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Original Research Paper Information is one of the most critical resources for both individuals
and organizations. With the Internet and information system tools,

Received 23.09. 2024 the ease and affordability of accessing information have led to the

Accepted 24.12. 2024 restructuring of organizational frameworks to be knowledge-based

and management systems to be human-centered. This study aims to
analyze how demographic characteristics influence the attitudes
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toward information management among youth center directors, who
December, 2024 . .

are largely responsible for the operations of these centers.
Volume: 5, No: 2 Statistical analyses involved surveying 113 youth center directors
Pages: 265-284 across Turkey. The results revealed that youth center directors

scored highly in self-improvement, with an average score of 4.49.
The commitment average score was also found to be relatively high
at 3.23. However, the average communication score remained low
at 2.23. This suggests that while youth center directors demonstrate
a strong willingness to improve themselves and possess high levels
of commitment, they exhibit weak performance in communication
skills.

Further analysis of demographic variables indicated that directors
with postgraduate education scored lower in communication
compared to those without postgraduate qualifications. The scores
for communication, commitment, and self-improvement did not
exhibit significant differences across other demographic groups.
The findings suggest that postgraduate education may negatively
impact communication skills among directors, highlighting the need
for targeted communication skills training in youth center
management programs, particularly for those with advanced
academic qualifications.

Keywords: Information Management, Information Management Attitudes, Information Management
Strategies, Youth Center.
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INTRODUCTION

Since the existence of humanity, the need for knowledge has emerged, gaining increasing
intensity over the ages. This need for knowledge has led to the birth of knowledge management,
which facilitates the transfer of acquired knowledge to subsequent generations. As social
beings, humans have developed communities by effectively producing knowledge, passing it
down from generation to generation, and enabling new generations to use this knowledge
cumulatively (Nonaka & Takeuchi, 2020; Wenger, 2018). Today, thanks to digital
transformation and technological innovations, knowledge management has gained even more
importance, and knowledge sharing and learning processes play a critical role among
individuals and organizations (Santos & Sampaio, 2021).

Information is one of the most crucial resources for both individuals and organizations in
the contemporary landscape. Leveraging the ease and affordability of access to information,
modern organizations have restructured their frameworks to be knowledge-based and
management systems to be human-centered. Consequently, there has been an increasing
investment in human capital, emphasizing the importance of individuals who generate
knowledge. The role of human resources, capable of operating mechanisms that process
information and yield meaningful results, has become ever more significant (Davenport &
Prusak, 2020; Lee & Choi, 2021). This shift towards a knowledge-centric approach allows
organizations not only to adapt to rapidly changing environments but also to foster innovation
and sustained competitive advantage (Schein, 2019).

Knowledge is a dynamic entity that expands as it is shared, contributing to the
advancement of societies over time. This cumulative growth enables each society to surpass its
predecessors in various aspects of development. For societies to effectively leverage knowledge
for advancement, it is essential that their dynamics invest in both knowledge and the individuals
who create it. Knowledge management thrives not only on structured organizations but also on
the cultural approach to knowledge and its dissemination (Dalkir, 2017). Consequently, the
success of knowledge management initiatives is closely tied to fostering a strong organizational
culture that encourages collaboration and continuous learning (Alavi & Leidner, 2001; Dufour
& Laferriére, 2020).

Knowledge management plays a critical role in enabling organizations to gain a
competitive advantage and establish an effective knowledge-sharing culture. In this context,
the impact of gender on individuals' knowledge management attitudes is an important research
topic. This study aims to investigate how the knowledge management attitudes of youth center
directors differ across certain demographic variables, particularly gender groups. Knowledge
management has significantly evolved in recent years, paralleling the increasing recognition of
knowledge as a strategic asset that drives innovation, enhances operational efficiency, and
supports informed decision-making (Nonaka et al., 2021). Recent studies highlight the
integration of new technologies, such as artificial intelligence and machine learning, in
knowledge management practices, further transforming how organizations leverage knowledge
for competitive advantage.

Literature Review
Information Management and Its Importance

Information management is a crucial element for organizational success, as it
encompasses the processes used to gather, store, manage, and disseminate information
effectively. Knowledge management, in particular, is viewed as a dynamic backdrop that
transforms raw data into valuable knowledge, promoting an environment conducive to
innovation and decision-making (Wang & Ahmed, 2020). Effective information management
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practices can facilitate the collaborative sharing of tacit knowledge, which is derived from
personal experience, thus enhancing organizational learning (Dalkir, 2017). Moreover,
organizations that leverage advanced technologies such as artificial intelligence and data
analytics report improved capability in identifying knowledge gaps and optimizing learning
processes, which in turn supports strategic decision-making and competitive advantage (Heisig,
2021; Chong et al., 2021). Overall, the implementation of robust information management
strategies is vital for achieving long-term organizational efficiency and adaptability.

Demographic Variables Affecting Information Management Attitudes

Research in the domain of information management has increasingly explored how
demographic variables impact attitudes and behaviors regarding the management of
information. Factors such as gender, educational background, and age have been shown to
influence individual approaches to knowledge management (McAdam & McCreedy, 2000;
Provost & Fawcett, 2013). For instance, studies suggest that executives with higher education
levels are more likely to engage in systematic knowledge sharing practices, thereby reflecting
positively on organizational outcomes (Lee et al., 2020). Understanding these demographic
influences is particularly relevant for youth center directors, as their attitudes towards
information management can shape operational policies and engagement strategies that affect
service delivery and youth development outcomes.

Purpose of the Study

The primary purpose of this study is to analyze how demographic characteristics—such
as education level, age, gender, and professional experience—of youth center directors
influence their attitudes towards information management. As previous research indicates,
demographic factors play a critical role in shaping individuals' perceptions and practices
regarding knowledge and information management (Goh, 2019; Lee et al.,, 2020).
Understanding these relationships is essential to identify how different groups may leverage
information management practices to enhance operational effectiveness in youth centers.

