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Abstract

The aim of this study is to develop a valid and reliable data collection tool that teachers can evaluate the ability of
principals to manage generational differences in the schools. The study was conducted with 380 teachers who work
in Nigde. In this context, item pool was created and presented to the experts. According to expert’s opinions and
pre-application, the last version of scale was created and applied to 380 teachers. Based on the KMO and Bartlett
values, the data set was found suitable for Exploratory Factor Analysis. The number of factors was determined as
one, based on eigenvalues and scree plot. According to the factor loadings of the items, values ranged from ,871 to
,722. As a result, a structure consisting of 19 items and one factor. Based on the fit indices obtained from Confir-
matory Factor Analysis, the model was found perfectly compatible with the model. The structure found with EFA
was confirmed by CFA. The Cronbach alpha value calculated as ,971 which indicates that the scale is reliable. As a
result, it can be said that “Managing Generational Differences in Schools Scale” which composed of 19 items and
one dimension is a valid and reliable data collection tool.

Keywords: school management, leadership, generational differences, managing generational differences, scale
development.

Oz

Bu calismanin amaci, miidiirlerin okullarindaki nesil farkliliklarini yonetme becerilerini 6gretmenlerin deger-
lendirebilecegi gecerli ve giivenilir bir veri toplama araci gelistirmektir. Calisma kapsaminda, madde havuzu
olusturularak uzmanlarin goriigiine sunulmustur. Olgege, uzman goriisleri ve 6n uygulamaya dayali olarak son
hali verilmistir. Arastirma, Nigde’de bulunan okullarda ¢alismakta olan 6gretmenlerden olusan 190’ar kisilik iki
farkli calisma grubundan veri toplanarak ytiritiilmistir. Toplam 380 kisi arastirmaya katilmistir. Elde edilen
verilere acimlayici ve dogrulayici faktdr analizi uygulanarak 6lcegin yapi gecerligi incelenmistir. Analizler sonu-
cunda nihai 6lcegin 19 madde ve tek faktorden olustugu ortaya konmustur. Agcimlayici faktor analizinin sonu-
cuna gore aciklanan toplam varyans oraninin %65.898 oldugu; dogrulayici faktor analizi sonucunda ise modelin
uyum degerlerinin RMSEA=0.067; RMR=0.030; CFI=0.99; NFI=0.98; NNFI=0.99; GFI=0.87 ve AGFI=0.83
oldugu goriilmiistiir. 0.971 olarak hesaplanan Cronbach Alpha degeri ise dlcegin giivenilir oldugunu gostermistir.
Sonug olarak 19 madde, tek boyuttan olusan “Okullardaki Nesil Farkhliklarmi Yonetme Olgegi”nin gegerli ve
giivenilir bir veri toplama araci oldugu séylenebilir. Olgekte ters puanlanan madde yoktur ve alinabilecek toplam
puan 95'tir. Olcek kullamilarak, yoneticilerin nesil farkliliklarini yonetme becerileri ile érgiit sagligi, kurumsal
etkililik gibi kavramlar arasindaki iligkilere yonelik calismalar yiiriitiilebilecektir.
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English Version

Introduction

Generation is defined as “a group of people who were born almost in the
same years, shared the similar problems, destinies of same age’s circumstance
and supposed to make similar tasks” (TDK, 2019). In support of this definition,
when different resources are investigated, it is seen that “important historical
events” which make people live similar experiences is also effective to describe a
generation, addition to “year of birth” (Erel, 2009; Reeves & Oh, 2007). “Perce-
ived membership” and “common attitudes and behaviors related to issues such
as family, career, marriage, health, politics” are also taken into consideration
while defining a generation, too (Howe & Strauss, 2000). These multiple factors,
which are used to define generations, also lead to different opinions to classify
the generations. From Table 1 the classification of different generations by seve-
ral authors can be seen.

Table 1.
Generational Labels and Dates Reported in Different Sources*

Source Labels

Howe & Strauss ~ Silent Generati- Boom Generati- 13th Generation Millennial Gene- -

(2000) on (1925-1943)  on (1943-1960 )  (1961-1981) ration (1982-
2000)
Lancaster & Traditionalist Baby Boomers ~ Generation Millennial Gene- -
Stillman (2002)  (1900-1945) (1946-1964) Xers (1965- ration; Echo Boo-
1980) mer; Generation

Y; Baby Busters;
Generation Next
(1981-1999)

Martin & Tul- Silent Generati- Baby Boomers  Generation X Millennials (1978- -

gan (2002) on (1925-1942)  (1946-1960) (1965-1977) 2000)
Oblinger & Matures Baby Boomers ~ Gen-Xers Gen-Y; NetGen;  Post-Millenials
Oblinger (2005)  (<1946) (1947-1964) (1965-1980) Millenials (1981-  (1995-present)
1995)
Tapscott (1998) - Baby Boomer Generation X Digital Generati- -
Generation (1965-1975) on (1976-2000)
(1946-1964)
Zemke et al. Veterans Baby Boomers ~ Gen- Xers Nexters (1980- -
(2000) (1922-1943) (1943-1960) (1960-1980) 1999)

*Resource: Reeves&Oh (2007: 296).

As seen from Table 1, although the periods of each generation changes in
different resources, in general they are classified as “silent generation, baby boo-
mers, Generation X, Generation Y, Generation Z and Generation Alpha” from
oldest to youngest (McCrindle & Wolfinger, 2011; Reeves & Oh, 2007). Though
there might be differences stem from the personality, it is thought that the people
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from same generation often have similar features and behaviors (Erel, 2009). Ba-
sed on the literature, things can be said about the prominent features of different
generations are as follows.

The important events effect the silent generation who was born before 1946
are World War I, World War II and economic crisis term (Etlican, 2012; Torun-
tay, 2011). People from silent generation think working on a job for a long time
and hierarchy are important. They believe that professional respect in business
life can be achieved through dedication and commitment. According to them,
the most important thing to produce positive results about life is to work hard.
Sacrifice, respect for rule, law and authority, responsibility are important values
shared by this generation (Weingarten, 2009).

The generation who was born from World War II to 1964 are named as
baby boomers (Cetin Aydin & Basol, 2014). People from this generation see
the changes and developments that will take the system forward are important.
Therefore, they want to make changes to produce positive results in democratic
and humanist ways (Balc1 & Bozkurt, 2013; Erel, 2009). Baby boomers think
participation to work and team work are important. They want to be able to work
with a collaborative manager in their working life (Toruntay, 2011).

Generation X who are the children of working parents is a generation that
has lived in a period of the rapid development of technology. As a result of wor-
king parents they take the responsibility for their own life at early ages. This abi-
lity also effects their professional life. They preferred workplace environments
where they could use their creativity rather than being managed, traditional wor-
king styles, certain boundaries. People who are from this generation can work
themselves. They are impatient and work-oriented. They respect the balance
between the professional and personal life and expect them to be respected. The
core values of this generation include individualism, pragmatism, tolerance to
different lifestyles and cultural diversity (Toruntay,2011).

Generation Y is a generation is optimistic about the future. They think they
should be able to express themselves in professional life, work in collaboration
and managers should give importance to them individually. They query the rules.
They are capable of doing several tasks at the same time. Although they are
hardworking and ambitious in the professional life, their friends and families
take priority over the work (Torun & Cetin,2015).

In addition to the classification in Table 1, people who were born in mid-
1990s are defined as Generation Z (Grail Research, 2011; Kinash, Wood &
Knight, 2013: 57) and people who were born after 2010 defined as Generation
Alpha (McCrindle & Wolfinger, 2011). Based on the literature, the characteris-
tics of individuals from the Generation Z can be expressed as, “technology de-
pendence, rapid adaptation to technology, rapid processing of information, long
time spent in social networks, openness to global interaction and tolerance of
different cultures, independence, expressing individuality and desires” (Buchel,
2008; as cited in Schuck, Aubusson, Buchanan & Russell, 2012; Grail Research,
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2011; Imtiazi, 2011; Ivanova & Smrikarov, 2009). Also, the Generation Alpha’s
features are “more technology addiction than previous generations, being mate-
rialist and technology-oriented, adapting to technology, experiencing many he-
alth problems, and starting school at an early age”. Although, they have not yet in
professional life, Generations Z and Alpha can be considered as generations that
involved in schools as an institution and provide generational diversity.

