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Abstract:
In this paper, the human resources practices that are adopted by the Istanbul Stock Exchange listed companies in
the corporate governance adoption process are studied. The corporate governance structure which is developed by
Capital Market Board in Turkey, presents certain human resources management practices to the firms. Conse-
quently, CMB, as an environmental actor, effects the decisions of firms concerning human resources management.
The aim of this study is to discuss the interaction between firms and CMB in the framework of resource dependence
theory.

Keywords : Human resource management, resource dependence theory, corporate governance, capital market
board, turkey.

Özet:
Bu çalışmada, İMKB 100 listesinde yer alan firmaların kurumsal yönetim uyum sürecinde benimsedikleri insan
kaynakları yönetimi pratikleri incelenmektedir. Türkiye'de SPK tarafından öncülüğü yapılan kurumsal yönetim
modeli belirli insan kaynakları yönetimi pratiklerini firmalara sunmaktadır. Dolayısıyla bir çevresel aktör olarak
SPK, firmaların insan kaynakları yönetimine ilişkin kararlarını etkilemektedir. Amaç, firmalar ile SPK arasındaki
bu etkileşimi kaynak bağlılığı kuramı çerçevesinde tartışmaktır.

Anahtar Kelimeler: İnsan kaynakları yönetimi, kaynak bağlılığı kuramı, kurumsal yönetim, sermaye piyasası ku-
rulu, türkiye
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1.Introduction

The question of “what” are the motives that
direct the organization behavior and “how”
this organization behavior occurs constitute
the traditional discussion axis of the organi-
zation theory. The literature on the human
resource management (HRM), being not in-
dependent from these discussions, tries to
explain which HR practices the organizati-
ons choose and why.

It has been observed that on the develop-
ment process of the HRM concept; firstly the
difference of HRM from the industrial rela-
tions and personal management are empha-
sized, secondly the models that help to
determine and measure the basic activities
of HRM are being developed (Guest,
1987;1991). As the HRM gains “strategic”
attribute, HRM’s relation with organizatio-
nal strategy and organizational performance
is tried to be explained as a whole.

The researches focused on the individual
practices in the field of HRM took a large
place at the literature especially during the
1980s. In other words, how personal selec-
tion process, training and performance app-
raisal systems as well as the compensation
packages will be activated and how they will
be related with the organizational strategy
have been researched (Wright and McMa-
han, 1992). Since the beginning of 1990s the
significant part of the researches has been
discussing the HRM’s relation with the or-
ganizational strategy (Miles et al., 1978;
Miles and Snow, 1984; Schuler and Jackson,
1987;1989; Sparrow and Pettigrew, 1988;
Lengnick-Hall, 1988; Grant, 1991; Schuler,
1992; Arthur, 1992; Lado and Wilson, 1994;
Wright, et al., 1994; Mueller, 1996; Child,
1997; Barney and Wright, 1998; Ferris et al.,
1999; Wright, et al., 2001; Colbert, 2004). On
the other hand, the question of at what level
and in what way the HRM has effect on or-
ganizational performance (productivity, fi-
nancial indicators, etc.) constitute one of the
hottest discussion subjects of the literature

(Arthur, 1994; Huselid, 1995; Delaney and
Huselid, 1996; Wood, 1999; Pauwee and Ric-
hardson, 2001; Guest, 2001; Youndt and
Snell, 2004). However there are discussions
and findings over the suspicious structure
and results of the mentioned relations (Kee-
noy, 1991;1993; Legge, 1995; Pauwe and Ric-
hardson, 2001).

The predominant opinion in the HRM rese-
arches, especially the ones based on US, ar-
gues that different choices are made at the
conception of the HRM in line with the dif-
ferent requirements of the organization stra-
tegy. Though how rational this selection is a
matter of discussion. Whether or not the ma-
nagers are fully informed about the strategy
they follow and the human resource it re-
quires; whether or not they can completely
determine the consistency between strategy
and human resources; which factors are in-
fluential on the conception of HRM besides
the proposed rationality, are the points that
have not been completely clarified yet (Ak-
touf, 1992; Townley, 1993). There are also
studies carrying analysis out of the strategic
management approaches and discussing the
possible contribution of distinct theories into
the field (Jackson and Schuler, 1995; Wright
and Mc Mahan, 1992).

The developments at the organization the-
ory during the last couple of years have con-
siderably influenced the HRM resources.
Especially in the researches held outside US,
in Continental Europe and the Far East Co-
untries, the impact of the political and social
system as well as industrial relations’ legal
and traditional framework, trade associati-
ons and the other organization forms, relati-
ons between organizations upon the
organizations’ various HR practices are
being investigated  (Dobbin and Sutton,
1998; Björkman and Lu, 2001;  Williamson,
2000; Hasegawa, 2001; Jenkins and Klarsfeld,
2002; Williamson and Cable, 2003; Boselie et
al., 2003; Horgan and Mühlau, 2003; Chow,
2004; Bender, 2004; Webster and Wood,
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2005; Pauwee and Boselie, 2003;2005; Aycan,
2005). In these researches, it is possible to no-
tice that in addition to the rational determi-
nants such as scale and technology,
determinants considered regarding the tech-
nical or institutional external environment
become come to the fore. In other words,
from the middle of 1990s the focus of rese-
arches related to the HR practices has shif-
ted from internal variables to external
variables and determinants. 

Liberal economic policies prevailing
in the international field, globalizing finan-
cial markets as well as crises and scandals
creating global impacts, all appear as macro
developments affecting organization’s beha-
vior beyond national borders. This situation
also changes the actors with whom the en-
terprises are in relation or have interdepen-
dency.   The corporate governance (CG) paid
attention by several global actors, regulatory
institutions, financial institutions and the
academicians also comprise one of the fac-
tors influencing organizational behavior at
international level. Bringing different regu-
lations about the enterprises within the fra-
mework of the CG principles creates an
appropriate field to examine the organiza-
tional behavior and relations between the
environmental actors that determine this be-
havior. That’s to say, at the analysis of the
environment and the relations between the
actors and organizations about the organi-
zational behavior; corporate governance
comprises an appealing observation field.

