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Oz

Orgutsel vatandaslik davranisi (OVD), galisanin is taniminda olmayan, kisinin kendi istegiyle sergiledi-
§i ekstra rol davranigidir. Kuruma bagliigr arttiran OVD, kurum menfaatine oldugundan, pek gok sek-
tor icin calisimaktadir. ilk kez 5 farkli kusagin bir arada yasamasi ve neredeyse hepsinin is ortaminda
olmasinin is gérenin prososyal davranisinda cinsiyet, 6zel veya kamu c¢alisani olma, statu, is tecru-
besi ve gelir dlizeyi gibi demografik 6zellikler agisindan farkliliga yol agabilecegi dusiintiimektedir. Bu
amagla, farkli sektdrlerde calismis veya calisan ve X ve Y kusagini temsil eden 2752 tane Anadolu
Universitesi Acikdgretim Fakiiltesi 6grencisine gevrimici anket uygulanmistir. Bu anketler vasitasiyla
Tirk is diinyasinda aktif yer alan bireylerin OVD, katiimcilarin demografik ézellikleri (kusak, cinsiyet,
sektor, statli, calisma yili ve gelir) bakimindan irdelenmistir. Farkli yasambilimleri ve teknolojik gelis-
melerle yetismis kohortlarin 6zellikleri ele alinirken, is gliciiniin elinde tutan X ve Y kusagi ile diger
degiskenlerin OVDyla iligkisi ele alinmistir. Hipotezler t-test ve tek yonlii varyans analizi ile test edil-
mistir. Yapilan ¢alismada s6z konusu demografik 6zelliklerden sadece kusak ve cinsiyet degiskeninin
OVD ‘ni etkiledigi ortaya gikmistir. Demografik &zelliklerle OVD arasindaki iliski incelenmis ve bazi
ybénetimsel stratejiler 6nerilmistir.
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Abstract

Organizational citizenship behavior (OCB) is a kind of extra role behavior which is not included in job
descriptions, yet employees prefer to act upon it by their own will. Improving the loyalty level to an
organization, OCB provides advantages, so it has been studied in many sectors. Since 5 different
generations have been living together and almost all working in business life for the first time in the
history, demographic variables like generation, gender, sector, status, work experience and income
level may have an impact on the prosocial behavior. Thus, an online survey with the participation
of 2752 students at Anatolia University, Distance Education Faculty was conducted. The students
have work experience, and represent Gen X or Gen. By means of this online survey, OCB of indivi-
duals working in business life in Turkey was examined in terms of various demographic variables.
The characteristics of these cohorts coming from various lifestyles and technological developments
are explained, and OCB of these generations together with other variables is investigated. The hypo-
theses were tested through independent samples-t-test and one-way ANOVA. The results showed
among all the variables, only generation and gender had a significant effect on OCB. The relationship
between demographic characteristics and OCB was analyzed and specific managerial strategies
were suggested.

Keywords: Generation, Cohort, Prosocial Behavior, Extra-Role, Organizational Citizenship Behavior.

Giris

isletmelerin rekabet Ustlinligli kazanmasinda insan faktorii son derece énem tasimak-
tadir. Yénetim olgusunun 1900’10 yillarda bilimsel bir nitelik kazanmasiyla insana verilen
6nem artmigtir. Endustri Devrimi sonrasinda ortaya koyulan Klasik Yénetim Uygulama-
lar (1880-1930) 6nculerinden Frederick E. Taylor, Henry Fayol ve Max Weber (Bilimsel
Yénetim Yaklasimi, Yénetim Sireci Yaklasimi ve Birokrasi Yaklasimi), insan gliclinden
en azami sekilde yararlanabilecek yéntemler gelistirmistir. Insani makine olarak géren
bu yéntemler zamanla yetersiz kalmis ve Neo-Klasik Yénetim (1930-1950) déneminde
Elton Mayo ve arkadaslarinin yaptigi Hawtorne arastirmalariyla (1927-1932), insanin duy-
gusal bir varlik oldugu, etkinlik ve verimlilik beklentisinde insanin bu yéninin g6z ardi
edilmemesi gerektigi ortaya koyulmustur. Hawtorne arastirmalari isletmelerde igbirliginin
6nemine dolayisiyla karsilikli iligkilerin dnemine deginmistir. 1950’lerde itibaren stiregelen
modern ve modern sonrasi yaklasimlarla insana verilen dnem daha da 6nem kazanmigtir.
Artik, teknolojik gelisimlere de bagl olarak insan émrii uzamakta ve insan is hayatinda
daha fazla yer almaktadir. Tim bu degisimlerle beraber yasanan ekonomik, sosyolojik,
tarihi olaylar ve teknolojik gelismeler, her kusagdin bakis agisini ve tutumlarini belirlemede
6nemli bir rol oynamaktadir.

Irk, cinsiyet, din ve teknolojik ¢esitliligin yani sira farkli kusaklarin da bir arada ¢alismasi,
beraberinde bazl gatismalan da getirmektedir. Tarihin hemen her devrinde her kusak
kendinden sonrakini pek ¢cok acidan elestirmistir. ‘Simdiki cocuklar I(iksii seviyor, otori-
teye ve blylklerine saygilari yok, kéti tutumlular ve ¢alismak yerine cene ¢almayi tercih
ediyorlar. Onlar artik evlerinin kéleleri degil, efendileri. Bliylkleri odaya geldiginde ayaga
bile kalkmiyorlar. Ebeveynleri ile celigiyor, sofra adabina uymadan car-cabuk yemek yiyor
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ve égretmenlerini asadiliyorlar’ diyen Socrates (M.O. 469-399), kusaklararasi farkliliklar
dile getirerek kendinden sonraki jenerasyonu elestirmistir (Clarke, 2017). 20. yy ingiliz
edebiyatinin 6nemli yazarlarindan George Orwell (1903-1950), ‘Her kusak kendini énceki
kusaktan daha zeki sonraki kusaktan daha erdemli farz eder’ diyerek bu ¢atismanin giind-
mizde de gegerliligini koruduguna isaret etmistir (BWP Group, 2016).

Bu calisma kusaklar ve érglitsel vatandaslik davranigi (OVD) ile ilgili bazi temel kavramlara
deginmektedir. Calisma, ¢calisma yasamindaki en aktif kusaklar olan X ve Y kusaklarinin
OVD bakimindan farklilik gésterip géstermedikleri ve bu farkliligin is gérme anlayisini ne-
den ve nasil etkiledigini ortaya koymayi amacglamaktadir. Calismada kusaklar disinda cin-
siyet, pozisyon (Personel, Yénetici), sektér (Kamu, Ozel), is tecriibesi ve gelir diizeyi gibi
bagimsiz degiskenler de OVD agisindan farklilik olusturup olusturmadigi incelenmistir.

Kusaklar

Alan yazinda kusak kavramini kullanan ilk kisi Alman Sosyolog Karl Mannheim’dir. Mann-
heim’in 1928 ve 1952’de yayinladigi The Problem of Generations adli makalesinde kusak
kurami ortaya atilmistir. Mannheim’in gérusleri hem akademik hem de is diinyasinda ilgi
goérmus iletisim, davranig, pazarlama ve insan kaynaklar alanindaki ¢calismalara énayak
olmustur (Taylor, 2008). Daha sonra Inglehart (1977’den aktaran Gurbiz, 2015:41) ve
Strauss ve Howe (1991’den aktaran Gurbiz, 2015: 41)’un galismalariyla kuram popdilerli-
gini kazanmigtir. Kurama gore, kisiler buytdigu dénemin sosyal, tarihi ve siyasal olayla-
rindan etkilenir ve bunun sonucu olarak da inang, deger, tutum ve beklentilerini calisma
ortaminda yansitirlar. (Girbulz, 2015:41). Yani, kurama goére kusaklar sosyal etkilesimlerin
bir sonucu olarak ortaya ¢ikmakta ve belirli olgulara ve olaylara yénelik ortak bir biling,
fikir, dlinya goriisti ve deneyim gelistirmektedirler.

Kusaklar sosyolojik agidan ele alan arastirmacilardan Schewe ve Meredith (2004), ayni
dénemde dogup benzer dis deneyimlerden gecgen kisilerin deger, tercih, tutum ve sa-
tin alma aligkanliklarinin hayatlar boyunca benzerlik gésterecegini belirterek, bu kisilerin
olusturdugu topluluga kohort denilmesi gerektigini iddia etmistir. S6z konusu toplulugun
dahil oldugu dénem 20-25 yillik dénemin aksine bir dis etkene bagli olarak, ikinci Diinya
Savas! (1939-1945) 6rnegindeki gibi, uzun veya kisa olabilir. Schewe ve Meredith (2008)
kohort’u olusturan unsurlari kitle iletisim yeterliligi, okuryazarlik ve sosyal sonuglar olarak
siralamig ve ayni olaylarin farkh topluluklari ayni sekilde etkilemeyecegine isaret etmistir.
Ornegin ikinci Diinya Savasi Brezilya’yl savasa girmedigi icin hig etkilemezken, Rusya’yi
derinden etkilemistir (Schewe ve Meredith, 2004:52). Murphy (2007), jenerasyonu tarihin
ayni doneminde programlanmis insan toplulugu olarak tanimlamistir. Arastirmaciya goére
kisiler gelisim donemlerinde dogru-yanlhs ve iyi-kétl gibi kodlamalara maruz kalir ve belli
haber, kahraman, muzik, mizag, ebeveynlik stili ve egitim sistemleri gibi ortak olaylarla
kendini gelistirir (Murphy, 2007: 7). Chen (2010), kusaklar belli bir dénemin sekillendirdigi
ve bu nedenle benzer tutum, deger ve yasam bicimleri olan ve o dénemin 6zelliklerini tasi-
yan insan toplulugu olarak tanimlarken (Chen, 2010:133), McCrindle ve Wolfinger (2017),
ebeveynlerin ve cocuklarinin dogdugu zaman araligini temel alan ve her bir 20-25 yillik sU-
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reci kapsayan bu biyolojik tanimin teknolojik gelismeler, kariyerdeki degisimler, egitimdeki
secenekler ve sosyal degerlerdeki farkliliklara bagli olarak artik gecerliligini yitirdigini ileri
surerek, bugtin kusak kavraminin biyolojik olarak degil de sosyolojik olarak ele alinmasi
gerektigine isaret etmektedir (McCrindle ve Wolfinger, 2017:1).

Kusaklar farkli kaynaklarca farkl kategorize edilmistir. Farkli bélgelerde yasayan insanlarin
farkl olaylara maruz kalmasi bunun en énemli nedenlerindendir. Mannheim (1928;1952)’
nin de igaret ettigi gibi kusak belirli bir dénemde yasamis insan toplulugundan ziyade
ortak deneyimlerin-paylasimlarin oldugu topluluklardir. Dolayisiyla diinyanin her yerinde
ayni déonemde dogmus insanlarin ortak paylasimlari ayni olamayacagindan ayni kusak
ozellikleri gdstermeyebilir. Bu nedenle hemen hemen ayni zaman araliklarinda dogmus,
benzer deger yargilarini, davranis ve yasam bigimlerini paylasan, belli bir ddnem olay ve
egilimleri ile sekillenmis, ayni dislince ve eylemlere sahip kisiler toplulugu ‘kusak’ olarak
tanimlanabilir.