Today, working together by reflecting the values, beliefs, attitudes and opi-
nions shared by different generations to the workplace environment has brought
out the term of multi-generation organizations (Baldwin Pearson, 2012; Erel,
2009). Consequently, it has come to the agenda that the managers change the
management styles to meet the needs of people of every generation. The ma-
nagement of different generations is an issue addressed in school management
(Baldwin Pearson, 2012; Erden Ayhiin, 2013; Kisa, 2013). Therefore, it is impor-
tant in terms of managers to have awareness about the unique characteristics of
each generation working together in the organization (Baldwin Pearson, 2013).
It is emphasized in many sources that this awareness regarding different genera-
tions will contribute to the managers in their applications by “knowing the needs
of different generations, understanding the values that direct the behaviour, en-
suring the harmony of employees with each other, increasing production, estab-
lishing effective communication, employee happiness, ensuring the effectiveness
of the organization and understanding and resolving conflicts ” (Balc1 & Bozkurt,
2013; Erden Ayhiin, 2013; Van der Walt & Du Plessis, 2010). Furthermore, it is
thought that generational differences affect organizational and personal perfor-
mance by differentiating people’s interactions with work (Bell, 2008). However,
the number of studies have these discussions based on research is limited.

When the studies in the literature are examined, it can be stated that gene-
rational differences in working life are handled in various dimensions. In a group
of study, it had been focused that features of employees which are from different
generations. In a qualitative study which is conducted with 6 lecturers motivati-
on profiles of employees from generation Y are described by Keles (2011). Ac-
cording to the findings, generation Y employees have determined their flexible
working conditions as motivating to work with managers who guide them. With
the research conducted with the participation of 218 teachers, they determined
whether the professional expectations of the teachers from the X and Y genera-
tions differ or not (Balci and Bozkurt, 2013). According to the findings, teachers
of generation X identified themselves with their professions at higher rates than
teachers of generation Y, emphasizing their commitment to the organization and
their friends, and pointed out that organizational and individual goals should be
compatible. In the study conducted by Yiiksekbilgili and Akduman (2015) no
difference was found between the workaholic behaviours of 218 employees from
generation X and Y. Borii and Yurtkoru (2016) on the other hand, developed
the “Business Lifestyle Scale” in order to understand the business lifestyle of
employees of different generations. Similarly, in a study conducted by Nisanci
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and Yddirim (2017), it was determined that employees of different generations
had different perceptions of organizational commitment.

Another group of research focused on managing generational differences.
Demirkaya, Akdemir, Karaman and Atan (2015) conducted a study to identify
the difference in management perception among 964 employees from different
sectors and generations in business life and to reveal appropriate leadership style
expectations based on this perception. According to the findings of the study,
management perceptions and leadership style expectations of all generations
were similar to those found in the literature for Generation Y.

Kisa (2013), in her study based on literature review, discussed the charac-
teristics of the multi-generational structure in primary schools in which diffe-
rent generations interact and what school administrators can do in managing this
structure. In the same study, as the generations became younger, it was stated
that “employees care about work-life balance more; away from workaholism;
that career perspectives shift from specializing in a single job to performing mul-
tiple competence-based tasks at the same time; diversified forms of communica-
tion; what the manager expects to be a role-model; they welcome change more
positively; they are more likely to work with technology. In terms of primary
school principals, Kisa (2013) stated what can be done as; recognition of diffe-
rent generations’ features, giving a chance to different generations for learning
from each other, putting to work the motivation processes suitable for every ge-
neration, carrying out the performance evaluation suitable for the features of the
generation, diversifying the communication styles, taking account of different
learning styles of different generations and knowing that they can approach the
alteration differently.

Although the studies examined showed how managers can manage diffe-
rent generations, no data collection tool was found that can demonstrate the
level of management skills of a manager in this direction. A data collection tool
that will be developed to measure the skills of managing generational differen-
ces will enable the production of research-based scientific knowledge that will
describe the relationship of this concept with other concepts such as motivation
and organizational effectiveness. The aim of this study is to develop a valid and
reliable data collection tool that teachers can evaluate the skills of principals to
manage generational differences in their schools.
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Method

The details of the study group and the process of developing the data collec-
tion tool can be seen below of this study which is conducted to develop a scale.

Study Group:

This research is conducted after ethical permission is getted from Ministry
of National Education, between June 2017 and October 2017 in Nigde with two
different study groups consist of teachers who work in primary, secondary and
high school. While deciding the number of participants, it is aimed to reach ten
times more people for each item, for every analysis (Bryman and Cramer, 2001;
as cited in Tavsancil, 2002). As there were 19 items in the scale, 190 data were
collected at first phase and exploratory factor analysis was applied. 63 (33.16%)
of the teachers were working in primary school; 54 (28.42%) were in working
secondary school; 73 (38.42%) were working in high school who compose the
study group that exploratory factor analysis was applied to. In this study group,
the ages of the participants ranged between 24 and 63 years old. Since there was
no loss of item in the exploratory factor analysis, data were collected from 190
teachers (ten times of the number of items) in order to apply the confirmatory
factor analysis. 63 (33.16%) of the teachers were working in primary school; 55
(28.94%) were in secondary school; 72 (37.90%) were working in high school
who compose the study group that confimatory factor analysis was applied to. In
this study group, the ages of the participants ranged between 24 and 62 years old.
Totally, 380 teachers were participated to scale development process.

Development of Data Collectin Tool:

The process of developing the data collection tool includes the steps of “cre-
ating a pool of items, obtaining expert opinions, pre-application, creating the
last version of the data collection tool, application of the tool and analyzing the
data”.

Within the scope of this scale development study, item pool was created ba-
sed on literature review (Balci&Bozkurt, 2013; Baldwin Pearson, 2012; Chbme,
2011; Erden Ayhiin, 2013; Kisa, 2013; Kristy, 2007; Perry Wooten, 2012). Fifteen
items selected from the pool and a form is prepared to get experts’s opinions.
This developed form is presented to the ideas of six experts from educational ad-
ministration department, two experts from measurement and evaluation and an
expert from language. Experts are asked for their ideas if each item was “appop-
riate”, “partly appopriate” or “not appopriate”. They are wanted to write their
suggestions if they checked “partly appopriate” or “not appopriate” options. Ac-
cording to experts’s ideas content validity ratio (CVR) was calculated for each
items. CVR was calculated as 1 for 1th, 2nd, 6th, 7th, 9 th, 10 th, 12 th, 13 th, 14 th
and 15th item; it was 0.77 for 3th,4th,5th and 8th items; it was -0.11 for 11. item.
According to Yurdugiil (2005) minimum CVR for nine experts is 0.75. Items
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except 11th one, items with 0.77 coefficient are included the scale after changing
them. After deleting “Makes studies for recognizing students from different ge-
nerations.” item scale had fourteen items, then five items are added according to
experts’s ideas and a pre-aplication form is prepared with nineteen items.

According to Karasar (2006) pre-application should be conducted with at
least 50 people while developing a scale. In this research the developed pre-ap-
plication form is applied to 56 participants. Except the feedbacks about instruc-
tion and one independent variable, items evaluated as understandable. Data
gathered from the pariticipants of pre-application are not used for other analy-
sis of the research. After pre-application last version of the data collection tool
is prepared. There were no reverse scored items among all items. This scale is
five point likert scale consists of “strongly disagree, disagree, undecided, agree,
strongly agree” options. Maximum score can be gained is 95.

After the last version of the scale was prepared researcher went to scho-
ols and applied the scale to teachers who are volunteer to participate. At first
phase “Exploratory Factor Analysis” conducted to decide the construct validity
with the data collected from 190 participants. Kaiser-Mayer Olkin (KMO) and
Bartlett test were conducted to understand if the data is appropriate to analyze.
A structure about data collection tool is described based on items’ factor loads,
eigenvalues, common variance of measured variable gathered as a result of EFA.
To confirm the structure obtained from EFA data collected from second study
group which consists of 190 participants and Confirmatory Factor Analysis is
applied to this data. Before applying CFA, the assumption of CFA like normality,
linearity, extrem value were examined. Items’ t values obtained from CFA are
investigated in .05 significance level. Model-data fit is decided based on values
like root mean square error of approximation (RMSEA), comperative fit index
(CFI), goodness of fit index (GFI), adjusted goodness of fit index (AGFI) are
investigated. To decide the reliability of the data collection tool Cronbach Alpha
value was calculated.

