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Abstract In today’s competitive world, organizations which create a feasible
difference in their operations enjoy a competitive edge. For an organization, in
addition to the role of business administration functions in creating the desired
difference, human resource function has also an important role. However it ought to
be recalled that human resources are highly complex especially in today’s orga-
nizations and this only complicates the whole process of human resource man-
agement. The implication of this is that managers should be steadfast and aware of
this challenge if they are to put across a worthwhile human resource management
structure. In this research, 435 people who work in a pharmaceutical industry were
surveyed in order to identify the role of human resource in improving the corporate
image. Accordingly, one major as well as ten minor hypotheses were tested. The
study took place in a situation where the industrial process today is characterized by
extensive and intensive staff reductions and instability. So the results of this study
can be tested again at a time when the industry is more stable, the study should thus
be repeated and the new results should be compared to this study’s results.
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39.1 Introduction

Human resources play an important role in the process of achieving the organi-
zational vision; when the organization manages human resources well, it will ensure
a clear difference from its competitors. One of the most important factors affecting
organizational image is thus the process of human resource management.

Nowadays, human resource management occupies an important place in trans-
forming the moral and social responsibilities which improve staff loyalty and cre-
ativity which ultimately contribute to achieving the organizational strategic goals.
In this context, the goals of human resource, policies and planning should be
integrated and be compatible with the organizational strategic goals. Human
resource management process is a good tool which helps the organization to
become bigger than its competitors. Because of this, strategic human resource
management is defined in terms of compatible organizational strategic goals.
Subsequently it is important to plan the actions of human resource management that
can contribute to the achievement of the organizational objectives (Bingöl 2010).

The image reflects personnel perception in their minds, and there are many
varieties of images such as; Mirror image, Umbrella image, Positive image, Neg-
ative image, Brand image, Product image etc.

When we look at organizational image in terms of the different kinds of images it
seems as a chaotic concept. Organizational image was handled by different authors
with different ways. Some authors think that image is a picture of knowledge in the
mind, it is a link between the organizational mark and message, and it is also the
concept of management’s vision. According to the results of the different evalua-
tions which have been done, organizational concept is a personal assessment of the
organization’s reputation, such as the concept which defines the identity of an
institution (Köktürk et al. 2008).

Corporate image is a force which affects the internal and external factors of the
organization. When the organizational corporate image is positive, it increases the
organization’s commitment and efficiency and helps it to reach its targets. According
to the external environment term, corporate image is required to be positive for the
good functioning of the organization which makes it popular among the competitors.

According to Rosenthal, corporate image, institutional identity, the staffs, goal
groups (customers, partners) and the results obtained from the public are premised
on four main points: comparing the organization with its competitors, thinking
about the organization’s corporate image, recognition, prestige and value of the
institution (Okay 2012).

39.2 Complexity of Human Resources

The human enterprise is complex. When one considers that each individual is
unique not only in composition, personality and character but also in interpersonal
relationships. The sum of who we are is brought into the role and function that we
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have within an organization (Truss 2004). To manage these similarities and dif-
ferences in an work environment is not an easy task and requires particular
approaches and skill.

There are many different approaches to managing human resources. Boards must
undertake an approach that fits with their values and strategy, to hire the right
people and manage them in a way that fulfills the board high level of responsibility
to students and the community (Lawler 2005). Above all, they must find ways to
fully engage their employees in the educational enterprise.

Human resources form the most important asset of school divisions they typi-
cally account for as much as 80 % of expenditures for a board of education.
Furthermore, they are critical to the education enterprise. Therefore, the attention
that boards of education give to human resource management needs to reflect this
condition and value.

Colbert and Elizabeth (2011) while exploring the complexity perspective on
strategic human resource management contend that over the past three decades,
research on the contribution of human resources (HR), i.e. people, and human
resource management (HRM), i.e. policies and practices, to organizational effec-
tiveness has moved from operational to strategic: from examinations of discrete HR
policies and practices to consideration of how the HR strategy supports, or even
drives, the strategy of the organization or sub-unit.

Managers should therefore be aware that at the core of HRM studies are ques-
tions relating HR practices to workforce attributes and behaviors, and subsequently
to organizational performance outcomes, with the basic assumption that HRM
matters—that the structure, design and execution of HRM practices materially
affect the knowledge, capabilities and behavior of people associated with the
organization, and that better HRM translates to greater organizational effectiveness.

By viewing organizations as non-linear systems, focusing on interconnections
between points in the system, and stressing the importance of network nodes in
mediating organizational outcomes, complexity theory suggests, at a conceptual
level, that the significance of human resource may lie more in processes than in
policies and strategies.