Bu calismada Tirkiye'de yapilan kusaklararasi ayrim Ayhun (2013), Kuran (2012), Seckin
(2000), Senbir (2004), Benlisoy (2008) Altuntug (2012), Tolbize (2008) Karp (2002); Mengi
(2009, Kilig (2012), Habib (2013), Gatalkaya (2008), Susuz, (2012), Cag (2012), izmirliog-
lu (2008), Mesutoglu (2013), Topguogdlu (2007)’nun da kategorize ettigi gibi yapilacaktir.
Buna gore; 6rneklemimizde 1925-1945 arasini Sessiz Kugsak; 1946-1964 arasini Bebek
Patlamasi Kusagi; 1965-1979 arasini X Kusagi; 1980-1999 arasini Y Kusagr ve 2000 ve
sonrasini da M (ya da Z) Kusagi olarak incelenecektir (Arslan ve Staub, 2015).

Kuran (2013), Turkiye’de yasayan kusaklar ve 6zellikleri asagidaki gibi siniflandirmistir
(Kuran, 2013):

Tablo 1. Tiirkiye’de Kusaklar ve Ozellikleri

Kusaklar Ozellikleri

Sessiz Kusak Babaannelerimiz, dedelerimiz.
(1927-1945) Turkiye’de Cumhuriyet kusagi.
Ulkenin %7’si. Tanimlayan sifat: Uyumlu
Bebek Patlamasi Kusagi Meclisin cogunu olusturuyor.
(1946-1964) Basbakan da bu kusaktan.
Ulkenin % 19’u. Tanimlayan sifat: Kuralci
X Kusagi Gezi Parki’'ndaki ¢ocuklarin anne babalari.
(1965-1979) Ulkenin %22’si. Tanimlayan sifat: Rekabetci
Y Kusag Yaslar 15-32 arasinda degisiyor.
(1980-1999) Ulkenin %35’i. Yani 27 milyon genc.
Tanimlayan sifat: Yaratici
Z Kusagi Kristal cocuklar.
(2000-) Y kusagi, yeni Turkiye'yi onlara hazirliyor.

Ulkenin %17’si. Tanimlayan sifat: Derin duygusallik.
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Farkll kusaklarin bir arada yasamak, calismak ve iletisimde bulunmak zorunda olmasi
kacinilmaz bir gercektir. 2000’li yillarin bagindan beri tarihte ilk kez 5 farkll kusak ayni
anda is giiclinii olusturmakta ve bir arada yasamaktadir. isveren, yénetici ve liderlilerin
her bir kusagin farkli yasambilimleri ve teknolojik gelismelerle yetistirildigini géz éniin-
de bulundurmalarn bu kusaklari bir arada ydnetebilmeleri icin hayati Snem tasimaktadir.
Savas Kusagi (1925-1945), Bebek Patlamasi (1946-1964), X (1965-1979), Y (1980-1999)
ve Z (2000- 2021) kusag@i olarak siniflandirilan kusaklarin davranis ve algilari yasadiklari
dénem ve teknolojik gelismelere bagl olarak farkliliklar géstermektedir. Ginimuzde X ve
Y kusaklarinin beraber uyum icinde galismasi ve zamanla X kugsaginin ¢calisma ortamindan
cekilip yerini Y kusagina devretmesi kaginilmazdir.

Orgiitsel Vatandashk Davranisi

1980’li yillarda yasanan sosyal, ekonomik, politik ve teknolojik degisimlerle, isgérene ve-
rilen degerin arttigini ve érglitsel vatandaglik davranigi (OVD)'in arastirimaya baglandi-
gini belirten Basim ve Sesen (2006), ‘OVD; érgiitiin sadlikl isleyisini engelleyen yikici ve
istenmeyen davraniglardan koruma, calisanlarin yetenek ve becerilerini gelistirme, etkin
bir koordinasyon kurarak érgatin verimliligi ile performansini arttirmayi amacglamaktadir’
seklinde tanimlamaktadir (Basim ve Sesen, 2006: 82).

Katz (1964), Katz ve Kahn (1966) calisanlarin departmanlarini, kurumunu ve kigisel etkinli-
gini vatandaslik davranigi gostererek yani is arkadaslarina yardim ederek, kurumu koruya-
rak, yapici 6nerilerde bulunarak, kendilerini gelistirerek ve iyi niyet yayarak iyilestirecegini
belirtmislerdir. Arastirmacilar, kurumsal ve bireyci faydasi olan bu davranigi kuruma ve
diger insanlara yardim etme yani ‘iyi asker’ gidustline baglarken bazi arastirmacilar da
bu durumu bagka sebeplere agiklamaktadirlar (Grant ve Mayer, 2009; 900).

OVD ile beraber bazen de ayni anlama gelebilen pek cok terim kullaniimaktadir. Grup-
taki kisiler arasi destegin ve isbirligi ortaminin devamini saglayan baglamsal performans
bu terimlerden biridir. Ayrica Katz (1964)’1in kurumsal etkililige katki saglayan ‘yaratici ve
spontan’ gorusiine dayanan ve Brief ve Motowidlo (1986)’nin kullandigi ve bir kurumda is
arkadasina érnegin nasil tasarruf yapabilecegi ile ilgili nasihatta bulunarak yardimda bu-
lunmak gibi dogrudan kuruma katkisi olmayan prososyal érglitsel davranis da bu terimle-
rin arasindadir. Hali hazirda var olan is taniminin étesinde beklentiyi karsilayan ekstra rol
davranisi da en ¢ok karsimiza ¢ikan terimlerdendir. Fakat, tim bu terimlerden en farklisi
kurumu pek ¢ok agidan zorlayan mesru ihbarcilik davranigidir cinkl isgdrenler varolan
orgutsel duruma etkinlik, mesruluk veya adil olma gibi kaygilardan dolayi karsi gelebilirler
(Organ vd., 2006: Bolim 2).1

Bazi arastirmacilar da bu kavramlari birbirlerinin yerine kullanmakta, bu da kavram karigik-
igina neden olmaktadir. Bateman ve Organ (1983), Organ (1988) ve Smith vd. (1983) is-
gérenlerin gérev taniminin tesinde sergiledigi davranisi OVD olarak tanimlarken, Brief ve
Motowidlo (1986) prososyal (olumlu sosyal) 6rgltsel davranig, Graham (1991) vatandas-

1 Detayl okuma igin Organ vd., 2006: Bolum 2.
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likla ilgili 6rgutsel davranig, George ve Brief, (1992) ve George ve Jones, (1997) érgutsel
dogaglama ve George ve Brief, (1992) ve George ve Jones (1997) baglamsal performans
olarak adlandirmaktadir. (Podsakoff vd., 2000: 515).

Katz (1964) kurumun etkin isleyisi igin G¢ davranisin Sneminden bahsetmektedir. Bunlar-
dan biri isgérenlerin sisteme dahil edilmesi ve sistemde kalmasini saglamak, digeri isg6-
renlerin tanimli gérevlerini glvenilir sekilde yerine getirmesi ve sonuncusu da isgdrenlerin
yaratici fikirler gelistirme, kendilerini gelistirme ve olumlu tutum sergileme, gibi tanimla-
nanin 6tesinde davranmalaridir. Arastirmaci, is tanimi ve protokollere siki sikiya baghhigin
sistemi ¢okertebilecegine deginmistir (Katz, 1964: 132-133).

OVD’i isgdrenin istegine bagh biitiniinde kurumun etkili islemesinde katki saglayan ama
kurum tarafindan dogrudan ve agik bir sekilde ddullendiriimeyen bireysel bir davranis ola-
rak tanimlayan Organ (1988), gelen elestiriler dogrultusunda, OVD’nin yeniden tanimlan-
masi gerektigini belirterek, OVD’nin artik ekstra rol, isin 6tesi veya kurumca 6diillendiril-
meyen davranig olarak gérilmemesi gerektiginin Gzerinde durmustur (Organ, 1997:86:87).
Sezgin (2005), bu tanim degisikligini OVD sergileyen kisiye garantisi olmamakla beraber
fayda saglayabilme olasiligina baglamaktadir. Her ne kadar OVD sergilemeyen isgérenler
bir yaptirmla karsilasmasa da, arastirmaci, resmi bir giivencesi olmamakla beraber OVD
sergileyen isgérenlerin iyi izlenim olusturdugunu ve dolayisiyla onlarin érgitte édullendi-
rilmesi, takdir ve saygi gérmesinin de olasi oldugunu belirtmektedir (Sezgin, 2005: 320).
Benzer bir sekilde, Bill Gates World Economic Forum 2008’de de belirttigi gibi kisisel
cikar ve baskalarini Snemseme insanlara kisisel ¢ikarin cok daha 6tesinde fayda sagla-
maktadir. Soyle ki, Gates, Microsoft’'un kurumsal hayirseverligi vasitasiyla $3 milyardan
fazla para ve yazihmi bagigladigini ve bdylece teknolojik imkanlari olmayan insanlara im-
kan yarattiklarini belirtmistir. Gates, bdyle yaparak fakir insanlarin karsilastiklarn sorunlara
¢6zUm bulduklarini, gelismekte olan llkelerde yeni pazarlar olugturduklarini yani bu bitge
ve egitimin ¢cok yonll bir fayda getirdiginden bahsetmektedir (Gates, 2008).