Findings

The findings obtained from exploratory and confirmatory factor analysis
about construct validity of the scale can be seen below.

Firstly, Kaiser-Meyer-Olkin (KMO) and Bartlett values are calculated to
understand if the data is appropriate for factor analysis or not. KMO values
more than 0.90 means data is perfectly appropriate for factor analysis (Leech,
Barrett&Morgan, 2005; as cited in Cokluk, Sekercioglu &Biiyiikoztiirk, 2010:
221).
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Table 2.
Findings of KMO and Bartlett Test
KMO Test 961
Bartlett Test Chi-squre (x?) 3521.609
df 171
p 000

According to Table 2 .961 value means sample was appropriate for factor
analysis. When Bartlett value was, investigated the chi-square value was signifi-
cant at .01 level. Based on these findings factor analysis can be applied.

Table 3.
Findings About Factors According to Principal Component Analysis

Factor  Eigenvalue Percentage of Variance Total Percentage of Variance
1 12.521 6.898 65.898
2 1.177 6.195 72.093

According to Table 3 there were two factors with eigenvalue more than 1.
Contribution to total variance of first factor was 65.898 and the contribution of
the secand was 6.195. The contribution of second factor to total variance was very
low. Cokluk et al. (2010:221) stated that scree plot can be investigated to decide
the number of factor for this kind of situation. Scree plot can be seen below.

Scree Plot

12,5

10,0

7,57

Eigenvalue

2,57

0,0

T T T T T T T T T T T T T T T T T T
1 2 3 4 S 6 7 8 9 10 11 12 13 14 15 16 17 18 19

Component Number

Figure 1. Scree Plot
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In scree plot, each interval between two points is evaluated as a factor. As
can be seen from Figure 1, the slope has decreased considerably after the second
point. Therefore, the contribution of the factors from this point to variance is
minimal and almost same (Cokluk et al., 2010: 222). Because of this, the scale
was decided to be one factor. After deciding the number of factor, the factor
loads are investigated.

Table 4.
Factor Loads of Items
Item Factor Loads
m8 871
mb6 .866
ml3 .856
ml4 .852
ml6 .847
m15 .841
ml8 .837
ml7 .829
ml2 .828
m19 817
m9 .804
mll 788
m3 783
m7 783
m4 781
m?2 772
m10 769
m5 758
ml 722

When the factor loads are investigated from Table 4, their range is .871-.722.
As stated by Cokluk et al. (2010: 223) acceptance value is .32 or more; all items’s
factor loads can be evaluated as acceptable. Based on the exploratory factor
analysis results, “Managing Generational Differences in Schools Scale” com-
posed of 19 items and one dimension. To confirm the structure which is described
based on exploratory factor analysis, confirmatory factor analysis was applied.
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—1.00

Chi-Square=271.12, df=146, P-value=0.00000, RMSEA =0.067
Figure 2. Results of confirmatory factor analysis
According to results of confirmatory factor analysis at Figure 2, error vari-

ances are low and factor loads’s range is 0.77-0.89.

Table 5.
Fit Indices for Managing Generational Differences in Schools Scale

X af p x/df ~ RMSEA RMR NFI NNFI CFI GFI AGFI
27112 146 0<.05 1856  0.067 0030 098 099 099 087 083
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The values can be seen from Table 5 are compared with perfect fit indices
value range reached from several sources (Cokluk et al., 2010; Duyan, Gelbal
and Calik Var (2013). All values except RMSEA value, all values were fit per-
fectly. RMR which expected to be less than .05 according to sources is .03; NFI
which expected to be greater than or equal .90 is .98; NNFI which expected to be
greater than or equal .95 is .99; CFI which expected to be greater than or equal
.90 is CFI .99; GFI which expected to be greater than .85 is .87; AGFI which
expected to be greater than .80 is .83. RMSEA is less than .08 which is accept-
able maximum value. According to these findings model-data fit is perfect. As a
result, one factored structure described with EFA is confirmed with CFA.

The Cronbach Alpha coefficient, which gives the internal consistency of the
items in scale, was calculated and found .971 for reliability of the scale. Cronbach
Alpha can be between 0 and 1, as much as it gets closer to 1, reliability increases
(Ural&Kilig, 2006). Alpha value calculated as .971 indicates the scale is very re-
liable.

Results and Suggestions

In this study, it is aimed to develop a valid and reliable data collection tool
that teachers can evaluate the ability of principals to manage generational diffe-
rences in their schools. In this context an item pool was created for Managing Ge-
nerational Differences in Schools Scale. To create the item pool, organizational
and managerial effects of the combination of different generations was described
with literature review. Existing of different generations in organizations create
some necessities like being aware of each generations’ their own features and ne-
eds (Baldwin Pearson, 2013; Erden Ayhiin, 2013); to know working methods, ca-
reer planning forms and values of employee (Erden Ayhiin, 2013), learning styles
(Baler & Bozkurt, 2013; Kristy, 2007), motivation souces (Erden Ayhiin, 2013;
Perry Wooten, 2012), organizational commitment (Balct & Bozkurt, 2013; Er-
den Ayhiin, 2013), communication style (Kisa, 2013), commitment to norms and
rules (Balc1 & Bozkurt, 2013; Erden Ayhiin, 2013), the way they are evaluated
(Baler & Bozkurt, 2013; Baldwin Pearson, 2012) are different; being leader ac-
cording to different generations (Balc1 & Bozkurt, 2013; Chbme, 2011); making
them learn from each other (Baldwin Pearson, 2012; Erden Ayhiin , 2013; Perry
Wooten, 2012); taking into consideration the ideas of employees from different
generation within management process (Erden Ayhiin, 2013). In this context,
after the item pool was established, the scale was prepared for pre-application
by making arrangements on the items based on expert opinions. For construct
validity of the scale, exploratory factor analysis and confirmatory factor analysis
were applied and reliability studies were conducted.

As a result of exploratory factor analysis scale was one factored. The factor
loads of items change between .871 and .722 this scale with one item and ninete-
en items. The total explained variance of scale was 65.898%. CFA was applied to

755



Nuray Kisa

understand the validity of one factored structure with nineteen items of Mana-
ging Generational Differences in Schools Scale.

The 2 / df value obtained by the CFA that applied to test the one-factored
structure of the Management of Generation Differences in Schools Scale was
calculated as 1.856 and this value was interpreted as an indicator that the model
had an acceptable goodness of fit. When the other fit indicies given in Table 5 are
examined, it is seen that the values calculated for the one factored model meet
the acceptable fit criteria. As a result, Management of Generation Differences
in Schools Scale’s one factored structure is valid. In addition, Cronbach Alpha
calculated as .971 indicates that the scale was reliable.

In this context, Management of Generation Differences in Schools Scale
which is developed based on the analysis conducted, is a valid and reliable data
collection tool that teachers can evaluate the ability of principals to manage ge-
nerational differences in the schools. It consists of nineteen items and one factor,
it is a five point likert scale. There is not any reverse scored item in the scale and
the maximum point can be get from it is 95.

In the literature, there are studies that discuss the effects of intergenera-
tional differences on organizational reflections and managerial activities based
on document analysis (Al-Asfour & Lettau, 2014; Erden Ayhiin, 2013; Glass,
2007; Kisa, 2013; Sarraf, 2019). There are also studies that address these issues
based on research. In the studies focus on organizational effects of generational
differences conducted with employees from several sectors some differences
found like professional attitudes of employees from X and Y generations (Senol
& Ugurlu, 2019); work values (Senses, 2019); expectation from career (Metin
& Kizildag, 2017); job satisfaction, organizational commitment and intention to
quit the job (Yigit, 2010). Brown Crowder (2017) increased the number of gener-
ations studied, and in her work with employees from four different generations,
she concluded that there are different values (such as doing business for others)
and shared values (such as having good colleagues).

