Quality Management throughout Turkey.

In addition, 85% of the participating organizations in the final sample were
also among the ones that have been identified as the first 1000 companies of Turkey
as classified by the Istanbul Association of Manufacturers in the year 2001. Among
the participants there were managers, coordinators or employees working in HRM

departments; owner and general managers of these organizations.
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2.1.1 Profile of the Organizations

In this section, characteristics of the participating organizations (i.e., sector
they operate in, age, and size) are evaluated.
2.1.2 Sector of the Organizations

A frequency analysis was conducted to find out the distribution of the
organizations by sector. The results in Table 2.1 revealed that 16 % of the 200
organizations was operating in sector of automotive, 15 % of them was in textile
sector. Moreover, the sectors of health and medicine, technology, fast consumer
goods, and construction and material represented the 9.5 %, 8.5%, 7.5%, and 7.0% of
the organizations, respectively.

Table 2.1 Distribution of the Participating Organizations by Sector

Sector Frequency Percentage %
Automotive 32 16
Textile 30 15
Health and Medicine 19 9.5
Durable Consumer Goods 18 9
Technology 17 8.5
Metal 16 8
Fast Consumer Goods 15 7.5
Construction and Material 14 7
Energy 8 4
Insurance 6 3
Service 5 2.5
Communication 4 2
Finance 4 2
Holding Company 4 2
Consultancy 3 1.5
Tourism 3 1.5
Education 1 0.5
Missing 1 0.5
Total 200 100

2.1.3 Age of the Organizations
In order to find out the age profile of the organizations another frequency

analysis was conducted. The results in Table 2.2 indicated that 50.5 % and 38% of

42



the organizations were aged between 0- 25 and 26-50 years, respectively. The 6.5%,
3.5% and 1.5% of the remaining organizations were aged between 51-75, 76-100,
101 and over years old, respectively.

Table 2.2 Age Profile of the Organizations

Age Profile Frequency Percentage
0-25 Ages 101 50,5
26-50 Ages 76 38
51-75 Ages 13 6,5
76-100 Ages 7 3,5

101 and Over Ages 3 1,5
Total 200 100

2.1.4 Size of the Organizations

In the identification of the size of the organizations, the standards of
KOSGEB (Small and Medium Industry Development Organization) were used
(Arthur Andersen, 2000). Based on these standards, the organizations that had 0- 49
employees were identified as small-sized organizations. Those that had 50-199
employees and over 200 employees were classified as medium-sized organizations
and large-sized organizations, respectively.

As seen in Table 2.3, 65% (N = 130) of the 200 organizations were large-
sized. Twenty-four percent of the organizations employed between 50-199 people,
and lastly the percentage of small-sized organizations was 11% (N = 22).

Table 2.3 Size Profile of the Organizations

Size of the Organization Frequency Percentage %
0- 49 Employees 22 11
50-199 Employees 48 24

200 and over Employees 130 65
Total 200 100

As it was illustrated at Table 2.3, it can be concluded that most of the
organizations in the sample were large-sized (N = 129), the remaining of the

organizations were medium- and small sized organizations with frequency of 48 and
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22, respectively. Moreover, most of the large-sized organizations were in the sectors

of textile (N = 24), automotive (N = 23), construction and material (N = 14), and

metal (N = 13). The frequency of the medium-sized organizations analyzed disclosed

that more than half of the medium sized organizations belong to sectors such as

technology (N = 7), automotive (N = 7), fast consumer goods (N = 6), health and

medicine (N = 5), and durable consumer goods (N = 5). Lastly, the small-sized

organizations were mostly belong to sectors of technology (N = 4), health and

medicine (N = 4), textile (N = 3), automotive (N = 2), metal (N = 2), and durable

consumer goods (N = 2).

Table 2.4 The Frequency Distribution of Size of Organizations by Sector

Sector Small-sized Medium-sized Large-sized
Finance - 1 3
Technology 4 7 6
Fast Consumer Goods 1 6 8
Construction and Material 1 - 13
Health and Medicine 4 5 10
Communication - 1 3
Automative 2 7 23
Textile 3 3 24
Metal 2 1 13
Durable Consumer Goods 2 5 11
Holding Company 1 - 3
Consultancy 1 2 -
Energy - 1 7
Tourism - 2 1
Insurance - 5 1
Education - - 1
Service 1 2 2
Total 22 48 129
2.2 Measure

Data were collected by using a structured questionnaire which was formed to

assess human resource management practices of the organizations operating in

Turkey (See Appendix A). The questionnaire was consisted of 83 questions and 12

major sections. The two sections were about profile of the organizations (sector, size,



age, etc.) and HR departments. The remaining 10 sections were about HRM
functions such as job analysis and design, recruitment, personnel selection,
orientation, training and development, performance management, career planning
and development, human resource planning, compensation management and benefits,
employee relations, and employee health and safety.

There were 10 open ended questions asking for the name of the organization,
age of the organization, size of the organization, and age of the manager of HRM
department, etc. and the remaining 73 were in multiple choice format. For instance,
the questions like sector of the organization, name of HRM department, title of the
person who is responsible for HRM functions at first level etc. were among the
multiple choice questions. The participants were able to mark more than one item for
36 of the multiple choice questions, such as functioning areas of HRM department,
the areas in which the job analysis results were used, and methods of job analysis.

2.3 Procedure

The questionnaire was placed on the internet site of the Middle East
Technical University (METU) Career Planning Center. In order to attract people an
e-mail was sent to whole e-mail group members of PERYON by the president of
Ankara Office. In this e-mail, the aim and scope of the research had been explained
and members were requested to participate in the study by visiting the home page of
METU Career Planning Center and clicking on the link of the questionnaire.
However, out of approximately 1000 recipients, only 65 participants filled out the
questionnaire.

On the next stage, member lists of both PERYON and KALDER were

obtained and 300 organizations were reached and asked to participate in the study.
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However, only 135 of the organizations among 250 organizations that accepted to

participate in the research filled out the questionnaire.
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CHAPTER 3

RESULTS

3.1 HRM Departments in Organizations

In the second section of the questionnaire, the structure and general
functioning areas of HRM departments and profile of the HRM managers were
analysed.

Firstly, a frequency analysis was conducted in order to find out how HRM
departments in organizations were named. The findings in the Table 3.1 demonstrate
that 119 of the 200 (59.5 %) organizations in the study preferred to use the name of
Human Resources Management Department. Additionally, the departments operating
in area of HRM were named Personnel and Administrative Department, Personnel
Department, or Human Resources and Quality Management Department in 12.0%,
9.0%, and 7.5% of the organizations, respectively.

Table 3.1 Name of the Departments Operating in HRM Functions

Percentage

Name of the HRM Departments Frequency %
HRM Department (Insan Kaynaklar1 Departmant) 119 59.5
Personnel and Administrative Department (Personel ve

Idari Isler Departmani) 24 12
Personnel Department (Personel Departmani) 18 9
Human Resources and Quality = Management

Department (insan Kaynaklar1 ve Kalite Departmani) 15 7,5
Administrative Department (Idari Isler Departmani) 5 2.5
HRM and Administrative Department (insan Kaynaklar

ve Idari Isler Departmani) 5 2.5
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Table 3.1 Continued

General Director Office (Genel Midiirliik) 4 2
Industrial Relations and HRM Department (Endiistri

[liskileri ve Insan Kaynaklar1 Departmani) 3 1.5
HRM and Training Department (Insan Kaynaklar1 ve

Egitim Departmant) 2 1
Finance Department (Finans Departmanti) 2 1

Management, Organizational Development and HRM
Department (Y6netim, Organizasyonel Gelisim ve Insan

Kaynaklar1 Departmani) 2 1
Missing 1 0.5
Total 200 100

Moreover, the descriptive analysis revealed that the minimum number of
employees working in HRM departments was 1 and the maximum number was 48
with a mean and standard deviation of 5.98 and 6.81, respectively. The frequency
analysis presented in the Table 3.2 illustrates that in 21% of the HRM departments 2
people were employed. In addition, the number of employees working in HRM
departments was 3 and 1 in 15.5% and 11.0% of the organizations, respectively. In
other words, there were 5 employees or less than 5 employees working in HRM
departments in 65.0% of the 200 organizations.

Furthermore, in 20.0% (N = 40) of the organizations, the employee number of
HRM departments was between 6 and 10. In medium-sized organizations, most of
the organizations (79.2%) had 1-5 employees working in HRM departments and in
12.5% of the organizations the employee number in HRM department was between 6
to 10 individuals. In addition, in 72.7% (N = 16) of the small-sized organizations
HRM department was consisted of 1 to 5 individuals and only 14.6% (N = 3) of the
small-sized organizations there were 6 to 10 employees working in HRM

department.
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Table 3.2 Frequency Distribution of Number of Employees in HRM Department

Number of Employees Frequency Percentage %
1 22 11
2 42 21
3 31 15.5
4 20 10
5 15 7.5
6 10 5
7 12 6
8 8 4
9 4 2
10 6 3
11 3 1.5
12 5 2.5
13 1 0.5
14 2 1
15 2 1
16 4 2
18 1 0.5
22 1 0.5
23 1 0.5
24 1 0.5
25 2 1
29 1 0.5
31 1 0.5
47 1 0.5
48 1 0.5
Missing 3 1.5
Total 200 100

Also, the descriptive analysis demonstrated that the minimum number of
hierarchy levels in HRM departments was 1 and the maximum number was 6 with a
mean and a standard deviation of 245 and 1.06, respectively. Moreover, the Table 3.3
demonstrates that in 71 organizations (35.5%) there were 2 hierarchical levels. The
number of hierarchy levels in HRM departments were 3 and 1 in 31.5% and 19.0%

of the organizations, respectively.
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Table 3.3 Frequency Distribution of Number of Hierarchy Levels in HRM

Department
Number of Levels in the Administrative Hierarchy Frequency  Percentage %
1
2
3
4
5
6
Total

38 19
71 35.5
63 31.5
22 11
3 1.5
3 1.5
200 100

Another descriptive and frequency analysis was conducted to examine the

title of the primary responsible manager of HRM functions. The findings in Table 3.4

demonstrates that in 51.5% of the organizations HRM Managers (N = 103) and in

15.0 % of the organizations HRM Directors (N = 30) were the primary responsible

persons of HRM departments.

Table 3.4 Title of Primary Responsible Persons of HRM Functions

Title Frequency Percentage %
General Manager Assistant (Genel

Midiir Yardimcist) 27 13.5
HRM Coordinator (Insan Kaynaklar:

Koordinatorii) 16 8
HRM Director (Insan Kaynaklar

Direktorii) 30 15
HRM Manager (Iinsan Kaynaklari

Miidiirii) 103 51.5
General Manager (Genel Miidiir) 5 2.5
Other Titles 19 9.5
Total 200 100

Moreover, as presented in Table 3.5, in 63.0 % of the organizations HRM

managers reported directly to General Managers (N = 126) and in 18.5% of the

organizations they reported directly to Assistant General Manager of Finance and

Administration (N = 37).
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Table 3.5 Executive Managers Reported by HRM Managers

Percentage
The Individuals to Whom HRM Managers Report Frequency %
General Manager (Genel Miidiir) 126 63
Assistant  General Manager of Finance and
Administration (Finans ve Idari Islerden Sorumlu
Genel Miidiir Yardimcisi) 37 18.5
President of Executive Committee (YOnetim Kurulu
Baskani) 12 6
Assistant General Manager HRM and Administration
(Insan Kaynaklar1 ve Idari Islerden Sorumlu Genel
Miidiir Yardimcisi) 7 3.5
General Coordinator (Genel Koordinator) 6 3
Branch/Factory Manager (Fabrika Miidiirii) 6 3
HRM Director (Insan Kaynaklar1 Direktorii) 5 2.5
Coordinator of Administration and Marketing (Idari
Isler ve Pazarlama Koordinatorii) 1 0.5
Total 200 100

As the education level of HRM Managers was analyzed, as the findings in the
Table 3.6 showed that 63.0% (N =126) of the HRM managers were university
graduates and 31.0% (N = 62) of HRM managers had a masters degree.

Table 3.6. Education Level of HRM Managers

Education Level Frequency Percentage %
High School 4 2
University Graduate 126 63
Masters Degree 62 31
Doctorate 8 4

Total 200 100

As it was further examined and demonstrated in Table 3.7, the 16.5% (N =
33) of HRM managers had a university degree in management and 13.0% (N = 26)
of HRM managers had a masters degree in Management of Business Administration
(MBA). Nine and a half percent of HRM managers were graduated from economy

department of universities (N = 19).
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Table 3.7 Education Fields of HRM Managers

Education Fields Frequency  Percentage %
University Degree in Management 33 16.5
University Degree in Social Sciences 6 3
University Degree in Economy 19 9.5
University Degree in  Administrative and

Economic Sciences 6 3
University Degree Industrial Engineering 8 4
University Degree in Other Engineering

Departments 6 3
University Degree in Educational Sciences 7 3.5
University Degree in Other Departments 12 6
Masters Degree in MBA 26 13
Masters Degree in Industrial Engineering 9 4.5
Masters Degree in Educational Sciences 3 1.5
Masters Degree in Administrative and Economy

Sciences 9 4.5
Masters Degree in Human Resources Management 5 2.5
Masters Degree in Other Departments 10 5
Doctorate Degree in Management 3 1.5
Doctorate Degree in Industrial Engineering 1 0.5
Missing 37 18.5
Total 200 100

The results of the descriptive analysis which was conducted to examine the

age profile of HRM managers revealed that the youngest HRM Manager is 24 years

old and the oldest one is 67 years old with a mean and standard deviation of 40.4 and

8.9, respectively. The frequency analysis presented in the Table 3.8 demonstrates that

the 36.0 % of HRM managers were aged between 36 - 45 years old (N = 72) and

33.5 % of them were between 24 - 35 years old (N = 67).

Table 3.8 Age of HRM Managers

Age of HRM Managers Frequency Percentage %
24 - 35 Years Old 67 33.5

36 - 45 Years Old 72 36

46 - 55 Years Old 37 18.5

55 and Over Years Old 15 7.5
Missing 9 4.5
Total 200 100
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The results of a further frequency analysis demonstrates that 63.0% (N = 126)
of HRM managers were male and 33.5% (N = 67) of HRM Managers were female
(See Table 3.9).

Table 3.9 Gender of HRM Managers

Gender of HRM Managers Frequency Percentage %
Female 67 33.5
Male 126 63
Missing 7 3.5
Total 200 100

The descriptive analysis of the duration of experience of HRM in managers in
the field of human resource management revealed that HRM managers have 1 year
of experience in minimum and 39 years of experience at maximum in area of human
resource management, with a mean and standard deviation of 9.76 and 7.38 years,
respectively.

Moreover, frequency analysis presented in the Table 3.10 demonstrates that
25% of HRM managers are experienced for 6 to 10 years (N = 51) and 17% of them
have experience of 1 to 5 years in human resource management field.

Table 3.10 Frequency Distribution of Experience Duration of HRM Managers

Experience of HRM Manager Frequency Percentage %
1-5 Years 34 17

6-10 Years 51 25.5
11-15 Years 18 9
16-20 Years 3 1.5

21 Years and Over 11 5.5
Missing 83 41.5
Total 200 100

3.1.1 Functioning Areas of HRM Departments

Lastly, the main functioning areas of HRM departments were analyzed.
Results presented in Table 3.11 showed that in 93.5 % of the organization HRM

functions included personnel selection and placement, and in 90.5% of the
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participating organizations HRM functions included recruitment. However, functions
such as social (9.5%) and administrative services (3.5%), and quality (3.5%) were
not performed as much as the other HRM functions.

Moreover, 12.5% of the organizations (N = 25) perform 16 of the 19 HRM
functions presented in Table 3.11 such as job analysis, job design, recruitment,
personnel selection and placement, orientation, training and development,
performance management, career planning, HR planning, employee health and
safety, compensation and benefits, payroll, employee transportation and food
services, matters pertaining to personnel and employee relations. In addition, 2.5% of
the organizations (N = 5) perform the functions that were mentioned above except
for employee relations.

Table 3.11 HRM Functions

HRM Functions Frequency Percentage %
Personnel Selection and Placement 187 93.5
Recruitment 181 90.5
Training and Development 167 83.5
Compensation and Benefits 164 82
Matters Pertaining to Personnel 162 81
Performance Management 161 80.5
Orientation 160 80
Payroll 149 74.5
Employee Health and Safety 147 73.5
Job Analysis 131 65.5
Meal 126 63
Human Resource Planning 117 58.5
Transportation 115 57.5
Career Planing 94 47
Employee Relations 90 45
Job Design 76 38
Social Services 19 9.5
Quality Management 7 3.5
Administrative Services 7 3.5

Furthermore, cross-tab analyses were conducted to present the relation

between size of the organizations and the performed HRM activities for exploratory
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purposes (See Appendix B). The findings demonstrated that 70.2% (N = 92) and
21.4% (N = 28) of the organizations that perform job analysis were large- and
medium-sized organizations, respectively. However, the correlation was not found to
be significant (Spearman rho = .16, p < .05). In terms of recruitment activity, the
results revealed that 68.5% (N = 124) and 22.1% (N = 40) of the organizations that
performed recruitment were large- and medium-sized (Spearman rho = .23, p <.001 ,
Chi-square = 10.9, p < .01). Moreover, 95.4% (N = 124 ), 83.3% (N =40) 77.3% (N
= 17) of the large-, medium-, and small-sized organizations in the sample carried out
recruitment activities. The 67.4% (N = 126), 22.5% (N =42) and 10.2% (N = 19) of
the organizations that engaged in personnel selection activities were large-, medium-
and small-sized organizations (Spearman rho = .19, p < .01, Chi-square = 7.19, p <
.05). In other words, the 86.4% (N = 19) of the small-sized, 87.5% (N = 42) of the
medium-sized and 96.9% (N =126) of the large-sized organizations conducted
personnel selection activities. Additionally, 10.8% (N = 18), 21.0% (N = 35), and
68.3% (N =114) of the 167 organizations that carried out employee training activities
were small-, medium-, and large-sized organizations, respectively. In other words,
the 81.8% of the small-sized, 72.9% of the medium-sized and 87.7% of the large-
sized organizations engaged in employee training activities. However, the correlation
was not found to be significant (Spearman rho = .14, p > .05). Considering
performance appraisal activity, the results showed that 10.6% (N =17 ), 21.1% (N =
34) and 68.3% (N = 110) of the 161 organizations that carried out performance
management activities were small-, medium-, and large-sized organizations,
respectively. However, the correlation was not found to be significant (Spearman rho

= .13, p > .05). Considering career planning activity, the results showed that 7.9% (N
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=10), 22.2% (N = 28) and 69.8% (N = 88) of the 126 organizations that carried out
career planning and development activities were small-, medium- and large-sized
organizations, respectively (Spearman rho = .14, p < .05). Lastly, the results showed
that 13.3% (N =12), 11.1% (N = 10) and 75.6% (N = 68) of the 90 organizations that
engaged in managing employee relations activities were small-, medium- and large-
sized organizations, respectively (Spearman rho = .16, p < .05, Chi-square = 14.94, p
<.001). In other words, the 54.5% of the small-sized, 20.8% of the medium-sized
and 52.3% of the large-sized organizations engaged in managing employee relations.
3.1.1.1 Correlations Among HRM Functions

For exploratory purposes, bivariate correlations were computed to find out the
correlations among different HRM functions'. The results presented in Appendix C
showed that HRM departments of the organizations that performed job analysis were
likely to perform functions such as job design (r=.55, p < .01) and performance
management (r =.47, p < .01), human resource planning (r=.45, p < .01),
orientation (r=.40, p < .01), career planning (r=.40, p < .0l), training and
development (r =.36, p < .01), personnel selection and placement (r = .24, p < .01),
recruitment (r=.23, p < .01), and compensation management (r=.18, p < .05).
These findings are also in line with the literature since activities of job design,
performance appraisal, orientation, career planning, training and development,
personnel selection and placement, recruitment and compensation management make

use of job analysis results (Mathis & Jackson, 1991).

In addition, correlation analysis revealed that the HRM departments that

performed job design were likely to function in HRM practices such as performance

' Phi coefficients were also computed instead of each bivariate correlation analysis and the results
demonstrated that there were no diferences between the two kinds of correlational analysis.
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appraisal (r=.31, p < .0l), career planning (r=.32, p < .01), human resource
planning (r=.51, p < .01). Moreover, HRM departments that perform recruitment
processes were more likely to operate in personnel selection (r=.40, p < .01), and

orientation (r = .28, p <.01).

The correlational analysis also revealed that the HRM function of personnel
selection process was significantly and positively correlated with orientation (r = .33,
p < .01), training (r = .43, p < .01), performance appraisal (r =.38, p < .01), career

planning (r = .30, p <.01), and compensation management (r = .30, p <.01).

The organizations that functioned in orientation were likely to operate in
training (r=.73, p < .01), performance appraisal (r=.54, p < .01), and career

planning (r = .43, p <.01).

The training function of HRM was found to be positively and significantly
correlated with performance appraisal (r = .46, p < .01) and career planning (r = .39,
p < .01). Additionally, the HRM departments that functioned in performance
management activities were likely to perform activities of career planning (r = .51, p
< .01), human resource planning (r=.38, p < .01), and compensation management

(r=.26,p<.01).

It was also found that career planning activities were positively and
significantly correlated with human resource planning (r=.50, p < .01) and

compensation management (r = .34, p <.01).

Moreover, the organizations that operated in compensation management were
found likely to perform the activities of both making payroll (r=.29, p < .01) and

personnel matters (r=.34, p < .01). Also, the activity of making payroll was

57



positively correlated with personnel matters (r =.68, p < .01), employee health and
safety activities (r = .38, p < .01), transportation (r = .36, p <.01), and food services

(r=.31,p<.01).

In addition, HRM departments that worked in the area of employee health and
safety were likely to perform employee relation activities (r=.25, p < .01). The
HRM departments that were responsible for social services such as arranging social
activities or preschool services were likely to work in areas of quality management

(r=.50, p <.01) and administrative services (r = .40, p <.05).
3.2 Job Analysis

In this section, the proportion of the participating organizations conducting
job analysis, the areas in which the results of job analysis are used, the performers of

job analysis, the methods and, lastly, the frequency of job analysis are presented.

First, as shown in Table 3.12, 65.5% of the surveyed organizations conduct

job analysis (N = 131).

Table 3.12 Job Analysis

Job Analysis Frequency Percentage %
Not Performed 69 34.5
Performed 131 65.5
Total 200 100

Second, the findings presented in Table 3.13 demonstrates that in 64.3% of
the 157 organizations, which performed job analysis, the results of the job analysis
were used in the field of selection and placement and compensation management.
Moreover, it was found that 61.1% of the organizations use the results of job analysis
in training and development. Performance appraisal (55.4%), job design (50.3%),

promotion and assignment (48.4%), career planning (47.8%), recruitment
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(43.3%), orientation (28.5%) and industrial relations (14.5%) were among the fields
in which job analysis results were used. In addition, the results of job analysis were
also used in the fields of job evaluation and position planning but with very small
percentages (0.06%).

Furthermore, 4.5% (N = 9) of the participating organizations used the results
of job analysis in 10 fields such as job design, recruitment, personnel selection and
placement, orientation, training and development, career planning, performance
appraisal, promotion and appointment, compensation management and employee
relations. Moreover, 3% (N = 6) of the organizations used the results of job analysis
in all of the fields mentioned above except for employee relations.