Also important is the rapidly changing business environment and the increasing
complexity of modern organizations. These and other changes have created a
growing consensus that effective human capital management is critical to an
organization’s success (Jackson et al. 2003 cited by Lawler 2005). Bearing in mind
how complex the human resources are, this study moved fast to explore the impact
of human resource functions on corporate image.

This study will be about the factors that affect the distinction of the organization
from its competitors, human resource management and corporate image. The main
goal of this study is to analyze the effect of human resource management on the
corporate image, and the relationship between both of them.
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39.3 The Impact of Human Resource Management
on Corporate Image

39.3.1 Human Resource Management

Human resources management is an inimitable process, it is about how one skill
holder should manage the human resources effectively, according the law involves
therefore it will be beneficial to the organization, individual and the environment
(Kaynak et al. 1998).

Human resources management is a system that is concerned with how to ensure
the effective and efficient use of human talents to accomplish the organizational
goals (Maths and Jackson 2000).

According to Randall, good managing is the manager’s role and it is defined
according to the human resource management system in an organization, providing
the best institution and the best public. Many factors put human resources man-
agement in an important place such as (finding the best employees, the best insti-
tutions, the best way to reach the public, an intense rivalry, existence of new little
companies, the advantages of speed technology, the dynamic laws, the policy and
social realities, the change of values and educational features, the quality of cus-
tomers, quality and cheap goods needed and so on). Therefore, in this case the
organizations have to change their practices (Randall 1995).

Human resources management focuses on two key elements, the first; using
human resources effectively to reach the organizational goals and the second;
promoting the development of the organization by providing for the employees’
expectations. According to Ivancevich the human resources management can be
summarized as below:

• Helpful to achieve the organizational objectives
• To employ a skilled and talented workforce
• Ensure well trained and high motivated employees in the organization,
• Make working in the organization attractive to improve the quality of working

life
• Inform all employees about Human resources policy and its implementation
• Give importance to ethical policies and increase social responsibility
• Manage the changes for the benefit of individuals, groups, organizations and

communities.

Human resources management looks at the human as a second plan and
understands them as capital which improves the human resources activities of the
organization as well as setting new strategic dimensions. The main objective of an
organization is providing a useful model or plan that helps to integrate the policies
and activities within the framework of logic and purpose to make all parts work
together towards the goals.
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Strategic human resources management is not only the organizational strategic
supporter or simply supervises it; sometimes the factor of human resources itself
can shape the organizational strategy (Leopold et al. 2005).

The strategy of an organization is defined by the human resources and the top
manager together that helps to identify the strategy of organization in terms of the
specific human resources. These applications help to reach the organizational goal
by the employees enter into rivalry with each other (Dessler 2003).

The management’s internal or external factors are not separated from each
other’s sharp lines. How the customers perceive the management influences the
attitudes and behaviors of team members. Therefore, managers have to consider the
internal customers when they implement strategies that will be applied in the
process (Gürbüz 2010).

Efficient management of human resources is one of the main ways which pos-
itively affect the perception of the corporate image by the internal environment.
Human resource functions are classified into planning, human resource discovery,
selection and placement, training and development, career management, perfor-
mance management, compensation management, staff relations and orientation.

39.3.2 Corporate Image

The long term success of the organization to achieve its internal and external goals
depends on the powerfulness of its image.

The image is how one person is seen and judged by others (Mooij 2005).

According to Kotler and Clark, “image is the process of a person’s learning and
perception about the corporate individual or corporate judgment, their impressions
or evaluation. The images include; mirror image, umbrella image, organization’s
perceived image, foreign image, transfer image, current image, desired image,
positive image, negative image, store image, product image, brand image and
corporate image.

According to Marken, firm’s image is all the objectives and plans of that
organization defined as a perception. Firm’s image is supported by the company’s
products, services, management style, communication activities and other opera-
tions worldwide.

Image today, is not only concerned with the marketing area; it is now a strategic
tool that should be used by the manager. The organization should have a positive
image which can help its continuity and strategic success. Providing a positive
image through the marketing of one product or service helps to create a strong
corporate image that improves the sale of products and services. The firm’s positive
image can help to provide good staff, the firm does not need only employees to
succeed, its needs analysts, investors, customers and partners; accordingly all these
should be attracted to the firm. The strength corporate image adds to the emotional
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value of the firms’ system, can make them distinguished and credible; and this helps
to outstrip the competitors (Erdoğan et al. 2006).

All kinds of organization activities create an image in the minds of internal and
external customers. The perception of corporate image by the persons who are in a
relationship with the organization can be positive or negative. The main purpose of
an organization is to achieve its objectives and perform its vision. The tactics and
strategies used by the organization are key determinants which will help to attain
the organizational image. One part of the tactics and strategies is completed by
human resources management with a different kind of plan and application that
helps to create a corporate image (Caner 2013).