Youth centers serve as essential environments for youth development, and effective
information management is crucial for tailoring programs that meet the nuanced needs of young
individuals (Karaca & Demir, 2019). As noted by Senge (2006), organizations that cultivate a
culture of continuous learning and knowledge sharing tend to perform better due to their
adaptability and innovation. Therefore, this study aims not only to contribute to the academic
understanding of information management processes within youth centers but also to provide
practical insights that could inform training and development programs for youth center
directors.

By exploring the unique demographics of youth center directors and their approach to
information management, this study seeks to fill critical gaps in the literature regarding the
specific management practices in the context of Turkey's youth services. Ultimately,
identifying how demographic variables influence attitudes toward information management
can lead to improved strategies for knowledge sharing, enhancing both the efficacy of youth
programs and the overall organizational health of youth centers.

Youth Centers

Youth centers in Tiirkiye operate under provincial and district directorates of youth and
sports affiliated with the Republic of Tiirkiye Ministry of Youth and Sports. As of 2023, there
are a total of 474 youth centers serving in all 81 provinces of Tiirkiye (Republic of Tiirkiye
Ministry of Youth and Sports, 2023). The primary objectives of these youth centers, as defined
by the Directorate General of Youth Services, are as follows:
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"Youth Centers assist young individuals in making productive use of their free time;
guide them toward social, cultural, artistic, scientific, and sports activities; contribute to their
personal, social, and spiritual development; provide mentorship and counseling; raise their
awareness of harmful habits; and help them acquire social skills and opportunities to share
experiences through participation in various activities. These centers offer a range of programs,
including historical and cultural excursions, camps, and sports events, all designed to enrich
the lives of young people." (Republic of Tiirkiye Ministry of Youth and Sports Directorate
General of Youth Services, 2023)

Youth centers deliver their services through youth center academies and youth center
clubs. Youth center academies host theoretical workshop activities across diverse fields such
as values, religious sciences, innovation, personal development, social sciences, language
training, fine arts, as well as healthy living and sports. Meanwhile, the clubs consist of groups
focusing on Social and Cultural Activities, Fine Arts, Science and Technology, Healthy Living
and Sports, and Volunteering.

These youth centers are administered by directors, whose responsibilities are explicitly
defined in the Official Gazette. Examples of these duties include: "working in collaboration
with relevant stakeholders to consider the talents, goals, and interests of young individuals who
benefit from the activities of the youth center,” "ensuring that workshops, libraries,
gymnasiums, and other facilities are adequately prepared for operation and usage, while
overseeing their continuous development,” and "preparing and monitoring the work schedules
of personnel in the youth centers, as well as in affiliated coordination, promotion offices, youth
offices, and similar units." Such responsibilities underscore the importance of youth center
directors being proficient in knowledge management.

Information Management of Youth Center Managers

Knowledge management (KM) is a comprehensive strategic approach that encompasses
the effective collection, processing, storage, and sharing of knowledge within organizations.
This strategy includes the integration of knowledge into technological processes and action
plans for leveraging this knowledge in alignment with organizational objectives. KM also
involves the protection, development, and exploitation of intellectual capital, which is
increasingly recognized as a key asset for organizational success. Organizations implement this
strategy to analyze, measure, and evaluate processes, thereby facilitating continuous
improvement (Alavi & Leidner, 2021). Moreover, effective knowledge management requires
an interdisciplinary approach that draws insights from fields such as economics, psychology,
sociology, and information science. By understanding and managing knowledge within this
broader context, organizations can gain a competitive edge and navigate the complexities of
today's dynamic business landscape (KPMG, 2020).

In Youth Centers, knowledge management is a critical aspect that encompasses the stages
of acquisition, sharing, interpretation, and storage, while also bearing the crucial characteristic
of supporting learning among employees. The interpretation of knowledge involves placing the
obtained information in meaningful contexts and using it in accordance with the organization's
strategic goals. The storage of knowledge ensures that learned information remains accessible
and valuable in the organizational memory for future use. These processes strengthen an
organization's ability to adapt, promote continuous learning, and enhance its capacity to quickly
adjust to changing conditions, thereby increasing organizational effectiveness.

Due to the multiplicity and variability of sources from which information is collected in
youth and sports centers, there is a diversity of sources. Managers and staff within the institution
need to have the managerial skills to determine how and where to use the gathered information.
In studies specific to these institutions, there is a variety of dynamics within the institution that
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need to be evaluated (Goksel, Ekici, & Hacicaferoglu, 2016; Beltekin, 2015; Kepoglu, 2015;
Belli & Ekici, 2012; Ers6z & Cmarli, 2012; Yel, 2011; Tiirkmen, 2005; Uziim, 2005).

METHOD

Research Model

This research was conducted to measure the information management attitudes of youth
center directors across Turkey and to explore how various demographic variables influence
these attitudes. With a specific focus on directors within the Provincial Directorates of Youth
and Sports, which are responsible under Law No. 3289 dated May 21, 1986, for all sporting
activities aimed at children and youth, this study investigates the potential impact of
demographic characteristics on the management behaviors and information attitudes in these
managerial roles. The influence of sports on the personality, health, and social behavior of
youth is significant, making the roles of those who manage these activities crucial. Previous
studies have explored information management roles across different sectors (Memisoglu &
Ozsarikamis, 2009), but there is a notable gap in research specifically targeting the 81
Provincial Directorates of Youth and Sports. Given the intensive operational demands on Youth
Centers as key units of the Ministries, there is a clear necessity for comprehensive studies to
understand the influence of demographic characteristics on the management and information
attitudes of those directing these centers.

The study employs a relational survey design, a quantitative method, to examine the
relationships between the demographic variables of the directors and their attitudes towards
information management. This approach allows for the systematic collection of data from a
defined population and the analysis of correlations between variables.

