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1955 yilinda Uluslararasi Calisma Orgitii ve Tirkiye Cumhuriyeti
arasinda imzalanan protokolle Yakin ve Ortadogu Calisma Enstitiist
(YODCE) adiyla faaliyetine baslayan Merkez, 1960 yilinda Tirkiye
Cumhuriyeti Calisma Bakanligina badlanmis olup, 1985 yilinda Yakin
ve Orta Dogu Calisma Egitim Merkezi (YODCEM) olarak yeniden
yapilandirilarak faaliyetlerine devam etmistir. 2003’ten glintimiize
kadar ise Calisma ve Sosyal Glivenlik Egitim ve Arastirma Merkezi
(CASGEM) aduyla faaliyetlerini stirdtirmektedir.

CASGEM’in  kurulus amaci; calisma hayati ve sosyal glvenlik
konularinda ulusal ve uluslararasi diizeyde egitim, arastirma, inceleme,
yayin, doklimantasyon ve danismanlik faaliyetlerinde bulunmaktir. Bu
baglamda 6zellikle 6gretim Gyeleri ile yapilan goriismelerde calisma
hayati ve sosyal givenlik alaninin tm boyutlarini iceren bilimsel bir
derginin yayin hayatinda yer almasinin bu amacin gergeklestiriimesine
katkida bulunacadi dngorilmastar.

Bu amacla “Calisma lliskileri Dergisi” bilim dtinyasindaki yerini
almustir. Dergi, calisma hayati ve sosyal giivenlik konularina yonelik
olarak yayin yapar. Bu alanda hazirlanan ve konuyu c¢alisma hayati
ve sosyal givenlik acisindan ele alan Tiirkce veya Ingilizce 6zgiin
bilimsel makaleler, belirlenen genel yayin ilkeleri cercevesinde en
az iki hakemin yayinlanmasi yoniindeki goriisti tizerine yayinlanir.
Dergi Ocak ve Temmuz aylarinda olmak tizere yilda iki defa ¢ikarilan
uluslararasi hakemli bilimsel bir dergidir.

The Centre, which was established in 1955 under the name Near
and Middle East Labour Institute (YODCE) upon the protocol signed
between the International Labour Organisation and the Republic
of Turkey, was affiliated to the Ministry of Labour of the Republic
of Turkey in 1960. It was restructured in 1985 under the name Near
and Middle East Labour Training Centre (YODCEM)and continued its
activities. Since 2003, it has been conducting activities under the
name Centre for Labour and Social Security Training and Research
(CASGEM).

The objective of CASGEM is to perform training, research, investigation,
publication, documentation and consultancy activities concerning
work life and social security at national and international levels. Within
this context, especially in the interviews made with academics, it has
been envisaged that publication of a scientific journal covering all
the aspects of the work life and social security will contribute to the
achievement of this purpose.

To this end, the “Journal of Labour Relations” was established to take
its place in the scientific world. The Journal of Labour Relations has
publications on work and employment and social security. Turkish or
English articles which are written on this issue and address this issue
with respect to work life and social security are published with the
approval of at least two reviewers according to the general publication
rules specified. It is a scientific peer reviewed international journal that
is published semi-annually as in January and July.

andigimiz indekslereScientific Indexes

AMERICAN
COONOMIC
ASSOCIATION

OPERNICUS

www.calismailiskileri.org




Icindekilere Contents

Bakan’in Mesaji

Message from the
Minister

CASGEM’in Kurumsal Kapasitesinin
Giiclendirilmesi Teknik Destek
Projesi’nden Haberler

News from the Technical Assistance
Project for Strengthening the
Institutional Capacity of CASGEM

2013-2015 AVRUPA BIRLIGi
ILERLEME RAPORLARINDA
TURKIYE'DE ENGELLILER

Disahied Pepple in Turkey on

2013-2015 Eurppean Linloh Progress
Reporis

. "
] it
-

YETISKIN EGITIMI
Adult Educalfon

CASGEM’den
Haberler

News from CASGEM

IS YERINDE EN SIK KARSILASILAN
ILETISIM HATALARI

Most Common Chmmunication
Mistakes at Work Prace

ORGUTSEL VATANDASLIK
DAVRANISI ve BOYUTLARI

itizenship Behavior

SAGLIK SEKTORONDE
CALISANLARIN KARSILASTIKLARI
PSIKO-SOSYAL RISKLER
Psychosocial Risks Faced By Health
Sector Employees

|l:||_




Kiinyee Copyright Page

ISSN: 1309-7121
2016-1Sayr: 10

imtiyaz Sahibi
Ismail AKBIYIK

Genel Yayin Yonetmeni
Doc. Dr. Erdem CAM

Sorumlu Yazi Isleri Miidiirii
Ceylan Guliz BOZDEMIR

Editorler
Kiibra OZTURK
Ceylan Guliz BOZDEMIR

Dizgi-Tasarim
Osman ADIKUTLU

Yazisma Adresi
Yunus Emre Mah. Kubra Sok. No:1
06145, Pursaklar / ANKARA

E-posta
casgem(@casgem.gov.tr

Tasarim
IDEKAF ILETISIM

Matbaa
Uzerler

Blltende yer alan tim icerik editorler ve genel
yayin yonetmeni tarafindan 6zenle gdzden
gecirilmekle birlikte yayinlanan yazilardan ya
da yazilarda belirtilen goruslerden dogacak her
tarlt sorumluluk yazarlara aittir. Bu derginin
tim iceriginin telif hakki CASGEM'e aittir.
Dergide yayinlanan yazilar kaynak gosterilerek
kullanilabilir.

Bu yayin Avrupa Birligi ve Turkiye
Cumhuriveti’'nin mali katkisiyla hazirlanmistir.
Bu yayinin iceriginden yalnizca Human
Dynamics liderligindeki konsorsiyum
sorumludur ve bu icerik hicbir sekilde Avrupa
Birligi ve Turkiye Cumhuriyeti'nin gors ve
tutumunu yansitmamaktadir.

ISSN: 1309-7121
2016-1No: 10

Owner of the Journal
[smail AKBIYIK

Editor in Chief
Assoc. Prof. Dr. Erdem CAM

Desk Editor
Ceylan Guliz BOZDEMIR

Editors
Kiibra OZTURK
Ceylan Guliz BOZDEMIR

Typesetting-Design
Osman ADIKUTLU

Contact
Yunus Emre Mah. Kibra Sok. No:1
06145, Pursaklar / ANKARA

E-mail
casgem@casgem.qov.tr

Design
IDEKAF ILETISIM

Printing House
Uzerler

Although the whole content is meticulously
reviewed by the editors and the editor-in-chief,
all responsibilities arising from the essays
oublished or from the opinions expressed

in such essays belong to the authors. The
copyright of the content of this Journal belongs
fo CASGEM. The essays published may be used
stating the source.

This publication is prepared with the financial
contribution of the European Union and the
Republic of Turkey. Only the consortium led
by the Human Dynamics Is responsible for the
contents of this publication, and such contents
does not reflect the opinions and the attitude
of the European Union nor the Republic of
Turkey.



Onsoz
Preface

Kiymetli Okurlar,

CASGEM Biilteni'nin yeni sayisinda yeniden
sizlerle birlikte olmaktan kivan¢ duyuyorum.

Egitimin gerekliligi hususunda hepimiz
hemlfikiriz ancak egitim neden sart?
Yalnizca okumak yeterli midir? Isin

0zii egitim bir biitiindiir, okulda alinan
egitimle son bulmaz ve siirekli devam etmesi
gerekir. Unutulmamalidir ki bilgi ¢aginin
gereklerinden bir tanesi de siirekli egitimdir.
Bilgi toplumu olma yolunda ilerleyen iilkemiz
icin de egitim kritik onem tagimaktadir.
Kiiresellesme ve bilgi toplumunun dinamik
ve hala devam eden olusumlar oldugunu
diisiindiigiimiizde egitim, egitimli insan,
egitim merkezleri, siirekli egitim gibi
kavramlar tizerinde daha fazla dikkatle
durulmasi gereken konulara doniisiiyor.

Yenicagla birlikte egitimde beceri diizeyinin
artmasi, bireylerin kendilerini yetistirmeleri,
gelistirmeleri ve bireysel beceri sinirlarint
sonuna kadar zorlamalar: on plana
ctkmaktadir. Giintimiiziin ¢ok yonlii

olan bireylerinden bilgi odaklr bir yagami
ogrenmeleri, analitik diistinebilmeleri, sentez
yapabilmeleri, ¢coziim odaklr olmalari ve
etkili iletisim kurmalari gibi becerilere sahip
olmalart beklenmektedir. Hizla ¢ogalan bilgi
karsisinda birey daha secici hale gelmigtir.
CASGEM de tiim bu beklentilere cevap
verebilmek icin kendisini her giin yenilemeye
calismaktadir.

Cesitlenen egitim ihtiyaclarmni karsilamak icin
Merkezimiz bu yil egitim sayisini 47 den 82'ye
cikartmugtir. Ayrica tiim bu egitimlerin her
seviyeden ¢alisana yarar saglayabilmesi i¢in
egitici havuzu da her gecen yil genislemektedir.
Yararlanicilardan gelen taleplere ve modern
diinyann gidisatina gore de kendini yenilemeye
ve gelistirmeye devam edecektir.

Yiice onder Atatiirk’iin de sdylemis oldugu gibi;
“Egitimdir ki bir milleti ya hiir, bagimsiz,
sanli, yiiksek bir topluluk halinde yasatir, ya
da milleti esaret ve sefalete terk eder.”

Saygilarimla,
Ismail Akbiyik
CASGEM Baskani

Dear Readers,

I am proud to be with you again in this new
issue of CASGEM Bulletin.

We all agree on the issue of the necessity of
education, but why education is so necessary?
Is it just reading enough? The fact is education
is a whole, it does not end with the education
received in school and it must continue
consistently. It should be noted that one of

the requirements of the information era is
continuing education. Education is crucial
also for our country which is advancing on

the path of becoming a knowledge society.
When we consider that globalization and
knowledge society are dynamic and still
ongoing formations, notions such as education,
educated person, training centers, continuing
education turn into matters that need to be
addressed more carefully.

Along with New Age, there come into
prominence the increase in the skill levels

of education, people who improve, train
themselves and force their individual ability
limits to the very end. There are some abilities
expected from today’s sophisticated individuals
such as learning a knowledge-oriented life,
being able to think analytically, synthesizing,
being solution-oriented and communicating
effectively. In the face of rapidly increasing
information, the individual has become more
selective.

In order to respond to these expectations
CASGEM is trying to renew itself every day.

To meet the diversifying training needs, this
year our Centre has increased the number of
trainings from 47 to 82. In addition, with the
intention of providing benefits for employees at
all levels, trainer pool is also expanding year
by year. And in accordance with the demands
of beneficiaries and the course of the modern
world, it will continue to innovate and improve
itself.

As great leader Atatiirk says, “It is education
that cherish a nation either as a free,
independent, glorious, high community or
leave people to bondage and misery”.

Sincerely Yours,
Ismail Akbiyik
Chairman of CASGEM



Siileyman SOYLU

Calisma ve Sosyal Guvenlik Bakani
Minister of Labour and Social Security



CASGEM... Gelisiyor

CASGEM’in atacagi her adimin, ortaya
koyacagi her projenin ve yaratacagi katma
degerin ilkemiz acisindan

énemi biiydiktiir.

Sadece birey olarak degil, ister 0zel sektorde, isterse kamu
sektoriinde olsun biitiin kurumlar ve tiizel kisilikler, hatta
kiictik olgekli isletmeler bile, kuruluslarindaki temel
amacglarm yaninda ciddi bir bilgi, tecriibe veya kiiresel
deyisle “Know-How" iiretirler.

Biitiin diinya tarafindan kabul edilen bir tanim olarak
21. Yiizyil, tam anlamuyla bir “bilgi yiizyih"dir ve bilginin
aktarumi, yani egitim, artik sadece okullarda yapilan bir
faaliyet degildir. Sadece okullarda islenen temel bilimler
degil, kurumlarn tecriibelerinin de kendi adina ciddi bir
degeri vardir ve bu birikimlerin de egitim yoluyla geleceje
tasinmasi, yasam kalitesinin arttirilmasint olumlu yonde
etkilemektedir. Yani ozetle, artik her kurum veya her tiizel
kisilik bilgi tireten organizasyonlardir.

Galigma ve Sosyal Giivenlik Egitim ve Arastirma Merkezi,
yani kisa adiyla CASGEM, tam da bu noktada onemli bir
gorev tistlenmis, caligma hayatiyla ilgili kamunun edindigi
deneyimi, bilgi ve vizyonu gelecege tagimaktadir. Tam 61
yildir kendi alaninda faaliyet gosteren bu egitim kurumu,
ozellikle 2003 yilindan itibaren kavustugu yeni anlayis,
maddi imkdnlar ve genisleyen gorev sahasi sonucunda

son derece bagarili projelere, yaymmlara ve egitimlere imza
atmigtir.

Galigma hayatiyla ilgili her alanda, gorev yapan kadrolarn
daha yetkin ve daha nitelikli hale gelebilmesi, iilkemizde
bu sahada gerceklestirilen faaliyetlerden daha yiiksek verim
alinabilmesi icin CASGEM'in atacagi her adimin, ortaya
koyacagt her projenin ve yaratacagi katma degerin iilkemiz
agisindan onemi biiyiiktiir.

Bu itibarla, bugiine kadarki faaliyetleri toplumun biitiin
kesimleri tarafindan takdirle izlenen bu kurumumuzun,
bundan sonra da bagarilarina yenilerini eklemesi i¢cin
her tiirlii destegin ve dzenin gdsterilmesi, en dnemli
onceliklerimizden olacaktir.

Sevgi ve saygilarimla.

Stileyman SOYLU
Calisma ve Sosyal Giivenlik Bakant

CASGEM... is changing

...every step to be taken, every project to
be conducted and every added-value to be
created by CASGEM, has a great significance
for our country.

Not only individuals, but also all institutions and legal
entities in both private and public sectors, even small

scale business, besides the fundamental purposes of their
organization, produce a great deal of information, experience
or with the global saying “Know-How".

As a definition accepted by the whole world, 21th century

is literally a “century of knowledge” and the transfer of
knowledge, i.e. education is not an activity conducted only
in schools anymore. Besides basic sciences taught in schools,
the experiences of institutions have a value of their own and
carrying this knowledge to the future by means of education
affects the development of life quality in a positive sense. So,
in summary, now every institution or every legal entity are
knowledge producing organizations.

Centre for Labour and Social Security Training and Research,
CASGEM in short, has taken an important role at this

exact point, and been carrying the experience, knowledge

and vision on working life acquired by the public to the
future. Being active in its field exactly for 61 years this
organization of training, especially as a consequence of the
new understanding gained since the year of 2003, financial
means and expanding task area, has signed its name under
extremely successful projects, publications and trainings.

In all fields related to working life, for all serving staffs to
become more efficient and more qualified, to get higher
efficiency from the activities carried out in this field in our
country, every step to be taken, every project to be conducted
and every added-value to be created by CASGEM, has a great
significance for our country.

In this respect, for this organization of ours, whose activities
so far has been followed by all segments of society with
appreciation, to add new accomplishments to the existing
ones, giving all kinds of support and attention will be our
most essential priority.

With love and respect.

Stileyman SOYLU
Minister of Labour and Social Security



CASGEM’den Haberler News From CASGEM

Calisma ve Sosyal Giivenlik Bakani Sayin
Siileyman Soylu’dan CASGEM’e Ziyaret

Calisma ve Sosyal Guvenlik Bakani Sayin Stleyman Soylu
2 Subat 2016 tarihinde Merkezimizi ziyaret etti. Sayin Ba-
kan Soylu zivareti sirasinda CASGEM’le ilgili bilgi aldI. Sa-
yin Bakan’a CASGEM’le ilgili sunumu Merkez Baskani Sayin
ismail Akbiyik, Merkez Baskan Yardimcilari Kenan Yavuz
ve Mehmet Arslan tarafindan gerceklestirildi. Yapilan top-
lantiya ayrica CSGB Bakan Yardimcisi Orhan Yegdin, CSGB
MUstesari Sayin Ahmet Erdem ve MUstesar Yardimcisi Sayin
Mustafa Konuk ve CASGEM’den yetkililer katildi. Sunumda
CASGEM’in gerceklestirmekte oldugu egitimlere, yaptidi
ve yapmay! planladidr projelere, halihazirda strdurdagu ve
muhtemel isbirliklerine, planlanan Kongre ve Calistaylara
yer verildi.

Sayin Bakan yaptigr konusmada CASGEM’in Bakanligimizin
guzide kurumlarindan biri oldugunu ve daha dnemli roller
Ustlenmesi gerektigini soyledi. CASGEMden 6zellikle Esnek
Calisma, Is Saghgr ve Guvenligi, Kayitdisi ile Micadele ve Ge-
nel Politikalarin Tahkimine yonelik destek bekledigini vurgula-
di. Ayrica CASGEM’in yapacagi Calistay, Kongre ve farkindalik
calismalarinin tim Anadolu’ya yayilmasi gerektigini soyledi.
Sayin Soylu yapmis oldugu konusmanin sonunda Bakanligi-
miz ve CASGEM acisindan kadin, genc ve engellilerin istihdam
sorunlarinin da oncelikli konular arasinda oldugunu sozlerine
ekledi.

Labour and Social Security Minister
Mr. Stileyman Soylu’s visit to CASGEM

Labour and Social Security Minister Mr. Stileyman Soy/lu visited
our Center on February 2, 2016. Mr. Minister Soylu got infor-
mation about CASGEM during his visit. For Mr. Minister, Center
Chairman Mr. [smail Akbiyik, Central Vice Chairmen Kenan
Yavuz and Mehmet Arslan have made a presentation about
CASGEM. Deputy Minister of MoLSS Mr. Orhan Yedin, MoLSS
Undersecretary Mr. Ahmet Erdem and Deputy Undersecretary
Mr. Mustafa Konuk and officials from CASGEM also attended to
the meeting. At the presentation has given place to CASGEM's
trainings which are being held and planned to be performed,
its present and possible cooperation and to the planned Con-
vention and Workshops.

In his speech, Mr. Minister said that CASGEM was one of the
eminent institutions of our Ministry and should assume more
significant roles. Mr. Minister emphasized that CASGEM was
expected to support the Ministry especially on Flexible Work-
ing, Occupational Health and Safety, Fighting against Unregis-
tered Employement and the Arbitration of Public Policies. Also
added that the Workshops, Congresses and works on aware-
ness raising should disseminate throughout Anatolia. At the
end of his speech, Mr. Soylu added to his words that in terms
of our Ministry and CASGEM, employment issues of women,
youth and disabled persons’ were among the priority issues.




Calismave Sosyal Giivenlik Bakanlgiistisare
Toplantist 12 Ocak 2016 da CASGEM’de
Gerceklestirildi

Ministry of Labour and Social Security
Consultative Meeting was held in CASGEM
on 12" of January, 2016.

Ulkemizin ve Bakanligimizin Turk calisma hayatiyla ilgili
gelecek vizyonunun ele alindidi toplantiya basta Calisma ve
Sosyal Glvenlik Bakani Sayin Stleyman SOYLU olmak Uzere,
Bakan Yardimcisi Sayin Orhan YEGIN, Mustesar Sayin Ahmet
ERDEM, Mustesar Yardimcilart Sayin Mustafa KONUK, Serhat
AYRIM, Ali Kemal SAYIN ve Erhan BATUR ile butin Bakanlik
birimlerinin Ust diizey amirleri istirak etmislerdir.

Toplantida Bakanhdimiz ilgili kuruluslarinin amirleri SGK Bas-
kani Sayin Dr. Mehmet Selim BAGLI, ISKUR Genel Muduri Sa-
yin Dr. Nusret YAZICI, Devlet Personel Baskani Sayin Mehmet
Ali KUMBUZOGLU, TODAIE Genel Mudart Sayin Prof. Dr. Onur
Ender ASLAN ve MYK Baskani Sayin Bayram AKBAS da bu-
lunmuslardir.

Toplanti saat 19.00°'da Sayin Bakanin acilis konusmasi ile bas-
lamis olup amirlerin goris ve 6nerilerini sunmalart ile son bul-
mustur.

Ministry of Labour and Social Security Consultative Meeting
was held in CASGEM on 12th of January, 2016. First of all,
Labour and Social Security Minister, Mr. Suleyman Soylu,
Deputy Minister Mr. Orhan YEGIN, Undersecretary Mr. Ahmet
Erdem, Deputy Undersecretaries Mr. Mustafa KONUK, Mr.
Serhat AYRIM, Mr. Ali Kemal SAYIN and Mr. Erhan BATUR along
with high-level supervisors of all departments of the Ministry
have participated in the meeting in which our Country’s and
Ministry’s future vision concerning working life was addressed.
Our Ministry’s relevant organizations’ superiors SSI President
Dr. Mehmet Selim BAGLI, TEO's Genereal Director Dr.
Nusret YAZICI, Head of the State Personnel Mr. Mehmet Ali
KUMBUZOGLU, TODAIE General Manager Prof. Dr. Onur Ender
ASLAN and Head of Turkish Vocational Qualifications Institute
Mr. Bayram AKBAS have also attended to the meeting. The
meeting has bequn with the opening speech of Mr. Ministry
at 7 p.m. and ended with the presentation of views and
suggestions of the superiors.




CASGEM’de Yeni Anayasa ve Calisma Hayati
Paneli Diizenlendi.

Panel On ‘New Constitution and Working
Life’ Was Held In CASGEM.

Calisma Sosyal GUvenlik Egitim Arastirma Merkezi (CASGEM)
tarafindan, 24 Subat 2016 tarihinde, ‘Yeni Anayasa ve Ca-
hsma Hayatr’ konulu panel CASGEM Konferans Salonu'nda
gerceklestirildi.

Panelin acilis konusmasl Merkez Baskani Sayin Ismail AKBIYIK
tarafindan vapildi. Sayin AKBIYIK yapmis oldugu konusmada
yeni anayasa calismalarinin énemine ve yeni anayasanin ¢a-
lisma hayatina getirecedi yeniliklere dikkat cekerek bu konu-
nun énemine degindi.

Panel Stratejik Dusunce Enstitistnden Dr. Murat YILMAZ'In
moderatorluginde, Selcuk Universitesinden Prof. Dr. Faruk
BILIR, Sehir Universitesinden Prof. Dr. Nihat BULUT, Kirikkale
Universitesinden Yrd. Do¢. Dr. Adnan KUCUK'(in katilimiyla
yapildi.

Panelde akademisyenler tarafindan konunun ¢nemi ve yasal
duzenlemelerle ilgili goruslere de yer verildi. Sunumlar son-
rasinda izleyicilerin sorularina cevap veren panelistler yeni
anayasa calismalarinin ivedilikle yaratulmesi gerektigini vur-
guladilar.

By Centre for Labour and Social Security Training and Research
(CASGEM), on 24 February 2016, panel on ‘New Constitution
and Working Life’ was held in CASGEM Conference Hall.

The opening speech of the panel was made by Chairman of
the Centre Mr. [smail AKBIYIK. In his speech Mr. AKBIYIK by
drawing attention to the importance of the studies on New
Constitution and the innovations to be brought by new Con-
stitution to working life, has mentioned the significance of this
issue.

The panel was conducted in the moderatorship of Dr. Murat
YILMAZ from Institute of Strategic Thinking and with the par-
ticipation of Prof Dr. Faruk BILIR from Selcuk University, Prof
Dr. Nihat BULUT from Sehir University, Asst. Assoc. Dr. Adnan
KUCUK from Kirikkale University.