39.3.3 Effects of Human Resource Management
on Corporate Image

The human resource functions evaluated show that all these functions, one by one,
affect corporate image. These functions are related with each other, when one
function is negatively affected that automatically affects the others so, whatever can
affect corporate image should not be neglected. When planning takes place around
the human resource functions, it is necessary to achieve the organization’s long-
term objectives. When efficient planning is done employee turnover rate can be
maintained at a particular level and internal and external perception which damage
image can be reduced. Effective planning of human resource should be done to
reach a positive corporate image perception which is considered as one of the
prerequisites for any preferred management system.

“Effective personnel selection process and its implementation will create a
positive impact on business performance”. Nowadays, the intense competition of
the internal and external markets, particularly affects employee performance posi-
tively and the management’s market performance such as (satisfying customer’s
expectations, image of business in society, increasing the value and quality services
etc.). Furthermore, motivation increases the productivity of a company, loyalty of
employees towards the company and job satisfaction. As result, the market per-
formance of a company will increase and will provide a competitive edge (Mar-
angoz and Biber 2007).

Therefore, staff recruitment, selection and evaluation is a function that ought to
be fulfilled in an efficient manner, for the organization’s functionality and can affect
the internal and external image of the corporate environment positively.

Nowadays, organizations have begun to give critical importance to the human
resources function in other forms such as; educating the employees. With employee
training, the organizations improve the employees’ professional skills as well as
their organizational commitment.

Staff training can influence a positive atmosphere within the corporate image
perception in the organization. The created corporate image perception of the
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employees and their organizational commitment will be positively reflected in the
external environment (Caner 2013).

The career management of Human resources functions is concerned with the
development of personnel skills and achievement of personnel goals within the
administrative processes. And good staff satisfaction is directed towards the man-
agement process. When employees believe that a career plan is drawn better, they
think that the assignments in the organization have been made on a rational basis;
their organizational attachment brings a positive corporate image. When the
employees think that they are evaluated by the performance management system in
the organization, they will be motivated and that increases their efficiency. The high
motivation in an organization improves the staffs’ confidence and commitment that
will positively affect the corporate image.

A fair management with a wages implementation system can incite and make the
employees more productive. The effective management of fee system creates a
positive organizational image perception within the employees. In the labor sector,
the factors such as, health and safety, motivation, leadership and communication
when it is successfully managed that positively affects corporate image perception.
Therefore, in this study, the interaction between the human resource functions and
employees’ corporate image perception will be examined and established.

39.4 Methodology

39.4.1 The Goal of the Study

The goal of this research is, to determine the relationship between human resources
management and the employees’ corporate image perception in Ankara’s phar-
maceutical company.

The study was planned around Ankara’s pharmaceutical company only, the
employees in the pharmaceutical company in Ankara state, the number of workers
in this company is estimated at 2,000 people. 518 people joined the study through
the help of other employees in the sector and the researcher’s effort. From 518
surveys which were distributed, 477 were completed by the workers, 42 of them
were inaccurate or incomplete and were removed from the survey and 435 surveys
were evaluated.

The results of the survey from the pharmaceutical company consisted of ana-
lyzing the demographic data by the SPSS data analysis program to find the fre-
quency and percentage in terms of the employees’ gender, age, educational level,
marital status, and uptime in the organization, position in the management function
and their net wage range while hypotheses were investigated by SPSS Chi-square
method.
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The main hypothesis of study is “the impact of human resources management on
the development of corporate image”. According to the main hypothesis therefore,
the sub-hypotheses are:
H1 Employee’s low turnover rate positively affects perception of corporate

image
H2 There is a relationship between the corporate image and the supply of

qualified personnel in the pharmaceutical industry
H3 There is a relationship between a company’s employee training and a strong

image of the pharmaceutical industry
H4 The organization’s effective career planning creates a positive perception of

the corporate image within the employees
H5 There is a relationship between the company’s effective performance

management and the employees’ positive perception of the company’s
corporate image

H6 There is a positive relationship between the staffs’ satisfaction with the
Salary policy and the company’s corporate image

H7 There is a positive relationship between the pharmaceutical company’s
measures taken for the workers’ health and safety and the value of that
company’s corporate image

H8 There is a relationship between motivation activities implemented for
employees in the pharmaceutical industry and their positive perception of
corporate image

H9 There is a positive relationship between the subordinates being appreciated
by managers in the pharmaceutical company and their perception of
corporate image

H10 There is a relationship between an open communication environment
offered to employees in the pharmaceutical company and the organization’s
corporate image.

Data Collection Methods and Tools
In this study as a data collection tool “the impact of human resources management
in the development of corporate image” instrument was used. The 5 point Likert
scale was used in the second part of the questionnaire. The people selected the
options that were best to them. There were ‘Accordingly Disagree’, ‘Disagree’
‘Neutral’, ‘Agree’ and ‘Strongly Agree’.