3.13 The Fields in which the Results of Job Analysis were Used

Total Total
The Fields Frequency % Missing %  Frequency Percentage
Job Design 79 50.3 78 49.7 157 100
Recruitment 68 433 89 56.7 157 100
Selection and
Placement 101 64.3 56 35.7 157 100
Orientation 54 28.5 103 65.6 157 100
Training and
Development 96 61.1 61 389 157 100
Career Planning 75 47.8 82 52.2 157 100
Performance
Appraisal 87 55.4 70 44.6 157 100
Compensation 101 64.3 56 35.7 157 100
Industrial
Relations 28 14.5 129 82.2 157 100
Promotion and
Appointment 76 48.4 81 51.6 157 100
Job Evaluation 1 0.6 156 99.4 157 100
Position
Planning 1 0.6 156 99.4 157 100

In addition, the findings shown in Table 3.14 reveals that in 66.9% of the

organizations HRM departments conducted job analysis (N = 105). In 12.1 % of the
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organization consultancy firms and individual consultants conducted job analysis (N

=19).

Table 3.14 Frequency Distribution of Job Analysis Performers

JA Performers Frequency Percentage %
HRM Department 105 66.9
Consultancy Firms 19 12.1
HRM Department & Consultancy Firms 6 3.8
Consultants out of the Organizations 5 3.2
General Manager 5 3.2
HRM Department & Managers of Relevant

Departments 4 2.5
Production Planning Department 4 2.5
Quality Management Department 3 1.9
Organization Planning Department 3 1.9
HRM & Quality Department 1 0.6
Directorship of System Development 1 0.6
Missing 1 0.6
Total 157 100

Next, Table 3.15 presents that employee interview method was used to
conduct job analysis in 69.4% of the participating organizations (N =109) and 59.2%
of the organizations (N =93) used the method of observation. In addition, in 37.6 %
(N =59), 36.9% (N = 58) and 33.1% (N = 52) of the organizations the methods of
job experts, questionnaire, and job analysis form were used, respectively. However,
the other methods of manager interview (2.5%) and benchmarking (0.5%) were not
used commonly by the participating organizations.

Table 3.15 The Methods of Job Analysis

Methods of Total
Job Percen- Percen- Total Percen-
Analysis Frequency tage % Missing tage % Frequency tage
Employee

Interview 109 69.4 48 30.6 157 100
Observation 93 59.2 64 40.8 157 100
Job Experts 59 37.6 103 98 62.4 100
Question-

naire 58 36.9 99 63.1 157 100
JA Form 52 33.1 105 66.9 157 100
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Table 3.15 Continued

Manager
Interview 4 2.5 153 97.5 157 100
Benchmark 1 0.5 156 99 .4 157 100

Furthermore, cross tab analysis was computed between size of organizations
and job analysis methods (See Appendix D). The findings revealed that 9.7% (N =
9), 28.0% (N = 26) and 62.4% (N = 58) of the organizations that used observation as
a job analysis method were small-, medium-, and large-sized organizations,
respectively. However, the correlation was not found to be significant (Spearman rho
=-.04, p>.05). Also, the results showed that generally medium-sized organizations
were likely to use observation method with a percentage of 54.2. Considering
employee interview method, the findings demonstrated that mostly large-sized
organizations used this method with a rate of 64.6% (N = 84). However, the
correlation was not found to be significant (Spearman rho = .14, p > .05). Moreover,
the questionnaire method was found to be mostly applied by small-sized
organizations with a rate of 36.4% (N = 8). Most of the 65 organizations that applied
questionnaire technique were large-sized (66.2%, N = 43). However, the correlation
was not found to be significant (Spearman rho = .01, p > .05). Most of the
organizations that used the other methods such as job analysis form and specialist
sample were also large-sized organizations with a rate of 74.1% (N = 47) (Spearman
rho = .12, p > .05) and 71.2% (N = 43) (Spearman rho = .10, p > .05), respectively.
However, the correlations were not found to be significant.

For exploratory purposes, a bivariate correlation was computed in order to
find out the correlations among the fields in which the results of job analysis were

used. The results presented in Appendix E showed that the organizations that used
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the results of job analysis in recruitment practices were likely to use the same results
in areas of personnel selection (r = .61, p <.01) and orientation (r = .56, p <.01).

Additionally, the organizations that made use of job analysis results in the
HRM function of training and development were likely to use the job analysis results
in the functions such as career planning (r=.50, p < .01), promotion and
appointment (r=.43, p < .01), and performance appraisal (r=.40, p < .01). The
correlational analysis also revealed that career planning, in which the results of job
analysis were used, was significantly and positively correlated with other areas in
which the job analysis results were used such as promotion and appointment (r = .51,
p <.01) and performance management (r = .45, p < .01

Additionally, the organizations that made use of job analysis results in the
HRM function of performance appraisal were likely to use the job analysis results in
functions such as promotion and appointment (r =.47, p < .01) and compensation
management (r = .40, p <.01). Lastly, the organizations that made use of job analysis
results in the HRM function of compensation management were likely to use the job
analysis in the area of promotion and appointment (r = .50, p <.01).

Moreover, the frequency analysis revealed that 11.0% (N = 22) of the
participating organizations were likely to use the combination of observation,
employee interview, and questionnaires when they were conducting job analysis.
Furthermore, the combination observation and employee interview methods was
used by 7.0% (N = 14) of the organizations. Lastly, the 6.0% (N = 12) of the
participating organizations preferred to use the combination of observation,
employee interview, and interviews with job expert methods in their job analysis

process.
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Finally, the frequency of job analysis in the organizations was examined and
the results are presented in Table 3.16. In 58 (36.9%), 38 (24.2%), and 24 (15.3%) of
the organizations job analysis was conducted once a year, once in every two or three
years, once in every four or five years, respectively. However, in 18.4% of the
organization job analysis was not conducted systematically (N = 29). Those
organizations performed job analysis in unsystematic intervals, in time of a need or
after organizational changes.

Table 3.16 Frequency of Job Analysis

Performance Frequency of JA Frequency Percentage %
Once a Year 58 36.9
Once in Every 2-3 Years 38 242
Once in Every 4-5 Years 24 15.3
In Time of a Need 11 7
Unsystematic Intervals 9 5.7
After Organizational Changes 9 5.7
First Time 4 2.5
Twice a Year 2 1.3
Missing 2 1.3
Total 157 100

3.3 Recruitment

In this section, recruitment process of HRM is evaluated by means of
conducting frequency analyses that analyse the methods of recruitment applied in the
participating organizations, the effective methods of recruitment, methods of internal
recruitment, and the number of the organizations that had structured tools for

organizational presentation.

First, it was concluded that the methods that are used for employee
recruitment were different than the ones used for manager recruitment. For instance,
as shown in Table 3.17 the method of walk-ins was the most frequently used method

in employee recruitment with a percentage of 72.5 (N = 145). However,
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as it was illustrated in the Table 3.18, the same method was used for managerial
positions in 40.0% (N = 80) of the organizations only. The method of employee
recommendation was the second most frequently used employee selection technique
in organizations (66.0%). On the other hand, this technique was used by 37.5% of the
organizations in recruiting managers. Moreover, Table 3.18 presents that the
recruitment methods of newspaper, internet and references were used in 63.5%,

61.5%, and 55.5% of the organizations, respectively.

Table 3.17 Recruitment Methods for Non-Managerial Positions

Recruitment Methods for Non-Managerial Percentage
Positions Frequency %
Walk-Ins 145 72.5
Employee Recommendation 132 66
Newspaper 127 63.5
Internet 123 61.5
References 111 55.5
University Career Centers 64 32
Consultancy Firms 55 27.5
Professional Magazines 13 6.5
CV Bank 5 2.5
Internal Recruiting 3 1.5
Employment Agency 2 1

Next, a frequency analysis was performed to find the most frequently used
combinations of recruitment methods used for non-managerial positions. The
findings demonstrated that 5.0% (N = 10) of the participating organizations used the
methods of newspaper adds, consultancy firms and internet together. Next, the
combination of newspaper adds, employee recommendation, references and walk-in

methods was used by 4.0% (N = 8) of the participating organizations.

As the most frequently used methods of recruitment for managerial positions
were analyzed, as seen in the Table 3.18, the most popular method in recruiting

managers was newspaper and it was used by 60.0% of the organizations. Also,
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52.0% and 50.5% of the organizations used the methods of internet and consultancy
firms, respectively. Moreover, the most frequently used combinations of methods
used in manager recruitment were examined and the findings demonstrated that 7.0%
(N = 14) of the participating organizations used the methods of newspaper adds,
internet, universities’ career centers, recommendations of employees, references, and
walk-ins together. Next, the combination of newspaper adds, employee
recommendation, references and walk-ins was used by 6.0% (N = 12) of the

participating organizations.

Table 3.18 Recruitment Methods for Managerial Positions

Recruitment Methods of Managerial

Positions Frequency Percentage %
Newspaper 120 60
Internet 104 52
Consultancy Firms 101 50.5
Walk Ins 80 40
Employee Recommendation 75 37.5
References 66 33
University Career Centers 39 19.5
Professional Magazines 26 13
Internal Recruiting 5 2.5
CV Bank 4

Employment Agency 2 1

In the next step, the effectiveness of recruitment methods, used for both
managerial and non-managerial positions, were analyzed. The effectiveness of
recruitment methods was examined by reaction-based measures. The Table 3.19
shows the recruitment methods that were perceived to be effective for non-
managerial positions. It illustrated that CV bank method was evaluated as an
effective method by 80.0% (N = 4) of 5 organizations that used the method. The
findings also demonstrated that 68.3% (N = 84) of the 123 organizations that use the

method of internet evaluated it as an effective one. Moreover, the method of
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internal recruiting was evaluated as an effective method by 66.7% (N = 2) of the 3
organizations that use the method. Lastly, the method of newspaper adds was
evaluated as an effective way of recruiting non-managerial positions by 60.6% (N =

77) of the 127 organizations that use the method.

Table 3.19 Effective Recruitment Methods for Non-Managerial Positions

Frequency of

Organizations
Number of Evaluating the  Perceived

Recruitment Methods for Organizations Using ~ Method as  Effectiveness
Non-Managerial Positions the Method Effective (%)
CV Bank 5/200 4 80
Internet 123/200 84 68.3
Internal Recruiting 3/200 2 66.7
Newspaper Adds 127/200 77 60.6
Consultancy Firms 55/200 25 45.5
Employee Recommendation 132/200 56 42.4
References 111/200 47 423
Walk Ins 145/200 58 40
University Career Centers 64/200 19 29.7
Professional Magazines 13/200 2 15.4

Table 3.20 demonstrates the most effective ways of manager recruitment as
perceived by the organizations. Fifty two (51.5%) of the 101 organizations that had
consultancy firms to recruit their managerial positions evaluated this method as an
effective one. Also, 56 (46.0%) of the 120 organizations that used the method of
newspaper adds evaluated it as an effective way to recruit managers. In addition, the
method of internet was found to be another effective way to recruit managers by

39.4% of the 104 organizations that used this method (N =41).

The method of professional magazines was not evaluated as effective as the
other methods. Only, 15.4% and 12.8% of the organizations that used this method

evaluated it as an effective one for recruiting employees and managers, respectively.
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Table 3.20 Effective Recruitment Methods for Managerial Positions

Recruitment Methods Number of Frequency of Organiza- Perceived
of Managerial Organizations tions Evaluating the Effective-
Positions Using the Method =~ Method as Effective ness (%)
Consultancy Firms 101/200 52 51.5
Newspaper Adds 120/200 56 46
Internet 104/200 41 394
CV Bank 4/200 1 25
References 66/200 15 22.7
Employee

Recommendation 75/200 15 20
Internal Recruiting 5/200 1 20
Walk Ins 80/200 15 18.8
University Career

Centers 39/200 5 12.8
Professional

Magazines 26/200 2 07.8

The next step was to specifically examine the method of internal recruitment.
It was found that 55.0% (N = 110) of the organizations performed internal recruiting.
As demonstrated in Table 3.21, there were 5 different ways to perform internal
recruitment. Thirty nine and a half percent (N = 79) and 20.0% (N =40) of the
organizations used the methods of organizational intranet and job posting,

respectively.

Table 3.21 The Ways of Internal Recruitment

Ways of Internal Recruiting Frequency Percentage %
Intranet 79 39.5

Job Posting 40 20
Verbal Communication 15 7.5
Meetings 6 3
Journal of the Organization 3 1.5

Lastly, the participating organizations were examined in order to see if they
provide organizational information to their new employees and it was concluded that

68.5% of the organizations apply structured methods such as video presentations,
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brochures in order to provide organizational information to their new employees (N
=137).
3.4 Position Norm Analysis

Concerning position norm analysis, the analyses were performed in order to
examine the number of organizations that employ position norm analysis, the
applicability and length of position planning.

First, it was found that 74.0% of the organizations (N = 148) performed the
practices of position norm analysis. However, only 35.5% of the 148 organizations
managed to apply the results of position norm analysis and in the remaining 60.0% of
the organizations position planning was partly applied.

In addition, the organizations performed position norm analysis for different
lengths of duration. For example, 46.5% of the 148 organizations performed their
position norm analysis for 1 to 3 years (N = 93). Moreover, the position norm
analysis was conducted once a year and once in every 4 or 5 years in 18.0% and
5.5% of the organizations, respectively.

3.5 Personnel Selection

Frequency analyses were performed to examine the number of organizations
that owned a structured personnel selection system, the methods of selection used by
the organizations and their effectiveness, the methods of selection interview
performed by organizations, and the scoring systems of the interviews.

First, the results revealed that a structured personnel selection system was
present in 50.8% (N = 95) of the responding organizations that apply personnel
selection practices. In 20.3% (N = 38) of the responding organizations a structured

selection system partly existed and in 3.2% (N = 6) of them there was not such a

68



structured system. However, the remaining organizations (25.7%) did not mention
the kind of the interviews they performed.

As demonstrated in the Table 3.22 and 3.23, 92.5% of the organizations used
the method of interviews for non-managerial positions and 85.0% of the
organizations use the same method for managerial positions. Moreover, the method
of references were used in 69.0% (N = 138) and 65.0% (N = 130) of the
organizations for non-managerial and managerial positions, respectively. The
personality tests were the third and biographical data were the fourth most commonly
used method to select both managers and non-managers. Forty one point five
percentage (N = 83) of the organizations preferred to use that method for non-
managerial positions and 37.5% (N = 75) of them for managerial positions. In
addition, the results revealed that 39.0% the organizations used the method of

biographical data for non-managerial positions and 34.5% of them for managerial

positions.

Table 3.22 Methods Used to Select Non-Managers

Methods of Personnel Selection for Non-

Managers Frequency Percentage %
Interview 185 92.5
References 138 69
Personality Tests 83 41.5
Biographical Data 78 39
Skill Tests 69 34.5
Occupational Tests 63 31.5
Mechanical Tests 53 26.5
1Q Tests 38 19
Assessment Centers 35 17.5
Integrity Tests 17 8.5
Language Tests 8 4
Analytical Thinking Tests 3 1.5
Trial Period 1 0.5
Check up 1 0.5
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Table 3.23 Methods Used to Select Managers

Methods of Personnel Selection for

Managers Frequency Percentage %
Interview 170 85
References 130 65
Personality Tests 75 37.5
Biographical Data 69 34.5
Occupational Tests 34 17
Assessment Centers 32 16
1Q Tests 26 13
Mechanical Tests 16 8
Integrity Tests 11 55
Language Tests 10 5
Analytical Thinking Tests 3 1.5
Trial Period 1 0.5
Check up 1 0.5

In addition, it was concluded that 12.5% of the participating organizations (N
= 25), the methods of interview and reference were used together. Nine percent of
the organizations (N = 18) employed the methods of interview, biographic data, and
references together in selecting managers. The combination of interview and
reference methods were also found to be among the frequently used combination of
methods for selecting employees with a percentage of 9.5 (N = 19) and the
combination of interview, biographic data, and references were used together to
select employees in 5.5% of the organizations (N = 11).

Additionally, cross tab analyses were computed among size of the
organizations and selection methods that are used both for manager and non-manager
selection. The findings revealed that most of the organizations (62.9%, N = 107) of
that applied interview method in selecting their managerial positions were large-
sized organizations but generally the method of interview was used by medium-sized
organizations (95.8%, N = 46) (Spearman rho = -.07, p > .05, Chi-square = 6.19, p <

.05) (See Appendix F). Similarly, most of the organizations that used personality
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tests in selecting managers were large-sized organizations (58.7%, N = 44) but
generally personality tests were most frequently used by medium-sized organizations
(45.8%, N = 22). However, the correlation was not significant (Spearman rho = -.10,
p > .05). Moreover, the method of reference checking was mostly applied by large-
sized organizations (69.2%, N = 90). However, the correlation was not significant
(Spearman rho = .12, p > .05).

In selecting non-managerial positions, most of the organizations that used
interview method were large-sized (65.4%, N = 121) (See Appendix G). However,
the correlation was not significant (Spearman rho = .03, p > .05). Similarly, most of
the 83 organizations that applied the method of personality tests were large-sized
organizations 65.1% N = 54), on the other hand, the medium-sized organizations
were likely to use the same method more frequently than the other organizations with
a percentage of 41.7% (N = 20). However, the correlation was not significant
(Spearman rho = .002, p > .05). Lastly, among the 138 organizations that applied the
method of reference checking in selecting non-managers were large-sized
organizations with a percentage of 68.8 (N = 95) (Spearman rho = .13, p > .05).

In the next step, the perceived effectiveness of the selection methods was
analyzed in terms of selecting candidates for managerial positions. As it is
demonstrated in Table 3.24, the most commonly used methods such as interview,
references, personality tests, and biographical data were evaluated by participating
organizations as effective ways in selecting managers by 93.5% of the 170, 53.1% of
the 130, 50.7% of the 175, and 39.1% of the 69 organizations that used these
techniques. Methods that were found to be effective by participating organizations in

selecting candidates for non-managerial positions presented in Table 3.25.
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Table 3.24 Effective Methods of Selection Used for Managerial Positions

Effective Methods of = Number of

Personnel organizations Frequency of organizations  Perceived
Selection Used for using the evaluating the method as  effectiveness
Managers method effective (%)
Analytical Thinking

Tests 3/200 3 100
Interview 170/200 159 93.5
Assessment Centers 32/200 18 56.3
References 130/200 69 53.1
Occupational Tests 34/200 18 52.9
Personality Tests 75/200 38 50.7
Language Tests 10/200 5 50

1Q Tests 26/200 11 42.5
Biographical Data 69/200 27 39.1
Skill Tests 31/200 10 323
Mechanical Tests 16/200 5 31.3
Integrity Tests 11/200 3 273

As it is seen in Table 3.25, the most commonly used methods such as
interview, references, personality tests and biographical data were evaluated as the
effective ways in selecting non-managers by 94.6% of the 185, 55.8% of the 138,
57.8% of the 83, and 46.2% of the 78 organizations that used these techniques. The
other methods that found to be effective in selecting candidates for non-managerial
positions were as follows; analytical thinking tests (100%), assessment centers
(62.9%), integrity tests (58.8%), personality tests (57.8%), references (55.8%),
mechanical tests (52.8%), skill tests (52.2%).

Table 3.25 Effective Methods of Selection Used for Non-Managerial Positions

Effective Methods of ~ Number of Frequency of

Personnel Selection organizations organizations that Perceived
Used for Non- using the evaluate the method as  effectiveness
Managers method effective (%)
Analytical Thinking

Tests 3/200 3 100
Interview 185/200 175 94.6
Assessment Centers 35/200 22 62.9
Integrity Tests 17/200 10 58.8
Personality Tests 83/200 48 57.8
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Table 3.25 Continued

References 138/200 77 55.8
Mechanical Tests 23/200 28 52.8
Skill Tests 69/200 36 52.2
Biographical Data 78/200 36 46.2
Occupational Tests 63/200 29 46

1Q Tests 38/200 15 39.5
Language Tests 8/200 3 37.5

Next, the kinds of interview techniques used by organizations during
selection processes were analyzed. Results shown in Table 3.26 discloses that most
frequently used interview format was one interviewer and one interviewee and it was
used in 86.0% of the organizations (N = 172). Next, the techniques of panel and
group interview were used by 52.0% (N = 104) and 15.0% (N = 30) of the
organizations, respectively. The Table 3.26 also illustrated that organizations apply
structured, semi-structured and unstructured interviews with percentages of 24.0%
(N =48), 15.5% (N =31) and 14.5% (N = 29), respectively.

The further analyses revealed that 21.5% of the organizations (N = 50) used
the interview format of one interviewer and one interviewee, and 18.0% of them (N
= 36) applied the formats of both one interviewer and one interviewee and panel
interview.

Table 3.26 Techniques of Interviews

Techniques of Interview Frequency Percentage %
One Interviewee + One interviewer 172 86
Panel Interview 104 52
Structured Interview 48 24
Unstructured Interview 31 15.5
Group Interview 30 15
Semi-structured Interview 29 14.5
Group of Interviewees and Interviewers 2 1

Furthermore, a cross tab analyses was computed among sector of the

organization and interview techniques that are used (See Appendix H). The
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findings demonstrated that 63.4% (N = 109) of the 172 organizations that used one to
one interview method was large-sized organizations, however, the medium sized
organizations were more likely to use the same technique with a percentage of 91.7
(N = 44). However, the correlation was not significant (Spearman rho = -.08, p >
.05). Sixty two and a half percentage (N = 65) of the 104 organizations that applied
the panel interview technique were large-sized. However, the small sized
organizations (59.1%, N = 13) applied this technique more frequently than medium-
and large-sized ones. However, the correlation was not found to be significant
(Spearman rho = -.06, p > .05). Considering structured interview technique, the cross
tab analysis showed that among the 48 organizations that applied this technique,
most of them were large-sized organizations (81.3%, N = 39) (Spearman rho = .18, p
< .05, Chi-square = 7.83, p < .05). In addition, 80.6% (N = 25) of the 31
organizations that used unstructured interviews were large-sized organizations.
However, the correlation was not found to be significant (Spearman rho = .14, p >
.05).

Finally, a frequency analysis was conducted to see whether a scoring system
was used during the selection interviews or not. The results showed that in half of the
organizations (N = 100), interviewers rated candidates during the interview and in
47.5% (N = 94) of the organizations there wasn’t such a grading system.

3.6 Orientation

In this part, frequency analyses were performed in order to examine the
nature of the orientation activities performed by the organizations. The result of these
analyses demonstrated the number of organizations that applied an orientation

program; the performers, the methods and duration of these programs; the positions
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that received orientation programs; and lastly, the length of the trial period of newly
hired employees. In addition, for exploratory purposes, correlational analyses were
performed among the methods of orientation programs and among the positions that
orientation programs were applied for.

First, it was concluded that 80.0% (N = 160) of the organizations performed
an orientation program for their newly hired employees whereas 17.0% (N = 34) of
participating organizations did not have such a program.

Secondly, the results presented in Table 3.27 demonstrates that in 58.0% (N =
116) and 46.5% (N = 93) of the organizations orientation programs were carried out
by the HRM departments and first level managers, respectively.

Table 3.27 Performers of Orientation Programs

Performers of Orientation

Programs Frequency Percentages %
HRM Department 116 58

First Level Managers 93 46.5
Department Managers 12 6
Mentors 10 5
Training Departments 7 3.5
Colleagues 6 3

Furthermore, the techniques of orientation programs were analyzed and it was
found that the most frequently used methods were orientations performed by the
department managers and trips inside the organizations with a rate of 67.0% (N
=134) and 66.5% (N = 133), respectively. Table 3.28 demonstrates that the methods
of handling brochures or handbooks, visual techniques (videos, slides etc.), and
conferences or group meetings were applied in 56.5%, 33.0%, and 24.0% of the
organizations, respectively.

