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Ozet

Amac: Bu makale, kurumsal sosyal sorumluluk (KSS) temelli isveren cekiciliginin
potansiyel calisanlarin ihtiyaclarina gére nasil farklilastigi sorusu ile ilgilenmektedir.

Yontem: TUrkiye'den 384 kisilik bir drneklem Uzerinde regresyon analiz, t testi ve tek
yonlU ANOVA testleri gerceklestiriimistir.

Bulgular: Sayginlik ihtiyaci ile KSS temelli isveren cekiciligi algisi arasinda pozitif ve
anlamii bir iliski oldugu sonucuna ulasilimistir. Ayrica maaslardaki %5'lik bir azalmanin
KSS temelli isveren cekiciligi algisi acisindan potansiyel calisanlar arasinda anlamli bir
fark olusturdugu sonucu da elde edilmistir. Son olarak ise kadin ve erkekler arasinda
da KSS temelliis veren cekiciligi acisindan anlamli bir fark olustugu belirlenmistir.

Sonuc ve Katkilar: KSS ile isveren cekiciligi olusturmak isteyen firmalarin potansiyel
calisanlarin ihtiyaclarina gére hareket etmesi gerektigi gésterilmistir. Ek olarak, KSS'yi
isveren cekiciligi olusturan bir unsur olarak kullanmak isteyen firmalarn en az sektor
ortalamasinda bir maas édemesi gerektigi de ortaya koyulmustur. Son olarak ise
KSS'nin kadin calisanlar icin daha fazla isveren cekiciligi olusturdugu vurgulanmistir.

Sinirliliklar: Her demografik grup icin yeterli sayida gézlemin olmamasi, katiimcilarin
cocuk sayisi hakkinda verinin olmamasi ve nitel verinin kullanilmayisi arastirmanin
sinirhliklarini olusturmaktadir.

Anahtar Kelimeler: Kurumsal Sosyal Sorumluluk, isveren Cekicilidi, Sayginlik intiyaci.
Jel Kodu: M14, J5
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Abstract

Purpose: This article aims to shed light on how the corporate social responsibility (CSR)
based employer attractiveness differs according to needs of potfential talented
employees

Methodology: Regression analysis, t-test and one-way ANOVA tests were performed
on a sample of 384 people from Turkey.

Findings: It was concluded that there is a positive and significant relationship between
esteem need and CSR based employer atfractiveness. It was also concluded that a
5% reduction in salaries created a significant difference among potential workers in
terms of CSR-based employer attractiveness perception. Lastly, it was determined
that there was a significant difference between men and women in terms of CSR-
based employer attractiveness.

Implications: It has been shown that companies that want to create employer
attractiveness with CSR should act according to the needs of potential employees. In
addition, it has been revealed that companies that want to use CSR as a factor which
creates employer attractiveness should pay at least an industry average salary. Finally,
it was emphasized that CSR creates more employer attractiveness for female
employees.

Limitations: The lack of sufficient number of observations for each demographic group,
the lack of data on the number of children of the participants, and the lack of use of
qualitative data constitute the limitations of the research.

Keywords: Corporate Social Responsibility, Employer Attractiveness, Esteem Need.
Jel Codes: M14, J5

1. Introduction

As the world is globalized more and firms become more integrated with society,
corporate social responsibility (CSR) has become one of the most important fields that
firms must deal with. Although CSR was born as an obligatory activity in 1950s,
especially after 1990s, it was thought that CSR might have strategic implications (Kotler
and Lee; 2017). In this sense, scholars have begun to examine what kind of competitive
advantages can be obtained through CSR. Research, which have concluded that
CSR can create competitive advantages such as employer attractiveness, consumer
commitment, brand image and creation, financial benefits, exist in the literature
(lbrahim, 2017; Long, et al., 2019; Xue, et al., 2019; Rivera, et al., 2019; Shah and Khan,
2019; Jell-Ojobor, 2019; Maurice, 2019).

Human is considered as one of essentfial resources that might create
competitive advantage for firms (Wright, et al., 1994; Kaliprasad, 2006). Therefore, it is
important for firms to attract employees that will create competitive advantage. As it
is argued by the literature, one of the ways to attract talented employees is to fulfill
their needs in an appropriate way (Kaur and Sharma, 2019). In order to have *high
employer attractiveness” in the eyes of potential employees, firms have to understand



the needs of employees, who may create competitive advantage for the firm, and to
know the ways to satisfy these needs.

In order to understand employees’ needs, many frameworks were put forward
by scholars (Maslow, 1943; Alderfer, 1972; Max-Neef, 1992). One of these frameworks
is Maslow’s hierarchy of needs proposed in 1943. Maslow has sorted the human needs
as physiological, safety, love/belongingness, esteem, and self-actualization
respectively from bottom to top in the hierarchy. It can be stated that there are
different ways and tools to satisfy each need.

Esteem need is a bidirectional need. While the individual, having "esteem
need", wants to trust and respect himself/herself, at the same time, want to be seen
as a respected and self-confident person by others. By examining existing literature,
De Silva and Lokuwaduge (2019) state that when investing in CSR activities with the
objective of benefiting the community at large as well as its own employees, an
organization enhances employees' identification as the employees may perceive
their organization as being socially responsible and belonging to this organization
meets their own need to enhance their self-esteem. There are also studies which state
that CSR meets different needs such as self-actualization, love/belongingness need,
etc. than esteem need (Rydstrédm and Gran, 2012). On the other hand, there are
studies which have concluded that CSR enhances employer attractiveness (CSR
based employer attractiveness) (Ersoy and Aksehirli, 2015; Maurice, 2019). Therefore,
by integrating concepts of CSR, employee needs and employer attractiveness, this
research aims to answer the questions of “Does CSR based employer attractiveness
change depending on employees’ needs?” and if it is, “what needs are important to
meet in order to generate CSR based employer attractivenesse”

In order to answer these questions, this research adopts quantitative research
method. In this sense, this research will examine following parts; literature review that
describes conceptual framework of the study, research method, and results and
conclusion.

2. literature Review
2.1. Maslow's hierarchy of needs

Maslow’s (1943) hierarchy of needs theory proposes that humans are motivated
by multiple needs and that these needs exist in a hierarchical order (Daft, 1994).
Maslow (1943) proposes five types of needs that motivate people. These types of
needs are illustrated in figure 1.

Figure 1. Maslow’s Hierarchy of Needs
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Physiological needs refer to most fundamental human physical needs such as
water, food etc. In an organization, these needs can be matched with needs such as
adequate heat, air, and base salary. Safety needs is about physically and emotionally
safe and secure environment in which means an environment that is free from any
threats. In a workplace, it can be exemplified with need for job security. Social needs,
which can be also called as love/belongingness, represent the willingness to have
friendship, to be part of a group, to love and be loved, etc. Its reflection on
organizational setting might be the desire to have good relationship with associates
and to take role in a teamwork. Esteem needs is about the want to have a positive
self-image and is related with obtaining attention, recognition, and appreciation from
others. Desire to have more responsibility and high status can be examples for esteem
needs in an organizational setting. Self-actualization needs are related with realizing
people’'s own potential and becoming better person. These needs reflect on
workplace as the desire to have opportunities to grow, to be creative and to
parficipate more trainings required for challenging jobs.

According to Maslow’s theory, lower-order needs take priority — they must be
satisfied before higher-order needs are activated (Daft, 1994). In other words, the
needs are fulfilled in sequence and unless lower-order needs are satisfied, higher-order
needs cannot be activated. Although Maslow’s theory claims that the needs are
fulfilled in a sequence, in the scope of this research, Maslow's Theory was only used as
a framework to classify employees’ needs and this study doesn’t assert that the needs
are met in a sequence.

Different needs can be met with different tools and techniques. There are many
ways to satisfy these needs such as creating teams, arranging trainings, job
enrichment, etc. In addition to these tools and others, scholars proposing that CSR can
be used as a tool to satisfy employees’ needs exist in the literature (Mirvis, 2012).

2.2. Corporate social responsibility

In CSR literature, there are many definitions changing depending on social,
economic, political, and environmental factors of the time (Bilgic, 2020). However, the
definition that can be considered as the first CSR definition of modern CSR
understanding was produced by Bowen in 1953. According to Bowen (1953), social
responsibility of businessmen refers to the obligations of businessmen to pursue those
policies, to make those decisions, or to follow those lines of action which are desirable
in terms of the objectives and values of our society.



Table 1. Historical Development of CSR Dimensions

Time Dimensions

1950s Obligation to the society.

1960s Relationship between corporatfion and society.

Stakeholders’ involvement, well-beings of citizens, a philosophy that looks at
the social interest, help solve neighborhood problems, improve the quality of

1970s life, economic responsibility, legal responsibility, ethical responsibility, and
discretionary responsibility.
Voluntariness, economically profitable, law-abiding, ethical, and socially

1980s . . . . .
supportive, economic, legal, ethical and voluntary or philanthropic.

1990s Stakeholders’ involvement, obligation to society, environmental stewardship,
people, planet, profit.
Integration of social and environmental concern, voluntariness, ethical

21st Century behavior, economic development, improving the quality of life of the citizens,

human rights, labor rights, protection of environment, fight against corruption,
tfransparency, and accountability.

Source: Rahman, (2011).

Different CSR definitions produced in different time periods might be resulted
from that each scholar focuses on different dimensions of CSR. So that, it is important
to understand CSR dimensions rather than examining each single definition. As
illustrated in table 1, Rahman (2011) has summarized dimensions of CSR which were
put forward between 1950 and 2011. When table 1 is examined, the first important
point is the change of basis of CSR from “obligation” of firms for society to
“relationship” between firms and society. It is important because this mutual
responsibility relationship gives the role of “differentiating firms doing CSR from others”
to all elements of the society. In this sense, it is expected that the elements of the
society will position the firms, which are doings CSR, in minds in better way and will
reward these firms more compared to others or will punish the firms which do not fulfill
their social responsibilities (Reich, et al., 2010; Aydin and Erdogan, 2016). By adding
one category to Carroll’'s (1979) CSR conceptualization, other dimensions, which were
discussed during between 1970 and 2010, can be summarized under five different
categories which are economic responsibility, legal responsibility, ethical responsibility,
discretionary responsibility, and environmental responsibility. Economic responsibility of
firms refers to the responsibility of firms to generate profits, to provide employment, to
produce desirable goods and services for consumers, etc. Legal responsibility of firms
is about complying with laws at local, state, and international level. Ethical
responsibility of firms means meeting other social expectations which are not written
in the law such as moral rules. Discretionary responsibility of firms is related with
conducting activities and behaviors that are desirable by the society. Environmental
responsibility of firms is about making business decisions by taking environmental and
ecological issues into account. In addition to these five categories of dimensions, it
can be stated that CSR activities should be voluntary and philanthropic. Therefore,
CSR can be thought as the sum of activities, which are about firms’ economic, legal,
ethical, discretionary, and environmental responsibilities, are conducted on voluntary
and philanthropic basis, and may provide opportunity to be appreciated by the
society.



2.3. Corporate social responsibility, employer attractiveness and esteem need

As stated before, CSR may lead firms to become appreciated by the society.
This situation may occur in different forms such as high brand loyalty, being customers’
first choice or employer attractiveness (He and Lai, 2014; Ersoy and Aksehirli, 2015;
Chun and Bang, 2016). Berthon, et al. (2005) define employer attractiveness as the
envisioned benefits that a potential employee sees in working for a specific
organization. They also mention about five dimensions of employer attractiveness
which are: interest value, social value, economic value, development value and
application value. “Interest value” is the extent to which an employer provides
aftractive, desirable, exciting work environment, unique work practices and
opportunity to show employees’ creativity. “Social value” is about how much an
employer good at providing happy working environment and good team working
opportunities. “Economic value” is related with that whether an employer provides
above average salary, compensation package, job security and promotional
opportunities. “Development value” is associated with the degree to which an
employer provides recognition, self-worth and confidence and valuable work
experiences that will enhance employees’ career. “Application value” relates to the
degree to which an employer provides a customer oriented and humanitarian
environment that employees may apply the things that they have learned and may
teach these things to others.

Depending on five dimensions of employer attractiveness, it can be stated that
an employer can become more attractive for potential employees when the
employer fit to these employees’ needs, personality, and values. (Roper, et al., 2013).
Therefore, in order to become more attractive employer, it is important to use tools,
that will satisfy employees’ needs, by taking five dimensions of employer attractiveness
into account. CSR can be thought as one of tools to increase employer attractiveness
(Bogan, 2020) because CSR includes benefits, that are especially towards four
dimensions of employer attractiveness; interest value, social value, development
value and application value, such as providing relationship building-unifying process,
having fun, feeling pride, developing skills, and building teamwork for both employees
and employers (Supanti, et al., 2015; Ibrahim, 2017). As a specific form of employer
attractiveness, the notion of “CSR based employer attractiveness”, which is defined
as an employer attractiveness resulted from benefits that are obtained by conducting
CSR, will be used in this research. Therefore, this research assumes that CSR generates
employer attractiveness.

Although CSR is assumed as a tool that leads to employer attractiveness (CSR
based employer attractiveness), it cannot be stated that CSR creates employer
aftractiveness for each potential employee. As expressed before, employer
attractiveness is closely related with satisfying employees’ needs (Roper, et al., 2013).
According to Rydstrém and Gran (2012), on the basis of Maslow’s hierarchy of needs,
CSR helps to satisfy the last three needs. There are also studies emphasizing that CSR
satisfies especially esteem need of employees through working for a firm that have
positive image resulted from conducting CSR (John, et al., 2019). Furthermore, it has
shown that volunteer CSR can be considered as a positive predictor of employees’
self-esteem (Bibi, et al., 2021). As seen, it is a controversial topic that which needs of
employees can be met through CSR. By assuming that CSR generates employer



aftractiveness and satisfying employees’ needs is one of factors that make an
employer more attractive; this research aims to find out which one/ones of
employees’ needs are important for CSR based employer attractiveness. In other
words, it is infended to find that CSR makes an employer attractive for employees who
feel what needs. Therefore, the first hypothesis of this research is constructed as follows:

H1: There is a positive and significant relationship between esteem need of
employees and their CSR based employer attractiveness perception and no
significant relationship between other needs (physiological need, safety need,
love/belongingness need and self-actualization need) and CSR based employer
aftractiveness perception.

When lower-order needs in Maslow’s hierarchy of needs are thought, it is
possible to say that lower-order needs can be more easily satisfied with money than
upper-order needs. However, CSR is assumed as a tool that can satisfy upper order
needs in Maslow’s hierarchy of needs (Rydstrom and Gran, 2012; John, et al., 2019). In
this context, when it is also considered that there are research stating that income
(salary) affects the relationship between CSR and employer attractiveness (Albinger
and Freeman, 2000; lbrahim, 2017) and income affect the employer attractiveness
attributes/dimensions preferences (Poloski Voki¢ and Mostarac, 2019), the second
hypothesis of this research is formed as is in follows:

H2: %5 of salary change generates significant difference among potential
employees in terms of CSR based attractiveness perception.

Demographic characteristics are very important for human centered research.
Lots of studies conducted in different research fields have taken demographic
characteristics into account (Ozkaya, et al., 2006; DUndar and Acar, 2008; Bakan,
2008). There are also research that focus on CSR based employer attractiveness by
taking demographic characteristics such as education, gender, age, marital status,
etc. info account (Hinson, et al., 2018; Katsanou, 2020). The reason to consider
demographic characteristics in the field of CSR based employer attractiveness is that
potential employees’ perception on CSR may differ depending on their demographic
characteristics. Therefore, this study would take demographic characteristics into
account.

In lots of research studying human-related topics, gender differences have
been examined (Lu, et al., 2020). Gender, that people have, is influential on their
perceptions towards facts. According to Roberts (1993), concerns of women for others
and society is higher than men as consumers. Ameen, et al. (1996) have found out
that tolerance of females for academic misconduct is less compared fo males.
Ahmed and Seet (2010) have put forward that ethics and social responsibility
conducts are more important for females than males while they are managing
business. Hinson, et al. (2018) have concluded that firms’ engagement in CSR is more
important for males than females. Katsanou (2020) has stated that gender has ability
to change the perceptions of individuals about the effect of CSR activities on the
attractiveness of firms. Since the impact of gender on people’s perceptions is clear,
the third hypothesis of this research is constructed as follows:

H3: Gender of potential employees generates significant differences among
potential employees in terms of CSR based employer attractiveness perception.



As people aging, their opinions and perceptions change. Since this is the case,
human-focused research have generally taken age differences among their samples
into account. By referring the literature, Klimkiewicz and Oltra (2017) have stated that
young people exhibit deeper sensitivity toward ethical and CSR issues. Wisse, et al.
(2018) have resulted that the impact of CSR on employee satisfaction is stronger for
older employees relative to younger employees. Since age is influential on employees’
opinions toward CSR, it is meaningful fo examine age differences in the scope of this
research. Therefore, the fourth hypothesis is formed as follows:

H4: Age of potential employees generates significant differences among
potential employees in terms of CSR based employer attractiveness perception.

It is expected that as people are educated, their knowledge would increase.
As aresult of increase in knowledge, it is also expected that people’s opinions change.
In this sense, research, that focus on human, usually take education level of people
into consideration. Quazi (2003) has stated that managerial commitment to CSR is
connected to the acquired qualities such as education and training. Oo, et al. (2018)
have found out that older and more educated employees exhibit higher CSR
perception. Since this is the case, the fifth hypothesis of this research is as follows:

H5: Education level of potential employees generates significant differences
among potential employees in terms of CSR based employer attractiveness
perception.

Marriage brings additional responsibilities to people. As people’s responsibilities
change, their priorities in their jobs, social life, education, etc. change. Chen and Kong
(2009) have studied out that there is a strong relationship between marital status and
socially responsible consumption. Besser and Miller (2001) have found out that in terms
of level of community social responsibility, there is a significant difference among
business owner/managers according to their marital status. By taking info literature
account, the last hypothesis of this research is constructed as follows:

Hé: Marital status of potential employees generates significant differences
among potential employees in terms of CSR based employer attractiveness
perception.

3. Research Method

Since this research is based on testing hypotheses, quantitative research
method has been adopted in this research. In this sense, sampling and data collection
techniques, factor analysis, reliability and validity and analyzing techniques will be
discussed in this chapter. Then, results of analysis will be provided. All analysis was
conducted by using SPSS.20. program.

3.1. Sample and data collection

In the scope of the research, primary data were used. Primary data were
collected with the questionnaire which were constructed by combining and adapting
Skirow and Perry’s (2009) questionnaire and Klimkiewicz and Oltra’s (2017)
questionnaire into Turkish context. The questionnaire also includes questions asking
demographic information such as gender, marital status, age, and education level
and two statements aiming to see impact of %5 change in salaries on potential



employees’ behaviors against employers. The questionnaire was conducted in the
year of 2019.

Table 2. Factor Loads

statements in Factors (Variables)
In'itial . Belolr_wcg);\i/r?g;ness Actusjig_oﬁon CI:E?EpBIS)S/Z(rj Esteem Safefy Physiological
Questionnaire . Need Need Need
Need Need Aftractiveness

Statement 20 0,864 0,033 0,036 0,197 0,098 0,063
Statement 18 0,809 0,353 0,119 0,077 -0,014 0,036
Statement 19 0,808 0,201 0,037 0,226 0,163 0,059
Statement 24 0,183 0,829 0,067 0,233 0,151 0,074
Statement 25 0,308 0,728 0,054 0,34 0,07 0,074
Statement 1 0,186 0,057 0,895 -0,069 -0,033 0,044
Statement 2 -0,048 0,05 0,873 0,235 0,08 0,04
Statement 23 0,198 0,239 0,114 0,839 0,082 0,054
Statement 22 0,319 0,361 0,066 0,732 0,125 -0,038
Statement 12 0,07 0,216 0,024 -0,031 0,872 -0,003
Statement 11 0,117 -0,024 0,02 0,204 0,86 0,115
Statement 8 0,098 0,097 0,072 0,02 0,092 0,98

Extraction Method: Principal Component Analysis
Rotation Method: Varimax with Kaiser Normalization

Since the questionnaire is adapted from different sources, it is required to
conduct factor analysis. In order to understand whether data are applicable to use
factor analysis, results of Kaiser-Meyer-Olkin Measure (KMO) of Sampling Adequacy
and Bartlett’s Test of Sphericity, and anti-image correlation matrices was examined. It
can be stated that data are applicable for factor analysis in where KMO value is higher
than 0.5, significance value of Bartlett’s Test of Sphericity is smaller than 0.05, and
diagonal values of anti-image correlation matrix are above 0.5. In this study, KMO and
significance value of Bartlett’s Test of Sphericity values was calculated as 0,894 and
0.000... respectively. Also, the smallest diagonal value in anti-image correlation matrix
was calculated as 0,727 which satisfies the requirement for applicability of data for
factor analysis. After that, factor loads and distribution of statements under factors was
examined. Statements that have factor loads below 0.5 or damage the distribution of
statements under factors was excluded from the questionnaire. In the last version of
the questionnaire, CSR based employer attractiveness was measured with two
statements, physiological need was measured with one statement, safety need was
measured with two statements, love/belongingness need was measured with three
statements, esteem need was measured with two statements and self-actualization
need was measured with two statements. Therefore, 12 statements out of 26 was
included in the last version of the questionnaire. Factor loads of these 12 statements is
represented in table 2, and factors are named as CSR based employer attractiveness
(statements of 1 and 2), physiological need (statement of 8), safety need (statements
of 11 and 12), love/belongingness need (statements of 18, 19 and 20), esteem need
(statements of 22 and 23) and self-actualization need (statements of 24 and 25). The
last version of the questionnaire is provided in appendix 1. In addition, cumulative total
variance explained was calculated as %82,03.



Table 3. Sampling Criteria

+0.03 sampling error (d) +0.05 sampling error (d) +0.10 sampling error (d)

Population p=0.5 p=0.8 p=0.3 p=0.5 p=0.8 p=0.3 p=0.5 p=0.8 p=0.3

g=0.5 g=0.2 g=0.7 g=0.5 g=0.2 g=0.7 g=0.5 g=0.2 g=0.7
100 92 87 90 80 71 77 49 38 45
500 341 289 321 217 165 196 81 55 70
750 441 358 409 254 185 226 85 57 73
1000 516 406 473 278 198 244 88 58 75
2500 748 537 660 333 224 286 93 60 78
5000 880 601 760 357 234 303 94 61 79
10000 964 639 823 370 240 313 95 61 80
25000 1023 665 865 378 244 319 96 61 80
50000 1045 674 881 381 245 321 96 61 81
100000 1056 678 888 383 245 322 96 61 81
1000000 1066 682 896 384 246 323 96 61 81
100 Million 1067 683 896 384 245 323 96 61 81

Source: Yazicioglu and Erdogan (2004)

In the scope of this research, population was determined as those people that
are above 16 (minimum age that is required to work in Turkish Labor Law) and do not
have any obstacles (disability, imprisonment, etc.) to work in Turkey. Since this research
aims to examine CSR based employer attractiveness, it is logical to include people
that have connection or possibility to have connection with employers. Due to large
population size, in order to provide representativeness of the population better, the
sample size was determined as 384 at 0.05 sampling error by referring Yazicioglu and
Erdogan (2004) (table 3). These 384 people was determined by using convenience
sampling technique. The reason to do not use random sampling techniques, which
are better than non-random sampling techniques including convenience sampling
technique, is that it is hard to know each person in the population and to reach them
randomly.

3.2. Reliability and validity

Whether research adopts qualitative research method or quantitative research
method, it is obligation for research to give convincing answers to the research
questions/problems. In this sense, it is important for research to provide information
about reliability and validity of the research. In the scope of this research, in order to
show reliability, Cronbach alpha coefficient, which is excessively used by the literature,
was calculated. Research can be considered as reliable in where Cronbach alpha
coefficient is above 0.5 as accepted by the literature. Cronbach alpha coefficient
for this research was calculated as 0,684 which is above accepted value by the
literature. This result can be shown as a clue for the reliability of the research.
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Table 4. Correlation Matrix for CSR Based Employer Attractiveness

Statement 1 Statement 2

Statement 1 Pearson

*k

Correlation ! 597

Sig. (2-tailed) 000

N 384 384
Statement 2 Peorson. 597+ 1

Correlation

Sig. (2-tailed) 000

N 384 384

** Correlation is significant at the 0,01 level (2-talied)

Table 5. Correlation Matrix for Maslow’s Needs of Hierarchy

PN SN LBN EN SELFN

PN Pearson. 1 ,183** 0188** 0113* ,205**

Correlation

Sig. (2-tailed) 000 000 0,027 ,000

N 384 384 384 384 384
SN Peorson. 183%* 1 236%* 75w 285

Correlation

Sig. (2-tailed) 000 000 000 ,000

N 384 384 384 384 384
LBN Peorson. 188%* D34** 1 519%* 530%

Correlation

Sig. (2-tailed) 000 000 000 ,000

N 384 384 384 384 384
EN Peorson_ 113 D75 519 1 640"

Correlation

Sig. (2-tailed) 0,027 ,000 ,000 ,000

N 384 384 384 384 384

SELFN PeOI’SOn- ,205%* 285%* 0,532%* 640%* 1

Correlation

Sig. (2-tailed) 000 ,000 ,000 000

N 384 384 384 384 384

** Correlation is significant at the 0,01 level (2-tailed).

* Correlation is significant at the level 005 level (2-tailed).

Note: PN: Physiological Needs; SN: Safety Needs; LBN: Love/Belongingness Need;
EN: Esteem Need; SELFN: Self-actualization Need

In order to show whether the research is valid, examination of factor loads, and
correlation matrices was preferred as done in the literature. Factor loads above 0.5
are generally considered as a clue for validity. As can be seen from table 2 above,
factor loads of statements are above the accepted value of 0.5. Also, correlation
malftrices are shared in table 4 and table 5 below. Since two different scale was used,
two different correlation matrices were produced. Significant correlation among
dimensions is perceived as a support for research validity. As can be seen from tables,
there are significant correlations among dimensions of each scale. Therefore, it can
be stated that the research is valid as well.

3.3. Characteristics of the sample

Demographic characteristics of research sample are shared with details in
table 6 below. As seen from table 6, the number of females participating to the
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research is higher than the number of males. Also, almost 50% of individuals in the
sample are between 26 and 35. In addition, the share of single persons in the sample
is more than married and divorced people. Lastly, almost all people in the sample
have undergraduate degree or above.

Table 6. Demographic Characteristics of the Sample

Gender Age Groups Marital Status
16-25 26-35 36-45 46-55 56 - Above Single Married | Divorced
Male (121) 22 68 26 4 1 71 45 5
Female
(260) 72 127 51 9 1 167 80 13
Prefer not 0 3 0 0 0 3 0 0
fo say (3)
Total (384) 94 198 77 13 2 241 125 18
Education Level
Gender - - -
Pnrgory Secosndory Hlsgh AssoDczloTe Undergraduate | Graduate

Male (121) 0 0 0 0 4] 80
Female
(260) 0 0 5 1 89 165
Prefer not
o say (3) 0 0 0 0 1 2
Total (384) 0 0 5 1 131 247

In some demographic characteristics, there is not enough number of people to
conduct analysis that measure differences between certain groups. For this reason,
while conducting these kinds of analyses, this research has excluded the individuals
that say “prefer not to say” their gender, are above 46 (46 — 55, and 56 and above),
are divorced and do not have undergraduate degree or above.