Because I could not reach significant results with SPSS using a 5 point Likert
scale Chi-square analysis software, the survey was evaluated through reduced
program options in which only “Disagree”, “Neutral” and “Agree” were selected.
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39.4.2 Analysis of the Survey’s Validity and Reliability

In this study, the reliability of the survey was calculated by SPSS ‘Cronbach’s Alpha
Coefficient program’. Cronbach’s alpha coefficient is located between 0 and 1 and in
the analysis the place that it took 0.80 shows that it is highly reliable. Taking a 0.903
coefficient of 0.80 Alpha 1 has taken place. Therefore it is a highly reliable scale.

39.4.3 Evidence

The first part of this section, a survey of participants in terms of demographic
information was made and the second part was about the results of the hypotheses.

39.4.4 The Demographic Results

The number and the rate from the drug company employeeswho completed the survey
was 435 participants, 285 (male) (65.5 %) and 150 (women) (34.5 %). 12 participants
aged 18–24 years (2.8 %), 25–31 years, 117 (26.9 %), 32–38 years 193 (44.4 %), 99
were 39 to 45 years (22.8 %) and 14 were 46 years and older (3.2 %). Regarding
educational level, 11 (2.5 %) were of high school, 24 (5.5 %) associate degree, of 326
(74.9 %) degree, 72 (16.6 %) and 2 master and doctoral graduates (0.5 %). 271
(62.3 %) of the participants were married, while 164 (37.7 %) were single.

According to the analysis of the participants’ working period in their affiliated
organizations, there are 116 people between 0–3 years (26.7 %), 129 people
between 4–7 years (29.7 %), 106 people between 8–11 years (24.4 %), 53 person
12–15 years (12.2 %) and 31 people over 16 years (7.1 %).

Considering the titles of participants, 354 were Medical Sales Representative
(81.4), 31 Regional Directors (7.1 %), 15 Product Manager /Medical Directors
(3.4 %), 8 Sales Managers (1 %, 8) and 27 others (6.2 %).

The different wages declared by the 435 participants are as follows: 6 of them
(1.4 %) earn less than 1,500 TL 130 (29.9 %) of them earn between 1500–2500 TL,
163 (37.5 %) of them earn between 2501–3500 TL, 74 (17 %) are from 3501–4500
TL and 62 (14.3 %) earn more than 4,501 TL.

Evaluation of Hypotheses
Main hypothesis “the impact of human resources management on the development
of corporate image” the second part of the survey was based on 3 Questions.

Main Hypothesis
According to Table 39.1, it is reported that, 361 participants out of the 435 par-
ticipants who took part in the second part of the questionnaire answered the 3rd
question.
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The assessment was conducted in Table 39.1 and as a percentage, 83 % of
participants think that human resources activities have a positive impact on the
development of a corporate image.

Sub Hypothesis

H1 When the employee’s turnover rate is low it affects the perception of
corporate image positively (Table 39.2).

According to the chi-square test p-value is not significant (Table 39.3). There-
fore, there is no significant relationship between the employees’ low turnover rates
with their positive perception of corporate image.

H2 There is a relationship between corporate image and qualified personnel
supply in the pharmaceutical industry (Table 39.4).

According to the result of Chi-square analysis, the p-value is significant, but not
significant for the cell value as result in (Table 39.5). The relationship could be not
obtained between the supply of qualified personnel with the perception of corporate
image.

H3 There is a relationship between the training given to employees of the company
with a strong image hold in the pharmaceutical industry (Table 39.6).

According to Table 39.7 in the chi-square test p value was significant. Therefore,
there is a relationship between corporate image perceptions with training in the
organization.

As a result of this assessment in the pharmaceutical industry, it was determined
that there is a significant relationship between the training given to employees and
the company’s strong image.

H4 The organization’s effective career planning creates a positive perception of
the corporate image within the employees (Table 39.8).

Table 39.1 There is a positive impact between human resource activities and development of a
corporate image

Frequency Percent Valid Percent cumulative Percentage

Available Disagree 15 3.4 3.4 3.4

Neutral 59 13.6 13.6 17.0

Agree 361 83.0 83.0 100.0

Total 435 100.0 100.0
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According to Table 39.9 the chi-square analysis indicates that the required
p-value is significant. So, the relationship between the perception of corporate
image and career planning is obtained.