Next, a frequency analysis was performed to find the most frequently used

combinations of orientation program techniques used by the participating
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organizations. The findings demonstrated that 15.5% (N = 31) of the participating
organizations apply the combination of handing brochures or handbooks, trips and
orientations performed by department managers. Moreover, the combination of
handing brochures or handbooks, visual techniques, trips and orientations performed
by department managers was used by 13.5% (N = 27) of the participating
organizations.

Table 3.28 Techniques of Orientation Programs

Techniques of Orientation Programs Frequency Percentage %
Orientation by Department Managers 134 67
Trips 133 66.5
Brochures/handbooks 113 56.5
Visual Techniques 66 33
Conferences-group Meetings 48 24

The bivariate correlational analysis among the techniques of orientation
programs presented in Appendix I reveals that organizations that used the method of
brochures and handbooks were likely to use trips (r=.47, p < .0l), orientation
programs performed by department managers (r=.46, p < .05), and visual
techniques (r = .44, p < .01). The method of visual techniques was found to be
significantly and positively correlated with the method of trips inside the
organizations (r = .34, p < .01). Moreover, the organizations that used the technique
of arranging trips to present their firms were more likely to use the other methods of
orientation programs performed by department managers (r = .61, p <.01).

Furthermore, there were differences among organizations in terms of the
length of orientations programs. Table 3.29 demonstrates that in 30.5% (N = 61) of
160 organizations, the length of the orientation programs was lday to 1 week. In
15.5% (N = 31) and 14.5% (N = 29) of the organizations, the length of the

orientation programs were over 1 month and between 2 weeks to 1 month
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respectively. Also, it was found that in 7.0% (N = 14) of the organizations duration
of orientation programs depended on the position.

Table 3.29 Length of Orientation Programs

Length of Orientation Program Frequency Percentage %
1 day — 1 week 61 30.5
Over 1 Month 31 15.5

2 Weeks — 1 Month 29 14.5

1 Week — 2 Weeks 22 11
Depends on the Position 14 7
Missing 43 21.5
Total 200 100

The results also revealed that orientation programs were applied to different
positions with different frequencies and percentages. For instance, organizations
mostly applied their orientation programs to non-managerial employees (63.5%) and
first level managers (60.5%) positions. Also in 57.0% of the organizations
orientation programs were performed for middle level managerial positions.

The bivariate correlational analysis performed in order to see the relations
among the positions that orientation programs were applied for, and the results are
presented in Appendix J. It was found that organizations that applied orientation
programs for first level managers were likely to apply the orientation programs for
middle level manager (r =.62, p < .01), high level managers (r = .45, p < .01), non-
managers (r=.43, p < .01), blue collar workers (r=.38, p < .01), management
trainees (r = .47, p < .01). Also, the orientation programs applied for middle level
managers were likely to be performed for high level managers (r = .54, p <.01), non-
managers(r =.37, p < .01), blue collar workers (r=.36, p < .0l), management
trainees (r=.47, p < .01) in organizations. Moreover, organizations that applied
orientation programs for high level managers were likely to perform them for

management trainees (r=.31, p < .01). The organizations that applied orientation
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programs for non-managers were likely to apply orientation programs for blue-collar
workers (r = .41, p <.01) and management trainees (r = .49, p <.01). Finally, it was
concluded that the orientation programs applied for blue collars were likely to be
performed for management trainees.

Finally, trial periods of newly hired employees were analysed and it was
concluded that 162 organizations (82.0%) had an application of trial period.
Moreover, the organizations used trial periods with differing lengths of duration. For
example, as it is demonstrated in Table 3.30, 41.0% of the organizations (N = 82)
had a trial period of 2 months and 20.5% of them (N = 41) had a trial period of 3
months.

Table 3.30 Length of the Trial Period

Length of Trial Period Frequency Percentage %
2 Months 82 41

3 Months 41 20.5

1 Month 17 8.5
Depends on the Position 9 4.5

6 Months 8 4

Less than 1 Month 2 1
Missing 41 20.5
Total 200 100

3.7 Training and Development

Training and development process of HRM was evaluated in this section by
performing frequency analyses to find the number of organizations that had a
training department and to examine the size of the training departments, the kind of
training methods, the approaches that were used to determine the needed training
programs, the profile of the trainers and the evaluation process of the training
programs. Frequency analyses were also conducted to analyse the yearly training

hours per employee and the amount of the training budget of the participating

78



organizations. In addition; again, for exploratory purposes, the correlations between

methods of need analyses were examined.

First, the findings in Table 3.31 reveals that 54.5% (N = 109) of the

organizations had a training department, the percentage of organizations that did not

have a training department was 41 (N = 82). As it was demonstrated in Table 3.32, in

31.0%

of the organizations (N = 62) department of training was within the HRM

department.

Table 3.31 Training Department

Training Department Frequency Percentage %
Does Not Exist 109 54.5
Exists 82 41
Missing 9 4.5
Total 200 100

Table 3.32 Divisions That the Training Departments were Under

Divisions Which Training Departments were

Bound to Frequency  Percentage %
HRM 62 31
General Director’s Office 13 6.5
HRM and Quality Department 9 4.5
HRM and Industrial Relations 7 3.5
Personnel Department 6 3
Quality Department 6 3
System Development Department 5 2.5
Personnel and Administration Department 5 2.5
Finance Department 2 1
Logistics Services Department 1 0.5
Missing 84 42
Total 200 100

The size of the training departments showed diversity as it is presented in

Table 3.33. It was found that in 20.5% (N = 41) of the organizations, training

departments had only one employee. The number of employees working in training

departments were 2 in 19.0% (N = 38) of the organizations, respectively.
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Table 3.33 Frequency Distribution of Number of Employees in Training Department

Number of Employees in Training Percentage
Department Frequency %
1 Employee 41 20.5
2 Employees 38 19
3 Employees 17 8.5
4 Employees 6 3
5 Employees 7 3.5
6 Employees 4 2
8 Employees 1 0.5
20 Employees 1 0.5
Missing 85 42.5
Total 200 100

As presented in Table 3.34, in terms of training techniques, the most
frequently used four methods were on the job training (72.5%), lecture (71.5%),
visual techniques (51.5%), such as slides or videos, and computer-based training
(47.0%). Moreover, in 24.0%, 21.0%, and 15.0% of the organizations the methods of
role-playing, games, and simulators were used, respectively.

Additionally, it was found that 10.5% (N = 21) of the organizations apply
both the methods of in-class and on the job training. Furthermore, in 10.0% (N = 20)
of the organizations, the methods of in-class training, on the job training and visual
techniques were used together.

Table 3.34 Training Techniques Used

Training Techniques Used Frequency Percentage %
On The Job Training 145 72.5
Lecture 143 71.5
Visual Techniques 103 51.5
Computer-Based Training 94 47

Role Playing 48 24
Games 42 21
Simulators 30 15
Similar Sector Trips 2 1
Others (Case Study, Psychodrama, etc.) 2

Furthermore, a cross tab analysis was computed to see the relation between

80



the size of the organizations and the applied training methods (See Appendix K). The
findings presented that most of the 145 organizations that apply the method of on-
the-job training were large-sized organizations (67.6%, N = 98). However, the
correlation was not found to be significant (Spearman rho = .08, p > .05). Similarly,
most of the organizations that applied the method of lectures were large-sized
organizations (68.5%, N = 98). However, the correlation was not found to be
significant (Spearman rho = .13, p > .05).

On the following step, the planning and application of training activities were
examined. As it can be seen in Table 3.35, the frequency analysis disclosed that in
47.5% of the organizations, all of the training activities were planned and performed
in the direction of organizational career plans by the departments, HRM departments
in 25.0%, training departments in 5.5%, and personnel departments in 4.5% of the
organizations.

Also, in 17.5% (N = 35) of the organizations, employees received training
programs based on the identified needs and with the approval of their managers.
Moreover, training activities were planned and carried out by departments in line
with job-related departmental needs in 11.5% of the organizations (N = 23). The
training activities were planned as a result of employee performance meetings and
competency analysis in 5.5% of the organizations (N = 11). In 4.5% (N =9) of the
organizations, managers and employees determined the training the employees
would receive and the planning related training activities were performed by the
HRM departments. In 3.5% (N = 7) of the organizations, HRM department planned
the training activities but the application of those activities were performed by the

departments themselves.
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Table 3.35 The Ways of Determining Training Programs

Percentage

The ways of Determining Training Programs Frequency %
By HRM in Line with Career Plans 50 25
By Manager Approval 35 17.5
Determined by Departments 23 11.5
By Training Department in Line with Career Plans 11 5.5
By Employee-Manager Meetings 11 5.5
By Personnel Department in Line with Career Plans 9 4.5
In Line with PA Results and Competency Analysis 9 4.5
By Quality Department in Line with Career Plans 7 3.5
By Quality and HRM Department in Line with Career

Plans 7 3.5
By Quality and Training Department in Line with

Career Plans 7 3.5
Planned by HRM and Performed by Departments 7 3.5
By HRM and Administrative Department in Line with

Career Plans 4 2
Missing 20 10
Total 200 100

Additionally, a frequency analysis was performed to find out the methods that

were used to determine which training program(s) employees would receive in

organizations. As it is presented in Table 3.36, the results demonstrated that in 76.0

% (N = 152) of the organizations managers determined the kind of the training

programs that their subordinates would receive. Moreover, in 72% (N = 144) of the

organizations, the training programs were determined on the basis of employee

demand.

Table 3.36 Methods of Determining Training Programs

Methods of Determining Training

Programs Frequency Percentage %
Demand of Managers 152 76
Demand of Employees 144 72

PA Results 106 53
Need Analysis by HRM 92 46
Training Based on Appointment 87 43.5
Consultancy Firms 49 24.5
Need Analysis by Consultancy Firms 28 14
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On the next step, process of training need analysis was examined in detail.
First, a frequency analysis was conducted in order to see the methods that are used in
performing need analysis. The results presented in Table 3.37 indicates that
performance appraisal results, questionnaires and interviews were used in 60.0% (N
=120), 53.0% (N = 106), and 40.0% (N = 80) of the organizations, respectively.

It was also found that 21.5% (N = 43) of the surveyed organizations used the
methods of questionnaires and PA results together. Moreover, the method of PA
results was used solely in 15.0% (N = 30) of the organizations.

Table 3.37 Methods of Need Analysis

Methods of Need Analysis Frequency Percentage %
PA Results 120 60
Questionnaires 106 53
Interviews 80 40
Assessment Center 19 9.5
Manager Suggestions 8 4

Additionally, the correlations between methods of need analysis were
examined by performing a bivariate correlation analysis. The findings demonstrated
that the method of questionnaire was significantly and negatively correlated with the
method of interviews (r = - .28, p < .01). In addition, the organizations that used the
method of performance appraisal method were not likely to use the method of
assessment centers (r =-.22, p <.01). (See Appendix L).

Furthermore, the profile of the trainers was also analysed. The findings
presented in Table 3.38 demonstrates that employees were trained by trainers out of
the firm, experienced managers working in the organization, and individual trainers
out of the firm in 68.5% (N = 137), 66.5% (N = 133), and 55.0% (N = 110) of the

organizations, respectively.
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Table 3.38 The Profile of the Trainers

Profile of the Trainers Frequency Percentage %
Trainers Out of the Firm 137 68.5
Experienced Managers in Organizations 133 66.5
Individual Trainers in Organizations 110 55
Trainers of Consultancy Firms 65 32.5

In addition, the process of training evaluation was examined. As can be seen
in Table 3.39, the trainee evaluation was found to be the most frequently used
method in evaluating training programs with a rate of 69.0% (N = 138) . The
methods of tests applied before and after the training programs and trainer
evaluations were used in 41.5% of the organizations (N = 83), each. In 35.0% of the
organizations (N = 55), the effectiveness of training programs were evaluated by
utility analysis. Furthermore, it was concluded that 6.0% (N = 12) of the
organizations used the evaluation methods of trainee evaluation and trainer
evaluation together and in 5.5% (N = 11) of the organizations the method of trainee
evaluation was used solely. However, 4.5% (N = 9) of the organizations did not
assess the effectiveness of their training programs.

Table 3.39 Methods of Training Evaluation

Methods of Training Evaluation Frequency Percentage %
Trainee Evaluation (questionnaire) 138 69
Tests Applied Before and After the Training 83 41.5
Trainer Evaluation 83 41.5
Consultancy Firm Evaluations 74 37
Behavioral Change 70 35
Utility Analysis 55 27.5

No Evaluation 9 4.5

The findings of another frequency analysis presented in Table 3.40 discloses
that in 60.0% (N = 120) and 59.5% (N = 119) of the organizations non-managers and

middle level managers received training programs more frequently than the

84



incumbents of the other positions, respectively.

Table 3.40 Receivers of Training Programs

Jobs Frequency Percentage %
Non-Managers 120 60
Middle Level Managers 119 59.5
First Level Managers 114 57

Blue Collar 98 49
Management Trainee 78 39
High Level Managers 59 29.5

Furthermore, it was found that 74.5% of the organizations (N = 149) had a
training budget for performing training practices. However, 21.5% of the
organizations did not have a special budget. The results of further analyses presented
in Table 3.41 shows that 16.5% of the organizations (N = 33) had a yearly budget of
0-50 billion Turkish Liras (T.L.), 4.5% (N = 9) of them had a yearly budget of 51-

100 billion T.L. and only 3.5% of them (N = 7) had a yearly budget of 100 billion

T.L. and over.

Table 3.41 Amount of Training Budget

Amount of Training Budget Frequency Percentage %
No Amount was Identified 100 50

0- 50 Billions T.L. 33 16.5

51- 100 Billions T.L. 9 4.5

100 Billions and Over T.L. 7 3.5
Missing 51 25.5
Total 200 100

On the last step, the yearly training hours was analysed on the basis of
positions. The results showed that in 45.5% (N = 91) of the organizations blue-collar
personnel received training for 0-25 hours for a year.

In addition, 36.0% (N = 72) of the organizations provided training programs
for white collar employees for a period of 0-25 hours and 23.5% (N = 47) of them for

a period of 26-50 hours. In 14.5% (N = 29) of the organizations white-collar
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employees receive training for a period of 51 hours and more in a year.

Moreover, 37.5% (N =75) of the organizations provided training programs for
managers for a period of 0-25 hours and 18.5% (N =37) of them for a period of 26-
50 hours. In 10.0% (N =20) of the organizations managers received training for a
period of 51 hours and more in a year.

3.8 Performance Appraisal

Frequency analyses were conducted to find the number of organizations that
owned a performance appraisal system and to disclose the methods of performance
appraisal. Additionally, the areas in which PA results were used, the frequency and
the performers of PA and the areas in which the results of PA were used were also
examined via frequency analyses. The frequency analyses were also performed to
find the number of surveyed organizations that had a PA form and the content of
those forms. In addition, the correlations among methods of performance appraisal,
the functions of HRM in which the results of PA were used and variables of
performance assessors were analysed by a bivariate correlation for exploratory
purposes.

Initially, the results indicated that 80.5% (N = 161) of the organizations had a
performance appraisal system. Secondly, the findings of frequency analysis revealed
that in 26.0% (N = 52) and 14.0% (N = 28) of the organizations, the methods of rank
order and graphic rating scales were used, respectively. The Table 3.42 demonstrates
both the other methods used by organizations and their percentages like forced
distribution (12.5%), checklists (12.0%), paired comparisons (10.5%), critical
incidence technique (9.0%), behaviorally anchored rating scales (BARS) (7.0%),

behaviorally observed rating scales (6.5%) and objective cards (4.5%).
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Table 3.42 Methods of Performance Appraisal

Methods of PA Frequency Percentage %
Rank Order 52 26
Graphic Rating 28 14
Forced Distribution 25 12.5
Checklist 24 12
Paired Comparison 21 10.5
Critical Incidence 18 9
BARS 14 7

BOS 13 6.5
Objective Cards 9 4.5

Correlations among methods of performance appraisal are presented in
Appendix M. Results demonstrates that there was a significant and positive
correlation between critical incidence technique and checklists (r = .37, p <.01). The
organizations that used the method of BARS were likely to use the method of BOS
(r=.25,p<.01), and checklists (r =.32, p <.01).

Additionally, a cross tab analysis was conducted in order to see the relation
between size of the organizations and methods of performance management (See
Appendix N). The results demonstrated that most of the 52 organizations that used
rank order method were large-sized (57.7%, N = 30). Whereas, the medium-sized
organizations (35.4%, N = 17) were likely to use this method more frequently than
small- and large-sized organizations. However, the correlation was not found to be
significant (Spearman rho = -.07, p > .05). Moreover, most of the 28 organizations
that applied graphic rating scales were large-sized (67.9%, N = 19). The medium-
sized organizations (16.7%, N = 8) were likely to use this method more frequently
than small- and large-sized organizations. However, the correlation was not found to
be significant (Spearman rho = .04, p > .05). Lastly, most of the 25 organizations that
used forced distribution technique were large-sized (64%, N = 16). The medium-

sized organizations (14.6%, N = 7) were likely to apply this method more
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frequently than small- and large-sized organizations. However, the correlation was
not found to be significant (Spearman rho = .001, p > .05).

Next, the frequency analysis demonstrated that the results of PA were used in
many different areas. As seen in Table 3.43, 52.0% (N = 104) and 50.0% (N = 100)
of the organizations made use of their PA results in the area of training needs and
compensation management and benefits, respectively.

Table 3.43 The Functions for which PA Results were Used
Functions of HRM for which PA Results

were Used Frequency Percentage %
Training Needs 104 52
Compensation and Benefits 100 50
Career Planning 98 49
Reward Systems 67 33.5

The results of bivariate correlation analysis in Appendix O discloses that the
organizations that used their PA results in the area of compensation management
were more likely to use those results in career planning (r = .50, p < .01), training
need analysis (r = .60, p < .01), and reward management (r = .37, p <.01). Next, the
organizations that used their PA results in the area of career planning were more
likely to use those results in training need analysis (r= .52, p < .01) and reward
management (r = .41, p <.01). Moreover, the results of PA that were used in the area
of training need analysis were more likely to be used in the area of reward
management (r = .30, p <.01).

Furthermore, a frequency analysis was performed to examine the frequency
of performance appraisals conducted for managers in the organizations. The results
presented in Table 3.44 shows that in 67 (51.5%) of the 130 organizations that
applied performance management system the performance appraisals were conducted

once a year.
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Table 3.44 The Frequency of Performance Appraisal for Managers

Frequency of PA Frequency Percentage %
Once a Year 67 51.5
Two Times a Year 48 36.9
Four Times a Year 4 3.1
Once in Two Years 3 2.3
Based on Projects 2 1.5
Once a Month 2 1.5
Missing 4 3.1
Total 130 100

Another frequency analysis was performed to examine the frequency of
performance appraisals conducted for non-managerial positions in the organizations.
The findings in Table 3.45 discloses that in 51.5% (N = 67) and 37.7% (N = 49) of
the 130 organizations performance appraisals were conducted once and twice a year,
respectively.

Table 3.45 The Frequency of Performance Appraisal for Non-Managers

Frequency of PA Frequency Percentage %
Once a Year 67 51.5
Two Times a Year 49 37.7
Four Times a Year 5 3.8
Once in Two Years 3 2.3
Once a Month 1 0.8
Missing 5 3.8
Total 130 100

When the frequency of performance appraisals applied for managers and non-
managers were compared, the results in Tables 3.44 and 3.45 shows that performance
of both managers and non-managers were evaluated once a year and twice a year in
most of the organizations. On the other hand, performances of managers were
evaluated on the basis of projects in 1.5% of the organizations but for non-
managerial positions there was not such a practice.

Next, a frequency analysis was conducted in order to find out the assessors of

performance in the work place. As seen in Table 3.46, in 60.5% (N = 121) of the
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organizations employee performance was evaluated by the first level supervisors. In
27.5% (N = 55) of the organizations, second level managers were used as raters and
in 18.5% (N = 37) and 17.5% (N = 35) of the organizations, employee performance
was assessed by employees themselves and their colleagues, respectively. Moreover,
the subordinates (8.5%), customers (4.5%), HRM department (1.5%), and executive
committee (0.5%) were also among the performance raters. However, only in 0.5%
of the organizations 360 feedback system was applied to evaluate the employee
performance.

Furthermore, in 7.5% (N = 15) of the organizations employee performance
was evaluated by the first level and second level managers together. In 6.5% (N =
13) of the organizations, employee performance was appraised by employee
himself/herself, first, and second level managers together.

Table 3.46 Assessors of Performance

Assessors of Performance Frequency Percentage %
First Level Supervisor 121 60.5
Second Level Manager 55 27.5
Self 37 18.5
Colleagues 35 17.5
Subordinate 17 8.5
Customer 9 4.5
HRM 3 1.5

360 Feedback 1 0.5
Executive Committee (EC) 1 0.5

Next, a bivariate correlation analysis was performed among variables of
performance assessors for exploratory reasons are presented in Appendix P. As can
be seen in Appendix P, the organizations that had first level supervisors evaluated
employee performance were more likely to have second level managers assess the
employee performance (r= .34, p < .01) and employees evaluate their own

performance (r = .33, p < .01). Similarly, the organizations that had second level
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manager evaluate their subordinates were more likely to have employees assess their
own performance (r= .23, p < .01). Moreover, employees who were assessed by
their colleagues were more likely to be evaluated by their subordinates (r= .47, p <
.01) and customers (r= .22, p < .01). Lastly, in organizations where employees
evaluated themselves, the method of customer evaluation were more likely to be used
(r=.27,p<.01).

Additionally, another frequency analysis was conducted to examine the way
the performance appraisal results were shared by employees. The results presented in
Table 3.47 shows that in 33.5% (N = 67) of the organizations employees knew their
performance evaluations and they had a feedback interview with their rater(s).
However, in 12.0% of the organizations (N = 24) employees did not receive any
information about their performance evaluations. In 9.0% (N = 18) of the
organizations, the employees knew their PA results and demanded an interview from
the supervisor, and in 7.5% (N = 15) of the organizations, employee performance
was evaluated in a face to face PA interview.

Table 3.47 Feedback of Performance Appraisal

PA Results Frequency Percentage %
Employees Make an Interview with the Rater 67 33.5
Employees Do Not Know the PA Results 24 12
Employees Demand an Interview 18 9

PA Done Face to Face 15 7.5
Written PA Results 3 1.5
Missing 72 36
Total 200 100

Lastly, 57.0% (N = 114) of the organizations had a performance appraisal
form, whereas, 43.0% (N = 86) of the organizations did not use a specific rating.
When performance appraisal form was analysed, the results presented in Table 3.48

shows that in 19.5% (N = 39) of the organizations, PA form was the same for
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all organizational levels, like first level managers and middle level managers the PA
form were same for all employees in 17.0% of the participating organizations (N =
34).

Table 3.48 The Content of PA Form

Content of PA Form Frequency Percentage %
Same For Hierarchical Levels 39 19.5
Same For All Employees 34 17
Based on Position 20 10
Same For Fob Groups 17 8.5
Based on Managerial Positions 9 4.5
Different For Blue and White Collar 7 3.5
Different For Hierarchical Levels and

Job Groups 6 3
Missing 68 34
Total 200 100

3.9 Career Planning

Concerning career planning activities, frequency analyses were conducted to
find out the number of organizations that had a career management system and to
examine the focus of the system, the activities and the content of the career
management systems, and the ways that employee KSAQO’s were evaluated. The
frequency analyses were also conducted to analyse the performers of career
management. In addition, the correlations among the activities of career development
and among the performers of career planning were examined for exploratory
purposes.

