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Enstitii Modeli Olusturma Cabasinin
Gerekcesi: Mesleki Gelisim ve Degisim™* **
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*TESEKKUR: Bu Makale, zamaninda, kurucu Rektir iken Cumhurbaskan: Turgut OZAl, Yiiksekigretim
Baskant Hocam Dogramaci ve Milli Egitim bakanmi Orhan OGUZ’a Enstitii, olusturma soziimiin bir
yansimasidur.

*Gelisimsel degisim ancak arastirma ve calisma ile olacagi icin, bunun Universite kapsaminda
olusturulan kalict bilim merkezi, Enstitii olmast beklenir.

** Uzman Dr. Cocuk Saghg ve Hastaliklari, Neonatoloji/Yenidogan ve Pediatrik Genetik, emekli,

Sanayi ve Universite biitiinlestirilmesi kavrammnda, Universitelerin endiistrive katkast onemli
olmaly; bunun yetistirdigi elemanlar, ayrica arastirma ve gelistirme ile, editsel, beceri ve uygnlama
destek ve dedisim agisindan olmalidr.

Bu olusum bir seferlik proje dedil, devamly siirdiiriilen bir modjil olmast igin, bir kuruma
dondistiiriilmelidir. Arastima Merkezi onemlidir, ayrica Tekno-park modeli de onemsenebilir.
Ancak, gercek islevsel olacak olan Enstitii modelidir.

Bir bilimsel caligma, arastirma merkezi, iinitesi, coklu paylasum ve bir yonetim modelidir, tek
kisilik bir yapidan nzaktor.

ir fabrika teknolojisini devamli ilerletme, gelistirmelidir, ¢iinkii pazardaki yerine
kaybedecektir. Bir arabalarin bes yilda bir yeni model gelistirdigi sdylenir, gercekte
ise, her yil baz1 degisimler uygulanmaktadir, sadece gene kaporta ve motor {izerine
fazla yapilanma gozlenmez. Daha etkin, verimli ve saglanabilen bir buji olusturulursa
5 yil beklenmez, hemen kullanilir.

Her fabrikada, bir arastirma ve gelistirme merkezi vardir, bu yapinm, Universite
kapsami i¢inde olmasi hem personel ve hem de iliski, iletisim agisindan kolayliklar getirecektir.
Ancak yonetim Universite olursa, birgok ydnetim sorunu olacak, fabrikalar bunu kabul
etmeyeceklerdir. En biiyiik sorun, akademik yapidir, diplomas: yeterlilik tartismas1 olacaktir.
Bu agidan Enstitii Modeli uygundur. Tekno-parklar bir proje kapsaminda olup, gecicidir.
Tekstil Fabrikalari, makine, dokuma, kumas, boyama, desen gibi ¢ok amaclhdir, tek bir bilim
dali degil, ¢oklu yapiya gereksinim duyarlar.

Baslica fark bir tekno-parkta tek kisi calismasi, Enstitii ise bir ekip ¢aligmasi, liderlikten
yoneticilige gecis olmalidir. Bir fabrikada da ¢esitli sektorler olmasi ve bunlarin hizmetleri
acisindan da aragtirma tek agsamali, tek yonlii olamaz.
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Ozet

Enstitii Modeli Olusturma Cabasinin Gerekcgesi: Mesleki Gelisim ve Degisim

Amag: Devamli ayni boyutta kalmak, yonetimi mevcudu korumak, gelisim ve degisime ayak
uydurulamayacagi igin bir siire sonra gerileyecektir. Devamli, arastirma, gelistirme ve yenilenme,
teknolojiye ayak uydurmak gereklidir. Bu agidan sanayinin yonetim degil, lider, yapilanmaya gereksinimi
vardir. Bunun siirdiiriilebilir olmasi, arastirma lizerinde yogunlasmasi Enstitii, Modellerinde oldugu
goriilmektedir.

Dayanaklar/Kaynaklar: Literatiir destegi ile Yazar, kendi diisiinceleri ile bilgileri
yorumlamigtir,

Genel Yaklasim; Egitimin ve becerinin sonucunda bir netice istenir, hekimler igin en azindan
toplumda saglik alaninda bir katki beklenir. Universiteler agisindan sanayi ve endiistri, sadece
ogrenci ile eleman yetistirme degil, kendi gelisim ve ileri degisimi igin bir 6zel ¢alisma grubu, bir
katki ister. Bu bireysel, yonetim degil bir lider, karar veren boyutta olmasi ile olasidir. Klasik
akademik yapi degil Enstiti, gibi bir yapi bu agidan gelisim ve degisim birimi olmasi agisindan
onemlidir. Teknoparklar yeterli ve siirekli olmamaktadirlar, sadece bir enstitii baglangici
olabilirler.

Sonug: Egitim ve beceri ile kazanilanlar, uygulama, gelisim ve degisimi saglamali, bireysel, 6zel ve 6zgiin
olmalidir, bu agidan tiniversite yapisinda bunu saglayan teknopark ve enstitii modelleri irdelenmelidir.
Unutmamali, mevcudu saglamak, kisaca yonetici olmak, ilerlemek igin yetersizdir, oncdi, ileri ve geligimci
olunmalidir.

Yorum: Teknoloji yapisinda her fabrikanin kendi olusturdugu arastirma ve egitim birimleri yerine, bunu
tiniversite ile ortak, kendilerine 6zgiin yapmasi, degisimin gelisim izere olmasini saglamakta, daha
kolayliklar sunmaktadir. Kisaca 6nemli olan fabrikay: yonetmek degil, endiistride lider olmak, bu gabada
bulunmaktir.

Anahtar Kelimeler: Degisim gelisim iizere lider ile olur, yonetici mevcudu idare eder

Outline

The aiming for determine institute model: Professional progress and evolution
AIM: In industry stabilization, being on same condition, by administrative, thus, for progress,
advanced and evaluation must require, being at developed state, on technology, leadership is
essential. Such essential education and profession on research can be at science parks, but real
aim to be on specific institute model, especially for research.
Grounding Aspects: Directly by references contribution, the author, considered their main
perspective and evaluation.
Introduction: Education and profession has an aim to do something, required a result, as a physician
any contribution to medical scientific help to a person, to community. As a university function, not
only for industry employed member, person, for being advanced, specific field research and
improvement by this subject for working feam. This is a function of leadership, not only at manager
group. Not at classical education system, as techno-park, science unit, for leading to institution, thus,
main function can be induced at institutes.
Notions: Gaining the profession at education, must also introducing continuous change, as evaluation
state, not structured by sections system at universities, so managing is unsatisfactory, being like a
leader at the technology formation in industry, for being progressed at this unit.
Conclusion: Each fabric has a research and development unit, thus, if with university connection, more
facilitated the progression. If wanted being a leader of this industry, leadership connection as
institute models is essential.
Key Words: Evolution only by leaders, managing is for maintaining
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Giris
Bir isi yaparken liderlik ile yonetici olmak, farkli islevleri tek kiside toplamak demektir.

Dolayisiyla bir Universitede yonetici olmak yeterli iken, Enstitii yapisinda her ikisi de birlikte
olunmalidir

Bir arastirmada, buluslarda bulus olmas kisilik olarak bakisa gore degismektedir. Ornegin bir
agactan basiniza elma diisiince, yercekimi akliniza gelmez, kizar veya bagka seyler
diistintilebilir. Bu agidan yaratilis ve dogada olanlar, tesadiif degil, bir hatirlatma, uyar1 olarak
ele alinmali, bilimsel bakis ile bir bulus kavrami olusmalidir.

Bir bataklik ortaminda gece olusan metan gazi, insanlari zehirler, bunu bir lanet, bir biiyli olarak
gorme ile bilimsel agiklama farklidir. Bunun gibi agiklamalar epik hikaye, destanlar,
fantezilerden bilime kayirmak ancak gergek alim olanin islevidir.

Liderlik ve Yonetim boyutu ile ikisinin karsilastirmasi yapilirsa, asagidaki hususlar dikkatimizi
cekmektedir.

Liderlik ve Yoneticilik

Bir sistemde onder olmak ile o sistemi yonetmek farkli kavramlardir. Burada bir Enstitiiyii
olusturma ile bunu yonetmek ve galigmak farklidir. Bu Makale ve yayinin amaci da Enstitii
Modeli anlam1 ve bunun kurulugunu olusturarak, bir bakima liderlik yapmaktir

Bu gorev olarak nitelendirmekte, Turgut Ozal ve Dogramaci vurgusu ve onlara verilen soziin
yerine getirilme ¢abasidir.

Liderlik (Nedirnedemek.com)?

Aym anlamda olmak iizere degisik yerdeki kullanimi: Onder, sef, bir yarismada basta bulunan
takim veya yarigmact, bagkan. Siyasi bir toplulugun basi.

Burada bir parti veya bir olusumun lideri, baskan olabilir ama lider olmayabilir. Liderlik ¢abasi
onun lider olamadig1, olamayacagini gosterir.

Liderlik (Felsefe.gen.tr)?

Kaynak: Milli Egitim Bakanlhigi Ag¢ik Ogretim Okullar1 Mesleki Ag¢ik Ogretim Lisesi
“Girigsimcilik 17 Ders Kitab1

Toplumlar: arkalarindan siiriikleyen, onlarm ufkunu agan, yeniliklere agik olan, basmakalip diisiincelere takilip
kalmayan, siirekli kendini yenileyen ve sorunlarin ¢6ziimiine hizli ve pratik yollarla ¢dziim ireten, topluluklari
pozitif olarak motive edebilen kimselere lider denir.

Liderler ayn1 zamanda kendi diislincelerini, istek ve iradesini yanindaki kisilerin sevgi, saygi ve giivenini
kazanarak onlara kabul ettirebilen kisilerdir. Yapilan herhangi bir iste yanindaki kisilerle hareket edebilen, onlar
dogru hedefe yonlendirebilen, degisik fikir ve goriislere saygi duyan, arkasindaki ve yanindaki Kkitleleri
stiriikleyebilen ve onlara yeni ufuklar agabilen kigidir.

Liderlik, insanlarin hareket ve davranislarini etkileme sanatidir. Liderlik &zelliklerinin 6nemli bir kismi dogustan
gelir ancak bu 6zellikleri egitimle gelistirmek miimkiindiir. Liderlik, degisim ortaminda degisime uymanin yani
sira degisimi yaratmaktir. Bu nedenle tiim liderlerin asil gorevi basinda bulundugu kurulusun gelecegini
sekillendirmektir. Gliniimiiz is diinyasinda rekabet kosullar1 hizla degismekte, gelisen teknoloji, yeni olanaklarla
birlikte ¢esitli zorluklar da yaratmaktadir. Firmalar degisimlere uyum konusunda, elemanlarinin teknik becerilerini
ve takim ¢aligmas1 yeteneklerini siirekli gelistirmelidir. Liderlik, bu degisim ortaminda degisime uymanin yani
sira degisimi yaratmaktir. Bu nedenle tim liderlerin asil goérevi basinda bulundugu kurulusun gelecegini
sekillendirmek olmalidir.

Lider; dogru hedefleri seger, takipgilerini de dogru islere yonlendirir. Bir liderde diiriistliik, zeka ve enerji iligkisi
aramir. Ug kavramdan herhangi birinin eksikligi liderlik ozelliklerinin kaybolmasmna neden olur. Lider
organizasyon igindeki en iist seviyedir. Lider yoneticileri yonetir. Insanlar is yerlerine heyecanla geliyorlarsa,
mutluysalar, yanlig yapmaktan korkmuyorlarsa orada mutlaka bir lider vardr.
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Bir liderin bashca o6zellikleri

Lider etkileyendir: Lider ¢alisanlarina bilyiik 6nem verir, destek olur, 6rnek olur ve onlar1 gelistirmeye galigir.
Liderlik planli hareket etmeyi gerektirir.

Lider esnekligi ve secenegi en iist noktaya ¢ikarandir: Lider roliiniin 6nemine inanir, tiim kararlar tek bagina
alir, her seyin kontroliinii yiiklenmez, etkin olabilme ve dogru davranig gelistirebilmeye yonelik kapasitesine
giivenir ve yonettiklerine de bu sekilde yaklasir. Ciinkii lider sdyler, rehberlik eder, destekler ve paylasir.

Lider motive edicidir: Lider galiganlarini motive etmek i¢in geri bildirim, esneklik saglama, destekleyici olma,
gorev sorumlulugu dagitma, risk alinmasina izin verme, egitme ve gelistirme, yiiksek beklentiler olusturma,
hedefler belirleme ve elde edilen basarilar1 takdir etme gibi yollara bagvurur.

Lider sorgulayandir: Calisanlariyla saglikli bir iletisim kurmanmn ve onlarin etkin bir sekilde gelismelerine
katkida bulunmanin en iyi yolu; ne, ni¢in ve nasil gibi, acik sorular sormak ve sadece evet ya da hayir cevabi ile
cevaplandirilabilecek kapali sorular sormaktan kagimmaktir. Lider saglikli bir diyalog kurmay1 saglamak igin 6nce
diisiiniir, agik sorular gelistirir, yonlendirir. Mantiga hapsedilmis, alternatifsiz sorulardan kaginarak arastirici, basit
sorular sorar.

Lider aktif dinleyendir: Lider tarafsiz, yargilamadan, uygun yiiz ifadeleri ile birlikte dogru bir beden dili
kullanarak karsisindakini dinler. Ayn1 zamanda ilgisini gdstermek i¢in anahtar kelimeler kullanir ve ara sira sessiz
kalarak sessizligin giiciinii kullanir.

Lider ekip kurandir: Giiglii bir ekip, bireyleri gelistirmenin ve onlardan en iyi verim almanin en etkili yoludur.
Bu nedenle lider yiiksek verimlilikte bir ekip kurarak ve kendine ve her ekip iiyesinin potansiyeline inanarak grup
kesif teknigini kullanir. Bireylerin kuvvetli olduklari noktalar1 belirleyerek onlara gore hareket eder, ekip vizyonu
ve ortak degerler gelistirir. Liderin gérevi insanlari kontrol etmek degil, siireci kontrol etmektir.

Lider degisimin onciisiidiir: Lider duygularint kontrol eder, degisimin arkasindaki diisiinceleri anlayabilme
yetenegini kullanir, degisimin olumlu noktalarini 6n planda tutarak belli bir vizyonu gergeklestirir. Degisime karst
¢ikanlara gereken agiklamalart yaparak degisimin olumlu noktalarini gosterir, bilgilendirir, destek verir, vizyonu
paylasarak calisanlarina destek olur.

Yukarida sayilan 6zelliklerinin yaninda lider ayrica; yaraticidir, disiplinlidir, yeteneklidir, kararhidir, akillidir,
planlayicidir, sanatsaldir, vizyon sahibidir, empati kurabilendir, paylagimcidir, aragtirmacidir, sosyaldir, saygindir,
degisimcidir, fedakardir, 6zenlidir, naziktir, stratejiktir, gagdastir, objektiftir, post moderndir, agik sozliidiir, yanlist
gorebilendir, takim ruhuna sahiptir, azimlidir, birlestiricidir, hosgoriiliidiir, deneyimlidir, mizahsaldir, uyumludur,
inatgidir, kiiltlirlidiir, inanghdir, cesurdur, takipgidir, yenilik¢idir, enerjiktir, karizma sahibidir, ger¢ekeidir ve en
onemlisi diirtisttiir.

Yorum

Yukarida liderin 6zelliginden s6z edilmekte; “Toplumlar: arkalarindan siiriikleyen, onlarin

ufkunu agan, yeniliklere ac¢ik olan, basmakalip diisiincelere takilip kalmayan, siirekli kendini

yenileyen ve sorunlarin ¢oziimiine hizli ve pratik yollarla ¢oziim iireten, topluluklar: pozitif
olarak motive edebilen kimselere lider denir” denilmektedir.

o “Toplumu arkasindan siiriiklemek”, oy ve taktir pesinde kosmak olur bu liderlik giliven
kazanmaz. Kendi fikri, goriisii ve bir hedefi olmalidir. Bunu yazmali ve savunmalidir.
Katilan kadar katilmayanlara da taktim etmelidir. Bu yazilanlar Enstitii projesi bu agidan
yazilmaktadir. Topluma degil, 6nce kendimizin yapisi, karar1 olusmali, ortaya konulmalidir.

o “Ufkunu agan” boyut, bir konu ileri, gelisim ve degisim anlaminda olmalidir. Koy
Enstitiileri ve halen birgok enstitii yapilanmasi var, burada sanayi ve {iniversite
biitiinlesmesi ve yayginlagsmasi, yurtdis1 (Irak gibi) seklinde bir yapilanma, eskiden yeniye
dogru olan bir gec¢is dngoriilmektedir.

o “Yeniliklere a¢ik olan” eski ve halen olan yaklagimlar vardir, bu tecriibelerden ele alinarak,
her konuda bir sistem, isletim boyutu ve arastirma, kisilerin yetismesi, teknik okullar gibi
bir yap1 dngoriilmektedir.

o  “Basmakalip diisiincelere takilip kalmayan”, yaklasimi, tipik bir iiniversite boyutudur.
Teorik ders anlatim ile proje yapmak i¢in, ¢aligma, arastirma yapar, bu durumda tekno-park
olusur, Enstitii olmaz. Devamli siirdiiriilebilir olmalidir.

o “Siirekli kendini yenileyen ve sorunlarin ¢oziimiine hizli ve pratik yollarla ¢oziim iireten”,
yaklagimi geregi bir fabrika devamli makineleri yenilenmelidir, ayn1 sekilde bilim ve
caligmada, muasir medeniyet Otesi olmalidir. Sorunu ¢dzmeden Onemlisi, sorunu soru
haline getirmek arastirma boyutunu olusturmaktir.
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o  “Topluluklar: pozitif olarak motive edebilen”, burada, toplum Klasik boyutu ister. Para,
imkan, makine ve personel, kredi alacak, bunu gelecek i¢in kullanacaktir. Yap, islet konusu
ters gelmekte, bir bakima devler yapisi isterler. Dolayisiyla rahatsiz olacak karsi ¢ikacaktir,
ancak fayda temin edecek olan az bir grup katilir. Bunun ile baslanmalidir. izler ama irdeler,
olumlu ise taktir eder, katilmaya cesaret azinda olur.

Omek PADEM, Dil okulu olusturunca, 60 kisiden baslamis, 750 civarinda katilan oldu,
para vermek istemediler, nasil olsa kapanacak dediler. Bir ay sonra kurs ikiye gecince, iKi
kurs parasini 6dediler.

OZET: Lider belirli projeyi sonuna kadar gétiirme amacinda olmali, 1993-4 yillarinda olan

Enstitiilere dontisme kavrami, niyeti 2023 yilinda 30 yil sonra niyet etmek bunun bir

gostergesidir.

Politikacilar lider olmak i¢in, adalet, kalkinma ve ilerleme sozleri vermektedirler, ama kendi
lehtarlar1 ve taraflarimi diisiinmekte, imkanlar1 kullanmaktadirlar. Bu onlar1 toplumda lider
degil, lider olma niyetlerini ve igbirlik¢i olmasimi ortaya koymaktadir. Sermayedar bunun
devamlilig1 i¢in fon vermekte, ayrica dikta yontemleri de kullanilmakta, ancak se¢imlerde %20
yandastan 6te oy alamamaktadirlar.

Diger ozellikler:

Sevgi temelinde sayg1 ve giivenini kazanmak, ancak eylemler ile olacaktir. Her yaptiginiz igin
karsisinda olan, menfaati zedelenenler olacak, bunlarin aleyhte yazdiklari, yaptiklar1 kulisler
sizin i¢in olumlu olacaktir. Kisiler bir menfaati i¢in yapilmadigi, toplum i¢in oldugunu ilk
planda algilamaz ama sonra algilar ve bir daha zor yikilir.

Degisik fikir ve goriislere saygi duyan, arkasindaki ve yanindaki kitleleri stiriikleyebilen ve
onlara yeni ufuklar agabilen kisi olmast sdylenir, ama bu durum korkutur. Aleyhte konusan
kendi yakininiz, personel olsa bile, gercekte taktir etmekte, bagka emre uyup, bakalim lider
nasil davranacak, dik duracak m1 diyecektir.

Diirtistliik, akli kullanma ve enerjik yapisi temel denilmekte, kars1 goriiste olanlar ilk planda
riisvet vermek, almak ile test eder, yanilmalarini ister, gayret eder, akilda birgok boyut ile
karistirllmaya caligilir. Mesai geceye dogru daha etkindir, ¢cilinkii ¢alisma olabilecek sessizlik
vardir.

Bir &rnek hizlica kamulastirma soz edilecektir: Pamukkale Universite arazisinin (3600déniim)
1/3 kismi1, kamulastirma karar1 alinmis, 2y1l1 dolmus, 3 yilda da kalkacak duruma gelmis. Metre
kare 50 kurus iken, komisyon 5TL yapmus, itiraz edilmedi, zaman uzamasi aleyhe olacakti.
Biitcede gelen 40milyarTL az bir kisma yetiyordu, par¢a olarak kamulastirildi, ama
kamulastirilanlar ¢ikmadilar. Bir yurt vardi, paray1 hemen ¢ekmisler, artik hukuk sorunu olmaz
denildi, evet itiraz ettiler ama sonug¢ alamadilar. Onlara rektorliik adamlarimi g¢ekecek,
Cumartesi ve Pazar, evlerini sokiip gotiirsiinler gizli olarak iletildi. Universite yikmas1 yerine,
onlar yikt1 ve tagindilar. Acil Hastane girisinde olana da bir para verilip, kamulagtirma yapildi.
Peyderpey digerleri de yapildi. Hizli agiklama ile konu 6zetlenmeye calisilmistir.

Bir liderin bashca ozellikleri

Lider etkileyendir: Kisisel etkilemek i¢in degil, proje, hedef ve amag {izerinde olmali, degisim
ve gelisim i¢in olununca, bunun hayal degil, projeler halinde yapilmasi ile olasidir.

Lider esnekligi ve secenegi en iist noktaya cikarandir: Bekilli’ye Yiiksekokul kurulmasi
icin, ¢cevrenin katkis1 gerekli idi. Hukuk Miisaviri de Bekillili idi, bir test yapabilirler dedi. Sarap
Mahzenine gétiirdiiler, sarap test i¢in sundular. Birinci kiz sarabu, iKincisi bir yillik, olmamus,
sekeri var dedim, hemen alip, kaliteli madalyali olanlar test etmege getirdiler. Sonugta ¢ok
biiyiik yardimlar yaptilar.

Lider motive edicidir: Lider olarak bizi motive etmelisin demek, riisvet vermelisin demektir.
Dekanlar mobilya ve halilar1 degistirmek istediler, gelen halilar geri ¢evrildi. Tam tersi
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yaklagimi istemezler, ama yaklasim, onlar1 hukuk ve imkan {lizere olunmasinin gerekliligini
gosterir.

Lider sorgulayandir: Insanlar sorgulanmak istemez, yalan veya yanlis ifadeler kullanirlar.
Ornek celik tencere, caydanlik telife ciktik, aliiminyum gelmis, her komisyon, alim-satim da
celik diye onaylamis. Depocu bize ¢elik diye gosterdi, bu agir kusur, 10 yillik hapis deyince
geri dondii, firma yerine ¢elik koymak zorunda kaldi. Bir daha tekliflere girmedi, komisyonlar
degistirildi, personel toparlandi. Hukuk dili faydali oldu.

Lider aktif dinleyendir: Dinlemek i¢in, aktif ve gegerli boyut olmalidir. Bos vakit doldurma
degil, bir proje ve bir anlaml1 konusma olmalidir. Ilk planda tiim birimlere gidince, personel
kacar, gizlenir, onlarin oldugu yere gidip, sohbet etmek ve hal hatir sormak 6nemlidir. Her
seferinde bir seker, ¢ikolata sunmanin 6nemli katkilar1 olmustur.