Table 39.2 The relationship between corporate image and employee turnover rate

At the organization where I
work the employee’s turnover
rate is low

Total

Disagree Neutral Agree

The organization where I work has a good image

Disagree 12 7 12 31

The organization where I work has a good
image (%)

38.70 22.60 38.70 100.00

At the organization where I work the
employee’s turnover rate is low (%)

8.30 6.50 6.60 7.10

Total (%) 2.80 1.60 2.80 7.10

Neutral 28 12 18 58

The organization where I work has a good
image (%)

48.30 20.70 31.00 100.00

At the organization where I work the
employee’s turnover rate is low (%)

19.30 11.10 9.90 13.30

Total (%) 6.40 2.80 4.10 13.30

Agree 105 89 152 346

The organization where I work has a good
image (%)

30.30 25.70 43.90 100.00

At the organization where I work the
employee’s turnover rate is low (%)

72.40 82.40 83.50 79.50

Total (%) 24.10 20.50 34.90 79.50

Total 145 108 182 435

The organization where I work has a good
image (%)

33.30 24.80 41.80 100.00

At the organization where I work the
employee’s turnover rate is low (%)

100.00 100.00 100.00 100.00

Total (%) 33.30 24.80 41.80 100.00

Table 39.3 The relationship between the employee’s turnover and corporate image on Chi-square
test

Value Df Sign asymptote (two-sided)

Pearson Chi-square 7,707a 4 0.103

Likelihood ratio 7,427 4 0.115

Linearity relationship 3,675 1 0.055

Current status of S 435
a 0 cells (0.0 %) have expected count less than 5. The minimum expected count is 7.70
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Table 39.4 The relationship between corporate image and qualified personnel supply

The method followed for
recruitment in the organization
where I work, helps to provide
qualified staff

Total

Disagree Neutral Agree

The organization where I work has a good image

Disagree 9 8 14 31

The organization where I work has a good
image (%)

29.00 25.80 45.20 100.00

The method followed for recruitment in the
organization where I work, helps to provide
qualified staff (%)

37.50 11.30 4.10 7.10

Total (%) 2.10 1.80 3.20 7.10

Neutral 7 13 38 58

The organization where I work has a good
image (%)

12.10 22.40 65.50 100.00

The method followed for recruitment in the
organization where I work, helps to provide
qualified staff (%)

29.20 18.30 11.20 13.30

Total (%) 1.60 3.00 8.70 13.30

Agree 8 50 288 346

The organization where I work has a good
image (%)

2.30 14.50 83.20 100.00

The method followed for recruitment in the
organization where I work, helps so provide
qualified staff (%)

33.30 70.40 84.70 79.50

Total (%) 1.80 11.50 66.20 79.50

Total 24 71 340 435

The organization where I work has a good
image (%)

5.50 16.30 78.20 100.00

The method followed for recruitment in the
organization where I work, helps to provide
qualified staff (%)

100.00 100.00 100.00 100.00

Total (%) 5.50 16.30 78.20 100.00

Table 39.5 The relationship between supply of qualified personnel and corporate image,
according to the chi-square test

Value Df Sign asymptote (two-sided)

Pearson Chi-Square 52,439a 4 0.000

Likelihood Ratio 37,808 4 0.000

Linearity Relationship 46,219 1 0.000

Current status of S 435
a 2 cells (22.2 %) have expected count less than 5. The minimum expected count is 1.71
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H5 There is a relationship between the company’s effective performance
management and the employees’ company corporate image perception
(Table 39.10).

In Table 39.11, according to the chi-square test p-value was significant. So, a
significant relationship between effective performance management with the
employees’ positive corporate image perception of the company is not obtained.

Table 39.6 The relationship between corporate image and the training given to employees in an
organization

The method followed for
recruitment in the organization
where I work, helps to provide
qualified staff

Total

Disagree Neutral Agree

The organization where I work has a good image

Disagree 9 8 14 31

The organization where I work has a good
image (%)

29.00 25.80 45.20 100.00

The method followed for recruitment in the
organization where I work, helps to provide
qualified staff (%)

37.50 11.30 4.10 7.10

Total (%) 2.10 1.80 3.20 7.10

Neutral 7 13 38 58

The organization where I work has a good
image (%)

12.10 22.40 65.50 100.00

The method followed for recruitment in the
organization where I work, helps to provide
qualified staff (%)

29.20 18.30 11.20 13.30

Total (%) 1.60 3.00 8.70 13.30

Agree 8 50 288 346

The organization where I work has a good
image (%)

2.30 14.50 83.20 100.00

The method followed for recruitment in the
organization where I work. helps so provide
qualified staff (%)

33.30 70.40 84.70 79.50

Total (%) 1.80 11.50 66.20 79.50

Total 24 71 340 435

The organization where I work has a good
image (%)

5.50 16.30 78.20 100.00

The method followed for recruitment in the
organization where I work, helps to provide
qualified staff (%)

100.00 100.00 100.00 100.00

Total (%) 5.50 16.30 78.20 100.00
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H6 There is a positive relationship between staff satisfaction with the Salary
policy and the company’s corporate image (Table 39.12).