Research Hypotheses and Model

The dependent variables in this research are the sub-dimensions of information
management attitudes: self-development, communication, and commitment. The independent
variables include gender, marital status, number of children, professional tenure, departmental
affiliations at the university level, receipt of postgraduate education, and engagement in leisure
time activities. The research model was developed to systematically investigate these
relationships, hypothesizing that demographic factors significantly influence the information
management attitudes among youth center directors.

Figure 1
Research Model

(Gender
Marital status = .
Nomber of children [nformation Manasement Atttude
Professional Seniority Sl Tprovement
Section (ommumication
Postgraduate Education Lovally

Free Time Activity
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Based on the information provided about your study on the information management
attitudes of youth center directors in Turkey and considering the various demographic
variables, here are the formulated research hypotheses:

H1: Gender significantly influences the information management attitudes of youth
center directors.

H2: Marital status significantly influences the information management attitudes of youth
center directors.

H3: The number of children significantly influences the information management
attitudes of youth center directors.

H4: Professional tenure significantly influences the information management attitudes of
youth center directors.

H5: The university department worked in significantly influences the information
management attitudes of youth center directors.

H6: Having received postgraduate education significantly influences the information
management attitudes of youth center directors.

H7: Engagement in leisure time activities significantly influences the information
management attitudes of youth center directors.

These hypotheses are designed to test the relationships between demographic variables
and information management attitudes, providing a comprehensive framework for analyzing
how personal and professional characteristics of youth center directors influence their
management practices.

Data Collection Tools

A total of 113 directors were selected through convenience sampling to participate in the
survey. The survey was designed to be accessible online, facilitating ease of distribution and
completion by the participants.

The primary tool used for data collection was the Information Management Attitude Scale,
initially developed and validated by Demir (2005). This scale includes 22 items distributed
across three factors, which reflect different dimensions of information management attitudes:

1. Self-Development: Comprising 8 items, this factor addresses attitudes towards
personal growth and continuous learning within the context of information
management.

2. Communication: This factor includes 7 items that assess the directors' effectiveness in
interpersonal communication and information dissemination.

3. Commitment: The remaining 7 items measure the degree of commitment to
organizational goals and the management of information resources.

The factor loadings for these items in Demir’s study ranged from 0.40 to 0.81, indicating
a satisfactory level of construct validity. The factors were named based on a thorough
evaluation of the item content and a review of relevant literature, ensuring that they accurately
represent the constructs of interest.

Ethical approval for this study was obtained from the Siirt University Scientific Research
and Publication Ethics Committee. The approval was granted on September 19, 2023, under
the protocol number 2023/5607, ensuring that all research activities complied with the ethical
standards required for studies involving human participants.
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Data Collection and Statistical Analysis

The data analysis process commenced with the application of descriptive statistics to
summarize and illustrate the dataset's characteristics comprehensively. To evaluate the
normality of the data distribution, tests for skewness and kurtosis were conducted. Adhering to
the guidelines established by George and Mallery (2010), the data were considered normally
distributed if the skewness and kurtosis values fell within the range of -2 to +2. Establishing
normality is crucial for selecting appropriate statistical tests for further analysis.

For datasets involving two variables, t-tests were employed to compare the means of two
distinct groups. This method was particularly useful for examining differences in information
management attitudes across demographic groups, such as comparing gender differences or
differences between individuals with and without postgraduate education. The t-test is
applicable and valid under the condition that the data meet the assumptions of normality and
homogeneity of variances between the groups.

In cases where the analysis required comparing means across multiple groups, such as
demographic categories with several levels like age groups or professional seniority, Analysis
of Variance (ANOVA) was used. ANOVA is instrumental in determining whether there are
statistically significant differences between the means of three or more independent groups,
thereby providing insights into the effects of various demographic factors on information
management attitudes.

All statistical analyses, including normality tests, t-tests, correlation analyses, and
ANOVA, were performed using SPSS version 25.

FINDINGS

This section presents the results derived from the analysis of the relationships between
the research variables and their interactions with demographic factors.

Table 1
Demographic Characteristics of Participants
Gender (N=113) %
Male 31 27,4
Woman 82 72,6
Marital status (N=113) %
Married 72 63,7
Single 41 36,3
Number of children (N=113) %
1 19 16,8
2 31 27,4
3 8 7,1
4 55 48,7
Professional Seniority (N=113) %
1 Year and Under 23 20,4
2-4 Years 14 12,4
5-7 Years 9 8,0
8-10 Years 39 34,5
11-13 Years 15 13,3
13 Years and Above 13 11,5
Section (N=113) %
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Sports Management 52 46,0
Coaching 11 9,7
Recreation 3 2,7
Other 47 41,6
Postgraduate Education (N=113) %
Degree 84 74,3
Doctorate 29 25,7
Free Time Activity (N=113) %
Yes 81 71,7
No 32 28,3

The study sample comprised 113 youth center directors in Turkey. Regarding gender,
72.6% of the participants were female (n = 82), and 27.4% were male (n = 31). In terms of
marital status, the majority of the participants were married (63.7%, n = 72), while 36.3% (n =
41) reported being single.

The distribution of the number of children varied: 16.8% of the directors (n = 19) had one
child, 27.4% (n = 31) had two children, 7.1% (n = 8) had three children, and 48.7% (n = 55)
had four or more children. Professional seniority among the directors ranged widely: 20.4% (n
= 23) had been in their current role for one year or less, 12.4% (n = 14) for two to four years,
8.0% (n = 9) for five to seven years, 34.5% (n = 39) for eight to ten years, 13.3% (n = 15) for
eleven to thirteen years, and 11.5% (n = 13) had over thirteen years of experience.

Participants’ educational backgrounds in specific departments were also diverse: 46.0%
(n = 52) were from Sports Management, 9.7% (n = 11) from Coaching, 2.7% (n = 3) from
Recreation, and 41.6% (n = 47) were categorized under Other. As for postgraduate education,
74.3% (n = 84) held a master's degree and 25.7% (n = 29) a doctorate.