In the panel, the academicians gave place to opinions
concerning the importance of the issue and the legal
arrangements. The panelist who responded the questions of
the audience at the end of the presentations, have emphasized
that the studies on new Constitution should be carried out
urgently.



CASGEM, Bilim Sanayi ve Teknoloji Bakanligi
Denetcilerine Egitim Veriyor

CASGEM Experts Training the Auditors of
Ministry of Science, Industry and Technology

CSG Egitim Uzmanlar kurumlar arasi ishirlidi cercevesinde et-
kili egitimlere devam ediyor.

Bu kapsamda, 12-20 Ocak 2016 tarihleri arasinda Antalya’da
Bilim Sanayi ve Teknoloji Bakanligi denetcilerine, “Az Tehlikeli
Sinifa Yonelik Is Sagligr GUvenligi Egitimi” diizenlendi.

S6z konusu Egitim, Calisma ve Sosyal Guvenlik Egitim Uzman-
lari Handan AKARSU, Ekrem CAKMAK, Betll Donmez ORAL,
C. Guliz BOZDEMIR, Kimya Yiksek Muhendisi A Sinifi s Gi-
venlidi Uzmani Mustafa Turhan ve MetalUrji Mihendisi A Sinifi
Is Guvenligi Uzmani Ali Kiirsat DURMUS tarafindan verildi.

7 grup halinde dizenlenen egitim stresince katilimcilara Is
Sadhigr ve Guvenligi kulttra bakis acist isiginda zengin icerikli
konular anlatildi.

LSS Training Experts contnuing to cooperate and provide
intersectoral trainings.

Within this cooperation framework, occupational Health and
Safety for Less Hazardous Class Education was given to the
auditors of Ministry of Science, Industry and Technology, be-
tween the dates 12-20 January 2016 in Antalya.

Trainings delivered by Labour and Social Security Training Ex-
perts Handan AKARSU, Ekrem CAKMAK, Betiil Dénmez ORAL,
C. Guliz BOZDEMIR, High Chemical Engineer Class A Safety
Expert Mustafa Turhan and Metallurgical Engineer Class A
Safety Expert Ali Kiirsat DURMUS.

Tranings organized in 7 groups and the trainees received wid-
er cultural perspectives in various OHS issues.




Biiyiik Endiistriyel Kaza Risklerinin
Azaltiimasi (BEKRA) Egitimleri Basladi

30 Aralik 2013 tarih ve 28867 sayill Resmi Gazete yayinlanan
“Blyk Endistrivel Kazalarin (BEK) Onlenmesi ve Etkilerinin
Azaltilmasi  Hakkinda ~ Yonetmelik” kapsaminda  olan
isletmelerin; olasi kaza senaryolarini éngérmesi, alinmasl
gerekli tedbirler ve modellemeler hakkinda bilgilendiriimesi
amaclanmustir. ilgili - yonetmelik ile tanimlanan, tehlikeli
madde bulunduran kuruluslarda, blyk endustriyel kazalarin
onlenmesi, yuksek koruma seviyesinin ve strekliliginin
sadlanmasi, insan sadhdr ve cevre boyutunda yaratacagi
sonuclarin kabul edilebilir risk seviyelerinde sinirlandiriimas
hedeflenmektedir. 20-21 Subat 2016 tarihleri arasinda
CASGEMde vyapilan editimi Yuksek Kimya Muhendisi Elif
Gokay BILICI tarafindan verildi. Egitimde:

«  Buyuk Endustriyel Kaza tanimi, SEVESO’nun tarihcesi, iI-
gili Yasal Duzenlemeler

«  Buyuk Endustrivel Kaza Kapsaminda olan Ust ve Alt Sevi-
yeli Kuruluslarin Sorumluluklart ve Bildirimler

«  SEVESO IPnin Ana Bilesenleri

«  Blyuk Kaza Onleme Politikasi (BEKOP) - Giivenlik Raporu

«  Guvenlik Yonetim Sistemi ve Strddrulebilirligi

«  Buyuk Kaza Tehlikelerinin Belirlenmesi ve Degerlendiril-
mesi

«  Toksik Yayilim, Yangin/ Patlama Riski

«  Kantitatif Risk Degerlendirmesi ve Metodolojisi

¢ BlyUk Kaza Senaryolarinin 6ngorilmesi, simtlasyon ve
modelleme yontemleri

«  Sonuc Haritalar ve Kaza sonrasi inceleme

«  Domino Etkisi ve Risk Analizi ile Entegrasyonu

« Dahili Acil Durum Plani (Saha i¢i Plan ve Kriz Yonetimi)-
Harici Acil Durum Plani (Halk Saghdr ve Cevre Boyutu)

«  SEVESO Il Direktifinin getirdigi yenilikler

«  GUvenlik Yonetim Sisteminin Degerlendirilmesi (Secilen
bir tehlikeli madde Gzerinden pilot uygulama) anlatilmis-
tir.

Trainings on Reducing the Risk of Major
Industrial Accidents (BEKRA) has begun

According to the “Requlation on Prevention of Major Indus-
trial Accidents (BEK) and Reducing Their Effects” published
on Official Gazette with the date 30 December 2013 and no.
28867 establishments within the scope of this regulation are
aimed to anticipate the possible accident scenarios, and o be
informed about the necessary precautions and modelling. In
organizations that contain hazardous substances as defined
by the relevant requlation, prevention of major industrial ac-
cidents, the provision of higher level of protection and its con-
tinuity, limitation of the consequences it will create in terms of
human health and environment to acceptable risk levels are
aimed. Between the dates 20-21 February 2016, the training
held in CASGEM was given by High Chemical Engineer Elif
G6kay BILICL The training has focused on the following issues:

«  Definition of Major Industrial Accidents, History of SEVE-
SO, Related Legal Arrangements

«  Responsibilities of Upper and Lower Level Establishments
within Major Industrial Accidents and Statements

«  Main Components of SEVESO Il

Major Accident Prevention Policy (BEKOP) - Safety Re-
oort

o Security Management System and its Sustainability

o Determination and Evaluation of Major Accident Hazards

« Toxic Spill, Fire / Explosion Risk

«  Quantitative Risk Assessment Methodology

«  Anticipation of major accident scenarfos, Simulation and
Modeling Methods

e Result Maps and Post-accident Review

«  Domino Effect and its Integration with Risk Analysis

« Internal Emergency Plan (On-site Plan and Crisis Man-
agement) - External Emergency Plan (Public Health and
Environmental Dimension)

«  The innovations brought about Seveso Il Directive

«  Evaluation of the Safety Management System (piloting
over a selected hazardous substance)




Calisma ve Sosyal Giivenlik Egitim ve
Arastirma Merkezi (CASGEM) ve Calisma
Genel Midirliigiinden Giivenceli Esnek
Calisma Konferansi

CASGEM ve Calisma Genel Mudurligu tarafindan, Calisma
Hayatl Konferanslari kapsaminda, “Glvenceli Esnek Calisma
Konferansi” Calisma ve Sosyal Glvenlik Bakani Sayin Stley-
man SOYLU'nun katilimi ile 17 Subat 2016 tarihinde SGK Kon-
ferans Salonunda gerceklestirildi.

Sayin Bakan Soylu'nun acilis konusmasini yaptigi Konferans iki
oturumda gerceklestirildi.

Konferansin oturum baskanliklari Prof. Dr. Faruk BILIR ve
Yargitay 9. Hukuk Dairesi Baskani Umran SAYIN tarafindan
yUratulda. Konferansin panelistleri ise ILO Turkiye Direktoru
Numan OZCAN, Calisma Genel Miidirt Nurcan ONDER, Yrd.
Doc. Dr. Cavit DEMIRAL, Yargitay 9. Hukuk Dairesi Uyesi Bek-
tas KAR, Prof. Dr. Nursen CANIKLIOGLU, Doc. Dr. Ali Cengiz
KOSEOGLU oldu.

Sayin Soylu yapmis oldugu konusmada “esnek calisma dizen-
lemesine deginerek “Uzaktan calisma ve gecici is iliskisi olarak
nitelendirdigimiz, 6zel istihdam barolarinin sadece aracsallas-
tinldidr bu yonteme ait elestiriler, diinyaya ve bunlarin sonuc-
larinin ne olduguna bakilmadan ortaya konulan elestirilerdir”
dedi.

Conference on Flexicurity From Centre For
Labour and Social Security Training and
Research (CASGEM) and MolLSS General
Directorate of Labour

1

Within the scope of “Working Life Conferences, Conference on
Flexicurity” has held by CASGEM and MoLLS General Direc-
torate of Labour, with the participation of Labour and Social
Security Minister, Mr. Suleyman SOYLU on 17 February 2016 at
SS1I Conference Hall.

The conference whose opening speech was made by Mr. Min-
ister SOYLU. was held in two sessions.

The chairmen of the sessions were Prof Dr. Faruk BILIR and
Court of Appeals 9th Department of Law’s Head Ms. Umran
SAYIS. And the panelists of the conference were ILO Country
Director for Turkey Numan OZCAN. General Manager of La-
bour Nurcan ONDER, Asst. Assoc. Dr. Cavit DEMIRAL, Court of
Appeals 9th Law Department Member Bektas KAR, Prof. Dr,
Nursen CANIKLIOGLU and Assoc. Dr. Al Cengiz KOSEOGLU.

In his speech, Mr. Soylu, referring to flexible working arrange-
ments, said “The criticisms about this method which we
describe as remote working or temporary employment rela-
tionship that are only got instrumentalized by private employ-
ment agencies, are the criticisms put forward without consid-
ering the world and the results of this method”.



Sayin Bakan guvenli esnek calismanin kayit disilikla ma-
cadelede onemli bir enstriman oldudunu vurgulayip,
yapllan calismalara tum sosyal taraflarin da dahil edilerek
dinlendiginin altini ¢izdi.

Sayin Bakan yapmis oldugu konusmasinda son on yil ice-
risinde kayit disi calisan sayisinda disus oldugunu buna
karsilik olarak da kadin istihdam oraninin ise her gecen yil
arttigini dile getirdi. Sayin Soylu soyle konustu: “Bu konu-
da biz hala yolun basindayiz. Daha atacagimiz cok adim
var. Kadinlarin is gtictine katilim orani Kasim 2008'de ylz-
de 24,5, Kasim 2009'da yuzde 26,4, Kasim 2010°'da ylzde
275, Kasim 2011'de ylzde 28,3, Kasim 2012°de yizde 30,2,
Kasim 2014'te ylzde 30,5 ve Kasim 2015’'te yuzde 31,6°dr.
Kadin istihdam oranlarina baktigimiz zaman ise 2008'de
ylzde 21,3, 2015°te yuzde 275. Yedi yilda 6,2 puanlik artis
s6z konusu. Bu bizim buglne kadar uyguladigimiz poli-
tikalarin nasil da dodru oldugunun en temel gostergele-
rinden bir tanesidir.” Kamu personel rejimine de dedinen
Sayin Soylu, Devlet Memurlari Kanunu’ndan herkesin
sikayet ettigini, bu nedenle yasada revizyonun kaciniimaz
oldugunu dile getirdi.

Sayin Soylu sdzlerine son verirken konferansi dizenleyen
CASGEM'e ve tim emedi gecenlere tesekkUr etti.

Mr. Minister, by highlighting that secure flexible working is an im-
portant tool in the fight against informality (unregistered employ-
ment), has underlined that all social parties were listened by being
included in the performed studies.

Mr. Minister also mentioned in his speech that, there is a decrease
in the number of unregistered workers in the last decade and in
return, women employment rate Is increased gradually year by
year. Mr. Soylu said, “We’re still at the beginning of the road on this
issue. There are many steps to take. Women'’s participation rate
to labour force is %24,5 in November 2008, %26,4 in November
2009, %275 in November 2010, %28,3 in November 2011, %30,2 in
November 2012, %30,5 in November 2014 and % 316" in November
2015. When we look at women employment rates, they are %213
in 2008 and %275 in 2015. There is 6.2 percentage point increase
in seven years. This Is one of the most significant indicators of the
correctness of the policies we implemented until this day.”

Referring to public personnel regime, Mr. Soylu has stated that due
fo complaints about State Officials Law, the revision of this law is
inevitable.

While Mr. Soylu was ending his speech, thanked CASGEM who or-
ganized the conference and to all those who contributed to the
event.




Kiitahya Ticaret ve Sanayi Odasi (KUTSO)
CASGEM Ortak Etkinligi

““““Muﬁil’

Kutahya Ticaret ve Sanayi Odasi (KUTSO) talebi Gizerine CAS-
GEM tarafindan duzenlenen “Iletisim ve Stres Yonetimi” egiti-
mi, KUTSO toplanti salonunda, yogun ilgi ve katilimla 11 Subat
2016 tarihinde gerceklestirildi.

Acilis konusmasini KUTSO Yonetim Kurulu Uyesi Ali Kon-
gu'nun yaptigr egitim, Calisma ve Sosyal Glvenlik Egitim ve
Arastirma Merkezi (CASGEM) ile KUTSO isbirliginde, CASGEM
editmenleri CSG Egitim Uzmanlari C. GUliz Bozdemir ile Kibra
Oztirk tarafindan gerceklestirildi.

CSG Egitim Uzmani Guliz Bozdemir, iletisim yontemleri ve
araclari, algilama, iletisim bicimleri, iletisim engelleri ve en-
gelleri gidermenin ipuclari, etkin dinleme ve anlama, beden
dili, jest, mimik ve ses tonu, uygun elestiri yontemleri, etkin
tartisma stratejileri konularinda ayrintili bilgiler verdi.

(CSG Egitim Uzmani Kubra Oztlrk ise; stresin tanimi, faktor-
leri ve kaynaklari, strese verilen tepkiler, isyerinde ve sosyal
yasamda stresle basa cikma yontemleri, stres yonetimine ilis-
kin stratejik ipuclari konularinda bilgiler sunarak, temel stres
azaltma ve rahatlama egzersizlerinden uygulama orneklerini
paylastl. Katilimcilarin interaktif hale getirerek, renk ve edlen-
ce kattigl egitimde, yoneltilen sorular da egitmenler tarafin-
dan cevaplandirildr. Is ve aile yasamindan paylasilan 6rnekler
ve ipuclari ise, ilgi ve begeni topladi.

Joint Event Organized By Kiitahya Chamber

of Commerce and Industry (KUTSO), and
CASGEM

Further to a request of Kitahya Chamber of Commerce and
Industry (KUTSO), “Communication and Stress Management”
training organized by CASGEM in KUTSO meeting hall was
held on Tith February 2016, with great interest and participa-
tion.

The training whose opening speech is done by KUTSO Execu-
tive Board Member Ali Kongu, was held with the cooperation
of Centre for Labour and Social Security Training and Research
(CASGEM) and KUTSO, by CASGEM LSS Training Experts C.
Guliz Bozdemir and Kiibra Oztiirk.

LSS Training Expert Guliz Bozdemir gave detailed informa-
tion about communication methods and tools, perception,
communication styles, communication obstacles and tips for
removing these obstacles, efficient listening and understand-
ing, body language, gestures, facial expressions and tone of
voice, appropriate methods of criticism and efficient discus-
sion strategies.

LSS Training Expert Kiibra Oztiirk, by proving information on
the definition of stress, its factors and causes, reactions given
to stress, methods for coping with stress in the workplace and
in social life and strategic tips related to stress management,
has shared examples of basic stress reduction and relaxation
practices. The questions were answered by the trainers in the
training which made interactive, revived and enjoyable by
the participants. Shared examples and tips from working and
family life are also attracted interest and admiration.



CASGEM  Proje  Déngiisii  Yonetimi

Egitimlerine Devam Ediyor

CASGEM’in egitim programlari arasinda ver alan “Proje Don-
gust Yonetimi E@itimi (Project Cycle Management)” 6zel sir-
ketler ve Universiteler tarafindan sikca talep ediliyor.

Talep Uzerine CASGEM tarafindan dizenlenen son iki egitim,
konunun hem akademik hem de pek cok proje yUritim ve ta-
sarim deneyimi olan CSG Eg@itim Uzmani Doc. Dr. Erdem CAM
tarafindan gerceklestiriliyor. Bu egitimlerden ilki; GUngorler
A.S. yonetimine ve personeline yonelik, 4-6 Kasim 2015 tarih-
lerinde Hatay'da gerceklestirdi.

Ikinci egitim ise Canakkale Onsekiz Mart Universitesi Ogretim
Uyelerine yonelik, 26-28 Ocak 2016 tarihleri arasinda Canak-
kale Universitesi Yerleskesinde dizenlendi.

Sayin CAM duzenledigi egitimlerde tecribe ile edinilen bil-
ginin katiimcilarla paylasiimasinin ve proje déngusune iliskin
uygulamalar yaptirmanin bu egitim icin cok énemli oldugunu
vurguladi.

CASGEM Continues Trainings On Project Cycle
Management

As one of CASGEM’S training programs, Project Cycle Manage-
ment Training Is frequently being requested by private com-
panies and universities.

The last two trainings organized by CASGEM upon request,
are being conducted by LSS Training Expert Assoc. Prof. Dr.
Erdem CAM who has experience on both academic field and
on many project management and design.

The first of these trainings was conducted for management
and staff of Gangdrler Inc. On 4-6 November 2015 in Hatay.
And the second one was held for Canakkale Onsekiz Mart Uni-
versity’s faculty members between the dates 26-28 January
2016 in Canakkale. In the trainings he organized.

Mr. CAM emphasized the significance of sharing information
gained by experiences and conducting implementations relat-
ed to project cycle for this training.




“Calisma Hayatinda Arastirma Konulan”
Calistayi CASGEM’de Yapildi

“Research Subjects in Working Life”
Workshop Held in CASGEM

Calisma ve Sosyal GUvenlik Egitim ve Arastirma Merkezi'nin
arastirma kapasitesini gelistirmek ve Calisma ve Sosyal GU-
venlik Bakanlig tarafindan yaratulen ve yarutilmesi plan-
lanan politikalara arastirmalarla katki sunabilmek amaciyla
“Calisma Hayatinda Arastirma Konular” baslikli calistay aka-
demisyenlerin katilimiyla gerceklestirildi.

Calistay, 22-24 Subat 2016 tarihleri arasinda sirayla Prof.Dr.
Levent AKIN'In moderatérluginde Is ve Sosyal Guvenlik Hu-
kuku, Prof. Dr. Mehmet BARCA'nin moderatorligunde Calisma
Psikolojisi ve Insan Kaynaklari Yonetimi, Do¢.Dr. Engin TUT-
KUN'un moderatorliiginde Is Saghgi ve Gavenligi ve Prof. Dr.
Serife TURCAN OZSUCA'nin moderatorliginde Calisma Eko-
nomisi olmak Uzere dort oturumda gerceklestirildi.

Oturumlarda vyer alan Prof. Dr. Kadir ARICI, Prof. Dr. Berrin
Ceylan ATAMAN, Prof. Dr. Ufuk AYDIN, Prof. Dr. inayet AYDIN,
Prof. Dr. F. Suna BALCI, Prof. Dr. Aydin BASBUG, Prof. Dr. Fevzi
DEMIR, Prof. Dr. Sibel KALAYCIOGLU, Prof.Dr. Oguz KARADE-
NiZ, Prof. Dr. Miige ERSOY KART, Prof. Dr. Cigdem KIREL, Prof.
Dr. Ilkay SAVCI, Prof. Dr. Zeynep SIMSEK, Prof. Dr. Recep VAR-
CIN, Doc. Dr. Erdem CAM, Doc. Dr. Sabahattin AYKAC, Doc. Dr.
Biilent BAYAT, Doc. Dr. Ozlem CAKIR, Dog. Dr. Metin DAGDEVI-
REN, Doc. Dr. M. Kemal BICERLI, Doc. Dr. Senay GOKBAYRAK,
Doc. Dr. Turker TOPALHAN, Doc. Dr. Yucel UYANIK, Yrd. Doc.
Dr. Mehmet Ali SUGLE, Yrd. Doc. Dr. ihsan TOKTAS, Yrd. Doc.
Dr. Fatih YILMAZ, Dr. Firat ATALAY’a sunduklari degerli katki-
lardan dolayi tesekkur ederiz.

To improve the research capacity of CASGEM and to contrib-
ute the policies and researches conducted and planned to be
conducted by Ministry of Labour and Social Security, Work-
shop titled “Research Subjects in Working Life” was held with
the participation of the academicians.

The workshop took place between the dates of 22-24 Febru-
ary 2016 in four sessions respectively: on Labour and Social
Security Law in the moderatorship of Prof. Dr. Levent AKIN; on
Labour Psychology and Human Resource Management in the
moderatorship of Prof. Dr. Mehmet BARCA, on Occupational
Health and Safety in the moderatorship of Assoc. Dr. Engin
TUTKUN and on Labour Economics in the moderatorship of
Prof Dr. Serife TURCAN OZSUCA.

For their valuable contributions at the sessions we are great-
ful to Prof. Dr. Kadir ARICI. Prof. Dr. Berrin Ceylan ATAMAN,
Prof Dr. Ufuk AYDIN. Prof Dr. inayet AYDIN. Prof Dr. F. Suna
BALCI, Prof. Dr. Aydin BASBUG, Prof. Dr. Fevzi DEMIR, Prof
Dr. Sibel KALAYCIOGLU, Prof Dr. Oguz KARADENIZ, Prof Dr,
Muge ERSOY KART, Prof. Dr. Cigdem KIREL, Prof. Dr. llkay SAV-
Cl, Prof Dr. Zeynep SIMSEK, Prof. Dr. Recep VARCIN, Assoc.
Prof. Dr. Erdem CAM, Assoc. Dr. Sabahattin AYKAC, Assoc.
Dr. Bilent BAYAT, Assoc. Dr. Ozlem CAKIR, Assoc. Dr. Metin
DAGDEVIREN. Assoc. Dr. M. Kemal BICERLI. Assoc. Dr. Senay
GOKBAYRAK, Assoc. Dr. Turker TOPALHAN. Assoc. Dr. Yiicel
UYANIK, Asst. Assoc. Dr. Mehmet Ali SUGLE, Asst. Assoc. Dr,
lhsan TOKTAS, Asst. Assoc. Dr. Fatih YILMAZ, Dr. Firat ATALAY.



CASGEM’den “KorozoAmbalaj” Calisanlarina | Worker Development Training from CASGEM
Isci Gelistirme Egitimi to Korozo Packaging Company

CASGEM Calisma ve Sosyal Guvenlik Egitim Uzmanlari tara-  On the dates 13-14 January 2016, Worker Development train-
findan Korozo Ambalaj'da calisan ustabasilara13-14 Ocak 2016 ing was given to the headworkers of Korozo Packaging by
tarihlerinde “Isci Gelistirme” egitimi verildi. CASGEM Labour and Social Security Training Experts.

Egitim, CSG Egitim Uzmanlari Kibra OZTURK ve C. Gilliz BOZ-  The training was given to 25 workers by LSS Training Experts
DEMIR tarafindan toplam 25 calisana verildi. Kiibra OZTURK and C. Giiliz BOZDEMIR. At the training which

was strengthened with popular training techniques, the sub-
Yayagin egitim teknikleriyle guclendirilen egitimde adirlikli ola- — jects of communication skills, interpersonal relationships,
rak, iletisim becerileri, kisilerarasi iliskiler, takim calismasi ve  teamwork and stress management were mainly emphasized.
stres yonetimi konularin Gzerinde duruldu.




2. Ulusal Biyosidal Kongresi’ne CASGEM
Katilimi

CASGEM Participation at the 2" National
Biocidal Congress.

Ueed
2 UTUSAL
BiYOSiDAL
KONGRE

Uluslararasi katiimli 2. Ulusal Biyosidal Kongresi 9-13 Kasim
2015 tarihlerinde Cesme/IZMIR'de yapildi.