Based on this thought, this study will focus
on the CG model especially because of the
regulations that CG brought into HR practi-
ces and examine the relations of the Capital
Markets Board (CMB) which is the leading
board of this model in Turkey with the com-
panies listed in Istanbul Stock Exchange. As
CMB is the most important regulatory board
over the critical fund source like financial
markets, the aim of this study is to deter-
mine in what way CMB can influence the
HR practices of the companies that carry de-
pendence relations with itself. To put it dif-
ferently, this study seeks to examine the

impacts of interaction between organizati-
ons by taking into consideration the forma-
tion of HR practices from the perspectives of
Resource Dependence Theory (RDT), ins-
tead of the orthodox approach at HRM.   

Therefore, at the first part of the
study, RDT is introduced and the basic as-
sumptions of the theory regarding the orga-
nization-environment relation are presented.
After that, the embracement of HR practices
by the organizations is evaluated from the
perspective of RDT. Lastly, having introdu-
ced the CG model and progress of CG in
Turkey, the research findings which aim to
determine how CG implementations deve-
loped with the impact of CMB lead  the HR
practices are presented. 

2.Resource Dependence Theory 

In the 50s and 60s, there was an agreement in
general on the contingency theory. Then be-
ginning from 1970s the approaches trying to
understand and explain the organizations’
behavior started to become various (Üsdiken
and Leblebici, 2001). The main subject of the
contingency theory is the conception of or-
ganizational structures. This subject, having
taken consideration since the beginning of
1900s, is re-examined by the contingency
theory on a scientific base and organizatio-
nal structures are accepted to be dependent
variable shaped by internal and external
contingencies. With the contingency theory,
RDT also shares a tendency which was im-
portant and new for those years. Both app-
roaches take the researches on organizations
further from being just focused inside of the
organization and put emphasis on the envi-
ronment for the organizations (Üsdiken,
2007). RDT has been revealed as a whole in-
tegrated by the seminal study of Pfeffer and
Salancik in 1978. The main emphasis of the
theory is the idea that dependence relations
between the organizations and the other ac-
tors around its operation areas would be in-
fluential on the organizational structure and
behavior. In other words, resource depen-
dence theory is about how organizational
environments affect and constrain organiza-
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tion and how organization responds to ex-
ternal constraints (Pfeffer and Salancik,
2003).

A good deal of organizational behavior, the
actions taken by organizations, can be un-
derstood only by knowing something about
the organizations’ environment and the
problem it creates for obtaining resources.
What happens in an organization is not only
a function of the organization, its structure,
its leadership, its procedures or its goals, but
also a consequence of the environment and
the particular contingencies and constraints
deriving from that environment (Pfeffer and
Salancik, 2003:3). RDT views organizations
as being embedded in networks of interde-
pendencies and social relationships (Aldrich
and Pfeffer, 1976; Granovetter, 1985;1992).
Yet, what is understood from “being em-
bedded in a social context” differentiates in
two ways according to institutional theory
(Meyer and Rowan, 1977; Scott, 1987;2001;
Dimaggio and Powell, 1983). Firstly, from
the point of view of RDT, organizations are
formed not only by the social expectations
and institutional pressures. That’s to say, in
the view of environment conceptualization
not only the institutional environment but
also the technical environment must be
taken into consideration (Smircich and Stub-
bart, 1985). In order for organization to sur-
vive, different environmental factors, such
as suppliers, customers, state, regulatory ins-
titutions, which provide physical and finan-
cial sources, knowledge or man power to
organizations, are being effective on the
structure and behavior of the organizations.
In other words the difference is that institu-
tional theory tended to emphasize social
rules, expectations, norms and values as the
source of pressures on organizations to con-
form, rather than the patterns of transactions
and exchanges that formed the focus for re-
source dependence (Pfeffer and Salancik,
2003). The second important difference is re-
lated with the meaning that RDT has added
up to the organizational action. The theory
examines the organizations with a different
action approach than the institutional the-
ory. Strategic choice and managerial discre-

tion (Child, 1972;1997) take a more impor-
tant place at RDT. Parallel to the criticisms
about the institutional theory that it does not
give enough emphasis on the interest and
power concepts, the organizations have been
ascribed a more active role against the envi-
ronmental pressures (Dimaggo and Powell,
1983; Dacin, et.al, 2002). That’s to say, orga-
nizations will not only obey the demands
and the pressures coming from the environ-
mental actors, but also will try to direct and
change these demands. Thus, the idea of
strategic action varying in a wide spectrum
ranging from obeying the environmental
pressures to resisting to those pressures is
accepted  (Oliver, 1991;1997).

It is necessary to focus on two different con-
cepts in order to explain RDT. Those con-
cepts that are related to each other are
“interdependence” and “resource”. The key
concept in RDT to explicate the organizatio-
nal behavior is the term called interdepen-
dence. That dependence emerges between
the organization and the environmental fac-
tors which present the necessary sources or
the inputs for organization in order to conti-
nue its activities. Besides that the depen-
dence also influences the organizational
conception and behavior. Considering these
sources, the management and organization
theories aim at understanding how these so-
urces are utilized in the inner processes of
the organization rather than examining what
these sources are, or how they have been re-
ceived.  

Therefore, RDT analyzes organization-envi-
ronment relation in three fields. These are:
environmental effects on organizations, or-
ganizational efforts to manage environmen-
tal constraint and effects of environmental
constraint on internal organizational dyna-
mics. It is argued that pressures emanated
from external environment are determining
the decisions taken within the organization.
But it is also set forth that organizations try
to lead interdependence by means of various
actions such as mergers, acquisition, joint
ventures, lobbying, composition of board of
directors etc.  According to RDT, there is a
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connection between external interdepen-
dence and internal organizational processes,
and this connection is mediated by power.
Specifically, those people or subunits which
could best cope with critical organizational
uncertainties came to have relatively more
power inside the organization and used that
power to ensure that their view of what sho-
uld be done, including who should succeed
to various positions, prevailed (Pfeffer and
Salancik, 2003).

