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ABSTRACT

This study was conducted to examine the effect of empowering leadership behaviors of school
principals working in public primary schools on teachers' professional development self-efficacy.
The answers to the research questions were sought with the "quantitative research" approach
predicted by the positivist paradigm. In addition, the research was designed with the causal
comparison model, which is one of the descriptive survey models. The data of the study were
collected using the "Empowering Leadership Scale" adapted to Turkish by Konan and Celik (2018)
and the "Teachers' Professional Development Self Efficacy Scale" developed by Yenen and Kiling
(2021). The sample of the study consisted of 317 teachers who were included in the study
according to the snowball sampling technique. SPSS 21.0 statistical package program was used to
analyze the research data. In the analysis of the data, while the differences were analyzed in
pairwise comparisons, t-test was used for independent samples, and one-way analysis of
variance was used for the differences in more than two comparisons. Analyses of the prediction
of teachers' professional development self-efficacy by school principals' empowering leadership
behaviors were performed with multiple linear regression analysis. According to the results of the
research, the behaviors in the accountability sub-dimension of the empowering leadership
behaviors of school principals affect the personal development self-efficacy levels of teachers. It
is obvious that the behaviors of school principals in this dimension will contribute directly to
teachers and indirectly to the school. Therefore, it is important for schools to encourage such
behaviors. In addition, in this study, it was found that the supporting sub-dimension of
empowering leadership behaviors significantly predicted both the whole and each sub-dimension
of professional development self-efficacy perception. For this reason, it is important for school
principals to exhibit behaviors that are especially in the supporting dimension to increase
teachers' perceptions of self-efficacy. In this study, it was determined that the behaviors of
school principals in the delegation of delegation of authority dimension did not affect teachers'
self-efficacy perceptions. This result is the opposite of what is expected. For this reason, retesting
with larger-scale researches will contribute to the literature.
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INTRODUCTION

In traditional organizations, the manager is actively involved in all decision-making stages. Therefore, in the
traditional management approach, the duties and responsibilities of the employees of the organization are
defined in advance and precisely. What is ideal for today's organizations is the management approach, which is
more flexible and decisions can be made quickly, contrary to this strict hierarchy. In this management
approach, subordinates can take decisions and assume responsibility on business-related issues. Therefore, it is
possible to say that the understanding of empowering subordinates is taken as a basis in organizations

managed in this way (Konan & Celik, 2018).

When the studies focusing on the concept of empowerment in the literature are examined, it is possible to say
that the concept is handled in two different ways. In some studies (Conger & Kanungo, 1988; Siegall & Gardner,
2000; Wilkinson, 1998), empowerment means that the organization leader shares his/her power with his/her
employees. Accordingly, it is employee empowerment for the leader to share and transfer the power and
authority he/she has in the managerial processes to the employees and to include them in the decision-making
processes. Some research (Greasley et al., 2005; Spreitzer, 1995; Srivastava, Bartol, & Locke, 2006; Thomas &
Velthouse, 1990) focuses not on what the leader does but on how the employee perceives it. So what's at stake
here is whether the employee feels empowered or not. As can be seen, the first approach focuses on the
behaviors of the leader and examines the empowerment in the behavioral dimension, while the second
approach focuses on the employee perceptions of the leader's behaviors and examines the empowerment in

the cognitive dimension.

Empowerment in the behavioral approach is defined as sharing power with subordinates and transferring
power from senior management to middle management and then to lower-level employees. In this context,
empowerment discusses what empowering leadership behaviors are and how to remove the barriers to
empowerment. The cognitive approach, on the other hand, argues that the manager's empowering behaviors
or working conditions alone are not sufficient to strengthen. In this context, four cognitive dimensions are
mentioned in empowerment: (i) meaning, (ii) free will, (iii) effect, (iii) self-efficacy (Bolat, Bolat & Seymen,

2009).

Empowering leadership consists of the work and actions taken by the leader to involve employees more
actively in organizational processes. Since power sharing is in question in empowering leadership, it will be
possible for the employee to take more authority and responsibility. In addition, in this way, the employee will
have the right to speak and make decisions in managerial processes, so the scope of action will expand and the
employee's knowledge of organizational processes will increase. In addition, it has been stated in many studies
that empowering leadership contributes to the organization in many ways. For example, Konczak, Stelly, and
Trusty (2000) stated in their study that empowering leadership behaviors improve the ability of employees to
make decisions on their own in organizational processes and increase the sharing of knowledge in the

organization. In addition, the empowering leadership behaviors of the leader increase the employees' sense of
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responsibility towards the job (Gao, Janssen & Shi, 2011), allow them to express their opinion complaints freely
(Wilkinson, 1998), facilitate the transfer of their experiences to the work environment (Matthews, Diaz, & Cole,

2003), and contribute positively to organizational performance (Ford & Fottler, 1995; Beatty & Ulrich, 1991).

Empowerment is one of the popular management practices. However, the number of studies on empowering
leadership behaviors is very small (Konczak, Stelly and Trusty, 2000). In a study conducted by Thomas and
Velthouse (1990), empowerment was addressed with a cognitive approach and a four-dimensional
empowerment model was developed as (i) meaning, (ii) choice, (iii) competence and (iv) effect. Lee and Koh
(2001) examined both behavioral and cognitive empowerment in their research. It is also possible to come
across studies in the literature in which the dimensions of empowering leadership behaviors are determined.
For example, Matthews, Diaz, and Cole (2003) examined empowerment in three dimensions: (i) dynamic
structure, (ii) decision control, and (iii) fluid information sharing. Arnold, Rhoades and Drasgow (2000)
explained empowering leadership in five basic dimensions: (i) guidance, (ii) participatory decision-making, (iii)

coaching, (iv) information sharing, and (v) interaction.

In their study, Konczak, Stelly, and Trusty (2000) developed the "Empowering Leadership Scale" and examined
empowering leadership behaviors in six dimensions: (i) delegation of authority, (ii) accountability, (iii) self-
directed decision making, (iv) information sharing, (v) skill development, and (vi) coaching for innovative
performance. The delegation of authority dimension refers to the fact that employees share authority in order
to make their own decisions in organizational processes. The dimension of accountability means that
employees are held responsible for the consequences of their work-related work and actions. According to the
dimension of self-directed decision making, employees make decisions on their own on some business-related
issues and their managers trust them in this process. The information sharing dimension is related to sharing
the necessary information about the job with the employees in order to achieve the desired results. While
providing opportunities for employees to learn that will contribute to their work is related to the skill
development dimension, encouraging employees to learn from mistakes and take risks is related to the

coaching for innovative performance.

Konan and Celik (2018), on the other hand, adapted this scale developed by Konczak, Stelly and Trusty (2000)
to Turkish and identified three dimensions regarding empowering leadership: (i) delegation of authority, (ii)
accountability and (iii) supporting. In this dimensioning made by Konan and Celik (2018), the last four
dimensions (self-directed decision making, information sharing, and skill development, coaching for innovative
performance) specified by Konczak, Stelly and Trusty (2000) were combined under one dimension and this new

dimension was named as "supporting".

It is possible to say that empowering leadership is of great importance for educational organizations as well as
for school organizations in all organizations. Because supporting teachers in various aspects as educational

employees and expanding their areas of authority will ensure their professional development and thus
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facilitate the achievement of the final goals of the school. School administrators are expected to act as a leader
who takes action and helps to create the necessary conditions for educational employees to take action (Balci,
2007). In organizations managed with an empowering understanding, employees can take decisions and
responsibilities related to their jobs (Konan & Celik, 2018). Therefore, it is possible to say that empowerment
may be related to the provision of self-efficacy perceptions. The concept of self-efficacy was first discussed by
Bandura and is based on the social learning theory that argues that individuals should first trust their own
competencies in order to use their knowledge and skills effectively (Ozerkan, 2007). It is also possible to say
that increasing the self-efficacy beliefs of the employees of the organizations will increase the overall
performance of the organization. Because self-efficacy belief affects people's decisions about whether to take
action and their determination to fight against difficulties; it also affects organizational processes such as
performance, job satisfaction, stress, education, leadership, etc. (Basim, Korkmazylrek &Tokat, 2008). When it
comes to schools, it is clear that strengthening teachers' professional self-efficacy is important in terms of
managing students' behaviors, increasing academic achievement, and motivating students who learn difficult
or slow. Erden (1998) emphasizes that the professional quality of the teacher depends on his/her knowledge

and skills in the s of general culture, subject area knowledge and teaching vocational knowledge.

