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OZET

Calismanin amaci; g¢ahliganlarin ,iki farkli ydénetir
sisteminin (Japon ve Amerikan) degisik yoOnleri arasinda
yaptiklari  tercihi 6lgmemizi ve anlamamiz
saglayabilecek bir 6lgek gelistirmektir.

Her iki ybnetim sistemi incelendiginde, bu iki
sistemin , yapisal ve felsefik farklar go6sterdigi
anlagiimigtir.Bu farklar begs ana noktada toplanarak
Ozetlendi. Biri demografik , digeri tercih 6lgedi olmak
Uzere iki anket yardimi ile "demografik degiskenlere goére

tercihler" listelenmistir.



ABSTRACT

The purpose of the study is to develop a scale to
measure and understand the employees' preferences
between the different aspects of the two different
human resource management systems namely the
American (Western ) style management and the Japanese
style management.

After the analysis of the two management
systems , it is observed that these two systems have
quite different structures and philosophies. These
differences were resumed under five main points . Via
two questionnaires; one being the demographic and the
other testing the perceptual preferences of the subjects
between the two systems, a list of perception
preferences according to the demographic variables is

prepared.



PROBLEM FORMULATION AND

‘)@ﬁ@d 2

As the work of the economy becomes more

DEFINITION

intertwined with the subtle , fast moﬁving realms of
technology (including information processes, systems
and structures ) there is an ever greater demand for
employees who can handle change while maintaining
focus and commitment to targeted landfalls. In the
economy of the 1990s , opportunities and problems will
come so fast that there won't be time for executives to
work out each new strategic transaction in advance. In
many cases new job designs or processes will have to be
created immediately by the workers themselves. This
new way of working will require confidence,
collaboration and trust.

Developing and maintaining this level of
engagement requires career management practices that

are soundly based and well understood. New thinking
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about how people function at work must be put into
action . "High touch "(managing the psyche ) must
engender the same respect as "high tech "( managing the
process ). No set of mechanical work practices can
replace the inherent potential of a team of committed
individuals with the will to win and the vision to
generate quality work.

The first step in upgrading the career management
practices is to look beyond rhetoric and carefully
examine the underlying assumptions that define the
organization's relationship to its employees. In addition
one must test espoused beliefs against actual operating
practices. Most of the current difficulties grow out of a
conflict between human values and corporate financial
needs. Since human values are not reflected on ledger
sheets , they haven't received the amount of attention
they deserve. As a result the viability of the work force
has been eroded through disappointment, unfulfilled
expectations and callous management practices.

Successful companies will resolve the conflict

4



between these values and needs in a way that
demonstrates strong agreement and an aligned vision.
" (Jackson, Vitberg ; 1987 )

While trying to manage the "high touch "as well as
the "high tech " one should examine the nature and needs
of the workforce in order to adopt the right system of
human resource management. Chosing the right one among
the various  different human resource management
systems in the world, (we are interested in the
particular two of them in the scope of this study;namely
the American and the Japanese types) ,is quite an
important task and needs a good deal of research and
well understanding of common needs and values of the
workforce in question.

This study aims at finding out the differences
between these two management systems and conducting
a research to reveal the preferences of a sample group

work force between the two management systems.



PURPOSE OF THE STUDY
The general purpose of the study is to develop a
scale to measure and understand the employees'

preferences between the different aspects of American

and Japanese styles of human resource management.
More specifically ,the questionnaire aimed to
measure whether there is a relationship between the
demographic variables ( sex, age, tenure and educational
level ) and the preference of the two different styles of
management in five different aspects ( specialization,
life time employment, career planning, team work and
social integration ) of these two human resource

management systems.



INTRODUCTION AND LITERATURE

REVIEW

This chapter consists of theoretical foundations of
the American and Japanese type management systems
and a comparison between them :

Formal organizational career management
programs are increasingly a part of many firms’' overall
human resource strategies. Organizations often decide to
adopt such programs in the belief that they will be of
benefit to individual performance and development and
will increase employees’ commitment. (Granroses,
Portwood ;1987)

Today , an increasing number of personnel
departments see career planning as a viable way to meet
their internal staffing needs. Although this service may

be limited to managerial, professional and technical



employees because of available funds, ideally all
workers should be able to receive career planning.

When employers encourage career planning,
employees are more likely to set career goals and work
toward them. In turn these goals may motivate
employees to pursue further education, training and other
career development activities. These learning activities
then improve the value of employees to the organization
and give the personnel department a larger pool of
qualified applicants from which to fill internal job
openings.

Personnel departments should and increasingly do
take an active interest in employee career planning.
(Werther, Davis;1985) For example in one survey of 210
employees with career management programs , the
personnel department is responsible for this activity in
over 60 per cent of the cases. ( Walker, Gutteridge;1979)

Personnel departments often handle career
planning because their human resource plans indicate the

organization’s future employment needs and related
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career opportunities. In addition personnel experts are
more likely to be aware of traning and other
developmental opportunities . Of course individual
managers should also encourage career planning.
However if personnel specialists leave career planning to
managers, it may not get done. Not all managers take a
strong interest in their employees’ careers.

The involvement of personnel managers in career
planning has grown recently because of its benefits.
Here is a partial list of those benefits
:(Werther,Davis;1985)

a) Develops promotable employees : career
planning helps to develop internal supplies of
promotable talent.

b) Lowers turnover: the increased attention and
concern for individual career generate more
organizational loyalty.

c) Taps employee potential: career planning
encourages employees to tap more of their potential

abilities because they have specific career goals.

9



d) Furthers growth: career plans and goals
motivate employees to grow and develop.

e) Reduces hoarding : without career planning it is
easier for managers to hoard key subordinates. Career
planning causes employees , managers and the personnel
department to become aware of employee qualifications.

f) Satisfies employee needs: with less hoarding
and improved growth opportunities for employees, an
individual's esteem needs , such as recognition and
accomplishment are more readily satisfied.

g) Assists affirmative action plans: -career
planning can help members of protected groups prepare
for more important jobs. This preparation can contribute
to meeting affirmative action timetables.

In practice , personnel departments encourage
career planning through career education , information ,

counselling and management suppori.