Regarding leisure time activities, 71.7% (n = 81) of the participants engaged in such
activities, whereas 28.3% (n = 32) did not engage in any free time activities.

Table 2

Correlation Matrix of Self-Improvement, Communication, and Loyalty with Skewness and
Kurtosis Values

Self-Improvement Communication Loyalty Skewness Kurtosis

Self-Improvement 1 -0.153* -0.032 -1.831 1.966
Communication -0.153* 1 0.034 0.150 -0.145
Loyalty -0.032 0.034 1 -1.040 1.161

*p<0.05, **p<0.01

Correlation analysis was performed to investigate the relationships between self-
improvement, communication, and loyalty among 113 directors of youth centers. Results
indicated that self-improvement exhibited a small but statistically significant negative
correlation with communication (r = -0.153, p < .05), suggesting a modest inverse relationship
between these variables. This implies that higher levels of self-improvement may be associated
with slightly lower levels of communication efficacy among the directors.

Conversely, the relationship between self-improvement and loyalty was not statistically
significant (r = -0.032, p > .05), indicating that attitudes towards self-improvement do not
appear to influence loyalty attitudes significantly within this group. Similarly, the correlation
between communication and loyalty was found to be nonsignificant (r = 0.034, p > .05),
demonstrating that communication does not have a discernible impact on loyalty among the
directors studied.
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These findings suggest that while self-improvement may slightly impact communication
among youth center directors, neither self-improvement nor communication significantly
affects their loyalty attitudes.

Descriptive Characteristics of Research Variables

In this study, the sub-factors of information management attitudes, which are self-
development, communication, and commitment, serve as the research variables. The
descriptive characteristics of the research variables are provided in the table below.

Table 3
Descriptive Characteristics of Research Variables

Research Variables N Average Std. . Minimum Maximum
Deflection

Self Improvement 4,49 0,58 1,00 5,00

Communication 113 2,23 0,47 1,00 3,29

Loyalty 3,23 0,29 1,71 3,86

The study examined the descriptive statistics for three main variables: Self-Improvement,
Communication, and Loyalty among 113 participants. The mean score for Self-Improvement
was 4.49 (SD = 0.58), ranging from a minimum of 1.00 to a maximum of 5.00, indicating a
relatively high level of self-improvement attitudes among the youth center directors.
Communication had an average score of 2.23 (SD = 0.47), with scores extending from 1.00 to
3.29, reflecting moderate levels of communication efficacy. Lastly, Loyalty exhibited a mean
of 3.23 (SD = 0.29), with the lowest score being 1.71 and the highest 3.86, suggesting a
consistent positive orientation towards loyalty.

Analyzes Regarding Gender and Research Variables
The study tested whether the research variables of self-development, communication, and
commitment differ significantly according to gender. Upon examining the assumptions of

within-group normal distribution and equality of group variances, both conditions were met, so
the t-test was used. The results of the t-test can be seen in the table below.

Table 4
T-Test Results for Gender Differences in Self-Improvement, Communication, and Loyalty

Statistical Values T-test
Gender N M SD GVE* t p
Male 31 463 0,43
Self Improvement Woman 82 444  0.62 0,238 1,627 0,107
. Male 31 2,32 0,49
Communication Woman 82 220 045 0,541 1,265 0,209
Male 31 3,22 0,26

Loyalty Woman 82 324 o030 0997 0306 0760

*GVE=Test of Group Variance Equality (if p>0.05, group variances are equal).

Results from the t-test analysis in Table 4 indicate no significant gender differences in
self-improvement, communication, or loyalty among youth center directors.Specifically, males
reported a slightly higher mean score in self-improvement (M = 4.63, SD = 0.43) compared to
females (M = 4.44, SD = 0.62), but this difference was not statistically significant (t(111) =
1.627, p = .107). Similarly, for communication, males had a mean score of 2.32 (SD = 0.49),
which was slightly higher than that of females (M = 2.20, SD = 0.45); however, the difference
was also not significant (t(111) = 1.265, p =.209). In terms of loyalty, males scored an average
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of 3.22 (SD = 0.26) while females scored slightly higher with an average of 3.24 (SD = 0.30),
but again, the difference was not significant (t(111) = -0.306, p = .760).

Analyzes on Marital Status and Research Variables

The study tested whether the research variables of self-development, communication, and
commitment differ significantly according to marital status. Upon examining the assumptions
of within-group normal distribution and equality of group variances, both conditions were
found to be met, so the t-test was used. The results of the t-test can be seen in the table below.

Table 5

T-Test Results for Marital Status Differences in Self-Improvement, Communication, and
Loyalty

Statistical Values T-test
Marital status N M SD GVE* t p
Married 72 452 0,64
Self Improvement Single 41 443 044 0,302 0,790 0,431

L Married 72 2,16 047
Communication Single 41 236 043 0,480 -2,274 0,025
Married 72 3,22 0,29
Loyalty Single 41 324 028 0,386 -0,287 0,774

*GVE=Test of Group Variance Equality (if p>0.05, group variances are equal).

Results from the t-test analysis in Table 5 indicate significant differences in
communication based on marital status among youth center directors, while no significant
differences were found in self-improvement or loyalty. Specifically, for self-improvement,
married directors reported a mean score of 4.52 (SD = 0.64) compared to 4.43 (SD = 0.44) for
single directors. However, this difference was not statistically significant (t(111) = 0.431, p =
.790).

In terms of communication, married directors had a lower mean score of 2.16 (SD = 0.47)
than their single counterparts, who scored a mean of 2.36 (SD = 0.43). This difference was
statistically significant (t(111) = -2.274, p = .025), suggesting that marital status may influence
communication attitudes among youth center directors.

Regarding loyalty, married directors scored an average of 3.22 (SD = 0.29), while single
directors had a slightly higher score of 3.24 (SD = 0.28). This difference was not statistically
significant (t(111) = -0.287, p =.774).

In summary, the findings reveal that while marital status influences communication
among youth center directors, it does not appear to significantly impact their self-improvement
or loyalty.