When the studies on the dimensions of professional development in the literature are examined, it is possible
to group the professional development of teachers under four basic dimensions: (i) instructional development,
(ii) field development, (iii) personal development and (iv) institutional development. In this context;
competencies related to the preparation and use of teaching materials, environments and programs constitute
the instructional development dimension. The fact that teachers follow scientific research and innovations in
their s is related to the field development dimension. The personal development dimension consists of teachers'
self-efficacy to communicate positively and effectively, to plan time, to control anger, and to cope with stress.
The institutional development dimension includes the competencies related to accessing more information,
having more responsibilities and powers, and contributing to the business and transactions related to the

institution (Yenen & Kiling, 2021).

In line with the above explanations, it would be appropriate to emphasize that it is important for school
administrators to lead processes that strengthen teachers' professional self-efficacy. In the literature review, it
was observed that the number of studies revealing the effect of school principals' empowering leadership
behaviors on teachers' professional self-efficacy was insufficient. Therefore, the problem of this study is the

effect of school principals' empowering leadership behaviors on teachers' professional self-efficacy.

This study was conducted to examine the effect of empowering leadership behaviors of school principals
working in public primary schools on teachers' professional development self-efficacy. The following questions

were addressed in the study in order to achieve this goal:
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1. Is there a significant difference between teachers' perceptions of empowering leadership
behavior levels of school principals working in public primary schools according to the
teacher's gender, age, educational status, professional seniority, tenure in the school where
he/she works and career level?

2. Is there a significant difference between the perceptions of professional development self-
efficacy of teachers working in public primary schools according to the teacher's gender,
age, educational status, professional seniority, tenure in the school where he/she works and
career level?

3. According to teachers' perceptions; are school principals' empowering leadership behaviors

an important predictor of teachers' professional development self-efficacy?

METHOD
Research Design

The questions of this study, which aims to examine the effect of empowering leadership behaviors of school
principals working in public primary schools on teachers' professional development self-efficacy, were
answered with the "quantitative research" approach predicted by the positivist paradigm. Quantitative
research is conducted to mathematically measure variables such as opinion, attitude, and behavior in order to
support or reject the hypothesis about a certain event and to generalize them to the universe (Ozdemir &
Dogrudz, 2020). In addition, the model of the research is the causal comparison model, which is one of the
screening models. The aim of scanning models, to describe a past or present situation as it is (Karasar, 2015). In
the causal comparison model, cause-effect relationships between variables are examined. In this model,
possible causes are tried to be determined by comparing similar or different behavior patterns (Balci, 2013).
According to the personal variables of the study, the variability test between teacher perceptions of school
principals' empowering leadership behaviors was tested with a causal comparison model, and the predictive
level of school principals' empowering leadership behaviors on teachers' professional development self-efficacy

was tested with a multiple regression model.
Population and Sampling

In the research, the target population is represented by 1600 teachers working in public primary schools in the
districts of Eskisehir city center (Odunpazari and Tepebasi). The sample of the study included 317 teachers who
worked in the central districts of Eskisehir, met the criteria for participation in the study (teachers working in
public primary schools), and were interested in the study according to the snowball sampling technique.

Personal variables of the participants in the sample of the study are given in Table 1.
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Table 1. Number of Teachers in the Sample According to Personal Variables

Variable Categories N %
Female 219 69.1
Gender
Male 98 30.9
22:30 31 9.8
31-40 110 34.7
Age
41-50 126 39.7
51 years and above 50 15.8
. College Degree 243 76.7
Educational Status
Postgraduate Degree 74 233
1-5 years 31 9.8
6-10 years 32 10.1
Professional Seniority 11-15 years 64 20.2
16-20 years 71 22.4
21 years and above 119 37.5
1-3 years 99 31.2
Term of Office at the 4 to 6 years 79 24.9
School 7 - 9 years 68 21.5
10 years and more 71 22.4
Teacher 78 24.6
Career Step Specialist Teacher 201 63.4
Headteacher 38 12
Total 317 100

219 (69.1%) of the teachers participating in the study were female and 98 (30.9%) were male. 31 (9.8%) of the
teachers were between the ages of 22-30, 110 (34.7%) were between the ages of 31-40, 126 (39.7%) were
between the ages of 41-50, and 50 (15.8%) were 51 and over. Teachers with undergraduate education were
243 (76.7%), and teachers with postgraduate education were 74 (23.3%). 31 (9.8%) of the teachers have
professional seniority between 1-5 years, 32 (10.1%) between 6-10 years, 64 (20.2%) between 11-15 years, 71
(22.4%) between 16-20 years, 119 (37.5%) 21 years or more. 99 (31.2%) of the teachers have a tenure of 1-3
years, 79 (24.9%) have a tenure of 4-6 years, 68 (21.5%) have a tenure of 7-9 years, and 71 (22.4%) have a
tenure of 10 years or more. According to the career steps, 78 (24.6%) of the participants were teachers, 201

(63.4%) were specialist teachers, and 38 (12%) were head teachers.

Data Collection Tools

The data were collected using two data collection tools: (i) “Empowering Leadership Scale” adapted into
Turkish by Konan and Celik (2018) and (ii) “Teachers' Professional Development Self-Efficacy Scale” developed
by Yenen and Kiling (2021). The "Empowering Leadership Scale" consists of five-point Likert type, three sub-
dimensions (empowerment, responsibility, and support) and a total of 17 items rated between 0-5. The
researchers calculated the reliability coefficient of the scale as "delegation of authority" (3 items, a = .76),
“accountability” (3 items a = .82) and “supporting” (11 items, a = .80). In this study, according to the results of
the reliability analysis, Cronbach's Alpha values for the sub-dimensions of the scale were found as a = .88 for

“delegation of authority”, a = .78 for “accountability” and a = .96 for “supporting”.
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The "Teachers' Professional Development Self Efficacy Scale", which is a five-point Likert-type scale rated
between 0-5, consists of four sub-dimensions (instructional development, institutional development, personal
development, field development) and a total of 20 items. The researchers calculated the reliability coefficient
of the scale as a = .91. Sub-dimensions; "instructional development" (6 items, a = .86), “institutional
development” (5 items, o = .89) “personal development” (5 items a = .88) and “field development” (4 items, a
=.78). In this study, Cronbach Alpha values for the sub-dimensions of the scale according to the results of the
reliability analysis; a = .83 for four sub-dimensions, a = .80 for “instructional development”, a = .77 for

“institutional development”, a = .70 for “personal development” and a = .68 for “field development”.

Data Collection

An online form was created to collect the data of the research. In the first part of the form, questions about the
demographic information developed by the researcher (gender, age, educational status, professional seniority,
tenure in the school where they work, career level), and in the second part, items related to the scales were
included. In the front part of the form, information about the consent of the participants to participate in the
study voluntarily, the purpose of the study, the time it will take to mark the entire scale, the criteria for
participation in the study, and the right of withdrawal of the participants are given. Then, in the 2022-2023
academic year, teachers working in public primary schools in the central districts of Eskisehir (Odunpazari and
Tepebasi) were contacted, and the teachers who accepted the preliminary information filled in the data
collection tool. For this research, the permission of the ethics committee numbered 050.01.04-2300014539

was obtained from the Social and Human Sciences Ethics Committee of Bartin University.

