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Farkh Kusaklardan Ogretmenlerin Is Degerleri ile
Isten Keyif Almalar1 Arasindaki Iliskinin
Cesitli Degiskenler Acisindan Incelenmesi”

Makale Tiirii Bagvuru Tarihi Kabul Tarihi
Aragtirma 2.10.2020 16.12.2021
Berrin Senses™ Nihan Demirkasimoglu™"
Oz

Bu ¢alismanin amaci, X ve Y kugagi 6gretmenlerinin ¢alisma degerleri ile isten keyif alma diizeyleri
arasindaki iligkileri ile bu degiskenlerin cinsiyet, kidem ve kusak degiskenleri bakimindan
incelemektir. Arastirma, tekli ve iligkisel arastirma modelleri ile tasarlanmugtir. Ankara ilinde kamu
ilkokul ve ortaokul kademlerinde gorevli toplam 28501 6gretmenin 6rneklemde 381 6gretmen ile
temsil edilebilecegi varsayilmistir. Veri toplama araci olarak, arastirmacilar tarafindan gelistirilen
“Is Degerleri Olgegi” ve “Isten Keyif Alma Olgegi” nin Tiirkce'ye uyarlanmasi ile gelistirilen iki
farkli olgek kullanilmigtir. Arastrmanin sonuglari, Y kusagi Ogretmenlerinin X kusagi
O0gretmenlerinden daha fazla ¢alisma degerlerini 6nemsedigini gostermistir. Kadin 6gretmenler,
erkek 6gretmenlere gore kisisel gelisime ve dis ddiillere daha ¢cok onem vermektedir. 21 yil ve lizeri
kideme sahip dgretmenler 6-10 y1l kideme sahip 6gretmenlerden daha fazla isten zevk almaktadir.
Genel olarak ogretmenler, islerinden orta diizeyde keyif almaktadir. X kusagi 6gretmenlerinin
digsal ddiiller ve isten keyif almalari arasinda pozitif, anlaml ve diigiik bir iliski vardir. Her iki
kusaktan Ggretmenler igin isten keyif almanin diger boyutlari arasinda pozitif, anlamli ve orta
diizeyde iliskiler saptanmistir. Aragtirma sonuglarina dayali olarak, Y kusagi ogretmenlerinin,
kariyer siirecinde yerinde saymayi reddetmesi ve siirekli gelisim beklemesi bulgularmdan
hareketle, yeni nesil 6gretmenler i¢in kariyer firsatlarini zenginlestirmek onerilebilir.
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Introduction

In today's organizations, different generations work together and their work values vary according
to the characteristics of the period in which they were born. Individuals’ generation affect their feelings
and attitudes towards the organization (Smola and Sutton, 2002). Schools are one of the organizations
with the most generational differences. In recent years, Baby Boomers, Generation X and Generation
Y teachers have been working together. The experiences and social events of generations are quite
different from each other. Thus, it is expected that teachers' expectations, goals, attitudes and job
enjoyment levels will be different from each other. While some researchers (eg Ros et al., 1999) do not
separate work values from general values, some researchers (eg. Elizur and Sagie, 1999) argue that
work values are independent of values. Rokeach defines the values as “determinants of virtually all
kinds of behavior that could be called social behavior or social action, attitudes and ideology,
evaluations, moral judgments and justifications of self and others, and attempts to influence others”
(cited in Licata, 2007, p.17). Work values are related to general values and work values are a more
specific part of general values. Work values have more prominent features than general values because
they are related to beliefs about desired situations or behaviors specific to the work environment (Ros,
etal., 1999).