Farkl arastirmacilarca OVD farkli boyutlarda ele alinmistir. Ornegin Podsakoff vd. (2000)
davranisi Yardimci Davranis, Sportmenlik, Kurumsal Sadakat, Kurumsal Uyumluluk, Bi-
reysel Insiyatif, Sivil Erdem ve Kisisel Gelisim boyutlarinda ele alirken (Podsakoff vd.,
2000: 516), Smith ve Organ (1983) Ozgecilik ve iyi asker veya iyi vatandas sendromu
olarak da bilinen ve belli kisilerden ziyade sistemin islemesi icin isleri dogru diizgiin
yapmak anlamina gelen Genel Uyum olarak ikiye ayirmistir (Smith vd., 1983: 661-662).
Organ (1988) ise OVD’i bes boyutta ele almistir. Bunlar; birine yardimi iceren Ozgecilik,
dakik olma, hazir bulunma ve dizenlilik gibi beklenilen asgari rol davraniginin étesinde
bir davranisi iceren Vicdanlilik, olumlu bir tavir iceren Sportmenlik, igsveren ve is arkadas-
larini bilgilendirmeyi iceren Nezaket ve kurumun toplantilarina katilmak ve maillerini takip
etmek gibi durumlar igeren Sivil Erdem boyutlandir. Her ne kadar bu boyutlar ekstra rol
davranigi gibi goriinse de, pek ¢ok is yeri drneklerinde Vicdanlilik, Nezaket ve Sivil Erdem
aslinda tanimli davranislardandir. Bu boyutlarin ekstra rol olabilmesi igin érnegin bir kisinin
ise erken gelmesi veya gec ¢ikmasi ama karsiliginda birsey beklememesi gerekmektedir
(Cummings vd., 1995: 238).
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Kurumlarin, gevresel degisimlere karsi adapte olabilmesi igin bina, is guci tahsisi, Uretim
yéntemi, hizmet, ¢alisma saatleri gibi alanlarda degisim yapmasi kacinilmazdir. Bu degi-
simlerin getirdigi zorluklar baz kisiler icin adil algilanmayabilir ve bu kisiler daha bulytik so-
runlara neden olabilir. Bu nedenle érgulte baglilik, bireyin ruhsal durumu, kisilik 6zellikleri,
ise karsi tutumlar ve is tatmini, 6rgutsel adalet, ihtiyaclar, isin 6zellikleri, liderin 6zellikleri
ve buna bagl olarak 6rglte duyulan giiven, yas, kidem ve hiyerarsik diizey, 6rgttsel kim-
lik, 6rgltsel vizyon ve kisi ve 6rgut butinlesmesi gibi davranisa etki eden faktérlerin yo-
neticiler tarafindan dikkate alinmasi énemlidir (Tugcu, 2009:20). ilk calismalarda, OVD’nin
yukarida sayilan belirleyicileri arastirilirken, sonralan arastirmacilar OVD’nin sonuglari
tizerinde durmaya baslamislardir. Bunlar; OVD’nin isgdreni atanma ve &diillendirmesin-
de yonetimsel agidan degerlendirilmesi ve davranisin, isgérenin kurumsal performans ve
basarisi (zerindeki etkisi (izerine olan calismalar icermektedir. Sonugta, OVD’nin hem
isgorenin édullendiriimesinde hem de kurumsal basarisina katki sagladigi kanitlanmigtir
(Podsakoff vd., 2000: 533; Sezgin, 2005: 328 ve Malek ve Tie, 2012: 121-122).

Kurumun zarar gérmemesi isgérenlerin tanimlananin 6tesinde ve istekle sergiledigi tu-
tumla mUmkin olur (Organ vd., 2006: Bolim 2: 7-9 ve Sezgin, 2005: 318). Bu noktadan
hareketle, is taniminda olmayan yani fazladan rol davranigi olarak tanimlanan ve érgitsel
bagllig etkileyen OVD’nin kusak, cinsiyet, sektér, statil, galisma yili ve gelir agisindan
farkl olabilecegi disiniUlimektedir.

Arastirmada kapsaminda, veri toplama araci olarak nicel arastirma ydéntemi gevrimici
anket kullanilmis, anket Anadolu Universitesi Acikdgretim Fakiiltesi’ne kayitl ve cesitli
meslek gruplarinda g¢alisan 6grencilere gevrimici veri tabani tUzerinden génderilmistir. Bu
calismada arastirmanin genel amaci dogrultusunda asagidaki sorulara cevap aranmigtir.

1. Orgitsel vatandaslik davranisi élceginden alinan puanlarin ortalamalari cinsiyet degis-
keni agisindan istatistiksel olarak anlamli bir farklilik géstermekte midir?

2. Orgiitsel vatandaglik davranigi 8lgeginden alinan puanlarin ortalamalan kusak degiske-
ni agisindan istatistiksel olarak anlaml bir farkllik géstermekte midir?

3. Orgiitsel vatandaslik davranisi 6lgeginden alinan puanlarin ortalamalar sektér degis-
keni agisindan istatistiksel olarak anlamli bir farkllik géstermekte midir?

4. Orglitsel vatandaglik davranigi élgeginden alinan puanlarin ortalamalari pozisyon de-
giskeni acisindan istatistiksel olarak anlamli bir farkliik géstermekte midir?

5. Orgiitsel vatandaslik davranigi élceginden alinan puanlarin ortalamalar calisma yil de-
giskeni agisindan istatistiksel olarak anlamli bir farkliik géstermekte midir?

6. Orgitsel vatandaslik davranisi élceginden alinan puanlarin ortalamalari maas miktarn
degiskeni agisindan istatistiksel olarak anlamli bir farklilik géstermekte midir?

Bu bélimde arastirmanin modeli, evren ve 6rneklemi, verilerin toplanmasi, ¢ézimlenme-
si, bulgular, sonug ve éneriler yer almaktadir.
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Arastirmanin Modeli

Anadolu Universitesi Agikdgretim Fakdiltesi 8grencilerinin OVD’ni etkileyen faktérlerin be-
timlenmesine ydnelik yapilan bu calismada iki veya daha fazla degisken arasindaki iligkile-
ri belirlemek ve neden-sonug ile ilgili ipuglari elde etmek amaciyla yapilan nicel arastirma
ydntemlerinden iligkisel/korelasyonel arastirma yontemi kullanilmistir (BlyUkoztirk, vd.,
2012: 15).

Calismada 6grencilerin kusak, cinsiyet, sektor, statl, calisma yili ve gelir gibi demografik
dzellikleri ve OVD arasindaki iliski betimlenmeye caligilmistir.

Evren ve Orneklem

Arastirmanin evrenini Tirkiye’de 2016-2017 akademik yilinda Anadolu Universitesi Aci-
koégretim Fakultesi’ne kayith égrenciler olusturmaktadir.

Yaklasik 1 milyon 400 bin civarinda 6grencinin kayith oldugu 8 programi ile Agikdgretim
Fakultesi-Lisans, 6 programi ile iktisat Fakltesi, 39 programi ile Agikdgretim Fakdilte-
si-Onlisans ve 5 programi ile isletme Fakiiltesi 6grencilerinden toplam 2752 &gdrenci ce-
virimigi ankete yanit vermistir. Segilen durumlar baglaminda doga ve toplum olaylari ya
da olgularini anlamaya ve bunlar arasindaki iligkileri kesfetmeye ve aciklamaya c¢alisan
amagsal drnekleme teknigi uygulanmistir (Blyukoztirk, vd., 2012: 90).

Sinirhiliklar

 Arastirma, Turkiye’de 2016-2017 akademik yilinda Anadolu Universitesi Agikdgretim
Fakultesi’'ne kayith 8grenciler ile sinirhdir.

* Arastirmada belli bir sektériin ele alinmamasi bir sinirlilik olarak degerlendirilebilir.

* Kadin c¢alisanlarin desteklendigi ve farkh kusaklarin bir arada galistigi kurumlarda ben-
zer bir calismanin yapilmasi, OVD ile ilgili daha kapsamli bir sonug verecektir.

Veri Toplama Araclan

Arastirmada veri toplamak amaciyla, 6grencilerin bazi demografik ézelliklerini belirlemek
icin arastirmacilar tarafindan gelistirilen Kisisel Bilgiler Formu ve OVD’ni belirleyebilmek
icin Prof. Dr. H. Nejat Basim ve Dog. Dr. Harun Sesen’in (2006) Vey ve Champbell (2004)
ve Williamsishia (1999)’dan Tirkge’ye gevirip uyarladigi 6’ Likert tipi Orgtitsel Vatandagiik
Davrarug Olcedi kullanilmistir. Anket Acikégretim’e kayith ve cesitli meslek gruplarinda
calisan égrencilere cevirimici veritabani tizerinden génderilmistir. OJrenciler sinav sonug-
larini gérmek ve diger bazi igslemler yapmak igin giris yaptiklar Acikdgretim bilgi sistemi
Uzerinde yer alan anket kisminda karsilarina ¢ikan ¢evrimici form tzerinden anketi géniil-
lUlUk esasina gore doldurmuslardir.
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Verilerin C6ziimlenmesi

Arastirmada, cinsiyet (Kadin, Erkek), kusak (X, Y), pozisyon (Personel, Y&netici) ve sektor
(Kamu, Ozel) bagimsiz degiskenlerinin OVD puanlan agisindan farklilik olusturup olustur-
madiginin incelendidi ilk dort arastirma sorusuna yanit bulmak amaciyla bagimsiz gruplar
t-testi teknigi kullanilmigtir. Bunun nedeni, s6z konusu bagimsiz degiskenlerin timundn
iki duizeyli (kategorili) olmasidir. Galisma yili (1-5, 6-10, 11-15, 16-20, 20 ve Ustl) ve maas
miktar (asgari ve alti, asgari-2500, 2500-4500, 4500 ve Ustl) bagimsiz degiskenlerinin
OVD puanlar (izerindeki etkisinin incelendigi son iki arastirma sorusuna yanit bulmak
amaciyla ise tek yonll varyans analizi teknigi kullanilmistir. S6z konusu analizler SPSS
V22 yazihmi araciligi ile gergeklestirilmistir.

Bulgular ve Yorum

Bu bélimde veri toplama aragclari ile elde edilen verilerin istatistiksel ¢ézimlemeleri sonu-
cunda ulasilan bulgulara iliskin tablo ve yorumlara yer verilmistir.

1. Orgiitsel Vatandaslik Davranisi Olgeginden Alinan Puanlarin Ortalamalan Cinsiyet
Degiskeni Acisindan istatistiksel Olarak Anlamh Bir Farkliik Gostermekte Midir?

Birinci arastirma sorusuna yanit bulmak amaciyla cinsiyet degiskeni kategorilerinin ortala-
ma puanlar bakimindan anlamli derecede farklilagip farklilasmadiginin belirlenebilmesi igin
t-testi yapiimistir. Test 6ncesi elde edilen betimsel istatistikler Tablo 2°de sunulmustur.

Tablo 2. Cinsiyet Degiskenine iliskin Betimleyici istatistikler

Cinsiyet Sayi Ortalama Standart Sapma
6vD Kadin 1076 66,3801 30,39115
Erkek 1676 69,1539 30,24025

Tablo 2 incelendiginde, OVD &lcegini yanitlayan katiimcilarin 1076’sinin kadin, 1676’sinin
erkek bireylerden olustugu goriimektedir. Erkek katiimcilanin 6lgek puanlarindan elde
edilen ortalamanin (69,1539) kadin katiimcilarin puan ortalamasindan (66,3801) yiksek
oldug@u belirlenmistir. Ortalamalar arasindaki farkin istatistiksel olarak anlamli olup olma-
diginin belirlenebilmesi amaciyla t-testi yapilmis ve elde edilen bulgular Tablo 3’de sunul-
mustur.

