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Abstract:	 Over the years, the profile of a modern city dweller has been evolving 
and diversifying due to the emergence of various generations. Differ-
ent generations are characterised by distinct expectations and per-
spectives towards life. Therefore, in today’s highly dynamic envi-
ronment, city authorities must deeply understand their city dwellers 
to build an influential organisational culture which will lead them 
to have city‑friendly citizens in order to create resilient, sustainable, 
and inclusive cities. This study aims to define the impact of Genera-
tion X, Generation Y, and Generation Baby Boomers employees’ char-
acteristics on organisational culture and organisational identifica-
tion relationships in terms of professional and urban life. From this 
perspective, a study was carried out on 460 white‑collar employ-
ees who are city dwellers working stationary in the private sector 
in Istanbul. The data were obtained in the course of a quantitative 
study carried out through an interview questionnaire using the CAPI 
(Computer Assisted Personal Interview) technique. The primary 
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conclusions are that there is a statistically significant and positive 
relationship between clan (β = 0.360, p < 0.01) as well as market 
(β = 0.147, p < 0.05) culture and organisational identification. In ad-
dition, there is a statistically significant relationship between em-
ployees’ experience levels and their perceptions of adhocracy culture 
(F = 3.19, p < 0.05), and there is no statistically significant difference 
between the perceptions of Generation X, Y, and Baby Boomers em-
ployees about organisational culture and organisational identifica-
tion levels.

Keywords:	 modern cities, urban workforce, organisational culture, 
organisational identification, generations

JEL:	 A12, M00, M0, M1

1.	 Introduction

The modern city concept is an integrated system in which human and social capital heav-
ily interact, using technology‑based solutions (Pieroni et al., 2018). In that kind of ur-
ban spaces, investments in human and social capital as well as traditional and modern 
Information and Communication Technology (ICT) fuel sustainable economic growth 
and a high quality of life, with wise management of natural resources through partici-
patory governance (Caragliu, Del Bo, Nijkamp, 2016).

Castells (1989) suggests that cities can no longer be conceived as cohesive social 
spaces. Instead, he argues that in the globalised space of f lows produced in response 
to the possibilities offered by information technologies, the dynamics of how cities 
work are no longer driven by local concerns and relations within the city but also 
by the interactions (Knox, 2010). A literature review by Knox (2010) shows new at-
tempts to open the city up by analysing urban forces as organisational phenomena. 
Different researchers indicate a need for innovative approaches that re‑conceive 
and re‑vision the city in new ways.

From an innovative perspective, every city can be considered a separate organisa-
tion worldwide. By treating urban centres in this way, a specific organisational culture 
and a parallel organisational identification can be identified there. These arise, among 
others, due to cultivated values, beliefs, and habits of residents and decision‑makers or 
entrepreneurs operating within their borders (Kam, Trippner‑Hrabi, 2021).

Every city has an organisational culture that emerges as a result of its values, be-
liefs, and customs. This organisational culture directly affects the relationship between 
city authorities and city‑dwellers. It is expected that city‑dwellers who adapt to the or-
ganisational culture will be more city‑friendly, whereas it might be more challenging 
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to generate city‑friendly attitudes among city‑dwellers who do not adapt. Therefore, 
when approaching the topic from the perspective of city authorities‑city‑dwellers, it 
can be stated that organisational culture directly influences city‑dwellers’ levels of or-
ganisational identification, or in other words, their sense of belonging to modern cities.

Organisational identification refers to being in solidarity with the organisation (city), 
providing support through attitudes and behaviours, and perceiving the distinctive char-
acteristics shared among organisational members (city‑dwellers) (Miller et al., 2000). 
When considering the relationship between organisational identification and organi-
sational culture, the influence of the generations to which city‑dwellers belong with-
in the organisation must also be taken into account. The expectations and perceptions 
of city dwellers from different generations will influence their organisational behav-
iours and, consequently, their levels of organisational identification. In short, the values 
and beliefs of Generation X, Y, and Baby Boomers can exhibit differences. It is believed 
that these differences can have a significant impact on the relationship between organ-
isational culture and organisational identification.

Cities’ main resources and non‑financial capital are made up of people from various 
generations. Cities and organisations have changed and diversified their generational 
make up over time. This is caused by the entry of new generations into the workforce. 
It is believed that various generations have various expectations and perspectives 
on life. Therefore, companies and authorities in cities must be aware of the human 
resources that will enable them to achieve long‑term success in the highly compet-
itive sustainability of today. To enable future generations to concentrate on organi-
sational objectives and city development plans, organisations and authorities need 
to establish appropriate strategies (Anholt, 2007; 2011; Kam, 2019; Trippner‑Hrabi, 
Chądzyński, Kam, 2023).

The demographic composition and expectations of the population residing in urban 
areas have a significant impact on both economic growth and cultural exchange. Spe-
cifically, the unique characteristics and expectations of active generations in the work-
force, such as Generations X, Y, and Baby Boomers, can play a crucial role in attracting 
investors and making cities appealing tourist destinations (Anholt, 2007; Markina, Dro-
gomyretska, 2014).

The literature reveals varying perspectives on the categorisation of generational co-
horts. Presently, it is widely acknowledged that there are five generations believed to exist 
globally. While different sources may refer to these generations by different names, the fol-
lowing classifications are commonly recognised: the Silent Generation (1925–1945), Baby 
Boomers (1946–1964), Generation X  (1965–1980), Generation Y (1981–1995), and Gener-
ation Z (1996 and onwards) (Oblinger, Oblinger, 2005; Mücevher, 2015; Kam, 2019; 2021; 
2023). This research focuses on the classification of generations based on their respective 
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names and historical timeframes. Specifically, the study investigates the Generation X, Y, 
and Baby Boomer cohorts, regarded as actively engaged in the modern urban workforce, as 
one of the primary subjects of research.

When the literature is examined, it is seen that there are many studies on organi-
sational cultures, such as Schein (1984; 2010), Denison and Mishra (1995), Kam (2019), 
as well as Assoratgoon and Kantabutra (2023), organisational identification, such as 
Tajfel and Turner (1979), Ashforth and Mael (1989), Tokgöz and Seymen (2013), Kam 
(2019), and Sun et al. (2023), and generations, such as Kupperschmidt (2000), Ham-
mil (2005), Schwarz (2008), Williams (2010), Kam (2019), and Hu and Huang (2023). 
However, there is a need for studies focusing on three study subjects together re-
garding cities and city administrations’ perspectives using a broad approach. Hence, 
there is a lack of research that reveals the importance of the relationship between 
organisational culture, organisational identification and generations X, Y, and Baby 
Boomers characteristics in terms of cities and city administrations. This research 
is important because it eliminates the gap in the literature and adds a different per-
spective.

