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ABSTRACT
The purpose of this study is to examine the relationship between whistleblowing and
organizational citizenship behaviors in high school teachers. The research was conducted
using the screening model. A total of 381 teachers participated in the research from general
and vocational high schools. 216 (56.7%) of them were male and 165 (43.3%) were female. The
"Whistleblowing Scale" and "Organizational Citizenship Scale" were used to collect the data.
Descriptive statistics, t-test and ANOVA were used in the data analysis. The Scheffe test was
used for the comparison of multiple tests in order to determine the source of the difference for
the F values. Pearson correlation analysis was used to determine the relation between the level
of organizational citizenship behavior and whistleblowing. The results were tested at the level
of p<.01 and p<.05. The survey findings indicate that the teachers’ level of whistleblowing
behavior is moderate and that males are whistleblowers significantly more than females, and
that there is no significant difference between the groups in terms of the type of school. The
teachers’ level of organizational citizenship behavior was high and does not differ according
to gender, but significantly differs according to the type of school in favor of vocational
schools. In addition, correlation analysis indicates a positive and significant relationship
between teachers' whistleblowing behavior and organizational citizenship behavior at a low

level.

Key Words: Whistle blowing, Vocational schools, High schools, Teacher
éros¥ef DOI Number: http://dx.doi.org/10.12973/jesr.2016.61.1

1 Assist. Prof. Dr. - Mugla Sitk1 Kogman University, Faculty of Education - abbaserturk@mu.edu.tr

T



ERTURK
The Relationship between Whistleblowing and Organizational Citizenship Behavior for High School Teachers

INTRODUCTION

The occurrence of unethical behavior, corruption, and misconduct is a fundamental
problem for organizations, and studies have been undertaken on this subject. While some of
those studies concern preventive measures, others examine facts to identify such problems. At
the same time, for the losses arising from unethical and unlawful behavior of employees not
to affect organizations adversely or to affect them less, these problems must be known and
discovered as early as possible. The party to ensure this is the employees of the organization
themselves, who first witness the problem; for it is the employees of the organization who best
know the unethical behavior that occurs in the organization. From this point of view,
employees are regarded as a major source (Aguilar, 2009, 14). Sometimes, they disclose
unethical and unlawful events of this type which occur in the organization. An employee of
an organization revealing an unethical or unlawful practice in his organization is referred to
as a whistleblower (Near & Miceli, 1985).

Whistleblowing is indispensable to bring out and remove failings in systems. For this
reason, many countries have laws concerning the protection of whistleblowing (Aydin, 2003).
In Turkey, employees in the public sector often prefer to remain silent in the face of violations
they witness (Seckin & Karasoy, 2012). One of the reasons for such silence is the belief that
nothing can be gained by making known the violations that are noted. Another reason is the
fact that even if the person would like to make the wrongdoing known, he believes that this
would be considered squealing and he would suffer harm as a result (Toker Gokge, 2014a).
For this reason, the aim of the present study is to shed light on the phenomenon of
whistleblowing, which is little known and misinterpreted in Turkey, and to ensure its correct
understanding. In this way, the correct opinion can be raised regarding what should be done
by teachers and administrators in the face of them finding something wrong.

The term “whistleblowing” was first used in 1963 in the USA in documents concerning
internal security risks at a Senate committee. As a word, it means the police blowing the
whistle against a criminal to prevent a crime (Hersh, 2002, 243). In the Oxford English online
dictionary, it is defined as informing on an individual or organization engaged in an illegal or
immoral activity.

Near and Miceli (1985, 4) define this phenomenon as the disclosure of violations of
ethics and law that occur in an organization under employer’s control by an employee of the
organization in a manner that will affect the activities of the organization. Aktan (2006, 1)
defines it as the communication of illegal and unethical behaviors and acts in an organization
by persons who have knowledge of them to internal or external authorities so that they should
not cause harm to others within or outside the organization or to other organizations. Kiligoglu
and Giirol (1994, 1000) define it with regard to public employees, as the public disclosure by a
civil servant of unethical events or his complaints in the department where he works. Jubb
(1999, 78) defines it as the intentional and voluntary disclosure to the public of knowledge
concerning illegal activities or misconduct occurring in an organization with the aim of
eliminating such practices.

Scholars who analyze the phenomenon of whistleblowing state that this includes four
elements and that it is a process rather than an event. According to Near and Miceli (1985),
this phenomenon comprises at least four elements; the whistleblower, the wrongdoing or
misconduct, the authority receiving the complaint or information, and the organization that is
complained of. Doizer and Miceli (1985) state that this process involves five steps: 1) The
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wrongdoing or misconduct being observed by the employee; 2) The employee deciding to
blow the whistle; 3) The employee deciding whether or not this is under his responsibility; 4)
Selecting the appropriate method; and 5) Whistleblowing. The fact that the phenomenon
moves in a process is important as it shows that it is a decision arising step-by-step as the result
of a chain of thinking and analysis, while providing relief of mind for the person who displays
the behavior. According to Brennan and Kelly (2007, 65), this rescues the whistleblower from
his doubt concerning whether or not to carry out the action and shows that it is an ethical
decision-making process. In this process, there are factors influencing the decision of
employees to undertake or not to undertake whistleblowing about the organization.
According to Miceli, Near, and Schwenk (1991), these factors may be examined under three
headings as individual, organizational, and situational factors. Individual factors are values
such as the individual’s moral values, job satisfaction, and organizational loyalty. Arnold and
Ponemon (1991) find that employees with a low level of work ethics have also a low level of
whistleblowing behavior. Organizational factors concern organizational culture and the
bureaucratic attitude existing in the organization. They concern, for example, the attitude of
the organization toward the whistleblower and how it will operate the process. Situational
factors concern the type of the unethical activity that is the subject of whistleblowing, whether
this activity is directly witnessed or not, and whether it is recorded or not (Miceli et al., 1991;
Near & Miceli, 1985).

Park, Blenkinsopp, Oktem, and Omurgonulsen (2008) classify whistleblowing
behavior in terms of the way in which it is practiced. This classification includes the authority
to which the information is provided (internal/external to the organization), the path followed
by the whistleblower (formal/informal), and the way in which the whistleblower reveals the
information (anonymous/open). Internal whistleblowing means the communication of illegal
or unethical behavior noted in the organization to the internal management (Mansbach &
Bachner, 2010, 483-490). A teacher informing the principal of an illegal or unethical act by
another teacher or a school accountant or informing the district, province or Ministry officials
of such an act by the principal may be given as an example of internal whistleblowing.
According to Barnett, Cochran, and Taylor (1993), organizations encouraging internal
whistleblowing and eliminating the need for external whistleblowing constitutes an
advantage for them. External whistleblowing means informing a violation that occurs within
the organization to authorities outside the organization, for example, to an external agency, a
professional association, or the press (Mansbach & Bachner, 2010). A teacher informing the
press of an illegal or unethical act by another teacher, a school accountant or the principal may
be given as an example of external whistleblowing. This type of whistleblowing is not
endorsed by our society because it involves leaking information about the organization and
thereby causes harm to the image of the organization. However, there are reasons that lead
employees to take this path. Perrucci, Anderson, Schendel, and Trachtman (1980) and Elliston,
Keenan, Lockhart, and van Schaick (1985) state that these reasons include the fact that
communication among employees is graded rather than direct and the fact that officials do not
welcome whistleblowing or do not take it seriously.