Tablo 3. Cinsiyet Degiskeni Kategorileri Arasindaki Farkin Anlamliligina iliskin Test
Sonuclan

Levene Varyanslarin

Homojenlik Testi T-Testi
F P t sd P
6vD Varyanslar Homojen ,423 | ,516 -2,344 | 2750 ,019
Varyanslar Homojen Degil -2,341 | 2283,775 | ,019
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Tablo 3 incelendiginde, kadin ve erkek katilimcilarin 8lgek puanlar varyanslarinin homo-
jen oldugu (p=0,516>0,05) belirlenmistir. Bu bulgu t-testi icin gerekli olan varyanslarin
homojenligi sayiltisinin saglandigini géstermektedir. T-testi sonuglarina iliskin p degeri
(0,019 < 0,05) kadin ve erkek katilimcilarin OVD puani ortalamalan arasindaki farkin ista-
tistiksel olarak anlamli oldugunu godstermektedir. Bu bulgudan hareketle, erkek katim-
cilarin érgutsel vatandaslk davranigi diizeylerinin kadin katiimcilardan anlamli derecede
yiksek oldugu sonucuna ulasilabilir.

2. Orgiitsel Vatandashk Davranigi ﬁlgeginden Alinan Puanlarin Ortalamalarn Kusak
Degiskeni Acisindan istatistiksel Olarak Anlamh Bir Farkliik Gostermekte Midir?

ikinci arastirma sorusuna yanit bulmak amaciyla kusak degiskeni kategorilerinin ortalama
puanlar bakimindan anlamli derecede farklilagip farklilasmadiginin belirlenebilmesi igin
t-testi yapiimistir. Test 6ncesi elde edilen betimsel istatistikler Tablo 4’de sunulmustur.

Tablo 4. Kusak Degiskenine iliskin Betimleyici istatistikler

Kusak Sayi Ortalama Standart Sapma
ovD X 502 71,2968 29,40565
Y 2182 67,4450 30,46256

Tablo 4 incelendiginde, OVD &lgegini yanitlayan katilimcilarin 502’sinin X kusagi, 2182’si-
nin Y kusagi bireylerden olustugu goérilmektedir. X kusagindan katiimcilarin élgek pu-
anlarindan elde edilen ortalamanin (71,2968) Y kusagindan katiimcilarin puan ortalama-
sindan (67,4450) ytiksek oldugu belirlenmistir. Ortalamalar arasindaki farkin istatistiksel
olarak anlamli olup olmadiginin belirlenebilmesi amaciyla t-testi yapiimis ve elde edilen
bulgular Tablo 5’te sunulmustur.

Tablo 5. Kusak Degiskeni Kategorileri Arasindaki Farkin Anlamliigina iliskin Test
Sonuclan

Levene Varyanslarin

Homojenlik Testi T-Testi
F p t sd p
Oovb Varyanslar Homojen 2,968 |,085 |2,571 |2682 ,010
Varyanslar Homojen Degil 2,628 768,177 ,009

Tablo 5 incelendiginde, katiimcilarin élgek puanlari varyanslarinin homojen oldugu
(p=0,085>0,05) belirlenmistir. Bu bulgu t-testi igin gerekli olan varyanslarin homojenligi
sayiltisinin saglandigini géstermektedir. T-testi sonuglarina iliskin p degeri (0,010 < 0,05)
X ve Y kusagindan katiimcilarin OVD puani ortalamalan arasindaki farkin istatistiksel ola-
rak anlamli oldugunu géstermektedir. Bu bulgudan hareketle, X kusagi bireylerin 6rgitsel
vatandaslik davranigi diizeylerinin Y kusagi bireylerden anlamli derecede yiiksek oldugu
sonucuna ulagilabilir.
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3. Orgiitsel Vatandaslik Davranisi Olceginden Alinan Puanlarin Ortalamalan Sektor
Degiskeni Acisindan istatistiksel Olarak Anlaml Bir Farkliik Gostermekte Midir?

Ugiincl arastirma sorusuna yanit bulmak amaciyla sektdr degiskeni kategorilerinin ortala-
ma puanlar bakimindan anlamli derecede farklilagip farklilasmadiginin belirlenebilmesi igin
t-testi yapilmistir. Test dncesi elde edilen betimsel istatistikler Tablo 6’da sunulmustur.

Tablo 6. Sektor Degiskenine iliskin Betimleyici istatistikler

Sektor Sayi Ortalama Standart Sapma
ovD Ozel 1825 67,2937 30,41847
Kamu 924 69,5736 30,09749

Tablo 6 incelendiginde, OVD &lgegini yanitlayan katilimcilarin 924’iniin kamu calisani,
1825’inin dzel sektdr calisani bireylerden olustugu gérilmektedir. Kamu sektérinden ka-
tilmcilarin dlgek puanlarindan elde edilen ortalamanin (69,5736) 6zel sektérden katiimci-
larin puan ortalamasindan (67,2937) yiksek oldugu belirlenmistir. Ortalamalar arasindaki
farkin istatistiksel olarak anlamli olup olmadiginin belirlenebilmesi amaciyla t-testi yapil-
mis ve elde edilen bulgular Tablo 7’de sunulmustur.

Tablo 7. Sektor Degiskeni Kategorileri Arasindaki Farkin Anlamhiligina iliskin Test
Sonuglan

Levene Varyanslarin

Homojenlik Testi

F o} t sd P
6vD Homojen 0,478 ,490 -1,863 2747 ,063
Homojen Degil -1,869 1871,275 ,062

Tablo 7 incelendiginde, kamu ve 6zel sektérden katiimcilarin élgek puanlar varyanslari-
nin homojen oldugu (p=0,490>0,05) belirlenmistir. Bu bulgu t-testi icin gerekli olan var-
yanslarin homojenligi sayiltisinin saglandigini géstermektedir. Fakat, t-testi sonuglarina
iliskin p degeri (0,063 > 0,05) 6zel ve kamu sektdrlerinde calisan katiimcilarin OVD puani
ortalamalar arasindaki farkin istatistiksel olarak anlaml olmadigini géstermektedir. Bu
bulgudan hareketle, 6rgltsel vatandaslik davranisi agisindan kamu ve 6zel sektér calisan-
lari arasinda fark olmadidi ileri surdlebilir.

4, Orgiitsel Vatandaslik Davranisi Olceginden Alinan Puanlarin Ortalamalar Pozisyon
Degiskeni Acisindan istatistiksel Olarak Anlaml Bir Farklilik Géstermekte Midir?

Dordiincl arastirma sorusuna yanit bulmak amaciyla pozisyon degiskeni kategorilerinin
ortalama puanlar bakimindan anlaml derecede farklilagip farklilasmadiginin belirlenebil-
mesi igin t-testi yapiimistir. Test 6ncesi elde edilen betimsel istatistikler Tablo 8’de sunul-
mustur.
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Tablo 8. Pozisyon Degiskenine iliskin Betimleyici istatistikler

Pozisyon Sayi Ortalama Standart Sapma
6vD Personel 2227 68,0135 30,38517
Yonetici 525 68,3067 30,09107

Tablo 8 incelendiginde, OVD &lgegini yanitlayan katiimcilarin 2227’sinin personel, 525’inin
ise yoneticilerden olustugu goériimektedir. Yonetici pozisyonunda calisan katiimcilarin
olcek puanlarindan elde edilen ortalamanin (68,3067) personel pozisyonunda galisan ka-
tilmcilarin puan ortalamasindan (68,0135) az bir miktar daha yiksek oldugu belirlenmistir.
Ortalamalar arasindaki farkin istatistiksel olarak anlamli olup olmadiginin belirlenebilmesi
amaciyla t-testi yapilmis ve elde edilen bulgular Tablo 9’da sunulmustur.

Tablo 9. Pozisyon Degiskeni Kategorileri Arasindaki Farkin Anlamliigina iliskin
Test Sonuglari

Levene Varyanslarin

Homojenlik Testi T-Testi
F P t sd o
o6vD Homojen 0,118 , 731 -0,199 2750 ,842
Homojen Degil -0,200 795,370 ,841

Tablo 9 incelendiginde, personel ve yoneticilerden olusan katiimcilarin dlgek puanlarn
varyanslarinin homojen oldugu (p=0,731>0,05) belirlenmistir. Bu bulgu t-testi i¢in gerekli
olan varyanslarin homojenligi sayiltisinin saglandigini gdstermektedir. Fakat, t-testi so-
nuclarina iliskin p degeri (0,842 > 0,05) personel ve ydnetici pozisyonlarinda calisan ka-
tiimeilanin OVD puani ortalamalar arasindaki farkin istatistiksel olarak anlamli olmadigini
g0Ostermektedir. Bu bulgudan hareketle, érgiitsel vatandaslk davranigi agisindan yénetici
ve personeller arasinda fark olmadigi ileri strdlebilir.

5. Orgiitsel Vatandashk Davranigi Olceginden Alinan Puanlarin Ortalamalari Calisma
Yil Degiskeni Acisindan istatistiksel Olarak Anlamli Bir Farklilk Gostermekte Midir?

Besinci arastirma sorusuna yanit bulmak amaciyla ¢alisma yili de@iskeni kategorilerinin
ortalama puanlar bakimindan anlaml derecede farklilagip farklilasmadiginin belirlenebil-
mesi i¢in varyans analizi (ANOVA) yapiimistir. Test 6ncesi elde edilen betimsel istatistikler
Tablo 10’da sunulmustur.
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Tablo 10. Calisma Yili Degiskenine iliskin Betimleyici istatistikler

Calisma yih Sayi Ortalama Standart Sapma
1-5yil 970 67,8557 30,38826
6-10 yil 545 68,0055 30,79495
11-15yil 286 68,9825 30,22355
16-20 yil 180 72,0722 29,58446
20 ve Usti 183 72,7158 29,27299

Tablo 10 incelendiginde, OVD’i yanitlayan katilimcilarin calisma sirelerine iliskin aralik-
lar ve Olgekten aldiklari puanlarin ortalamalari gérilebilir. Elde edilen bulgular, ¢calisma
yilini 1-5 yil olarak beyan eden 970 katiimcinin ortalama 6lgek puaninin (67,8557) en dii-
suk; calisma yilini 20 ve Ustl olarak beyan eden 183 katilimcinin ortalama &lgek puaninin
(72,7158) en ylksek oldugunu gostermektedir. Bulgular, calisma siresi arttikca 6rgitsel
vatandaslik davranigi puanlarinda artis oldugunu géstermektedir, bununla birlikte, daha
dogru bir belirleme yapabilmek icin kategoriler arasindaki ortalama puanlar arasindaki
farklarin istatistiksel anlamliigi ANOVA ile test edilmis ve elde edilen bulgular Tablo 11°’da
sunulmustur.

Tablo 11. Calisma Yil Degiskeni Kategorileri icin Varyanslarin Homojenligi Testi

Levene istatistigi

,641 4 2159 ,633

Tablo 11 incelendiginde, ANOVA testi icin gerekli olan varyanslarin homojen olduguna
iliskin varsayimin saglandigi gérilmektedir (p=0,633>0,05).