Considering all cities worldwide as distinct organisations allows for the identification 
of specific organisational cultures within them. These cultures arise from the cultivated 
values, beliefs, and practices of residents, decision‑makers, and entrepreneurs operating 
within their boundaries (Yesil, Kaya, 2013; Mendoza Moheno, Hernández Calzada, Sala-
zar Hernández, 2016). Organisational culture serves as a control mechanism and influ-
ences the formation of emotions, shaping the attitudes and behaviours of organisation 
members (Scott‑Findlay, Estabrooks, 2006; Seymen, 2008). The organisational culture 
of cities also determines how they are perceived by residents and visitors. It can serve as 
an incentive or barrier to achieving various goals, such as attracting new investments, 
enticing talented employees, or fostering the development of universities. The cultural 
and historical characteristics of urban spaces create unique and distinct areas that hold 
significance for local communities and visitors. Culture can act as a driving force for re-
generating economic growth, and leveraging information and communication technol-
ogy (ICT) can help generate uniqueness and special qualities through a smart culture 
approach. Effective governance plays a crucial role in shaping economic development 
in cities, and integrating ICT are essential in the overall strategy to enhance inclusivity 
while providing opportunities for transformative changes – a concept known as smart 
governance (Allam, Newman, 2018).

The literature offers various frameworks for organisational culture structures. This 
study will focus on the clan, adhocracy, hierarchy, and market cultures as outlined 
in Cameron and Quinn’s Competing Values Culture Model. In summary, the following 
cultural dimensions (Cameron, Quinn, 2006) will be examined:
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1.	 Clan Culture: In organisations with a clan culture, shared values and goals revolve 
around participation, consistency, individualism, and fostering a strong sense of uni-
ty and cohesion.

2.	 Adhocracy Culture: Organisations with an adhocracy culture foster an environment 
that is adaptable and responsive to entrepreneurial, dynamic, creative, and environ-
mental changes. It encourages innovation and risk‑taking.

3.	 Hierarchy Culture: Organisations characterised by a hierarchy culture exhibit for-
malised and structured systems. Work processes are controlled through specific 
methods, and leaders in influential positions coordinate the organisation in an au-
tocratic manner.

4.	 Market Culture: Organisations with a market culture lack centralised power and au-
thority. Instead, power is transferred between individuals or task teams based 
on the subject or area being studied. Market‑oriented organisations emphasise com-
petition and achieving measurable results.
This study will investigate these cultural dimensions to understand their impact on city 

dwellers’ organisational identification levels based on the theoretical foundations obtained 
through scientific research methods and a literature review. From this perspective, the study 
aims to define the impact of Generation X, Generation Y, and Generation Baby Boomers em-
ployees’ characteristics on organisational culture and identification relationships in terms 
of professional and urban life. In this regard, a survey study was carried out on 460 white‑col-
lar employees who are city dwellers working stationary in the private sector in Istan-
bul. The conducted study methodology and results will be presented in the following parts.

2.	 Methods and Materials

2.1.	 Methodological Issues

The study incorporates the organisational culture scales developed by Quinn (1988), 
Cameron, Freeman and Mishra (1991), as well as Deshpandé, Farley, and Webster Jr. 
(1993), which are well‑known in the literature. This combined Organisational Culture 
Scale, which consists of sixteen questions and four organisational cultures (clan, ad-
hocracy, hierarchy, and market), determines related aspects. Our study model involves 
the cultural dimensions of the scale, clan, adhocracy, hierarchy, and market culture types. 
According to the literature, the scale developed by Mael and Ashforth (1992) is one 
of the most widely used scales to measure organisational identification, which is utilised 
in this study to evaluate organisational identification.
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This study aims to define the impact of Generation X, Generation Y, and Generation 
Baby Boomers employees’ characteristics on organisational culture and organisational 
identification relationships in terms of professional and urban life. The connection be-
tween organisational culture and employee organisational identification should be clar-
ified for this aim. It is also crucial to indicate whether these variables are influenced by 
employee generation, level of education, experience, gender, and marital status.

The following hypotheses and study questions were chosen in accordance with this 
goal and problem.

Hypothesis 1: There is a statistically significant and positive relationship between 
organisational culture and organisational identification.

Hypothesis 2: There is a statistically significant difference between perceptions 
of Generation X, Generation Y, and Generation Baby Boomers employees regarding or-
ganisational culture.

Hypothesis 3: There is a statistically significant difference in the perception of or-
ganisational culture taking into consideration demographic variables (gender, experi-
ence, marital status, and education levels).

Hypothesis 4: There is a statistically significant difference in the organisational iden-
tification levels of Generation X, Generation Y, and Generation Baby Boomers employees.

Hypothesis 5: There is a statistically significant difference in the organisational iden-
tification levels of employees taking into consideration demographic variables (gender, 
experience, marital status, and education levels).

Table 1 presents the logical order of the research questions and hypotheses.
We had an opportunity to completely define the meaning of the hypotheses with 

the assistance of additional study questions. It also allowed us to explore the issues 
brought on by the chosen objective and assumptions in a more in‑depth way.

The importance of the research is related to the fact that a representative sample 
size of 460 white‑collar private sector workers may allow us to generalise the results 
for the entire population of Istanbul city’s private sector employees. Sekaran (2003) 
and Sekaran and Bougie (2016) suggest that sample sizes larger than 30 and less than 
500 are appropriate for most research. In addition, 384 population sample is appropri-
ate for over 1,00,000 general population for a confidence level of 95%. According to la-
bour force research that excluded agricultural sector workers, held in 2021 by Public 
employment services of Turkey (ISKUR), there are a total of 5,781,000 working popula-
tion that are over 15+ years old in Istanbul (İŞKUR, n.d.). Hence, 460 white‑collar private 
sector workers are a representative population of private sector workers in Istanbul.
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Table 1. The logic of applied hypotheses and research questions

Hypotheses Research questions
H1: There is a statistically significant 
and positive relationship between or-
ganisational culture and organisatio-
nal identification.

RQ1: Is there a statistically significant and positi-
ve relationship between employees’ perceptions 
of clan, adhocracy, hierarchy, and market cultures 
and employees’ organisational identification le-
vels?

H2: There is a statistically significant 
difference between perceptions of Ge-
neration X, Generation Y, and Genera-
tion Baby Boomers employees regar-
ding organisational culture.
H3: There is a statistically significant 
difference in the perception of organi-
sational culture taking into considera-
tion demographic variables.

RQ2: Is there a statistically significant differen-
ce between Generation X, Generation Y, and Gene-
ration Baby Boomers employees’ characteristics 
and their perceptions of clan, adhocracy, hierarchy, 
and market cultures?
RQ3: Is there a statistically significant differen-
ce between male and female employees in terms 
of their perceptions of clan, adhocracy, hierarchy, 
and market cultures?
RQ4: Is there a statistically significant differen-
ce between employees’ experience levels and their 
perceptions of clan, adhocracy, hierarchy, and mar-
ket cultures?
RQ5: Is there a statistically significant difference 
between employees’ marital status and their per-
ceptions of clan, adhocracy, hierarchy, and market 
cultures?
RQ6: Is there a statistically significant difference 
between employees’ education levels and their per-
ceptions of clan, adhocracy, hierarchy, and market 
cultures?

H4: There is a statistically significant 
difference in the organisational identi-
fication levels of Generation X, Genera-
tion Y, and Generation Baby Boomers 
employees.
H5: There is a statistically significant 
difference in the organisational iden-
tification levels of employees taking 
into consideration demographic varia-
bles.