Environment is important in this theory be-
cause it consists of the actors which supply
the sources that organization needs in order
to survive. So to speak, what makes envi-
ronment significant for the organization is
that relations set up for supplying resource
can create dependence condition. Depen-
dence in the relations of organization with
its environment is based on two conditions.
First, how important is dealing with an en-
vironmental actor (such as customer) or a so-
urce subject to this deal, for the organization.
The source (for example a production unit,
fund) or the deal (for instance a product pro-
duced by the organization to be bought by a
customer) have two non-independent deter-
minants. Those are: the proportion of the
deal in the organization’s inputs or outputs,
and how indispensable this source is for the
organization to maintain its activities. The
second condition creating dependence is
that choices in supplying critical sources are
limited (Üsdiken, 2007:85). Once the number
of actors holding these sources decreases,
dependence relation between organization
and its environment increases. The depen-
dence relation formed on the basis of the ne-
cessary resource carries a mutual quality.
How balanced the dependence relation for
the sides would be is determined by the
above mentioned conditions. In addition, the
power difference among actors also necessi-
tates including the concept of “power” into
this analysis. The side with less dependence
forms the strong side in the dependence re-
lation (Üsdiken, 2007:86). For instance, the
organizations in the field of defense industry
or construction companies that are working
with the government bids are more depen-

dent to state and state regulations. Besides,
the state holds the power in this relation
(Pfeffer and Salancik, 2003).

Awareness of the enormous concentrated
power of large organizations has made them
targets for many who want to control or use
that power. Industrial organizations are not
merely economic entities that produce goods
cheaply. They are places in which people
work. They are polluters of the environment,
source of military and economic power,
creators and distributors of wealth, and pla-
ces in which the statuses of persons become
defined through work (Pfeffer and Salancik,
2003:93). In the current dense environment,
efficiencies are no longer the solution to or-
ganizational problems, for the efficiencies
have created interdependencies with other
organizations, and these interdependencies
are the problem. The dominant problems of
organization have become managing its exc-
hanges and its relationships with the diverse
interests affected by its actions. Because of
the increasing interconnectedness of organi-
zations, inter organizational effects are me-
diated more by regulation and political
negotiation than by impersonal market for-
ces. Negotiations, political strategies, the ma-
nagement of organization’s institutional
relationships, these have all become more
important (Pfeffer and Salancik, 2003:94).

2.1.Resource Dependence Theory in Human
Resource Management

Researches carried out on the basis of RDT
in HRM literature help to explain the de-
pendence relations as well as the factors at
both organizational and interorganizational
levels that affect organizations while selec-
ting HR practices and application forms. For
that reason, the determinants of the relations
between HRM and organizational perfor-
mance, contextual characteristics shaping
the constraints of managerial choice (Kinnie,
et.al., 2005), selection and adaptation of
wage system (Pfeffer and Cohen, 1984; Pfef-
fer and Langton, 1988; Pfeffer and Blake,
1987; Barringer and Milchovich, 1999; Trem-
blay et.al., 2003) can be explained on the
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basis of RDT. Especially researches held by
Preffer and his colleagues, though their sub-
sequent impacts being limited, have brought
the theory into the HRM literature. 

Thus, it will be beneficial to express a case
which would also attract the leading figures
of the theory in terms of creating a thought
provoking about the HRM researches on
RDT (Pfeffer and Salancik, 2003:3).  

“The student had worked in a fast-food restau-
rant near the campus, University of Illinois,
was concerned about how the workers (himself)
were treated. Involved in what he was studying
the student read a great deal about self actua-
lizing, theories of motivation, and the manage-
ment of human resource. He observed at the
restaurant that workers would steal food, make
obscene statements about the boss behind his
back, and complain about the low pay. The stu-
dent’s analysis of the situation was a concise
report summarizing the typical human relati-
ons palliatives: make a boring, greasy work
more challenging and the indifferent manage-
ment more democratic. The student was asked
why he thought management was unrespon-
sive to such suggestions. He considered the
possibility that management was cruel and in-
terested only in making a profit (and the ope-
ration was quite profitable). He was than asked
why the employees permitted management to
treat them in such a fashion-after all, they
could always quit. The student responded that
the workers needed the money and that jobs
were hard to obtain.”

Most of the HRM researches tend towards
analysis at organizational level and focus on
how an HR practice is used at organizations,
and especially what kind of impacts they
create over organizational performance (Ca-
pelli, 1985; Purcell and Gray,1986; Capelli
and McKersie, 1987; Legge, 1995).  That’s to
say, they focus on the question of what are
the internal variables that determine the HR
practices. However, especially beginning
from the 2000s, researchers started to tend to
link the HRM researches with the organiza-
tion theory and to analyze the reasons be-
yond HR practices. In addition to this,
researches also started to shift their level of
analysis from organization to inter-organi-
zational field, specifically focusing on the ef-

fects of institutional environment. On the
other hand, the question about the impacts
of the organization’s environment on the se-
lection of HR practice and practices them-
selves has been the main topic studied in the
researches carried in the European countries
rather than the ones in the US (Guest,
1987;1991;2001; Abrahamson, 1991;1993;
March, 1994;  Legge, 1995; Westphal
et.al.1997; Gooderham,et.al.,1999; Boselie
et.al.,2003; Subramony, 2006). However, it
seems that RDT perspective has not taken a
considerable share in the HRM field. 

Once looked from the RDT perspective, in
order to understand selection and imple-
mentation of HR practices, it is necessary not
only to focus on the internal relations and
the concept power at organizational level as
solvent variables, but also to evaluate the re-
sult of the interdependence relations bet-
ween the organization and external
environmental actors. That perspective re-
quires re-questioning the hypothesis which
only focuses on the human and human re-
source system at the strategic selection and
considers the human and human resource
system as a source creating competitive ad-
vantage for the organization. At this point,
there emerges a wide range of hypotheses
regarding what can be the factors that lead
some organizations to embrace specific HR
systems. Even it is possible to set the basic
research question from the opposite way.
For instance, how can we explain why the
large-size enterprises or holdings which
have considerable success and large market
shares in their sectors for ten years do not
have any HR system except just keeping
simple personnel records? Is there a correla-
tion between quality action and application
to quality award models once HR systems
are set? Or, is it possible to find out a con-
currence between an enterprise going pub-
lic or exchanging stocks in stock market and
choosing certain HR practices? 