On the other hand, in the studies focusing on the managerial effects of gen-
erational differences, it was found that the empolyees from X generation evalu-
ated the leadership behaviors of the managers they work with in terms of job and
people, higher than those from generation Y (Cekmecelioglu & Konakay, 2018);
the expectations of the Y generation employees from the ideal manager (such
as creating vision, guiding the business life, being a role model and helping to
make the truth by showing mistakes) are more than the X generation employees
(Metin & Kizildag, 2017); employees of generation Y care about getting feed-
back from their superiors (Keles, 2011). Although these studies conducted on the
organizational and managerial effects of generational differences in business life
indicate that managers have important duties in this process, no data collection
tool could be reached that can describe these skills of managers on this subject.

It is foreseen that the management of generation differences will be an im-
portant issue in the future as it is inevitable that the differences between the
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generations will occur in the rapidly changing / transforming world and the exis-
tence of these different generations together in the same organizations. In this
context, it is thought that a new perspective can be given to the studies about
generation differences in institutions with this new developed Management of
Generation Differences in Schools Scale. With the developed scale, describing
the skills of managers to manage generational differences and variables related
to this skill can also be determined, thus, plannigs can be made for managers to
develop their skills. Also managers’ skills to manage the generational differences
can be discussed with terms like organizational helath, organizational efficiency
to improve the organization. In this context, researchers from different discipli-
nes who are interested in this subject are also advised to conduct studies to use
this scale developed for schools, in different institutions.
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Tiirkce Siiriim

Giris

“Nesil” kavrami “yaklagik olarak ayni yillarda dogmus, ayni ¢agin sartlarini,
dolayisiyla birbirine benzer sikintilari, kaderleri paylagmis, benzer 6devlerle yii-
kiimlii olmus kisilerin toplulugu” olarak betimlenmektedir (TDK, 2019). Farkli
kaynaklar incelendiginde, bu tanimi destekler bicimde “dogum yili” ile birlikte
kisilerin benzer deneyimleri yasamalarina neden olan “Onemli tarihi olaylar”in
da bir neslin tanimlanmasinda etkili oldugu gorilmektedir (Erel, 2009; Reeves
ve Oh, 2007). Bunlara ek olarak “algilanan tiyelik” ve “aile, kariyer, evlilik, sag-
lik, politika... gibi konulara iligkin ortak tutum ve davranislar” da bir nesli tanim-
lamakta dikkate alinmaktadir (Howe ve Strauss, 2000). Nesilleri tanimlamakta
kullanilan bu ¢oklu faktorler, nesillerin siniflandirilmasinda da farkli goriislerin
olusmasina neden olmaktadir. Tablo 1’de farkli nesillerin cesitli yazarlar tarafin-
dan siniflandirilisindan 6rnekler goriilebilmektedir.

Tablo 1. .
Farkly Kaynaklarda Nesillerin Isimleri ve Tarihleri*

Kaynak Nesiller
Howe ve Stra-  Sessiz Kusak ~ Patlama 13. Kusak Milenyum -
uss (2000) (1925-1943) Kusag (1943-  (1961-1981) Kusag (1982-
1960 ) 2000)
Lancaster Gelenekgiler ~ Bebek Patla- X Kusaginda- Milenyum Ku- -
ve Stillman (1900-1945) mast (1946- kiler (1965- sag1; Eko Patla-
(2002) 1964) 1980) mast; Y Kusagy;
Baby Busters;
Sonraki Nesil
(1981-1999)
Martin ve Tul- Sessiz Kusak ~ Bebek Patla- X Kusagi Milenyumlar -
gan (2002) (1925-1942) masi (1946- (1965-1977) (1978-2000)
1960)
Oblinger ve Olgunlar Bebek Patla-  Gen-X’ler Gen-Y; Milenyum
Oblinger (<1946) mast (1947- (1965-1980) NetGen; Sonrasi Kusak
(2005) 1964) Milenyumlar (1995-giinii-
(1981-1995) miiz)
Tapscott - Bebek Pat- X Kusagi Dijital Kusak -
(1998) lamasi Nes- (1965-1975) (1976-2000)
1i(1946-1964)
Zemke vd. Tecriibeliler Bebek Patla-  Gen-X'ler Sonraki- -
(2000) (1922-1943) masi (1943- (1960-1980) ler(1980-1999)
1960)

*Kaynak: Reeves ve Oh (2007: 296).
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Tablo 1’den goriildiigii iizere nesillerin ait oldugu doénemlere iligkin tarihler
farkl kaynaklarda farklilik gosterse de, genel olarak en yashdan en gence dogru
nesiller “sessiz kusak, bebek patlamasi, X kusagi, Y kusagi, Z kusagi ve Alfa
kusag1” olarak ele alinmaktadir (McCrindle ve Wolfinger, 2011; Reeves ve Oh,
2007). Kisilikten kaynaklanan farkliliklar olabilse de, ayn1 nesilden kisilerin ¢o-
gunlukla benzer 6zellik ve davraniglara sahip olduklar1 diigiiniilmektedir (Erel,
2009). Farkli nesillerin 6n plana cikan 6zellikleri ile ilgili olarak alanyazina dayal:
olarak sOylenebilecekler agsagidaki gibidir.

1946 yilindan 6nce Diinya’ya gelen sessiz kusagin, etkisi altinda kaldig:
onemli olaylar 1. ve 2. Diinya Savaslart1 ile ekonomik bunalim dénemleridir (Etli-
can, 2012; Toruntay, 2011). Sessiz kusaktan olanlar ayni iste uzun siire ¢aligmaya
ve hiyerarsiye 6nem verirler. Is yasaminda profesyonel saygimnin, adanma ve bag-
lanma ile kazanilacagina inanirlar. Onlara gore yasamla ilgili olumlu sonuglar
iretmenin en Onemli aract ¢ok calismaktir. Fedakarlik, kural, kanun ve otoriteye
saygt, sorumluluk bu nesilden olanlarin paylastigi dnemli degerlerdir (Weingar-
ten, 2009).

II. Diinya Savas’'ndan 1964 yilina kadar doganlar1 kapsayan nesil, bebek
patlamasi kusagi olarak isimlendirilmektedir (Cetin Aydin ve Basol, 2014). Bu
nesilden olanlar sistemi ileriye gotiirecek degisim ve gelismeleri dnemli goriirler.
Bu nedenle demokratik ve insancil yollarla olumlu sonuclar tiretecek bicimde de-
gisiklikler yapmayi isterler (Balci ve Bozkurt, 2013; Erel, 2009). Bebek patlamasi
kusagi, ise katilim ve takim ¢aligmasina biiyliik 6nem verirler. Calisma hayatinda
isbirlikci bir yonetici ile calisabilmeyi isterler (Toruntay, 2011).

X kusag genellikle calisan ailelerin cocuklar1 olarak, teknolojinin hizla
gelistigi bir donemde yagsamig olan bir kusaktir. Ailelerinin ¢alisiyor olmasi, bu
nesilden olanlara kendi hayatlarinin sorumlulugunu erkenden alabilme 6zelligi
kazandirmistir. Bu 6zellikleri, ig yasantilarina da yansimistir. Yonetilmekten, ge-
leneksel caligma bigimlerinden, cok belirgin sinirlardan ziyade yaraticiliklarin
kullanabilecekleri ig ortamlarini tercih etmislerdir. Bu nesilden olanlar tek bas-
larma cok iyi caligirlar, sabirsizdirlar, is odakhdirlar. Is ve 6zel yasam dengesine
sayg1 gosterirler ve kendilerine saygi gosterilmesini beklerler. Bu kusagin temel
degerleri arasinda bireyselcilik, pragmatizm, farkli yagsam bicimlerine karsi hos-
gorii ve kiiltiirel gesitlilik yer almaktadir (Toruntay, 2011).

Y kusag gelecege iyimserlikle bakan bir nesildir. Is yasantisinda kendilerini
ifade edebilmeyi, grup halinde calisabilmeyi, yoneticilerin onlara bireysel olarak
onem vermeleri gerektigini diisiiniirler. Kurallart sorgularlar. Ayni anda birden
fazla is yapabilme konusunda yeteneklidirler. Is hayatinda caliskan ve hirsli ol-
malarina ragmen arkadaslari ve aileleri isten daha 6nceliklidir (Torun ve Cetin,
2015).