RQ7: Is there a statistically significant difference 
between male and female employees and their or-
ganisational identification levels?
RQ8: Is there a statistically significant difference 
between employees’ experience levels and their or-
ganisational identification levels?
RQ9: Is there a statistically significant difference 
between employees’ marital status and their orga-
nisational identification levels?
RQ10: Is there a statistically significant difference 
between employees’ education levels and their or-
ganisational identification levels?

Source: own elaboration
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2.2.	 Sample Characteristics, Data Collection Tools and Techniques

In the study, data were collected using a questionnaire consisting of three sections. 
The first section included questions aimed at determining the participants’ demograph-
ic characteristics. Among the demographic characteristics, the age section was used 
to measure to which generation the employees belonged. The second section includ-
ed the Organisational Identification Scale, and the third included the Organisational 
Culture Scale. Before proceeding to the data collection phase of the research, a pilot 
study with 30 participants was conducted to assess the readability and comprehensi-
bility of the questionnaire.

The  study sample consists of  460 white‑collar employees working stationary 
in the private sector in Istanbul. Stationary workers were chosen as the sample group 
to ensure that the participants were actually Istanbul city’s dwellers. Among the 460 
white‑collar employees that constitute the sample of the study, 46 people are in the age 
range of 28–42 (Generation Y), 358 people are in the age range of 43–58 (Generation X ), 
and 56 people are in the range of 59–77 (Generation Baby Boomers). It can be seen that 
Generation X  is more dominant in the organisations where the study was conducted. 
There are certain quantitative disproportions regarding generation sample sizes due 
to the demographic structure of studied private sector organisations. However, the col-
lected sample statistically is reliable for comparing research variables regarding gener-
ational characteristics within the private sector.

The length of service of surveyed employees (their career experience) was as follows: 
in the time range of one year between five years, 365 people; in the time range of six 
years between ten years, 52 people, and in the time range of eleven years between fif-
teen years, 43 people.

When we look at the gender characteristics of the employees, the breakdown is as fol-
lows: 40.4% (n = 186) men and 59.6% (n = 274) women, while in the case of the marital 
status of the employees: married 36.5% (n = 168) and single 63.5% (n = 292). The educa-
tion level is as follows: secondary school 5.7% (n = 26), vocational school 7.6% (n = 35), 
bachelor 60.2% (n = 277), master 23.7% (n = 109), and doctoral degree 2.8% (13).

A three‑part questionnaire was used to gather the study’s data. Questions re-
garding figuring out the participants’ demographics are included in  the  first sec-
tion. The age distribution, one of the demographic characteristics, was used to eval-
uate the employee generation. The Organisational Identification Scale and Cameron 
& Quinn’s Competing Values Culture Model Scale are covered in the second and third 
sections. A pilot study with 50 participants was done to determine the survey’s read-
ability and comprehension before moving on to the data‑gathering stage of the study. 
The phases that led to this accomplishment are shown in Figure 1.
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Figure 1. Research Stages
Source: Kam, Trippner‑Hrabi, 2021

This logical structure helped provide multi‑dimensional answers to the questions 
related to the research’s primary objective. The answers were to be theoretical and ap-
plicational by nature, allowing us to precisely operationalise the research process, con-
sequently improving the accuracy of outcomes.

2.3.	 Reliability of the Research Instruments

CR values were evaluated to determine the reliability level of the organisational culture 
and organisational identification scales. The results showed that the reliability level 
for the organisational culture scale was 0.927, and the reliability level for the organisa-
tional identity scale was 0.779. These values demonstrate that the scales are sufficient-
ly reliable.

Confirmatory factor analyses were conducted to  test the organisational culture 
(clan, adhocracy, hierarchy, and market) and the organisational identification scales 
used in the study, and the values obtained as a result of the analysis were compared 
with the fit indexes in the literature. The Organisational Culture Scale consists of four 
factors: clan, adhocracy, hierarchy, and market. The Organisational Identification Scale 
has a single factor structure.

Confirmatory factor analysis results regarding the Organisational Culture Scale (clan, 
adhocracy, hierarchy and market) are shown in the figure below.
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Figure 2. Confirmatory Factor Analysis of the Organisational Culture Scale
Source: own elaboration

χ2 Sd p χ2/sd RMSEA NFI TLI CFI GFI AGFI IFI
292.41 95 p < .01 3.07 0.067 0.92 0.94 0.95 0.92 0.89 0.95

Table 2. Confirmatory Factor Analysis Results of the Organisational 
Culture Scale
Source: own elaboration

When all the model data fit values are taken into account, it is clear that the estab-
lished model matches the data. These results demonstrate that the Organisational Cul-
ture Scale’s factor structure is supported by the data provided, demonstrating the scale’s 
structural validity.

Confirmatory factor analysis (CFA) was used in  the  study to  test the Organisa-
tional Identification Scale’s model data fit. The picture below displays the fit values 
for this model.
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Figure 3. Confirmatory Factor Analysis of the Organisational 
Identification Scale
Source: own elaboration

χ2 Sd p χ2/sd RMSEA NFI TLI CFI GFI AGFI IFI
22.14 8 p < .05 2.76 0.062 0.96 0.96 0.98 0.98 0.96 0.98

Table 3. Organisational Identification Factor Analysis Results
Source: own elaboration

When each of the values for model data fit are taken into account, it appears that 
the model developed matches the data well. These results demonstrate that the Or-
ganisational Identification Scale’s factor structure is supported by the data obtained, 
demonstrating the scale’s structural validity.

2.4.	 The Conceptual Background

In the study, the Social Identity Theory and the Generational Theory constitute the the-
oretical basis of the relationship between organisational culture, organisational identi-
fication, and characteristics of Generations X, Y, and Baby Boomers.

According to the Social Identity Theory, individuals tend to categorise themselves 
and others into social groups such as organisational membership, gender, age group, and re-
ligious affiliation (Ashforth, Mael, 1989). Organisational culture is an essential factor affect-
ing the degree of identification of employees with the organisation. When approaching this 
relationship in terms of Social Identity Theory, the harmony of the existing values of cit-
ies with the values that make up the social identity of city dwellers is about the elements 
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that make up their organisational culture. The strength or weakness of a given organisa-
tional culture determines the level of identification of city dwellers with their city. A ro-
bust city culture will strengthen the individual’s bond with the city. As a result of the in-
tegration of social identity with the city, it will lead to organisational identification with 
the city (Ashforth, Mael, 1989; Köse, 2009; Özkalp, 2013; Özgözgü, 2016; Korkmaz, Aydemir, 
Uysal, 2017).

When considering the elements that make up organisational culture by considering 
cities as separate organisations, we see such elements as social institutions, religion, lan-
guage, moral rules, education, folklore, and celebrations emerge. The level of internali-
sation of these elements by the individuals who are members of the organisation with 
their personal identities and social identities constitute the organisational identification 
level of the individuals (Ashforth, Mael, 1989; Aydıntan, 2005; Köse, 2009; Ge, Su, Zhou, 
2010). Considering all these factors, we may conclude that there is a significant relation-
ship between organisational culture and organisational identification. Studies conducted 
by Özgözgü (2016), Korkmaz, Aydemir and Uysal (2017), Kam (2019), and Kam and Trip-
pner‑Hrabi (2021) indicate that there is a statistically significant and positive relation-
ship between organisational culture and organisational identification.

