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Abstract

This study aimed to search the lecturers’ (employed at the Eskisehir Osmangazi University, Department of Foreign
Languages) consciousness level and views on strategic planning. Although the population includes 70 lecturers at
the department, 46 lecturers participated in the study. Because the number of people in this research was limited,
convergent parallel mixed methods design was used in the study. In the quantitative part of the study, the data
were collected via an instrument called “strategic planning consciousness level instrument,” and in the qualitative
part of the study, the data were collected by the “strategic planning views form.” In the data analysis, Kruskall-
Wallis Test, Mann-Whitney U Test and descriptive analysis techniques were used. The results showed that the
lecturers’ consciousness level of strategic planning and strategic planning belief are low. However, they indicated
that strategic planning is important for an organization and it would motivate the employees and enhance the
organizational belonging. Moreover, they have middle level negative attitude about strategic planning, and they
think that the managers must have the active role in strategic planning.
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Oz

Bu calismada Eskisehir Osmangazi Universitesi Yabanci Diller Boliimii’nde gérevli olan okutmanlarin stratejik
planlama biling diizeyleri ve stratejik planlama hakkindaki goriisleri arastirilmigtir. Aragtirmanin evrenini sozi
edilen boliimde gorevli olan 70 okutman olusturmakla birlikte arastirmaya 46 okutman katilmistir. Arastirma
kapsamindaki okutmanlarin sayisinin az olmasi sebebiyle aragtirma karma yontem arastirma desenlerinden
yakinsayan paralel desene gore tasarlanmistir. Aragtirmanin nicel veri toplama boliimiinde “stratejik planlama
biling diizeyi 6l¢egi”, nitel veri toplama boliimiinde ise “stratejik planlama gériis formu” kullanilmigtir. Verilerin
analizinde Kruskall-Wallis Testi, Mann-Whitney U Testi ve betimsel analiz teknikleri kullanilmistir. Arastirma
bulgularina gére okutmanlarin stratejik planlama biling diizeylerinin diisiik oldugu goriilmektedir. Arastirmaya
katilan okutmanlar stratejik planlamanin bir 6rgiit i¢in 6nemli oldugunu, planlamadan ¢aligsanlar1 haberdar etmenin
orgiit ¢alisanlarini motive edecegini ve orgiite aidiyet duygusunu arttiracagini belirtmislerdir. Arastirmaya katilan
okutmanlarin stratejik planlama hakkinda orta diizeyde olumsuz tutuma sahip olduklar1 gorilmiistiir ve
yoneticilerin stratejik planlamada aktif rol almalar1 gerektigi ifade edilmistir.
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1. INTRODUCTION

In the world today, there are various factors forcing the individuals and the organisations
to change. Under these conditions, it is necessary for the individuals and the organizations to
react immediately to adapt to the rapid changes and survive in the competitive environment. In
order to react growing needs, the organizations must be able to know themselves and their
environment, and they must be planned. Individuals make plans at different scales throughout
their lives and set targets for themselves. In addition, people plan their lives so as to reach their
aims and decisions. Similarly, the organizations operating in the private and state sector make
plans to survive and organize their investments. Planning includes setting the goals, knowing
the capacity and determining the methods to be followed in order to reach the goals after
examining the environmental factors; therefore, it needs a strategy. According to Floyd (2002),
the methods used to reach the goals vary. Strategy means defining the goals of the organization
after determining the methods to be used and directing the resources after considering the
environmental factors.

In other words, strategy means the methods to be followed while carrying out a work.
Before starting the planned work, it is necessary to set the goals, analyse the capacity, choose
the methods to follow for the goal and find out the shareholders. Strategy, which helps an
organization adapt the rapidly changing environmental factors, is both a process of making
decisions and renovation. It includes revealing the goals of an organization and determining the
resources and methods to be used for those goals. Besides, strategy means deciding on the
vision and mission of an organization (Mintzberg, 2003; cited in Ebner 2012). It is clear that
the strategy means moving in a plan and having some methods to reach the goals after
comparing the present resources to those of the rivals, and the environmental changes as well.

The strategy, which is a comprehensive plan that states the important steps to follow in
order to reach the goals as well as the mission and vision of an organization, decreases the
disadvantages and increases the competitive advantages (Hunger and Wheelen, 2011). It is a
process of deciding and changing the management of organizations intentionally in accordance
with the changing environmental conditions. Therefore, by using a strategy, it is aimed to react
quickly to the environmental factors (Olsen, 2007).

Mintzberg (1996) states that strategy is composed of 5Ps which are the initials of Plan,
Ploy, Pattern, Position and Perspective. As it is stated, strategy is a plan that is formed
intentionally, and it is a guide for people in their actions. It is a ploy, or a manoeuvre, used to
eliminate the opponent. Also, it determines the course of action as a pattern. In addition, strategy
is taking a position, which means taking a place and surviving in the environment where the
organization does business. Moreover, it is a perspective which helps to create a vision shared
by all the members of the organization.

Strategy is deliberately created by the executives in order to achieve the organizational
goals. For this reason, a strategy created for an organization cannot be useful for the others. For
this reason, the strategies must be genuine. As the strategies are created for the benefits of an
organization, they must be expressed clearly and all the members must be informed about it.
The strategies and the plans related to those strategies for the planned future are determined by
the managers or the managerial board of those organizations. The whole work in the
organizations can be the part of strategic management because managers are aware of the fact
that they must direct the organization to the defined goals. During the management process, the
managers at different levels use variety of strategies. Using strategies in an organized way in
the process of management has brought out the term “strategic management” (Bryson, 2004).
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Strategic management helps to make decisions the complex situations. By the help of
new technologies, the managers get lots of information from different fields and levels at an
increasing speed. This information flow may disturb daily managerial work at some time. In
those times, when the managers have to cope with the challenges of daily managerial work,
strategic management is advised to apply.

Strategic management involves not only setting the strategies that are crucial for an
organization to control its environment in order to reach its goals but also making and applying
the decisions to implement those strategies. Therefore, strategic management describes the
managerial process of getting an organization from its position to the desired level. It is not
similar to the daily managerial work because it deals with the basic issues of an organization
(Hannagan, 2001). Moreover, strategic management includes planning the strategies after
research, investigation and evaluation; taking precautions; and the processes taken while
achieving the goals. Using the strategic management approach, the managers evaluate the local
and global conditions, and determine the opportunities and threats. After determining those
threats and opportunities, the managers set the strategic visions (Eren, 2008).

The process of strategic management combines strategic planning, implementation,
performance management elements continuously and in a cyclical way. The answers to some
questions like “Where are we? Where do we want to be? How do we achieve the goals? How
do we measure the development?” show what to accomplish in the phases of strategic
management process (Olsen & Haslett, 2002). One of the most important phases of strategic
management is strategic planning which helps the organizations be aware of themselves,
understand the meaning of their existence, determine their goals and decide on the strategies to
reach those goals.

Strategic planning shows an organization’s implementation of a strategy, the
organization’s goals and the methods to be used in order to achieve those goals (Olsen, 2007).
It started in the 1960s by the term “corporate planning”. The term emerged because there was
a need for a plan which would cover the whole organization. Moreover, strategic planning
includes the short and long term plans of the whole organization. Through those plans, the
managers generate the strategies which would carry the organization to the planned future.
During the period following the corporate planning, it was emphasized by the researchers that
strategic planning must be in the centre of management because ‘“strategic planning” is a
comprehensive process including short and long term plans needed for the achievement of the
goals (Hussey, 1998).

Strategic planning is a way for the organizations to adapt to the changing environment
they operate. It guides the organization in determining the basic decisions and actions. It also
provides information to the organization about (1) where the organization is (mission, structure,
communication, programs, employees skills, budget and supports), (2) where the organization
wants to be (resources available, analysis of interior and exterior environment and vision), (3)
how to reach that place (the methods) (Bryson, 2004). For this reason, it is thought that the
organizations which value the strategic planning would benefit from it in time because planning
would help the organizations to adapt and survive in the competitive environment they operate.

To have a successful planning, people in the organization must believe in the strategic
planning. As some researchers pointed out, one of the most important obstacles in the strategic
planning is that people in the organizations have negative attitudes at the beginning (Baloglu,
Karadag and Karaman, 2008). Moreover, as seen in the studies on educational organizations,
the strategic plans were stored as documents but not put into action (Sahin and Aslan, 2008).
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Strategic planning process is not a duty of only the managerial board but it needs
participation of individuals of all stages in the organization. This participation enables the
organizations to share different point of views and different opportunities. By helping the
organization operate successfully in the dynamic and complex environment, strategic planning
transforms the organizations’ bureaucratic structure into a flexible form and directs the
organization to change (Hunger & Wheelen, 2011). Active participation is considered an
important factor in strategic planning. Therefore, the studies have pointed out that the
individuals in the organization must be included in the strategic planning process and their
contributions must be taken into consideration (Kiigiiksiileymanoglu, 2008). As it is a
comprehensive process which could mean the construction of the future of an organization,
including the all the individuals in the process of strategic planning helps the plans to be more
efficient and increases the individuals’ level of acceptance it. As Altinkurt (2010) stated the
success of the strategic planning is possible if all the members of an organization own it.
Besides, Demirbolat (2005) indicated that embracing the strategic planning has various benefits
to the organization; such as turning it into a learning organization, reacting the changes
immediately and increasing the productivity.