Moving from this finding, it is possible to ex-
pect that CG as an internationally accepted
arrangement model and the associations
which suggest CG to organizations will have
impact on the HR practices as much as the
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level of their interdependence relation with
the organizations. Therefore, it would not be
enough to accept and examine the human
resource regulations of organizations only as
competitive strategies or as choices emerged
according to internal and external conditions
of labor market. In other words, what the or-
ganizations did related to human resource
cannot be explained only by micro analysis
at organizational level. The HR practices of
organizations can become more understan-
dable with an equation in which external en-
vironment and interdependence relations of
actors in this environment with organizati-
ons are included.   

3.Corporate Governance in Turkey and

Capital Markets Board 

Corporate governance (CG) is defined as the
set of mechanisms—both institutional and
market-based—that induce the self-interes-
ted controllers of a company (those that
make decisions regarding how the company
will be operated) to make decisions that ma-
ximize the value of the company to its ow-
ners. Or, to put it another way: "Corporate
governance deals with the ways in which
suppliers of finance to corporations assure
themselves of getting a return on their in-
vestment" (Dennis and McConnell, 2003).
The concept of corporate governance relates
to the separation between ownership and
the power to make decisions in large corpo-
rations (Jeffers, 2005). The governance mec-
hanisms that have been most extensively
studied in the U.S. can be characterized as
being either internal or external to the firm.
The internal mechanisms of primary interest
are the board of directors and the equity ow-
nership structure of the firm (Dennis and
McConnell, 2003).

It denotes the way in which key decisions
are taken, the extent to which interest gro-
ups or “stakeholders” are in a position to in-
fluence corporate decisions. Along with the
usual classification of financial systems into
two groups, the bank dominated and the ca-
pital market dominated, two models of cor-
porate governance have been identified.

These are the “shareholder” model (external
control exercised by shareholders) and the
“stakeholder” model (internal control exer-
cised by various parties having an interest in
the company — banks, industries, emplo-
yees, public institutions). Between the two
models described there exists in reality a va-
riety of possibilities according to the relati-
onship of forces in place in the company,
and also according to the legal and regula-
tory environments that affect more or less
the strong concentration of equity capital
among the shareholders (Jeffers, 2005:224).
The system of governance existing in the
firm will approximate one or the other of
these two concepts, either by prioritizing
maximization of the market value or preser-
ving the coherence of all the partners.

The shareholder model type is typical of the
Anglo-Saxon countries. The U.S. and the
U.K. fit into this category, although there are
differences between the two countries. Ac-
cording to this model, firms are set up to ma-
ximize shareholders’ wealth and the main
criterion of performance is usually their mar-
ket value (Jeffers, 2005:224). This approach
associates corporate governance with the
principal-agent theory. Paid managers are
all-powerful, as opposed to dispersed share-
holders. The level of information enjoyed by
these corporate leaders and shareholders is
completely unequal, and the costs for the
principals (the shareholders) to act in rela-
tion to their agents (the managers) can run
quite high. Control of the action of the cor-
porate leaders is exerted through external
market mechanisms.

In the stakeholder model type the capital
structure of the public corporations is cha-
racterized by the presence of a small num-
ber of major stockholders, who hold
controlling blocks of shares. Traditionally,
these stockholders (banks in Germany, pub-
lic or private financial institutions, and in-
dustrial corporations in France) protect the
managing teams in place from the treat of
hostile takeover bids. The activities of the
company are guided on the basis of mecha-
nisms in which players with privileged ac-
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cess to information exert their influence on
corporate decisions. They are insiders. Alt-
hough Berle and Means (1932) are usually
presented as the first theoreticians of the sha-
reholder model, in fact it was the first exp-
ressions of the stakeholder perspective that
could be found in their writings when they
defended the concept that employees, supp-
liers, customers and members of the com-
munities in which the firms are located also
have stakes in the firm. The creation of sha-
reholder value is not the only goal assigned
to the managers, who are more inclined than
in the shareholder model type to humor the
interests of various parties involved with the
company (banks, public shareholders, em-
ployees, etc.). The view of the corporation in
continental Europe recognizes a public inte-
rest in how large firms are managed. In most
of these countries, corporations are conside-
red not just to be private associations of sha-
reholders. They are seen as having
obligations not just to their shareholders but
also to society at large (Jeffers, 2005:225). Ac-
tually, if we understand by corporate gover-
nance the system by which companies are
controlled directly or indirectly by sharehol-
ders and other stakeholders, the resounding
recent scandals of corporate mismanage-
ment on a worldwide scale (Enron, World-
com, Vivendi, Parmalat) make it impossible
to present either one of the two models as
ideal (Jeffers, 2005:226). In this context, cor-
porate governance reforms (in combination
with the liberalizing reforms associated with
economic globalization) in effect represent a
new development strategy for third world
countries. The most basic questions that
arise with respect to this situation are what
the prospects for this new development
model are and whether alternatives should
be considered (Reed, 2002).