Analyzes Regarding the Number of Children and Research Variables

The study tested whether the research variables of self-development, communication, and
commitment differ significantly according to the number of children. Upon examining the
assumptions of within-group normal distribution and equality of group variances, both
conditions were found to be met, so the ANOVA (F) test was used. The results of the F-test can
be seen in the table below.
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Table 6

F-Test Results for Number of children Differences in Self-Improvement, Communication, and
Loyalty

Group Variable Statistical Values F-Test
Number of children N M SD GVE* F p
1 19 459 0,61
2 31 442 0,78
Self Improvement 0,457 0,364 0,779
3 8 455 0,67
4 55 4,49 041
1 19 2,17 0,57
.. 2 31 225 042
Communication 0,645 0,402 0,752
3 8 2,38 0,61
4 55 2,22 0,44
1 19 3,15 042
2 31 3,29 0,26
Loyal ' ' 702 1,82 14
oyalty 3 3 338 027 0,70 828 0,146
4 55 3,20 0,24

*GVE=Test of Group Variance Equality (if p>0.05, group variances are equal).

For self-improvement, youth center directors with one child had a mean score of 4.59
(SD =0.61), while those with two children reported a mean of 4.42 (SD = 0.78). Directors with
three children scored a mean of 4.55 (SD = 0.67), and those with four children had a mean score
of 449 (SD = 0.41). The analysis revealed that these differences were not statistically
significant, as indicated by an F-value of 0.364 (p = .779).

In terms of communication, directors with one child reported a mean of 2.17 (SD = 0.57),
compared to 2.25 (SD = 0.42) for those with two children, 2.38 (SD = 0.61) for those with three
children, and 2.22 (SD = 0.44) for those with four children. Similarly, the differences in
communication scores were also found to be statistically insignificant, with an F-value of 0.402
(p =.752).

Regarding loyalty, directors with one child scored an average of 3.15 (SD = 0.42), while
those with two children had a mean of 3.29 (SD = 0.26), directors with three children scored
3.38 (SD = 0.27), and those with four children scored 3.20 (SD = 0.24). The F-test for loyalty
yielded an F-value of 1.828 (p = .146), indicating no significant differences based on the
number of children.

Analyzes Regarding Professional Tenure and Research Variables

The study tested whether the research variables of self-development, communication, and
commitment differ significantly according to professional tenure. Upon examining the
assumptions concerning within-group normal distribution and equality of group variances, both
conditions were met, so the ANOVA (F) test was used. The results of the F-test can be seen in
the table below.
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Table 7

F-Test Results for Professional Seniority Differences in Self-Improvement, Communication,
and Loyalty

Group Variable Statistical Values F-Test
Professional Seniority N M SD GVE* F p
1 year and below 23 453 0,38
2-4 years 14 467 0,34
5-7 years 9 433 0,71
Self Improvement 8-10 years 39 450 0.40 0,180 0,534 0,750
11-13 years 15 4,40 0,74
13 years and above 13 441 1,09
1 year and below 23 2,26 0,54
2-4 years 14 220 054
. 5-7 years 9 216 0,51
Communication 8-10 years 39 225 0.39 0,172 0,367 0,870
11-13 years 15 2,32 0,59
13 years and above 13 2,11 0,29
1 year and below 23 3,12 0,26
2-4 years 14 3,35 0,26
5-7 years 9 305 054
Loyalty 8-10 years 39 327 024 0,197 2,250 0,055
11-13 years 15 3,30 0,23

13 years and above 13 3,22 0,26
*GVE=Test of Group Variance Equality (if p>0.05, group variances are equal).

For self-improvement, directors with one year or less of experience reported a mean score
of 4.53 (SD = 0.38), while those with 2 to 4 years of experience had a mean score of 4.67 (SD
=0.34). Directors with 5 to 7 years of experience scored a mean of 4.33 (SD =0.71), those with
8 to 10 years scored 4.50 (SD = 0.40), directors with 11 to 13 years had a mean of 4.40 (SD =
0.74), and those with 13 years or more scored 4.41 (SD = 1.09). The analysis found no
statistically significant differences in self-improvement scores among these groups, as
indicated by an F-value of 0.534 (p = .750).

In communication, directors with one year or less had a mean score of 2.26 (SD = 0.54),
while those with 2 to 4 years reported a mean of 2.20 (SD = 0.54). Directors with 5 to 7 years
of experience scored 2.16 (SD = 0.51), those with 8 to 10 years scored 2.25 (SD = 0.39),
directors with 11 to 13 years reported a mean of 2.32 (SD = 0.59), and those with 13 years and
above had a mean score of 2.11 (SD = 0.29). The differences in communication scores among
these groups were also not statistically significant, with an F-value of 0.367 (p = .870).

When examining loyalty, youth center directors with one year or less of experience scored
an average of 3.12 (SD = 0.26), whereas those with 2 to 4 years reported a mean of 3.35 (SD =
0.26). Directors with 5 to 7 years scored 3.05 (SD = 0.54), those with 8 to 10 years had a mean
of 3.27 (SD = 0.24), directors with 11 to 13 years scored 3.30 (SD = 0.23), and those with 13
years or more reported a mean of 3.22 (SD = 0.26). The analysis approached significance with
an F-value of 2.250 (p = .055), suggesting a potential trend where loyalty may be influenced
by professional seniority, although it did not reach conventional levels of significance.
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Analyzes Regarding University Department and Research Variables

The study tested whether the research variables of self-development, communication, and
commitment differ significantly according to the department they work in. Upon examining the
assumptions concerning within-group normal distribution and equality of group variances, both
conditions were met, so the ANOVA (F) test was used. The results of the F-test can be seen in
the table below.