There are two types of work values, intrinsic and extrinsic (eg Lyons et al., 2010; Ros, et al., 1999).
Schwartz (1999) states that intrinsic work values are formed by desirable situations, such as the ability
to achieve personal improvement in the workplace, to obtain opportunities for autonomy or creativity.
Intrinsic work values allow the employee to develop himself/herself and to use his/her abilities
(Kalleberg, 1977). Extrinsic work values include values related to the financial aspect of the work such
as salary, interests or security (Lyons et al., 2010). Ros et al. (1999) define extrinsic work values as
protective values that provide the necessary needs for occupational safety, regular payment of salaries
and general security of employees. Extrinsic work values mean that the employee can improve socially,
receive financial rewards, and provide the physical opportunities that will make the employee happy in
the work environment. In his empirical study, McGrath (2012) reported that teachers rated the intrinsic
work values as the most important among seven workplace domains comprised of extrinsic and intrinsic
values. Thus for teachers, intrinsic work values are perhaps more important than all other professions.
Therefore, it seems important that teachers have their intrinsic incentives, intrinsic values and positive
psychology for the profession.

The concept of work enjoyment was first dealt with by Spence and Robbins (1992) as a sub-
dimension of the work on workaholism. It is indicated that an employee creating a work environment
that includes his or her needs or preferences will increase his /her job pleasure (Tims et al., 2014). Work
enjoyment is defined as making positive judgments about the quality of work-life or enjoying the
activities performed by the employees. For this reason, job enjoyment is mostly related to the intrinsic
motivation of the employees (Deci and Ryan, 1992; Graves et al., 2012). The more an employee enjoys
his job, the more his commitment to the organization will increase and the organization will adopt its
goals as its own goals (Graves et al., 2012). The work enthusiasm of the teacher can be easily understood
from his/her voice, looks, facial expressions, body language and words (Allen, 1980). The teacher who
enjoys his job can be expected to be more active in learning-teaching activities that he will perform his
job with pleasure and willingly.

In organizational studies, the subject of the generations constitutes quite a new research area
(Costanza et al., 2012). The most common definition of the concept refers a group that has certain
characteristics and is born together in the same time period and has acquired certain common
experiences due to the period in which they live historical and social events together that are critical in
social history (Davis et al., 2006; Kupperschmidt, 2000, Westerman and Yamamura, 2006). The
generation group of the individual develops the character of an individual's feelings towards the
organization, expectations from the job and how these expectations were met (Smola and Sutton, 2002).

Generation X consists of individuals born between 1960-1980 (Zemke et al., 2013, p.21). Due to
significant changes between 1960 and 1980, Generation X is expressed with the concept of "transitional
generation" both in and outside Turkey (Ayhan, 2013) because this period has affected the people of
this period negatively due to the oil and financial crisis. This is a generation that prefers to work for a
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living (Zemke et al., 2013). The quality of work-life, family life, quality and the balance between the
two are very important for individuals belonging to generation X (Burke, 1994). Teachers of Generation
X can also be expected to prefer comfortable conditions and flexible working hours in working
environments to maintain the balance between work life and private life.