In order to implement the plans successfully, there is a need for the individuals to have
strategic consciousness. If the organizations employ people who have the strategic
consciousness, they can react the changes faster, which would be an important factor for the
strategic planning to achieve the goals (Cetin, 2013).

In the preparation stage of the strategic planning, the coordination must be arranged by
the upper level management. However, the employees at all levels are needed to participate.
This participation not only produces a more effective planning but also individuals’ level of
embracing the plans would be higher since they have contributed to it in the preparation stage.
The strategic plans which communicate an organization’s mission, vision, and capacities make
the employees’ jobs more meaningful. As they know their organization better by knowing their
organization’s goals, capacities and planned investments, the employees strive for the planned
future. This situation is mainly related to the strategic planning consciousness level. It can be
said that in the organizations where people have adequate information about strategic planning
and where they have acquired the importance of strategic planning it can be faster to reach the
goals stated in the plans.

The Problem

As the workforce in the organizations changes in time, the employees’ consciousness
level on the strategic planning is essential because having a consciousness level of planning,
the individuals can contribute to their organization’s plans and work in order to reach the
organizational goals. The employees who contributed to the plans prepared two or three years
ago may not be working in the same organization now. Similarly, the employees who have
started working in the organization may not be aware of the organization’s strategic plan.

Because it is a plan that includes all the people from the top management to the workers
at the lowest level, employees’ level of information about the current strategic plans is seen as
an important factor in the efficiency level of strategic plans as it has been pointed out in the
researches mentioned. Therefore, the employees’ consciousness level of strategic planning is
seen as a problem to be researched.
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The aim of the study

This research aimed to search the lecturers’ (employed at the Eskisehir Osmangazi
University, Department of Foreign Languages) consciousness level and views on strategic
planning. The research aimed to answer the following questions:

1. Is the consciousness level of the lecturers have a significant difference according to
a. their working time in the organization

b. their education level

b4

2. What are the views of the lecturers on “the importance of strategic planning”, “active
role in strategic planning” and “strategic planning consciousness level”?

The significance of the study

The studies about the strategic planning in the educational organizations in Turkey have
been about the teachers’ and the school leaders’ views on and the attitudes towards the strategic
planning. (Kiicliksiileymanoglu, 2004; Altinkurt, 2007; Nartgiin, 1996). In those studies, the
challenges faced during the preparation and implementation stage of the strategic planning were
revealed, and some suggestions were made.

Some other studies focused on the benefits of strategic planning (Isik ve Aypay, 2004),
and the importance of the planning for the educational institutions. As Calik (2003) pointed out
planning is necessary in order to achieve the desired goals and strategic planning has an
important impact on the success. Besides, Cetin (2013) researched the teachers’ and school
leaders’ the consciousness level of strategic planning and the problems faced during the
strategic planning process in the public schools of the Ministry of National Education. The
results showed that the teachers participated in the research had negative attitude towards
strategic planning while the school managers had more positive attitudes. Research also
revealed that there were some problems. For example, the responsibility of preparation and
implementation of strategic planning is on the similar people; there is no harmony between the
shareholders; and also the employees had negative attitude towards strategic planning.

In Turkey, the strategic planning work in the state institutions started after the “Public
Financial Management and Control Law (law no: 5018)” was passed in the parliament. The law
describes the strategic planning as “if is a plan that consists of the short and long term goals of
the public institutions, their basic principles and policies, their aims and priorities, the methods
and resources to be used to reach those goals (Resmi Gazete, 2003, December).” According
to this law, the state institutions’ budgets, investments and annual expenditures would be
determined in parallel with their strategic plans. As the educational institutions have a mission
of providing the individuals with high quality education, it is necessary for those institutions to
employ people who have strategic consciousness.

Apart from the schools of The Ministry of National Education, especially in the
university level, there is a need for research on strategic planning consciousness level. For this
reason, the results of this study are important, as they would give information about strategic
planning consciousness level and views on the strategic planning at university level. In this
study, lecturers’ (who are at the lowest rank in the academic/university hierarchy) strategic
planning consciousness level and views on strategic planning were researched. As Hunger and
Wheelen (2011) suggested, participation in strategic planning and high consciousness level of
strategic planning are beneficial for an organization. Therefore, knowing the lecturers’
consciousness level and their views on the strategic planning would also show the importance
given to the planning in the organization, which also has a significance.
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2. METHOD
Research Model

This research, which aimed to find out the lecturers’ strategic planning consciousness
level and views on strategic planning, was designed in the form of the
convergent parallel mixed methods design. This research design aims to collect complementary
data on the same subject. This method requires collecting and analysing quantitative and
qualitative data similtaneously and combining them in the discussion part (Creswell and Plano
Clark, 2014).

In the quantitative part of the research, data were collected by the instrument developed
by Cetin (2013). The items in the instrument were modified as they would be answered online
and could be saved in one of the researchers’ Google® account. After that the participants were
reached by e-mail. The data were analysed by using the SPSS 16 programme and were
discussed. In the qualitative part of the study, which is the qualitative part, a semi-structured
form that consists of open-ended questions and prepared by the researchers was used. The
answers by the participants were collected and a code (LEC) was assigned to each answer. The
answers were analysed by Nvivo 11 programme Descriptive analysis techniques were applied
in order to analyse the answers. This technique includes summarizing and discussing the results
according to the themes constructed before. Direct quotations are used to reflect the views of
the participants. The aim in this technique is to present and interpret the results in a theme. To
achieve this, the data must be described in a systematic way. After that, those descriptions are
explained, interpreted and the results are shown (Yildirim and Simsek, 2006, p. 224).

Population

The population includes the lecturers employed at Eskisehir Osmangazi University,
Foreign Languages Department. In order to make the research, the researchers had the
permission from the Rectorate of the university. During the research there were 70 lecturers at
the department. In the quantitative part, 46 lecturers participated, which makes the 65% of the
population. In the qualitative part of the population, 26 people participated the study. There are
10 people (21,7%) who has worked between 1-5 years; there are 13 people (28,3%) who has
worked between 6-10 years; there are 11 people (23,9%) who has worked between 11-15 years;
and there are 12 people (26,1%) who has worked over 16 years. Educational status of the
lecturers is as follows: 11 people (23,9 %) have the BA degree, 23 (50%) people have the MA
degree, and 12 people (26,1%) have the education at PhD degree.

In the qualitative phase of the research, 23 lecturers participated which makes the 50%
of the people who answered the instrument. There are 4 people (17,3%) who has worked
between 1-5 years; there are 5 people (21,7%) who has worked between 6-10 years; there are 5
people (21,7%) who has worked between 11-15 years; and there are 9 people (39,1%) who has
worked over 16 years. Educational status of the lecturers, who participated in the qualitative
part is as follows: 4 people (17,3 %) have the BA degree, 15 (65,2%) people have the MA
degree, and 4 people (17,4%) have the education at PhD degree.

Instruments

In the quantitative part of the study, “Strategic Planning Consciousness Level Attitude
Instrument” developed by Cetin (2013) was used. In order to use the instrument, the researchers
got permission from the developer via e-mail. In the qualitative part of the research, a form
prepared by the researchers was used. This form, called “Views of the Strategic Planning”, has
open-ended questions and provides information parallel with the instrument used in the
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quantitative part of the study. The participants’ answers to the questions were put together
according to the themes designed before.

Strategic Planning Consciousness Level Attitude Instrument

The Strategic Planning Consciousness Level Attitude Instrument consists of 14 items
and its content validity, plot study and construct validity studies were done by Cetin (2013).
His studies showed that the instrument had four factors, which are I. The knowledge about
strategic planning (item no: 1,2,3,4), 2. Negative attitude about strategic planning (item no:
5,6,7), 3. Strategic planning belief (item no: 8,9,10,11), 4. Active role in strategic planning
(item no: 12,13,14). The reliability coefficient of the factors in the instrument are as follows: 1.
The knowledge about strategic planning: ,77; 2. Negative attitude about strategic planning: ,71;
3. Strategic planning belief ,71; 4. Active role in strategic planning ,69 (Cetin, 2013). The
instrument was prepared to be applied to the schools in the Ministry of National Education;
therefore, the items in the last factor were modified so that they could be meaningful in the
university context.

Strategic Planning Views Form

Strategic Planning views form, which was developed by the researchers, has six open-
ended questions. The form was designed to get information in parallel with the instrument used
in the first part of the study because the research design needs qualitative and quantitative
information to support each other. The form has two parts. The first part asks questions about
the demographic features of the participants, and in the second part there are 6 questions. With
these questions the participants’ views were asked for on these themes: (1) the importance of
the strategic planning (questions 1 and 5), (2) active role in the strategic planning (questions
2and 4), (3) strategic planning consciousness level (questions 3 and 6).

The questions are as follows:
1. What importance has strategic planning got for the future of the organizations?
2. By whom the strategic planning of an organization should be known?

3. If all the employees are aware of the strategic planning, what would an organization
benefit from it?

4. How do the employees help the managers in the achievement of the goals in the
strategic planning?

5. Do you think the employees must be informed when the goals have been achieved or
not?

a. Yes (Why and how frequently must the employees be informed?)
b. No (Why do you think they must not be informed?)
6. What is your level of information about the strategic plan of your own organization?