CAREER EDUCATION: Many employees know very

little about career planning. Often they are unaware of

10



the need for and the advantages of career planning. And
once made aware , they often lack the necessary
information to plan their careers successfuly. Personnel
departments are suited to solve both of these
shortcomings, and they can increase employee awareness
through a variety of educational techniques. For example,
speeches, memoranda and position papers from top
executives stimulate employee interest at low cost to
the employer. If the executives communicate their belief.
in career planning, other managers are likely to do the
same. ( Werther, Davis; 1985)

Workshops and seminars on career planning
increase employee interest by pointing out the key
concepts associated with career planning. ( Bowen, Hall
1977)

INFORMATION ON CAREER PLANNING: Regardless of
the educational strategy the personnel department
selects, it should provide employees with other
information they need to plan their careers. ( Werther,

Davis ;1985) For example one research study showed that
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after being exposed to a career planning program,
employees had a significantly increased knowledge of
how to initiate a career change. ( Eng , Gottsdanker ;
1979 )

CAREER COUNSELLING: To help employees establish
career goals and find appopriate career paths , some
personnel departments offer career counselling. The
career counsellor may simply be someone who listens to
the employee’s interests and provides the specific job
related information {( Gambill; 1979 ) Or the counselor
may help employees uncover their interests by
administering and interpreting aptitudes and skills tests.
( Werther, Davis 1985)

MANAGEMENT SUPPORT

Efforts by the personnel department to encourage
career development have little impact unless supported
by managers. Commitment by top management is crucial.
Without it middle level managers may show much less
support of their subordinates’ career concerns. This

commitment must go beyond mere permission ; Top
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management must lead through example by taking an
active interest in the career plans of middle level
managers. Many North American and European managers
do not have a tradition of giving meaningful peer
recognition to those who voluntarily support employee
development , but such recognition is common among

managers in Japan. (Werther, Davis ;1985)
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A DIFFERENT APPROACH: CAREER DEVELOPMENT IN
A JAPANESE STYLE MANAGED FIRM

It is true : Japanese companies really are
different, and training and development play an
important role in that difference. ( Stern, Muta ; 1990 )

The sole natural resource which Japan has at her
disposal is her people. With just 2.6 per cent of the
world's population and 0.1 per cent of its inhabitable
area she generates 10 per cent of the world’s economic
value. ( Stern, Muta;1990 )

A very important feature of Japanese
organizations is their development of individual careers.
This is a system contrasting with the western system of
specialization; giving employees an organization-wide
knowledge about all the activities in that particular
firm.

In a Japanese style human resource management

system the typical career path of a new employee who's
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just out of the university would be as follows. He enters
in a management trainee position in a bank. He will spend
perhaps a year just meeting people and learning his way
around while working on various assignments. Then he
will be sent out to a branch to learn bank operations ,
including working with tellers and managing the flow of
information , paper and people. From there he will be
brought back into headquarters to learn commercial
banking, then back out to yet another branch to make
small consumer loans .From there he may come again to
headquarters, this time to a position in the personnel
department ; an important activity he must be familiar
wijh. At about this time ten years will have passed he
will gain his first major promotion ( may be a section
chief_ ) In this capacity he will move to another branch in
charge of a new business and then once more again to the
headquarters with again a different task. By the time he
reaches the peak of his career he will be an expert in
taking every function , every specialty and every office

of the bank and knitting them together into one
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integrated whole . (Ouchi;1987)

The typical Japanese bank will not have an expert
with a detailed knowledge about one industry. That is a
weakness of the Japanese system of life-long job
rotation . However when it comes time to achieve
coordination across functions, the Japanese form has
advantages. When coordination is necessary , a high level
of cooperation exists because every employee knows he
will continue through his career to move between
functions and offices. So the person from another
department who is asking for assistance today may be
the person who will be his coworker or even the superior
tomorrow. That provides an incentive for taking a broad,
organization-wide point of view and for cooperating with
everyone.

It is highly likely that when people spend their
entire careers within one specialty like Western model,
they tend to develop subgoals devoted to that specialty
rather than to the whole firm and the quality of

cooperation decreases. ( Ouchi ;1987 )
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In the west, people conduct their careers between
organizations but within a single specialty
Specialization involves breaking jobs into their finest
components ( as suggested by Taylor and his disciples).
Task specialization has six clearly recognizable
advantages; (Strauss,Sayles;1972)

a)lt reduces training costs; for a worker learns
more quickly when he concentrates on a single function.

b)It avoids the waste of time involved in shifting a
man from one kind of job to another and enables each man
fully to develop his skills for a particular job.

c)lt makes unnecessary the dublication of
equipment that would otherwise be used on only a part
time basis.

d)It enables the company to purchase more
specialized equipment.

e)lt simplifies the problem of developing job
controls.

f)It reduces the wage costs by making it possible

to hire less skilled workers.
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Managers sometimes believe they can get
something for nothing. They can get the advantages of
increased specialization by dividing up more complex
jobs into simpler jobs. But they ignore the possibility
that the problems of coordination so created may more
than outweigh the advantages gained.
(Strauss,Sayles;1972 )

In Japanese model however , people conduct their
specialties between specialties but within a single
organization. In the West, transfers among different
organizations is much more frequent and a specialist
moving from one company to another can be working
effectively within five days. Full productivity takes
longer but contributions begin right away. In Japan it is
difficult to take a worker from one company to another
and expect him to be fully productive , since Japanese do
not specialize only in a technical field , they also
specialize in an organization in learning how to make a
specific, unique business operate as well as it possibly

can. (Ouchi; 1987 )
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The term shushin koyou is used in Japan to
describe an ideal employment condition , one that could
last for a long time ; lifetime employment. It is clear
that Japanese workers change jobs less often than
U.S.workers. The expectations of many Japanese workers
that they should and will work for the same company for
a long time guides their action at work. Among U.S.
employers and workers on the other hand, movement
between companies is often a sign of healthy growth for
both the employee and the company. ( Stern, Muta ; 1990 )

One effect of lifelong job rotation of Japanese
style management is employer incentives to develop the
skills and the commitment of their employees. The notion
of lifetime employment cuts down on worker
restlessness and insecurity and creates an atmosphere of
cooperation and harmony from the corporate viewpoint,
lifetime employment provides a rationale for the
training of new employees. This makes sense only if it is

assumed that trainees will be more or less permenent
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employees. ( Hasegawa ; 1983 ) In The U.S. employers are
reluctant to invest in employees in new technical skills
because the skilled employee can easily find another
employer , taking along all that investment
Consequently companies in the U.S.A. do much less
training than they could. ( Ouchi ; 1987 )

In the West , orientation programs attempt to
create a favorable impression of the organization and
provide more specific information about the tasks of the
job and its relationships to the organization as a whole.
These activities are becoming increasingly important
because of high voluntary turnover of new employees .
Turnover results in lost investments in training and
increased expenses in recruiting and selecting
replacements. (Holley, Jennings; 1987 )

In the lifetime employment system, employees
along with management, firmly believe in the principle
of lifetime belonging , so newly hired personnel naturally
acquire a strong feeling of belonging and commitment to

their company.
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A Japanese company committed to lifetime
employment will go to great lengths to build loyalty
among its employees by ensuring fair and humane
treatment . In the U.S.A. by comparison, an alienated ,
disgruntled employee can be laid off during the next
downswing of the business cycle and thus represents
only a short term burden to the employer. The problem is
purely one. of incentives. People committed to long term
relationships with one another have strong commitments
to behave responsively and equitably towards one
another.