The Generational Theory argues that members of the generation born and grow-
ing at different times and periods, affected by the historical, social, cultural and politi-
cal events of the period in which they grew up, have different values, beliefs, attitudes 
and expectations and that all these differences have an effect on employee behaviour. 
When the subject is approached from this point of view, generations are a social culture 
subculture. This may lead to the assumption that the process of adaptation of differ-
ent generation members within the organisation to its organisational culture and their 
organisational identification may vary given the Generational Theory (Doğan, 2007; 
Gürbüz, 2015).

In other words, considering that different generations in  the organisation have 
different value judgments, there can be a statistically significant difference between 
the perceptions of Generations X, Y, and Baby Boomers about organisational culture 
and organisational identification. On the other hand, demographic variables of employ-
ees (their level of education, experience, gender, and marital status) may categorise dif-
ferent subcultures in the cities; these variables may affect the relationship between or-
ganisational culture and organisational identification.
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2.5.	 The Research Model

Theoretical underpinnings support the connections between the issues investigated 
in the research. As a result, the following research model was developed.
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Figure 4. Research Model 
Source: own elaboration 

According to the diagram above, the identification with the organisation results directly 

from the adopted organisational culture. On the other hand, generational features of employees, 

their level of education, experience, gender, and marital status indirectly impact it. 

3. Research Results 

The level of employee identification with the entity and the organisational culture types are 

related, as indicated in the article’s theoretical section. In Table 4, the association is displayed. 

Table 4. Averages, Standard Deviation Values and Correlation Coefficients for Variables 

Variables Avg. Sd. 1 2 3 4 5 

1. Organisational Identification 3.57 0.79      

2. Clan Culture 3.25 0.98 0.452**     

3. Adhocracy Culture 3.27 1.04 0.391** 0.794**    

4. Hierarchy Culture 3.54 0.86 0.356** 0.657** 0.701**   

5. Market Culture 3.45 0.84 0.370** 0.600** 0.707** 0.715**  

Note: ** p < .01, n = 460. 

Clan Culture 

Adhocracy Culture 

Hierarchy Culture 

Market Culture 

Organisational Identification 

Employee Features of Generations X, Y, and Baby Boomers, 

Level of Education, Experience, Gender, and Marital Status 

Figure 4. Research Model
Source: own elaboration

According to the diagram above, the identification with the organisation results di-
rectly from the adopted organisational culture. On the other hand, generational features 
of employees, their level of education, experience, gender, and marital status indirectly 
impact it.

3.	 Research Results

The level of employee identification with the entity and the organisational culture types 
are related, as indicated in the article’s theoretical section. In Table 4, the association 
is displayed.
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Table 4. Averages, Standard Deviation Values and Correlation Coefficients 
for Variables

Variables Avg. Sd. 1 2 3 4 5
1 Organisational 

Identification
3.57 0.79

2 Clan Culture 3.25 0.98 0.452**
3 Adhocracy Culture 3.27 1.04 0.391** 0.794**
4 Hierarchy Culture 3.54 0.86 0.356** 0.657** 0.701**
5 Market Culture 3.45 0.84 0.370** 0.600** 0.707** 0.715**

Note: ** p < .01, n = 460.

Source: own elaboration

According to the correlation analysis conducted, there is a statistically significant and pos-
itive relationship between clan culture, adhocracy culture, hierarchy culture and market cul-
ture, which is one of the organisational culture dimensions, and organisational identification.

After the relationships between the variables were revealed, multiple regression anal-
ysis was performed to determine the cause‑and‑effect relationships between the varia-
bles. The relationship is displayed in Table 5.

Table 5. Organisational Culture and Organisational Identification Relationship 
Regression Analysis Results

Variables Organisational Identification (β)
1. Clan Culture 0.360**
2. Adhocracy Culture – 0.016
3. Hierarchy Culture 0.026
4. Market Culture 0.147*
F 32.001
R2 0.220
Corrected R² 0.213

Note: ** p < .01, * p < .05 standard beta values are used, n = 460.

Source: own elaboration

A regression analysis was applied, dependent on organisational identification of or-
ganisational culture (clan, adhocracy, hierarchy and market). According to the results, 
there is a statistically significant and positive relationship between clan (β = 0.360, p 
< 0.01) as well as market (β = 0.147, p < 0.05) culture and organisational identification. 
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On the other hand, there is no statistically significant relationship between adhocracy 
(β = –0.016, p > 0.05) as well as hierarchy (β = 0.026, p > 0.05) cultures and organisa-
tional identification.

According to these findings, research question one was positively evaluated for clan 
and market cultures, and negatively evaluated for adhocracy and hierarchy cultures. 
Hence, Hypothesis 1, stating that ‘There is a statistically significant and positive rela-
tionship between organisational culture and organisational identification,’ was partial-
ly verified.

The relationships between organisational culture types (Clan, Adhocracy, Hierar-
chy and Market) and Generations X, Y, and Baby Boomers were subsequently examined.

Table 6. The Relationships Between Clan Culture and Generation X, Y and Baby 
Boomers Employee Features One Way Anova Test Analysis Results

Generation 
Type N X SD

Source 
of Va-
riance

Sum 
of Squares df

Mean 
Squ-
are

F p Sig

Generation Y 46 3.36 0.90 Between 
Groups

0.89 2 0.44 0.46 0.62

Generation X 358 3.22 0.97 Within 
Groups

437.47 457 0.95

Baby Boomers 56 3.27 1.06 Total 438.37 459
Total 460 3.24 0.97

Source: own elaboration

When the data obtained were examined, it was concluded that there was no statisti-
cally significant relationship between clan culture and Generations X, Y, and Baby Boom-
ers (F = 0.46, p > 0.05).
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Table 7. The Relationships Between Adhocracy Culture and Generation X, Y, 
and Baby Boomers Employee Features One Way Anova Test Analysis Results

Generation 
Type N X SD

Source 
of Va-
riance

Sum 
of Squares df

Mean 
Squ-
are

F p Sig

Generation Y 46 3.44 0.98 Between 
Groups

1.63 2 0.81 0.75 0.47

Generation X 358 3.26 1.02 Within 
Groups

495.90 457 1.08

Baby Boomers 56 3.19 1.15 Total 497.53 459
Total 460 3.24 1.04

Source: own elaboration

When the data obtained were examined, it was concluded that there was no statisti-
cally significant relationship between adhocracy culture and Generations X, Y, and Baby 
Boomers (F = 0.75, p > 0.05).