The first draft of the form was shown to some professors working at the education
faculties of Anadolu University and Eskisehir Osmangazi University. Based on the professors’
views, the form was completed, and given to the participants.

Data analysis

Data analysis part was carried out in two phases. In the first part, quantitative data were
analysed by using SPSS 16 programme. In the data analysis, the mean values of the answers in
the first part of the research were used to determine the lecturers’ consciousness level. To see
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if the data has normal distribution or not, Kolmogorov-Smirnov test was applied and it was seen
that the data weren’t distributed normally. Therefore, to see the if there is a significant
difference between groups, non-parametric tests (Kruskal- Wallis H and Mann-Whitney U
Test) were applied. In the qualitative part, the data were analysed by Nvivo 11 programme. In
this analysis, descriptive analysis techniques were used.

3. FINDINGS
A. Lecturers’ strategic planning consciousness level

Table 1 shows the lecturers’ strategic planning consciousness level. As it is seen in the
table, the lecturers’ knowledge level is low (mean: 2,0272) in the first factor, which is the
knowledge about strategic planning. In the second factor, which is the negative attitude about
strategic planning, the lecturers are seen to have middle level of negative attitude (mean:
2,8188). In the next factor, strategic planning belief, the lecturers are seen to have middle level
of belief in strategic planning (mean: 2,5815). According to the final factor, which is active role

in strategic planning, the lecturers opinions show that the active role should be on the managers
(mean: 3,5072).

Table 1. Lecturers’ strategic planning consciousness level

Items Low High Mean St. Dev.
1. I have got adequate information about strategic planning. 1,00 5,00 2,0435  1,03186
2. I have got adequate information about Public Financial

Management and Control Law (law no: 5018). 1,00 3,00 1,2826  ,58359
3. I believe that the strategic planning of our organization really

contributes the goals. 1,00 5,00 2,0435 1,03186
4. Being an educator, I believe in and support strategic planning. 1,00 5,00 2,7391  1,23711

Factor 1. The knowledge about strategic planning 1,00 3,75 2,0272  ,69966
5. 1 think strategic planning is paperwork. 1,00 5,00 2,1087 1,05889
6. I think strategic plan is just a document. 1,00 5,00 2,1087  1,26891
7. My views weren’t taken into account in preparation stage of the 1,00 5,00 42391 1,03676

strategic planning.

Factor 2. The negative attitude about strategic planning 1,00 5,00 2,8188  ,80033

8. Strategic planning has brought a new perspective to our

organization. 1,00 4,00 2,1522 91815
9. I believe we had enough training on strategic planning. 1,00 5,00 1,3261  ,81797
10. I believe strategic planning is necessary for the educational 2,00 5,00 42609 92939
organizations.

11. I believe the evaluations made at the end of the strategic 1,00 5,00 2,5870  ,97925
planning are realistic.

Factor 3. Strategic planning belief 1,50 4,00 2,5815  ,56533

12. In the application process of strategic planning, the department
managers have the active role. 1,00 5,00 3,5217  ,96007
13. In the application process of strategic planning, the faculty 1,00 5,00 3,2391 1,03676

managers have the active role.
14. In the application process of strategic planning, the university 1,00 5,00 3,7609  1,09919
management team have the active role.

Factor 4. Active role in strategic planning 1,00 5,00 3,5072  ,89922

The results of the Kolmogorov-Simirnov test (Table 2) show that the data aren’t
distributed normally except the third factor. Therefore, the Kruskall-Wallis H Test was applied
to see if there was a significant difference among the groups in the independent variables of
working time and educational status of the lecturers.
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Table 2. Kolmogorov-Smirnov Test showing the normality of the data

Factors Statistic N Sig.
F1. The knowledge about strategic planning ,176 46 ,001
F2. The negative attitude about strategic planning 171 46 ,002
F3. Strategic planning belief ,097 46 200"
F4. Active role in strategic planning 178 46 ,001
P<.05

As the data weren’t distributed normally, the Kruskall-Wallis H test was applied in order
to see is if there is a difference among the participants in the variables of working time and their
education levels. The results are given in the table 3 and 4.

Consciousness level of the lecturers according to their working time in the organization

Table 3. The results of Kruskall-Walls Test showing the differences among the
groups in the independent variable of working time

Factors Statistic N Sig.
F1. The knowledge about strategic planning Kruskall-Wallis 46 ,423
F2. The negative attitude about strategic planning Kruskall-Wallis 46 ,259
F3. Strategic planning belief Kruskall-Wallis 46 ,128
F4. Active role in strategic planning Kruskall-Wallis 46 ,641

P<.05

As table 3 shows, there is no significant difference among the lecturers in the variable
of working time in the organization. This result shows that although the lecturers working time
in the organization is different, they have similar approaches to strategic planning. The human
resources in an organization changes in time, so it is expected that participation in strategic
planning or the information about it can change in terms of working time in an organization.
However, in this research, it was found out that there is no significant difference among the
people who have been working for different periods of time in the organization. This may show
the fact that there is not enough importance given to strategic planning in the organization.

Consciousness level of the lecturers according to their education level

Table 4. The results of Kruskall-Walls Test showing the differences among the
groups in the independent variable of educational level

Factors Statistic N Sig.
F1. The knowledge about strategic planning Kruskall-Wallis 46 ,948
F2. The negative attitude about strategic planning Kruskall-Wallis 46 951
F3. Strategic planning belief Kruskall-Wallis 46 ,291
F4. Active role in strategic planning Kruskall-Wallis 46 ,034"

P<.05
As table 4 shows, there is a significant difference among the lecturers in the variable of
educational level. The difference is seen in the factor “active role in strategic planning.”
Participation in strategic planning and the individuals’ active contribution to the strategic
planning are important factors in the efficiency of the plans. Therefore, having different
approaches on the active role in strategic planning can be expected. To see the differences
between the groups Mann-Whitney U Test was applied. The results are shown in Table 5.
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Table 5. The Results of Mann-Whitney U Test showing which groups have the
significant difference

Grup 1/Grup 2 Test Statistic Std. Error  Std. Test Statistic Sig.  Adj. Sig.

PhD / BA 7,750 5,639 1,374 , 169,508

PhD / MA 12,104 4,657 2,599 009  ,028%*

BA /MA -4,354 4,957 -,878 380 1,000
P<.05

Table 5 shows that there is a significant difference among the lecturers who has PhD
and who has MA education. According to the test results, the lecturers who have MA education
have higher values (+12,104) than those who have PhD, which means while people with MA
education think the active role must be on the managers, those who have PhD education think
the active role must be shared within the organization. Because the plans cover the whole
organization and the managers are at the most important position in an organization, it is an
expected that the managers must have the active role. As Tokgdz (2012) stated because the
decision making process is in the heart of management, it makes the managers the most
important human resource in an organization. Therefore, the managers lead the employees to
the desired goals by using their leadership skills. In terms of strategic planning, as Besler (2004)
mentioned, the main duty of the managers is planning the operations, investments and the
growth.

B. Lecturers views on the strategic planning

The lecturers were given a form to collect supportive information to the quantitative
data gathered by the instrument on their consciousness level of strategic planning. In this form,
the lecturers were asked some questions about their views on strategic planning. The questions
had the same themes to the ones in the first part of the research. The themes are (i) the
importance of strategic planning, (ii) active role in strategic planning, (iii) strategic planning
the consciousness. The knowledge about strategic planning and strategic planning belief are
thought to be about the strategic planning consciousness. Therefore, the factors are combined
into one theme in this part. The themes gathered in this part of the study are shown in figure 1.
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Figure 1. Views on strategic planning.

i. the importance of strategic planning

According to the answers gathered in the first theme, the importance of strategic
planning, all the participants pointed out that strategic planning is “important” for an
organization. According to the views, the strategic plan is important and informing the
employees would help the organization. Figure 2 shows how strategic planning helps an
organization. According to the participants’ views, strategic planning “increases motivation,
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develops vision, enhances sense of organizational belonging, increases the level of embracing
the plans, provides sustainable success and improvement, creates awareness about the plans”

- Q QO

sl o iy
........... o~ . o iy . BT
" o == e el gy we Wy

- S
1 o, crgEnerascriEi
i i Bailonging

- e -
- - — ]
preeidan
ety T

LA WHOCERRE A
e ek wrnbies o shars e sl
.........

Figure 2. The importance of strategic planning

Some of the answers given to support this view are as follows: Strategic planning is
important; LEC 1: “to achieve a sustainable success and development,” LEC 2: “to develop
the products and the services,” LEC 11: “to determine a vision and mission, and therefore
establishing the goals and to reach those goals,” LEC 12: “the successes are sustainable,”
LEC 13: “it would increase the educational development. Also, it would increase the motivation
of the employees. It would help develop a organizational culture and increase the efficiency of
the educational programmes,” LEC 16: “it is necessary to run the organization completely.”

Some of the views showing why this informing is necessary are as follows: LEC 2: “the
organization’s success and failures must be shared with the employees with the reasons and
results in good or bad times,” LEC 3: “the employees feel that they belong to the organization,”
LEC 5: “it affects the employees’ motivation and performance,” LEC 10: “because the
organization and its strategic plan belong to everybody in the organization,” LEC 14: “the
employees see where they are on the way to the goals.”