The Japanese understand that even a manager of
good intentions can do no more than respond to the
objectives that seem to him right and proper. Inevitably
managers in large organizations develop local objectives,
that further the performance of their local operation ;
but that could lead them away in directions not best for
the firm as a whole . In case of selecting people for job
tranfers and promotions through their career paths , the

problem of local objectives is crystallized. Typically,
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the decision on whether or not to move an employee to a
new position is influenced most heavily by a
consultation between the candidate and an immediate
superior. Typically the employee hés been performing
well and is being considered for a new challenge. This
will often turn out to be a very similar position in the
same department or division. After all,this person’s
skills are needed for the success of the department. A
raise and promotion recognize and rewards the
performance. This inescapable but local reasoning leads
invariably to a narrow specialization of talents. The
Japanese ,understanding the power of local objectives,
have removed the job assignment decision from local
managers and have put all such decisions under the
purview of personnel department. To enforce broader
corporate objectives in the face of local objections |,
personnel becomes the most potent force within the
organization , capable of overruling even a division head
who wants to keep the best talent right where it is . Here

neither the employee nor his boss can exercise their
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first choice . Clearly such a system must contain strong
safequards against the abuse of such centralized power,
or else the organization ultimately decays and iis
employees will be mistreated.

The Japanese and the American approaches to
career development have both succedeed . Each has its
own peculiar strengths and weaknesses. The great
strength of the American approach lies in the capacity to
organize its specialized workers into a coordinated
workforce. Each worker can perform a specialty in any
work setting and thus can move from one city to another
and from one employer to another with ease. This
innovation made widespread industrial production
possible . Industrial production can succeed only if
technical experts can be brought together in a
coordinated fashion. In the highly mobile society of
today, production would never advance rapidly if each
company employed a unique set of skills and a different
kind of worker. Every company would be spending so

much time teaching its methods that the productivity
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would be dismal. Given specialization and
professionalization , workers can be nomads committed
for a lifetime to their profession but loyal to no one
employer.

The weaknesses of the American form is that
workers can never be intimately integrated with one
another.They can achieve a loose coupling of effort ; they
can coordinate so long as there is no call for
understanding of anything beyond their own specialty. If
the right specialties can be put together, then the
structure will work. But if the production process
requires that each specialist modify goals or talents or
develop a unique set of skills , then this approach is
unlikely to succeed.

This company based orientation and the mode of
formation away from specialization in the Japanese
style managed firms leads to more concrete and
centrally determined career paths. ( Ouchi ; 1987 )

According to the individual perspective of the

American type personnel management, people have some
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degree of control over their destiny and can manipulate
opportunities in order to maximize career success and
satisfaction. Human resource activities should recognize
career stages and assist employees with the
developmental tasks faced at each stage. Planning is
important because the consequences of career success or
failure are closely linked with the individual's self
concept and identity as well as career and life
satisfaction. A study of one group of employees revealed
five factors which they concern in common:

a) Career Equity : Employees want to perceive
equity in the organization's performance and promotion
system with respect to career advancement
opportunities.

b) Supervisory Concern : Employees want their
supervisors to play an active role in career development
and to provide timely performance feedback.

c) Awareness of opportunities : Employees want
knowledge of the career opportunities that exist in their

organization.
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d) Employee Interest : Employees need differen:c
amount of information and have different degrees of
interest in career advancement depending on a variety of
factors.

e) Career Satisfaction : Employees depending on
their age and occupation, have different levels of career
satisfaction. ( Rottenbach ; 1982 )

Another perspective prevailing in the American
type firms is the organizational perspective which
stresses , like the Japanese model , the needs of the
organization when allocating human resources. From this
perspective , career is something that is not simply left
to employees ,instead it may be managed by the
organization in order to ensure the efficient allocation
of human and capital resources. But still the starting
point for this perspective is the determination of what
career sequences and rates of mobility are present in an
organization. ( Rowland, Ferris ; 1989) In a study by J.
Walker, a ftraditional career path within a group of

engineering positions in a major oil company was
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introduced pointing a particular career path for each
occupational group within the firm. This created an
impression among engineers that career opportunities
were quite restricted. There has been resulting turnover
and expressed dissatisfaction among young engineers
(Walker ; 1976 ) . Generally speaking for the western
labor market ; the mobility within one firm and that
among different firms largely depends on economic
conditions. The demand for organizational products is
likely to increase the demand for labor within the
organization , which in turn increases vacancies and the
rate of movement within the career sequence. Labor
market may also have a strong impact. When a large
number of jobs are available in the economy, people are
more likely to consider to quitting their present job
which creates opportunities within the system
increasing the overall rate of mobility. Economic
recessions also effect the labor market and as far as the
labor unions allow , lay-offs are generally seen as a way

out by the employer. ( Anderson, Milkowitch ; 1980 and
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Stoikov , Raimon ; 1968 ) But in the Japanese system ,
workers naturally consider business fluctuations to be
forces beyond their control. Since they are not
personally responsible for recessions they feel it unfair
that they should loose their j;)bs at the first sign of
trouble. The Japanese system lessens these fears. A
company in distress will exhaust every alternative
before resorting to layoffs . First, management will
make large scale reductions in the pay of top executives,
followed by the cuts in the salaries of the managerial
staff. Next , dividents to share holders will be slashed.If
these and other cost cutting steps prove insufficient
then and only then will management begin to discharge
workers.This action will be accepted with relative
equanimity by Japanese employees because they
recognize it as an unavoidable last resort to save the
company. ( Ouchi ; 1987 )

But when studying the Japanese system of lifetime
employment, we should always take into consideration

the three factors backing up this system:

28



First, every major firm in Japan pays all of its
employees a large share of their compensation in the
form of a bonus . Since all employees receive the same
fraction of their salary , the amount is not contingent on
individual performance, but only on the performance of
the firm.This compensation method in part shifts the
entrepreneurial risks of business from stock holders to
the employees who suffer through bad years and prosper
in good years. Bonuses give employees an incentive to
feel a part of the firm and motivate them to cooperate in
any way that they can. This system allows a firm to pay
small bonuses in a bad year or even defer the payment.

Thus a firm can cut its payroll by perhaps thirty
per cent without laying anyone off. When good times
return , an experienced and loyal workforce is ready to
go. In a good year they receive a large bonus and tend to
save a large fraction of it . This effect has given Japan a
rate of savings and capital formation four times that of
the U.S.A.