Lider ekip kurandir: Ekip kurmak, ne kadar tanimis kisiler olsa bile, yeni yere alismayabilir,
bu acidan devamli degisim olacagi bilinmelidir. Her hafta Pazartesi bir saat kadar idari personel
ile konusarak, bazi konular anlatilmalidir, anlama degil, birliktelik demektir.

Lider degisimin onciisiidiir: Degisim olacagi kesindir, bunun gelisim ve ilerleme olarak
olmasi gereklidir, bunu kabul etmelidirler. Resmi isler bir ayni isi bilirokratik yapma olduguna
gore personel ciddi direng gosterecektir.

Nasil Lider Olunur (yeniisfikirleri.net)?

Kurucu Rektor olarak bagimdan gegenleri konu ederek irdelenecektir.

e Ekibi Dinleyin: Ekip gelip konusmasi zordur, bu agidan zamana gore 6nemli olan konular

ve yonetim acisindan boyutlar her hafta pazartesi gilinii toplanip, bir saat irdeleme
yapilmakta, her bireyin katkis1 da istenmektedir.
Yenidogan Yogun Bakim Unitesinde sabah ve aksam saat 10:00 civarinda igilen cay, bir
arada olmak, ekip olmanin geregi olarak sorunlar1 paylasmak ve ¢6ziim aramaktir. Amag
birlikteliktir, yoksa ¢ay igmek bahanesidir. Cay en kaliteli ve ikram en ideal sekilde olmasi
da ¢ekiciligini katmerlesmektedir.

e  Etkili Iletisim Kurun: Genetik olarak her birimiz RNA gére kardes isek, birbirimiz ile sert,
kaba ve yiiksek sesle hitap, konusma yasaktir. Cezasi nobet ve ekstra ¢alismadir.

e  Ornek Olun: Lider olan ilk ise gelen ve saat 21:00 civarinda eve gidendir. Gelirinin %5 en
az olmak tizere katki pay1 vermesi, ¢ay ve arada yemekler, ikramlar ve her yas giinii ve
mutlu giinlerde katki sunmak gerekmektedir. Her gelene c¢ikolata ve kahve ikrami da
beklenir. Yemek hazir degil, kendimiz hazirlayip, pide icini 6zel yapmak, pideyi de
yaptirmaktir. Bunun bir amaci da ideal yemek boyutunu 6gretmektir.

e Tutkulu Olun: Baz giizel seylere karsin tutkulu olunmalidir. Bitter ¢ikolata, ideal cay,
Nescafe’nin ¢esitli tipleri, kahve bardaklar1 buna 6rnek olmaktadir. Ortamdaki miizik, resim
ve giizel sanatlar, cevrenin dekorasyon ve ortamin sicak olmasi, mobilyalarin konumu gibi
bir¢ok faktorler ile is yeri islenmelidir. Tuvaletler bunun ilk planda gelenlerdir.

e Tutarli Olun: Bir yerde olan giizellik, her yerde olmalidir. Cigek, biirolara uygun gicek her
odada olmasi beklenir. Her tuvalet, 6zellikle personel tuvaletleri 6nemlidir. Rektor ayri
tuvalet yerine, ortak kullanmakta gereklidir.

e Net Kararlar alin: Ornek: Universite personel aliminda Smav soru hazirlanmasinda,
kimsenin odaya girmeyecegi, telefon kullanmayacagi, pencereden bakilmayacagi, yemek
Rektor tarafindan getirilecegi, temasta kuranlarin haber verilerek, onlara gerekli idari
yaklasim yapilacagi, tam bir hapis gibi olunacagi sdylenmistir. Gece 3-5 defa baskin
yapildi, Rektor oldugum ciddi test edildikten sonra igeri girebildim.

e Mentor veya Rol Model olun: Personele destek olunmasi, 6grencilerin sorunlarin ¢oziilmesi,
hediye ve herhangi bir boyut alinmamasi, kimsenin sikayet icin Rektére c¢ikmamasi
sOylenmistir. Devamli personellerle birlikte olup, onlarin odasina ¢ay icerek genel
isleyislere bakilmistir. Bir 68renci velisi, ¢ocuguna 6gle yemek verilmedigi, bunun icin
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sikayet edecegi sdyledi. Beni tanimiyordu, ben dinliyordum, yemek kart1 almadigi, yilda iki
defa verildigi ve buna gore yiyecek alinip hazirlik yapilacagi sdylendi. Zaten sizin
agzinizdan ¢ikan kesinmis, Rektor bunlar1 sdylemis dedi ve ayrildi. Bir sorun diye iletilen,
yemekhanede bol kepce yemek konuluyordu, bu yemegi 3 kisi yemekte imis, siz
karismayin, onlara ekstra degil, gerekeni yapin, her biri i¢in esit davranin dedim. Fazla,
daha dogrusu hi¢ ekmek atilmamasi i¢in, ekmek dilimleme makinesi alinarak, bu sorun
halledilmistir.

e Swuurlarimizi Bilin: Her birey ancak zarar ve zuliim var ise karisabilir. Haksizlik
yapilmamast i¢in, kontrol ve diizenlemedir. Haklar1 engellemek i¢in olamaz.
Toplanmalarda, giivenlik gorevlileri, sadece resim ¢eker karigsmazlar. Bagirmalar olursa,
sessiz olunmasi, egitim kurumu oldugu iletilir. Dilekge kavrami oturtulmus ve her dilekge
de cevaplandirilmisg, sorunlar ¢éztilmiistiir.

o Guiclii Yonlerinizin Farkinda olun: Bir dokiilen beton sokiilmekte idi. Gerek¢esini sordum,
temeli de orttiigii icin, depremde kirilmaya dayaniksiz olacagini belirttir. Bunu nasil
basardin diye sordum, itiraz edilmedi mi dedim. Rektor her giin geliyor, bakiyor, goriince
bana kizacak, bu agidan sizi kullandim dedi. Iyi yapmissin, beki gérmem olas1 m1 diye
sordum, hayir ama sizin gdziiniiz bende, benim gormek yeterli dedi. iste bu bir kurum
kiiltiirti olarak gii¢lii taraftir.

o Zayif Yonlerinizin Farkinda olun: Yumusak, arkadasca yaklasip, sanki topluma hizmet diye
gozetilen ve her insan gibi aldatilma olasidir. Bir kisi aldatilmam derse bu aldanmadir.
Burada takip ile bir zarar olusuyorsa, bu durumda toptan iptal giindeme gelebilir. Fayda
konusunda iptal yapilmayabilir.

o  Mazeretler arkasina siginmaym: Mazeret varsa sOylenir. Ancak akil kullanilmalidir.
Kamulastirmada eger 60 milyar TL iken, 40 milyar para gelmis ise, tercih kullanilmali,
sorun yaratacak olanlar kamulastirilacak, oniimiize ¢ikmamalidir. Siradan degil, akilci
se¢cim onemlidir.

e  Ongoériilmez olaylart kabullenin: Bu goriise katilmayacagim. Bir dernek kurulmus, acil
hastane i¢in para toplanmis, firma geldi, ellerinde bir proje var, birisi ¢izmis ama hastane
ile alakas1 yok, bunu gosterip, bir yerde kurmak istedikleri ve o arazinin belediyeden tahsisi
ile birlikte bu paranin aktarilmasini istediler. Ozet, bir proje, hastaneye uymayan, bir bina
yapimi, bu sekilde bir bina toplanan paralar ile yapilacak, sonra ruhsat alinmayacag i¢in
kendileri yerlesecekler. Belediye baskanina gittim, bir toplum, fedakar olanlar sayesinde
yiicelir dedim. Tesvik edelim diye ekledim. Belediye bagkani, buradaki tuzag:
gormiissiindiir, gerekcesi nedir diye sordu. Bu sekilde biitceden bir pay bir 6denek
cikartacagim, bunun ile Kampusta bir yer yapacagim, temel ana projenin bir kismi olacak
dedim. Onlar fedakarlik yaparlarsa, ger¢ek bir proje ile bunu da yaparim dedim. Israrla
firmaya yazdik, kabul etmediler, bize uymak zorundasiniz denildi, ama elbet uyulmadi. Bu
Universite ile iliskilerde onu alt etmemek i¢in sahte projeleri de engellemis oldu.

e lyilik Yapin: Personel her gelen kisinin projesini dinleyerek, iyilik ve giizellik, yarar ise
desteklemekte idi. Bu sekilde, Miizik Festivalleri, TRT 2’de programlar gibi bir¢ok boyut
yapilmistir. Genellikle iyilik karsilikli yapildig: i¢in, fark edilmeden yapilmasi 6nemlidir.
Camiye cuma giinii gitmek bile takip edildiginden, sivil araba ve her seferinde farkli yere
giderek, arkalarda kilinmistir.

e Yeni Insanlarla tanismaktan kacinmayin: Universite temsilcisi olarak tiim basin, siyasi
partiler ve fabrikalara gidilmistir. Burada Makine Miihendislik Boliimii olmasina karsin, tek
bir 6grencinin dogrudan mezun oldugu goriilmiis, buna gére modern makinelere gore egitim
degistirilmis, klasik makineler yerine bu dersin konulmasi ile, 2 yilda tiim ¢alisanlar bizim
mezunlarimiz veya stajyerlerimiz oldugu izlenmistir.

e  Duygularinizi kontrol etmeyi ogrenin: Begenilmeyen, istenmeyen durumlarda pek hakim
olunamamus, burada eksiklik vardir. Sinavda kopya ¢ekildigini sdyleyen bir eczaci, bakalim
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denilerek, onlarin yerleri ve notlarindaki benzerlere bakilmig, ayn1 70 puan almislar ama
farkl1 binalarda girdikleri tespit edilmistir. Kizarak, beni isletmisler diyerek ayrilmistir.

o Tepkilerinizi kontrol altina alin: Kantin, kafeterya bir firmaya verilmesi diigiintilmiis, 50
milyon ciro olan yere 5 milyar verince, arastirilmis, uyusturucu ve kadin pazarlayan olusum
imis ve bizim i¢imizde 4 kisi bu agidan baska uzak il¢elere gorevlendirilmistir. Kendimiz,
konsinye usulii ile hizmete acilmistir. Bir Firma, bir toplantida, bana gelip, size teklif verdik,
digerleri saha ucuz olmasina karsin, onlar ikinci mallar1 kalitesiz olmas1 nedeniyle iptal
ettiniz, bizden aldimiz. Biz pesin calisiriz ama babam verin dedigi i¢in vermistik. Ikinci ve
iiclincii de istek yapildi, pesin para olmayinca tereddiitte olduk, Babam, onlarin agzina
kiirekle altin atsan bile bogazlarindan gegcmez dedi. Biz ¢agirilinca Rektor cagiriyor diye
kravat takip gittik, muhasebe gelmenizi gerek yoktu, sakin Rektore ¢ikmayin, bize kizar
dedi ve paralar1 aldik ve ¢iktik. Ben de satis yapilip, bir hafta sonra 6diiyorduk dedim, ama
sOylenmis, algilamamigsiniz dedim. Devlet kurumu oldugunuz i¢in fark edemedik dediler.

e [Eglenin: Her ¢agirilan toplantilara gidildi. Bazilarina iki tarafin aralarini yapmak i¢in davet
edildigimi soylediler, baristirdim.

o Her seyi etraflica diistindiigiiniizden emin olun: Bir kisinin akletmesi sinirlidir, bunun i¢in
danismanlik, sura 6nemlidir. Ancak, gercek fikri yerine yaniltan, aldatan ise bir daha o
gruba alinmaz. Disaridan muhalefet eden sonra ilkeler iyilik ve {iniversite yapisi oldugu i¢in
birlikte davranildi ve fikirler ve danismanlik alindi. Bir seferinde 3binTL kisisel senet
istendi, giiven i¢in talep edilmis, avukat olur deyince, imzaland1 ve olmayacak is oldu.

o FEkip tiyelerinizi 6zenle belirleyin: Mevcut elemanlara yeni elemanlar segilerek alinmistir.
Secilmis ve basarili olan bir Yapi isleri Daire Baskan1 daha énce bazi iletisim boyutu igin
kanallar olusturulmus idi, buna karsin, elektrik tesisati ddsenirken, yolu kazilmaya
baslayinca, derhal durdurulmus ve sorgu yapilmaistir. Elektrik miihendisi, olmaz ama Rektor
boyle istedi denildi, denilince Rektor benim dedim, ¢ok ge¢ yeni proje olur, devam edelim
denilince, elektrik miihendisi ise bilgisayarda sabah ¢ikt1 getiririm dedi ve derhal o kisi
gorevden uzaklastirildi, baska yere naklini istedi ve gitti. Ozenle calisma ama dzeni bozma
ayrilmalidir.

o Ekibinizi her seyin iistiinde tutun: Her hafta pazartesi ekip ile yonetim toplantisi yapilmasi,
cay, kahve ve kek yenilmesi bir adet olmustu. Odalarina gidip, beraber sohbet eder, onlarda
islerini yaparlardi, engel olmazdim.

o Alcak gonmiillii olun: Baz1 gelenlere gore list perdeden yaklasim yapilmistir. Bir miiteahhit
gelip, benim 600 milyon bina paras1 alacagim var dedi, biz de biit¢ce a¢ilmadi diye belirttik.
Ben Manisa Belediye Bagkaniin kardesiyim dedi. Biz de Yassiada da idam hiikmii alip,
sonra miiebbet olan, senatoriin ogluyuz, Cumhurbaskani, Bagsbakan ve Yiiksek&gretim
Bagkanimin yakin tanidigi olurum. Siz kiminle konusuyorsunuz, biitge para gelmemisse,
gelmemistir, bir daha bu sekilde gelmeyin, ama normal olarak gelirseniz, cayimizi igersiniz
dedim. Beraberinizde getirdiginiz o baklavayr da gotiiriin dedim. Bir daha gelmemis,
subeden 1srarla gelin denilmis, o sekilde gelip, gizlice gidilmis.

e Kendinizi Bagislayin: Bu yaklasim da zordur. Insan nerede, neden ve nigin sorularinin
cevabini vermez ise rahat edemez. Bagislama telafi, anlagilma ve sorulara cevap bulunursa
s0z konusu olabilir.

e Rasyonel olun: Projeler hayali olur, etiit edildikten sonra rasyonellesir. Hava yastikli bir
yaklasgim Ongoriildli, Amerika Sacramento metro nedeniyle merkez girilemez olmus,
berduslarin yeri olmus. Bu acidan Cin’de sik uygulanan hava yastikli proje yapildi, 20meter
aralikli tek siral1 direkler tizerine 150 milyon TL tutuyordu. Bundan sonra igletim ve Finansi
yapildi, minimum 5bin giinde gecis olmali idi, giinde 30bin kisi trafik ile tasinmasi
nedeniyle amorti degil, kara gecen bir yap1 olacakti. Amerika finansmani, yap islet ve
devret/sahip ol olarak kabul etmisti. Buna benzer bir¢ok proje, Amerikan Sefirinin 1 art1 5
alt1 milyar dolar kredi ¢iktigin1 belirtmesi ile yapilmigtir.
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Makul Olun: Makul olmak, zarar ve zuliim yoksa, birisine fayda saglasa bile, bize olmasa
bile olumlu olundu. Ancak digerlerine makul olunmadi.

Sizin igin onemli olan kigilere zaman aywrin: Bazi konular i¢in mesai saati disinda toplantilar
yapildi, degerlendirmeler olustu, ¢cok olumlu katkilar alindi.

Her giin yeni bir sey dgrenin: Her proje ¢ok sey 6gretmistir. Yakin yerde ¢ikan jeotermal
buhar nedeniyle Denizli’ye taginmasi giindeme gelmis, yapilan Alam projesinde %27
verimlilik iken, Amerika’dan gelen telefon ile %97 verimlilik ile yapilacag: teklifi geldi.
Belediye Bagkani bunun iizerine proje durduruldu. Sadece ev 1sitma degil, sera, fabrika gibi
bir¢ok yerde kullanilabilecegi 6grenildi.

Asla Pes etmeyin: Enstitii Modeli Turgut Ozal ve Dogramaci énermis, Milli Egitim Bakanu,
Orhan Oguz da hararetle sen yaparsin demistir. Amerikan Sefiri gelip Hazineden para
¢ikt1ig1 sdylendi, bunun iizerine 1998 Mahkemeler serisi baglatildi, Sayistay, Agir Ceza ve
Hukuk Mahkemeleri 2016 Yargitay tiimiinde oldugu gibi “Kanun ve Nizamlara Uygundur,
beraati gerekir” kararindan sonra yeniden giindeme gelmis, bu Makalelerin yazilma
gerekeesi de bu faaliyete yeniden baslayabilmek i¢in proje ¢alismasi olmaktadir.
Yéntemlerinizi degistirmeye hazir olun: Ihbar ve karsilikli yapilacaklar1 engelleme faaliyeti
icin yaklagimlar farkli olmustur. Sayistay Sorgusu i¢in tiim yapilanlar tam olarak sunulmus,
fayda ve 0demeler, dogrudan kamu yarari ortaya konulmustur. Agir Ceza kavraminda,
iddialarda suc unsuru ispat edilsin, o durumda savunma yapilacak denilmistir. Iddialarm
dayaniksiz oldugu ilk planda 750 sayfa, sonra bilirkisilere kars1 yazilanlar ile 12bin sayfa
ile agiklanmistir. Yiiksekdgretim icin abartirsiniz denilmis, abartinin dayanagi olmadigi
belirtilmistir. Hukuk mahkemelerinde de Sayistay ve Agir Ceza beraat vermis Yargitay’dan
onamis, bilirkisi raporlar1 bir sug¢ islemektedirler denilmistir. Kisaca her hukuk yapisinda
degisik yaklasim yapilmistir.

Kayplarimizi azaltma yoluna gidin: Devaml analiz ve sentez yapilinca, Ogrencilerin
desklerinin tek kisilik, 6zel olarak kendi atelyemizde yapilmistir.

Hatalarinizdan 6grenin: Hatasiz insan olmaz, bu acidan hatalarin bilerek kasten yapilmasi
ile istemeden olmasi, telafi edilmesi 6nemlidir. Hatay1 yapanlar gelip, ona gore diizeltmeler
yapilmigtir. Yapi Isleri kasten yollar1 kazmasi igini birakmasi ile sonlanmistir. Her giin
yemekhaneden ¢ope dokiilenlere bakilmig, ekmek atimlarinin dilimleme getirilerek 6niine
gecilmistir.

Ellerinizdeki verilere gore karar verin: Veri eger kesin kanit degilse, bu agidan bir iglem
yapilamaz. Dekanlar kendi baglarina onay almadan, mobilya, hali degisimine gitmisler,
biitcede kaynak olmamasina gore firmalar ile degisim yapmislardir. Kaynagi icin Rektor
bulur demislerdir. Ayn1 zamanda firmalar ile belirli menfaat iligkisi kurulmustur. Bunlar
tespit edilip, onlerine dosyalar konulmus ve istifa etmisler, tiim donanimlar firma tarafindan
sokiiliip gotlirtilmiistiir.

Geri bildirimde bulunun: Her okulun 6grencilerinin degerlendirmesi alinmis, buna gore
yonetim ve yapilanmada degisim yapilmistir. Soguk nedeniyle tiim pencereler degismis,
cift cam yapilmis, kalorifer kazanm1 da degisim yapilmis, ekonomik ve verimli olan
konulmustur.

Giivenin, ancak teyit edin: Gliven, yapilan eylem ve tutum ile belli olur. Olaylar olunca,
yeni Rektdr tiim personelden eski Rektor i¢in savciliga yazi yazilmasini istemistir. Savciliga
yazanlar telefon ile bana ileterek, bunlar1 yazdiklarini, ama ben beraat edersem
kurtulacaklarini, ¢linkii tiim islerde yazili bizim ayri, ayr1 olumlu gerekgelerimiz oldugunu
belirtmislerdir. Hicbir 15, konu ile ilgili olanlardan olumlu yazili goriis alinmadan
yapilmamis, onlarin katilimi da bu sekilde saglanmis olmaktadir.

Yaklasabilir olun: Haftada bir gilin kuruluslara gidilmis, her bireyin eli sikilmigtir. Bazilari
ilk once kacip kalorifer dairesine saklanmislar, pesinden gidip, hepimiz kardesiz diyerek
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biraz zorla el sikilmistir. Sonra geleceg§imi bildikleri i¢in yola ¢ikip sohbet imkani
bulunmustur. Her bir 6nemli olayda da tiim personel birlikte irdeleme yapilmaistir.

e FEsit Davramin: Her hafta tim personel ile birlikte olmak, onlarla sohbet etmek, sorunlar1 ve
yapilacaklar1 irdelemek ile esit olunmasi saglanmistir. Esitiz demek ile olmayacagi
kavranmalidir.

e Profesyonellikten uzak-yakin iliskilerde bulunmaymn: Bahgede, agaglarin budanmasi i¢in
bahgivana haber iletilmis, bah¢ivan da kesmis, ama 6zensiz, ¢apakli birakmis. Cagirildi,
durum gosterildi, kendisi bu sekilde olmamali, yoksa aga¢ kuruyabilir dedi. Ne yapilacak
denilince tekrar alttan kesilecek dedi. Yapar misin dedim, kontrol edilecek, elbette bir daha
meslek disi, acele ile is yapmayacagim dedi. Sonra baktim ve tebrik ettim.

o lyiliklere karsi kayitsiz kalmayin: Késeoglu bir AVM yapmis ama isletememis. Bana
Universiteye devredeyim dedi. Bu sekilde olmaz, isleteyim, ilk planda eksiklikleri
tamlayayim dedim. Para istemez dedi, ama ben 3-4 ay sonra biitgeden isterim ancak gelir,
kira istegi yapayim dedim. Nitekim 6 ay sonra kira ddenmeye baslandi. Bunun arkasindan
bir otel, bir okul binas1 ve bir yurt bana verildi, zaman i¢inde biitce kaynakli kira 6demesi
yapildi.

e Kopriileri yakmaymn: Yurtdisi okul i¢in Tepe Insaat 4 milyon dolar kredi aldi, 4 y1l vadeli
ve Ogrencilerden para alarak, yilda iki 6demeli idi. Ayn1 donemde 20milyar TL Sanayi
Odas1 Baskani tekstil i¢in kredi istemis, alamamis, bazi iligkileri nedeniyle 6deme
yapilmamis. Bana ¢ok kizdi, ancak her yerde, ben ona izzet ve ikramda bulundum, bu onun
nefretini artirdi. Vali ve Belediye Baskan1 6grenince goriisme dediler, ben de Sanayi Odasi
Baskani sifat1 ile iliski kuruyorum, resmi bir iligkidir dedim.

o [letisimlerinizi koparmaymn: Akraba ve tanidik gelse bile, bir cay icme siiresi oldugu,
bekletilmedikleri ve kisa sohbet sonunda gonderilmislerdir. Ancak istedikleri olursa, bir
peygamber drnegi gdsterin yapayim demisimdir, Hz. Omer 6rnegi verilmistir.

e Ozel hayatimzi feragat etmeyin: Hem ¢aligma ve hem damismanlik igin, hafta sonrali
Eskisehir’e gelindi, aym1 zamanda ev ortam1 idi. Sonra da esimi Universitede
Yiiksekogretim bir bakima zorlamasi ile dekan yapildi ve ev biitiinliigii saglandi.

o Liderligin tadim ¢ikarin: Yapilan hizmetler, 6 ay bir yil ara ile yazili toparlandi, resim ile

.....

Yorum

Yukarida belirtilenler tesadiifi degil, belirli bu konuda bilgi ve arastirma yapip, ona gore
davranilmistir. El elden siitiindiir, bilim oOnemlidir ve kullanilmalidir prensibi gecerli
tutulmustur.