4. Research Analysis and Results

In order to control whether data are appropriate to use parametric analysis
techniques, data was controlled to understand that whether data are normally
distributed, target groups have same variance and have no multi-collinearity issue. In
this sense, Shapiro Wilks Test score, skewness, and kurtosis values, Levene test score and
variance inflation factor (VIF) value was calculated. Shapiro Wilks Test is a widely used
test to check normality. It is possible to say that data are normally distributed in where
the results of Shapiro Wilks Test are above 0,05. However, in social sciences, it is very
difficult to have perfect normal distribution. Therefore, it is recommended to check
skewness and kurtosis values in case of Shapiro Wilks Test results do not indicate normal
distribution. In the literature, there is no consensus on what skewness and kurtosis values
should be to state that data are near to normal distribution. George (2011) state that
itis enough to have skewness and kurtosis values between “-2" and “+2". On the other
hand, Byrne (2011) has argued that values between “-7" and “+7" for kurtosis value is
acceptable. In thisresearch, values between “-2" and “+2" for skewness and “-7" and
“+7" for kurtosis was accepted as a clue for normal distribution. In order to understand
whether target groups have same variance, levene test was used. It is required to have
levene test score greater than 0,05. Lastly, data must be checked for multi-collinearity
issues. In this sense, variance inflation factor (VIF) values were calculated. It can be
stated that there is no multi-collinearity issue in where VIF values are smaller than “3".
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The results for each analysis are summarized in table 7 and table 8. According o table
7 and 8, it can be said that there are not any obstacles to use parametric analysis
techniques in the scope of this research.

Table 7. Appropriateness Test Scores of Data for Normal Distribution (1)

Shapiro Wilks Skewness Kurtosis Levene

Test Value Value Test
CSR Based Employer Atftractiveness 0,000... -0,699 -0,036 Dependent V.
Physiological Need 0,000... -1,629 2,443 0,186
Safety Need 0,000... -1,399 1,411 0,294
Love/Belongingness Need 0,000... -1,198 1,183 0,458
Esteem Need 0,000... -0,975 0,629 0,73
Sefl-Actualization Need 0,000... -1,362 1,751 0,631

Table 8. Appropriateness Test Scores of Data for Normal Distribution (2)

Variance Inflation Factor (VIF)

Physiological Safety Love/Belongingness Esteem Self-Actualization

Need Need Need Need Need

Physiological Need 1,056 1,064 1,07 1,059
Safety Need 1,112 1,127 1,118 1.12
Love/Belongingness 1,516 1,525 1,42 1,412

Need
Esteem Need 1,849 1,834 1,722 1,416
Self-Actualization 1892 19 1771 1 464

Need

Since the first hypothesis claims a positive and significant relationship between
esteem need of employees and their CSR based employer attractiveness perception
and no significant relationship between other needs and CSR based employer
aftractiveness perception, regression analysis was preferred to test the first hypothesis.
The significance value for the model occurred below “0,05" in which means that the
model is significant. The results of regression analysis are represented in table 9. As is
seen in table 9, the first hypothesis was approved. Also, it is seen that other needs do
not have statistically significant relationship with CSR based employer attractiveness.

Table 9. Results of Regression Analysis

Unstandardized Coefficients  >iondardized
Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 6,02E-05 0,000 6,787 0,000
PN 0,111 0,059 0,096 1,87 0,062
SN -0,001 0,056 -0,001 -0,023 0,982
LBN 0,081 0,077 0,064 1,041 0,299
EN 0,186 0,075 0,168 2,473 0,014
SELFN 0,023 0,081 0,02 0,287 0,0775

a. Dependent Variable: CSR Based Employer Attractiveness
Note: PN: Physiological Needs; SN: Safety Needs; LBN: Love/Belongingness Need;
EN: Esteem Need; SELFN: Self-actualization Need
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Table 10. The Results of Paired Sample T Test

Paired Differences
95%Confidence
Interval
of the Difference
Std. Std. Error Sig.

Mean Deviation Mean Lower Upper ! of (2-tailed)

Pair 1 Before %5
Salary 0,23958 0,96945 0,04947 0,14231 0,33685 4,843 383 0,000
Change
After %5
Salary
Decrease

Table 11. Descriptive Statistics for Paired Sample T Test

Mean N Std. Deviation  Std. Error Mean
Pair 1 Before %5 2,2005 384 0,8725 0,04452
Salary Change
Affer %5 1,9609 384 083715 0,04272

Salary Decrease

In order to test second hypothesis which proposes that %5 of salary change
generates significant difference among potential employees in terms of CSR based
attractiveness, paired samples T test was used. The results of paired sample T test are
represented in table 10 and 11. As is seen in table 10, since significance value is below
0,05, it can be said that the second hypothesis is approved. In other words, %5 salary
change impacts CSR based employer attractiveness. When table 11 is examined, it is
seen that %5 reduction in salary decreases the CSR based employer attractiveness.

Depending on number of groups, whether independent samples T test or one-
way ANOVA was used to test next hypotheses. In the testing of the third hypothesis,
independent samples T test was used. According to results of the test, the significance
value occurred below the 0,05 and mean of male’'s CSR based employer
attractiveness (3,57) has found smaller than mean of female's CSR based employer
attractiveness (4,00). Therefore, the third hypothesis of this research was approved.
The rest of the hypotheses was tested with appropriate analysis techniques; however,
they could not be approved.

5. Conclusion and Discussion

The topic of CSR and employer attractiveness as a source of competitive
advantage has taken the attention of the scholar of this research. In this sense, the
concept of CSR based employer attractiveness has been proposed and ifs
relationship with potential employees’ needs has constituted the focus of thisresearch.
The main claim of this research was that CSR based employer attractiveness
perception is affected by potential employees’ needs. The employees’ needs were
classified according to Maslow’s hierarchy of needs and the relationship of each need
with CSR based employer attractiveness was examined. Also, since salary (money) is
one of main tools used to satisfy especially lower order needs in Maslow's hierarchy of
needs, the impact of decrease in salary on CSR based employer attractiveness
perception was included in the scope of this research. Lastly, since it is claimed that
demographic differences among people generates differences in their perception
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towards facts including employer attractiveness, how differences in demographic
characteristics of individuals create differences among people in terms of their CSR
based employer attractiveness perception was also examined.

The results have shown that CSR based employer attractiveness perception is
affected by esteem need of employees and all other needs do not have statistically
significant impact on CSR based employer attractiveness. Here, it is important to
remind that this study only takes one specific form of employer attractiveness (CSR
based employer attractiveness) into account, and other needs, and tools used to
satisfy these needs might be influential on employer attractiveness. This result would
provide helpful insights to the literature. From these results, it is clear that CSR cannot
be used to attract each potential employee. Therefore, it is required to analyze
potential and talented employees’ needs in order to use CSR as an effective tool to
generate employer attractiveness. Since talented employees are one of the sources
of competitive advantage, it is important to know the ways to attract these
employees. In this sense, as the results of this research indicate, it would be beneficial
to underline the CSR activities of a firm during the process that a firm wants to hire
talented employees who feel esteem need, and to determine other tools for
aftracting employees who feel other needs.

The results have also shown that CSR based employer attractiveness perception
decreases in where salary decreases by %5. It is obvious that a firm, that wants to use
CSR as a tool to attract potential talented employees, should offer a salary which is
not below the salary offered by other firms. This situation can be thought from the
perspective of Two Factor Theory proposed by Frederick Herzberg. In terms of
employee motivation, Herzberg has infroduced two types of factors: hygiene factors
and motivator factors. According to his theory, hygiene factors are related with
dissatisfaction and do not lead an increase in employees’ motivation. Employees will
feel satisfaction (not motivation) in where an employer eliminates hygiene factors such
as unfavorable physical conditions, lower salary, etc. (Robbins and Judge, 2010). In
case of hygiene factors are not eliminated, employees couldn't be expected to
become motivated employees. On the other hand, an employer should provide
motivators such as personal development, success, promotion opportunities, etc. in
order to motivate employees. In terms of hygiene and motivator factors perspective,
while salary can be thought as hygiene factor for CSR based employer attractiveness,
CSR can be considered as a motivator (attractor) factor which generates employer
atftractiveness.

Lastly, the results of this study have exhibited that demographic characteristics
included in this research except gender are not influential on CSR based employer
attractiveness perception. According to results of this study, females’ CSR based
employer attractiveness is higher than males’ CSR based employer attractiveness. It
can be considered as a clue for that CSR is more important for females than males in
the process of evaluating potential employers. It is meaningful to have differences
between male and female in terms of CSR based employer atfractiveness because
there are proved psychological differences between genders. Roberts (1993) has
found out that women exhibit more concern for others and society as consumers in
their behavior and decision making. Ahnmad and Seet (2010) have reached to the
result that women attach more importance to ethics and social responsibility conducts
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compared to men in managing business. Since this is the case, it is important for a firm
to consider gender differences while approaching to potential employees in hiring
process. In this sense, more emphasis on CSR would be beneficial to attract talented
women employees. The rejection of fourth and fifth hypotheses that take age and
education level into account may be resulted from lack of number of participants
required to all determined groups. As stated before, participants who are above 46
and are not graduated from undergraduate level or above couldn’t be included in
analysis. Since this is the case, it is logical to do not see significant differences between
undergraduate level and graduate level, which can be considered as high education
level, and between 16-25, 26-35 and 36-45 age groups that can be considered as
relatively young groups compared to 46-55 and 56-above age groups. The rejection
of sixth hypothesis might depend on non-inclusion of humber of children of married
parficipants and the number of single participants which is almost two times higher
than number of married participants. The increase in number of children of
partficipants, which means increase in responsibilities of participants, may change their
priorities while choosing job, accordingly, their CSR based employer attractiveness
perception. Also, since the number of single participants is too much higher than the
number of married participants, the results may not be accurate.

In sum, this study has shown that CSR based employer attractiveness changes
depending on potential employees’ needs. In this sense, firms must analyze their
potential employees’ needs and use tools that satisfy potential employees’ needs in
order to attract talented employees. Also, this research has exhibited that it is required
to provide at least same salary with other firms to use CSR as an effective tool to attract
potential employees. Lastly, the results have indicated that it would be beneficial to
emphasize CSR more when firms want to hire talented women employees. Since there
is not perfect study, this research includes some limitations as well. First, non-existence
of sufficient number of participants in each group generates a limitation for this
research. In the circumstances, analysis among each group could not be conducted.
Moreover, having information about the number of kids, that participants have, would
be beneficial to have better understanding about the topic. Due to impact of having
kids on people’s responsibilities, it would provide additional information in the scope
of this research. Lastly, in order to obtain detailed information, qualitative data might
be collected. This sifuation may prevent to observe tacit relationships.

This research provides some future research directions for scholars. In the future
research, it would be beneficial to make need-based analysis for different tools used
to generate employer attractiveness. Since each tool does not generate same
employer attractiveness for employees having different needs, it would be logical to
examine the impact of different tools on employer attractiveness perception of
employees feeling different needs. Also, following research may include additional
variables such as the number of kids, industry average salary, etc. to observe
undiscovered relationships. Furthermore, itis important to conduct qualitative research
which enable researchers to discover detailed information and tacit relationships. In
this sense, the questions such as what is the meaning of CSR which is attributed by
different employees, or what motivate employees to work in a firm conducting CSR
might be answered by leveraging advantages of qualitative research. Lastly, the
impact of different dimensions of CSR on employer attractiveness might be examined
in the future research.
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Appendices
Appendix-1

KURUMSAL SOSYAL SORUMLULUK VE ISVEREN CEKICILIGi

Sayin Katiimcl,

Bu calisma Ars. Goér. Emre Bilgic tarafindan bireysel olarak yUrGtGlen bilimsel bir calismadir.
Calismanin amaci firmalarin kurumsal sosyal sorumluluk faaliyetleri, calisan intiyaclan ve is veren
cekiciligi arasindaki iliskiyi aciga cikarmaktir. Ankette vereceginiz bilgiler hicbir sekilde 3.
sahislarla paylasimayacak ve bilimsel yéntem ve tekniklerle degerlendirilecektir. Anket
ortalama 3-4 dakika sUrmektedir. istedidiniz zaman anketten ayrima hakkina sahipsiniz.
Anketften ayrilmaniz durumunda vermis oldugunuz hicbir bilgi kayit edilmemektedir. Ankete
gosterdiginiz ilgi ve arastirmaya yaptiginiz katkidan dolayr tesekkUr eder, saygilanmi sunar, is ve

calismalarnnizda basarilar dilerim.

ANKETI YAPAN KiSi HAKKINDA BILGILER

Cinsiyeftiniz:
[ ] Erkek [ ]Kadin [ ] Belirtmek istemiyorum
Yasiniz:
[ ]116-25 [ 126-35 [ 136-45
[ 146-55 [ ]56ve UstU
EQitim Seviyeniz:
[ ]lilkokul [ ] Ortaokul [ ]Lise
[ ] Onlisans [ ] Lisans [ ] LisansUsto
Medeni Haliniz:
[ ]Bekar [ TEvl [ ]Bosanmig
ARASTIRMA ANKETI
LUtfen size uygun olan secenege “X" isareti koyunuz.
@)
z
5
E| E 5 €
2| 2 > 2| € S
90 9Q =9 2 o 2
X =| 2 o Z| O ~ O
cE|E |¥El =z |22
85| T 5| o 38 ©
¥ N N~ Z h4 M N

1) Sosyal sorumluluk sahibi oldugunu disindigum bir
firmada is bulmak benim icin énemlidir. (Statement
1 in initial questionnaire)

in initial questionnaire)

2) s tekliflerini incelerken, firmanin sosyal sorumluluk
sahibi olup olmadigina dikkat ederim. (Statement 2
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3)

Yemek yeme, uyuma ve isinma gibi femel
ihtiyaclarimin karsilandigini hissediyorum.
(Statement 8 in initial questionnaire)

4)

Kendimi kasten incitiyorum gibi hissediyorum.
(Statement 11 in initial questionnaire)

5)

Kendimi 6ldirmeye calisiyor gibi  hissediyorum.
(Statement 12 in initial questionnaire)

6)

Arkadasliklarmi strdUrebiliim. (Statement 18 in initial
questionnaire)

7)

Baskalan tarafindan kabul edilmis hissediyorum.
(Statement 19 in initial questionnaire)

8)

Kiz ve erkek arkadaslarmla mutlu hissediyorum.
(Statement 20 in initial questionnaire)

?)

Kendime gUveniyorum. (Statement 22 in initial
questionnaire)

10) istedigim seyi basardigimi hissediyorum. (Statement

23 in inifial questionnaire)

11) Hayatin degerli oldugunu hissediyorum. (Statement

24 in inifial questionnaire)

12) Kim  oldugumu kabul eftigimi  hissediyorum.

(Statement 25 in initial questionnaire)
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Ozet

Amac: Bu calismada 2011 sonrasinda Tdrkiye'ye gelen gdécmenlerin emek
piyasasina etkisi incelenmistir. Emek piyasasi ve dolayisiyla Ucretlere etki eden
durumlarin, toplumsal barisi bozma potansiyeline engel olmak amaclanmistir.

Yéntem: Istatistiksel bir analiz ile Tirkiye'de ve gdécmenlerin agirlikli oldugu
bdlgelerde, nUfus, suc ve Ucret degisimleri analiz edilmistir.

Bulgular: GG¢cmenlerin yogun oldugu bdlgelerde su¢ vakalarinin arttigi bulunmustur.
issizligin ve yedek ordunun arthd hesaplanmisti. Reel Ucretlerin ise azaldidi
hesaplanmustir.

Sonuc ve Katkilar: Gerek Marx'in gerekse Malthus’'un kuramlar bUyUk &lcUde
gecerlidir. GUNUMUzU anlamada kullanilabilir. G6¢ aliminin durdurulmasi ve evrensel
bir temel gelir ile gelir dagiimindaki bozulmanin engellenmesi ile sorunlar hafifletmek
mUmkunddr.

Sinirliiklar: Il bazinda analiz calismadaki pek cok degisken icin bulunamamistir.
Bdélgesel veriler ise il acisindan aydinlatici olmadigr icin kullanilamamustir.

Anahtar Kelimeler: Malthus, NUfus teorisi, Marx, Yedek isgUcU ordusu, issizlik, Reel
Ucret

Jel Kodu: J11, J21, J30
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Abstract

Purpose: In this study the effect of immigrants on the labour market who came to
Turkey after 2011 was examined. It is aimed to prevent the potential of siftuations
affecting wages to disfrupt social peace.

Methodology: With a statistical analysis, population, crime and wage changes in
Turkey and in regions where immigrants are predominant were analyzed.

Findings: It is found that crime cases have increased in regions where immigrants are
concentrated. It is calculated that unemployent and reserve army have increased
and real wages have decreased.

Implications: The theories of both Marx and malthus are largely valid. It can be usedtfo
understand the present. It is possible to alleviate the problems by stopping immigration
and preventing the deterioration in income disfribution with a universal basic income.

Limitations: Province-based analysis could not be found for many vaiables in the study.
Regional data, on the other hand, could not be used because they are noft
iluminating for the province.

Keywords: Malthus. Population theory, Marx, Reserve Army of Labour, Unemployment,
Real Wages

Jel Codes: J11, J21, J30

1. Girig

Ekonomilerin en dnemli amacirefahi arttirmaktir. Daha iyi yasam sartlar sunmak,
hane halklarinin yasam dUzeylerini gelistirmek ve iyilestirmek temel amactr. Bunu
gerceklestirmenin yolu da istikrarll bir sekilde bUyumekten gecmektedir. Ekonomik
bUyUmenin dogal sonucunun refah artisi ve istihdam artisi seklinde karsimiza cikmasi
beklenmektedir. Iktisadi bUyOmeyi Ulkenin Uretim imkanlannin  artmasi  olarak
degerlendirdigimiz zaman devreye giren dnemli bir degisken de nUfus olmaktadir.

NUfus artigi bir taraftan ekonomilerin Uretim imkanlarnni arttinrken diger taraftan
daraltmaktadir. NGfusun etkisi biraz daha karmasiktir. Dissal bir degisken mi yoksa icsel
bir degisken mi oldugu bile tartismalidir. NUfusun ozellikle istihdam ve Ucretler Uzerinde
onemli bir etkisi vardir ve bu eftki ik kez Malthus tarafindan ortaya konulmustur.
Ricardo’'da azalan verimler yasasini formUle ederken bu kuramdan yararlanmis ve
Ucret ve nUfus efkisini ortaya koymustur. Marx ise Ricardo’nun kullandigi Malthusyen
nUfus teorisini reddetmis ve onu yedek issiz ordusu adini verdigi oransal olarak fazla
NnUfus kurami ile ikame etmistir.

Klasik politik ekonomi geleneginde Ricardo ve sonrasinda ézellikle Ucret ve issizlik
meselesi dnemli bir yer edinmistir. Makinelerin yarattigi issizlik Ricardo tarafindan
kitabinin her ne kadar ilk baskisinda yer alimasa da daha sonraki baskilarda makineler
Uzerine baslikll bir bélum kitaba eklemis ve makinelerin issizlik yaratabildigini
degerlendirmistir. Ancak issizlige sebep olan tek sey makineler degildir. NUfus bu
konuda oldukca énemlidir. Ekonominin bUyUme hizndan daha hizli bir nGfus artisi ister
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istemez issizlik, aclk ve benzer sorunlar ortaya cikartir. Malthus'un 200 yil énce
sOylediklerinin bir kismi gunumuUz acisindan da oldukca anlamii.

Ekonominin nUfus artisint emme yetenegdi oimadigr durumda bunun yaratacagi
ekonomik sorunlarla bas etmek oldukca zor olacaktfir. NUfus artisinin ekonomi
Uzerindeki etkisi sadece istihdam ve Ucretler Uzerinde efkisi ile sinirl degildir. Ekonomik
yapl karmasik bir bUtUnlesmeye sahiptir bu anlomda gerek dissal gerekse icsel
degiskenlerin  birbirleriyle cesitli sekillerde baglantilan, birbirleri  Uzerine  efkileri
bulunmaktadir. Bu anlamda nifus degismelerinin istihdam ve Ucretler Uzerinde efkisi
oldugu gibi, toplam talep, enflasyon gibi degiskenler Uzerinde de etkisi olmaktadir.
Enflasyonun ise neredeyse tUm makroekonomik degiskenler Uzerinde etkisi oldugu
dUsunuldigunde basit bir nofus degisiminin ekonomi Uzerinde ¢ok katmanl ve cok
yonlU etkisi olacagr anlasilabilir. Dolayisiyla nUfus ekonomik degdiskenler acisindan
oldukca 6nemlidir.

Bu calismada nUfus degisiminin kisa ve uzun dénemli ekonomik etkileri TUrkiye
ornedi Uzerinden istatiksel bir yaklasimla degerlendirilecektir. Calismada iki temel
kuramdan hareket edilecektir. Bunlardan birincisi Malthus’un nUfus teorisidir. ikinci ise
Marx'in yedek issiz ordusu ya da oransal olarak fazla nufus kuramlarndir. Bu nedenle
oncelikle bu iki kuram kisaca ele alinacak ve takip eden bdélumlerde ise Turkiye
Ozelinde nUfus hareketleri incelenecek ve Marx ve Malthus'un kuramlarinin Turkiye
Uzerinden degerlendirimesi yapilacaktir.

2. Malthusyen ve Marxist Ekonomide Nifus ve istihdam

Marx esasinda Malthusyen yaklasimi elestirir. Malthus’'un kuraminin eksik ve
hatall oldugu iddiasindadir. Malthus'u dar gorUslU bulmaktadir. Yedek ordu konusunu
ele alirken Marx (2015:613) “Malthus bile, nufus fazlasini, kendi dar goruslGligune uygun
olarak isci nUfusundaki goéreli fazlalkla degdil, bu nUfustaki mutlak asin  artisla
aciklamakla beraber modern sanayi icin bir zorunluluk olarak géror”.

Marx Malthus'un nufus teoreminin dar ve hatall bir yaklasim olarak ele alirken
onun yerine koydugu oransal olarak fazla nUfus ile, kapitalist birikim icin gerekli bir
hususu aciga cikarttigr iddiasindadir. Yedek ordu Marx'in analizinde kapitalist birikim in
ve zenginlesmenin kaldiraci rolindedir. Marx'in yaklasimi Malthus’dan oldukca farkhdir
ancak istihdam acisindan benzer sonuclar ortaya koymaktadir. Dolayisiyla
Malthus'dan baslayarak Marx't incelemek iki gorUs arasindaki benzerlik ve farkliliklan
aciga cikartacaktir.

2.1. Malthusyen Nufus Teorisi

Malthus'un nuUfus teorisi, dUnyanin nimetleri ile onu tUketecek insan sayisi
arasindaki iliskiye dayall olarak ortaya atfilan ilk kuramdir. Malthus’a gére gida
maddeleri aritmetik hizla cogalmaktadir. Rakamlara dékilduginde Malthus'a gore
gida maddelerinin artis hizi (1,2,3,4...) seklinde gerceklesecektir. Buna karsin insanoglu
geometrik hizla, (1,2,4,8,16) seklinde Uremektedir. Malthus bu iki artis hizndan hareketle
adeta bir distopya; insanlan bekleyen k&timser bir sonuca ulasir. Bu sonuca
ulasmasinda dogustan gelen bir &zelligine de vurgu yapilmaktadir. Fishlow (1958:48)
“Malthus{un]...dogustan k&tUmser bir dogaya” sahip oldugunu belirtir. Gida
maddelerinin artis hizi insanlarin cogalma hizndan daha yavas oldugu durumda (ki
Malthus'a gére &yledir) gida maddeleriinsanlar beslemeye yetmeyecektir. Dolayisiyla
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Malthus'a gére nufus artisinin yaratacagdi en énemli sonuc; aclik, kitlik ve bunu takip
edecek yolsuzluk, hirsizlik, gasp gibi suclardaki artis olacaktir.

Malthus bu distopyanin gerceklesmemesi icin, kimin evliik ve cocuk
yapacaginin devlet tarafindan karar verilmesi gereken bir durum oldugu ve yoksullarin
cocuk yapmalarinin engellenmesi gerektigi dUsuncesindedir. Spengler (1945:87)
Malthus’a goére “evliligin nasil tesvik edildigini” ele alir. Dahasi, yasadigr donemde
hUkUm sUren yoksul yasalannin da kaldinimasi gerektigini dGsunur. CUnkU yoksul
yasalari, devletin kendi gecimini saglayamayan yoksullara ydnelik, onlara gelir ve gida
yardimi seklinde tesekkUr eden yasalardir. Bu yasalar Malthus’a gére olumsuz sonug
dogurmaktadir. Malthus, yoksullarnn bu yasa ile karinlarini doyurduklarini ve karni tok
olan yoksulun ilk dUrtisinUn de cocuk yapmak oldugu dUsuncesindedir. Dolayisiyla bu
yasalar yoksullarin Uremesine ve nUfusun artmasina sebep olmaktadir.

Politik kuramci Ricardo da Malthus'un nufus yasasindan hareket eder. Bu
noktada kUcUk bir parantez yararl olabilir. Ricardo politik ve ekonomik bir teorisyen
olarak Malthus’dan daha basarilidir. Wright (1952:566)'da her ne kadar Ricardo
Malthustan teorisyen olarak UstGn olsa da *“...tutarsizliklardan tamamen bagdisik
olmadigi”nin altini cizmistir. Ricardo’'nun bdlUsum teorisinde Malthus'un nUfus teoremi
temel 6Gneme sahiptir. Ricardo bélusim analizinde azalan verimler kanununu buradan
hareketle sunar. Kapitalist gelisme sUrecinde Ricardo’'ya gbre zenginlik artmaktadir.
Artan zenginlik ve refah Malthus'un kuramindan hareketle nufus artisina sebep
olacaktir. NUfusun artmasi mevcut kaynaklarla yapilan Uretimin yetersiz olmasina ve
daha dusuk verimlilikteki topraklarn ekime aciimasini gerektirecektir. Dolayisiyla artik
nOfus artisi sonrasinda daha dusuk verimler sdz konusu olacaktir. Bu sUrec bu sekilde
devam edecektir. Azalan verimler neticesinde ekonominin durgunluga ulasacagd bir
kiyamet noktasina gelinir. Ricardocu analiz rant oransal olarak surekli artmaktadir.
CUNkU iktisadi gelisme sUrecinde Malthus'un nufus kurami geregi nUfus artmaktadir.
NUfus artisi rantin payinin artmasina sebep olmaktadir. Ucretler de Ricardo'ya gére
tahil ticaretinin dnUndeki engeller nedeniyle surekli artmaktadir. Parlamentonun
cikarttigl tahil yasalar (Corn Laws) tahil ithalatini engellemekte ve bu durum da tahil
fiyatlan yUkselmektedir'. Tahil fiyatlan gecimlik Gcreti belirledigi icin, tahil fiyatlarinin
artmasi gecimlik Ucret dUzeyinin oransal olarak artmasina sebep olmaktadir. Son
tahlilde Ricardocu analizde gerek Ucret gerekse rant karnn aleyhine oransal olarak
artmaktadir. Kar oranlar Uzerindeki bu baski sistemi krize gdtirecektir.