Table 39.7 The relationship between corporate image and training in the organization on Chi-
square test

Value Df Sign asymptote (two-sided)

Pearson Chi-square 90.937a 4 0.000

Likelihood ratio 71.633 4 0.000

Linearity relationship 80.617 1 0.000

Current status of S 435
a 1 cells (11.1 %) have expected count less than 5. The minimum expected count is 4.06

Table 39.8 The relationship between corporate image and career planning

In the organization where I
work, I take adequate training

Total

Disagree Neutral Agree

The organization where I work has a good image

Disagree 18 5 8 31

The organization where I work has a good
image (%)

58.10 16.10 25.80 100.00

In the organization where I work, I take
adequate training (%)

31.60 6.80 2.60 7.10

Total (%) 4.10 1.10 1.80 7.10

Neutral 15 18 25 58

The organization where I work has a good
image (%)

25.90 31.00 43.10 100.00

In the organization where I work, I take
adequate training (%)

26.30 24.30 8.20 13.30

Total (%) 3.40 4.10 5.70 13.30

Agree 24 51 271 346

The organization where I work has a good
image (%)

6.90 14.70 78.30 100.00

In the organization where I work, I take
adequate training (%)

42.10 68.90 89.10 79.50

Total (%) 5.50 11.70 62.30 79.50

Total 57 74 304 435

The organization where I work has a good
image (%)

13.10 17.00 69.90 100.00

In the organization where I work, I take
adequate training (%)

100.00 100.00 100.00 100.00

Total (%) 13.10 17.00 69.90 100.00

448 H. Seval and H. Caner



In Table 39.13, the obtained p value was significant. Therefore, a positive and
significant relationship between the sector employees satisfied by their salary pol-
icies and the corporate image of firms where they work was obtained.

Table 39.9 The relationship between corporate image and career planning in terms of Chi-square
Test

Value Df Sign asymptote (two-sided)

Pearson Chi-square 31.839a 4 0.000

Likelihood ratio 29.961 4 0.000

Linearity relationship 27.706 1 0.000

Current status of S 435
a 0 cells (0.0 %) have expected count less than 5. The minimum expected count is 5.91

Table 39.10 The relationship between corporate image and performance management

In the organization where I
work, the effective career
planning is done

Total

Disagree Neutral Agree

The organization where I work has a good image

Disagree 13 8 10 31

The organization where I work has a good
image (%)

41.90 25.80 32.30 100.00

In the organization where I work, the
effective career planning is done (%)

15.70 6.90 4.20 7.10

Total (%) 3.00 1.80 2.30 7.10

Neutral 20 20 18 58

The organization where I work has a good
image (%)

34.50 34.50 31.00 100.00

In the organization where I work, the
effective career planning is done (%)

24.10 17.20 7.60 13.30

Total (%) 4.60 4.60 4.10 13.30

Agree 50 88 208 346

The organization where I work has a good
image (%)

14.50 25.40 60.10 100.00

In the organization where I work, the
effective career planning is done (%)

60.20 75.90 88.10 79.50

Total (%) 11.50 20.20 47.80 79.50

Total 83 116 236 435

The organization where I work has a good
image (%)

19.10 26.70 54.30 100.00

In the organization where I work, the
effective career planning is done (%)

100.00 100.00 100.00 100.00

Total (%) 19.10 26.70 54.30 100.00
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Table 39.11 The Chi-square test of the relationship between corporate image and performance
management

Value Df Signs of asimpt (2-sided)

Pearson Chi-square 48.952a 4 0.000

Likelihood ratio 44.711 4 0.000

Linearity relationship 37.899 1 0.000

Current status of S 435
a 1 cells (11.1) have expected count less than 5. The minimum expected count is 4.13

Table 39.12 The relationship between corporate image and salary management policy

In the organization where I
work, an effective performance
management is done

Total

Disagree Neutral Agree

The organization where I work has a good image

Disagree 10 7 14 31

The organization where I work has a good
image (%)

32.30 22.60 45.20 100.00

In the organization where I work, an
effective performance management is done
(%)

17.20 8.00 4.80 7.10

Total (%) 2.30 1.60 3.20 7.10

Neutral 18 20 20 58

The organization where I work has a good
image (%)

31.00 34.50 34.50 100.00

In the organization where I work, an
effective performance management is done
(%)

31.00 23.00 6.90 13.30

Total (%) 4.10 4.60 4.60 13.30

Agree 30 60 256 346

The organization where I work has a good
image (%)

8.70 17.30 74.00 100.00

In the organization where I work, an
effective performance management is done
(%)

51.70 69.00 88.30 79.50

Total (%) 6.90 13.80 58.90 79.50

Total 58 87 290 435

The organization where I work has a good
image (%)

13.30 20.00 66.70 100.00

In the organization where I work, an
effective performance management is done
(%)

100.00 100.00 100.00 100.00

Total (%) 13.30 20.00 66.70 100.00
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H7 There is a positive relationship between the pharmaceutical company’s
measures taken for the employees’ health and safety with the value of that
company’s corporate image (Table 39.14).