First, the results of frequency analysis revealed that only 47.0% (N = 94) of
the organizations had a career planning system, on the other hand, 51.5% (N = 103)
of the organizations did not have such a system. Secondly, the focus of career
planning systems was analyzed and the findings revealed that in 31.5% (N = 63) of

the organizations the career planning systems were both organization and personnel
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focused. In 11.0% (N = 22) and 4.0% (N = 8) of the organizations, career planning
systems focused heavily on organization and personnel, respectively. Organization-
focused career planning concentrates on jobs and constructing career paths that
provide logical progression of individuals between jobs. Individual-centred career
planning, on the other hand, focuses directly on employee skills and goals (Mathis &
Jackson, 1991).

Thirdly, a frequency analysis was conducted to find out the career
development activities. The results presented in Table 3.49 reveals that in 36.0% (N
=72) and 33.5% (N = 67) of the organizations employees received courses in or out
of the firm and they participated in different kind of seminars and trainings,
respectively. The activity of job rotation was also appeared as another career
development activity in 30.0% (N = 60) of the organizations. The other career
development activities of work groups, master programs and development centers
were used in 18.0% (N = 36), 9.5% (N = 19), and 1.5% (N = 3) of the organizations,
respectively.

Table 3.49 The Activities of Career Development

Career Development Activities Frequency Percentage %
Courses 72 36
Seminars/Trainings 67 33.5

Job Rotation 60 30
Work Groups 36 18
Master Programs 19 9.5
Development Centers 3 1.5

Additionally, a cross tab analysis was computed to see the relationship
between size of the organizations and career development activities (See Appendix
Q). The activity of courses was applied mostly by large-sized organizations (73.6%,

N = 53) among the 72 organizations applying this method. However, the correlation
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was not found to be significant (Spearman rho = .13, p > .05). Moreover, the activity
of providing seminars or trainings was applied mostly by large-sized organizations
(67.2%, N = 45) among the 67 organizations that apply this method. However, the
correlation was not found to be significant (Spearman rho = .03, p > .05). In terms of
job rotation, the findings demonstrated that among the 60 organizations that applied
this method, 75.0% (N = 45) of them were large-sized. However, the correlation was
not found to be significant (Spearman rho = .13, p > .05).

On the next step, bivariate correlations were calculated to examine the
relations among the activities of career development. The findings in Appendix R
suggested that the organizations that carried out the activity of job rotation were
likely to perform the activities of courses (r = .37, p <.01), seminars or trainings (r =
48, p <.01), work groups (r= .37, p <.01), and master programs (r = .38, p <.01).
Moreover, the organizations, in which employees received courses for developing
their careers, were likely to perform the activities of seminars or trainings (r = .59, p
<.01), work groups (r= .38, p < .01) and master programs (r = .36, p < .01). The
activities of seminars and trainings were significantly and positively correlated with
the other career development activities of work groups (r = .33, p < .01) and master
programs (r = .38, p <.01).

Fourthly, the stages of career planning system were examined in details. The
results presented in Table 3.50 suggested that in 28.0% (N = 56) of the organization
the career planning systems included human resource planning. Human resource
planning was performed to predict future personnel needs and to develop human
resource strategies in order to fulfil these needs. Moreover, in 25.5% (N = 51) of the

organizations career planning system was composed of practices that aim to support
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employees to reach their career objectives, and career planning system included
practices that aimed to match the career interests of employees with alternatives in
25.0% (N = 50) of the organization. The career planning system was composed of
practices that aimed to determine the skills, abilities, knowledge, attitudes, and
expectations in 22.5% (N = 45) of the organizations. Lastly, in 22.0% (N = 44) of the
participating organizations career planning systems included activities such as
determining the career interests of employees.

Table 3.50 The Stages of Career Planning System

Stages of Career Planning System Frequency  Percentage %
HR Planning 56 28
Training Employees 51 25.5
Matching Employee Career Objectives with

Organizational Opportunities 50 25
Identifying KSAO’s of Employees 45 22.5
Determining Career Interests of Employees 44 22

Additionally, the evaluation criteria of employee knowledge, skills, abilities
(KSA’s) and career objectives were examined by a frequency analysis. As it can be
seen in Table 3.51, the results discloses that in 37.0% (N = 74) of the organizations,
employee KSA’s and career objectives were evaluated by the statements of
supervisors, and in 30.5% (N = 61) of the organizations, performance appraisal
results were used when evaluating the KSA’s and career aims of employees.
However, the methods of individual development plans, simulators, and assessment
centers were not used frequently by organizations when evaluating KSAO’s and
career aims of employees.

Table 3.51 The Evaluation Criteria of Employee KSA’s for Career Planning

Purposes

Evaluation Criteria of Employee KSAO’s for Career
Planning Purposes Frequency Percentage %
Supervisor Statement 74 37
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Table 3.51 Continued

PA Results 61 30.5
Training 53 26.5
Employee Statement 51 25.5
Discipline Records 22 11

Individual Development Plans 2 1

Simulators 1 0.5
Assessment Center 1 0.5

Next, the conductors of career planning systems were examined. It was found
that in 33.0% of the organization career management systems were administrated by
managers or supervisors. Also, the findings reveals that in 21.5% (N = 66), 9.0% (N
= 18) and 4.5% (N = 9) of the organizations career planning systems were carried out
by specialists working in the firm, specialists from out of the firm, and the HRM
departments, respectively.

Moreover, a bivariate correlation analysis, presented in Appendix S, revealed
that the organizations, in which career planning system was carried out by specialist
in the firm, were also likely to have managers or supervisors to apply career planning
system (r= .25, p < .0l). Next, the career management systems performed by
managers or supervisors were likely to be performed by HRM department (r = .21, p
<.01).

Furthermore, the profile of the individuals who carried out the carer
management system in organizations was analysed. The results presented in Table
3.52 reveals that in 14.0% (N = 28) of the organizations, the supervisors and
managers, who carry out the career management system, had the career consultancy
task on their job description, and in 10.5% (N = 21) of the organizations they were
trained in terms of career consultancy. However, for 25.0% (N =50) of the

organizations none of the above statements were valid.
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Table 3.52 The Profile of the Managers Performing Career Management System

Profile of the Managers Performing Career

Management System Frequency Percentage %
Job Description of Managers Included the

Task of Career Consultancy 28 14
Managers were Trained in Career Consultancy 21 10.5
Neither of Them 50 25
Missing 101 50.5
Total 200 100

3.10 Human Resource Planning

Human resource planning, which is one of the main functions of HRM field
was examined in this section. Frequency analyses were performed to find out the
number of organizations that applied HR planning and to examine the activities,
performers, and frequency of the HR plans. In addition, bivariate correlations among

activities of HR plan were examined for exploratory purposes.

Initially, the frequency analysis revealed that HR planning was practiced in
58.5 % (N = 117) of the organizations and in 30% (N = 60) of the organizations HR
planning was not practiced. Secondly, a frequency analysis presented in Table 3.53
demonstrates that in 34.0% of the organizations the activity of HR plan was
performed for one year or less and HR plan was conducted for 2 years and more than
two years in 11.5 % (N = 23) and 10.5% (N = 21) of the organizations, respectively.

Table 3.53 The Length of HR Plan

Duration of Human Resource Plan Frequency Percentage %
1 Year or Less 68 34

2 Years 23 11.5

2 Years or More 21 10.5
Organizational Change 6 3
Project Based 3 1.5
Missing 79 39.5
Total 200 100
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Next, the main practices of the HR planning were analysed. The results
presented in Table 3.54 demonstrated that the main parts of a HR plan were
determining organizational strategies and objectives, evaluation of existing
manpower, and determining the development speed of the organization in 37.5%,
31.5%, 29.0% of the participating organizations, respectively.

In addition, a frequency analysis was conducted to find out the combination
of HR activities that was most frequently performed by the organizations. The results
demonstrated that all of the HR planning activities mentioned in the questionnaire
were used in combination in 3.5% (N = 7) of the participating organizations.

Table 3.54 Activities of Human Resource Planning

Activities of Human Resource Planning Frequency Percentage %
Strategies 75 37.5
Manpower Evaluation 63 31.5
Development Speed 58 29
Demand-Supply 48 24
Methods 46 23
Manpower Analysis 44 22
Employee Evaluation 43 21.5
Existing Manpower 38 19
Source Analysis 37 18.5
Equilibrium 36 18

Bivariate correlations among activities of HR planning were also analysed for
exploratory purposes. The findings presented in Appendix T reveals that the
organizations that engaged in the activity of determining organizational strategies
and objectives were likely to engage in determining organizational applications and
methods (r= .51, p < .01), determining the development speed of the organization
(r=.53, p <.01), and analyzing the manpower in and out of the organization (r = .41,
p < .01). Next, the organizations that performed the activity of determining

organizational applications and methods were likely to engage in determining the
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development speed of the organization (r = .41, p <.01) and analyzing the manpower
in and out of the organization (r = .43, p <.01),

In addition, the activity of determining the development speed of the
organization was significantly and positively correlated with other activities such as
analyzing the manpower in and out of the organization (r= .49, p < .01) and
evaluation of existing manpower (r= .44, p < .01).). The activity of making
equilibrium adjustments was significantly and positively correlated with activities of
analyzing manpower in and out of the organization (r = .44, p < .01), evaluation of
existing manpower (r = .54, p < .01), and measuring the time and way of providing
the required sources (r = .48, p <.01).

Moreover, analyzing the manpower in and out of the organization was
significantly and positively correlated with evaluation of existing manpower (r = .52,
p < .01), evaluating employees in order to reach organizational objectives for the
time of forecasting (r = .43, p < .01), and measuring the time and way of providing
the required sources (r = .56, p < .01). The organizations that performed the practice
of evaluation of existing manpower were likely to perform other HR planning
activities, such as evaluating employees in order to reach organizational objectives
for the time of forecasting (r= .68, p < .01) and measuring the time and way of
providing the required sources (r = .56, p < .01). Lastly, the activity of evaluating
employees in order to reach organizational objectives for the time of forecasting was
significantly and positively correlated with measuring the time and way of providing
the required sources (r = .60, p <.01).

In addition, a frequency analysis was conducted to find out the departments or

individuals who performed HR plan in organizations. The findings demonstrated that
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in 47.5% (N = 95) of the organizations, human resources were planned by the HRM
departments and in 39.0% (N = 78) of the organizations HR plan was conducted by
the upper-level management. Also, in 31.0% (N = 62) of the organizations,
department managers perform the activities of HR planning.

3.11 Compensation and Benefits

In this section, the compensation management systems of the participating
organizations and benefits that were provided by the organizations were examined.
Frequency analyses were performed to examine the factors that affected and the
managers who played a role in salary increment, the frequency of salary increment,
the benefits provided by the organizations and the non-monetary and monetary
rewards received by employees. The frequency analyses were also conducted to
analyse the payment of overtime work. In addition, the correlations among the
factors and individuals that affected salary increment, the benefits provided by
organizations, and the kinds of monetary rewards were examined for exploratory
purposes.

As can be seen in Table 3.55, inflation, employee performance, organization
profit or rate of sales influenced salary increments in 66.5% (N = 133), 62.5% (N =
125) and 44.5% (N = 89) of the organizations, respectively. However, the factors of
wage research (1%) and collective bargaining (0.5%) did not affect the salary
increment as much as the other factors.

Moreover, inflation and individual performance affected the salary increment
together in 7.5% (N = 15) of the surveyed organizations. Additionally, 6.5% (N = 13)
of the organizations had inflation, individual performance, and company profitability

as the factors that affect the wage increment in combination.
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Table 3.55 The Factors Affecting the Salary Increment

Salary Increment Frequency Percentage %
Inflation 133 66.5
Performance 125 62.5
Profit 89 44.5
Appointment 72 36
Education Level 55 27.5
Seniority 54 27
Group Performance 39 19.5
Skill 36 18
Relations 28 14
Wage Research 2 1
Collective Bargaining 1 0.5

Bivariate correlation analyses that were conducted for exploratory goals
demonstrated that used the factor of inflation in salary increment were likely to use
other factors of organization profit or rate of sales (r= .32, p < .0l), employee
appointment (r= .29, p < .01), employee performance (r= .26, p < .01) (See
Appendix U). The factor of individual performance was significantly and positively
correlated with other factors of yearly profit of organization or rate of sales (r = .30,
p < .01) and employee appointment (r = .34, p < .01). The organizations, that took
the seniority of employees into consideration in salary increment, were also likely to
use the factors of level of employee education (r = .38, p < .01), employee skill (r =
27, p < .01), and personal relations within the organization (r= .21, p < .01) in
determining their salary increment level.

Secondly, the factors and individuals that played a role in salary increment of
managers were examined in detail by a frequency analysis presented in Table 3.56. It
was found that first level managers (49.0%, N = 98), PA results (43.5%, N = 89),
general managers (38.5%, N = 77), executive committee (31.5%, N = 63), and
performance results (31%, N = 62) play a role in determining manager’s salary

increment amounts in organizations. Also, HR Managers, the level of
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obtaining individual objectives, and second level managers were used as factors or
individuals to increase salary levels of employee in 23.0% (N = 46) and 22.5% (N =
45) of the organizations, respectively.

Table 3.56 The Factors and Individuals Playing a Role in Managers’ Salary

Increment

Factors of Wage Increment Frequency Percentage %
First Level Manager 98 49
PA Results 89 43.5
General Manager 77 38.5
Executive Committee 63 31.5
Performance Results 62 31
HR Manager 46 23
Attaining Objectives 45 22.5
Second Level Manager 45 22.5
Collective Bargaining 2 1
Wage Research 2 1
Job Evaluation 1 0.5

Bivariate correlation analyses presented in Appendix V revealed that the
organizations in which first level managers played a role in salary increment were
likely to have second level managers to play a role in salary increment (r = .21, p <
.01). Moreover, the organizations in which HR managers play a role in salary
increment were likely to use attaining individual objectives in salary increment for
managers (r= .27, p < .01). The organizations that had general managers to
determine the rate of salary increment of managers were likely to use performance
appraisal results (r = .20, p < .01). The factor of attaining objectives was likely to be
used together with performance appraisal results (r= .36, p < .01) and numerical
performance appraisal criteria (r= .28, p < .01). Lastly, the factor of performance
appraisal results was found to be significantly and positively correlated with
numerical performance appraisal criteria (r = .30, p <.01).

Next, the factors and individuals that played a role in salary increment of
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non-managers were examined in details by a frequency analysis. The findings
presented in Table 3.57 demonstrates that in 62.5% (N = 125) and 36.5% (N = 73) of
the organizations first level managers and general managers played a role in
determining the amount of salary increment for non-managers, respectively.

Table 3.57 The Factors and Individuals Playing a Role in Non-Managers’ Salary

Increment

Factors of Wage Increment Frequency Percentage %
First Level Manager 125 62.5
General Manager 73 36.5
PA Results 72 36
HR Manager 64 32
Second Level Manager 62 31
Executive Committee 59 29.5
Collective Bargaining 3 1.5
Wage Research 2 1
Job Evaluation 1 0.5

The findings of bivariate correlation analyses presented in Appendix W
reveals that the organizations in which first level managers played a role in salary
increment were likely to have second level managers to play a role in salary
increment of non-managers (r = .21, p < .01). Moreover, the organizations in which
HR managers played a role in salary increment were likely to have general managers
to play a role in salary increment for non-managers (r = .21, p < .01). The factor of
attaining individual objectives were likely to be used together with performance
appraisal results (r = .36, p < .01) and numerical performance appraisal criteria (r =
.25, p < .01) in the organizations. Lastly, the factor of performance appraisal results
was likely to be used together with numerical performance appraisal criteria (r = .28,
p <.01) in the organizations.

Next, the frequency of salary increment was analysed. The findings

demonstrated that in 63.0% (N = 126) of the organizations and 28.5% (N = 57) of
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the organizations, the salary increments were done twice and once a year,
respectively.

Furthermore, the organizations were analysed in terms of the benefits they
provide to their managers. The results presented in Table 3.58 demonstrated that
69.0% (N = 139) of the organizations provided lunch for managers. The 55.5% (N =
111) of the organizations provided company car and 50.5% (N = 101) of them
provided gasoline allowance for employees working in managerial positions. In
addition to those benefits, managers received health insurance and mobile phone in
45.0% (N =90) and 43.5% (N = 87) of the organizations respectively.

Table 3.58 The Benefits for Managers

Benefits Frequency Percentage %
Food Service 139 69.5
Car 111 55.5
Gasoline 101 50.5
Health Insurance 90 45
Mobile Phone 87 43.5
Travel Allowance 60 30
Festival Premium 59 29.5
New Year Premium 51 25.5
Fuel Allowance 49 24.5
Children Aid 48 24
Life Insurance 44 22
Accident Insurance 43 21.5
Education Aid 38 19
Profit Sharing 36 18
Social Benefits 36 18
Special Retirement 33 16.5
Rent Help 26 13
Club Membership 26 13
Free Apartment 25 12.5
Kinder Garden 18 9
Home Phone 13 6.5
Food Aid 1 0.5

The relationships among the benefits received by managers were analysed by

a correlation analysis for exploratory reasons. The results presented in Appendix X
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revealed that the existence of the benefit of health insurance was significantly and
positively correlated with life (r= .37, p < .01) and accident (r= .26, p < .0l)
insurances. The organizations that provided life insurance to their managers were
likely to provide benefits of accident insurance (r= .28, p < .01) and special
retirement programs (r = .28, p < .01). The organizations that provided company cars
to their managers were likely to provide other benefits of gasoline (r = .52, p <.01)
and mobile phone (r= .48, p < .01). Next, the managers who received new year
premium were likely to receive festival premium, too (r = .25, p <.01).

The organizations were also analysed in terms of the benefits they provided to
their employees. The results shown in Table 3.59 indicated that 74.0% (N = 148) of
the organizations provided lunch for non-managers. Forty three percentage (N = 87)
of the organizations provided travel allowance and 39.0% (N = 78) of them provided
health insurance allowance for employees working in non-managerial positions.

Table 3.59 The Benefits for Non-managers

Benefits for Non-Managers Frequency Percentage %
Food Service 148 74
Travel Allowance 87 43.5
Health Insurance 78 39
Festival Premium 73 36.5
Social Benefits 71 35.5
Fuel Allowance 70 35
Children Allowance 62 31
Education Allowance 57 28.5
Accident Insurance 49 24.5
New Year Premium 38 19
Life Insurance 32 16
Gasoline 30 15
Kinder Garden 26 13
Rent Help 25 12.5
Special Retirement 22 11
Club Membership 20 10
Car 19 9.5
Mobile Phone 19 9.5
Profit Sharing 19 9.5
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Table 3.59 Continued

Free Apartment 13 6.5
Home Phone 5 2.5
Food Allowance 1 0.5

The relationships among the benefits received by non-managers are presented
in Appendix Y. As can be seen, the benefit of health insurance received by non-
managers was significantly and positively correlated with life insurance (r = .38, p <
.01) and special retirement programs (r= .21, p < .01). The organizations that
provided life insurance to employees were likely to provide accident insurance (r =
.20, p < .01). Organizations that provided company cars were likely to provide
gasoline (r = .20, p <.01) and mobile phone (r = .42, p <.0l).

Moreover, in addition to the incentives the organizations used monetary
rewards to motivate their employees. The frequency analysis presented in Table 3.60
revealed that in 41.0% (N = 82) of the organizations, individual premiums were used
as monetary rewards. On the other hand, in 34.5% (N = 69) of the organizations,
monetary rewards were not used. Two other kinds of monetary rewards, profit
sharing and group premium, were used in 13.0% (N = 26) and 12.5% (N = 25) of the
organizations, respectively.

Table 3.60 The Kinds of Monetary Rewards

Monetary Rewards Frequency Percentage %
Individual Premium 82 41

No Moneterial Reward 69 34.5
Profit Sharing 26 13
Group Premium 25 12.5
Share 14 7
Individual Premium For Sales Team 5 2.5
Travel 1 0.5

In addition, 51.5% (N = 103) of the organizations gave plaques to employees

to reward their accomplishments or high performance. As it is presented in Table
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3.61, in 42.5% (N = 85) and 34.0% (N = 68) of the organizations employees were
rewarded by gifts or success stories posted on boards or published in company

magazines.

Table 3.61 The Kinds of Non-Moneterial Rewards

Kinds of Non-Moneterial Rewarding Frequency Percentage %
Plaquette 103 51.5
Gifts 85 42.5
Success Stories 68 34
Holiday 27 13.5
Social Activities 1 0.5

Participating organizations were also examined in terms of their pay format
for overtime. Findings showed that in 70.5% (N = 141) of the organizations,
employees received extra payment for over time work, however, in 25.0% (N = 50)
of the organizations employees did not receive any extra payment for over time.

In 50.5% (N = 101) of the organizations, blue collar employees received extra
payment for overtime and in 37.5% of the organizations non-managers received extra
payment for over time work. Additionally, first level managers and management
trainees received extra payment for overtime work in 16.5% (N = 33) and 10.5% (N
= 21) of the organizations, respectively.

3.12 Job Evaluation

Considering job evaluation function of HRM, frequency analyses were
conducted to find out the number of organizations that engaged in job evaluation and
whether the results of job evaluation were used in compensation, and to examine the
methods of job evaluation. The frequency analyses were also conducted to analyse
whether organizations conducted a study to determine the salary levels of employees
in the sector they operated. In addition, the correlations between methods of job

evaluation were examined for exploratory purposes.
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First, it was found that 45.0% (N = 90) of the organizations used systematic
approach to find out the relative worth of jobs in the organization, however 49.0% (N
= 98) of the organizations did not use such an approach.

Next, the methods that were used in job evaluation process were examined by
a frequency analysis presented in Table 3.62. Results reveals that in 27.0% (N = 54),
23.5% (N = 47), 22.0% (N = 44) and 15.5% (N = 31) of the organizations, the
methods of job grading, scoring, job ranking, and factor comparison were used,
respectively.

Table 3.62 The Methods of Job Evaluation

Methods of Job Evaluation Frequency Percentage %
Job Grading 54 27
Scoring 47 23.5

Job Ranking 44 22
Factor Comparison 31 15.5

Bivariate correlation analyses were performed to find out the relations among
the methods of job evaluation. Results presented in Appendix Z suggested that the
method of job ranking was significantly and positively correlated with job grading
(r= .33, p < .01). Moreover, the method of job grading was significantly and
positively correlated with the method of job scoring (r = .27, p < .01). Scoring was
significantly and positively correlated with factor comparison (r = .28, p <.01).

Additionally, another frequency analysis was performed to examine whether
the results of job evaluation were used in compensation or not. The results disclosed
that in 41.0% (N = 82) of the organizations, the results of a study that was carried out
to find out the relative worth of jobs within the organization were used as an input in
compensation management. On the other hand, the results of job evaluation study

were not used in the area of compensation management in 18.5% (N = 37) of the
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organizations.

Moreover, it was examined whether the organizations conducted a study to
find out the salary levels of employees in the sector they operated. The findings
disclosed that only 34.5% (N = 69) of the organizations carried out such a study.
However, 61.0% (N = 122) of the organizations did not do a research on salary levels
of other organizations operating in same sector.