Ege Universitesi, Cukurova Universitesi ve T.C Saglik Bakanli-
g1 Tarkiye Halk Saghdr Kurumu’nun dizenleyici oldugu, 9-13
Kasim 2015 tarihlerinde Cesme/izmir Sheraton Otelde duzen-
lenen Uluslararas! katilimli 2.Ulusal Biyosidal Kongresine “Is
Sadligr ve Guvenligi Temelinde Biyosidal Kullanimi” baslikli
oturumda CASGEM’den CSG Egitim Uzmanlarindan Esra Ka-
raman; Derya Kocak ve Deniz Boz Eravcl ile Is Teftis Kurulu
Baskanligrndan Is Basmufettisi Emin Onan Kuru tarafindan
konusmaci olarak katild.

S6z konusu Kongre sirasinda, Meslek Hastaliklari Hastanesi
Bashekim Yardimcisi Doc.Dr. Engin TUTKUNun baskanligini
yaptigl oturumda CSG Egitim Uzmanlarindan Esra Karaman
“6331 Sayili Is Saghgr ve Guvenligi Kanunu'nun Tanitimi ve
Bu Perspektiften Durum Degerlendirmesi, CASGEM’in Egitim
ve Arastirmadaki RolU”; Derya Kocak “Belediyelerde Biyosidal
Uygulamalarinin is Saghdi ve Guvenligi Risk Degerlendirmesi
Acisindan incelenmesi”: Deniz Boz Eravcr “Uluslararasi Mev-
zuatta Biyosidal Kullanimi ve lyi Uygulama Ornekleri” basliklr
konularda konusma yapti. Biyosidal tretimi ve kullanimi asa-
masinda Is Saghgr ve Gavenligi temelinde gerceklestirilen ko-
nusmaya katilimcilar yogun ilgi gosterdi.

T.C Turkive Halk Saghdr Kurumu yetkilileri biyosidal duzenle-
melerinde CASGEM ile isbirligi kurmaktan memnuniyet duya-
caklarini ifade etti. Kongre katilimcilarindan alinan geri-bildi-
rimlerde, CASGEM'in Is Saghgi ve Givenligi alanindaki teknik
bilgi ve tecrtbesini bu tlr etkinliklerle ortaya konulmasinin
yararl bulundugu belirtildi.
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At the session titled “Use of Biocidal on the basis of Occupa-
tional Health and Security” of the 2nd National Biocidal Con-
gress with International Participation organized by Ege Uni-
versity, Cukurova University and Republic of Turkey’s Ministry
of Health, held on the dates 9-13 November 2015 in Cesme/
[zmir Sheraton Hotel. Esra Karaman, Derya Kocak and Den-
iz Boz Eravcl from CASGEM's LSS Training Experts together
with Chief Inspector of Labour Emin Onan Kuru from Labour
Inspection Commission Chairmanship have participated as
speakers.

At the session chaired by Occupational Diseases Hospital
Vice Chancellor Assoc. Dr. Engin TUTKUN, from LSS Training
Experts, ESra Karaman has given a speech on “Introduction of
Occupational Health and Security Act No.6331 and Situation
Assessment from this Perspective, CASGEM's Role at Training
and Research”: Derya Kocak has discussed “Examination of
Biocidal Applications at Municipalities in term of Occupational
Health and Safety Risk Assessment” and Deniz Boz Eravci has
addressed “Biocidal Usage and Good Practice Examples at In-
ternational Legislation”.

At the stage of biocidal production and usage, participants
have paid great attention to the speech carried out on the
base of Occupational Health and Security,

I'R. Turkey Public Health Institution officials have stated that
they would be pleased to cooperate with CASGEM about the
arrangements on biocidal. Attendance to the related congress
has great importance in terms of revealing CASGEM’s tech-
nical knowledge and experience on the field of Occupational
Health and Security,



CASGEM Ulusal ve Uluslararasi Kuruluslarin
Diizenledigi Onemli Etkinliklerce Yer Aliyor

CASGEM Participating at Important National
and International Activities

Turkiye Ekonomi Politikalart Arastirma Vakfi (TEPAV) ve Ulus-
lararasi Calisma Orgitt (ILO) tarafindan diizenlenen “Turkiye
Komur Madenciligi Sektorinde Sozlesmesel Duzenlemeler”
calistay1 19 Kasim ve 18 Aralik 2015 tarihlerinde gerceklesti.

S6z konusu calistaya CASGEM adina Calisma ve Sosyal Guven-
lik Egitim Uzmanlarimizdan Ozge AKANER ve Derya KOCAK
katild.

Turkiye’nin uluslararasi taahhUtleri ve bu strece hikimet,
isci ve isveren orgltlerinin katiimi temelinde ILO, 2015 yili
icinde “Uluslararasi Standartlarin Uyumlastirimasi Yoluyla
Turkiye'de Is Sagligr ve Givenliginin Gelistirilmesi” baslikli bir
Teknik Destek projesi uygulamistir. Calistayda bu projenin bir
parcasl olarak, TEPAV tarafindan hazirlanan“Tarkiye Komur
Madenciligi Sektortinde Sézlesmesel Diizenlemeler - Gercek-
lesme Bicimleri, Boyutlari, Nedenleri, Yasal Nedenleri ve ISG
Uzerindeki Etkisi” adli rapor ele alind.

Yonetici Ozeti ve Politika Tavsiyelerine ILO Turkiye Ofisi ve
TEPAV web sitelerinden ulasilabilmekte. Raporun nihai hali
Ocak 2016 tarihinde genis kamuoyu ile paylasilacak.

http://www.ilo.org/ankara/lang--tr/index.htm
http://www.tepav.org.tr/tr/

From our Labour and Social Security Training Experts Ozge
AKANER and Derya KOCAK have participated in the “Contrac-
tual Arrangements in Turkey’s Coal Mining Industry” workshop
organized by Economic Policy Research Foundation of Turkey
(TEPAV) and International Labour Organization (ILO) on 19th
of November and 18th of December 2015.

On the basis of Turkey’s international commitments and the
participation of government, workers’ and employers’ or-
ganizations to this process, ILO has implemented a technical
assistance project entitled “Improving Occupational Health
and Safety in Turkey through compliance with International
Labour Standards” within 2015.

As a part of this project, a report prepared by TEPAV. titled
“Contractual Arrangements in Turkey’s Coal Mines - Forms,
Extents, Drivers, Legal Drivers and Impact on OSH” was dis-
cussed.

Executive Summary and Policy Recommendations are acces-
sible at the websites of Turkey Office of ILO and TEPAV.
Report’s final version will be shared on January 2016.

htto;/www.ilo.org/ankara/lang--tr/index.htm
htto;/www.tepav.org.tr/tr/



EURAVON Projesi Calisma
Bulgaristan’da Gerc¢eklestirildi

Toplantisi

EURAVON Project Meeting was
Bulgaria

held in

Yildirim Beyazit Universitesinin koordinatdrligund yarittugo,
CASGEM’in partneri oldugu EURAVON (Gonallalugun Tanin-
masl, Yayginlastiriimasi ve Belgelendirilmesi) projesi toplantisi
23-27 Kasim 2015 tarihleri arasinda Bulgaristan'da gercekles-
tirildi.

S6z konusu toplantida, ¢zellikle genc¢ goénullulere odaklanil-
makla birlikte, gdnulltlerin taninma yayginlastiriima, bilgi be-
ceri ve yeteneklerinin gelistirilmesi icin fikirler tartisildi.

Toplantiya ev sahipligi yapan ve Bulgaristan'da faaliyet gos-
teren cesitli gonallt kuruluslara calisma ziyareti de gercekles-
tirildi.

Projenin diger ortaklar (Yildinm Beyazit Universitesi; Ulusla-
rasi Bilim, Inovasyon, Teknoloji ve Egitimi Destekleme Dernedi;
I[dryma Koinonikopolitikon Meleton; Edos Foundation) yurit-
thkleri gdnullulik faaliyetleri ile ilgili deneyimlerini paylastilar.

Toplanti kapsaminda, CASGEM’in teknik bilgi ve deneyime
sahip oldugu, 6zellikle genc gondlltlerin niteligini gelistirme-
ye yonelik egitim, sertifikasyon ve kurumsal isbirligi firsatlari
gundeme alindi. Dedinilen konularda, onimuzdeki yillarda
CASGEM liderliginde cesitli etkinliklerin duzenlenmesi beklen-
mekte.

Coordinated by the University of Yildinm Beyazit, partnered
by CASGEM, EURAVON (Recognition, Dissemination and
Certification of Volunteerism) project meeting was realized
between the dates of 23-27 November 2015 in Bulgaria.

Although the focus was especially on young volunteers, the
ideas for the recognition, dissemination of the volunteers and
improving their knowledge, abilities and skills were discussed
in the meeting. Study visits were conducted to various vol-
untary organizations operating in Bulgaria that hosted the
meeting.

Other partners of the project (Yildinm Beyazit University; In-
ternational Science, Innovation, Technology and Educational
Support  Association; ldryma  Koinonikopolitikon Meleton;
Edos Foundation) have shared their experiences about the
voluntariness activities they carry out.

During the meeting, CASGEM's education, certification and
institutional cooperation opportunities oriented to improve
especially the qualification of young volunteers, has put on
the agenda.

Partners agreed to cooporate with CASGEM for further activ-
ities.



Metal Geri Dontistim Sektorlinde Sadlik
Riskleri ve ISG Sorunlari Calistayi
Diizenlendi

Workshop Held on Health Risks and
Occupational Health and Safety Issues in
Metal Recycling Sector

Calisma ve Sosyal GUvenlik Eg@itim ve Arastirma Merkezi
(CASGEM) tarafindan yarutulmekte olan “Metal Geri Donu-
sim Sektorinde Sadlik ve Guvenlik Tehlikeleri” isimli aras-
tirma kapsaminda “Metal Geri Donusim Sektorinde Saglik
Riskleri ve ISG Sorunlar” konulu Calistay, ilgili kamu kurum ve
kuruluslari, sektor temsilcileri ve sivil toplum kurulusu temsil-
cilerinin katilimi ile 23 Aralik 2015 tarihinde CASGEM'de ger-
ceklestirildi. Calistayda Metal Geri Dontstm Sektort Is Saglhgi
ve GUvenligi Problemleri, Baca Gazl Tozu donusimil yapan
isletmeler ¢zelinde ele alindi.

CASGEM Baskan Yardimcisi Sn. Kenan YAVUZ un acilis konus-
masl ile baslayan calistayin ilk oturumu Calisma ve Sosyal Gi-
venlik EGitim Uzmani Esra KARAMAN'In moderatorliginde,
“BefesaSilvermet Iskenderun Celik Tozu Geri Donustimu A.S.”,
“Cinkom Kursun Metal ve Madencilik San.Tic.A.S”, “Marzinc
Marmara Geri Kazanim San.Tic.A.S”, ve “ErbosanErciyas Boru
San. ve Tic. AS” isletmelerinden katilan temsilcilerin isletme-
lerindeki is sadligr ve glvenligi yaklasimlarini aktaran sunum-
lart ile ele alind.

Oturumun devaminda “T.C. Cevre ve Sehircilik Bakanhdr”, “T.C.
Saglik Bakanhdr” ve “Ankara Meslek Hastaliklart Hastanesi”
kurumlarindan katilan temsilciler konuyu denetim boyutu, hu-
kuki boyutu ve uygulama boyutuyla ele aldi.
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The Workshop themed “Health Risks and Occupational Health
and Safety Issues in Metal Recycling Sector” within the scope
of the researched named “Health and Safety Hazards in Met-
al Recycling Sector” which is being conducted by Center of
Labour and Social Security Training and Research (CASGEM),
with the participation of relevant public institutions and or-
ganizations, representatives of the sector and of the non-gov-
ernmental organization, was held on the 23 of December
2015 at CASGEM. During the workshop, Metal Recycling Sec-
tor’s Occupational Health and Safety Problems discussed on
account of the enterprises that process Flue Gas Dust.

In the first session of the workshop started with the opening
speech of CASGEM’s Vice Chairman Mr. Kenan YAVUZ with
the moderatorship of Labour and Social Security Training
Expert Ms. Esra KARAMAN, the participating representatives
of “Befasa Silvermet Iskenderun Recycling of Steel Dust Inc.”,
CINKOM Zinc Lead Metal & Mining ING”, “Marzinc Marmara
Recycling Ind. Trade Inc.”, “Erbosan Erciyas Tube Industry &
Trade Co. Inc.”, have represented their approaches on occu-
pational health and security in their own enterprises. In the
continuation of the session, representatives participated from
the institutions of “Ministry of Environment and Urbanization”,
“Ministry of Health” and “Ankara Occupational Diseases Hos-
pital” have addressed this issue in terms of inspection, legal
dimension and application.



Calistayin ikinci oturumu Calisma ve Sosyal Glvenlik Egitim
Uzmani Sn. Ekrem CAKMAK'In moderatorliginde, “Geri Do-
nusumctler Birligi”, “Celik Ureticileri Dernegi” ve “Is Givenligi
Uzmanlari Dernegi” temsilcilerinin sunumlart ile devam etti.

Sunumlarin ardindan ilgili taraflarin sektére iliskin problemleri
ele alindi.0zel sektor temsilcilerinin aktif katilimi ile is saghg
ve glvenligi baglaminda isletmeler arasindaki uygulama ben-
zerliklerinin ve farkliliklarinin tartisildigr oturumda, karsilasilan
problemlere ortak ¢coztm onerileri Gretildi.

Calistaya; Metal Geri Donusum Sektorinde Sadlik ve Glvenlik
Tehlikeleri Calisma Grubu Uyelerinden CSG Egitim Uzmanla-
r Sn. Burak AYAN, Sn. Deniz BOZ ERAVCI ve Sn. Derya KO-
CAK, Sektor Temsilcileri; Sn. Merve Donmez, Sn. Ozlem Ak-
man, Sn. Fatma Kaman, Sn. Salih Deg@er,Sn. Enis Sener,Sn.
Burak Armutcu,Sn. Mehmet Bayir, Sn. Reis Gunes,Sn. Sabri
Altuntas,Sn. Ali Kulak, Sn.Suat Erkilic ve Sn. Dr. Hakan Ba-
laban kamu kurum/kurulus temsilcileri; Sn. Aysegul Kilic
Menekse,Sn. Doc.Dr. Engin Tutkun, Sn.Yuksel Soyleriz ve Sn.
Dr. Fatih Kazanci sivil toplum kurulusu temsilcileri; Sn. Agah
Ayhan, Sn. Omer Can, Sn. Stleyman Gilasl ve Sn. Latif Iscen
katid.

Katilimcilara katiim belgesi takdimi, isbirliginin devami, “sagd-
Ikl ve gUvenli bir calisma hayatl” temennisi ile calistay son-
landirild.

Calistay Raporu, teknik calismanin tamamlanmasi ve ilgili ta-
raflarin gorUslerinin alinmasiin ardindan Bultenimizin gelecek
sayilarinda ve web sayfamizda yayimlanacak ve ilgili taraflarla
paylasilacak.

The second session of the workshop continued with the moad-
eratorship of Labour and Social Security Training Expert Mr.
Ekrem CAKMAK and the presentations of the representatives
of “Union of Recyclers”, "Association of Steel Manufacturers”
and “Association of Labour Security Experts”. Following the
presentations, all relevant parties’ problems concerning the
sector have been addressed. With the active participation of
private sector representatives, in the session in which the im-
plementation similarities and differences between enterprises
were discussed in terms of occupational health and secu-
rity, recommendations for common solutions to encountered
problems have been generated.

Workshop is held by the participation of; from the members
of Health and Safety Hazards in Metal Recycling Sector Work
Group, LSS Training Experts Mr. Burak AYAN, Ms. Deniz Boz
ERAVCI and Ms. Derya KOCAK: Sector Representatives Ms.
Merve Dénmez, Ms. Ozlem Akman, Ms. Fatma Kaman, Mr. Salih
Deger, Mr. Enis Sener, Mr. Burak Armutcu, Mr. Mehmet Bayir,
Mr. Reis Gtines, Mr. Sabri Altuntas, Mr. Ali Kulak, Mr. Suat Erkilic
and Dr. Hakan Balaban; public institution / organization repre-
sentatives Ms. Aysequl Kilic Menekse, Assoc. Dr. Engin Tutkun,
Mr. Yiksel Séyleriz and Dr. Fatih Kazanci;, non-governmental
organization representatives; Mr. Agah Ayhan, Mr. Omer Can,
Mr. Stleyman Guilasi and Mr. Latif [scen. Workshop has com-
pleted with the presentation of workshop participation cer-
tificates to the attendees, hopes for the continuation of coop-
eration and wishes for “a healthy and safe working life”.

Workshop report will be published at the future issues of our
bulletin subsequent to completion of technical work and re-
ceiving views of relevant parties. It will be also published in our
website and will be shared with interested parties.
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CASGEM ve Kitahya Ticaret Odasl
Isbirliginde TS 18001 Is Saghdi ve Giivenligi
Yonetim Sistemleri Egitimi Diizenlendi

With the cooperation of CASGEM
and Kiitahya Chamber of Commerce,
TS 18001 Occupational Health and Safety
Management Systems Training Conducted

15-16-17 Aralik 2015 tarihlerinde Kutahya Ticaret Odasi’na badli
cesitli isletmelere Calisma ve Sosyal Guvenlik Egitim Uzma-
ni Esra Karaman tarafindan “TS 18001 Is Sagligi ve Guvenligi
Yonetim Sistemleri EGitimi” verildi.

Egitimin ilk iki gunG is saghd ve guvenlidi mevzuati, temel
bilgiler ve TS 18001 standart hakkinda teorik bilgilere; Uclinci
gunu ise grup calismasi yapilarak dokimantasyonla ilgili pra-
tik uygulamalar yapildi.

On 15-16-17 December 2015, to various enterprises under
Kitahya Camber of Commerce, TS 18001 Occupational Health
and Safety Management Systems Education was conducted
by Labour and Social Security Expert Esra Karaman.

The first two days of the training is devoted to legislation on
occupational health and safety, basic knowledge and theoret-
ical information about TS 18001 standard: and by conducting
group activities the third day Spared to practical applications
related to documentation.
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CASGEM’den KOSGEB’e Takim Calismasi
Egitimi

Teamwork Training to KOSGEB from CASGEM

CASGEM, KOSGEB'e yeni katilan KOSGEB Uzman Yardimcila-
rina Takim Calismasi egitimi verdi. Egitim CASGEM Konferans
Salonunda CSG Egitim Uzmani C. Guliz BOZDEMIR tarafindan
20 Kasim 2015°de gerceklestirildi.

Yaklastk 60 kisinin katiim sadladigi egitimde yaygin egitim
tekniklerinden sikca faydalanan editici, yetiskin egitiminde
yaparak 6grenmenin énemine degindi.

CASGEM conducting trainings to KOSGEB Assistant Special-
ists who joined KOSGEB recently. The training was held by LSS
Training Expert C. Giliz BOZDEMIR at CASGEM Conference
Hall on 20" November 2015

At the training in which about 60 people attended, the trainer
who frequently benefited from general education techniques,
has emphasized the importance of learning by doing in adult
education.

-/
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CASGEM’in Kurumsal
Kapasitesinin Giiclendirilmesi
Teknik Destek Projesi’nden
Haberler

2. Yonetim Modeli Calistayi CASGEM’de
Yapildi

News from the Technical
Assistance Project for

Strengthening the Institutional

Capacity of CASGEM

2 Management Workshop was held in

CASGEM.

Avrupa Birligi ve Turkiye Cumhuriyeti tarafindan finanse edil-
mekte olan “CASGEM’in Kurumsal Kapasitesinin Guclendiril-
mesi icin Teknik Destek Projesi” kapsaminda 22 Aralik 2015
tarihinde 2. Yonetim Modeli Calistayr CASGEM'de gercekles-
tirildi.

Calistayin acilis konusmasi CASGEM Baskani Sayin ismail Ak-
biyik tarafindan yapildi. Sayin Baskan konusmasinda projenin
ve proje kapsaminda gerceklestirilen calistaylarin énemine
dikkat cekti. IIki 12-13 Kasim 2015 tarihlerinde, Kapadokya'da
gerceklestirilen ‘Yonetim Calistayr'nin devami niteligindeki Ca-
listayin moderatorligini Ankara Sosyal Bilimler Universitesi
Rektodrt Sayin Prof. Dr. Mehmet Barca yaptl. Calistaya ayrica,
Prof. Dr. Zafer Erdogan, Prof. Dr. Recep Varcin, Yrd. Doc. Dr. M.
Ali Tiltay, CASGEM Baskan Yardimcilar Sayin Mehmet Aslan
ve Sayin Kenan Yavuz, Teknik Destek Projesi Takim Lideri Sa-
yin Joachim Frede ve CASGEM CSG Egitim Uzmanlari katild!.

Calistayda CASGEM’in mevcut rold, sorunlari, sorunlara iliskin
c6zUm onerileri ve misyonu Isiginda kendisine cizecedi yon,
muhtemel modeller Gzerinden tartisildi. Ayrica CASGEM’in es
degeri olan uluslararasi kuruluslarin modellerine de deginildi.
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Within the scope of “Technical Assistance Project for Strength-
ening the Institutional Capacity of CASGEM” which is funded
by both European Union and Republic of Turkey, on 22 Decem-
ber 2015, 2 Management Workshop was held in CASGEM.

The opening speech of the workshop was made by the Chair-
man of the CASGEM, Mr. Ismail Akbiyik. Mr. Chairman drew
attention to the importance of the project and workshops car-
ried out within the context of project. Ankara Social Sciences
University’s Rector, Professor Dr. Mehmet Barca was the mod-
erator of this Workshop which was a follow-through of ‘Man-
agement Workshop” whose first one was held in Cappadocia
on 12-13 November 2015. Also, Prof. Dr. Zafer Erdodan, Prof.
Dr. Recep Varcin, Asst. Assoc. Dr. M. Ali Tiltay, CASGEM Vice
Chairmen Mr. Mehmet Aslan and Mr. Kenan Yavuz, Technical
Assistance Project Team Leader Mr. Joachim Frede and CAS-
GEM LSS Training Expert participated in the workshop. During
the workshop, CASGEM's current role, its problems, sugges-
tions for solutions to these problems and the direction that it
will draw in the light of its mission are discussed via possible
models. The models of international institutions which are
equivalent to CASGEM, were also mentioned.



3. Yonetim
Yapildi

Modeli Calistayi CASGEM’de

3 Management Workshop was held in
CASGEM

Avrupa Birligi ve Turkiye Cumhuriyeti tarafindan finanse edil-
mekte olan “CASGEM’in Kurumsal Kapasitesinin Glclendiril-
mesiicin Teknik Destek Projesi” kapsaminda 6 Ocak 2016 tari-
hinde 3. Yonetim Modeli Calistayl CASGEM'de gerceklestirildi.
Calistayin acilis konusmasi CASGEM Baskani Sayin Ismail Ak-
biyik tarafindan yapildi.

Sayin Baskan konusmasinda projenin ve proje kapsaminda
gerceklestirilen calistaylarin 5nemine dikkat cekti. 11k 22 Aralik
2015 tarihinde Ankara’da gerceklestirilen ‘2. Yonetim Modeli
Calistayrnin devami niteligindeki Calistayin moderatorligu-
nt Ankara Sosyal Bilimler Universitesi Rektort Sayin Prof. Dr.
Mehmet Barca yapti.

Calistaya ayrica, CASGEM Baskan Yardimcilarr Sayin Kenan
Yavuz, Teknik Destek Projesi uzmanlari ve CASGEM (SG Egi-
tim Uzmanlari katildr.