Generation Y is the generation of people born between 1980 and 2000 (Zemke et al., 2013).
Generation Y is expressed in different definitions such as “Gen Y”,“Gen Me ”,“ Millenials ”, “Echo
Boomers”, “Generation Next”, “Digital Generation” or “Internet Generation (Broadbridge, Maxwell,
and Ogden, 2007). Born in a period of economic prosperity (Hurst and Good, 2009), they have
experienced globalization, rapid technological advances and increased diversity (Kuron et al., 2015). A
life without technology is considered impossible for them (Ware, 2013). Researches have identified
Generation Y as an ambitious, self-confident, open to cooperation and free generation (Ng et al., 2012).
Generation Y seeks to answer the question “what can the organization do for me?” rather than keeping
the organization's goals above its own. This generation places great importance on enjoyment at work
rather than strict organizational rules (Gravett and Throckmorton, 2007), and prefer social and enjoyable
working environments (ili¢ and Yal¢in, 2017). Several studies (e.g. Cengelci, et al, 2013; Holdsworth,
2000; Karagoz and Seref, 2019; Markham et al., 2008) investigated the sociological phenomenon of
values in school settings mostly concentrating on students’ values and values education. On the other
hand, the number of studies examining the teachers' work values are quite limited. One of the earlier
studies (Kusdil and Kagitcibagi, 2000) examining Turkish teachers’ value orientations included 183
teachers from public and private schools. Based on a list of 60 values, results revealed that teachers do
not show a completely homogeneous value structure, and individuals have psychological needs in terms
of both autonomy and commitment. The results also showed that religious orientation has a decisive
role in the value system of Turkish teachers. Another study (Goktiirk, 2009) investigated the relationship
between teachers' leisure orientation and organizational commitment. It was found that a high level of
leisure orientation increased work group commitment and accordingly organizational commitment. The
generation group to which the individuals belong affect their feelings towards their organizations,
management, authority and their expectations from their jobs (Smola and Sutton, 2002). For example,
Bledsoe (2018), investigated whether teachers from Baby Boomers, X and Y generations use technology
effectively at school. He found that Y generation teachers use technology more comfortably and better
than other generations. One of the biggest challenges that managers face today is to effectively manage
different generations working side by side (together) in many organizations (Lester et al., 2012). In
schools where different generations work together, it seems important to know the working values of
different generations, to make managerial designs that will enable them to enjoy it, and thus to reach
empirical data to improve school effectiveness. To this end, the purpose of this study is to investigate
the work values of public primary and secondary school teachers in relation to their work enjoyment
levels, generation, and seniority.

Method
Research Design

Work values and work enjoyment levels of the teachers from the X and Y generations were
determined by a single survey model. The relationship between the work values from X and Y
generation teachers and their work enjoyment was determined by the correlational survey model.

Sample

According to the formal Statistics of MoNE (2017), the population is composed of 28501 teachers
working in public primary and secondary schools in the largest nine districts of Ankara (Cankaya,
Altindag, Etimesgut, Kegioren, Golbasi, Mamak, Pursaklar, Sincan and Yenimahalle) in the 2017-2018
academic year. It was assumed that 381 teachers could represent the population at o = .05 significance
level and 5% tolerance level (Balci, 2004). Depending on the ratio of teachers in the population, 180
primary school teachers and 201 secondary school teachers were sampled. 47% of the teachers who
participated in the study worked in public primary school and 52% worked in public secondary schools.
Of the participants, 52% were in the 58-38 age range, 48% were in the 38-18 age range. Therefore, 52%
of the participants are from the X generation and 48% from the Y generation. 13% of teachers have 1-
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5 years, 17% 6-10 years, 24% 11-15 years, 22% 16-20 years and 24% have 21 years or more seniority.
84% of teachers have an undergraduate degree and 16% graduate degrees.

Instruments and Procedures

Two scales and one information form were used to determine the teachers' work values and job
enjoyment levels.

Work Values Scale. While developing the work values scale, an item pool was created by
considering the literature and previous scales. The preliminary scale draft included 22 items and four
sub-dimensions: self-improvement dimension (six items), social benefit dimension (three items), job
opportunities dimension (eight items) and extrinsic rewards dimension (seven items). Response options
in the scale consisted of; not important (1), less important, important, very important and absolutely
important (5) .

The dimension of self-improvement includes items expressing: personal improvement (Zhang et
al., 2007), and achievement (Lyons, 2010; Schwartz and Sagiv, 1995; Schwartz and Bilsky, 1990) using
skills (Lyons, 2010), encouragement (Schwartz and Sagie, 1995; Schwartz and Bilsky, 1990). The social
benefit dimension expresses teachers' expectations about the social dimension in their work lives that
emphasizes the interestingness of the work, the interactive working environment (Hattrup et al., 2007)
and the work-life balance (Lyons, 2003). The extrinsic rewards dimension is a dimension based on
extrinsic work values (Elizur, 1984; Lyons, 2010).