Table 8. The Relationships Between Hierarchy Culture and Generation X, Y, 
and Baby Boomers Employee Features One Way Anova Test Analysis Results

Generation 
Type N X SD

Source 
of Va-
riance

Sum 
of Squares df

Mean 
Squ-
are

F p Sig

Generation Y 46 3.58 0.87 Between 
Groups

0.86 2 0.44 0.58 0.55

Generation X 358 3.54 0.85 Within 
Groups

338.46 457 0.95

Baby Boomers 56 3.42 0.87 Total 339.328 459
Total 460 3.53 0.85

Source: own elaboration

When the data obtained were examined, it was concluded that there was no statisti-
cally significant relationship between hierarchy culture and Generations X, Y, and Baby 
Boomers (F = 0.58, p > 0.05).
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Table 9. The Relationships Between Market Culture and Generation X, Y, 
and Baby Boomers Employee Features One Way Anova Test Analysis Results

Generation 
Type N X SD

Source 
of Va-
riance

Sum 
of Squares df

Mean 
Squ-
are

F p Sig

Generation Y 46 3.55 0.93 Between 
Groups

0.73 2 0.36 0.51 0.60

Generation X 358 3.44 0.82 Within 
Groups

327.58 457 0.71

Baby Boomers 56 3.38 0.88 Total 328.32 459
Total 460 3.44 0.84

Source: own elaboration

When the data obtained were examined, it was concluded that there was no statis-
tically significant relationship between market culture and Generations X, Y, and Baby 
Boomers (F = 0.51, p > 0.05).

According to  the  results of  the  analyses, research question two was answered 
in the negative. Thus, Hypothesis 2, which states that ‘H2: There is a statistically signif-
icant difference between perceptions of Generation X, Generation Y, and Generation Baby 
Boomers employees regarding organisational culture,’ was rejected.

Independent group t‑tests were used to determine the relationship between employ-
ees’ gender and their perceptions of clan, adhocracy, hierarchy, and market cultures. This 
relationship is presented in tables below.

Table 10. The Relationship between Employee Gender and Perceptions of Clan 
Culture Independent Group T‑Test Analysis Results

Clan Culture
Gender X SD F p

Male 3.28 0.94 0.77 0.49
Female 3.22 0.99

Source: own elaboration

According to the results of the analysis, it was concluded that there was no statis-
tically significant difference between perceptions of clan culture by male (x̄  = 3.28, p > 
0.05) and female (x̄  = 3.22, p > 0.05) employees.



FOE 4(365) 2023 https://www.czasopisma.uni.lodz.pl/foe/� 82

Aygün Kam
Building Bridges: Understanding the Interplay between Generation X, Generation Y…

Table 11. The Relationship between Employee Gender and Perceptions 
of Adhocracy Culture Independent Group T‑Test Analysis Results

Adhocracy 
Culture

Gender X SD F p
Male 3.31 1.05 0.40 0.52
Female 3.24 1.03

Source: own elaboration

According to the results of the analysis, it was concluded that there was no statisti-
cally significant difference between perceptions of adhocracy culture by male (x̄  = 3.31, 
p > 0.05) and female (x̄  = 3.24, p > 0.05) employees.

Table 12. The Relationship between Employee Gender and Perceptions 
of Hierarchy Culture Independent Group T‑Test Analysis Results

Hierarchy 
Culture

Gender X SD F p
Male 3.56 0.82 0.14 0.60
Female 3.51 0.88

Source: own elaboration

According to the results of the analysis, it was concluded that there was no statisti-
cally significant difference between perceptions of hierarchy culture by male (x̄  = 3.56, 
p > 0.05) and female (x̄  = 3.51, p > 0.05) employees.

Table 13. The Relationship between Employee Gender and Perceptions 
of Market Culture Independent Group T‑Test Analysis Results

Market 
Culture

Gender X SD F p
Male 3.52 0.83 0.17 0.84
Female 3.39 0.84

Source: own elaboration

According to the results of the analysis, it was concluded that there was no statisti-
cally significant difference between perceptions of market culture by male (x̄  = 3.52, p 
> 0.05) and female (x̄  = 3.39, p > 0.05) employees.

Hence, it reveals that there is no significant relationship between employees’ gen-
der and their perceptions of clan, adhocracy, hierarchy, and market cultures. According 
to this finding, research question three was answered negatively.
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OneWay Anova tests were used to determine the relationship between employees’ 
experience levels and their perceptions of clan, adhocracy, hierarchy, and market cul-
tures. This relationship is presented in tables below.

Table 14. The Relationships Between Employees’ Experience Levels 
and Perceptions of Clan Culture One Way Anova Test Analysis Results

Experience N X SD
Source 
of Va-
riance

Sum 
of Squares df

Mean 
Squ-
are

F p Sig

One Year 
Between
Five Years

365 3.26 0.97 Between 
Groups

4.60 2 2.30 2.42 0.09

Five Years 
Between
Ten Years

52 2.98 1.01 Within 
Groups

433.76 457 0.95

Ten Years 
Between
Fifteen Years

43 3.37 0.97 Total 438.37 459

Total 460 3.24 0.97
Source: own elaboration

When the data obtained were examined, it was concluded that there was no sta-
tistically significant relationship between employees’ experience levels and their per-
ceptions of clan culture (F = 2.42, p > 0.05).

Table 15. The Relationships Between Employees’ Experience Levels 
and Perceptions of Adhocracy Culture One Way Anova Test Analysis Results

Experience N X SD
Source 
of Va-
riance

Sum 
of Squares df

Mean 
Squ-
are

F p Sig

One Year 
Between
Five Years (1)

365 3.31 1.01 Between 
Groups

6.85 2 3.43 3.19 0.04 1–2

Five Years 
Between
Ten Years (2)

52 2.93 1.06 Within 
Groups

490.68 457 1.07

Ten Years 
Between
Fifteen Years 
(3)

43 3.33 1.21 Total 497.53 459

Total 460 3.27 1.04
Source: own elaboration
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When the data obtained were examined, it was concluded that there was a statis-
tically significant relationship between employees’ experience levels and their per-
ceptions of adhocracy culture (F = 3.19, p < 0.05). The LSD test is one of the Post Hoc 
tests applied to identify relationships. The analysis indicates that employees who have 
one year between five years of work experience in their current companies (X = 3.31) 
have perceptions of adhocracy culture higher than employees who have five years be-
tween ten years of work experience in their current companies (X = 2.93).

Table 16. The Relationships Between Employees’ Experience Levels 
and Perceptions of Hierarchy Culture One Way Anova Test Analysis Results

Experience N X SD
Source 
of Va-
riance

Sum 
of Squares df

Mean 
Squ-
are

F p Sig

One Year 
Between
Five Years

365 3.55 0.86 Between 
Groups

2.60 2 1.30 1.76 0.17

Five Years 
Between
Ten Years

52 3.31 0.83 Within 
Groups

336.73 457 0.74

Ten Years 
Between
Fifteen Years

43 3.61 0.87 Total 339.32 459

Total 460 3.53 0.86
Source: own elaboration

When the data obtained were examined, it was concluded that there was no sta-
tistically significant relationship between employees’ experience levels and their per-
ceptions of hierarchy culture (F = 1.76, p > 0.05).
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Table 17. The Relationships Between Employees’ Experience Levels 
and Perceptions of Market Culture One Way Anova Test Analysis Results

Experience N X SD
Source 
of Va-
riance

Sum 
of Squares df

Mean 
Squ-
are

F p Sig

One Year 
Between
Five Years

365 3.48 0.84 Between 
Groups

3.25 2 1.62 2.28 0.10

Five Years 
Between
Ten Years

52 3.22 0.83 Within 
Groups

325.07 457 0.71

Ten Years 
Between
Fifteen Years

43 3.40 0.85 Total 328.32 459

Total 460 3.44 0.84
Source: own elaboration

When the data obtained were examined, it was concluded that there was no sta-
tistically significant relationship between employees’ experience levels and their per-
ceptions of market culture (F = 2.28, p > 0.05).