Tablo 12. Galisma Yili Degiskeni Kategorileri Arasindaki Farkin Anlamliigina iliskin
ANOVA Sonugclari

sd Kareler Ortalamasi F p
Gruplar arasi 4 1487,987 1,620 ,167
Gruplar igi 2159 918,792
Toplam 2163

Tablo 12 incelendiginde ANOVA testine iliskin p degerinin (0,167>0,05) gruplarin puan
ortalamalar arasindaki farklarin istatistiksel olarak anlamli olmadigina isaret ettigi gorul-
mektedir. Elde edilen bulgudan hareketle 6érgitsel vatandaglik davranisi icin ¢calisma yili
degiskeninin anlaml bir farklilik yaratmadigi ileri strilebilir.
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6. Orgiitsel Vatandaslik Davranisi Olceginden Alinan Puanlarin Ortalamalan Maas
Miktan Degiskeni Acisindan istatistiksel Olarak Anlamh Bir Farklilik Gostermekte Midir?

Altinci arastirma sorusuna yanit bulmak amaciyla maas miktar degiskeni kategorilerinin
ortalama puanlar bakimindan anlamli derecede farklilasip farklilagsmadiginin belirlenebil-
mesi i¢in varyans analizi (ANOVA) yapilmistir. Test dncesi elde edilen betimsel istatistikler
Tablo 13’de sunulmustur.

Tablo 13. Maas Miktar Degiskenine iliskin Betimleyici istatistikler

Maas Miktari Sayi Ortalama Standart Sapma
Asgari ve alti 882 67,0011 30,10023
Asgari- 2500 771 66,7328 30,85725
2500-4500 876 69,8973 30,13385
4500 ve Ustu 177 69,1243 30,12109

Tablo 13 incelendiginde, OVD’i yanitlayan katilimcilarin maaslarina iliskin araliklar ve &l-
¢ekten aldiklari puanlarin ortalamalar gérulebilir. Elde edilen bulgular, maas miktarini as-
gari-2500 TL arasi olarak beyan eden 771 katilimcinin ortalama dlgek puaninin (66,7328)
en disuk; maas miktarini 2500 TL-4500 TL arasi olarak beyan eden 876 katihmcinin orta-
lama dlgek puaninin (69,8973) en yliksek oldugunu gdstermektedir. Kategoriler arasindaki
ortalama puanlar arasindaki farklarin istatistiksel anlamliigit ANOVA ile test edilmis ve elde
edilen bulgular Tablo 14’de sunulmustur.

Tablo 14. Maas Degiskeni Kategorileri icin Varyanslarin Homojenligi Testi

Levene istatistigi

1,085 3 2702 ,354

Tablo 14 incelendiginde, ANOVA testi icin gerekli olan varyanslarin homojen olduguna
iliskin varsayimin saglandigi gértilmektedir (p=0,354>0,05).

Tablo 15. Maas Miktari Degiskeni Kategorileri Arasindaki Farkin Anlamhligina iliskin
ANOVA Sonugclari

sd Kareler Ortalamasi F o)
Gruplar arasi 3 1831,673 1,991 ,113
Gruplar igi 2702 919,912
Toplam 2705

Tablo 15 incelendiginde ANOVA testine iliskin p degerinin (0,113>0,05) gruplarin puan
ortalamalar arasindaki farklarin istatistiksel olarak anlamli olmadigina isaret ettigi gérul-
mektedir. Elde edilen bulgudan hareketle 6rgutsel vatandaslik davranigi icin maas miktari
degiskeninin anlamli bir farklilik yaratmadig ileri stirtlebilir.
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Sonug ve Oneriler

2016-2017 akademik yilinda Anadolu Universitesi Acikégretim Fakdltesi’ne kayrtli, calisan
ve X ve Y kusaginini temsil eden 2752 6grencinin katiimiyla gerceklestirilen arastirma
sonuglarina gére sadece kusak ve cinsiyet degiskeninin OVD ‘i etkiledigi sektér, stat,
calisma yili ve gelir degiskenlerinin OVD’i anlamli bir sekilde etkilemedigi ortaya cikmistir.

Calisma Anadolu Universitesi Acikdgretim Fakiiltesi erkek égrencilerin OVD kadin égren-
cilerinkinden yuksek ¢ikmistir. Bunun en énemli nedenleri kadinlarin cam tavan sendro-
mu ile micadele etmek zorunda kalmalar olabilir. Bir takim kariyer engelleri ve bigilmis
cinsiyet rolleri ile karsilagan kadin calisanlarin érgiite bagliigi dolayisiyla OVD’nin erkek
calisanlara oranla az olmasi kaginilmazdir.

Turkiye’de her ne kadar kadinin egitim, calisma ve siyaset hayatlarinda erkekle esitligi
kanunen desteklenmis olsa da, 2006 yilinda, aile yapisi konulu bir arastirmaya katilan
erkeklerin %60,7’ si kadinin asli gérevinin gocuk bakimi ve ev igleri oldugu gorisiniu
bildirmiglerdir. Bu oran kadinlar arasinda %64,7 olarak saptanmistir. Erkeklerin %12’si,
kadinlarin %14’0, kadinin ¢alismasini gelenek géreneklerimize aykiri bulurken, calisma
ortamlarinin kadin icin givenli olmadigi dislinen erkekler %16,5, kadinlarda bu oran
%9,5’dir (http://www.tuik.gov.tr, 2009’dan aktaran Mercanlioglu, 2009:40). Benzer bir
sekilde Oriicii vd. (2007)’de yaptiklar arastirmada, toplumsal olgular cercevesinde, kadi-
na bicilen rolde ailevi sorumluluklarin fazla olmasinin, kadinlarin kariyer gelisimlerini olum-
suz etkiledigi konusunda katilimcilarin %74”0 ‘katiliyorum’ cevabi vermislerdir. Kadinlar
calisma yasamina girerken, toplumsal beklentilerle calisma yasaminin bagdasmamasi gibi
cesitli nedenlerden 6tlrl engellerle karsilasmaktadirlar. Aragtirmada bu nedenler disinda,
¢alisan kadinlarin, esine ve ¢ocuklarina kargi sorumluluklari nedeniyle uzayan toplantilara
katilamamasi, sirket yemekleri, seyahatler ve egitimler, kadin ydneticilerin karsilastiklar
sorunlardan bazilan olarak tespit edilmistir (Oriicii vd., 2007: 133).

Turkiye istatistik Kurumu (TUIK) 2014- 2017 verilerine gére isgiictine dahil olmayanlarin
durumunu tetikleyen en dnemli sebep, kadinlarin ev igleriyle mesgul olma durumudur.
Ayrica, TUIK 2006, 2010 ve 2014 cinsiyet ve egitim durumuna gére aylik ortalama briit
Ucret ve yillik ortalama brit kazang ile ilgili verilere gore, kadin ¢alisanlarin gelirleri egitim
durumlar ayni olan erkeklerden daha azdir. Ornegin, 2014 yilinda, yliksekokul ve Ustii bir
erkek galisanin aylik kazanci ortalama 4296 TL iken, benzer bir durumdaki bayan ¢alisanin
aylik maasinin 3470 TL oldugu ortaya gikmistir (TUIK).

Kadinlarin can tavan bariyerine bagh gugcliklerle bas edebilmesi i¢in, hikimetin girisi-
miyle kurumlarin baz politikalar gelistirmesi gerekmektedir. Turkiye gibi erkek egemen
toplumlarda, kadin ¢alisanlari motive edici uygulamalarin olmasi, hem kurumlarin isguict
kaybinin éniine gececek hem de kadin calisanlarin OVD’sini arttiracaktir.

Calismada, X kusagindan katiimcilarin élgek puanlarindan elde edilen ortalamanin, Y ku-
sagindan katimcilarin puan ortalamasindan ylksek oldugu ortaya ¢ikmigtir..

X kusagi ve Y kusagini Turkiye sartlarinda kiyasladigimizda, bu farklihgr kusaklarin yetis-
tirilme tarzi, dénemde yasanan ekonomik, politik ve teknolojik olaylara baglayabiliriz. X
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kusagdl mensuplari bu dénemde petrol krizleri, ekonomik sarsintilar ve sol-sag ¢atismasi
gibi bazi sosyo-politik olaylara tanik olmuglardir. Turkiye’de de kadinlar bu dénemde yo-
gun olarak is glicline katimaya baslamislardir. insanlar daha iyi yasamak icin, daha az
¢ocuk sahibi olmusglardir. Paraya daha fazla odaklanmiglar ve bireycilik &nem kazanmistir
(Mengi, 2003). Gelecek kaygisi bu kusagdi ¢ok calisip kariyer yapmaya ve para biriktirme-
ye zorlamistir. Geleneksel degerlere bagli dolayisiyla toplumsal sorunlara duyarl olan bu
kusak, otoriteye saygili, miicadeleci, kanaatkar ve stiphecidir. Marka onlar igin dnemlidir.
Kadinlarin calismaya baslamasiyla geleneksel aile yapisi farklilasmaya baglamistir (Altun-
tug, 2012: 205-206; Erol ve Oz, 2016:54-55; izmirlioglu, 2008:44-45). Diger yandan, Ak-
tan (1996), Y kusaginin bakis acisinin sekillenmesinde 80’li yillarin en dnemli olaylarindan,
T.C’nin 8. Cumhurbagkani Turgut Ozal déneminde gerceklesmis 24 Ocak Kararlar’nin
etkin bir rol oynadigini belirtmistir. Bu kararlar sayesinde Y kusaginin 6zelliklerinden insani
merkez kabul eden; insan hak ve ézgurliklerini temel amag olarak benimseyen bireycilik
anlayisinin temelleri atilmigtir (Aktan, 1996).

Kusaklarin yaslandikca davranig ézelliklerinin de degiskenlik gésterdigine deginen Ozmen
(2011), farkl kusaklarin ayni zaman diliminde farkl davraniglar sergilemelerini ‘yas etkisi’
ne baglamaktadir. Arastirmaciya gére, her kusagi digerlerinden ayiran kendine ait bir ta-
rihi ve birikimi vardir. Bu farklilik, dnceki kusaklarin yeni kusaklara biraktigi sosyo-kiiltirel
ve siyasi mirastan kaynaklanmaktadir (Ozmen, 2011). Wagner ve Ruch (2000)’de yaptig
calisma, yas etkisini destekler niteliktedir. Arastirmacilar, ABD’de iki 6zel hastanede yap-
tiklar galisma sonucunda yasin 6zgecilik davranisinda belirleyici bir rol Ustlendigini ortaya
koymuslardir. Arastirmacilara gére, 20-34 yas grubu ve nispeten yash 35-45 yas grubu
calisanlar farkl kohortlar temsil etmektedirler. Arastirmacilar, yasca blyik calisanlarin
6zgeci davranisi degerlendirmede ve sergilemede daha ¢ok sosyallesmis olabilecegini,
¢alisma zamanlari ve yasam tecrlibeleri bakimindan daha gesitli davraniglarla karsi kar-
slya kalmig olabileceklerini ve bagkalarina yardimi daha ¢ok i¢sellestirmis olabileceklerini
belirtmislerdir (Wagner ve Rush, 2000: 388).