Looking at the proposals made by scholars, it is proposed that the whistleblowing
process should be started from within and should move outward until the desired response is
obtained. Trevino and Nelson (2004, 80) lists the stages of whistleblowing from inside toward
outside, stating that in the face of a violation witnessed by the employee, he should first bring
it to the attention of the relevant manager within the organization, then discuss it with his own
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family, and if the desired response is not obtained from the manager, inform managers at other
levels, and if the desired response is still not obtained, communicate it to the relevant
supervisor in the organization. In this event, the organization can become aware of the
violation that has occurred and solve the problem internally. If the desired response is still not
obtained, it is stated that external whistleblowing should then be used.

The public perception of whistleblowing is very important. According to Sehgal (2014),
some people regard the whistleblower as a hero while others regard him as a traitor. Because
whistleblowing and its benefits are not sufficiently discussed and not correctly understood in
Turkey, whistleblowers are often accused of treachery. According to Aktan (2006, 3), this
behavior is often described with negative words such as “squealing” and “spying”. For this
reason, employees usually avoid whistleblowing. According to Sehgal (2014, 1),
whistleblowers are faced with threats while expecting something good in return for this useful
service they render. To rectify or prevent violations that occur in organizations, it is vital that
they should be brought to light (Ahmad, Smith, & Ismail, 2010). To remove this incorrect
perception and to clarify whistleblowing, the difference between whistleblowing and spying
is emphasized in definitions made. For a case to be considered whistleblowing, the
whistleblower must have performed this act not for personal benefit, but for the benefit of the
public. In most definitions, it is stated that whistleblowing is behavior based on good faith,
that considers the public benefit, or that is undertaken with the aim of preventing harm to
others (Aktan, 2006; Near & Miceli, 1985; Rehg, Micelli, Near, & van Scotter, 2008; Ray, 2006;
Dozier & Miceli, 1985). Certain definitions bring more clarity and state that whistleblowing is
“behavior that is displayed with the aim of rectifying a misconduct, violation, or neglect that
threatens public benefit.” In the opposite case, whistleblowing displayed with the aim of
securing personal gain is known among the public as spying (Ergun Ozler, Dil Sahin, &
Giderler Atalay, 2010, 186).

Many surveys conducted show that employees in educational organizations also
display whistleblowing behaviors. In a survey by Celep and Konakl (2012, 77), it was found
that teachers often blow the whistle for organizational benefit and for moral and professional
values. In research conducted by Saygan and Bediik (2013) with research assistants, a
significant relationship was found between whistleblowing and the sub-dimension, ethical
climate of altruism. The researchers state that whistleblowing is undertaken with the aim of
helping others. A study by Celep and Konakli (2012) on primary and secondary school
teachers developed scales of whistleblowing and for the reasons for whistleblowing. In the
study, it was found that teachers usually prefer internal whistleblowing and that the main
reason is for school purposes and school benefit. In the survey conducted by Toker Gokge
(2014a), 32 out of 164 teachers stated that they had witnessed an illegal act, and 11 of them
stated that they had resorted to whistleblowing. In this survey, it is found that most teachers
prefer informal and internal ways of whistleblowing. According to Toker Gokge (2014a, 278),
teachers avoid such behavior because they believe that they would be penalized by the
administration in return for their actions. Toker Gokge (2014b) finds that teachers prefer
internal and non-secretive ways of whistleblowing. In another survey, Toker Gokge (2013)
finds that 46% of teachers who witnessed an unethical or illegal event resorted to
whistleblowing. In other words, it may be said that 54% of teachers who witnessed an
unethical or illegal event did not blow the whistle, but elected to remain silent.
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Another variable of the study is Organizational Citizenship Behavior (OCB). Such
behavior is defined as the assumption by employees of positive roles toward the organization
about issues that do not fall within their own area of duty, on a voluntary basis and without
having any expectation (Neuman & Kickul, 1998, 263). This positive behavior displayed by
employees plays an important role in the efficiency and effectiveness of the organization.
Organ (1988) states that such behavior is employee behavior on a voluntary basis, which is not
included in the organization’s formal system of reward, but which helps the organization to
perform its functions. According to Giirbiiz (2007, 50), OCB is an individual behavior. It shows
the attitude and position of the individual toward the organization. The employee displays
OCB when he completes the work for which he is formally responsible and goes beyond it and
carries out additional voluntary work. In other words, it is behavior that takes place by going
beyond the requirements of the employee’s duty and doing more than required. According to
Podsakoff, Mackenzie, Paine, and Bachrach (2000, 513), such behavior is entirely voluntary as
it is not included in the employee’s job description. The employee is not faced with a penalty
when he does not carry out or neglects such work. This type of behavior is displayed usually
as a result of personal choice. In other words, such work is behavior that is not influenced by
the organization’s system of penalty and reward, that is undertaken on a voluntary basis, and
that is for the benefit of the organization. This includes, for example, the display of behavior
by an employee such as helping other employees in the organization after he completes his
own duty, accepting them as they are, not complaining in the face of small problems, working
carefully, contributing to the order and cleanliness of the workplace, using positive
expressions about the organization, and protecting the resources of the organization (Bateman
& Organ, 1983).

Studies on organizational citizenship behavior have identified the factors influencing
the emergence of such behavior. These are organizational factors, the characteristics of the
work, the characteristics of the leader, and individual factors. Organizational factors concern
organizational justice, the attitude toward work, the hierarchical order, the organizational
vision, participation in decision-making, and the integration of the person and the
organization. The characteristics of the work concern whether or not the work is of a nature
that provides regular feedback and autonomy, the development of the personal sense of
control, and the existence of an environment of autonomy without close supervision (Ay, 2007,
40). The characteristics of the leader concern leadership support, the style of leadership,
confidence held in the leader, and the perceived impartiality and integrity of the leader. A
survey conducted on primary school teachers in Samsun found a positive and significant
relationship between OCB displayed by teachers and the transforming and driving styles of
leadership shown by administrators (Oguz, 2011). Individual factors concern personality
traits, psychological condition, attitudes and behaviors toward people, the individual’s ideas
about his environment, and sensitivity to life and to social stimulants (Kamer, 2001, 17).

Studies have identified OCB in five different dimensions: 1) Altruism - helping
colleagues who are having problems to complete their work on a voluntary basis (Sezgin,
2005); 2) Courtesy - helping colleagues who are not having problems not to experience
problems and to complete their work on a voluntary basis (Sezgin, 2005); 3) Conscientiousness
- an employee regularly working in his job, being careful, using the breaks properly and
without abuse, and performing his duty in accordance with the rules (Organ, 1988); 4)
Sportsmanship - avoiding creating problems in the organization and avoiding making
complaints about the work (Sezgin, 2005); 5) Civic Virtue - the employee smoothly adapting
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to the organization, developing ideas about issues relating to the organization, and not
avoiding expressing them (Organ, 1988). Studies on teachers in schools under these
dimensions indicate that teachers display a medium level of OCB (Uslu, Balci, & Coskun Uslu,
2012; Karaman, Yiicel, & Donder, 2008).

Scholars state that the dimensions of OCB make employees more sensitive and
objective about violations (Se¢kin & Karasoy, 2012, 55). In addition, Seckin and Karasoy (2012,
56) state in their theoretical study that there is a relationship between whistleblowing and OCB
behavior. Both of the behaviors are based on similar arguments, which are voluntariness,
integrity, and the benefit of the organization. It is expected that this current study will prove
this theoretical prediction.