Data Analysis

SPSS 21.0 statistical package program was used to analyze the data. In the analysis of differences, "p< .05" was
accepted as the limit. Before starting the analysis, extreme values were found by calculating mahalanobis
distances by regression analysis. For data with a value less than (X 2 < 0.001) in the chi-square table, deletion
was performed (Tabacnick & Fidell, 2015), and 14 tools were excluded from the data set. Then, in order to test
the suitability of the data for the normal distribution, the kurtosis and skewness coefficients and the graphical
outputs were examined separately for each scale. The values of kurtosis and skewness close to zero indicate
that the distribution is in accordance with the normal distribution. The fact that the kurtosis and skewness
values are close to zero indicates that the distribution is normal. Most of the time, these values are considered
perfect to be between + 1.0. In fact, according to George and Mallery (2016), it is acceptable for the kurtosis
and skewness values to be between * 2.0. Accordingly, it was determined that the skewness-skewness value of
the distribution of the "Empowering Leadership Scale" scale items (-.510), and kurtosis value (-.322), the
skewness-skewness value of the distribution of the items of the "Teachers' Professional Development Self
Efficacy Scale" scale (.221), and kurtosis value (-.011). Since these values are between * 1.0, it can be said that
one of the normality assumptions is met. In addition to all these, the normality of the items was evaluated by

graphical methods; histogram, Q-Q point graph and box-moustache graph (Tabacnick and Fidell, 2015a;
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Durmus, Yurtkoru and Zinc, 2011), and as a result of the examinations, it was seen that the items showed a

distribution close to the normal distribution.

In the analysis of the data, in paired comparisons, the t-test was used for independent samples while analyzing
the differences according to gender and educational status variables. Equality of group variances in data
analysis was tested with Levene's test. As a result of the test, the p values that are valid if the group variances
are equal (p>0.05) and valid if the group variances are not equal (p<0.05) are interpreted. It was determined
that the difference between the groups was significant when the significance value was "p<0.05". In addition,
the group in favor of this difference was interpreted by looking at the group averages. In comparisons with
more than two; Differences according to age, professional seniority, tenure at the school, career ladder
variables were tested with one-way analysis of variance. The equality of group variances was tested with
Levene's test. In case of equality of variances (p>0.05) as a result of the test, the table related to ANOVA was
evaluated. In this table, in cases where the difference between the groups was significant (p<0.05), pairwise
comparisons were made and the difference between the two groups was determined. In terms of the number
of observations, Tukey tests were performed in equal groups and Scheffe tests were performed in unequal
groups (Durmus, Yurtkoru, & Cinko, 2011). In addition to these, the correlation coefficient between the
variables; 0.00 - 0.25 very weak correlation, 0.26 - 0.49 weak relationship, 0.50 - 0.69 medium relationship,
0.70 - 0.89 high relationship, 0.90 - 1.00 very high interpreted according to the relationship values (Sungur,
2010).

The analyzes regarding the prediction of teachers' professional development self-efficacy by school principals'
empowering leadership behaviors were made using the multiple linear regression method. The assumptions
required for this analysis are; multivariate normality, multicollinearity and singularity problems were checked.
For this purpose, graphical outputs, relations between independent variables, VIF values were interpreted. The
table showing the relationships between the independent variables was examined. As a result of the
examination; it was observed that the correlation values were below 0.80 and the VIF values were well below
10. Therefore, it was determined that there was no problem of multicollinearity and singularity among the

items (Cokluk, Sekercioglu, & Buyukoztiirk, 2012; Tabacnick & Fidell, 2015b).

FINDINGS

In this part of the study, analyses on whether teachers' perceptions of empowering leadership behavior levels
of school principals and teachers' professional development self-efficacy differ according to demographic
variables, the power of school principals' empowering leadership behaviors and sub-dimensions to predict
teachers' professional development self-efficacy and sub-dimensions, and multiple linear regression analysis

results were included.
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Comparison of Teachers' Perceptions of Empowering Leadership Behaviors of School Principals Working in

Public Primary Schools According to Personal Variables

The results of the differentiation of teacher perception levels according to demographic variables regarding the

whole Empowering Leadership Scale are given in Table 2.

Table 2. Differentiation of Teacher Perceptions Regarding the Whole of the Empowering Leadership Scale

According to Personal Variables

L
5]
(7] [ )
- -
— £ S G
Variable Categories N X SD -4 sd Z 2 t/F P
Female 219 381 0.65
Gender 315 0.636 .525
Male 98 386 0.71
College Degree 243 386 0.69
Educational Status 315 1688 .092
Postgraduate Degree 74 3.71 0.59
22-30 years 31 3.83 0.76
31-40 years old 110 3.74 0.66 1.352 451
Age 3 3 0.45 0.999 .393
41-50 Years 126 3.89 063 141172 313 0.454
51 years and older 50 3.84 0.70
1-5 years 31 3.81 0.71
6-10 years 32 3.82 0.79
. - 0.808 4 0.202
Professional Seniority 11-15 years 64 3.74 0.63 141.716 312 0.454 0.445 776
16-20 years 71 3.82 0.64
21 years and above 119 3.88 0.66
1-3 years 99 3.87 0.63
Term of Office at the 410 6 years 79 350 072 2.253 3 0751 1676 17
School 7 - 9 years 68 381 0.59 140.272 313 448 ' ’
10 years and more 71 3.68 0.72
Teacher 78 391 0.69
.- 0.757 2 0.379
Career Step Specialist Teacher 201  3.79 0.65 141767 314 0.451 0.839 433
Headteacher 38 3.82 0.72

*p< .05

As seen in Table 2, according to the results of the independent sample t-test, there was no significant

difference between the teachers’ perceptions of empowering leadership behaviors in the whole scale

according to the variables of gender (t (315) = 0.636, p>0.05) and educational status (t (315) = 1.688, p>0.05).

In other words, teachers' perceptions of empowering leadership behaviors in the whole scale of school

principals do not differ according to gender and educational status. Teachers have similar perceptions. As seen

in Table 2, when the results of the one-way analysis of variance in teacher perceptions of school principals’

empowering leadership behaviors according to age, professional seniority, and the duration of duty in the

school where they work, and career level are examined, there is no significant difference between teacher

perceptions according to age (F(3,313) =0.999, p>0.05), professional seniority (F (4,312) = 0.445, p> 0.05),
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duration of duty in school (F (3,313) = 1.676, p > 0.05) and career level (F(2,314) =0.839, p>0.05). In other
words, teachers' perceptions of empowering leadership behaviors in the whole scale of school principals do not
differ according to age, professional seniority, tenure at school and career step variables, teachers have similar

perceptions.

Comparison of Perceptions of Teachers Working in Public Primary Schools on Professional Self-Efficacy
According to Personal Variables

The results of the analysis of the differentiation of teachers’ perception levels according to demographic

variables regarding the whole Professional Development Self Efficacy Scale are given in Table 3.

Table 3. Differentiation of Teachers' Perceptions Regarding the Whole of the Professional Development Self
Efficacy Scale According to Personal Variables

S
7] [
- g%
_ £ S g0
Variable Categories N X SD 28 sd Z 2 t/F P
Female 219 3.83 042
Gender 315 2,562 0,011*
Male 98 396 0.43
College Degree 243 3.88 042
Educational Status 315 0.062 .950
Postgraduate Degree 74 3.87 0.45
22-30 years 31 3.89 042
31-40 years old 110 3.94 044 1.341 447
Age 3 3 0 2.454 .063
41-50 Years 126 379 041 57.002 313 0.182
51 years and older 50 3.92 043
1-5 years 31 386 041
6-10 years 32 3.94 051
. I 0.675 4 0.169
Professional Seniority 11-15 years 64 3.81 041 57668 312 0.185 0.912 457
16-20 years 71 3.93 045
21 years and above 119 3.85 0.40
1-3 years 99 3.87 0.39
Term of Office at the 4 to 6 years 79 388 046 0.015 3 0.005 0.027 994
School 7-9years 68 388 045 58.328 313 0.186 ’ ’
10 years and more 71 3.86 0.42
Teacher 78 3.86 0.40
. 0.146 2 0.073
Career Step Specialist Teacher 201 3.87 0.44 58197 314 0.185 0.393 .676
Headteacher 38 393 0.39
*p< .05