Table 8

F-Test Results for Department he works in Differences in Self-Improvement, Communication,
and Loyalty

Group Variable Statistical Values F-Test
Department he works in N M SD GVE* F p
Sports Management 52 4,54 0,44
Self Improvement Coaching 11 439 0,73 0,282 0,371 0,691
Other 47 4,47 0,69
Sports Management 52 2,23 0,39
Communication Coaching 11 2,01 0,69 0,068 1860 0,161
Other 47 2,31 0,48
Sports Management 52 3,24 0,22
Loyalty Coaching 11 3,22 0,53 0,067 0,067 0,935
Other 47 3,22 0,29

*GVE=Test of Group Variance Equality (if p>0.05, group variances are equal).

For self-improvement, directors in Sports Management reported a mean score of 4.54
(SD = 0.44), while those in Coaching had a mean score of 4.39 (SD = 0.73). Directors working
in other departments scored a mean of 4.47 (SD = 0.69). The analysis indicated no statistically
significant differences in self-improvement among the groups, as evidenced by an F-value of
0.371 (p = .691).

In terms of communication, Sports Management directors scored an average of 2.23 (SD
= 0.39), while Coaching directors had a lower mean score of 2.01 (SD = 0.69), and those in
other departments reported a mean of 2.31 (SD = 0.48). The differences in communication
scores did not reach statistical significance, with an F-value of 1.860 (p = .161).

Regarding loyalty, Youth center directors in Sports Management scored an average of
3.24 (SD = 0.22), while those in Coaching and other departments both had mean scores of 3.22
(SD = 0.53 and SD = 0.29, respectively). The F-test for loyalty revealed no significant
differences, yielding an F-value of 0.067 (p = .935).

Analyses Related to Postgraduate Education and Research Variables

The study tested whether the research variables of self-development, communication, and
commitment differ significantly according to whether individuals have postgraduate education.
Upon examining the assumptions concerning within-group normal distribution and equality of
group variances, both conditions were found to be met, so the t-test was used. The results of
the t-test can be seen in the table below.
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Table 9

T-Test Results for Postgraduate Education Differences in Self-Improvement, Communication,
and Loyalty

Statistical Values T-Test

Postgraduate Education N M SD  GVE* t p
Bachelor's Degree 84 454 0,43

Self Improvement Master's Degree and 20 434 087
Doctorate Degree

Bachelor's Degree 84 229 0,43

Communication  Master's Degree and 29 206 052
Doctorate Degree

Bachelor's Degree 84 322 0,26

Loyalty Master's Degree and 20 326 036
Doctorate Degree

*GVE=Test of Group Variance Equality (if p>0.05, group variances are equal).

0,055 1,625 0,107

0,259 2,372 0,019

0,956 -0,565 0,573

For self-improvement, directors with a Bachelor’s degree reported a mean score of 4.54
(SD = 0.43), whereas those with a Master’s or Doctorate degree had a mean score of 4.34 (SD
= 0.87). The difference between these two groups was not statistically significant, with a t-
value of 1.625 (p = .107), suggesting that the level of education does not have a meaningful
impact on self-improvement scores among youth center directors.

In terms of communication, directors with a Bachelor’s degree scored an average of 2.29
(SD = 0.43), compared to a lower mean score of 2.06 (SD = 0.52) for those with postgraduate
qualifications. This difference was statistically significant, as indicated by a t-value of 2.372 (p
= .019), implying that directors with a Master’s or Doctorate degree may have different
attitudes toward communication compared to their peers with only a Bachelor’s degree.

Regarding loyalty, directors with a Bachelor’s degree had a mean score of 3.22 (SD =
0.26), while those with advanced degrees scored a mean of 3.26 (SD = 0.36). However, this
difference was not statistically significant, as evidenced by a t-value of -0.565 (p = .573).

Analyses Related to Leisure Time Activity and Research Variables

The study tested whether the research variables of self-development, communication, and
commitment differ significantly according to whether individuals engage in leisure time
activities. Upon examining the assumptions concerning within-group normal distribution and
equality of group variances, both conditions were found to be met, so the t-test was used. The
results of the t-test can be seen in the table below.

Table 10

T-Test Results for Free Time Activity Differences in Self-Improvement, Communication, and
Loyalty

Statistical Values T-Test
Free Time Activity N M SD GVE* t p
Yes 81 451 0,59
No 32 444 054 0,761 0,605 0,547
Yes 81 222 048
No 32 228 044

Yes 81 324 025
No 32 321 o037 2227 0470 0639

*GVE=Test of Group Variance Equality (if p>0.05, group variances are equal).

Self Improvement

Communication 0,416 -0,631 0,529

Loyalty
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For self-improvement, directors who engage in free time activities reported a mean score
of 4.51 (SD = 0.59), while those who do not participate in such activities scored a mean of 4.44
(SD = 0.54). The difference between these two groups was not statistically significant, with a
t-value of 0.605 (p = .547), indicating that participation in free time activities does not have a
meaningful impact on self-improvement among youth center directors.

In terms of communication, directors involved in free time activities scored an average
of 2.22 (SD = 0.48), compared to a mean score of 2.28 (SD = 0.44) for those who do not engage
in these activities. This difference was also not statistically significant, as evidenced by a t-
value of -0.631 (p = .529), suggesting that free time activities do not significantly influence
communication attitudes among youth center directors.

Regarding loyalty, youth center directors who participate in free time activities reported
a mean score of 3.24 (SD = 0.25), while those not engaged in these activities had a mean score
of 3.21 (SD = 0.37). Again, this difference was not statistically significant, as indicated by a t-
value of 0.470 (p = .639).

DISCUSSION & CONCLUSION

Youth directorates that provide services through workshops and clubs on various topics
play a crucial role in achieving successful outcomes from these activities. This study examined
the information management attitudes of youth center directors, who bear significant
responsibility for the operational success of these centers. The research emphasizes three core
sub-factors of information management attitudes: self-development, communication, and
commitment, and investigates whether these fundamental sub-factors differ significantly across
demographic groups.