3.13 Managing Union Relations

In this part of the analyses, the organizations were examined in terms of their
practices in union relationship management. The frequency analyses were conducted
in order to examine the departments that were responsible for union relation
activities and the functions involved in management of union relations.

Firstly, a frequency analysis was performed to find out the number of
organizations in which HRM departments were responsible for managing employee
relations. The findings demonstrated that in 28.5% (N = 57) of the organizations,
HRM departments were responsible for managing union relationships.

As seen in Table 3.63, 33.3% (N = 19) of the HRM departments, that were
responsible for managing union relationships, performed the required preparations
before the collective bargaining. Moreover, 31.6% (N = 18) of the HRM departments
were responsible for performing collective bargaining with unions. Also, the
activities of applying the requirements of the collective agreement, managing the
relations with unions, and solving employee complaints were carried out by 26.3%
(N=15),21.1% (N =12) and 14.0% (N = 8) of the HRM departments respectively.

Furthermore, a frequency analysis was conducted to find out the

combinations of union relationship management activities that were most frequently
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performed by the organizations. The results demonstrated that 8.0% (N = 16) of the
participating organizations performed all of the activities mentioned in the
questionnaire such as preparing collective bargaining, managing relations with labor
union etc. in a combination.

Table 3.63 The Activities Performed in Managing Union Relationships

Activities of Labor Union Relations Frequency Percentage %
Preparing For Collective Bargaining 19 333
Making Collective Bargaining 18 31.6
Applying Collective Agreement 15 26.3
Relations with Labor Union 12 21.1
Solving Employee Problems 8 14

3.14 Employee Health and Safety

In the last section, employee health and safety activities performed by
organizations were analysed in details. The frequency analyses were conducted to
examine the departments that were responsible for managing employee health and
safety issues and the activities that were performed by the responsible departments.

The results presented in Table 3.64 suggested that in 25.0% (N = 50) of the
organizations, employee health and safety issues were carried out by HRM
departments. Additionally, Employee Health and Safety Committees and
Administrative Departments were responsible for managing employee health and
safety issues in 9.5% (N = 19) and 8.5% (N = 17) of the organizations, respectively.
Moreover, Departments of Technical Safety, Personnel and HRM and Administrative
were responsible for managing employee health and safety issues in 6% (N = 12) of
the organizations. Among the other departments, committees or individuals
responsible for managing employee health and safety issues, there were Quality and
HRM Departments, Quality Departments, work place physicians, HRM Departments

and Employee Health and Safety Committees, Executive Managers,
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Personnel and HRM Departments, Personnel and Administrative Departments and
Administrative Departments.

Table 3.64 The Performers of Employee Health and Safety Issues

Performers of Health and Safety Activities Frequency Percentage %
HRM Department 50 25
Employee Health and Safety Committee 19 9.5
Administrative Department 17 8.5
Technique Safety Department 12 6
HRM and Administrative Department 12 6
Personnel Department 12 6
Quality and HRM Department 11 5.5
Quality Department 10 5
Work place physician 9 4.5
HRM & Employee Health and Safety Committee 9 4.5
Executive Manager 7 3.5
Personnel and HRM Departments 7 3.5
Personnel and Administrative Department 6 3
Administrative Department & doctor 4 2
Missing 15 7.5
Total 200 100

Next, the activities of employee health and safety management were analysed
by a frequency analysis. The findings in Table 3.65 demonstrated that 70.0% of the
organizations (N = 140) applied legal issues of employee health and safety.
Moreover, 67.0% (N = 134) and 65.0% (N = 130) of the organizations performed the
practices of analysing job accidents and taking precautions to prevent potential
accidents, and coordinating the employee health and safety programs, respectively.
In addition, 62.5% (N = 125) of the organizations were responsible for preparing
employee health and safety programs. Sixty two percent (N = 124) of the
organizations were responsible for training employees in terms of health and safety
issues and recording documents related to those issues. Finally, Table 3.66 illustrated
that generating statistical reports for job accidents and participating in Employee

Health and Safety Committee were among the activities that were performed by
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61.0% (N =122) and 56.0% (N = 113) of the organizations.

Furthermore, a frequency analysis was conducted to identify the
combinations of employee health and safety activities that were most frequently
performed by the organizations. The results demonstrated that all of the employee
health and safety activities mentioned in the questionnaire were used in combination
in 28.0% (N = 56) of the participating organizations.

Table 3.65 The Activities of Managing Employee Health and Safety

Activities of Health and Safety Frequency Percentage %
Legal Issues 140 70

Job Accidents 134 67
Coordinating 130 65
Preparing 125 62.5
Training Employees 124 62
Records 124 62
Statistics 122 61
Committee 113 56.5
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CHAPTER 4

DISCUSSION

4.1 HRM Practices in Turkey

The objective of the present study was both to examine the current HRM
practices in Turkish private sector organizations and to compare these activities with
the HRM practices in other countries based on the available studies conducted in
these countries. The HRM practices were examined under 11 sections (i.e., job
analysis and design, recruitment, selection, orientation, employee training and
development, performance appraisal, career planning and development, human
resource planning, compensation management and incentives, employee relations,
and managing employee health and safety).

First of all, the results of the present study revealed that most of the
organizations prefer to use the name Human Resources Management Department
instead of Personnel Department. This finding is in line with the previous research
conducted in 307 organizations operating in Turkey in the year 2000 (Arthur
Andersen, 2000) (See Table 4.1).

The results of the present study also demonstrated that HRM Managers were
the primary responsible persons of HRM departments in more than half of the
surveyed organizations. Additionally, HRM managers reported directly to top

management, as it was the case in a previous study (Arthur Andersen, 2000) (See
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Table 4.1). Furthermore, when the education background of HRM managers was

analyzed, it was found that they were educated in different areas such as

management, economy, industrial engineering etc. and only 2.5% of them had a

masters’ degree in HRM.

Moreover, the present study showed that personnel management activities

such as making payroll, transportation and food services, etc. were still performed by

the HRM departments. So, it can be noted that personnel management activities were

still among the functioning area of HRM departments in organizations.

Table 4.1 Comparison of Present Study with Arthur Andersen’s Study

HRM

Name of HRM
Departments

Individuals to
whom HRM
Manager Reports

Selection Tools for
Managers

Selection Tools for
Non-managers

Interview
Techniques

Methods of
Orientation

Receivers of
Orientation
Programs

Present Study

Arthur Andersen's Study

HRM Department-insan
Kaynaklar1 Departmani

Top Management

Interview
References
Personality Tests

Interview
References
Personality Tests

Single Interviewer Panel
Interview
Structured Interview

Orientation by Department
Managers

Trips
Brochures/Handbooks

Non-managers
First Level Managers

HRM Department-insan
Kaynaklar1 Departmani

Top Management

Newspaper
Consultancy Firms
CV Bank

Employee
Recommendation
CV Bank
Newspaper

Single Interviewer
Panel Interview

Information about
Different Departments
Brochures

Video Presentation

Non-managers
First Level Managers
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Table 4.1 Continued

Length of
Orientation
Programs

Methods of
Training

Receivers of
Training

Ways of
Determining
Training Programs

Evaluation of
Training Programs

Methods of Need
Analysis

Content of PA
Form

Sharing PA Results

Use of PA Results

Duration of HR
Planning

Factors that Affect
Salary Increment

Individuals Playing
a Role in Salary
Increment

Benefits

Moneterial
Rewarding

1 Day to 1 Week

On the Job Training
In Class Training

Non-managers
Middle Level Managers

Demand of Managers
Demand of Employees

Trainee Evaluation
Tests
Trainer Evaluation

PA Results
Questionnaires

Same for Hierarchical
Levels
Same for All Employees

Feedback Interview

Determining Training
Needs
Compensation

One Year or Less

Inflation
Individual Performance

First Level Manager
General Manager

Lunch

Individual Premium

Less Than 1 Day

On the Job Training
In Class Training

Non-mangers
Management Trainees

Demand of Managers
Demand of Employees

Trainer Evaluation
Tests

Questionnaires
Interviews

Same for Hierarchical
Levels
Same for All Employees

Feedback Interview

Career Planning
Compensation
Training

One to Three Years

Inflation
Individual Performance

First Level Manager
Second Level Manager

Lunch
Health Insurance

Individual Premium
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Furthermore, personnel selection and recruitment were the most frequently
applied activities in the surveyed organizations. The most frequently used selection
methods were interview and references both for managerial and non-managerial
positions. It was also found that the most widespread technique was one-to-one
interview, similar to what is reported in a prior study (Arthur Andersen, 2000) (See
Table 4.1). In addition, most of the interviews performed by organizations were
either structured or semi-structured. As it was stated before, recruitment was the
second most frequently performed activity in the surveyed organizations and walk-in
was the most widespread method in selecting employees. This finding is not in line
with the findings of the previous study by Arthur Andersen (2001) (See Table 4.1).
In that study, the method of employee recommendation was identified to be the most
frequently used method. However, employee recommendation was the second most
frequently used method in the present study. Surprisingly, although the methods of
walk-ins and employee recommendation used frequently, they were not evaluated as
effective ways to select non-managerial positions.

In terms of manager recruitment, techniques such as newspaper, internet and
consultancy firms were used more frequently than the other methods. When these
findings were compared with those of Arthur Andersen it was seen that newspaper
and consultancy firms were also among the most frequently used methods in the year
2000 (See Table 4.1). However, the method of internet was not used as frequently as
found in the present study.

Furthermore, the method of campus recruitment was not found to be a
frequently used method in the present study, however, it was found to be the most

widely used method especially in private organizations in Turkey (Oztiirk, 1995).
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The third most frequently carried out HRM function was training and
development activity, yet only 41% of the organizations had a training department.
When the training function of HRM was further analyzed, it was found that in most
of the participating organizations, the training needs were determined by either the
immediate managers or employees themselves. Moreover, the organizations that
conducted a training need analysis generally used the performance appraisal results
of employees and questionnaires. Results of a previous study showed that need
analysis was performed by using the results of performance appraisal and the
information received by conducting interviews with managers (Cengizhan & Ersun,
2000). When the training methods applied by organizations were analysed, it was
found that on the job training was the most frequently used method. This finding was
also consistent with the results of Acuner’s (2001) study. Additionally, in the present
study the methods like computer-based training, role playing, games and simulators
were not found to be as widespread as on-the-job or in-class training.

Another important issue in training function was the evaluation of training
programs. It was found that in most of the surveyed organizations training programs
were evaluated by using reaction criteria. However, the results of a previous study
demonstrated that the organizations generally used the method of trainer evaluation
(Arthur Andersen, 2000) (See Table 4.1). On the contrary, in both studies, learning
criteria was the second most frequently used evaluation criteria. That is, knowledge
tests that assess to what extent the trainees have learned the principles, facts, and
approaches that are included in the training program, were found to be the second
most frequently used criterion in evaluating training effectiveness. The fourth
frequently applied activity of HRM was compensation management and benefits.

When the factors that affected the salary increment were analysed, it was concluded
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that inflation was still the main factor in determining the amount of wage increment
in the participating organizations. The second important factor in wage increment
was employee performance (i.e., merit) as it was the case in a previous study (Arthur
Andersen, 2000) (See Table 4.1). Moreover, the classical factor of employee
seniority was not found to be as important as either employee performance or
inflation. The present study also revealed that the individual relations had a minor
role in wage increments, suggesting that subjective criteria were not that much
effective in salary increment. As a result, it seems fair to say that participating
organizations tended to use more westernized approaches in compensation
management.

The individuals who played a role in wage increments were found to be
immediate supervisors as it was reported by the Arthur Andersen study (2001) (See
Table 4.1). Arthur Andersen’s study also revealed that second-rank managers played
a secondary role in wage increment in 36.2% of the surveyed organizations in
Turkey. However, in the present study this rate was 22.5%.

In addition to compensation, managing monetary and non-monetary
incentives were also important aspects in employee motivation. The findings of the
present study revealed that the most frequently used monetary incentive was
individual premium and the most frequently used non-monetary incentives were
giving plaquettes or gifts to employees. As a result, the number of organizations that
provided non-monetary incentives was more than the ones that applied monetary
incentive payments.

Performance appraisal or performance management was found to be the fifth
frequently applied HRM activity in the surveyed organizations. Coming from a

public sector tradition, seniority has played an important role in wage increments and
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appointments in Turkey for a long time. However, according to the results of present
study, 80.5% of the surveyed organizations evaluated their employees based upon
their performance. So, in this respect, Turkish organizations seem to catch up with
their western counterparts.

In the Arthur Andersen study (2000), the rate of organizations in Turkey with
a structured PA system was reported to be 72%. However, the results of the present
study demonstrated that the rate of organizations that had a PA system was 57%.
This difference is probably due to sampling differences between the two studies. Yet,
the implication is that majority of the Turkish private sector organizations appear to
have a systematic approach to performance appraisal. Moreover, in the present study
it was found that performance criteria on PA form were the same for all levels in the
surveyed organizations, apparently not a very desirable situation. Ideally,
performance criteria are expected to be different for different workgroups, positions,
and levels of employees.

Next, the present study demonstrated that most of the organizations evaluated
employee performance once or twice a year and the employee performance was
generally evaluated by the first-rank and second rank supervisors, consistent with the
available literature (Erdil, 2000). However, relatively more recent and
unconventional approaches to performance management, such as 360 degree
feedback that has built on the idea of multiple assessors from all around the
employee (from employee manager, subordinate, peer, customer etc.), was not
widespread among organizations in Turkey. In addition, the most frequently used
two PA methods by the surveyed organizations were rank order approach and
graphic rating scales. Concerning feedback to employees about PA results, only in

33.5% of the surveyed organizations performance results were systematically shared
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with employees. This finding is not necessarily consistent with the results of other
studies. For example, Erdil (2000) and Arthur Andersen (2000) reported that 76%
and 43% of the Turkish organizations conduct face to face interviews, respectively.
Employee orientation activity was found to be the sixth frequently applied
HRM activity in the surveyed organizations. Majority of the surveyed organizations
had an orientation program for their newly hired employees and new employee
orientation was performed mostly by HRM departments and/or the new employee’s
manager. The present study revealed that the most frequently used orientation
methods were orientation programs performed by department managers, trips to
work sites, and handling brochures/handbooks. The percentage of the surveyed
organizations that employed all three of these methods was 15.5% only. Lastly, the
present study revealed that the orientation programs were mostly applied to non-
managers, consistent with other findings (Arthur Andersen, 2001) (See Table 4.1).
Managing employee health and safety was the seventh most frequently
applied HRM practice in the surveyed organizations. However, in most of the
organizations the related activities were not carried out by the HRM departments.
Furthermore, one of the most important HRM functions, job analysis, was
performed only in 65.5% of the surveyed organizations. This finding is in line with
the previous findings (Oztiirk, 1995). The present study also revealed that job
analysis was conducted mostly by HRM departments of the organizations and it was
usually conducted once a year. However, Oztiirk’s (1995) study revealed that most of
the organizations in Turkey performed job analysis once every five year only. The
results related to job analysis activities of the two study is different since the type of

the organizations participated in these two studies were different. The organizations
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in Oztiirk’s study were small and medium enterprises however present study has
examined the private organizations.

The present study demonstrated that the HRM activity of career planning was
not performed generally in the participating organizations. The present study also
revealed that the most frequently applied stages of career management were human
resource planning, employee assessment, matching employee career objectives with
organizational opportunities and training employees. As it was stated above, one of
the stages of career planning system was identifying employee KSAQO’s. The present
study showed that supervisor evaluations and PA results were the most frequently
used methods in evaluation of employee KSAQO’s. In addition, the present study
examined the activities that were included in career management systems and the
results revealed that courses, seminars/trainings and rotations were among the most
frequently applied activities. On the other hand, the methods of assessment centers or
simulators were used only by 0.5% of the organizations.

Human resource planning, a significant component of career planning, was
performed by the majority of the surveyed organizations (58.5%). The present study
also revealed that in most of the surveyed organizations, the HR plans was performed
for one year or less. This finding was not consistent with previous findings since the
results of a previous study demonstrated that in most of the organizations (56.7%)
HR plans were conducted for 1 to 3 years (Arthur Andersen, 2000).

4.2 Comparison of HRM Practices across Different Countries

Human resource management began to mature in the 1990’s throughout the
world. HRM became a field with varying applications and practices in different
countries, and it is growing and changing more rapidly than imaginable. Once HR

departments were considered as mechanical units or administrative necessities that
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help the organization to hire, fire, and possibly train employees. However, nowadays
HRM departments are expected to add value to the organization since the importance
of a highly skilled, motivated, flexible workforce has become certain (Aghazadeh,
2003). Moreover, it has become more and more important for organizations to reach
organizational excellence via HRM strategies. Ulrich (1998) has presented four

ways for HRM to deliver organizational excellence;

1. Forming a partnership with senior and line managers to move to the
marketplace.
2. Becoming an expert in the way that work is organized and executed to deliver

efficiency to reduce costs but maintain quality.

3. Working to increase employee contributions, commitment and ability to
deliver results.
4. Being an agent of continuous transformation, improving an organization’s

capacity to change by shaping processes and a culture.

Aghazadeh (2003) stated that there are five essential challenges that need to
be faced in today’s business environment; globalization, profitability through growth,
technology, intellectual capital, and change management. Of course, HR
professionals have to face all of these challenges. First, to deal with globalization,
HR managers have to ensure that HR policies and practices provide the balance
between consistency and coordination versus recognition of cultural and other
differences. Secondly, HR professionals have to make employees creative and
innovative through continuous learning and development. Additionally, in
organizations that grow through mergers or joint ventures, HR managers have to use
their skills to combine different work processes and cultures. Thirdly, to deal with

improving technology, HR professionals should minimize the resistance of
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employees towards new technology by supporting them with the necessary training.
Fourthly, in order to capture intellectual capacity, HR managers have to attract,
develop, and retain talented individuals. Finally, HR departments must examine and
adopt new structures, new working processes, and a new culture of business support
in order to deal with challenge of continuous change (Aghazadeh, 2003).

Considering all of the mentioned roles of HR professionals, it can be stated
that the role of HRM has become more strategic. Accordingly, the field of strategic
human resource management (SHRM) has grown steadily since the mid 1980s
(Boxall & Purchell, 2000).

As the sub-fields of HRM were further analyzed, it was seen that the
transition from the practice of personnel management to HRM had been
accomplished with a more systematic and strategic approach to staffing. As a result,
personnel selection and recruitment appeared as the most important areas of HRM.
This study presented that the most frequently applied HRM areas in the surveyed
organizations in Turkey were personnel selection and recruitment. The HRM
functions of personnel selection and recruitment were also among the top HRM
activities in the United States (“Retaining Workers”, 1999). Proactive planning to
maintain appropriate staff and implementing more effective selection activities were
important for HRM practitioners in the US.

In terms of recruitment practices, the present study concluded that recruiting
via internet was practiced frequently in the surveyed Turkish organizations. The
technique of online recruitment was also used in the US companies with different
sizes operating in various industries since it is a cost effective and fast way to reach
potential candidates. Online job ads also allow the applicants to visit organization’s

web site so that they receive further information about the company. Gale (1994)
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reported that in the US, 96% of job seekers use the internet as their most commonly
used search tactic.

Concerning the method of internal recruitment, it was found that more than
half of the organizations operating in Turkey employed internal recruiting via
organizational intranet and job posting. Table 4.2 presents recruitment activities in
four different countries. A word of caution is needed concerning this table and the
following tables in which HRM practices across different countries are summarized.
These tables bring together results of independent/individual studies conducted in
different countries; they do not present summary findings from cross-cultural
comparisons. So, it should be kept in mind that, they do not necessarily represent the
totality of the HRM activities in those countries. Results are only reflective of the
situations in the sampled organizations in studies conducted in different countries.
Yet, these tables are expected to help the readers understand the nature of the HRM
activities very roughly in different countries.

As presented in Table 4.2, internal recruiting is also popular in companies
operating in the US. For instance, many organizations such as IBM recruit their non-
entry level jobs via internal recruiting strategies for reasons such as improving
employee morale and not dealing with the issues of fairness and openness of hiring
processes (Springer & Springer, 1990). Additionally, internal recruitment was also
practiced by organizations in Holland in manager recruitment using the method of
job posting (Wiersma & Van Den Berg, 1999). In addition, the methods of print
advertisements, referral from universities, recruitment consultants and internet were
among the techniques that were employed by organizations in Indonesia (Bennington

& Habir, 2003).
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Table 4.2 Recruitment Activities in Different Countries

Country
HRM
Activities Turkey Indonesia  US Netherlands
Internal Internal Internal
Recruitment Recruitment Internet Recruitment Recruitment
Internet/On-line
Job Posting Consultants Recruitment Job Posting
Printed
Intranet Adds
University
Referrals

In terms of selection process, the present study also revealed that the most
popular personnel selection methods in the surveyed organizations were interviews,
references, tests, and biographical data. Some Eastern European companies also use
interviews as the most commonly used methods (Kriazov, Sullivan, & Tu, 2000) in
selection process. A survey, in which 900 organizations in the United Kingdom
participated, demonstrated that interviews were used to select clerical staff in 70% of
the organizations operating in tourism and 91% of the organizations operating in the
finance sectors. In addition, the single interviewer method was commonly used to
select manual workers and a panel interview technique was generally used for non-
manual employees (Scholarios & Lockyer, 1996). On the other hand, the present
study revealed that single interviewer method was the most frequently used method
for selecting both managers and non-managers in the surveyed organizations.

In Table 4.3, a summary of selection activities across a number of
countries/regions of the world is presented. As presented in Table 4.3, the structured
interview technique was used commonly in the surveyed organizations in Turkey.
Structured interviews with a predetermined set of questions and a rating scale were

also quite frequently used in the US (Springer & Springer, 1990). More specifically,
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the techniques such as patterned behavior description interviews and situational
interviews were used in employee selection by many US companies (Cascio, 1995).
Furthermore, in Netherlands assessment centers and work samples were among the
most commonly used selection methods (Wiersma & Van den Berg, 1999). The
present study demonstrated that assessment center method was not commonly used
in employee selection by the surveyed organizations and the method of work samples
was not applied by any of the surveyed organizations, despite meta-analytic findings
showing that work samples have a true validity of .38 (Schmitt, 1984), and average
validity of assessment centers is around .40 (Howard, 1997).

Table 4.3 Selection Activities in Different Countries

Country
HRM Eastern
Activities  Turkey US Netherlands England Europe
Selection  Single Behavioural Work Single Interview
Tools Interviewer  Interview Samples Interview

Structured Structured Assessment Panel
Interview Interview Centers Interview

References  Situational
Interviews

Tests

Biographical

Data

After selecting employees, the organizations need to provide orientation
programs to them. The results presented in Table 4.4, show that orientation programs
were applied generally by the HRM departments in the surveyed organizations and
the first-rank managers, as was the case in the US (Barbazette, 2004). The functions
of the HRM departments and the first rank supervisors were not the same in
orientation programs in the US organizations. The former is responsible of sharing

organizational policies, history, and benefits but the latter usually explains safety
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rules, reporting requirements, and mainly job tasks (Barbazette, 2004). In addition,
the present study demonstrated that trips to the organization and handling brochures
were mainly used in orientation programs in the surveyed organizations. The
practices in the US organizations are also similar since they generally set up a tour in
the organization that ends in employee’s work area, and the new employee is paired
with a veteran employee (Barbazette, 2004). However, the method of using a veteran
employee or a mentor was not common in the surveyed organizations.