Bir lider nasil olmali? (www.kariyer.net)*

Liderlik iizerine tiim fikirlere ve yazilanlara bakildiginda ii¢ 6nemli nokta dikkati ¢ekiyor: insan, etkileme ve
amagclar.

Lideg;lik insanlar arasinda gergeklesir, etkilemenin kullanimimi igerir ve belli bir hedefe yoneliktir. Etkileme
insanlar arasi iligkilerin pasif olmamasi demektir. Ayrica etkileme bir noktaya ulasmak ya da bir hedefi bagarmak
icin kullanilir.

Liderlik karsiliklilik gerektirir, tek basina bir olgu degildir, insanlar arasinda gerceklesir. Kagit karistirmanin,
problem ¢ézmenin Otesinde insana yonelik bir aktivitedir, dinamiktir ve gii¢ kullanmay1 igerir. Liderlerin ortak
ozelliklerine baktigimizda asagida siralanan 6zellikler dikkati ¢ekiyor:

e “Vizyon sahibi o/mas:”. Bir seyahat sirasinda disar1 bakan ile bakmayan farklidir. Bakmayan
kendi algis1 ve diisiincesi i¢indedir, bir proje diisiiniiyorsa iyi denilir. Uyku bile istirahat
anlamindadir ve giizeldir. Disar1 bakan manzaraya bakiyorsa incelemekte, ancak daha
yakin bitkilere bakiyorsa bir sorgu gelistirmelidir. Bu bitkiler niye bakilmamis veya ¢ok
iyl bakilmis, serpilmis, boceklenme, parazit durumunun incelenmesi. Kisaca detayli
bakan kisi bir vizyonu olan kisidir.
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“Tutkulu ve fedakdr olmasi”: Fedakarlik boyutu, bir seyi arada, nadir yapmanin 6tesinde, her
giin icilen ¢ayin en ideal olmasi ve bunun 6demesi, ¢ay i¢gme takimlarinin en ideal
olarak, kaliteli saglanmasi demekteyim. Cayin lezzeti ve kalitesi, suyun yumusak yapisi
ve koku ile cekicilik gibi durum bir tutkudur. Ihtiyaci olan istemeyebilir, bu agidan
servise bir para her ay birakarak, bundan faydalanmak olmalidir. Ayrica dogum giinii
ve evlilik gibi ddemeler de bundan karsilanabilir. Siklikla &gretim iiyesi, serviste
hazirlanan ¢aydan iger ve para vermez, burada fedakarlik tam tersi, hepsini 6demek ile
olusur.

“Inan¢h, kararli ve tutarli olmasi”: Her birey spor yapacak denilince, once liderden
baslamalidir. Spor ayakkabist veya normal ayakkabi ile kampiiste yiiriir, hem her birey
ile karsilasir, sohbet eder, hem de spor yapmis olur.

“Ornek teskil etmesi”: Bir iste ilk 6deyen lider olmalidir. Bir hediye ilk liderden alinir, daha
sonra para yetmez ise lider tamamlar.

“Giiven”:

o “Giivenmesi/Takipgilerine giivenmesi”: En yakin bile bir sorun yaratacaktir, bu
dogaldir, ama bu olacak diye giivensizlik degil, zarar ve zuliim bellidir, olusursa
fark edilecek mekanizma kurmalidir.

o “Giivenilir olmasi / Takipgilerinin giivenini kazanmis olmas”: Bir toplum eger, kiirekle
para atilsa, bogazindan gegcmez demesi bir giivenilir olmanin ifadesidir. Ancak
cevre bundan faydalanmak isteyebilir dikkat etmelidir. Bir kontrolde,
yemekhaneden ¢ope makarna atildig1 gozlendi, hemen as¢ilara gidildi, kurtlu
imis ve pisince belli olmus. Her birey ne yapacak diye bakti. Depoda incelendi,
makarna kaliteli marka idi. Muhtemelen bir firsat¢1 satmis idi. Firma ile irtibata
gidildi, makarna geri verildi, sikdyet boyutu yapildi, eger degistirmez ise
mahkemeye gidilecegi sdylendi, 6 ay meslekten men cezasi alacagi 6grenildi.
Firma degistirdi, bir daha bize teklif vermedi.

“Motive etmesi”: Olumsuzlar ibret olarak, olumlular da 6diil olarak ele alinmalidir. Birgok
olumlu durumda, kutlamalar yapilmalidir. Ufak prematiire taburcu ediliyorsa mutlaka
bir kutlama yapilirdi.

“Beklentileri vizyonla biitiinlestirmesi”: Her glin pazartesi yapilan saatlik toplantida yonetim
konusu, arada 6gle yemekli ayda bir toplantilarda da ne dedik ne yaptik, basar1 ve
sorunlar glindeme getirilmistir. Bilgilendirme ve sorgulama 6nemli bulunmustur.
“[lham vermesi”: Her bir bilim dali i¢in ¢esitli hedefler s6ylenmistir. Konu 6grenci ise
ogretim iiyesi sayis1 arttirmak degil, bilim olarak arastirma ve gelistirme konusundadir.
Insaat Boliimii i¢in tiim Denizli’nin yap1 denetiminin alinmasi ve jeolojik zemin etiitleri
yapilmasi gibi projeler soylenmistir.

“Gelisim odakli olmasi”: Ekonomi ve 1sinma acgisindan tiim binalarin camlan ¢ift kat
yapilmis, alani daraltilmis, ikili yapilmis, kalorifer kazan1 modern ekonomik olan,
verimli olan alinmistir. Is1 daha uygun tutulmus, gerekirse arttirilmistir. Bilisim dersinde
50 bilgisayar ve bir arada mekanizma ile uygulama merkezi kurulmustur. Disariya da
kurslar verilmistir.

“Adalet duygusunun olmasr”: Bilgisayar dersinde program ile yazilim 6gretilirken, faydasiz
oldugu, Office gibi uygulamalar dgretilmistir. Tiim Universite i¢cin 10bin kullanici
Office yazilim alinmis, tiim makineler lisansli olmus ve Ogretim iiyelerinde de
verilmistir. Ayrica 6grencilere de kullanima agilmistir.

“Miitevazi olmasr”: Y emekhanede 0gretim iiyesi ve 0grenci farki kaldirilmis, her birey ayni
yemegi yemis, sadece 0gretim iiyeleri tekli tabakta, 6grenciler ile yemek tepsisinde
yemislerdir. Rektor 6grencilerle birlikte yemistir.

“Iyi bir dinleyici olmasr”: Mesai saati arasinda dinleyici olmak kolay degildir, mesai saati
disinda olasidir, ayrica toplantilarda bir farkli masaya ge¢ip konusulabilmektedir. Genel
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konusma yontemim: 1) konu hakkinda bilgilerimi ve becerilerimi sunarim, 2) gelecek
boyut olarak oneriler, 3) ne gibi katkilar1 olacagi dinlerim, ayrica, 4) ne, neden, nigin,
nasil ve niye gibi sorularin cevabini isterim.

o “Acik iletisim kurmasr”: Agik iletisim iki tarafli olabilir, bu nedenle dinlenir, sonra ona gore
yanit verilebilir. Baz1 kisiler, toplantida Rektor istiyormus, bilmedigi seyi istiyor,
zorlama ile olmaz soziinii dinlemisimdir. Cevap ben rektériim bu projenin bilimsel ve
isletme tarafin1 goremedim, o nedenle soruyorum, o emri veren de ben degilim dedigimi
hatirlarim.

o “Insanlara karsi duyarl olmasr”: 12bin 6grenci olan yerde, 14 spor dalinda 950 kisi katilmig
ve onlara plaket verilmistir. Bir 6grenci geldi, biz giires takiminday1z, giires minderimiz
yetersiz, siz onu biliyorsunuz, ¢aba harciyorsunuz, tesekkiir etmek i¢in geldim demistir.

e “Durumlara karsi duyarli olmas”: Spor Egitmenligi Boliimii i¢in, Bozkurt Ilgesinde yer
ayarlandi, spor kompleksleri saglandi, o6grenciler gezdirildi, begenip begenmedigi
sorulduguna, bizler bavullar1 yanimizda getirdik, burada kalabilir miyiz dediler.

o “Yenilik¢i olmas”: Miizik festivalleri diizenlenirken, katilimcilara para vermek yerine,
uluslararas1 yapt nedeniyle sadece otelde kalmak iizere gelenler olmustur. Gerekce
sanatta, miizikte {istlin bir yap1, profesorler ile jiiri olusturulmasi ve tam rekabet ortami
demislerdir. Politika olmadig1 i¢in, Yunanistan ii¢lincii olmus, gelmisler, hakkimiz bu
idi, bunun karsiligi Eurovision’da da Tiirkiye’ye oy cikmistir. Melih Kibar, Baris
Mango bu etkinliklerde dogrudan arkadas olunmustur, Baris Mango’ya onursal doktora
verilmistir, Tiirkiye’de verilen yegane doktoradir.

e “Hizli ve etkin karar vermesi”: Toplantt yapilir ve karar verilince uygulamaya konulur.
Miizik yarismasinda gergek profesyonel sanatgr 2 puan geride kaldi, bunun
degerlendirmesi yapildi, iki say1 arasinda sonsuz rakam vardir, bu agidan oynama
yapilamaz denildi, Amerikali jiiri tiyesi bu a¢idan uluslararasi diizeyi korudugunu ifade
etmistir.

e “Esnek olabilmesi”: Zarar ve zuliim olusuyorsa, kararlar hemen degistirilmistir. PEV okulu
i¢in iki kisilik sira yapilmasi antlasmasi yapildi, ticret sorun olunca, kendi atdlyemizde
her 6grenciye 6zgiin tekli sira yapilmistir.

o “Hiz (zaman etkin kullanmasi)”: Tepe Insaat bina yapimi sirasinda zaman siiresince hizl
olabilmek i¢in, onlar tahta olarak vermis, biz onlardan sira yaptik.

o “Sinerjik takim kurabilmesi”: Yapilanma i¢in 6zel eleman tutulmustur.

e “Bilgi sahibi olmasr”: En sik bagvurulan kaynak ansiklopedi olup, zamanimizda da internet

ve Wikipedia 6ne ¢ikmaktadir, eskiden Encyclopcedia Britannica 6n planda tutulmustur.
Liderligin ne oldugunu aha iyi anlamak i¢in madalyonun diger tarafina da bakmak ya da liderleri basarisizliga iten
faktorleri de gozden gecirmek gerekiyor. Purdue Universitesi Krannert Graduate School of Management’in dekani
Richard A. Cossier, asagida inceleyecegimiz faktorlerin, gegmiste cok basarili olan liderler i¢in de gegerli
oldugunu vurguluyor. Richard Cosier’in degindigi noktalar bes grup altinda toplaniyor:

o “Etkin olmayan degisim yonetimi, liderin basarisizligint hazirlayan bir faktor”. Bu ilkede, gecmiste
edindigi ¢aligma aligkanliklarini birakamayan liderin, gelecege doniik yeniliklere ayak uyduramayacagi
vurgulanir.

o “Dinleme yeteneginin olmayusi, liderin basarisin etkileyen unsurlarin ikincisi”. Bu noktada liderin
kendini abartarak begenmesi, olaylara tepeden bakmasi ve konulara gerekli 6nemi vermemesi, 6nemli
konularin gézden kagmasina neden olur. Oysa dinlemek, en etkin bir iletisim aracidir. Enerji ister dikkat
ister tasdik ister ve dinlemede dalginliga asla yer yoktur.

o “Sansl olmak, iyi olmaktan daha iyidir”. Fark edilecegi gibi bu ilke sansa yer vermeyen ve ben kaderimi
sansa ve dis etkilere baglamam, irademle kendim ¢izerim gibi diislinceler liderlikle ortiismez.

Yorum

Yetistirme yaklasimi acisindan lider olmak, bu zamanda olusan bir durum olarak
nitelendirilmektedir. Yazar ¢ocukluk doneminde, 5-6 yasinda itibaren, bir toplantida fikri
alinan, sonra biiyiikler tarafindan desteklenen bir yapi olmustur. Celal Bayar, Universite
yillarinda bazi 6nemli kararlarin alindig toplantilarda olmami istemis, katkimi da almistir.
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Gerekgesi, toplantiya katilanlar1 bilmemem, goriisleri toparlamama, bir delil, bilim, veri olarak
alip 6zetlemem ve sonra mantik siizgecinden gecirmem nedeniyledir.

Liderde ii¢ etken: Kisilik, etkilemesi ve amaci:

Oncelikle lider olacak kisinin birey olarak bir yapisi olmalidir. Bir¢ok kral, yetkisi olarak
liderdir veya Bagkanlik olarak Amerika’da secilmistir ama Biden bu islevi yapamamaktadir.
Yapisi ideal olsa bile esas islevi sorgulanir.

Etkileyici bir konusmasi, projesi veya bir hedefi olmalidir. Demokrasi diye s6z eder, ama her
birey ne yapmustir diye bakar. Hirsizlik, soygunculuk der, ama bunu yapan kendi arkadaslari
ise bir anlam1 olmaz. Projelerine 6nce kendisi inanmali, uygulama yaninda bilimsel savunmasi
ve ayrica sevgi ile insanlik, yararlilik boyutu da énemlidir.

Liderin islev, yapmak i¢in amaglar1 olmalidir. Tenkit, muhalefet demek, projesiz tenkit etmek
degildir. Konusma, yerden, yere vurma, taraftar1 ¢ekebilir ama lider yapmaz.

Liderlik 6zelligini bozan durumlar:

e Etkin olmayan degisim yonetimi, liderin basarisizligin1 hazirlayan bir faktrdiir. Eski, kural
ve sistemi devam ettirmek istemesi, gelisim lizere bir yapilanma yapmamasidir.

e Kendi bildigini sdylemesi, dinlememesi lider yapmaz. Lider kendi projesini anlatmali, ama
kars1 diislinceleri de dinlemelidir. Muhalefet etmek demek, iktidar1 dinlemek, iyi isleri
savunmak da olmalidir.

e Kendini abartmasi, biz iistiiniiz, bir biliriz ve yapariz demek olmaz, ne yaptigin sorulur.
Projeler birey ve toplumun iyiligi ve gelisimi lizeredir, ayni1 seyi tekrar etmesi yadirganir.

e Yapilan, gelismeleri sansa baglamak, bilim degil, calisma degil, tesadiiflere aglayan lider
olamaz. Iradesi ile yapmasi énemlidir.

Diger parametreler konu iginde irdelenmistir.

Leadership (Wikipedia)®

Leadership, both as a research area and as a practical skill, encompasses the ability of an individual, group
or organization to "lead", influence or guide other individuals, teams, or entire organizations. The word
"leadership” often gets viewed as a contested term.[2l Specialist literature debates various viewpoints on the
concept, sometimes contrasting Eastern and Western approaches to leadership, and also (within the West) North
American versus European approaches.

U.S. academic environments define leadership as "a process of social influence in which a person can enlist the
aid and support of others in the accomplishment of a common and ethical task".2lll Basically, leadership can be
defined as an influential power-relationship in which the power of one party (the "leader") promotes
movement/change in others (the "followers").[5! Some have challenged the more traditional managerial views of
leadership (which portray leadership as something possessed or owned by one individual due to their role
or authority), and instead advocate the complex nature of leadership which is found at all levels of institutions,
both within formal™ and informal roles,[Aneed quotation to verify]

Studies of leadership have produced theories involving (for example) traits,®! situational interaction, function,
behavior,™ power, vision!*®! and values,[*1[need quotation to verity] charisma, and intelligence, among others.4!

In the field of political leadership, the Chinese doctrine of the Mandate of Heaven postulated the need for rulers to
govern justly and the right of subordinates to overthrow emperors who appeared to lack divine sanction.[12
Pro-aristocracy thinkersi*3l have  postulated  that leadership  depends on one's "blue blood"
or genes.! Monarchy takes an extreme view of the same idea, and may prop up its assertions against the claims
of mere aristocrats by invoking divine sanction (see the divine right of kings). On the other hand, more
democratically inclined theorists have pointed to examples of meritocratic leaders, such as
the Napoleonic marshals profiting from careers open to talent.[5!

In the autocratic/paternalistic strain of thought, traditionalists recall the role of leadership of the Roman pater
familias. Feminist thinking, on the other hand, may object to such models as patriarchal and posit against them
"emotionally attuned, responsive, and consensual empathetic guidance, which is sometimes associated
with matriarchies" 6171

"Comparable to the Roman tradition, the views of Confucianism on 'right living' relate very much to the ideal of
the (male) scholar-leader and his benevolent rule, buttressed by a tradition of filial piety."[8
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Leadership is a matter of intelligence, trustworthiness, humaneness, courage, and discipline ... Reliance on
intelligence alone results in rebelliousness. Exercise of humaneness alone results in weakness. Fixation on trust
results in folly. Dependence on the strength of courage results in violence. Excessive discipline and sternness in
command result in cruelty. When one has all five virtues together, each appropriate to its function, then one can
be a leader. — Jia Lin, in commentary on Sun Tzu, Art of War

Machiavelli's The Prince, written in the early-16th century, provided a manual for rulers ("princes" or "tyrants" in
Machiavelli's terminology) to gain and keep power.

Prior to the 19th century, the concept of leadership had less relevance than today — society expected and obtained
traditional deference and obedience to lords, kings, master-craftsmen and slave-masters. (Note that the Oxford
English _ Dictionary traces the word “leadership"” in English only as far back as 1821.12%)
Historically, industrialization, opposition to the ancien regime and the phasing out of chattel slavery meant that
some newly developing organizations (nation-state republics, commercial corporations) evolved a need for a new
paradigm with which to characterize elected politicians and job-granting employers - thus the development and
theorizing of the idea of "leadership”.?! The functional relationship between leaders and followers may
remain,22 but acceptable (perhaps euphemistic) terminology has changed.

From the 19th century too, the elaboration of anarchist thought called the whole concept of leadership into
question. One response to this denial of élitism came with Leninism - Lenin (1870-1924) demanded an élite group
of disciplined cadres to act as the vanguard of a socialist revolution, bringing into existence the dictatorship of the
proletariat.

Other historical views of leadership have addressed the seeming contrasts between secular and religious leadership.
The doctrines of Caesaro-papism have recurred and had their detractors over several centuries. Christian thinking
on leadership has often emphasized stewardship of divinely-provided resources—human and material—and their
deployment in accordance with a Divine plan. Compare servant leadership.2!

For a more general view on leadership in politics, compare the concept of the statesperson.

Theories

Early western history

The search for the characteristics or traits of leaders has continued for centuries. Philosophical writings
from Plato's Republic to Plutarch's Lives have explored the question "What qualities distinguish an individual
as a leader?" Underlying this search was the early recognition of the importance of leadership!2 and the
assumption that leadership is rooted in the characteristics that certain individuals possess. This idea that leadership
is based on individual attributes is known as the "trait theory of leadership".

A number of works in the 19th century — when the traditional authority of monarchs, lords and bishops had begun
to wane — explored the trait theory at length: note especially the writings of Thomas Carlyle and of Francis Galton,
whose works have prompted decades of research. In Heroes and Hero Worship (1841), Carlyle identified the
talents, skills, and physical characteristics of men who rose to power. Galton's Hereditary Genius (1869) examined
leadership qualities in the families of powerful men. After showing that the numbers of eminent relatives dropped
off when his focus moved from first-degree to second-degree relatives, Galton concluded that leadership was
inherited. In other words, leaders were born, not developed. Both of these notable works lent great initial support
for the notion that leadership is rooted in characteristics of a leader.

Cecil Rhodes (1853-1902) believed that public-spirited leadership could be nurtured by identifying young people
with "moral force of character and instincts to lead", and educating them in contexts (such as the collegiate
environment of the University of Oxford) which further developed such characteristics. International networks of
such leaders could help to promote international understanding and help "render war impossible”. This vision of
leadership underlay the creation of the Rhodes Scholarships, which have helped to shape notions of leadership
since their creation in 1903.[28

Rise of alternative theories

In the late 1940s and early 1950s, a series of qualitative reviews of these studies (e.g., Bird, 1940;27 Stogdill,
1948;1281 Mann, 1959[2%) prompted researchers to take a drastically different view of the driving forces behind
leadership. In reviewing the extant literature, Stogdill and Mann found that while some traits were common across
a number of studies, the overall evidence suggested that people who are leaders in one situation may not necessarily
be leaders in other situations. Subsequently, leadership was no longer characterized as an enduring individual trait,
as situational approaches (see alternative leadership theories below) posited that individuals can be effective in
certain situations, but not others. The focus then shifted away from traits of leaders to an investigation of the leader
behaviors that were effective. This approach dominated much of the leadership theory and research for the next
few decades.

Reemergence of trait theory

New methods and measurements were developed after these influential reviews that would ultimately
reestablish trait theory as a viable approach to the study of leadership. For example, improvements in researchers'
use of the round robin research design methodology allowed researchers to see that individuals can and do emerge
as leaders across a variety of situations and tasks.% Additionally, during the 1980s statistical advances allowed
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researchers to conduct meta-analyses, in which they could quantitatively analyze and summarize the findings from
a wide array of studies. This advent allowed trait theorists to create a comprehensive picture of previous leadership
research rather than rely on the qualitative reviews of the past. Equipped with new methods, leadership researchers
revealed the following:
e Individuals can and do emerge as leaders across a variety of situations and tasks.%
Significant relationships exist between leadership emergence and such individual traits as:
Intelligencel®4
Adjustment=l
Extraversiont!
ConscientiousnessE2EIE4
Openness to experienceld]
o  General self-efficacyl®6I*]
While the trait theory of leadership has certainly regained popularity, its reemergence has not been accompanied
by a corresponding increase in sophisticated conceptual frameworks. 28l
Specifically, Zaccaro (2007)E8! noted that trait theories still:
e Focus on a small set of individual attributes such as the "Big Five" personality traits, to the neglect of
cognitive abilities, motives, values, social skills, expertise, and problem-solving skills.
o Fail to consider patterns or integrations of multiple attributes.
e Do not distinguish between the leadership attributes that are generally not malleable over time and those
that are shaped by, and bound to, situational influences.
e Do not consider how stable leader attributes account for the behavioral diversity necessary for effective
leadership.
Attribute pattern approach
Considering the criticisms of the trait theory outlined above, several researchers have begun to adopt a different
perspective of leader individual differences—the leader attribute pattern approach,BAEAMA0IAI42] |y contrast to the
traditional approach, the leader attribute pattern approach is based on theorists' arguments that the influence of
individual characteristics on outcomes is best understood by considering the person as an integrated totality rather
than a summation of individual variables.*H%3 |n other words, the leader attribute pattern approach argues that
integrated constellations or combinations of individual differences may explain substantial variance in both leader
emergence and leader effectiveness beyond that explained by single attributes, or by additive combinations of
multiple attributes.
Behavioral and style theories
Main article: Managerial grid model
In response to the early criticisms of the trait approach, theorists began to research leadership as a set of behaviors,
evaluating the behavior of successful leaders, determining a behavior taxonomy, and identifying broad leadership
styles.l David McClelland, for example, posited that leadership takes a strong personality with a well-developed
positive ego. To lead, self-confidence and high self-esteem are useful, perhaps even essential .45
Kurt Lewin, Ronald Lipitt, and Ralph White developed in 1939 the seminal work on the influence of leadership
styles and performance. The researchers evaluated the performance of groups of eleven-year-old boys under
different types of work climate. In each, the leader exercised his influence regarding the type of group decision
making, praise and criticism (feedback), and the management of the group tasks (project management) according
to three styles: authoritarian, democratic, and laissez-faire.[¢!
In 1945, Ohio State University conducted a study which investigated observable behaviors portrayed by effective
leaders. They would then identify if these particular behaviors are reflective of leadership effectiveness. They were
able to narrow their findings to two identifiable distinctions!*” The first dimension was identified as "initiating
structure”, which described how a leader clearly and accurately communicates with the followers, defines goals,
and determines how tasks are performed. These are considered "task oriented" behaviors. The second dimension
is "consideration”, which indicates the leader's ability to build an interpersonal relationship with their followers,
to establish a form of mutual trust. These are considered "social oriented" behaviors. !
The Michigan State Studies, which were conducted in the 1950s, made further investigations and findings that
positively correlated behaviors and leadership effectiveness. Although they had similar findings as the Ohio State
studies, they also contributed an additional behavior identified in leaders: participative behavior (also called
"servant leadership™), or allowing the followers to participate in group decision making and encouraged
subordinate input. This entails avoiding controlling types of leadership and allows more personal interactions
between leaders and their subordinates.22!
The managerial grid model is also based on a behavioral theory. The model was developed by Robert
Blake and Jane Mouton in 1964 and suggests five different leadership styles, based on the leaders' concern for
people and their concern for goal achievement.5%
Positive reinforcement
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B. F. Skinner is the father of behavior modification and developed the concept of positive reinforcement. Positive
reinforcement occurs when a positive stimulus is presented in response to a behavior, increasing the likelihood of
that behavior in the future.>*! The following is an example of how positive reinforcement can be used in a business
setting. Assume praise is a positive reinforcer for a particular employee. This employee does not show up to work
on time every day. The manager decides to praise the employee for showing up on time every day the employee
actually shows up to work on time. As a result, the employee comes to work on time more often because the
employee likes to be praised. In this example, praise (the stimulus) is a positive reinforcer for this employee
because the employee arrives at work on time (the behavior) more frequently after being praised for showing up
to work on time. Positive reinforcement coined by Skinner enables a behavior to be repeated in a positive manner,
and on the other hand a negative reinforcer is repeated in a way that is not as plausible as the positive.52

The use of positive reinforcement is a successful and growing technique used by leaders to motivate and attain
desired behaviors from subordinates. Organizations such as Frito-Lay, 3M, Goodrich, Michigan Bell, and Emery
Air Freight have all used reinforcement to increase productivity.>3! Empirical research covering the last 20 years
suggests that reinforcement theory has a 17 percent increase in performance. Additionally, many reinforcement
techniques such as the use of praise are inexpensive, providing higher performance for lower costs.