Tablo 1’deki siniflandirmaya ek olarak 1990’larin ortasinda dogan bireyler
Z nesli (Grail Research, 2011; Kinash, Wood ve Knight, 2013: 57) ve 2010’dan
sonra doganlar Alfa Nesli olarak tanimlanmistir (McCrindle ve Wolfinger, 2011).
Alanyazina dayali olarak Z neslinden bireylerin 6zellikleri “teknoloji bagimlilig,
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teknolojiye hizla uyum saglama, bilgiyi hizla igleyebilme, sosyal aglarda uzun za-
man gecirme, global etkilesime aciklik ve farkl kiiltiirlere karsi hosgoriilii olma,
bagimsizlik, bireysellik ve isteklerini rahatca ifade edebilme” olarak belirtilebi-
lir (Buchel, 2008; aktaran Schuck, Aubusson, Buchanan ve Russell, 2012; Grail
Research, 2011; Imtiazi, 2011; Ivanova ve Smrikarov, 2009). Ayrica Alfa neslinin
ozellikleri “Onceki nesillerden daha fazla teknoloji bagimliligi, materyalist ve
teknoloji odakli olma, teknolojiye kolay adapte olma, ¢ok saglik sorunu yasama,
okula daha erken yaslarda baglama”dir (Grail Research, 2011). Heniiz is yasan-
tisinda bulunmasalar da Z ve Alfa nesilleri, bir kurum olarak okullara dahil olan
ve nesil ¢gesitliligini saglayan kusaklar olarak degerlendirilebilir.

Giintimiizde, farkli nesillerin paylastiklar1 deger, inang, tutum ve goriislerini
is ortamina yansitarak birlikte calismalar1 “cok nesilli Orgiitler” kavramini ortaya
cikartmistir (Baldwin Pearson, 2012; Erel, 2009). Buna bagli olarak yoneticilerin
her nesilden insanin ihtiyacini karsilayabilecek bicimde yonetim tarzlarini degis-
tirmeleri de giindeme gelmistir. Farkli nesillerin yonetilmesi okul yonetiminde de
ele alinan bir konu olmustur (Baldwin Pearson, 2012; Erden Ayhiin, 2013; Kisa,
2013). Bu nedenle 6rgiit iginde birlikte calisan her neslin kendine has 6zellikle-
rine iligkin farkindaliga sahip olmak yoneticiler agisindan 6nem kazanmaktadir
(Baldwin Pearson, 2013). Farkli nesillere iligkin bu farkindaligin “ihtiyaclarin bi-
linerek motivasyonun saglanmasi, davraniglara yon veren degerlerin anlagilma-
s1, calisanlarin birbirleri ile uyumlarinin saglanmasi, iiretimin arttirilmasi, etkili
iletisim kurulmasi, calisanlarin mutlulugu, Orgiitiin etkililiginin saglanmasi ve
catismalarin anlagilip coziimlenmesi” konularinda yoneticilere katki saglayaca-
&1 pek ¢ok kaynakta vurgulanmaktadir (Balci ve Bozkurt, 2013; Erden Ayhiin,
2013; Van der Walt ve Du Plessis, 2010). Ayrica nesil farkliliklarinin kisilerin isle
etkilesimlerini farklilagtirarak, orgiitsel ve kisisel performansi da etkiledigi diisii-
nilmektedir (Bell, 2008). Ancak bu tartigmalarin arastirmaya dayali olarak yiirii-
tildiigu caligmalarin sayist sinirhidir.

Alanyazindaki arastirmalar incelendiginde caligma hayatindaki nesil farkli-
liklarinin cesitli boyutlarda ele alindigr ifade edilebilir. Bir grup arastirmada fark-
I1 nesillerden calisanlarin 6zelliklerine odaklanilmigtir. Keles (2011) tarafindan
6 0gretim tiyesi ile nitel olarak ytrttiilen arastirmada Y kusagindan calisanlarin
motivasyon profilleri betimlenmistir. Bulgulara gore Y kusagindan calisanlar es-
nek calisma kosullarini, kendilerine rehberlik eden yoneticilerle caligmayr motive
edici olarak belirlemiglerdir. Balci ve Bozkurt (2013) 218 6gretmenin katilimi ile
yaptiklar1 arastirma ile X ve Y kusaklarindan 6gretmenlerin mesleki beklenti-
lerinin farklilagip farklilasmadigini belirlemislerdir. Bulgulara gore X neslinden
ogretmenler, Y neslinden 6gretmenlere gore daha yiiksek oranlarda kendilerini
meslekleri ile tanimlamis, Orgiite ve arkadaslarina baglilik gosterdiklerini vurgu-
lamis, Orgiitsel ve bireysel amaclarin uyumlu olmasi gerektigine dikkat cekmis-
lerdir. Yiiksekbilgili ve Akduman (2015) tarafindan yapilan arastirmada X ve
Y kusagindan 218 calisanin iskoliklikleri arasinda fark bulunmamuistir. Bori ve
Yurtkoru (2016) ise farkli kusaklardan caligsanlarin ig yasam tarzlarini anlayabil-
mek amaciyla “Is Yasam Tarz1 Olcegi” gelistirmislerdir. Benzer bicimde Nisanci
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ve Yildirim (2017) tarafindan bir icecek firmasinda yapilan calismada, farkli ne-
sillerden ¢alisanlarin Orgiitsel baghlikla ilgili algilarmin farkli oldugu belirlen-
mistir.

Bir diger grup arastirmada ise nesil farkliliklarinin yonetilmesine odakla-
nilmigtir. Demirkaya, Akdemir, Karaman ve Atan (2015) tarafindan farkli sek-
torlerden 964 calisanla is yasamindaki kusaklar arasindaki yonetim algisi farkini
saptayarak, bu algi tizerinden uygun liderlik tarzi beklentilerini agiga cikartmak
lizere bir aragtirma yiritiilmiistiir. Calismanin bulgularina gore tiim kusaklarin
yonetim algilart ve liderlik tarzi beklentileri literatiirde Y kusagr icin saptanan
ozelliklerle benzerlik gostermistir.

Kisa (2013) alanyazin taramasina dayali olarak yaptigi ¢calismada farkli ne-
sillerin etkilesim halinde oldugu ilkokullardaki ¢ok nesilli yapinin 6zelliklerini
ve bu yapinin yonetilmesinde okul yOneticilerinin yapabileceklerini tartigmistir.
Ayni calismada nesiller genclestikce calisanlarin “is-yasam dengesini daha ¢ok
onemsedikleri; iskoliklikten uzaklastiklari; kariyere bakig acilarinin tek iste uz-
manlagmaktan, ayni1 anda birden ¢ok yeterlige dayali isler yapmaya dogru kaydi-
&1; iletisim bicimlerinin gesitlendigi; yoneticiden rol-model olmasini bekledikleri;
degisimi daha olumlu karsiladiklari; teknoloji ile calismaya daha yatkin oldukla-
r1” belirtilmistir. Tlkokul yoneticileri acisindan yapilabilecekleri Kisa (2013) ta-
rafindan “farkli nesillerinin 6zelliklerinin bilinmesi, farkli nesillerin birbirinden
O0grenmesine firsat taninmasi, her kusaga uygun motivasyon siireclerinin ise ko-
sulmasi, neslin 6zelliklerine uygun performans degerlendirmesi yapilmasi, ile-
tisim bicimlerinin ¢esitlendirilmesi, farkli nesillerin farkli 6grenme bicimlerinin
dikkate alinmasi, degisime farkli yaklasabileceklerinin bilinmesi” olarak ifade
edilmistir.