In Table 3, according to the results of the independent sample t-test, there was a significant difference
between teachers’ perceptions of professional development self-efficacy according to the gender and
educational status of teachers' perceptions of the whole Professional Development Self Efficacy Scale (t (315) =
2.562, p<0.05), while there was no significant difference between teachers' perceptions of professional

development self-efficacy according to the gender variable (t (315) = 0.062, p>0.05). In other words, while
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teachers' perceptions of professional development self-efficacy differ according to gender throughout the
scale, they do not differ according to educational status. Accordingly, the perceptions of male ( X= 3.96 )
teachers about professional development self-efficacy are higher than female ( X= 3.83 ) teachers. When the
results of the one-way analysis of variance in teachers' perceptions of professional development self-efficacy
according to age, professional seniority, and tenure at the school where they work and career level are
examined, there is no significant difference between teacher perceptions according to age (F (3,313) =2.454,
p>0.05), professional seniority (F (4,312) = 0.912, p> 0.05), tenure at school (F (3,313) = 0.027, p>0.05) and
career level (F(2,314) =0.393, p>0.05). In other words, teachers' perceptions of professional development self-
efficacy in the whole scale do not differ according to age, professional seniority, duration of duty at school and

career step variables, and teachers have similar perceptions.

Findings Regarding School Principals' Reinforcing Leadership Behaviors Predict Teachers' Professional

Development Self-Efficacy

In this section, the power of the school principal's empowering leadership behaviors and sub-dimensions to
predict teachers' professional development self-efficacy and sub-dimensions was examined by multiple linear
regression analysis. In this context, it was aimed to determine the variables that best predict teachers'
professional development self-efficacy and to determine their priorities for predicting teachers' professional
self-efficacy. According to teacher perceptions, the results of multiple linear regression analysis regarding the
fact that school principals' empowering leadership behavior sub-dimensions predict teachers’ professional

development self-efficacy sub-dimension of instructional development are given in Table 4.

Table 4. Multiple Linear Regression Analysis Results Regarding the Prediction of the Instructional Development
Sub-Dimension by Empowering Leadership Behaviors and Sub-Dimensions

Variable B SH B t p Paired r Partial r
Constant 3.369 0.233 14.432 0.000*

Delegation of authority -0.071 0.050 0.104 -1.414 .158 -0.080 0.077
Accountability 0.036 0,039 0.051 0.914 .362 0.052 0.050
Supporting 0.215 0.048 0.331 4.437 .000* 0.243 0,242
R =0.268 R? = 0.072 F(3.313) = 8.047 p =<.05

According to Table 4, there is a weakly significant (R=0.268) relationship between the sub-dimensions of the
school principal's empowering leadership behavior and the “instructional development” sub-dimension of
teachers' professional development self-efficacy. The sub-dimensions of the school principal's empowering
leadership behavior explain 7.2% (R*= 0.072) of the total variance in the “instructional development” sub-
dimension of teachers' professional development self-efficacy. According to this, it is seen that the sub-
dimensions of the school principal's empowering leadership behavior significantly predict the “instructional

development” sub-dimension of teachers' professional development self-efficacy (F(3,313)= 8.047, p<0.05).

The “instructional development” sub-dimension of teachers' professional development self-efficacy is

predicted by the “supporting” from the sub-dimensions of the school principal's empowering leadership
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behavior. According to the t values of the regression coefficient, while the “delegation of authority” and
“accountability” sub-dimensions of the school principal's empowering leadership behaviors were not significant
predictors (p>0.05), the “supporting” sub-dimension significantly predicted the “instructional development”
sub-dimension of teachers' professional development self-efficacy (p<0.05). However, according to the
standardized regression coefficients (B), it is seen that the most important predictor on the “instructional
development” sub-dimension of teachers' professional development self-efficacy is “supporting” (B= 0.331),

one of the sub-dimensions of empowering leadership behavior.

According to the results of multiple regression analysis, the mathematical model regarding the prediction of
the “instructional development” sub-dimension of teachers' professional development self-efficacy by the sub-

dimensions of the school principal's empowering leadership behavior was created as follows:

Instructional Development= 0.215 x Support

According to teacher perceptions, the results of multiple linear regression analysis regarding the fact that
school principals' empowering leadership behavior sub-dimensions predict teachers’ professional development

self-efficacy sub-dimension of institutional development are given in Table 5.

Table 5. Multiple Linear Regression Analysis Results Regarding the Prediction of the Institutional Development
Sub-Dimension by Empowering Leadership Behaviors and Sub-Dimensions

Variable B SH B t p Paired r Partial r
Constant 3048 0.190 16.013 .000*

Delegation of authority -0.035 0.041 0.062 0.859 391 -0.049 -.046
Accountability 0.043 0.032 0.073 1.346 179 0.072 0.072
Supporting 208 0.039 0.384 5.274 .000* 0.280 0.280
R=0.340 R2=0.116 F(3.313) = 13.647 p=<.05

According to Table 5, there is a weakly significant (R=0.340) relationship between the sub-dimensions of the
school principal's empowering leadership behavior and the “institutional development” sub-dimension of
teachers' professional development self-efficacy. The sub-dimensions of the school principal's empowering
leadership behavior explain 11.6% (R*= 0.116) of the total variance in the “institutional development” sub-
dimension of teachers' professional development self-efficacy. According to this, it is seen that the school
principal's empowering leadership behavior sub-dimensions significantly predict the "institutional development”

sub-dimensions of teachers' professional development self-efficacy (F(3,313)= 13.647, p<0.05).

The “institutional development” sub-dimension of teachers' professional development self-efficacy is predicted
by the support from the sub-dimensions of the school principal's empowering leadership behavior. According
to the t values of the regression coefficients, while the “delegation of authority” and “accountability” sub-
dimensions of the school principal's empowering leadership behaviors were not significant predictors (p>0.05),

the “supporting” sub-dimension significantly predicted the institutional development sub-dimension of
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teachers' professional development self-efficacy (p<0.05). However, according to the standardized regression
coefficients (B), it is seen that the most important predictor on the “institutional development” sub-dimension
of teachers' professional development self-efficacy is “supporting” from the empowering leadership behavior

sub-dimensions (= 0.384).

According to the results of multiple regression analysis, the mathematical model for predicting the
“institutional development” sub-dimension of teachers' professional development self-efficacy by the sub-

dimensions of the school principal's empowering leadership behavior was created as follows:

Institutional Development= 0.208 x Support

According to teacher perceptions, the results of multiple linear regression analysis regarding the fact that
school principals' empowering leadership behavior sub-dimensions predict teachers’ professional development

self-efficacy sub-dimension of personal development are given in Table 6.

Table 6. Multiple Linear Regression Analysis Results Regarding the Prediction of the Personal Development
Sub-Dimension by Empowering Leadership Behaviors and Sub-Dimensions

Variable B SH B t p Paired r Partial r
Constant 2.828 0.227 12.480 .000*

Delegation of authority 0, 042 0.049 0.062 0.851 .395 -0.048 -0.046
Accountability 0.086 0.038 0.124 2.239 .026* 0.126 0.121
Supporting 0.199 0.047 0.315 4.247 .000* 0.233 0.230
R=0.283 R?=0.080 F(3.313) =9.050 p =<.05

According to Table 6, there is a weakly significant (R=0.283) relationship between the sub-dimensions of the
school principal's empowering leadership behavior and the "personal development" sub-dimension of
teachers' professional development self-efficacy. The sub-dimensions of the school principal's empowering
leadership behavior explain 8% (R2= 0.080) of the total variance in the "personal development" sub-dimension
of teachers' professional development self-efficacy. Accordingly, it is seen that the sub-dimensions of the
school principal's empowering leadership behavior significantly predict the "personal development" sub-

dimension of teachers' professional development self-efficacy (F(3,313)=9.050, p<0.05).