Table 39.15, In the Chi-square test when p-value was evaluated it was signifi-
cant. So, there is a positive and significant relationship between pharmaceutical
companies’ measures for occupational health and safety and value that the
employees place on company corporate image.

H8 There is a relationship between motivation activities implemented for
employees in the pharmaceutical industry and their positive perception of
corporate image (Table 39.16).

According to Table 39.17, the p-value is significant and according to that it is
determined that there is a significant relationship between the activities motivating
employees in the pharmaceutical sector with employees’ corporate image
perception.

H9 There is a positive relationship between the subordinates being appreciated by
managers in the pharmaceutical industry and their perception of corporate
image (Table 39.18).

In Table 39.19, according to Chi-square test results the p value was significant.
So it has been found that there is a positive and significant relationship between the
managers’ appreciation of subordinates and the perception of corporate image in the
pharmaceutical industry.

H10 There is a relationship between the open communication environment
pharmaceutical companies offer to employees and the organization’s
corporate image (Table 39.20).

In Table 39.21 according to the Chi-square test evaluated p-value was signifi-
cant. So in the pharmaceutical companies, there is a significant relationship between
open communication environments offered to employees and the corporate image.

Table 39.13 Relationship between corporate image and salary management on the Chi-square
test

Value Df Signs of asimpt (2-sided)

Pearson Chi-square 54,648a 4 0.000

Likelihood ratio 49,538 4 0.000

Linearity relationship 49,668 1 0.000

Current status of S 435
a 1 cells (11.1 %) have expected count less than 5. The minimum expected count is 4.92
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Table 39.14 Relationship between corporate image and occupational health and safety
applications

At the organization where I
work salary management is
done

Total

Disagree Neutral Agree

Organization where I work has a good image

Disagree

Organization where I work has a good image
(%)

14 9 8 31

45.20 29.00 25.80 100.00

At the organization where I work salary
management is done (%)

20.30 7.90 3.20 7.10

Total (%) 3.20 2.10 1.80 7.10

Neutral 20 20 18 58

Organization where I work has a good image
(%)

34.50 34.50 31.00 100.00

At the organization where I work salary
management is done (%)

29.00 17.50 7.10 13.30

Total (%) 4.60 4.60 4.10 13.30

Agree 35 85 226 346

Organization where I work has a good image 10.10 24.60 65.30 100.00

At the organization where I work salary
management is done

50.70 74.60 89.70 79.50

Total (%) 8.00 19.50 52.00 79.50

Total 69 114 252 435

Organization where I work has a good image
(%)

15.90 26.20 57.90 100.00

At the organization where I work salary
management is done (%)

100.00 100.00 100.00 100.00

Total (%) 15.90 26.20 57.90 100.00

Table 39.15 The relationship between corporate image and occupational health and safety
applications on the Chi-square test

Value Df Signs of asimpt (2-sided)

Pearson Chi-square 71,777a 4 0.000

Likelihood ratio 59,162 4 0.000

Linearity relationship 67,193 1 0.000

Current status of S 435
a 1 cells (11.1 %) have expected count less than 5. The minimum expected count is 2.85
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Table 39.16 Relationship between corporate image and motivation

In the organization where I
work motivating applications
are given

Total

Disagree Neutral Agree

The organization where I work has a good image

Disagree 13 12 6 31

The organization where I work has a good
image (%)

41.90 38.70 19.40 100.00

In the organization where I work motivating
applications are given (%)

16.70 10.80 2.40 7.10

Total (%) 3.00 2.80 1.40 7.10

Neutral 29 19 10 58

The organization where I work has a good
image (%)

50.00 32.80 17.20 100.00

In the organization where I work motivating
applications are given (%)

37.20 17.10 4.10 13.30

Total (%) 6.70 4.40 2.30 13.30

Agree 36 80 230 346

The organization where I work has a good
image

10.40 23.10 66.50 100.00

In the organization where I work motivating
applications are given

46.20 72.10 93.50 79.50

Total (%) 8.30 18.40 52.90 79.50

Total 78 111 246 435

The organization where I work has a good
image (%)

17.90 25.50 56.60 100.00

In the organization where I work motivating
applications are given (%)

100.00 100.00 100.00 100.00

Total (%) 17.90 25.50 56.60 100.00

Table 39.17 Chi-square test of the relationship between motivation and Corporate Image

Value Df Signs of asimpt (2-sided)

Pearson Chi-square 87,699a 4 0.000

Likelihood ratio 83,837 4 0.000

Linearity relationship 70,818 1 0.000

Current status of S 435
a 0 cells (0.0 %) have expected count less than 5. The minimum expected count is 5.56
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39.5 Discussion of the Results

According to results of the research based on tests conducted on the sample of
employees operating in Pharmaceutical companies, it has been established that, many
of the human resource functions have an effect on the perception of corporate image.