Situational and contingency theories

Situational theory also appeared as a reaction to the trait theory of leadership. Social scientists argued that history
was more than the result of intervention of great men as Carlyle suggested. Herbert Spencer (1884) (and Karl
Marx) said that the times produce the person and not the other way around.% This theory assumes that different
situations call for different characteristics; according to this group of theories, no single optimal psychographic
profile of a leader exists. According to the theory, "what an individual actually does when acting as a leader is in
large part dependent upon characteristics of the situation in which he functions."

Some theorists started to synthesize the trait and situational approaches. Building upon the research of Lewin et
al., academics began to normalize the descriptive models of leadership climates, defining three leadership styles
and identifying which situations each style works better in. The authoritarian leadership style, for example, is
approved in periods of crisis but fails to win the "hearts and minds" of followers in day-to-day management; the
democratic leadership style is more adequate in situations that require consensus building; finally, the laissez-faire
leadership style is appreciated for the degree of freedom it provides, but as the leaders do not "take charge", they
can be perceived as a failure in protracted or thorny organizational problems.8 Thus, theorists defined the style
of leadership as contingent to the situation, which is sometimes classified as contingency theory. Three
contingency leadership theories appear more prominently in recent years: Fiedler contingency model, Vroom-
Yetton decision model, and the path-goal theory.

The Fiedler contingency model bases the leader's effectiveness on what Fred Fiedler called situational
contingency. This results from the interaction of leadership style and situational favorability (later
called situational control). The theory defined two types of leader: those who tend to accomplish the task by
developing good relationships with the group (relationship-oriented), and those who have as their prime concern
carrying out the task itself (task-oriented).*” According to Fiedler, there is no ideal leader. Both task-oriented and
relationship-oriented leaders can be effective if their leadership orientation fits the situation. When there is a good
leader-member relation, a highly structured task, and high leader position power, the situation is considered a
"favorable situation”. Fiedler found that task-oriented leaders are more effective in extremely favorable or
unfavorable situations, whereas relationship-oriented leaders perform best in situations with intermediate
favorability.

Victor VVroom, in collaboration with Phillip Yetton (1973)58 and later with Arthur Jago (1988),5% developed
a taxonomy for describing leadership situations, which was used in a normative decision model where leadership
styles were connected to situational variables, defining which approach was more suitable to which
situation.% This approach was novel because it supported the idea that the same manager could rely on
different group decision making approaches depending on the attributes of each situation. This model was later
referred to as situational contingency theory .61

The path-goal theory of leadership was developed by Robert House (1971) and was based on the expectancy
theory of Victor Vroom.[2 According to House, the essence of the theory is "the meta proposition that leaders, to
be effective, engage in behaviors that complement subordinates' environments and abilities in a manner that
compensates for deficiencies and is instrumental to subordinate satisfaction and individual and work unit
performance” [ The theory identifies four leader behaviors, achievement-oriented, directive, participative,
and supportive, that are contingent to the environment factors and follower characteristics. In contrast to
the Fiedler contingency model, the path-goal model states that the four leadership behaviors are fluid, and that
leaders can adopt any of the four depending on what the situation demands. The path-goal model can be classified
both as a contingency theory, as it depends on the circumstances, and as a transactional leadership theory, as the
theory emphasizes the reciprocity behavior between the leader and the followers.

Functional theory
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Functional leadership theory (Hackman & Walton, 1986; McGrath, 1962; Adair, 1988; Kouzes & Posner, 1995)
is a particularly useful theory for addressing specific leader behaviors expected to contribute to organizational or
unit effectiveness. This theory argues that the leader's main job is to see that whatever is necessary to group needs
is taken care of; thus, a leader can be said to have done their job well when they have contributed to group
effectiveness and cohesion (Fleishman et al., 1991; Hackman & Wageman, 2005; Hackman & Walton, 1986).
While functional leadership theory has most often been applied to team leadership (Zaccaro, Rittman, & Marks,
2001), it has also been effectively applied to broader organizational leadership as well (Zaccaro, 2001). In
summarizing literature on functional leadership (see Kozlowski et al. (1996), Zaccaro et al. (2001), Hackman and
Walton (1986), Hackman & Wageman (2005), morge (2005), Klein, Zeigert, Knight, and Xiao (2006) observed
five broad functions a leader performs when promoting organization's effectiveness. These functions include
environmental monitoring, organizing subordinate activities, teaching and coaching subordinates, motivating
others, and intervening actively in the group's work.

A variety of leadership behaviors are expected to facilitate these functions. In initial work identifying leader
behavior, Fleishman (1953) observed that subordinates perceived their supervisors' behavior in terms of two broad
categories referred to as consideration and initiating structure. Consideration includes behavior involved in
fostering effective relationships. Examples of such behavior would include showing concern for a subordinate or
acting in a supportive manner towards others. Initiating structure involves the actions of the leader focused
specifically on task accomplishment. This could include role clarification, setting performance standards, and
holding subordinates accountable to those standards.

Integrated psychological theory

The Integrated Psychological Theory of leadership is an attempt to integrate the strengths of the older theories
(i.e., traits, behavioral/styles, situational and functional) while addressing their limitations, introducing a new
element —the need for leaders to develop their leadership presence, attitude toward others and behavioral flexibility
by practicing psychological mastery. It also offers a foundation for leaders wanting to apply the philosophies
of servant leadership and authentic leadership.[64

Integrated psychological theory began to attract attention after the publication of James Sculler’s Three Levels of
Leadership model (2011).1% Sculler argued that the older theories offer only limited assistance in developing a
person's ability to lead effectively.[®! He pointed out, for example, that:

e Traits theories, which tend to reinforce the idea that leaders are born not made, might help us select
leaders, but they are less useful for developing leaders.

e Anideal style (e.g., Blake & Mouton's team style) would not suit all circumstances.

e Most of the situational/contingency and functional theories assume that leaders can change their behavior
to meet differing circumstances or widen their behavioral range at will, when in practice many find it
hard to do so because of unconscious beliefs, fears or ingrained habits. Thus, he argued, leaders need to
work on their inner psychology.

o None of the old theories successfully address the challenge of developing "leadership presence"; that
certain "something" in leaders that commands attention, inspires people, wins their trust and makes
followers want to work with them.

Scouller proposed the Three Levels of Leadership model, which was later categorized as an "Integrated
Psychological” theory on the Businessballs education website.[! In essence, his model aims to summarize what
leaders have to do, not only to bring leadership to their group or organization, but also to develop themselves
technically and psychologically as leaders.

The three levels in his model are public, private and personal leadership:

e The first two — public and private leadership — are "outer" or behavioral levels. These are the behaviors
that address what Scouller called "the four dimensions of leadership". These dimensions are: (1) a shared,
motivating group purpose; (2) action, progress and results; (3) collective unity or team spirit; (4)
individual selection and motivation. Public leadership focuses on the 34 behaviors involved in
influencing two or more people simultaneously. Private leadership covers the 14 behaviors needed to
influence individuals one to one.

e The third — personal leadership — is an "inner" level and concerns a person's growth toward greater
leadership presence, knowhow and skill. Working on one's personal leadership has three aspects: (1)
Technical knowhow and skill (2) Developing the right attitude toward other people — which is the basis
of servant leadership (3) Psychological self-mastery — the foundation for authentic leadership.

Scouller argued that self-mastery is the key to growing one's leadership presence, building trusting relationships
with followers and dissolving one's limiting beliefs and habits, thereby enabling behavioral flexibility as
circumstances change, while staying connected to one's core values (that is, while remaining authentic). To support
leaders' development, he introduced a new model of the human psyche and outlined the principles and techniques
of self-mastery, which include the practice of mindfulness meditation.8l

Transactional and transformational theories
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Bernard Bass and colleagues developed the idea of two different types of leadership, transactional that involves
exchange of labor for rewards and transformational which is based on concern for employees, intellectual
stimulation, and providing a group vision. 270l

The transactional leader (Burns, 1978)7! is given power to perform certain tasks and reward or punish for the
team's performance. It gives the opportunity to the manager to lead the group and the group agrees to follow his
lead to accomplish a predetermined goal in exchange for something else. Power is given to the leader to evaluate,
correct, and train subordinates when productivity is not up to the desired level, and reward effectiveness when
expected outcome is reached.

Leader—-member exchange theory

Leader—-member exchange (LMX) theory addresses a specific aspect of the leadership process, ™2 which evolved
from an earlier theory called the vertical dyad linkage (VDL) model.”! Both of these models focus on the
interaction between leaders and individual followers. Similar to the transactional approach, this interaction is
viewed as a fair exchange whereby the leader provides certain benefits such as task guidance, advice, support,
and/or significant rewards and the followers reciprocate by giving the leader respect, cooperation, commitment to
the task and good performance. However, LMX recognizes that leaders and individual followers will vary in the
type of exchange that develops between them.[”l LMX theorizes that the type of exchanges between the leader
and specific followers can lead to the creation of in-groups and out-groups. In-group members are said to
have high-quality exchanges with the leader, while out-group members have low-quality exchanges with the
leader.[”5!

In-group members

In-group members are perceived by the leader as being more experienced, competent, and willing to assume
responsibility than other followers. The leader begins to rely on these individuals to help with especially
challenging tasks. If the follower responds well, the leader rewards him/her with extra coaching, favorable job
assignments, and developmental experiences. If the follower shows high commitment and effort followed by
additional rewards, both parties develop mutual trust, influence, and support of one another. Research shows the
in-group members usually receive higher performance evaluations from the leader, higher satisfaction, and faster
promotions than out-group members.”! In-group members are also likely to build stronger bonds with their leaders
by sharing the same social backgrounds and interests.

Out-group members

Out-group members often receive less time and more distant exchanges than their in-group counterparts. With out-
group members, leaders expect no more than adequate job performance, good attendance, reasonable respect, and
adherence to the job description in exchange for a fair wage and standard benefits. The leader spends less time
with out-group members, they have fewer developmental experiences, and the leader tends to emphasize his/her
formal authority to obtain compliance to leader requests. Research shows that out-group members are less satisfied
with their job and organization, receive lower performance evaluations from the leader, see their leader as less fair,
and are more likely to file grievances or leave the organization.[41

Emotions

Leadership can be perceived as a particularly emotion-laden process, with emotions entwined with the social
influence process./”?! In an organization, the leader's mood has some effects on his/her group. These effects can be
described in three levels:[/

1. The mood of individual group members. Group members with leaders in a positive mood experience
more positive mood than do group members with leaders in a negative mood. The leaders transmit their
moods to other group members through the mechanism of emotional contagion.””I Mood contagion may
be one of the psychological mechanisms by which charismatic leaders influence followers.[”8]

2. The affective tone of the group. Group affective tone represents the consistent or homogeneous affective
reactions within a group. Group affective tone is an aggregate of the moods of the individual members of
the group and refers to mood at the group level of analysis. Groups with leaders in a positive mood have
a more positive affective tone than do groups with leaders in a negative mood.["1

3. Group processes like coordination, effort expenditure, and task strateqy. Public expressions of mood
impact how group members think and act. When people experience and express mood, they send signals
to others. Leaders signal their goals, intentions, and attitudes through their expressions of moods. For
example, expressions of positive moods by leaders signal that leaders deem progress toward goals to be
good. The group members respond to those signals cognitively and behaviorally in ways that are reflected
in the group processes.[/]

In research about client service, it was found that expressions of positive mood by the leader improve the
performance of the group, although in other sectors there were other findings. [l

Beyond the leader's mood, her/his behavior is a source for employee positive and negative emotions at work. The
leader creates situations and events that lead to emotional response. Certain leader behaviors displayed during
interactions with their employees are the sources of these affective events. Leaders shape workplace affective
events. Examples — feedback giving, allocating tasks, resource distribution. Since employee behavior and

Sayfa/Page. 94



https://en.wikipedia.org/wiki/Bernard_Bass
https://en.wikipedia.org/wiki/Leadership#cite_note-69
https://en.wikipedia.org/wiki/Leadership#cite_note-70
https://en.wikipedia.org/wiki/James_MacGregor_Burns
https://en.wikipedia.org/wiki/Leadership#cite_note-Burns-71
https://en.wikipedia.org/wiki/Leadership#cite_note-72
https://en.wikipedia.org/wiki/Leadership#cite_note-73
https://en.wikipedia.org/wiki/Leadership#cite_note-Howell,_Jon_P.-74
https://en.wikipedia.org/wiki/Leadership#cite_note-autogenerated1-75
https://en.wikipedia.org/wiki/In-group
https://en.wikipedia.org/wiki/Leadership#cite_note-Howell,_Jon_P.-74
https://en.wikipedia.org/wiki/Ingroups_and_outgroups
https://en.wikipedia.org/wiki/Job_performance
https://en.wikipedia.org/wiki/Living_wage
https://en.wikipedia.org/wiki/Leadership#cite_note-Howell,_Jon_P.-74
https://en.wikipedia.org/wiki/Leadership#cite_note-76
https://en.wikipedia.org/wiki/Leadership#cite_note-cote-77
https://en.wikipedia.org/wiki/Emotional_contagion
https://en.wikipedia.org/wiki/Leadership#cite_note-cote-77
https://en.wikipedia.org/wiki/Charismatic
https://en.wikipedia.org/wiki/Leadership#cite_note-78
https://en.wikipedia.org/wiki/Group_affective_tone
https://en.wikipedia.org/wiki/Leadership#cite_note-cote-77
https://en.wikipedia.org/wiki/Task_(project_management)
https://en.wikipedia.org/wiki/Strategy
https://en.wikipedia.org/wiki/Leadership#cite_note-cote-77
https://en.wikipedia.org/wiki/Leader
https://en.wikipedia.org/wiki/Leadership#cite_note-george-79
https://en.wikipedia.org/wiki/Emotions

Tiirk Diinyast, Tiirkiye-Irak Tip Dergisi
Turkish World, Turkiye-Irag Medical Journal

productivity are directly affected by their emotional states, it is imperative to consider employee emotional
responses to organizational leaders.®% Emotional intelligence, the ability to understand and manage moods and
emotions in the self and others, contributes to effective leadership within organizations.”l

Neo-emergent theory

The neo-emergent leadership theory (from the Oxford Strategic Leadership Programme!®l) sees leadership as an
impression formed through the communication of information by the leader or by other stakeholders,®2 not
through the true actions of the leader himself.[citation needed) |y gther words, the reproduction of information
or stories form the basis of the perception of leadership by the majority. It is well known by historians that the
naval hero Lord Nelson often wrote his own versions of battles he was involved in, so that when he arrived home
in England, he would receive a true hero's welcome.®3l In modern society, the press, blogs and other sources report
their own views of leaders, which may be based on reality, but may also be based on a political command, a
payment, or an inherent interest of the author, media, or leader. Therefore, one can argue that the perception of all
leaders is created and in fact does not reflect their true leadership qualities at all. Hence the historical function of
belief in (for example) royal blood as a proxy for belief in or analysis of effective governing skills.
Constructivist analysis

Some constructivists question whether leadership exists, or suggest that (for example) leadership "is a myth
equivalent to a belief in UFQOs". (41831

Leadership emergence

Many personality characteristics were found to be reliably associated with leadership emergence.’ The list
includes, but is not limited to (following list organized in alphabetical order): assertiveness, authenticity, Big Five
personality factors, birth order, character strengths, dominance, emotional intelligence, gender identity,
intelligence, narcissism, self-efficacy for leadership, self-monitoring and social motivation.! Other areas of study
in relation to how and why leaders emerge include narcissistic traits, absentee leaders, and participation. While
there are many personality traits that be considered in determining why a leader emerges it is important to not look
at these in isolation. Today’s sophisticated research methods look at personality characteristics in combination to
determine patterns of leadership emergence.’!

Leadership emergence is the idea that people born with specific characteristics become leaders, and those without
these characteristics do not become leaders. People like Mahatma Gandhi, Abraham Lincoln, and Nelson Mandela
all share traits that an average person does not. This includes people who choose to participate in leadership roles,
as opposed to those who do not. Research indicates that up to 30% of leader emergence has a genetic
basis. 8 There is no current research indicating that there is a “leadership gene”, instead we inherit certain traits
that might influence our decision to seek leadership. Both anecdotal, and empirical evidence support a stable
relationship between specific traits and leadership behavior. Using a large international sample researchers
found that there are three factors that motivate leaders; affective identity (enjoyment of leading), non-calculative
(leading earns reinforcement), and social-normative (sense of obligation).2%

Assertiveness

The relationship between assertiveness and leadership emergence is curvilinear; individuals who are either low in
assertiveness or very high in assertiveness are less likely to be identified as leaders.®!!

Authenticity

Individuals who are more aware of their personality qualities, including their values and beliefs, and are less biased
when processing self-relevant information, are more likely to be accepted as leaders.?2l See authentic leadership.
Big Five personality factors

Those who emerge as leaders tend to be more (order in strength of relationship with leadership emergence):
extroverted, conscientious, emotionally stable, and open to experience, although these tendencies are stronger in
laboratory studies of leaderless groups.3l However, introversion — extroversion appears to be the most influential
quality in leadership emergence, specifically leaders tend to be high in extroversion.’®”! Introversion - extroversion
is also the quality that can be judged most easily of the Big Five Traits.®”l Agreeableness, the last factor of the Big
Five personality traits, does not seem to play any meaningful role in leadership emergence.l

Birth order

Those born first in their families and only children are hypothesized to be more driven to seek leadership and
control in social settings. Middle-born children tend to accept follower roles in groups, and later-borns are thought
to be rebellious and creative.[55!

Character strengths

Those seeking leadership positions in a military organization had elevated scores on a number of indicators of
strength of character, including honesty, hope, bravery, industry, and teamwork.

Dominance

Individuals with dominant personalities — they describe themselves as high in the desire to control their
environment and influence other people, and are likely to express their opinions in a forceful way — are more likely
to act as leaders in small-group situations.24

Emotional intelligence
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Individuals with high emotional intelligence have increased ability to understand and relate to people. They have
skills in communicating and decoding emotions and they deal with others wisely and effectively.8 Such people
communicate their ideas in more robust ways, are better able to read the politics of a situation, are less likely to
lose control of their emotions, are less likely to be inappropriately angry or critical, and in consequence are more
likely to emerge as leaders.!

Intelligence

Individuals with higher intelligence exhibit superior judgement, higher verbal skills (both written and oral), quicker
learning and acquisition of knowledge, and are more likely to emerge as leaders.[® Correlation between 1Q and
leadership emergence was found to be between .25 and .30.261 However, groups generally prefer leaders that do
not exceed intelligence prowess of average member by a wide margin, as they fear that high intelligence may be
translated to differences in communication, trust, interests and values®®”!

Self-efficacy for leadership

Confidence in one's ability to lead is associated with increases in willingness to accept a leadership role and success
in that role.8!

Self-monitoring

High self-monitors are more likely to emerge as the leader of a group than are low self-monitors, since they are
more concerned with status-enhancement and are more likely to adapt their actions to fit the demands of the
situation®®

Social motivation

Individuals who are both success-oriented and affiliation-oriented, as assessed by projective measures, are more
active in group problem-solving settings and are more likely to be elected to positions of leadership in such
groupsd

Narcissism, hubris and other negative traits

A number of negative traits of leadership have also been studied. Individuals who take on leadership roles in
turbulent situations, such as groups facing a threat or ones in which status is determined by intense competition
among rivals within the group, tend to be narcissistic: arrogant, self-absorbed, hostile, and very self-confident.[2!
Absentee leader

Existing research has shown that absentee leaders - those who rise into power, but not necessarily because of their
skills, and are marginally engaging with their role - are actually worse than destructive leader, because it takes
longer to pinpoint their mistakes.[2%21

Willingness to Participate

A willingness to participate in a group can indicate a person’s interest as well as their willingness to take
responsibility for how the group performs.2 Those who do not say much during a group meeting are less likely
to emerge as a leader than those who speak up.®” There is however some debate over whether the quality of
participation in a group matters more than the quantity.

A hypothesis termed, the ‘babble effect’ or the ‘babble hypotheses’ has been studied as a factor in the emergence
of leaders.2%! It is believed that leader emergence is highly correlated with the quantity of speaking time,
specifically those who provide a large quantity are more likely to become a leader in a group setting.[1%4 It is also
believed that the quantity of participation is more important that the quality of these contributions when it comes
to leader emergence.t7

Research has shown the largest contributor to discussion in a group is more likely to become the
leader.%! However, some studies indicate that there must be some element of quality combined with quantity to
support leader emergence. Thus, while sheer quantity does matter to leadership, when the contributions made are
also of high-quality leader emergence is further facilitated.[2%!

Leadership styles

A leadership style is a leader's style of providing direction, implementing plans, and motivating people. It is the
result of the philosophy, personality, and experience of the leader. Rhetoric specialists have also developed models
for understanding leadership (Robert Hariman, Political Style,'X°! Philippe-Joseph Salazar, L'Hyperpolitique.
Technologies politiques De La Domination27),

Different situations call for different leadership styles. In an emergency when there is little time to converge on an
agreement and where a designated authority has significantly more experience or expertise than the rest of the
team, an autocratic leadership style may be most effective; however, in a highly motivated and aligned team with
a homogeneous level of expertise, a more democratic or laissez-faire style may be more effective. The style
adopted should be the one that most effectively achieves the objectives of the group while balancing the interests
of its individual members.[X%! A field in which leadership style has gained strong attention is that of military
science, recently expressing a holistic and integrated view of leadership, including how a leader's physical presence
determines how others perceive that leader. The factors of physical presence are military bearing, physical fitness,
confidence, and resilience. The leader's intellectual capacity helps to conceptualize solutions and acquire
knowledge to do the job. A leader's conceptual abilities apply agility, judgment, innovation, interpersonal tact,
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and domain knowledge. Domain knowledge for leaders encompasses tactical and technical knowledge as well as
cultural and geopolitical awareness.*%!