The "personal development" sub-dimension of teachers' professional development self-efficacy is best
predicted by the “supporting” and "accountability" sub-dimensions of the school principal's empowering
leadership behavior. According to the t values of the regression coefficients, the "delegation of authority" sub-
dimension of the school principal's empowering leadership behavior is not a significant predictor (p>0.05). On
the other hand, "supporting" and "accountability" sub-dimensions significantly predicted the "personal
development" sub-dimensions of teachers' professional development self-efficacy (p<0.05). However,

according to the standardized regression coefficients (B), it is seen that the most important predictors on the
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personal development sub-dimension of teachers' professional development self-efficacy are "supporting" (B =

0.315) and "accountability" (f = 0.124), which are sub-dimensions of empowering leadership behavior.

According to the results of the multiple regression analysis, the mathematical model regarding the prediction
of the personal development sub-dimension of teachers' professional development self-efficacy by the sub-

dimensions of the school principal's empowering leadership behavior was created as follows:

Personal Development= 0.199 x Support + 0.086 x Responsibility

According to teacher perceptions, the results of multiple linear regression analysis regarding the fact that
school principals' empowering leadership behavior sub-dimensions predict teachers’ professional development

self-efficacy sub-dimension of field development are given in Table 7.

Table 7. Multiple Linear Regression Analysis Results Regarding the Prediction of the Field Development Sub-
Dimension by Empowering Leadership Behaviors and Sub-Dimensions

Variable B SH B t p Paired r Partial r
Constant 2.741 0.269 10.201 .000*

Delegation of authority 0.003 0,058 0.004 0.048 .962 0.003 0.003
Accountability 0.063 0.045 0.078 1.393 .165 0.078 0.076
Supporting 0.186 0.056 0.250 3.333 .001* 0.185 0.182
R=0.251 R?=0.063 F(3.313) =7.009 p=<.05

According to Table 7, there is a weakly significant (R=0.251) relationship between the sub-dimensions of the
school principal's empowering leadership behavior and the "field development" sub-dimension of teachers'
professional development self-efficacy. The sub-dimensions of the school principal's empowering leadership
behavior explain 6.3% (R?= 0.063) of the total variance in the "field development" sub-dimension of teachers'
professional development self-efficacy. Accordingly, it is seen that the sub-dimensions of the school principal's
empowering leadership behavior significantly predict the "field development" sub-dimension of teachers'

professional development self-efficacy (F(3,313)= 7.009, p<0.05).

The "field development" sub-dimension of teachers' professional development self-efficacy is predicted by the
"supporting" sub-dimension of the school principal's empowering leadership behavior. According to the t
values of the regression coefficients, "delegation of authority" and "accountability " sub-dimensions of school
principal's empowering leadership behavior are not significant predictors (p>0.05). On the other hand,
"supporting" sub-dimension significantly predicted the "field development" sub-dimension of teachers'
professional development self-efficacy (p<0.05). However, according to the standardized regression
coefficients (B), it is seen that the most important predictor of the "field development" sub-dimension of
teachers' professional development self-efficacy is "supporting" (B = 0.250), one of the empowering leadership

behavior sub-dimensions.
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According to the results of multiple regression analysis, the mathematical model for predicting the "field
development" sub-dimension of teachers' professional development self-efficacy by the sub-dimensions of the

school principal's empowering leadership behavior was created as follows:

Field Development= 0.186 x Support

According to teacher perceptions, the results of multiple linear regression analysis regarding the fact that
school principals' empowering leadership behavior sub-dimensions predict teachers’ professional development

self-efficacy sub-dimension of instructional development are given in Table 8.

Table 8. Multiple Regression Results of School Principals' Empowering Leadership Behaviors on Predicting
Teachers' Professional Development Self-Efficacy

Variable B SH B t p Paired r Partial r
Constant 3.083 0.169 18.248 .000*

Delegation of authority 0.038 0.036 0.075 1.055 .292 0.060 0.055
Accountability 0.045 0.028 0.084 1.580 .115 0.089 0.083
Supporting 0.206 0.035 0.422 5.870 .000* 0.315 0.308
R=0.370 R?=0.137 F(3.313) = 16.575 p=<.05

According to Table 8, there is a weakly significant (R=0.370) relationship between the sub-dimensions of school
principal's empowering leadership behavior and teachers' professional development self-efficacy. The sub-
dimensions of the school principal's empowering leadership behavior explain 13.7% (R*= 0.137) of the total
variance in the sub-dimensions of teachers' professional development self-efficacy. Accordingly, it is seen that
the sub-dimensions of the school principal's empowering leadership behavior significantly predict the sub-

dimensions of teachers' professional development self-efficacy (F(3,313)= 16.575, p<0.05).

Teachers' professional development self-efficacy is predicted by "supporting", one of the sub-dimensions of the
school principal's empowering leadership behavior. According to the t values of the regression coefficients, the
"delegation of authority" and "accountability" sub-dimensions of the school principal's empowering leadership
behavior are not significant predictors (p>0.05). On the other hand, "supporting" sub-dimension significantly
predicts teachers' professional development self-efficacy (p<0.05). However, according to the standardized
regression coefficients (B), it is seen that the most important predictor of teachers' professional development

self-efficacy is "supporting" (B = 0.422), one of the sub-dimensions of empowering leadership behavior.

According to the results of the multiple regression analysis, the mathematical model regarding the prediction
of teachers' professional development self-efficacy by the sub-dimensions of the school principal's empowering

leadership behavior was created as follows:

Teachers' Professional Development Self-Efficacy = 0.206 x Supporting
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DISCUSSION and CONCLUSION

This study was conducted to examine the effect of empowering leadership behaviors of school principals

working in public primary schools on teachers' professional development self-efficacy.

According to the findings of the study, teachers' perceptions of empowering leadership behaviors of school
principals working in public primary schools do not differ significantly according to personal variables.
Accordingly, teachers' perceptions of empowering leadership are not affected by the gender variable. This
finding of the research coincides with the findings of the research conducted by Bayin (2021). Konan and Celik
(2017) found in their research that male teachers' perceptions of school principals' empowering leadership
were higher compared to female teachers. In this respect, it is not consistent with this research. In addition,
Ustel (2022) found that teacher perceptions of school administrators' empowering leadership did not show a
significant difference according to gender, professional seniority and education level. Therefore, in this study,

similar results were obtained with the study of Ustel (2022).

According to the findings of the research, teachers' perceptions of empowering leadership do not differ in
terms of education level. Kogak (2016), on the other hand, found that the perceptions of undergraduate
teachers about empowering leadership were higher compared to postgraduate teachers. In this respect, it is
possible to say that the researches do not overlap. In addition, another finding obtained in the study is that
teachers' perceptions of empowering leadership do not differ according to the professional seniority variable.
In this respect, while the research is in parallel with the research conducted by Gimis (2013), it does not
coincide with the research findings of Sert (2021). In addition, in this study, it was determined that teachers'
perceptions of school principals' empowering leadership behaviors did not differ significantly according to age,
duration of duty at school and career step variables in the whole scale. Therefore, it is possible to say that

teachers' perceptions of empowering leadership are independent of their personal characteristics.