Second, every major firm in Japan has a category

29



of temporary employees who are mostly women. Even
today it is rare that a major Japanese firm will hire a
woman into professional and managerial jobs. Women are
always considered temporary employees and laid off
during slack periods. Women serve as a buffer to protect
the job stability of men.

Third in the market there are satellite firms
which exist largely at the pleasure and at the mercy of
the major firms and they have little hope of ever growing
into major competitors. Because a small number of major
firms dominate the industries and because the
government encourages the creétion of large firms ,
small firms can only grow in new markets. They
generally cannot obtain licences to import the raw
materials needed to manufacture in major industries. The
major firms conract out to them those services most
susceptible to fluctuation , with the result that during
recession , the small firms will sharply contract or go
out of business.

The combination of these three factors provides a
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substantial buffer against uncertainty that makes stable
lifetime employment a reality for the male employees of
the major firms. This structure distributes the social
cost in a way different in the West and to some extent ,
in ways we would find unacceptable. ( Ouchi ; 1987 )

Another but yet equally important factor which
establishes the appropriate grounds for the Japanese
type management is the structure of communal
responsibility.Sociologists have long maintained that
intimacy is an essential ingredient in a healthy society.
Once the intimacy in a society begins to disintegrate ,
the process feeds on itself. People who have not
developed a sense of communal responsibility in one
setting will loose their general sense of community .A
society which loses its capacity for intimacy in one
generation may be producing children who have a
permenantly diminished sense of community. The result
will be a dust heap of individuals without connections
with one another.

In the contemporary western mind , there is
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apparently the idea that intimacy should only be supplied
from certain sources. The religious settings , the family,
and other traditional institutions are the only legitimate
sources of intimacy. " Personal feelings have no place at
work " is the common feeling. Yet we are faced with an
anomally . In the Japanese example , we find a successful
industrial society in which intimacy occurs in the place
of work as well as other settings. This feeling of
intimacy is a good backup for the lifetime employment
philosophy ( Homans ; 1950 ).

By using the theoretical explanations about the
two management systems, five main points in which
these two management systems  demonstrate clear
differences are defined. These points are ;
specialization, life time employment, career planning,
team work and social integration. These differences are
expressed in the questionnaire ( see appendix ) so that
the subjects can make their preference out of the two

conflicting views.
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METHOD

This chapter discusses the research approach and
design, subject selection , instrumentation and data
collection.

SUBJECTS

The data gathering instruments were administered
on volunteer basis at different departments at the Head
Quarter of T.Garanti Bankasi A.S.

Random sampling technique was adopted in the
distribution of the tests. Subjects were from varying
hierarchical levels with differing demographical
conditions . Neither names nor any other identity
information were demanded of the subjects to ensure
their feeling safe and answering correctly.

86 questionnaires out of distributed 100 were
returned and included into the process. ( 0.86 return

rate)
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INSTRUMENTS

An original questionnaire was developed for this
study, because among the tested and previously used
questionnaires there was not found anyone to serve our
purpose.

While developing the questionnaire , the first step
was to analyse and find out the main differences
between the two management systems . Five such
dimensions were resumed and expressed in the
questionnaire in fictious firm cases. For each dimension ,
the conflicting natures of the two management systems
were expressed in case forms and for each dimension
two cases were prepared; one for the American and one
for the Japanese system .Thus the subjects were to
indicate the degree of their preferences toward each
case on a seven point scale (see Appendix). Negative
correlation was expected between the responses to the
two different management.systems for each case

seperately. A pilot study was conducted to secure the
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internal validity and reliability of the questionnaire.The
sample group was smaller in the pilot study (30
subjects). The expressions of the cases were altered
depending on the pilot study findings with the aim of
having a more understandable and clearly defined
questionnaire.

A second questionnaire used was a demographic
one questionning the sex, age, educational status and the
duration (time spent in the organization ) of the
subjects.

PROCEDURE

The questionnaires were distributed via the
internal post service of the bank and returned from the
same channel. There was not a direct contact between
the researcher and the subjects because the researcher
currently works at the Personnel division of the bank and
the subjects might have misunderstood the aim of the
study if there were a direct contact between themselves

and an officer of the Personnel division.
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STATISTICAL ANALYSIS
A correlational survey approach was utilized in
this research to investigate the relationships between
the employees’™ preferences between the American and
the Japanese style management systems.

The internal consistency of the questionnaire was
tested utilizing factor analysis as the relevant cases of
each management style (Japanese versus American )
were expected to fall in one factor. This was an initial
evidence for constructing validity as well. A further
evidence for internal consistency was produced via
correlation matrix to test the degree of "presumed"
negative relationships between the different
management styles indicated in each case.

A t test was employed to determine which one of
the cases revealed a significant difference in the subject
group with various demographic variables.

Correlation matrix for 10 variables and paired t
test tables and mean tables were used in the evaluation

of the results.
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SCOPE OF THE STUDY

The study was limited to those subjects who were
willing to participate in the research. In addition it was
limited by the frankness of those subjects who
completed the instrument.

The study was further limited by the validity and
reliability of the measuring instruments and the
questionnaire developed in this study is subject to more
statistical articulation in these aspects in subsequent
studies.

Finally the findings are valid to the sample group
and cannot be generalized to the population.

IN THIS STUDY, THE TERMS "AMERICAN TYPE
MANAGEMENT AND JAPANESE TYPE MANAGEMENT" REFER

TO CAREER MANAGEMENT SYSTEMS OF THESE COUNTRIES.
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RESULTS

FACTOR ANALYSIS

The cases of the questionnaire were subjected to
confirmatory factor analysis with the principal
component factoring extraction method , since a two
factor solution would provide the most efficient and
consistent alternative for the purpose of the study.

The two factor solution accounted for about 47%
of the total variance ; each factor having Eigenvalues in
excess of unity. The results provided high evidence for
the internal consistency (construct validity) of the
guestionnaire as each factor combined of the cases of
different management style without any deletions.