Autocratic or authoritarian

Under the autocratic leadership style, all decision-making powers are centralized in the leader, as with dictators.
Autocratic leaders do not ask or entertain any suggestions or initiatives from subordinates. The autocratic
management has been successful as it provides strong motivation to the manager. It permits quick decision-making,
as only one person decides for the whole group and keeps each decision to him/herself until he/she feels it needs
to be shared with the rest of the group.%!

Participative or democratic

Baglica lider tipleri, sevgi ve insanlik olmayan tipler sayillmamali ancak makalede
iletilmektedir. Bunlar: aristokratik ve otoriter tipte liderlik, katilime1 ve demokratik liderlik,
katkida bulunan, karigmayan liderlik, gorev dagilimi ve is birligi liderligi, Baba gibi liderlik,
hizmet liderligi,

The democratic leadership style consists of the leader sharing the decision-making abilities with group members
by promoting the interests of the group members and by practicing social equality. This has also been called shared
leadership.

Laissez-faire or free-rein leadership

In laissez-faire or free-rein leadership, decision-making is passed on to the subordinates. This style of leadership
is known as "laissez faire™ which means no interference in the affairs of others. (The phrase laissez-faire is French
and literally means "let them do"). Subordinates are given the complete right and power to make decisions to
establish goals and work out the problems or hurdles.*%

The followers are given a high degree of independence and freedom to formulate their own objectives and ways
to achieve them.

Task-oriented and relationship-oriented

Task-oriented leadership is a style in which the leader is focused on the tasks that need to be performed in order
to meet a certain production goal. Task-oriented leaders are generally more concerned with producing a step-by-
step solution for given problem or goal, strictly making sure these deadlines are met, results and reaching target
outcomes.

Relationship-oriented leadership is a contrasting style in which the leader is more focused on the relationships
amongst the group and is generally more concerned with the overall well-being and satisfaction of group
members.[L1 Relationship-oriented leaders emphasize communication within the group, show trust and
confidence in group members, and show appreciation for work done.

Task-oriented leaders are typically less concerned with the idea of catering to group members, and more concerned
with acquiring a certain solution to meet a production goal. For this reason, they typically are able to make sure
that deadlines are met, yet their group members' well-being may suffer. These leaders have absolute focus on the
goal and the tasks cut out for each member. Relationship-oriented leaders are focused on developing the team and
the relationships in it. The positives to having this kind of environment are that team members are more motivated
and have support. However, the emphasis on relations as opposed to getting a job done might make productivity
suffer

Paternalism

Paternalism leadership styles often reflect a father-figure mindset. The structure of team is organized hierarchically
where the leader is viewed above the followers. The leader also provides both professional and personal direction
in the lives of the members.[222 There is often a limitation on the choices that the members can choose from due
to the heavy direction given by the leader.

The term paternalism is from the Latin pater meaning "father". The leader is most often a male. This leadership
style is often found in Russia, Africa, and Pacific Asian Societies.[112]

Servant leadership

With the transformation into a knowledge society, the concept of servant leadership has become more popular,
notably through modern technology management styles such as Agile. In this style, the leadership is externalized
from the leader who serves as a guardian of the methodology and a "servant" or service provider to the team they
lead. The cohesion and common direction of the team is dictated by a common culture, common goals and
sometimes a specific methodology. This style is different from the laissez-faire in that the leader constantly works
towards reaching the common goals as a team, but without giving explicit directions on tasks.

Leadership differences affected by gender

Another factor that covaries with leadership style is whether the person is male or female. When men and women
come together in groups, they tend to adopt different leadership styles. Men generally assume an agentic
leadership style. They are task-oriented, active, decision focused, independent and goal oriented. Women, on the
other hand, are generally more communal when they assume a leadership position; they strive to be helpful towards
others, warm in relation to others, understanding, and mindful of others' feelings. In general, when women are
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asked to describe themselves to others in newly formed groups, they emphasize their open, fair, responsible, and
pleasant communal qualities. They give advice, offer assurances, and manage conflicts in an attempt to maintain
positive relationships among group members. Women connect more positively to group members by smiling,
maintaining eye contact and respond tactfully to others' comments. Men, conversely, describe themselves as
influential, powerful and proficient at the task that needs to be done. They tend to place more focus on initiating
structure within the group, setting standards and objectives, identifying roles, defining responsibilities and standard
operating procedures, proposing solutions to problems, monitoring compliance with procedures, and finally,
emphasizing the need for productivity and efficiency in the work that needs to be done. As leaders, men are
primarily task-oriented, but women tend to be both task- and relationship-oriented. However, it is important to
note that these sex differences are only tendencies, and do not manifest themselves within men and women across
all groups and situations.’®”! Meta-analyses show that people associate masculinity and agency more strongly with
leadership than femininity and communion.[*23l Such stereotypes may have an effect on leadership evaluations of
men and women, 21411151

In times of crisis, women tend to lead better than men due to a show of empathy and confidence during briefings
and other forms of communication. This has been critical during the COVID-19 pandemic as female governed
states showed fewer deaths than male led states.[*6!

Barriers for non-western female leaders

Many reasons can contribute to the barriers that specifically affect women's entrance into leadership. These barriers
also change according to different cultures. Despite the increasing number of female leaders in the world, only a
small fraction come from non-westernized cultures. It is important to note that although the barriers listed below
may be more severe in non-western culture, it does not imply that westernized cultures do not have these barriers
as well. This aims to compare the differences between the two.

Research and Literature

Although there have been many studies done on leadership for women in the past decade, very little research has
been done for women in paternalistic cultures. The literature and research done for women to emerge into a society
that prefers males is lacking. This ultimately hinders women from knowing how to reach their individual leadership
goals, and fails to educate the male counterparts in this disparity.17

Maternity Leave

Studies have shown the importance of longer paid maternity leave and the positive effects it has on a female
employee's mental health and return to work. In Sweden, it was shown that the increased flexibility in timing for
mothers to return to work decreased the odds of poor mental health reports. In non-western cultures that mostly
follow paternalism, lack of knowledge on the benefits of maternity leave impacts the support given to the women
during an important time in their life.[L8]

Society and Laws

Certain countries that follow paternalism, such as India, still allow for women to be treated unjustly. Issues such
as child marriage and minor punishments for perpetrators in crimes against women shape society's view on how
women should be treated. This can prevent women from feeling comfortable speaking out in personal and
professional settings.[1%]

Glass Ceilings and Glass Cliffs

Women who work in a very paternalistic culture or industry (e.g., the oil or engineering industry), often deal with
limitations in their career that prevent them from moving up any further. This association is often due to the
mentality that only males carry leadership characteristics. The term glass cliff refers to undesired projects that are
often given to women because they have an increase in risk of failure. These undesired projects are given to female
employees where they are more likely to fail and leave the organization.t2%

Performance

In the past, some researchers have argued that the actual influence of leaders on organizational outcomes is
overrated and romanticized as a result of biased attributions about leaders (Mendl & Ehrlich, 1987). Despite these
assertions, however, it is largely recognized and accepted by practitioners and researchers that leadership is
important, and research supports the notion that leaders do contribute to key organizational outcomes!124[need uotation
to_verih][122] To facilitate successful performance it is important to understand and accurately measure
leadership performance.

Job performance generally refers to behavior that is expected to contribute to organizational success (Campbell,
1990). Campbell identified a number of specific types of performance dimensions; leadership was one of the
dimensions that he identified. There is no consistent, overall definition of leadership performance (Yukl, 2006).
Many distinct conceptualizations are often lumped together under the umbrella of leadership performance,
including outcomes such as leader effectiveness, leader advancement, and leader emergence (Kaiser et al., 2008).
For instance, "leadership performance" may refer to the career success of the individual leader, performance of the
group or organization, or even leader emergence. Each of these measures can be considered conceptually distinct.
While these aspects may be related, they are different outcomes and their inclusion should depend on the applied
or research focus, 12311241
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"Another way to conceptualize leader performance is to focus on the outcomes of the leader's followers, group,
team, unit, or organization. In evaluating this type of leader performance, two general strategies are typically used.
The first relies on subjective perceptions of the leader's performance from subordinates, superiors, or occasionally
peers or other parties. The other type of effectiveness measures are more objective indicators of follower or unit
performance, such as measures of productivity, goal attainment, sales figures, or unit financial performance (Bass
& Riggio, 2006, p. 47)." 121

A toxic leader is someone who has responsibility over a group of people or an organization, and who abuses the
leader—follower relationship by leaving the group or organization in a worse-off condition than when he/she joined
it. 11261

Measuring leadership

Measuring leadership has proven difficult and complex - even impossible.l2 Attempts to assess leadership
performance via group performance bring in multifarious different factors. Different perceptions of leadership
itself may lead to differing measuring methods.*28! Nevertheless, leadership theoreticians have proven perversely
reluctant to abandon the vague subjective qualitative popular concept of "leaders".[2%]

Traits

Most theories in the 20th century argued that great leaders were born, not made. Current studies have indicated
that leadership is much more complex and cannot be boiled down to a few key traits of an individual. Years of
observation and study have indicated that one such trait or a set of traits does not make an extraordinary leader.
What scholars have been able to arrive at is that leadership traits of an individual do not change from situation to
situation; such traits include intelligence, assertiveness, or physical attractiveness.[23% However, each key trait may
be applied to situations differently, depending on the circumstances. The following summarizes the main
leadership traits found in research by Jon P. Howell, business professor at New Mexico State University and author
of the book Snapshots of Great Leadership.

Determination and drive include traits such as initiative, energy, assertiveness, perseverance and sometimes
dominance. People with these traits often tend to wholeheartedly pursue their goals, work long hours, are
ambitious, and often are very competitive with others. Cognitive capacity includes intelligence, analytical and
verbal ability, behavioral flexibility, and good judgment. Individuals with these traits are able to formulate
solutions to difficult problems, work well under stress or deadlines, adapt to changing situations, and create well-
thought-out plans for the future. Howell provides examples of Steve Jobs and Abraham Lincoln as encompassing
the traits of determination and drive as well as possessing cognitive capacity, demonstrated by their ability to adapt
to their continuously changing environments, 239

Self-confidence encompasses the traits of high self-esteem, assertiveness, emotional stability, and self-assurance.
Individuals who are self-confident do not doubt themselves or their abilities and decisions; they also have the
ability to project this self-confidence onto others, building their trust and commitment. Integrity is demonstrated
in individuals who are truthful, trustworthy, principled, consistent, dependable, loyal, and not deceptive. Leaders
with integrity often share these values with their followers, as this trait is mainly an ethics issue. It is often said
that these leaders keep their word and are honest and open with their cohorts. Sociability describes individuals
who are friendly, extroverted, tactful, flexible, and interpersonally competent. Such a trait enables leaders to be
accepted well by the public, use diplomatic measures to solve issues, as well as hold the ability to adapt their social
persona to the situation at hand. According to Howell, Mother Teresa is an exceptional example who embodies
integrity, assertiveness, and social abilities in her diplomatic dealings with the leaders of the world.[23%

Few great leaders encompass all of the traits listed above, but many have the ability to apply a number of them to
succeed as front-runners of their organization or situation.

Ontological-phenomenological model

One of the more recent definitions of leadership comes from Werner Erhard, Michael C. Jensen, Steve Saffron,
and Kari Granger who describe leadership as "an exercise in language that results in the realization of a future that
wasn't going to happen anyway, which future fulfills (or contributes to fulfilling) the concerns of the relevant
parties...". This definition ensures that leadership is talking about the future and includes the fundamental concerns
of the relevant parties. This differs from relating to the relevant parties as "followers" and calling up an image of
a single leader with others following. Rather, a future that fulfills on the fundamental concerns of the relevant
parties indicates the future that wasn't going to happen is not the "idea of the leader", but rather is what emerges
from digging deep to find the underlying concerns of those who are impacted by the leadership.231

Contexts

Organizations

An organization that is established as an instrument or means for achieving defined objectives has been referred
to by sociologists as a formal organization. Its design specifies how goals are subdivided and reflected in
subdivisions of the organization.!*32 Divisions, departments, sections, positions, jobs, and tasks make up this
work structure. Thus, the formal organization is expected to behave impersonally in regard to relationships with
clients or with its members. According to Weber's model, entry and subsequent advancement is by merit or
seniority. Employees receive a salary and enjoy a degree of tenure that safeguards them from the arbitrary influence
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of superiors or of powerful clients. The higher one's position in the hierarchy, the greater one's presumed expertise
in adjudicating problems that may arise in the course of the work carried out at lower levels of the organization.
This bureaucratic structure forms the basis for the appointment of heads or chiefs of administrative subdivisions
in the organization and endows them with the authority attached to their position.12:!
In contrast to the appointed head or chief of an administrative unit, a leader emerges within the context of
the informal organization that underlies the formal structure.234 The informal organization expresses the
personal objectives and goals of the individual membership. Their objectives and goals may or may not coincide
with those of the formal organization. The informal organization represents an extension of the social structures
that generally characterize human life — the spontaneous emergence of groups and organizations as ends in
themselves.
In prehistoric times, humanity was preoccupied with personal security, maintenance, protection, and
survival.25 Now humanity spends a major portion of waking hours working for organizations. The need to
identify with a community that provides security, protection, maintenance, and a feeling of belonging has
continued unchanged from prehistoric times. This need is met by the informal organization and its emergent, or
unofficial, |eaders_[136][137][need quotation to verify]
Leaders emerge from within the structure of the informal organization.2%8 Their personal qualities, the demands
of the situation, or a combination of these and other factors attract followers who accept their leadership within
one or several overlay structures. Instead of the authority of position held by an appointed head or chief, the
emergent leader wields influence or power. Influence is the ability of a person to gain co-operation from others by
means of persuasion or control over rewards. Power is a stronger form of influence because it reflects a person's
ability to enforce action through the control of a means of punishment. 2281
A leader is a person who influences a group of people towards a specific result. In this scenario, leadership is not
dependent on title or formal authority.23% Ogbonnia (2007) defines an effective leader "as an individual with the
capacity to consistently succeed in a given condition and be viewed as meeting the expectations of an organization
or society".[eaceneeded] John Hoyle argues that leaders are recognized by their capacity for caring for others, clear
communication, and a commitment to persist.24% An individual who is appointed to a managerial position has the
right to command and enforce obedience by virtue of the authority of their position. However, she or he must
possess adequate personal attributes to match this authority, because authority is only potentially available to
him/her. In the absence of sufficient personal competence, a manager may be confronted by an emergent leader
who can challenge her/his role in the organization and reduce it to that of a figurehead. However, only authority
of position has the backing of formal sanctions. It follows that whoever wields personal influence and power can
legitimize this only by gaining a formal position in a hierarchy, with commensurate authority. 236! [_eadership can
be defined as one's ability to get others to willingly follow. Every organization needs leaders at every level, [241lneed
quotation to verify
Management
Over the years the terms "management" and "leadership” have, in the organizational context, been used both as
synonyms and with clearly differentiated meanings. Debate is fairly common about whether the use of these terms
should be restricted, and reflects an awareness of the distinction made by Burns (1978) between "transactional
leadership (characterized by emphasis on procedures, contingent reward, management by exception) and
"transformational” leadership (characterized by charisma, personal relationships, creativity).[X Leaders are the
very role that can try to deal with the trust issues and issues derived from lacking trust. 242
Group
In contrast to individual leadership, some organizations have adopted group leadership. In this so-called shared
leadership, more than one person provides direction to the group as a whole. It is furthermore characterized by
shared responsibility, cooperation and mutual influence among team members.431 Some organizations have taken
this approach in hopes of increasing creativity, reducing costs, or downsizing. Others may see the traditional
leadership of a boss as costing too much in team performance. In some situations, the team members best able to
handle any given phase of the project become the temporary leaders. Additionally, as each team member has the
opportunity to experience the elevated level of empowerment, it energizes staff and feeds the cycle of success. 244!
Leaders who demonstrate persistence, tenacity, determination, and synergistic communication skills will bring out
the same qualities in their groups. Good leaders use their own inner mentors to energize their team and
organizations and lead a team to achieve success.[241
According to the National School Boards Association (USA):[citation needed]
These Group Leaderships or Leadership Teams have specific characteristics:
Characteristics of a Team

e  There must be an awareness of unity on the part of all its members.

e  There must be interpersonal relationship. Members must have a chance to contribute, and learn from and

work with others.

e The members must have the ability to act together toward a common goal.

Ten characteristics of well-functioning teams:
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e Purpose: Members proudly share a sense of why the team exists and are invested in accomplishing its
mission and goals.

e Priorities: Members know what needs to be done next, by whom, and by when to achieve team goals.

¢ Roles: Members know their roles in getting tasks done and when to allow a more skillful member to do
a certain task.

e Decisions: Authority and decision-making lines are clearly understood.

e Conflict: Conflict is dealt with openly and is considered important to decision-making and personal
growth.

e  Personal traits: members feel their unique personalities are appreciated and well utilized.

e Norms: Group norms for working together are set and seen as standards for everyone in the groups.

o Effectiveness: Members find team meetings efficient and productive and look forward to this time

together.

e Success: Members know clearly when the team has met with success and share in this equally and
proudly.

e Training: Opportunities for feedback and updating skills are provided and taken advantage of by team
members.

Self-leadership

Self-leadership is a process that occurs within an individual, rather than an external act. It is an expression of who
we are as people.[146llneed quotation to verify] Se|f-Jeadership is having a developed sense of who you are, what you can
achieve, what are your goals coupled with the ability to affect your emotions, behaviors and communication. At
the center of leadership is the person who is motivated to make the difference. Self-leadership is a way toward
more effectively leading other people.L471need quotation to verify]

Biology and evolution of leadership

Mark van Vogt and Anjana Ahuja in Naturally Selected: The Evolutionary Science of Leadership (2011) present
cases of leadership in non-human animals, from ants and bees to baboons and chimpanzees. They suggest that
leadership has a long evolutionary history and that the same mechanisms underpinning leadership in humans
appear in other social species, t00.[2%8 They also suggest that the evolutionary origins of leadership differ from
those of dominance. In a study, Mark van Vugt and his team looked at the relation between basal testosterone and
leadership versus dominance. They found that testosterone correlates with dominance but not with leadership. This
was replicated in a sample of managers in which there was no relation between hierarchical position and
testosterone level 249 Richard Wrangham and Dale Peterson, in Demonic Males: Apes and the Origins of Human
Violence (1996), present evidence that only humans and chimpanzees, among all the animals living on Earth, share
a similar tendency for a cluster of behaviors: violence, territoriality, and competition for uniting behind the one
chief male of the land.[*% This position is contentious. [citation needed] Many animals apart from apes are territorial,
compete, exhibit violence, and have a social structure controlled by a dominant male (lions, wolves, etc.),
suggesting Wrangham and Peterson's evidence is not empirical. However, we must examine other species as well,
including elephants (which are matriarchal and follow an alpha female), meerkats (which are likewise matriarchal),
sheep (which "follow" in some sense castrated bellwethers), and many others.

By comparison, bonobos, the second-closest species-relatives of humans, do not unite behind the chief male of the
land. Bonobos show deference to an alpha or top-ranking female that, with the support of her coalition of other
females, can prove as strong as the strongest male. Thus, if leadership amounts to getting the greatest number of
followers, then among the bonobos, a female almost always exerts the strongest and most effective leadership.
(Incidentally, not all scientists agree on the allegedly peaceful nature of the bonobo or with its reputation as a
"hippie chimp".[251))

Myths

Leadership, although largely talked about, has been described as one of the least understood concepts across all
cultures and civilizations. Over the years, many researchers have stressed the prevalence of this misunderstanding,
stating that the existence of several flawed assumptions, or myths, concerning leadership often interferes with
individuals' conception of what leadership is all about (Gardner, 1965; Bennis, 1975).[1521[153]

Leadership is innate

According to some, leadership is determined by distinctive dispositional characteristics present at birth
(e.g., extraversion; intelligence; ingenuity). However, according to Forsyth (2009) there is evidence to show that
leadership also develops through hard work and careful observation.X54 Thus, effective leadership can result
from nature (i.e., innate talents) as well as nurture (i.e., acquired skills).

Leadership is possessing power over others

Although leadership is certainly a form of power, it is not demarcated by power over people — rather, it is a
power with people that exists as a reciprocal relationship between a leader and his/her followers (Forsyth,
2009).12541 Despite popular belief, the use of manipulation, coercion, and domination to influence others is not a
requirement for leadership. In actuality, individuals who seek group consent and strive to act in the best interests
of others can also become effective leaders (e.g., class president; court judge).
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Leaders are positively influential

The validity of the assertion that groups flourish when guided by effective leaders can be illustrated using several
examples. For instance, according to Baumeister et al. (1988), the bystander effect (failure to respond or offer
assistance) that tends to develop within groups faced with an emergency is significantly reduced in groups guided
by a leader.***! Moreover, it has been documented that group performance,*¢ creativity,*>7 and efficiency!**®! all
tend to climb in businesses with designated managers or CEOs. However, the difference leaders make
is not always positive in nature. Leaders sometimes focus on fulfilling their own agendas at the expense of others,
including his/her own followers (e.g., Pol Pot; Josef Stalin). Leaders who focus on personal gain by employing
stringent and manipulative leadership styles often make a difference, but usually do so through negative means. 254
Leaders entirely control group outcomes

In Western cultures it is generally assumed that group leaders make all the difference when it comes to group
influence and overall goal-attainment. Although common, this romanticized view of leadership (i.e., the tendency
to overestimate the degree of control leaders have over their groups and their groups' outcomes) ignores the
existence of many other factors that influence group dynamics.X5% For example, group cohesion, communication
patterns among members, individual personality traits, group context, the nature or orientation of the work, as well
as behavioral norms and established standards influence group functionality in varying capacities. For this reason,
it is unwarranted to assume that all leaders are in complete control of their groups' achievements.

All groups have a designated leader

Despite preconceived notions, not all groups need have a designated leader. Groups that are primarily composed
of women, 16101621 gre limited in size, are free from stressful decision-making,23 or only exist for a short period
of time (e.g., student work groups; pub quiz/trivia teams) often undergo a diffusion of responsibility, where
leadership tasks and roles are shared amongst members (Schmid Mast, 2002; Berdahl & Anderson, 2007;
Guastello, 2007).

Group members resist leaders

Although research has indicated that group members' dependence on group leaders can lead to reduced self-
reliance and overall group strength, 24 most people actually prefer to be led than to be without a leader (Berkowitz,
1953).264 This "need for a leader" becomes especially strong in troubled groups that are experiencing some sort
of conflict. Group members tend to be more contented and productive when they have a leader to guide them.
Although individuals filling leadership roles can be a direct source of resentment for followers, most people
appreciate the contributions that leaders make to their groups and consequently welcome the guidance of a leader
(Stewart & Manz, 1995).12651

Action-oriented environments

One approach to team leadership examines action-oriented environments, where effective functional leadership is
required to achieve critical or reactive tasks by small teams deployed into the field. In other words, there is
leadership of small groups often created to respond to a situation or critical incident.