2.2. Marx'in Yedek isci Ordusu

Marx'in ulastigl sonuc Ricardo’nun yaklasimi ve sonucundan cok da uzakta
degildir. Ancak konuyu ele alisinda Ricardo acisindan temel mihenk tasi Malthus'un
NUfus teorisi iken Marx icin durum cok daha farklidir. “Marx..., Malthus’un asirn nUfus
sorununu...dogrudan reddeder...”. (Plotnick, 1964:10) S&z konusu farki gérmek igin
Marx'dan uzunca bir alinti yararl olur:

“Sermayenin hareketini nUfus miktarnin mutlak hareketine bagimli kilacak bir
yasa gercekten guzel bir yasa olurdu. Ne var ki bu iktisatcilarin dogmasidir?. Buna gére

1 Tahil yasalari konusunda Malthus ve Ricardo ayni diisiincede degildir. Tahil yasalari aralarinda ciddi bir tartisma
konusudur. Bu konuda Dorfman (1989:157-159) Ricardo ve Malthus’un tartismalarinin ana hatlarini basaril bir
sekilde degerlendirmistir.
2 Vurgu orjinalinde yoktur
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sermaye birikimi sonucunda Ucretler yUkselir. YUkselen Ucretler nGfusun...cogalmasina
yol acalr]... ve bu cogalma yeniden dolup tasmasina [sebep olur]...Bu durumda
Ocretler duser. Ucretlerin dismesi sonucunda isci nUfusu...azalr...Yeniden emek, emek
arzinin emek talebinden daha dusuk olacagdi, Ucretlerin yukselmeye baslayacagdi bir
durum ortaya cikar.” (Marx,2015:616).

Ust alintida vurgulanan bdlime bakildiginda Marx'in dogmatik olarak gérdigu
dUsunurler/iktisatcilar Ricardo ve Malthus'tur. Onlarnn Geret artisi nOfus artisi yaratir ve
artan nufus emek arzini arttinr ve Ucretler yeniden duser seklinde formuUle ettikleri
yasaya itiraz eder.

Aslinda Marx bu noktada yedek isci ordusu kavrami ile sGreci aciklar. Sermaye
birikimine dayanan kapitalist sistemde, biriken sermayenin Ucretleri arttirma yénUinde
bir baski yaratacaginin farkindadir Marx. Ancak bu Ucret artislan birikimi duruduracak,
sistemi krize tasiyacak bir dizeyde olmaz cUnkU ona goére yedek isci ordusunun varligi
Ucretlerin yukar firmanma egilimini baskilayacak, engelleyecek bir aygittir.

“Yedek sanayi ordusu” der Marx (2015:617) “faal sanayi ordusu Uzerinde
durgunluk...dénemlerinde bir baski unsuru olur, asin Gretim dénemleri sirasinda faal
sanayi ordusunun taleplerini dizginler.”

Marx’in analizinde yeden isci ordusu adeta bir takozdur. “isci Ucretlerinin genel
hareketleri...yedek sanayi ordusunda gerceklesen genisleme ve daralmalar
tarafindan dUzenlenir”. (2015:615)

Yedek ordu demokles’in kilici gibi sanayide istihdam edilen iscilerin Uzerinde
sallanmaktadir. Yedek ordu sanayideki istihdamin ters iz disUmu gibidir. Yedek ordu ne
kadar bUyUrse sanayideki istihdam o kadar azalr. Yedek ordu ne kadar kUc¢UlUrse
sanayiistihdam 1 o kadar artar. Piyasaya yeni gelen isciler ya sanayide is bulurlar ya da
yedek ordunun bir neferi olurlar. Yedek ordunun neferleri iktisadi gelisme surecinde is
bulup sanayi istihdamina dahil olabilirler. Keza c¢alisanlar ise daralma dénemlerinde
yedek orduya dusebilirler.

Gelisme doneminde yedek ordu daralarak Ucretlerin artma egilimine bir baski
olustururken daralma ve kriz dénemlerinde ise yedek ordu genisleyerek Ucretlerin
dUsmesine engel olan icsel bir faktdr olarak Marx tarafindan kurgulanmistir. Marx, nUfus
gibi dissal bir faktdr degil, yedek ordu gibi icsel bir faktdr kullanmistir. Sweezy (2007:96)
altini cizdigi Uzere " ...Marx'in teorisinde, sanayi istihdami ve Yedek Ordu Uretim
sistemine dahildir”. Yani icsel bir degiskendir.

3. Yontem

Arastirma Malthus ve Marx'in teorilerinin TUrkiye 6zelinde bir degerlendirmesi
seklinde olacaktir. Bu minvalde Turkiye'de istihdam, isgUcU ve nUfus hareketleri
incelenecek ve karsilastirmali istatiksel bir gérintt sunulacaktir. S6z konusu gérintunun
Malthus-Ricardo teorisi ile Marx'in teorisi arasindaki uyumluluk incelenecektir.

4. Analiz ve Bulgular

2011 yiinin mart ayinda Esad’in uyguladidi politikalara karsi Suriye’de ic savasa
doénUsen bir ayaklanma baslamistir. Baslangicindan 10 yil gibi uzun bir sire gecmis
olmus ragmen, sorunlar devam etmektedir. Birlesmis milletler verilerine Suriye, dUnyada
zorla yer dedistirmek zorunda kalan en bUyUk nUfusa sahiptir. Bu hesaplamada
Filistinlilerin disanda birakildigini da belirtmek gerekir. S6z konusu verilere gére 6,8 milyon

27



kisi Suriye'den gbc etmek zorunda kalmistir. UNHCR (2021). UNHCR verilerine gore 4
milyon Suriyeli TUrkiye'ye yerlesmistir. DUnyada ise su anda 82,4 milyon insan zorla
yerlerinden edilmistir.

Go6c¢ gibi bUyUk kapsamli gelismelerin demografik sonuclarinin isglcU piyasasi
Uzerinde etkisi Malthus ve Marx'in kuramlarindan hareketle degerlendirilebilir. G&¢
emeginin Marx'a gére nUfusu arttiran ve yedek orduyu genisleten bir arac olarak
gérmek muUmkUn. Meyers (2000:1248) “kapitralistler gdcmen emegini yedek sanayi
ordusu olarak kullan”diklarnnin altini cizer. Gécmenler ile yasanan nufus artisinin
Malthus ve Ricardo’dan hareketle ranti arttiracagdi ve karn azaltacagi sdylenebilir. NUfus
artisinin Ucretleri de dusUrmesi beklenmektedir ancak Ucret dUsUsU de kendi kendine
bir kontrol mekanizmasi yaratacak ve nufus artis hizi yavaslayacaktir. Bu sdylenenleri
basit bir tablo ile, tfoplam dogum sayisindaki degisim ile géstermek mumkindur.

Tablo 1. Toplam Dogum Sayisindaki YUzde Degisme (2010-2020)

Yillar Dogum Sayisindaki Onceki Yila Gére Yizde Degisim
2010 -0,44
2011 -0,66
2012 3,33
2013 0,22
2014 4,12
2015 -1,04
2016 -1,61
2017 -1.3
2018 -3.4
2019 -5,37
2020 -6,2

*TUIK verilerinden tUretilmistir.

2012-2014 yillan arasinda baslayan gé¢ ve nUfus baskisi 2014 sonrasi dogum
oranlannda baslayan azalma ile adeta kontrol altinda tutulmaya calisimigtir. Bu
anlamda Malthus'un kurami gecerli kabul edilebilir. GGrunmez bir el 2015 sonrasinda
dogum oranlarinin azalmasi ile nGfus Uzerindeki artma baskisini hafifletmistir. Kisa
vadede olmasa bile dogum oranindaki bu azalma 2033 ve sonrasinda isgucu
piyasasinda Ucretler Uzerinde etki edebilir. Malthus'un noUfus kuraminin isgucU
piyasasina yansimasinda bir gecikme olmasi  kacinimazdir. Kuramin  énemli
zaaflarnndan birisi bu noktada karsimiza cikmaktadir. Daha da dnemlisi kuramin test
edilmesi de cok kolay degildir. *“Malthus ve Ricardo'nun dokirinleri ispatlanmaya cok
elverisli degildir.” (Patten, 1989:12)

Diger bir husus ise Malthus'un yoksul yasalarina iliskin tutumunda karsimiza cikar.
Malthus yoksul yasalarnin kaldinimasini savunurken, yoksul yasalarini savunanlarin
temel yaklasimi, bu yasalarn varliginin toplumdaki su¢ ve anarsiyi ortadan kaldirdigidir.
Yoksul sayisindaki artis, onlarnn kilise tarafindan  yoksul yasalarn cercevesinde
korunmadidl durumda toplumda anarsi ve dizensizlik artacaktir. Ormegdin Tirkiye'de
son on yllda yasanan gécmen sorunu bu perspektifle degerlendirilebilir. Gercekten de
yoksul yasalarnin  kaldinimasi ile toplumdaki yoksul sayisinin artmasinin - adalet
konusunda sorunlar cikartacagr ve toplumsal dUzeni bozacagina iliskin yaklasim
asagidaki Sekil 1'in istatistiki sonucu ile dogrulanmaktadir.
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Sekil 1. Suc TUrine Gére Ceza infaz Kurumuna Giren HUkOmIUlUler

Sug islendigi il ve sug tliriine gore ceza infaz
kurumuna giren hiktumliler : Toplam
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B Sug islendigi il ve sug turiine gére ceza infaz kurumuna giren hikimller : Toplam

*TUIK verilerinden tUretilmistir

2011 yilindan itibaren ceza infaz kurumuna giren hukUmlU sayisinda ciddi bir artig
oldugu gorUimektedir. 2011'e kadar yUzbinin altinda olan hUkUmIU sayisi goclerin
basladigl 2011'den sonra hizla yUkselmis ve 9 yillik bir dbnemde yaklasik olarak 4 kat
artis géstermistir.

NUfus artisinin etkisini giderecek sekilde nUfusa oranla sucu sekil olarak asagidaki
grafikte gérmemiz mUimkindur.

Sekil 2. Suc TUrdne Gére Ceza infaz Kurumuna Giren Hikdmldlerin NGfusa Orani
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*TUIK verilerinden tUretilmistir

Suctaki artig trendi, 2011'de Suriyeli'lerin gé¢ hareketine denk dUsmUstUr. Aslinda
gocun ilk etkisi 2012'de gézlenmistir. 2012 dncesinde Turkiye'de suc isleyerek ceza infaz
kurumlarnna girenlerin sayisi genelde dnceki yillara oranlandiginda eksi degerler
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almaktaydi. Yani biz azalma séz konusu idi. Ancak 2012'de séz konusu deger dnceki
yila yUzde 44’10k bir artis gdstermistir. I| baznda bakhdmizda ise carpici bir gérinti
cikmaktadir. Basit bir tablo ile durumu géstermek mUmkin. Gercekten de bu konuda
yazilan en eski makalelerden birinde Bennet (1908:119), suclarnn ybzde 31,87'sinin Ulke
disinda dogmus olanlarca yani gdcmenlerde islendigini  belirtmistir.  Bennet’in
yaklasimini asagidaki tablo iler desteklemek mUmkindur.

Tablo 2. Tirkiye ve Secilmis lllerde Ceza infaz Kurumuna Giren HUkdmlGlerin

Sayisindaki Onceki Yila Gére Oransal Degisme (2008-2013)

Turkiye Kilis Hatay Urfa Ankara
2008 -39.9 -21,29 -6 -65,83 -28,63
2009 -2,8 11,76 -33,39 -12,39 -21,51
2010 18,9 38,9 8.75 43,4 14,74
2011 -9.4 -27,3 7.27 1,5 -17,3
2012 44,2 116,66 96,19 85,42 43,55
2013 40,01 51,92 62,07 73,44 39,34

*TUIK verilerinden toretilmistir

2 numarall tablo bize dnemli bir géruntu sunmaktadir. Trkiye ve Ankara Suriyeli
gécmenlerin ortalama dagilimini gésteren yerler olarak secilmistir. Buna karsin Kilis
Hatay ve Urfa nifusa oranla en fazla Suriyeli banndiran illerdir. Yukarnidaki tablo bize
2012 yiinda gécgler sonucu yasanan suc patlamasini gdstermektedir. 2012 yilinda
TUrkiye ve Ankara oranlarn suclarda yUzde 44 artis oldugunu gostermektedir. Ayni
dénemde Suriyelilerin yogun oldugu Kilis, Hatay ve Urfa’da artis oranlar sirasiyla YUzde
116, yUzde 96 ve yUzde 85'dir. Bu bulgular Bianchi, M.. Buonanno, P. And Pinoftti, P.
(2012) bulgulan ile kismen uyumludur. italya Uzerine yaptiklarn calismada cesitli suc
tUrlerinde goc ile iliski bulmamis olsa da soygun gibi suclarlailiski bulmuslardir. Ousey ve
Kubrin (2009) gé¢ ve suc lliskisinde disarda doganlarin iceride doganlara oranla daha
fazla suc egiliminde olmadiklari iddiasindadir. Ancak bu noktada gécmen ntfusundaki
artisin suc oranini arth@r iddiasi dogrudan gécmen n Ufusun daha fazla suc isledigini
ima etmemektedir. Gocmen nUfustaki artis, gelir dagimindaki bozulmalara, issizlige ve
tpolumsal huzursuzluga yol acarak, yurt icinde dogmus gdébcmen olmayan halk
arasinda da suc sayisinin artmasina sebep olabilir. Gercekten de Zhang (2018)
gécmenlerin &zellikle de Meksika'dan, Amerika Birlesik Devletlere go¢ edenlerin yogun
oldugu bdlgelerde suclarda artis olduguna dair hesaplamalan énemlidir. Daha da
onemlisi Zhang (2018:23) “her t0rl0 gdé¢Un sucu arttirdigl” sonucuna ulasmig olmasidir.
Tablo 2'deki sonuclar da Zhang'in sonuclarini destekler niteliktedir.

Tablo 2'de yer alan istatistiki bilgiler bir anlamda Malthus'un karsi ciktigi yoksul
yasalarnin ne kadar gerekli ve elzem oldugunu gdstermektedir. Gercekten de
yoksullugu arttiran durumlar toplumsal dUzeni bozacak suclann artmasi anlamina
gelmektedir.

Marx'in Malthus'un yaklasimini en bastan reddettigini yukanda ele almistik.
Marx'in yedek ordusunu, kurumsal olmayan nUfustan isgictne dahil olmayan nufusa
ek olarak issizlerin eklenmesi ile hesaplamak mUumkuon.
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Sekil 3. Kurumsal olmayan Nufusun IsgUcU Durumu: issiz + isgicine Dahil Olmayaniar

issiz ve isgliciine Dahil olmayan Niifus
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*TUIK verilerinden tUretilmistir

Sekil 3'de bulunan issiz ve isgucune dahil olmayan nufusun toplami; Marx’'in
oransal olarak fazla nofus olarak tabir ettigi yedek orduya karsilik kullanilabilir. S6z
konusu rakam vyillar itibariyle (2004-11 arasi) nUfus artisina kismen kosut olarak ¢ok da
degismeden kalmistir. Ancak 2011'den sonra rakamin hizia yUkseldigini takip etmek
mUmkin. Ornedin yedek ordu; 2012'de dénceki yila gére yizde 1,5 dizeyinde bir artis
s6z konusudur. 2012 oncesi 7 yilin artis ortalamasinin YUzde 0,79 oldugunun altini
cizdigimizde s6z konusu artisin bUyUkligUu daha anlasilir olmaktadir. Onceki yillardaki
artisa oranla iki katlik bir artis séz konusudur. 2014'de yine iki katlanmis ve yuzde 3,22'lik
artis olmustur. Son yillarda ise 2019 ve 2020 yillarinda ise bu artis orani daha da yUkselmis
ve siraslyla yUzde 4,6 ve 7,12 oranlarn seklinde gerceklesmistir.

Sadece isgucune dahil olmayan nufusa odaklandigimizda ise 2020'de bu
oranin yilik artisinin yuzde 10'lara yaklastigini gérmek muUmkonduor. 2019 yilinda
isgbcUne dahil olmayan nufus 28,920.000 iken 2020 yiinda ise 2,786.000 gibi bir artig
gOstererek (yaklasik 3 milyon kisi is aramaktan vazgecti seklinde yorumlanabilir)
31,706.000'e ulasmustir. Suriye gdécmenleri bir sekilde emek piyasasi tarafindan absorbe
edilebilmisti ancak bunlara Irak ve Afgan gd¢menlerinin de eklenmesi ile isgUcU
piyasasl hareketlilik yeterli istihdam olanaklar yaratamamaktadir.

Bu durumun dnemli etkilerinden birini reel Ucretlerde gérmek mUmkun. Reel
Ucret orani TUIK verilerinden tUretiimistir. Asgari Ocretler kullanildigi icin net asgari
Ucretteki degdisim oraninin reelini elde etmek icin genel TUFE'deki 12 aylik dedisim
oranlar yerine gida ve alkolsUz iceceklere iliskin TUFE'deki degisim oranlarn kullaniimistir.
Dolayisiyla énce Asgari Ucretteki degisim oranlan hesaplanmis ardindan gida
enflasyonundaki yillik degisime gdre asgari Ucretteki reel degdisim asagidaki sekilde
grafige dénUstUrGImuUstUr.
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Sekil 4. Reel Ucret Orani

reel Ucret orani
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*TUIK verilerinden tUretilmistir

2011'de Suriye'den baslayan ve yakin zamanlarda Afgan ve Irak’llann yogun
olarak goé¢ etmesi ile giderek bUylyen gdcmen sorununun Ucretlere yansimasini
yukardaki sekil 4'den takip etmek mUmkin gbézUkmektedir. Marx'in ifade ettigi yedek
ordunun artmakta oldugunu Sekil 3'de gosteriimisti. Bu issiz ordusunun varligi Ucretlerin
arttinimasi ydnundeki enflasyonist baskilann gbz ardi edilmesini mimkun kilmaktadir.
Gercekten de esasinda asgari Ucretlere eski ddonemlere goére buUyuUk iyilestirmeler
yapan bir géritnimde olan hukUmetin, &zellikle 2012 sonrasinda belirledigi asgari
Ucrette reel anlomda buyUk kayiplar oldugu grafikte goérUlmektedir. Burada 2016 ve
2019 yillarinda ise tam tersi bir durum s6z konusudur. Bunun temel nedeninin ekonomik
degdil siyasi oldugunun altini cizmek mUmMkOndur. 2015 Haziran secimleri hUkUmet
acisindan arzu edilmeyen sonuclar dogurdugu icin dusUk gelirle calisan asgari
Ucretliler takip eden yilda bUyU bir artigla karsilasmiglardir. 2019 ise belediye
secimlerinde &zellikle bUyUk kentlerde kaybedecegdini disunen hUkumet asgari
Ucretleri bu sefer bastan yUksek tutarak, populist bir politika izliemistir. 2013 sonrasi 8 yillik
dénemde iki secim ddéneminde populist uygulamalar kenara birakilirsa reel Ucretlerin
aslinda dismekte oldugu gérilecektir. Ozellikle 2014, 2017 ve 2018 yilinda reel Ucret
artislan negatiftir. Bunun altinda yatan temel etmen olarak yedek ordunun bUyUimesi
oldugu sonucu cikmaktadrr. Marx'in yedek ordu analizi bu noktada gecerli
g6zUkmektedir

5. Sonug ve Oneriler

Malthus’'un nUfus teorisi ve itiraz ettigi yoksul yasalar ve Marx'in yedek ordu analizi
cercevesinde Turkiye'nin 2008 sonrasi dénemdeki issizlik, suc ve Ucret verilerinden
hareket edildiginde su sonuclara ulasmak mimkun gézGkmektedir.

Malthus ve Ricardo nufus artisinin ekonominin gelisme hizndan daha fazla
oldugu durumu; yasam sartlarnnin bozulacagdi, achdgin ortaya cikacagr ve rantfin
artacagi ve Ucret azalmalarnin olacagdi ve bunun da nUfusu yeniden azaltacadi ve
bdylece kendi kendine dengeye gelen bir sGrec olarak degerlendirmislerdir.
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Séylediklerinin bir kismini gerek goézlemler gerekse istatistikler ile dogrulmak mUmkuon
g6zukmektedir. Gercekten de 2011-12 sonrasi icin suc oraninda artis oldugu, Ucretlerin
azaldigl ve dogum oraninda azalma oldugu sdylenebilir. Konut arzindaki mothis artisa
ragmen, konut fiyatlarnnin ve rantlarin yukan dogru hizlia hareket etmesi de Malthus-
Ricardo analizini dogrular gézUkmektedir. Ancak nUfus hareketlerinin emek piyasasina
yansimasi zaman alacagi icin gercekten de teoremlerini test etmek oldukca guctur.

Marx'in yedek isci ordusu ise daha ampirik ve test edilebilirimkén saglamaktadir.
Kapitalist birikim sUrecinde Marx'a gdre yedek ordunun artmasi esyanin tabiati
gereken bir zorunluluktur. Ekonominin kriz ve genisleme ddnemlerinde yedek ordu
daralarak ve genisleyerek Ocretler Uzerinde bir baski unsuru olusturur. Ozellikle yedek
ordunun bUyUklGgunUn artmasi Ucretlerin azalmasina yol acacaktir. 2012 sonrasi
dénemde TUrkiye'de yedek ordu bUyUrken reel Ucretlerin de azaldigr gosterilmistir.
Dolayisiyla Marx'in yedek ordu yaklasiminin TUrkiye &zelinde gecerli oldugunu
sdylemek mUmkUn gézikmektedir.

Yedek ordunun bUyUmesini géc¢ olgusuna baglayarak ele alindiginda bir takim
c6zUmM Onlemleri ve politikalar da ister istemez géc ve gdcmene iliskin dnerilmek
zorundadir. Bu noktada akla gelecek ilk politika, gbcmenlerin anavatanlarina geri
goénderilmesi fikridir. Boyle bir politika ekonomik olarak yedek ordunun kiGcuUlmesi ve
reel Ucretlerin artmasi sonucunu doguracaktir. Ancak bu politikanin toplumsal ve
gécmenler Uzerindeki etkisini de géz énune almak gerekir. Dolayisiyla bu kadar radikal
olmayan &nlemler daha saglikli olacaktir.

Yeni goclerin dnUne gecilmesi seceneklerden biridir. Digeri gécmenlerin cocuk
yapmasina iliskin  koruyucu sinirlandinci énlemler alinabilir. Bu arada bir egitim
reformunun da sart oldugunu belirtmek yararll olur. is imkanlarnin arttinimasi ve
evrensel bir temel gelirin saglanmasi da dnemli bir kazanim olabilir. Bdylece sug¢
oranindaki artfisi azaltmak mUmkUn olacaktir.

En temelde ise bir tUketim ekonomisi olma &zelliginden cikip, Uretim ve istihdam
odakll bir ekonomik yapi icin ugras vermek gerekir. Uretim ve istihdam, bir yandan
issizligi azaltirken diger yandan gelir dagilimindaki bozuklugu da giderecektir.
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Extensive Summary

Malthus and Marx on Population, Employment and Crime: The Economic
Consequences of Immigrants to Turkey after 2011

Intfroduction

Population growth on the one hand increases the production possibilities of the
economies, on the other hand, it narrows it. The impact of population is a little more
complex. It is even debatable whether it is an exogenous or an endogenous variable.
Population has a significant effect on employment and wages, and this effect was first
introduced by Malthus. Ricardo also drew on this theory in formulating the law of
diminishing returns and revealed the wage and population effect. On the other hand,
Marx rejected the Malthusian theory of population used by Ricardo and replaced it
with the proportionally surplus population theory, which he called the reserve army of
industry. In this study the effect ofimmigrants on the labour market who came to Turkey
after 2011 was examined. It is aimed to prevent the potential of situations affecting
wages to disfrupt social peace

Methodology

With a statistical analysis, population, crime and wage changes in Turkey and
in regions where immigrants are predominant were analyzed.

The impact of demographic consequences of large-scale developments such
as migration on the labor market can be evaluated based on the theories of Malthus
and Marx. According to Marx, it is possible to see migration labor as a tool that
increases the population and expands the reserve army.

Analysis and Findings

Migration and population pressure that started between 2012 and 2014 was
fried to be kept under control with the decrease in birth rates after 2014. In this sense,
Malthus' theory can be accepted as valid. An invisible hand has alleviated the
increasing pressure on the population with the decrease in birth rates after 2015. Even
if not in the short term, this reduction in the birth rate could have an impact on wages
in the labor market in 2033 and beyond.

Kilis, Hatay and Urfa are the provinces with the highest number of Syrians in
proportion to the population. The crime boom in 2012 accepted as a result of
immigration.

The sum of the unemployed and not included in the labor force can be
accepted as Marx’s Notion of the reserve army. The reserve army; has an increase of
1.5 percent in 2012 compared to the previous year. When we underline that the
average increase for the 7 years before 2012 was 0.79 percent, the magnitude of the
increase becomes more understandable. There is a two-fold increase compared o
the increase in previous years. It doubled again in 2014 and there was an increase of
3.22 percent. In recent years, this increase rate has increased even more in 2019 and
2020, and it has been realized as 4.6 and 7.12 percent, respectively.

It seems possible to follow the reflection of the immigrant problem on wages,
which started from Syria in 2011 and has recently grown with the massive immigration
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of Afghans and Iraqis, from the figure 4 above. It is shown in Figure 3 that the reserve
army that Marx expressed is increasing. The existence of this army of unemployed
makes it possible to ignore inflationary pressures to increase wages.

Conclussion and Discussion

Malthus and Ricardo state that when population growth is greater than the rate
of development of the economy; they considered it as a process where living
conditions will deteriorate, hunger will arise and rent will increase and wage reductions
will occur, which will reduce the population again and thus come to balance on its
own. It seems possible to confirm some of what he said with both observations and
statistics. Indeed, it can be said that after 2011-12 there was an increase in the crime
rate, a decrease in wages and a decrease in the birth rate. Despite the fremendous
increase in housing supply, the rapid upward movement of housing prices and rents
also seems to confirm the Malthus-Ricardo analysis. However, it is very difficult to really
test the theorems because it will take time for the population movements to reflect on
the labor market.

Marx's reserve army, on the other hand, provides more empirical and testable
possibilities. In the capitalist accumulation process, according to Marx, the increase of
the reserve army is a necessity that is necessary for the nature of the goods. During
periods of economic crisis and expansion, the reserve army contracts and expands,
creating a pressure on wages. In particular, the increase in the size of the reserve army
will lead to a decrease in wages. It has been shown that while the reserve army has
grown in Turkey in the post-2012 period, real wages have also decreased. Therefore, it
seems possible to say that Marx's reserve army approach is valid in Turkey.
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Amac: Orntein-Uhlenbeck (OU), Vasicek, Cox-Ingersoll-Ross (CIR) ve Hull-White afin
surecleri, 6nemli &zelliklerine kisaca deginilerek ele alinmistir. Bu makalenin temel
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Abstract

Aim: A brief overview of the affine processes, namely the Orntein-Uhlenbeck (OU)
process, the Vasicek process, the Cox-Ingersoll-Ross (CIR) process and the Hull-White
process, is presented through their important features. The main purpose of this paper
is fo discuss six very recent actuarial applications of these affine processes that focus
on different problems with different stochastic models and different mathematical
methods.

Conclusion and Contributions: On one hand, these applications show how to
incorporate the corresponding affine processes into the modelling framework. On the
one hand they give an insight about the advantages of using these affine processes
through mathematical calculations/data analysis.

Keywords: Ornstein-Uhlenbeck model, Vasicek model, Cox-Ingersoll-Ross model, Hull-
White model.

Jel Codes: G22, G13, G12

1. Introduction

Practitioners and researchers have shown many interest in adapting the affine
processes such as Ornstein-Uhlenbeck (Uhlenbeck and Ornstein, 1930), Vasicek
(Vasicek, 1977), Cox-Ingersoll-Ross (Cox, Ingersoll and Ross, 1985) and Hull-White
processes (Hull and White, 1990) into financial and actuarial applications. These
processes are simple and easy to tackle with as a result of the affine structure they
have. In particular, it is known that all these processes provided closed-form solutions
for the zero-coupon price as well as for the European vanilla options in case the
underlying asset is modelled by these processes. Such features of these processes
made them very popular among the researchers and therefore they are ubiquitously
used in the field of actuarial sciences. This paper reviews some very recent publications
that deal with an actuarial research problem, associated with these affine processes.
Specifically, they will be used to model the stochastic interest rates, stochastic
volatility, mortality intensity and the mean growth of an asset in an investment strategy.