The participants’ opinions on the frequency of the informing vary. They think that
informing can be (a) at regular intervals, (b) depends on the organizational culture, (c) once or
twice a year, (d) if the managers need it (see Figure 3).
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Figure 3. The frequency of informing
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Some of the views of the lecturers are as follows: LEC 16: “the employees must be
informed at the beginning, middle and end of the process,” LEC 17: “once or twice a year,”
LEC 19: “they must be informed always,” LEC 3: “the details and the frequency must be
determined as it is necessary,” LEC 15: “the feedback must be as frequent as possible,” LEC
23: “I think it is enough to inform once a year.”

With the answers in this theme, it can be said that the participants think the strategic
planning is important for an organization for some reasons and it provides some help to the
managers and the organization in total. Also, the participants pointed out that informing the
employees about the strategic planning would be beneficial for the organization and the
employees must be informed about the strategic planning process on regular intervals.

ii. active role in strategic planning

The lecturers’ answers to the second theme, active role in strategic planning, showed
that nearly all of the participants (22 of the 23 participants) think that the strategic plan of an
organization must be known by all the employees in an organization. However, one lecturer
(LEC 9) stated that “only the people in charge” must know about it. Some of the views of the
other lecturers are as follows: LEC 17: “everybody must know it (strategic plan) and everybody
must work for its goals.” LEC 11: “the plan must be known by all the employees of the
organization.” LEC 22: “I think people who want to know must know it.” LEC 15: “everybody
in the organization must know it.” LEC 13: “the details of the strategic plans must be known
by some experts in the organization, moreover, each member in the organization must know
their responsibilities and duties.” LEC 7: “the experts on strategic planning must know the
detailed parts of the plans but members must know their duties and responsibilities in order to
achieve the goals.”

In the answers to the question which asks about the employees’ supports to the managers
in achieving the goals, the participants expressed that the employees must help the managers.
In figure 4, the employees’ contributions to the strategic planning can be seen. The findings
indicate that the employees can contribute to their organization by “providing feedback, giving
different views and sharing information, fulfilling their duties and responsibilities.
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Figure 4. The employees’ contributions to the strategic plan

Some of the views in this issue are as follows: LEC 22: “ (the employees) can give
feedback about the process.” LEC 1: “employees can help the managers by achieving the goals
and by working according to their job requirements.” LEC 5: “by playing an active role.” LEC
9: “by doing their duties.” LEC 10: “By giving feedback about the work.” LEC 12: “by giving
feedback about the problems in the process and helping to take precautions on time.” LEC 20:
“Getting information about the strategic planning in an organization helps the managers to see
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the organization from a wider perspective...the employees have a big role in communicating
the bad and good things to the managers.

The answers in the theme active role in strategic planning showed that the participants
think that the whole organization must play an active role in the planning process. In addition,
everybody has a role in strategic planning process. It is stated that the employees can help the
managers by fulfilling their duties.

iii. Strategic planning the consciousness

The answers to the questions in the third theme, strategic planning consciousness, show
that most of the lecturers (92%) expressed that they don’t have adequate information about the
strategic plan of their own organization. Two of them (8%) said they had enough information,
however, 11 of them (48%) expressed they had nearly no information and 10 of them (44%)
said they had no information.

Some of the answers to the questions are as follows: LEC 5: “I have nearly no idea”,
LEC 10: “I have no information”, LEC 17: “Zero. Because no one knows what this organization
knows except the managers.” LEC 19: “Nearly none”. LEC 3: “I have enough information about
the plans but not much detailed’, LEC 1: “very little”, LEC 2: “on the web page of the
organization people can reach the plans. Besides, especially during my graduate studies, I had
the opportunity to share information on the preparation, implementation processes.”

However, all of the lecturers participated in the research stated that being aware of the
strategic plan of the organization contributes to the organization in different ways. Those
contributions are seen in Figure 4. As the participants pointed out strategic planning
consciousness “increases motivation, increases efficiency, improves organizational culture,
increases organizational belonging, improvement in team spirit, and the goals can be reached
easily”

Figure 4. The contributions of strategic planning to the organization.

Some examples of the participants are: LEC 1. “all of the employees become aware of
the organizational goals and this helps reaching the goals,” LEC 19: “it provides all the
employees’ contribution, having an active role, having a team spirit.” LEC 11: “it helps create
an organizational culture,” LEC 12: “When people believe that the energy they spend, the job
they do and the results are meaningful, they work more enthusiastically, which contributes to
the performance directly. LEC 3: “It is important to feel that people belong to that organization.
This would enhance the motivation level. LEC 22: “It would increase the motivation of the
employees in planning process and in their work.”
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The participants’ answers in this theme showed that most of them had no adequate
information about the plans. However, it is stated by the participants that being aware of
strategic planning would contribute the organization in different ways.

Table 6 shows the summary of the participants views on strategic planning, the themes,
the views on these themes and the main ideas in the qualitative part of the research.

Table 6. The views of Strategic Planning

Themes Main Ideas Explanatory Examples
Provides sustainable success and development.
Strategic planning has an important Provides a shared mission.
role in an organization. Improves the vision.
Increases the motivation
.The Establishes awareness about the plans.
importance of . . . .. .
strategic The employees n.luSt be informed when | Provides fee.-lmg'of .orgamzatlonal belonging.
planning the goals are achieved. Employees interiorise the plans.

On regular intervals.
Depends on the organizational culture.
The frequency of informing? Once or twice a year.

If the managers need.

Everybody must know and be directed to the goals.
Strategic plans must be known by all All the employees must know.
the members of the organization. The experts about the strategic planning must know

Active role in well and everybody must contribute.

strateg.qc Fulfilling their duties and responsibilities to achieve the
planning
The employees must help the managers | goals.
to reach the goals by Providing feedback.
Providing different views and sharing information.
I have no idea about the strategic plan I'have 1nformat10n’ (2 people, 8%). o
of my organization (92%). I have (negrly) no idea (11 people, 48%).
I have no idea (10 people, 44%).
Strategic Reaching the goals becomes easier.
planning Increases efficiency.
consciousness | Strategic planning is beneficial for an Increases organizational belonging.
organization. Increases motivation.
Develops teams spirit.
Improves organizational culture.
4. DISCUSSION

In this study, it was found that the lecturers’ consciousness level of strategic planning is
low and there is no significant difference among the lecturers in terms of working time in the
organization and educational status. However, there was a significant difference in the factor
called “active role in strategic planning” between the employees who have MA education and
PhD education. While the lecturers who have PhD education think that the active role must be
shared among the people in the organization rather than the managers, those who have MA
education tend to think that the managers must have the active role. The results of some
previous studies on strategic planning showed that the strategic planning consciousness level
of the employees is lower than of managers. On this sense, the findings in this research has
some parallel results with Cetin’s (2013) research. In his study, he found out that the managers
had higher consciousness level than the employees. This result shows that if people participated
in the strategic planning activities and were aware of the planning, their level of consciousness
would be higher.

When the participants’ strategic planning consciousness level and their views on
strategic planning are analysed, it was found out that there are both positive and negative views.
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The participants stated that they have “little information” about strategic planning in the factor
called knowledge about strategic planning, and they have “middle level negative attitude” on
the factor called negative attitude on strategic planning. In the studies it was found out that if
the individuals believe in the importance of the strategic planning, they show positive attitudes;
however, if they have negative attitudes they think that the plans are just a procedure to be
completed and sent to the managers at the upper level. Similarly, in Sahin and Aslan’s (2008)
research the results revealed negative attitudes. The results showed that some school principals
completed the strategic planning process as it was wanted by the upper level managers. Also
they pointed out that the plans were never put into action.

In the other part of the research, which was about the active role in strategic planning,
the participants expressed that the active role must be on the managers except for those who
have PhD education. The studies on strategic planning showed that the managers had more
active role. As Besler (2004) stated the managers have the roles to coordinate the operations
forward, arrange the investments and provide growth, which are among the main elements of
strategic planning. Therefore, it can be suggested that the managers must be active in
communicating the strategic planning process.

The second part of the research was about the participants’ views on strategic planning.
The answers given to the questions in the first theme showed that the all participants believe
that the strategic planning is quite important for an organization. However, although they
emphasized that it has a crucial importance, it is not explained why they have low strategic
planning consciousness and have no information about their organization’s strategic plan. The
findings on the benefits of strategic planning are similar to the ones in Altinkurt’s (2010)
research, in which the participants pointed out that strategic planning contributes development,
efficiency and productivity. Likewise, Demirbolat (2005) stated that strategic planning would
change the organization’s thinking style, turn an organization into a learning organization. He
also expressed that by making the individuals’ responsibilities clearer the productivity would
increase. Moreover, Giirer (2006) stated that one of the benefits of strategic planning is creating
a learning organization by increasing the organizational learning. The other benefit can be using
the resources efficiently. The success of the planning would be achieved by the embracing the
plans both by the decision makers and the employees in the whole organization.

In the answers to the other question in the same theme, the participants stated that the
employees have to be informed about the strategic planning process. As Yelken, Kili¢c and Uredi
(2010) pointed out during the preparation stage of planning the practitioners must be included
in the process as the cooperation and communication is important in strategic planning. In order
to get the success, the shareholders must be included in the implementation process. In our
study, the views showed that regular information flow has the potential of increasing strategic
planning consciousness level. Although the participants’ consciousness level is low, they think
that regular information flow is necessary. The low consciousness level may be because there
is not a regular information flow in their own organization, or there are some communication
problems because as it was expressed in the findings they had no information about their own
organization’s strategic plan.

