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lyi eleman, biinyede

nasil tutulur?

How to keep a good
employee?

[sletmelerin nitelikli eleman1 ise almasi kadar,
stirekliligi saglayarak biinyesinde tutabilmesi de
onem tastyor. Grup Peryod Baskani Selami
Erarslan, insan kaynaklarinin yeni kavrami
“Tutundurma Yonetimini anlatryor.

Finding and holding a quality employee at the
workplace are vital issties for companies. Dr.
Selami Erarslan, chairman of Grup Peryod,

describes the new concept “Employee
Retention” in human resources:

Stiphesiz ki her igletme nitelikli elemanlarla
calismay1 ister. Bu nedenledir ki bilimsel ise alim
yontemleri uygulamak durumundadir.

Uygun eleman segilerek ise alindiktan
sonra, biinyede tutundurma da insan
kaynaklarinin ayni élgiide 6nemli bir

konusunu olusturuyor.

Grup Peryod Entegre Yonetim Bilgi
Sistemleri A.S. Yonetim Kurulu Baskani
Dr. Selami Erarslan,

konuyla ilgili olarak “Firmalarda
tutundurma konusu, olduk¢a

yeni bir kavram olup kesinlikle

iirtin tutundurma faaliyetleri ile
karigtirllmamasi gerekir” diyor ve su
ornekle devam ediyor:

Without doubt, all companies

would like to work with quality
personnel. For this reason, all have to
apply a scientific approach.

After hiring the appropriate candidate,

becomes equally important for human

resources to keep that person in the

Ocak -

Subat company.
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A.S., says: “Employee retention is a relatively
new concept in human resources

and should not be mixed with consumer
product loyalty” He makes the

following suggestions:



“Emek - yogun olan turizm sektoriinde yer alan
konaklama firmalarinda, hizmeti satin alan misteri ile
hizmeti sunan ¢alisanin ig ice, yiiz yiize olmasindan
dolayu is giicii ve ozellikle de is tatmini bityiik 6nem
tagimaktadir. Ciinki, konaklama firmalarinda ¢alisanlarin
is tatmini, miisterinin memnuniyeti, hizmetin kalitesi

ve dolayisiyla da firmanin basarisina dogrudan etki
etmektedir. Bunu farkli sektorler icin de 6rnekleyebiliriz.
Ayrica devir hizinin yiiksek oldugu firmalarda
calisanlarin firmalarina baglanmasi ¢ok zordur. Ornegin,
devir hizinin yiiksek oldugu IT sektdriinde bu zorluk
yasanmaktadir. Bazi sektorler i¢in devir hizinin diisiik
olmasi ise ¢alisanlarin firmalarina bagli oldugu anlamina
da gelmez. Bu durum ¢ogu yoneticiyi yanls stratejilere
goturebilir”

. Hedef ve ilkeler

Dr. Selami Erarslan, tutundurma yonetimini taniminin,
Wisconsin Eyalet Hiikiimeti (2005) s Giicii Planlamast
Boliimi tarafindan “Calisanlarin ihtiyaclarina cevap
buldugu firmadaki politikay1 ve uygulamalari belirleyen,
isverenle birlikte calismaya devam etmelerini tesvik

eden bir ortam1 olusturmak ve bu ortami beslemek icin
isverenin sarf ettigi sistematik bir efor” olarak yapildigini
belirtiyor. Dr. Erarslan, David J. Forrest (1999) tarafindan
5 prensipte tanimlanan hedef ve ilkeleri ise su sekilde
belirtiyor:

“Her seyden 6nce ¢alisanlar takdir edildiklerini, degerli
olduklarini ve giivenildiklerini hissetmek isterler. kinci
prensip gelisimdir. Calisanlar, biiytime ve gelisim
planlarina katkida bulunduklar: firmalarinda kalmak
isterler. Uciincii prensip sorumluluklarin gogalmasidir.
Cogu insan yiikselmek ve herhangi bir seviyede, daha
yetkin ve daha sorumlu hissetmek ister. Dordiincii
prensip yonetici ile iyi bir iliskiye sahip olmaktir. Besinci
prensip basaridir. Degerli ve basarili olan ¢aligan igine
devam eder. Sonug olarak, bir firma kendi personelinden
glic, baglilik ve firmada kalma istegi bekler. Calisanlar
ise tutundurma yonetimininde etkinligini belirleyen, adil
muamele ve kisisel takdir beklerler”

. Internal and External Training

Dr. Erarslan, says employee retention management policies
were first put forward in 2005 by the U.S. Wisconsin State
Governments Workforce Planning Department.

“This is a systematic effort by employers to create and
foster an environment that encourages current employees to
remain with the same employer,” he says. Dr. Erarslan says
the target has five principles as proposed by David J. Forrest
in 1999 and these are:

“Before everything, employees need to feel they are
appreciated, valued and trusted. It is about respecting
people and their contributions to the company effort. The
second principle is development.