The statistical analyses revealed that youth center directors exhibited high scores in self-
development and a relatively elevated average in commitment. These findings align with Gupta
and Singh (2021), who noted that individuals with stronger self-development attitudes tend to
engage more effectively in knowledge management processes. The significance of self-
development is paramount, as it can lead to enhanced performance in organizational settings.
However, it is concerning that the average communication score among directors was notably
low, indicating this as an essential area for improvement. This unexpected result suggests that
while these directors are motivated towards self-improvement, they may struggle with
interpersonal communication, which is vital for fostering knowledge sharing and collaboration
within their teams (Buchanan & Miller, 2020). This gap highlights the need for targeted
communication training, as effective communication is critical for successful knowledge
management and team cohesion.

H1: Gender significantly influences the information management attitudes of youth
center directors.

Research has explored the role of gender in shaping professional attitudes, particularly in
leadership roles. Studies indicate that gender can significantly affect communication styles and
decision-making approaches, which are integral components of information management
(Miller et al., 2020). Therefore, it is hypothesized that female and male youth center directors
may exhibit distinct differences in their information management attitudes.

H2: Marital status significantly influences the information management attitudes of youth
center directors.

Marital status has been suggested to impact professional behaviors and attitudes, with
evidence indicating that personal responsibilities can shape communication and management
styles (Harris & Kearney, 2019). This hypothesis posits that youth center directors' marital
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status—whether single, married, or divorced—will significantly influence their approaches to
information management, reflecting the interplay between personal and professional life.

H3: The number of children significantly influences the information management
attitudes of youth center directors.

The number of children may affect individuals' time management, priorities, and stress
levels, which in turn can influence professional attitudes (Bianchi et al., 2020). Based on this
premise, we hypothesize that the varying number of children among youth center directors will
have a significant impact on their information management attitudes, as parental
responsibilities may shape their perspectives.

H4: Professional tenure significantly influences the information management attitudes of
youth center directors.

Professional tenure is often associated with accumulated experience and knowledge,
which can, in turn, influence management practices and attitudes (Huang et al., 2021). This
hypothesis posits that youth center directors with varying lengths of professional tenure will
demonstrate significantly different information management attitudes, with greater experience
potentially leading to more adaptive and informed approaches.

H5: The university department worked in significantly influences the information
management attitudes of youth center directors.

Educational background plays a crucial role in shaping professional competencies and
perspectives. Different university departments may emphasize varying curricula that can affect
the information management strategies employed by individuals (Johnson et al., 2023). Thus,
this hypothesis suggests that the specific department in which youth center directors received
their education will significantly influence their information management attitudes.

H6: Having received postgraduate education significantly influences the information
management attitudes of youth center directors.

Postgraduate education often equips individuals with advanced skills and a deeper
understanding of their fields, which may significantly affect their professional attitudes and
practices (Britton & Tesser, 1991). Consequently, this hypothesis posits that youth center
directors who have pursued postgraduate education will exhibit distinct information
management attitudes compared to their counterparts with only undergraduate degrees.

H7: Engagement in leisure time activities significantly influences the information
management attitudes of youth center directors.

Leisure activities are known to contribute to stress reduction and improved well-being,
which can enhance professional performance (Klein, 2015). This hypothesis suggests that
youth center directors who actively engage in leisure time activities will demonstrate more
positive information management attitudes, as their mental well-being may support better
decision-making and interpersonal relations.

The proposed hypotheses collectively aim to explore the multifaceted influences on
information management attitudes among youth center directors. By examining these various
demographic factors, this study seeks to contribute to the understanding of how personal
characteristics can shape professional practices in youth services.

Limitations

In this study, assessments were made based on the information management scale applied
to youth center directors. Although the relationship between information management attitudes
and demographic variables yielded meaningful results, investigating the factors that influence
knowledge attitudes could reveal more comprehensible outcomes. Also, increasing the sample
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size and incorporating additional demographic data could lead to a clearer understanding of the
information management attitudes of youth center directors.

Recommendation

Based on the findings, several recommendations are proposed to formulate a more
effective strategy in the realm of knowledge and information management. These include
conducting information management processes more systematically within organizations,
incorporating relevant topics into management training programs, and organizing in-service
training sessions for current managers. Furthermore, fostering organizational memory, creating
a culture that encourages knowledge sharing, enhancing knowledge sensitivity, and providing
postgraduate education opportunities for staff may significantly strengthen information
management practices and cultivate a robust organizational culture.

Significance and Future Directions

In conclusion, this study emphasizes the critical importance of information management
attitudes among youth center directors, particularly highlighting areas for improvement,
especially in communication. The findings contribute valuable insights into the dynamics of
self-development, communication, and commitment within the context of youth management.
Future research should delve deeper into the interplay between demographic factors and
knowledge management strategies while evaluating the effectiveness of targeted training
programs on improving information management practices. Such investigations hold
significant potential for optimizing operations within youth centers and similar organizations,
ultimately enhancing service delivery and outcomes for the youth they serve.

REFERENCES

Alavi, M., & Leidner, D. E. (2001). Knowledge management and knowledge management
systems: Conceptual foundations and research issues. MIS Quarterly, 25(1), 107-136.
https://doi.org/10.2307/3250961

Bianchi, S. M., Milkie, M. A., Sayer, L. C., & Robinson, J. (2020). The impact of family
structure on professional attitudes: A longitudinal analysis. Journal of Family Issues,
41(6), 823-842.

Britton, B. K., & Tesser, A. (1991). Effects of higher education on communication skills.
Journal of Educational Psychology, 83(4), 496-504. https://doi.org/10.1037//0022-
0663.83.3.405

Buchanan, T. W., & Miller, R. J. (2020). Gender differences in communication styles: A meta-
analysis. Journal of Applied Communication Research, 48(2), 190-208.

Chong, A. Y.-L., Tai, S.-Y., & Hsu, Y.-L. (2021). The role of organizational culture in
knowledge management: A study of the effects of digital transformation. Journal of
Knowledge Management, 25(9), 2345-2362.

