S

OSTIM TECHNICAL
UNIVERSITY

I |OSTIMTECH International Electronic Journal of OSTIMTECH

EJOSTIMTECH, 2022; 1(1):18-29

A RESEARCH IN TURKISH CULTURE ON THE REFLECTIONS OF KUT-BASED
TASK CONCEPT TO ORGANIZATIONAL CITIZENSHIP BEHAVIOUR IN
COMPARISON WITH WESTERN CULTURE

Mustafa Polat™
Cagdas Akif Kahraman™

Abstract

In Turkish thought, ‘kut’ (political power) is given to Kagan by God. The ruler is the ruler
because God has given him ‘kut’ and the political power has the right to authority. The study is based
on the idea that ‘kut’ provides a reference frame that ‘duty’ is sacred. This idea is based on both
paradigms emic and ethics. In order to show the difference of duty’s sacredness owing to kut between
western and Turkish culture, Organizational Citizenship Behavior is used as a tool of test. The study is
based on the assumption that the mean values obtained in empirical studies on Organizational
Citizenship Behavior in Turkish Culture are higher than western cultures. The t-test results show that
there is a significant difference (t(53,81)=4,307; p<0,05) between the studies of Organizational
Citizenship Behavior in Turkish Culture and Western Culture. The average of Organizational
Citizenship Behavior studies examined in Turkish Culture was found higher than average of
Organizational Citizenship Behavior studies examined in Western Culture.
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Introduction

Today, there is strong evidence that the understanding of management is influenced by culture and
the culture of the society affects the sense of management. As the extension of societies, the cultures of
organizations, which are the most basic elements of modern working life, are also influenced by the
dominant culture in the society to which the organization belongs.

It is important to know the cultural elements that affect the formation of organizational culture
through indirect impact and to understand the dominant structure of that culture. Organizations operating
in the Turkish cultural environment are also affected by the basic structures of Turkish culture. The
study covers the reflection of ‘kut’ understanding, which is one of the elements of Turkish culture, to
today's management science.
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The Understanding of Kut in Turkish Culture

The word ‘Kut’ was used by Arsal (1947), Kafesoglu (1998) for ‘political domination’, meaning
‘the power of power, that is, the power to govern the state’(Geng, 1981). According to Ogel (2010),
‘kut’ is based on the idea and philosophy of the high state. It is based on a good destiny that is directed
towards success, and thus an understanding of the state and good fortune. The word Kut was used in the
understanding of fortune, luck and blessings. The same approach has continued in Seljuk Turks and
Ottomans. Already the ‘blessed’ meaning of Kut is born from the interest of God (Ogel, 2010). The
word Kut, which is also encountered in Oguz Epic, meaning ‘political authority’, was used in Kutadgu
Bilig in particular as the Turkish equivalent of the word ‘state’ directly (Arsal, 1947). The ruler, who
has the authority to govern, acts as an ‘officer’ who carries out the responsibility for the reign of God
‘nasb’. It is possible for someone who has been Kut to remain ruler as long as he fulfills his duty.
Otherwise, it is possible for the society to give up respect and obedience to the ruler (Kezer 1987).
Khan's commandments are accepted as if they were God's commandments and they are fulfilled with
the same belief (Geng, 1981). Therefore, the duty in Turkish culture is sacred. This conception of the
Hun State conception, ‘my reign was decided by God’, The famous Khan of Goktiirk state, Bilge Kagan,
said: ‘I sat on the throne because God willed, I put the nations on four sides in order’. ‘God settled my
father khan and my matron mother on the throne’ and ‘I was khan because | was blessed for God's will’;
and it is possible to find the similar statements.

In Turkish thought, God gives ‘Kut’ i.e. ‘political authority’. In this sense, it can be stated that
sovereignty is taken from Gok (Sky). According to the old Turkish conception of sovereignty, the
monarch had certain qualities that God granted. According to this, the right to govern the state was
donated by God as a divine grace to the Turkish monarch. In other words, the sovereignty is the
sovereignty because God wills, ‘kut’ (the power of sovereignty), ‘ideal’ (destiny and fortune) and
‘yarlig’ (God's will and destiny) and the political power has the right to authority. So, the source of his
right and authority to govern the state is God who blesses him, the origin of dominance is divine. In this
respect, Turkish khan is almost like the representative of the sky on earth (Geng, 1987). The khan, who
has the authority to govern, no longer acts as a theocratic representative in the name of divine grace or
right, but as an ‘official” who fulfills the responsibility of God's ‘nasb’ sovereignty. Therefore, Turkish
rulers cannot be a superhuman entity. Responsibility for the duty is definite. As a matter of fact, it is
possible for someone who has become a ‘kut, to remain ruler as long as he performs his duty. Otherwise,
it is possible for the society to leave respect and obedience to that ruler (Kezer, 1987). In Turkish
thought, ‘kut’ (political power) is given to Kagan by God. So, the sovereignty is taken from the ‘Sky’.
In other words, the ruler is the ruler because God gave him ‘Kut’ and has the right to political power
authority. In this respect, the Turkish Khan is like the representative of heaven on Earth (Geng, 1987).
Khan's commandments are accepted as if they were God's commandments and they are fulfilled with
the same belief. Therefore, the duty which is not only ruler but also ordinary ones in Turkish culture is
sacred. That is to say all duties are sacred in Turkish Culture.