When analyzed the CG’s adventure in Tur-
key, it is seen that a model based on the prin-
ciples of OECD is presented to companies by
Capital Markets Board (CMB). CMB sets the
exigencies of the model, how to evaluate en-
terprises in the framework of this model and
practice bases through issuing “Corporate

Governance Principles”. When CMB is as-
sessed as external environmental actor from
RDT perspective since expressed above, it
holds a position being effective and depen-
dable on fund sources for organizations. Ac-
cording to RDT, a source has two
determinants related to each other. These
are: the proportion of source within the
input and output of organization and how
indispensable this source is for organization
to continue its activities. The second condi-
tion that creates the dependency is that choi-
ces are limited in the supply of the critical
source (Üsdiken, 2007:85). As the number of
actors who hold the mentioned source aro-
und the organization decreases, the depen-
dency relation between the organization and
its environment increases. CMB is the hig-
hest level regulatory institution of the co-
untry regarding the acquirement of the
funds which is one of the most critical sour-
ces for the companies traded on the stock
market. The Board has impact on the orga-
nizations’ behavior by expressing some of
the acquisitions of CG both for organizations
and for the nation. CMB has the authority to
supervise and regulate the participation to
fund sources as well as apply sanction on or-
ganizations. CMB with these specialties can
be regarded as an actor appropriate for RDT
to be conceptualized. Hence, the regulations
requested by CMB are decisive on organiza-
tions’ behavior.  Many principles accepted
about corporate governance, at the areas an-
ticipated by the model- one of these areas is
related to HRM- lead organizations to be-
have along with an appropriate model.   

Turkey’s contextual characteristics also in-
fluence the relationship between CMB and
organizations. Especially from 1950s on-
wards, the State protected the entrepreneurs
from international competition and suppor-
ted them through various economic instru-
ments. Thus, the State led the growth of a
private sector where family controlled busi-
ness groups are predominant. However, the
legal regulations and economic policies al-
ways keep the state on the agenda of the or-
ganizations as both the source of uncertainty



The Effects Of Capital Markets Board And Corporate Governance On Human Resource Practices In Turkey: A Study Based On Res.... 173

and the business partner (Buğra, 1994). In
this framework, starting from 1980s, libera-
lization policies and the transition period to
market economy also brought problems and
their solutions specific to local conditions. In
1980s, a profound shift in philosophy occur-
red in Turkey concerning the role of the State
in economic affairs. The new economic stra-
tegy aimed at decreasing both the scale of
public sector activity as well as the degree of
state intervention in the operation of the
market (Öniş, 1992;1995; Öncü and
Gökçe,1991). In this period, liberalization po-
licies in national economy, impacts of globa-
lization and intense privatization efforts
have become macro factors, which also in-
fluenced organizational behavior. According
to research about the top 100 companies lis-
ted on the Istanbul Stock Exchange, owners-
hip of Turkish companies is highly
concentrated, families being the dominant
shareholders. The separation of ownership
and control among Turkish companies is
mainly achieved through pyramidal ow-
nership structures and the presence of big
business groups (Demirağ and Serter, 2003).
In other words, the dominant role of family
ownership and the risks as well as structu-
ral problems that macro economic factors
bring along make CMB and its regulation on
fund sources more critical. 

The World Bank, Organization of Economic
Cooperation and Development (OECD) and
Global Corporate Governance Forum
(GCGF) which is formed by the representa-
tives of these two organizations, are the lea-
ding institutions in the world. Regulations
in many countries have been analyzed and
basic fundamentals suggested and accepted
in the world, especially the “OECD Corpo-
rate Governance Principles” published in
1999, as well as the local conditions of Tur-
key have been taken into consideration
while the CMB model was being formed
(Kurumsal Yönetim İlkeleri, 2005). “OECD
Corporate Governance Principles”, which
also guided to the model in Turkey, was set
by the governments, related international
institutions and representatives of private

sector in the OECD Council Meeting at mi-
nisterial level held in 27-28 April 1998.
“OECD Corporate Governance Principles”,
at the same time, is accepted to be one of the
“Twelve Key Standards for Sound Financial
Systems” by the Financial Stability Forum
(FSF). On the other hand, the World
Bank/IMF Reports on the Observance of
Standards and Codes-ROSC sets the basis of
CG (Kurumsal Yönetim Derneği Araştır-
ması, 2004).

Corporate Governance Principles published
by CMB hold a very similar approach with
the OECD Principles. In OECD model, there
are six focal parts: mainly as CG framework,
the rights of shareholders and key owners-
hip functions, the equitable treatment of sha-
reholders, the role of stakeholders in CG,
disclosure and transparency, and the res-
ponsibilities of the board (OECD Report,
2004). On the other hand in CMB model,
Corporate Governance Principles are exami-
ned within five main parts as CG principles
compliance statement, shareholders, public
disclosure and transparency, stakeholders,
board of directors (Kurumsal Yönetim İlke-
leri, 2005).

In its report CMB defines its expectations
from corporate governance as;

“Bewaring that a capital market which does
not take part in international financial
system cannot contribute sufficiently to the
economic development of the country, Ca-
pital Market Board sets the corporate gover-
nance principles which will be applied
firstly by companies opened to public as
well as by all of the joint-stock companies
functioning both in private and public sec-
tors. Capital Market Board argues that app-
lication of corporate governance principles
and supervision of this application is crucial
for forming the Turkish capital markets as a
part of global liquid system as well as in-
creasing possibilities to supply fund from in-
ternational financial markets…Structuring
Turkish capital market as part of the global
liquid system and increasing possibilities of
supplying fund from international financial
markets carry importance both for our co-
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untry and for the companies opened to pub-
lic. The idea that bad management is one of
the reasons behind financial crises and scan-
dals in companies, has put the significance
of the concept of good corporate governance
into forefront.” (Kurumsal Yönetim İlke-
leri,2005).

According to CMB, international investors
find CG as important as financial perfor-
mance in their companies. This issue gets
more significant in taking investment deci-
sions for the countries that require reform.
In addition to that, investors are ready to
pay more for the companies which have
good CG. Good CG provides many benefits
both for companies and the country. From
the point of view of companies; having CG
with high quality implies lower cost of capi-
tal, increase of financial potentials and liqui-
dity, easier to resolve the crisis, not to be
isolated from financial markets as a well-go-
verned company. From the point of view of
a country; a good CG stands for increase of
country’s image, prevention of investment
flowing abroad (preservation of investment
within country), increase of foreign invest-
ments, strengthening competitiveness of the
economy and the financial markets, han-
dling crises with less reimbursement, more
effective separation of sources, achieving
and sustaining higher standards of living
(Kurumsal Yönetim İlkeleri, 2005).