The definition of whistleblowing as an indication of good faith, an indication of concern
for the benefit of the organization, or a virtue shows that it is the product of a positive
psychology toward the organization. For example, people with a high tendency of
whistleblowing are also expected to have other positive attitudes toward the organization at a
high level. In this context, the current study is aimed at comparing the level of whistleblowing
behavior in teachers and their level of OCB, another positive attitude. To reach this aim,
answers were sought to the following research questions:

1. What is the level of whistleblowing shown by teachers?

2. Does the level of whistleblowing differ by the variables of gender, duty, type of
school, age, level of education, seniority, and length of service at the school?

3. What is the level of organizational citizenship behavior shown by teachers?

4. Does the level of organizational citizenship differ by the variables of gender, duty,
type of school, age, level of education, seniority, and length of service at the school?

5. Is there a significant relationship between the levels of whistleblowing and
organizational citizenship in teachers?

METHOD
This survey is a descriptive survey and was conducted in the screening model.
Population and Sample

Teachers working in general and vocational high schools in Ankara constitute the
population of this survey, which includes 23,386 teachers working in a total of 550 high
schools, with 10,077 teachers in 274 general high schools and 13,309 teachers in 276 vocational
high schools (MEB, 2015, 134). The population size and the sampling error were used to
determine the sample size. For populations of up to 25,000 (sampling error of 0.5 and
confidence level of o= 0.05), the required sample size is 378 (Sahin, 2011, 127). Accordingly, it
was considered that a sample of 378 was sufficient for the 23,386 teachers in the population.
Considering the unknown return rate of the questionnaires to be administered and the
potential resulting loss of data, the sample was increased by 10% to a sample of 416. Of the 420
questionnaires distributed, 404 were returned. It was found that 381 of them were suitable for
evaluation, representing a rate of valid return of 91%.
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Table 1. Demographic details of the participants

n % n %o
Gend Male 216 56.7 b Administrator 53 13.9
ender Female 165 433 uty Teacher 328 86.1
Teacher 239 62.9 Type of General 157 41.2
Career Specialist Teacher 134 35.3 School Vocational 224 58.8
Headmaster 7 1.8
30 and below 11 2.9 Associate Degree 15 4.0
Level of
Age 31-40 90 241 - Graduate 311 82.1
Education
(Years) 41-50 187 50.1 Postgraduate 53 14.0
51 and above 85 22.8
11 and below 46 12.1 5 and below 104 27.8
12-17 77 202 Length of 6-10 53 142
Seniority 1823 112 294 Service at 11-15 65 17.4
(Years) 2499 School 1620
- 96 25.2 (Years) - 70 18.7
30 and above 50 13.1 21 and above 82 219

Of the participants included in the sample, 57% are male and 43% female. 14% of them
work as administrators and 86% as teachers. When the age variable is considered, it is noted
that 75% of the participants are aged 31 to 50. In terms of the type-of-school variable, it is noted
that 41% of the teachers who participated in the survey are employed in general high schools
and 59% in vocational high schools.

Data Collection Tool

The data collection tool consisted of three parts. In the first part, the personal details of
the teachers were asked. In the second part, the “Whistleblowing Scale” was used to determine
the level of whistleblowing enacted by teachers. This scale was developed by Celep and Konak
(2012). The scale consists of four factors (16 items). These factors are internal whistleblowing
(five items: total variance 26.38%), external whistleblowing (four items: total variance 22.08%),
supporter whistleblowing (four items: total variance 13.76%), and anonymous whistleblowing
(three items: total variance 9.28%). The total variance explained by the factors in relation to the
scale is 71.5%. The Cronbach reliability coefficient for the whole of the scale is a=.76. In the
third part, the “Organizational Citizenship Scale” was used to determine the OCB level of
teachers. This scale was adapted into Turkish by Basim and Sesen (2006). Two scales
developed by Vey and Campbell (2004), and Williams and Shiaw (1999), were used in the
adaptation, where it was found that the scale has five dimensions (19 items). These dimensions
are: Altruism (five items: total variance 40.1%); Conscientiousness (three items: total variance
8.0%); Courtesy (three items: total variance 6.7%); Sportsmanship (four items: total variance
5.2%); and Civic Virtue (four items: total variance 4.8%). The total variance explained in
relation to the scale is 64.8%. The Cronbach reliability coefficient for the whole of the scale was
found to be a= 91.

After the data collection tool was prepared, it was applied on a pilot basis at four high
schools in two districts of the Ankara province. Reliability and factor analysis was performed
with the data collected. In the factor analysis of the Whistleblowing Scale, two items (6 and 16)
were found to have a high load value in more than one factor. It was considered appropriate
to remove those two items from the scale. It was also found that the scale consists of three
factors (anonymous whistleblowing, internal whistleblowing, and external whistleblowing). The data
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captured in the analyses concerning these three factors are given in Table 2. In the factor
analysis of the Organizational Citizenship Scale, it was found that two items (11 and 12) had a
high load value in more than one factor and that one item (10) had a value below .30. It was
found appropriate to remove those three items from the scale. In addition, it was found that
the scale consists of four factors (Sportsmanship, Conscientiousness, Altruism, and Civic Virtue).
The data captured in the analyses concerning these four factors are given in Table 2.

Table 2. Data concerning the whistleblowing and OCB scales

Dimension Sub-dimension Number of items Variance % Load values Alpha
Anonymous 7 37.35 .764 - .836 946
Whistleblowing  Internal 4 18.89 .618 - .849 .831
External 3 15.72 .623 - 814 771
KMO=.921 Total 14 71.97 .929
Sportsmanship 4 16.46 .626 - .869 .799
Conscientiousness 4 16.29 642 - 771 .754
OCB Altruism 5 15.38 435 - 761 778
Civic Virtue 3 14.34 .677 - .897 .819
KMO=.795 Total 16 62.47 .808

Collection and Analysis of the Data

The data were collected from 381 teachers and administrators working at a total of 21
high schools in five districts of the Ankara province. The schools were randomly selected from
the list on the website of the Ankara Provincial Directorate of National Education. Of the
administrators and teachers working at the selected schools, those who volunteered
participated in the survey. The collected data were coded to the SPSS version 13.0 data analysis
program and then analyzed. Descriptive statistics, t-test, and ANOVA test were used in the
analysis of the survey data. For the F values whose ANOVA result turned out to be significant,
the Scheffe test among the multiple comparison tests was used in order to determine the source
of the difference. In the research, Pearson correlation analysis was used in order to determine
the relation between the teachers” whistleblowing tendency and their level of OCB. The results
were tested at the level of p<.01 and p<.05. The scales are of the five-grade Likert-type, and the
scores obtained were “none” (1.00-1.80), “low” (1.81-2.60), “medium” (2.61- 3.40), “high” (3.41-
4.20), and “very high” (4.21-5.00). A correlation coefficient of 0.00-0.29 in absolute value was
interpreted as a relationship at a “low” level, 0.30-0.69 at a “medium level”, and 1.00-0.70 at a
“high” level (Biiytikoztiirk, 2009).

FINDINGS AND INTERPRETATION

The values concerning the whistleblowing behavior of the teachers included in the
sample are given in Table 3.

Table 3. Values concerning the whistleblowing behavior of teachers

Dimension Sub-dimension n X S
External 376 2.89 1.11
Internal 372 2.64 1.08

Whistleblowi
isHeblowing Anonymous 360 3.5 1.16
Total 353 3.00 .96
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When Table 3 is examined, it is noted that the whistleblowing behavior of the teachers
who participated in the survey is at a medium level (X = 3.00). Among the sub-dimensions, the
sub-dimension with the highest mean is anonymous whistleblowing (X = 3.25; S=1.16), while the
sub-dimension with the lowest mean is external whistleblowing (X = 2.64; S=1.08). Table 4 gives
the t-test results of the levels of whistleblowing by teachers working in high schools with
respect to the gender variable.