As a result of the AFA, it is seen that the first factor (self-improvement) consists of seven items,
the second factor (social benefit) consists of three items, the third factor (opportunities provided by the
job) consists of four items and the fourth factor (external rewards) consists of three items. Factor
loadings of the scale items ranged from 0.50 to 0.81 in the first factor, from 0.71 to 0.76 in the second
factor, from 0.54 to 0.85 in the third factor, and from 0.69 to 0.87 in the fourth factor (Appendix 1). The
items took place in the final form of the scale after the reliability and validity analysis are largely
consistent with the draft scale.

The total variance explained by the four-factor scale was 66.9%. The first dimension explained
44,153% of the total variance, the second dimension explained 9,028% of the total variance, the third
dimension explained 8,155% of the total variance and the fourth dimension explained 5.46% of the total
variance. The Cronbach alpha coefficients of the subscales were .87, .83, .82 and.82, respectively. The
items on the scale are scored between 1-5. Increasing scores from each scale indicate that the work
values in the related dimension are considered important by the raters.

Work Enjoyment Scale. To measure teachers' work enjoyment, a sub-scale of Spence and
Robbins’s (1992) “Workaholism Scale” (revised by McMillan et al. 2002) was translated to Turkish
within this research. The original form of the Work Enjoyment Scale was tested on 320 employees and
consisted of six items. Cronbach Alpha coefficient of this scale was determined to be .85. The necessary
permissions have been obtained from the authors. Turkish validity of this scale was tested through the
explanatory factor analysis and reliability analysis was performed through the item analysis. Cronbach
Alpha coefficient was also calculated for reliability. The scale consisted of six items and is arranged in
a 5-point Likert form. Response options in the scale consist of the expressions: “totally disagree” (1) to
“totally agree” (5). Increasing scores indicate that teacher enjoyment is high. As a result of the
exploratory factor analysis, the scale was found to be one-dimensional. Factor load values of items
under a single factor were .68 and .82, and item-total correlations were .56 and 72. The total variance
explained by this factor is 59%. Accordingly, the total variance is assumed to be a good value because
it is over 30% (Biiytikoztiirk, 2005, p.125). Cronbach Alpha coefficient is .86. Final form of the “Work
Enjoyment Scale” consisted of six items and one dimension (Appendix 2).

Data Analysis

The arithmetic mean and standard deviation, t-test, one-way analysis of variance were used for the
analysis of the data. Descriptive analyses were carried out using SPSS 18.0 and 0.05 was taken as a
basis for significance tests. Statistics Package Program for Social Sciences (SPSS) 22 program was used
in the analysis. Permissions for data gathering were obtained from Hacettepe University Ethics
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Commission and MEB. Before data analysis, it was first examined whether there were missing data in
the data set and there were no more than 5% missing data. Demir and Parlak (2012) stated that the most
appropriate way is to assign the average of the existing data instead of deleting the missing data.
Therefore, the missing data were completed by applying the mean assignment method. Secondly, in
order to examine whether the items have outliers, z scores were examined and no value outside the -3
and +3 score range was found (Pallant, 2007).

The missing data were completed by applying the average assignment method, Then, z scores were
examined in order to examine the outliers. The data took values between -3 and +3 score range (Pallant,
2007). While deciding to use the parametric or non-parametric tests, data was tested in terms of normal
distribution and the equality of variances. “The normal distribution property of scores obtained from a
continuous variable can be examined by three methods. The first is the use of descriptive statistics such
as skewness coefficient, arithmetic mean, and standard deviation. The second is the method of
examining with graphics. For this, the histogram chart graph, in which the normal distribution curve is
also drawn, is often used. The Q-Q method is recommended if the group is 20 and above” (Biiylikoztiirk,
2005). In order to test the normality of the data, skewness coefficients, histogram and Q-Q graph were
examined. Since the skewness and kurtosis coefficients of the data belonging to the study values scale
are between -2 and +2 (George and Mallery, 2010), the assumption of equality of the variances of the
measurements in the groups (Biiylikoztiirk, 2005) was examined with the Levene test. Data showed
normal distribution.