According to the results of the analyses, research question four was answered pos-
itively for perceptions of adhocracy culture and answered negatively for perceptions 
of clan, hierarchy, and market cultures. An independent group t‑test was used to deter-
mine the relationship between employees’ marital status and their perceptions of clan, 
adhocracy, hierarchy, and market cultures. This relationship is presented in tables below.

Table 18. The Relationship between Employees’ Marital Status and Perceptions 
of Clan Culture Independent Group T‑Test Analysis Results

Clan Culture

Marital 
Status X SD F p

Single 3.24 0.97 0.52 0.97
Married 3.25 0.99

Source: own elaboration

According to the results of the analysis, it was concluded that there was no statisti-
cally significant difference between perceptions of clan culture by single (x̄  = 3.24, p > 
0.05) and married (x̄  = 3.25, p > 0.05) employees.
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Table 19. The Relationship between Employees’ Marital Status and Perceptions 
of Adhocracy Culture Independent Group T‑Test Analysis Results

Adhocracy 
Culture

Marital 
Status X SD F p

Single 3.29 1.01 1.10 0.51
Married 3.23 1.08

Source: own elaboration

According to the results of the analysis, it was concluded that there was no statisti-
cally significant difference between perceptions of adhocracy culture by single (x̄  = 3.29, 
p > 0.05) and married (x̄  = 3.23, p > 0.05) employees.

Table 20. The Relationship between Employees’ Marital Status and Perceptions 
of Hierarchy Culture Independent Group T‑Test Analysis Results

Hierarchy 
Culture

Marital 
Status X SD F p

Single 3.57 0.84 0.92 0.23
Married 3.47 0.88

Source: own elaboration

According to the results of the analysis, it was concluded that there was no statisti-
cally significant difference between perceptions of hierarchy culture by single (x̄  = 3.57, 
p > 0.05) and married (x̄  = 3.47, p > 0.05) employees.

Table 21. The Relationship between Employees’ Marital Status and Perceptions 
of Market Culture Independent Group T‑Test Analysis Results

Market 
Culture

Marital 
Status X SD F p

Single 3.47 0.84 1.71 0.31
Married 3.39 0.85

Source: own elaboration

According to the results of the analysis, it was concluded that there was no statis-
tically significant difference between perceptions of market culture by single (x̄  = 3.47, 
p > 0.05) and married (x̄  = 3.39, p > 0.05) employees. Hence, it reveals that there is no 
significant relationship between employees’ marital status and their perceptions of clan, 
adhocracy, hierarchy, and market cultures According to this finding, research question 
five was answered negatively.
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One Way Anova tests were used to determine the relationship between employees’ 
education levels and perceptions of clan, adhocracy, hierarchy, and market cultures. This 
relationship is presented in tables below.

Table 22. The Relationships Between Employees’ Education Levels 
and Perceptions of Clan Culture One Way Anova Test Analysis Results

Education N X SD
Source 
of Va-
riance

Sum 
of Squares df

Mean 
Squ-
are

F p Sig

Secondary 
School

26 3.48 1.05 Between 
Groups

3.44 4 0.86 0.90 0.46

Vocational 
School

35 3.29 1.08 Within 
Groups

434.92 455 0.95

Bachelor 277 3.24 0.99 Total 438.37 459
Master 109 3.22 0.86
PhD 13 2.86 1.06
Total 460 3.24 0.97

Source: own elaboration

When the data obtained were examined, it was concluded that there was no statisti-
cally significant relationship between employees’ education levels and their perceptions 
of clan culture (F = 0.90, p > 0.05).

Table 23. The Relationships Between Employees’ Education Levels 
and Perceptions of Adhocracy Culture One Way Anova Test Analysis Results

Education N X SD
Source 
of Va-
riance

Sum 
of Squares df

Mean 
Squ-
are

F p Sig

Secondary 
School

26 3.64 0.96 Between 
Groups

6.09 4 1.52 1.41 0.23

Vocational 
School

35 3.42 1.06 Within 
Groups

491.44 455 1.08

Bachelor 277 3.27 1.06 Total 497.54 459
Master 109 3.15 0.98
PhD 13 3.15 1.10
Total 460 3.27 1.04

Source: own elaboration
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When the data obtained were examined, it was concluded that there was no statisti-
cally significant relationship between employees’ education levels and their perceptions 
of adhocracy culture (F = 1.41, p > 0.05).

Table 24. The Relationships Between Employees’ Education Levels 
and Perceptions of Hierarchy Culture One Way Anova Test Analysis Results

Education N X SD
Source 
of Va-
riance

Sum 
of Squares df

Mean 
Squ-
are

F p Sig

Secondary 
School

26 3.66 0.83 Between 
Groups

1.00 4 0.25 0.34 0.85

Vocational 
School

35 3.46 0.97 Within 
Groups

338.32 455 0.74

Bachelor 277 3.53 0.87 Total 339.32 459
Master 109 3.55 0.79
PhD 13 3.36 0.86
Total 460 3.53 0.86

Source: own elaboration

When the data obtained were examined, it was concluded that there was no statisti-
cally significant relationship between employees’ education levels and their perceptions 
of hierarchy culture (F = 0.34, p > 0.05).

Table 25. The Relationships Between Employees’ Education Levels 
and Perceptions of Market Culture One Way Anova Test Analysis Results

Education N X SD
Source 
of Va-
riance

Sum 
of Squares df

Mean 
Squ-
are

F p Sig

Secondary 
School

26 3.81 0.78 Between 
Groups

4.87 4 1.22 1.71 0.15

Vocational 
School

35 3.59 0.98 Within 
Groups

323.45 455 0.71

Bachelor 277 3.43 0.85 Total 328.32 459
Master 109 3.37 0.77
PhD 13 3.40 0.78
Total 460 3.44 0.84

Source: own elaboration
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When the data obtained were examined, it was concluded that there was no statisti-
cally significant relationship between employees’ education levels and their perceptions 
of market culture (F = 1.71, p > 0.05). Hence, it reveals that there is no statistically sig-
nificant relationship between employees’ education levels and their perceptions of clan, 
adhocracy, hierarchy, and market cultures. According to this finding, research question 
six was answered negatively.

According to these results, Hypothesis 3, which states ‘There is a statistically signif-
icant difference in the perception of organisational culture taking into consideration de-
mographic variables,’ was partially accepted. Because there was only a significant differ-
ence between employees’ experience levels and their perceptions of adhocracy culture.

One Way Anova tests were used to determine whether there is a statistically signif-
icant difference in the organisational identification levels of Generation X, Generation 
Y, and Generation Baby Boomers employees. This relationship is presented in the ta-
ble below.