Section 2-5 gives a brief overview about the affine processes driven by the
Ornstein-Uhlenbeck, Vasicek, Cox-Ingersoll-Ross and Hull-White models. Section 6
presents the recent studies incorporating these affine processes to an actuarial
research problem. Section 7 concludes the paper.

2. Ornstein-Uhlenbeck Process
The Ornstein-Uhlenbeck (OU) process is one of the most popular
Gaussian-Markov stochastic processes, that is also known for allowing mean-reversion.
By mean-reversion, it is meant that the process tends to revert to its mean in the long-
run. This mean-reversion property is a result of the following stochastic differential
equation (SDE):

dS(t) = —6S(t)dt + adW (¢), (1)

38



where S(t) denotes the value of an OU process at timet, 8 > 0 is the rate of mean-
reversion, ¢ > 0 is the volatility and W (t) is a standard Brownian motion (Uhlenbeck
and Ornstein, 1930). Here, the model parameters 8 and ¢ are assumed to be constant.

By this stochastic differential equation, one can easily observe that:
1. The unique solution for §(t) is given by

Sit) =S(0)e " +o f te_e(t_“)dW(u).
0

This representation explains the Gaussian property of the OU process. Remark
that the OU model allows negative values, since the probability of having
negative values is positive for a Gaussian random variable (for a more detailed
discussion see, e.g., Lamberton and Lapeyre, 2011).

2. The conditional mean E[ S(t) | S(s) = x] for s < t reads:
E[S(t) | S(s) = x] = xe (=9,

This conditional mean function addresses a downward (upward) drift in the
process when x > 0 (x < 0) since as t —» o, the conditional mean function goes
to zero. That is, it is likely that the exireme movements are followed by the
movements that cause the process to move around the average level, pointing
out a tendency to return to zero (see, e.g., Beekman and Shiu, 1988).

It is worth noting that in the seminal paper of Uhlenbeck and Ornstein (1930),
this process was indeed used to model the velocity of a Brownian particle. Although
the model itself was originally used for a physics problem, it with some modifications
has found many applications in the field of Actuarial sciences. In this paper, we aim to
give aninsight intfo the actuarial use of a few extensions of OU model. For this purpose,
we will first present 3 popular models associated with OU processes, i.e. Vasicek, Cox-
Ingersoll-Ross and Hull-White Model, and then review some papers that deal with the
actuarial application of the corresponding models. It is clear that it is not possible to
discuss every paper in these contexts, and even within the papers we consider, we
cannot give the whole mathematical arguments. Instead, we present the models and
their actuarial applications through a brief description of the methodology and/or
numerical experiments, but intend to give a clear motivation behind them.

We start with the Vasicek model (Vasicek, 1977) that is constructed by adding a
drift term into the OU-SDE givenin (1).

3. Vasicek Model
Vasicek model is originally proposed to describe the term structure of interest
rates by the following SDE (Vasicek, 1977):

dr(t) = 6@k —r(t))dt + ocdW (t), (2)

where r(t) represents the instantaneous interest rate with r(0) > 0, 8 > 0 is the rate of
mean-reversion, ¢ > 0 is the volatility term, k > 0 is the long-term mean level and
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W(t) is a standard Brownian motion. Here, 6,0 and k are all constant. Note that, as
mentioned earlier, when k = 0, the model is reduced to the OU model in (1). In other
words, OU modelin (1) can be considered a special case of the Vasicek model.

Before continuing with another OU-type model, we find it useful to make a
few remarks here: The first remark is that there is a unique solution for the interest rate
process r(t), which is one of the reasons that makes the model very popular among
the researchers and practitioners. More precisely (Vasicek, 1977),

r(t) = k(1 —e %) +r(0)e 0 + ofte"e(t_”)dW(u). (3)
0

The second remark is about a natural consequence of the closed-form solution

(3). Namely, the interest rate process r(t) is normally distributed, and therefore, it can
reach negative values, which have been considered a drawback of the Vasicek
model before 2008 crisis (Grasselli and Lipton, 2019). However, as shown empirically in
the paper of Jackson (2015), negative interest rates have also been observed. Third
remark is dedicated to the mean-reversion that can be represented by the
conditional mean function E[ r(t)| r(s) = x] = xe =% + k(1 — e~(=9)) (Beekman and
Shiu, 1988). Note that when t - o, the conditional mean E[ r(t)| r(s) = x] tends 1o k.
This implies that, when r > k (r < k), a negative (positive) drift is observed by means of
the parameter 6, pushing the process into the long-term mean level k. Therefore, the
Vasicek model is said to have the mean-reverting feature. As a fourth remark, the
attractiveness of the Vasicek model also lies in the fact that it provides an affine
representation of the zero-coupon bond prices. By using this affine representation, one
can easily calculate the price of an European option written on a pure discount bond
(see, Jamshidian, 1985; Zeytun and Gupta, 2007). Finally, we conclude our remarks by
pointing out that the Vasicek model fails to fit the term structure in the market, which
is viewed as one of the major drawbacks of the model. Since it is not the scope of this
paper to overview all the advantages and limitations of the stochastic models of our
interest, we refer to Brigo and Mercurio (2007) for a more detailed discussion.

4. Cox-Ingersoll-Ross (CIR) model

As mentioned above, the possibility of taking a negative value for interest rates
that follow a Vasicek model is nonzero. To overcome this drawback (after 2008 crisis it
is observed that it is not a drawback at all), Cox, Ingersoll and Ross (1985) introduce
an SDE for modelling short-rate processes r(t):

dr(t) = 0(k — r(t))dt + a/r(O)dW (t), (4)

extending the Vasicek model info a mean-reverting model with a standard deviation
term o./r(t). Here, 8 > 0 is the rate of mean-reversion, ¢ > 0 is the volatility and x > 0
is the long-term mean level with all being constant, and W (t) is a standard Brownian
motion. Since the drift term 6(x — r(t)) of the CIR process is the same as the one
defined in the Vasicek model, one can conclude that the mean-reverting property is
preserved. Importantly, notice that Y(t) =r?(t) is an OU process of the form (1),
indicating the relation between these two models.
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Note that nonnegativity of this interest rate process is a consequence of the
Feller condition. As shown in Feller (1951), if the condition 26k > ¢ is satisfied, the CIR
process can never hit zero. Otherwise, the interest rate r(t) can get a zero value. But,
in Cox, Ingersoll and Ross (1985), it is noted that the interest rate, which is initially
nonnegative, can never subsequently have a negative value. Thatis, the CIR process
always takes nonnegative values, unlike the Vasicek process.

It is also worth mentioning that, as a result of the standard deviation term am,
the CIR process is not normally distributed anymore, but instead has a noncentral chi-
square distribution. Although the normality arguments of the Vasicek model are not
valid for the CIR process, the zero-coupon bond prices still have an affine
representation under the CIR model. This affine representation, importantly, yields a
closed-form solution for the price of an European option written on a zero coupon
bond price (Cox, Ingersoll and Ross, 1985).

All these properties mentioned above make the CIR model very attractive for the
researchers and practitioners. However, it does not remedy one drawback of the
Vasicek model: the CIR model may be inadequate to match the term structure of the
interest rates. For this issue, Hull and White (1990) propose an extension of the Vasicek
and CIR models by adapting the fime-dependent parameters into the modeling
framework. In this paper, we give our attention info the extended-Vasicek model,
which is also referred as the Hull-White model.

5. Hull-White model (Extended Vasicek Model)

In order to lead a model that carries the nice properties of the Vasicek model as
well as provides a good fit to the term structure of interest rates, Hull and White (1990)
introduce the following SDE with time-dependent parameters:

dr(t) = (a(t) + 0(t)(k — r(t)))dt + a(t)dW (t), (5)

where a(t), 8(t) and a(t) are all deterministic functions of time, and W(t) is a
standard Brownian motion. Here, the deterministic function a(t) is included in the
model so as fo match the term structure of the interest rates, while the time-dependent
volatility a(t) is incorporated intfo the model to match the current and future volatilities
of the interest rates.

Like the Vasicek model, the Hull-White model is mean-reverting and very
tractable in the sense that there is a closed-form pricing formula for zero-coupon
bonds and European options written on them. This model also shares with the Vasicek
model the possibility of negative interest rates, which has been regarded as a
disadvantage of the Hull-White model (see, e.g., Hull and White, 1990; Hull and White,
1994; Hull, 1996, as the very first studies on this model and its properties).

There is one more issue we want to remark on: As already mentioned above, in
the original paper of Hull and White (1990), all parameters are allowed to be time
dependent. Hull and White (1996) show that this time-dependency in the parameters
0(t) and a(t) can yield a nonstationary volatility term structure, which is undesirable
when pricing instruments whose value depends on the term structure of future
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volatility. They illustrate that a nonstationary term structure of volatility can lead to
mispricing of such instruments, and the only case to observe a stationary volatility term
structure is when 6(t) and a(t) are constants. Note that by nonstationarity, it is meant
that the volatility structure today may not be preserved in the future, as already
addressed in the previous work of authors (Hull and White, 1994). This feature, therefore,
motivated to use the model also with constant parameters 6(t) and a(t).

The next section presents some recent application of the affine processes
previously mentioned within the field of the actuarial sciences. It is worth noting that
although we did not derive anything new in this paper nor carry out a data analysis,
we find it useful to discuss the recent studies, in order to give an insight fo how popular
these processes are sfill in this area.

6. Some Recent Actuarial Applications
6.1. Pricing Survival Forward and Survival Swap

Under the assumption that there is no basis and counterparty default risk,
leddouk and Devolder (2019) examine the valuation of two longevity-linked
instruments, namely Survival forward (S-forward) and Survival swap (S-swap), by
proposing a Cost of Capital method in the line of Solvency Il.

For pricing these two instruments, they model the longevity risk through the
mortality intensity, which is interpreted as the force of mortality for an individual aged
x + t at time t. In this paper, longevity has stochastic behaviour since the dynamics of
the mortality intensity is considered to be driven by two continuous-time stochastic
models, one of which is the Hull-White model. Denoting u, (t) as the mortality intensity,
the corresponding Hull-White dynamics are defined as:

di(t) = b(§(t) — pux (1))dt + odW (2),

Bt
where &(t) =A"'T , A,B, band ¢ are all positive constants, and W(t)is a standard

Brownian motion. One advantage of using the Hull-White model in the mortality
intensity is that it gives an explicit representation of the expectation of survival index,
resulting from the affine structure of this model. Here, the survival index at fime t is

T
defined as e~ )t ¥ for an individual initially aged x, alive at fime t and surviving T —
t years more.

Since the price of an S-swap is equal to the sum of S-forwards, the authors give
their attention first to pricing an S-forward contract. To be consistent with Solvency I,
the price of an S-forward is expressed as the sum of a best estimate and a risk-margin.
The best estimate is determined by discounting the expectation of the S-forward
payoff. On the other hand, risk margin is specified by using a Cost of Capital approach
that accounts for the future Solvency Capital Requirements. This Solvency Capital
Requirement is defined as the capital that an insurer should set aside to be able to
cover unexpected losses with a 99.5% probability. Since these future Solvency Capital
Requirements are random variables, the computation of the risk margin is performed
by replacing Solvency Capital Requirements with their estimates. This estimation is
done by the VaR (Value at Risk) method. Then, by following some mathematical

i+1
technicalities such as the calculation of VaRggls%(e‘fi ux(Wduy for time i, a pricing
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formula is derived for S-forwards. This price expression relies on the expectation of
mortality intensity process as well as on the coefficients that appears in the explicit
expression of the expectation of survival index.

After presenting a price formula for S-forwards, the paper continues with the
valuation of S-swaps. They develop a price expression for S-swaps by summing up the
price of S-forwards exchanged aft tq, t,, ..., t,. This pricing problem is easy to tackle with
when using S-forward price expression.

Another core of the paper is to discuss the consistency of the Cost of Capital
approach with three pricing methods: The risk-neutral approach, The Wang transform
and Sharpe ratio. In order to observe the consistency of the Cost of Capital approach
with these three methods, the computations are centered around the market price of
longevity for the risk-neutral approach, Sharpe parameter for the Sharpe ratio and
Wang parameter for the Wang transform. These parameter values are the ones that
provide the same price as the Cost of Capital approach. The reason for focusing on
these three parameters is that their stability for different ages and maturities is a sign of
how much the corresponding approach is consistent with the Cost of Capital method.

To this end, based on a Belgian population data, numerical experiments are
first carried out to obtain prices for S-forwards and S-swaps under the Cost of Capital
approach. It is assumed that there are 10,000 initial policyholders for each cohort
aged 65, 70, or 75 years old in 2015. The models of mortality intensity are calibrated
on a projected data from the IABE unisex projected generational mortality table, by
using Least Square Estimation method. After the calibration procedure, prices
obtained from the Cost of Capital approach are reported for age groups 65, 70 and
75 and maturities T =5 and 10. These results are followed by the calculation of the
market price of longevity, Sharpe parameter and Wang parameter. It is concluded
that the Cost of Capital method is not so consistent with the three methods mentioned
above. The method having the worst performance in terms of consistency is revealed
to be the risk-neutral method.

6.2. Optimal Proportional Reinsurance and Investment

Li et al. (2020) focus on an opfimal proportional reinsurance and investment
strategy for the insurer through the maximization of the expected utility of terminal
wealth, when the surplus process follows a compound Poisson model.

The investment strategy in the paper decides how the insurer can invest the surplus
in a portfolio of a risky asset and a riskless asset. The dynamics of the risky asset S(t) is
driven by a continuous-time stochastic model that accounts for the dividend income
and the transaction cost:

ds(t) = (a(t) + ¢ — 0)S(t)dt + aS(t)dw @ (¢),
where ¢ > 0 is the dividend income, 6 > 0 is the tfransaction cost, a > 0 is the volatility
term, and W@ (t) is a standard Brownian motion. Herewith, a(t), the mean growth, is
assumed to be a Vasicek process of the form:

da(t) = a(@— a(t))dt + BAWA (1), a(0) = a,,
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where a, @ and B are positive constants, and W®)(t) is a standard Brownian motion
correlated with W®@)(t). Here, @ is the mean growth of the risky asset. The reason behind
the choice of such a model is to determine a realistic risky asset process both in bull
and bear market. When a(t) is much larger than a, the risky asset can be viewed as in
a bull market. If a(t) is much less than a, then it is considered to be in a bear market.

The proportional reinsurance, on the other hand, is purchased by the insurer in
order to hedge against the insurance risks. In the paper, it is described by the retention
level and the premium payment of the reinsurance, which is computed by the
variance principle depending on the safety loading of the reinsurer. Along with the
reinsurance premium payments, the net profit condition is presented, which is required
to determine the optimal proportional reinsurance strategy.

The main aim of the paper is to find an optimal proportional reinsurance and
investment strategy by maximizing the expected utility of terminal wealth U(T) with

Ulx) =21, — %e‘"" .Here, 4, > 0,n >0 and n > 0 are all constants with n denoting the

constant absolute risk aversion (CARA) parameter. The corresponding optimization
problem is solved by dynamic programming ftechniques, which in turn, provide
analytical expressions for the optimal strategy.

It is noted that an increase in the dividend income yields an investment with a
higher number of shares in the risky asset, whereas an increase in the transaction cost
and in the value of riskless asset cause a decrease in the risky asset investment. Without
an attempt to use financial data (they use the parameters reported in another study),
they also illustrate two numerical experiments to study the impact of risk aversion and
safety loadings on the reinsurance proportion. They conclude that a higher level of
risk-aversion addresses a less optimal proportion reinsurance. On the contrary, greater
safety loadings are followed by a greater retention level.

6.3. Performance of Affine Processes for the Force of Mortality

Zeddouk and Devolder (2020) study 5 affine processes in order to model the
force of mortality. These are: Ornstein-Uhlenbeck process, Vasicek process, Feller
process, Hull-White process and extended CIR process. Denoting u, (t) by the mortality
intensity of an individual aged x + t at time t, the corresponding dynamics are given
as:

1. (Orntsein-Uhlenbeck):
du, (t) = ap, (t)dt + odW (t)

2. (Feller):

dit (£) = ape()dt + 0/ (AW (£)
3. (Vasicek):

dp,(¢) = b (% — (D)) dt + cdW (1)
4. (Hull-White):

dp (8) = (§(t) — buy (t))dt + adW (t)
5. (Extended-CIR):

duy (8) = (§(t) = bux (D)) dt + o/ i (AW ()
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In this paper, é(t) is considered as the Gombertz function &(t) = AeB* with A and B
being positive constants. Since our intention in this review is to discuss some actuarial
applications of the models in 1-4, we give the dynamics of the Extended-CIR process,
but not give the results on it (all the numerical results reported for this model are in the
same line with the ones of Hull-White model).

The advantage of choosing these affine processes is that one can obtain the
closed-form expression for the survival probability.

The main aim of this paper is to show how appropriate these models in order to
describe the dynamics of the force of mortality. For this purpose various statistical tests
are carried out based on a historical data for old generations of Belgian population
and a projected mortality table for the younger individuals. They start with the
calibration of the models on the Belgian historical and projected mortality data. It is
assumed that there are four cohorts of Belgian individuals, namely, 1900, 19215, 1965
and 1970 generations. For the 1900 and 1915 generations, a historical data from
Mortality database is used whereas for the 1965 and 1970 generations a projected
data from the IABE projected generational mortality table is considered. The model
parameters are calibrated on those datas by the Least Square Estimation method. The
resulting mean square errors address a poor fit for young individuals under the OU and
Feller models, but very poor for all four generations under the Vasicek model. The
results for Hull-White model are, instead, very promising compared with these three
models. This calibration procedure is then followed by a robustness test to examine the
quality of calibrations and by a backtesting to predict the mortality. All these results
implies that Hull-White model is more successful when modeling mortality, compared
with OU, Feller and Vasicek model.

The statistical tests covered in Zeddouk and Devolder (2020) are not limited to
the ones mentioned in this review, but since the details are beyond the scope of this
review, they are skipped.

6.4. Pricing Vulnerable Options

Vulnerable option is a financial instrument that takes into account the default
risk. Here, a default event is interpreted as follows: A default event occurs if the market
value of the assets of the option writer falls below a default threshold level. In this case,
only a proportion of the nominal claim is paid. All nominal claim is paid when the
market value of the assets of the option writer is higher than or equal to this threshold
level.

Yoon and Kim (2015) consider the valuation of vulnerable options under
framework with constant as well as stochastic interest rates. In this paper, the
stochastic inferest rates are assumed to follow the Hull-White model. Since Hull-White
model is one of the models that we focus on this review, the case of stochastic interest
rates will be infroduced.

Under the stochastic interest rate framework, the value of the underlying asset,
S(t), and the market value of the assets, V(t), are given by:

ds(t) = r(®)S(t)dt + o,S(t)dW (t)S
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dv(t) = r()V(t)dt + o,V (£)dW (t)V
dr(t) = (b(t) — ar(t))dt + FdW (t)"

where gy, 0,,d and a are all positive constants that represents the volatility of the
underlying asset, volatility of the market value of asset, volatility of the interest rate and
mean reversion rate, respectively. The time-dependent function b(t) matches the term
structure of interest rates.

In this paper, Mellin transform is favored in order obtain a closed-form pricing
formula for vulnerable options. Although an analytic pricing formula is derived under
this stochastic interest rate framework, the paper does not include a numerical study
nor a data analysis.

Wang et al. (2017) examines vulnerable options with a stochastic volatility
framework under which the stochastic volatility is decomposed into the long-term and
short-term volatility. In the paper, the long-term volatility is interpreted with a positive
constant and the short-term volatility is described by a CIR process. This description of
the stochastic volatility is incorporated into the model dynamics of the underlying asset
S(t) as well as the market value of the assets of the option writer V(t). Precisely:

dS(t) = usS(e)dt + osS(OAW () + /Y(l)(t) S()dBW ()

dYyWD(t) = (yl - ﬁlY(l)(t)) dt + oy / YO @&)dLD(t)

where g is the average appreciation rate, g, is the long-term volatility; y; f; and oy y
are CIR process parameters, W (t), BM(t) and LM(t) are standard Brownian
motions. Here, BW(t) and LM (t) are correlated with the parameter p,, on the other
hand, WM (¢t) isindependent of these two BW(t) and L (t). The rationale behind the
description of short-term and long-term volatility is that short-term volatility considers
the frading activities of the investors while the economic states and corporate
performances represent long-term volatility.

Similarly, the dynamics of the market value of assets are governed by:

av(t) = uyV(©)dt + o, V() dW @ (t) + /Y(Z)(t) V(t)dB@ (t)

dy @ () = (Vz — ﬁzY(Z)(t)) dt + o,y /Y(Z)(t)dL(z)(t)

where py is the average appreciation rate, gy, is the long-term volatility; y, , and o,y
are CIR process parameters, W@ (), B@ (t) and L@ (¢t) are standard Brownian motions.
Furthermore, they assume that B@(t) and L) (t) are correlated with the parameter p,,
and the pairs WD), W), (BD(@),LD (), (B@@),LP()) have mutual
independence.

The core of the paper is to investigate the effects of short-term and long-term
volatility on the vulnerable option price. Therefore, following the structural approach,
a price formula is obtained for the special case p; = p, = 0 and, based on this price
formulation, several numerical experiments are performed fto illustrate the
corresponding effects. For instance, the sensitivity of price of the at-the-money option
to the stochastic volatility of the option writer's asset is not as strong as that of the
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underlying asset. Additionally, it is observed that long-term mean reverting value and
long-term volatility of the underlying asset (asset of the counterparty) affect the option
price positively (negatively) while the mean reverting speed affects negatively
(positively).

Ma et al. (2020) focus on the pricing of vulnerable options under a stochastic

volatility and interest rate framework. They assume that the underlying asset is
modelled as:

dS(t) = r(©)S(t)dt +Z(t) S(t)dWs(t)
dZ(t) = ic,(6 = Z(£))dt + 0, Z(t) (pldws(t) + (- pf)dwz(t)>

dr(t) = (b — ar(t))dt + o,.dW,.(t)

where S(t), Z(t) and r(t) denote the time t-values of the underlying asset, the latent
instantaneous varionce and the stochastic interest rate, respectively. Regarding the
variance process, k, is the mean-reverting rate, 0 is the long-run mean level, g, is the
volatility term. The interest rate process evolves according to the Vasicek model,

defining the mean-reverting rate by a, the long-run mean by g and the voldatility by ;..

All the parameters given above are assumed to be constant. Herewith, Ws(t), W,(t)
and W,.(t) are the standard Brownian motions.

The dynamics of the market value of the counterparty’s assets, V(t), is governed
by the following SDE:

dv(t) = r(®)V(t)dt + oy V (t) <Pdes(t) + JA - P%)de(t)>

where g, is the voldtiltiy, p, is the correlation coefficient between the value of
underlying asset and counterparty’s assets, and Wy, (t) is a standard Brownian motion.
All the Brownian motions defined above, namely Wy (t), W,(t) , Ws(t),and W;.(t), are
supposed to be mutually independent.

Following the classical approach in the presence of stochastic interest rates,
the valuation of vulnerable options is examined under the T-forward measure, rather
than the risk-neutral probability measure. T-forward measure is determined by a
Radon-Nikodym derivative in which the zero-coupon bond price is used as the
numeriare. Since the interest rate process is driven by a Vasicek model, this zero
coupon price can be expressed in an affine form.

The paper continues with the formulation of the option price under T-forward
measure by using fast Fourier transform technique. Here, the key point to obtaining an
analytical option price is to compute the joint characteristic function of InS(T) and
InV(T), whose dynamics under the T-forward measure are represented by using
Girsanov theorem. The calculation of the joint characteristic function is done by solving
a non-linear PDE, for which a closed-form solution does not exist, via a perturbation
method. After the calculation of this joint characteristic function, an analytical option
price formula is derived, relying on the FFT arguments. Along with the option price
formula, the Greeks (Delta, Gamma, Rho, Theta) are computed.

47



The paper ends with various numerical experiments: First, the performance of
the FFT method is tested by comparing the FFT-prices with those of Monte Carlo
simulations. To this end, vulnerable and non-vulnerable option prices are calculated
via these two methods for varying strike prices. Numerical tests shows that FFT is
accurate and faster than Monte Carlo simulations. Secondly, the vulnerable option
prices are compared with the ones of Klein and those of the non-vulnerable option in
order to investigate the impact of stochastic interest rates, stochastic volatility and
credit risk on the option price. Interestingly, it is revealed that non-vulnerable option
prices are higher than vulnerable option prices. It is due to the possible credit loss of
the option writer followed by a default event. The paper includes several figures that
show the effect of the model parameters on the option price. For instance, greater
values of the long-run mean level of the stochastic interest rate turn out to increase
the option price. Indeed, when stochastic interest rates take greater values, price of
the underlying asset as well as the market value of the assets of the option writer tend
to increase which makes difficult to fall below the debt threshold level. Therefore, the
default probability decreases, making the option more valuable.

7. Conclusion

In this paper, we have reviewed some very recent research publications in which
OU,Vasicek, CIR and Hull-White models are incorporated into the modeling framewok
within the context of actuarial sciences. The affine processes in these publications are
used to model the stochastic interest rates, stochastic volatility, mortality intensity and
the mean growth. Other than the models, also the mathematical approaches
discussed in these papers are different. These methods include the Cost of Capital
approach, fast Fourier transform, Mellin fransform, a perturbation method, change of
measure technique. There are publications, also favoring a data analysis. In one of the
papers, a very detailed data analysis, including calibration, robustness test and
backtesting, is carried out in order to compare the performance of the affine
processes we favor in this review to model the mortality intensity. Precisely, Hull and
White model is revealed to overperform compared with OU and Vasicek process
when modeling the mortality intensity. By reviewing these publications, we aimed to
give an insight about the use of these affine processes in actuarial applications.
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Ozet

Amac: Bu calismanin temel amaci, X ve Y kusagina mensup isgérenlerin, is hayatindaki
davranislan ile bu davranislann érgutsel bagliiga etkisindeki farklihgin tespit edilmesidir.

Yéntem: 18 yasindan bUydk aktif calisma hayati olan 174 X kusagi, 96 Y kusadi olmak Uzere
foplamda 270 bireyden, anket ydntemiyle veri toplaniimistir. Arastrmada elde edilen veriler
SPSS 21.0 ve AMOS 21.0 programi kullanilarak degerlendirilmistir.

Bulgular: Analiz sonucunda 6rgutsel baglilik, kisi-6rgUt uyumu, kariyer gelistirme, Ucret adaleti
ve oOrgutsel adalet algisinin kusaklara goére farkllastgi tespit edilirken kisi-6rgUt uyumunun
orgUtsel bagliga olan etkisinde anlamii bir etki oldugu fakat kusaklar arasi farklilasmanin
olmadigi sonucuna ulasiimistir.

Sonucg ve Katkilar: Bu calisma literatUre, X ve Y kusaginin is hayatina bakis acilan Uzerinden is
go6ren davranislarindaki ayrnismalarn ve bu durumun 6rgUtsel bagliigi etkilemesindeki farkliikiar
ortaya koyarak katki saglamaktadir. Bununla birlikte; kisi-6rgUt uyumu, kariyer gelistirme, Ucret
adaleti ve &érgUtsel adalet algilar degiskenlerinin 6rgUtsel bagliigi etkileme glicUnin de
neredeyse yUksek oldugu sonucuna ulasiimistir

Sinirliliklar: Genel olarak egitim seviyesi yUksek bireylerden veri alimi saglanmistir. Egitim ve
sektdr degiskenlerinin de kusaklar arasindaki farklilasmayi etkileyebilecegi dngdrilmektedir.