The study is based on the idea that ‘kut’, which is one of the fundamental elements of Turkish
Management Culture, provides a reference frame that ‘duty’ is sacred and therefore organizations and
employees in Turkish Culture act with the understanding that ‘duty is sacred’. This idea is based on both
paradigms emic and ethics. To be able to find out and display this thought, the difference in terms of the
holiness of the duty between Turkish and western cultures in an empirical way, we decided to compare
Organizational citizenship behavior in different cultures, even if it is possible to use any other variables
or methods.

Organizational citizenship behavior is defined as the behavior of a person doing more voluntarily
than his or her designated task, which does not require punishment unless it is done, without waiting for
a response (Podsakoff et al., 2000). Organizational citizenship behavior in Turkish culture is
fundamentally sacred task, so every behavior related to the task is also sacred’ as a reflection of the
understanding found to corresponds in the Turkish Culture. In other words, it is thought that an
individual who is educated in Turkish culture will exhibit more organizational citizenship behavior than
an individual who is educated in western cultures within the framework of the holiness of duty. In this
context; It is based on the assumption that the mean values obtained in empirical studies on
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organizational citizenship behavior in Turkish Culture are higher than western cultures that do not get
in touch with Turkish Culture.

Organizational Citizenship Behavior

Organizational citizenship behavior has been considered in the management and organization
studies since the 1980s (Basim and Sesen, 2006). The roles of the employees in the organization are
determined by their job descriptions. However, roles that are not included in the job descriptions are
also displayed by the employees. These roles that are not included in the job descriptions are called
‘extra role behavior’ or ‘prosocial behavior’ (Moorman and Blakely, 1995). Later, these roles were
called organizational citizenship behavior (Smith et al., 1983). Organizational citizenship behaviors are
behaviors that are not included in the job descriptions, do not require any punishment if not fulfilled,
and that the employee voluntarily exhibits at his own volition (Podsakoff et.al., 2000). Organizational
citizenship behavior can be an active role in the form of voluntary participation of employees to
contribute to organizational activities or passive role in a way that avoids harmful behaviors for the
organization (Baron, 2000). Organizational citizenship behavior is a variable that contributes positively
to the organization in terms of its results (Podsakoff et.al., 2000).

Many aspects of organizational citizenship behavior have been identified. However, the most
commonly used dimensions are Organ’s (1988) ones. According to these dimensions, organizational
citizenship behavior has five dimensions that are; altruism, conscientiousness, courtesy, civil virtue and
gentleness. The altruism is aimed at helping other employees; conscientiousness is aimed at voluntarily
exhibiting more than expected behaviors of employees; courtesy, to inform the person in advance on
matters of interest to others; civil virtue, to take responsibility in matters concerning the organization;
gentleness is a voluntary act to accept business difficulties and problems without complaining
(Podsakoff et.al., 2000).

According to other dimensions, organizational citizenship behavior is dealt with in two dimensions
(Williams and Anderson, 1991). These; organizational citizenship behavior, which consists of
dimensions of self-esteem and kindness, and is displayed for individuals within the organization-
organizational citizenship behavior-organization dimensions consisting of individual and
consciousness, civil organizational citizenship behavior variable is considered as 5-dimensional in some
studies and 2-dimensional in some studies. In this study, both kinds of studies were taken into
consideration.

Method

In order to test the hypothesis, the studies on the average of the variable of organizational
citizenship behavior were obtained from ‘The Academic Search Complete’ database of the academic
studies conducted on the organizational citizenship behavior in the western culture and in the Turkish
culture and the mean of the organizational citizenship behavior variable in the related studies were taken.
While determining the relationship between the KUT concept and OCB, it was thought that the factors
examined by the selected articles would be effective in the context of manager, trust, leadership, and
justice in line with the Kut concept, and for this reason, these articles were selected. In order to determine
the differences validly with t test, at least 30 samples are needed. Because of that samples of both sides
are more than 30. These averages were compared with independent sample t test to determine whether
there was a significant difference and by looking at the mean values, it was determined in which culture
the organizational citizenship behavior variable was higher. In this study, organizational citizenship
behavior studies conducted in 33 Turkish and 31 Western samples (see appendix) were compared. The
sources used and the means of organizational citizenship behavior are shown in appendix.
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Hypothesis

In this study, it is assumed that culture can affect organizational behavior research and Turkish
culture and western culture are compared in the context of organizational citizenship behavior.
Organizational citizenship behavior has been determined to be influenced by national culture (Moorman
and Blakely, 1995). Moorman and Blakely (1995) in their study of the effect of individualist and
collectivist behavior on organizational citizenship behavior from the national cultural dimensions, found
that collectivist culture contributes to the display of organizational citizenship behavior. Since Turkish
culture is a collectivist culture and the duty is considered sacred, it can be said that it will be exhibited
that more organizational citizenship behavior than the western culture, where individualistic features are
more dominant.