Table 4.4 Orientation Activities in Different Countries

Country
HRM
Activities Turkey US
Performers of
Orientation
Programs HRM Departments HRM Departments
First Rank Managers First Rank Managers
Orientation
methods Trips Trips
Brochures Mentors

Training and development function was also presented as one of the most
essential HRM activities practiced in the surveyed organizations. As it is presented in
Table 4.5, on the job training and in-class training were among the most popular
training techniques in organizations operating in Turkey. Japanese organizations also
give priority to training activities. They frequently use the method of on-the-job
training and job rotation. In addition, off the job training techniques are also gaining
importance among Japanese organizations (Koike, 1997). Rowley, Benson, and
Warner (2004) stated that the methods of job rotation and on the job training were
also commonly applied in South Korean organizations. Moreover, the trend in the
US is to provide in-house training programs that include the usage of software

packages (Springer & Springer, 1990). However, the computer-based training
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programs were also used by the participating organizations in Turkey, but not very
commonly. Although the training and development issue was also important for the
organizations in Eastern Europe, they lack the financial resources. Similar to the
organizations in Turkey, most of the organizations in Eastern Europe apply the
method of on the job training and lectures (Kiriazov et al., 2000).

Table 4.5 Training Activities in Different Countries

Country

HRM Turkey Japan UsS Eastern Europe
Activities
Training  On Site On Site In house training On Site Training
Methods  Training Training

In-class Job Rotation =~ Work Place Lectures

Training Problems

Computer Computer Based

Based Training

Training

Considering performance appraisal the present study demonstrated that 80.5%
of the organizations had a performance management system. Studies indicated that
85% of the organizations in Australia (Nankervis & Leece, 1997), 86% of the
organizations in the UK and 90% of the organizations in the US had a systematic
performance system (Anderson, 1996). According to Anderson, performance
management systems are applied mainly to managers and supervisors in the UK but
it has been extended to clerical and manual workers in recent years.

As presented in Table 4.6, employee performance was appraised mainly by
the first level supervisors in the surveyed organizations. However, in Japanese
organizations, the employee performance is also evaluated by the HRM departments
(Takeuchi, 1990). In addition, employees are mostly appraised annually in Japanese

(Takeuchi, 1990) and US organizations (Selden, Ingraham, & Jacobson, 2001).

128



Those findings are in line with the results of the present study since in most of the
surveyed organizations performance appraisals are conducted annually.

Furthermore, the present study showed that the most frequently used methods
in performance evaluation were rank ordering and graphic rating methods. On the
other hand, the behavioral approaches such as BOS or BARS were not commonly
practiced in the surveyed organizations. However, as seen in Table 4.5, BARS was a
popular method in the US companies (Anderson, 1996) and BOS was preferred to
BARS by organizations in Holland (Wiersma et al., 1995).

The appraisal interview is seen as the important aspect of performance
appraisal system by most of the organizations in the US (Anderson, 1996). On the
other hand, the results of this study showed that only in 33.5% of the organizations
performance feedback interview was provided.

Table 4.6 PA Activities in Different Countries

Country

HRM
Activities Turkey Japan US Netherlands

Evaluators of  First Level = HRM
Performance  Supervisors  Departments

Frequency of  Annual Annual Annual
PA Assessment  Assessment — Assessment
Methods of PA Rank Order BARS BOS
Graphic
Rating
Performance
Feedback Yes Yes

Compensation management was found to be the other most frequently applied

HRM activity in Turkey. As seen in Table 4.7, the pay increases were generally
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based on inflation, employee performance, and company profit in the present study.
Similarly, pay increases are tied to individual improvement and company
performance in the US organizations (“Lessons From 100 Years of Compensation,
2000). On the other hand, since team work is important in the US companies, the pay
increases are also based on group performance (“Lessons From 100 Years of
Compensation, 2000). Accordingly, the present study revealed that salary increments
based on group performance was not common among the surveyed organizations. In
addition, as it is presented in Table 4.7, individual performance is also an indicator of
salary increment in Korean and Japanese organizations (Rowley et.al., 2004).

Other than salary administration, the benefits are also important in
compensation management. The results of the present study revealed that there were
differences among managers and non-managers in terms of the benefits they
received. The managers generally received food services, company cars, whereas
employees received food services as social benefits. On the contrary, as it is
presented in Table 4.7, large organizations in Eastern Europe sponsor schools and
provide housing, holiday accommodations, recreational facilities, and cafeterias to
their employees (Kriazov et al., 2000). However, those kinds of benefits do not seem
to be common among organizations operating in Turkey. As the benefit packages
provided by the US companies are analyzed, it is seen that health insurance and
private pension plans are among the most common benefits provided by the US
organizations (Springer & Springer, 1990). However, those benefits were not

commonly provided by the participating organizations in Turkey.
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Table 4.7 Compensation Management Activities in Different Countries

Country
HRM Eastern
Activities Turkey US Japan Korea Europe
Factors
of Pay Individual Group Individual Individual
Increases Performance Performance Performance Performance
Company
Inflation Profit
Food Paid Leave Sponsoring
Benefits Services Time Schools
Company Health
Cars Insurance Housing
Pension Plans Holiday
Cafeteria
Creational
Activities

In addition to benefits, the surveyed organizations used monetary and non-
monetary rewards to motivate their employees. In terms of monetary rewards, these
organizations mostly provided individual premiums. On the other hand, as it is stated
by Springer and Springer (1990), the new trend seems to use team or organization
wide incentives such as profit sharing and productivity gain sharing in the US
organizations. As shown in Table 4.8, the use of profit and gain sharing was not
common among the surveyed organizations.

In terms of non-monetary reward systems, the US companies generally use
time and job flexibility (Springer & Springer, 1990). In addition, organizations in
Holland increase task and job variety, apply participative decision making and form
quality circles to intrinsically motivate their employees (Wiersma & Van den Berg,
1999). In the present study it was found that the surveyed organizations in Turkey

generally used the methods of giving plaquettes and gifts to the employees.
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Table 4.8 Pay for Performance Activities in Different Countries

Country

HRM

Activities Turkey US Netherlands

Rewarding  Individual Performance Profit Sharing Task Variety
Profit Sharing Gain Sharing Job Variety

Participative

Gain Sharing Time Flexibility Decision Making
Plaquette Job Flexibility Quality Circles

Gifts

Concerning job analysis it was found that 65.5% of the surveyed
organizations conduct job analysis as a HRM activity. The results of the job analysis
were used in personnel selection and placement activities, compensation
management, training and development, performance appraisal, promotion and
assignment, career planning, recruitment, orientation in surveyed organizations. This
finding is also consistent with findings related to HRM activities in general (e.g.,
Spector, 2003).

In addition, the present study revealed that the methods of employee
interview and observation was the first and second most widely used job analysis
data collection techniques in the participating organizations, respectively. In general,
off-the self methods of job analysis are not generally used in Turkish organizations.
In the US, however, ready- to-use techniques such as position analysis questionnaire
were commonly employed (Springer & Springer, 1990).

Furthermore, when human resource planning activity of HRM was analysed it
was found that 58.5% of the surveyed organizations planned their human resources.
The stages of HR plans conducted by the surveyed organizations were composed
mainly of determining organizational strategies and objectives, evaluation of existing

manpower, and determining the development speed of the organizations. According
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to Jackson and Schuler (1990), the leading organizations in the US plan their human
resources in 4 phases; forecasting demand and supply of human resources,
establishing human resource objectives, designing and implementing HR programs,
and lastly monitoring and evaluating those programs. So, there appear differences
between these two countries concerning the steps involved in making HR plans.
Human resource planning was also used as a part of career management systems in
the 28% of the surveyed organizations in US. However, the practice of career
management was not widespread among the surveyed organizations in Turkey.

Lastly, the present study examined the practices of organizations in terms of
managing union relations. Managing union relations was not commonly held by the
HRM departments in the surveyed organizations. In the US, however, unions have
become weaker especially in the private sector. On the contrary, union management
relations are still among the most important HRM practices in the state-owned
organizations and foreign invested enterprises operating in China (Rowley et al.,
2004).
4.3 Conclusion

This study has been concerned with exploring the nature of the current HRM
practices in a sample of Turkish private sector organizations and comparing the
identified practices with HRM practices carried out in different countries as reported
in the relevant literature. As a result of changing business conditions, the
organizations in Turkey have lived through a transition from personnel management
to HRM since the beginning of the late 1980’s. However, HRM is relatively lately
adopted in Turkey and is still developing mostly by learning from the experiences of

other countries (Emre, 1998).
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Concerning the general HRM practices, the results of the present study
demonstrated that some of the HR practices such as recruitment, selection, training,
performance management, and orientation are more frequently applied than practices
of job analysis, human resource planning, career planning and job design in the
surveyed organizations. Thus, it can be concluded that HRM practices that aim to
attract, select, retain and develop potential workforce are more widespread among
the surveyed organizations. It is also the case in most Western organizations.
Marriott (2001) argues that the processes of selection, recruitment, and retention
(including training and performance management.) are the most pressing challenges
facing the US business today.

The results of the present study revealed that HRM applications, which are
related to recruitment, selection, orientation, training, and performance, need to be
further improved in organizations in Turkey. For instance, concerning recruitment
process, it can be stated that the use of internet as a recruitment tool should become
widespread among Turkish organizations since it is a cost effective and fast way to
reach potential candidates (Gale, 2004). Moreover, the use of internal recruitment
should be also become more widespread among organizations operating in Turkey
since it aims to improve employee morale and also provides a shield against the
charges of unfairness and discrimination.

In terms of selection processes, the present study showed that the application
of valid selection tools such as assessment centers, work samples, personality or
cognitive ability tests are not widespread among the surveyed organizations.
However, those selection tools can be expected to be used more frequently in the

future since using only tools and techniques, such as interviews and references, that
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are likely to be more subjective and biased would not be effective in maximizing
person-job or person-environment fit.

Next, concerning training and development issue the present study revealed
that the surveyed organizations generally determine the training needs by relying on
the reports of managers or employees. However, a healthier way to identify training
needs of employees is to conduct a systematic training need analysis. The training
programs applied based on the reported needs/demands of employees or managers
are not expected to be as effective as the ones that are applied after a comprehensive
need analysis. In conclusion, the activity of need analysis should become widespread
among organizations.

The evaluation of training is another important issue in HRM. The surveyed
organizations used criteria such as reaction (trainee evaluations) and learning (tests
applied before and after the training programs) to evaluate effectiveness of their
training programs. However, there are other criteria such as evaluating on the job
behavior of trainees (behavior criterion) and reduction in turnover, improvements in
production (results criterion). These evaluation techniques should also be employed
in order to increase the effectiveness of evaluation process.

Concerning performance appraisal process, the present study found that the
performance appraisal methods of BARS and BOS are not commonly used in the
surveyed organizations. An examination of the literature revealed that the US
(Anderson, 1996) and Netherlands (Wiersma et al., 1995) are among the countries
that use methods of BARS or BOS. Although the superiority of these systems over
simple graphic rating scales are not clearly shown (Landy & Farr, 1980),
organizations may still benefit from such techniques of assessment which involve

more clearly defined performance dimensions and scale anchors.
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In addition to needed efforts in improving the practices of frequently applied
HRM activities, there seems to be a need to focus more on the activities that are not
practiced widely in the Turkish organizations, such job analysis, career development,
compensation management, and human resource planning. Among these activities,
job analysis deserves a special attention since it is the basis of almost all other HRM
activities. There is a need to develop job analysis systems/methods, both off-the-self
and tailor-made types. When systems of job analysis are developed fully and used
systematically and widely, since then the other HRM activities would be performed
properly.

4.3.1 Limitations and Suggestions

The present study is expected to contribute to the literature since it provides a
basis to compare HRM practices in Turkey against those in other countries.
However, there are several limitations/drawbacks of the study that needs to be
mentioned. One of these drawbacks is that the number of organizations participated
in the research was 200, so the size of the sample was not large enough to be a good
representative of the population of interest (i.e., all private sector organizations in
Turkey). Yet, it is a consolation that the sample of the present study included
organizations from a wide range of sectors.

Secondly, the data were collected via questionnaires answered by HR
professionals working in organizations. These individuals may have a tendency to
answer the questions in a more positive way. Thus, there is a probability of social
desirability problem in the given answers.

Thirdly, most of the organizations in the sample were large- or medium-sized
organizations. Thus, the results of the study may not generalize to HRM practices in

small-sized organizations in Turkey.
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Fourthly, in this study HRM practices in different countries were examined
by reviewing the related literature. However, it would be a much better strategy to
conduct a cross-cultural comparison study, using the same data collection instrument
across different countries and collecting data from organizations that are similar to
each other in terms of size, sector, etc.

Lastly, the present study solely focused on the current practices of HRM in
the surveyed organizations but it is also important to assess the influences of HRM
practices on business performance (Roos, Femstrom, & Pike, 2004). The issue of
effects of HRM on business performance of organizations was beyond the aim of this

thesis yet it may be an important point to consider in future research.
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APPENDICES

APPENDIX A

ANKET

FiRMA BIiLGILERIi

1. Calismakta oldugunuz firmanin adi nedir?

2. Firmaniz hangi sektérde yer almaktadir?
O Finans
O Teknoloji
O Hizli Tiiketim Mallar1
O Insaat ve Malzeme
O Saglik ve Ilag
O Medya
O Otomotiv
O Tekstil
O Metal
O Dayanikl Tiiketim Mallar

4. Firmaniz biinyesinde toplam kag kisi ¢aligmaktadir? (-+--«----eeoeeemeerseemieniiniennens )
INSAN KAYNAKLARI YONETIMi DEPARTMANI

5. Firmanizda Insan Kaynaklar1 Y&netimine iliskin faaliyetleri yiiriiten boliimiiniiziin
ad1 nedir?

O Insan Kaynaklar1 Y&netimi Departmani

O Personel Departmani

O Personel ve Idari Isler Departmani

O Idari Isler Departmani
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Not: Asagidaki sorularda bu béliimden insan Kaynaklar1 Yonetimi Departman
olarak bahsedilecektir.

6. Firmamzda Insan Kaynaklar1 Y®&netimi Departmam asagidaki alanlarin
hangilerinden sorumludur? Sorumlu olunan tiim secenekleri isaretleyiniz.

O Is analizi

O Is tasarmmi

O Basvuru saglama

O Ise alma ve yerlestirme

O Ise alistirma (oryantasyon)

O Egitim ve gelistirme

O Performans degerlendirme

O Kariyer planlama

O Insangiicii planlamas1

O Ucretlendirme ve ek kazanglar

O Bordro

O Servis

O Yemek

O Personel ve 6zliik islemleri

O Is giivenligi ve saglik

O Endastriyel iliskiler

7. Insan Kaynaklar1 Yénetimi Depatmaninda calisan sayis1 kactir? (idari isler’in bu
departmana dahil olmasi1 durumunda liitfen sadece insan Kaynaklar1 Yénetimi
ile ilgili olarak ¢alisan personel sayisimi belirtiniz) .....................cocoooeiiiiinnnnn.

8. Insan Kaynaklar1 Yénetimi hiyerarsisinde kag diizey vardir?(Orn; miidiir, miidiir
yardimeist, VD.) (eeeeeeeereerieenienieeiiecieeeee )

9. Firmanizda Insan Kaynaklar1 Yonetiminden birinci derecede sorumlu olan kisinin
unvani nedir?

O Genel Miidiir Yardimecisi

O Insan Kaynaklar1 Koordinatorii

O Insan Kaynaklar1 Direktorii

O Insan Kaynaklar1 Miidiirii

10. Firmanizda insan Kaynaklar1 Yonetimi Departmaninda en iist diizeyde olan
kisinin egitim durumu nedir?

O Lise

O Lisans BOLHIM: (++evveereeeesesensemsemsemeneieieinisiiine )

O Yiiksek lisans ALQD:  (reereererseeeseeensenisee e )

O Doktora ALQN:  (reererrerseeeremerene e )
11. Firmanizda Insan Kaynaklar1 Yénetimi Departmaninda en iist diizeyde olan
kisinin yas1 kagtir?

O 25-30

O 31-39
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O 40- 49
O 50-59
O 60- 69
O 70 yas ve listii

12. Firmamzda Insan Kaynaklari Yénetimi Departmaninda en iist diizeyde olan
kisinin cinsiyeti nedir?

O Kadin

O Erkek

13. Firmanizda insan Kaynaklar1 Yonetimi Departmaninda en iist diizeyde olan
kisinin Insan Kaynaklar1 Yonetimi alanindaki deneyim siiresi nedir?

14. insan Kaynaklar1 Y&netimi Departmaninda en iist diizeyde olan kisi kime bagl
olarak calismaktadir?

O Genel Miidiir

O Mali ve Idari Islerden Sorumlu Genel Miidiir Yardimcisi

IS ANALIZI ve IS TASARIMI

15. Firmanizda is analizi yapiliyor mu?
O Evet
O Hayir

16. Firmanizda yapilan is analizi kim/kimler tarafindan yiiriitiilityor?
O Insan Kaynaklar1 Yénetimi Departmani
O Danigsmanlik sirketleri

17. Firmanizda is analizi hangi siklikta yapilmaktadir?
O Her y1l
O 2-3 yilda bir
O 4-5 yilda bir

18. Firmanmizda uygulanan is analizi sonuclari asagidaki alanlardan
hangisi/hangilerinde kullaniliyor? Uygun olan tiim secenekleri isaretleyiniz.

O Is tasarmmi

O Bagvuru saglama

O Ise alma ve yerlestirme

O Ise alistirma (Oryantasyon)

O Egitim ve gelistirme

O Kariyer planlamasi

O Performans degerlendirme/ yonetimi

O Ucretlendirme

O Endiistriyel iliskiler

O Terfi ve atamalar
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19. Is analizi yaparken kullandiginiz bilgi toplama ydntemleri nelerdir? Uygun olan
tiim secenekleri isaretleyiniz.

O Gozlem

O Calisanlarla goriisme

O Anketler

O Konuyla ilgili uzman gruplari

O Standart is analizi formu

BASVURU SAGLAMA

20. Firmanizda asagidaki bagvuru saglama yoOntemlerinden hangisi/ hangileri
kullanilmaktadir? Uygun olan tiim secenekleri isaretleyiniz.
Y Oneticiler Y onetici olmayanlar
i¢in icin
O Gazete ilanlari O @)
O Danigsmanlik firmalari O O
O Internet ©) O
O Profesyonel dergiler O O
O Universitelerin kariyer merkezleri ©) O
O Caliganlarin tavsiyesi O O
O Tanidik vasitasiyla ©) @)
O Kendiliginden Bagvuru O O
O Diger (TR ) (TR, )

21. Firmamzda kullanilan yontemlerden en etkili oldugunu/olduklarini
diisiindiiklerinizi isaretleyiniz. Uygun olan tiim secenekleri isaretleyiniz.
Y Oneticiler Y 6netici olmayanlar
i¢in i¢in
O Gazete ilanlar O O
O Danismanlik firmalar O O
O Internet O O
O Profesyonel dergiler O O
O Universitelerin kariyer merkezleri ©) O
O Calisanlarin tavsiyesi O O
O Tanidik vasitasiyla ©) ©)
O Kendiliginden Bagvuru O O
O Diger (I ) [T )

22. Bosalan pozisyonlar1 firmanizda ¢aligan mevcut personele bildiriyor musunuz?
O Evet
O Hayir

23. Bosalan pozisyonlar1 hangi yontemle/ yontemlerle calisanlariniza bildirirsiniz?
Uygun olan tiim secenekleri isaretleyiniz.
O Is yerindeki panolara ilan asma
O Organizasyon i¢i internet ag1
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O Firma dergisi

24. Yapilandirilmis bir “Firma Tanitim Paketi” (sunum, video kaseti, brosiir, vs) var
mi?

O Evet

O Hayir

ELEMAN SECME

25. Firmanizda kadro planlamasi yapiliyor mu?
O Evet
O Hayir

26. Yapiliyorsa bu plan uygulanabiliyor mu?
O Uygulaniyor
O Kismen Uygulaniyor
O Uygulanamiyor

27. Bu plan ne uzunlukta bir siireyi kapsamaktadir?
O 1 yildan az
O 1-3wyil
O 4-5y1l
O 5 yildan fazla

28. Firmanizda yapilandirilmis bir eleman se¢me sistemi ( basvuru yapan
kisilerin/adaylarin  hangi asamalardan hangi sirada gegeceklerinin  6nceden
belirlendigi bir siire¢) var mi1?

O Evet

O Kismen

O Hayir

29. Asagidaki personel se¢imi metodlarindan hangisi/ hangileri firmanizda
uygulanmaktadir? Uygun olan tiim secenekleri isaretleyiniz.
Yoneticiler ~ Yonetici olmayanlar

i¢in i¢in
O Miilakat O O
O Yetenek testleri O O
O Zeka testleri O O
O Mekanik beceri testleri O O
O Kisilik ve ilgi envanterleri ©) ©)
O Mesleki testler O O
O Degerlendirme merkezi ©) O
O Biyografik bilgiler O O
O Referanslar O O
O Diiriistliik testleri O O
O DIFEE (+++verevereeserererssemserirenieiiesiesieiiiesieene. )y O O
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30. Firmanizda kullanilan yontemlerden en etkili oldugunu/olduklarinmi
diistindiiklerinizi isaretleyiniz. Uygun olan tiim secenekleri isaretleyiniz.
Yoneticiler ~ Yonetici olmayanlar

igin igin
O Miilakat O O
O Yetenek testleri O O
O Zeka testleri O O
O Mekanik beceri testleri O O
O Kisilik ve ilgi envanterleri O O
O Mesleki testler O O
O Degerlendirme merkezi ©) O
O Biyografik bilgiler O O
O Referanslar O O
O Diiristliik testleri O O
O DIFEE (+++verevererserereesemsesiesiseisssiesiseissesieene. )y O O

31. Asagidaki goriisme (miilakat) tekniklerinden hangisini/ hangilerini
kullaniyorsunuz? Uygun olan tiim secenekleri isaretleyiniz.

O Birebir goriisme (bir goriismeci, bir aday)

O Panel goriisme ( bir aday, birkag goriismeci)

O Grup goriisme  ( bir gériismeci, birkag aday)

O Yapilandirilmis goriisme

O Yapilandirilmamis goriisme

O Yar1 yapilandirilmis gériisme

31.b Miilakat sirasinda bir puanlama yapiliyor mu?
O Evet
O Hayir

ORYANTASYON

32. Firmanizda, ise yeni baslayanlar i¢in standart bir ise alistirma (oryantasyon)
programi var mi1?

O Evet

O Hayir

33. Ise alistirma programinin siiresi nedir? (- ---eeeeeeeeeen. )

34. Ise alistirma programi asagidaki yoOntemlerden hangisini/ hangilerini
icermektedir? Uygun olan tiim secenekleri isaretleyiniz.

O Firmay1 tanitan yayinlar (brosiir, elkitabi vb.)

O Konferanslar, agik oturumlar, grup toplantilar

O Gorsel teknikler (video, slayt vb.)

O Firma i¢i geziler

O Ik amir, uzmanlar veya kidemli bir isgéren tarafindan yiiriitillen ise

alistirma



35. Ise alistirma programi asagidaki kademelerden hangisine/ hangilerine
uygulanmaktadir? Uygun olan tiim secenekleri isaretleyiniz.

O Ilk kademe yéoneticiler

O Orta kademe yoneticiler

O Ust kademe yoneticiler

O Yonetici olmayan personel

O Mavi yakali

O Yonetici adaylari

O Diger ( .............................................................. )

36. Firmanizda deneme siiresi uygulamasi var mi1? Varsa bu siire ne kadardir yaziniz.
O Evet ( .............................................................. )
O Hayir

37. Firmanizda, ise alistirma programinin yiriitiilmesinden kim/kimler sorumludur?
Uygun olan tiim secenekleri isaretleyiniz.