The loadings of cases on each factor are shown in
table 1.

| TUDY R

The inter-case correlations for the questionnaire

can be seen at Table 2 . The correlations indicate a

negative relationship between the two management
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systems . The largest correlation coefficient is the
one between the Japanese type "social integration” and
American type "social integration" (-.553 ) claiming a
relatively high negative correlation when compared to
other dimensions. The smallest correlation coefficient
is for the life time employment case which is -.078.
Although this value is small in volume it still has a

negative direction.
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Factor Analysis Results

Table 1 Eigenvalues and Proportion Variances
MANAGM. | CASE FACTORS | VARIANCH VARIANCE
e e | |, | oo poeoe

SPECIALIZAT. | .62 .28 19
JAPANESH LIFE TIME EMP. | .60
CAREERPLAN. | .66
TEAM WORK .62
SOCIAL INTEGR.| .81
SPECIALIZAT. 70
LIFE TIME EMP. 25
AMERICAN CARPESRES” . .81
TEAM WORK 58
SOCIAL INTEGR. 47




TABLE 2 CORRELATIONS

3 | sPEciALz] LTEMPLY| CARPLAN| TEAMWR | SOCINTEG.
peciaLy | 228 | 160 | -.322 181 | -.009
LTEMPLY. | oo | 078 | 028 -.027 | .060
CARPLAN 1 099 | 048 | -.323 133 | -.093
TEAMWR- 1 411 | .06z | -.047 -.167 | .079
SOCINTEG. | o | oo | e I

A: American
J: Japanese

SPECIALZ.:

LTEMPLY.
CAR.PLAN
TEAM WR.

Specialization

:Life Time Employment
:Career Planning
:Team Work

SOC.INTEG. :Social Integration
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T TEST RESULTS

Tables 3, 4, 5, 6, and 7 present the t test results
of the whole group based on comparisons between
various demographic characteristics. Only significant
findings are given on these tables. On the last column of
the tables ; the letters A and B stand for American and
Japanese styles respectively and reflect the preferred
management style for each dimension.

At Table 3 the whole group t test results and
means for the cases are presented. As a whole , in three
dimensions out of four Japanese style is preferred to
American style.

Table 4 presents the sex based t test results.Males
prefer Japanese style on four dimensions. Females on the
other hand prefer three of the Japanese style dimensions
being undecisive on "specialization” and " social

integration”

42



Table 3 T TEST RESULTS OF THEWHOLE GROUP

CASES A B t P EXPLANATION

SPECIAL.

4.37 3.14 2.46 .01 A PREFERRED

L.T.EMPL.
245 | 493 | 9.20 | .00 B PREFERRED
TEAM WORK
| 3.56 | 5.57 | 7.45 | .00 B PREFERRED
SOC.INTEGR.
3.18 | 5.12 | 558 | .00 B PREFERRED
lable 4 T TEST RESULTS OF THE TWO SEXES
CASES A B t P EXPLANATION
SPECIAL. 4.06 | 5.23 | 3.03 o0 | B e o
LIFETEMP. | 2.52 | 5.17 | 7.05 o0 | B ROERGED
VMALES | TEAMWORK | 3.61 | 5.54 | 5.47 oo | B PREFFERED
SOC.INTEGR.| 2.94 | 5.44 | 6.87 oo | B PREFFERED
UFETEMP. | oo | 4s6 | 6.04 oo | B PREFFERED
maLes | CAREERPL 4 4o | 3424 | -2.00 o5 | B PREFFERED
TEAMWORK | 3.47 | 5.62 | 5.03 | .00 B PREFFERED




Table 5 presents the t test results and means of
different age groups. The largest mean difference for
the old age group occured for the life time employment
preference favoring Japanese type life time
employment ( 3.61). The only American management style
preference is for " career planning" at the young group.
Other results all in favor of Japanese style management
at every age group.

At table 6 , the t test results and means of
differing tenure groups are presented . Those who are in
the organization for less than one year prefer American
style for "career planning " and Japanese style for "team
work". The group is undecisive on other three dimensions.
Those who are in the organization from one to three
years make significant preference on five dimensions
where  "specialization " and "career planning" are
preferred in American style , and "life time employment”,
"team work" , "social integration" are preferred in
Japanese style. Those having more than three years of

tenure prefer Japanese style in all dimensions.
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Table 5

T EST RESULTS OF DIFFERENT AGE GROUPS

CASES | A B t P | EXPLANATION
LTEMP. | 2.95 4.19 2.03 .05 | B PREFERRED
v CAR.PLN. | 5.33 2.63 -5.5 .00 | A PREFERRED
(<25)
TEAMWK.| 3.47 5.81 4.13 .00 | B PREFERRED
MIDDLE LTEMP | 2.25 4.64 6.44 .00 | BPREFERRED
AGED
TEAMWK.| 3.4 5.44 4.72 .00 | B PREFERRED
(25-35)
SOC.INTG.| 3.20 4.79 2.84 .00 | B PREFERRED
SPECIAL. | 3.5 6.19 6.8 | .00 | BPREFERRED
oD
LT.EMP. | 2.39 5.94 9.03 .00 | BPREFERRED
(>35) B PREFERRED
CAPLAN. | 2.27 4.77 3.04 .00 '
B PREFERRED
TEAMWK.| 3.771 5.58 3.95 .00
B PREFERRED
SOC.NTG.| 2.73 5.94 8.14 .00
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Table 6 T TEST RESULTS OF TENURE
CASES A |B |t P | EXPLANATION
LESS T.| CAPLAN. | 5 | 2.8¢4 -3.5 .00 | A PREFERRED
TYEAR | teamwK. | 3.3 5.5 | 3.94 .00 | B PREFERRED
SPECIAL. | 5.59 4.27 -2.8] .00 [ A PREFERRED
1 TO3 | LTEMPLOY.| 2.77 4.59 3.49 .00 | B PREFERRED
veaps | CA-PLAN. [5 |3.04 -3.8 00| A PREFERRED
TEAMWK. | 4.04 5.68 2.47] .02 | BPREFERRED
SOCINTEG. | 3.5 5 | 1.77 .09 | BPREFERRED
LT.EMPLOY| 1.7d 5.63 8.99 .00 | BPREFERRED
4TO9 | CAPLAN. | 3.29 4.47 2.0 .06 | BPREFERRED
vEARs | TEAMWK [2.99 6 [ 6.7q .00 | BPREFERRED
SOCINTEG.| 3 | 4.84 2.19 .04 | BPREFERRED
SPECIAL. | 3.09 5.14 2.9d .01 | BPREFERRED
10 TO 15 | _-L-EMPLOY] 1.89 4.27 2.94 .01 [ BPREFERRED
vEars | JEAMWK. [ 3.8 5.27 1.84 .09 | BPREFERRED
SOCINTEG.| 3 | 5.45 3.4d .00 | BPREFERRED
SPECIAL. | 3.15 6.3 | 8.64 .00 | BPREFERRED
MORET. |_-LEMPLOY] 2.5 | 5.69 6.09 .00 | BPREFERRED
CAPLAN. | 3.19 4.5 2.59 .02 | BPREFERRED
15YRS. | TEAMWK. | 3.6 [ 5.29 3.11 .00 | BPREFERRED
SOC.INTEG. | 3.59 4.85 6.8 .00 | BPREFERRED
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Table 7 gives the t test results and the means of
different dimensions for two education levels being
University graduates and Nonuniversity ( secondary
school graduates and lyce graduates). The largest mean
difference at this table is for the "life time employment”
for nonuniversity graduates which is 2.97 and this
difference shows a tentency toward Japanese type life
time employment. University graduates prefer American
type management in specialization and career planning
cases. Other preferences are for Japanese style