In the study, it was determined that teachers' perceptions of their professional self-efficacy differed
significantly according to the gender variable in the whole scale. In more detail, male teachers' perceptions of
professional development self-efficacy are higher than female teachers. In this respect, the research partially
coincides with the research of Ko¢ and Deniz (2020). The aforementioned researchers examined the
competence beliefs of mathematics teachers regarding special competencies and found that male teachers
consider themselves more competent than female teachers in terms of (i) ensuring professional development,
(i) working with gifted students, and (iii) self-efficacy beliefs about the use of technology in lessons. They
stated that there was no significant difference across the scale. In this study, teacher perceptions do not differ
significantly according to age, educational status, professional seniority, duration of duty at school and career
step variables. Similarly, Ko¢ and Deniz (2020) stated that variables such as age, seniority, and education status

did not make a significant difference in self-efficacy perception according to the whole scale.
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“Supporting” one of the sub-dimensions of school principals' empowering leadership behavior, significantly
predicts the “instructional development” sub-dimension of teachers' professional development self-efficacy.
Therefore, it can be predicted about the “instructional development” of teachers by looking at the
reinforcement behaviors exhibited by the school principal. In other words, the changes in the instructional
development of teachers can be explained by the supportive behaviors of the school principal. Behaviors such
as encouraging and empowering teachers that they can solve problems, encouraging them to develop and
learn new skills, and correcting instead of blaming are "supporting" behaviors. The fact that teachers design
new and different materials/learning environments and find themselves competent and successful in these
subjects is related to the "instructional development" dimension of professional development self-efficacy. In
this context, it is an expected result that there is a significant relationship between these two dimensions,
which include being open to innovations and encouraging innovation. The "delegation of authority" and
"accountability" sub-dimensions of empowering leadership are; does not significantly predict the "instructional

development" sub-dimension of teachers' professional development self-efficacy.

"Supporting”, one of the sub-dimensions of school principals' empowering leadership behavior, significantly
predicts the "institutional development" sub-dimension of teachers' professional development self-efficacy.
Teachers' "institutional development" self-efficacy, it includes competencies related to accessing more
information, having more responsibility and authority, and contributing to the business and transactions
related to the institution. Therefore, it is an expected result that this dimension is predicted by the
"supporting" dimension, which includes behaviors that encourage taking more responsibility by sharing
authority. Therefore, it seems possible to explain the positive or positive changes in teachers' self-efficacy
regarding "institutional development" with the supportive behaviors of the school principal. The "delegation of
authority" and "accountability" sub-dimensions of empowering leadership do not significantly predict

"institutional development" self-efficacy.

“Supporting” and "accountability", one of the sub-dimensions of school principals' empowering leadership
behavior, significantly predicts the “personal development” sub-dimension, one of the professional
development self-efficacies of teachers. Supportive behaviors are an expected result of predicting personal
development. As a matter of fact, personal development is about communicating positively and effectively,
scheduling time, controlling anger and coping with stress. Therefore, it is highly likely to be affected in parallel
with supporting behaviors. The "accountability" sub-dimension is related to holding the teacher responsible for
the work he/she is assigned, what he/she does, and the performance of the students. Therefore, a teacher who
is held responsible in these areas will have to give importance to his/her personal development and try to
improve it, and as a result, his/her perception of self-efficacy will increase. Based on these results of the
research, it is possible to say that teachers with high professional self-efficacy for personal development exhibit
more frequent behaviors in the dimension of "accountability" of the principals in the schools they work. The
"delegation of authority" sub-dimension of empowering leadership is not a significant predictor of personal

development self-efficacy.
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“Supporting” one of the sub-dimensions of school principals' empowering leadership behavior significantly
predicts the “field development” sub-dimension of teachers' professional development self-efficacy. Field
development is related to the fact that the teacher conducts scientific research, follows scientific studies
related to his/her and develops his/her knowledge. As can be seen, this dimension also includes keeping up
with and following innovations. Therefore, it is also an expected result to be predicted by the “supporting” sub-
dimension. The sub-dimensions of "delegation of authority" and "accountability" are not significant predictors

of field developmental self-efficacy.

When evaluated as a whole, it was determined that teachers' professional development self-efficacy was
significantly predicted by the “supporting” sub-dimension of empowering leadership behavior.The sub-
dimensions of "delegation of authority" and "accountability" do not significantly predict professional
development self-efficacy. Therefore, it is possible to say that the principals of the schools where teachers with
high professional development self-efficacy exhibit supportive behaviors more frequently. In other words,
positive or positive changes in professional development self-efficacy perception levels can be explained by the
supportive behaviors of the principals. As a matter of fact, it is stated that empowering leaders should be
familiar with the abilities of their subordinates. In addition, the importance of encouraging empowering leaders
to use competencies that contribute to the development of subordinates' self-efficacy beliefs is emphasized
(Amundsen & Martinsen, 2014). The results obtained in the research can be supported by the research findings
of Dagli and Kalkan (2021). In the aforementioned study, a moderate and positive significant relationship was
found between the school principal's empowering leadership behaviors and teachers' self-efficacy perceptions.
In addition, in the relevant research, it was emphasized that school principals should provide more support to
teachers in terms of helping them fulfill their duties and responsibilities. The results of the study conducted by
Celik and Konan (2021) examining the relationship between the empowering leadership of school principals
and teachers' self-efficacy and organizational citizenship behaviors support the results of this study. In the
aforementioned study, it was concluded that the empowering leadership of school principals positively and
significantly predicted teachers' self-efficacy perceptions. In the conclusion section of the relevant research, it
was mentioned that the power opportunities offered by school principals can be both an emotional resource
and a real experience to increase teachers' self-efficacy. Kim and Beehr (2017) concluded that empowering
leadership is positively related to self-efficacy. Researchers emphasize that leaders who empower employees
give them more control over their work, thus increasing their belief that employees can do the job. Dagli and
Kalkan (2021) investigated the relationship between school principals' empowering leadership behaviors and
teachers' self-efficacy perceptions and job satisfaction. Researchers have found that empowering leadership
behaviors, which play an important role in teachers' job satisfaction, also have an effect on teachers' self-
efficacy. Therefore, it is possible to say that the research in question partially overlaps with the results obtained

in this study.
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RECOMMENDATIONS

In this study, it was determined that the accountability sub-dimension of school principals' empowering
leadership behaviors affected teachers' personal development self-efficacy levels. It is obvious that the
behaviors of school principals in this dimension will contribute directly to teachers and indirectly to the school.
Therefore, it is important for schools to encourage such behaviors. In addition, in this study, it was found that
the supporting sub-dimension of empowering leadership behaviors significantly predicted both the whole and
each sub-dimension of professional development self-efficacy perception. For this reason, it is important for
school principals to exhibit behaviors that are especially in the supporting dimension to increase teachers'
perceptions of self-efficacy. In this study, it was determined that the behaviors of school principals in the
delegation of authority dimension did not affect teachers' self-efficacy perceptions. This result is the opposite

of what is expected. For this reason, retesting with larger-scale researches will contribute to the literature.
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OKUL MUDURLERININ GUCLENDIRICi LIDERLIK DAVRANISLARININ
OGRETMENLERIN MESLEKi GELiSiM OZ YETERLIKLERINE ETKISi

0z

Bu arastirma kamu ilkokullarinda gorev yapan okul mudurlerinin gliclendirici liderlik
davranislarinin 6gretmenlerin mesleki gelisim 6z yeterliklerine etkisini incelemek amaciyla
yapilmistir. Arastirma sorularina pozitivist paradigmanin 6ngordigi “nicel arastirma”
yaklasimiyla cevap aranmistir. Bunun yaninda arastirma, tarama modellerinden nedensel
karsilastirma modeli ile desenlenmistir. Arastirmanin verileri Konan ve Celik (2018)
tarafindan Tirkge’ye uyarlamasi yapilan “Giiglendirici Liderlik Olgegi” ile Yenen ve Kiling
(2021) tarafindan gelistirilen “Ogretmenlerin Mesleki Gelisim Oz Yeterlikleri Olcegi”
kullanilarak toplanmistir. Arastirmanin o6rneklemini kartopu ornekleme teknigine goére
calismaya dahil olan 317 6gretmen olusturmustur. Arastirma verilerinin ¢éziimlenmesinde
SPSS 21.0 istatistik paket programi kullaniimistir. Verilerin analizinde ikili karsilastirmalarda
farklar analiz edilirken bagimsiz érneklemler igin t-testi, ikiden ¢ok olan karsilagstirmalarda
farklar tek yonli varyans analizi kullanilmistir. Ogretmenlerin mesleki gelisim &z
yeterliklerinin okul muddrlerinin giglendirici liderlik davraniglari tarafindan yordanmasina
iliskin analizler ise ¢oklu dogrusal regresyon analizi ile yapilmistir. Arastirma sonuglarina
gore okul midirlerinin gliclendirici liderlik davranislarinin sorumluluk alt boyutundaki
davranislar 6gretmenlerin kisisel gelisim 6z yeterlik dizeylerine etki etmektedir. Okul
muddarlerin bu boyuttaki davranislarinin dogrudan 6gretmenlere ve dolayli olarak da okula
katki saglayacag asikardir. Bu nedenle de bu tirden davraniglarin tesvik edilmesi okullar
icin 6nem arz etmektedir. Ayrica bu arastirmada guglendirici liderlik davraniglarinin
destekleme alt boyutunun; mesleki gelisim 6z yeterlik algisininin hem bitinini hem de
her bir alt boyutunu anlamli sekilde yordadigi saptanmistir. Bu nedenle okul midurlerinin
ozellikle destekleme boyutunda yer alan davranislari sergilemeleri 6gretmenlerin 6z
yeterlik algilarini arttirmada 6nemlidir. Bu arastirmada okul muddrlerinin yetki verme
boyutundaki davranislarinin 6gretmenlerin 6z yeterlik algilarina etki etmedigi tespit
edilmistir. Bu sonug¢ beklenilenin aksi bir sonugtur. Bu nedenle daha biylk 6lgekli
arastirmalarla yeniden sinanmasi alana katki saglayacaktir.