O Insan Kaynaklar1 Yonetimi Boliimii

O Yeni is gorenleri dogrudan yonetecek amirlere

EGITIM VE GELIiSTiRME

38. Firmanizda bir egitim departmani var m1?
O Evet
O Hayir

39. Egitim departmani hangi boliime baghdir ve departmanda kag kisi ¢alismaktadir?

40. Firmanizdaki egitim faaliyetleriyle ilgili olarak;
O Tim egitim faaliyetleri isletme i¢i kariyer planlari dogrultusunda ayni
departman tarafindan planlanmakta ve yiiriitiilmektedir. Liitfen departmanin
AdIN1 DEIITHINIZ (+++eereeeeeereserserememenneineitiniiee, )
O Isle ilgili ihtiyaglar dogrultusunda departmanlar tarafindan bagimsiz olarak
planlanmakta ve yiiriitilmektedir
O Calisanlar, ihtiyaglar1 dogrultusunda yoneticilerinin onay1 ile egitim
almaktadirlar.

41. Firmanizda asagidaki egitim metodlarindan hangisi/ hangileri kullanilmaktadir?
Uygun olan tiim secenekleri isaretleyiniz.

O Sinif i¢i egitimler

O Isbas1 egitimler

O Bilgisayar destekli programlar

O Sesli- gortintiilii egitimler ( video, slayt vb.)

O Simiilatorler

O Rol oynama

O Oyunlar
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42. Firmanizda en ¢ok hangi kademede c¢alisanlara egitim verilmektedir? Uygun
olan tiim secenekleri isaretleyiniz.

O 1k kademe yoneticiler

O Orta kademe yoneticiler

O Ust kademe yoneticiler

O Yonetici olmayan personel

O Mavi yakali peronel

O Yonetici adaylari

43. Calisanlara verilecek egitim programlar1 belirlenirken asagidaki yontemlerden
hangisini/hangilerini kullaniyorsunuz? Uygun olan tiim secenekleri isaretleyiniz.
O Personel tarafindan iletilen talepler
O Yoneticilerin astlar1 i¢in belirledigi egitimler
O Unvanlar bazinda alinmasi gereken egitimler (Terfi 6ncesi ve sonrasinda)
O Performans Degerlendirme sonuglarina gore belirlenen egitimler
O Danigsmanlik sirketleri tarafindan sunulan egitimlerden segerek
O Insan Kaynaklar1 Y&netimi Departmani tarafindan yapilan ihtiyag analizi
sonuclarini dikkate alarak
O Damigmanlik sirketlerine yaptirilan ihtiyag analizi sonuglarini dikkate
alarak

44. Firmanizda egitim ihtiyaclarinin belirlenmesinde asagidaki yontemlerden
hangisi/ hangileri kullanilmaktadir? Uygun olan tiim secenekleri isaretleyiniz.

O Anketler

O Yiiz yiize derinlemesine goriisme

O Performans degerlendirme sonuglari

O Degerlendirme merkezi

45. Firmanizda sunulan egitimleri kim/kimler veriyor? Uygun olan tiim se¢enekleri
isaretleyiniz.

O Firmanizda g¢alisan profesyonel egitimciler

O Firma i¢inde konusunda uzman olan yoneticiler

O Firma disindan gelen egitimciler

O Egitim danigsmanlig1 sirketleri egitimcileri

46. Firmanizda verilen egitimler degerlendirilirken asagidaki yontemlerden
hangisi/hangileri kullanilmaktadir? Uygun olan tiim secenekleri isaretleyiniz.
O Egitim 6ncesi ve sonrasi uygulanan testler
O Egitim sonunda uygulanan katilime1 degerlendirmeleri
O Egitimci goriisleri 6zeti
O Egitim danigmanligini veren firma tarafindan hazirlanan degerlendirmeler
O Performans degerlendirmeleri ile davranis degisikliginin 6l¢timii
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O Egitimin is sonuglarina etkisinin veya yatirimin geri doniis oraninin
Ol¢timii
O Degerlendirme yapilmiyor

47. Kisi basia diisen yillik egitim saati nedir?
O Mavi yaKall Personel (- --s---wweeeeeserssmiiiemiemiiineieinisicieinens )
O Beyaz yakall PerSonel (- - -wseeeeserssrieieeiniiniieieninsieeesiene. )
O YOREHCIIEE (++++revrevrerssesremseeseniiieiseiieriseie e )

48. Firmanizda, egitim faaliyetleri i¢in ayr bir biitge var mi?
O Evet. 2002 yili egitim harcamalariniz  (yaklasik  olarak)

PERFORMANS DEGERLENDIRME

49. Firmanizda uygulanan sistematik bir performans degerlendirme sistemi var mi1?
O Evet
O Hayir

Firmamzda performans degerlendirme sisteminiz varsa;

50. Standart bir performans degerlendirme formunuz var mi? (elektronik ya da
yazil)

O Evet

O Hayir

51. Bu formdaki degerlendirme kriterleri ;
O Tiim galisanlar i¢in aynidir
O Organizasyon seviyeleri i¢in aynidir (ilk kademe ydneticiler, orta kademe
yoneticiler
O Is gruplari igin aynidir
O Her pozisyon igin ayridir

52. Firmanizda uygulanan performans degerlendirme sonuglari hangi alanlarda
kullanilmaktadir? Uygun olan tiim secenekleri isaretleyiniz.

O Ucret ve ek kazanglarin belirlenmesinde

O Kariyer planlamasinda (terfi, yatay hareketler vb.)

O Egitim ihtiyaglarinin belirlenmesinde

O Odiil ve takdir sistemlerinde
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53. Firmanizda performans degerlendirme hangi siklikta yapilmaktadir?

3 ay
6 ay
1 yil
2 yil

Proje bazinda

Yoneticiler i¢in Y onetici olmayanlar i¢in
O O
O O
O O
O O
O O
....................................... ) O O

54. Firmanizda uygulanan performans degerlendirme sistemi kapsaminda
degerlendirilen kisileri kim/ kimler degerlendirir? Uygun olan tiim secenekleri
isaretleyiniz.

O Ilk amiri degerlendirir.

O Ikinci amiri degerlendirir.

O Calisma arkadaslar1 degerlendirir.
O Kisi kendini degerlendirir.

O Asti1 degerlendirir.

O Dis miisteri degerlendirir.

55. Asagidaki performans degerlendirme Slgtimlerinden hangisi/hangileri firmanizda
kullaniliyor? Uygun olan tiim secenekleri isaretleyiniz.

O Siralama yontemi (¢alisanlar1 en yiiksek performansa sahip olandan en
diisiik performansa sahip olana dogru siralamak)

O ikili karsilastirmalar (calisanlari ikiser ikiser birbiriyle kiyaslayarak
siralamak)

O Zorunlu normal dagilim siralamasi (¢alisanlart normal dagilim egrisine
gore gruplara ayirarak siralamak)

O Grafik degerlendirme o6lcekleri (¢alisanlari performans boyutlarinin
cesitli basamaklarla gosterildigi bir 6lcek lizerinde degerlendirmek)

O Kiritik olaylar teknigi (¢calisanin is yapilirken gosterilen en etkili yada en
zayif davranig 6rnekleri iizerinden degerlendirilmesi)

O Davramsa odakh degerlendirme olgekleri- BARS (galisanlar
performans boyutlarinin davranis cinsinden ifade edildigi bir 6l¢ek {izerinde
degerlendirmek)

O Davrams gozlemleme olgekleri- BOS (calisanlari  performans
boyutlarinin davranis cinsinden tanimlandigi bir Ol¢ek iizerinde davranisi
gosterme siklig1 agisindan degerlendirmek)

O Kontrol listesi yontemi (Yapilan isle ilgili davraniglarin yer aldigi bir
listenin her bir davranisin s6z konusu ¢alisan tarafindan yapilip yapilmadigini
diisiinerek isaretlenmesi)

56. Firmanizda uygulanan performans degerlendirme sonuglarini;

O Degerlendirilen kisi gérmez
O Degerlendirilen kisi goriir ve degerlendirenden goriisme talep edilir
O Degerlendirilen kisi goriir ve degerlendiren kisi ile goriismesi zorunludur
O Performans degerlendirme karsilikli yapilir
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O Degerlendiren kisi yazili olarak degerlendirilen kisiye iletir

KARIYER PLANLAMA/ GELiSTIRME

57. Firmanizda uygulanan bir kariyer planlama ve gelistirme sistemi var m1?
O Evet
O Hayir

58. Firmamizda uygulanan kariyer planlama ve gelistirme sistemi,
O Organizasyon odaklidir
O Personel odaklidir
O Hem organizasyon hem personel odaklidir

59. Firmanmizdaki uygulanan kariyer planlama ve gelistirme sistemi asagidaki
asamalardan hangisini/ hangilerini icermektedir? Uygun olan tiim secenekleri
isaretleyiniz.

O Insan kaynaklar1 planlamasi

O Calisanlarm kariyer ilgilerinin saptanmasi

O Calisanlarin bilgi, beceri, yetenek, tutum ve beklentilerinin saptanmasi

O Calisanlarin kariyer hedefleri ile organizasyonun sunabilecegi olanaklarin

eslestirilmesi

O Calisanlarin kariyer hedeflerine ulagmalarina destek olmak igin

gelistirilmeleri ( egitim verilmesi vb.)

60. Firmanizda kariyer planlama ve gelistirme faaliyetini kim/kimler yiirtiitmektedir?
Uygun olan tiim se¢enekleri isaretleyiniz.

O Kurum i¢i uzmanlar

O Kurum dig1 uzmanlar

O Amirler/ yoneticiler

61. Calisanlarin kariyer hedefleri, bilgi, beceri ve yetenekleri degerlendirilirken;
Uygun olan tiim secenekleri isaretleyiniz

O Calisanlarin kendi ifadelerinden yararlanilir

O Amirlerin ifadelerinden yararlanilir

O Calisanlarin gegmis donem performans degerlendirme sonuglarindan

yararlanilir

O Calisanlarin gegmis donemde aldig1 egitimlerden yararlanilir

O Calisanlarin disiplin bilgilerinden yararlanilir

O Gergek ya da bilgisayar simiilasyonlarindan yararlanilir

62. Firmanizda kariyer danigsmanligini tistlenen amirler ya da yoneticiler;
O Kariyer danismanlhigi lizerine egitim almislardir
O Kariyer danismanlig1 gorevleri is taniminda yer almaktadir
O Hig biri

63. Firmanizda, asagidaki kariyer gelistirme aktivitelerinden hangisi/hangileri
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uygulanmaktadir? Uygun olan tiim secenekleri isaretleyiniz.
O Is rotasyonu
O Kurum i¢i ve dis1 kurslar
O Seminerler/ egitimler
O Calisma gruplari
O Yurt i¢i ya da dis1 yiiksek lisana programlarina destek verilmesi

INSANGUCU PLANLAMASI

64. Firmanizda insan giicii planlamasi yapiltyor mu?
O Evet
O Hayir

65. Firmanizda yapilan insangiici planlamas1 asagidaki aktivitelerden
hangisini/hangilerini igerir? Uygun olan tiim secenekleri isaretleyiniz.
O Orgiitiin strateji ve hedeflerinin belirlenmesi
O Orgiitiin uygulama ve ydntemlerinin belirlenmesi
O Orgiitiin biiyiime hizinin saptanmasi
O I¢ ve dis insangiicii analizlerinin yapilmasi
O Arz ve talebe iliskin tahminlerin yapilmasi
O Denge ayarlarinin yapilmasi (Piyasa ¢alismalari, eldekileri koruma ya da
say1y1 azaltma vb. kararlar)
O Varolan insan kaynaklarinin degerlendirilmesi
O Tahminde bulunulan zaman dilimi i¢inde halen varolan insan
kaynaklarinin ne kadarinin isyerinde ¢calismaya devam edecegi
O Tahminde bulunulan zaman diliminde Orgiitin amaglarina ulagabilmesi
icin ¢alisanlarin degerlendirilmesi/ tahmin edilmesi
O Gerekli kaynaklarin nasil ve ne zaman saglanabilecegi konusundaki
Olclimlerin yapilmasi

66. Firmanizda yapilan insangiicii planlamasinda kim/kimler gorev almaktadir?
Uygun olan tiim secenekleri isaretleyiniz.

O Insan kaynaklar1 departmani

O Diger departman yoneticileri

O Ust diizey yoneticiler

O Insangiicii planlama uzmani

67. Firmanizda insan giicii planlamasi ne uzunlukta bir siire i¢in yapiliyor?
O 1 y1il ya da daha az
O 2yl
O 2 yildan fazla
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UCRET ve EK KAZANCLAR

68. Firmamizda {icret artiglarm1  asagidaki faktorlerden hangisi/hangileri
etkilemektedir? Uygun olan tiim secenekleri isaretleyiniz.

O Enflasyon

O Bireysel performans

O Grup performansi

O Firma karliligy/ satislar

O Firmada calisilan siire

O Ogrenim durumu

O Terfi

O Yetenek

O Kisisel iliskiler

69. Firmanizda ¢alisanlara yilda ka¢ kez zam yapilmaktadir?
O 1 kez
O 2 kez
O 3 kez
O 4 kez

70. Firmanizdaki {icret artislarinda rol oynayan faktorler/kisiler nelerdir/ kimlerdir?
Uygun olan tiim se¢cenekleri isaretleyiniz.

Y Oneticiler Yonetici olmayanlar
i¢cin icin
Calisanin birinci amiri O O
Calisanin ikinci amiri O O
Insan kaynaklar1 yoneticisi ©) ©)
Genel Miidiir O O
Yo6netim Kurulu ©) ©)
Hedeflere ulasma derecesi O O
Performans degerlendirme sonuglari O O
Sayisal olarak belirlenen performans kriterleri O O
DT o TSR ) O O

71. Firmanizda is degerleme c¢alismasi ( licretlendirmeye esas olacak sekilde islerin
sistematik bir sekilde siralanmasi) uygulandi m1?

O Evet

O Hayir

72. Is degerleme ¢alismas1 yapildiysa sonuglari iicretlendirmede kullaniliyor mu?
O Evet
O Hayir
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73. Is degerleme ¢alismasinda asagidaki yontemlerden hangisi/hangileri kullanildi?
Uygun olan tiim se¢enekleri isaretleyiniz.

O Is siralama

O Is dereceleme

O Puanlama

O Faktor karsilastirma

74. Firmanizin ait oldugu sektdrdeki calisanlarin genel olarak nasil ticretlendirildigini
saptamak iizere bir ¢alisma yapildi mi1?

O Evet

O Hayir

75. Firmanizda fazla mesai {icreti uygulamasi var mi1?
O Evet
O Hayir

76. Fazla mesai licreti uygulamasi asagidaki seviyelerden hangisine/hangilerine
uygulanmaktadir? Uygun olan tiim secenekleri isaretleyiniz.

O Ilk kademe yéneticiler

O Yonetici olmayan personel

O Mavi yakali

O Yonetici adaylari

77. Asagidaki ek kazanglardan hangileri firmanizda uygulanmaktadir? Uygun olan
tiim secenekleri isaretleyiniz.

Yoneticiler  Yonetici olmayanlar

igin i¢in
Yemek/yemek fisi O O
Saglik sigortasi O O
Hayat sigortast O O
Kaza sigortasi O O
Ozel emeklilik O O
Araba ©) ©)
Yol parasi O O
Benzin O O
Cep telefonu O O
Ev telefonu O O
Lojman O O
Ev kiras1 yardimi ©) O
Kres O O
Klip/dernek iiyeligi ©) O
Yilbasi ikramiyesi O O
Bayram hargligi ©) O
Kar pay1 O O
Cocuk yardimi O O
Tahsil yardimi O O
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Yakacak yardimi O O
Sarta bagl sosyal yardimlar ©) O

78. Firmanizda asagidaki nakdi tesvik edici yontemlerden hangisi/hangileri
kullaniliyor? Uygun olan tiim secenekleri isaretleyiniz.

O Bireysel prim

O Grup primi

O Hisse senedi

O Kardan pay verme

O Tesvik edici bir yontem kullanilmamaktadir.

79. Firmanizda asagidaki ayni tesvik yontemlerinden hangisi/hangileri
kullanilmaktadir? Uygun olan tiim secenekleri isaretleyiniz.
O Plaket vermek
O Fazladan tatil imkanlar1 saglamak
O Hediyeler vermek
O Firma dergisinde ya da is yerindeki panolarda ¢aliganlarin basari
oykiilerine yer vermek

SENDIKAL iLISKILER

80. Firmanizda Insan Kaynaklari Yonetimi Departmam sendikal iliskilerin
yliriitiilmesinden sorumlu mu?

O Evet

O Hayir

81. Evetse, Insan Kaynaklar1 Yonetimi Departmani asagidaki faaliyetlerin
hangisinden/ hangilerinden sorumludur? Uygun olan tiim secenekleri isaretleyiniz.
O Toplu Is S6zlesmesi hazirlik ¢caligmalarinin yapilmasi
O Sendikalarla Toplu Is Sézlesmesinin yapilmasi
O Sendikaya bagl ¢alisanlarin sikayet ve uyusmazliklarinin ¢éziimlenmesi
O Sendika (merkez ya da sube) temsilcileri ile iliskilerin diizenlenmesi
O Toplu Is S6zlesmesinin uygulanmasi

iSCi SAGLIGI VE GUVENLIGI

82. Firmanizda calisanlarin sagligimi korumak ve giivenligini saglamaktan hangi
departman sorumludur? ( .............................................................................. )

83. SOz konusu departman asagidaki c¢alisan sagligi ve giivenligi faaliyetlerinin
hangisinden/ hangilerinden sorumludur? Uygun olan tiim secenekleri isaretleyiniz.
O Is Saglig1 ve Giivenligi programlarimi koordine etmek
O s Sagh@ ve Giivenligi programlari hazirlamak
O Calisanlari Is Saghg ve Giivenligi konularinda egitmek

O Is kazalarim analiz etmek ve  gerekli dnlemleri almak
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O Is kazalarma iliskin istatistikler tutmak

O s Saghg ve Giivenligine iliskin yasal mevzuata uymak
O Is Saglig1 ve Giivenligi Kurulunda gérev almak

O Calisan saghgi ve giivenligi ile ilgili kayitlar1 tutmak
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APPENDIX B

CROSSTAB ANALYSIS (ORGANIZATION SIZE BY HRM FUNCTION)

Job Analysis
Not performed Performed Total
SIZE Small Count 11 11 22
% within size 50.0% 50.0% 100.0%
% within job 15.9% 8.4% 11.0%
analysis
Medium Count 20 28 48
% within size 41.7% 58.3% 100.0%
% within job 29.0% 21.4% 24.0%
analysis
Large Count 38 92 130
% within size 29.2% 70.8% 100.0%
% within job 55.1% 70.2% 65.0%
analysis
Total Count 69 131 200
% within size 34.5% 65.5% 100.0%
% within job 100.0% 100.0% 100.0%
analysis
Spearman rho= .16, p < .05, Chi-Square= 5.02, p > .05
Recruitment
Not Performed Performed Total
SIZE Small Count 5 17 22
% within size 22.7% 77.3% 100.0%
% within recruitment 26.3% 9.4% 11.0%
Medium Count 8 40 48
% within size 16.7% 83.3% 100.0%
% within recruitment 42.1% 22.1% 24.0%
Large Count 6 124 130
% within size 4.6% 95.4% 100.0%
% within recruitment 31.6% 68.5% 65.0%
Total Count 19 181 200
% within size 9.5% 90.5% 100.0%
% within recruitment 100.0% 100.0% 100.0%

Spearman rho= .23, p <.001, Chi-Square=10.9 p < .01
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Personnel Selection

Not Performed  Performed Total
SIZE Small  Count 3 19 22
% within size 13.6% 86.4% 100.0%
% within 23.1% 10.2% 11.0%
personnel
selection
Medium Count 6 42 48
% within size 12.5% 87.5% 100.0%
% within 46.2% 22.5% 24.0%
personnel
selection
Large Count 4 126 130
% within size 3.1% 96.9% 100.0%
% within 30.8% 67.4% 65.0%
personnel
selection
Total Count 13 187 200
% within size 6.5% 93.5% 100.0%
% within 100.0% 100.0% 100.0%
personnel
selection
Spearman rho= .19, p < .01, Chi-Square= 7.19, p <.05
Training
Not performed  Performed Total
SIZE Small  Count 4 18 22
% within size 18.2% 81.8% 100.0%
% within training 12.1% 10.8% 11.0%
Medium Count 13 35 48
% within size 27.1% 72.9% 100.0%
% within training 39.4% 21.0% 24.0%
Large Count 16 114 130
% within size 12.3% 87.7% 100.0%
% within training 48.5% 68.3% 65.0%
Total Count 33 167 200
% within size 16.5% 83.5% 100.0%
% within training 100.0% 100.0% 100.0%

Spearman rho= .14, p > .05, Chi-Square= 5.61, p > .05
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Performance Management

Not Performed Performed Total
SIZE  Small Count 5 17 22
% within size 22.7% 77.3% 100.0%
% within performance 12.8% 10.6% 11.0%
Medium Count 14 34 48
% within size 29.2% 70.8% 100.0%
% within performance 35.9% 21.1% 24.0%
Large Count 20 110 130
% within size 15.4% 84.6% 100.0%
% within performance 51.3% 68.3% 65.0%
Total Count 39 161 200
% within size 19.5% 80.5% 100.0%
% within performance 100.0% 100.0% 100.0%
Spearman rho= .13, p > .05, Chi-Square= 4.41, p > .05
Career Planning
Not Performed  Performed Total
SIZE  Small Count 12 10 22
% within size 54.5% 45.5% 100.0%
% within career 16.2% 7.9% 11.0%
planning
Medium Count 20 28 48
% within size 41.7% 58.3% 100.0%
% within career 27.0% 22.2% 24.0%
planning
Large Count 42 88 130
% within size 32.3% 67.7% 100.0%
% within career 56.8% 69.8% 65.0%
planning
Total Count 74 126 200
% within size 37.0% 63.0% 100.0%
% within career 100.0% 100.0% 100.0%
planning

Spearman rho= .14, p < .05, Chi-Square= 4.58, p > .05
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Employee Relations

SIZE

Total

Small

Medium

Large

Count

% within size

% within employee
relations

Count

% within size

% within employee
relations

Count

% within size

% within employee
relations

Count

% within size

% within employee
relations

Not Performed Performed Total
10 12 22
45,5% 54,5% 100,0%
9,1% 13,3% 11,0%
38 10 48
79,2% 20,8% 100,0%
34,5% 11,1% 24,0%
62 68 130
47,7% 52,3% 100,0%
56,4% 75,6% 65,0%
110 90 200
55,0% 45,0% 100,0%
100,0% 100,0% 100,0%

Spearman rho= .16, p < .05, Chi-Square= 14.94, p <.001
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APPENDIX C