Table 4. t-test results of the level of whistleblowing by teachers according to gender

Sub-dimension Gender n x S sd t p
Internal Male 211 3.13 1.15 374 4.94 .000
Female 165 2.57 .98
External Male 210 2.73 1.14 370 1.97 .049
Whistleblowing Female 162 2.51 .99
Anonymous Male 203 3.32 1.16 358 1.35 177
Female 157 3.15 1.16
Total Male 197 3.12 1.01 351 2.68 .008
Female 156 2.85 .87

When the results concerning the gender variable given in Table 4 are examined, a
significant difference is observed in favor of the males for the sub-dimensions of internal
whistleblowing [ter4=4.94, p<.05] and external whistleblowing [te0=1.97, p<.05]. No significant
difference is observed on the sub-dimension of anonymous whistleblowing [tess=1.35, p>.05].
When the whistleblowing results in general are examined, a significant difference is observed
in favor of the male teachers [t@51=2.68, p<.05]. Male teachers show whistleblowing behaviors
more than females. Accordingly, the gender variable is a significant determinant in the display
of whistleblowing behavior by teachers.

In the analyses made, it was found that the whistleblowing behavior of teachers did
not differ by the variables of duty [tes1)=.86, p>.05], career [F349=.728, p>.05], type of school
[tes=.49, p>.05], age [F@-342=737, p>.05], level of education [Fe349=.562, p>.05], seniority
[Fs-348=.940, p>.05], and length of service at the school [Fu-312=1.097, p>.05]. Table 5 gives the
values concerning the OCB of the teachers included in the sample.

Table 5. Values concerning the OCB of teachers

Dimension Sub-dimension n X S
Altruism 379 3.29 .77
Conscientiousness 379 3.35 .82
OCB Sportsmanship 377 3.03 1.07
Civic Virtue 374 2.56 1.08
Total 368 3.69 .66

When the distribution concerning OCB is examined in Table 5, it is noted that the OCB
of the teachers who participated in the survey is high (X = 3.69). When the mean values of the
sub-dimensions of OCB are examined, it is noted that the sub-dimension with the highest
mean is conscientiousness ( X = 3.35; S= .82), while the sub-dimension with the lowest mean is
civic virtue (X = 2.56; S= 1.08). Table 6 gives the t-test results of the levels of OCB by teachers
working in high schools with respect to the gender variable.
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Table 6. t-test results of the levels of OCB by teachers according to gender

Sub-dimension Gender n x S sd t p

, Male 215 327 78 377 65 514
Altruism Female 164 332 76

Comscientionsmess Ml 214 333 8 377 54 588
Female 165  3.38 79

_ Male 214 319 100 375 327 001
OCB Sportsmanship Female 163 283  1.14

Civie Virtue Male 214 261 105 372 117 244
Female 160 2.48 1.12

Total Male 209 374 64 366 173 084
Female 159  3.62 68

When the t-test results of the OCB levels given in Table 6 with respect to the gender
variable are examined, it is noted that there is a significant difference on the sub-dimension of
sportsmanship in favor of the male teachers [ts75)=3.27, p<.05]. No significant difference is
observed on the sub-dimensions of altruism [te77=.65, p>.05], conscientiousness [te77=.54, p>.05],
and civic virtue [ter2=1.17, p>.05]. When the OCB results in general are examined, it is observed
that there is no significant difference according to the gender variable [tees=1.73, p>.05].
Accordingly, the gender variable is a significant determinant for the display of OCB by
teachers only on the sub-dimension of sportsmanship. Table 7 gives the t-test results of the levels
of OCB by teachers working in high schools with respect to the type-of-school variable.

Table 7. t-test results of the teachers’ levels of OCB with respect to the type-of-school variable

Sub-dimension Type of school n x S sd t p

Altruism General 157 2.97 .86 377 7.28 .000
Vocational 222 3.52 .60

Conscientiousness General 156 3.05 91 377 6.21 .000
Vocational 223 3.56 .69

. General 157 2.60 1.00 375 6.91 .000
OCB Sportsmanship Vocational 220 3.34 1.02

Civic Virtue General 153 2.39 1.01 372 2.56 .011
Vocational 221 2.68 1.11

Total General 152 3.34 .61 366 9.54 .000
Vocational 216 3.94 .58

When the t-test results of the levels of OCB given in Table 7 with respect to the type-
of-school variable are examined, a significant difference is observed between vocational high
schools and general high schools on the sub-dimensions of altruism [te7)=7.28, p<.05],
conscientiousness [te77=6.21, p<.05], sportsmanship [ter5=6.91, p<.05], and civic virtue
[te2=2.56, p<.05]. According to these values, the teachers working in vocational high schools
have a higher level of OCB than the teachers working in general high schools. When the OCB
results in general are examined, a significant difference is observed again [t@es= 9.54, p<.05].
According to these values, the teachers working in vocational high schools have a higher level
of OCB than the teachers working in general high schools. Accordingly, the type-of-school
variable is a significant determinant of the teachers’ levels of OCB.

In the analyses made, the teachers’ level of OCB does not differ by the variables of duty
[tess=.166, p>.05], career [F364=.993, p>.05], age [F@-356=.707, p>.05], level of education
[Fes63=1.661, p>.05], seniority [Fu363=1.227, p>.05], and length of service at the school
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[tu-356=.258, p>.05]. Table 8 gives the correlation between the levels of whistleblowing and OCB
of teachers working in high schools.

Table 8. Results of correlation between teachers’ levels of whistleblowing and OCB

Whistleblowing ( WB)
Internal External Anonymous WB General
Altruism -.020 .033 .026 .026
Conscientiousness .058 .070 .082 .092
@ Sportsmanship .240¢ 17869 .199¢9 243
Civic Virtue .1070) .068 .046 .079
OCB General 168 1640 1719 .204¢

**at the p<0.01 level; * at the p<0.05 level

Examining the Pearson correlation analysis made in Table 8 to determine the
relationship between the teachers’ levels of whistleblowing and OCB, it is noted that generally
there is a positive significant relationship at a low level between whistleblowing and OCB
(r=.204, p<0.01). In the sub-dimensions of whistleblowing, it is noted that there is also a positive
significant relationship at a low level between internal whistleblowing and OCB (r=.168, p<0.01),
between external whistleblowing and OCB (r=.164, p<0.01) and between anonymous
whistleblowing and OCB (r=171, p<0.01).

DISCUSSION, CONCLUSION, AND PROPOSALS

This study is aimed at comparing the level of whistleblowing behavior and
organizational citizenship behavior (OCB) in high school teachers. According to the survey
findings, high school teachers display whistleblowing behavior at a medium level. The fact
that anonymous whistleblowing behavior among the sub-dimensions has the highest value
indicates that teachers mainly prefer to keep their identities secret during whistleblowing.
Comparing the levels of internal and external whistleblowing, it is noted that the level of
internal whistleblowing is higher. This conclusion is in agreement with Toker Gokge and
Alatas (2014) and also Toker Gokge (2014a). The fact that teachers prefer methods of internal
whistleblowing is an important and positive situation for the education organization, because
this will enable the school to internally resolve the violation that has occurred and expediently,
before the incident escalates and the image of the education organization suffers damage.
According to MacNab et al. (2007), in the event of this type of whistleblowing, the organization
has the opportunity to rectify itself before suffering greater damage.