Anahtar kelimeler: Giiglendirme, liderlik, gtiglendirici liderlik, mesleki 6z yeterlik.
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GiRiS

Geleneksel 6rgltlerde, yonetici karar verme asamalarinin tamaminda aktif olarak yer almaktadir. Bu nedenle de
geleneksel yonetim anlayisinda, 6rgit ¢alisanlarinin gérev ve sorumluluk alanlari 6nceden ve kesin sekilde
tanimlanmistir. Ginlmz orgitleri icin ideal olan ise bu kati hiyerarsinin aksine daha esnek ve kararlarin hizh
sekilde alinabildigi yonetim anlayisidir. Bu yonetim anlayisinda astlar isle ilgili konularda karar alabilmekte ve
sorumluluk tstlenebilmektedir. Dolayisiyla bu sekilde yonetilen 6rgitlerde astlari gliglendirme anlayiginin esas

alindigini séylemek mimkindur (Konan ve Celik, 2018).

Alanyazinda gliclendirme kavramina odaklanan arastirmalar incelendiginde, kavramin iki farkli sekilde ele
alindigini séylemek miumkindir. Kimi arastirmalarda (Conger & Kanungo, 1988; Siegall & Gardner, 2000;
Wilkinson, 1998) gliglendirme, orgiit liderinin sahip oldugu giict liderlik ettigi isgorenleriyle paylasmasi
anlamina gelmektedir. Buna gore liderin yonetsel siireclerde sahip oldugu glic ve yetkiyi isgorenlere paylasmasi,
devretmesi ve karar siireglerine onlari dahil etmesi isgéren glglendirmesidir. Kimi arastirmalar (Greasley vd.,
2005; Spreitzer, 1995; Srivastava, Bartol & Locke, 2006; Thomas & Velthouse, 1990) ise liderin ne yaptigina
degil isgorenin nasil algiladigina odaklanmaktadir. Yani burada s6z konusu olan, c¢alisanin kendisini
glclendirilmis hissedip hissetmedigidir. Gorildugi gibi ilk yaklasim liderin davranislarina odaklanmakta ve
guclendirmeyi davranigsal boyutta incelemekte, ikinci yaklasim ise liderin davranislarina iligkin isgdren algilarina

odaklanmakta ve gliglendirmeyi bilissel boyutta incelemektedir.

Davranissal yaklasimda giglendirme; glicin astlarla paylasiimasi ve gliclin st yonetimden, orta kademe
yonetime ve sonrasinda da alt kademede goérev yapan isgorenlere aktarilmasi olarak tanimlanmaktadir. Bu
baglamdaki gii¢clendirmede, giglendirici liderlik davraniglarinin neler oldugu ve giglendirmenin 6niindeki
engellerin nasil ortadan kaldirilabilecegi tartisilir. Bilissel yaklasim ise; yoneticinin gl¢lendirici davranislarinin
veya calisma kosullarinin tek basina gliclendirmede yeterli olmadigini savunur. Bu baglamda giliclendirmede ise;
(i) anlam, (ii) hur irade, (iii) etki, (iii) 6z yeterlilik olmak Uzere dort bilissel boyuttan s6z edilmektedir (Bolat,

Bolat ve Seymen, 2009).

Guglendirici liderlik, liderin isg6renlerini 6rgitsel sireglere daha aktif sekilde dahil olmasi i¢in gergeklestirdigi is
ve eylemlerden olusmaktadir. Guglendirici liderlikte glic paylasimi s6z konusu oldugu igin isgérenin daha fazla
yetki ve sorumluluk almasi s6z konusu olacaktir. Ayrica bu yolla isgdrenin yonetsel siireglerde s6z sdyleme ve
karar verme hakki da olacak bu nedenle de hareket alani genisleyecek ve isgdrenin orgitsel siireclere iliskin
bilgisi artacaktir. Bunlara ilaveten gliclendirici liderligin oOrglite bircok yonden katki sagladigi da bircok
arastirmada dile getirilmistir. Ornegin Konczak, Stelly ve Trusty (2000) calismalarinda giiglendirici liderlik
davranislarinin; calisanlarin orgtitsel siireglerde alinmasi gereken kararlari kendi basina alabilme yeteneklerini
gelistirdigini, orgltteki bilgi paylasimini arttirdigini ifade etmislerdir. Ayrica liderin glglendirici liderlik
davranislari isgorenlerin; ise karsi duyduklari sorumluluk duygusunu arttirir (Gao, Janssen ve Shi, 2011), goris

sikayetlerini 6zgirce ifade etmelerine olanak saglar (Wilkinson, 1998), tecriibelerini is ortamina aktarimini
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kolaylastirir (Matthews, Diaz, ve Cole, 2003), orgiit performansina olumlu yonde katki saglar (Ford ve Fottler,

1995; Beatty ve Ulrich, 1991).

Guglendirme popiler yonetim uygulamalarindan birini teskil etmektedir. Ancak gliclendirici liderlik
davranislarini konu edinen arastirma sayisi ¢ok azdir (Konczak, Stelly, ve Trusty, 2000). Thomas ve Velthouse
(1990) tarafindan yapilan bir arastirmada guglendirme bilissel yaklasimla ele alinmis ve (i) anlam, (ii) segim, (iii)
yetkinlik ve (iv) etki olmak Gzere dort boyutlu bir gliclendirme modeli gelistirilmistir. Lee ve Koh (2001) ise
arastirmalarinda hem davranissal hem de bilissel gliclendirmeyi incelemislerdir. Alanyazinda gliglendirici liderlik
davraniglarinin boyutlarinin belirlendigi arastirmalara da rastlamak miimkiindiir. Ornegin Matthews, Diaz ve
Cole (2003) giiclendirmeyi (i) dinamik yapi, (ii) karar kontroli ve (iii) akici bilgi paylasimi olmak Uzere (i¢ boyutta
incelemislerdir. Arnold, Rhoades ve Drasgow (2000) ise glglendirici liderligi (i) yol gosterme, (ii) katilimci karar

verme, (iii) kogluk, (iv) bilgi paylasimi ve (v) etkilesim olmak lizere bes temel boyutta agiklamislardir.