As stated by CMB, the studies in the field of
corporate governance noticeably highlights
that there cannot be a single valid CG model
for every country. Therefore a new model
that will be formed has to consider the con-
ditions unique to the country as well. Ho-
wever, in addition to this, concepts of
equality, transparency, accountability and
responsibility need to be taken as must (ob-
ligatory) notions in all generally accepted in-
ternational CG approaches (Kurumsal
Yönetim İlkeleri, 2005).

CMB underlines that principles are prima-
rily set for the publicly held listed compa-
nies. Yet, it is considered that other listed
companies and institutions in both public

and private sectors can find an application
domain for these principles. CMB does not
set CG as an obligation, though it stresses
that functions of companies in this issue will
be monitored (Kurumsal Yönetim İlkeleri,
2005).

“Whether principles will be fulfilled or not
is up to will. However, it is required to exp-
licate in the Annual Report and explain to
public whether these principles are fulfilled
or not, if not the reason of this, whether there
is a plan to change companies management
practice within the line of  these principles
because of the conflict of interest that emer-
ged due to not implementing these princip-
les. Rating institutions that rate corporate
governance will determine the level of im-
plementation of these principles in accor-
dance with the regulations set by CMB” 

As above mentioned, CMB does not keep
corporate governance implementations as
prerequisite, yet makes it compulsory to
explain the functions in this issue. CMB tries
to send a message to the companies that they
are being monitored through this way. Ac-
cording to the results of a research held by
Corporate Governance Association, consi-
derable number of companies in sampling
does bewares of the CMB Corporate Gover-
nance Principles (71%) and regards these
principles as beneficial to improve transpa-
rency and effectiveness in the markets (74%).
90% of the publicly held companies’ repre-
sentatives agree that these principles will
help to develop transparency and effective-
ness in the markets. In addition, according
to same research results, most of the compa-
nies (97%) support that long-term success
can be achieved by satisfying stakeholders.
On the other hand, it is stated that only 65%
of companies have written formal company
policy about stakeholders and only %60 of
companies have formal ethics code. Besides
that, 79% of companies explicate their prac-
tices about stakeholders in their annual re-
ports (Türkiye Kurumsal Yönetim Haritası,
2005).

As seen from these data, although the his-
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tory of corporate governance practices led
by CMB is very short, it presented a consi-
derable spread among companies in Turkey.
At this point, it is necessary to remember dif-
ferent views on spread of managerial tech-
niques and practices. Many of the
approaches in organization theory argue on
the basis of strategic choice theory that
spread of innovations is part of rational
choice of organizations (Montanari,
1978;1979; Beckert, 1999; Ang and Cum-
mings, 1997). It is also important to examine
spread of CG, which emerges by the directi-
ons of CMB, among Turkish companies
from the view of corporate spread mecha-
nisms. On the other hand, another crucial
question is how effective companies use the
regulations, they declared to have, in their
daily practices. At this point, it is necessary
to examine in depth whether there is a deco-
upling or not (Meyer and Rowan, 1977). In
other words, whether or not the regulations
on corporate governance is just written on
the paper and not implemented, whether or
not these regulations have an effect to
change daily practices of company are the
questions that need to be considered beyond
just focusing on company’s declarations.  

Same questions are valid for regulations set
regarding the human resource management
practices in the framework of corporate go-
vernance. On the other hand, from the pers-
pective of RDT, CMB as a strong
environmental actor becomes a figure that
can influence HR systems of companies be-
sides their strategic choices. Therefore, it is
necessary to study which principles CG re-
gulations set by the direction of CMB in Tur-
key determine in the field of human resource
management. 

3.1.The Role of Stakeholders in Corporate
Governance and Regulations on Human Re-
source Management

In CMB model, HRM practices required
from companies are placed in the title of
“Stakeholders”. Regulations of CMB that are
expected about the employees in the model
of CG set as following (Kurumsal Yönetim
İlkeleri, 2005):

- The principle of providing equal opportu-
nity to people at equal conditions while pre-
paring career planning and forming
personnel selection and recruitment policy
is fulfilled. 

- Criteria about personnel recruitment is set
as written and these criteria are fulfilled in
practice.

- Workers are treated equally in training,
promotion etc. Education plans are made
and education policies are set in order to
enable workers to enhance their knowledge,
skill and visions. 

- To create employee commitment, ideas and
views are exchanged with employees by ar-
ranging meetings on issues such as financial
facilities of the company, career, training, he-
alth etc. 

- Employees or their representatives are in-
formed about decisions related to employees
or developments that interest employees. 

- Job description and distribution, perfor-
mance as well as rewarding of employees in
the company are determined by managers
and announced to employees.

- Efficiency and other significant factors are
taken into consideration while setting the
wages and other benefits that will be given
to employees.

- Safe working environment and conditions
are provided for employees and those con-
ditions as well as environment are cons-
tantly improved.  

- Opinions of related unions are taken while
making decision on changes related to em-
ployee personal rights, working environ-
ment and, conditions.

- Measures are taken in order to prevent
race, religion, language and gender discri-
mination among employees as well as to
protect employees from physical, psychical
and emotional maltreatment inside the com-
pany.  

As understood from the principles of the
model, regulations related to all systems and
processes about human resource manage-
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ment, such as personnel recruitment, selec-
tion, training, career planning, compensa-
tion and rewarding, communication,
protection of employee personal rights, wor-
kers’ health, job safety and prevention of dis-
crimination, are envisaged in the framework
of CG. 

In a research held by CMB on 303 companies
traded in ISE, 56% of the companies placed
in ISE 30 answered the question “Is there a
mechanism to regulate employee commit-
ment?” as yes. Similarly, 76% of companies
in the sampling express to have specific set
criteria for personnel recruitment and pro-
motion mechanism.  82% of companies
admit that they have training programs to
increase knowledge and skills of employees.
74% of companies explain that they arrange
information meetings for employees about
compensation, career, training, health etc.
77% of companies express to have perfor-
mance and rewarding criteria for employees
(SPK Araştırması, 2004).

As underlined by the results of this research,
organizations considerably take an interest
in CMB model. The rest of this study focu-
ses on the detailed analysis of what kind of
answers organizations give to HRM practi-
ces within the frame of CG model. 