It is found that whistleblowing behavior significantly differs by the variable of gender.
Generally, male teachers display significantly more whistleblowing behaviors than female
teachers. This conclusion is in agreement with the results obtained in certain studies. In the
results obtained in two separate studies made by Toker Gokge (2014a, 274; 2013, 1192), it was
found that male teachers display more whistleblowing behaviors than female teachers.
According to Rehg et al. (2008, 229), women behave more timidly, in particular when they are
in a minority. At the same time, they are more worried than men about being labeled as a
whistleblower. A man feels that he is doing his duty when he is blowing the whistle, but a
woman is worried about appearing to be doing harm to others and about being stigmatized
as unreliable. In this context, it is believed that this difference found based on the gender
variable in the current study is also due to this reason. In other words, the fact that women
resort less to whistleblowing behaviors than men is due to their concern to protect their image
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within the organization. In the study made by Celep and Konakl (2012), a significant
difference according to gender was found, but with female teachers having shown a higher
level of whistleblowing compared to male teachers. Again in the current study, it appears that
females mainly prefer the external and anonymous type of whistleblowing.

The OCB findings indicate that teachers display a generally high level of OCB. The
results obtained in surveys conducted in Turkish high schools are identical with this
conclusion (Polat, 2007, 105; Titrek, Bayrakgi, & Zafer, 2009, 14; Yilmaz, 2010, 7), The fact that
the level of OCB displayed by teachers is high shows that teachers working in high schools
have a high level of willingness to work on a voluntary basis at the schools where they are
employed. It may be said that the willingness of teachers to work on a voluntary basis
positively affects schools” organizational and institutional objectives. Cetin, Korkmaz, and
Cakmakgi (2012, 29) state that the high level of organizational citizenship behavior shown by
teachers indicates that these teachers are willing to display extra roles without seeking
recompense. Allison, Voss, and Dryer (2001) have shown that organizational citizenship
behavior displayed by teachers plays an important role in student and school achievement. In
the current study, it is found that conscientiousness is the sub-dimension with the highest value
among the sub-dimensions of OCB. The same conclusion was reached by Cetin et al. (2012).
According to Dipaola and Hoy (2005), conscientiousness means that an employee makes
efficient use of his time and displays a better performance than required at minimum
expectations.

The teachers’ general level of OCB does not significantly differ according to the gender
variable. The same result was obtained by Ertiirk (2015). It may be generally stated that there
is no difference between males and females with respect to working on a voluntary basis at
the school. Titrek et al. (2009) obtained a similar result. However, there are also surveys
producing a different result in this respect. For example, Yilmaz (2010, 9) found a significant
difference in favor of female teachers.

When the sub-dimensions are examined, it is noted that male teachers display more
OCB than female teachers only in the sub-dimension of sportsmanship, which includes
employees not complaining about problems within the organization, showing tolerance, and
performing the duty without whining (Podsakoff et al., 2000, 518). According to Demirel and
Geggel (2011, 315), this sub-dimension ensures that employees maintain their positive attitude
in the face of negative situations that occur in the organization. In this context, it may be said
that among teachers, men display these characteristics more than women. But a meta-analysis
study conducted by Yilmaz, Altinkurt, and Yildirim (2015, 298) that included 24 studies on
teachers, showed that the female teachers showed more OCB in conscientiousness, courtesy,
and volunteerism dimensions; whereas, male teachers showed more OCB in sportsmanship,
civic virtue, and altruism dimensions. In addition, it was found that gender had a very weak
effect on the overall OCB. So researchers state that it is possible to say that gender does not
have a significant effect on the organizational citizenship behaviors of teachers.

When the analyses about seniority are examined, it is noted that the OCB level does
not differ by the variable of seniority. Elma and Aytag (2015, 71), conducted a meta-analysis
study included 17 studies and their study showed the same finding. According to this current
study, there is no significant difference among teachers’ perception about OCB depending on
seniority variable.
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The level of OCB significantly differs according to the type-of-school variable. Such
difference appears to be in favor of vocational high schools across all dimensions. Teachers
working in vocational high schools display organizational citizenship behaviors more than
teachers working in general high schools. The same result was found by Ertiirk (2015).
Although Titrek et al. (2009) found such a difference between primary schools and high
schools, a significant difference was not found between general high schools and vocational
high schools either in the current study or by Polat and Celep (2008).

The correlation analyses showed that there is a positive and significant relationship at
a low level between the OCB and whistleblowing behavior of teachers. In other words,
teachers who have a high level of OCB have also a high level of whistleblowing behavior.
When the literature is examined, it is noted that this is a relationship not covered by previous
surveys. However, it is a relationship stated in theoretical studies. Seckin and Karasoy
(2012, 56) state that there is a close relationship between OCB and whistleblowing because
both are voluntary behaviors. In this context, we may argue that whistleblowing behavior
displayed by teachers is parallel to OCB, and that teachers who display more OCB also display
more whistleblowing behavior. For this reason, we may argue that whistleblowing behavior
is, like OCB, a type of virtuous behavior displayed in consideration of the interests of the
institution.

When comparing OCB in general and the sub-dimensions of whistleblowing, it is noted
that the highest relationship is between OCB and anonymous whistleblowing and the lowest
relationship is between OCB and external whistleblowing. In this context, it may be said that in
addition to organizational citizenship behavior displayed by them, teachers use the method of
anonymous whistleblowing and do not prefer external whistleblowing.

All the sub-dimensions of whistleblowing behavior are in a positive and significant
relationship at a low level with sportsmanship as a sub-dimension of OCB. In this context,
teachers” whistleblowing behavior is related with the OCB sub-dimension of sportsmanship. In
other words, it may be said that teachers engaged in whistleblowing consider such behavior
as one of the duties under the OCB sub-dimension of sportsmanship, which includes the
behaviors of making sacrifices for good teamwork, not causing tension in the work
environment, not complaining about unimportant problems, displaying a constructive
attitude, and advocating the activities of the organization even outside of the organization
(Organ, 1988, 11).

The fact that teachers” whistleblowing behavior is positively and significantly related
with OCB, as shown by the findings obtained, indicates that such behavior serves to the
organizational goals. In addition, the fact that teachers prefer mainly anonymous whistleblowing
and afterward internal whistleblowing, is interpreted as a clue that they are afraid of the harm
they would suffer or the adverse situations in which they would find themselves as a result of
whistleblowing behavior. In other words, teachers fear both the administrative punishment
and the social punishment such as being excluded and accused of spying. It is obvious that
teachers who want to blow the whistle are afraid and worried because of the
misunderstanding about whistleblowing. Research conducted by Toker Gokge and Oguz
(2015), has shown that whistleblowing is associated with individuals” cultural values. This
suggests that the whistleblowing behavior may be associated with the culture of fear. In order
to remove or reduce these fears and worries, there is a need to explain whistleblowing
correctly. For this reason, information should be provided at schools as to what
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whistleblowing behavior actually is and how it differs from the behaviors commonly
described as spying, betrayal and squealing. In addition, the findings indicate that teachers
also use external whistleblowing even if to a limited extent. To eliminate such problems in
organizations, it is clear that transparency is most effective method in the long term, but it is
also clear that external whistleblowing corrupts the image of the organization. To eliminate the
need for external whistleblowing, it is necessary to explain, keep open, and make internal
complaint mechanisms or internal whistleblowing easier. The necessary administrative and legal
measures in this respect should be taken. These measures would expose misconduct in
educational organizations, while also preventing the occurrence of such misconduct through
their deterrent effect.