Incelenen galismalarda yoneticilerin farkli nesilleri nasil yonetebilecekleri-
ne iligkin gostergelerle karsilasilsa da, bir yoneticinin bu yondeki yonetim bece-
rilerini gosterme diizeyini ortaya koyabilecek bir veri toplama aracina rastlan-
mamuigtir. Nesil farkliliklarinin yonetilmesi becerilerini 6lgmeye yonelik olarak
gelistirilecek bir veri toplama araci, kavramin motivasyon, orgiitsel etkililik gibi
kavramlarla iliskisinin betimlenmesini saglayacak arastirmaya dayali bilimsel bil-
gi tretilebilmesini miimkiin kilacaktir. Bu calismanin amaci, miidiirlerin okulla-
rindaki nesil farkliliklarini1 yonetme becerilerini 6gretmenlerin degerlendirebile-
cegi gecerli ve giivenilir bir veri toplama araci gelistirmektir.
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Yontem

Olgek gelistirmek amaciyla yiiriitiilen bu arastirmanin ¢alisma grubu ve veri
toplama aracinin gelistirilmesi siirecine iligkin detaylara asagida yer verilmistir.

Calisma Grubu:

Arastirma, Milli Egitim Bakanligi'ndan izin alinarak Haziran-Ekim 2017
tarihleri arasinda Nigde’de bulunan resmi ilkokul, ortaokul ve liselerde calisan
ogretmenlerle, iki farkli calisma grubu olusturularak yiriitilmustiir. Katilimer
sayisina karar verirken her bir analiz icin madde sayisinin on kati katilimciya
ulagmak hedeflenmistir (Bryman ve Cramer, 2001; aktaran Tavsancil, 2002). Ol-
¢ekte 19 madde oldugu i¢in ilk asamada 190 veri toplanarak acimlayict faktor
analizi yapilmistir. A¢imlayict faktdr analizinin gerceklestirildigi ¢alisma gru-
bundaki katilimeilarin 63’ (%33.16) ilkokulda; 54’0 (%28.42) ortaokulda; 73’
(%38.42) lisede calismaktadir. Bu calisma grubunda katilimcilarin yaglart 24
ile 63 arasinda degismektedir. Acimlayici faktor analizinde herhangi bir mad-
de kaybr olmadigi icin ikinci asamada da dogrulayici faktor analizi yapabilmek
amaciyla madde sayisinin on katina denk gelecek sekilde 190 6gretmenden veri
toplanmustir. Dogrulayici faktor analizinin gergeklestirildigi calisma grubundaki
ogretmenlerin 63’1 (%33.16) ilkokulda; 55’1 (%28.94) ortaokulda; 72’si (%37.90)
lisede calismaktadir. Dogrulayici faktor analizinin gergeklestirildigi gruptaki ka-
tilmcilarin yaglari 24-62 arasinda degismektedir. Tiim 6l¢ek gelistirme siirecine
toplam 380 6gretmen katilmistir.

Veri Toplama Aracinin Gelistirilmesi:

Veri toplama aracinin gelistirilmesi siireci “madde havuzunun olusturulma-
s1, uzman goruslerinin alinmasi, 6n uygulamanin yapilmasi, veri toplama araci-
na son halinin verilmesi, uygulamanin yapilmasi ve verinin analizi ” asamalarini
icermektedir.

Olgek gelistirme caligmasi kapsaminda alanyazin taramasima dayali olarak
madde havuzu olusturulmustur (Balci ve Bozkurt, 2013; Baldwin Pearson, 2012;
Chbme, 2011; Erden Ayhtin, 2013; Kisa, 2013; Kristy, 2007; Perry Wooten, 2012).
Havuzdan on beg madde secilerek uzmanlarin degerlendirmesinin alinabilecegi
bir form gelistirilmistir. Gelistirilen form, egitim yonetimialaninda ¢aligmakta olan
alt1 6gretim tyesi, 6lcme ve degerlendirme alaninda calismakta olan iki 6gretim
iiyesi ve bir dil uzmaninin goriisiine sunulmustur. Uzmanlardan her madde i¢in
goriiglerini “uygun”, “kismen uygun” ve “uygun degil” seklinde belirtmeleri
istenmigtir. Kismen uygun ya da uygun degil seceneklerini isaretlediklerinde
Onerilerini yazili olarak belirtmeleri beklenmistir. Uzmanlarin goriislerine dayal
olarak her bir madde i¢in kapsam gecerlik oran1 (KGO) hesaplanmustir. 1,2, 6, 7,
9,10, 12, 13, 14 ve 15. maddeler icin KGO 1 olarak; 3,4,5 ve 8. maddeler igin 0.77
olarak; 11. madde iginse -0.11 olarak hesaplanmigtir. Yurdugiil’e (2005) gore
dokuz uzman i¢in minimum KGO 0.75’tir. 11. madde disinda kalan maddelerden

762



Nesil Farkliliklarini Yonetme Olcegi

0.77 katsayili olanlar diizenlenerek Olgege dahil edilmistir. “Farkli nesillerden
ogrencileri tanimamiza yonelik caligmalar yapar.” maddesi silindikten sonra on
dort madde kalan dlcege uzman goriislerine dayali olarak bes madde eklenerek
on dokuz maddeden olusan deneme formu olusturulmustur.

Karasar’a (2006) gore 6lgek gelistirmede 6n uygulamada en az 50 kisi ile
¢alisilmalidir. Bu arastirma kapsaminda gelistirilen deneme formu 56 kisiye uy-
gulanmigtir. Yonerge ve bir bagimsiz degiskene iligkin doniit disinda, maddeler
anlagilabilir bulunmustur. On uygulamada yer alan kisilerden elde edilen veri-
ler, calismanin diger analizlerinde kullamlmamustir. On uygulamadan sonra veri
toplama aracina son hali verilmistir. Maddeler arasinda ters puanlanan madde
yoktur. Olgek “hic katilmiyorum, katilmiyorum, kararsizim, katiliyorum, tama-
men katiliyorum” ifadelerinin yer aldigi 5’li likert tipindedir. Alinabilecek top-
lam puan 95’tir.

Olgege son hali verildikten sonra arastirmaci tarafindan okullara gidilerek
calismaya katilmaya goniillii olan 6gretmenlerle uygulama gercgeklestirilmistir.
IIk asamada 190 kisiden toplanan veri ile yap1 gecerligini belirlemek iizere
“Acimlayict Faktor Analizi” yapilmistir.  Verinin analize uygunlugu Kaiser-
Mayer Olkin (KMO) ve Bartlett testi ile sinanmigstir. AFA sonucunda elde
edilen maddelerin faktor yiikleri, 6zdeger ve Olciilen degiskene ait ortak varyans
degerleri incelenerek 6lcme aracina iligkin bir yapi ortaya konulmustur. AFA'dan
elde edilen yapiy1 dogrulamak icin 190 kisilik ikinci bir calisma grubundan veri
toplanmis ve bu veriler tizerinden Dogrulayici Faktor Analizi (DFA) yapilmistir.
DFA yapilmadan 6nce DFA'nin normallik, dogrusallik, u¢ deger gibi varsayimlari
kontrol edilmistir. DFA analizi sonucunda maddelere ait t degerleri 0.05 anlam-
lilik diizeyindeki incelenmistir. Ayrica model uyumu i¢in tahmin hatalariin or-
talamasinin karekokii (RMSEA), karsilastirmali uyum indeksi (CFI), iyilik uyum
indeksi (GFI), diizeltilmis iyilik uyum indeksi AGFI) gibi degerlere bakilarak
model-veri uyumuna iliskin karar verilmistir. Veri toplama aracinin giivenirligini
belirlemek icin Cronbach Alpha degeri hesaplanmustir.

Bulgular ve Yorum

Olcegin yap1 gecerliligine yonelik olarak gerceklestirilen acimlayici faktor
analizi ve dogrulayici faktor analizine iliskin bulgulara asagida yer verilmistir.

[lk olarak faktor analizi icin veri yapisinin uygunlugunu test etmek amaciyla
Kaiser-Meyer-Olkin (KMO) ve Bartlett degerleri hesaplanmistir. KMO degeri.
90’1n tizerindeki degerler, veri yapisinin faktor analizi i¢cin miikkemmel diizeyde
uygun oldugunu gostermektedir (Leech, Barrett ve Morgan, 2005; aktaran Cok-
luk, Sekercioglu ve Biiytikoztiirk, 2010: 221).
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Tablo 2.
KMO ve Bartlett Testi Sonucunda Elde Edilen Bulgular
KMO Testi 961
Bartlett Testi Ki-kare (x%) 3521.609
sd 171
p 000

Tablo 2’de yer alan .961 degeri 6rneklemin faktdr analizi igin uygunlugunu
gostermektedir. Bartlett degeri incelendiginde elde edilen ki-kare degerinin .01
diizeyinde manidardir. Bu bulgulara dayali olarak faktor analizi yapilabilecegi
sOylenebilir.