management.
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Table 7

T TEST RESULTS OF EDUCATION

CASES A |B |t P | EXPLANATION
SPECIAL. | 5.23 4.35 -1.9| .05 | A PREFERRED
UNIVER. 1 | TEMPLY| 2.67 4.57 4.83 .00 | B PREFERRED
GRADTS. | capLAN. | 4.2 3.3 -1.4 .06 | A PREFERRED
TEAMWK.| 3.79 5.8 | 5.2d .00 | B PREFERRED
SOCINTEG 3.5 4.8 2.37 .02 | B PREIERRED
SPECIAL. | 3.63 5.84 7.1 .00 | B PRETERRED
o LTEMPLY| 2.2 5.29 8.35 .00 | B PRE CHRED
ER TEAMWK. | 3.41 5.3 5.21 .00 | B PREFERRED
SRS SOCINTEQ 2.89 5.37 5.8 .00 | B T ERRED




DISCUSSION OF THE RESULTS

CORRELATIONAL STUDY RESULTS

The correlation coefficients for each dimension
between the two management systems have, with no
exceptions , minus signs(See table 2) . This is an
indication that the sample group's perception of the two
management systems for each case has a negative
correlation. That is; at the points of differences (i.e.;
each case of the questionnaire) the conflicting points of
the two management systems are perceived as
conflictions by the sample group, and replied
accordingly.This is in line with our expectations, since
each case was developed to reflect a main difference in
one aspect of human resource management between the
two systems.

The absolute values of the correlation coefficients

are not very high (See table 2 ). This may either be due to
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the insufficient differentitation in the text of the
cases,that is; the differences might not be expressed
clearly enough, or to the nature of the preferences of the
sample group, that is; the subjects might have liked
some aspects of both management systems instead of

polarizing their preferences.

TTEST RESULTS

For the specialization case;when the whole
group t test is considered the perception of
"specialization” tends toward American style
management with a mean of 4.37 which favors division
of labor and specialization. Although this value of four is
near to an undecisive choice in our seven point scale , it
is still higher than the mean of the Japanese style
management preference which is 3.14 and points out to a
tendency toward American style management in the

whole group evaluation.
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Sexual demographic variable based t test yielded
the result that males have a tendency of perception
toward Japanese style management in specialization
which favors nonspecialized job structure with a mean
of 5.23 where there is no significant findings for
females population.

In the age based t test the only significant finding
was for the old age group (36 and over) for the
specialization case and it revealed a perception
preference toward Japanese style management with a
mean of 6.19 which is quite strong. Old age group prefers
a nonspecialized but a generalist approach in the
workplace.

When we consider the tenure (time spent in the
organization), 1 to 3 years' group reflected a preference
toward American style management in “"specialization”
with a mean of 5.59 , 10 to 15 years' group and more than
15 years' group toward Japanese style management with
the means of 5.18 and 6.3 respectively. Other groups

revealed no significant results. In "specialization" ,as
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the duration increases there is a tendency toward
Japanese style of nonspecialized work structure.

In the education based t test results ,we observe
that the university graduates tend to prefer American
style management in " specialization" with a mean of
5.22 rather than the Japanese style. But the
nonuniversity graduates’ perception of specialization
tend toward Japanese style with a mean of 5.82.This can
be a sequence of the American influence on the
university system in Turkiye. It is generally taught that
specialization is the contemporary way of business life
and it is also a good way of increasing productivity with
no mention of another way of approaching the problem.
The university graduate group, with this knowledge in
mind, might be rejecting the Japanese way of
nonspecialized work setting.

As for the life time employment case; in the
whole group t test , the perception of the group for this
case tends toward Japanese style of life time

employment with a mean of 4.93 rather than the
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American style of short term employment ( mean 2.45).
This situation may be due to the high unemployment rate
in Turkiye since the Japanese style life time employment
is in a way a quarantee for the workers.

The whole group result of Japanese style
preference was also replicated in sex based t test;
males' perception of this case tended toward Japanese
style with a mean of 5.17 and so did females' with a
lower mean of 4.56. Probably male subjects are under a
heavier pressure than females for keeping their jobs in a
country with quite a high unemployment rate due to their
social roles.

In every 3 category of age , the perception of life
time employment favored Japanese style with the means
of 4.19 for young, 4.64 for middle aged , and 5.96 for old
age groups. The means get higher as the age category
switches to an older one.This seems logical since one
would expect that as the age of a person gets higher, he
would need a guarantee for his job more than ever.

The duration (time spent in the organization) t
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tests again yields that the perception of each category
tends toward Japanese style with the means of 4.59 for
1 to 3 years' group, 5.63 for 4 to 9 years group, 4.27 for
10 to 15 years group , and finally 5.65 for 15 years and
above group.

T test results based on education were similar to
other t tests on other demographic variables ; Both of
the groups favored Japanese style ; mean score being
4.57 for university graduates and 5.23 for nonuniversity
graduates. This difference between the means of the two
group is meaningful because people with less
qualifications would demand more security at job than
highly qualified ones.

For the career planning case; the whole group
t test has not yielded a significant result for the
perception of career planning preference .

In the sex based t test, the perception of females
for career planning tended toward American style which
emphasizes the employee preferences in career planning

with a mean of 4.12 rather than the centralized view of



the Japanese style management. This tendency might be
dué to the feministic reaction against any authoritorian
reaction imposed on them.

In the age based t tests , the young and old groups
yielded significant results ; youngsters showing a
tendency toward American style "career planning " with a
mean of 5.33 while the old group tending toward
Japanese style "career planning" (mean = 4.77 ). This
result might be a reflection of individualism among the
youth and the traditional view of dedication to the
workplace among elderly people.

The tenure based t test yielded that the perception
of the group working for less than 1 year and that of the
group working for 1 to 3 years for career planning tend
toward American style both having a mean of 5.00
whereas that for the groups working for 4 to 9 years and
for 15 years and over tend toward Japanese style career
planning ( means; 4.47 and 4.55 respectively).

University graduates' perception of career planning

is closer to the American style than it is to the Japanese
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style { means ; 4.25 and 3.35 respectively ). But for the
nonuniversity graduates the result was not significant.