Table 26. The Relationships Between Organisational Identification 
and Generation X, Y, and Baby Boomers Employee Features One Way Anova 
Test Analysis Results

Generation 
Type N X SD

Source 
of Va-
riance

Sum 
of Squares df

Mean 
Squ-
are

F p Sig

Generation Y 46 3.67 0.75 Between 
Groups

0.57 2 0.28 0.45 0.63

Generation X 358 3.56 0.80 Within 
Groups

287.80 457 0.63

Baby Boomers 56 3.54 0.79 Total 288.37 459
Total 460 3.57 0.79

Source: own elaboration

When the data obtained were examined, it was concluded that there was no statis-
tically significant relationship between organisational identification and Generation X, 
Y, and Baby Boomers Employee Features (F = 0.45, p > 0.05).

According to these results, Hypothesis 4, which states ‘There is a statistically signif-
icant difference in the organisational identification levels of Generation X, Generation Y, 
and Generation Baby Boomers employees,’ was rejected.

An independent group t‑test was used to determine the relationship between em-
ployees’ gender and their organisational identification levels. This relationship is pre-
sented in the tables below.
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Table 27. The Relationship between Employees’ Gender and Organisational 
Identification Levels Independent Group T‑Test Analysis Results

Organisational 
Identification

Gender X SD F p
Male 3.59 0.80 0.16 0.58
Female 3.55 0.78

Source: own elaboration

According to the results of the analysis, it was concluded that there was no statisti-
cally significant difference between organisational identification levels of male (x̄  = 3.59, 
p > 0.05) and female (x̄  = 3.55, p > 0.05) employees. As a result, research question seven 
was answered negatively.

A One Way Anova test was used to determine relationships between employees’ ex-
perience levels and their organisational identification levels. This relationship is pre-
sented in the table below.

Table 28. The Relationships Between Employees’ Experience Levels 
and Organisational Identification Levels One Way Anova Test Analysis Results

Experience N X SD
Source 
of Va-
riance

Sum 
of Squares df

Mean 
Squ-
are

F p Sig

One Year 
Between
Five Years

365 3.57 0.77 Between 
Groups

2.07 2 1.04 1.65 1.92

Five Years 
Between
Ten Years

52 3.40 0.96 Within 
Groups

286.30 457 0.62

Ten Years 
Between
Fifteen Years

43 3.68 0.75 Total 288.37 459

Total 460 3.56 0.79
Source: own elaboration

When the data obtained were examined, it was concluded that there was no statis-
tically significant relationship between employees’ experience levels and their organ-
isational identification levels (F = 1.65, p > 0.05). According to this finding, research 
question eight was answered negatively.

An independent group t‑test was used to determine the relationship between em-
ployees’ marital status and their organisational identification levels. This relationship 
is presented in the tables below.
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Table 29. The Relationship between Employees’ Marital Status 
and Organisational Identification Levels Independent Group T‑Test Analysis 
Results

Organisational 
Identification

Marital 
Status X SD F p

Single 3.55 0.78 0.44 0.67
Married 3.59 0.81

Source: own elaboration

According to the results of the analysis, it was concluded that there was no statistical-
ly significant difference between organisational identification levels of single (x̄  = 3.55, 
p > 0.05) and married (x̄  = 3.59, p > 0.05) employees. Hence, research question nine was 
answered negatively.

A One Way Anova test was used to determine relationships between employees’ ed-
ucation levels and their organisational identification levels. This relationship is present-
ed in the table below.

Table 30. The Relationships Between Employees’ Education Levels 
and Organisational Identification Levels One Way Anova Test Analysis Results

Education N X SD
Source 
of Va-
riance

Sum 
of Squares df

Mean 
Squ-
are

F p Sig

Secondary 
School

26 3.48 0.79 Between 
Groups

1.62 4 0.40 0.64 0.63

Vocational 
School

35 3.51 0.75 Within 
Groups

286.76 455 0.63

Bachelor 277 3.60 0.77 Total 288.37 459
Master 109 3.55 0.77
PhD 13 3.29 1.36
Total 460 3.56 0.79

Source: own elaboration

When the data obtained were examined, it was concluded that there was no statis-
tically significant relationship between employees’ education levels and their organ-
isational identification levels (F = 0.64, p > 0.05). According to this finding, research 
question ten was answered negatively.

According to these results, Hypothesis 5, which states ‘There is a statistically signif-
icant difference in the organisational identification levels of employees taking into con-
sideration demographic variables.’ was rejected.
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Table  31 presented below shows the  verification of  the  hypotheses adopted 
in the study.

Table 31. Hypothesis Table

Hypotheses Hypotheses
Hypothesis 1 Partially Accepted
Hypothesis 2 Rejected
Hypothesis 3 Partially Accepted
Hypothesis 4 Rejected
Hypothesis 5 Rejected

Source: own elaboration

According to  Table  31, Hypothesis 1 and  Hypothesis 3 were partially accepted, 
and Hypothesis 2, Hypothesis 4, and Hypothesis 5 were rejected.

According to the results of the research, it was concluded that there was a statis-
tically significant and positive relationship between clan (β = 0.360, p < 0.01) as well 
as market (β = 0.147, p < 0.05) culture and organisational identification. This result 
shows that there is a partially significant and positive relationship between organisa-
tional culture and organisational identification.

The argument that there is a statistically significant difference between perceptions 
of Generation X, Generation Y, and Generation Baby Boomers employees regarding or-
ganisational culture was rejected. It is concluded that there is no statistically signifi-
cant difference between perceptions of Generation X, Generation Y, and Generation Baby 
Boomers employees regarding organisational culture.

On the other hand, it reveals that there was a significant relationship between em-
ployees’ experience levels and their perceptions of adhocracy culture (F = 3.19, p < 
0.05). City dwellers who have one year between five years of work experience in their 
current companies (X = 3.31) have perceptions of adhocracy culture higher than em-
ployees who have five years between ten years of work experience in their current 
companies (X = 2.93). Hence, the argument that there is a statistically significant dif-
ference in the perception of organisational culture taking into consideration demo-
graphic variables was partially confirmed.

According to the analysis results, the argument that there is a statistically signifi-
cant difference in the organisational identification levels of Generation X, Generation Y, 
and Generation Baby Boomers employees was rejected. There is no statistically signifi-
cant difference in the organisational identification levels of Generation X, Generation Y, 
and Generation Baby Boomers employees.
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Lastly, the argument that there is a statistically significant difference in the or-
ganisational identification levels of employees taking into consideration demographic 
variables was rejected. It is concluded that there is no statistically significant differ-
ence in the organisational identification levels of employees taking into consideration 
demographic variables.

4.	 Conclusions

As a result, there is a statistically significant and positive relationship between clan 
(β = 0.360, p < 0.01) as well as market (β = 0.147, p < 0.05) culture and organisational 
identification. However, clan culture has the most statistically significant and posi-
tive relationship with organisational identification. From this point of view, having 
a clan culture in modern cities can be appropriate to increase organisational identi-
fication among city residents.