Calistayda CASGEM’in “Kurumsal Degisim ve Re-organizasyo-
nu” bagdlaminda mevcut rold, sorunlari, sorunlara iliskin ¢ozim
dnerileri ve misyonu 1s1§inda, kendisine cizecedi yon, gelistiri-
len “taslak yeniden yapilanma modelleri” Uzerinden ayrintili
olarak tartisild.

Ayrica CASGEM’in es-degeri olan uluslararasi kuruluslarin is-
lev ve yonetim modellerine de deginildi.

Toplantl, ele alinan “yeniden vyapilanma” modellerinin,
CASGEM'i temsilen daha dar bir grup katiimi ve paydaslarla,
belirlenecek bir yakin tarihte tartisilmasi karart ile sona erdi.

Within the scope of “Technical Assistance Project for
Strengthening the Institutional Capacity of CASGEM” which is
funded by both European Union and Republic of Turkey, on
the 6th of January 2016, 3 Management Workshop was held
in CASGEM.

The opening speech of the workshop was made by the Chair-
man of the CASGEM, Mr. [smail Akbiyik. Mr. Chairman drew
attention to the importance of the project and workshops
carried out within the context of project. Ankara Social Scienc-
es University’s Rector, Professor Dr. Mehmet Barca was the
moderator of this Workshop which was a follow-through of
27 Management Workshop Workshop® whose first one was
carried out on 22 December 2015 in Ankara.

CASGEM Vice Chairman Mr. Kenan Yavuz, Technical Assistance
Project experts and CASGEM LSS Training Expert also took
place in the workshop. During the workshop, in the context of
“Institutional Change and Reorganization” CASGEM's existing
role, its problems, solution suggestions for these problems
and the direction to be drawn in the light of its mission was
exhaustively discussed through reformed “draft reconstruct-
ing models”

Additionally, functioning and management models of inter-
national institutions which are equivalent to CASGEM, were
mentioned.

The meeting has ended with the decision of discussing dealt
“reconstruction” models in a determined near future, with the
participation of a narrower group representing CASGEM and
stakeholders.
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CASGEM’den italya ve Portekize Calisma
Ziyareti

CASGEM First study visit to Italy and
Portugal

Calisma ve Sosyal GUvenlik Egitim ve Arastirma Merkezi Bas-
kanligrnin (CASGEM) Kurumsal Kapasitesinin Guclendirilmesi
Projesi kapsaminda yapiimasi planlanan birinci calisma ziyare-
ti 17-22 Ocak 2016 tarihlerinde Italya ve Portekize diizenlendi.
Calisma ziyaretinin ilk ayaginda Italya, Torino'da (Turin) bulu-
nan ILO’va (Uluslararasi Calisma Orgitt) bagl olan ITC (Ulus-
lararasi EGitim Merkezi) ziyaret edildi.

Burada Uluslararasi Egitim  Merkezi Program  DirektorQ
Jeannette Shalabi tarafindan adirlanan CASGEM vetkililerine
kurum hakkinda detayli bilgilendirme vyapildi.  Calisma
ziyaretinde ayrica Torino'da yer alan ETF (Avrupa Egitim
Vakf) de ziyaret edilerek kurum ve duzenlenen egitimler
hakkinda bilgi paylasimi saglandi.

Calisma ziyaretinin ikinci kisminda merkezi Lizbon'da bulunan
Portekiz Sendikalar Birligi ziyaret edildi. Ozelikle is sagligi ve
gUvenligi konusuna egilmis durumda olan kurumun calisma-
lari yerinde incelendi.

Son olarak ACT (Portekiz Calisma Bakanligi —~Calisma Kosullari
Genel Mudurlugu) zivaret edilerek Portekiz Calisma Genel Mu-
durlagu ve Is Teftis Kurulu Baskanlidi mensuplari tarafindan
bakanlikta yapilan calismalarla ilgili genel bilgi verildi. Calisma
ziyareti bu son zivaretin ardindan sona erdi.
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First study visit planned within the scope of Strengthening the
Institutional Capacity Project of Centre for Labour and Social
Security Training and Research Headship (CASGEM) was held
between the dates 17-22 January 2016 in Italy and Portugal.
At the first step of the study visit, ITC (International Training
Center) was visited, affiliated with ILO (World Labour Organi-
zation) in Turin, Italy.

Herein a detailed briefing was given about the institution
to CASGEM officials hosted by International Training Centre
Program Director Jeannette Shalabi. In the study visit, ETF
(European Training Foundation) in Torino was also visited and
information sharing was provided on institution and organized
trainings.

At the second part of the study visit, Portugal Association of
Trade Unions was visited whose center is located in Lisbon. Or-
ganization's work especially on occupational health and safety
issues were investigated onsite.

Lastly, at the visit to ACT (Portugal The Ministry of Labour -
Working Conditions Authority and Labour Inspection Board)
general information about the work done within the ministry
was given by the members of Working Conditions Authority
and Labour Inspection Board. With this last one, study visit
has ended.



CASGEM Yo6netim

Yapildi

Calistay1 Urgiip’ de‘

CASGEM Management Workshop was held
in Urgiip

Avrupa Birligi ve Turkiye Cumhuriyeti tarafindan finanse edil-
mekte olan “CASGEM’in Kurumsal Kapasitesinin Guclendiril-
mesi icin Teknik Destek Projesi” kapsaminda 13-14 Kasim 2015
tarinlerinde Urgip'de “Yonetim Calistay!” gerceklestirildi.
Calistayin acilis konusmalart CSGB-Mustesar Yardimcisi Sa-
yIn Mustafa Konuk, CASGEM Baskani Sayin Ismail Akbiyik ve
Teknik Destek Projesi Takim Lideri Sayin Joachim Frede tara-
findan yapildi. Calistaya ayrica CASGEM Yonetimi ve uzman-
larinin yanisira; Is Saglhgr ve Guvenligi Genel Midur Yardimals!
Sayin Sedat YenidUnya, Strateji Gelistirme Baskan V. Sayin
Mustafa Din¢, CSGB 1. Hukuk Musaviri Sayin Yasar Gucld, Dev-
let Personel Baskanlidi, Teskilat ve Yonetimi Gelistirme Daire
Baskani Sayin ismail Ayaz, Dis lliskiler ve Yurtdisi Hizmetleri
Genel MUdur Yardimcist V. Sayin Ahmet Nazif Garibagaodlu,
Personel Daire Baskani Sayin Hamza Gunes, Strateji Gelistir-
me Daire Baskani Sayin Yasar EImaci, Egitim Daire Baskani Sa-
yin Nevzat Bugenc ve SGK Egitim Arastirma Merkezi Baskan
Sayin Stleyman Demir katild.

Prof. Dr. Mehmet BARCA ve Prof. Dr. B. Zafer ERDOGAN'In
moderatorligund yaptigi calistaya, Mustesar Yrd. Sayin Mus-
tafa KONUK Baskanlik yapt.

CSGB ve CASGEM ust duzey yoneticilerinin de katildigr ve 1,5
gunsuren calistayda; CASGEM’in mevcut roll ve gelecekte na-
sil bir organizasyon icerisinde calisirsa isgic piyasasinin so-
runlarini cozmede daha etkin olabilecedi; calisma iliskilerinde
nasil bir yerde konumlandiriimasi gerektidi gibi sorular cerce-
vesinde derinlemesine analiz edildi. CASGEM’in mevcut yap!
ve sorunlarinin bilimsel olarak tartisildidi calistayda, Merkezin
gelecek vizyonu, ulusal ve uluslararasi muhtemel isbirlikleri,
rekabet glic gibi konular Gzerinde duruldu. Calistay sonucla-
rinin-ayrintil bir rapor haline getirilmesi vasitasiyla kurumsal
kapasite gelisiminin hangi adimlar cercevesinde sadlanacadi-
na yonelik strecin nasil isleyecedi belirlendi.

Within the scope of “Project of Technical Assistance for Stren-
gthening the Institutional Capacity of CASGEM” which Is being
funded by European Union and Republic of Turkey, on dates
of 13-14 November 2015, a “Management Workshop” was held
in Urgip. Opening speeches of the workshop was made by
Assistant Adviser Mr. Mustafa Konuk, Chairman of CASGEM
Mr. [smail Akbiyik and Technical Assistance Project’s Team Le-
ader Mr. Joachim Frede. Besides Management and experts
of CASGEM; Occupational Health and Safety Assistant General
Manager Mr. Sedat Yenidinya, Strateqy Development Deputy
Chairman Mr. Mustafa Din¢, MoLSS Tst Legal Advisor Mr. Yasar
Gugld, State Personnel Department, Organization and Mana-
gement Development Department Head Mr. Ismail Ayaz, Fo-
reign Affairs and International Services Assistant General Ma-
nager Mr. Ahmet Nazif Garibadaodlu, Head of the Personnel
Department Mr. Hamza Gunes, Head of Strateqy Development
Department Mr. Yasar Elmaci, Head of Education Department
Mr. Nevzat Bugenc and Head of SSI Education and Research
Center Mr. Stileyman Demir have participated in the workshop.

The workshop was moderated by Prof. Dr. Mehmet BARCA and
Prof Dr. B. Zafer ERDOGAN and presided by Assistant Advisor
Mr. Mustafa KONUK. In the workshop participated by MolSS
and CASGEM executive management that has proceeded for
a day and half: CASGEM's current role was deeply analyzed
in the context of questions such as, in which organization it
should work in the future in order to be more effective in sol-
ving the problems of labour market, where it should be posi-
tioned in terms of labour relations. At the workshop, in which
existing structure and problems have discussed scientifically,
focused on issues such as Center’s future vision, possible nati-
onal and international cooperation and competitive capacity.
Through gathering workshop results as a detailed report,
working of the process concerning the steps to be followed in
developing institutional capacity is determined.

27



ISYERINDE EN SIK KARSILASILAN
ILETISIM HATALARI

Most Common Communication
Mistakes at Wotrk Place

C. Giiliz BOZDEMIR
CSG Egitim Uzmani
LSS Training Expert




Is hayatindaki en onemli
konularindan bir tanesi de
iletisim ve igyerinde iletigimin
nasil olmasi gerektigidir.
Isyerinin ve isyerinde calisan
insanlarin tercih ettigi
iletisimin icerigi, sekli,
yollar1 ve tarzi oncelikli
olarak isyerinde calisanlari,
sonrasinda da miigterileri ya
da o isyerinin hedef kitlesini
etkiler.

One of the most important
issues in a work place is
how communication and
work place communication
should be. The content,
form, way and style of the
communication preferred
by the work place and the
people who work there effect
primarily the employees then
the costumers or the target
group of that work place.
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s hayatindaki en onemli konularindan bir tanesi de iletisim
ve isyerinde iletisimin nasil olmasi gerektigidir. Isyerinin ve is-
yerinde c¢alisan insanlarin tercih ettigi iletisimin icerigi, sekli,
yollari ve tarzi oncelikli olarak isyerinde calisanlari, sonrasinda
da musterileri ya da o isyerinin hedef kitlesini etkiler. Isyerinde
kaliteli ve basarili bir iletisimin tesis edilmesi, ¢atismalari ve
dolayisiyla da bu catismalardan kaynaklanan problemleri en-
gelleyecektir. ABD'de yapilan bir arastirmaya gore calisanlarin
zamaninin yizde 18'i, yani bir yilda yaklasik 10 haftasi ofisteki
diger kisilerle anlasmazliklarda harcaniyor. Arastirmanin da
ortaya koymus oldugu gibi iletisim problemleri isyerinin veri-
mini ciddi sekilde etkilemektedir. is hayatinda bu denli neme
sahip olan iletisime dikkat edilmemesi isyeri acisindan yikici
bir hale gelebilir.

GUnUmuzde kiresellesmenin de son asamasina ulasmis olma-
siyla iletisimin dnemi daha da artmistir. Dinyamiz kitle iletisim
araclarindaki cilgin gelismeler sayesinde McLuhan’in da soyle-
mis oldugu gibi ‘Kiresel bir Koye™ dontsmustir. Her ne kadar
iletisim araclart gelismis olsa da, istedigimiz kisiye istedigimiz
zaman ulasabilir hale gelmis olsak da iletisim (iletisimsizlik)
problemlerimizi bir turlil cozemiyoruz. Peki ama neden? lle-
tisim uzmanlarina gore isyerindeki iletisim problemlerinin pek
cok sebebi var ancak bunlarin en basinda kuskusuz yanlis an-
lamalar var. Kimi zaman istemeden karsimizdaki insanda yan-
lis bir takim duygular ve dusunceler uyandirabiliyoruz. Ancak
iyi iletisim becerisine sahip olmak bu yanlis anlasiimalart orta-
dan kaldirabilir. Elbette bunun da istisnalari olacaktir mesela
ortada bir husumet, 6fke, intikam, kiskanclik ve cekememezlik
gibi duygular varsa hicbir iletisim becerisi burada ise yarama-
yacaktir. Bosuna vakit kaybr olacaktir.

Gelelim isyerindeki iletisim problemlerine, iletisim kelimesinin
anlamina baktigimizda ‘insanlar arasinda koprd olusturmak’
oldugunu goriyoruz. Ancak iletisim bozuldugunda bu kopri
de sarsiliyor ya da vyikiliyor. Sosyal bir varlik olan insan,
insanlarla yasamak ve onlarla iletisim kurmak zorundadir.
Isyerinde de ayni sey gecerli. Insanlarla birlikte calistigimiz
birlikte is yaptidimiz icin onlarla en dodru ve uygun bicimde
iletisim kurmak zorundayiz. Ister kurumsal ister bireysel
duzlemde olsun, iletisim hayatimizi en derinden etkileyen
faaliyettir.

Yazinin bundan sonrasini s6zIU veya s6zslz, sesli veya sessiz,
yazili veya yazisiz, vicut dili veya mimiklerimiz ile her giin tek-
rarladigimiz iletisimimize ait iletisim karakterimizi ve stilimizin
dnemini kavrayanlar ve bu dogrultuda tutumlarimizi gdzden
gecirmemiz gerektigini dustnenlerin okumasi yerinde olacak-
tir. Cunk bu yazr ancak dyle etkili olacaktir. Her ne kadar ses
ve konusma, tim duyularn ayni anda harekete gecirebiliyor
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One of the most important issues in a work place is how com-
munication and work place communication should be. The
content, form, way and style of the communication preferred
by the work place and the people who work there effect pri-
marily the employees then the costumers or the target group
of that work place. Establishing a high-class and successful
communication in @ work place will prevent conflicts and thus
the problems may arise from these conflicts. According to a
study done in USA, 18 percent, i.e. about 10 weeks of emp-
loyees’ time Is being spent in the conflicts with other office
workers. As also revealed by this research, communication
problems affect the efficiency of a work place seriously. Not
aying attention to communication that has such a significan-
ce in business life can become devastating for the workplace

Today, with the fact that globalization has reached its final
stage, the importance of communication has further gained
ground. Due to insane advances in mass media, our world
has become a ‘Global Village’ just as McLuhan expressed. In
spite of improved communication means and even though we
are able to reach whoever and whenever we want, somehow
we cannot solve our communication (lack of communication)
problems. But why? According to communication experts,
there are many causes for the communication problems at a
work place but there is no doubt misunderstandings have the
lead. Sometimes we can unintentionally evoke some wrong
feelings and thoughts on a person. However having good
communication skills can eliminate these misunderstandings.
Of course there would be exceptions, for instance If there are
feelings such as hostility, anger, revenge and jealousy, no com-
munication skill can be useful. It will be a waste of time.

Let us come to communication problems at work places, when
we look at the meaning of the communication word, we see
that it is ‘to create bridges between people’. However, when
the communication Is lost this bridge also shatters or collap-
ses. As a social being, human has to live together with other
people and communicate with them. The same is true for a
work place. For we work together, do business with other pe-
ople, we have to communicate with them in the most accurate
and convenient way. Whether in institutional or individual pla-
ne, communication is an activity that deeply affects our lives.

From this point, it will be in point for this article to be read
by people who understand the importance of our communi-
cation character and style that belong to our daily repeated
communication verbal-nonverbal. audible or silent, written or
unwritten, with our body language or facial expressions; and
who think that we need to revise our attitude in this direction.
Because this article can only be effective under these conditi-
ons. Although voice and speech can trigger all emotions at the
very same time, communication is the sole action that have
the charm to influence all positive and negative feelings we



olsa da, iletisim sayabilecedimiz tim duygulart olumlu veya
olumsuz etkileyebilme buyustne sahip olan tek faaliyettir.
Kuskusuz iletisim yetkinligimiz yalnizca basari ve basarisizlik-
larimizi degil, mutluluk ve mutsuzluklarimizi da énemli 6lctde
belirlemektedir. Buyuk sirketlerin egitim harcamalari gézden
gecirildiginde liderlikten sonra en biyUk payr kurum ici iletisim
ve iletisim tarzlarina yonelik egitimlerin aldigini gdrmekteyiz.
Bu kadar cok egitim, bu kadar cok arastirma, bu kadar ¢cok so-
run ve catisma... peki bu sorunun altinda ne yatiyor?

Akademisyenlere ve konunun uzmanlarina soruldugunda, so-
runun temelinde iletisim tarzimiz yatiyor. Uzmanlara gore ile-
tisim stilimizi, ana karakterimizden ayirmak imkansiz. Her ne
kadar iletisim problemlerimizi karakterimiz tetiklese de, prob-
lemlere kaynaklik eden baska davranislar da var. Tek tek tim
okurlarimizin iletisim karakterlerini burada belirleyemeyecedi-
miz icin bugin cesitli iletisim hatalarinin Gzerinde duracagiz.

1. Negatiflik

lletisim egitimlerinde her zaman klasik olarak vurgulanan,
karsimizdakini anlamaya niyet etmek, diye ifade edilen tutum
belki de basarili bir iletisim gelistirmenin anahtarlarindan bir
tanesidir. Burada esas olan karsimizdaki insanla koprd kurma
niyetimizin olup olamamasidir. Anlamamak gibi olumsuz bir
niyet varsa zaten saglikli bir iletisim imkansizlasir. Negatiflik
isin icine girdigi zaman bireyler ¢codzim odakliliktan gitgide
uzaklasirlar ve sorunu odaga alarak iletisimi icinden cikiimaz
bir hale getirirler. Hayatin her alaninda oldugu gibi iletisim
kurduklarimiza pozitif yaklasmak iletisimi kolaylastiracaktir.

2. Yargilama

Savunucu iletisimin temelinde yargilayici bir takim tutumlar
vardir. Yargilayicr tutumlar da savunmacl iletisim tarzini daha
da arttinr. Hic kimse yaninda strekli kendisini yargilayan ve
strekli kendini savunmak zorunda kaldigi insanlarla iletisim
kurmak istemeyecektir. iletisimin taraflarindan biri, digerinin
davranislarinda, konusma seklinde, ses tonunda ya da beden
dilinden vyargilandidi izlenimini alirsa savunmaci bir tutum
icine girecektir. Yargilayicl iletisim tarzinda, vargilayici taraf
gitgide diyalogu monoloda, paylasimi ise tek tarafli suclama
ve savunmaya donustirecek ve diger taraf gitgide ezilerek
iletisimi bitirme yoluna gidecektir.

3. Yalan ve Tutarsizlik

Yalanin Kisiler arasindaki yikici etkisi tartisilimayacak kadar
aciktir. Yalan kisiler arasindaki iletisimi tekrar onarilamayacak
sekilde bozar. Tutarsizlik ¢ngorulebilir olmamakla ilgili bir
durumdur. Kisi degisen tutum ve kosullara gore degisir. Tabiri
caizse su misali girdigi kabin seklini alir. Kuskusuz ki bu durum
guvensizlige, guvensizlik ise sagliksiz iletisime sebebiyet verir.

can count. Undoubtedly, our competence in communication
does not only determines our successes and failures, but also
our happiness’ and miseries significantly. When education ex-
penditures of large companies are revised, we see that after
leadership the largest share is taken by trainings on in-house
communication and communication styles. So much training,
o much research, so many problems and conflicts... So what
lies beneath this issue?

According to academics and experts in this field, our style of
communication lies on the basis of this problem. It is impos-
sible to distinguish our communication Style from our main
character in experts’ opinions. Although our character trigger
our communication problems, there are other behaviors that
cause these problems. For it is impossible to determine each
of our readers’ communication characters in here, today we
will focus on several communication mistakes.

1. Negativity

Which s always classically highlighted in communication
trainings, the attitude that is expressed as intending to
understand the person before us, is probably one of the keys
of Improving a successful communication. The essential thing
here is whether we have an intention to build a bridge between
us and other person. If there is a negative intention such as not
understanding, a healthy communication becomes impossible
as a matter of fact. When negativity is involvead, individuals
gradually become distant from solution orientated and by
focusing on the problem instead they turn communication
into something inextricable. As in all areas of life, positive
approach to the ones we communicate will also facilitate the
process of communication.

2. Judging

At the basis of defensive communication there are a set
of judgmental attitudes. And judgmental attitudes further
increase the defensive communication style. Nobody will
desire to communicate with people who always judge
himself/herself and make he/she defend oneself all the time.
If one of the parties in communication gets the impression of
being judged by the other’s behaviors, manner of speaking,
tone of voice or body language, he/she will adopt a defensive
attitude. In judgmental communication style, the judgmental
side will gradually turn the dialog to @ monolog, and the
sharing to one-sided accusations and defense and in turn the
other side by getting more and more distressed will choose to
end the communication.

3. Lies and Inconsistencies

Lie’s destructive effect between people is obvious beyond
any discussion. A lie irretrievably damages the communication
between people. Inconsistency is a Situation about being
not predictable. One changes in accordance with changing
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4. Abartmak

Abartmak genellikle insanlarin etkileyicilik icin basvurduklari
biryoldur. Ancak bu yolun yalandan bir farki yoktur. Bu nedenle
de valanla esdeger sonuclar dogurarak iletisimi olumsuz
etkileyecektir. Saygin bir iletisim her zaman gerceklere
dayanan saptamalar icerir ve bu sdylemler Gzerinden gelisir.

5. Hata Arama

lletisim kurmadaki niyet her zaman kdpri kurmak (zerine
olmalidir. Bu képr( kimi zaman duygularin, kimi zaman
bilgilerin paylasimiyla kimi zaman da birlikte dgrenme yoluyla
kurulur. Ancak bu paylasimlarin toplami her zaman sifirdan
bayuktar.

Hata aramak ise kopri kurmak icin kullanilacak en son yoldur.
Boyle bir arayis rekabetci bir atmosfere teslim olunmasl
sonucunu dogurur ve hi¢ saglikli bir durum degildir. Hata
arayisina dayalr iletisim dinlemekten ve anlamaktan daha cok
cevap Uretmeye yonelik yikici, gerilimli bir iletisimi korukler.

6. Dinlememe

Kars tarafla sadlikli iletisim kurmanin belki de en temel
kurallarindan bir tanesi dinlemektir ve ne yazik ki insanlarin en
az yaptigr etkinliktir.

Kopri kurmak olarak tanimlayabilecegimiz iletisim, etkin
dinleme olmadan mumkin olmayacaktir. Zira dinlemeyenin,
anlama niyeti de yoktur ve bu durumda saglkl bir iletisim
gerceklesemez.

7. Dedikodu

Dedikodu yapana kisa vadeli bir dinlenme yolu gibi gérinse
de aslinda cok ciddi giiven kaybr vyaratan bir tutumdur.
Bicimsel iletisim sistemi isyerinde ne kadar bozuk olursa
bicimsel olmayan iletisim sistemi (dedikodu vs.) o derece
artar. Isyerindeki asli gorevi kaynastirma olan iletisim, ¢ozilme
gOrevi yapar.