As for the team work; the whole group t test
yielded that the group for "team work" tends toward the
Japanese style with a mean of 5.57 where the "team
work” is the core of the work environment. For the
American style mean is 3.56 .

This tendency toward Japanese style team work
replicated in all of the demographic variable t tests for
all of the categories included.

The strength of the preference tendency (mean
difference ) varies somewhat from one category to
another but yet comparably the tendency is toward
Japanese style of closely knitted team work.

For the social integration case on the other
hand;the perception of the whole group for social
integration tends toward the Japanese style
management(mean=5.12) which emphasizes close social
integrity within the work environment. This is in

confirmity with the Turkish traditional social values
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like cooperation, close knitted social relations and
integration.

Among all the demographic variables analysed
there occured no single category tending toward
American way of weak social integration rather than the
Japanese style . Some categories yielded unsignificant
results. ( See tables 3,4,5,6 and 7 )

As a general comment; in this study, preferences
of 86 subjects working at T.Garanti Bankasi were
compared on the basis of four demographic variables in a
total of 12 categories. 51 of the t- test results were
proved to be significant and out of these 51 statistics,
the number of resulting preferences in favor of the
American style management system is 7 ,where the
number of resulting preferences in favor of the Japanese
style management is 64.

This quite heavy tendency toward the Japanese
style management may be attributable to the lack of
social security as a reliable institution in our country

which results in a search for security at job, and backing
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up this phonemena , the cdmperably very high
unemployment rate also creates a similar result. One
could consider also the similarities in the traditional
structures and social settings of the Japanese and
Turkish nations.

The reasons behind the above mentioned results of
the study could be a topic for another survey , and from
our point of view this aspect of the problem is worth
studying because it would establish another step toward
the creation of an ideal Human Resource Management

System for Turkiye.



APPENDIX
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Tligikte iki balim halind=s sunulan anket;, MARMARA ONIVERSITESI
S0SYAL BILIMLER FAKULTESI tarafaindan ylritillmekte olan Kariyer
Flanlama konulu bir yiksek lisans Lerine ait galismadair.

Sizden kimliginize veya calastiganiz bivime daiv higbir bilgi
istenmemektedir.Bu sebeple sorulara acik kalple ve sksiksiz
cevap vermenizi diliyor, katkilarinizdan dolayi btesekkirlevimizi
SUNUYOYUE.

MIHAD AKYOL
Marmara dniversitesi
Organizational Behavior éApa Bilim Dal:
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1-CINSIYETINIZ.
Kadin ( ) Erkek

2-YASINIZ.

3-EBITIM DOZEYINIZ.

Ortaokul ( ) Lise ( )
Yiksek Lisans ( )
Diger ( )

4-BU ORGUTTE CALISTIBINIZ SORE
a)l den az
b)1-3 y1l
c)4-9 yn1l
d)10-15 y1l
e)15 yirldan fazla.

(
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B BANKASI

B bankasi, elemanlarini yeni mezunlar arasindan secer, onlara

is hayatlari boyunca B bankasina has olan tim bankacilik is-
lemlerini sYretiridrnedin dniversiteden yeni mezun olan bir geng,
B bankasinda calismaya baslar.Burada gelecefin yoneticisi olarak
efditilecektir.l yi1l kadar degdisik gévrevlierde bulupur.Sonva birv
subeye goénderilip defisik servislerde calistirilair.Arvdandan
Genel Miadivrlikte ticari bankaciliys sfrenmeye baslar.Sonra
tekrar bir subeye tayin olup tdketici kredileri konusunda
galisir.Biv yil sonra Personel Bslimiinde ise baslar. On yal
kadar siiren bu sirecten sonra ilk defa terfi eder ve bilinm

sefi olur ve tekrvar bir subeye atanir.Rir milddet sonva genel
mitdiirlige déndigiinde bankanain uluslararas: iliskilerinde
caligiv.MESLEBIMIN DORUBUMA VARDIZSINDA B BAMKASINIM HER BIRIMIMDE
CALISAIS OLACAK VE BUMLARI BIR BUOTON HALIMDE BRIRLESTIREREK
KULLANMAYI ARTIK COK IYI RILECEKTIR.IS HAYATINI B RAMKASIHDA
TARANLAR.

BU TOR BIR BANKADA CALIGMAYI ;

COK ISTERIM RIRAZ KARARGIZIN FEK DE  ISTEMER HiE
ISTERIM ISTERIR ISTEMER ISTEMER
A BAMKAST

T T e PR

# Bankasinda ISE GIREM ELERANLAR TEK BIR SERVISTE €ALISIR VE

BU SERVISE AIT ISLEMLERY DERINLEMESINE SERENIRLER, drnediniA bankasinda
thracat Servisinde ise given bir geng,burada belirli bir sektérin
ihracat islemleri {zerinde ihtisas yapar.lki sens icinde ilk

terfisini alir ve biyilk bir subenin ihracat servisine atanir.

Bu arada diger firmalar ve bankalarla da irtibat halindedir ve

iyi bir teklif geldigi taktirde baska sirketlerde ihracat

konusunda is hayatina devam eder.

EU TOR BIR BAMKADA CALISRAYI ¢

GOK ISTERIRA RIRAZ KARARSIZIM FEK DE  ISTEREM HIE
ISTERIM ISTERIM ISTENMER ISTEMER

D T o o sa10 o0n i e carn seus sove b oo 5000 o ot st o000 ot srap S0 oo b qone soaw soos oo 20ve [ S RO o o 2o ps0e oot Won im0
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B BAHKAST

B Bankasinda bir elemanin c¢alisma sliresi ve aldifi is efitimi
sdyladir:s B BANKASIMDA ISE GIREN HER ELEMAM 15 HAYATI BOVUNCA
BU BaMKADA CALISIR.Bu adeta gizli bir mukavele gibidir. fok
ciddi bir hata yapwmadig: sivece igten cikarileasi s&z konusu
olamaz.Elemanlayr da baska bir sirkebe girmeyi disinmezler.
Elemanlarin emekli olana kadar ayni bankada calisma olasilifa
yiksektirg BU EBILIMAIN SOMUCU OLARAK BAMKA FERSOMNEL GELISIMINE
BHEM VERIR VE OMLARA MAKSIMNUM I5 EESITIMIMI SASLAR.