4.Method

The aim of this research is to determine how
the corporate governance model of the CMB
being the top institution at the financial mar-
ket regulations in Turkey influences the HR
practices of the listed companies. It is sup-
posed that the position of CMB as an envi-
ronmental factor that determines the
acquisition of funds which are critical sour-
ces for companies creates a dependency re-
lation and power balance between the Board
and companies. In this framework, the regu-
lations CMB requires through corporate go-
vernance model are expected to create a
determining effect on HRM as well.  

4.1.Sampling

This research includes the first 100 compa-

nies listed in Istanbul Stock Exchange (ISE
100) in Turkey. The annual reports of 96
companies out of the 100 which were exp-
lained to public in 2005 and 2006 have been
reached via internet. Therefore, this research
focuses on the analysis of the information
given in the “Corporate Governance Consis-
tency Report” part of the annual reports.     

4.2.Data Collection

The information given under the headline of
“Stakeholders” in the corporate governance
consistency reports of the companies listed
in ISE 100 forms the data set of this research.
The content analysis has been applied to the
text parts in the reports which include state-
ments about the regulations on HR practices
(Silverman, 2000). Each HR practice envisa-
ged by the model has been coded by a spe-
cific word and determined by the researcher
in the 96 annual performance reports. Every
determination related to the each practice is
evaluated through “exist”, “not exist” and
“no information”.  By this analysis, it is
aimed to find out how many HR practices
expected by CMB are regarded and realized
by the companies.  

4.3.Results

In CMB corporate governance model, com-
mitment of employees is considered, in a
wider perspective, as the participation of sta-
keholders. Especially it is questioned in
what ways the shareholders can influence
the management decisions. Commitment of
employees does not imply that employees
will join the companies’ decisions together
with the top managers. Instead it is questio-
ned whether or not there are communication
channels that allow employees to deliver
their opinions and problems to directors.
The meaning loaded by the companies to the
concept of “commitment” seems more like
taking ideas of employees and informing
them.   

In this framework, CG model sets it neces-
sary that the employees should be informed
about the changes related to them and com-



pany in general. 82 out of 96 companies in
the sampling express that they inform their
employees regularly. This notification, as it
is declared in the reports, is made mostly via
intranet, by regular bulletins and meetings. 8
of the companies explicate that they do not
have any information mechanism for em-
ployees while 6 of the companies do not
make any statement about this issue in their
reports. 

Table 1 

44 of the companies in the sampling state
that they have regulations for enabling em-
ployees’ commitment. While 33 companies
express they do not make any policy about
this issue, 19 of them do not give informa-
tion about commitment. This means that
approximately 50% of the companies do not
have any declared policy on this issue. Com-
mitment of employees, as mentioned above,
is realized through tools such as participa-
tion to meetings, team works, employee sa-
tisfaction survey, suggestion systems. There
is no example for participation to decision-
making.   

Table 2

25 of the companies express that they perio-
dically evaluate the satisfaction of their em-
ployees via surveys. There is no data in
corporate governance consistency reports of
the rest 71 companies concerning whether or
not they apply a satisfaction survey. 

Table 3 

Suggestion systems, which are considered to
be another tool for enabling commitment of
employees, are being applied in the 20 out of
96 companies in the sampling. It is stated
that there exists a system that forwards the
suggestions of employees to the higher ad-
ministrative bodies. It is also underlined that
having considered the suggestions, the ow-
ners of the suggestions which are accepted
are rewarded.  However there is no expla-
nation in the reports regarding the type of
awards, or which employees the suggestion
system is available. Satisfaction surveys and
suggestion systems, compared to other HR
practices, are limitedly outspreaded among
companies. 

Table 4 

Another practice considered to be crucial in
CMB model and taken into consideration in
terms of participation of employees is the se-
lection of HR representative. Selection of HR
representative is an activity that consistency
occurs at the lowest level among companies.
At the model it is underlined that it is neces-
sary to assign an HR representative who will
represent employees as opposed to company
management. Yet among the companies lis-
ted in the ISE 100, only 13 of them state the
existence of such representative. 26 compa-
nies express there is no representative, while
57 companies do not give any information
about this issue in their reports.    
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Employee information count percent (%)

Exist 82 85,42

No exist 8 8.33

No information 6 6.25

Employee commitment count percent (%)

Exist 44 45,83

No exist 33 34,38

No information 19 19,79

Employee satisfaction
surveys

count percent (%)

Exist 25 26,04

No information 71 73,96

Employee satisfaction
surveys

count percent (%)

Exist 25 26,04

No information 71 73,96



Table 5

The findings regarding the union represen-
tation is consistent with the low level unio-
nization in Turkey. Only 20 out of 96
companies have labour union and the repre-
sentatives of these unions work in the com-
panies. 2 companies declare that they do not
have union representatives, while 74 of them
do not give information about whether there
is union representative or not. 

Table 6

The other data that could be interesting in
terms of Turkey’s context is about discrimi-
nation. In CG model of CMB it is conside-
rably highlighted that equality should be
taken as core factor regarding the emplo-
yees’ decision and discrimination should not
be used. According to the data taken from
corporate governance consistency reports,
none of the 96 companies have recorded any
complaint about discrimination. While 47
companies declared that there is no declared
complaint, 46 companies give no informa-
tion in their corporate governance consis-
tency reports in this subject. From this table
it is not correct to tell that there is no discri-
mination. Instead this table demonstrates
that it is necessary to evaluate in depth and
comparatively the discrimination concept
and the declaration behavior both of which
differentiate from culture to culture. 