The second theme is the active role in strategic planning. In this theme the answers to
the factor in the first part of the research showed that they believe that the managers would have
the active role as it is pointed out in the literature. In the second part, although nearly all of the
participants expressed that all the employees must be aware of the plans, it was found out that
they don’t have enough information about their own organization’s plans. It is thought that this
may be due to inadequate information about the strategic planning. However, the participants
expressed that the employees provide some contributions to the managers, which show that

850



2017, 16. 62 (836-853) http://dergipark.gov.tr/esosder

they are enthusiastic about it. The views can be concluded that the strategic planning is
teamwork. Therefore, although managers should have the active role, the employees are in the
key position to achieve the goals. Because the shareholders are the ones who play an important
role in developing strategies and policies, without getting participation of the shareholders in
the strategic planning process, it would be difficult to fulfil the needs and there would be
problems in the process of implementing the plans and reaching the main goals. As Aribas
(2013) states participation is important in getting different views. As a result, in every phase of
strategic planning shareholder contribution is a must.

The views on the last theme, strategic planning consciousness, showed that the
participants had no information about their own organization’s strategic plan. Yet, the
participants expressed that having information about the strategic plan is beneficial for the
organization. Some of those benefits are the increase in organizational belonging and
motivation, having a positive organizational culture. Thinking that planning is beneficial but
having no information about it can be explained by the lack of organizational information flow.
Therefore the managers must pay attention to inform all the employees about the plans. As
Ozmutaf (2007) expressed a participative approach in strategic planning helps the performance
in the organization. Besides, when the managers provide a democratic and participative
atmosphere during the planning process, the employees would interiorise the goals easily.

5. RESULTS and RECOMMENDATIONS

The results of this research, which aimed to find out the lecturers’ consciousness level
and views on strategic planning, showed that the participants’ strategic planning consciousness
level is low. There is no significant difference among the participants in terms of their working
time in the organization. However, in the factor, active role in the strategic planning, there is a
difference between the employees with MA education and PhD education. The participants who
took part in this research stated that strategic planning has a crucial importance for an
organization’s future and it enhances productivity, increases motivation and organizational
belonging.

Besides, the participants have middle level negative attitude towards strategic planning.
In the qualitative part of the research, the participants’ views which give importance on the
benefits of strategic planning show that they believe in strategic planning. However, having low
consciousness level could be caused by the organizational attitude, not their own.

Next, the participants emphasised that the employees must be informed regularly when
the goals are met because this information would increase the motivation and organizational
belonging. Since the most important goal of the strategic planning is to take an organization to
the desired level, achieving those goals mean that the plan has been successful. Therefore,
informing the employees when the goals are met is thought as a duty for the managers. Also,
the participants’ strategic planning belief was low. Some participants, as seen in different
studies, think that strategic planning is unnecessary. But informing the employees about the
achievement of the goals may destroy this attitude.

Furthermore, the participants expressed that the managers must have the active role in
strategic planning but the employees’ contribution is vital because the organization consists of
the individuals who want to achieve the desired goals. In this structure, the managers have the
responsibility to coordinate the planning and involve all the employees. Besides, the employees
have to work for the desired goals and take part in the planning process.

It was also found out that most of the participants don’t have enough information about
the plans of their own organization. Although they indicated that strategic planning is essential,

851



2017, 16. 62 (836-853) http://dergipark.gov.tr/esosder

having no information about their own organization’s plans may be because of the lack of
information or having low level of strategic planning belief.

As the lecturers’ consciousness level is low at the organization where the research was
carried out, there are some important things to do for the strategic planning to be successful.
For example, the employees must be informed about the goals and results in the strategic plan
when the goals are achieved. Furthermore, in order to increase the strategic planning
consciousness level, there must be participation of the whole organization. Finally, the
managers must motivate the employees about the strategic planning and must express their
expectations from them.
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PERFORMANSA DAYALI EK ODEME SiSTEMINDE HEKiMLERIN
TEKNIK VERIMLILIiGi: BiR UNIiVERSITE HASTANESINDE
UYGULAMA

TECHNICAL EFFICIENCY OF PHYSICIANS IN PERFORMANCE BASED
SUPPLEMENTARY PAYMENT SYSTEM: APPLICATION IN A UNIVERSITY
HOSPITAL

Vahit YiGiT'
Oz
Bu arastirmanin amaci bir {iniversite hastanesinde gorev yapan hekimlerin performansa dayali ek 6deme
sisteminde teknik verimliliklerini analiz etmektir. Arastirmada Veri Zarflama Analizi (VZA) yontemi
kullanilmistir. VZA analizinde CCR ve BCC modeline gore hekimlerin performans diizeyleri analiz edilmistir.
Performans 6l¢lim modeli bes ¢iktidan (poliklinik sayisi, yatan hasta sayisi, yatak doluluk orani, saglik hizmeti
geliri) ve bir girdiden (performansa dayali ek &deme tutar1) olusmaktadir. Arastirmada girdi ve ¢ikti
degiskenlerinin analizi VZA programi ile gerceklestirilmistir. VZA sonucu, aragtirma kapsamindaki hekimlerin
ek ddemeye dayali uygulamada teknik verimlilik diizeyi BBC modeline gore ortalama %67, CCR modeline gore
%57 oldugu saptanmistir. Ayrica performansa dayali ek 6deme kapsaminda her bir hekimin teknik verimlilik
tespit edilmis ve potansiyel iyilestirme Onerilerinde bulunulmustur. Hastaneler maliyet etkin ve kaliteli bir saglik
hizmeti iiretebilmeleri igin hekimlerin motivasyonunun artirmasi gerekmektedir.

Anahtar Kelimeler: Hekim, Ek Odeme, Performans, Veri Zarflama Analizi

Abstract

The aim of this research is to analyze the technical efficiency of the working physicians in a university hospital
in the performance based supplementary payment system. Data Envelopment Analysis (DEA) method was used
in the study. The analysis of the performance levels of physicians according to CCR and BCC models was
analyzed in the VZA analysis. The performance measurement model consists of five outputs (number of
outpatient clinics, number of hospitalized patients, bed fullness rate, health care income) and one input
(performance based supplementary payment amount) . Analysis of the input and output variables in the study
was carried out with the VZA program. As a result of the VZA, it was determined that the technical efficiency
level of the surveyed physicians was 67% on the basis of the BBC model and 57% on the basis of the CCR
model. In addition, within the scope of supplementary payment based on performance, technical efficiency of
each physician was determined and potential improvement proposals were made. Hospitals need to increase the
motivation of physicians so that they can produce cost effective and quality health care service.

Keywords: Physician, Supplementary Payment, Performance, Data Envelopment
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1. GIRIS

Bir saglik sisteminin en 6nemli amaclarindan biri kaynaklar1 verimli kullanmaktir
(Linna, Hikkinen ve Magnussen, 2006:269). Hastanelerin en 6nemli kaynaklar1 arasinda
insan giicii gelmektedir. Bir hastanenin mevcut kaynaklarini ne derece iyi kullandigini
verimlilik veya performans analizi ile Olciilebilmektedir (Sahin, 1999:126). Giinlimiizde
maliyetlerin artmasi1 ve rekabet sartlart hastaneleri en az girdi ile maksimum ¢iktiy1
saglayacak saglik hizmeti tiretmelerini zorunlu hale getirmistir. Ancak bunu bagarabilmek icin
performans ve verimlilik tekniklerin hastanelerde uygulanmasi gerekmektedir (Ferrier, Rosko
ve Valdmanis, 2006:187). Yapilan bir¢ok calismalarda saglik kuruluslarinin verimsizlik
nedenlerinin hem girdi fazlaliklart hem de ¢ikt1 eksiklikleri oldugu ifade edilmektedir (Ersoy
vd., 1997:67; Sahin, 1999:144; Sahin ve Ozcan, 2000:307). Gliniimiizde verimlilik veya
performans kavraminin bu kadar 6nemli hale gelmesindeki en onemli faktor hastanelere
ayrilan finansal kaynagin kit olmasindan kaynaklanmaktadir. Tiirkiye’de 2013 yilinda saglik
harcamalarinin %351.4°1i hastane harcamalar1 ve bu harcamalarin da yaklasik %50’sinden
fazlas1 personel giderleri olusturmaktadir (Atasever, 2014).