If we examine the relationship between Organizational citizenship behavior dimensions with Kut
concept it can be said that every dimension of OCB has some conceptual relations with Kut. For example
the altruism is aimed at helping other employees, conscientiousness is aimed at voluntarily exhibiting
more than expected behaviors of employees and courtesy is aimed to inform the person in advance on
matters of interest to others. Likewise, Kut concept includes doing the best in duty and doesn’t ask if
the behaviour is written on the employee’s work description. Kut asks only to do the best, because duty
is sacred and holiness is more than work description. Other dimensions of OCB can be thought in the
same way like civil virtue and gentleness. Having more responsibility and dealing with organizational
problems ensure organization to be more successfull and create a place where all the employees are
happy and makes a fair environment for all managers and employees. Actually Turkish management
mentality which includes Kut concept, has the same purpose for all the citizens, like fair and happy in
country. This mentality covers not only government but also all kinds of managerial areas, like business
management. By these explanations of the relationship between Kut concept and OCB, this hypothesis
can be created:

Hypothesis: Due to the fact that the task is considered sacred, more organizational citizenship
behavior is exhibited in Turkish culture than western cultures.

Results

In the analyzes, the results of organizational citizenship behavior studies conducted in 33 Turkish
and 30 Western samples were compared with independent sample t test. Levene's test showed that the
variance between the variables was not equal and the analyzes were continued in this way. The result of
the analysis is in Table-1.

Table 1. Independent Sample t Test Results

Culture N Mean S.D. S.D. T P
Turkish 33 4.08 34
Western 30 3.62 A8

There was a significant difference between the studies of organizational citizenship behavior in
Turkish Culture and Western Culture (t (53.81) = 4.307; p <0.05). The average of organizational
citizenship behavior studies examined in Turkish Culture (Mean = 4.08; SD =, 34) was found higher
than the average of organizational citizenship behavior studies examined in Western Culture (Mean =
3.62; SD =, 48). The result obtained; in the Turkish culture where the sense of duty is high, it is pointed
out that the tasks related to the task are made more willing than the western culture within the framework
of organizational citizenship behavior variable.

53.81 4.307 .000
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Conclusion

Based on the results of this study, which is relied on the hypothesis that culture affects
organizational life, it is considered that it will be useful to work on the main elements of Turkish culture
and their reflections on management culture in an ethical-emic perspective. For example, the issue of
“trust” in social and organizational meaning can be handled on the basis of Turkish culture and
reflections empirically from social culture to organizational culture. It is appreciated that examining the
most fundamental element of culture and language, which is the least changing element of language and
proverbs by means of content analysis, and empirically testing the findings to be obtained as a result of
the examination can provide important clues in terms of evaluating the reflections of culture on
management understanding.

It is possible for managers to know the cultural origins of the masses they use and lead in achieving
their organizations, to realize the main points of action of these cultures and to benefit from the results
obtained from such studies, and to be effective in ensuring individual-organization harmony. Similarly,
it is considered that those who are administrators in other cultures will have benefits from the studies
carried out in that culture.

This study is based on the idea of ‘sacred duty’ relied on the Turkish management culture. This
idea is predicate on both paradigms, ethical and emic. In Western cultures, there is no idea of ‘sanctity’
about the mission, on the contrary to Turkish culture. Scales developed in western culture, regardless of
culture, are used throughout the studies conducted in the field of management and organization and
interpreted from an ethical point of view. However, as emphasized in this study, in fact, ethical results
should be interpreted from an emic perspective. With this in mind, the organizational citizenship
behavior variable found in the studies conducted in western and Turkish cultures was discussed and
whether the differences between the cultures were compared. As a result, it was found that the average
of organizational citizenship behavior was higher in the Turkish culture where the duty was considered
sacred and there was a significant difference between the cultures in terms of organizational citizenship
behavior average.

The study also includes several limitations. The study was carried out by considering the ‘kut’
understanding, which is one of the elements of Turkish culture, and the ‘Organizational Citizenship
Behavior variable, which is considered to be a reflection of this understanding in contemporary
management. Therefore, the results should be evaluated in this context. In the study sample only in
Turkey it was discussed in the framework of study about organizational citizenship behavior, therefore,
is limited samples discussed. It is considered that conducting similar studies in all geographical regions
of Turkish culture may eliminate the drawbacks of this constraint. In the empirical dimension of the
study, 33 studies in Turkish culture and 31 studies in Western culture were examined. The results
obtained are limited in proportion to the number of studies examined. The inclusion of all studies on
organizational citizenship behavior will be a source of more meaningful results. Finally, the constraints
expressed in the studies discussed in this study also apply to this study.

In social science research, it is accepted that the effect of social desirability can affect the outcome
and is stated as a constraint and in this study, it was assumed that this effect could be neglected for both
samples. Moreover, in this study, as a result of the cross-cultural comparison conducted within the
framework of organizational citizenship behavior variable, it can be said that the results of the studies
conducted with ethical understanding should be evaluated and interpreted in emic context as well.
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