Fakat, alanda yapilan c¢alismalara gére kusaklarin kendilerini ve birbirlerini farkl algilama-
si gatismalar da beraberinde getirmektedir. Ornegin, Universum 2015 aragtirma sonucu
Y kusanigi sanilanin aksine kendini sorumluluk sahibi ve sadik olarak tanimlamaktadir.
Kusak danigsmani Kuran (2015), sadakat kavramini gliniimiize gére yeniden tanimlamamiz
gerektigine inanmaktadir. Buna gore, kusaklara yonelik algi, tanim ve beklentilerimizin
yeniden sekillendirilmesi insan kaynaklarinin istenilen diizeyde kullanilabilmesi agisindan
6nemli olmaktadir (Kuran, 2015).

Aragtirma Orneklemimizi Turkiye olusturdugundan, Tirkiye’de kusaklara gére nifus da-
gilimini bilmek 6nemlidir. 2016 TUIK’in raporuna gére toplam niifus bir énceki yila gore
1.073.818 artarak 79.814.871’a ulagsmistir. Bu nifusun icinde 0-14 yas grubunu % 23.7, 15-
64 yas grubunu %68 ve 65 Ustl yas grubu %8’i temsil etmektedir. Bu rapor, dinamik nu-
fusun yogun oldugunu yansitirken, bu dinamik ntfustaki kadin erkek oraninin da nerdeyse
esit oldugunu gostermektedir. 15-64 yas arasini kapsayan 54.237.586 kisinin 27.409.238’i
erkek, 26.828.348' ise kadin niifusunu temsil etmektedir (TUIK, 2016). Bu verilerden yola
cikarak, egitimden is diinyasina kadar farkli disiplinlerin, baskin olan niifusun aliskanlklarina
ve beklentilerine gére politikalar belirlemesi olasi ¢catismalari en aza indirecektir.
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The Relationship between
Demographic Variables of Gen
X and Gen Y Students and
Organizational Citizenship
Behavior

A. Banis Baraz*
Hacer Sivil**

Introduction

Human beings play such a crucial role to have a competitive advantage for organizations.
The term management got a scientific feature in 1900s, and this has increased the impor-
tance of human beings After the Industrial Revolution, Classical Approaches to Organiza-
tional Management (1880-1930) were put into practice. The pioneers namely Frederick E.
Taylor, Henry Fayol and Max Weber (respectively the Scientific Management Theory, Ad-
ministrative Management Theory, and Bureaucratic Management Theory), tried to figure
out some methods to get the most out of human power. These methods conceptualizing
human beings like a piece of machine became insufficient in time. Hawthorne studies
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(1927-1932) conducted during the period of the Neo-Classical Theory of Management
(1930-1950) by Elton Mayo and his associates proved that human beings are sensitive
creatures and organizations should pay attention to this peculiarity if they are expecting
efficiency and effectiveness. Hawthorne studies touched on the significance of organiza-
tions to include mutual relationship. Since 1950s, modern and post-modern approaches
have also increased the importance of human beings. Now, thanks to technological ad-
vancements, life span is longer, so is the tenure in an organization. Together with these
changes, economic, social, and historic events and technological advancements affect
the perception and attitudes of generations.

Not only race, gender, religion, and technology, but also different generations that work
together lead to some conflicts. Aimost all generations in history have criticized the ones
following them in many aspects. Socrates (BC. 469-399) by saying ‘The children now love
luxury; they have bad manners, contempt for authority; they show disrespect for elders
and love chatter in place of exercise. Children are now tyrants, not the servants of their
households. They no longer rise when elders enter the room. They contradict their par-
ents, chatter before company, gobble up dainties at the table, cross their legs, and tyran-
nize their teachers.’ meant generations are different, and he criticized younger generation.
George Orwell (1903-1950), one of the significant authors in 20" century, by saying ‘Every
generation imagines itself to be more intelligent than the one that went before it, and wiser
than the one that comes after it.” highlighted that the conflict is in progress.

In this study some basic terms related to generations and organizational citizenship be-
havior (OCB) will be mentioned. It is aimed to prove whether the OCB of Gen X and Gen
Y, which are active in business life, differ or not. If so, it is aimed to explain why and how
they do business in a different way. Apart from generations, other variables like gender,
status (employee or manager), sector (state or private company), job experience and
income level will be texted to see whether they show differences regarding OCB or not.

Generations

German Sociologist Karl Mannheim is the first scholar who used the term generation in
literature. Mannheim published an article called The Problem of Generations in 1928 and
1952 and proposed the theory of generation. Mannheim’s ideas were appreciated by
both academic and business world and pioneered some studies in the fields of commu-
nication, behavior, marketing, and human resource management (Taylor, 2008). Then, by
means of the studies by Inglehart (1977) and Strauss & Howe (1991), the theory gained
popularity (quoted by Gurbuz, 2015:41). Accordingly, generations are born as a result of
social interactions and develop common knowledge, ideas, points of view and experienc-
es towards specific phenomenon and events.
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Researchers Schewe & Meredith (2004), who investigate the sociological aspect of gen-
erations, claim that values, attitudes and shopping habits of people who are born in the
same era and experience similar things show similarities throughout their life. They claim
that such people generate a group which should be called cohort. Contrary to 20-25
years of period like World War Il (1939-1945), the period due to an external factor might
be long or short. Schewe & Meredith (2008) say that the factors that constitute a cohort
are mass communication, literacy, and social outcomes. They point out that the same
events may not affect different groups in the same way. For instance; Brazil did not go
to World War I, thus was not affected. However, the same war affected Russia a lot
(Schewe & Meredith, 2004:52). Murphy (2007), described the term generation as a group
of people programmed within the same era. He states that people are exposed to some
codes like true-false and good-bad, and they develop themselves by means of mutual
things like some specific news, heroes, music, humor, parental styles and education
systems (Murphy, 2007: 7). Chen (2010) believes generations are developed by a spe-
cific era, so he claims that generations are formed by groups that have similar attitudes,
values, and life styles and have the features of that time period (Chen, 2010:133). Yet,
McCrindle & Wolfinger (2017) do not agree with the definition of the time period in which
parents and children are born and which consists of a 20-25 year. They claim that this bi-
ological definition is not valid at all due to technological developments, changes in career
plans, educational opportunities, and variations in social values, so this term should be
examined sociologically not biologically (McCrindle & Emily Wolfinger, 2017:1).

Generations are categorized differently in different sources. It is mainly because of people
living in different places and being exposed to different events. As Mannheim (1928;1952)
stated generations are not a group of people who live in a specific period of time but are
groups of people who have mutual experiences and backgrounds. In this respect, not all
people born in the same period have similar backgrounds, so they may not have the char-
acteristics of the same generation. Thus, it can be asserted that a generation is a group
of people who are born almost in the same time period, and whose values, attitudes and
life styles are developed in a similar way by specific events within that period.

In this research, the categorization of generations is done as Ayhun (2013), Kuran (2012),
Seckin (2000), Senbir (2004), Benlisoy (2008) Altuntug (2012), Tolbize (2008) Karp (2002);
Mengi (2009, Kili¢ (2012), Habib (2013), Catalkaya (2008), Susuz, (2012), Cag (2012), iz-
mirlioglu (2008), Mesutoglu (2013), and Topguoglu (2007) have done. Thus, 1925-1945 is
called Silent Generation; 1946-1964 is called Baby Boomers; 1965-1979 is Gen X; 1980-
1999 is Gen Y, 2000+ is called M (or Z) (Arslan & Staub, 2015).
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Kuran (2013) categorized generations and their characteristics in Turkey as follows (Ku-
ran, 2013):

Table 1. Characteristics of Generations in Turkey

Generations Characteristics
Silent Generation Our grandparents.
(1927-1945) Republic generation
7% in Turkey Descriptor: Easy-going
Baby Boomers Most members of Turkish Grand National
(1946-1964) Assembly

Prime Minister is a Baby Boomer
19% in Turkey Descriptor: Normative

Gen X Parents of Gezi Park kids
(1965-1979) 22% in Turkey Descriptor: Competitive

GenY 35% in Turkey = 27 million.
(1980-1999) Descriptor: Creative

Gen Z Crystal Kids

(2000-) Gen Y prepares them

17% in Turkey Descriptor: Over-sensitive

It is an inevitable fact that different generations are supposed to communicate with one
another and live and work together. Since 2000s, five different generations have been
living together and almost all working for the first time in the history. Thus, it is crucial for
manager to know that employees coming from various generations have been exposed
to different biological and technological environments. Thus, managers will be able to see
the differences and manage them well. Categorized as Silent Generation (1925-1945),
Baby Boomers (1946-1964), Gen X (1965-1979), Gen Y (1980-1999), and Gen Z (2000-
2021), generations all have different attitudes and perceptions due to the era they live in
and technological developments. It is certain that Gen X and Gen Y should work in line
with each other. Besides, Gen Y will take over all the deeds from Gen Y very soon.

Organizational Citizenship Behavior

Basim and Sesen (2006) states that organizational citizenship behavior (OCB) started to
be investigated in 1980s due to some changes in social, economic, political, and techno-
logic world, so workers gained importance. They defined the term as follows: OCB aims
to protect an organization from undesirable behavior that hinders it to operate in a healthy
way, to improve workers’ abilities and skills, to ensure that the coordination is effective,
and as a result to enhance performance (Basim & Sesen, 2006: 82).
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Katz (1964), Katz &Kahn (1966) point out that when workers show citizenship behavior by
helping their coworkers, protecting their organization, suggesting constructive feedback,
improving their skills, and spreading good will, they will help to improve their departments,
organizations, and personal effectiveness. These researchers state that citizenship behav-
ior provides both organizational and personal benefits because it includes the motive to
help the organization and other people, which is called good soldier syndrome, yet other
researchers claim that it depends on some other reasons (Grant & Mayer, 2009; 900).

Sometimes, some other terms are used instead of OCB, and sometimes these terms sub-
stitute OCB. Contextual performance, interpersonal support in a group and the continuity
of cooperative environment, is one of them. Besides, prosocial behavior, which is based
on Katz’s (1964) ‘creative and spontaneous’ view and which contributes to organizational
effectiveness, is among these terms. Brief & Motowidlo (1986) use this term that does not
have a direct effect on an organization. For instance, when someone in an organization
helps a co-worker by saying how to save up, it is a kind of prosocial behavior. Another
widespread term is extra-role behavior, which means the behavior beyond the designated
deeds. Yet, the most different behavior is whistleblowing that is challenging for organ-
izations in various aspects because employees may go against their organizations due
to some concerns like efficiency, legitimacy, and equity (Organ et al. 2006: Chapter 2).'