Considered in general, whistleblowing behavior is something that develops due to a
lack of transparency. Violations may occur within organizations that lack transparency, and
whistleblowing develops as a need or a last resort for the exposure of such violations, as a
behavior to serve the organizational goals. Violations of laws and ethics that occur in
organizations where transparency and whistleblowing do not exist are concealed by
employees. The concealment and non-exposure of violations that occur in organizations is
regarded by some employees as an acceptable and tolerable behavior. This behavior is usually
interpreted as loyalty. However, these types of behavior cause harm to the organization, the
employees, and those receiving services from the organization. Loyalty is a desirable behavior
only if it serves the organization and its goals. Loyalty that harms the organization while
serving personal interests is not a correct behavior. In this context it is useful to clarify the
difference between the loyalty to the organization and loyalty to the individual.
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Giris

Bilgi ucurma olgusu, bir orgiitteki yasa ve etik dis1 davrans ve eylemlerin, bilgi sahibi
kisiler tarafindan i¢ ve dis yetkililere iletilmesi olarak tanimlanmaktadir. Park ve digerleri
(2008), yapmus olduklar1 calismalarda bilgi ugurma davranismni yapilis itibari ile
siiflandirmiglardir. Bu smiflandirmada, bilginin uguruldugu makam (6rgiit ici/orgiit disi),
bilgi ucuran kisinin izledigi yol (formal/informal) ve bilgi ucuran kisinin kendine ait bilgileri
acgiklama durumu (gizli/agik) seklinde ele almislardir. Bir 6gretmenin, bir bagka 6gretmenin
ya da mutemedin yaptig1 yasa dis1 bir davranisi okul miidiiriine bildirmek veya okul
miidiiriiniin sergiledigi etik veya yasa dis1 bir davranigi ilge, il ya da Milli Egitim Bakanhg:
yetkililerine bildirmesi, igsel bilgi ucurmaya ornek olarak verilebilir. Bir 6gretmenin, bir bagka
ogretmenin, mutemedin ya da okul miidiiriiniin sergiledigi etik veya yasa dis1 bir davranisi
basina bildirilmesi, digsal bilgi ugurmaya drnek olarak verilebilir. Orgiitler igsel bilgi ugurma
davraniglarini tesvik ederek digsal bilgi ugurmaya olan gerekliligi ortadan kaldirmasi
miimkiindiir. Bu sayede 0Orgiit var olan sorunlar1 kendi iginde ¢6zme firsat1 elde eder. Bu
durum orgiitte yasanan sorunlarin 6rgiit disgina sizmasimi ve orgiit imajimnin zarar gérmesini
engelleyebilir.

Bu olgu sistemlerdeki aksakliklarin ortaya ¢ikarilmasi ve giderilmesi igin vazgecilmez
bir unsurdur. Ancak Tiirkiye’de kamu sektoriinde calisanlar gordiikleri ihlaller karsisinda
¢ogu zaman sesiz kalmay1 tercih etmektedirler (Seckin & Karasoy, 2012). Bu sessizligin iki
nedeni vardir. Ilki goriilen ihlalleri duyurarak herhangi bir seyin yapilamayacagma olan
inangtir. Ikincisi ise bu davranigin pozitif yénlerinin anlagiimamasi ve “ispiyonculuk” olarak
degerlendirilmesidir (Toker Gokge, 2014a). Tiirkiye’de, bilgi ugurma olgusu ve getirecegi
yararlar yeteri kadar tartisilmadigindan ve dogru bilinmediginden, bilgi uguran kisiler daha
¢ok “hain” ya da “ihanet” ile suglanirlar. Yapilan tanimlarda bilgi ugurma ile ispiyonculuk
arasindaki fark da vurgulanmistir. Buna gore bir olayin bilgi ugurma olarak sayilabilmesi igin,
bilgi uguran kisinin bu davranisi kisisel yarar degil kamu yarar1 gozeterek yapmis olmasi
gerekir. Aksi halde kisisel ¢ikar saglamak amaciyla ortaya konulan bilgi ugurma davranisi
halk arasinda ispiyonculuk olarak nitelendirilmektedir (Ozler vd., 2010, 186).

Celep ve Konakli (2012, 77) tarafindan yapilan bir arastirma, 6gretmenlerin daha ¢ok
orgiitsel yarar, ahlaki ve mesleki degerler nedeniyle bilgi ucurduklarini saptamustir.
Arastirmada Ogretmenlerin daha ¢ok igsel bilgi ugurma yolunu tercih ettikleri ve bilgi
ucurmada oncelikli nedenin okul amaclar1 ve okul yarar1 oldugu saptanmugtir. Toker Gokge
(2014a) tarafindan yapilan aragtirmada ise 164 6gretmenden 32’ si yasadis1 bir eyleme tanik
oldugunu ifade ederken, bunlardan 11’i bilgi ugurdugunu ifade etmistir. Bu c¢alismada,
ogretmenlerin ¢cogu informal ve igsel bilgi ugurma yollarin tercih ettikleri saptanmistir. Toker
Gokge'ye (2014a, 278) gore, Ogretmenler bdyle bir davranisa karsilik yonetim tarafindan
cezalandirilacaklarina inandiklari i¢in bu davranis: sergilemekten gekinmektedirler.

2Yrd. Dog. Dr. - Mugla Sitki Kogman Universitesi, Egitim Fakiiltesi - abbaserturk@mu.edu.tr
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Bu arastirmanin bir diger degiskeni Orgiitsel vatandashik davranisidir (OVD). Bu
davranis, ¢alisanlarin gorev alanlarina girmeyen konularda goniillii ve higbir beklenti iginde
olmadan oOrgiite yonelik olumlu roller iistlenmesi olarak tanimlanmaktadir (Neuman &
Kickul, 1998, 263). Calisanlar tarafindan sergilenen bu pozitif davrarns orgiitiin verimliligi ve
etkinliginde 6nemli bir rol oynamaktadir. Podsakoff vd. (2000, 513) gore sergilenen bu rol
fazlas1 davraniglar, ¢alisanin is tanimlarinda yer almadigindan dolay: tamamen goniilliiliige
dayalidir. Ornegin bir ¢alisanin kendi gorevini tamamladiktan sonra, kurumdaki diger
calisanlara yardim etmesi, onlar1 olduklar1 gibi kabul etmesi, kiigiik problemler karsisinda
sikayet¢i olmamasi, is yaparken Ozenli yapmasi ve igyerinin diizen ve temizligine katki
saglamasi, Orgiit hakkinda olumlu ifadeler kullanmasi ve 6rgiitsel kaynaklarini korumak gibi
davraniglar sergilemesi bu kapsama giren davranislardir (Bateman & Organ, 1983).

Bilgi ugurmanin bir iyi niyet ve kurum yararini diistinmenin bir gostergesi ya da bir
erdemlik olarak ifade edilmesi, bu olgunun orgiite doniik pozitif bir psikolojinin eseri
oldugunu gostermektedir. Bu durumda bilgi ugurma davranisina basvuran ¢alisanlarin
orgiite doniik diger pozitif tutumlarinin da s6z konusu olmasi gerekmektedir. Ornegin bilgi
ugurma egilimi yiiksek olan kisilerin orgiite doniik diger pozitif tutumlarmin da yiiksek
olmasi beklenir. Bu baglamda bu arastirma, 6gretmenlerin bilgi ucurma davranig diizeyi ile
bir baska pozitif tutum olan OVD'nin karsilastirmasini amaglamustir.