Bunun sonucunda da gruplarda dagiima, iliskilerin bozulmas!
ve moral bozulmasi gorilmeye baslar.

Isyerinde bu tir problemler yasanmaya baslandiginda kisilerin
¢OzUm arayisina girmeleri ve yasadiklari sorunlari birbirlerine
ifade edebilmeleri ¢cozim acisindan ¢ok buyuk 6nem arz et-
mektedir.
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attitudes and circumstances. As the phrase goes, takes the
shape of his/her container like water. Without a doubt, this
situation gives rise to mistrust, and mistrust to unhealthy
communication.

4. Exaggerating

Exaggerating is @ method that people often turn to be
more impressive. But this path has no difference from a lie.
For this reason it will give rise to consequences equal to lie
and will affect communication in a negative way. A decent
communication always includes determinations based on
facts and develops through these discourses.

5. Censoriousness

The intention in communicating should always be building
bridges. And these bridges are built sometimes through
sharing feelings, and knowledge and sometimes through
learning together. But the total of these shares is always
bigger than zero. Censoriousness IS the least way to use for
building a bridge. Such a quest will result with the surrender
to a competitive atmosphere and it is not a healthy situation at
all. The communication based on censoriousness much more
than listening and understanding, encourages destructive,
tense communication towards producing responses.

6. Not Listening

Listening is one of the most basic rules of a healthy
communication with the other side but unfortunately it Is
the merest act done by people. Communication which we
can describe as building a bridge will not be possible without
active listening. Since who does not listen has no intention to
understand and in this case a healthy communication cannot
take place.

7. Gossip

Although seems to teller a short-term way to be listened, in
fact, gossip is an attitude that creates a serious loss of trust.
At a work place, according to distortion level of the formal
communication System, non-formal communication System
(gossip, etc.) will increase to that degree. Communication,
whose primary task is integrating in a@ work place, serves for
dissolution. And as a consequence of this, dispersion in the
groups, deterioration of relations and the moral degradation
begin to appear.

When this kind of problems start to show themselves in a work
place, people’s embark on a quest to find a solution and being
able to express the problems they have experiences to each
other, have great significance in terms of solution.



Isyerinde problemler yasanmaya baslandiginda kisilerin
coziim arayigina girmeleri ve yasadiklari sorunlart birbirlerine
ifade edebilmeleri ¢oziim agisindan ¢ok onemlidir.

When problems start to show themselves in a work place,
people’s embark on a quest to find a solution and being able to
express the problems they have experiences to each other, have

great significance in terms of solution.
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According to Eurostat Disabled
Labour Force Survey conducted
in 2011, the profile of disabled
people due to having difficulties
in basic activities and state

of health, throughout EU-

28 Member States’ average is
12,1% and, 38.029.915 people
are identified as disabled due

to having difficulties in basic
activities and their health
conditions. It is seen that
Turkey’s average is 16,2%,
however in terms of population,
maximum number of

people with disabilities are
located in Turkey. 7.817.654
people.

35



Eurostat 2011 yilinda yapilan Engelli Isgiict Anketi'nin verile-
rine gore temel aktivite gUcligu ve saghk durumu nedeniyle?
engelli olan kisilerin Avrupa genelinde gérinima séyledir. En
yuksek oran Finlandiya'da %20,9'dur ve 706.964 kisi engelli
olarak belirtilmistir. En duistik %3,8'lik oranla Irlanda’dir ve 116
360 kisi belirtilmistir. Fransa'da %19,6 ile 7.695.582 kisi engel-
lidir. AlImanya'da %10,7'dir ve 4.706.180 kisi engelli olarak ka-
yitlara gecmistir. AB'nin 28 Ulke ortalamasi %121 olarak ifade
edilmis ve bu Ulkeler icerisinde 38.029.915 kisi temel aktivite
gUclugl ve saghk durumu nedeniyle engelli olarak belirtilmis-
tir. Tarkiye ortalamasinin %16,2 oldugu gortlmektedir; ancak
kisi sayisi olarak bakildiginda en fazla engelli kisi Turkiye'de yer
almaktadir. 7.817.654 kisi aktivite glcligu ve sureden hastalik
durumuna sahip olarak gorilmektedir.

Ayni arastirmanin verilerine gore yapilan bir baska tanimla-
ma ise isyerinde sadlik durumu ve aktivite glclugu nedeniyle
sinirlanma yasadigini belirten kisileri ele almistir.® Buna gore
en yiksek oran %11 ile Turkiye'dedir, 5.351,333 kisi bu engelli
tanimina girmistir. En distk oran ise %21 ile Cek Cumhuriyeti
ile Italya'dadir. Bu iki (ilkede sirasiyla 150.247 kisi ve 756,672
kisidir. AB 28 Ulke ortalamasi %4,7°dir ve 14.247584 Kisi isye-
rinde sadlik durumu ve aktivite guclugu nedeniyle sinirlama
yasadigini belirtmistir.

Turkiye Istatistik Kurumu (2002) verilerine gore Turkiye ni-
fusunun %12,29'u yetiyitimi ve/veya streden bir hastalik ile
yasamaktadir. Aile ve Sosyal Politikalar Bakanligrnin Mart
2014 istatistik bultenine gore ise ulusal veri tabanina kayitl
1.778.228 engelli birey bulunmaktadir?

Ayni calismanin bulgularina yakindan bakilacak olursa: Orto-
pedik, gbrme, isitme, dil ve konusma ile zihinsel engellilerin
orani %2,58 iken (yaklasik 1,8 milyon) stireden hastaligi olanla-
rin orant ise %9.70°dir (yaklasik 6,6 milyon).

Ulusal Engelliler Veri Tabanrnda (OZVERI) kayitl olan engelli
rakamlart ile arastirmadaki rakamlar birbirine yakin sonuclar
vermektedir (Turkiye Oztrluler Arastirmasi (TOA) yaklasik 1,8
milyon; OZVERI yaklasik 1,7 milyon). Toplam engelli nifusun

1. Detayl bilgi icin bkz.
http.//ec.europa.eu/eurostat/documents/3888793/6802087/KS-TC-14-007-EN-N.
pdf/5c364add-6670-4ac9-87c7-9b8838473a7b

2. llgili rakamlar engelli taniminin nasil yapildigina gére farklilik icermektedir.
Burada karsilastirilan rakamlar Definition 3 basligi altinda aktivite gucliigi ve saglik
kosullari nedeniyle yapilan bir engellilik tanimidir. Karsilastirmalar bu kapsamda
yapilmistir (Eurostat, 2015: 95-96)

3. Definition 7 isyerinde sadilik durumu ve aktivite gugcliigi nedeniyle sinirlanmaya
dayall engellilik tanimidir (Eurostat, 2015 95-96).

4. Belirtilen sayi Tiirkiye deki tim engelli niifusu belirtmemektedir. OZVERI, yetkili
sadilik kuruluslari tarafindan Engelli Saglik Kurulu raporu almis ve veri tabanina bilgi
akisi saglanabilen bazi kamu kurum ve kuruluslarina herhangi bir sebepten dolayi
basvurmus engelli bireylerin verilerinin derlenmesi ile olusturulmustur.
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According to Eurostat Disabled Labour Force Survey' con-
ducted in 2011, the profile of disabled people due to having
difficulties in basic activities and state of health? throughout
Europe as follows. Finland has the highest rate with 20,9 %
and 706.964 people are listed as disabled. With a percent-
age of 3,8%, Ireland has the lowest rate and 116.360 people
are stated. In Franca with a 19,6% rate, 7695.582 people are
disabled. In Germany the rate is 10,7% and 4.706.180 people
are registered as disabled. EU-28 Member States” average Is
stated as 12.1% and in these countries, 38.029.915 people are
identified as disabled due to having difficulties in basic activi-
ties and their health conditions. It is seen that Turkey’s average
is 16,2%, however in terms of population, maximum number of
people with disabilities are located in Turkey. 7.817.654 people
are regarded as having activity difficulties and chronic diseas-
es.

Another definition made according to the statistics of the same
research has dealt with the people who have stated that they
were experiencing restrictions in their workplaces because
of their health status and activity difficulties®.  Accordingly,
with 111% percentage Turkey has the highest rates, 5.351333
people got involved in this definition. ltaly and Czech Republic
has the lowest rate with 21%. The number of disabled people
in these two countries are in sequence 150.247 and 756,672
people. EU-28 Member States’ average is 4,7% and 14.247.584
people have expressed that they were experiencing limitations
in workplace due to state of health and difficulties in activities.

According to Turkish Statistical Institute’s (2002) statistics,
12.29% of Turkey’s population are experiencing an ability 1oss
and/or a chronic disease. With respect to Ministry of Family
and Social Policy’s March 2014 statistical bulletin, there are
1778228 disabled people registered to the national database.?

If we look closely to the findings of the same study: while the
rate of people with walking, seeing, hearing, communicating
and intellectual disabilities is 2.58% (approximately 1.8 mil-
lion), the rate of the ones with chronic diseases is 9,70% (ap-
proximately 6,6 million).

The number of disabled registered to National Disabled Da-

1. For more detailed information, see: http.//ec.europa.eu/eurostat/docu-
ments/3888793/6802087/KS-TC-14-007-EN-N.pdf/5c364add-6670-4ac9-87¢7-
9b8838473a7b

2. Related numbers differ according to how the definition of disability made. The
numbers compared here are the disability definition made in connection with basic
activity difficulty and health condition under the title Definition 3. The comparison
has been made in this regard (Eurostat, 2015: 95-96).

3. Definition 7 is the disability definition about people limited in work because of
both a health condition and basic activity difficulty. (Eurostat, 2015: 95-96).

4. Specified number does not indicate all disabled population in Turkey. OZVERI

is established by the compilation of data of individuals with disabilities who have
received Disabled Health Board Report from authorized health institutions and
have applied, for any reason, to some public agencies and organizations that can
provide information flow to database.



%1,0T1 erkek, %13,45'i kadindir. Engelli ntfusun yaklasik ya-
rnsinin 34 yasin altinda oldugu goérulmektedir. Genc nafusun
ihtivaclari da buna yonelik olacaktir: erken tani, teshis ve ar-
dindan rehabilitasyon ve egditim, bunu izleyen strecte de istih-
dam beklentisi olusmaktadir. Genc engelliler cakisan alanlara
girmekte ve dezavantajlihgi ikiye katlamaktadir.

Tamamlanmis egitim durumuna bakildiginda engellilerin
%471, stregen hastaligi olanlarin ise %4710°u ilkokul mezunu-
dur. Ilkokul sonrasi egitime devam etme oranlari gittikce ds-
mektedir. Ortopedik, gorme, isitme, dil ve konusma ile zihinsel
dzurltlerin %2,42'si yuksekogretim mezunudur. Egitimle ilgili
tim oranlarda kadinlarin durumu erkeklerden neredeyse ki
kat daha olumsuzdur.

Isguictine katilma oranlarina bakildiginda; ortopedik, gérme,
isitme, dil ve konusma ile zihinsel engellilerin %78,29'u isgu-
cline katilmamaktadir. Erkeklerde % 67,78 olan bu oran kadin-
lar icin %93,29'dur. Yani engelli kadinlarin neredeyse tamami
isguctne katilamamaktadir. Bu durum engellinin tretim disi
ve tamamen baskalarina bagimli oldugunun bir géstergesidir
(TOA, 2002).

Turkiye'nin AB uyum strecinin on yili askin bir gecmisi bulun-
maktadir. AB’ye uyum sirecinde TUrkiye ulusal mevzuatinda
iyilestirmeler gerceklestirmistir. Engelli haklart 6zelinde Turki-
ye hem Birlesmis Milletler Giyesi olmasi hem de AB uyum sire-
ci nedeniyle iyilestirmeler gerceklestirmistir. Ancak engellilerin
toplumsal hayata tam katilimi 6ntinde hala engeller bulunma-
ya devam etmektedir. En gelismis Ulkeler de dahi engelli kisi-
lerin toplumsal hayata tam katiliminin saglanamamis olmasi
engelli sorununun vyalnizca ulusal dizeyde degil uluslararasi
boyutlaryla ele alinmasinin énemini gozler 6nline sermekte-
dir.

Ornegin Diinyada engelli istindamina iliskin veriler soyledir: Is-
vicre % 62’lik orantile en Ust sirada ver alir, Norve¢ %61, Kana-
da %56, Meksika %47, Almanya %46, Zambiya %45, Avusturya
%43, Avustralya %41, Hollanda %39, ingiltere ve ABD %38,
Hindistan %37, Japonya ve Ispanya %22, Turkiye %21 ve Giiney
Afrika %12 ile en son siradadir (Isgiict Piyasasinin Engelliler
Acisindan Analizi Ozet Rapor, 2011:12).

Son U¢ yilin ilerleme raporlarina bakildidinda 2013 yilr icin veri-
len raporda ilk olarak dikkati ceken hususlar soyledir:

2012 yilinda Kamu Denetciligi Kurumu olusturulmus ve Tem-
muz 2013 itibartyla Kuruma, insan haklart ihlali iddialari, engel-
li haklar, kamu hizmetleri, sosyal glvenlik, mulkiyet haklar,
mali, ekonomik konular ile vergi konulari ve yerel yonetimlerin
isleyisine iliskin olarak 3.400°Un Uzerinde basvuru yapilmistir,

tabase (OZVERI) and the numbers of the researches provide
quite similar results (Turkey Disability Survey (TDS) is about
18 million; OZVERI is about 1.7 million). Total disabled popula-
tion’s 11.01% is men and 15,45% is women. Approximately half
of the disabled population appears to be under the age of 34.
Young population’s needs will also be oriented to this: early
diagnosis, medical diagnosis and then rehabilitation and train-
ing, and in the subsequent process employment expectations
will occur. Young people with disabilities engage in conflicting
fields and double the disadvantageousness.

Considering uncompleted educational level, 41% of the disa-
bled people and 4710% of the people with chronic diseases
are primary school graduates. After elementary school. the
ratio of continuation to education gradually decreases. 2.42%
of the people with walking, seeing, hearing, communicating
and intellectual disabilities are higher education graduates. At
all ratios related to education women’s condition is almost two
times negative than men’s.

Regarding the labour force participation rates; 78,29% of peo-
ple with walking, seeing, hearing, communicating and intel-
lectual disabilities are failed to participate in labour force. The
ratio which is 67.78% for men, is 93,29% for women. In other
words, almost all women with disabilities are not involved in
labour force. This Situation is an indication that the disabled
person Is excluded from production and entirely dependent on
other people (TDS, 2002).

Turkey’s EU integration process has a history over ten years. At
EU harmonization process, Turkey has implemented amend-
ments in its national legislation. Due to both being a member
of United Nations and EU harmonization process, Turkey has
carried out enhancement particularly on the disability rights.
However, there still remain obstacles to the full participation of
persons with disabilities in social life. The fact that the failure
fo ensure the full participation of people with disabilities in
social life even in the most developed countries, reveals the
importance of addressing disability issues not only in the na-
tional level but also with its international dimensions.

For instance, statistics on employment of disabled persons in
the world are as follows. Switzerland has the highest rank with
its 62% rate, Norway 61%, Canada 56%, Mexico 47%, Germa-
ny 46%, Zambia 45%, Austria 43%, Australia 41%, Netherlands
39%, the UK and the US 38%, India 37%, Japan and Spain 22%,
Turkey 21% and with 12% rate South Africa is ranked last (Anal-
ysis of Labour Force Market in terms of Disabled People, Sum-
mary Report, 201112).

Regarding last three years’ progress reports, important points

to be noticed in the first place at the report issued for the year
of 2013 are as follows:
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Sosyal Politika ve Istihdam basligini tasiyan 79. Fasil kapsa-
minda engelli bireylerle ilgili sosyal icerme uygulamalarina
yonelik kamuda nispi artis gdzlemlenirken 6zel sektorde istih-
dam konusunun sikintili oldugu belirtilmektedir.

Devlet personel baskanhginin 2013 rakamlarina gére engelli
memur sayisi 7.053 kadin, 25.734 erkek olmak Uzere 32.787
kisidir> .

Raporda engelli kisilerin kamu sektoriindeki istihdam orani
artmis oldugu belirtilmekle birlikte bu oran, toplamin %2’sin-
den daha az olup hala dusuk oldugu noktasinda yorum yer
almistir. Isverenlerin engelli kisileri istihdam etmelerine ve
korumali isyerleri olusturmalarina yonelik mali tesvikler bulun-
masina ragmen engelli kisilerin 6zel sektérde istihdam edilme
konusunda zorluklarla karsilastigi belirtilmektedir.

Ayrimcilikla micadele htkimlerinde, hakim ve savcl olarak
hizmet etmek isteyen engelli kisilere 6zel bir atif yapilmadid
ve meslekteki engelli kisilere iliskin istatistiklerin bulunmadid
elestirilmistir.

Sosyal koruma konusunda, sosyal glvenlik sisteminin kapsa-
minda olmayan ihtiyac sahibi yasl ve engelli vatandaslar icin
aylik sosyal yardim odemeleri baslatildidi ve cocuklara, yasl-
lara ve engellilere kurum disi bakim hizmetlerinin sunumunun
devam ettigi belirtilmistir. Engellilerin istihdam oranlarinin ar-
tinimast icin mevzuatta yapilan calismalarin umut verici oldu-
Ju ancak uygulamalarda daha fazla etkiye ihtiyac duyuldudu
belirtilmistir.

Sosyal bakimdan korunmaya muhtac ve/veya engelli kisiler ile
ilgili farkindahgin artirimasina yonelik olarak hikimetin des-
tekledigi bir pilot faaliyet gerceklestirildigi ve Turkiye’nin de
imzaladig ilgili BM Sozlesmesi’ne uyum saglanmasi amaciyla
Engelli Haklart izleme ve Degerlendirme Kurulu'nun olusturul-
dugu belirtilmistir. Bununla birlikte, BM Engelli Haklar Sozles-
mesi uyarinca, ulusal bir izleme mekanizmasi hentz olustu-
rulmamistir ve kaliplasmis yargilarla micadele icin daha fazla
caba sarf edilmesi gerektigi belirtilmistir.

Ulasilabilirlik Strateji Belgesi ve Ulusal Eylem Planinin uygu-
lamasi sinirl kaldigl, engelli cocuklarin, okul dncesi seviyeden
itibaren uygun maliyetli ve icermeci egitim hizmetlerine eri-
simde zorluklarla karsilastigi yer almistir. icermeci mesleki ve
hayat boyu 6grenme firsatlari da sinirli olarak yorumlanmistir.
Ozel sektor kapsamindaki 6zel egitim ve rehabilitasyon hiz-
metlerinin izleme, degerlendirme ve denetimine 6zel 6nem

5. Detayli bilgi icin bakiniz: http./www.dpb.gov.tr/tr-tr/istatistikler/engelli-perso-
nel-ve-omss-istatistikleri
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In 2012 Ombudsman Institution of Turkey has been estab-
lished and beginning from July 2013, over 3400 application
made to the Institution concerning alleged abuses of human
rights, disability rights, public services, social security, proper-
ty, financial, economic matters together with tax matters and
functioning of local authorities.

Within the scope of 19" Chapter titled Social Policy and Em-
ployment, while there is an increase in public towards imple-
mentations of social inclusion related to disabled individuals,
it Is stated that issue of employment in the private sector Is
still troublesome.

According to State Personnel Department’s 2013 statistics,
number of disabled officials including 7053 women and
25.734 men, is 32.787 people.®

Although it is noted in the report that the disabled people’s
employment rate in public sector has increased, there is also
a review that this rate Is less than 2% of the total number and
still low. Although there are financial incentives for employers
to employ people with disabilities and create sheltered work
places, it Is reported that disabled people encounter difficul-
ties to be employed in private sector.

In anti-discrimination provisions are criticized for not having
any specific reference for disabled people who want to serve
as judges and prosecutors and any statistics related to disa-
bled persons in the profession.

As regards social protection, it s stated that social aid pay-
ments have been set off for elderly and disabled in need who
are not covered by the social security system and the provision
of external care for children, elderly and disabled is still in pro-
gress. It s also noted that the studies conducted on legislation
in order to increase the employments rates of disabled people
is promising, yet there is still @ need for much more effect in
terms of implementations.

It s pointed out that a pilot activity supported by government
has been held, in order to raise awareness about the people
who are in need of social protection and/or disabled. and in
order to ensure compliance with the UN Convention which
was signed also by Turkey, Disability Rights Monitoring and
Evaluation Committee has been established. However, in ac-
cordance with UN Convention on the Rights of Persons with
Disabilities, a national monitoring mechanism has not been
established yet and it is stated that there should be a greater
effort to struggle against stereotypes.

Also mentioned that Accessibility Strateqy Document and the
implementation of National Action Plan remained limited,

5. For more detailed information, see: http.//www.dpb.gov.tr/tr-tr/istatistikler/
engelli-personel-ve-omss-istatistikleri



gostermek gerektigi belirtilmistir.

Engelliler ve yaslilar icin evde bakim hizmetlerinin kapsami ar-
tinldig engelliler ve yaslilar icin evde bakim hizmetlerinin yay-
ginlastirimasi konusunda ilerleme kaydedildigi belirtilmistir.

2014 yilr raporuna bakildiginda Kamu Denetciligi Kurumu'na
yine engelli haklari ile ilgili sikayetler oldugu belirtilmistir.
Egitim hakkina erisimle ilgili olarak engelli cocuklarin zorluk-
larla karsilastigl ancak Subat 2014°te kabul edilen mevzuat ile
sosyal bakimdan korunmaya muhtac ve engelli kisilerin duru-
munda iyilesme saglandigi Milli Egitim Temel Kanununda ve
Is Kanununda engelli bireylere ayrimailik yapiimamasi ilkesine
artik acikca yer verildigi belirtilmektedir.

Sosyal icerme ile ilgili olarak, sosyal yardim alan kisilerin ka-
yitl isgucl piyasasina katilimlarinin desteklenmesine yonelik
eylem planinin olumlu sonuglar verdidi ve bu durumun aktif
isglc piyasasl politikalarinin arttirnimasi yonundeki intiyaci
ortaya koydugu, 6zel sektdrde korumali isyerlerinin olusturul-
masina yonelik yeni mali tesviklerin yani sira kamu sektorinde
engellilere yonelik istindam olanaklarinin artmaya devam etti-
§i vurgulanmistir,

Ayrimceilikla miicadele alaninda, engellilik temelinde ayrimci-
lik yapmama ilkesi, Milli Egitim Temel Kanunu ile Is Kanununa

children with disabilities encountered difficulties at accessing
affordable and inclusive education from pre-school level. Inclu-
sive vocational and lifelong learning opportunities have been
regarded limited as well. It is stated that special emphasis
should be given to monitoring, evaluation and audit of spe-
cial education and rehabilitation services within the scope of
private sector.

It is noted that the scope of home care services for disabled
and elderly is enhanced and there is progress on the issue of
dissemination of home care services for people with disabili-
ties and elderly.

According to 2014 yearly report, it Is Stated that there were the
complaints related to disability rights reported to Ombudsman
Institution. It is also indicated that disabled children have en-
countered difficulties in relation to accessing the right to edu-
cation but with the legislation adopted in February 2014, pro-
gress made in the situation of people who are in need of social
protection and have disabilities; the principle of non-discrim-
ination for people with disabilities has clearly given a place in
National Education Basic Law and in Labour Law.