Results and Discussion

Work values in the self-improvement dimension. It was determined that the teachers of
Generation X highly rated the expression of “Provide me the opportunity to use my professional
knowledge and skills” (M = 4.26) most in this dimension. Generation X teachers rated the “Provide
opportunities for improvement and learning, as it involves tasks that challenge my skills” (M = 3.95)
lower than the other items. Y generation teachers highly rated “my profession offers continuous learning
and gaining new information opportunities (M = 4.46), probably because members of the Y generation
constantly like to improve themselves and open to innovations (Zemke et al., 2013, p.139). Chen and
Choi (2008) also showed that generations attach great importance to self-improvement rather than the
other work values and that personal improvement is the dimension which generations rate the highest.

Teachers' opinions related to working values in the self-improvement dimension according to
independent variables. Teachers' opinions about self-improvement dimension do not show significant
difference according to the variables of generation (t (s79) = 1.742, p> .05) and seniority (F (4) = 2.12,
p> .05). Ware (2013) asserted that the X generation attaches more importance to using their creativity.
Cennamo (2005), on the other hand, found that the Y generation attaches more importance to the
interestingness of the work, continuous learning, diversity and creativity. Similarly, Usta (2014)
reported that the teachers of the X generation attach more importance to creativity than the Y generation.
These conflicting results imply the need for more and more in-depth research. The differences may be
due to the other work related conditions such as sector or job title. There is a significant difference
between the opinions of male and female teachers about this dimension (t 379) = 3.77, p <.05). Namely,
female teachers attach more importance to self-improvement than male teachers, giving more
importance to using their skills, continuous learning and acquiring new knowledge and using their
professional knowledge.

Work values in the social benefit dimension. Items in the social benefit dimension of the work
values are found to be the most important aspect of the scale among all other dimensions. It is equally
important for teachers of both generations that their professions are compatible with moral values and
benefits society. The social benefit dimension is seen as a little more important by Generation Y teachers
(M = 4.47) than Generation X teachers (M = 4.40).

Teachers' opinions about working values in terms of social benefit dimension according to
independent variables. Teachers' opinions of the social benefit dimension did not show significant
differences according to gender (t a79)= 1.95, p> .05), generation (t 379y = 1.073, p> .05) and seniority
variables (F (4) = 2.91, p>.05).
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Work values in job opportunities dimension. The scores of Generation X teachers (M = 4.22)
and Generation Y teachers (M = 4.26) are very close to each other. Generation Y teachers have a slight
higher score in this dimension. Both generations love fun at work, but generation X is a self-sufficient
generation that loves fun and rejects changes and prefers more individual work (Ware, 2013).
Generation Y (Zemke et al., 2013) is a generation that loves team-oriented work and gives importance
to sociality in the workplace (Zemke et al., 2013). (M = 4.25). That’s why Generation Y teachers (M =
4.31) seem to attach more importance to the item “opportunity to be in constant interaction and
communication with people” than the teachers (M = 4.25) of Generation X.

Cox (1999) found that X-generation give great importance to work-life balance. Twenge et al.
(2010) emphasized with their research findings that both X and Y generation members attach great
importance to work-life balance. They also reported that generation X and Y attach great importance to
freedom of work, but generation Y places more emphasis on free work conditions. Contrary to the
findings of this research, Twenge et al. (2010) expressed that generation Y attaches less importance to
social interaction than generation X because this generation is in constant communication with their
families or friends through technology, so social interaction is not that much important for generation
Y employees. Similarly, Usta (2014) emphasized that X and Y generation teachers value flexibility in
working conditions and working hours.

Teachers' opinions about working values in terms of job opportunities dimension according to
independent variables. Teachers' views about job opportunities do not show significant differences
according to generation (t 79 =. 599, p> .05) and seniority variables (F (4) = 1.120, p> .05). The work
values of the teachers in terms of job opportunities showed a significant difference (t @79 = 3.1, p <.05)
according to gender. Higher scores of the female teachers can be interpreted that female teachers attach
importance to sociality in their work values and they expect flexibilities, look for fun and interactive
working environment.