Yontem

Bu arastirma Ankara’da bulunan genel ve mesleki liselerde c¢alisan Ogretmenler
tizerinde tarama modelinde yapilmistir. Arastirma drneklemine dahi edilenlerin % 57’si erkek
% 43’1 kadin olmak iizere toplam 381 Ogretmeni kapsamaktadir. Bilgi ucurma diizeyinin
belirlenmesi amaciyla Celep ve Konak (2012) tarafindan gelistirilen “Bilgi Ugurma Olgegi”
kullanilmagtir. Orgﬁtsel vatandaglik diizeyini belirlemek amaciyla Basim ve Sesen (2006)
tarafindan Tiirkceye uyarlanan “Orgiitsel Vatandaslik Olgegi” kullanilmistir. Olgeklere iliskin
gecerlilik ve gilivenirlik analizlerinin yapilmasi amaciyla Ankara ilinin 2 ilgesinde bulunan 4
ortadgretim okulunda pilot uygulama yapilmstir. Bilgi Ucurma Olgegi icin yapilan faktor
analizinde, iki maddenin (6 ve 16.) birden fazla faktorde yiiksek yiik degerine sahip oldugu
i¢in Olgekten ¢ikarilmistir. Ayrica 6lgegin ti¢ faktdrden olustugu (gizli bilgi u¢urma, igsel bilgi
ucurma ve digsal bilgi ucurma) gorulmistiir. @rgﬁtsel Vatandaslik Olgegi icin yapilan
analizlerde, iki maddenin (11 ve 12.) birden fazla faktorde yiiksek yiik degerine sahip oldugu
ve bir maddenin (10.) .30'un altinda deger aldig1 icin bu maddeler Slgekten ¢ikarilmistir.
Ayrica dlcegin dort faktorden olustugu (Centilmenlik, Vicdanlilik, Ozgecilik ve Sivil erdem)
gorilmiistiir. Arastirma verileri, Ankara ilinin 5 ilgesinde (21 okul) gorevli 6gretmen ve
yoOneticiden toplanmistir. Verilerinin analizinde betimsel istatistikler kullanilmistir. Bilgi
ugurma egilimleri ile OVD diizeyi arasindaki iligkiyi belirlemek igin Pearson korelasyon
analizinden yararlanilmistir.

Bulgular ve Yorumlar

Aragtirmaya katilan 6gretmenlerin bilgi ugurma davranmigi orta (X=3.00) dizeyde
oldugu goriilmustiir. Alt boyutlar arasinda en yiiksek ortalama gizli bilgi ugurma boyutu (X
=3.25; S=1.16) iken, en dusuk ortalama digsal bilgi ucurma boyutunda (X=2.64; S=1.08)
goriilmiistiir. Cinsiyet degiskenine iliskin sonuglarda sadece igsel bilgi ucurma ve digsal bilgi
ucurma alt boyutlarinda erkekler lehine anlaml bir fark goriilmiistiir. Genel olarak bilgi
ucurma sonuglari, erkek Ogretmenlerin kadinlara gore anlamli diizeyde daha fazla bilgi
ucurma davranisi sergilediklerini gostermistir. Ogretmenlerin bilgi ucurma davranislari
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gorev, kariyer, okul tiirli, yas, egitim diizeyi, kidem ve bulundugu okuldaki gorev stiresi
degiskenlerine gore farklilasmadig1 goriilmiistiir.

Aragtirmaya katilan &gretmenlerin OVD'min yiiksek (X=3.69) diizeyinde oldugu
goriilmiistiir. OVD alt boyutlarina iligkin en yiiksek ortalama vicdanlilik (X =3.35; S=.82), en
diustik ortalama sivil erdem alt boyutlarinda (X=2.56; S=1.08) gortlmistiir. Cinsiyet
degiskenine iliskin sonuglarda sadece centilmenlik alt boyutunda erkek Ogretmenler lehine
anlamli bir fark goriilmiistiir. Ozgecilik, vicdanlilik ve sivil erdem alt boyutlarinda anlamli bir
fark gdriilmemistir. Genel olarak OVD sonuglarinda cinsiyet degiskenine gére anlamli bir fark
goriilmemistir.

OVD diizeylerinin okul tiiri degiskenine iligskin t-testi sonuglari incelendiginde,
ozgecilik, vicdanhlik, centilmenlik ve sivil erdem alt boyutlarinda meslek liseleri lehine anlaml bir
fark goriilmiistiir. Buna gore meslek liselerinde gorev yapan 6gretmenlerin genel liselerde
gorev yapan dgretmenlere gore daha yiiksek OVD diizeyine sahiptirler. Genel olarak OVD
sonuglarinda da meslek liselerinde gorev yapan Ogretmenlerin lehine anlamli bir fark
goriilmiistiir. Ayrica 6gretmenlerin OVD diizeyi gorev kariyer, yas, egitim diizeyi, kidem ve
bulundugu okuldaki gorev siiresi degiskenlerine gore farklilagsmamaktadir.

Yapilan Pearson korelasyon analizi, genel olarak bilgi ugurma ile OVD arasinda diisiik
diizeyde pozitif anlamh bir iliskinin oldugunu gostermektedir. Bilgi ugurma tiim alt
boyutlarinin OVD ile diisiik diizeyde pozitif anlamli bir iliski iginde oldugu da goriilmiistiir.

Tartisma, Sonug ve Oneriler

Bu arastirmanin amaci 6gretmenlerin bilgi u¢urma davrams diizeyi ile bir baska pozitif
tutum olan OVD arasindaki iligkiyi belirlemektir. Bulgular ortadgretim 6gretmenlerinin bilgi
ucurma davranmgimi orta diizeyde sergilediklerini gostermistir. Alt boyutlardan gizli bilgi
ucurma davraniginin en yiiksek degere sahip olmasi, 6gretmenlerin bilgi ucurma sirasinda
kimliklerinin gizli kalmasini 6ncelikle tercih ettiklerini gostermektedir. I¢ ve dis bilgi ugurma
diizeyleri karsilastirildiginda i¢ bilgi ugurma diizeyinin daha yiiksek oldugu goriilmektedir.
Bu sonug, Toker Gokge & Alatas'in (2014) ve Toker Gokge'nin (2014a) ¢alismasi ile tutarlilik
gostermektedir. Ogretmenlerin i¢ bilgi ugurma yollarmi tercih etmeleri egitim 6rgiitii igin
onemli ve pozitif bir durumdur. Ciinkii egitim orgiitiiniin sahip oldugu problemlerin kendi ig
dinamikleri ile ¢oziilmesini saglar.

Genel olarak erkekler kadinlara gore daha ¢ok bilgi ugurma davranig1 gostermektedir.
Bu sonug yapilan bazi arastirmalarda elde edilen sonuglarla ortiismektedir. Toker Gokge
(2014a, 274 ve 2013, 1192) tarafindan yapilan iki ayr1 arastirmada elde edilen sonuglarda da,
erkek Ogretmenlerin kadin Ogretmenlere gore daha yiiksek bilgi ugurma davranis
gosterdikleri saptanmistir. Rehg vd. (2008, 229) gore kadinlar, 6zellikle azinlikta olduklarinda
cekingen davranirlar. Ayn1 zamanda erkeklere gore bilgi uguran kisi olarak etiketlenmekten
daha ¢ok endise duyarlar. Bir erkek bilgi ucurdugunda gorevini yapiyor olarak hissederken,
bir kadin digerlerine kotiiliik yapiyor gibi goriinmekten ve gilivenilmez olarak
damgalanmaktan endise eder. Bu baglamda bu arastirmada cinsiyet degiskenine dayali olarak
goriilen bu fark bu nedene dayali oldugu diistintilm{istiir.

