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ABSTRACT

Purpose- As societies' environmental and social sensitivities increase, companies try to adapt themselves to this new expectation.
Sustainability discussions also come into our lives in this direction. The Sustainable Human Resources Management approach, which aims to
balance these sensitivities between humans, organizations, and the environment, has increasingly attracted the attention of researchers
since the 2010s. Although companies are committed to this new understanding, they often cannot go beyond symbolic activities. In
companies, managers come to the fore as the implementer/executor of sustainability. The primary purpose of this study is to investigate the
difficulties faced by companies in adopting Sustainable Human Resources Management practices and develop solutions to encourage the
adoption of this concept.

Methodology- In this study, data were collected online through open-ended questions from sustainability experts and senior executives of
companies in the BIST Sustainability Index. Content analysis technique, one of the qualitative analysis methods, was used in the analysis of
these data.

Findings- When the study's findings were evaluated, it was determined that the challenges for sustainability in the Turkish context generally
stem from internal factors. Accordingly, the biggest obstacles to Sustainable HRM activities are the weak institutional structures of the
companies, the lack of knowledge and skills of the managers, the economic and financial obstacles, and the lack of support from the leaders
and managers.

Conclusion- As a result of this study, various suggestions have been presented to managers and companies to adopt and realize sustainable
HRM in the Turkish context. Managers and experts made suggestions mainly for the internal context (94%). However, the recommendations
for the external context (6%) were less on their agenda. Internal context recommendations focus more on HRM (48%) and organizational
level policies (32%). The suggestions that stand out based on sub-themes are: - Increasing the awareness of HRM employees and senior
management (14.3%), - Determination of short/medium/long term sustainability strategy and holistic implementation of objectives (11.1%)-
and regarding the role of HRM, “HRM should be goal setting, inclusive, transparent, and keep abreast of developments and process (11.1%).
When the study results are evaluated, Turkish companies should first prepare their internal processes to realize Sustainable HRM fully. In
addition, according to the recommendations of the managers and experts regarding the external context, it is seen that the legal regulations
will act as a driving factor in fulfilling the requirements of Sustainable HRM.

Keywords: Sustainability, human resources management, adoption, barries and solutions, Borsa istanbul.
JEL Codes: Q56, 015, M50

TURKIYE BAGLAMINDA SURDURULEBILIR iNSAN KAYNAKLARI YONETIMINiN BENiMSENMESI:
ZORLUKLAR VE COZUMLER

OzET

Amag- Toplumlarin gevresel ve sosyal hassasiyetleri arttikga, firmalar da kendilerini bu yeni beklentiye uyarlamaya calismaktadirlar. Oyle ki
siirdiiriilebilirlik tartismalari da bu dogrultuda hayatimiza girmektedir. insan, érgiit ve cevre arasindaki bu hassasiyetler lizerinde denge
saglamayi amag edinen Siirdiriilebilir insan Kaynaklari Yonetimi anlayisi, 2010’lu yillardan itibaren artan bir sekilde arastirmacilarin ilgisini
¢ekmeye baslamistir. Firmalar kendilerini bu yeni anlayisa adamis olsalar da, cogunlukla géstermelik faaliyetlerin 6tesine gidememektedirler.
Firmalarda yoneticiler, strdarilebilirligin uygulayicisi/ylritiiciisi olarak 6n plana ¢ikmaktadir. Bu calismanin temel amaci, firmalarin
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Surdirilebilir insan Kaynaklari Yonetimi uygulamalarini benimsenmesinde karsilastiklari zorluklari arastirmak ve bu kavramin
benimsenmesini tegvik etmek igin ¢6zim onerileri gelistirmektir.

Yéntem- Bu calismada, BiST Siirdiiriilebilirlik endeksine dahil firmalarin sirdiirilebilirlikle ilgili uzmanlarindan ve (st diizey yéneticilerinden
online olarak agik uglu sorular araciligiyla veriler toplanmistir. Bu verilerin analizinde ise, nitel analiz yontemlerinden igerik analizi teknigi
kullanilmigtir.

Bulgular- Arastirmanin bulgulari degerlendirildiginde, Tlrkiye baglaminda, sirdirilebilirligin 6nlindeki zorluklarin genellikle firma igi
unsurlardan kaynaklandigi tespit edilmistir. Buna gére, Siirdiiriilebilir iKY faaliyetlerinin éniindeki en biiyiik engeller: firmalarin zayif kurumsal
yapilar, yoneticilerin bilgi ve yetenek eksikligi, ekonomik ve finansal engeller ve de lider ve yoneticilerin desteginin eksikligi olarak
siralanmaktadir.

Sonug- Bu ¢alismanin sonucunda, Tiirkiye baglamina iliskin olarak, Siirdiriilebilir IKY’nin benimsenmesi ve gerceklestirilebilmesi icin yénetici
ve firmalara yonelik gesitli 6neriler sunulmustur. Yonetici ve uzmanlar daha ¢ok i¢ baglama yonelik (%94) onerilerde bulunmuglardir. Dis
baglama yonelik 6neriler ise (%6) geri planda kalmistir. i¢ baglama yonelik 6neriler daha cok iKY odakli éneriler (%48), ve érgiit diizeyi
politikalara yénelik énerilerdir (%32). Alt temalar bazinda ise, iKY calisanlarinin ve (st yénetimin farkindaliginin artirimasi (%14,3),
kisa/orta/uzun vadeli siirdiiriilebilirlik stratejisinin belirlenmesi ve hedeflerin biitiinsel olarak yiriitiilmesi (%11,1) ve iKY’nin roliine iliskin
olarak da “IKY hedef koyucu, kapsayici, seffaf ve takip edici olmali (%11,1) &nerileri gdze carpmaktadir. Calismanin sonuglari
degerlendirildiginde, Surdirilebilir IKY'nin tam anlamiyla gerceklestirilebilmesi icin Turk firmalar éncelikle kendi icsel sireglerini
hazirlamalidirlar. Bunun yani sira, yénetici ve uzmanlarin digsal baglama iliskin énerilerine gére, yasal diizenlemelerin Sirdirilebilir IKY'nin
gereklilikleri yerine getirmede itici bir faktor olarak islev yapacagi gérilmektedir.

Anahtar Kelimeler: Sirdiirilebilirlik, insan kaynaklari yénetimi, benimseme, engeller ve ¢éziimler, Borsa istanbul.
JEL Kodlari: Q56, 015, M50
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