CORRELATIONS AMONG HRM FUNCTIONS
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APPENDIX D

CROSSTAB ANALYSIS (ORGANIZATION SIZE BY JOB ANALYSIS

METHODS)
Observation
Not Performed Total
Performed
SIZE ~ Small Count 13 9 22
% within size 59.1% 40.9% 100.0%
% within 12.1% 9.7% 11.0%
observation
% of Total 6.5% 4.5% 11.0%
Medium Count 22 26 48
% within size 45.8% 54.2% 100.0%
% within 20.6% 28.0% 24.0%
observation
% of Total 11.0% 13.0% 24.0%
Large Count 72 58 130
% within size 55.4% 44.6% 100.0%
% within 67.3% 62.4% 65.0%
observation
% of Total 36.0% 29.0% 65.0%
Total Count 107 93 200
% within size 53.5% 46.5% 100.0%
% within 100.0% 100.0% 100.0%
observation
% of Total 53.5% 46.5% 100.0%

Spearman rho= -.04, p > .05, Chi-Square= 1.60, p > .05
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Employee Interview

Not Performed Total
Performed
SIZE Small Count 12 10 22
% within size 54.5% 45.5% 100.0%
% within employee 15.0% 8.3% 11.0%
interview
% of Total 6.0% 5.0% 11.0%
Medium Count 22 26 48
% within size 45.8% 54.2% 100.0%
% within employee 27.5% 21.7% 24.0%
interview
% of Total 11.0% 13.0% 24.0%
Large Count 46 84 130
% within size 35.4% 64.6% 100.0%
% within employee 57.5% 70.0% 65.0%
interview
% of Total 23.0% 42.0% 65.0%
Total Count 80 120 200
% within size 40.0% 60.0% 100.0%
% within employee 100.0% 100.0% 100.0%
interview
% of Total 40.0% 60.0% 100.0%
Spearman rho= .14, p > .05, Chi-Square= 3.77, p > .05
Questionnaire
Not Performed Performed Total
SIZE Small Count 14 8 22
% within size 63.6% 36.4% 100.0%
% within 10.4% 12.3% 11.0%
questionnaire
% of Total 7.0% 4.0% 11.0%
Medium Count 34 14 48
% within size 70.8% 29.2% 100.0%
% within 25.2% 21.5% 24.0%
questionnaire
% of Total 17.0% 7.0% 24.0%
Large Count 87 43 130
% within size 66.9% 33.1% 100.0%
% within 64.4% 66.2% 65.0%
questionnaire
% of Total 43.5% 21.5% 65.0%
Total Count 135 65 200
% within size 67.5% 32.5% 100.0%
% within 100.0% 100.0% 100.0%
questionnaire
% of Total 67.5% 32.5% 100.0%

Spearman rho= .01, p > .05, Chi-Square= .41, p > .05

Specialist Sample
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Not Performed Total

Performed
SIZE ~ Smalll Count 17 5 22
% within size 77.3% 22.7% 100.0%
% within Specialist 12.7% 7.6% 11.0%
sample
% of Total 8.5% 2.5% 11.0%
Medium Count 34 14 48
% within size 70.8% 29.2% 100.0%
% within Specialist 25.4% 21.2% 24.0%
sample
% of Total 17.0% 7.0% 24.0%
Large Count 83 47 130
% within size 63.8% 36.2% 100.0%
% within Specialist 61.9% 71.2% 65.0%
sample
% of Total 41.5% 23.5% 65.0%
Total Count 134 66 200
% within size 67.0% 33.0% 100.0%
% within Specialist 100.0% 100.0% 100.0%
sample
% of Total 67.0% 33.0% 100.0%

Spearman rho= .10, p > .05, Chi-Square= 1.95, p > .05

JA Form
Not Performed Total
Performed

SIZE Small Count 17 5 22
% within size 77.3% 22.7% 100.0%
% within JA form 12.0% 8.6% 11.0%
% of Total 8.5% 2.5% 11.0%

Medium Count 38 10 48
% within size 79.2% 20.8% 100.0%
% within JA form 26.8% 17.2% 24.0%
% of Total 19.0% 5.0% 24.0%

Large Count 87 43 130
% within size 66.9% 33.1% 100.0%
% within JA form 61.3% 74.1% 65.0%
% of Total 43.5% 21.5% 65.0%

Total Count 142 58 200
% within size 71.0% 29.0% 100.0%
% within JA form 100.0% 100.0% 100.0%
% of Total 71.0% 29.0% 100.0%

Spearman rho= .12, p > .05, Chi-Square= 3.03, p > .05
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APPENDIX E

CORRELATIONS AMONG HRM FUNCTIONS IN WHICH RESULTS OF

JOB ANALYSIS WERE USED
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APPENDIX F

CROSSTAB ANALYSIS (ORGANIZATION SIZE BY METHODS USED TO

SELECT MANAGERS)
Interview
Not Performed Total
Performed
SIZE Small  Count 5 17 22
% within size 22.7% 77.3% 100.0%
% within 16.7% 10.0% 11.0%
interview
% of Total 2.5% 8.5% 11.0%
Medium Count 2 46 48
% within size 4.2% 95.8% 100.0%
% within 6.7% 27.1% 24.0%
interview
% of Total 1.0% 23.0% 24.0%
Large Count 23 107 130
% within size 17.7% 82.3% 100.0%
% within 76.7% 62.9% 65.0%
interview
% of Total 11.5% 53.5% 65.0%
Total Count 30 170 200
% within size 15.0% 85.0% 100.0%
% within 100.0% 100.0% 100.0%
interview
% of Total 15.0% 85.0% 100.0%

Spearman rho=-.07, p > .05, Chi-Square= 6.19, p <.05
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Personality Tests

Not Performed Performed Total
SIZE Small Count 13 9 22
% within size 59.1% 40.9% 100.0%
% within personality 10.4% 12.0% 11.0%
tests
% of Total 6.5% 4.5% 11.0%
Medium Count 26 22 48
% within size 54.2% 45.8% 100.0%
% within personality 20.8% 29.3% 24.0%
tests
% of Total 13.0% 11.0% 24.0%
Large Count 86 44 130
% within size 66.2% 33.8% 100.0%
% within personality 68.8% 58.7% 65.0%
tests
% of Total 43.0% 22.0% 65.0%
Total Count 125 75 200
% within size 62.5% 37.5% 100.0%
% within personality 100.0% 100.0% 100.0%
and interest
inventories
% of Total 62.5% 37.5% 100.0%
Spearman rho=-.10, p > .05, Chi-Square=2.27, p > .05
References
Not Performed Performed Total
SIZE Small Count 9 13 22
% within size 40.9% 59.1% 100.0%
% within references 12.9% 10.0% 11.0%
% of Total 4.5% 6.5% 11.0%
Medium Count 21 27 48
% within size 43.8% 56.3% 100.0%
% within references 30.0% 20.8% 24.0%
% of Total 10.5% 13.5% 24.0%
Large Count 40 90 130
% within size 30.8% 69.2% 100.0%
% within references 57.1% 69.2% 65.0%
% of Total 20.0% 45.0% 65.0%
Total Count 70 130 200
% within size 35.0% 65.0% 100.0%
% within references 100.0% 100.0% 100.0%
% of Total 35.0% 65.0% 100.0%

Spearman rho= .12, p > .05, Chi-Square=2.98, p > .05

172



APPENDIX G

CROSSTAB ANALYSIS (ORGANIZATION SIZE BY METHODS USED TO

SELECT NON MANAGERS)
Interview
Not performed  Performed Total
SIZE Small Count 2 20 22
% within size 9.1% 90.9% 100.0%
% within interview 13.3% 10.8% 11.0%
% of Total 1.0% 10.0% 11.0%
Medium Count 4 44 48
% within size 8.3% 91.7% 100.0%
% within interview 26.7% 23.8% 24.0%
% of Total 2.0% 22.0% 24.0%
Large Count 9 121 130
% within size 6.9% 93.1% 100.0%
% within interview 60.0% 65.4% 65.0%
% of Total 4.5% 60.5% 65.0%
Total Count 15 185 200
% within size 7.5% 92.5% 100.0%
% within interview 100.0% 100.0% 100.0%
% of Total 7.5% 92.5% 100.0%

Spearman rho= .03, p > .05, Chi-Square= .19, p > .05
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Personality Tests

Not Performed Performed Total

SIZE Small Count 13 9 22
% within size 59.1% 40.9% 100.0%
% within personality 11.1% 10.8% 11.0%
tests
% of Total 6.5% 4.5% 11.0%
Medium Count 28 20 48
% within size 58.3% 41.7% 100.0%
% within personality 23.9% 24.1% 24.0%
tests
% of Total 14.0% 10.0% 24.0%
Large Count 76 54 130
% within size 58.5% 41.5% 100.0%
% within personality 65.0% 65.1% 65.0%
tests
% of Total 38.0% 27.0% 65.0%
Total Count 117 83 200
% within size 58.5% 41.5% 100.0%
% within personality 100.0% 100.0% 100.0%
tests
% of Total 58.5% 41.5% 100.0%
Spearman rho=.002, p > .05, Chi-Square= .004, p > .05
References
Not Performed  Performed Total
SIZE Small Count 10 12 22
% within size 45.5% 54.5% 100.0%
% within references 16.1% 8.7% 11.0%
% of Total 5.0% 6.0% 11.0%
Medium Count 17 31 48
% within size 35.4% 64.6% 100.0%
% within references 27.4% 22.5% 24.0%
% of Total 8.5% 15.5% 24.0%
Large Count 35 95 130
% within size 26.9% 73.1% 100.0%
% within references 56.5% 68.8% 65.0%
% of Total 17.5% 47.5% 65.0%
Total Count 62 138 200
% within size 31.0% 69.0% 100.0%
% within references 100.0% 100.0% 100.0%
% of Total 31.0% 69.0% 100.0%

Spearman rho= .13, p > .05, Chi-Square= 3.60, p > .05
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APPENDIX H

CROSSTAB ANALYSIS (ORGANIZATION SIZE BY KINDS OF

INTERVIEWS)

One to One Interview

Not Performed Performed Total
SIZE Small Count 3 19 22
% within size 13.6% 86.4% 100.0%
% within one to 10.7% 11.0% 11.0%
one interview
% of Total 1.5% 9.5% 11.0%
Medium Count 4 44 48
% within size 8.3% 91.7% 100.0%
% within one to 14.3% 25.6% 24.0%
one interview
% of Total 2.0% 22.0% 24.0%
Large Count 21 109 130
% within size 16.2% 83.8% 100.0%
% within one to 75.0% 63.4% 65.0%
one interview
% of Total 10.5% 54.5% 65.0%
Total Count 28 172 200
% within size 14.0% 86.0% 100.0%
% within one to 100.0% 100.0% 100.0%
one interview
% of Total 14.0% 86.0% 100.0%

Spearman rho= -.08, p > .05, Chi-Square= 1.78, p > .05
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Panel Interview

Not Performed Performed Total
SIZESmall Count 9 13 22
% within size 40.9% 59.1% 100.0%
% within panel interview 9.4% 12.5% 11.0%
% of Total 4.5% 6.5% 11.0%
Medium Count 22 26 48
% within size 45.8% 54.2% 100.0%
% within panel interview 22.9% 25.0% 24.0%
% of Total 11.0% 13.0% 24.0%
Large Count 65 65 130
% within size 50.0% 50.0% 100.0%
% within panel interview 67.7% 62.5% 65.0%
% of Total 32.5% 32.5% 65.0%
Total Count 96 104 200
% within size 48.0% 52.0% 100.0%
% within panel interview  100.0% 100.0% 100.0%
% of Total 48.0% 52.0% 100.0%
Spearman rho=-.06, p > .05, Chi-Square= .74, p > .05
Structured Interview
Not Performed Total
Performed
SIZE Small Count 18 4 22
% within size 81.8% 18.2% 100.0%
% within structured 11.8% 8.3% 11.0%
interview
% of Total 9.0% 2.0% 11.0%
Medium Count 43 5 48
% within size 89.6% 10.4% 100.0%
% within structured 28.3% 10.4% 24.0%
interview
% of Total 21.5% 2.5% 24.0%
Large Count 91 39 130
% within size 70.0% 30.0% 100.0%
% within structured 59.9% 81.3% 65.0%
interview
% of Total 45.5% 19.5% 65.0%
Total Count 152 48 200
% within size 76.0% 24.0% 100.0%
% within structured 100.0% 100.0% 100.0%
interview
% of Total 76.0% 24.0% 100.0%

Spearman rho= .18, p <.05, Chi-Square= 7.83, p < .05
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Unstructured Interview

SIZE

Total

Small

Medium

Large

Count

% within size

% within unstructured
interview

% of Total

Count

% within size

% within unstructured
interview

% of Total

Count

% within size

% within unstructured
interview

% of Total

Count

% within size

% within unstructured
interview

% of Total

Not Performed Total
Performed

20 2 22
90.9% 9.1% 100.0%
11.8% 6.5% 11.0%
10.0% 1.0% 11.0%

44 4 48
91.7% 8.3% 100.0%
26.0% 12.9% 24.0%
22.0% 2.0% 24.0%

105 25 130
80.8% 19.2% 100.0%
62.1% 80.6% 65.0%
52.5% 12.5% 65.0%

169 31 200
84.5% 15.5% 100.0%
100.0% 100.0% 100.0%
84.5% 15.5% 100.0%

Spearman rho= .14, p > .05, Chi-Square= 3.95, p > .05
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APPENDIX I

CORRELATIONS AMONG METHODS OF ORIENTATION PROGRAMS

Conferences/

Brochures/ Group

Handbooks  Meetings  Visual Techniques  Trips
Conferences/Group
Meetings 23%E
Visual Techniques A4 28%*
Trips 47 .20 34
Orientation by
Managers 46 A5 24 .61

*p< .05, **p< .01
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APPENDIX J

CORRELATIONS AMONG THE POSITIONS THAT ORIENTATION

PROGRAMS WERE APPLIED FOR

Middle
First Level Level High Level Non- Blue
Managers Managers Managers managers Collar MT
Middle Level
Managers 62%*
High Level
Managers A45%* S48
Non-
managers 43 37 .24
Blue Collar 38%* 36%* 30%* A1
MT A46%* ATH* 31 49 A49H*
Interns .01 A1 .07 .09 .05 13

*p< .05, **p<.01
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APPENDIX K

CROSSTAB ANALYSIS (ORGANIZATION SIZE BY TRAINING

METHODS)
Lecture
Not Performed Performed Total

SIZESmall Count 10 12 22
% within size 45.5% 54.5% 100.0%
% within lecture 17.5% 8.4% 11.0%
% of Total 5.0% 6.0% 11.0%

Medium Count 15 33 48
% within size 31.3% 68.8% 100.0%
% within lecture 26.3% 23.1% 24.0%
% of Total 7.5% 16.5% 24.0%

Large Count 32 98 130
% within size 24.6% 75.4% 100.0%
% within lecture 56.1% 68.5% 65.0%
% of Total 16.0% 49.0% 65.0%

Total Count 57 143 200
% within size 28.5% 71.5% 100.0%
% within lecture 100.0% 100.0% 100.0%
% of Total 28.5% 71.5% 100.0%

Spearman rho= .13, p > .05, Chi-Square= 4.24, p > .05
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On the Job Training

Not Performed Performed Total

SIZE Small  Count 7 15 22
% within size 31.8% 68.2% 100.0%
% within on the job training  12.7% 10.3% 11.0%
% of Total 3.5% 7.5% 11.0%
Medium Count 16 32 48
% within size 33.3% 66.7% 100.0%
% within on the job training  29.1% 22.1% 24.0%
% of Total 8.0% 16.0% 24.0%
Large Count 32 98 130
% within size 24.6% 75.4% 100.0%
% within on the job training  58.2% 67.6% 65.0%
% of Total 16.0% 49.0% 65.0%
Total Count 55 145 200
% within size 27.5% 72.5% 100.0%
% within on the job training  100.0% 100.0% 100.0%
% of Total 27.5% 72.5% 100.0%

Spearman rho= .08, p > .05, Chi-Square= 1.57, p > .05
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APPENDIX L

CORRELATIONS AMONG METHODS OF NEED ANALYSIS

Questionnaires Interview  PA Results AC
Interview - 28%*
PA Results .05 -.15%
AC -.07 .05 -22%*
Manager
Suggestions -.09 -.06 -.15% -.066

*p<.05, **p<.01
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APPENDIX M

CORRELATIONS AMONG METHODS OF PERFORMANCE APPRAISAL
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APPENDIX N

CROSSTAB ANALYSIS (ORGANIZATION SIZE BY PERFORMANCE

APPRAISAL METHODS)
Rank Order
Not Performed Performed Total
SIZE Small Count 17 5 22
% within size 77.3% 22.7% 100.0%
% within rank order 11.5% 9.6% 11.0%
% of Total 8.5% 2.5% 11.0%
Medium Count 31 17 48
% within size 64.6% 35.4% 100.0%
% within rank order 20.9% 32.7% 24.0%
% of Total 15.5% 8.5% 24.0%
Large Count 100 30 130
% within size 76.9% 23.1% 100.0%
% within rank order 67.6% 57.7% 65.0%
% of Total 50.0% 15.0% 65.0%
Total Count 148 52 200
% within size 74.0% 26.0% 100.0%
% within rank order 100.0% 100.0% 100.0%
% of Total 74.0% 26.0% 100.0%
Spearman rho=-.07, p > .05, Chi-Square=2.91, p > .05
Forced Distribution
Not Performed Performed  Total
SIZE Small Count 20 2 22
% within size 90.9% 9.1% 100.0%
% within forced distribution 11.4% 8.0% 11.0%
% of Total 10.0% 1.0% 11.0%
Medium Count 41 7 48
% within size 85.4% 14.6% 100.0%
% within forced distribution 23.4% 28.0% 24.0%
% of Total 20.5% 3.5% 24.0%
Large Count 114 16 130
% within size 87.7% 12.3% 100.0%
% within forced distribution 65.1% 64.0% 65.0%
% of Total 57.0% 8.0% 65.0%
Total Count 175 25 200
% within size 87.5% 12.5% 100.0%
% within forced distribution 100.0% 100.0% 100.0%
% of Total 87.5% 12.5% 100.0%

Spearman rho=.001, p > .05, Chi-Square= .43, p > .05
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Graphic Rating

SIZE

Total

Small

Medium

Large

Count

% within size

% within graphic rating
% of Total

Count

% within size

% within graphic rating
% of Total

Count

% within size

% within graphic rating
% of Total

Count

% within size

% within graphic rating
% of Total

Not Performed Performed Total
21 1 22
95.5% 4.5% 100.0%
12.2% 3.6% 11.0%
10.5% 5% 11.0%
40 8 48
83.3% 16.7% 100.0%
23.3% 28.6% 24.0%
20.0% 4.0% 24.0%
111 19 130
85.4% 14.6% 100.0%
64.5% 67.9% 65.0%
55.5% 9.5% 65.0%
172 28 200
86.0% 14.0% 100.0%
100.0% 100.0% 100.0%
86.0% 14.0% 100.0%

Spearman rho= .04, p > .05, Chi-Square= 1.96, p > .05
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APPENDIX O

CORRELATIONS AMONG THE FUNCTIONS IN WHICH

PERFORMANCE RESULTS WERE USED

Training
Compensation and Benefits  Career Planning Needs
Career
Planning S0%*
Training
Needs 60%** S2%*
Reward
Management 37k A1 30%**

*p< .05, ¥*p<.01
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APPENDIX P
CORRELATIONS AMONG ASSESSORS OF EMPLOYEE
PERFORMANCE
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APPENDIX Q

CROSSTAB ANALYSIS (ORGANIZATION SIZE BY CAREER

DEVELOPMENT ACTIVITIES)

Job Rotation

Not Performed Performed Total

SIZESmall Count 17 5 22
% within size 77.3% 22.7%  100.0%
% within job rotation 12.1% 8.3% 11.0%
% of Total 8.5% 2.5% 11.0%
Medium Count 38 10 48
% within size 79.2% 20.8% 100.0%
% within job rotation 27.1% 16.7%  24.0%
% of Total 19.0% 5.0% 24.0%
Large Count 85 45 130
% within size 65.4% 34.6% 100.0%
% within job rotation 60.7% 75.0%  65.0%
% of Total 42.5% 22.5%  65.0%
Total Count 140 60 200
% within size 70.0% 30.0% 100.0%
% within job rotation 100.0% 100.0% 100.0%
% of Total 70.0% 30.0% 100.0%
Spearman rho= .13, p > .05, Chi-Square= 3.79, p > .05
Courses
Not Performed Performed Total
SIZESmall Count 16 6 22
% within size 72.7% 27.3% 100.0%
% within courses 12.5% 8.3% 11.0%
% of Total 8.0% 3.0% 11.0%
Medium Count 35 13 48
% within size 72.9% 27.1% 100.0%
% within courses 27.3% 18.1%  24.0%
% of Total 17.5% 6.5% 24.0%
Large Count 77 53 130
% within size 59.2% 40.8% 100.0%
% within courses 60.2% 73.6%  65.0%
% of Total 38.5% 26.5%  65.0%
Total Count 128 72 200
% within size 64.0% 36.0% 100.0%
% within courses 100.0% 100.0% 100.0%
% of Total 64.0% 36.0% 100.0%

Spearman rho= .13, p > .05, Chi-Square= 3.67, p > .05
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Seminars/Trainings

SIZE

Total

Small

Medium

Large

Count

% within size

% within seminars/trainings
% of Total

Count

% within size

% within seminars/trainings
% of Total

Count

% within size

% within seminars/trainings
% of Total

Count

% within size

% within seminars/trainings
% of Total

Not Performed Performed Total

15
68.2%
11.3%

7.5%

33
68.8%
24.8%
16.5%

85
65.4%
63.9%
42.5%

133
66.5%
100.0%
66.5%

7
31.8%
10.4%
3.5%
15
31.3%
22.4%
7.5%
45
34.6%
67.2%
22.5%
67
33.5%
100.0%
33.5%

22
100.0%
11.0%
11.0%
48
100.0%
24.0%
24.0%
130
100.0%
65.0%
65.0%
200
100.0%
100.0%
100.0%

Spearman rho= .03, p > .05, Chi-Square= .21, p > .05
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APPENDIX R

CORRELATIONS AMONG THE ACTIVITIES OF CAREER

DEVELOPMENT
Job Seminars/ Master
Rotation = Courses Trainings Work Groups  Programs
Courses 37
Seminars/
Trainings A48%* S59%*
Work
Groups 37%* 38%* 33k
Master
Programs 38%* 36%* 38* A1
Development
Centers 10 -.01 .09 -.06 10

*p<.05, *¥*p< .01
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APPENDIX S

CORRELATIONS AMONG THE INDIVIDUALS PERFORMING CAREER

PLANNING
Specialist In the Specialist Managers/
Firm Outside the Firm Supervisors
Specialist Outside the
Firm .01
Managers/Supervisors 25%* -.07
HRM Department .004 10 2%

*p< .05, **p<.01
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APPENDIX T

CORRELATIONS AMONG HUMAN RESOURCE PLANNING
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APPENDIX U

CORRELATIONS AMONG THE FACTORS THAT AFFECT SALARY

INCREMENT
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APPENDIX V
A ROLE IN MANAGERS’ SALARY INCREMENT
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APPENDIX W

CORRELATIONS AMONG THE FACTORS AND INDIVIDUALS

PLAYING A ROLE IN NON-MANAGERS’ SALARY INCREMENT
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APPENDIX X

CORRELATIONS AMONG MANAGERS’ BENEFITS
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APPENDIX 'Y
CORRELATIONS AMONG NON-MANAGERS’ BENEFITS
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APPENDIX Z

CORRELATIONS AMONG THE METHODS OF JOB EVALUATION

Job Ranking Job Grading Scoring
Job Grading 33%*
Scoring 16* 27*
Factor Comparison A7* A1 28%*

*p< .05, **p<.01
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