In most cases, these teams are tasked to operate in remote and changeable environments with limited support or
backup (action environments). Leadership of people in these environments requires a different set of skills to that
of front-line management. These leaders must effectively operate remotely and negotiate the needs of the
individual, team, and task within a changeable environment. This has been termed action-oriented leadership.
Some examples of demonstrations of action-oriented leadership include extinguishing a rural fire, locating a
missing person, leading a team on an outdoor expedition, or rescuing a person from a potentially hazardous
environment.[1661

Other examples include modern technology deployments of small/medium-sized IT teams into client plant sites.
Leadership of these teams requires hands on experience and a lead-by-example attitude to empower team members
to make well thought out and concise decisions independent of executive management and/or home base decision
makers. Early adoption of Scrum and Kanban branch development methodologies helped to alleviate the
dependency that field teams had on trunk-based development. This method of just-in-time action-oriented
development and deployment allowed remote plant sites to deploy up-to-date software patches frequently and
without dependency on core team deployment schedules satisfying the clients need to rapidly patch production
environment bugs as needed.671

Critical thought

Carlyle's 1840 "Great Man theory", which emphasized the role of leading individuals, met opposition
(from Herbert Spencer, Leo Tolstoy, and others) in the 19th and 20th centuries.

Karl Popper noted in 1945 that leaders can mislead and make mistakes - he warns against deferring to "great
men" 12681

Noam Chomsky™* 17 and othersi’! have subjected the concept of leadership to critical thinking and have
provided an analysis that asserts that people abrogate their responsibility to think and will actions for themselves.
While the conventional view of leadership may satisfy people who "want to be told what to do", these critics say
that one should question subjection to a will or intellect other than one's own if the leader is not a subject-matter

expert (SME).
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Concepts such as autogestion, employeeship, and common civic virtue, etc., challenge the fundamentally anti-
democratic nature of the leadership principle by stressing individual responsibility and/or group authority in the
workplace and elsewhere and by focusing on the skills and attitudes that a person needs in general rather than
separating out "leadership" as the basis of a special class of individuals.

Similarly, various historical calamities (such as World War 11) can be attributed*’? to a misplaced reliance on
the principle of leadership as exhibited in dictatorship.

The idea of leaderism paints leadership and its excesses in a negative light 27312741

Yorum

Kiiltiirlere gore liderlik farkliliklar gosterir. Kabile Kiiltlirlinde, kabileyi ilerletmek,
zenginlestirmek ve kahramanlik 6ne ¢ikarken, Tarim Kiiltiiriinde 6rf ve adetlere katkida
bulunan, yeni sistemler getiren, Endiistri Kiiltiiriinde halka hizmet gotiiren sermayedar, Yiiksek
Teknoloji Kiiltiiriinde ise Diinya Lideri olmak 6ne ¢ikar. insanlik Kiiltiiriinde ise, kendini
tanimak, bir lider olmaktir. Kotiilik ve zorbaliktan korunmak, tedbir ve sevgi ile insanlikta
olmak, liderliktir. Bu acidan bu konuda goriis bildirenlerin kendi i¢lerinde oldugu kiiltiirel
yapiya gore goriis sunmaktadirlar. Lider 6zellikleri daha 6nce irdelenmistir, ancak Tarihe
bakilarak, Napolyon ve Sezar bir lider degil, bir komutan olarak iilkelerini veya diger iilkeleri
tahribata gotiiren, hirshi kisilerdir. Atatiirk, savasi savunma ve varligi korumak iizere yapmis ve
kiiltiirel biiytlik degisikliklere yapmistir. Bu agidan lider olarak gercek liderdir.

Bazi eserler tlizerinden gidilecek olunursa, erkek boyutu lider olarak ele alinmasi ne kadar
dogrudur. Bir evde ev kadini, hanim olarak liderdir, onun demedigi, onay vermedigi hicbir sey
olmaz. Bu ag¢idan, Kabile Kiiltiirii basta olmak {izere lider kadindir. Bu kabul edilmelidir.
Cengiz Han, “Ben Hanlar Han1 Cengiz Han, bu da benim Hanim, son s6z onundur” demesi,
savasta ilan edilir, ama kadin, ¢ocuk ve silah ¢ekmeyene dokunmama bir kural olarak kadin
emridir.

Hikaye ve tarihte alinan kisilerin, gercek lider degil, bir hirs ve arzu ile zalimlik yapmalaridir.
Hitler hicbir zaman oylamada ekseriyeti almamis, azinlik olarak iktidar1 ele gecgirmis ve dikta
yapmistir. Sevgi ve insanlik olmayan, zorbalarin tarihte lider diye gegmesi kabul edilemez bir
boyuttur. Hirsizlik ile zengin olan kisiye zengin denilmesi gibi sagma olmaktadir. NBA
sporculart1 emekli olduktan sonra %60-70 iflas etmeleri, sermayeyi kullanamadiklari,
harcadiklar1 anlamin tagir, lider, yonetici olamadiklarinin bir verisidir. Paray1 banka ve gayri
menkule yatirmakta, yonetme, isletme anlaminda degildir.

Liderlik sifatlarin1 tanimlarken sevgi i¢inde, sevgide ileri ve taskindir, ayrica insanlik
boyutunda, etik ilkelerdedir parametresinin sayilmamasi, bir iiziicli durumdur. Zuliim yapan
yapisinda olan, hirsh kisi lider degil, ancak zorba olabilir.

Zor donemlerde, zarar1 sdyleyen, zorbaya karsi ¢ikan kisi olarak gozlenir

Lider ve toplum arasinda bir iligki ve iletisim saglanir

Zeki olarak yeni yollar arar

Ne yapacagini bilingli yapar, dengelidir

Disa doniik ve iligkileri 1yidir

Bilinglidir, aklin1 kullanir

Acik fikirli ve deneylere, tecriibelere de agiktir

Kendi basina etkin ve yeterlidir

Liderde olan 5 6nemli nokta: a) Kisilik, becerikli ve zekasini kullandigi, zeki yaklagimlar, b)
Motivasyon olusturucu, degerler {izerine, c) Sosyal becerileri olmasi ve d) Deneyimleri ile c)
Problem ¢o6ziicii olmasidir.

Burada sorunlar ve bunlarda daha az hata yapmasi da sayilmalidir.

Topluma karsi ilgi ile, yapilan is arasindaki boyut ilintisi dnemlidir. Burada bir lider, toplumun
hosuna gidecek degil, bir sevgi ve insanlikta yiiceleme, Nirvana modiiliinii, Yaratilis iizere, onu
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aktive etmek iizere yapilandirmalidir. Bir kazang¢ degil, bir sevgide asir1 ve taskin olma
boyutunda olmalidir. Zarar ve zorbaliga kars1 ¢ikmalidir. Bunu tiim yetenekleri ile faaliyete
gecirmesi ile onu lider yapar.

Baz1 goriisler ileri siiriilmektedir: 1) Lider sonradan olmaz, lider dogulur, 2) Ideal sartlar
tamamen lider olmasina uygundur, 3) Kendi psikolojisi degil, toplum sorunlarina egilir, 4)
Lider kendi yetenekleri, dikkati ve insanlar1 etkilemesi ile onlara giiven vermesi ve onunla
calismaya mutlu olmalari ile olugmaktadir. Bu klasik soylu mantigidir.

Liderlerin boyutlari, A) toplum ve B) bireysel olarak ikiye ayrilir. Bunun yapilanmasi: 1)
paylasilan motivasyon, 2) aksiyon, gelisim ve sonug¢ alma iizerine, 3) kolektif birlik ve ekip
ruhu ¢alismasi, 4) kolektif birlik saglamaktir. Toplum lideri 34 davranis, 6zel liderlikte 14
davranis 6ne ¢ikmaktadir. C) Kisisel liderlikte, baslica boyutlar, 1) teknik bilgi ve beceri olmasi,
2) gelisimsel bir yap1 olmasi, hizmet agirlikli olmali, 3) psikolojik olarak liderlik yapisinda
olmasidir.

Liderlerin karakteristikleri hakkinda vurgular vardir: Aile iginde ilk ¢ocuk olmasi, gii¢lii askeri
bir karakteri olmasi, hakimiyet yapisinda olmasi, ruhsal zekasi olmazi,

Liderlerin karakteristikleri hakkinda vurgular vardir: Aile i¢inde ilk ¢ocuk olmasi, gii¢lii askeri
bir karakteri olmasi, hakimiyet yapisinda olmasi, ruhsal zekasi olmazi, kendine yeterli yapisi
olmasi, kendisini giidiilemeli, sosyal motivasyonu olmali, negatif davranislarinin olmamasi,
zorda olunca kacan olmamali, birlikte olmaya hevesli olmasi sayilabilir.

Liderlik konusunda bazi faktorlerde sayilmalidir: yapilan islerin degerlendirilmesi,
arastirilmasi, ailesel boyut, toplum ve yasalar, hukuk usulleri, is ve kariyer durumlari,
performans, ekibin yapisi.

Burada Ekibin rolii 6nemlidir. 1) Tiim ekip amag ve giidii agisindan bilingli olmalidir, kisiler
arast iligkiler etkilesim icinde olmalidir, amag i¢in ortak yaklasim ve buluslar iginde
olmalidirlar. 2) Ekibin baslica dnemsedikleri: Amag, oncelikler, roller, kararlar, karmasa,
catismalar, personelin 6zellikleri, kurallar, sistemler, etkinlik, basar1 durumu ve egitim One
¢cikmalidir.

Her toplumda bir grubun lideri vardir, ama bunlar lider degil, atanmis yoneticilerdir. Isin garibi
kendilerini lider sanirlar, ama hi¢bir 6zellikleri uymaz.

Yénetici (nedirnedemek.com)®

Yonetici bu acidan 6nemli yapidadir. Kendisini yonetici olarak sanmasi i¢in 6nce anlamina
bakilmalidir. Yonetme giiciinii elinde bulunduran kisi, yoneten kisi, idareci, menajer,
Kurulmus olan bir sistemde o sistemi yoneten kisidir. Bir islev, bir degisim degil, kaliba uyara,
bu kalip geleneksel, amirin emrini yapmaktir.

Kendisinden bir katki olmasina da korkar, bir degisim, fikir ve yaklasimdan da kaginir.

Director (business) (Wikipedia)’

The term director is a title given to the senior management staff of businesses and other large organizations.

The term is in common use with two distinct meanings, the choice of which is influenced by the size and global
reach of the organization and the historical and geographic context. Further to this, the term is also used in reference
to various technical (legal) definitions specific to corporate governance legislation in individual countries.

Thus, a director can be any of:

e A person appointed to act as the most senior manager of the company itself (managing director) or of a
key function (finance director, operations director, etc.), in which case the title is analogous to and
replaces the "C-Suite" titles, this might be considered as the British English meaning of the word.

e A person from a group of managers who leads or supervises a particular area of a company,! which
might be considered to be the American English meaning of the word.
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e A person holding a "directorship" in a legal sense, who has specific legal duties and responsibilities for
management of the company which they have been appointed to the board of.

Within companies that use this term in the latter (American English) sense it would be normal to have directors
spread throughout different business functions or roles (e.g. director of human resources).’? In such a case, the
director usually reports directly to a vice president or to the CEO directly in order to let them know the progress
of the organization. Large organizations may also have "assistant” or "deputy" directors. In this
context, Director commonly refers to the lowest level of executive in an organization, but many large companies
use the title of associate director more frequently.

When used by a firm which uses the title director in the British English sense, being termed as an “executive
director" would generally imply that the holder is appointed to the board of directors in a legal sense, and holds
significant responsibility and/or a financial stake in the business. By contrast in the American English context
"executive director" is roughly equivalent to vice president or senior director in some businesses.

Such companies may also have "regional” and/or "area directors”, with regional director titles tending to be used
by companies that are organized by location and have their departments under that, indicating near total
responsibility for the operations for their particular country.

Corporate titles

Corporate titles (commonly known as business titles) are titles given to individuals within a business depending
on the role they have and which also portray the duties and responsibilities within that specific role. The larger the
business, the more titles that are present, such as CEO, COO and executive directors.

People with higher roles within a company are often referred to as "chief" and those who have lower roles within
the company are employees who carry out day-to-day tasks. There are many titles within a company such as
executive director, managing director, company director and chairman.

The corporate structure consists of four key areas:

o Board of directors- oversees a department and maintains full operational responsibilities area is next to
the C-level executives in the corporate job’s hierarchy. They oversee daily tasks of the business or the
company.

o Employees- This role is ranked at the bottom of the structure. Employees work on daily tasks and
objectives either in a group or individually aiming for that common goal .

Structuring a board of directors
Depending upon the size of an organization or a company, the number of directors can vary. Start-up companies
can have a single director, which is the minimum for a private limited company according to the law. However, as
organizations and businesses expand, the number of directors can increase because more tasks and responsibilities
become present. For example, if the company expands and has more than one department, such as finance, sales,
marketing, production and IT, then the business may form a board of directors, with each director overseeing a
department and maintaining full responsibility within that department.
A board of directors ensures that a clearly outlined structure is in place which will help the business to work much
more efficiently.
Larger businesses and organizations will form a clear board structure as the following:
Chairman - This particular role within the company is often a non-executive role that also has the task of
overseeing the entire business or organization.
Managing Director (MD)™ - A managing director is employed by the business, often by the chairman. Other
roles include running the business and producing salaries. The managing director works along with the board of
directors and oversees the performance of the business, thus reporting back to the chairman.
Executive Directors - A group of executive directors who each play a significant role within the company. They
maintain full responsibility over their respective departments such as Finance, Marketing and Sales. Each director
manages their department ensuring that tasks and objectives are being met. Executive directors also sit on the
board.
Non-executive directors - These advise the business by proposing different forms of strategy and also decide
remuneration of the executive directors.
Having a clear structure within the business has a positive impact on the employees and it also helps to organize
the business. By having a team of executive directors, employees can report to their executive directors if a problem
or an issue occurs.!
Managing director, Chief executive officer
A managing director oversees the performance of the company as a whole and then has the duty to report back to
the chairman or board of directors. The chairman or board of directors may set daily and weekly targets, which
should be met by the employees that are working within their respective departments. The managing director also
has the role to report their progress so the board can evaluate it to see if targets have been achieved.[®
Roles include

e Maintaining the overall performance of the company and in particular the departments within.
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e Producing and planning strategic operating plans and objectives for the long-term future. Also ensuring
all short-term targets have been achieved.
o Keeping in regular contact with the board of directors or chairman and to maintain a positive relationship.
Executive director
An executive director within a company or an organization is usually from the board of directors and oversees a
specific department within the organization such as Marketing, Finance, Production and IT. The Executive
Director must ensure that all employees within his/her department are achieving the objectives which have been
set and must also make daily decisions within the department.[”!
Roles include
e  Overseeing their specific department such as Finance, Marketing or Manufacturing.
e Maintaining the role of a specified decision maker within the department.
e Analyzing and evaluating the efficiency of day to day tasks within the departments and ensuring all
objectives are being met. 1!
Company director
A company director is one of the employees within a group of managers who maintains a prolific role within an
organization and usually has the higher role within an organization. This is mainly because they decide on how to
control the business and also make the final and key decisions.[%l
Roles include
The company director(s) is mainly responsible for:
e Ensuring the company's strategic objectives and plans which have been set are being met.
e Analyzing and monitoring the progress of its employees towards achieving the objectives and targets
set.
e Appointing or hiring senior managers for certain departments such as Finance and Marketing.[112]
Finance director
A finance director oversees and maintains full responsibility of the business's finance department. He/she is also
responsible in ensuring that the chief executive and the board receive the flow of the financial information. Other
responsibilities include producing annual accounts, maintaining control of complete transactions, setting out
financial targets and budgets for the business and also managing the companies’ policies. The finance director may
also report to the managing director.[28l

Yorum

Bir isletmede isletmeyi yiiriite memur olup, belirli kural i¢inde ¢alisir. Kural ve kalip, onun
lideridir, amir ise imzay1 atan kisi, emir kuludur. Bu toplumlarda insanlar iimitsiz, gelisim ve
degisim olmayacagina inanirlar. Vazifemi yapar, maasimi alirrm mantig1 gegerlidir.

Bir isletmede, isletmeyi ve konuyu bilen tecriibeli birey olmasi yukaridaki kaynakta ifade
edilmektedir.

Bir isletmede genel yoneten yerine, finans bagkani, uygulama, operasyon yoneticisi gibi islevler
olarak da ayrilabilir. Bu genel Ingiliz anlamindadir, Amerikan anlaminda ise, siipervizyon
yapan, denetleyen, kontrol eden anlaminda ele alinir. Hukuk direktorii ise, isletmenin iligkiler
ve yasal boyutu 6ne ¢ikaran islerden sorumlu olur.

Her isletmede tecriibe durumuna gore tanimlamalar yapilir. Eger iist makam uygun goriirse {ist
kidem de saglayabilir. Stajyer 6grenme donemindedir. Ancak Yazar, stajyerliginde, bebek
beslemesi, Yenidogan Servisine, Prematiire Servisinin igeriye girme izni verilmis, Boks onliigii
giymesi O0gretilmis, Pediatrik Cerrahi Servisinde, asistan gibi hastalar ile iletisimi olmustur.
Intdrn olunca, Prematiire Servisinde asistan hastalaninca, tek kidemli asistan gibi yetki verilmis,
normalde 18 ay ilk sene rotasyonu, 5 ayda bitirilmis ve kidemli yapilmustir. ilk defa Hacettepe
Ogrencisi olarak Basasistan olmus, Mayi tedavisi diizenlenmesi, tek kullanimli plastie gegis
ve Yozgat, Etimesgut Toplum Hekimligi asistan yoneticiligi yapmistir. Uzmanlik ile
Eskisehir’de Ogretim Gérevlisi, Dogent, Profesér olmus, sene kaybi1 olmamis, Neonatoloji
Yogun Bakimi olusturmus, ilk uzmanlardan, Pediatrik Genetik ¢alismalari ile de yan-dal
uzmani olmug, Doner Sermaye Isletme Miidiirii, Bilisime gegmesi, havuz ile gelire gore katki
pay1 verilmesi saglanmus, Ilk Hacettepe Mezunu kurucu Rektdr olarak Denizli Pamukkale
Universitesini kurmustur. Burada sdylenmek istenen, her gérevin bir isleyisi ve yetki ile
sorumlulugu farklidir. Kimseden izin almadan, bilimin geregi olarak, atanan yerde o yeri
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olusturmak, degistirme tizere gelistirmek ile yonetici olur mantig1 yiriitilmistir. Bebek
beslenmesi, tam almasi, gazini ¢ikarmasi, altina yapmasi ve degistirme olunca, tam not alip,
daha ileri eyleme izin verilmistir. Kisaca test edilip, yapinca sorumluluk arttirilmistir.
Eylemden sorumluluk almak, bir sorun yaratir goriiniirse de bir taktir de olabilecektir. Pediatrik
Cerrahi hocasi, siz nasil bizim sivi istegimize karisirsimiz dedi, kidemli, hemsireler,
sorunlarimizi ¢ozdii, simdi istedigimiz kadar ve cesit alabiliyoruz, sadece istek yapmak yeterli
dediler. Bana dondii tesekkiir etti.

Calismada en alt diizeyde 6grenci, stajyer dahil, tiim personelin gonlii alinmali, konusmalari
saglanmali, katkilar1 olmasi i¢in, saat 10:00 cay saati ve 6glen toplanti ile iliski saglanmaktadir.
Her ndbete bir gurme zamani yapilmstir, farkli olarak dondurma, kek, pasta ve benzeri faaliyet
saat gece 24:00 yapilmistir. Uyumamalar1 ve gece nobete gelen hemsireler ile vizit yapmalari
da saglanmis olmaktadir.

Basasistan doneminde, Konsiiltanlar Profesdr veya Dogent olup, bilgi ve beceri sunarlar ama
miidavi hekim, sorumlu olan kidemli ve basasistandir. Bu nedenle Hacettepe Pediatri Ailesinde
dogrudan Dogramaci ile baglantilidirlar. Her sabah servis hakkinda bilgi sunan kidemlilerin
yoneticisi, denetleyicisi seklindedirler. Yurtdis1 gelenleri agirlamak, konferanslari hazirlamak,
katkida bulunmak, bilgileri tazelemek, biitce islerini de ayarlamak gorevleridir. Elbette tim
asistanlarin sicillerini de verirler.

Hacettepe Cocuk Hastanesi bu sekilde bir organizasyon Basasistanlar sayesinde yapilir,
uygulanir.

Liderlik de yaparlar ama temel isleri yonetici olmalari, dogrudan nobetler ile yerinde islev ve
denetim yapmalari ile saglanir.

President (corporate title) (Wikipedia)®

A presidentis a leader of an organization, company, community, club, trade union, university or other
group.l2 The relationship between a president and a chief executive officer varies, depending on the structure of
the specific organization. In a similar vein to a chief operating officer, the title of corporate president as a separate
position (as opposed to being combined with a "C-suite™ designation, such as "president and chief executive
officer" or "president and chief operating officer") is also loosely defined; the president is usually the legally
recognized highest rank of corporate officer, ranking above the various vice presidents (including senior vice
president and executive vice president), but on its own generally considered subordinate, in practice, to the CEO.
The powers of a president vary widely across organizations and such powers come from specific authorization in
the bylaws like Robert's Rules of Order (e.g. the president can make an "executive decision™ only if the bylaws
allow for it).El
History
Originally, the term president was used in the same way that foreman or overseer is used now (the term is still
used in that sense today). I It has now also come to mean "chief officer" in terms of administrative or executive
duties.
Powers and authority
The powers of the president vary widely across organizations. In some organizations the president has the authority
to hire staff and make financial decisions, while in others the president only makes recommendations to a board
of directors, and still others the president has no executive powers and is mainly a spokesperson for the
organization. The amount of power given to the president depends on the type of organization, its structure, and
the rules it has created for itself.[5]
In addition to administrative or executive duties in organizations, a president has the duties of presiding over
meetings.[ Such duties at meetings include:

e calling the meeting to order
determining if a quorum is present
announcing the items on the order of business or agenda as they come up
recognition of members to have the floor
enforcing the rules of the group
putting all questions (motions) to a vote
adjourning the meeting
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While presiding, a president remains impartial and does not interrupt speakers if a speaker has the floor and is
following the rules of the group.l In committees or small boards, the president votes along with the other
members. However, in assemblies or larger boards, the president should vote only when it can affect the result.l At
a meeting, the president only has one vote (i.e. the president cannot vote twice and cannot override the decision of
the group unless the organisation has specifically given the president such authority).%

Disciplinary procedures

If the president exceeds the given authority, engages in misconduct, or fails to perform the duties, the president
may face disciplinary procedures. Such procedures may include censure, suspension, or removal from office. The
rules of the particular organization would provide details on who can perform these disciplinary procedures and
the extent that they can be done.21I Usually, whoever appointed or elected the president has the power to discipline
this officer.

President-elect

Some organizations may have a position of president-elect in addition to the position of president. Generally, the
membership of the organization elects a president-elect and when the term of the president-elect is complete, that
person automatically becomes president.[12

Immediate past president

Some organizations may have a position of immediate past president in addition to the position of
president.E124I25] | those organizations, when the term of the president is complete, that person automatically
fills the position of immediate past president. The organization can have such a position only if the bylaws provide
it..L81 The duties of such a position would also have to be provided in the bylaws.28]

Yorum

Birgok isletmede miidiir, blirokrasinin hazirladigini imzalayan kisidir. Sorun ¢ikmamasi igin,
talimatlara harfiyen uyar. Anayasa 137. Maddesine gore su¢ unsuru olan emir bile olsa
yapilmaz ifadesini, her rutin disinda olan durumda {iistten ayrica onay alir anlamini belirtir.
Gergekte ise alim olan ve kullananlarin her birinin raporunun miidiir tarafindan onaylanmasi ile
aktivite kazanmalidir.

Bir meselede karar veren, daha ziyade karar1 onayan kisi olmalidir. Bu secimle gelebilir, ayni
zamanda egitim ve beceri ile kendisi yukar1 tirmanarak olur.