Anahtar Kelimeler: Hizmet telafi stratejileri, MUsteri kaybi.
Jel Kodu: O15, D23
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Abstract

Aim: The main purpose of this study is to determine the differences in the behaviors of the
employees belonging to the X and Y generations in business life and the effect of these
behaviors on organizational commitment.

Method: Data were collected from a total of 270 individuals, 174 X generation and 96 Y
generation, who are older than 18 years of age and have an active working life, by
questionnaire method. The data obtained in the research were evaluated using SPSS 21.0 and
AMOS 21.0 program.

Results: As a result of the analysis, it was defermined that organizational commitment, person-
organization fit, career development, wage justice and organizational justice perceptions
differed according to generations, while it was concluded that there was a significant effect
on the effect of person-organization fit on organizational commitment, but there was no
intergenerational differentiation.

Conclusion and Contributions: This study conftributes to the literature by revealing the
differences in the behavior of employees from the perspectives of the X and Y generations on
business life and the differences in the effects of this situation on organizational commitment.
With this; It has been concluded that the variables of person-organization fit, career
development, wage justice and organizational justice perceptions have almost a high effect
on organizational commitment.

Limitations: In general, data were obtained from individuals with a high level of education. It is
predicted that education and industry variables may also affect the differentiation between
generations.

Keywords: Service recovery strategies, Customer losses.

Jel Codes: O15, D23

1. GIRiS

Kusak kavrami, kusaklar arasindaki siniflandirma ve farkliliklann incelenmesi cok
eski tarihlerde arastinlan ve gunimuze kadar sUregelen bir olgudur. Yakin ve ayni
tarinlerde dogan bireylerin ddénemlerinde yasanan siyasi, ekonomik ve sosyal sartlar
gibi tarihsel olaylarin ayni olmasi ortak degerlerin olusumunu desteklemektedir.
Bununla birlikte ayni kusak gurubuna mensup bireylerin davranis ve tutum, beklenti,
inanc gibi ozelliklerinin birbiriyle benzerlik gdsterdigine inanilmaktadir. Bu dogrultuda
literatUrde farkll tarinlerde dogan gruplar kusak olgusu cercevesinde siniflandinlarak
sessiz kusak, bebek patlamasi kusagi, X kusadi, Y kusadr ve Z kusad olarak
adlandinimistir. Ek olarak son calismalarda Alfa kusagdi yerini alsa da yeni bir kusak
olmasindan dolayi cok fazla bilgi mevcut degildir. Ote yandan ginimiiz is hayatinda
birlikte en fazla calisan bireyler X ve Y kusagi nesline aittir. Bundan dolayi bu calismada,
isgéren davraniglarinin incelenmesi X ve Y kusak farkliliklar Ozerinden ilerlemistir.

GUnUmuz calisma hayatinda érgutlerin hayatta kalmasi ve rekabet avantaij
kazanmasi insan kaynagdinin etkin bir sekilde kullanimina bagdl hale gelmistir. Orgitin
ve isgdrenin amac ve hedeflerinin ayni noktada bulusmasi, érgutlerin basarili olmasini
ve rekabet glcUndeki artisi desteklemektedir. isgéren hedeflerinin érgUt ile ortak
ilerleyebilmesi ise calisanlarn érgUte olan bagliik dUzeyi ile iliskilidir. OrgUtsel bagdlihdi
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etkileyen bircok etmen bulunmakla birlikte bu calismada kisi-6rgUt uyumu, kariyer
gelistirme, Geret adaleti ve érgUtsel adalet algisi Gzerinde durulmustur.

LiteratUrde, X ve Y kusaginin is yasamindaki farkliiklann belirlenmesi adina
yapllan bircok calisma mevcuttur. Y kusaginin érgute olan bagdlilik dizeyinin daha az
oldugu bircok calisma tarafindan desteklenmektedir. Bununla birlikte hizli bir sekilde is
degistirmeleri &érgutlerin 'Y kusagini, X kusagina gére elde tutmasini daha fazla
gUclestirmektedir. X ve Y kusaginin beklenti ve amaclarinin ayni olmamasi isgdren
davranislarinda farkliliklar yaratmaktadir. Bu sebeple isgéren davranislarin tahmin
edilmesi ve orgUtlerin beklentileri karsilamasi daha karmasik bir hale gelmektedir.
Dolayisiyla kusaklar arasindaki bu farkliliklar érgutlerin amacina ulasmasini etkileyen
etmenlerden biri olarak karsimiza cikmaktadir. Bu calisma X ve Y kusaginin isgdren
davranislar farkliiklarni ortaya koyarak bu karmasikligr azaltmayi hedeflemektedir.

Calismanin amaci, X ve Y kusagina mensup isgérenlere aitkisi-orgut uyumu,
kariyer gelistirme, Ucret adaleti ve &rgutsel adalet algilanndaki farkliliklann érgutsel
bagliik Uzerindeki etkilerini sinamak ve iki kusak arasindaki farkliliklan ortaya koymaktir.

2. Kusak Kavrami

Kusak kavrami ve kusaklar arasindaki ayinmlarnn incelenmesi, ilk olarak Antik
Yunan Cagin'da siirler ve eski ahitlerde gérulmektedir. Daha sonra 19.yUzyil sonlarnnda,
hizla gelisen tarinsel olaylarin meydana gelmesi ile birlikte degisen toplum ve toplum
kOItOro, kusak kavraminda farkindaligr arttirmayi saglamistir. 1830-1840 yillar arasinda
Auguste Comte, kusaklar Uzerinde ilk bilimsel calismayl baslatan kisi olmustur. Bu
calsmada kusaklar arasi farklarn sistematik bir bicimde ele almaktadir. Comte, kusak
degisim hizini, tarihsel ilerlemede hareket eden bir guc unsuru olarak ele almaktadir.
Buna gore; tarihsel ilerleme hizi, kusak degisimi ilerlemesine baghdir (Jaeger, 1985).

TOrk Dil Kurumu, “kusak” kavramini felsefe ve toplum bilimi seklinde iki terim
olarak aciklamistir. Felsefe terimine goére; * Yaklasik olarak ayni yillarda dogmus, ayni
cagin sartlarini, dolayisiyla birbirine benzer sikintilan ve kaderleri paylasmis, benzer
Odevlerle yUkUmIU olmus kisilerin foplulugu” seklinde, toplum bilimi terimini ise; “Yaklasik
yirmi bes otuz yillk yas kUmelerini olusturan bireyler dbegdi, gdbek, nesil, batin,
jenerasyon” olarak tanimlamistir.

Alman sosyolog Mannheime (1922) kusak kavramini; “Hem belirli bir dogum vyili
araligini hem de nesillerin gelisim yillarinda meydana gelen sosyal veya tarihsel olaylar
ve bu olaylara bagl bir dizi dunya gérisinU paylasan grup” olarak tanimlanmaktadir
(aktaran; Cogin, 2011; 2270). Kusak, dogum zamanina ek olarak ortak &zellikler, tutum
ve deneyimler bUtinUnden olusan gruplardir. Kusaklar olusturan gruplar, ayni zaman
ve deneyimin bir UrOnUdUr (Zemke ve digerleri, 2013).

Geleneksel tanim olarak ise kusak; “anne ve babannin dogumu ile cocuklarin
dogumu arasindaki ortalama zaman araliginl” ifade etmektedir. Gecmiste bu tanim
sosyologlar tarafindan kullanilsa da bugun yeni teknolojiler ve bu teknolojilere hizla
adapte olma, kariyer ve calisma seceneklerindeki degisim ve dénusum ile farklilasan
toplumsal degerler bUtUnUyle beraber, bu tanimin tekrar Uzerinde durulmasi gerekliligi
ortaya cikmistir (McCrindle, 2018). Gecmis donemlerde her 20-25 yillik déneme yeni bir
kusak gelebiliyorken, ginUmuzde; gec evlenme, ebeveyn olma yasinin ertelenmesi ve
bununla beraber az cocuk sahibi olma nedenlerinden dolayi, kusak araligr daha uzun
bir zamani kapsamaktadir. Bu sebepten 20-25 yili kapsayan biyolojik temelli kusak
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taniminin ginUmUzdeki anlamini yitirdigini ve yeni bir tanima ihtiyac duydugunu
sdylemek mUmkindor (Ozer ve digerleri, 2013).

2.1. Kusak Sinfflandirmalari

Strauss ve Howe (1991) tarafindan yazilan “The History of America’s Future” isimli
kitaba gore; “Kayip kusak”, 1910’dan 1920'nin ortalarina kadar dogmus ve Il. Dunya
savasinda hizmet vermis olan kusaktir. “Sessiz kusak” ise; 1925-1942 vyillarn arasinda
dogmus ve ll. DUnya savasi sirasindaki hizmetlere katkisi olamayacak kadar genc olan
nesli icermektedir. Il. DUnya savasl bitiminde, dogum oranlarinin artis géstermesi ile
yaklasik 1960'll yillarin sonuna kadar doganlar iceren nesil ise, “bebek patlamasi”
kusagl olarak adlandinimistir. (Strauss ve Howe, 1991). Solomon (1992) tarafindan
yazilan “*Consumer Behaviour” isimli kitaba gore ise; 1965-1980 yillan arasinda doganlar
“ X kusagi” olarak, 1980'lerden sonra doganlarise; “Y kusagi” olarak kabul ediimektedir
(aktaran; Yu ve Miller, 2005).

Kusaklarnn siniflandinimasi; ekonomik, sosyolojik, demografik ve politik durumlar
gibi bircok dinamidi icinde barindirmaktadir(Zemke ve digerleri, 2013). Bu nedenle
kusaklann yillara goére siniflandinimasinda, fikir birligi bulunmamakla beraber bu
siniflandirmayi, cografi konumun ve icinde bulunulan toplum gibi bircok faktéron
etkiledigi gérulmustUr. (Hole ve digerleri, 2010).

Kusaklar ile ilgili farklh calismalara dair yazin taramasi yapildiginda, tarih
araliklanndaki farkliliklar géze carpmaktadir. Son yapilan calismalarda, alfa kusagdi
eklenerek srralamanin su sekilde guncellenmesi &nerilmistir (Danisman ve GUnduz,
2018; 709).

o Sessiz Kusak (1925-1946)

e Bebek Patlamasi Kusagdi (1946-1965)
o X Kusadr (1965-1983)

e Y Kusagi (1983-1998)

e ZKusagd (1998-2012)

e Alfa (a) Kusagdi (2012 ve sonrasi)
2.1.1. X Kusagi

X kusagdi, Bebek patlamasi kusagindan sonra, 1960-1980 yillan arasinda dogan
bireyleri kapsamaktadir. X kusaginin, dénemlerinde yasadigi en buyUk dedisikliklerden
biri, teknolojik devrim ve dénUsume uyum saglamak durumunda kalmalar olmustur.
Digeri ise, ekonomik dalgalanmalar ve krizierden dolayi yasadiklar zorluklardir (Zemke
ve digerleri, 2013). Ayrica hizia artan degisimler, ¢esitliligin daha fazla olmasi, ailevi,
toplumsal ve ekonomik gUvensiziikler bu kusagin &zelliklerini  etkileyen o6nemli
faktorlerdendir (Smola ve Sutton, 2002).

Ebeveynlerinin bosanmasindaki artislar ve annelerinin calisma hayatinda daha
aktif olmasi, X kusagdi bireylerinin ebeveyn gdzetimi olmadan uzun sure kendi baslarna
kalmalarina sebep olmustur. Bunun sonucunda kendilerini kUcUk yastan itibaren idare
eden ve arkadaslik baglar guclU bireyler yetismistir (Fernandez, 2009). Bununla birlikte
X kusagdi bireyleri, guclU aile baglariniingsa etmeye calismis, aile ve is arasindaki dengeyi
kurmaya dzen gbstermislerdir (Howe ve Strauss, 2007). Aile kurmaya énem verdikleri
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kadar iyi bir ebeveyn olmayir da énemsemektedirler. Geleceklerinden kaygi duyduklar
icin, cocuklarinin gelecek yasamlarini nasil srdurecedi konusunda de endiselidirler. Bu
yUzden, cocuklarnnin psikolojisi, egitim ve gelisimini destekleyici ebeveyn rolU
Ustlenmislerdir. Ebeveyn olarak, cocuklarnin gelecekte daha rahat bir hayat
sUrmelerini saglamak onlar icin oldukca dnemlidir (Brown ve digerleri, 1997).

X kusagl bireyleri, ekononmik krizde ailelerinin isten cikanldigini gérmUslerdir.
Yasadiklar bu guvensizlik sebebiyle, calistiklan yerlere, ebeveynleri kadar sadik ve bagli
hissetmezler. islerine ve patronlarina baglidirlar fakat, diger sirketlerden gelecek daha
iyi tekliflere de aciktirlar (Scheef ve Thielfoldt, 2004). Ebeveynlerinin “calismak icin
yasamak” anlayisinin aksine, “yasamak icin calismak” anlayisini benimsemislerdir.
Onlar icin, cocukarina bakmak kariyerden daha énce gelir. is yasaminda, calismaya
istekli, denetime cok fazla ihtiyac duymadan kendi kendine yeten, sorumluluklarini
yerine getiren bir kusak olarak bilinirler (Zemke ve digerleri, 2013).

Sosyal ve ekonomik krizlerin etkileri ve bebek patlamasi kusaginin yetistiris tarz,
X kusaginin gelecek kaygisini arttirarak erken yasta olgunlasmalarina sebep olmustur.
TUm bunlar X kusadinin; duyarl olma, uyumluluk, egitime 6nem verme, sabirlilik,
farkindalik, farkl acilardan bakabilme ve pratik olma gibi genel karakteristik dzelliklerini
sekillendirmeye katki saglamigstir (Strauss ve Howe, 1991).

X kusag ayrica, bilgisayar kullanan ve teknolojik gelismeler ile bUyUyuen ilk
kusaktir. Teknolojiye uyum saglayarak, yeni beceri ve teknikler 6grenerek sirketlerde
onemli roller Ustlemislerdir (Mulvanity, 2001). Coupland (1989), X kusaginin varolosunu;
saygin bir mevkiye sahip olmayi amaclayan, maddi guc unsuruna deger veren, sosyal
iletisimi dnemseyen iyi konusmacilar olarak tanimlamistir. Ayrica, kendilerini toplumun
bir parcasi olarak gérmediklerini ve bu acidan politik fark yarattiklarni belirtmekdir
(Coupland, 1989).

X kusag bireyleri, calisma ortamina ve calisma ortamindaki iliskilere dnem
verirler. Bilgi paylasimina acik ve destekleyicidirler. Cesaretlendiren ve kendilerini
dinleyen anlayisl liderleri tercih ederler (Sessa ve Kabacoff, 2007). Ayrica yapilan bir
calsmaya goére, calisma hayatinda X kusaginin, bebek patlamasi kusagina goére,
daha fazla serbest zamani dnemsedigi sonucuna ulasilmistir (Gurbuz, 2015).

LiteratUrde kabul gérmis X kusagr O&zelliklerini genel olarak su sekilde
siralayabiliriz; (Coupland, 1989; Strauss ve Howe, 1991).

o Topluma karsi duyarli, kuruyucu

e Oftoriteye karsi saygill fakat fikirlerini ortaya koyabilen

e s tatmini yUksek ve girisimci

e Sonucg odakl

e Motivasyony yUksek

e Gercekci bir bakis acisi ve elindeki ile yetinme

¢ Kendisorunlarini cézme, bireyselcilik

e StatUyuU, saygl gdrmeyi ve para kazanmayl dnemseme

e Genel olarak ise sadiklar fakat duruma goére degiskenlik gdsterebilir
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e Caliskan ve sabirli

e Ortama godre esneyip uyum saglayabilme
e Yasamakicin calisma

o OdUl ve terfi beklentili

e s ve yasam dengesini dnemser

e Kendilerine glvenen ve basar odakl

TUm bilgiler dogrultusunda, X kusagi sonraki kusaklara, gelistirdikleri teknolojik
beceriler ve "“yasamak icin calismak dusuncesiyle” olusan yeni is ve ydnetim
tekniklerinin aktarmina yardimci olmustur sonucunu cikarabiliriz. GUNUmUzde hala aktif
olarak calismakta ve calisma deneyimlerini paylasmaktadirlar.

2.1.2. Y kusagi

Y kusagi icin dogum vyillart acisindan farkl kaynaklarda bircok aralik belirtiimistir.
Ancak ¢cogu zaman, 1980'lerin basinda dogmus ve bitisi 2001 yilini kapsayan nesil
olarak kabul edilmektedir. ismi farkll kaynaklarda “Milenyum Kusadi”, “Eko patlamasi”
veya “Dijital kusak” olarak da gecmektedir (Strauss ve Howe, 1991). Onceki kusaklara
goére nispeten daha bariscil, refah diuzeyi daha yuksek ve teknolojik bir dUnyada
bUyUmUslerdir. Teknolojik gelismelerin hizia arttigi bir dbnemde bUyUmeleri, Y kusaginin
ayirt ediimesindeki en belirleyici noktadir. Teknoloji ile ic ice bUyUmeleri, teknolojiyi
dogal yasamlarinin énemli bir parcasi haline getirmistir. Teknolojik gelismeleri ve
yenilikleri yakindan takip ederler ve sorunlarnini teknoloji yardimi ile ¢cozerler (Huntley,
2006). Teknolojiye duyulan bu ilgi ile beraber teknik okuryazarligi en gelismis nesil olarak
kabul edilirler (Eisner, 2005).

Y kusagi déneminde yasanan terdr sorunlari, Koérfez ve Irak savaslannin etkileri,
hizla globellesen dinyadaki rekabet artisi, cep telefonu, bilgisayar, teknolojik oyunlar
ve sosyal medyanin etkileri, bashca yasanan ve Y neslini sekillendiren temel olaylardir.
Y kusagl cocuklar, aileleri tarafindan daha ilgili bUyUtoimuUslerdir. Bu dénemde
ebeveynler, cocuklar icin bakicilar ve égretmenler tutmuslardir. Y kusagi, édnceki
nesillere gore cesitli egitim ve kurslara katilma imkanlarina daha kolay ulasmislardir
(Raines, 2002). Y kusagdi, ebeveynleri tarafindan desteklenerek ve korunarak bUyUtilen
bir nesildir. Ebeynleri ile olan guclU iliskileri, 6zgUvenlerinin artmasina ve benlik saygisi
kazanmalarina yardimci olmustur (Lipkin, 2009). Y kusagi bireyleri de, X kusagdi gibi iyi bir
ebeveyn olmayi, is ve aile arasinda denge kurmayi ve topluma katki saglamayi
onemsemektedir (Eisner, 2005). Ayrica, ebeveynleri ile dUGnyanin ¢esitli yerlerini gezme
firsati bulan, farkl kUltGrlerle tanismis ve farkl Ulkelerde yasama imkani bulmuslardir. Bu
sayede etnik ve kUltUrel acidan zenginlesmislerdir (Raines, 2002).

Y kusagd bireyleri, otoriteden ve emir almaktan hoslanmazlar ve &zgurlUklerine
onem verirler. Hak ve hukuklarinin bilincinde, otoriteye karsi cikan, asi ve ben
merkezlilerdir. Eglenceli vakit gecirmeye 6nem verirler, calismay pek sevmezler ve
kolay tatmin olmazlar (Goksel ve Gunes, 2017). Y jeneresyonu, yaptiklar islere anlam
yUkler ve 6grenmeyi sUrdUrebilecegi islerde calismak isterler. Genelde takim odakli
calismayl severler. Ayni anda c¢oklu goérevlerde calisabilen, dinamik, merakli,
sorgulayici ve yeni seylere hizli bir sekilde uyum goéstermesi ile bilinirler. Ancak bu her
zaman, orgutlerin onlardan verim alabilecegi anlamina gelmez. Onlardan verim
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alabilmek icin, onlarain motivasyonlarnni arttiran iyi bir ydnetim anlayisi ile yonetiimesi
gerekir (islam ve digerleri, 2011).

is yasamlannda; para kazanmaya énem verirler ve bu sebeple veya baska
sebeplerle is degdistirmek, onlar icin son derece dogal bir durumdur. Esnek is
kosullarinda calismayi isterler, sikici ve duradan islerden hoslanmaziar. ise gitmeyi
sosyollesmek olarak algilarlar, takim calismasina deger verirler ve kendilerini is yerlerine
ait olarak gérmek isterler. Performansiar dUstGgu zaman, motivasyonlarini da hizlica
kaybetmeye meyillidirler. Istedikleri herseye hemen ulasmak isterler ve sabirsizdirlar.
Elestrileri kabul etmekte zorluk yasarlar. Basarisiz ve suclu oldugu durumlar ve bu gibi
olumsuzluklar kabul etmekte zorlanirlar (Lipkin, 2009; YUksekbilgili, 2013).

Y kusagi dzelliklerinin genel olarak maddelenmis sekli asagidaki gibidir; (Mercan,
2016).

e OzgUrlUkgU

e Oftoriteden ve emir aimaktan hoslanmayan
e Ben merkezli

o Takim calismasina yatkin

e Sorgulayici

e Sabirsiz

e lyimser

e Aynianda ¢oklu is yapma

e OzgUvenli

e Sk bir sekilde is degistirme

e Az sadakat duygusuna sahip

Kusaklann degerleri motivasyon, beklenti, aliskanlik, davranis, tutum ve beceriler
acisindan  degiskenlik gdéstermektedir. Bircok arastrma, insanlarin kendi kusak
dinamiklerine goére iletisim kurdugunu gdstermektedir. Oysa farkl kusak gruplarini
anlayarak iletisim kurmak calisma hayatinda; bUyUk catismalar engelleyerek, rekabet
ile basa cikmaktan, Cretkenligi arttirmaya, ydnetimde efkililigi saglamaya ve
motivasyonu arttirmaya kadar bircok faktdérde etkilidir (Hammill, 2005).

Tablo 1. X ve Y Kusaginin is lle iigili Ozellikleri ve DUsinceleri

Zor bir meydan okumadir
e  Sdzlesmedir

Farklilk yaratmaktr
Yerine getiriimesi icin bir aractir

is OZELLIKLERI X KUSAGI Y KUSAGI
o Goérev odaki * GoKu gorev
o . ) e  OzgUrlUkcU
. Ozguvenli o
i g - . .. . . Girisimci
Is Etigi ve Degerleri e  Planlama ve yénetme istedi -
.. . . Hosgdrulo
e  SUpheci .
. D i . Hevesli
engel e Dengeli
[ ]
[ ]

is

Etkilesim Stil e  Girisimci ) Katilimci
ideal Lider Ozellikler e Giclendirici e ilham verici
o Isbirlikci e Yaraticilik

56



e  Pratik e  Siyasal bilince sahip
. Esnek e YUksek beklentili
Kisisel Ozellikler . Bifgyselc?i e  Takim calismasina yatkin,
. Girisimci . Farkliiklara karsi anlayigh
e Yasam kalitesini yUkseltmeye o Kendine gUvenen,
dnem veren ¢  Meydan okumalara acik
e s yeri politikalanni sorgulama e Nedenleri bilmek isteme
e Isgdrene bagh olma durumu e Herkesin 6nUnde 6vilmek isteme
degisken o Eglenceli bir isyerinden hoslanma
e Birden cok gorevi ayni anda e Paranin gUduleyici olmadigini
yapabiime dUsinme
e Esit haklara sahip olunan is e Anlik sorumluluk isteme
is ile ilgili &zellikler ortamini sevme e Zaman snih kicUk hedefler
e  Proje yapmayi sevme istfeme
e s sorumluluklanna énem verme e s-yasam  dengesinin  &nemli
e  Performansi cikfiya gore oldugunu dUsunme
degerlendirme o  Birisletme ile uzun 6GMUrU bir iliski
. GUc¢ yapllanni sevmeme istememe
. Otoriteye karsi esnek olma e Yeteneklerine givenme
e YUzylUze e  Mesajlasma uygulamalar
is Yeri iletisim Stili * Diek © Emal
e E-mail e Seslimesqj
e  BAIAUGUM igin Gzglnim, ama e Istedigim zaman geri bildirim
Geri Bildirim ve &dil nasil yaplyorum ¢ almaliyim
o Ucret eniyi 6dildUr e OzgUrlUk en iyi 6d0IdUr
Motivasyon . Kendin cabala ve yénetimini . Parlak, Yorohm calisma orfami ve
olustur anlamlr is

Kaynak: (Cetin ve Karalar, 2016; Hammill, 2005). X, Y ve Z Kusadi Ogrencilerin Cok YonIU ve Sinirsiz Kariyer Algilan Uzerine
Bir Arastirma, Cilt:14.

Tablo 2'deki calsmalar dikkate alindigi zaman isin, X kusadi icin meydan
okumak anlamina geldigini gérmekteyiz. Y kusagdl icin ise is, bir arac olarak
gorUimektedir. X kusagi isi bir gérev olarak gérirken, Y kusagdr calistidr isin anlamli
olmasini ister. X kusagi is odakli, geri bildiime ve denetlenmeye cok fazla ihtiyac
duymayan caliskan bir kusaktir. Y kusagdi ise; 6zgurlukcU ve bagimsiz olma istekleriyle
denetime daha fazla ihtiyac duymaktadirdar. s ile bUtUnlesmek ve geri bildirim
motivasyon araclarndir. Hevesli bir kusaktir fakat beklentisi karsianmadiginda hevesleri
cabuk gecmektedir. Y kusagdinin, X kusagina goére is degistirme sikigr daha yuksektir. X
kusagi, is ortaminda aninda ve yuUzyUze iletisimi tercih eder. Y kusagi ise iletisimde; e-
mail, sesli mesaj gibi teknoloijileri tercin ederler. CUnkU Y kusagi, teknolojiile bUyUmuUstir
ve iletisimde de bu teknolojileri kullanmak onlar icin daha caziptir.

X kusagi, bireysel ve bagimsiz calisirken, Y kusagl takim ile calismaya daha
yatkindir. Y kusagdi icin is ortami, eglenceli ve monoton olmamalidir. Liderleri onlara
ilham vermeli ve ¢cok sinirMandirmamalidir. X kusagdi ise, kurallar ve sinlamanin gerekli
oldugunu disunUr ve uyum saglar. Y kusagi otorite figurlerini sevmez bu sebeple bir an
once mudur olmak, kendi islerinin baslarina gecmek isterler. Ayrica para unsuru onlar
icin tek basina bir motivasyon araci degildir. X kusagina gére daha sabirsizlardir. X
kusagl oforiteden korkmaz fakat uyum saglamaya daha meyilli, terfi almasi icin
beklemesi gerektiginin farkinda ve daha sabirli tutumlar sergilemektedirler.

X ve Y kusaklarnnin her ikisinde de is degerlerinde dengeli olmak, girisimcilik,
dzgUvenli olmak gibi ézelliklerinin ortak oldugu gdriimustir. Ozellikler incelenirken;
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bireysel, ekonomik ve siyasi gibi sekillendirici faktorler gbz éninde bulundurmalidir. Bu
nedenle; X ve Y kusaginin is 6zellikleri, farkl calismalarda dedisiklik gdsterebilmektedir.