Some researchers use these terms interchangeably, but this leads to conceptual confu-
sion. While Bateman & Organ (1983), Organ (1988) and Smith at al. (1983) call OCB as a
kind of employee behavior beyond the designated deeds, Brief & Motowidlo (1986) call
it prosocial (positive social) organizational behavior, Graham (1991) says it is related to
citizenship, George & Brief, (1992) and George & Jones, (1997) say it is organizational
spontaneity, and George & Brief, (1992) and George & Jones (1997) call it contextual
performance(Podsakoff at al., 2000: 515).

Katz (1964) underlines three important types of behavior for organizations to work effi-
ciently. One is to include employees to the system and to make sure they are in it. The
second one is to perform prescribed tasks in a safe way, and the last one is to act beyond
prescribed deeds like employees’ developing creative ideas and improving themselves
(Katz, 1964: 132-133).

Organ (1988) claimed OCB should be employees’ own will, and though in general it con-
tributed to organizations, that individual behavior was not rewarded explicitly by the or-
ganization. However, upon some criticisms, he stated that OCB should be redefined,
and highlighted that OCB should not be accepted as an extra role, beyond the formal-
ly prescribed job requirements, or directly rewarded (Organ, 1997:86:87). Sezgin (2005)
believes that such a change in the definition depends on that fact that OCB, though

" Check Organ et al. 2006: Chapter 2 for further reading.
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not guaranteed, might be advantageous to the ones who exhibit such a behavior. It is
not officially guaranteed, yet employees with OCB have a positive impact, and it may
bring about rewards, appreciation, but employees without OCB are not punished (Sezgin,
2005: 320). Similarly, in 2008 Economic Forum, Bill Gates stated that self-interest, and
caring for others provide more than self-interest. That is, Microsoft using its corporate
philanthropy donated more than $3 billion in cash and softaware, so they created a facil-
ity for people who did not have technological opportunities. Thus, they solved the prob-
lems that the poorest people faced, opened new market in developing countries. In other
words, that budget and training contributed themselves a lot, too (Gates, 2008).

Researchers categorize OCB differently. For example, Podsakoff at al. (2000) divided it
under the following categories: Helping Behavior, Sportsmanship,) Organizational, Loy-
alty, Organizational Compliance, Individual Initiative, Civic Virtue, and Self Development
(Podsakoff at al., 2000: 516). Smith & Organ (1983) put it under two dimentions: Altru-
ism and General Compliance, which is also known as ‘good soldier” or “good citizen”
syndrome of doing things that are “right and proper” but for the sake of the system
rather than for specific persons (Smith at al., 1983: 661-662). Organ (1988), on the other
hand, enumerated five dimentions of OCB: Altruism is acts of help to a specific person,
Conscientiousness includes attendance, cleanliness, and punctuality that go beyond
minimum required deeds, Sportmanship means a positive attitute, Courtesy includes
keeping the boss and co-workers informed, and Civic Virtue implies attending meetings
and checking company mails. All these dimentions should be extra- role. For instance,
an employee should go to work early and/or leave work late without any expectations
(Cummings et al.,1995: 238).

To be able to adapt into environmental changes, organizations should make changes in
the fields of building, labor division, production process, services, and working hours.
Some employees may not see these changes fair, and they may cause bigger problems.
That is why, not only organizational committment, employees’ psychological conditions,
personality traits, attitutes towards business, but also leaders together with factors af-
fecting behavior like job satisfaction, organizational justice, needs, job specifications, and
organizational trust, age, status, hierarchy, corporate identity, vision, employee-organiza-
tion integrity should be taken into consideration by administrators (Tugcu, 2009:20). Early
studies investigated these antecedants of OCB. Later, researchers started to focus on its
effects. They included the effects of OCB on managerial evaluations of performance and
judgments and the effects of OCB on organizational performance and success. They all
proved that OCB causes employees to be rewarded and brings organizational success
(Podsakoff et al., 2000: 533; Sezgin , 2005: 328, and Malek & Tie, 2012: 121-122).

It is highly possible to protect an organization when employees’ behaviors go beyond
formal role requirements by their own will (Organ at al., 2006: Chapter 2: 7-9 and Sezgin
, 2005: 318). From this point of view, it is thought that OCB, which has an impact on
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organizational commitment, and which is decribed as extra-role behavior that is not de-
scribed in the job description, may show some differences in terms of generations, gen-
der, sector, status, work experience and income level.

In this study, to collect data, an online survey was conducted with the participation of
students at Anatolia University, Distance Education Faculty. These students have work
experience in various business sectors. Quantitative research method was used. The
answers for the following gestions have been investigated.

1. Does the mean collected from organizational citizenship behavior scale and gender
variable have a statistically significant difference?

2. Does the mean collected from organizational citizenship behavior scale and genera-
tion variable have a statistically significant difference?

3. Does the mean collected from organizational citizenship behavior scale and sector
variable have a statistically significant difference?

4. Does the mean collected from organizational citizenship behavior scale and status
variable have a statistically significant difference?

5. Does the mean collected from organizational citizenship behavior scale and work ex-
perience variable have a statistically significant difference?

6. Does the mean collected from organizational citizenship behavior scale and income
level variable have a statistically significant difference?

Following sections include research method, population and sample, data collection
tools, analysis, findings, and conclusion and suggestions.

Research method

In this study, it is aimed to find out the factors that affect OCB of students at Anatolia
University Distance Education Faculty. To be able to define the relationship between two
or more variables and learn a cause and effect relationship, the correlational research
method, one of quantitative research methods, is applied (Blylkoztirk, at al., 2012: 15).

In this study, the relationship between OCB and demografic variables of these students
including generation, gender, sector, status, work experience, and income level is aimed
to be described.

Population and Sample

The target population of the study consists of students studying at Anatolia University
Distance Education faculty from the 2016-2017 academic year .

JOURNAL OF YOUTH RESEARCHES 115



Approximately 1 million 400 thousand students are enrolled at 8 programs offered by
Undergraduate Programs in the Faculty of Open Education, 6 programs offered by Fac-
ulty of Economics, 39 programs offered by Associate Degree Programs in the Faculty of
Open Education, and 5 programs offered by Faculty of Business Administration. 2752
students answered an online survey. Purposive/purposeful sampling technique, which
tries to explain natural and social event or phenomena, is applied (Blyutkoztlrk, at al.,
2012: 90).

Limitations

* This research is limited to the students studying at Anatolia University Distance Edu-
cation faculty from the 2016-2017 academic year in Turkey.

* This research does not focus on a specific business sector, which might be consid-
ered as a limitation.

* A study conducted in institutions where women employees are motivated and where
different generations work will provide more comprehensive data regarding OCB.

Data Collection Tools

In this study, to collect data, the researcher herself developed a form called ‘Personal
Details Form’ to define some demographic traits of the participants. To figure out the
students’ citizenship behavior, a 6-point Likert type OCB scale, adapted from Vey &
Champbell (2004) and Williamsishia (1999) and translated by Prof. Dr. H. Nejat Basim &
Assoc. Dr. Harun Sesen (2006), was used. The survey was applied to students studying at
Anatolia University, Distance Education Faculty. When students logged in to the system
with their own user name and password to learn their grades or to reregister, they met
the survey link. Clicking the survey link, they filled in the online form on voluntary basis.

Analysis of Data

In this study, when it is analyzed whether there is a significant difference between the
OCB and independent variables; gender (male, female), generation (Gen X and Gen Y),
status (employee or manager), sector (state or private organization), working years, and
salary. Independent samples t- test was used due to the fact that these idependent var-
iables have two categories. To find out whether there is a relationship between the OCB
and other independent variables, he number of working year (1-5, 6-10, 11-15, 16-20,
and 20+) and income level (below minimum wage and minimum wage, minimum wage
and 2500, 2500 and 4500, 4500+), one-way ANOVA was applied. SPSS V22 was used
for the data analysis.
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Findings

This section includes tables and comments based on the statistical analysis collected by
the means of the tools stated above.

1. Does the Mean Collected From Organizational Citizenship Behavior Scale and
Gender Variable Have a Statistically Significant Difference?

To answer the question, independent t-test was used to see whether the means of the
categories of gender variable show a significant difference or not. Descriptive statistics
are as in Table 2.

Table 2. Descriptive Statistics Regarding The Gender Variable

Gender N Mean Standard deviation
oCB Female 1076 66,3801 30,39115
Male 1676 69,1539 30,24025

As seen in Table 2, 1076 female and 1676 male participants aswered the OCB survey.
The mean of male participants (69,1539) is higher than the mean of female participants
(66,3801). To figure out whether statistically there is a significant difference, t- test was
applied that is indicated in Table 3.

Table 3. Independent Samples T- Test Results Regarding The Categories of Gender
Variance

Levene Variance

Homogeneity Test
F P T Sd p
OoCB Homogeneous ,423 ,516 -2,344 2750 ,019
Not 2341 | 2283775 |,019
Homogeneous

In the analsis, it is seen that both female and male participants’ scores (p=0,516>0,05)
are homegeneous, and this proves the required premise for t-test. Based on t- test
results, p (0,019 < 0,05) shows that the difference between males and females’ means
of OCB is statistically significant, which means citizienship behaviorutweighs more com-
pared to citizenship behavior of female participants.

JOURNAL OF YOUTH RESEARCHES 117



2. Does the Mean Collected From Organizational Citizenship Behavior Scale and
Generation Variable Have a Statistically Significant Difference?

To answer the question, independent t-test was used to see whether the means of the
categories of generation variable show a significant differernce or not. Descriptive sta-
tistics are as in Table 3.

Table 4. Descriptive Statistics Regarding The Generation Variable

Gen N Mean Standard deviation
oCB X 502 71,2968 29,40565
Y 2182 67,4450 30,46256

As stated in Table 4, 502 participants belong to Gen X, and 2182 participants belong to
Gen Y. It is seen that the mean of Gen X (71,2968) is higher than the mean of Gen Y
(67,4450). To figure out whether statistically there is a significant difference, t- test was
applied that is indicated in Table 5.

Table 5. Independent Samples T- Test Results Regarding The Categories of
Generation Variance

Levene Variance

Homogeneity Test
F p t Sd P
OCB Homogeneous 2,968 ,085 2,571 2682 ,010
Not 2,628 768,177 | ,000
Homogeneous

In the analysis, it is seen that participants’ scores (p=0,085>0,05) are homegeneous,
and this proves the required premise for t-test. Based on t- test results p (0,010 < 0,05)
shows that the difference between Gen X and GenY’s means of OCB is statistically sig-
nificant, which means Gen X's citizienship behavior is higher than Gen Y’s.

3. Does the Mean Collected From Organizational Citizenship Behavior Scale and
Sector Variable Have a Statistically Significant Difference?