Table 7 

Another activity most of the companies in
the sampling declare to have is the existence
of a written HR policy.  88 out of 96 compa-
nies state to have a written HR policy. Seven
companies proclaim not to have any written
HR policy. Only one company in its report
does not give any information regarding this
subject. Existing HR policies are mostly exp-
lained in the corporate governance reports.
One of the underlined points in the policies
is that the HR policies prepared in written
and distributed to all employees are deter-
mining in decisions about whole HR
systems and are applied to all employees
without any exception. Second point is that
the way the aim of the policies to create what
kind of an HR profile is being explained de-
monstrates great similarity. Most of the com-
panies target at having employees who are
“participatory, creative, open to develop
himself, eager to learn, improving its perfor-
mance constantly and bound to his com-
pany”. It is observed that HR policies, which
aim at improving its employees as a source
of competitive advantage and which should
be formed in line with strategy of organiza-
tion, do not comprise any expression of uni-
que. The HR policies, which are supposed to
be based on discriminating formulation as a
result of strategic choice of organizations, in
fact consist of quite astonishingly similar
expressions.  

Table 8
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Human resource repre-
sentative

count percent (%)

Exist 13 13,54

No exist 26 27,08

No information 57 59,38

Union representative count percent (%)

Exist 20 20,83

No exist 2 2,08

No information 74 77,08

Complaints about 
discrimination

count percent (%)

Exist - 0

No exist 47 48,96

No information 49 51,04

Human resource policy count percent (%)

Exist 88 91,67

No exist 7 7,29

No information 1 1,04



Another similarity occurs in the existence of
performance appraisal and training systems.
More than half of the companies in the sam-
pling express to have regularly set training
programs and they declare that they give
importance to the career development of
their employees. Expressions like “investing
to human” or “human resource as the most
important investment” are often used in the
related reports. Especially companies in ban-
king and automotive sectors do have such
systems. It is possible to underline that trai-
ning and performance appraisal systems
based on talents are also widespread among
companies. 

Table 9

Table 10

5.Conclusion

In order to explain the question “which HR
practices do organizations choose and why”
it is not enough to focus only on the analysis
and variables at organizational level. It is
also necessary to include the technical and
corporate context in which organizations
function as well as the relation between or-
ganizations into the analysis. RDT explains
the relations between organizations and im-
pact of this relation upon organizational be-
havior with the terms called
“interdependency” and “power”.  Accor-

ding to this theory, the relationship that or-
ganizations get into with the other environ-
mental actors and organizations in order to
realize an operation or to acquire a source,
produces a symmetric or asymmetric de-
pendency relation. Organizations can also
generate solutions by making structural, re-
lational or behavioral changes in order to
shape this dependency relation for the sake
of their interest and targets. 

It is not possible to see the whole picture if
the HRM choice and behavior of organizati-
ons is examined independent from the rela-
tions between the organizations. For
instance, it is also crucial to evaluate the im-
pact of regulations which are supported by
many economic actors in the world, such as
application process to the quality control
models, joint ventures among companies or
corporate governance, on the HRM. Organi-
zations within this web of relations are led
to adopt several HR practices such as carr-
ying out team work, enabling participation
of employees, improvement of talents, eva-
luating employee satisfaction. Only the va-
riables at organizational level, for example
the determinants like strategy, scale or tech-
nology, are inadequate to explain which HR
practices become prevalent and why.  

In this study, the corporate governance re-
ports of the companies which are operating
in Turkey and listed in ISE 100 were exami-
ned. The aim of this study is to find out how
the corporate governance model suggested
by the CMB influences the HR practices of
the organizations  since the CMB is the hig-
hest regulatory and supervisory board upon
the acquirement of the fund sources by the
finance markets, so the organizations. CMB
with its authority and relationship which it
creates with the organizations regarding the
fund sources is a board that has the depen-
dency relation predicted by the RDT. The
Board suggests to the organizations a corpo-
rate governance model and declares to fol-
low the activities in this field and takes this
model as the preliminary study about the
binding regulations for the future. Therefore
this corporate governance model suggested
by the CMB puts forth a series of demands
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Performance appraisal
system

count percent (%)

Exist 52 54,16

No exist 4 4,16

No information 40 41,67

Training and 
development system

count percent (%)

Exist 52 58,33

No exist 4 4,17

No information 36 37,50

Per
Ex
No
No

Tra
Ex
No
No



and expectations regarding several issues. 

The findings of the research show that al-
most all of the 96 companies that corporate
governance consistency reports have been
examined made declaration to CMB about
HRM. Informing employees, enabling parti-
cipation of employees and forming a written
HR policy are the widespread practices
among the companies in the sampling. Ha-
ving a union representative parallel to the
level of unionization is one of the lowest ac-
cepted practices. Regarding the discrimina-
tion which is specifically emphasized in the
CMB model, none of the companies in the
sampling declared to have a recorded event.
Employee satisfaction survey and sugges-
tion systems are also among the relatively
less widespread practices among the organi-
zations. 

Another finding of the research with secon-
dary quality is the similarity that comes into
place especially in the formulation of HR po-
licies or in the definitions of employee’s pro-
file that organization desires. It is possible to
expect regulations like corporate governance
model which are half-dependent regarding
certain group of organizations to have an
impact of unification  on the HR practices.
This approach is contradictory with the basic
arguments of resource based theory and ort-
hodox strategic human resource manage-
ment theory, since the studies based on these
arguments is edited upon a human resource
assumption, which has unique qualities and
provides competitive advantages to organi-
zations, and the way to reach this assump-
tion. Yet some clues are found that HR
practices get similar to one another with the
impact of relationship between organizati-
ons. This reminds that the studies about the
reasons of adopting HR practices or spread
of these HR practices should be more versa-
tile and fed by different theories. 

Needless to say that corporate governance
model suggested by CMB is not the only rea-
son to adopt specific HR practices. Monito-
ring the impact of CMB through corporate
governance model via longitudinal researc-
hes would provide more accurate results.

However despite the short history of the cor-
porate governance in Turkey, it is observed
that almost all of the organizations exami-
ned have annually reported the information
about HR practices in line with the CMB de-
mands. Thus this shows that guidance in
this field have been considered by the orga-
nizations. In some of the examined reports, it
is stated that preparations about training,
performance appraisal or compensation
systems have been continuing and these
systems will be effectuated soon. This decla-
ration of intention can also be accepted as an
indicator of compliance with the demands
shaped by the corporate governance model. 
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