Hastane isletmelerinin verimsizlik nedeni kullandig1 girdilere (malzeme, 1ilag,
personel, cihaz, bina, yatak) karsilik ¢ikti (yatak isgal orani, yatak devir hizi, hasta sayisi,
ameliyat sayisi, gelir) miktarlarmin diisik olmasindan (Wang, Ozcan, Wan ve Harrison,
1999:83) kaynaklanmaktadir. Tirkiye’de saglik hizmet sunumunun Onemli bir kismini
gerceklestiren hastanelerin  performans ve verimlilik diizeylerini belirlemeleri (Ersoy
vd.,1997), verimli olmamalar1 durumunda hangi girdileri azaltmalar1 veya hangi ¢iktilar1 ne
diizeyde artirmalari analiz edilmesi gerekmektedir (Ozata ve Seving, 2010 Atmaca et al.
2012:135; Cakmak, Oktem, and Omiirgéniilsen 2009:135; Ozgiilbas ve Koyncugil, 2009). Bu
kapsamda tiniversite hastanelerinin en 6nemli girdi kaynagi olan hekimlerin performans
diizeylerini yiikseltmesi finansal siirdiiriilebilirlige olumlu bir katki saglayabilecektir.
Gliniimiizde daha ¢ok maliyet baskilar1 ve rekabet olmak iizere (Hadley, Zuckerman ve
lezzoni, 1996:205) geri 6deme kuruluslarinin maliyet kisitlayici politikalar1 ve kullanici
katkilari, ilag ve tibbi malzeme fiyat artiglar1 insan giicii ve teknoloji maliyetlerinin artis
hastanelerin finansal yapisinm1 giiglii kilmasini zorunlu kilmaktadir (Harrison, Coppola ve
Wakefield, 2004:411;Harrison ve Sexton, 2006:2-10; Sarkis ve Talluri, 2002:306).

Hastanelerin finansal yapiy1 gii¢lendirebilmesi i¢in en 6dnemli kaynagi olan hekimleri
etkin, verimli ve motivasyonu yiiksek olarak ¢alistirabilmesine baglidir. Hekimlerin yiliksek
performansl saglik hizmeti iiretmesinde hekimlere uygulanan 6deme yontemleri 6nemli bir
fonksiyonu bulunmaktadir. Tiirkiye’de iiniversite hastanelerinde gorev yapan hekimlere
6deme modeli olarak; maas, performansa dayali ek 6deme ve 6zel muayene/hizmet 6deme
modelleri uygulanmaktadir. Bunlar igerisinde performansa dayali 6deme modeli; saglik
hizmetlerinin iyilestirilmesi, kaliteli ve verimli saglik hizmet sunumunun tesvik edilmesi,
kaynaklarin etkin kullanimi, egitim, arastirma ve gelistirme faaliyetlerinin desteklenmesi
hedeflenmektedir. Bu 6deme modeli ile ilgili detayli bilgiler asagida verilmistir.

2. PERFORMANSA DAYALI EK ODEME

Tiirkiye’de de saglik hizmetlerinin sunum ve finansmani ile iligkili radikal degisiklik ve
diizenlemeler 6zellikle 2003 yilindan sonra “Saglikta Doniisiim Programi (SDP)” ile birlikte
gerceklestirilmistir (Tatar, 2011:103-104; Akinci, et al., 2012; Yildirim Kaptanoglu, 2013).
Bu doOniisiimiin en Onemli nedenleri arasinda saglik hizmetlerinin sunumunda ve
finansmaninda karsilasilan yapisal ve orgiitsel sorunlarin yasanmasidir (Balci ve Kirillmaz,
2007:134). SDP, saglik sisteminin iyilestirilmesi ve uzun vadeli mali siirdiirtilebilirligi
saglamas1 ve saglik hizmeti alan kisilerin memnuniyeti gibi nihai performans hedefleri
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(Yenimahalleli Yasar, 2011) olup temel noktas1 kolay erisilebilir, yiiksek kaliteli ve etkili
saglik hizmetleri gelistirmektir. Ayrica bu program ile saglik hizmeti kaynaklarinin verimli
kullanmas1 ve hekimlerin performansini artirict politikalar gelistirmistir (Ercan, Day1, ve
Akdemir, 2013;Ali Jadoo et al. 2014;Stilkii, 2011)

Bu kapsamda 2011 yilinda iiniversite hastaneleri performansa dayali ek 6deme sistemi
uygulanmaya baslamistir. Bu sistemin ana hedefi doner sermaye faaliyetleri ¢ergevesinde;
hizmet sunum sartlar1 ve kriterleri de dikkate alinmak suretiyle personelin unvani, gorevi,
calisma sartlar1 ve siiresi, egitim-6gretim ve arastirma faaliyetleri ve mesleki uygulamalar ile
ilgili performansi ve 6zellik arz eden riskli boliimlerde ¢alisma gibi hizmete katki unsurlari
esas alarak saglik personelinin is motivasyonunu ve iiretkenligi tesvik etmeyi amaglamistir.
Ayrica sistem bireysel ve kurumsal performansi da tesvik etmektedir. Yapilacak ek 6demeye
esas katki oranlariin belirlenmesinde; kurumsal katki puani (A puani), bireysel gelir getirici
faaliyet puan1 (B puani), egitim-6gretim faaliyeti puani (C puani), bilimsel faaliyet puani1 (D
puani) ve diger faaliyetler puani (E puani) esas alinmaktadir. Ayrica 6gretim iiyelerinin saat
16:00’dan sonra sunduklar1 6zel muayene, girisimsel islem ve hizmetler ayrica
Odenebilmektedir (Sekil 1).

Universite hastanelerinde 6gretim iiye ve gorevlileri ile uzman, uzman tabip ve uzman
kadrosundaki uzman tabip ve uzman/doktorali dis tabiplerinin performansa dayali ek 6deme
sistemi asagidaki formiiller ile hesaplanir(Resmi Gazete, 2011);

Bireysel net katki puan1 = A + [(B1+B2+C) x KK]+D+E,

Donem Ek Odeme Katsayisi: Dagitilabilecek Miktar/Birim Bireysel Net Katki
Puanlar1 Toplami1

Yapilacak Ek Odeme Miktari= Dénem Ek Odeme Katsayis1 X Bireysel Net Katki

Puani

Mesai Dist -

Puam

C: Egitim Ogretim

- —
D: Bilimsel Faaliyet

Puam

E: Diger (Idari Gorev
ve Riskli Alanlarda
Calisma) Puanlar

Sekil 1: Universite Hastanelerinde Ek Odeme Sistemi
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3. GEREC VE YONTEM

Bu arastirmanin amaci bir iiniversite hastanesinde Veri Zarflama Analizi ile
hekimlerin performansa dayali ek 6deme sistemi kapsaminda teknik verimlilik diizeylerini
analiz etmek ve verimli olmayan hekimlerin saglik hizmeti {iretiminde ne kadarlik bir
iyilestirme yapmalar1 gerektigini tespit etmektir. Arastirmanin evrenini bir {iniversite
hastanesinin cerrahi bdliimlerinde gorev yapan hekimleri olusturmaktadir. Arastirmada
orneklem c¢ekilmemis secilen biitiin boliimlerinde gorev yapan hekimler (Prof., Dog., Yrd.
Dog.) arastirma kapsamina alinmistir. Ancak yonetici hekimler mesai saatleri igerisinde
bireysel islem liretmedikleri i¢in arastirma kapsamina alinmamistir. Arastirma kapsamindaki
hekimlerin arastirma ve egitim faaliyetlerine esit zaman ayirdigi varsayilmistir.

Arastirma i¢in gerekli izin hastane bashekimliginden alinmistir. Arastirmada veriler
hastanenin mali, idari ve istatistiki kayitlar1 ve otomasyon sisteminden alinmistir. Girdi ve
cikt1 degiskeni arastirma verileri Subat 2016 donemini kapsamakta olup bu donemde aktif
caligma gilinli tam olan olanlar aragtirma kapsamina alinmis, yillik izin, gorevli olan hekimler
arastirma kapsamina alinmamistir. Arastirmada veriler elde edildikten sonra SPSS for
Windows 17.0 kullanilarak “Spearman Korelasyon Testi” yapilarak korelasyon analizi
yaptlmistir. Hekimlerin performansa dayali ek ©deme sisteminde teknik verimlilik
degerlendirilmesinde ¢oklu girdi ve ¢oklu ¢iktiyr analiz edebilen VZA yontemi kullanilmistir.
Girdi ve cikti degiskenleri analizi ise “Banxia Frontier Analyst” adli program ile
gerceklestirilmistir. Arastirmada girdileri minimize etmeyi amaglayan, dlgege gore sabit getiri
varsayimina dayanan Charnes, Cooper ve Rhodes’un gelistirdigi CCR modeli ile birlikte,
Olcege gore degisen getiri varsayimina dayanan Banker, Charnes ve Cooper’un gelistirdigi
BCC modeline gore hekim bazinda degerlendirilmistir.

VZA, dogrusal programlama prensiplerine dayanan bir analiz olup karar verme
birimlerinin goreli etkinligini ve performansin1 degerlendirmek i¢in tasarlanmis faydali bir
tekniktir (Ozcan vd., 2010:250;Bayraktutan, Arslan ve Bal, 2010:13). VZA, o&zellikle
ekonomik KVB arasinda etkinlik Ol¢limiinde yararlanilan ve literatiirde oldukca genis bir
uygulama alani bulan parametrik olmayan etkinlik 6l¢iim yontemi olup (Demir ve Bakirci,
2014) diger etkinlik 6l¢iim yontemlerine gore daha gercek¢i ve dogru sonuglar ortaya
¢ikarmast ve sik kullanilan verimlilik degerlendirme yontemleri arsindadir (Giilsevin ve
Tirkan, 2013. Asandului et al., 2014).