BU TOR BiR BAMKADA CALISHAYI

0K ISTERIM BIRAZ KARARSIZIA FEK DE  ISTERER
ISTERIA ISTERIM ISTERER
A BAMKASI

o 0o 2oms e 4rin 208 sast 1ot boan w00

£ Bankasinda bir elemanin galisma siresi ve aldiyar is efitimi

Hip
ISTEMEM

v 1ate S0 e p0nn S0 bt 2000

séyledir: Bu banka piyasa sartlari kabiaye gittiginde veya herhangi

biv birime artik ihtiyac duyulmadiginda eleman cikartma yoluna
gidebilir.Buna karsilik elemanlarin da baska sirketlere geqme
ihtimalleri cobkbur.Buna bayli olarak A BANKASI ELEMANLARINA
VERDIET EBITIMI ASGARI SEVIYEDE TUTAR CUNKU HER ELEMAN ESITIR
ALDIKTAM SOMRA BASKA BIR SIRKETE GEQEBILIR.

BU TUR BIR BANKADA CALISMAYI ;

GoK ISTERIR BIRAZ KARARSIZIN FEK DE  ISTEMEM
ISTERIM ISTERIN ISTERER

o e abee same 2onn ovat $040 ooms PR e oves e st 200 e st it puom Souh os0n bote weme v teet o ot sart bose o sosn s0ms sone e sote s00n 00 sout
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B BAMKASI

Kariyer planlamasi ile ilgili di=enleme séyledirs ELEMAMLARIN
TERFI VE TAYIW ISLEMLERI KEMDI TERCIHLERINDEM G£OK GEMEL MODURLOSUON
KARARLARINMA BASBLI OLARAK GERGEKLESTIRILIR. finki snemli olan
bankanin ihtiyaclaridir.Elemanin,kendi tercihing uymayan bayle
bir karar karsisinda is defistirmesi séz konusu olmaz cinki

o da bankanin cikarini gézetmekiediry Bankanin yil sonu karainin
kendi maasina da yansiyacagini bildiginden bupu kendisine
yapilmis bir haksizlaik olarak yorumlamamaktadiv.

BU TOR BIR BAMKALA CALISMAYI ;

GOK ISTERIM BIRAZ KARARSIZIN FEK DE  ISTEMEM Hig
ISTERIM ISTERIM ISTEMEM ISTEMER
A BAMKASI

o coue somm oty setn 4000 G0t 2o sbon oot

Kariyer planlamasi ile ilgili dizenleme séyledir:z TAYIN VE
TERFI ISLEMLERINDE ELEMAMLARIN KEMDI TERCIHLERI oM FLANDA
TUTULUR. £link@ elemanlar bankanin yil sonu karinin kendilerine
yansiyip yansimayacafindan emin defildivler. Bunun sonucunda da
kendi tercihlerine bters disen tayin ve terfilerine iliskin bir
karar karsisinda is degdistivebilirler.Bolayisiyla elemanlar
isletmenin cikarlarindan ¢ok kendi cikarlarini sn planda

tutmak efilimindedirler.

BU TOR BIR BANKADA CALISMAYI ;

oK ISTERIR BIRAZ KARARSIZIM FPEK DE  ISTERMEM Hig
ISTERIR ISTERIM ISTEMREM 1STERER

[ROPFROURPIIG VN U PR —— ot sare srin soun sose baee Lyt T o sont oo b000 e sags s P Ty eppasya—



B BAMKASI

Yetki ve sorumluluk dagilim: séyle dizenlenmistivs Ekip
calismasina &nem verilir, &rnedin bir proje alt kademedeki

biv eleman tarafindan baslatilarak her kademede calisanlarin
snerileriyle gelistirilir . Hazirlanan dneri son haliyle Qst
kademe ydneticilerin katildiy: yiritme kurulunda gérisilir ve
karara baflaniv.RURADA YETKI/SORUMLULUK VEYA BASARI/BASARISIZLIK
SAHISLARA DEEIL D BMERIYI HAZIRLAYAM EKIRE AITTIR.EKIP CALISHMABI
TESVIK EDILIR.

BU TOR BIR BANKADA CALISHAYI 3

£0K ISTERIRA BIRAZ KARARSIZIN PEK DE  ISTEREWM
ISTERIR ISTERIM ISTEMER
A BANKASI

Hif
tSTEMER

Yetki ve sorumluluk dagilimi soyle dizenlenmistiv: Yetki,sorumluluk

ve gérevlier kesin gizgilerle birbivinden ayrilmistir.ledisik
kademelerdeki yoneticiler kendi yetki sinirlari dahilinde tek
basina karar verme sorumlulugunu yiiklenmektedir.Alt kademade
talisanlar da dnceden belirvlenmis gérev tanimlari cergevesinde
her isin kendi paylarina disen kismindan sorumluduvlar.BASARI
YA DA BASARISIZLIK RIREY OLARAK 0 KOMUDA KARAR VERENE AITTIR.

BU TOR BIR BANKADA GALISMAYI ;

GOK ISTERIM RIRAZ KARARSIZIN FEK DE  ISTERMERM
ISTERIRM ISTERIM ISTEMER

e oout sons orte eres on wwas P LT ppe— e e qast snse soms oo e dare p0ur wove arer soms s00e vars 0 sou e o ot sons 2000 Shtm 2090

Hip
1STEMEM

oo o oo 2020 s shor 0o apee



E BAMKASI

ELEMAMLARLA RAMKA ARASINDAKI ILISKILER RIREYIN CALISHA

HAYATI DISINDAKD 508YAL YASAMIMI DA KAPSAR.Bu,bankanin bivsyin
psikolojik yasamindaki etkisini glglendirmek icin secilen bir
yoldur. (6rnedin sosyal tesislerden faydalanmak, cesitli vesilelerle
ailelerin de katilimiyla dizenlenen térenlev,gibi.? Qinkid bivey bu
islebmede dmriniin sonuna kadar sitvecek bir is hayatina baslamakiadar.
Bankay:x kendi hayatainin biv pavcasi olarak gérmek =zovundadir.

BU TUR RIR BAMKADA CALISMAYI ;

FOK ISTERIM BIRAZ KARARSIZIM FEK DE  ISTEREM HIf
ISTERIRA ISTERIM ISTEMER ISTEREM
A BANKASI

o ceas coss e Jane s Bont e Side e

CALISAMLARLA BAMKA ARASINDAKI ILIGKILER 1§ ILISKISIYLE SINIRLIDIR.
falisanlar,aileleri ve banka arasinda sosyal bir beraberlik yokiur.
falisanlar icin banka sadece bir isyeridir.Bireyin is arkadaslariyle
gelistivdigi sosyal iliskilercalistiyy kurumu benimsemesinde bir
arac olarak kullanilmaz.Yani banka galisanlar arasinda sosyal
iligkilerin geligsmesini Szellikle tesvik eden biv rol yiklenmez.

BU TUR BIR BANKADA GALISMAYI ;

oK ISTERIN BIRAZ KARARSIZIN FEK DE  ISTEREM HIE
ISTERIM ISTERIN ISTERER ISTEMENM
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