Work values in job extrinsic rewards. Generation Y teachers (M = 3.76) give more importance
to the economic returns of the profession than teachers of X Generation (M = 3.56). However, when the
general characteristics of the generations are considered Generation X attaches more importance to
financial opportunities and they care about a fixed salary to guarantee themselves (Aygenoglu, 2015).
Current research results displayed that teachers from Generation X are less interested in financial
returns. This finding is contradictory to the past research findings. This difference may be stemming
from the nature of the teaching profession which includes roles and responsibilities that are different
from other professions. More specifically, some motives that the teaching profession includes such as
public service ideals may be much more dominant than the other profession which in turn teachers may
be giving priority to these social benefit dimensions than the extrinsic motivators. It is determined that
the Y generation teachers attach more importance to all expressions in the dimension of external
rewards. Findings of Twenge et al. (2010) are consistent with the current findings of this research in the
sense that generation Y gives more importance to financial gain, appreciation, and status. An additional
support comes from Cennamo (2005) that the Y generation attaches more importance to extrinsic
rewards than the X generation. Usta (2014) in his research found that there is no difference between
generations in terms of economic gains. Marcus (2014) suggests that career improvement is more
important for generation Y than generation X. Although it is emphasized in the literature that Generation
X attaches importance to economic benefits, including the current research it has been proved by many
studies that individuals of Generation Y pay more attention to economic benefits.

Teachers' opinions about working values in terms of extrinsic rewards dimension according to
independent variables. The work values of teachers in the dimension of extrinsic rewards did not show
significant differences according to generation (t (379)=1.889, p> .05) and seniority variables (F(4)=1.323
p>.05). Teachers' views on the dimension of the extrinsic rewards show a significant difference in terms
of gender (t(379)=3.2, p<.05). The average importance given by female teachers to the items about
external rewards is lower than male teachers. Accordingly, female teachers (M=4.42) give more
importance to financial gain than male teachers (M=3.81). Job opportunities and extrinsic rewards were
more valued by female teachers than men in this study. Lee et al. (2012) reported that there are no
significant differences between males and females in their preferred work values of preservice teachers
in Malaysia. On the other hand, several previous studies that have tested the differences in job values
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of young people have revealed that men prefer jobs that offer external rewards, as opposed to jobs with
social and altruistic rewards that are preferred by women (Krahn and Galambos, 2014). The findings of
this study is consistent with this cumulative approach.

Teachers’ work enjoyment. Teachers rated “Because I enjoy my work, I do more than my work
requires”(M = 3.87) the highest in this dimension whereas they rated “When I wake up in the morning,
I look forward to going to work” (M=3.24) the lowest. In general, it is understood that generation X
teachers (M = 3.62) enjoy higher levels of work than Y teachers (M = 3.48). Generation X prefers to
enjoy life and work (Cordeniz, 2002). The teachers of Generation X showed the highest agreement to
the item, “because I enjoy my work, I do more than my work requires”(M = 3.94). Generation X loves
working and fulfills the requirements of the work and is affiliated with its organization (Oz, 2015). “My
job is so interesting that I don't think of it as a job” (M = 3.35) is the item that it least rated item X
generation teachers. These findings of the current study are in line with the Cogin’s research (2012)
proving that the most important value for Generation X was “asceticism” and for Generation Y was
“leisure”. In line with the past arguments (e.g. Zemke et al., 2013; Gravett and Throckmorton, 2007)
this research has shown that X generation teachers were more work-oriented and enjoy working.

Teachers' opinions about work enjoyment according to independent variables. The opinions of the
teachers about the enjoyment of work do not show significant differences according to generation (t (s79)
=1.754, p>.05) and gender variables (t 379) =. 571, p>.05). On the other hand, the opinions of teachers
about their work enjoyment show a significant difference according to seniority (F(4)=3.79, p <.05). In
the group comparisons using the Tukey test, teachers with seniority of 21 years or more (M = 3.78)
enjoy more than the teachers with seniority 6-10 years (M = 3.30).