3. Orgitsel Baghlik ve Kusaklar

Calisanlarnn, érgut ile kendileri arasinda benzer kavramlar algilamasi, érgut ile
guclU bir bad kurmasina etki etmektedir. Orgitler ile calisanlar arasindaki bu bag ise,
kendilerini calistiklar yerin bir parcasi olarak gérme, 6rgUtl benimseme ve sadakat gibi
unsurlarn saglamak acisindan énemli bir rol oynamaktadir (Erkmen ve Celik, 2007). Allen
ve Mayer'in (1990), &rgUtsel bagdlilik icin yapilan farkli tanimlamalarn birlestirerek O¢
bilesenli bagliik modeli gelistirip, dlceklendirmislerdir. Allen ve Mayer'e (1990) gore;
psikolojik bir durum olarak, futumsal ve davranissal baglilik acisindan érgUtsel bagliligin
U¢ dnemli bileseni su sekildedir; (1) Duygusal bagdlilik, (2) Devam bagliigi, (3) Normatif
bagliik. Duygusal bagliik kapsaminda, calisanlar; “istedikleri” icin érgUtsel Uyeliklerini
devam ettirirken, devam bagdliiginda “ihtiyac duyduklan” icin, normatif baglilikta ise
kendilerini “mecbur hissefttikleri” icin érgute baglanmaktadirlar.

Kusak algilannin érgutsel bagliiga etkisinin incelendigi arastirmalarda, X ve Y
kusaginin calisma hayatindaki davranislar ile érgutsel bagliik arasinda etkilesim
oldugu ortaya konmustur (Silva ve digerleri, 2015). X kusagina mensupcalisanlar, sahip
oldugu imaj ve staty konusunda tatmin edildigi takfirde o6rgute olan baglhd
artmaktadir. Y kusadl bireylerinin calisma hayatinda ise, sosyallik ve yasam tarz
tatminin dnemli oldugu belirlenmistir. Bu calismaya gére Y kusagi bireyleri; nitelik ve
becerilerini gelistirmeyi destekleyen, kariyer gelistirme beklentilerinin karsilanan, esnek
calsma saatleri uygulayan kuruluslada calismayi istemektedirler. Aynica Y kusagdi
calsanlari; calishid kurulusta kendilerine deger veriimesi, calisma ortami, is arkadaslar
ile iliskiler, is- yasam dengesi ve liderlik tarzi gibi sosyal konular da 6nemsemektedir.

Hipotez 1: OrgUtsel bagliik kusaklara gére farklilik gésterir.
4. Orgitsel Baghhd Etkileyen Faktorlerin Kusaklar Arasi Farkliliklari
4.1. Kisi-Orgit Uyumu Ve Orgiitsel Baghlk iligkisi

Kisi-drgUt uyumu; “orgUtlerin normlar ve degerleriile kisilerin degerleri arasindaki
uyum” olarak tanimlanmaktadir (Chatman, 1989; 333).Calisanlar ve 6rgutun karsilikl
beklentilerinin gerceklesmesi, bireylerin kendine uygun o6rgUtsel ortami tercih etme
sebebi olacagr gibi isle olan iliskisini ve &rguUtsel baglligini olumlu anlaomda
arttirmaktadir.

Yapilan calismalar; kisisel &zellikler, degerler ve sahip olunan yeftkinlikler ile
eslesen is ve &rgut ortaminin, isgdrenlerin calismaya devam etmesini sagladigini
gostermektedir. Schneider (1987) calismasinda, kisilerin - kendilerine en uygun
organizasyonlar tercih eftiklerini ve kisi-6rgut uyumunu yakalayamadigr durumda,
orgut ile bagini génullu olarak terk ettigi sonucuna varmistir.

Kisi-orgut uyumu, bagliik ve memnuniyet ile anlaml bir iliski icerisindedir.
Caldwell ve digerleri (1990), kisi-6rgut uyum duzeyi yuksek olan calisanlarin, is tatmini
ve orgutsel bagliliklarinin arasinda iliski bulmustur. Buna gére; kisi-orgut uyumu, érguUtsel
baglilik ve is tatminini olumlu yénde etkilemektedir. LitaretGrde, bircok arastirmaci da
kisi-6rgut uyumunun &rgutsel bagliigr etkiledigini 6ne sUrmektedir. Kisi-6rgut uyumu
yUksek olan ¢calisanlar, genel olarak is dedisikligini tercih etmezler ve érgutte calismayi
sUrdurUrler (aktaran;O'Reilly ve digerleri, 1991).
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Uzun yillardir yapilan kisi-6rgut uyumu ve drgutsel baglilik iliskisi kavramini iceren
calsmalar ile gunumuze yakin yapilan calismalar birbirleriyle tutarl ve birbirlerini
dogrular niteliktedir. Kisi-orgut uyumu, 6rgUtsel bagliidr etkileyerek kisilerin devam etme
ve ayrnima dusunceleri Uzerinde onemli bir etken olarak goérUlmektedir. Kisi-orgut
uyumu; kisisel degerler, kisi-is uyumu, kisi-cevre uyumu gibi uyum kavramlarini da
icermektedir. Temel olarak, érgut ve calisanlarn birbirlerinin beklentilerini karsilama
duzeyleri ile ilgilidir. OrgUt ve isgdérenler arasinda karsilikli beklentilerin saglanmasi
orguUtsel baglihgr arttirmaktadir.

Kisi-drgUt uyumu Uzerinden, kusaklar arasi farklihgr aciklamamiz icin kusaklarn is
hayati 6zelliklerini g6z &ntnde bulundurmamiz gerekir. X kusaginin ézelliklerinden yola
c¢ikhigimizda, daha ¢ok gérev odakll oldugu icin beklentilerinin de o ydnde ve daha
makul oldugu goérulmektedir. Bu bakimdan &érgutler bu kusagin beklentilerini daha
kolay karsilayacaklardir. Beklentileri karsiilamakta basarili olmak, kisi-6rgut uyumunu
arttirarak, érgutte calismayi sirdirmeye katki saglayacaktir. Y kusagi ise, bu isi neden
yaplyorum diye sorgular ve ise anlam yUkler. Dolayisiyla isin manevi yonU, bu kusagdi
tatmin etme noktasinda daha efkilidir. Yaptidi iste anlam aramasindan dolayr daha
yUksek beklenti icinde olma ve doyumsuzluk duygusu, o&rgutlerin Y kusaginin
beklentilerini  karslama noktasinda daha fazla zorlanmasina sebep olacaktir.
Kiyaslama yapildigi zaman X kusaginin beklentileri, Y kusaginin beklentilerine gore
daha kolay karsilanmaktadir.

ilhan ve digerleri (2019), X ve Y kusadinin calisma degerleri ve érgUtsel bagliigin
inceleyen calismasinda, X kusaginin gelecege odakliik dzelligi ile duygusal bagliik
arasinda pozitif bir iliski oldugunu belirtmistir. Ayrica, X kusaginin hedef odakliigr ve is
degerleri karslandigi sUrece, orgUtsel bagligin yUksek olacagr vurgulanmistir. Y
kusaginin ise an odakliigi, o anda beklentilerinin karsianmasi ve anlik hedefleri 6n
plandadir. Y kusaginin bu degerleri de duygusal baglilikla etkilesim iciresindedir. Anlik
beklentilerin karsiilanmasi hizll aksiyon almayi gerektirir. Orgitler her zaman bu
beklentiye hizli cevap verememektedirler. Bundan dolayi kisi-6rgUut uyumu noktasinda
Y kusaginin érgute olan bagdliidl, X kusagina gére farklilik gdéstermektedir.

Hipotez 2a: Calisanlarnn kisi 6rgUt uyumu duUzeyi, kusaklara goére farklilik
gostermektedir

Hipotez 2b: Kisi 6érgut uyumunun, &rgutsel bagliik dUzeyine etkisi kusaklar
arasinda farkliik gbstermektedir.

4.2. Ucretlendirme Ve Orgitsel Baghlik iliskisi

Heneman ve Schwab (1985) calismasinda, Ucret tatmininin cok boyutlu olarak
alglandigini kanitlayarak desteklemistir. Buna goére isgdrenlerin Ucret tatmini; Ucret
seviyeleri, Ucret artislan, elde edilecek faydalar, ddemelerin yapi ve idare ile ilgili
memnuniyetlerini icermektedir. Bir 6rgUtte calisanlarn, Ucret ve &édullendirme yonetimi
sistemine duydugu guven ve Ucret tatmin dUzeyinin yuksek olmasi, 6rgute devamliligi
sadlayarak 6rgUtsel bagli@r arthirmaktadir. Ucret tatmininin, drgUtsel badliiga etkisi
pozitif ydnde iliskili olarak bulunmustur (Dulebohn ve Martocchio, 1998). Ucret tatmini,
orgUtsel bagllik boyutu olan duygusal bagligr  destekleyerek, isgorenlerin
organizasyon ile dzdeslesmesini ve o6rgUte katiima istegini etkilemektedir (Allen ve
Mayer, 1990).
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Ayrica, orgutlerde nitelikli calisanlarr da elde tutmak icin Ucretlendirme
uygulamalarnnda yapilan iyilestirmelerin dnemli oldugu géroimuostir. Ucretlendirme
plan ve stratejileri hem var olan nitelikli calisanlarin érgUtsel bagliigini gbclendirmeyi
hem de yeni niteliki calisanlar cekmeye yardimci olmaktadr. Ucretlendirme
politikalarn, ayni zamanda yetenekli calisanlarin érgUtsel bagdliiklarinin arttinlmasini
saglar. Bdylece yetenekli calisanlann elde tutulmasi kolaylasarak, kaybedilme riski
azalmaktadir (Kuvaas, 2006).

Ucret ve &dullendirme ile ilgili memnuniyet, gdéniGllU olarak isten cikma ve
drgUtsel bagliigin azalmasinda temel belirleyici bir faktéridor. Ucret ve ddUllendirme
tatmini yUksek olan calisanlar, organizasyon ile derin bir bagd kurarak érgUte daha fazla
dahil olma egilimindedir. Bu sebeple, isten ¢cikma olasiliklarn daha diUstk olacaktir
(Salleh ve Memon, 2015).

Ucret ve ddUllendirme dadiimindaki tatminsizlik ve kesintiler, calisanlar Ozerinde
esitsizlik algisini arttirarak érgUtsel bagliigin azalmasina sebep olmaktadir. Yapilan
bircok arastirma, &rgUtlerde Ucret ve odUllendirme dagdiliminin; is tatmini, is
performansi, motivasyon ve érgUtsel baglilik gibi calisan tutum ve davranislarnnin temeli
oldugunu go6stermektedir (Folger ve digerleri, 1990). Bircok arastrma Ucret ve
odullendirme memnuniyeti yuksek olan calisanlarin, érgUtte kalma isteginin daha fazla
oldugunu idda etmektedir. Ayrica, o6dullendirme de calisan davranisiarn acisindan
gUclU bir motive araci olarak goértlmektedir (Jayasingam ve Ren Yong, 2013).

Genel olarak calisanlarin yasamlarini surdUrebilmesi icin paraya ihtiyaclarn
vardir. Bununla beraber calisanlarin, érgutte kalma istedi ile Ucretlendirme guclU bir
iliski icerisindedir. Kendilerine adaletsiz bir sekilde Ucret dagilimi yapildigini dosnen
calsanlarin alternatif is imkanlanna ydneldigi gbze carpmaktadir. Dolayisiyla
Ucretlendirmedeki adaletsizlil algisi, orgutsel bagdligr etkilemede &nemli bir rol
oynamaktadir (Cropanzana ve digerleri, 2007).

isgérenler icin Ucret, calisma amaclannin odak noktasidir. Bu sebeple;
Ucretlendirme, o6rgutsel bagliik Uzerinde son derece 6nemli bir rol oynamaktadir.
Orgutlerin uygulayacadr adil Geretlendirme ve ddUllendirme politikalar calisanlar elde
tutmayi ve érgute olan bagdliliklanni arttirmayi saglamaktadir.

Ucretlendirme konusunda kusaklann bakis acisini ve kusaklar arasi farkliid
go6stermek icin, ik 6nce kusaklann kazanc ve para konusundaki deger yargilarni
anlamamiz gerekir. X kusagr ddnemindeki ekonomik krizlere tanik olan ve bunun
sonucunda daha yuksek standartlarda yasamak isteyen ve para konusunda risk
almayr sevmeyen bir nesildir. Gelecek konusunda kaygil bir sekilde bUyUudukleri icin
para kazanmanin degerini bilen ve elde tutmaya daha fazla odakli yapilarn ile dikkat
cekmektedirler. “Yasamak icin calisiriar” fakat az ile de yetinmek de istemezler.
Alacaklar Geret, yUksek standartlarda yasama hedeflerine ulasmalarn acisindan bUyuk
bir Snem arz etmektedir. Daha fazla Ucret kazanmak, onlan motive ederek daha cok
calismasina ve érgute daha fazla dahil olmasina katkida bulunur. Ucret, X kusaginin is
degistirme sebeplerinin en basinda gelen ve bu sebeple gbéz ardi ediimemesi gerekilen
bir faktdrdr. Ucret ve ddUllendirme sistemini dogru bir sekilde kullanmak, X kusaginin
elde tutulmasini saglayarak 6rgUtse bagdliiginin arttinimasinda son derece dnemli bir
etkendir.

60



Y kusagi ise, X kusagina kiyasla daha rahat sartlarda boyimus ve “harcamak
icin kazanan” bu sebeple de parayi elde tutma konusunda gayesi olmayan bir nesildir.
Is yasaminda, onlan elde tutabilmek icin tek basina Ucret cok yeterli degdildir. CUnkU
onlar; ftafil, cesitli  kOltGrel ve spor faaliyetleri gibi  &dUllendirmeleri  de
onemsemektedirler. Y kusag ayrnca, hemen takdir edimek ve o6dullendirmek
istemektedir. Dolayisiyla onlan elde tutmak icin tek basina Ucretten ziyade, farkl
odullendirme metotlan ve kisa vadeli édullendirme ydntemleri gerekmektedir. Bir
kurulusta Ucretlendirme beklentisi gerceklesmezse, is degistirmekten cekinmezler. X
kusagina gore, daha az garanticidirler ve risk almaktan kacinmaziar.

X kusagdl icin; Ucret, sirket politikalan ve calisma kosullarr énem olarak ilk
siralaomalardadir. X kusagi bireyleri, Ucret beklentisi karsilandiginda motivasyonu artar
ve orgutte kalmaya devam eder. Y kusagi icin ise, basarill olma ve takdir ediime 6n
plandadir. Bu bakimdan, 6dullendirme uygulamalar bu kusadi daha cok motive eder
ve elde tutulmasini destekler (Yusoff ve Kian, 2013).

Bu bilgiler isiginda kusak ayrminda; X kusagdi icin Ucretlendirmenin daha fazla
onemli oldugunu ve adaletsiz Ucret dagilimi yapildigini disGndUklerinde kurumlarindan
ayrimaktan cekinmedikleri sonucuna varmaktayiz. Ote yandan, Y kusadi icin ise
Ucretlendirme ilk siralamalarda yer almamakla beraber daha cok takdir edilme gibi
duygusal faktérler 6n plana cikmaktadir.

Hipotez 3a: Calisanlarnn Ucret adaleti algisi, kusaklara gdre farklilik
gostermektedir.

Hipotez 3b: Ucret adaleti algisinin, érgUtsel baglilik dizeyine etkisi kusaklar
arasinda farkliik géstermektedir.

4.3. Kariyer Gelistirme Ve Orgitsel Bagllik iliskisi

Kariyer gelistrme ve sUreci, calisanlar Uzerinde 06zguven artisi, calisma
ortamindan ve isinden tatmin olma duygusu, motivasyon ve calisma azmi gibi bircok
etmeni etkilemektedir.. Dolayisiyla kariyer gelisimini destekleyici cesitli uygulamalar
dUzenleyen ve kariyer yénetimini etkin bir sekilde ydneten &rgutlerin calisani elde
tutma potansiyelleri de daha yUksektir. Bu gérusU destekleyen kariyer gelisimi ve
orgUtsel baglilik iliskisini inceleyen calismalarn bir kismi su sekildedir;

Kariyer firsatlan duyurulan, egitim ve oryantasyon gibi kariyer gelisimini
desteklemeye dayall yéntemler, calisanlar kendi beceri ve yeteneklerini gelistirmeye
tesvik etmektedir. Bununla birlikte calisanlar kariyer hedeflerini daha iyi tanimlamaya
ve daha fazla kariyer sorumlulugu Ustlenmeye baslayacaklardir. Sorumlulugu yUksek,
kariyerlerini ve becerilerini gelistrme konusunda hirsli calisanlann &érgUte bagdlilik
duUzeyleri daha fazladir (Sturges ve Guest, 2001). Calisanlar bireysel kariyer gelisimini
destekleyen ve bu ydnde beklentilerini karsilayan érgUtlerde kendilerini daha degerli
hissedeler. Dolayisiyla motivasyonlarn yUksek, daha istekli ve verimli calisma tutumlar
sergilerler. Bu sebepten, kariyer gelisimi firsatlan, egitimler ve bunun icin yapilan
uygulamalarnn calisan bagliigr ve calisanlan elde tutma Uzerinde dogrudan bir etkisi
oldugunu sdylemek mimkundur (Hassan ve digerleri, 2013).

Sturges ve Guest (2001), kariyerine yeni baslayan mezunlarin  orguUtsel
bagliliklanni inceledigi  bir arastrmasinda; kariyer beklentileri karsianmayan
calisanlarin, kariyerlerini ileriye tasimak icin érgUtten ayrildiklarnni belirtmistir. Bununlar

61



birlikte, kariyer gelisimini destekleyen &rgUtlerin, calisanlann érgutsel bagliliklan Gzerinde
etkili oldugunu aktarmistir (Sturges ve Guest, 2001). Calisanlann kariyer beklentileri
karslandiginda ise, kariyer memnuniyetlerinde artis gérulmektedir. Calisanlarin kariyer
memnuniyetlerinin - yuksek olmasi, calisanlarnn  potansiyellerinden daha fazla
yararlanmayi ve calisanlar elde tutmayi saglamaktadir.

Barnet ve Bradley (2007), kariyer gelisimine yénelik kurumsal destegin kariyer
tatmini Uzerine yaphgdl bir arastirmada; kariyer gelisimini destekleyen kuruluslarin,
calisanlarin kariyer basarisini etkiledigini dogrulamaktadir. Bununla beraber kariyerinde
basan gbdsteren ve memnun olan calisanlarn, is tatminleri ve &rgutsel bagliik
dUzeylerinin yUksek olacagdr 6ngdrusinU de desteklemektedir. (Barnett ve Bradley,
2007). Sturges ve Guest (2001), kariyerlerinin ilk on yilindaki mezunlarnn kariyer ydnetimini
ve orgutsel bagliiklanni inceledigi baska bir arastrmada ise bir dnceki arastirmasini
desteklemistir. Bu arastrmaya gdre; ¢alisanlarin organizasyon icinde kariyer yonetimi
faaliyetleri yUksek orgUtsel baglilik ile, organizasyon disinda kariyerlerini ilerletmek
isteyen calisanlarise dusUk érgutsel bagdlilik ile iliskilendiriimistir. Weng ve digerleri (2010),
Cin'de yaphgdi bir arastrmada, érgutsel bagligin tUm boyutlarn ile kariyer gelisiminin
pozitif anlamda iliskili oldugunu belirmistir. Bu arastrmada; calisanlarina  kariyer
gelisimine olanak taniyan uygulamalar ve deneyimler saglayan kuruluslarn, érgUtsel
baglhgr arttirmada daha etkili olacagdi bulgusuna ulasilmistir (Weng ve digerleri, 2010).

TUrkiye'de yapilan bir arastrmada ise kariyer memnuniyeti ile kariyer bagliiginin,
orgUtsel baglilik ve isten ayriima niyetine etkisiincelenmistir. Arastirmanin bulgulan diger
arastrmalarn destekler niteliktedir. Bu bulgulara gére; calisanlara sunulan kariyer
gelisimi olanaklarn ile beraber, bireylerin kariyer memnuniyetlerinin ve &rguUtsel
baglliklannin  gelistigi  sonucuna  varnlmistir.  Dolayisiyla  bireylerin -~ kariyerlerini
gelistirmeleri, érgutsel bagliiga katki saglayan bir unsur olarak kabul ediimektedir
(Demirer ve Kaya, 2020).

Genel olarak yapilan calismalar incelendiginde, bireysel kariyer gelisimi ile
orguUtsel bagligin iliskili oldugu géruimektedir. Calismalann bircogu kariyer gelisiminin,
calsanlarin  6rgUtsel bagdliliklanni etkiledigi sonucunu desteklemektedir. Bununla
beraber kariyer gelisimini destekleyici uygulamalar yapan &érgutlerde, calisanlarn elde
tutma ve calisanlarin érgutsel bagliliklannin daha cok artacagi da belirtiimektedir.

Kariyer gelisiminin &rgUtsel bagliga etkisi Uzerinden kusaklar arasi farkliliklarn
aciklamak icin, kusaklann calisma &ézelliklerini ve is hayatina bakis acilarini anlayarak
ilerlemek fayda saglayacaktir. X kusagr dénemlerinin getirileri sonucu, cok fazla
degisim ve dénUsime maruz kaldiklan icin bu dinamiklere hizli bir sekilde uyum
saglayabilme yeteneklerini gelistirmis bir nesildir. Uyum saglamadaki basarisi ile beraber
is hayatinda esnek, mucadeleci ve idealist olma &zellikleriyle dikkat cekmektedirler.
Ayrica bu kusak, gérev odaklidir ve uzun dénemli calisamaya isteklidir. X kusagi kendini
is anlaminda gelistrmeye aciktir fakat bunun icin yapilan uygulamalar konusunda
beklentisi daha dUsUktUr. Oncelikleri daha cok, uzun yillar calismasindan dolayi verdidi
emegin karsiigini almakiir.

Y kusadi ise dedisimi kabul eden, badimsiz ve sorgulayici bir kusaktrr. is hayatina
yasam tarznin  bir parcasi olarak bakmakta ve sonuc odakl  ozellikleriyle
bilinmektedirler. Sabir dUzeyleri dUsUk oldugu icin is yerinde hemen ilerleme ve basar
g6sterme istekleri 6n plandadir. Ayrica is yerinde takdir gorme, kendini gerceklestirme
arzusu kuvvetli ve hirslidirlar. Dolayisiyla egditim ve gelisime daha acik ve isteklidirler.
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Bireysel kariyer gelisimini gerekli gorurler cunkU is hayatindaki merdivenleri en hizli
bicimde tirmanarak ilerlemek isterler. Kariyer gelistirme uygulamalarni da tim bu
beklenti ve arzulanni gerceklestirmek icin dnemli firsatlar olarak gérmektedirler.

X kusaginin, kendilerine sunulan calisma sartlarinin beklentilerini karsilamasi ve is
yasam dengesini saglayabilmeleri, motivasyonlarnni ve &rgUte olan bagliliklarni
arttirmaktadir. Kariyerlerini gelistirmeye aciktirlar fakat onlar icin éncelik daha cok
adaletli ve esit bir calisma ortami, sorumluluk sahibi lider ve etik bir anlayisla yonetiimek
ile ilgilidir. Y kusagi ise, kariyerlerine anlam yUkledikleri zaman daha motive ve Uretken
olmaktadir. Kariyer gelisimini ve kariyer hedeflerini destekleyen rehber ve egitimciler,
onlarin  kariyerlerini  anlamlandirmalarnni  kolaylastirmaktadir. Bu yUzden kariyer
gelistrme  uygulama ve firsatlan onlar icin  énceliklidir.  Kariyer gelisimi  firsaf
saglanmayan bir érgutten kolayca vazgecip is degistirmektedirler (Kicheva, 2017).

Metin ve Kizldag (2006), X ve Y kusaklarinin kariyer beklentilerindeki farkliliklar
inceledigi calismasinda; X kusaginin, kisa dénemli kariyer ve egitim gelisimini cok fazla
onemsemediklerini, onun yerine uzun dénem calismalarinin sonucundaki terfi ve Gereti
daha gerekli bulduklarini belitmistir. Y kusaginin ise kisa streli gelistirme ve terfi
olanaklarini, X kusagindan daha fazla énemsedikleri ve gerekli bulduklarn sonucuna
variimistir (Metin ve Kizldag, 2017).

Bu bilgiler dogrultusunda, X ve Y kusaginin kariyer gelisimine olan bakis acilarini
ve bu bakis acisinin érgutsel baglilik Gzerindeki etkisini su sekilde dzetleyebilirz; X kusagdi
bireyleri icin kariyer gelisimi énemli gdérUimekte fakat &ncelikli sralarda yer
almamaktadir. Buna karsilik, Y kusagdi bireyleri icin kariyer gelisimi, egitimler ve
uygulamalar gerekli ve dnemli olarak kabul edilmektedir. Dolayisiyla orgUtlerin, 'Y
kusagini elde tutabilmesi icin kariyer gelisim olanaklarn saglamasi dnem teskil
etmektedir.

Hipotez 4a: Calisanlarin kariyer gelistrme algisi, kusaklara gdre farklilik
gostermektedir.

Hipotez 4b: Kariyer gelistirme algisinin, érgdtsel baglilik dUzeyine etkisi kusaklar
arasinda farkliik gbstermektedir.

4.4. Orgitsel Adalet Ve Orgitsel Baghlik iligkisi

Calisanlar, emeginin karsiigini hak ettigi bir sekilde gdérmek isterler. Hak ettigi
sonuclarn adil ve esit bir sekilde alan calisanlar kendilerini calistigi yerin bir parcasi olarak
gérmektedirler. Orgitin kendisine adil davranmadigini disinen calisanlar ise,
orgutten uzaklasmakta ve érgute olan bagliliklan azalmaktadir. Bu baglamda érgUtsel
adalet, calisanlarin kendilerini érgutun bir parcasi olarak hissetmeleri ve érgute olan
bagliliklannin pekismesi acisindan eftkili bir faktérdUr (imamoglu ve digerleri, 2019).

Yapilan bircok arastirma, isgorenlerin adalet algilan ile bireylerin is tatmini ve
orgUtsel bagdliliklannin gGc¢lU bir iliskisi oldugunu godstermektedir (Susan ve Jakopec,
2012). Aynizamanda érgutsel adalet ve drgutsel baglilik iliskisi literatUrde bircok meslek
grubu ve farkli sektérler ele alinarak arastinimistir. Bu calisma sonuclarinin birbirini destek
nitelikte oldugu gorGimektedir.

Yazicioglu ve Topaloglu (2009), &érgUtsel adalet ve orgutsel bagdlilik iliskisini
konaklama isletmelerinde calisan isgdrenler Uzerinden ele almistir. Bu arastirmaya
gore; o6rgUtsel adalet duygusunun tUm boyutlan (dagitim, prosedur ve efkilesim) ile
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orgUtsel bagliik arasinda anlamili bir iliski oldugu tespit edilmistir. Etkilesim adaleti diger
boyutlara gdre daha yuksek cikmistir. Etkilesimsel adaletin daha yuksek cikmasi,
bireyler arasi iliskiler ve iletisimlerin sonucu ile iliskilendirilmistir (Yazicioglu ve Topaloglu,
2009).

Bal (2014) ise, 6rgutsel adaletin érgutsel bagliga etkisini ilkokulda gérev yapan
ogretmenler Uzerinden arastirmistir. Bu calismaya gore; égretmenlerin érgutsel adalet
algilar ile érgutsel bagdlilik boyutu olan duygusal ve normatif baglilik arasinda anlamili
bir iliski bulunmustur (Bal, 2014).Bagci (2013), tekstil sektérOnde calisan isgdrenler
Uzerinde yaptigl 6rgUtsel adalet algilannin érgutsel baglilik Uzerindeki etkisini inceleyen
calsmasinda, gelismis érgutsel adalet algisinin 6rgUtsel badliigr arttiracagr sonucuna
ulasmistir (Bagci, 2013).