It Is emphasized that with regard to social inclusion, the ac-
tion plan towards supporting the participation of people re-
ceiving social assistance in the formal labour market yielded
positive results and this situation has revealed the necessity
for increasing the active labour market policies, besides new
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konmustur. Bunun yani sira, Tark Ceza Kanunu'nun 122. mad-
desinde yapilan bir duzenleme ile ekonomik faaliyetlerde ve
ise alimda ayrimcr ve nefret kaynakli uygulamalara ceza ge-
tirilmis, Mart ayinda, Turk Ceza Kanunu “nefret ve ayrimciligr”
icerecek sekilde degistirilmistir. Degisiklik ile dil, irk, milliyet,
renk, cinsiyet, engellilik, siyasi dusunce, felsefi inang, din veya
mezhep temelli nefret suclarinin cezasi artiriimistir.

Erisilebilirlik kavrami yeni hitkimlerde BM Engelli Haklari Soz-
lesmesine uygun olarak yeniden tanimlanmis ve engellilige
badli dogrudan veya dolayli ayrimciliga iliskin hukumler de
56z konusu BM Soézlesmesi ile uyumlu hale getirilmistir. Kent-
sel cevrede, toplu tasima hizmetlerinde, elektronik hizmet-
lerde ve acil durum hizmetlerinde erisilebilirlik ilkesi icin AB
muktesebatiyla uyumlu iyilestiriimis tanimlar getirilmistir. Yeni
mevzuat engelli Kisilere yonelik korumalr isyerlerine iliskin des-
tedin kapsamini genisletmistir. S6z konusu isyerlerinde calisan
engelli kisilerin maaslari icin Hazine destedi saglanacakir.

Engelli kamu personeli istihdaminda son villarda artis kayde-
dilmesine ragmen, bu hususta ayrimci uygulamalar gozlem-
lenmistir. Ust dizey kamu gorevlileri dahil, bircok gorevde
engelli calisanlarin orani dusuk duzeydedir. Engelli kisilerin
hakimlik ve savcilik mesledine girislerini sinirlandiran yasal
hukdmler mevcuttur.

2014 yili devlet personel baskanligi verilerine gore engelli me-
mur sayisi 7473 kadin, 26.605 erkek olmak Uzere 34.078 kisi
olarak belirtilmistir.

Toplum temelli hizmetlere gecis konusunda bazi ilerleme-
ler kaydedilmistir. Engellilere ve vaslilara yonelik evde bakim
hizmetleri artmistir. Aile ve Sosyal Politikalar Bakanlidl, psi-
ko-sosyal engeli olan kisilerin topluluk icinde yasayabildigi
‘umut evlerini’ acmistir. Evde bakimi saglamak Uzere 52 adet
‘umut evi” aciimistir.

2015 yilina bakildiginda ilk yorum yine kamu personeli olarak
istihdam edilen engelliler hakkindadir: Engelli kisilere tahsis
edilen %3 oranindaki kotanin doldurulmadidr ve bu tirden
24.000°den fazla kadro bos kalmaya devam ettigi belirtilmistir.

Fasil 19: Sosyal Politika ve Istihdam-Sosyal icerme bashdi
alfinda Ulusal istihdam stratejisi icerisinde, engelli Kisileri is-
tihdam etmeyen kurumlar icin cezalar 6ngdérilmekte oldudu;
ancak, s6z konusu grubun hala kamu calisanlarinin %2’sinden
daha az oldugu yorum olarak verilmektedir.

En son 2015 Aralik ayi verilerinde Devlet personel Baskanlig
engelli personel sayisini 9170 kadin, 31.486 erkek olmak Uze-
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financial incentives for the creation of sheltered work places in
private sector, employment opportunities for the disabled in
the public sector has continued to increase.

In the field of fighting against discrimination, (he principle of
non-discrimination on the basis of disability has been added
to National Education Basic Law and Labour Law. In addition
to this, with an arrangement made in the 122. Article of Turkish
Penal Code, a penalty has brought to discriminatory and hate-
sourced applications in economic activities and recruitment;
in March, Turkish Penal Code has been amended to include
“hate and discrimination”. With this amendment, the penal-
ty for language, race, nationality, color, sex, disability, political
opinion, philosophical belief, religion or sect based hate crimes
has been increased.

In new provisions the concept of accessibility has redefined in
accordance with the UN Convention on the Rights of Persons
with Disabilities and provisions relating direct or indirect dlis-
crimination due to disability have been harmonized with the
UN Convention in question. For the principle of accessibility in
urban environment, public transport, electronic services and
the emergency services, improved definitions aligned with the
acquis have been made. New legislation has expanded the
scope of support for the sheltered work places for people with
disabilities. For the salaries of disabled people who work in
mentioned work places, Exchequer support will be provided.

Despite there is no recorded increase in employment disabled
public personnel in the last year, in this regard discriminatory
practices have been observed. Including senior public officials,
the proportion of employees with disabilities is low many
duties. There are legal provisions that constrains people with
disabilities about entering professions of judgeship and pros-
ecution.

According to State Personnel Department’s 2014 statistics,
the number of disabled officials, including 7473 women and
26.605 men, is reported as 34.078 people.

Some progress has been recorded in the transition to commu-
nity-based services. Home care services for the disabled and
elderly has increased. Ministry of Family and Social Policies
has opened “homes of hope” for people with psycho-social
disabilities in which they can live within a community. To pro-
vide care at home, 52 "homes of hope” have been opened.

When looked at the year of 2015, first comment is again about
the disabled people who have been employed as public per-
sonnel: it Is stated that the quota with a rate of 3% allocated
to disabled people has not been filled and more than 24,000
staff of this kind has remained empty.



re 40.656 Kisi olarak ifade edilmis, ilgili rakama 1.950 Kisilik
2015/2 atamalari dahil edildiginde 42.606 kisi olarak belirtil-
mistir,

Ozel sektorde engelliistihdam orani daha da disuktar. Kanun,
engelli kisilerin hakim ve savcilik meslegdine girisleri konusun-
da cesaret kirici olarak elestirilmektedir. Kapsamli bir yaklasi-
min mevcut olmamasi nedeniyle engelli kisilerin istihndaminin
tesvik edilmesine yonelik tedbirlerin sinirli bir etkisi olmustur.

engelli kisiler icin sosyal yardim sis-
temi, kapsanan yararlanicilarin sayisindaki ve kurumsal ve vari
kurumsal bakim merkezleri ve hizmetlerinin kapasitesindeki
artis ile genisletilmistir.

TBMM, konusunda, bir bireysel
sikayet mekanizmasi olusturan BM Engelli Haklar S6zlesmesi
Ihtiyari Protokoli'nt kabul etmistir. Bunlar olumlu gelismeler
olarak ifade edilmektedir. Ancak engelli kisilerin erisiminin ar-
tinimast icin kamu binalarinin uygun hale getiriimesine iliskin
gecis déneminin uzatiimasi engelli kisilerin entegrasyonuna
aykirt bir durum teskil etmektedir.

Evde bakim hizmetleri icin mali tesvik alan kisilerin sayisi da
artmistir. Toplum temelli hizmetlere gecis devam etmistir ve
bu durum bakim hizmetleri sunan Kisiler icin artirilmis rehber-

As a comment it is expressed that Under the title Social Poli-
¢y and Employment - Social Inclusion of Chapter 19, Nation-
al employment strateqy provided penalties for establishments
that do not employ people with disabilities, but the group in
question is still less than 2% of the public employees.

In the latest statistics of December 2015, State Personnel
Department has stated the number of disabled personnel,
including 9.170 women and 31486 men, as 40.656 people,
adding 2015/2 assignments for 1.950 people to the related
number, has indicated the disabled personnel number as
42.606 people.

Private sector employment rate of disabled people is even
lower. The law has been criticized as discouraging people with
disabilities in the issue of entering the professions of judge-
ship and prosecution. Due to the absence of a comprehensive
approach, impact of encouraging employment of people with
disabilities has been limited.

Under the title of Social Protection, social assistance system
for people with disabilities has been expanded with the in-
crease in the number of covered beneficiaries and in the ca-
pacity of institutional and semi-institutional care centers and
Services.

Grand National Assembly of Turkey, in the matter of the inte-
gration of persons with disabilities, has accepted the Option-
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lik ve egitim ihtiyacini beraberinde getirmektedir. Ancak cev-
releri, sosyal tutum ve hizmetlerin kalitesi bakimindan engelli
kisilerin entegrasyonu ve guclendiriimesi konusunda ¢nemli
eksiklikler sirmektedir seklinde verilmistir.

Son ¢ yilda Turkiye'de engellilere yonelik bakim hizmetleri
yoninden cesitli olumlu gelismeler oldugunu séylemek yanlis
olmayacaktir. llerleme raporlarinda da bu gelismeler net ola-
rak ortaya konmaktadir. Ancak calisabilir durumdaki engelli-
lerin isgUcl piyasasina entegrasyonu konusunda eksiklikler
strmektedir. Mevzuatta kota uygulamasi ve korumali isyerleri
ongorulmas, ayrica engelli calisan istihdam eden isverenlere
cesitli tesvik ve hazine yardimlar verilmektedir.

CASGEM, 2015 yilinda imzalanan Erasmus+ projesi kapsamin-
da engelli bireylerin isglicine katihimini arttirmak icin destekli
istihdam uzmanlarinin yeterliklerinin belirleyecedi bir projeye
ortak olmustur. Projenin tam adr: Destekli [stihdam Sadlayi-
cilanin (Is Koclari) Yetkinliklerini Arttiracak Egitim ve Kalite
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al Protocol to the UN Convention on the Rights of Persons with
Disabilities that establishes an individual complaints mecha-
nism. These are expressed as positive developments. However,
prolonging the transition period for the conditioning of public
buildings in order to increase the access of people with disa-
bilities, constitutes a contradictory situation for the integration
of persons with disabilities.

The number of the persons who receive financial incentives
for home care services also has increased. Transition to com-
munity-based services has continued and this situation bring
about increased guidance and training need for the people
who provide the care services. However, in terms of their envi-
ronment, social attitude and the quality of services, significant
shortcomings endure about the integration of people with dis-
abilities and the strengthening of this integration.

It would be fair to say that in last three years, in terms of care
services for people with disabilities there are several positive
improvements have taken place in Turkey. These develop-



Araclarinin Gelistirilmesi Projesidir. Proje Erasmus+ (KA2-
Genclik Icin Stratejik Ortaklik) programi kapsaminda Avrupa
Birligi tarafindan finanse edilmektedir. Projenin amaci ulusal
duzeyde AB 2020 engelli hedefleriyle uyumlu sekilde; engelli
istihdaminin acik isglct piyasasinda artinimasi ve surdird-
lebilirliginin sadlanmasi icin Destekli Istihdam Uzmanlarinin
yetkinliklerini ortaya koyabilmektir. Proje 4 farkli tlkeden (Tur-
kiye, Bulgaristan, Portekiz ve Slovenya) 6 ortak kurulus tara-
findan gerceklestirilecektir.

Destekli Istihdam (Supported Employment): Acik isgiicti piya-
sasindaki Ucretli ise erismek ve bu isi devam ettirmek icin en-
gelli bireyler veya dezavantajli gruplarla birlikte calisma yon-
temidir. Engelliistindamini tesvik etmek icin tercih edilecek bir
modeldir. Bu modelde engelli istihdaminda kolaylastirici gore-
vi gorecek is koclar tanimlanmaktadir. fs koglarr uygun pozis-
yonda maasli is arayan engelli bireyleri desteklemek icin 6zel
olarak egitim almis uzmanlardir. Bu model kapsaminda engelli
bireylerin acik isgucl piyasasinda rayic bir Ucret karsiliginda is
akdi ile bagitlanan islerde istihdam edilmesi s6z konusudur.
Engelli bireylere yonelik mesleki editimler 6ngérilmez ancak
isbas! egitimler soz konusudur. Isveren icin ayrica bir tesvik
sistemi dngdrmez. Engelli calisanin is bulmada, ise giriste ve is
strecinde strekli desteklenmesi s6z konusu olacaktir.

Projemiz hakkinda detayll bilgi icin litfen internet
sitelerimizi ziyaret edin:

http://tools4se.info/index.html

http://www.casgem.gov.tr/

Irtibat kisileri:

Betiil D6nmez Oral
betuldonmezoral@gmail.com
betul.donmez@csgh.gov.tr
Kiibra Oztiirk
kubrozturk@gmail.com
kubra.ozturk@csgb.gov.tr
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Tools for SE Specialist

Co-funded by the
Erasmus+ Programme
of the European Union

ments are set out clearly also on progress reports. However,
the deficiencies about the integration of disabled person who
are capable of working to the labour market still maintains.
In the legislation quota implementation and sheltered work
places have been provided, moreover, various incentives and
exchequer aids are being given to employers who employ dlis-
abled workers.

Within the scope of Erasmus+ Project signed in 2015, CASGEM
has become a partner of a project that will be determined by
the adequacy of supported employment specialist to increase
the participation of people with disabilities to the labour
force. Project’s full name is. Project of Developing Training
and Quality Tools to Increase the Competence of Supported
Employment Providers (Job Coaches). he project Is funded
by European Union under the programme Erasmus + (KAZ-
Strategic Partnership for Youth). The purpose of the project
is, In accordance with EU 2020 objectives with disabilities at
the national level: being able to introduce the competencies
of Supported Employment Specialists in order to increase the
employment of persons with disabilities in the open labour
market and ensure sustainability. The project will be carried
out by 6 partner organizations from 4 different countries (Tur-
key, Bulgaria, Portugal and Slovenia).

Supported Employment: A method of working together with
individuals with disabilities or disadvantaged groups in order
to enter reach employment in the open labor market and re-
sume the job. It is a model to be preferred to promote employ-
ment of the disabled. In this model job coaches are identified
who will serve to facilitate the employment of disabled. Job
coaches are specially trained experts to support salaried job
seekers with disabilities in appropriate positions. Within this
model, it is possible for disabled individuals to be employed in
a job concluded with an employment contract, for a fair fee

in the open labour market. Vocational trainings are not fore-
seen for people with disabilities but job-trainings are under
consideration. This model does not foresee a system of incen-
tives also for employers. What is in question, the continuous
support for disabled employees in finding a job, entering a job
and in the work process.

For detailed information about our project, please visit our
websites:

http://tools4se.info/index.html

http,/www.casgem.gov.tr/

Contact Persons:

Betiil Dénmez Oral
betuldonmezoral@gmail.com
betul.donmez@csgb.gov.tr
Kiibra Oztiirk
kubrozturk@gmail.com
kubra.ozturk@csgb.gov.tr
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ORGUTSEL VATANDASLIK
DAVRANISI ve BOYUTLARI

Organizational Citizenship Behavior

and Its Dimensions
-

Betiil DONMEZ ORAL '
CSG Egitim Uzmani




Orgiitsel vatandaglik
davranist kavrami,
toplumsal vatandasiik
kavramindan esinlenilerek
ortaya atilmugtir. Bireylerin
yasadiklari toplumu
benimsemeleri, aidiyet
duyqularinin geligimi,
karsilik beklemeden topluma
olan bagliliklar: orgiit icin
de miimKkitin olmaktadir.

The concept of
organizational citizenship
behavior have been raised
with an inspiration from
social citizenship notion.
Adoption of the society by the
individuals who live in it,
development in their sense of
belonging, their commitment
to society without expecting
anything is also possible for
organizations.
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Orgiitsel vatandaslik davranisi kavrami, toplumsal vatandaslik
kavramindan esinlenilerek ortaya atilmistir. Bireylerin yasa-
diklari toplumu benimsemeleri, aidiyet duygularinin gelisimi,
karsilik beklemeden topluma olan badliliklarr 6rgit icin de
mUmkin olmaktadir.

Orgiitsel vatandashk davranisi alanyazinda cesitli tanimla-
malara sahiptir. Ancak bu tanimlamalardan en yaygini Organ
tarafindan yapilan tanimdir. Buna gére orgltsel vatandaslik
davranisi, OrgUt icindeki calisanlarin gonalltlik esasina daya-
narak yapmis olduklari davranislardir. GOnallulik esasindan
anlasiimasi gereken, calisanlarin gorev tanimlarinin disinda yer
alan davranislari sergilemeleridir. Organ ayrica 6rgutsel vatan-
daslik davranisinin bicimsel 6dul ve ceza sisteminde dikkate
alinmadigindan bahsetmektedir. Yani ¢rgitteki bireyler sergi-
ledikleri davranislar sonucunda herhangi bir ddullendirme va
da cezalandirma beklememektedirler. Uygulamada 6rgutsel
vatandaslik davranisina gore davranan bireylerin, yoneticiler
tarafindan 6dullendiriimekte olduklarina rastlanmaktadir. An-
cak bu 6dullendirme tamamen inisiyatif dogrultusundadir. Bu
acidan bakildiginda aslinda gonulltlik vurgusu tekrar karsimi-
za cikmaktadir. Bununla beraber Organ yapmis oldugu tanim-
da oérgltsel vatandaslik davranisinin bir bitin olarak 6rgltin
hedeflerine ulasmada yardimci oldugundan bahsetmektedir.
Yani 6rgUt icinde bireylerin kendi sorumluluklarinin ve yikim-
[ultklerinin bilincine vararak hareket etmeleri sayesinde 6rgt
hedefine daha kolay ulasacaktir. Ancak bu davranisin anlam
kazanmasl icin drgutteki butin bireylerin ayni dogrultuda dav-
ranmalari gerekmektedir.

Benzer bir tanimlama Greenberg ve Baron tarafindan da ya-
pilmistir. Buna gore orgitsel vatandaslik davranisi, orgutlerde
calisanlarin érgutin bicimsel yolla belirledigi zorunluluklarin
Otesine gecerek istenenden daha fazlasini yapmasidir.
Ozetlemek gerekirse drgitsel vatandaslik davranisi, calisan-
larin islerini zamaninda bitirmeleri, gdrevleri yerine getirirken
gerekli 6zeni gostermeleri, islerini bitirdikleri zaman is arka-
daslarina yardim etmeleri, 6rgit ici dedikodudan kacinmalart,
denetim mekanizmas! olmaksizin 6rgut kurallarina uymalari
gibi davranislart icermektedir. Bu acidan érgitsel vatandashk
davranisi Organ tarafindan “iyi asker davranisi” ya da “iyi asker
sendromu” olarak da adlandinimaktadir.

Orgiitsel Vatandaslik Davranisinin Boyutlari

Orgutsel vatandaslik davranisinin boyutlarl Organ tarafindan
detaylandiriimaktadir. Organ, Orglitsel vatandaslik davranisi-
nin boyutlarini bes grupta incelemektedir. Ozgecilik, vicdan-
ik, nezaket tabanli bilgilendirme, sivil erdem ve centilmenlik
orgltsel vatandaslik davranisinin boyutlarini olusturmaktadir.
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The concept of organizational citizenship behavior have been
raised with an inspiration from social citizenship notion. Adop-
tion of the society by the individuals who live in it, develop-
ment in their sense of belonging, their commitment to society
without expecting anything is also possible for organizations.
Organizational citizenship behavior has varfous definitions in
the field literature. However, the most popular of these defi-
nitions is the one made by Organ. According to this, organi-
zational citizenship behaviors are the behaviors conducted by
the employees within an organization on the basis of volunta-
riness. What is needed to be understood from the principle of
voluntariness is exhibiting behaviors that fall outside of emp-
loyees’ job descriptions. Organ also mentions that organizati-
onal citizenship behavior has not taken into consideration in
the formal reward and punishment systems. In other words,
individuals in an organization do not expect any kind of reward
or punishment as a result of their behaviors. In practice, it Is
seen that individuals who act according to organizational ci-
tizenship behavior, are being rewarded by their managers.
However, this rewarding Is entirely based on personal initiati-
ve. From this point of view the emphasis of voluntariness oc-
curs again. Nevertheless, in his definition Organ also mentions
that organizational citizenship behavior assists in achieving
the objectives of the organization as a whole. That is to Say,
by virtue of individuals” acts realized with awareness of their
responsibilities and obligations within the organization, the
organization will reach its goals easily. Yet, for this behavior to
gain meaning all individuals in an organization required to act
in the same direction.

A similar definition was also made by Greenberg and Baron.
According to this, organizational citizenship behavior Is the act
of organization workers who do more than what was reques-
ted, going beyond the requirements formally determined by
the organization.

To sum up, organizational citizenship behavior includes emp-
loyee behaviors such as finishing their work in time, showing
diligence while performing their tasks, helping their colleagu-
es when they finish their own task, avoiding gossips within
organization, complying with the rules of the organization
without any control mechanism. In this respect, organizational
citizenship behavior is also called “good soldier behavior” or
“good soldier syndrome” by Organ.

Dimensions of Organizational Citizenship Behavior

The dimensions of organizational citizenship behavior are
elaborated by Organ. Organ observes the dimension of or-
ganizational citizenship behavior in five groups. Altruism,
consclentiousness, courtesy-based informing, civic virtue and
sportsmanship are the dimensions of organizational citizens-
hip behavior.



0zgecilik

Ozgecilik ya da dzverili olma, 6rgut icinde ortaya cikan sorun-
larin ¢ozuminde 6rglt bireylerinin birbirlerine yardim etmesi-
dir. Calisanlar tarafindan yapilan bir davranisin 6zgecilik olarak
degerlendirilebilmesi icin 6rgit menfaatine yonelik olmasi,
is ile ilgili olmasl, birbirlerine yardim etme amaci olmasl, ya-
pilan davranislarin tamamen gonulld olmasi, isle ilgili sorun
cikmasini onlemeye yonelik davranislar olmasi gerekmekte-
dir. Yardimseverlikle buyUk oranda benzerlik tasiyan 6zgecilik
davranisi sayesinde OrgUt icinde meydana gelen catismalar
minimize edilerek calisma barisi saglanir.

Vicdanlilik

Vicdanllik davranist, 6rgutin calisanlarindan bekledigi bicim-
sel davranislardan daha fazlasinin ¢alisanlar tarafindan gonul-
Ui olarak ve karsilik beklemeden yapiimasidir. Is zamaninin
verimli kullanimi, ise devamlilik, zamana uyma konusunda
hassasiyet, orgut tarafindan verilen kaynaklarin israf edil-
memesi, islerin yetismemesi durumunda fazla mesai dcreti
beklemeden calisma gibi davranislar tipik vicdanllik davranis-
larindandir. Vicdanlilik davranisi kurallarin icsellestirilmesi so-
nucunda ortaya ¢ikar. Calisanlar kendilerini sorgulayarak 6rgit
menfaatine en uygun ahlaki davranisi gelistirirler. Bu sayede
calisanlar herhangi bir denetim mekanizmasi olmaksizin ku-
rallara uyarlar. Vicdanlilik ile 6zgecilik birbirine benzemektedir.

Altruism

Altruism or being selfless is the helping behavior of employees
to each other in the solution of problems that occur within the
organization. For workers’ behavior to be regarded as altruism,
it requires to be intended to the interests of the organization,
to be related to the business, to aim helping each other, to
be entirely voluntary, to be directed to prevent possible prob-
lems concerning work. By virtue of altruistic behavior that has
great similarities with benevolence, conflicts occurring within
the organization can be minimized and labour peace can be
achieved.

Conscientiousness

Conscientiousness behavior is the act of organization workers
who do more than the formal behaviors requested by the or-
ganization, voluntarily and without expecting anything in re-
turn. Efficient use of work time, permanence, sensitive about
complying time, not wasting the resources provided by the or-
ganization, in case of running short on work working without
expecting overtime wage are among typical conscientious-
ness behaviors. Conscientiousness behavior arises as a result
of the internalization of rules. Employees develop the most
appropriate moral behavior for the benefit of organization by
questioning themselves. In this way, employees obey the rules
without any control mechanism. Conscientiousness and altru-
ism are quite similar. Because benevolence is their basis. And
the main difference between them is while conscientiousness
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Cunku temelinde yardimseverlik bulunmaktadir. Aralarindaki
temel fark ise vicdanlilik davranisinda odak nokta orgut iken
6zgecilik de odak nokta bireydir.