The relationship between the work values of teachers from X and Y generations and their
enjoyment. The results of the Pearson correlation coefficient test were evaluated to explain the
relationship between teachers’ work values and their enjoyment from work (Table 1).

Table 1
The Relationship between Work Values of Generation X Teachers and their Work Enjoyment Levels
Variable ! 2 8 4 >
g 1 Xself-improvement 1
=2 2 Xsocial benefit 718** 1
> 3 X job opportunities .651** T27** 1
é 4 Xextrinsic rewards 495** .692** .528** 1
= 5 Xworkenjoyment 453** 347** 446** 175* 1

According to Table 1, the work values of teachers from generation X show a moderate positive
and significant relationship (r=.453, p<.01) between self-improvement and work enjoyment scores.
Accordingly, it can be assumed that as teachers of the X generation develop themselves, their level of
pleasure in work will increase. The relationship between the social benefit dimension of teachers' work
values and their enjoyment is moderate and positive (r=.347, p<.01). Meeting the needs and expectations
of teachers from generation X towards the social dimension positively affects their level of pleasure at
work.

The relationship between the job opportunities of the teachers of the X Generation and the
enjoyment of the job (r = .446, p <.01) is moderate, significant and positive. Meeting the needs and
expectations of teachers of X Generation regarding the opportunities provided by the job positively
affects their level of pleasure in their job. It can be asserted that the level of work enjoyment is increased
especially when the needs of generation X teachers are met such as appropriate working hours, work-
life balance, happy work environment. In other words, the satisfaction of the needs of X generation
teachers increases the work enjoyment levels of Y generation teachers. The relationship between the
extrinsic rewards dimension and work enjoyment (r = .175, p <.01) of the X teachers was found to be
weak and positive.

The relationship between the work values of Y generation teachers and job enjoyment is explained
in Table 2 below.
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Table 2
The Relationship between Work Values of Generation Y Teachers and their Work Enjoyment Levels

Variable 1 2 8 4 5

¢ 1 Y self-improvement 1

= 2 Y social benefit .653** 1

> 3 Y jobopportunities .630** .685** 1

'\5‘ 4 Y extrinsic rewards .701** .654** .686** 1

= 5 Y workenjoyment A455** .370** .353** .301** 1

From the analysis of Table 7, it is seen that there is a moderate positive and significant relationship
(r = .455, p <.01) between the Y-teachers' self-improvement and work enjoyment scores. Accordingly,
it can be assumed that the level of enjoyment of work increases as teachers of Generation Y develop
themselves. There is a moderate and positive relationship between the social benefit dimension of the
work values of teachers from the Y generation and their work enjoyment (r = .370, p <.01). According
to this, meeting the needs and expectations of the Y generation teachers related to the social benefit
dimension positively affects their level of pleasure in the job.

A moderate, significant and positive relationship was found between the work values of Y
Generation teachers and their work enjoyment levels (r = .353, p <.01). Especially when Y generation
teachers’ needs such as appropriate working hours, work-life balance, happy work environment were
met, their levels of work enjoyment increase more than X Generation teachers. The relationship between
the work values of Y Generation teachers related to job opportunities and work enjoyment displayed a
moderate, significant and positive relationship (r =.353, p <.01). These findings can be interpreted that
satisfaction of the expectations of teachers from both X and Y generations related to their work values
will result in a moderate level of increase in their work enjoyment levels.