Ogretmenlerin sergiledigi OVD'nin genel olarak yiiksek diizeyde oldugu gdriilmiistiir.
Benzer sonug Polat (2007, 105), Titrek vd. (2009, 14) ve Yilmaz (2010, 7) tarafindan ortadgretim
kurumlarinda saptanmigtir. Ogretmenlerin sergiledigi OVD diizeyinin yiiksek olmasi,
liselerde gorev yapan Ogretmenlerin bulunduklar1 okullarda goniillii olarak c¢alisma
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isteklerinin yiiksek diizeyde oldugunu gostermektedir. Ogretmenlerin goniillii calisma
istekleri okul orgiitii ve kurumsal hedefleri olumlu seklide etkiledigi ifade edilebilir.

Ogretmenlerin genel OVD diizeyinin cinsiyet degiskenine gére anlamli bir fark
gostermemektedir. Bu sonug Ertiirk’{in (2015) yapmis oldugu calismada da elde edilmistir. Bu
durum okulda goniillii calisma agisindan erkek ve kadinlar arasinda bir farkin olmadig: genel
olarak ifade edilebilir. Titrek, Bayrakg¢i ve Zafer’in (2009) arastirmasinda da benzer bir sonug
elde edilmistir. Sadece centilmenlik alt boyutunda erkek ogretmenler lehine anlamli bir fark
gorilmiistiir. Yilmaz vd. (2015, 298) tarafindan 24 galismay1 kapsayan bir meta analizi
calismasinda kadin Ogretmenlerin farkli ve erkek oOgretmenlerin farkli alt boyutlarda
birbirlerine gore daha cok OVD sergilediklerini saptamislardir. Bu aragtirmada genel olarak
cinsiyet degiskeninin OVD diizeyini etkileyebilecek anlaml bir degisken olmadig1 da ifade
edilmistir. Ayrica arastirmada meslek liselerinde ¢alisan 6gretmenlerin, genel liselerde galisan
ogretmenlere gore anlamli diizeyde daha gok OVD gosterdigi saptanmistir. Aym sonug
Ertiirk’tin (2015) yaptig1 arastirmada saptanmagtir.

Korelasyon analizleri, 6gretmenlerin OVD ile bilgi ugurma davranis: arasinda diisiik
diizeyde pozitif ve anlamli bir iliskinin oldugunu gostermistir. Alanyazin incelendiginde, bu
iliskinin 6nceki arastirmalar tarafindan incelenmemis bir iliski oldugu goriilmiistiir. Ancak
Seckin ve Karasoy (2012, 56), yaptiklar1 kuramsal ¢calismada iki degisken arasinda yakin bir
iliski oldugunu ve her iki degiskenin de goniilliiliik esasina dayali davranislar oldugunu ifade
etmislerdir. Bu baglamda 6gretmenlerin sergiledigi bilgi ucurma davranisi OVD ile paralellik
gosterdigini, OVD daha ¢ok sergileyen dgretmenler ayni zamanda bilgi ugurma davraniglarmi
da daha ¢ok sergilediklerini ifade edilebilir. Bu nedenle bilgi u¢urma davranisi, daha ¢ok OVD
gibi kurum ¢ikarlar1 gozetilerek sergilenen erdemli bir davranis oldugu ifade edilebilir.

Genel olarak OVD ile bilgi ugurma alt boyutlar: karsilastirildiginda en yiiksek iligkinin
OVD ile gizli bilgi ucurma arasinda ve en diisiik iliski ise OVD ile dissal bilgi ugurma arasinda
oldugu goriilmektedir. Bu baglamda oOgretmenler sergiledikleri oOrgiitsel vatandaslik
davraniglarinin yan sira gizli bilgi u¢urma yoluna bagvurduklar: ve digsal bilgi ucurmay: tercih
etmedikleri ifade edilebilir.

Elde edilen bulgular, gretmenlerin bilgi ugurma davranisinin OVD ile pozitif anlamh
bir iligki iginde oldugunu ve 6gretmenlerin bagvurdugu bilgi ugurma davranislarinin 6rgtitsel
amaclara hizmet eder nitelikte oldugunu gostermektedir. Ayrica 6gretmenlerin 6ncelikle gizli
bilgi ucurma sonrasinda igsel bilgi ucurma yollarmi tercih etmeleri de, bilgi ugurma
davranisindan dolay1 ugrayacaklar: zarar ya da diisecekleri kotii durumlardan korktuklarina
dair ipuglar1 olarak goriilmiistiir. Bagka bir ifade ile 6gretmenler, bilgi u¢urma konusunda,
hem idari cezadan hem de dislanma ve ispiyonculukla suglanmak gibi sosyal cezadan
¢ekinmektedirler. Bilgi u¢urma konusunda yanlhs anlasilmadan dolayi, bilgi ugurmak isteyen,
ogretmenler lizerinde bir korku ve endise oldugu agiktir. Bu korku ve endiseyi ortadan
kaldirma ya da hafifletmek i¢in bilgi u¢urma olgusunun dogru anlatilmasina ihtiyag¢ vardir.
Bu nedenle okullarda oncellikle bilgi ugurma davramisinin ne oldugunu ve ispiyonculuk,
ihanet ve gammazlik olarak ifade edilen davranislardan nasil farklhilastiginin anlatilmasi
gerekir. Ayrica bulgular 6gretmenler digsal bilgi ucurma yollarmi az da olsa tercih ettiklerini
gostermektedir. Digsal bilgi ucurma gerekliligini tamamen ortadan kaldirmak igin i¢ bilgi
ucurma ya da sikayet yollarmin agiklanmasi, agik tutulmasi ve kolaylastirilmasi gereklidir.
Bunu saglamak i¢in gerekli yonetsel ve hukuki tedbirlerin alinmasi gerekir. Bu tedbirler egitim
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orgiitlerinde var olan suiistimalleri ortaya cikarir ve caydirici olmasi itibariyle yeni
suiistimallerin yasanmasini engelleyecektir.

Genel olarak bakildiginda, bilgi ugurma davranisi seffathigin olmayisindan dolay:
gelisen bir olgudur. Seffafligin olmadig orgiitlerde ihlaller ve bu ihlallerin ortaya ¢ikmasi icin
de bilgi u¢urma davranisi bir ihtiyag ya da son care olarak, orgiitsel amaclara hizmet etmek
i¢in, bagvurulan bir davranis olarak gelismistir. Seffafligin ve bilgi ugurma davranislarinin
olmadig1 orgiitlerde meydana gelen yasa ve etik digi ihlaller caligsanlar tarafindan saklanir.
Orgiitlerde meydana gelen ihlallerin saklanmasi ve aciga vurulmamasi bazi calisanlar
tarafindan kabul edilir ve hosgoriiliir bir davranis olarak goriiliir. Bu davranis genellikle
sadakat olarak yorumlanmaktadir. Ancak bu tiir davranislar orgiite, calisanlara ve orgilitten
hizmet alan kisilere zarar verir. Bu ylizden sadakat, giizel bir davranistir, ancak orgiitlere veya
orgiitsel amaglara hizmet ettigi siirece giizel bir davranistir. Kisilerin ¢ikarlarma hizmet
ederken Orgiitlere zarar veren sadakat dogru bir davranis degildir.

Anahtar Sozciikler: Bilgi ugurma, Mesleki ortadgretim, Genel lise, Ogretmen
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