Tablo 3.
Temel Bilesenler Analizi Sonucunda Faktérlere Iligkin Elde Edilen Bulgular

Faktor Ozdeger Varyans Yiizdesi Toplam Varyans Yiizdesi
1 12.521 6.898 65.898
2 1.177 6.195 72.093

Tablo 3’e gore 6zdegeri 1’in iizerinde ¢ikan iki faktor bulunmaktadir. Tk
faktoriin toplam varyansa katkisi 65.898; ikinci boyutun katkisi 6.195%tir. Ikinci
boyutun toplam varyansa katkisi oldukca diisiiktiir. Boyle durumlarda Cokluk
ve digerleri (2010: 221) yamac birikinti grafiginin incelenerek faktdr sayisinin
bir olarak belirlenebilecegini ifade etmistir. Yamag birikinti grafigine asagida yer
verilmistir.

Scree Plot

12,57

10,0

7.57

Eigenvalue

2,57

0,09

T T T T T T T T T T T T T T T T T T T
1 2 3 4 S 6 7 8 9 10 11 12 13 14 15 16 17 18 19

Component Number

Sekil 1. Yamag Birikinti Grafigi
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Yamag birikinti grafiginde iki nokta arasindaki her aralik bir faktor olarak
degerlendirilir. Sekil 1’den goriildiigii iizere ikinci noktadan sonra egim bir plato
yapmaktadir. Bu noktadan sonraki faktorlerin varyansa yaptiklari katk: hem kii-
¢iik hem de yaklasik olarak aynidir (Cokluk ve digerleri, 2010: 222). Bu nedenle
Olcegin tek faktorlii olmasina karar verilmistir. Faktor sayisi bir olarak belirlen-
dikten sonra faktor yiikleri incelenmigtir.

Tablo4.
Maddelere lliskin Elde Edilen Faktor Yiik Degerleri

Madde Faktor Yiki
m8 871
mo6 .866

ml13 .856
ml4 .852
ml6 .847
ml5 .841
ml8 .837
ml17 .829
m12 .828
m19 817
m9 .804
mll .788
m3 783
m7 783
m4 781
m2 172
m10 769
m5 758
ml 722

Tablo 4’ten faktor yiikleri incelendiginde yiik degerlerinin .871-.722 arasinda
degistigi goriilmektedir. Cokluk ve digerlerinin (2010: 223) belirttigi iizere kabul
degeri .32 ve iistli oldugundan tiim maddelerin faktor yiiklerinin kabul diizeyinin
istiinde yiik verdigi soylenebilir. Yapilan acimlayici faktor analizi sonuglarina
gore “Okullardaki Nesil Farkliliklarin1 Yonetme Olgegi”nin on dokuz maddeden
olustugu ve tek boyutlu oldugu soylenebilir. Acimlayici faktor analizi ile ortaya

koyulan yapinin dogrulanmasi amaciyla dogrulayici faktor analizi yapilmistir.
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—1.00

Chi-Square=271.12, df=146, P-value=0.00000, RMSEA=0.067
Sekil 2. Dogrulayict Faktor Analizi Sonuglar

Sekil 2’den dogrulayici faktor analizine iligkin sonugclar incelendigine hata

varyanslarinin disiik oldugu; faktor yiiklerinin ise 0.77-0.89 arasinda degistigi
gorillmektedir.

Tablo 5.
Okullardaki Nesil Farkhliklarm Yonetme Olgegi Icin Uyum Iyiligi Indeksleri

X Sd P x’/sd RMSEA RMR NFI NNFI CFI GFI AGFI
27112 146 0<.05 1.856 0.067 0.030 098 0.99 099 087 0.83
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Tablo 5’te elde edilen degerler farkli kaynaklarda belirtilen miikemmel
uyum deger araliklari ile kiyaslanmistir (Cokluk ve digerleri, 2010; Duyan, Gel-
bal ve Calik Var (2013). RMSEA degeri disindaki biitiin degerler miikemmel
uyumu gostermistir. Kaynaklara gore .05’ten kiiciik olmasi gereken RMR .03;
.90’dan biiyiik veya esit olmasi gereken NFT .98; .95’ten biiylik veya esit olmasi
gereken NNFI .99; .90’dan biiyiik veya esit olmasi gereken CFI .99; .85’ten biyiik
olmasi gereken GFI .87; .80’den biiyiik olmasi gereken AGFI .83 olarak belirlen-
mistir. RMSEA degeri de kabul edilebilir en {ist deger olan .08’den diisiiktiir. Bu
bulgulara gore kurulan model ile verilerin milkemmel diizeyde uyumlu oldugu
sOylenebilir. Sonug olarak AFA ile ortaya koyulan tek faktorli yapi, DFA ile dog-
rulanmustir.

Olcegin giivenirlik calismasi kapsaminda 6lcegi olusturan maddelerin ig tu-
tarliligini veren Cronbach Alpha katsayis1 hesaplanmis ve .971 bulunmugtur. 0 ile
1 arasinda deger alan Cronbach Alpha degeri bire dogru yaklastikca giivenirlik
artmaktadir (Ural ve Kilig, 2006). .971 olarak hesaplanan Cronbach Alpha degeri
Olcegin oldukga giivenilir oldugunu gostermektedir.

Sonuc ve Oneriler

Bu calismada miidiirlerin okullarindaki nesil farklhiliklarini yonetme bece-
rilerini 6gretmenlerin degerlendirebilecegi gegerli ve giivenilir bir veri toplama
araci gelistirmek amaclanmistir. Bu kapsamda Okullardaki Nesil Farkliliklarini
Yonetme Olgegi icin dncelikle bir madde havuzu olusturulmustur. Madde ha-
vuzu olusturmak iizere alanyazinin incelenmesiyle, farkli nesillerin bir arada
olmalarinin yarattig1 orgiitsel ve yonetsel etkiler betimlenebilmistir. Orgiitlerde
farkli nesillerin bir arada bulunmalari, her neslin kendine 6zgii 6zelliklerinin ve
ihtiyaglarinin farkinda olunmasini (Baldwin Pearson, 2013; Erden Ayhiin, 2013);
isgorenlerin ¢alisma yontemlerinin, kariyer planlama bigimlerinin, degerlerinin
(Erden Ayhiin, 2013), 6grenme bigimlerinin (Balct ve Bozkurt, 2013; Kristy,
2007), motivasyon kaynaklarinin (Erden Ayhiin, 2013; Perry Wooten, 2012), Or-
giitsel baghliklarinin (Balc1 ve Bozkurt, 2013; Erden Ayhiin, 2013), iletisim kur-
ma bigimlerinin (Kisa, 2013), norm ve kurallara baglhiliklarinin (Balci ve Bozkurt,
2013; Erden Ayhiin, 2013), degerlendirilme bigimlerinin (Balc1 ve Bozkurt, 2013;
Baldwin Pearson, 2012) farkli olacaginin bilinmesini; farkli nesillere gore lider-
lik yapilmasini (Balci ve Bozkurt, 2013; Chbme, 2011); bu nesillerin birbirlerin-
den 6grenmelerinin saglanmasini1 (Baldwin Pearson, 2012; Erden Ayhiin , 2013;
Perry Wooten, 2012); yonetsel siireclerde farkl nesillerden calisanlarin goriisle-
rinin dikkate alinmasini gerekli kilmaktadir (Erden Ayhiin, 2013). Bu kapsamda
madde havuzu olusturulduktan sonra, uzman goriislerine dayal olarak maddeler
iizerinde diizenlemeler yapilarak 6l¢ek, 6n uygulama icin hazir hale getirilmistir.
Olgegin yap1 gegerliligi igin agimlayici faktor analizi ve dogrulayic faktor analizi
yapilmis, ayrica giivenirlik ¢aligmalart gerceklestirilmistir.
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Agimlayici faktdr analizi sonucunda 6lgegin tek boyuttan olustugu ortaya
c¢ikmigtir. Tek boyut ve on dokuz maddeden olusan Olgekte yer alan maddele-
rin faktor yiikleri .871 ile .722 arasinda degismektedir. Olgegin agikladigi toplam
varyans %65.898°dir. Okullardaki Nesil Farkliliklarmi Yénetme Olcegi’nin on
dokuz maddeden olusan tek boyutlu yapisinin gegerliligi icin DFA uygulanmuistir.