Atatiirk Biiylik Taarruz i¢in yaptig1 toplantida, iki tabancasini da masaya koyup, goriis soruyor.
14 kisi var, hepsi de ¢ok riskli diyerek tenkit ediyorlar, ¢esitli agigin1 gosteriyorlar. Eger biriniz
giizel, uygun deseydi onu burada vuracaktim diyor. Sizler agik noktalarini belirttiniz, bunlari
kapatmak da bizim isimiz olmali. Bagka bir 6neri var mi1 diye soruyor. Sakarya Nehri kenarinda
kalmis Tiirkler, kars: taraf ge¢ilmez yigiak yapmis, arkadan dolanma, on taraftaki askerleri
gostermeden ¢ekme, bir gecede Afyon’da hiicuma gegme ve hizli hareket ederek,
Dumlupinar’da yok etmek ¢ok zor. Hatta hiicum baslayinca Yunan Komutani kavriyor, bu
kadar aptal olamazlar diye inanmyor.

Atatiirk’iin basinda Celal Bayar’dan 6grenildigine gore olan Ayet: (42/38 Rablerinin ¢agrisina
cevap verirler, namazi/duayr yerine getirirler. Isleri/yonetimleri, aralarinda bir Sira’dir.
Kendilerine verdigimiz riziklardan infak ederler.) Bir Lider olarak goriis almak, buna gore
yaklagsmak bir adet olarak uyguladigidir.

Bir Baskandan beklenen gorevler: 1) Toplantiy1 olusturma, buna gore séz vermek, goriis
istemek, her bireyin katkisin1 almalidir, 2) Katilanlarin cogunlugunun onay vermesi, ortak akil,
kamu vicdan1 ve toplum talebi olmasidir, ancak konu zarar ve zulme gidiyorsa bu talep
yapilmaz, talebi yapan da cezalandirilmali, toplantidan c¢ikarilmalidir. 3) Uzman, eksper
olanlarin goriisii, kendi agilarindandir, digerlerine de sorgu ve tartisama ile katilabilirler, ama
bilgi ve uzmanlik taslamamalidirlar. 4) Her birey kendi yeri, pozisyonu ve becerisini bilmelidir.
Bagkasiin isine karigsma degil, sadece bilgi, 6giit verebilir, karisamaz. 5) Gruptakiler birbirine
saygili olmali, goriisleri dinlemeli, bilimsel boyutta katkida bulunmalidirlar. 6) Her sorgu,
eylem irdelemeye acik olmalidir, gerekirse oylanmalidir. 7) Gerekirse sonlanmas1 veya baska
tarihe atilmasi yapilabilir.
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Burada olusan, toplanti yonetimidir, lider olan kisi, dneri ve degisim boyutunda gelisimi
saglamalidir.

Baskanin se¢imi, adaylarin olugmasi 6nemlidir. Atanma eger Devlet diizeni i¢inde ise daha sik
uygulanir. Eger basarisiz ve tereddiit bile olursa, atanmis degistirilebilir ama se¢ilmis, siiresini
doldurmasi beklenir. Sug islemesi nadirdir, kurallara uyan se¢im siiresini doldurur.

Lider ile yonetici arasindaki farklar nelerdir? (milliyet.com.tr)®

Lider ile yonetici kavramlart birbirlerine ¢ok yakin dursalar da aralarinda 6nemli farklar var. Lider ile yonetici
arasindaki farklar nelerdir? Iste cevabi...
Kim lider kim yoneticidir?
Lider ve yonetici kavramlari birbirleriyle baglantili ve tamamlayicidir. Lider, bulundugu bolgeye yarar saglayan,
elindeki giicli kullanabilme yetenegiyle dogru orantida ¢evresini etkileyen kisidir. Sorumluluk alir, zeka ve bilgiye
dayali kararlar verir. Yonetici ise bir birimin sorumlusu konumundadir. Bu gorevle alakali olarak tekrar eden,
gbzetim ve denetimde bulunan kisidir.
Liderin o6zellikleri
Liderlerin, ¢evresinde kendilerine bagli kisileri etkileme giicii vardir. Ancak bu etkileme giicii, kendisine yarardan
ziyade onlarin gahsi gelisimine yoneliktir. 'Bencil géziikmelerine ragmen aslinda 'biz'cidirler, yani takim ruhuna
dnem verirler. Yenilikleri takip ederler ve her daim yenilikgidirler. Iletisim yetenekleri kuvvetlidir. Iletigim
kurmasi en zor ¢alisanla dahi rahatlikla diyalog gelistirebilirler. Vizyon ve misyon sahibi olmalar: da bir diger
dikkat ¢ekici 6zellikleridir. Yasanan gelismelere biitiinsel bakabilme becerisine sahip olan liderler sabirli, tutarli
ve pozitiftirler. Problem ¢6zme yetenekleri gelismis olan liderler risk almaktan kaginmazlar, "Hayir" demekten
cekinmezler. Adalet duygularinin gelismis olmalari, kararli ve agik s6zlii olmalar1 da liderlerin dikkat ¢eken
ozellikleri arasindadir.
Yoneticinin ozellikleri
Yoneticiler, ekibini en dogru sekilde motive ederler. Ekibine karsi seffaf olan yoneticiler takdir ve ddiillendirme
sistemini kullanir. Elestirilere agik olan yoneticiler ¢oziim odakhdirlar. Karsilarina ¢ikan en ufak bir problem
karsisinda dahi yapici bir ¢6ziim iretirler. Risk almak yerine mevcut sistemin dogru ve eksiksiz islemesine dikkat
ve Onem verirler. Empati yetenekleri gelismis olan yoneticiler zamani iyi kullanir. Kararlarinda adaletli olan
yoneticiler elestirilere agiktirlar.
Lider ile yonetici arasindaki farklar nelerdir?
e  Yoneticiler birer idarecidir. Liderler yenilik¢idir, yeniliklerin pesindedir.
Yoneticiler rutini sever, tekrarcidir. Liderler orijinal fikirleri dnemser.
Yoneticiler devam ettiricidir. Liderler gelistiricidir.
Yoneticiler sistem odaklidir. Liderler insanlara odaklanir.
Yoneticiler kisa vadeli, liderler uzun vadeli hedefler pesindedir.
Yoneticiler meveut durumu kabul eder. Liderler ise sorgulayicidirlar, siklikla karsi ¢ikar ve mevcut
duruma elestirel yaklasir.
e  Yoneticiler kuralct olmalarindan 6tiirii fikirlerinin dogru olarak kabul edilmesini 6nemser. Liderler ise
herkes igin en dogru olan diisiincenin pesindedir.

Yorum

Bazi farkliliklar ile irdelemek yerinde olacaktir.

e Yonetici olan otobiis soforii gibi bir saptanan rotadan gider. Lider, belirli yerlere saptirarak,
tarih, gezi ve bir¢ok imkanlar1 bize sunar. Ucuz ve kaliteli olup, fazla zaman harcamaz,
zevkli olmasini saglar, yenilik¢i ve degisim pesinde, mutlugu, memnun olmay: arar.

e Yénetici kalip insanidir. Kuran (49/14 Bedeviler: "Iman ettik."” dediler. De ki: "Siz iman
etmediniz. Ancak Eslemna/Kaliba uyan/'Miisliiman' olduk deyin. Iman sizin kalplerinize
girmemigtir. Eger Allah'a ve resuliine itaat ederseniz Allah, yapip ettiklerinizden hi¢bir sey
eksiltmez. Ciinkii Allah Gafur 'dur, Rahim 'dir.) Y onetici inanmis degil, kalib1 yapan, bunun
da usul, nizamlara uymasi 6tesinde zarar ve zuliim olmamalidir. Lider ise, zarar ve zuliim
olmadan, etik ilkelerde degisimi, gelisimi, kaliplar1 genisletmek, yeniden yapilandirmak,
ilerletmek pesindedir.

e Kurallara uyanlar yonetici, kurallar1 koyanlar, gelistirenler, ilerleten, degistirenler ise
liderlerdir.
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e Hayir ben yapamam, sistem izin vermiyor, imkanim olsa yaparim, yoneticini sik kullandigi
sozdiir. Lider ise ortada zarar ve zuliim yoksa, bir kolayint bulup yapandir. Bir bakalim,
inceleyelim ve bunun tizerinde durarak yapalim demektedir. Burada sistem degil, proje ve
insan odaklidir.

e Bir isi yaparken, sistem kurmak, liderin isidir, bunun i¢in uzun ¢aba gerekir, buluslar ve
inovasyon, yaraticilik gerekir. Yonetici burada evet/hayir demek ile isi idare etmeye ¢alisir.

e Biitce miisait degil, sOzii zaten biitce en az bir y1l once teklif edilerek ¢ikan bir meblagdir.
Bunun i¢inde proje gerekir. DPT gidip, Tip Fakiiltesi yasada var, 6grencileri de 9 Eyliil
Universitesinde stajyer konumuna gelmisler, ama biitce agmam denildi. Bir hastane
isletmesi bedava isletim alind1, sadece kadro istendi, T1p Fakiiltesi Vakfi ile isletim yapildu.

e [Kazakistan’da, yoneticilerin duvar list makamlarin verdigi, taktir, diploma ile dolu idi. Bu
nedenle bir sey istenmedi, list makamdan istendi. Lider diisiinceye bakar, yonetici kurallara
bakar.

Insanlar lider oldugunu sanirlar, ama siklikla yéneticidirler. Makam, miihiir ve yetki demek

lider degil, yonetim verir. Bu agidan bireye gore lider, topluma gore is yoneticidir.

Yénetici-ve-lider-arasindaki-farklar-nelerdir (t-hos.com.tr)°

Hepimizin bildigi gibi, liderlik yeteneginde sahip olan kisiler sirketlerde yonetici, genel miidiir, baskan ya da
baskan yardimcisit gibi pozisyonlarda goérev almaktadir. Ancak etkin bir lider olmak her zaman liderlik
yeteneklerinden daha fazlasini gerektirir. Yoneticilik ya da liderligin tanim1 en genel ifadesiyle sirket hedeflerinin
yerine getirilmesidir.
Yonetici ve lider arasinda nasil bir fark var?
Bir yonetici ya da lider isletmenin yiiriittiigii tim isleri bir uzman gibi bilmiyor olmas1 sorun degildir. Ama bir
lider pazar egilimleri, sirketin dinamiklerini, misyon ve vizyonu ve sirketin hedeflere ulasabilme potansiyelinin
farkinda olan kisidir. Iyi bir lider idealist, gercekei ve diiriist olmalidir. Iyiye isaret eden her durumda &ncii
olmalidir. Sorgulayict ve saglam kaynaklara sahiptir. Ciinkii sorulara zamaninda ve dogru cevaplar vermesi
gerekmektedir.
Degisen ¢agda yoneticiler degil yeni nesil liderler daha ¢ok dikkat c¢ekiyor. Liderler sirket programlarint ve
hedefleri olustururken en uygun etkenleri belirler ve analiz ederken, yoneticiye ise bu planlamalar1 uygulamak
kaliyor.
Yonetici ve lider arasindaki en énemli farklardan biri de budur. Iyi bir yénetici islerin dogru yapiliyor olmasindan
sorumludur. Bir lider ise dogru isler yapmakla... Buradaki dogru isler ise; bir hedef, vizyon ve strateji
dogrultusunda gergeklestirilir. Etkin bir liderde hayal giicii ve kararlilik 6zelliklerin bulunmas: gerekmektedir.
Ciinki bir ekibi bir dogruya inandirip onun pesinden hep birlikte giderek sonug almaya c¢abalar. Alinan sonugta
ise vaat edilenlerin gergeklesmesi liderin ileri goriisluliiglini ispatlar.
Liderlik insanlara 6zgii bir yetenek olup, gelistirilmesi gereken 6zellikler ve yetenekler saglandiginda herkesin
lider olma sans1 vardir. Yapmaniz gereken tek sey bir liderin hangi 6zelliklere sahip olmasi gerektiginin farkinda
olup, kendinizde olan eksiklikleri tamamlamak.
Yonetici ve lider arasindaki en 6nemli farklar asagidaki gibidir.

1. Yonetici ve lider kisiler yenilik¢i olmalidir. Ancak lider ayrica yaratici olmalidir.

2. Yonetici ve lider kisiler bir vizyona sahip olmalidir. Ancak liderler vizyon olusturma yetenegine sahip

kisilerdir ve insanlara ilham vermelidirler.

3. Yoneticiler dogru olan1 yapar.
4. Liderler yonetimi siirekli gelistirir ve yonetir.
5. Yoneticiler yapi iizerinde ¢aligir, lider ise insanlar lizerinde caligir.
6. Yoneticiler liderlere gore daha kisa bir vizyona sahiptir.
Yorum

Bu Makalede 6ngoriilen farklar sunlardir:

« Dis Hekimi bir oteli varmus, isletememis, Universite isletebilir mi dedi. Stajyer ve Intdrnler
icin imkan olacak denilerek kabul edildi. Yatak S0TL iken zarar edilmis. Yatak STL yapilds,
temizlik ve her tiirlii isleri 6grenciler yapacaklardi. Tek bir yonetici alindi, tim personel
zaten ¢ikmis idi, alinmadilar. Alt katta biiyiik bir kantin, kafeterya yapildi, uydu kanali ile
TV getirildi. Bu hizmetten kazang saglandi. Ayrica ¢amasir makineleri i¢in ufak deterjan
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tiipleri verilerek gelir elde edildi. Misafirler kaldi, onlarin iicretleri tam alind1. Lider yapti,
yOnetici ise yuirlitti.

e Dogramaci1 Pamukkale ve Karahayit’in Freiburg gibi bir merkez olmasini 6nerdi. Tim
oteller ile konusuldu, Fizyoterapist kontroliiniin Universite yapmasi ile anlasildi, bunun i¢in
bir ayr1 4 kathi binada Fizyoterapi Merkezi kuruldu. Yonetici geldi, tiimiinii kapatti.

e Yonetici Biitce kaynaklarinda ne varsa onu yapar, Lider ise biitgeye koydurur. Personel
alimmi ve Acil Yardim Hastanesini ekletir, sonra bunlar1 yapilandirir. Yonetici ise
yapamaz, tiimiinii kapatir, ¢iinkii hukuki ve idari sorun olacagindan kirkar.

e Lider vakiflar kurar ve sirketler kurarak isleri yiriitiir, yonetici korkar, biit¢ce disina
cikamaz. Bir elektrifikasyon i¢in lamba alinacaktir, teklif alinir, 3 kat pahali verilince, lider,
sirket kurar, bagka ilden iigte bir fiyata getirtir. Yonetici 3 kat pahal1 olan1 alir.

e Yonetici devam durumuna bakar, lider ¢alisma ve neticeye bakar, bu agidan personel mesai
disinda da istekle ¢aligirlar. Lider onlarin rahatini saglar, birey odaklidir, gece nakliyelerini
temin eder.

e Yonetici bir list makamin emrini yerine getirir, personeli alir. Lider isine yarayacak ise alir,
yoksa reddeder ki, siklikla geri ¢evirir.

Lider ve yonetici arasinda fark belirgindir, kendisine sormak ile olmaz. Bir konu iizerinde teklif

gotiiriin, inceleyelim diyen lider, yapmak isterdim ama biitce, ile imkanlar kisitli diyen

yoneticidir.

Lider nedir? Lider ile ydnetici arasindaki fark nedir? (manpower.com.tr)!?

Son yillarda epey karsimiza cikan bir kelime; lider, liderlik. Once kelime anlami ile baslayalim ise. Lider,
bulundugu ¢evreye yarar saglayan, ¢evreyi yonetebilmek i¢in sorumlulugunu zeka ve bilgi ile harmanlayan kisilere
denir. Elindeki gii¢, bilgi, deneyim ve tecriibe ile g¢evresini etkiler; tagin altina elini koyar ve gerekirse zor
kararlarin ve sonuglarin arkasinda durmayi bilir. Kendi bildigini okur gibi keskin ciimleler kuramayiz ancak lider,
olaylar karsisinda daima sorumlulugu iistlenebilen gercek kisilerdir diyebiliriz. Hitabet giicii yerinde olan, vizyon
sahibi liderler insanlar1 dinler ve anlamak igin ¢aba sarf ederler. Liderleri hayatin her aninda ve alaninda gérmek
miimkiindiir. Kimi zaman yonetimde liderlik, kimi zaman isletme alaninda liderlik ¢ikar karsimiza ancak giiniin
sonunda lider tiim sorumlulugu alacak yetide olandir. Liderlik nedir ne degildir faslina gegmeden 6nce lider
ozelliklerinden biraz bahsetmekte yarar var.

Lider ozellikleri nelerdir?

Liderlik kavrami yoneticilik ile karigtirtlir genelde. Yazimizin ilerleyen boliimlerinde lider ve yonetici arasindaki
temel farklara deginecegiz. Once liderlerin sahip olduklar1 6zellikler ile baslayalim. Birkag madde halinde
liderlerin 6zelliklerini siralayalim;

e Daima elini tagin altina koyar. Bagkalarina kars1 biiyiik hirslart olmaz onun en biiyiik hirsi isini kusursuz
yapmasidir. O yiizden kisi ile degil isi ile ugrasir.

e lletisim becerisi yiiksektir. Birileri ile paylasimda bulunmay1 kayip degil kazang olarak gériir ¢iinkii bilir
ki giizel olan her sey paylastik¢a ¢ogalir.

e Lider yanlis da yapsa arkasinda durur. Gerekirse tek basina ipi gégiisler ve baskalarina sug atmak yerine
“hata bende” erdemine sahiptir.

e Basarma konusunda hirslidir ancak hirsina yenilmez; adimlarini daima saglam atar. Risk bazen alir, bazen
almaz ancak giiniin sonunda daima “en iyiyi” hedefler.

e Lider kendinden emindir. Bir durusu vardir. Elinizi sikarken bile lider oldugunu anlarsiniz ¢iinkii 6zgiiven
heniiz tanigmada baglar.

o Kendi dogrulari ya da bilgileri dogrultusunda hareket etmez. Bagka fikirlere de daima agiktir. Yenilikten
korkmaz, temkini elden birakmaz ancak gelisime ve yenilenmeye her zaman agiktir.

e Oprenmenin sonu yoktur liderlerde. Soru sormayi, isleri kurcalamayi sever. Ogrenme seriiveni,
kariyerinin en u¢ noktasinda dahi olsa bitmez. Dogru sorular sorarak olaylara farkli bakis acis1 kazandirir.

e Isleri yonetmekle kalmaz, iliskileri de iyi yonetir. Hitabeti kuvvetli oldugu igin etrafinda takdir edilir.
Sosyal iligkileri giicliidiir, adimlarini saglam atar.

e Bir olaya tek bir bakis acis1 getirmez; ¢cok yonlii diisliniir. Her yoniiyle tartar ve ilgili konularda strateji
gelistirir. Bu stratejilerde gokkusagmin her rengi vardir. Bu nedenle tek bir pencereden bakmaz, genis
acilardan ele alir her konuyu.

e  Sorumluluk almaktan hi¢ ama hi¢ korkmaz. Bir sorun olsa su¢u baskalarina atmayacagi gibi tagin altindan
da elini gekmez. Karsisindakini dinler ve ¢dziim {iretir.
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e  Gergek bir lider, sayginin duyulan degil duydurtulan bir sey oldugunu bilir. Kendi sayg1 gormek istiyorsa
baskalarina saygi duymasi gerektiginin farkindadir. Bu nedenle gergek liderler saygili ve saygin kisilerdir.

e  Kiiciik hesaplarin insani degildir. Kii¢iik insanlar kiiciik hesaplarla ugrasirlar ancak lider bu hesaplarla
ugrasamayacak kadar ig odaklidir. Yukarida da sdziinii ettigimiz gibi kisiyle degil isiyle ugrasir.

e Daima adildir. Taraf tutmaz ve her iki tarafi da dinler. Gergek bir liderin pusulast dogruluktur. Ayrim
yapmaz, taraf tutmaz. Adil olmaktan yanadir her zaman.

e Emir vermez, emir vererek konusmaz. Aslinda emir vermesine bile gerek yoktur. insanlar ona o kadar
saygl duyar ve 1s18inda ilerler ki zaten soyledikleri emir addedilir.

e Liderler vizyon sahibidir. Hedefleri dogrultusunda sahip olduklar1 vizyonu baz alirlar.

e Koordine etme yetenegine sahiptir. Hedefleri ve amaclar1 dogrultusunda giizel bir koordine yetenekleri
vardir. Dengenin nasil kurulacagini iyi bilirler bu nedenle “kaos” onlarin sdzliigiinde yer almaz ¢ilinki
lider, planlidir.

e  Kriz yonetimini ¢ok iyi basarirlar. Kriz anlarinda, panik butonuna basildiginda sogukkanli olmay1 ¢ok iyi
bilirler. Mantiklart her zaman alarm halindedir bu nedenle diisiincelerinin kontroliinii de kendileri
saglarlar. Ani karar vermekten kaginirlar; 6nce siizgeclerinden gecirirler ve en dogru hamleyi yaparlar.

e Liderlerin ¢ogunun bir basar1 hikayesi vardir. Bu kimi zaman ic¢inde basarisizlig1 da barindirir ancak
giiniin sonunda nereye, hangi sartlarda geldigini bilir.

o  Korkusuz, kararli, cesur ve bir o kadar algakgoniilliidiir. Ben egemenliginden ¢ikali cok olmugtur 6nemli
olan “biz” biitiinliigidiir.

Lider ile yonetici arasindaki fark nedir?

Birbiri ile ¢ok sik karistirilan iki kavramdir liderlik ve yoneticilik. Yonetici ya da lider disaridan bakildiginda
birbiri ile denk olan kavramlar gibi goriilebilir. Ancak isin aslinda bazi temel farklar vardir. Bir yonetici, isletmenin
nasil yiiriidiigiinii bilemeyebilir bir uzman kadar. Ancak gercek bir lider sirketin tiim dinamiklerine hakimdir. Tyi
bir yonetici islerin dogru yapilmasindan, dogru yiiriitilmesinden sorumludur. Y6netici iglerin dogru yapilmasimdan
sorumluyken, lider dogru isleri kendisi yapar. Liderler sirket programlarini ve hedeflerini olustururken, yoneticiler
koordinasyonun eksiksiz ilerlemesine odaklanir. Yoneticiler statii odakli olabilirken liderlerin statii kaygilar
olmaz. Liderler yonetimi siirekli gelistirir ve degistirir, yoneticiler ¢ok biiyiik adimlar atmayabilir.

Yorum

Yukarida belirtilenleri tek, tek irdelersek:

e Daima elini tasin altina koyar. Baskalarina kars1 biiyiik hirslari olmaz onun en biiyiik
hirst igini kusursuz yapmasidir. O yiizden kisi ile degil isi ile ugrasir. irdelersek; DPT
proje olarak Miihendislik, Makine ve Ingaat Boliimii, Egitim Yiiksekokulunun da
Fakiilte olmasi disinda bir boyut 6nermemisti. Blitce rakamlar ile elde edilenler

sunlardir.
Pamukkale Universitesi Biitcesi

1993: Biitgesi Miktar 1994: Biitgesi Miktar

Cari 12,000,000.- Cari 92,000,000.-
Yatirim 9,000,000.- Yatirim 49,000,000.-
Transfer 7,350,000.-
Eklenen 4,000,000.- 37+19+15

Ozel Odenek Ozel Odenek 166,730,139.-
Toplam 25,000,000.- Toplam 220,531,589.-
Ogrenci Fonu 2,000,000.- Ogrenci Fonu 4,850,000.-
Aragtirma Fonu - Aragtirma Fonu -

Doner Sermaye 50,000.- Doner Sermaye 64,000.-
Vakif 2,000,000.- Vakif 2,216,000.-
TOPLAM 29,050,000.- TOPLAM 227,661,589.-
1995: Biitcesi Miktar 1996: Biitgesi Miktar

Cari 200,000,000.- Cari 445,000,000.-
Yatirim 93,500,000.- Yatirim 256,000,000.-
Transfer 5,500,00.- 25,000,000.-
Eklenen 130+2,6+33,9 220+29+52+155
Ozel Odenck 166,730,139 Ozel Odenek 458,353,983.-
Toplam 465,730,139.- Toplam 1,152,225,558.-
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1997: Biit¢esi Miktar
Cari 990,000,000-
Yatirim 787,000,000.-
Transfer 38,000,000.-
Eklenen 1,340,183,328.-
Ozel Odenek 174+26+650+400
Toplam 3,155,183,28.-
Ogrenci Fonu 174,000,000.-
Arastirma Fonu 26,854,000.-
Doéner Sermaye 650,000,000.-
Vakif 400,000,000.-
TOPLAM 4.302,308,029.-
Degisim:

93-97 artis oram1 %14,777 artis olustur. Biitce artisi: 25, 227, 465, 5.155 olmak iizere,
milyardan, trilyona ¢ikmistir. Vakif ve doner sermaye ile, 4,3 trilyondur.