OrgUtsel adalet algisi, kusaklarin ézelliklerine gére degisebiimekte ve bunun
sonucunda kusaklarnn performans, motivasyon, baglilik gibi isgdren davranislarinda
farkliik gorUlebilmektedir (Kian ve digerleri, 2014).Y kusagi bireyleri, calistigr ortam ve
isiyle 6zdesleserek calismayr arzu etmektedir. OrgUtlerde uygulanan édullendirme ve
kariyer gelisim firsatlan Y kusaginin érgut ile 6zdeslesmesini desteklemektedir. Bununla
birlikte Y kusagi, ekip calismasina daha yatkin ve yoneticileriyle iletisime énem veren
isgdérenlerdir. Bu sebeple, etkilesimsel adalet algisi, bu kusak calisanlarinin performansini
ve orgUte olan bagliliklarni etkileyici dnemli bir unsur olarak 6ngdrulmektedir. Ayrica Y
kusagi bireylerinin, calisma hayatinda cok fazla tecrUbesi olmamasindan dolayi
orgUtselprosedurler hakkinda daha az bilgi sahibidir. Y kusadinin, bu prosedurleri
anlamasi ve soru isaretlerinin  giderilmesi gerekir. CUnkU Y kusagi, beklentisi
karslanmayan ufak konularda bile organizasyonlarindan tereddit etmeden ayrima
potansiyeline sahiptir (Ismail ve Bebenroth, 2016).

X kusagi bireyleri ise, calisma hayatinda daha maneviyat yuksek isgérenler
olarak bilinmektedir. Genel olarak, elde eftikleri kazanimlara ve kendilerine verilen
degere odakll calisirlar. Ayrica oérgUtte daha uzun calismalan sebebiyle de adalet
duygularn daha gelismis olmasi muhtemeldir. Dolayisiyla X kusaginin, érgutsel adaleti Y
kusagindan daha fazla dnemsedigini ve érgUte olan bagdliigini etkileme noktasinda da
Y kusagindan farklilasacagini éngorebiliriz .

Yapilan bir arastirmaya goére; X kusaginin adalet algisinin érgutsel vatandaslik
davranisina etkisinin,Y kusagina gdére daha fazla oldugu gériimuUstir. Ayrica bu
arastrmada, Y kusadinin adalet algisi ile érgutsel guven iliskisinin, X kusagina goére
farkllasmakta oldugu da belirtilmistir (Leelamanothum ve digerleri, 2018).

Hipotez 5a: Calisanlarnn &rgutsel adalet algisi, kusaklara gdére farklilik
gostermektedir.

Hipotez 5b: Orgitsel adalet algisinin, érgUtsel badliik diUzeyine etkisi kusaklar
arasinda farklilik géstermektedir.

Yukarndaki hipotezlerimize bagh kalarak calismamizin kavramsal cercevesi
asagidaki modelde su sekilde ifade edilmistir;
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Sekil 1. Arastrmanin Modeli

Kusaklar
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v
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Adaleti
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Alaisi

v
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Bagliik

v

OrgUtsel
Adalet Algs

v

o J

Bu arastrma kapsaminda hipotezlerin sinanabilmesi adina nicel veri toplama
teknigi olan anket ydnteminin kullanimasi tercih edilmistir. TOrkiye genelinde 18
yasindan buUyUk, 6zel ve kamu sektérinde calisanlardan veri alimi saglanmistir.
Anketlerin ulasimi e-posta ve sosyal medya araciligi ile gerceklestirilerek 307 kisiden veri
almi saglanmistir. Bunlardan eksiksiz doldurulan ve saglikli veriler alinan 270 anket
orneklemi olusturmustur. Bu arastirma  kapsaminda  “Kesinlikle katiiyorum” dan
“Kesinlikle katimiyorum” a dogru derecelendirilen S'li likert tipi dlcek kullaniimigstir.
Kullanilan dlcekler su sekildedir;

5. Arastirma Yontemi

e OrgUtsel badlilik icin Meyer, Allen ve Smith (1993) tarafindan olusturulan, Wasti
(2000) tarafindan TUrkce'ye cevrilen 18 soruluk orgUtsel bagliik dlcedi
kullanilimistir.

o Kisi-6rgut uyumu icin Netemeyer ve digerleri (1997) tarafindan gelistirilen 4
soruluk dlcek birebir TUrkce'ye cevrilerek kullanilmistir.

e Kariyer Gelistirme icin Puah ve Ananthram (2006) tarafindan yapilan
calismadan alinan 5 soruluk dlcek kullanilmistir.

e Ucret Adaleti Algisi icin Topguoglu (2016) tarafindan gelistirilen “Ucret ile iigili
Bilgiler” bélumunde Ucret adaleti kismi arastirma kistaslanmiza uvyarlanarak 5
soruluk dlcek kullanilmigtir.

e Orguitsel Adalet Algisi icin Niehoff & Moorman (1993) tarafindan gelistirilen 7
soruluk dlcek kullaniimistir.

Analizlerimiz SPSS 21.0 ve AMOS 21.0 programi ile yapimistir ve %95 given
dUzeyinde calisimistir. Maddeler ici Olceklerden elde edilen basiklik ve carpiklik
degerlerinin +3 ile -3 arasinda olmasi normal dagiim icin yeterli gérUimektedir
(Groeneveld ve Meeden, 1984; Moors, 1986).

Bu nedenle analizlerimizde parametrik olan Bagimsiz gruplar t testi, ANOVA testi,
Tukey testi, Pearsonkorelasyon testi ve linear regresyon testi kullanilmistir. Degiskenlerin
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2 gruplu degiskenlere gore farkliik gésterme durumu t testiile 3 ve daha fazla gruplu
degiskenlere gore farkliik gésterme durumu ANOVA testi ile analiz edilmistir. ANOVA
testinde fark cikmasi durumu ikili fark Tukey testiile analiz edilmistir. Degiskenler arasinda
iliski pearsonkorelasyon testi ile analiz edilmistir. Dediskenler arasindaki etki ise
regresyon testi ile analiz edilmistir. Calismada dlceklerin yapi gecerliginin belilenmesi
icin Acimlayici Faktér Analizi, guvenirlik DUzeyinin belirlenmesi icin Cronbach’s Alfa
katsayisi hesaplanmistir.

AFA bircok gizli degiskenin daha kontrol edilebilir faktérler haline getirlmesinde
yani verilerin azaltimasinda ve &zetlenmesinde kullaniimaktadir. Olcedin  faktdr
analizine uygun olup olmadigini anlamak amaciyla KMO ve Bartlett testi yapilacaktir.
KMO katsayisi drneklemin bUyUklogunU test etmek icin hesaplanirken normal dagiim
kosulu Bartlett testiyle incelenmektedir. Bu kapsamda KMO testi dlcUm sonucunun. 50
ve daha UstU, Bartlett kiresellik testi sonucunun da istatistiksel olarak anlamli olmasi
gerekmektedir.

Olcegin faktér yapisinin belirenmesi amaciyla ézdederlerin sacilimini gdsteren
ScreePlot grafigi incelenecektir. Bununla birlikte faktér sayisinin 1'den fazla olmasi
durumunda varimox dik déndirme islemi kullanilarak maddelerin ilgili faktorlere
atanmasi islemi yapilacaktir. Faktér analizi isleminde dlcek maddelerinin faktorlere
atanmasi ya da olcekten cikariimasi islemlerinde faktér yOkU degerlerine bakilacaktir.

5.1. Givenirlik Analizi

Cronbach’s alfa katsayisi dlcegin glvenirlik duzeyini vermektedir. Katsayi O ile 1
arasinda degismektedir. Alfa (a) katsayisina bagdli olarak dlcedgin gUvenilirligi su sekilde
yorumlanmaktadir.

* .00 £ a < .40 ise dlcek gUvenilir dedildir,

* 40 < a<.60ise dlcegingUvenirligidUsuk,

* .60 < a < .80 ise dlcek oldukgca guvenilir,

* .80<a<1.00ise élcek yUksek derecede guvenilir bir dlcektir.

Faktorlerin yapisinin belilenmesinin ardindan dogrulayici faktér analizi yapilarak faktér
yapisi test edilecek ve uyum indeksleri hesaplanacaktir.

Dogrulayici faktér analizi (DFA), kuramsal bir temelden destek alarak pek cok
degiskenden olusturulan faktorlerin (gizil degiskenlerin) gercek verilerle ne derece
uyum gosterdigini degerlendirmeye yonelik bir analizdir. Bir baska anlatimla DFA,
onceden belirlenmis ya da kurgulanmis bir yapinin toplanan verilerle ne derece
dogrulandigini incelemeyi amaclar. Acimlayici faktér analizinde, belirli bir &n beklenti
ya da denence olmaksizin faktér yUkleri temelinde verinin faktdr yapisi belirlenirken
DFA, belirli degiskenlerin bir kuram temelinde dnceden belirlenmis faktérler Uzerinde
agrirlikl olarak yer alacagdi seklindeki bir 5Sngdérinin sinanmasina dayanrr.

DFA'da sinanan modelin yeterliginin belirlenmesi icin cok sayida uyum indeksi
kullanilmaktadir. Uyum indekslerinin kuramsal model ile gercek veriler arasindaki uyumu
degerlendirmelerinde birbirlerine gdre gUclu ve zayif ybénlerinin olmasi nedeniyle
modelin uyumunun ortaya konulmasi icin bircok uyum indeksi degerinin kullaniimasi
onerilir. Bunlardan en sik kullanilanlari (Cole, 1987; SUmer, 2000) Ki-Kare Uyum Testi (Chi-
SquareGoodness), lyiik Uyum indeksi (GFl), DUzeltimis lyilik Uyum indeksi (AGFI),
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Karsilastirmal Uyum indeksi (CFl), Normlastinimis Uyum indeksi (NFI), Ortalama Hatalarn
KarekdkU (RMR veya RMS) ve Yaklasik Hatalarnn Ortalama Karekdku'dir (RMSEA).

Tablo 2. Uyum Degerlerinin Kabul Edilebilir DUzeyleri

Uyum indeksleri

X2/sd<5

GFl >0.90

AGFI >0.90

CFl1 >0.90

RMSEA <0.08

RMR <0.08

Tablo 3. Orgitsel Baglilik icin KMO ve Bartlett Testi Sonuclari

Kaiser-Meyer-OlkinMeasure of SamplingAdequacy. ,848
Approx. Chi-Square 2268,492
Bartlett's Test of Sphericity df 136
Sig. 0,000

Orgutsel Bagliik icin yapllan faktér analizinde KMO degeri 0,848 olarak
hesaplanmistir. Buna gére érneklem sayisi faktér analizi icin uygundur (KMO>0,500).
Bartlett testi kapsaminda X2 degeri 2268,492ve istatistiksel olarak anlamli bulunmustur
(p<0,05). KMO ve Bartlett testi sonucuna goére verilerin faktér analizi icin uygun oldugu

sonucuna ulasiimistir.

Tablo 4. Orgitsel Baglilik icin Faktér Analizi Sonuclari

Boyut Madde Faktér yuko Aclklanan varyans orani
OB17 ,831
OB14 .818
OB18 799
OB15 774
Normatif Baglilik 31,201
OB2 ,758
OB16 715
OB6 710
OB1 ,675
OB10 ,868
OB9 831
Devam Bagliigi OB8 .810 19,021
OB12 763
OBI11 413
OB4 .788
OB5 784
Duygusal Baglilik 8,789
OB3 747
OB13 370
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Yapilan faktér analizi sonucuna gore dlcegin 3 faktérden olustugu belirlenmistir.
Binisiklik nedeniyle 7.madde analizden cikarnimistr.  Olcedin Normatif baglilik
boyutundaki faktdr yUkleri 0,675 ile 0,831 arasinda degisen 8 maddeden olusmaktadir.
Boyutun toplam varyansi acikloma orani %31,201'dir. Olcedin Devam badliik
boyutundaki faktér yUkleri 0,413 ile 0,868 arasinda degisen 5 maddeden olusmaktadir.
Boyutun toplam varyansi aciklama orani %31,201°dir. Olcedin Duygusal bagdlilik
boyutundaki faktér yUkleri 0,370 ile 0,788 arasinda degisen 4 maddeden olusmaktadir.
Boyutun toplam varyansi aciklama orani %8,789'dur.

Tablo 5. Kisi Orgit Uyumu licin KMO ve Bartlett Testi Sonuclari

Kaiser-Meyer-OlkinMeasure of SamplingAdequacy. ,802
Approx. Chi-Square 812,935
Bartlett's Test of Sphericity df 6
Sig. ,000

Kisi Orgit Uyumu icin yapilan faktér analizinde KMO degeri 0,802 olarak
hesaplanmistir. Buna gére érneklem sayisi faktér analizi icin uygundur (KMO>0,500).
Bartlett testi kapsaminda X2 degeri 812,935ve istatistiksel olarak anlamli bulunmustur
(p<0,05). KMO ve Bartlett testi sonucuna goére verilerin faktér analizi icin uygun oldugu
sonucuna ulasiimistir.

Tablo 6. Kisi OrgUt Uyumu Icin Faktér Analizi Sonuclar

Boyut Madde Faktér yuko Aciklanan varyans orani
KOU3 921
. KOuU4 911
Kisi OrgUt Uyumu 79,049
KOuU2 896
KOU1 .826

Yapllan faktér analizi sonucuna goére oOlcegin faktor yukleri 0,826 ile 0,921
arasinda degdisen 4 madde ve tek faktdérden olustugu belirenmistir. Olcedin toplam
varyansi aciklama orani %79,049'dur.

Tablo 7. Kariyer Gelistirme icin KMO ve Bartlett Testi Sonuclar

Kaiser-Meyer-OlkinMeasure of SamplingAdequacy. ,843
Approx. Chi-Square 1340,345
Bartlett's Test of Sphericity df 10
Sig. ,000

Kariyer Gelistirmeicin yapilan faktér analizinde KMO degeri 0,843 olarak
hesaplanmistir. Buna gére érneklem sayisi faktér analizi icin uygundur (KMO>0,500).
Bartlett testi kapsaminda X? degeri 1340,345ve istatistiksel olarak anlamli bulunmustur
(p<0,05). KMO ve Bartlett testi sonucuna gére verilerin faktér analizi icin uygun oldugu
sonucuna ulasiimigstir.
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Tablo 8. Kariyer Gelistirme Icin Faktér Analizi Sonuclari

Boyut Madde Faktor yOko Aciklanan varyans orani
KG4 ,929
KG2 ,928
Kariyer Gelistirme KG3 912 81,471
KG1 897
KG5 ,845

Yapillan faktér analizi sonucuna goére dlcegin faktdér yUkleri 0,845 ile 0,929
arasinda degdisen 5 madde ve tek faktdérden olustugu belirenmistir. Olcedin toplam
varyansi aciklama orani %81,471'dir.

Tablo 9. Ucret Adaleti icin KMO ve Bartlett Testi Sonuclari

Kaiser-Meyer-OlkinMeasure of SamplingAdequacy. ,818
Approx. Chi-Square 751,374
Bartlett's Test of Sphericity df 10
Sig. ,000

Ucret Adaleti icin yapilan faktér analizinde KMO degeri 0,818 olarak
hesaplanmistir. Buna gére érneklem sayisi faktér analizi icin uygundur (KMO>0,500).
Bartlett testi kapsaminda X? degeri 751,374ve istatistiksel olarak anlamli bulunmustur
(p<0,05). KMO ve Bartlett testi sonucuna goére verilerin faktdér analizi icin uygun oldugu
sonucuna ulasiimistir.

Tablo 10. Ucret Adaleti icin Faktér Analizi Sonuclar

Boyut Madde Faktor yOko Aclklanan varyans orani
UA3 ,865
UAI ,859
Ucret Adaleti UA4 ,825 68,216
UA2 ,810
UAS 767

Yapilan faktdér analizi sonucuna goére dlcegin faktoér yUkleri 0,767 ile 0,865
arasinda degdisen 5 madde ve tek faktérden olustugu belilenmistir. Olcedin toplam
varyansi aciklama orani %68,216'dirr.

Tablo 11. Orgltsel Adalet icin KMO ve Bartlett Testi Sonuclari

Kaiser-Meyer-OlkinMeasure of SamplingAdequacy. ,886
Approx. Chi-Square 1538,766
Bartlett's Test of Sphericity df 21
Sig. 0,000
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OrgUtsel Adalet icin yapilan faktér analizinde KMO dederi 0,848 olarak
hesaplanmistir. Buna gére érneklem sayisi faktér analizi icin uygundur (KMO>0,500).
Bartlett testi kapsaminda X? degeri 2268,492ve istatistiksel olarak anlamli bulunmustur
(p<0,05). KMO ve Bartlett testi sonucuna goére verilerin faktér analizi icin uygun oldugu
sonucuna ulasiimistir.

Tablo 12. Orgltsel Adalet icin Faktér Analizi Sonuclar

Boyut Madde Faktor yOko Aciklanan varyans orani
OA$ 898
OA5 889
OA3 883
Orgutsel Adalet OA4 ,851 71,192
OA7 ,829
OA2 775
OAIl 771

Yapllan faktér analizi sonucuna goére dlcegin faktor yukleri 0,771 ile 0,898
arasinda dedisen 7 madde ve tek faktérden olustugu belirenmistir. Olcedin toplam
varyansi aciklama orani %71,192'dir.

Tablo 13. OrgUtsel Badlilik icin DFA Sonuclar ve Yol Haritasi

Kabul Edilebilir Uyum Indeksleri Hesaplanan Uyum indeksleri
X2/sd<5 1,972
GFI >0.90 0,921
AGFI >0.90 0,885
CFI >0.90 0,958
RMSEA <0.08 0,060
RMR <0.08 0,094

OrgUtsel Baglilik icin yaplan DFA analizinde olusturulan yol haritasi asadida
veriimistir. Yapilan DFA analizinde hesaplanan tUm uyum indekslerinin kabul edilebilir
uyum indekslerini sagladigi gérilmekte iken sadece AGFI ve RMR indekslerinin kabul
edilebilir uyum indekslerine cok yakin oldugu ve sagladigr gérulmektedir. Faktor yOko
dUsukligu nedeniyle 13.madde analize dahil edilmemistir. (Boyut 1: Normatif baglilik,
Boyut 2: Devam bagliigi, Boyut 3: Duygusal baglilik olarak belilenmistir).
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Sekil 2. OrgUtsel Bagliik DFA Analizi

Tablo 14. Kisi-Org(t Uyumu icin DFA Sonuclar ve Yol Haritasi

Kabul Edilebilir Uyum Indeksleri Hesaplanan Uyum indeksleri
X2/sd<5 0.109
GFI >0.90 1,000
AGFI >0.90 0,998
CFI >0.90 1,000
RMSEA <0.08 0,000
RMR <0.08 0,002

Kisi-OrgiUt Uyumu icin yaplan DFA analizinde olusturulan yol haritasi asadida
veriimistir. Yapilan DFA analizinde hesaplanan tUm uyum indekslerinin kabul edilebilir
uyum indekslerini sagladigr gérilmektedir.

Sekil 3. Kisi Orgit Uyumu DFA Analizi
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Tablo 15. Kariyer Gelistirme icin DFA Sonuclar ve Yol Haritasi

Kabul Edilebilir Uyum indeksleri Hesaplanan Uyum indeksleri
X2/sd<5 0,095
GFI >0.90 1,000
AGFI >0.90 0,998
CFI >0.90 1,000
RMSEA <0.08 0,000
RMR <0.08 0,001

Kariyer Gelistirme icin yaplan DFA analizinde olusturulan yol haritasi asagida
veriimistir. Yapilan DFA analizinde hesaplanan tUm uyum indekslerinin kabul edilebilir

uyum indekslerini sagladigr gdérilimektedir.

Sekil 4. Kariyer Gelistrme DFA Analizi

Kariyer

Geligtirme

KG1

KG2

KG3

KG4

KG5

Tablo 16. Ucret Adaleti icin DFA Sonuclari ve Yol Haritasi

Kabul Edilebilir Uyum indeksleri Hesaplanan Uyum indeksleri
X2/sd<5 0,912
GFI >0.90 0,997
AGFI >0.90 0,980
CFI >0.90 1,000
RMSEA <0.08 0,000
RMR <0.08 0,015

Ucret Adaleti icin yaplan DFA analizinde olusturulan yol haritasi asadida
verilmistir. Yapilan DFA analizinde hesaplanan tUm uyum indekslerinin kabul edilebilir
uyum indekslerini sagladigr gérulmektedir.
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Sekil 5. Ucret Adaleti DFA Analizi

Tablo 17. OrgUtsel Adalet icin DFA Sonuclari ve Yol Haritasi

Kabul Edilebilir Uyum Indeksleri Hesaplanan Uyum indeksleri
x2/5d<5 1,441
GFI >0.90 0,985
AGFI >0.90 0,958
CFI >0.90 0,997
RMSEA <0.08 0,040
RMR <0.08 0,023

OrgUtsel Adalet icin yaplan DFA analizinde olusturulan yol haritasi asagida
veriimistir. Yapilan DFA analizinde hesaplanan tUm uyum indekslerinin kabul edilebilir
uyum indekslerini sagladigr gérulmektedir.

Sekil 6. Orgitsel Adalet icin Yapilan DFA Analizi
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Tablo 18. Guvenirlik Katsayilari

Olcek Cronbach's Alpha
Normatif Baglilik .897
Devam Bagliigi 812
Duygusal Baglilik 818
Orgutsel Baglilik 810
Kisi Orgt Uyumu 911
Kariyer Gelistirme ,942
Ucret Adaleti 883
Orgutsel Adalet ,932

Cronbach alfa skorunun sosyal bilimler alaninda referans kabul edilen 0,70

degerinden yuksek oldugu goérUlimektedir.

guvenilirlige sahip oldugu anlasilmaktadir.

Tablo 19. Betimsel istatistikler ve Normallik Testi

Bu nedenle tUm Olceklerin yeterli

n Minimum Maximum Ortalama SS Carpiklik Basiklik
Normatif Baglilik 271 1.00 5,00 2,91 0.95 -128 -619
Devam Baglid 271 1.00 5,00 3,11 0,98 -.325 -517
Duygusal Baglilik 271 1,00 5,00 2,73 1,07 ,200 -,769
Orgutsel Bagliik 271 1.56 4,69 3.04 0.64 -124 -,498
Kisi OrgUt Uyumu 271 1,00 5,00 2,83 1,07 ,041 -.845
Kariyer Gelistirme 271 1.00 5,00 4,14 0.83 -1,131 1,635
Ucret Adaleti 271 1,00 5,00 2,58 1,07 241 -,605
Orgutsel Adalet 271 1,00 5,00 2,97 1,04 077 -850

Degiskenlerden

elde edilen carpiklk ve basklik degerleri

+3 ile -3 arasinda
oldugundan normallik saglanmis olup analizlerimizde parametrik olan test teknikleri

kullaniimistir.
Tablo 20. Demografik Degiskenler
Kusak
X Kusagi Y Kusagi Total
n % n % n %

Kadin 111 63,8 71 74,0 182 67.4
Cinsiyet

Erkek 63 36,2 25 26,0 88 32,6

Lise 19 10,9 1 1,5 30 11,1

On Lisans 17 9,7 9 9,4 26 9,6
Egitim Lisans 70 40,0 47 49,0 117 43,2

YUksek Lisans 30 17.1 20 20,8 50 18,5

Doktora 39 22,3 9 9.4 48 17.7
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0-1YIl 4 23 30 316 34 12,6
1-5 Yl 17 9.7 64 67,4 81 30,0
6-10 Vil 61 34,9 1 1.1 62 23,0
Calisma SUresi
11-15 Y1l 31 17,7 0 0,0 31 11,5
16-20 YII 25 14,3 0 0.0 25 9.3
21 Yil ve Ozeri 37 21,1 0 0.0 37 13.7
3000 TL alt 3 1,7 15 15,8 18 6.7
3000-4000 TL 14 8.0 28 29,5 42 15,6
4000-6000 TL 59 33,7 22 23,2 81 30,0
Avylik Gelir 6000-8000 TL 38 21,7 18 18,9 56 20,7
8000-10000 TL 29 16,6 7 7.4 36 13,3
10000-15000 TL 23 13,1 5 53 28 104
15000 TL ve Uzeri 9 51 0 0.0 9 33

X kusaginda olan kadinlar 111 kisi olmak Uzere orani %63,8; Erkek olanlarin sayisi
63 kisi olmak Uzere orani %36,2'dir. Lisans mezunu olanlarin sayisi 70 kisiden olusmak
Uzere %40,0'lk bir orana sahiptir. Daha sonra bu sirayl %22,3 oranla 39 doktora mezunu
takip etmektedir. Calisma sUresinde ise 6-10 yil olanlar 61 kisi orani %34,9'dur. 21 yil Uzeri
calisanlar 37 kisi orani ise %21.1'dir. Aylik geliri 4000-6000 TL arasi olanlarnn orani %33,7,
8000-10000 TL arasi olanlar %16,6'drr.

Y kusaginda olan kadinlar 71 kisi oimak Uzere orani %74,0; Erkek olanlarin sayisi
25 kisi olmak Uzere %24,0'dir. Lisans mezunu olanlarin sayisi 47 kisiden olusma Uzere
orani %49,0'dur. Daha sonra bu sirayi %20,8'lik bir oranla 20 YUksek lisans mezunu takip
etmektedir. Calisma sUresinde ise 1-5 yil olanlar 64 kisi orani %67,4't0r. 0-1 yil arasi
calsanlar 30 kisi orani ise %31,6'dir. Aylik geliri 3000-4000 TL arasi olanlarnn orani %29,5,
4000-6000 TL arasi olanlar 23,2'dir.

Tablo 21. Kusak Aynminda Degiskenlerin OrgUtsel Baglilik Arasindaki lliskinin

incelenmesi
X Kusagi Y Kusagi

Normatif Devam Duygusal OrgUtsel Normatif Devam Duygusal OrgUtsel

Baglilk Bagligi Bagliik Bagliik Bagliik Baglhgi Baglik Bagliik
Kisi Orgot  |T 715" -,084 -,395" L6217 753" -,081 -, 454" L6417
Uyumu P ,000 ,268 ,000 ,000 ,000 432 ,000 ,000
Kariyer r 197 ,239* -,001 263" 342 075 -153 ,329™
Gelistirme '™ 009 001 985 000 001 465 136 001
Ucret r 432" -032 -,245" ,387" ,353" -160 -164 229"
Adalefi p| 000 676 001 ,000 ,000 119 110 025
Orgitsel r ,634" -097 -,355" 541" 552" -,228" 413" A147
Adalet p| 000 200 ,000 ,000 000 025 ,000 ,000

*p<0,05; **p<0,01
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Bu tabloyu yorumladigimizda egitim yénunden her iki grupta da ilk olarak lisans
mezununun fazla oldugunu gdérmekteyiz. ikinci siralamada ise X kusadinda doktora
mezunu sayisi, Y kusaginda ise yUksek lisans mezunu sayisi daha ¢coktur. Bu veriler bize
orneklemimizi olusturan kisilerin egitim seviyelerinin yUksek oldugunu sdylemektedir. X
kusaginda calisma suresi 6-10 yil arasi olanlar, Y kusaginda ise 1-5 yil arasi olanlar
cogunluktadir. Bu durum bize Y kusaginin, X kusagina goére calisma hayatinda daha
yeni oldugu bilgisini vermektedir.