“In the labor-intensive tourism sector where companies
provide leisure services, the customer who buys the service
comes face to face with the employees who are providing the
service. For this reason, work satisfaction is very important
for the workforce. Work satisfaction for employees in
companies providing leisure services directly affects
customer satisfaction, service quality and the company’s
success. This example can be applied to different sectors

as well. Also in companies where the employee turnover
rate is high, it is difficult for employees to be bound and

be loyal to their companies. This is especially seen in the
IT sector, which faces difficulties. It also doesn’t mean that
in companies where there is low personnel turnover that
employees are loyal. This situation could lead to managers
choosing wrong strategies.”

Employees who participate in their own growth and
development plans are going to stay with the company
because they know their company wants more for them. The
next principle is growth in responsibility. Most people want
to grow and to feel more competent and more responsible,
at any level.

The fourth principle is a good relationship with the
manager. The fifth principle is success. The valued and
successful employee stays. The result is that a company
wants strength, and loyalty from its employees and the
desire to remain in the company. Then workers, on the
other hand, want just treatment and personal appreciation
under retention management.”
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. Yonetim Prosediirii

Dr. Selami Erarslan, 6 adimdan olugan tutundurma
y6netimi prosediiriine gore, personelin hedefinin ve
gergek ihtiyaglarinin belirlenmesi, personelin devir
hizi riski ve motivasyon / demotivasyon faktorlerinin
analizlerinin ardindan hedeflenen 6nlemlerin
tanimlanmasi gereginin altini giziyor. Dr. Erarslan,
6nlemlerin uygulanmasi konusunda ise su bilgileri
veriyor:

“Onlemler belirlenmeli ve net kurallar ¢ercevesinde
uygulanmalidir. Bu baglamda gegici tedbirler sadece
negatif kiiltiirel etki ile kisa vadeli basar1 elde etmeye
neden olur. Onlemler, kurum kiiltiiriine ve mevcut
yOnetim araci sistemine uygun olmalidir. Ornegin
degisken maas sistemi, performans 6l¢me sistemi
olmadan fazla bir anlam ifade etmez. Onlemlerin
uygulanmast dahili iletisimin egliginde olmalidir.
Ancak bu sekilde tutundurma yoneticisinin ¢abalar:
algilanabilir. Tutundurma y6netiminin politikalarinin
olusturulmasinda ve uygulamaya gecilmesinde sayg: ve
seffaflik dikkate alinmalidir”

. Basarinin Belirlenmesi

Dr. Erarslan, 6nlemlerin uygulamaya alinmasindan sonra
aktivitelerin bagarisinin belirlenmesi gerektigini belirterek
“Bu, tutundurma yonetimi stratejisinde belirlenen
hedefler ile sonuglari karsilagtirarak basarilabilir.
Belirlenen periyodun son bulmasi ve tutundurma
politikalarinin uygulanmasindan sonra yonetici,
hedeflerin ne 6l¢iide basarildigini kontrol edebilir.
Ornegin ele alinan hedef, stratejik olarak belirlenen
uygun personelin %80’inin

X zamaninda firmada
calisiyor olmasi ise
yonetici bu oranin X
zamaninda firmada
calisip caligmadigini
ve sinirin agilip
astlmadigini kontrol
edebilir. Bu rapor

ile yonetici yeni
onlemler tiiretebilir ve
tutundurma yonetimi
konsepti uygulamasi
hakkinda sonuglar1
¢izebilir. Tutundurma
yonetiminin basaris,
bir tarafta firmadaki
insan kaynaklari
yonetiminin bu projeyi
ne kadar basarili
yonettigine ve diger
tarafta tutundurma
yonetiminin
uygulamaya
almmasindaki

proje

yonetiminin
basarisina

baghdir” diyor.

. Management Procedure

Dr. Erarslan says retention management has six steps,
including procedures determining the targets and needs of
personnel, analysis of the fluctuation rate risk of the staff,
analyzing factors of motivation/demotivation of the reten-
tion group and identification of the targeted measures, and
measurement of the results. He says that in carrying out the
measures the following must be carried out:

“The measures have to be determined and carried out
under clear rules. In this context, temporary measures
will only have a negative cultural effect and will lead
into short term failure. The measures to be taken should
be appropriate to the corporate culture and existing
management systems. In a constantly changing salary
system, measuring performance has no meaning. The
application of the measures must be taken with internal
communication. Only through this method can the
retention managements efforts be understood. In preparing
and applying retention management policies, respect and
transparency have to be taken into account.”

. Determing success

After measures have been taken, Dr. Erarslan says, the
success of the activities have to be determined: “In retention
management strategy, results must be compared with the
initial objectives.

After the end of the defined period and after application
of the retention policies, the manager can check if the
objectives were achieved.

For example, if the objective
was that 80% of the defined
strategically relevant staff
should be in business at

time X, then the manager
can determine whether
this ratio was reached at
time X, and whether it
was exceeded or not
exceeded.

From this
statement the
manager can
derive new
measures and
draw conclusions
about the practice

of the concept
of retention
management.”