Arastirmada hastanenin cerrahi boliimlerinde gorev yapan hekimlerin performansa dayali ek
O6deme sistemindeki verimliliklerini 6l¢mek i¢in girdi degiskeni olarak performans ek 6deme
tutar1, ¢ikt1 degiskeni olarak; poliklinik sayisi, yatan hasta sayisi, yatak doluluk orani, saglik
hizmeti geliri olarak alinmistir (Tablo 1). Arastirmada, Beyin Cerrahi, Cocuk Cerrahisi, Genel
Cerrahi, Gogiis Cerrahisi, Gz Hastaliklari, Kadin Hastaliklari, Kalp Damar Cerrahisi, Kulak
Burun Bogaz, Ortopedi, Plastik Cerrahi ve Uroloji boliimlerinin hekimleri Karar Verme
Birimleri (KVB) olarak alinmaistir.

Tablo 1: Arastirmada Kullanilan Girdi ve Cikt1 Degiskenleri

Girdi Degiskenleri Cikt1 Degiskenleri
X1:Performans Ek Odeme Tutari Y1: Bireysel Net Katki Puani

Y2: Ameliyat Puani
Y3: Poliklinik Sayist
Y4: Yatan Hasta Sayisi

Y5: Bireysel Hizmet Gelirine Katkisi (TL)
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4. BULGULAR

Bu arastirma ile bir tiniversite hastanesinde hekimlerin ek 6demeye dayali performans
sisteminde hekimlerin teknik verimlilikleri degerlendirilmis teknik verimliligi diisik ve
yiilksek olan hekimler tespit edilmistir. Bu cer¢evede arastirmada verimlilik analizinde
kullanilan girdi ve ¢ikt1 degiskenlerine iliskin tanimlayicr istatistikleri Tablo 2’de verilmistir.
Arastirmada; KVB olarak 49 hekimin girdi ve ¢ikti degiskenlerine iliskin merkezi dagilim
Olciilerinden minimum, maksimum ortalama, standart sapma ve ortanca degerleri verilmistir.
Buna gore hastane bazinda hekimler ortalama 5.105-TL performansa ek ddeme katki pay1
almaktadirlar. Hekimlerden en yiiksek 12.910-TL, en diisiik ise 1.805-TL ek odeme
almaktadir. Bireysel net katki puani ise ortalama 14.323, en diisiik 100 ve en yiiksek ise
25.572 puan olarak tespit edilmistir. Bazi bolim hekimlerinin ameliyat puani, poliklinik
sayis1, yatan hasta sayisi ve gelire hi¢ katkis1 olmayan hekimler tespit edilmistir. Bu arastirma
kapsaminda aylik ortalama olarak bir hekim 213 poliklinik, 23 yatan hasta ve 26.110-TL
hizmet geliri iiretmektedir (Tablo 2).

Tablo 2: Girdi ve Cikt1 Degiskenlerin Tanimlayici Istatistikleri

Degiskenler | Toplam Ortalama | Ortanca | Standart Sapma | Max. Min
X1 273.191 5.105 4.249 2.594,95 12.910 1.805
Y1 1.253.028 25.572 14.323 26.711,78 114.341 100
Y2 657.261 13.413 9.035 16.783,64 79.034 1

Y3 10.453 213 158 218,63 981 1

Y4 1.145 23 13 27,52 109 1

Y5 1.279.400 26.110 16.263 27.409,46 126.075 32

Arastirmada girdi ve ciktilar arasindaki iligkileri belirleyebilmek igin korelasyon
analizi yapilmistir. Tablo 3’de goriildiigli lizere en yliksek korelasyon iligkisi yatan hasta
sayist ile bireysel hizmet gelirine katkis1 degiskenleri arasinda ¢ikmistir (r=.876, p<.01). En
diisiik korelasyon iligkisi ise bireysel net katki puani ile poliklinik sayis1 degiskenleri arasinda
cikmistir (r=.301, p<.01). Buna gore biitiin korelasyon degerleri pozitif ve anlamli olup
degiskenler arasindaki istatistiksel olarak anlamli ve gii¢lii bir iliskinin mevcut oldugu tespit
edilmistir (Tablo 3).

Tablo 3: Korelasyon Analizi

X1 Y1 Y2 Y3 Y4 Y5
X1 r 1
p
Yl r ,351(%) 1
p ,013
Y2 r A12(*%) ,884(**) 1
p ,003 ,000
Y3 r ,301(%) ,124(*%) ,079(**) 1
p ,035 ,000 ,000
Y4 r LA10(*%) ,862(**) B71(*%) L657(*%) 1
p ,003 ,000 ,000 ,000
Y5 r ,391(*%) ,852(*%) ,884(**) ,T65(*%) ,876(**) 1
p ,005 ,000 ,000 ,000 ,000

** Correlation is significant at the 0.01 level (2-tailed); * Correlation is significant at the 0.05 level (2-tailed).
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Tablo 4’de ise bir iiniversite hastanesinde cerrahi branstaki hekimlerin VZA analizi
CCR ve BCC modele gore teknik performans diizeylerine ait bulgular verilmistir. CCR
modeline gore hekimlerin ortalama verimlilik skoru 0.569, BCC modeline goére ortalama

verimlilik skoru 0.668 olarak tespit edilmistir (Tablo 4).
Tablo 4: CCR BCC Modeline Gére Hekimlerin Teknik Verimlilik Sonuglari (Ort.£Std.)

Degiskenler CCR BCC
Toplam Ek Odeme Yapilan Hekim Sayisi 49 49
Hekimlerin Ek Odeme Ortalama Verimlilik Skoru (%) 56.94 £31.6 66.80 £31.1
En Diisiik Ek Odeme Hekim Verimlilik Skoru (%) 0.32 0.44

Ek Odemede Verimsiz Hekimlerin %'si 87.7 71.5

Ek Odemede Verimsiz Hekimlerin Ortalama Verimliligi (%) 52.04 £29.8 57.19 £28.9

VZA sonucu hesaplanan teknik etkinlik skorlar1 0 ile 100 arasinda degismektedir.
Bu degerlerin 100’e yaklagmasi etkinligin arttigini, sifira yaklagsmasi ise hekimlerin
teknik performansinin azaldigin1 gostermektedir. Bu kapsamda yapilan teknik verimlilik
analizde CCR modeline gore tam etkin olan hekimler Tablo 5’de verilmistir. Performansi
diisiik olan hekimlerin verimlilik diizeyini artirilabilmeleri i¢in kendisine referans almasi
gereken hekimlerin kodu Tablo 5’in son siitununda yer verilmistir. Tablo 5'e¢ gore
girdileri minimize etmeyi amaclayan, dlgege gore sabit getiri varsayimina dayanan CCR
modeline gore degerlendirdigimizde performansi en diisiik hekimler H-49, H-11, H-4, H-
1, H-26, H-48 olarak tespit edilmistir.

Arastirma kapsaminda CCR modeline gore hekimlerin performans dagilim
skorlarina bakildiginda % 12.3 (6 adet) % 100 verimli, hekimlerin %57’sinin verimlilik
skoru %51-100 arasinda, %43’niin ise verimlilik skoru %0-50 arasindadir. Hekimlerin
verimlilik skorlar1 dagilim araliklarina gore say1 ve yiizde dagilimi Sekil 2°de verilmistir.
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Sekil 2: CCR Modeline Gore Hekimlerin Verimlilik Skorlarinin Dagilimi1

TARTISMA VE SONUC

Orgiitlerde karsilasilan en biiyiik sorunlardan birisi, adil ve dengeli bir iicret yapisinin
olusturulamamasidir(Erkan, 2011:424). Giiniimiizde hastanelerin insan kaynaklari
yonetiminde en 6nemli konulardan biri ¢alisanlarinin 6zellikle de hekimlerin performanslarini
nasil artirilacagi gelmektedir. Hastaneler hekimlerin uzmanlik alanlarina gére maksimum
saglik hizmeti tiretmelerini tesvik edecek politikalar gelistirmek zorundadir. (Rehman and Alj,
2013) Bu amagcla baz1 iilkeler saglik hizmetlerinin kalitesini artiran, maliyetleri diisliren
(Maloney, 1995) hekimlerin ise motivasyon ve verimliligini artiran 6deme modelleri
geligtirebilmektedir. Hekim 6deme yonetmelerinin tasarimi, saglik politikasinda 6nemli bir
oncelige sahiptir (Rudmik et al., 2014:43). Geleneksel olarak, hekimlere saglik hizmeti
sunumu i¢in yaptiklar1 her hizmet icin ticret ddenmektedir (Green, 2014:367). Hekimlerin
icretlendirilmesinde hizmet basi1 6deme, performansa dayali 6deme, kisi basi 6deme, vaka
bast ve maas gibi ¢esitli 6deme yontemi kullanilmaktadir (Quinn, 2015:301;Hennig-et al.,
Selten, 2011:637). Baz iilkeler, hekimler i¢in bu ii¢ 6deme yonteminden birini veya birkacini
birlikte kullanabilmektedirler (Grignon, Paris and Polton, 2002:3). Bunlar igeresinde en
yaygin hekim 6deme yontemi maas oldugu belirtilmektedir(Chawla et al., 1997:6-22). Ancak
maas 6deme modelinin en 6nemli dezavantaji hekimleri kaliteli ve daha fazla sayida saglik
hizmeti Uretmesi icin tesvik etmemesidir (Grignon et al., 2002). Bunun yaninda saglik
hizmetlerinin kalitesinin gelistirilmesine ve daha fazla saglik hizmeti {iretilmesine imkan
veren 0deme ise performansa dayali 6deme modelidir (Nahra and Reiter, 2006;Werner et
al.,2011; Greene and Nash, 2008:1-2;Mehrotra and Damberg, 2009:1). Bu 6deme sisteminin
temel Ozelligi her bir saglik hizmeti geri 6deme giivenlik, kalite, hasta tatmini vb. gibi
faktorlere bagli olmasidir. (Millenson, 2004:323-324). Diger 6deme modellerinde ise hekimin
saglik hizmeti {liretimini karsilig1 alacagi iicreti sabit (maas) veya hacim ve frekansa baglh
olarak ddenmektedir. Performansa dayali 6deme sistemi, hem kaliteli saglik bakim hizmetleri
tiretimini (Werner et al., 2011) hem de hasta memnuniyetinin artirtlmasini (Kwon, 2003:84-
85) ek odeme, ikramiye ve Odiil gibi araglarla tesvik etmektedir (Pham, Schrag, and
O’Malley, 2007:1131; Pena-Sanchez, et al., 2013).

