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Firmalarin da

Kisiligi Var!
Companies Also Have Character!

Firmalarin insan ve orgiit kiiltiirtinii kapsayan sosyal varliklarinin
paha bigilmez deger tasidigini belirten Dr. Selami Erarslan, sosyal
yapinin olusturulmasinda ortaya ¢ikacak problemlerin ne sekilde
minimize edilebilecegini anlatiyor.

The human and organizational culture of companies makes them
priceless social organisms, says Dr. Selami Erarslan. He tells how
problems can be minimized when the social structure is being formed.

[s siireclerinin, tam otomatik sistemler
dahil insansiz yirutiilmesi stiphesiz ki
miimkiin degil. Her firmanin, agirlikla
yoneticilerinin yonetim tarzlari ile
sistemlerinden olusan bir kisiligi, orgiit
kiiltiirii var. Bu nedenle, firmalarin
sosyal yapis1, maddi varliklar: kadar
biyiik 6nem tasiyor.

Grup Peryod Entegre Yonetim Bilgi
Sistemleri A.S. Yonetim Kurulu Bagkani
Dr. Selami Erarslan, orgiit kiiltiiriinii
“Bir kurumun igindeki anlayislarin,
islerin yapilis tarzinin, kurumun tazel
kisiliginin davraniglarinin, kurumun

i¢indeki ve disindaki kisilerce algilanigr”

olarak tanimliyor. Dr. Erarslan,
firmalarin insan ve 6rgiit kiiltiiriinden
olusan sosyal varliklarinin, degerini
belirleyemeyecegi en 6nemli varliklar
olduguna isaret ediyor.

Dr. Selami Erarslan, konuya 6rnek
olarak, bir siire 6nce Avrupa

Birligi projesi ¢ercevesinde, GTZ
(Deutsche Gesellschaft fiir Technische
Zusammenarbeit) tarafindan,
Kahramanmarag ve Malatyada
gergeklestirilen kapsamli caligmanin
sonuglarini veriyor. Dr. Erarslan,
baskanligin1 yiiriittiigi Anadolunun
Ekonomik Gelisim Projesi kapsaminda;
insaat, saglik, tekstil, gida ve ¢elik
mutfak esya sektorlerinin incelendigini
belirterek su aciklamalarda bulunuyor:

It is impossible for even fully automatic
business operations to survive without
humans. Every company has a systematic
character and an organizational culture
of its own, based on the management
style of its executives.

For this reason, the social structure
of companies is as important as their
financial assets.

Dr. Selami Erarslan, chairman of Grup
Peryod Entegre Yonetim Bilgi Sistemleri
A.S., says organizational culture is the
“understanding of the way work is done,
behavior of the corporate body and the
perception of those inside and outside the
company.”

He says that the social and
organizational culture is the priceless and
most important assets of a company.

As an example, Dr. Erarslan gives

the case of a recent -- The GTZ
(Deutsche Gesellschaft fiir Technische
Zusammenarbeit — German Asssociation
for Economic Cooperation), a European
Union (EU)-related project. He gives
the results of the comprehensive project
carried out in Kahramanmaras and
Malatya. Dr. Erarslan, who headed

the Anatolia’s Economic Development’
project, which studied the construction,
health, textiles, food, steel kitchenware
sectors, had this to say:



. Zayif Noktalar

“Ana bagliklary; Yonetim ve
Organizasyon, Pazarlama ve Satis,
Uretim ve Operasyonlar, Finansal
Planlama ve Harcamalarin Kontrolii
olan anket calismamizda, firmalarin
zayif noktalars; ‘kalifiye personel
bulamama, kurumsallagamama ve
finansman’ olarak belirlenmisti.
Konumuz olan sosyal varlikla ilgili
olarak, kalifiye personel bulamama
sadece Tiirkiyenin o bolgesine has
bir sonug olmayip, Tiirkiye genelinde
her boyut ve sektordeki firmanin
kargilastig1 tiirden bir sorundur.

Sosyal yapiy1 sosyal varliklar
olusturur. O halde firmanin sosyal
yapisini dogru olusturmast, yani
caliganini ve kiiltiirtint dogru
belirlemesi gerekir. Diiz mantikla
gidecek olur isek, sosyal bir varlik
olan insan yani ¢alisan ile ilgili bir
problem oldugu bellidir. Yapilacak
is ise problemi minimize etmektir.
Tamamen giderecegim diye
bakarsak aldaniriz.

Nasil minimize edecegiz sorusunun
ilk cevabi, ¢ekirdek (norm) kadro
olusturup siirekliligini saglamaktan
gecer. Firmalarin sosyal yapilarini
olustururken dikkat etmesi gereken
bir diger konu ise yoneticilerin

isin baslangicinda ¢ogunlukla
yanlis yiirtittitkleri su gorevdir: Bir
yonetici isin baglangicinda vizyon
ve stratejisi, biitcesi ve hedeflerine
bagli olarak yapacagi isi veya isleri
bir gemaya doker. Bu sema firmanin
yapisal organizasyon semasidir ve
oncelikli olarak sadece siirelere
bagli olarak olusturulur. Uzerinde
isimler yoktur. Siireci yiiriitecek
kisi veya kisiler belirlendikge de
kutucuklara kisiler yazilir. Burada
temel mantik; firma icerisindeki
stiregler, KPT'lar (Key Performance
Indicator-Anahtar Performans
Gostergesi), riskler ve diger
belirleyicileri 6ncelikli olarak
saptayarak, daha sonra ise bu isleri
yapacak insanlar1 belirlemektir. Yani
‘ekmegi ekmekgiye ver bir ekmek
de tiste ver’ soziiniin geregi yerine
getirilmelidir”

. The Weak Points

“In the survey we carried out, under
the main headings of Management
and Organization, Marketing and
Sales, Production and Operations,
Financial Planning and Spending
Control, we found that the weak
points of companies were ‘Inability
to find qualified personnel, failure
to institutionalize and financing. In
our topic of social assets, the lack
of qualified personnel isn’t just a
problem of companies in that region.
It is problem facing companies of
all sizes and all business segments
throughout Turkey.