To answer the question, independent t-test was used to see whether the means of the
categories of sector variable show a significant differernce or not. Descriptive statistics
are as in Table 6.
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Tablo 6. Descriptive Statistics Regarding The Sector Variable

Sector \| Mean Standard deviation
ocCB Private 1825 67,2937 30,41847
State 924 69,5736 30,09749

As stated in Table 6, 924 participants work for a state organization, and 1825 participants
work for a private organization. It is seen that the mean of students working for a state
institution (69,5736) ) is higher than the mean of students working for private institutions
(67,2937). To figure out whether statistically there is a significant difference, t- test was
applied that is indicated in Table 7.

Tablo 7. Independent Samples T- Test Results Regarding The Categories of Sector

Variance
Levene Variance
Homogeneity Test t-test
F P t Sd P
OCB Homogeneous 0,478 ,490 -1,863 2747 ,063
Not -1,869 1871,275 | ,062
Homogeneous

In the analysis, it is seen that public and private company employees’ scores
(p=0,490>0,05) are homegeneous, which proves the required premise for t-test. Howev-
er, p (0,063 > 0,05) shows that the difference between public and private workers’ means
of OCB is not statistically significant, which means there is no difference between public
and private employees regarding their citizienship behavior.

4. Does the Mean Collected From Organizational Citizenship Behavior Scale and
Status Variable Have a Statistically Significant Difference?

To answer the question, independent t-test was used to see whether the means of the
categories of status variable show a significant difference or not. Descriptive statistics
are as in Table 8.

Table 8. Descriptive Statistics Regarding The Status Variable

Status \| Mean Standard Devt.
oCcB Employee 2227 68,0135 30,38517
Manager 525 68,3067 30,09107
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In the analysis, it is seen that 2257 participants are employees, and 525 participants
are managers. The mean of the participants in managerial positions (68,3067) is slightly
higher than the mean of participants in staff positions (68,0135). To figure out whether
statistically there is a significant difference, t- test was applied that is indicated in Table 9.

Table 9. Independent Samples T- Test Results Regarding The Categories of Status
Variance

Levene Variance

Homogeneity Test

F P t sd P
OCB | Homogeneous | 0118 | ,731 0,199 | 2750 842
Not
© 0,200 | 795370 |,841
Homogeneous

In the analysis, it is seen that participants consisting of personnels and managers’ scores
(p=0,731>0,05) are homegeneous, which proves the required premise for t-test. Howev-
er, p (0,842 > 0,05) shows that the difference between personnels and managers’ means
of OCB is not statistically significant, which means there is no difference between staff
and managers regarding their citizienship behavior..

5. Does the Mean Collected From Organizational Citizenship Behavior Scale and
Work Experience Variable Have a Statistically Significant Difference?

To answer the question, ANOVA was used to see whether the means of the categories
of work experience variable show a significant differernce or not. Descriptive statistics
are as in Table 10.

Table 10. Descriptive Statistics Regarding The Number of Working Year Variable

Working Year N Mean Standard Deviation
1-5 years 970 67,8557 30,38826
6-10 years 545 68,0055 30,79495
11-15 years 286 68,9825 30,22355
16-20 years 180 72,0722 29,58446
20 years and plus 183 72,7158 29,27299

In the analysis, it is seen that participants who have a work experience between 1 and
5 years are 970, and their mean is the lowest (67,8557), however; the participants who
have 20 and more than 20 years of experience are 183, and their means is the highest
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(72,7158). This reflects the fact that the higher the number of working years, the higher
the OCB’s score. To figure out whether statistically there is a significant difference, ANO-
VA was applied as indicated in Table 11.

Table 11. Homogenity Test Regarding The Number of Working Year Variable

Levene Statistics

,641 4 2159 ,633

Table 11 shows that the required variance for ANOVA is homogeneous (p=0,633>0,05).

Table 12. ANOVA Results Regarding The Categories of The Number of Working Years

sd Mean Square F o)
Between groups 4 1487,987 1,620 ,(167
Within Groups 2159 918,792
Total 2163

In the analysis, it is seen that p (0,167>0,05) does not indicate a significat difference. That
is, the number of working years does not have a significat impact on citizienship behavir.

6. Does the Mean Collected From Organizational Citizenship Behavior Scale and
Income Level Variable Have a Statistically Significant Difference?

To answer the question, ANOVA was used to see whether the means of the categories
of salary variable show a significant difference or not. Descriptive statistics are as in
Table 13.

Tablo 13. Descriptive Statistics Regarding The Salary Variable

Salary \| Mean Standard Deviation
Below minimum wage 882 67,0011 30,10023

- minimum wage

Minimum wage- 2500 771 66,7328 30,85725
2500-4500 876 69,8973 30,13385

4500 ve Ustu 177 69,1243 30,12109

In the analysis, it is seen that 771 participants earn between the minimum wage and
2500 TL. Their mean (66,7328) is the lowest, and 876 participants whose mean is the
highest (69,8973) earn between 2500 TL and 4500 TL. To figure out whether statistically
there is a significant difference, ANOVA was applied as indicated in Table 14.
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Table 14. Homogenity Test Regarding The Categories of Salay Variable

Levene Statistics

1,085 3 2702 ,354

Table 14 shows that the required variance for ANOVA is homogeneous (p=0,354>0,05).

Tablo 15. ANOVA Results Regarding The Categories of The Salary

sd Mean Square F P
Between Groups 3 1831,673 1,991 ,113
Within Groups 2702 919,912
Total 2705

In the analysis, it is seen that p (0,113>0,05) does not indicate a significat difference. That
is, salary does not have a significat impact on citizienship behavior.

Conclusion and Suggestions

2752 students, working and representing Gen X and Gen Y, at Anatolia University, Dis-
tance Education Faculty from the 2016-2017 academic year, participated in the study. As
a result, it is seen that only generation and gender variables have a significat effect on
OCB, but sector, status, working year and income level do not have a significant effect.

At Anatolia University, Distance Education Faculty, OCB of male students is higher. One
of the crucial reasons might be glass ceiling syndrome that females have to deal with. It
is an inevitable fact that women’s committment and naturally OCB to their organizations
is less than men due to carrier barriers and social roles.

Even though in Turkey women’s right regarding education, business and political life are
supported legally. To a study focusing on family structure in 2006, 60.7 % men stated that
women’s main duty was to look after kids and deal with household chores. 64.7% wom-
en agreed with it. 12% men and 14% women found women in business life contradictory
to our customs , and 16.5% men and 9.5% women stated that working environment
was not safe for women (quoted by Mercanlioglu, 2009:40 from http://www.tuik.gov.
tr, 2009). Similiarly, to a study conducted by Oriicii and others (2007), 74% participants
agreed with the notion that social roles force women to take over family responsibilities,
which has an adverse effect on their career path. The contradiction between social ex-
pectations and business life is a kind of barrier when women start their career. Besides,
women in managerial positions may not actively take part in never eding meetings, busi-
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ness dinners, business trips and trainings since they have responsibilities to fulfill for their
husbands and kids (Oriici at al., 2007: 133).

According to the 2014-2017 data provided by Turkish Statistical Institute (TUIK), the
main reason of not being in labour force is the responsibility for dealing with household
chores. Besides, based on the 2006, 2010, and 2014 data, monthly average gross wage
and yearly average gross earnings of women employees are lower than the men employ-
ees even though their education levels are alike. For instance, statistics showed that a
male employee with a university degree earned 4296 TL per month, yet a female employ-
ee with a similar quality only earned 3470 TL (TUIK).

It is recommended that the Turkish goverment should encorce the institutions to develop
some policies. Thus, women employees will be able to cope with glass ceiling related
barriers. Such applications to encourage women employees in male dominant countries
like Turkey will lower the labour turnover rate in institutions and improve OCB of women
empoyees.

Additionally, this study reveals that the mean of Gen X is higher than the mean of Gen Y.
Considering conditions in Turkey, the difference might be attributed to the way they were
brought up, ecomomic, political and technological changes. Gen X witnessed events like
oil crisis, economic distress, and right-left conflicts. In that era, women actively started
to take part in business life. To have a prosperious life, people preferred to have fewer
children. Money became the focal point, and individualism gained importance (Mengi,
2003). Concers for the future forced this generation to work a lot and save up. Gen X is
bound to traditional values which naturally make them susceptible to social problems.
They show respect to authority. Besides, they are challenging, satisfied, and mistrustful.
They value brands. After women started to work, traditional family structure started to be
different (Altuntug, 2012: 205-206; Erol & Oz, 2016:54-55; izmirlioglu, 2008:44-45). On
the other hand, Aktan (1996), points out that the 24 January Decisions imposed by the
8t" President of Turkish Republic, Turgut Ozal, played a crucial role to shape Gen Y. As
a result, the characteristics of Gen Y, which put human rights and freedom as a baseline
and which believe in individualism, are founded (Aktan, 1996).

Ozmen (2011 states that behavioral characteristics of generations change as generations
get older, and attributes it to ‘age effect’ because different generations behave differently
in the same period of time. To the researcher, each generation has their own history
and background that differentiate them from one another. The difference arises from
the sociocultural and political legacy inherited from previous generations (Ozmen, 2011).
The study conducted by Wagner and Ruch (2000) supports the theory of age effect. The
researchers conducted their research in two private hospitals in the USA. Based on the
results, they proved that age is a significant antecedent of altruistic citizenship behavior.
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To the researchers, younger (20-34 years old) and older (35-45 years old) employees rep-
resent different cohort groups. They stated that the cohort group of older employees may
have been more socialized to value altruism, may have perceived more behavioral choic-
es in their work environment because of greater organizational tenure and life experience,
and may have internalized the inherent value of helping behaviors to their organization.
than did their younger counterparts (Wagner & Rush, 2000: 388).

However, studies show that generations perceive themselves and other generations dif-
ferently, which causes conflicts. For instance, according to Universum 2015, contrary to
what is believed, Gen Y members decribe themselves as responsible and loyal employ-
ees. Kuran (2015) believes that we now need to redefine the term loyalty. Accordingly,
regarding generations, it is important to reshape our perceptions, definitions, and expec-
tations, which is vital to use human resources effectively (Kuran, 2015).

In this study, since the sample consists of Turkish students in Turkey, it is important to
know the distribution of population based on generations in Turkey. To the 2016 report
by Turkish Statistical Institute TUIK, total population compared to the previous year in-
creased 1.073.818 and reached 79.814.871. Total population consisted of 27.7% of 0-14
age group, 68% of 15-64 age group, and 8% of 65 plus age group. The report showed
that dynamic population was high and within the dynamic population, males and females
were almost equal. That is, 54.237.586 included 15-64 age group, whose 27.409.238 rep-
resented males and 26.828.348 represented females TUIK, 2016. Considering the data,
it is suggested that habits and expectations of the active population should be taken
into account so as to define proper politics for different fields ranging from education to
business life, which will reduce possible conflicts.
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