Organisational culture affects the organisational identification of employees or city 
dwellers, in other words, the level of identification with the city. City administrators 
need to be familiar with appropriate organisational culture types to create an organi-
sational culture with residents with high levels of organisational identification. When 
this finding is evaluated concerning city administrators, it is an essential result that 
may prove to be useful in practice. The knowledge that clan culture has a meaningful 
relationship with organisational identification will give city administrators certain ad-
vantages in terms of running their organisations.

If city dwellers are characterised by a high organisational identification level, hav-
ing city‑friendly citizens in modern cities can be more attainable. The existence of in-
dividuals with high levels of organisational identification often yields positive results. 
City‑friendly citizens play a crucial role in creating resilient, sustainable, and inclusive 
cities. Their proactive involvement, backing of neighbourhood initiatives, adoption of sus-
tainable practices, and dedication to promoting community well‑being all help to create 
a vibrant urban environment that is advantageous to all people.

On the other hand, research outcomes show that there is a statistically significant 
relationship between employees’ experience levels and perceptions of adhocracy cul-
ture (F = 3.19, p < 0.05). City dwellers who have one year between five years of work 
experience in their current companies (X = 3.31) have perceptions of adhocracy cul-
ture higher than employees who have five years between ten years of work experience 
in their current companies (X = 2.93). From this point of view, it is concluded that expe-
rience in a company or the timeframe of living in a city is significant for organisational 
culture perceptions. In other words, if city dwellers continue to live in their hometowns 
or neighbourhoods for more than five years, their perceptions differ.
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According to the literature, the issue of Generation X, Y, and Baby Boomers employee 
characteristics, which is another subject of the presented research, is a popular top-
ic. The study examined the impact of Generation X, Generation Y, and Generation Baby 
Boomers employees’ characteristics on organisational culture and organisational iden-
tification relationships in terms of professional and urban life. Contrary to expectations, 
there was no statistically significant difference between the perceptions of Generation X, 
Y and Baby Boomers employees about organisational culture and organisational iden-
tification levels.

Several potential explanations can be put forth to account for this outcome (Kam, 
2019; Kam, Trippner‑Hrabi, 2021). Firstly, it is plausible that the scientific foundations 
of generational research may lack sufficient strength. Secondly, existing generational 
classifications are based on generalisations formulated by various researchers. Fur-
thermore, the economic, cultural, and political features characteristic of the study pe-
riod could potentially exert similar influences on the perspectives of individuals from 
different generations. Even though employees belong to distinct generational cohorts, 
it is conceivable that the research was conducted within institutions where they share 
common organisational cultures and values. Lastly, the study used employee character-
istics and age ranges representing Generation X, Y, and Baby Boomers which were de-
veloped considering the cultural, economic, and political contexts specific to the United 
States. However, it is essential to note that this classification may not be valid or appli-
cable in the context of Turkey.

The study that is being presented is significant because its findings show that, con-
trary to popular belief, different generations have the same perspectives and char-
acteristics. The  study also emphasises the  significance of  different generations 
for the development of cities since demographic composition is crucial for urban eco-
nomic and cultural growth. Finally, city administrators need to be familiar with ap-
propriate organisational culture types to create an organisational culture fostering 
the emergence of residents with high levels of organisational identification.

5.	 Discussions

According to Sathe (1983), organisational culture consists of beliefs and values shared 
by members of the organisation. Organisational identification, on the other hand, signi-
fies being part of the organisation, supporting it with positive attitudes and behaviours, 
and perceiving the distinctive characteristics shared by the organisation’s members 
(Miller et al., 2000; Şişman, 2011). As observed in the conducted research, a statistical-
ly significant and positive relationship exists between clan culture as well as market cul-
ture and organisational identification. In the future, investigations into the relationship 
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between organisational culture and organisational identification, in light of this infor-
mation, can be positioned under more detailed subheadings, examining differences 
in the impact of various organisational culture elements such as ceremonies, meetings, 
heroes, language, attire, and communication styles on organisational identification.

The findings of the presented study indicate that there was no statistically significant 
difference between the perceptions of Generation X, Y, and Baby Boomers city dwellers 
about organisational culture and organisational identification levels. The development 
of descriptive and explanatory systematic measurement methods that may be more suit-
able for Turkey or similar countries for studies on the characteristics of Generation X, 
Y, and Baby Boomers employees is essential in the literature. This study is valuable as it 
can guide future research.

Lastly, the study encompassed research on white‑collar workers who have station-
ary work (offline) in the private sector in Istanbul. Due to cost and time constraints, 
the research includes 460 white‑collar employees from the private sector. It would be 
best practice to conduct a study with a similar research concept in the public sector 
to compare findings. In addition, the research was conducted only in stationary work-
ing companies. When one considers that remote work is increasingly popular world-
wide, it can be good practice to research remote workers as well.
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Budowanie mostów: zrozumienie wzajemnych zależności między 
pokoleniami X, Y i Baby Boomers – charakterystyka, kultura 
organizacyjna i identyfikacja organizacyjna we współczesnych 
miastach
Streszczenie:	 Przez lata profil współczesnego mieszkańca miasta ewoluował i róż-

nicował się ze względu na pojawianie się kolejnych pokoleń. Różne 
pokolenia charakteryzują się odmiennymi oczekiwaniami i perspek-
tywami życiowymi. Dlatego też w dzisiejszym, bardzo dynamicz-
nym środowisku władze miejskie muszą dogłębnie zrozumieć swo-
ich mieszkańców, aby zbudować wpływową kulturę organizacyjną, 
która doprowadzi do wykształcenia się przyjaznych miastom oby-
wateli w celu stworzenia odpornych, zrównoważonych i sprzyjają-
cych włączeniu społecznemu miast. Niniejszy artykuł ma na celu 
określenie wpływu cech pracowników z pokoleń X, Y i Baby Boomers 
na kulturę organizacyjną i identyfikację organizacyjną w zakresie 
życia zawodowego i miejskiego. Z tej perspektywy przeprowadzono 
badanie na 460 pracownikach umysłowych, którzy są mieszkańcami 
miasta i pracują stacjonarnie w sektorze prywatnym w Stambule. 
Dane zostały uzyskane w trakcie badania ilościowego przeprowa-
dzonego za pomocą kwestionariusza wywiadu z wykorzystaniem 
techniki wywiadu osobistego ze wspomaganiem komputerowym. 
Główne wnioski prowadzą do konkluzji, iż istnieje statystycznie 
istotny i pozytywny związek między kulturą klanową (β = 0,360, 
p < 0,01) oraz rynkową (β = 0,147, p < 0,05) a identyfikacją organi-
zacyjną. Ponadto istnieje statystycznie istotny związek między po-
ziomem doświadczenia pracowników a ich postrzeganiem kultury 
adhokracji (F = 3,19, p < 0,05), nie ma natomiast statystycznie istot-
nej różnicy między postrzeganiem kultury organizacyjnej i pozio-
mu identyfikacji organizacyjnej przez pracowników z pokoleń X, Y 
i Baby Boomers.

Słowa kluczowe:	 nowoczesne miasta, miejska siła robocza, kultura organizacyjna, 
identyfikacja organizacyjna, pokolenia

JEL:	 A12, M00, M0, M1
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