The social structure is composed of
social beings. Therefore, the social
structure has to be built correctly.
In other words, one must select

the employees and determine the
corporate culture correctly. If we use
simple reasoning, obviously a problem
exists in humans who are social
beings. What must be done is to
minimize this problem. You would be
mistaken if we were to say we would
completely solve this problem.

To minimize the problem, we must
guaranty the durability of the initial
employee cadre. While companies
are forming their social structure,
they must also beware of a mistake
that managers often make at the
beginning: A manager prepares a
diagram scheme based on his vision
and strategy, within budgetary targets
and goals. This schematic diagram is
the structural organization map of the
company, and this is based on only
the priorities. There are no names
on the diagrams. As the persons are
determined who will carry out what
responsibilities, their names are
added to the boxes on the chart. The
main reasoning here are the company
procedures and operations. KPIs (Key
Performance Indicators) risks and
other determinants are prepared in
advance. This is followed by choosing
the persons who will carry out the
responsibilities. In short, as is said,
whatever salaries you are paying,
each job must be carried out by an
expert.
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. Problemlerin Minimizasyonu

Dr. Selami Erarslan, problemlerin minimize edilmesi
agisindan insan kaynaginin yonetimi siireglerini genel
cergevede su sekilde belirtiyor:

» Insan kaynaklar1 planlari, politikalar1 ve
stratejilerini gelistirme ve yonetme

» Ise alim, kaynak ve ¢aligan segimi

» Calisanlar1 egitme ve gelistirme

» Calisanlar1 6diillendirme ve elde tutma

» Calisanin yeniden yerlestirilmesi ve emekliligi

» Calisan bilgilerini yonetme (Raporlama)

Dr. Erarslan, sosyal yapinin diger bileseni olan Orgiit
Kiiltiri'niin, kabaca ytizde 70’inin igveren, geri kalaninin
ise ¢aliganlar tarafindan belirlendigi bir olgu olduguna
isaret ederek, “Yani sosyal yapinin temel bileseni olan
insan, kiltiiriin de olusmasinda bir faktordiir. Firmada
yanlis belirlenen insan kaynaklar1 politikalari, entegre
sistem igerisinde yapinin bozulmasina neden olacaktir.
Sonug olarak tiim firmalarin sosyal yapilarini dogru
olusturmak igin gerekli ¢aligmalar1 yapmalari sarttir”
diyor.

Fransiz Ve Alman
Calisan Farki

Globallesen diinyada sadece orgiit kiiltiiriinden
bahsetmenin yeterli olmayacagini kaydeden Dr. Selami
Erarslan, konunun uluslararasi ¢aligma kiltiiriine
dogru kaydigini vurguluyor. Ornek olarak bir Alman ile
bir Fransiz'mn ayni is yerinde ¢alisabilmek amaci ile 6zel
egitim aldiklarini ifade ediyor ve ¢alisma hayatindaki
karakteristik 6zelliklerini soyle belirtiyor:

Fransiz

Ayni anda ¢ok is (Polychronie)

Dikkat daginiklig

Yiiksek context

Cok agik ve net olmayan (implicit) iletigim
Insan merkezci

Subjektif

Alman

Ayni anda tek is (Monochronie)
Dikkat yogunlugu, odaklanma
Diisiik context

88 Acik ve net (explicit) iletisim
Konu merkezci
Objektif
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. Minimizing Problems

To minimize problems, Dr. Erarslan suggests that the
human resources management of the companies carry the
following:

» Develop human resources planning, policies and strategies
and management.

» Hiring, resources and employee determination.

» Training and development of employees.

» Give rewards to employees to keep them.

» Relocating employees and providing for retirement.

» Managing employees (Reporting).

Dr. Erarslan said that the organization’s culture, which

is the other part of the social structure of the company is
roughly 70% determined by the employer and remaining by
the employees. “The main component of the social structure
of a company, the human resource, is an important factor in
the building of corporate culture. Wrong human resources
policies will result in the breakdown of the integrated system
of a company. Every company needs to carry out work to
build its social structure,” he said.

Differences Between French
And German Employees

In a globalizing world, Dr. Erarslan says it isn’t sufficient
to discuss only organizational structure. The topic, he
stressed, has shifted to international work culture. For
instance, a German and a Frenchmen working together
are required to take special training programs to be

able to work at the same jobsite, he noted, and gave the
national characteristic of the two:

Frenchmen

Able to carry out several tasks at same time (Polychronic)
Lacking Concentration

High context

Not very open (implicit) communication

Human centered

Subjective

Alman

Able to carry out one task at a time (Monochronic)
Highly concentrated

Low context

Net (explicit) communication

Subject centered

Objective