Hekim 6deme yontemleri saglik hizmet sunumunu olumlu ya da olumsuz olmak iizere
farkli sekillerde etkileyebilmektedir (Kizek, Tiirkkan ve Pala, 2010:613). Diinyada bir¢ok
0zel ve kamu saglik kurulusu hekimlere uygulanacak iicretlendirme sorununu ¢ézmek igin,
klinik ve hizmet kalitesi, verimlilik ve performans gibi kriterlerle iliskilendirmektedir
(Mannion and Davies, 2008: Rosenthal and Frank, 2006). Ancak hastaneler performanslarini



iyilestirmek i¢in gelismekte olan ve gelismis {ilkelerde performansa dayali 6deme
mekanizmalarini kullanimi konusunda giderek artan bir ilgi vardir (Witter, et al., 2011).
Ornegin, Amerika Birlesik Devletleri artan maliyetleri 6nlemek, hasta bakimma erigimi
artirmak, saglik hizmetlerinin kalitesini iyilestirmek i¢in hekimlere 6deme modelinde
degisiklige gitmistir. (Manchikanti and Giordano, 2007). Performans O6deme sistemleri,
politika yapicilarin ve hastane yoneticilerinin yiiksek kaliteli ve uygun saglik hizmeti
bakimini saglamaya yonelik bir ara¢ olarak kullanilabilecegi gibi saglik hizmetleri kalitesinin
de artirilmasinda bir tegvik araci olarak kullanilabilmektedir (Leger, 2011).

Tiirkiye’de saglik sisteminin en Onemli yap1 taslarindan biri olan iiniversite
hastanelerin etkin ve verimli bir saglik hizmeti sunabilmeleri i¢in (Atmaca et al., 2012:135;
Cakmak, Oktem, and Omiirgéniilsen 2009) hekimlerin iicretlendirilmesinde uygulanan 6deme
modeli biiyiik 6nem arz etmektedir. Ciinkii hekimlere yapilan 6deme yontemleri saglik hizmet
sunumunu olumlu ya da olumsuz olarak etkilemeyebilmektedir (Kizek vd., 2010:613).
Hastaneler hekimlerin performans diizeyini artiran, hasta memnuniyet diizeyini yiikselten
(Demireli vd., 2013:177), bireysel ve kurumsal performansi artiran (Siilkii, 2011:252) bir

0deme modelini tercih etmelidirler.

Performansa dayali 6deme uygulamalar1 giderek yayginlagsmasina karsin arastirmalar
kamuda bireysel performansa gore iicret programlarinin biiyiilk oranda basarisiz oldugunu
gostermektedir (Coskun, Dulkadiroglu ve Kunduraci, 2016:627). (Yildirim Kaptanoglu
(2013:128-129) tarafindan yapilan bir arastirmasinda performansa dayali 6deme sistemi
neticesinde; hekimin saglik hizmeti {iretimi artmig, fakat hekim basina diisen hasta sayist
azalmistir. Uzmanlhiga gore ek Odeme diisiiktiir. Ikinci basamak hastanelerin hekimleri,
liclincli basamaga gore daha fazla ek iicret almaktadir ¢iinkii komplike hastalar {i¢iincii
basamaga gonderilmektedir. Hasta sayist degil, hasta basina yapilan islem artmistir (Yildirim
Kaptanoglu, 2013:128-129). Akcakanat ve Carik¢t (2016:890) tarafindan yapilan bir
arastirmada {iniversite hastanelerinde gorev yapan hekimlerin performansa dayali ek 6deme
sisteminden memnun olmadiklarini tespit edilmistir. Arastirma bulgular incelendiginde bu
durumun sadece elde edilen gelir seviyesinden ziyade is barigini bozmayan, adaletli,
motivasyon saglayan, performans endisesi tasimadiklari performansa dayali bir ek ddeme
sistemi hayalini kurmaktadirlar. Performansin ve hasta memnuniyet diizeyi agisindan
degerlendirildiginde performans diizeylerinin gerek tedavi basar1 diizeyi gerekse fiziksel
ortam anlaminda daha fazla oldugu sdylenebilir (Demireli et al., 2013:179). Bu sistemin en
onemli elestirisi gereksiz yapilan islem sayisimi artirmasidir. Ornegin Saglik Bakanligi
ornegin yiiksek sezaryen oranlarina sahip hekimlerin performans hak edislerinde kesinti
yaparak bu sistemin suiistimal edilmesini 6nlemeye calisilmaktadir. (Eskicioglu, Hasdemir,
Celik, Koyuncu, 2014:123).

Arastirma sonuglarindan elde edilen bulgulara gore performansa dayali ek ddeme
kapsamsimda cerrahi bransta gorev yapan hekimlerin teknik verimlilik diizeyleri oldukca
diisiik oldugu tespit edilmistir. Ancak iiniversite hastanelerinde gorev yapan hekimler sadece
saglik hizmeti iiretme katilmayip ayni zamanda egitim ve arastirma hizmetleri i¢cinde zaman
harcamaktadirlar. Arastirmada hekimlerin CCR modeline ortalama verimlilik skoru 0.569,
BCC modeline gore ortalama verimlilik skoru 0.668 olarak tespit edilmistir. Tiirkiye’de
tiniversite hastaneleri ilgili en 6nemli sorun verimsizliktir. Bu verimsizlik kaynaklarindan
biriside insan giicii kaynaklarinin etkili kullanilmamasidir. Bu kapsamda performansa dayali
ek 6deme sisteminde verimlilik skorlar1 diisiik hekimlerin verimsizligine neden olan faktorleri
su sekilde siralayabiliriz;

1. Universite hastanelerinde egitim, arastirma ve uygulama faaliyetleri daha 6n planda
tutulmasi gerektigi,
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Bazi branglarda hasta talebinin az olmasi1 (6rnegin ¢cocuk, gégiis cerrahisi),

Bazi boliimlerde gereksiz yere fazla sayida 6gretim tiyesi istihdam edilmesi,

Uygulanmakta plan performans puanlarinin yaklasik 9 yildir artmamasi,

Saglik Uygulama Tebligi’nde fiyat1 olan baz1 islemlere performans puani verilmemesi,

Genellikle kamu hastanelerinin bir rekabet stratejisinin bulunmamasi,

Performansa dayali ek 6deme sisteminin hekimleri yeterince motive etmemesi,

Bazi hekimlerin hastalarin1 mesai sonrasinda tedavi etmek istemesi,

Universite hastanesinin sehir merkezi disinda olmasi sonucu daha az sayida hastanin

hastaneye bagvurmasi,

10. Hastalarin {iniversite hastanesinde islem siireclerinin uzun siirmesi algis1 nedeniyle
hastalarin 6zel veya devlet hastanesini tercih etmesi,

11. Universite hastanesinde hastanin istedigi hekimi segebilme olanaginin ¢ogu zaman
iicret karsiliginda olmasi algisi,

12. Bazi hekimin riski yliksek olan hastalari baska hastanelere sevk etmesi veya yatak
yok diye bagvuru kabul edilmemesi,

13. Bazi hekimlerin ise doner sermaye kapsaminda sadece kurumsal katki (A) payini

almay1 yeterli gormesi olarak siralanabilir.

A A Al

Sonug olarak {iniversite hastaneleri hekimleri motive etmek i¢in performansa dayali ek
odeme sisteminde bir takim degisiklikler yapilmalidir. Universite hastaneleri arastirma, tip
egitimi ve saglik hizmetleri sunumu gibi 6nemli misyonlar1 icra eden ve akademik bir
misyonu icra eden kurumlardir. Universite hastanesinde bu misyonu tesvik edecek sekilde
yiirlitebilmek i¢in, performansa dayali sisteminin revize edilmesi ve verimsiz hekimlerin
neden referans alinan diger hekimler gibi saglik hizmeti iiretemediginin kok neden analizi
yapilarak her bir hekim i¢in gerekli iyilestirmeler yapilacak politikalar iiretilmelidir. Ayrica
tiniversite hastanelerinde bir¢ogunda finansal kaynak sikintisi bulunmaktadir. Bu durum
hekimleri motivasyonunu diisiirmektedir. Ayrica 6zellikle son yillarda geri 6deme sistemi ve
uygulanan saglik politikalar1 iiniversite hastanelerinde gorev yapan hekimlerin verimsiz
olmalarina neden oldugu diistiniilmektedir.
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