Yatirim 13,000,000.- iken 4,302,308,029.- olmustur. 13/4302 ile 330 kat artmistir. Ekonomik
en zor yillar oldugu dikkate alinmalidir.

Burada dikkat edilmesi gereken, biitgede ek talep ile artistir, bu yeni proje ve ek kaynak
olusturmaktir.

o [Iletisim becerisi yiiksektir. Her proje ile ilgili olan kisiler ve idari kadroda, mali ve genel
sekreterlik, hukuk miisavirligi dahil, konu ile ilgili rapor yazmas1 istenmistir. Soru
olarak 3 kisilik komisyon yerine 13 kisi neden olusturulmus denilince, Universitede
konu ile 13 kisi oldugu i¢in bu rakam belirlenmistir denilmistir.

o Lider yanlis da yapsa arkasinda durur. 1ddiada yapilanlar su¢ diye tanimlaninca, tiim
personel yeni yonetim tarafindan zorla savciliga su¢ duyurusunda bulunmuslar, ancak
telefon ederek, raporlar1 yazan biziz, uygulayan rektor, beraat edin bizi de kurtarmig
olun denilmistir. Sayistay, Agir Ceza ve Hukuk Mahkemelerine sug¢ oldugunu ispat edin
denilmis ve son Yargitay Kanun ve Nizamlara uygundur beraati gerekir diyerek 2016
yilinda tamamlamistir.

e Basarma konusunda hirshidir ancak hirsina yenilmez, adimlarint daima saglam atar.
Danigmanlik, ger¢ek uzmanlara sormak, fikir almak, ama gelisimi, degisimi uygulamak,
projeleri yapmak ile ilerleme siirdiiriilmiistiir. Tamamlanmayan bir¢cok proje de
kalmistir, gelenler birakin ylriitmeyi, tiimiinii iptal etmis, kaynaklar1 da geri
dondiirmiislerdir.

e Lider kendinden emindir. Kolej mezunu, Yassiada Mahkemesinden miiebbet almus,
sonra senatdr olmus bir kisinin oglu, bir Yatagan Medresesinin siilalesinde olan kisi,
Hacettepe ve Anadolu Universitesi, sonra Osmangazi Universitesinde dgretim iiyesi
olan, bir¢ok degisim, gelisimleri yapan kisi elbet kendinden emin olmalidir.

e Kendi dogrular: ya da bilgileri dogrultusunda hareket etmez. Danismanlik alan kisi,
danistig1 kisilerin Onerilerini dikkatte alacaktir. Ancak, zarar ve zuliim varsa yapmaz,
olmasi icin caba sarf eder ama hayal de goérmez. Projeler baslangigta bir hayaldir,
arzudur, istektir, ancak yapilinca yiiriitiilebilecegi anlagsilir.

o Ogrenmenin sonu yoktur liderlerde. Ogrenmenin sonu olmadig1, miir boyu siirecek ise,
oretmenin de siiresi olamaz. Devamli toplantilarin biiyiik ¢ogunlugu uzmanlara goriis
almak, bunu bir grup ile birlikte yapmaktir. Onlarinda katkisi olabilir, el elden iistiindiir.

o Isleri yonetmekle kalmaz, iliskileri de iyi yonetir. iliskileri yonetmek, insanlar1 zedeler,
bu ac¢idan onlar bilgilendirilir, goriisleri alinir, kars1 yaklasimlar1 da alinir, dikkatlice
irdelenir ve karar verilir. Kararda sorumluluk lidere aittir.
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Bir olaya tek bir bakis acis1 getirmez; ¢ok yonlii diistiniir. Hedefe gitmek i¢in tek yol
olamaz, mutlaka alternatifler disiiniilmelidir. Nitekim biitceye DPT ve diger
kaynaklarla her yil ekler yapilmistir. 1993 yilinda 9 milyon yatirima, 4 milyon ek, 1994
yilinda 49 milyon yatirima, 72 milyon ek, 1995 yilinda 93,500 yatirima, 166 milyon ek,
1996 yilinda 256 milyon yatirima, 458milyon ek, 1997 yilinda da 787miyon yatirima
1,340milyar ek alinmistir. Biitce tek yol iken, bu oran projelerle eklenmistir.
Sorumluluk almaktan hi¢ ama hi¢ korkmaz. Mahkeme verildi, ilk 6nce Sayistay, sonra
Agir Ceza ve Hukuk Mahkemelerine, bunlarin hi¢birinde baskast su¢lanmamis, sug
unsuru nedir ispat edin, hepsi yasal demis ve sonugta Yargitay kanun ve nizamlara
uygundur diye beraat karar1 vermistir.

Gergek bir lider, sayginin duyulan degil duydurtulan bir sey oldugunu bilir. Baskasinin
duydugu sayg1 onemli degil, bireye 6zgii bir boyuttur. Onemli olan, yaptig1 eylemlere
kars1 duyulan saygi olmali, bireyin iistiinde olmalidir.

Kiigiik hesaplarin insam degildir. PEV okulunun faaliyet gecmesi i¢in Milli Egitim
Miidiirliigiinden imza i¢in evrak gonderildi. Bir hediye alinmasi istenildi, sadece memur
ve miidiire birere kilo baklava alindi, baska bir sey iletilmez denildi. Imzalanmadi,
ancak Ankara’da bir riigvet yakalanmasi tizerine, hocalarla ugrasilmaz denilerek evrak
istendi ve imzalandi.

Daima adildir. Yapilan ise gore hak edileni vermek, yaklagsmak gerekeni saglar.
Duygusal be siibjektif irdeleme yapmamak gerekir. ilk memurluk smavinda gelenleri,
bir ayr1 binada, bazi isler verilerek denendi, ama sdylenmedi, giris cikislar1 gizlice
kaydedildi ama sOylenmedi. Buna gore gorev verildi, bir hafta daha bu ise
yatkinliklarina bakild1 ve sonra yerlerine gonderildi. Rektér Yardimer sekreteri hem
Ingilizce kolej mezunu hem de bir¢ok sertifikali imis, Ziraat Odas1 Bagkanimin kiz1 imis.
Haberimiz yoktu, kendisine sordum, bir isletme, beni algilarsa calisirim, yoksa
calismam demis ve mutlu olarak calisti.

Emir vermez, emir vererek konusmaz. Aslinda birlikte calistiklar, her projede
gorlslerini yazdiklar1 i¢in eger karsi iseler bunun da tartismasi, degerlendirmesi
yapildig1 i¢in emir vermesine gerek kalmaz. Bazi durumlar vardir, bir keresinde proje
daha onaylanmadan, yollarin kazildigim1 gérdiim, bu tahribat olmasin diye kanallar
olusturulmugstu. Elektrik projesini yapan miihendis geldi, bir Rektdr varmis, emretti bu
sekilde yaptim, gerekte bunu yapan1 miithendislikten atmak gerekir dedi. Ben o rektoriim
deyince, 6ziir dilerim aktarilan dyle degil, bu proje hatal1 bir dinleyeyim dedim. Zaman
yok, eski proje uygulanacak diyen Yapi Isleri Daire Baskani, artik senin gdrevin bitti
dedim, sabah yeni proje geldi, o uygulandi. Kasith zarar vermek ayri, ama bir anlagilmaz
boyut varsa, emir yerine onun tartisilmasi gerekir. Bilim daima ara yolu bulduracaktir.
Liderler vizyon sahibidir. Cok vizyon olarak goriilmemeli, gelisim ve buna gore
degisimi, bilimsel yapmak, proje ve danigsarak olusturmak gereklidir. Vizyon sahibine
zaten proje teklifleri gelir. Bir otel isletmesi teklifi gelince niye bize geldiniz deyince,
bir yaparsiniz, vizyonunuz var, bize adaletle yaklasirsiniz, faydali bir is yaparsiniz
demislerdir.

Koordine etme yetenegine sahiptir. Koordine etmek kolay degildir, her taraf kendisine
gore bir arzu ve avantaj ister. S6zii edilen otel isletmeciliginde, oda basina S0TL ile kar
edemeyen otel, STL ile 6grencilere verildi ve tam doluluk saglandi. Zaten olmayan
personel alinmadi, temizlik ve bakim 6grencilere kaldi. Bir miidiir, bir kisi yonetimi
sagladi. Kantin, kafeterya ve temizlik i¢in kii¢iik boy satilan deterjanlar gelir oldu.
Kriz yénetimini ¢ok ivi basarirlar. Bir Universitede kriz 6gretim iiyelerinden gelir,
kendi bilgilerine gore yonetim isterler. Biitce kaynagi olmayan, kendi kazandiginin
kendisine donen, kar pay1 sistemini istemezler. Diger personel sadece maag almalidir.
Bu agidan, daima bir arada sorun olusur. Bunu en yakindaki yapar. En kolay yolu
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kaldirdim demek, bu sekilde ek gelir kapis1 kapanacaktir. Aldigi, usulsiiz mobilya ve
hali icin, senden, maasindan kesecegim demek en etkin yoldur. Yapan kazanir,
yapmayan maasa kalir prensibi gegerlidir.

e Liderlerin ¢ogunun bir basart hikayesi vardir. Pamukkale Kurucu Rektor olarak basari
hikayesi, Sayistay Mahkemesinde yargilanip, 1998 yilinda beraat etmek, sonra
hukuksuz Agir Cezada agilan davada da Yargitay 2007 yilinda beraat edilmis, Hukuk 6
davada da Yargitay 2016 tarihinde kanun ve nizamlara uygundur diyerek beraat
ettirigtir. Bu Yap-islet-devret sisteminin hukuksal beraat etmesidir.

o Korkusuz, kararl, cesur ve bir o kadar al¢akgoniilliidiir. Ben egemenliginden ¢ikall ¢ok
olmugstur onemli olan “biz” biitiinliigiidiir. Burada olusan olaylar tim kurumu
ilgilendirdigi ic¢in, sahip ¢ikmak zorunda, ancak yeni gelen yonetici, varliginiz igin
savciliga su¢ duyurusunda bulunacaksiniz deyince de bulunmuslardir. Ancak, burada
yazdiklar1 olaylardir, gercekten su¢ iddia eden nasir kisi olmustur. Savcilifa olay:
anlatmiglardir. Her biri karsidan sorgu yapildigi icin bilinmektedir. Zaten ana konu,
hangisi sugtur, tanimlayan, hepsi kanun ve nizamlara uygundur, Universite
kalkindirmak i¢indir denilmis ve hukuk buna gore, 1998-2016 yillar1 sonra tecelli
etmistir.

Simdi yeni Universite Modeli ile, Enstitii agisindan aktive edilmek istenmekte, Turgut Ozal,
Dogramaci ve Orhan Oguz’un mirasi yapilacaktir, niyet budur.

Genel Yorum

Bir rektorden beklenen yonetici olmasidir. Yiiksekdgretim veya daha iist makamlardan gelen
seyleri yapmasi beklenir. Devlet Biit¢esine ve DPT 0ngoriisiinde olmalidir. Buna kars1 ¢ikan
ise istenmeyen olur, nitekim basima gelenin tanim1 da budur. Yiiksekdgretim Bagkani bizim
dedigimizi yapacaksimiz dedi, bah¢eye idam sehpasi kursaniz bile yapmak, istifa edip
ayriliyayim, diger gelene yaptirirsiniz dedim, benim makamda goziim olmaz dedim.

Nitekim ilk Kurucu Rektor olarak ise baslarken, Miihendislik Fakiiltesinin eski Dekani, siz bu
isi bilmiyorsunuz, yeni gelmis, ¢ocuk gibisiniz dedi, baslayinca, o sekilde her kesimi alip
konusulmaz, Dekanliga bir yazi yazar bir diger personele dagitiriz, siz Dekanliga biz de
birimlere dagitiniz dedi. Ben artik yOnetim degisti, Rektdr tiim her bireyin elini sikacak,
konusacak, sizlerde yapacaksiniz dedim. Ben yapmam dedi ve disar1 ¢ikmak istedi. Kap1 agikt
girdiniz, miisaade istemediniz, biz burada proje ¢alisiyorduk, miisaade istemediniz, ayrica
giderken de miisaade istemediniz dedim. Simdi gidebilirsiniz, siz klasik yonetim de de tiim
kurallar1 ¢ignediniz dedim. Kadrosu Izmir’de idi, erkesi giinii gitmis, bir daha gelmedi, istifa
mektubunu gonderdi.

Fabrikalara gittim, elbet ¢alisarak gittim, onlardan daha fazla konu hakkinda bilgi sundum, siz
bizde mi ¢alisiyorsunuz diye takildilar. Biitge ve krediler konusunda bilgi sordular, danismanlik
yaptim. Her bir fabrikada arastirma birimi oldugu, bunun iiniversiteye tasinmasi ile ortak
caligma imkanlar1 yaratilmis oldu, projeler yapildi.

Hicbir zaman lider ve yonetici olmak istemedim. Gelen projeleri yapmak, uygulamak istedim,
incelemem bilim tizere olmal1 ve zarar, zuliim olusturmamali idi.

Yaptiklarim yapacaklarimin onda biri olmadi ama bazi kisilerin isine gelmedi, simdi yeni
Universite yapisi ile devam etmek istiyorum.

Yapilacaklari Yapan Kurum: Enstittler
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Onemli olan yénetici degil, onlar diploma almak ile olacaklarin1 sanirlar ama temelde lider
yakalamak 6nemlidir. Bunun i¢in bir imkan saglamali ve bunu yapicisi, yiiriitiiclisi, ilerleticisi,
arastirma ve gelistirmeyi yapan olmalidir. Bu Universiter yapida Enstitii yapisinda olur, diger
Boliimler Egitim ve akademik agirlikli iken, Enstitii bir hedef, bir sonug, bir netice almak
iizerine, sanayi ile is birligi i¢inde olusturulabilen bir isletme olacaktir.

Her birimin kendi gelir ve giderine hakim olmasi, bir kendi havuzu ve gelisim karar1 iginde
olmasi bir bakima kii¢iik 6lgekte olsa bile Enstitii yapist denilebilir.

Universitede boliimler akademik olmakta, ¢alisalar da bir akademik sifat, profesor olmak i¢in
yayin yapmak ile ilgilidir.
Teknoparklar ve diger yapilar tam islev gdrmezler.

Bilim parki (Wikipedia)*2

Bilim parki veya teknopark, tniversiteler tarafindan olusturulan alanlarda arastirma-gelistirme yapacak
firmalara kiralanarak firmalarin biiylimesini tegvik edici diizenlemelerle desteklendigi; ticari amagli bilimsel veya
endiistriyel ~ aragtrma  yapilan  binalardan  olusan  bir  bolgedir.l!! Aragtirma  parki, teknoloji
parki, teknopolis, teknokent ve biyomedikal park gibi terimler de kullanilir. Hangi terimin kullanildig1 yapilan
aragtirma ve gelistirme tiirline baglidir. Bilim parklari ulusal ekonominin gelismesine, yeni teknoloji firmalarin
desteklenmesine, yabanci yatirim ¢ekmek ve ihracati artirmaktadir.

Teknopark ve benzerleri genelde merkezi bir yonetim yapisina sahiptirler. Tipik olarak parktaki kurum ve sirketler
iirtin gelistirme ve yenilik yapmaya odaklidirlar. Buna karsin sanayi siteleri imalata yogunlasmistir, "is parklar1”
ise idarecilik islevlerine agirlik verir. Teknoparklar kiiresel ¢apta "Bilgi Ekonomisi"'nin altyapisini olugturan;
Inovasyonunu, teknolojinin ticarilestirilmesinde devletler, iiniversiteler, 6zel girisimlerin birlikte hareket etmesini
saglamaktadir.

Bu parklar, binalar i¢in bir arazi saglamanmn yani sira, bazi ortak kaynaklar sunar: kesintisiz elektrik,
telekomiinikasyon santralleri, resepsiyon ve giivenlik hizmetleri, idare ofisleri, lokantalar, banka subeleri, toplanti
merkezi, otopark, toplu ulasim araglari, eglence ve spor tesisleri gibi. Bu bakimdan parklar, kiralik mekanlardan
daha avantajhidir, ¢iinkii bu hizmetlerin masraflarinin paylasilmasin saglarlar.

Bilim ve teknoloji parklari devlet veya yerel idareler tarafindan tesvik edilirler, ¢linkil bu parklar yeni sirketleri
cezbeder, istihdam yaratir ve vergi gelirlerinin artmasina yol agar. Yeni sirketleri bilim ve teknoloji sirketlerine
¢ekmek igin genelde ilk birkag y1l igin emlak vergisi ve diger bazi vergilerden muafiyet verilir.

Yorum

Yukarida da gdzlendigi gibi bir merkezi ydnetim, Universiteler olmalidir, birgok avantaj
saglarlar, arastirma, gelistirme ve firmalarin biiyiimesi ve ilerlemesi ile avantajlar1 vardir.
Enstitii olusmuyor veya ilk asama olarak teknopark kurulabilir. Bir gecis asamasi da olabilir.

Science Park (Wikipedia)*3

A science park (also called a "university research park", "technology park”, "technopark"”, “technopole"”, or a
"science and technology park™ (STP)) is defined as being a property-based development that accommodates and
fosters the growth of tenant firms and that is affiliated with a university (or a government and private research
bodies) based on proximity, ownership, and/or governance.™ This is so that knowledge can be shared, innovation
promoted, technology transferred, and research outcomes progressed to viable commercial products. Science parks
are also often perceived as contributing to national economic development, stimulating the formation of new high-
technology firms, attracting foreign investment and promoting exports. 2l

Background

Science parks are elements of the infrastructure of the global "knowledge economy". They provide locations that
foster innovation and the development and commercialisation of technology and where governments, universities
and private companies may collaborate. The developers work in fields such as information
technology, pharmaceuticals, science and engineering. Science parks may also offer a number of shared resources,
such as incubators, programs and collaboration activities, uninterruptible power supply, telecommunications hubs,
reception and security, management offices, bank offices, convention center, parking, and internal transportation.
Science parks also aim to bring together people who assist the developers of technology to bring their work to
commercial fruition, for example, experts in intellectual property law. They can be attractive to university students
who may interact with prospective employers and encourage students to remain in the local area.
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Science parks may be designed to enhance the quality of life of the workers. For example, they might be built with
sports facilities, restaurants, créches or pleasant outdoor areas. Apart from tenants, science parks create jobs for
the local community.!

Science parks differ from high-technology business districts in that they are more organized, planned, and
managed. They differ from science centres in that they lead to commercialized products from research. They differ
from industrial parks which focus on manufacturing and from business parks which focus on administration.

Yorum

Tekno-parklar, yiiksek teknoloji is bolgeleri, birimleri ve bilimsel merkez konumunda
degildirler, onlar sadece belirli konularda yogunlasir kiime islevi gérmezler.

Bilimin ekonomik boyutu, bir firmanin, bir gelisimin egitim ve etkilesim merkezidirler. Ancak
amagc ve uygulama ile Enstitiilere kap1 agabilirler ve daha genis etkinlige kavusurlar.

Business cluster (Wikipedia)**

A business cluster is a geographic concentration of interconnected businesses, suppliers, and associated
institutions in a particular field. Clusters are considered to increase the productivity with which companies
can compete, nationally and globally. Accounting is a part of the business cluster.ll2l In urban studies, the
term agglomeration is used.l! Clusters are also important aspects of strategic management.

Concept

The term business cluster, also known as an industry cluster, competitive cluster, or Porterian cluster, was
introduced and popularized by Michael Porter in The Competitive Advantage of Nations (1990).1! The importance
of economic geography, or more correctly geographical economics, was also brought to attention by Paul
Krugman in Geography and Trade (1991).5! Cluster development has since become a focus for many government
programs. The underlying concept, which economists have referred to as agglomeration economies, dates back to
1890, and the work of Alfred Marshall.

Yorum

Almanya’da Ruhr havzasi endiistri bolgesidir. Bu sekilde yapilanmaya gidilirken oldukg¢a ¢evre
kirliligi olustugu icin, bu durum lineer ve vertikal olarak genislemesi, bir kapali kavza olarak
kalmasi giderek kabul eden yaklasim olmaktadir. Organize Sanayi Bolgeleri buna benzerdir,
ama her sehirde ayr1 yapilanmasi, ¢evre kirliligini 6nlemektedir. Ayrica insanlarin yerlesecegi
yerden uzak olmasi da bir avantaj saglar.

Sonuc

Bir lider bir proje olusturur, bunu gergeklestirir. Bundan daha ziyade halk, tiniversitelerde
ogrenciler faydalanirlar. Ancak {ist yonetim, bunun bir 6rnek olup, diger iiniversitelere de
sigrayacagl icin istemez, bir kalip olmasin ister. Biitce icinde yaklasim ister, biitge disindan
kaynaklar ile is yapmak daima {ist yonetimi rahatsiz eder.

Sonugta yonetici giiclinii {ist yoneticiden alir ve odasinda bastan basa onun verdigi mektup
dahil, plaketler vardir.

“Enstitii Modeli Olusturma Cabasinin Gerekgesi: Mesleki Gelisim ve Degisim” adinin
Makaleye verilmesi hem liderlik hem degisim ve gelisim yaninda, kendi geliri, ek kaynaklari,
endiistri ile is birligi ve esgiidiimii yaparak kazang, katki pay1 saglamasi agisindan ve akademik
personel olmadan da yiiriitiilmesi bakimindan enstitii modeli 6nerilmektedir.

Gelisimsel degisim olmaz ise, Enstitiiler kalip i¢inde kalirsa, yok olmaya mahk(im olacaklardir.

Konu lider, yonetici veya basarili olmak boyutu degil, bir konuya sevgi katarak, insancil
yaklagim ile barisa ve faydaya yonelik, etik ilkelerde yapilanmay1 olusturmaktir. Hukuk, haklar
olarak hak edise gore davranmay1 adalet olarak algilayarak, yaklagim yapmaktir. Hizmet
iretimi i¢in gerekirse er olunur, gerekirse de amir, komutan olunur.

Kaynaklar

1) Liderlik (Nedirnedemek.com)
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2) Liderlik (Felsefe.gen.tr)

3) Nasil Lider Olunur (yeniisfikirleri.net)

4) Bir lider nasil olmal1? (www.kariyer.net)

5) Leadership (Wikipedia)

6) Yonetici (nedirnedemek.com)

7) Director (business) (Wikipedia)

8) President (corporate title) (Wikipedia)

9) Lider ile yonetici arasindaki farklar nelerdir? (milliyet.com.tr)
10) Yonetici-ve-lider-arasindaki-farklar-nelerdir (t-hos.com.tr)
11) Lider nedir? Lider ile yonetici arasindaki fark nedir? (manpower.com.tr)
12) Bilim parki1 (Wikipedia)
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