Conclusions

Teachers from both generations care about being successful in their profession and think that it is
important for them to demonstrate their skills in work life. Female teachers attach more importance to
opportunities for self-improvement than male teachers. Generation Y teachers attach more importance
to; a) self-improvement opportunities in the profession, b) the sense of success, c) develop and to use
their skills, d) learn continuously, e) different workplace activities than the teachers of generation X.
Teachers attach greater importance to the social benefit dimension among the other work values.
Teachers most value their professional values that are compliable with their moral values. Teachers
most value suitable working hours among the job opportunities and they expect their working hours to
be adjusted accordingly. Compared to male teachers, female teachers pay more attention to the
sociability, the benefits of the work, their working hours and also the balance between work and private
life. Extrinsic rewards is relatively the least important aspect of work values for the teachers. It means
that economic benefits in the teaching profession is of the least important among working values for the
teachers. Considering the nature and social aspects of the teaching profession, female teachers put less
emphasis on external rewards than for male teachers. Male teachers give more importance to extrinsic
values such as income and seniority.

Teachers from the X and Y generations enjoy their jobs at a moderate level. This finding implies
that the differentiaton between two generations is not sharp. As Lee et al. (2012) expressed “research in
western countries proved that young generations are more individualistic and prefer intrinsic work
values such as work autonomy, work identity, challenging jobs, and self-expression”. Thus, as a non-
western context, Turkish teachers’ generational differences do not seem to portray a striking difference
between X and Y generations.

Teachers are often satisfied with their work and therefore think that they do much more than their
profession requires and find their works enjoyable. During the working hours, the teachers of generation
X enjoy their work and try to do more than the profession requires during the working hours. Generation
Y teachers enjoy their jobs less than generation X. Teachers with a seniority of 21 years or more enjoy
their job more than teachers in the other seniority groups. The teacher group with the lowest work
enjoyment have seniority of 6-10 years which consists of a younger generation, the Y generation group.
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Finding of this study verified the past research revealing generational differences in work values from
other sectors (e.g. Cogin, 2012; Gravett and Throckmorton, 2007; ili¢ and Yalgin, 2017). Among
teachers' job-oriented goals, being financially satisfied or being promoted are relatively the least
important values. Considering the nature and social aspect of the teaching profession, the fact that
financial gains do not stand out for teachers is a result consistent with the references in the literature.
Although the importance given by teachers to financial gain is not very low, and Y generation generally
gives more importance to material rewards, teachers in both generations place little importance on
financial gains and emphasize service to society rather than economic gains in the currnt research. There
is a moderate, positive and significant relationship between the self-improvement, social benefit, and
job opportunities dimensions of the work values from X generation teachers. It means that teachers of
the X generation who develop themselves, be respected by society and can balance their work and
private life enjoy their work much more. There is a low and positive relationship between generation X
teachers' emphasis on extrinsic rewards and work enjoyment. There is a moderate, positive and
meaningful relationship between all dimensions of working values of teachers of the Y Generation and
their work enjoyments. Taken together, generational work values provide meaningful insights to grasp
the work related perspectives of teachers and important clues for school administrators to motivate them
in school settings.

Recommendations

1. Personal improvement is an opportunity that teachers expect and value support from their
professions and administrators. The opportunities that teachers can transfer their knowledge and skills
to their colleagues, the improvement of opportunities and environments that can support teachers’
creativity have the potential to increase the attractiveness of their working life.

2. Social benefits include the values that teachers from both generations gave the most
importance. Taking steps to improve the social status of the teaching profession can increase teachers'
work-life enjoyment.

3. Although the economic benefits in the teaching profession is a work value that is pushed to the
background among teachers, teachers of Generation Y have a desire to earn more than those of
Generation X teachers. Considering that income level is an important value for new generations,
improving the income level of teachers can increase the interest of young talents to the profession.

4. The number of young teachers is gradually increasing. The youngest teacher who started to
work as a teacher is around 22 years old and teachers born between 1981-2000 will enter the teaching
profession as Generation Y. One of the ways to increase their commitment to their profession is to pave
the way for them to progress in their careers and professions. Because the new generation refuses to
count in place, they expect continuous improvement, progress, and appreciation during their career
pathways. For this reason, it would be appropriate to enrich career opportunities for new generation
teachers.
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