Nezaket Tabanl Bilgilendirme

Orgttn ortak amaclar dogrultusunda, 6rgut bireylerinin bir-
birleriyle etkilesim icinde olarak, alinan kararlarin birbirleriyle
paylasimi ve bireylerin birbirlerini gelismelerden haberdar et-
meleri seklindeki kolektif ve olumlu davranislar nezaket davra-
nislaridir. Orgiitse vatandaslik davranisinin boyutlarindan olan
nezaket Organ tarafindan ortaya atimistir.

Nezaket tabanli bilgilendirme, orgutte bir karar alinmadan
once, o kararin etkileyecedi kisilerin bilgilendiriimesi, cali-
sanlarin fikirlerinin alinmasl seklinde ortaya cikmaktadir. Do-
layisiyla bu davranis ile ¢cikmasi muhtemel sorunlarin ¢nlne
gecilmektedir. Tipki 6zgecilik davranisi gibi nezaket tabanli bil-
gilendirmede de yardimseverlik basat rol oynamaktadir. Bu iki
kavramin farki davranisin devreye girdigi zamandir. Ozgecilik
davranisi reaktif iken nezaket tabanl bilgilendirme proaktiftir.
Ozgecilik, problem ortaya ciktiktan sonra problemin ¢ozim
asamasinda devreye girmektedir. Nezaket tabanli bilgilendir-
me ise problemin dnlenmesi icin alinmasi gereken tedbirlerin
ongorulmesi ve icrasl asamasinda devreye girmektedir.,

Sivil Erdem

Sivil erdem, ¢rglt bireylerinin 6rgut yonetimine aktif katilimi,
orgutin cevresindeki tehdit ve firsatlarin izlenmesi ve 6rgit
cikarlarinin gozetilmesi gibi davranislardan olusmaktadir. Bi-
reyler katilimi zorunlu olmayan toplantilara katilarak, 6rgUtin
hedeflerine ulasmada ve etkinligin artmasinda aktif rol alirlar.
Sivil erdem davranisi, ¢rgite yonelik bir davranistir. Calisan-
lar bilincli olarak ve 6rglt lehine olacak sekilde bu davranisi
gerceklestirmektedirler. Orgut tarafindan verilen gunlik islerin
yaninda Orglt gelisimine ve imajina katkl saglama ve orgute
bagllik sivil erdem davranislarindandir.

Centilmenlik

Centilmenlik davranisi, érgUtte bireylerin karsilastiklari sorun-
lari ya da zorluklari sikayet etmeden kabul etmedir. Centilmen
birey diger kisiler tarafindan rahatsiz edilmeleri durumunda
asin tepki gostermek yerine hosgoérult davranmaktadirlar.
Islerin yolunda gitmemesi durumunda moralini bozmadan
olaylara olumlu bakan, baskalarinin kendinden farkli dustnce-
lerine saygi gosteren kisiler centilmendirler. Centilmenlik dav-
ranisinda karslilasilan zorluklarla kacinmadan, sikayet etmeden
mcadele etmek esastir.
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behavior’s focus is organization, in altruism the focal point Is
the individual

Courtesy-based Informing

In accordance with the common objectives of the organizati-
on, collective and positive behaviors of the organization’s in-
dividuals such as in interaction with each other, sharing taken
decisions with each other and informing each other about the
developments are behaviors of courtesy. Courtesy, as of one
of the dimensions of organizational citizenship behavior was
introduced by Organ.

Courtesy based-informing shows itself as informing the pe-
ople that will be affected by a decision and taking employee’s
ideas before taking a decision within organization. So with this
behavior the emergence of potential problems can be avoi-
ded. Just like altruistic behavior, benevolence has a chief role
at courtesy-based informing. The difference between these
two concepts is the time of engaging behavior. While behavior
of altruism Is reactive, courtesy-based informing is pro-active,
Altruism takes place after the occurrence of a problem, at the
stage of solution. And courtesy-based informing becomes a
part of the activity, at the stage of estimating and execution of
the measures required to prevent a problem.

Civic Virtue

Civic virtue consists of behaviors such as, active participation of
organization individuals to management of the organization,
monitoring the threats and opportunities around the
organization and protection of organization’s interests. By
attending to the meetings with noncompulsory participation,
individuals play a part in reaching organization’s objectives
and in increasing its efficiency. Civic virtue IS an organization-
oriented  behavior.  Employees perform this behavior
consciously and in favor of the organization. Besides the daily
tasks given by the organization, contributing to development
and public image of the organization and commitment to
organization are some of the civic virtue behaviors.

Sportsmanship

Behavior of sportsmanship Is recognition of problems or chal-
lenges faced by individuals in an organization, without comp-
laining. In case of being bothered by other people, a gentle
person gives a fair quarter instead of overreacting. Persons
who have a positive look on things without demoralizing when
works go awry and who respect other people’s ideas different
from theirs, are gentle persons. In sportsmanship behavior it is
fundamental to struggle with encountered challenges without
complaining.
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Bilimsel arastirmalar,
yaslandikca ogrenme
yeteneginde diistig
olmadigini sadece dgrenme
stiresinin arttigini
gostermigtir. Bu durum
egitimin, degisim icin
kullanilacak bir sihirli
degnek deqgil degisimi
saglayabilecek bir siireg
oldugunun kanitidir.

Scientific researches have
shown that there is no loss

in the ability of learning in
the process of aging, only

an increase in learning
duration. This situation
proves that education is not a
magic wand that can be used
for change but a process that
can provide change.



Calisma hayati, bircok sorunu icermektedir. Bu sorunlarin ¢o-
zUmunde mevcut calisanlarin yani yetiskinlerin egitiminin dne-
mi byuktar. Yetiskin, kendi hayatinr yonetme sorumlulugunu
Ustlenmis, kendi kararlarini verebilen ve sonuclarini kabulle-
nebilecedi olgunluga erismis bireydir. Belirli bir yasanmislida
bagli olarak hayati algilar ve ona gore hareket eder. Egitim ise
bireyin davranisinda, kendi yasantisi yoluyla ve istenilen yonde
(egitimin amaclarina uygun olarak) degisim meydana getirme
strecidir. Pedagoji (cocuk ve gencler icin) ve Andragoji (yetis-
kinler icin) olarak iki dala ayrilir.

19. yUzyila kadar yetiskinlerin 6grenme kapasitelerinin olma-
digi varsayilmistir ancak bu varsayimlarin aksine bilimsel aras-
tirmalar, yaslandikca 6grenme yetenegdinde dusus olmadigin
sadece dgrenme sUresinin arttigini gostermistir. Bu durum
egitimin, degisim icin kullanilacak bir sihirli degnek degil de-
gisimi saglayabilecek bir stire¢ oldugunun kanitidir. Bu strecin
dodru yonetilmesi beklenen katkiyr saglamak icin dnemlidir.
Yetiskin egitimi strecinin dogru yonetilmesi icin dikkat edil-
mesi gereken baslica hususlar soyledir:

o Yetiskinler benlik kavrami gelismis insanlardir. Ayri bir
birey olarak degerlendiriimek ve ilgi gdrmek isterler. O
nedenle eger mimkuinse egitimin basinda katiimcilarla
teker teker tanisiimalidir. Buna ek olarak egitim salonu-
nun fiziksel ve psikolojik ortaminin rahat olmasi ¢nemli-
dir. Yetiskinler, rahat bir ortamda egitime katki yapmak ve
bu katkilari icin takdir gérmek isterler. Ayrica yetiskinler,
kendileri icin egitime gelen kisiyle ilgili 6nyargili olabil-
mektedirler. Bu nedenle egitici, katilimcilarin karsisina
yanlis bir ilk izlenim birakmadan ¢ikmalidir.

*  Yetiskinler kendi belirlemedikleri ve dzellikle kendi-
lerini kisitlayan kurallara karsi diren¢ gdsterirler. Bu
nedenle egitim alan grubun, egitimin basinda kurallarini
kendi belirlemesi 6nemlidir (ara verme streleri, telefon
kullanimi, s6z alma vs. gibi konularda). Bu kurallar mim-
kin oldudunca serbest hareket etmeye ve serbest iletisi-
me izin vermelidir.

*  Yetiskinler egitime etkin olarak katilmak isterler. Uzun
streli tek yonlu egitim, katiimailarin egitim disindaki ha-
yatlarina, sorunlarina odaklanmasina neden olur. Yetis-
kinler egitimin bir parcasi olmak isterler. O nedenle grup
calismalari gibi faaliyetlerin oldugu etkilesimli bir egitim
ortamina ihtiya¢ duyulabilmektedir.

e Yetiskinler daha cok kendi kendilerine ve bagimsiz ola-

rak dgrenmeyi tercih ederler. Kendileri kesfetmeden bir
sonucu 6zimsemek istemezler. Bu nedenle uygulamali
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Working life involves many problems. In the solution of these
problems education of existing employees, namely adults has
great importance. An adult is an individual who has underta-
ken the responsibility of managing his/her own life, who can
make his/her own decisions and reach the maturity to accept
the consequences of these decisions. An adult perceives life
depending upon a particular experience and acts according
to it. And education is a process of creating a change in an
individual’s behavior through his/her own experience and in a
desired direction (in accordance with training purposes). Edu-
cation Is divided into two branches as Pedagogy (for children
and adolescents) and Andragogy (for adults).

Until the 19th century it was assumed that adults have no ca-
pacity of learning but on the contrary of these assumptions,
sclentific researches have shown that there Is no loss in the
ability of learning in the process of aging, only an increase in
learning duration. This situation proves that education is not
a magic wand that can be used for change but a process that
can provide change. Proper management of this process Is
significant for providing expected contribution. The main po-
ints to be considered for proper management of adult educa-
tion process are as follows:

e Adults are persons who have a sophisticated self-con-
cept. They want to be considered as a distinct individual
and get attention. For this reason, If possible it is need to
get acquainted with participants individually at the be-
ginning of the education. In addition to this, comfort of
the physical and psychologic atmosphere of the training
hall has great importance. Adults would like to contri-
bute to training in a comfortable environment and see
appreciation for their contributions. Moreover, adults can
be biased about the person who comes to train them.
Therefore, the trainer should come before the attendees
without creating a wrong first impression.

o Adults show resistance to the rules not determined
by themselves and especially the ones which restrict
them. For this reason, it is important for the group re-
ceiving training to determine their own rules (about the
issues such as break durations, usage of cellphones, ob-
taining permission to speak, etc.) at the beginning of the
education. These rules must allow free acts and free com-
munication.

e Adults wish to actively participate in the training. A
one-way long-term education leads the attendees to fo-
cus on their life and problems outside the training. Adults
desire to a part of the training. Therefore they can be in
need of an interactive education environment where the-
re are events such as group works.



egitimler oldukca faydalidir. Bu konuda editicinin, egitimi
veren roltnden cok egitimin alinmasini kolaylastiran roli-
ny Ustlenmesi gerekir.

*  Yetiskinlerin tecriibeleri egitimlerde énemli yer tutar.
Yetiskinler, 6greneceklerinin kendi tecribeleriyle bagini
mutlaka sorgular. Bu sayede editimin kendileri icin ¢ne-
mini daha fazla hissedebilir ve ¢§renmeye dikkat kesile-
bilirler. Bu nedenle egitimlerde Kisilerin tecribelerinden
faydalaniimalidir.

*  Yetiskinler, cocuk ve genclere gore daha gercekcidir-
ler. Hayali olgulara veya durumlara hitap eden egitimler
yetiskinlerin ilgisini cekmez. Bu nedenle egitimde gercek
hayattan ¢rneklerin kullaniimasi tavsiye edilir.

*  Yetiskinler bugiin karsi karsiya oldugu sorunlara ¢6ziim
getirebilecek 6grenmelere ilgi duyarlar. Egitimde gecir-
dikleri stire ve gosterecekleri ilgi onlar icin cok degerlidir.,
0 nedenle bir ihtiyacina doyum getirmeyen 6grenmeleri
kabule hazir degillerdir. O nedenle egitim icerigi olusturu-
lurken katiimer profili incelenmelidir.

Bunlara ek olarak, yetiskinler gtdulenmeye ihtiya¢ duyarlar.
Katilmis olduklar egitimle neleri basaracaklarini bilmeleri, ye-
tiskinlerin egitimin sonunda hedeflenen degisime daha rahat
uyum goéstermelerini saglar. Bu nedenle tekrar ve pekistirme-
lerin yapiimasi, konunun éneminin yinelenmesi gerekmekte-
dir.

Tum bu hususlar dastnaldigunde, egitimin oldukca iyi bir
planlama gerektirdigi ortaya ¢ikmaktadir. Bu anlamda egiti-
mi kolay bir stire¢ olarak distinemeyiz. Ancak, egitim mut-
laka karsilanmasi gereken bir ihtiyactir ve unutulmamalidir ki
egitim eksikliginin giderilmesi icin gereken zaman ve maliyet,
egitim eksikliginin neden oldugu zaman ve maliyet kaybindan
¢ok daha dusuktar.

e Adults mostly prefer to learn by themselves and in-
dependently. They do not want to adopt a result before
they discover themselves. For this reason practical trai-
nings are very useful. In this regarad, the trainer should un-
dertake a role that will ease receiving the training rather
than a role of a person who teaches.

o Adults ‘experiences has a significant place in the tra-
inings. Adults question the connection what they are
going to learn with their experiences by all means. In
this way they can feel the importance of the training for
themselves and pay more attention to learning. Therefore
it should be benefited from personal experiences in the
trainings.

o Adults are more realistic with regard to children and
adolescents. [rainings appealing to imaginary facts or
situations do not attract adults. Hence, using real life
examples in trainings Iis recommended.

o Adults are interested in learning that can bring solu-
tions to the problems they face today. he time they
spend in training and the attention they have to pat is
valuable for them. Therefore, they are not readly to accept
educations that will bring satisfaction to a need. For his
reason, while creating the context of the training, partici-
pant profile must be examined.

Additionally, adults need to be motivated. Knowing what they
will be able to achieve with the training they attend. helps
aqults to adapt easily to the intended change at the end of
training. Therefore, repetitions and reinforcements should be
done and the importance of the subject must be emphasized.
When all these factors are considered, it becomes evident that
training requires a pretty good planning. In this sense we can-
not think of education as an easy process. However, education
is @ need which must be fulfilled necessarily and it should not
be forgotten that necessary time and cost to eliminate lack of
education is much lower that the loss of time and cost caused
by lack of education.
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SAGLIK SEKTORUNDE
CALISANLARIN KARSILASTIKLARI
PSIKO-SOSYAL RISKLER

Psychosocial Risks Faced By Health
Sector Employees




Saglik calisanlarinin
psikososyal risklerden
korunmalari gerektigi
acikiir. Saglik calisanlarinin
en sik karsilagtiklar: riskler
Avrupa Calisma Kosullari
Aragtirmast sonuglarina
gore ¢alisma saatleri,
siddet, madde kullanimi,
stres ve tiikenmislik olarak
belirlenmuigtir.

It is evident that health
employees must be protected
from psychosocial risks.
With regard to the results
of European Working
Conditions Survey, most
common risks faced by
health employees are
designated as working hours,
violence, substance abuse,
stress and fatigue.
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Psikososyal riskler isin tasarimindan, yonetiminden ve sosyal
ve Orgutsel iceriginden kaynaklanan psikolojik ya da fiziksel
zarara neden olma potansiyeli olarak tanimlanir. Besinci
Avrupa Calisma Kosullar Arastirmasi sonuclarina gore;

« Saglik sektort calisanlan diger sektorlerde calisanlar
arasinda duygularini géstermeme konusunda en yUksek
ylzdeye sahiptir.

«  Saglik sektord, calisanlarin olumsuz sosyal davranisa (fi-
ziksel ve sozel siddet, yildirma) maruz kalmada en yik-
sek ylUzdeye sahip sektordr,

*  Is guvencesi acisindan orgutsel degisim nispeten yiiksek-
tir.

« Saghk sektort calisanlarin is glvencesinin olmadigi sek-
torler arasinda ikinci blyUk ytzdeye sahip sektordur.

«  Bu hususlar dikkate alindiginda saglik calisanlarinin psi-
kososyal risklerden korunmalart gerektigi aciktir. Saglik
calisanlarinin en sik karsilastiklari riskler Avrupa Calisma
Kosullari Arastirmast sonuclarina goére calisma saatleri,
siddet, madde kullanimi, stres ve tikenmislik olarak be-
lirlenmistir.

Hastaneler ayni anda birden fazla isin yapildidr;
ilgilenilmesi gereken kisi sayisinin fazla oldugu ve saglk
hizmetlerinin 24 saat boyunca kesintisiz verildigi yerlerdir.

Codu sadlik kurulusunda ozellikle hastanelerde calisanlar no-
bet tutar, vardivall calisma ve gece calismasi yapar. Calisma
saatlerinin uzun olmasi ve yetersiz dinlenme aralariyla calisma
yorgunluda yol acar. Yorgunluk dikkatin azalmasli, odaklan-
mada gUclik, problem ¢6zme verimliliginin azalmasi, hafiza,
iletisim ve karar verme gucligu, gibi sorunlara yol acar. Bu-
nun vyani sira ekonomik baskilar sadlik calisanlarini ikinci bir
is aramaya, ekstra vardiyaya veya daha uzun slre calismaya
zorlayabilir. Bu durum uyumaya daha da az zaman ayrilma-
sina yol acar.

Yetersiz uyku:

« 24 saaticerisinde 5 saatten az uyumak bilissel yetenekler-
de azalmaya neden olur.

«  Bir guin/gece uykusunu kacirma bilissel performansta %
25; iki gtin/gece uykusunu kacirma ise % 40'a varan di-
stse yol acar.

«  Odaklanma ve yogunlasmanin azalmasina yol acabilir.

«  Uykusuzluk iste uyuyakalma ile sonuclanabilir.

«  Stres ve yorgunluk dizeyinde artisa neden olur.

«  Fiziksel hastaliklara da yol acabilir. Calismalar gece var-
diyasinda calismanin hemsireler arasinda gogus kanseri
riskinin artmasinda etkisi oldugunu gostermistir.
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Psychosocial risks are defined as the potential of causing psSyc-
hologic or physical harms due to job design, management and
its social and organizational context. According to the Fifth
European Working Conditions Survey’s results,

« Amongst the workers in other sectors, health sector emp-
loyees have the highest percentage of not showing their
feelings.

«  Health sector has the highest percentage between other
sectors with regard to whose employees are being subje-
cted negative social conduct (physical or verbal violence,
intimidation).

« In terms of employment security organizational change
is relatively high.

« Through other sectors in which the employees do not
have employment security, health sector has the second
largest percentage.

When these issues are taken into consideration, it Is evident
that health employees must be protected from psychosocial
risks. With regard to the results of European Working Condi-
tions Survey, most common risks faced by health employees
are designated as working hours, violence, substance abuse,
stress and fatigue.

Hospitals are the places where more than one job are being
done; the number of people that need care is excessive and
health services are provided without interruption for 24
hours.

In most health establishments, especially in hospitals emplo-
yees be on guard, do shift and night work. Long working hours
and lack of breaks cause fatigue. Tiredness leads to problems
such as reduction of attention, difficulty in focusing, decrease
in the efficiency of problem solving, memory, communicati-
on and decision making difficulties. Additionally, economic
pressures may force health employees to seek a second job, to
work extra shifts or for longer hours. And this leads the emplo-
yee to spare less time for sleeping. Insufficient sleep:

o Sleeping less than 5 hours in 24 hours causes a decrease
in cognitive abilities.

« Missing a day/hight sleep leads to 25% decrease in cog-
nitive performance; and missing two day/night sleep ca-
uses 40% decrease.

e [tmay lead to decreased focus and concentration.

o Sleeplessness can result in falling asleep in work place.

e [tcauses an increase in the levels of stress and tiredness.

e [t can cause to physical illnesses. Researches have shown
that working at night shifts has an effect of increasing risk
of breast cancer among nurses.



Saglik sektoriinde goriilen siddet diger endiistrilerde
calisanlarin yasadigi siddetten farkhlasir.

Saglik calisanlarl hastalarla ve onlarin aileleriyle zor kosullar
altinda bile yakin temas halindedir. Hastalar tibbi durumlari
veya kullandiklari ilaclar yizinden saldirgan tepkiler verebi-
lir. Siddet iceren davranis gecmisleri olabilir veya bu kosullar
nedeniyle sinirli ve dfkeli hissedebilirler. Bu durum saglik kuru-
luslarinda siddetin en cok yogun bakim, yasli bakimi veya acil
bakim servislerinde ¢alisanlar tarafindan bildirilmesini a¢iklar
niteliktedir.

Siddet konusunda yalnizca hasta ve hasta yakinlari tehdit de-
§ildir, calisanlar arasinda da siddet gorulebilir. Fiziki kosullarin
yetersizligi, kotl aydinlatma, glvenlik zafiyeti, is akisinin iyi
duzenlenmemesi, asiri kalabalik, personel yetersizligi siddetin
nedenleri arasindadir.

Siddet olus sekline gore, siddet fiziksel ve psikolojik olarak ay-
rilir, Fiziksel siddet (saldirn) “vlcuda zarar verici ya da kisinin
6zglrlugune kuvvetlice mudahale edici fiziksel kuvvet kullani-
mi” olarak tanimlanir. Psikolojik siddet(duygusal siddet) ise bir
kisi veya grup Uzerinde onlarin fiziksel, zihinsel, ruhsal, ahlaki
veya sosyal gelisimine zarar verebilecek sekilde kasitli baski
olusturulmasi durumudur. Psikolojik siddet, s6zel siddet, mob-
bing/ vildirma, cinsel taciz ve zorbaligi icerir.

Etkili bir koruma icin siddetin nedenleri gozlenmeli ve analiz

edilmelidir. Siddet,

«  Kkisisel hijyen, yemekler ve uyku saatleri ile ilgili belli prog-
ramlardan hastanin memnun olmamasl;

«  Tedavi olamayacadini dustinmesi veya hosuna gitmeye-
cek bir teshis konulmasi ihtimali gibi belirsiz durumlar
hakkinda anksiyete;

«  bir kaza veya operasyon sonrasl travma veya agri;

«  Psikiyatrik faktorler, drnegin hastalarin hemsireler tara-
findan zehirlenme korkusu;

*  Hastaneye kabul edildikten veya yeni bir tesise transfer
edildikten sonra ortama uyum saglayamama; calisanlar-
da adir isyUku, yetersiz techizat ve personel sikintisinin
yol actigi dikkat eksikligi tarafindan tetiklenebilir.

«  Saglik kuruluslarinda siddet olaylarrile ilgili bildirim olmasi
gerekenden azdir ve bu durumun nedenleri arasinda
siddet ve istismarin isin bir parcasi olarak gortlmesi ve
siklikla bunaklik gibi tibbi durumlara baglanmasi,

«  Siddet ve istismarla ilgili kanunlarda aciklik olmamasi,

«  Birolay oldugunda personelin bir sonraki adimda ne ya-
pacaklarini bilmemeleri,

Violence within the health sector differs from the violence
experienced by the workers of other industries.

Health care workers are in close contact with patients and
their families even under difficult conditions. Patients can give
offensive reactions due to their medical condition or the medi-
cations they take. They may have a history of violent behavior
or they may feel frustrated or angry because of these conditi-
ons. This situation explains why violence is being reported by
the employees of health facilities who works at intensive care,
elder care or emergency care Services.

In case of violence, patients and their relatives are not the only
threat, violence can be seen between employees too. The lack
of physical circumstances, poor lighting, and security vulnera-
bility, poorly arranged work flow, overcrowdedness, insuffici-
ent personnel are among the reasons of violence.