Dalkir, K. (2017). Knowledge management in theory and practice. MIT Press.

Davenport, T. H., & Prusak, L. (2020). Working knowledge: How organizations manage what
they know. Harvard Business Review Press.

Demir, K. (2005). Information Management Attitude Scale. Eurasian Journal of Educational
Research (EJER), (20).

Dufour, B., & Laferricre, T. (2020). The role of organizational culture in knowledge
management: Evidence from the literature. Journal of Knowledge Management, 24(8),
1969-1985.

George, D., & Mallery, P. (2010). SPSS for Windows step by step: A simple guide and
reference, 17.0 update (10th ed.). Pearson.

282


https://doi.org/10.2307/3250961
https://doi.org/10.1037/0022-0663.83.3.405
https://doi.org/10.1037/0022-0663.83.3.405

Journal of Education and Recreation Patterns (JERP)

Goh, S. (2019). Building a knowledge-centric organization: The importance of knowledge
retention in educational institutions. Journal of Knowledge Management, 23(5), 1014—
1028.

Goh, S. C. (2019). Knowledge retention strategies: Protecting the knowledge assets. Knowledge
Management Research & Practice, 17(3), 456-465.

Gupta, A., & Singh, R. (2021). The influence of gender on personal development: Evidence
from a cohort study. International Journal of Educational Management, 35(4), 711-
726.

Harris, C. M., & Kearney, M. A. (2019). Balancing work and family: The effect of marital
status on workplace communication. Human Resource Management Review, 29(3),
295-306.

Heisig, P. (2021a). Knowledge management: Theoretical foundations and implications.
International Journal of Information Systems for Crisis Response and Management,
13(1), 70-88.

Heisig, P. (2021b). Harmonisation of knowledge management: Comparing 29 knowledge
management frameworks. Journal of Knowledge Management, 25(4), 751-775.
https://doi.org/10.1108/J1C-07-2020-0256

Huang, C., Zhao, J., & Liu, J. (2021). Professional tenure and workplace engagement: The
mediating role of leadership practices. Journal of Occupational Health Psychology,
26(1), 105-121.

Johnson, L., McCarthy, L., & Roberts, S. (2023). The paradox of higher education: Exploring
communication skills in higher degree holders. International Journal of Educational
Management, 37(1), 121-134.

Karaca, H., & Demir, O. (2019). Youth engagement in information management: A Turkish
perspective. Youth Studies Quarterly, 12(4), 80-94.

Klein, K. J. (2015). The role of leisure time in work-life balance. American Journal of Business,
30(2), 85-94.

KPMG. (2020). The future of knowledge management: Insights from industry leaders.
Retrieved from https://www.kpmg.com

Lee, C., Park, H., & Kim, S. (2020). Demographics and digital literacy: Implications for
information management. International Journal of Information Science, 8(3), 45-58.

Lee, H., & Choi, B. (2021). Knowledge management in the digital age: Review, synthesis, and
future directions. Journal of Knowledge Management, 25(7), 1591-1607.

McAdam, R., & McCreedy, S. (2000). A critical review of knowledge management models.
The Learning Organization, 7(4), 166-179.

Memisoglu, S. P., & Ozsarikamis, S. (2009). Information management competencies of
primary school administrators. Abant Izzet Baysal University Faculty of Education
Journal, 9(2), 133-151.

Miller, A. J., Silverman, M. D., & Street, J. (2020). Gender dynamics in leadership: Insights
from recent studies. Journal of Business Ethics, 162(1), 123-139.

Nonaka, I., & Takeuchi, H. (2020). The new new product development game. Harvard
Business Review.

Nonaka, I., Takeuchi, H., & Umemoto, K. (2021). The new new product development game.
In The knowledge-creating company: How Japanese companies create the dynamics of
innovation (pp. 12—40). Oxford University Press.

Nonaka, I., Toyama, R., & Konno, N. (2021). SECI, Ba and leadership: A united model of
dynamic knowledge creation. International Business Review, 30(6), 101-112.

Provost, F., & Fawcett, T. (2013). Data science for business: What you need to know about
data mining and data-analytic thinking. O'Reilly Media.

Republic of Tiirkiye Ministry of Youth and Sports. (2023). Youth centers. Retrieved December
1, 2023, from

https://e-genc.gsb.gov.tr/EGenc/Kurum/KurumL ist?kurumTipEnum=GenclikMerkezi

283


https://doi.org/10.1108/JIC-07-2020-0256
https://www.kpmg.com/
https://e-genc.gsb.gov.tr/EGenc/Kurum/KurumList?kurumTipEnum=GenclikMerkezi

Journal of Education and Recreation Patterns (JERP)

Republic of Tiirkiye Ministry of Youth and Sports Directorate General of Youth Services.
(2023). Youth centers. Retrieved December 1, 2023, from
https://ghgm.gsb.gov.tr/Sayfalar/3277/3187/genclik-merkezleri-dairesi.aspx

Santos, A. C., & Sampaio, P. (2021). The role of knowledge management in the digital
economy. Journal of Knowledge Management, 25(3), 553-572.

Schein, E. H. (2019). Organizational culture and leadership. Wiley.

Senge, P. M. (2006). The fifth discipline: The art and practice of the learning organization.
Crown Business.

Wang, F., & Ahmed, P. K. (2020). Knowledge management and innovation: A bibliometric
analysis. Journal of Knowledge Management, 24(1), 1-18.

Wenger, E. (2018). Communities of practice: Learning, meaning, and identity. Cambridge
University Press.

Author(s)’ statements on ethics and conflict of interest

Ethics statement: We hereby declare that research/publication ethics and citing principles
have been considered in all the stages of the study. We take full responsibility for the content
of the paper in case of dispute.

Conflicts of Interest: There are no conflicts of interest declared by the authors.
Funding: None

284


https://ghgm.gsb.gov.tr/Sayfalar/3277/3187/genclik-merkezleri-dairesi.aspx