Okullardaki Nesil Farkliliklarmi Yénetme Olcegi'nin tek faktorlii yapisin
sinamak igin uygulanan DFA ile elde edilen x° /sd degeri 1.856 olarak hesap-
lanmig ve bu deger, modelin kabul edilebilir bir uyum iyiligine sahip oldugunun
gostergesi olarak yorumlanmustir. Tablo 5’te yer verilen diger uyum indeksleri
incelendiginde tek faktorli model icin hesaplanan degerlerin de kabul edilebilir
uyum Ol¢iitlerini karsiladigi goriilmektedir. Sonug olarak Okullardaki Nesil Fark-
liliklarim Yonetme Olgegi'nin tek faktorlii yapisinin gegerli oldugu sdylenebilir.
Ayrica .971 olarak hesaplanan Cronbach Alpha degeri de 6lgegin giivenilir oldu-
gunu gostermektedir.

Bu kapsamda, yapilan analizlere dayali olarak, gelistirilen Okullardaki Nesil
Farkliliklarin1 Yonetme Olgegi’nin miidiirlerin okullarindaki nesil farkhihiklari-
n1 yonetme becerilerinin 6gretmenler tarafindan degerlendirilebilecegi gecerli
ve giivenilir bir veri toplama aract oldugu soylenebilir. On dokuz madde ve tek
faktorden olusan Slcek, besli likert tipindedir. Olcekte ters puanlanan madde
bulunmamaktadir ve 6lcekten alinabilecek en ytiksek puan 95°tir.

Alanyazinda kusaklar arasi farkliliklarin orgiitsel yansimalar1 ve yOnetsel
faaliyetlere etkisini dokiiman incelemesine dayali olarak tartigan caligmalara
rastlanmaktadir (Al-Asfour ve Lettau, 2014; Erden Ayhiin, 2013; Glass, 2007;
Kisa, 2013; Sarraf, 2019). Ayrica bu konulara arastirmaya dayali olarak deginen
caligmalar da bulunmaktadir. Nesil farklhiliklarinin 6rgiitsel etkilerine odaklanan
cesitli sektorlerden calisanlarla yiiriitiilmiis arastirmalarda X ve Y neslinden
calisanlarin mesleki profesyonel tutumlarimin (Senol ve Ugurlu, 2019); calisma
degerlerinin (Senses, 2019); kariyer beklentilerinin (Metin ve Kizildag, 2017); is
tatmini, orgiitsel baghlik ve isten ayrilma niyeti tutumlarinin (Yigit, 2010) farkl
oldugu sonucuna ulagilmistir. Brown Crowder (2017) iizerinde ¢alisilan nesil sa-
yisini arttirarak, dort farkl kusaktan isgorenle yaptigi calismasinda nesiller ara-
sinda farklilagsan (digerleri icin ig yapmak gibi) ve paylasilan (iyi is arkadaslarina
sahip olmak gibi) ig degerlerinin oldugu sonucuna ulagmustir.

Diger taraftan nesil farkliliklarinin yonetsel etkilerine odaklanan aragtirma-
larda X kusaginin birlikte calistiklar1 yoneticilerin insana yonelik ve ise yone-
lik liderlik davramiglarin1 Y kusagindan calisanlara gore daha yiiksek diizeyde
degerlendirdikleri (Cekmecelioglu ve Konakay, 2018); Y kusagi ¢alisanlarinin
ideal yoneticiden beklentilerinin (vizyon olusturma, is hayatinda yol gosterme,
rol model olma ve hatalar1 gostererek dogrular1 yapmaya yardimci olma gibi)
X kusagindan calisanlara gore daha fazla oldugu (Metin ve Kizildag, 2017); Y
kusagindan calisanlarin iistlerinden geri bildirim almay1 6nemsedikleri (Keles,
2011) ortaya koyulmustur. Is yasaminda nesil farkliliklarmin orgiitsel ve yonetsel
etkilerine yonelik yapilan bu calismalar, bu siirecte yoneticilere onemli gorevler
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distigiine/diisecegine isaret etse de yoneticilerin bu konudaki becerilerini
betimleyecek herhangi bir veri toplama aracina ulagilamamistir.

Hizla degisen/dontisen Diinya’da nesiller arasi farkliliklarin olugmasi ve bu
farkli nesillerin ayni1 orgiitlerde bir arada bulunmalar1 kag¢inilmaz oldugu igin yo-
neticilerin nesil farkliliklarini yonetmelerinin su an oldugu kadar gelecekte de
Oonemini koruyacak bir konu olacagi 6ngorillmektedir. Bu baglamda, gelistirilen
Okullardaki Nesil Farkliliklarin1 Yonetme Olgegi ile kurumlarda nesil farklilik-
lart ile ilgili yapilacak caligmalara yeni bir perspektif kazandirilabilecegi diisii-
nillmektedir. Gelistirilen 6l¢ekle yoneticilerin nesil farkliliklarini yonetme bece-
rilerinin betimlenmesi ile bu beceri ile iliskili degiskenler de belirlenebilecek, bu
sayede yoOneticilerin bu becerilerini gelistirebilmeleri i¢in planlamalar yapilabi-
lecektir. Ayrica yoneticilerin nesil farkliliklarint yonetme becerileri orgiit sagli-
&1, kurumsal etkililik gibi kavramlarla birlikte ele alinarak orgiitiin gelistirilmesi
acisindan da degerlendirilebilecektir. Bu kapsamda konuyla ilgilenen farkl di-
siplinlerden arastirmacilara okullar icin gelistirilen bu 6lcegin, farkl kurumlarda
kullanilmasina yonelik ¢alismalar yapmalar1 da Onerilmektedir.
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Ek: Okullardaki Nesil Farkliliklarin: Yonetme Olceginden Ornek Maddeler
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1. Farkli nesillerin, farkli ihtiyaclart oldugunu bilir.

4. Farkli nesillerin farkli caligma yontemlerini destekler.

7. Okulumuzdaki farkli nesillerin birbirinden 6grenmelerini saglayacak ortam-
lar olusturur.

8. Nesiller farklilastikca motivasyon kaynaklarinin da degistigini bilir.

9. Nesiller farklilagtik¢a Oncelik verilen degerlerin de degistigini bilir.

10. Ogretmenleri degerlendirirken nesil farkhiliklarini dikkate alir.

11. Nesiller farklilagtik¢a drgiite baglanma bicimlerinin de farklilagacagini bilir.

16. Okuldaki nesil farkliliklarini yonetmek iizere yonetim becerilerini cesitlen-
dirmektedir.

17. Nesiller farklilastik¢a calisanlarin mesleki beklentilerinin de degisecegini
bilir.

18. Hizmet ici egitimlerde farkli nesillerin degisen Ogrenme ihtiyaclarini
dikkate alir.

Appendix: Sample Items from Management of Generation Differences in
Schools Scale

%]
-]
) o
] >
2] St
ot )
a 3 <
5% 3
S22
L. £ 2 g & E
Our principal; n AR < ®’

1. Knows different generations have different needs.

4. Supports the different working styles of different generations.

7. Creates environment for different generations to learn from each other.

8. Knows that as the generations differ, the sources of motivation change, too.

9. Knows that as the generations differ, the values’ priority changes, too.

10. Takes into account the generational differences while evaluating teachers.

11. Knows that as the generations differ, organizational commitment styles
change, too.

16. Diversifies management skills to manage generational differences in school.

17. Knows that as the generations differ, professional expectations of employe-
es change, too.

18. Takes into account changing learning needs of different generations.
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