Depending on occurance type, violence is divided into two,
namely physical and psychological. Physical violence (attack)
is defined as “using physical force in order to harm body or to
interfere vigorously one’s freedom”. On the other hand, pysc-
hological violence (emotional violence) is a situation in which
pressure Is intentionally applied on a person or a group, in a
manner that can harm their physical, mental, spiritual, moral
and social development. Psychological violence includes ver-
bal assult, mobbing/intimidation, sexual harassement and
bullying.

For an effective protection, the causes of violence should be
observed and analyzed. Violence can be triggered by,

o patient’s dissatisfaction of the programmes related to
personal hygiene, meal and Sleeping hours;

« patient’s anxiety about obscure Situations such as thin-
king that he/she cannot be cured or the possibility of an
undesirable diagnosis,

*  trauma or pain after an accident or an operation;

« psychological factors, for instance, patient’s fear about
being poisoned by nurses;

*  fail to adapt to the environment after being accepted to
the hospital or transferred into a new facility:

o altention deficits on the part of employees caused by
heavy workload, inadequate equipment and shortage of
staff.

e In health care facilities feedback on incidents of violence
are less than it should be and among the reasons of this
situation can be count:

*  Seeing violence and abuse as a part of the job and frequ-
ently connecting it to medical conditions such as demen-
tia;

o the lack of clearity in terms of laws concerning violence
and abuse;
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«  Bazi calisanlarin bir siddet olayini kabul etmenin, yeter-
lilikleri ve kariyerleri Uzerinde kot bir etkisi olacagindan
korkmalari,

«  Kadit islerinden kacinmalari sayilabilir.

Siddet, calisanlarin moralinde, motivasyonunda, bagliliginda,
devamsizliginda ve personel degeri algisinda ve isyerindeki
stres diizeylerinde olumsuz bir etkiye sahiptir. Isveren ilk asa-
mada siddeti ve istismari engellemeli ve boyle bir olay yasan-
diginda personeli desteklemelidir. Diger alanlarda oldugu gibi
siddete verilen tepkiler sektor icerisinde degisiklik gosterir ve
bu tlr durumlarla nasil basa cikilacagi ile ilgili belirli bir yak-
lasim yoktur. Ancak calismalardan elde edilen sonuclar bir
olay sonrasi destekleyici yonetim, personel icin etkili egitim,
personel icin acik ve strekli rehberlik, olayin gerceklestigi du-
rumlarin resmi olarak bildiriimesi, risk degerlendirmesi ve risk
yonetiminin isin bir parcasi olarak strekli gdzden gecirilmesi,
siddet ve istismart yonetmek icin koruyucu yaklasim veacik
ve net bir 6rgltsel kulttrin siddetle mucadelede en 6nemli
adimlar oldugunu gosterir.

Sadlik calisanlari arasinda madde bagimhhdi giderek artan
bir sorundur.

Madde bagimliligi alkol, nikotin, ilac ve uyusturucu gibi fiziksel
veya zihinsel bagimliliga yol acan maddelerin dizenli tiketi-
midir. Is yakantn fazla olmasi, 6lamcul derecede hasta veya
Olmekte olan hastalarla basa ¢cikma, isin gereksinimlerine ye-
tersiz hazirlik, tukenmislik gibi nedenler saglik calisanlarinda
madde badimlili§ginin nedenleri arasinda sayilabilir.

llaclar saglik profesyonelleri tarafindan hastalarini tedavi et-
mek ve onlara yardimcr olmak icin kullanilan birincil araclardan
biridir. llaclarin saglik profesyonelleri tarafindan kottye kulla-
nimi uykusuzluk, depresyon, duygusal stres veya sirt agrisi
gibi “mesru” bir nedenle baslayabilir, sonrasinda kendilerini
kendilerine recete yazarken veya hastalarin ilaclarindan veya
ilac depolarindan ila¢ alirken bulabilirler. Kendi kendine re-
cete yazan sadlik profesyonelleri kendilerini “yalnizca bir kez
olacak” diye ikna ederler. Ne yazik ki bu sekilde ila¢ almanin
altinda yatan nedenler tedavi edilmeden ila¢ kullanimi devam
eder ve artar.

Badimliligi tespit edebilmedeki en ¢nemli bilesen bir insanin
normal zamanlardaki islevlerini esas alarak kisiligini ve uygu-
lamalarini tanimaktir. Bir stre icin saglik profesyonelleri kisi-
sel, ailevi ve profesyonel standartlarini surdurebilirlerve aktif
olarak badimli olmalarina ragmen uzun bir stre basarili bir
sekilde islev gosterebilirler. Ancak sonunda, g6z ardi etmenin
mumkun olmadidi bir kisisel veya davranissal bozulma nokta-
sina ulasacaklardir.
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o staff’s lack of knowledge about what to do in the next
step in case of an incident;

«  some of the employee’s fear about the possibility of bad
influences on their sufficiency and careers, in case of ac-
cepting a violent act;

« avoiding paper works.

Violence has negative effects on employees’ morale, motivati-
on, commitment, absenteeism, perception of personnel value,
and the level of stress in their work place. Employer should
prevent violence and abuse in the first instance and if such
an event occurs should support staff. As in other fields, res-
ponses to violence displays difference within sectors and there
is no specific approach on how to deal with such situations.
However, the results obtained from studies show that suppor-
tive management after an incident, effective training for staff,
clear and continuous guidance for staff, official notification of
the state where the incident took place, risk assessment and
continuous revise of risk management as a part of the job, pre-
ventive approach to manage violence and abuse and a clear
organizational culture are the most significant steps in com-
bating violence.

Amongst health employees substance abuse is a growing
problem.

Substance abuse is the reqular consumption of substances
that causes physical and mental addiction sucaj as alcohol,
nicotine, pharmaceuticals and drugs. Reasons such as having
too much workload, coping with terminally ill or dying pati-
ents, inadequate preparation for job requirements and fatigue
can be count among the causes of substance abuse of healt-
hcare workers.

Medications are one of the primary tools used by health pro-
fessionals in order to treat their patients and help them. Abuse
of drugs by health professionals can begin with a “legitimate”
reason such as sleeplessness, depression, emotional stress or
back pain, afterwards thay may find themselves self-prescri-
bing, or taking their patients” medications or picking up drugs
from pharmaceutical stores. Health professionals who write
presciptions for themselves convince themselves that it Is a
one time’ situation. Unfortunately, in this way use of drugs
continues and increases without underlying reasons are cured.

The most important component in determining an addiction is
to recognize person’s character and practices with respect to
his/her functions in normal times. For a while, health profes-
sionals can maintain their personal, familial and professional
standards and although they are actively addicted, can act
successtully for a long time. But eventually, they will reach a
point of personal or behavioral deterioration where ignoring is
not possible any more.



EU-OSHA (Avrupa Birligi Is Guvenligi ve Saghgr idaresiynin
yaptidr bir arastirmaya gore saglik ve sosyal isler bir sektor
olarak isle ilgili stres, siddet veya siddet tehdidi, zorbalik ve ta-
ciz hakkindaki en yUksek endise oranina sahiptir ve bu durum
strese, ileri boyutlarda ise tikenmislik sendromuna yol acabilir.

Stres caydinci, tehdit edici, uzun sureli, kalicr kacinmanin
onemli oldugu, yogun, tatsiz bir gerginlik durumudur.

Avrupa Komisyonu'na gore sadlik sektortinde stres kaynaklari

o Gorevler (6rnedin asiri kati nitel ve nicel gereklilikler, za-
man baskisi ve son tarhiler, is arkadaslari, hastalar veya
hasta yakinlari tarafindan surekli midahale ve dikkat da-
ditiimasl)

« Istekiroller (rnegin profesyonel tecriive eksikligi, destek
ve vardim eksikligi, onaylanma eksikligi)

« Sosyal cevre/érnegin kott calisma ortami, Gslerle ve is
arkadaslariyla anlasmazliklar, enformasyon eksikligi, per-
sonel eksikligi,

«  Fiziksel ortam/ornegin toksik maddeler, biyolojik etken-
ler, igne yaralanmalari,

«  Kisisel ozellikler/ornegin hata yapmaktan korkma, sosyal
becerilerin ve iletisim becerilerinin yetersiz olmasidir.

According to a research conducted by EU-OSHA (European
Union Occupational Safety and Health Administration), as a
sector, health and social works has the highest anxiety rate
about stress related to job, violence or violence threat, bullying
and harassment and this situation can lead to stress and furt-
hermore to burnout syndrome.

Stress Is a intimitading, threatening, long-term, in which per-
sistent avoidance s important, intense, unpleasant state of
tension. According to European Comission, causes of stress in
health sector are,

e tasks (for example, extremely strict qualitative and qu-
antitative requirements, time pressure and deadlines,
colleagues, continuous interventions or distractions of
patients or their relatives);

« roles at work (for instance lack of professional experience,
lack of support and assistance, lack of approval);

« soclal environment / such as poor working environment,
disputes with superiors and colligues, lac of information,
lack of staff;

«  physical environment /such as toxic substances, biologi-
cal factors, needle injuries;

«  personal features / for example, fear of making mistakes,
insufficient social abilities and communication skills.

The World Health Organization has identified burnout as an
emotional tiredness that occurs with excessive overtime wor-
king and as a result of this, the state of not being able to fulfill
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Dinya Saglik Orgutd tikenmisligi fazla calisma ile ortaya ¢i-
kan asirt bir duygusal yorgunluk ve bunun sonucunda is ve
sorumluluklarini yerine getirememe durumu olarak tanimla-
mistir. Takenmislidi tetikleyen etmenler; zaman baskisi, kat
bir hiyerarsik vapi, memnuniyet ve odul eksikligi, yetersiz
personel liderligi, ilgili enformasyon eksikligi, yonetici personel
tarafindan yetersiz destek, isle ilgili yukler (vardiyall calisma,
gece calismasl, duzensiz calisma saatleri); sosyal catismalar,
iletisim ve etkilesimde zorluk yasanmasi ve ideal olmayan is
orgtlenmesidir.

Stres yonetimi yapilarak stresin olumlu etkileri desteklenir,
olumsuz etkileri azaltiimaya ve yok edilmeye calisilir.

Stres yonetimi, stresle basa cikmak ve yasam kalitesini artir-
mak amactyla, durumu va da duruma verilen tepkileri degis-
tirmektir. En iyi yol drgutsel ve bireysel stres yonetimini birlikte
yUratmekdtir.

Genel bir kural olarak is stresi ile basa ¢ikmak icin calisma ko-
sullarinin iyilestiriimesini saglayan orgutsel énlemlere ¢ncelik
verilmelidir. OrgUtler stresin zararli etkilerini (¢ sekilde onler.
Bunlardan ilki stres kaynaklarini teshis etmek ve sonra azalt-
mak veya yok etmek; ikincisi calisanlarin is stresi hakkindaki
algilarini degistirmelerine yardim etmek ve onlara stres dene-
yimi kazandirmak ve son olarak calisanlara stresin sonuclari
hakkinda bilgi vermek ve stresle daha etkili mlcadele edebil-
me konusunda yardimci olmaktir.

Calisanlarin kararlara katilimini saglamak, yonetimle iletisime
izin vermek: calisma kosullarinin iyilestirilmesi, érgutsel du-
zeyde sosyal destek saglanmasi, calisanlara verilecek egitim
ve danismanlik hizmetleri, is glvenligi saglama, kabul edile-
bilir bir isbélumU yapma, ¢alisanlarin glven duygularini gelis-
tirme, calisanlar arasinda islerin dengeli dadilimi, bireysel ve
orgltsel amac belirleme, dedisim strecini dikkatli planlama,
rollerin iyi tanimlanmasi, performans degerleme sistemlerinin
dodru islemesi, orglt diizeyinde zaman yonetimi gibi 6nlem-
ler alinarak stresin azaltilmasi veya yok edilmesi saglanabilir.

Orgutsel 6nlemlerin yani sira calisanlarin bireysel stres yone-
timini de bilmeleri gerekir. Stresi bireysel olarak yonetmede
degisen kosullara uygun hareket edebilme, ihtiyac duyuldu-
dunda sosyal destek sadlayabilme, is yuklerini ¢nceliklerine
gore siniflandirarak zamani iyi yonetme, sorunlari éngérerek
alternatif ¢cozum onerileri gelistirme ve sogukkanllik yetenedi
kazanma onemli stratejilerdendir. Stresle bireysel olarak basa
clkmak icin onerilen temel yontemlerdavranis degisikliklert,
meditasyon, saglikli beslenme, spor ve egzersiz, masaj, sosyal
ve kulturel faaliyetlere katiimak ve zaman yonetimidir.
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tasks and responsibilities. The factors that trigger burnout are
time pressure, a strict hierarchical structure, lack of satisfac-
tion and rewards, insufficient leadership for the staff, lack of
relevant information, inadequate support by administrative
staff. work-related loads (working in Shifts, night work, irrequ-
lar working hours), social conflicts, experiencing difficulties on
communication and interaction and work organization which
is not ideal.

By conducting stress management positive effects of stress
are supported and negative ones are endeavoured to be
reduced or dispelled.

Stress management is altering a situation or the responses to
that situation, in order to cope with stress and improve life qu-
ality. The best way Is to carry out organizational and individual
stress management together.

As a general rule, to deal with occupational stress, priority
should be given to the organizational measures providing
the improvement of work conditions. Organizations prevent
the harmful effects of stress in three ways. First of them s to
identify the causes of stress and reduce or dispel them; se-
cond is to help employees to change their perception about
occupational stress and make them to gain Stress experience
and final one is to give information to workers about the re-
sults of stress and assist them in struggling with stress more
effectively.

Stress can be reduced or eliminated by taking measures such
as ensuring the participation of employees in decisions, al-
lowing communication with management, improving working
circumstances, providing social support at the organizational
level. training and consultancy services to be provided to emp-
loyees, providing job security, doing acceptable labour divisi-
on, developing employees’ confidence, balanced distribution
of work among employees, determining individual and orga-
nizational purposes, planning the process of change carefully,
well defined roles, proper functioning of the performance
appraisal system, time management at organizational level.

Besides organizational measures, employees should know
individual stress management. In case of managing Stress
individually acting in accordance with changing circumstan-
ces, providing social support when needed, managing time
properly by classifying workloads according to their priority,
developing alternative solutions by anticipating the problems
and gaining the skill of calmness are some of the important
strategies. Basic methods suggested to deal with stress on in-
dividual basis are behavior changes, meditation, healthy diet,
sports and exercise, massage, participating in social and cultu-
ral events and time management.
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Soldan Saga Yukaridan Asadiya

1. Maltlluk sigortasinda aranan kosullari tasiyan sigortaliya baglanan aylik

5. Belli kisi ya da kisi birliklerine kanun tarafindan taninmis hukuki nitelik,
yetki belgesi

7. Calisanin ¢esitli sebeplerle isten ¢cikariimasi durumunda isveren tarafindan
verilen tazminatin adi

9. iktisadi etkinliklerin siniflandiriimasi sonucu birbirine benzeyen ya da ayni
nitelikte olan ¢alisma dallarinin her biri

11. Belli bir toplulugun yararlarini korumak icin kurulmus dernek

12. Sozlesme

13. Uriin, mal alim-satimi.

17. s giiciiniin karsiligi olan para veya mal

19. Kisaca “Avrupa Birligi”

20. Kisaca “Sosyal Sigortalar Kurumu”

23. Calisma hayatiyla ilgili egitim editim, yayin, arastirma ve danismanlik
faaliyetleri yirtten Calisma ve Sosyal Glivenlik Egitim ve Arastirma
Merkezi'nin kisa adlI.

24. Sigorta kuruluslarina badli olanlarin 6demek zorunda olduklari ticret
25. Yasa

26. Yasama organi

28.En az, en dustik

29. Kisaca “Ttirkiye Cumhuriyeti”

32. Hak isci Sendikalari Konfederasyonu’nun kisa adi

33. Korunmanin bir hikiim ile saglanmas! icin yargi organlarina basvurma
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2. Belli bir malin yénetilmesi veya belli bir isin yapilmasi i¢cin gérevlendirilen
kimse/kimseler

3. Bir gorevi, bir isi yasalarin verdigi imkanlara gore, belirli sartlarda
ylrttmeyi saglayan hak, salahiyet

4. s sdzlesmeleri feshedildikten sonra iscilerin calismalari ve isverenin de
iscileri calistirmalari gereken stire

6. Toplumu diizenleyen ve devletin yaptirim giiciini belirleyen yasalarin
batdnd

8. Devrimci Isci Sendikalari Konfederasyonu’nun kisa adi

10. Calisanlarin, yaptiklari isi toplu reddetmesinden kaynaklanan is durdurma
eylemi

14. Nitelikleri bakiminda 30 isgtiniinden fazla stiren is

15. Tarkiye'nin plaka kodu

16. Bir Ulkenin genel islerinden birini idare etmek tizere belirlenen kisi, nazir
18. Turkiye isci Sendikalari Konfederasyonu’nin kisa adi

21. Zarar ddencesi

22. Bir kimsenin 6demeye borclu oldugu seyi gdstermek icin imzaladidi belge
27. Kisaca “Sosyal Guvenlik Kurumu”

30. Sug isleyen kisilere uygulanan yaptirm

31. Aklama, temize ¢ikarma

*Birden fazla kelimeden olusan cevapla bitisik yazilacaktir.

*Bulmacanin cevaplari gelecek sayida verilecektir.

Hazirlayan: Metin Cudi YARDIMCI ¢ CSG Egitim Uzmani



EKIM 2015 BULTEN BULMACA COZUMLERI

Soldan Saga

1. insaat ve diger cesitli miihendislik dallarinin bina, baraj, yol, tiinel gibi
yapilarin insasi ile tadilat, yikim, tesisat déseme gibi islerini kapsayan islerin
genel adi CEVAP:YAPI iSLERI

3. Bir kanunun uygulamasini gdstermek veya emrettigi isleri belirtmek Gizere,
kanuna aykiri olmamak sartiyla ve Danistay’in incelemesinden gecirilerek
Bakanlar Kurulunca cikarilan yazili hukuk kurallarina verilen ad, nizamname
CEVAP: TUZUK

4. Olime, hastaliga, yaralanmaya, hasara veya diger kayiplara sebebiyet
veren istenmeyen olay CEVAP: KAZA

6. Hukuken korunan yarar CEVAP: HAK

7. Iscinin, belirli veya belirsiz bir siire is gdrmeyi ve isverenin de buna karsilik
bir ticret 6demeyi tistlendidi sézlesmenin adi CEVAP: HIZMET

10. Bir meslek alaninda meslegin gerektirdigi bilgi, beceri ve is aliskanliklarini
is icerisinde gelistiren ve 6grencilik haklarindan yararlanan kisi CEVAP: CIRAK

12. 6331 sayili Kanun’a gére ise is saghdi ve givenligi hizmetlerinde
gorevlendirilmek Gizere bakanlikca belgelendirilmis miihendis, mimar veya
teknik eleman olan is gtivenligi profesyoneli CEVAP: UZMAN

15. Belli bir egitim ile kazanilan sistemli bilgi ve becerilere dayall, insanlara
yararli mal iretmek, hizmet vermek ve karsiliginda para kazanmak icin
yapilan, kurallari belirlenmis is CEVAP: MESLEK

16. Tas olusturan minerallerden serpantin veya amfibol gruplarina giren lif
yapil minerallerden birini veya birkacini iceren, akciger kanserlerine neden
olan karisim CEVAP: ASBEST

17. Belirli bir ddnemde veya sartlar altinda, istenmeyen olayin ortaya ¢ikma
olasiligi CEVAP: RISK

18. Calisanlarin is kazasina ugramalarini 6nlemek amaciyla alinmasi gereken
tedbirler dizisinin sagladigi durum CEVAP: ISGUVENLIGI

20. Kanunda ayri tutulan, kapsam disi durum CEVAP: ISTISNA
22. Herhangi bir kaza ya da yasami tehlikeye dustren bir durumda saglik

gérevlilerinin tibbi yardimi saglanincaya kadar yapilan ilacsiz uygulamalar
CEVAP: iLKYARDIM

27. Isyerinde faaliyetin tamamen durmasina sebep olacak tarzda, isveren veya
isveren vekili tarafindan kendi tesebbiist ile veya bir isveren kurulusunun
verdigi karara uyarak iscilerin topluca isten uzaklastiriimasi CEVAP: LOKAVT
28. Uygulamali 6grenme donemindeki kisi CEVAP: STAJYER

30. Ayni gérevde calisan kimseler topluluguna verilen ad CEVAP: EKIP

33. Dogal halde bulunan veya (retilen veya herhangi bir islem sirasinda veya
atik olarak ortaya cikan veya kazara olusan her tiirlii element, bilesik veya
kanisim CEVAP: KIMYASAL

34. Kanuna aykiri davranis CEVAP: SUC

35. Yasa, tuzik, yonetmelik ve diger hukuk kaynaklarinin tima
CEVAP: MEVZUAT

36. Kisaca “kisisel koruyucu donanim” CEVAP: KKD

Yukaridan Asagiya

1. Hukuk kurallarinin bagimsiz mahkemelerce belli bir olaya uygulanmasi
faaliyeti CEVAP:YARGI

2. Bir karara katiimayanlarin karar metninin sonuna yazdiklari gerekce,
aciklama CEVAP:SERH

3. Bir maddenin veya fiziki bir durumun insan sagligina ve/veya cevreye zarar
verme potansiyeli CEVAP:TEHLIKE

5. Toplum hayatinda kisilerin birbiri ile olan iliskilerini diizenleyen ve yaptirim
gliciint devletten alan, uyulmasi zorunlu olan diizenleyici kurallarin timda
CEVAP: HUKUK

8. Borclanilan edimin yerine getirilmesi CEVAP:IFA

9. Tehlikeye neden olabilecek veya tehlikeye maruz birakabilecek bir davranisi
memnu kilmak dnlemek tizere hazirlanan isaret CEVAP:YASAK ISARETI

11. Maden ve tas ocaklari, ulasim araclari, sanayi ve insaat makineleri gibi
islemlerden dodan insan viicudunca hissedilen mekanik salinim hareketi
CEVAP:TITRESIM

13. isyerlerinin faaliyet alanlarina gére tehlike siniflarinin belirlendigi kodun
adi CEVAP: NACE

14. Uluslararasi Calisma Orgtiti'ne gére bedensel, ruhsal ve toplumsal iyilik
hali
CEVAP: SAGLIK

18. Iscinin, isyerinden herhangi bir alacaginin kalmadigini gésteren belge
CEVAP: iBRA

19. insanlari muayene eden, hastalik tanisi koyan kimse, tabip
CEVAP: HEKIM

21. Soru
CEVAP: SUAL

22. Tehlikeli olan unsurun daha az tehlikeli olanla yer degistirilmesi
CEVAP:IKAME

23. Hukuksal korunmanin bir hiikiimle saglanmasi icin yargi organlarina
basvurma
CEVAP: DAVA

24. Kurallara uygun davraniimadiginda karsilasilan uygulama, cezai yaptirim
CEVAP: MUEYYIDE

26. Yasama organi tarafindan yazili olarak ve bu ad altinda cikarilan genel,
stirekli ve soyut hukuk kurali, yasa
CEVAP: KANUN

29. Ulasim yollarinin yayalar ve her tiirlii tasit tarafindan kullaniimasi
CEVAP: TRAFIK

31. Hukuk diizeninin izin vermedidi bir fiili bilerek, isteyerek isleme iradesi
CEVAP: KAST

32. Bir meslegin gerektirdigi bilgi, beceri ve is aliskanliklarini kazanmis kisi
CEVAP: USTA
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