Only H1 and H2 hypotheses were rejected. Particularly, the claim that “the low
rate of employee turnover affects the perception of corporate image positively”
should be rejected. Extensive research should be conducted on employee turnover
rate and corporate image and how this may be eliminated in the company.

Table 39.18 The relationship between leadership and corporate image

In the organization where I
work the managers used the
management functions
effectively

Total

In the organization where I work has a good image

Disagree Disagree Neural Agree

10 12 9 31

In the organization where I work has a good
image (%)

32.30 38.70 29.00 100.00

In the organization where I work the
managers used the management functions
effectively (%)

18.90 12.80 3.10 7.10

Total (%) 2.30 2.80 2.10 7.10

Neutral 20 25 13 58

In the organization where I work has a good
image (%)

34.50 43.10 22.40 100.00

In the organization where I work the
managers used the management functions
effectively (%)

37.70 26.60 4.50 13.30

Total (%) 4.60 5.70 3.00 13.30

Agree 23 57 266 346

In the organization where I work has a good
image (%)

6.60 16.50 76.90 100.00

In the organization where I work the
managers used the management functions
effectively (%)

43.40 60.60 92.40 79.50

Total (%) 5.30 13.10 61.10 79.50

Total 53 94 288 435

In the organization where I work has a good
image (%)

12.20 21.60 66.20 100.00

In the organization where I work the
managers used the management functions
effectively (%)

100.00 100.00 100.00 100.00

Total (%) 12.20 21.60 66.20 100.00
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Table 39.19 The relationship between corporate image and leadership in terms of Chi-square test

Value Df Signs of asimpt (2-sided)

Pearson Chi-square 92,669a 4 0.000

Likelihood ratio 87,303 4 0.000

Linearity relationship 74,222 1 0.000

Current status of S 435
a 1 cells (11.1 %) have expected count less than 5. The minimum expected count is 3.78

Table 39.20 Relationship between corporate image and open communication environment
offered to employees

There is an open
communication environment in
the organization where I work

Total

Disagree Neutral Agree

The organization where I work has a good image

Disagree 10 11 10 31

The organization where I work has a good
image (%)

32.30 35.50 32.30 100.00

There is an open communication
environment in the organization where I
work (%)

12.30 14.70 3.60 7.10

Total (%) 2.30 2.50 2.30 7.10

Neutral 30 12 16 58

The organization where I work has a good
image (%)

51.70 20.70 27.60 100.00

There is an open communication
environment in the organization where I
work (%)

37.00 16.00 5.70 13.30

Total (%) 6.90 2.80 3.70 13.30

Agree 41 52 253 346

The organization where I work has a good
image (%)

11.80 15.00 73.10 100.00

There is an open communication
environment in the organization where I
work (%)

50.60 69.30 90.70 79.50

Total (%) 9.40 12.00 58.20 79.50

Total 81 75 279 435

The organization where I work has a good
image (%)

18.60 17.20 64.10 100.00

There is an open communication
environment in the organization where I
work (%)

100.00 100.00 100.00 100.00

Total (%) 18.60 17.20 64.10 100.00
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For example, employee turnover rate may be high and yet not due to the
company’s management, it may be based on the existence of an industry’s struc-
tural problems which affect the employees’ evaluation of a company, so the
established connection may be limited between employee’s turnover rate and the
corporate image.

Meanwhile the second hypothesis; H2 stating that “there is a relationship
between qualified staff supply and organization corporate image in the pharma-
ceutical company” was also rejected. So, there is no relationship between human
resource management functions such as, staff finding, selection and evaluation and
corporate image.

According to two specified exceptions which were established, generally, human
resource management can be positively influenced by the internal environment
perception and the corporate image perception. This shows that HRM has an
important role when it is positively directed within an organization.

When the results of research within the dynamic process of industry in recent
years are assessed, the legal regulations that negatively affect employees and
businesses in the sector should be considered. In the assessment of the survey
questions of sector employees, the following cropped up; the psychological envi-
ronment, the industry’s current structure, suspicion of losing their jobs, which make
them think that their image perception of the current company cannot be objective.

The study took place in a situation where the industrial process today is charac-
terized by extensive and intensive staff reductions and instability. So the results of this
study can be tested again at a time when the industry is more stable, the study should
thus be repeated and the new results should be compared to this study’s results.
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