Kusak Aynminda Degiskenlerin Orgitsel Bagliik Arasindaki liskinin incelenmesi
icin yapilan Pearson korelasyon testi sonuclart asagida verilmistir;

X kusaginda;

Kisi OrgUt Uyumu ile Normatif Bagliik arasinda poxzitif yénli gUcld bir iliski
(r=0,715); Duygusal Baglilik arasinda negatif yénli orta bir iliski (r=-0,395); Orgutsel
Baglilik arasinda pozitif yonlU gUclU bir iliski (r=0,621) bulunmaktadir. Kariyer Gelistirme
ile Normatif Bagliik arasinda pozitif yonlo zayif bir iliski (r=0,197); Devam Bagllgi
arasinda porzitif yénlG zayif bir iliski (r=0,239); OrgUtsel Baglilik arasinda pozitif ydnlU zayif
bir iliski (r=0,263) bulunmaktadir. Ucret Adaleti ile Normatif Baglilik arasinda pozitif ydnlU
orta bir iliski (r=0,432); Duygusal Baglilik arasinda negatif yonlu zayif bir iliski (r=-0,245);
OrgUtsel Bagliik arasinda poxzitif ydnl orta bir iliski (r=0,387) bulunmaktadir. Orgitsel
Adalet ile Normatif Bagliik arasinda pozitif yénlG guclU bir iliski (r=0,634); Duygusal
Bagliik arasinda negatif yénlU orta bir iliski (r=-0,355); Orgitsel Badlilik arasinda pozitif
yonlU orta bir iliski (r=0,541) bulunmaktadir.

Y kusaginda;

Kisi OrgUut Uyumu ile Normatif Bagliik arasinda pozitif yénli gicld bir iliski
(r=0,753); Duygusal Baglilik arasinda negatif yéonlU orta bir iliski (r=-0,454); OrgUtsel
Bagliik arasinda pozitif yénlG gUc¢lU bir iliski (r=0,641) bulunmaktadir. Kariyer Gelistirme
ile Normatif Baglilik arasinda pozitif yénlo orta bir iliski (r=0,342); Orgitsel Bagliik
arasinda pozitif yénlJ orta bir liski (r=0,329) bulunmaktadir. Ucret Adaleti ile Normatif
Bagliik arasinda pozitif yénld orta bir iliski (r=0,353); OrgUtsel Bagliik arasinda pozitif
yonlo zayif bir iliski (r=0,229) bulunmaktadir. Orgitsel Adalet ile Normatif Bagliik
arasinda pozitif yénlu orta biriliski (r=0,552); Devam Bagliigi arasinda negatif yénlU zayif
bir iliski (r=-0,228); Duygusal Bagliik arasinda negatif yonlo orta bir iliski (r=-0,413);
OrgUtsel Bagliik arasinda pozitif ydnlU orta bir iliski (r=0,414) bulunmaktadir.
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Tablo 22. Kusak Ayrminda Dediskenlerin OrgUtsel Bagliiga Etkisinin incelenmesi

std olmayan sTon:orhz
Kusak Bagimili degd Bagimsiz degd t p Model F R2
Std.
B Beta
Error
Sabit 1,531 | 199 7,697 | 000*
Kisi OrgUt Uyumu 267 | 055 434 4,844 | 000
X kusag gc;ggﬁel Kariyer Gelistirme 078 | 046 104 1,696 | 092 | 30,131* | 415
Ucret Adaleti ,034 ,043 ,056 ,787 432
OrgUtsel Adalet 11 ,056 178 2,003 047
Sabit 1,602 | 301 5327 | ,000*
Kisi Orgut Uyumu 420 | 067 733 6,301 | ,000**
Y kusad ?{;%T:Jie' Kariyer Gelistirme 163 | 070 189 2343 | 021 | 19.791* | ,465
Ucret Adalefi 111 | 058 187 1,923 | ,058*
Brgutsel Adalet 035 | 071 ~,058 486 | 628

*p<0,10; **p<0,05

Kusak Ayrnminda Degiskenlerin OrgUtsel Bagliiga Etkisinin incelenmesi icin
yapllan regresyon testi sonuclarn asagida veriimistir;

X kusaginda etkinin incelenmesiicin kurulan model anlamlidir (p<0,05). Sonuclar
incelendiginde Kisi Orgut Uyumu ve Orgitsel Adalet, OrgUtsel Bagdliidr pozitif
etkilemektedir (Beta=0,434; Beta=0,178 p<0,05). OrgUtsel Bagliiktaki degisimin %41,5'i
Kisi Orgut Uyumu ve Orgitsel Adalet tarafindan aciklanmaktadir. Y kusadinda etkinin
incelenmesi icin kurulan model anlamiidir (p<0,05). Sonuclar incelendiginde Kisi Orgut
Uyumu ve Kariyer Gelistrme, OrgUtsel Baglig pozitif etkilemektedir (Beta=0,733;
Beta=0,189 p<0,05). Orgitsel Bagliiktaki dedisimin %46,5'i Kisi OrgUut Uyumu ve Kariyer
Gelistirme tarafindan aciklanmaktadir. Regresyon analizi sonucunda her ne kadar her
iki kusak arasinda anlamliiliskilere ulasiimissa da kusaklar arasindaki farklilasmalar dikkat
cekicidir. X kusaginda, kisi 6rgut uyumunun ve 6rgutsel adalet algisinin rgUtsel bagdlilik
Uzerinde anlamli bir etkiye sahip oldugu gdézlemlenirken; Y kusaginda kisi 6rgut uyumu,
kariyer gelistirme ve Ucret adaleti algisinin érgUtsel baglilik Uzerinde etkiye sahip oldugu
gorUlmektedir. Bir baska ifadeyle calismanin basinda ifade ettigimiz hipotezlerimizde
oldugu gibi Ucret adaleti (H3b) kariyer gelistirme (H4b) ve &rgUtsel adalet algisinin
(H5b) érgutsel bagdlilik Uzerindeki etkileri kusaklara gore farklilik géstermektedir. Kisi rgut
uyumu duUzeyi her iki kusakta da anlaml etkiye sahip olmasi nedeniyle kusaklar
arasinda farklilasan anlamli bir fark olmadigi sonucuna varilmistir. Bu nedenle H3b, H4b
ve H5b hipotezleri dogrulanmistir.
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Tablo 23. Kusak Ayrimindaki Degiskenlerin incelenmesi

Ortalamalar Standart
t df Anlamlilik Arasi Fark Hata Farki Farkin %95 Given Araligi
En Disuk En Yiksek

Kisi Orgiit Uyumu | -1,788 187,563 0,075* -0,24584 0,13751 -0,51712 0,02543
Kariyer
Geligtirme -2,777 222,35 0,006** -0,27571 0,0993 -0,4714 -0,08002
Ucret Adaleti -1,856 193,936 0,065* -0,25158 0,13554 -0,51889 0,01574
Orgiitsel Adalet
Algisi -1,851 191,108 0,066* -0,2465 0,1331¢9 -0,50921 0,01621
Orgiitsel Baglihk -1,721 201,376 0,087+ -0,12087 0,07025 -0,25938 0,01764

*p<0,10; **p<0,05

Son asamada ise diger hipotezlerimizi sinayabilmek adina t-testi analizi
gerceklestirimistir. Bu noktadaki amac, bes degiskene verilen ortalama cevaplarn
kusaklara gére farklilasip farkllasmadigini sinamaktir. Gerceklestirilen t-testi sonucunda
tUm degiskenlerin kusaklara gére istatistiksel acidan anlamli farkliiga sahip oldugu
tespit edilmistir. Dolayisiyla calismanin basinda ifade ettigimiz H1, H2a, H3a, H4a ve H5a
hipotezlerimiz dogrulanmustir.

6. Sonuc ve Oneriler

GUnUmuz is hayatinda, insan kaynagini elde tutmak ve calisanlan &rgUte
kazandirmak érgitlerin rekabet edebilme gicind arttirmaktadir. isgdrenlerin érgite
olan bagliiginin yuksek olmasi, isletmelerin calisanlarini elde tutmalarn acisindan énemli
bir rol oynamakla beraber, 6rgUtsel bagliigi yUksek calisanlann hedefleri ile érgut
hedeflerinin ortak olmasi sebebiyle drgUtlerin amacina ulasmasina dnemli dlctde etki
etmektedir.

Bu calisma, X ve Y kusaginin is hayat &ézelliklerindeki farkliliklan ele alarak, hem
orguUtsel bagligin hem de isgdren davranislarnnin drgUtsel bagliiga etkisinin kusaklar
arasinda degisip degismedigini  ortaya koymak icin  yapimistr. Bu amacg
dogrultusunda, X ve Y Kusag kavramlan ve ozellikleri gerekli yazin alaninda
arastinlarak, kisi-dorgut uyumu, Ucret adaleti, kariyer gelistrme ve &rgUtsel adalet
algllarinin érgUtsel bagliiga etkisinin karsilastinimasi yapilmistir. Bu arastirmayr yapmak
icin, 174 X Kusagi ve 96 Y Kusagindan olmak Uzere toplamda 270 kisi, 18-56 yas arasi
aktif calisma hayati olan bireylerden veri alimi gerceklestiriimistir. Nicel arastirma
metodu olan anket ydntemi ile cesitli dagitim kanallar kullanilarak veri toplama islemi
gerceklestiriimistir.

Arastirma  kapsaminda toplanan veriler ve vyapilan tfestler sonucunda
hipotezlerimizin famamina yakini olmak Uzere dogrulanmistir. Kisi-6rgut uyumunun
orgutsel baglilik dUzeyine etkisinin kusaklar arasinda farkliigini géstermek amaciyla
olusturulan hipotezimiz (hipotez 2b) haric diger hipotezlerimiz (Hipotez 1, 2a, 3a, 3b, 4q,
4b, 5a, 5b) dogrulanmaktadir. Hipotez bulgularnnin degerlendirmesine asagida yer
verilmistir;

Hipotez 1'i inceledigimizde veriler 6rgUtsel bagligin kusaklar arasi farklilastigini
ortaya koymaktadir. Bu noktada hipotezimiz anlaml olup literatUrdeki bulgular
tarafindan desteklenmektedir. Bu durumu su sekilde degerlendirebiliriz; Y kusadr genc
olmasindan dolayl daha fazla is alternatifine sahiptir. Ayrica Y kusaginin gérev suresinin
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daha dustk olmasi maddi unsurlar ve terfi imkanlarindan yararlanma  olasiligini
dUsurmektedir. Bu noktada is hayatina bakis acilan farkliik gdstermektedir. Daha
pragmatist yaklasima sahiptirler ve onlara daha fazla imkan ve fayda saglayan baska
bir sirkete gecmekten cekinmezler. X kusaginin ise, gorev sUresinin fazla olmasindan
dolayi kazanc ve terfilerden yararlanma imkanlar daha yUksektir. Bundan dolayl daha
sebatli calisirlar ve baska bir is yerine gecip konforlarnni bozmak istemezler. Bu faktorler
g6z édnunde bulunduruldugunda, érgutsel bagliik noktasinda kusaklar arasi ayrnmin
farkllastigini yas ve gorev suresinin farkliigr sebebiyle aciklayabiliriz.

Kisi-orgUt uyumunun &rgutsel bagliiga etkisi her iki kusakta da anlamli bir sekilde
etki etmesine ragmen, kusaklar arasinda aynsmadigr gérolmektedir. Kisi 6rgit uyumu X
ve Y kusagina anlaml bir sekilde etki ederken, kisi-6rgut uyumunun etkisi kusaklar
arasinda farkllasmamaktadir. Bu hipotez, kisi-orgut uyumunun kusaklar arasi
farkllasamamasi sebebiyle gecersiz kabul edilmistir fakat Beta skoruna baktigimizda X
kusaginda %43, Y kusaginda ise %73 olarak kusaklar arasinda farklilasmanin oldugu
tespit edilmistir. Bu skor, kisi-dOrgUt uyumu degiskeninin etkisinin glcUnU gdstermektedir.
Dolayisiyla, Beta skorlan acisindan  karsilastrdigimizda, Y kusaginda  Kisi-drgUt
uyumunun daha yuUksek seviyede bir aciklayicilk gucU oldugu gbze carpmaktadir.
Kusak ozelliklerini ele alarak bu farkliigi su sekilde aciklayabiliriz; Y kusagi, is hayatinda
beklentisi daha yUksek ve faydaci bir kusak olarak gbze carpan calisanlardan
olusmaktadir. X kusagdi ise, daha dusuk beklentisi olan ve uyum saglama becerisi daha
kuvvetli bir kusaktir. Dolayisiyla Y kusagi, 6rgUutin kendine uyum saglamasini beklerken,
X kusadl orgUte uyum saglamayr amaclamaktadir. ilgili literatire baktgimizda, X
kusaginin  beklentisinin  daha makul oldugu icin kisi-6rgut uyumunu yakalama
noktasinda daha basanli oldugunu, Y kusaginin ise, sabirsiz olmasi ve anlik
beklentilerine hemen cevap verilmesini istemesi sebebiyle, kisi-orgut uyumuna daha
fazla ihtiyac duydugu gdéze carpmaktadir. Y kusaginin bu ozelliklerini géz dninde
bulundurdugumuzda, kisi-6rgUut uyumunun &rgUtsel baglilga etki gucinin daha fazla
olmasinin nedenini aciklayabiliriz.

Kariyer gelistirmenin kusaklar arasi drgUtsel bagliga etkisinin farklilasmasini
degerlendirdigimizde, X kusaginda gUven aralig %90, Y kusadinda ise %95 olarak
glven aralk duozeyinin farklilastigini gérmekteyiz. Kariyer gelistrme ve kariyer
gelistirmenin &rgUtsel bagliga etkisi anlamli cikmis ve kusaklar arasi farkliiklasarak
hipotezimiz dogrulanmistir. X kusagdi calisanlan yasi geregdi is hayatinda, daha uzun
bulunmus ve kariyer gelistirmeyi daha erken tamamlamislardir. Bununla birlikte, is
yasam dengesini saglayabilmek, calishdi is ortaminda kendini rahat hissedebilmek
onlar icin daha éncelikli bir konumdadir. Y kusagi ise, calismaya daha gec baslamasi
sebebiyle kariyer gelistrmenin heniz basindadir. is hayatinda sabirsizdirlar ve hemen
yukselmeyi arzu ederler bundan dolayi kariyer gelistrmeye daha fazla odakhidirlar. Y
kusagi, X kusagina goére kariyer gelistirmelerini destekleyen &rgutleri tercin ederek
calsmayi sirdirmeye daha isteklidir. Y kusagi acisinda kariyer gelistirmenin drgUtsel
bagliik Uzerindeki eftkisinin daha yUksek c¢ikmasi, kusaklarn calisma hayatinda
birbirlerinden aynisan &zellikleri ve bu dogrultudaki beklentileri ile aciklanabilir. Kariyer
gelistirme ve kusak ayrnmi ile ilgili literatUrde yapilan arastirma bulgular ile hipotezimiz
birbirleriyle uyumlu olup desteklenmistir.

Ucret adaleti algssi ise, X kusadinin érgttsel badliigr Uzerinde anlamli bir etkiye
sahip degdilken, Y kusaginda %90 gUven araliginda anlamli ¢cikmistir. Dolayisiyla Ucret
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adalet algisinin érgUtsel bagliiga etkisinde, iki kusak arasinda ciddi bir fark oldugu
go6rUlmektedir. Bu dogrultuda hipotezimiz dogrulanmaktadir. Literatirde baska
toplumlarda farkl sonuclara ulasimasina ragmen Turkiye baglaminda baktigimizda, X
kusaginin Ucreti daha az dnemsedigi gdérulmektedir. Kusaklar arasindaki bu farklilik ele
alindigin ise olasi sebepler arasinda 6zellikle X kusaginin, Ucrete karsi daha sebatli
olmasi ve is ortaminda saygl ve deger gdérmek gibi manevi unsurlarn daha cok
onemsemesi sebebiyle Ucrete ilk siralamalarda yer vermemesi gelebilir. Y kusagdi ise,
calisma hayatinda yeni olmasindan dolayi paraya olan odaginin daha yuksek olmasi
ve maddi unsurlarnn 6n planda olmasi sebepleri bu durumu aciklayabilir. Dolayisiyla X
kusaginin Ucret adalet algisi 6rgUte olan bagliigina etki etmezken, Y kusaginin Gcret
adalet algisinin disUk olmasi, érgute olan bagliiginin azalmasinda énemli bir etken
olarak belirlenmistir.

OrgUtsel adalet algisi, drgUtsel badliiga X kusadinda etki ederken, Y kusadinda
anlamsiz bulunup etki etmedigi gorUimektedir. Kusaklar érgUtsel adalet Uzerinden
birbirinden farkllasmakta olup hipotezimiz anlamli cikmustir. Ayrica literatUrdeki bulgular
da hipotezimizi destekler niteliktedir. Bu hipotezi kusaklarn is hayatl &zeliklerinden
degerlendirdigimizde; X kusaginin, daha uzun bir calisma hayat oldugu icin érgutte
adalet algisinin daha yuksek ve gelismis oldugunu sdyleyebiliriz. Ayrica calisma suresi
yUksek oldugundan bu anlamda daha fazla emek vermislerdir. Bu emegin karsiigini
kendilerine verilen deger ile dlcmektedirler. Dolayisiyla X kusaginda, érgutsel adaletin
orgUtsel bagliga eftkisini, calisma hayatina bakis acisi ve calisma  suresi ile
aciklayabiliriz. Y kusaginin ise, is hayatinda daha genc olmasindan dolayi Ucret ve
yUkselmeye daha fazla odaklandigini gérmekteyiz. Bununla birlikte 6rgUtsel adalet
kavrami Y kusagdi icin yeni ve cok yerlesmemis bir kavram olarak kabul edilebilir.
Dolayisiyla, Y kusagi icin érgutsel adalet algisinin érgute olan bagdliliklar Gzerinde
etkileyici bir faktér olmadigini séylememiz mimkondur.

Bu calisma literatUre, X ve Y kusaginin is hayatina bakis acilar Gzerinden isgéren
davranislanindaki aynsmalari ve bu durumun drgutsel bagliigi etkilemesindeki farkliliklan
ortaya koyarak katki saglamaktadir. Bununla birlikte; kisi-6rgut uyumu, kariyer
gelistirme, Ucret adaleti ve érgutsel adalet algilan dediskenlerinin 6rgutsel baglihdi
etkileme gucUnUn de neredeyse yUksek oldugu sonucuna ulasilmistir. Arastirma sinirli
ve sektdr bazl sekilde yapilmamistir. Genel olarak egitim seviyesi yUksek bireylerden
veri almi saglanmistir.  EQitim ve sektér degiskenlerinin de  kusaklar arasindaki
farkllasmay! etkileyebilecedi &ngodrUlmektedir. Ayrica &rgutsel bagdliigr etkileyen
degiskenlerin de cogaltilarak farkliliklarnn daha fazla genisletilebilmesi muhtemeldir. Bu
bakimdan gelecek calismalara, drgUtsel bagliigr etkileyen farkl degiskenlerin de géz
6nunde bulundurulmasi ve sektdr bazl arastirma yapiimasi dnerilebilir.
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Extensive Summary
The Effect of Intergenerational Differences on Employee Behavior
Introduction

In today's working life, the survival of organizations and gaining competitive
advantage has become dependent on the effective use of human resources. The
meeting of the goals and objectives of the organization and the employee at the
same point supports the success of organizations and the increase in competitive
power. The ability of the employee's goals to progress together with the organization
is related to the level of commitment of the employees to the organization. Although
there are many factors affecting organizational commitment, this study focuses on
person-organization fit, career development, wage justice and organizational justice
perception.

In the literature, there are many studies conducted to determine the
differences in the work life of the X and Y generations. It is supported by many studies
that the level of commitment of the Y generation to the organization is lower. However,
rapid job changes make it more difficult for organizations to retain the Y generation
than the X generation. The fact that the expectations and goals of the X and Y
generations are not the same creates differences in the behavior of the employees.
For this reason, predicting employee behaviors and meeting expectations of
organizations becomes more complex. Therefore, these differences between
generations appear as one of the factors that affect organizations to achieve their
goals. This study aims to reduce this complexity by revealing the differences in
employee behavior of the X and Y generations.

The aim of the study is to test the effects of the differences in the perceptions of
person-organization fit, career development, wage justice and organizational justice
belonging to the X and Y generation employees on organizational commitment and
to reveal the differences between the two generations.

Organizational Commitment and Generations

In studies examining the effect of generational perceptions on organizational
commitment, it has been revealed that there is an interaction between the behaviors
of the X and Y generation in working life and organizational commitment (Silva et al.,
2015). If the employees of the X generation are satisfied with their image and status,
their commitment to the organization increases. It has been determined that sociality
and lifestyle satisfaction are important in the working life of Y generation individuals.
According to this study, Y generation individuals; They want to work in organizations
that support the development of their qualifications and skills, meet their career
development expectations, and implement flexible working hours. In addition, Y
generation employees; He also cares about social issues such as valuing himself in the
organization he works for, working environment, relationships with colleagues, work-life
balance and leadership style.

Intergenerational Differences in Factors Affecting Organizational Commitment

Person-organization fit is in a significant relationship with commitment and
satisfaction. Caldwell et al. (1990) found a relationship between job satisfaction and
organizational commitment of employees with high person-organization fit. According
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to this; person-organization fit positively affects organizational commitment and job
satfisfaction. In the literature, many researchers suggest that person-organization fit
affects organizational commitment.

To illustrate generational perspectives and generational differences in
remuneration, we must first understand the generations' value judgments about
earnings and money. Generation X is a generation that has withessed the economic
crises in the period and as a result, wants to live in higher standards and does not like
to take risks in money. Since they have grown up with a concern for the future, they
draw attention with their structure that knows the value of making money and is more
focused on retention. They "work for a living", but they do not want to be content with
little. The salary they will receive is of great importance in terms of reaching their goals
of living at high standards. Earning more wages motivates them to work harder and
be more involved in the organization. Wage is a factor that is at the forefront of the
reasons for the X generation to change jobs and therefore should not be ignored.
Using the wage and reward system correctly is an extremely important factor in
increasing the commitment of the X generation by ensuring that it is retained.

In order to explain the differences between generations through the effect of
career development on organizational commitment, it will be beneficial to progress
by understanding the working characteristics of the generations and their
perspectives on business life. Generation X is a generation that has developed their
ability to adapt to these dynamics quickly because they are exposed to so many
changes and fransformations as a result of the returns of their periods. Along with their
successin adapting, they attract attention with their flexible, challenging and idealistic
features in business life. In addition, this generation is task-oriented and willing to work
long-term. Generation X is open to self-development in terms of business, but they
have lower expectations for the applications made for this. His priorities are mostly to
get the reward of his hard work due to his long years of work.

The perception of organizational justice can change according to the
characteristics of generations, and as a result, there can be differences in employee
behaviors such as performance, motivation and commitment (Kian et al., 2014).
Generation Y individuals desire to work by identifying with their work environment and
job. Rewarding and career development opportunities implemented in organizations
support the identification of the Y generation with the organization. However, the Y
generation is the employees who are more prone to teamwork and give importance
to communication with their managers. For this reason, the perception of interactional
justice is predicted as an important factor influencing the performance of this
generation employees and their commitment to the organization. In addition, Y
generation members have less knowledge about organizational procedures because
they do not have much experience in working life. Millennials need to understand
these procedures and remove any question marks. Because the Y generation has the
potential o leave their organizations without hesitation, even in small matters whose
expectations are not met (Ismail & Bebenroth, 2016).

Research Method

In this study, it was preferred to use the questionnaire method, which is a
quantitative data collection tfechnique, in order to test the hypotheses. Data were
collected from individuals over the age of 18, working in the private and public sectors
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throughout Turkey. Data were collected from 307 people by means of e-mail and
social media. A sample of 270 questionnaires, which were filled in completely and
healthy data were obtained, formed.

The results of the Pearson correlation test conducted for the Analysis of the
Relationship between the Variables in Generational Separation and Organizational
Commitment are given below;

in the X generation;

A strong positive relationship between Person-Organization Adjustment and
Normative Commitment (r=0.715); A moderate negative relationship between
Emotional Commitment (r=-0.395); There is a strong positive relationship between
Organizational Commitment (r=0,621). A weak positive relationship between Career
Development and Normative Commitment (r=0.197); A weak positive relationship
between Confinuance Commitment (r=0.239); There is a weak positive relationship
between Organizational Commitment (r=0.263). A moderate positive relationship
between Wage Fairness and Normative Commitment (r=0.432); A weak negative
relationship between Emotional Commitment (r=-0.245); There is a moderate positive
relationship between Organizational Commitment (r=0.387). A strong positive
relationship between Organizational Justice and Normative Commitment (r=0.634); A
moderate negative relationship between Emotional Commitment (r=-0.355); There is a
positive moderate relationship between Organizational Commitment (r=0.541).

in the Y generation;

A strong positive relationship between Person-Organization Adjustment and
Normative Commitment (r=0.753); A moderate negative relationship between
Emotional Commitment (r=-0.454); There is a strong positive relationship between
Organizational Commitment (r=0.641). A moderate positive relationship between
Career Development and Normative Commitment (r=0.342); There is a moderate
positive relationship between Organizational Commitment (r=0.329). A moderate
positive relationship between Wage Fairness and Normative Commitment (r=0.353);
There is a weak positive relationship between Organizational Commitment (r=0.229).
A moderate positive relationship between Organizational Justice and Normative
Commitment (r=0.552); A weak negative relationship between Continuance
Commitment (r=-0.228); A moderate negative relationship between Emotional
Commitment (r=-0.413); There is a moderate positive relationship between
Organizational Commitment (r=0.414).

The model established to examine the effect in the X generation is significant
(p<0.05). When the results are examined, Person-Organization Harmony and
Organizational Justice positively affect Organizational Commitment (Beta=0.434;
Beta=0.178 p<0.05). 41.5% of the change in Organizational Commitment is explained
by Person-Organization Harmony and Organizational Justice. The model established
to examine the effect in the Y generation is significant (p<0.05). When the results are
examined, Person-Organization Harmony and Career Development affect
Organizational Commitment positively (Beta=0.733; Beta=0.189 p<0.05). 46.5% of the
change in Organizational Commitment is explained by Person-Organization Harmony
and Career Development. As a result of the regression analysis, although significant
relationships were reached between both generations, the differences between the
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generations are remarkable. While it is observed that person-organization fit and
perception of organizational justice have a significant effect on organizational
commitment in the X generation; It is seen that the perception of person-organization
fit, career development and wage |justice have an effect on organizational
commitment in the Y generation. In other words, as in the hypotheses we expressed at
the beginning of the study, the effects of wage justice (H3b), career development
(H4b) and organizational justice perception (H5b) on organizational commitment
differ according to generations. Since the level of person-organization fit has a
significant effect on both generations, it has been concluded that there is no
significant difference between generations. Therefore, hypotheses H3b, H4b and H5b
were confirmed.

In the last stage, t-test analysis was performed in order to test our other
hypotheses. The aim at this point is to test whether the average responses to the five
variables differ according to generations. As a result of the t-test performed, it was
determined that all variables had statistically significant differences according to
generations. Therefore, our H1, H2a, H3a, H4a and H5a hypotheses that we stated at
the beginning of the study were confirmed.

Conclusion

As a result of the data collected and tests conducted within the scope of the
research, almost all of our hypotheses have been confirmed. Except for our hypothesis
(hypothesis 2b), which was created to show the difference in the effect of person-
organization fit on the level of organizational commitment, our other hypotheses
(Hypothesis 1, 2a, 3a, 3b, 4a, 4b, 5a, 5b) are confirmed.
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