Konczak, Stelly ve Trusty (2000) calismalarinda “Giiclendirici Liderlik Olgegi” gelistirmisler ve giiclendirici liderlik
davranislarini (i) yetki verme, (ii) sorumluluk, (iii) kendi basina karar verme, (iv) bilgi paylasimi, (v) beceri
gelistirme ve (vi) yenilik¢i performans icin kogluk olmak Gzere alti boyutta incelemislerdir. Yetki verme boyutu
isgorenlerin orgitsel sureclerde kendi kararlarini alabilmeleri icin yetki paylasimi yapmalarini ifade eder.
Sorumluluk boyutu isgérenlerin isle igili is ve eylemlerinin sonuglarindan sorumlu tutulmasi anlamina
gelmektedir. Kendi basina karar verme boyutuna gore, isgrenler isle ilgili bazi konularda kendi baslarina karar
verirler ve bu siirecte yoneticileri onlara glivenir. Bilgi paylasimi boyutu ise istenen sonuglarin elde edilmesi igin
isle ilgili gerekli bilgilerin isgdrenlerle paylasilmasi ile ilgilidir. isgérenlerin is yapmalarina katki saglayacak
ogrenmeler icin onlara firsatlar sunma beceri gelistirme boyutuyla ilgiliyken; hatalardan 6grenme, risk alabilme

gibi konularda isgorenleri tesvik etme yenilikci performans igin kogluk boyutu ile ilgilidir.

Konan ve (Celik (2018) ise; Konczak, Stelly ve Trusty (2000) tarafindan gelistirilen bu olgegi Tirkce'ye
uyarlamiglar ve guglendirici liderlige iliskin (i) yetki verme, (ii) sorumluluk ve (iii) destekleme olmak Uzere (g
boyut tespit etmislerdir. Konan ve Celik (2018) tarafindan yapilan bu boyutlandirmada; Konczak, Stelly ve Trusty
(2000) tarafindan belirtilen son dort boyut (kendi basina karar verme, bilgi paylasimi, beceri gelistirme ve

yenilik¢i performans) tek boyut altinda birlesmis ve bu yeni boyut “destekleme” olarak isimlendirilmistir.

Guglendirici liderligin tiim orglitlerde oldugu gibi egitim 6rgitleri ve daha 6zelde de okul 6rgutleri icin de buyik
onem tasidigini soylemek mimkindir. Clinkd egitim isgorenleri olarak 6gretmenlerin de c¢esitli agilardan
desteklenmesi, yetki alanlarinin genisletiimesi mesleki gelisimlerini saglayacak bu yolla da okulun nihai
amaglarina ulasmayi kolaylastiracaktir. Okul yoneticilerinden beklenen; eyleme gecen, egitim isgdrenlerinin de
eyleme gecmesi icin gerekli kosullarin olusturulmasina yardimci olan bir lider olarak hareket etmesidir (Balci,
2007). Guglendirici bir anlayisla yonetilen o6rgitlerde isgorenler, isleriyle ilgili karar ve sorumluluklar
alabilmektedir (Konan ve Celik, 2018). Bu nedenle giiglendirmenin, 6z yeterlilik algilarinin saglanmasi ile iliskili

olabilecegini séylemek mimkiindiir. Oz yeterlik kavrami ilk kez Bandura tarafindan ele alinmistir ve bireylerin

40



I.I OE E C (International Journal of Eurasian Education and Culture) Vol: 8, Issue:20 2023

sahip olduklari bilgi ve becerileri etkin bigcimde kullanabilmeleri i¢in 6ncelikle kendi yeterliklerine gliven
duymalari gerektigini savunan sosyal &grenme kuramina dayanmaktadir (Ozerkan, 2007). Orgiitlerin
isgorenlerinin 6z yeterlik inanglarini ylikseltmesinin, orgiitin genel performansini ylkseltecegini séylemek de
mumkindir. Cinkl 6z yeterlik inanci, kisilerin eyleme gegip gegmeme kararlarini ve zorluklar karsisinda
mucadele azimlerini etkilemekte; performans, is doyumu, stres, egitim, liderlik vb. érgutsel suregleri de
etkilemektedir (Basim, Korkmazytrek ve Tokat, 2008). Okullar s6z konusu oldugunda; 6gretmenlerin mesleki 6z
yeterliklerinin glglendirilmesinin 6grencilerin davranislarinin yonetilmesi, akademik basarinin arttirilmasi, zor
ya da yavas 6grenen 6grencilerin gidiilenebilmesi gibi konular agisindan 6nem arz ettigi aciktir. Erden (1998),
o0gretmenin mesleki niteliginin; genel kiltir, konu alani bilgisi ve 6gretmenlik meslek bilgisi alanlarindaki bilgi

ve becerilerine bagli oldugunu vurgulamaktadir.

Alanyazinda mesleki gelisimin boyutlarina iliskin arastirmalar incelendiginde; 6gretmenlerin mesleki gelisimini
(i) 6gretimsel gelisim, (ii) alansal gelisim, (iii) kisisel gelisim ve (iv) kurumsal gelisim olmak Ulzere dért temel
boyut altinda toplamak mimkiindir. Bu baglamda; 6gretim materyallerinin, ortamlarinin, programlarinin
hazirlanmasi ve kullaniimasina iliskin yeterlikler 6gretimsel gelisim boyutunu olusturmaktadir. Ogretmenlerin
alanlarina yonelik bilimsel arastirmalari ve yenilikleri takip etmesi alansal gelisim boyutuyla ilgilidir. Kisisel
gelisim boyutu 6gretmenlerin olumlu ve etkili iletisim kurma, zamani planlama, 6fke kontroll ve stresle basa
¢ikmaya iliskin 6z yeterliklerinden olusmaktadir. Kurumsal gelisim boyutu ise; kurumla ilgili is ve islemlerde
daha fazla bilgiye erisme, daha fazla sorumluluk ve yetki sahibi olma ve katkida bulunmala ile ilgili yeterlikleri

icermektedir (Yenen ve Kiling, 2021).

Yukaridaki agiklamalar dogrultusunda, okul yoneticilerinin 6gretmenlerin mesleki 6z yeterliklerini giglendirici
sireglere liderlik etmesinin 6nemli oldugunu vurgulamak yerinde olacaktir. Yapilan alanyazin taramasinda okul
mudaurlerinin glglendirici liderlik davraniglarinin 6gretmenlerin mesleki 6z yeterliklerine etkisini ortaya koyan
arastirma sayisinin yetersiz oldugu gorilmistlir. Bu nedenle bu arastirmanin problemi, okul mudirlerinin

glclendirici liderlik davraniglarinin 6gretmenlerin mesleki 6z yeterliklerine etkisinin ne oldugudur.

Bu arastirmanin amaci kamu ilkokullarinda gérev yapan okul mudirlerinin guglendirici liderlik davranislarinin
o6gretmenlerin mesleki gelisim 6z yeterliklerine etkisini incelemek amaciyla yapilmistir. Bu amag dogrultusunda

asagidaki sorulara yanit aranmistir.

1. Kamu ilkokullarinda gorev yapan okul mudurlerinin giiglendirici liderlik davranis diizeylerine
iliskin 6gretmen algilari arasinda, 6gretmenin; cinsiyetine, yasina, 6grenim durumuna,
mesleki kidemine, calistigl okuldaki gbrev siiresine ve kariyer basamagina gore anlamli
farkhhk var midir?

2. Kamu ilkokullarinda gorev yapan 6gretmenlerin mesleki gelisim 6z yeterlik algilari arasinda,
O0gretmenin; cinsiyetine, yasina, 6grenim durumuna, mesleki kidemine, calistigi okuldaki

gorev sliresine ve kariyer basamagina gére anlamli farkhlik var midir?
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3.  Ogretmen algilarina gére; okul midiirlerinin giiclendirici liderlik davranislari égretmenlerin

mesleki gelisim 6z yeterliklerinin 6nemli bir yordayicisi midir?

YONTEM
Arastirma Deseni

Kamu ilkokullarinda gérev yapan okul muddurlerinin guglendirici liderlik davranislarinin 6gretmenlerin mesleki
gelisim 6z yeterliklerine etkisini incelemeyi amaglayan bu arastirmanin sorularina pozitivist paradigmanin
Ongordugld “nicel arastirma” yaklasimiyla cevap aranmistir. Nicel arastirmalar; belirli bir olay hakkindaki
hipotezi desteklemek veya reddetmek amaciyla gorus, tutum, davranis gibi degiskenleri matematiksel olarak
dlcmek ve evrene genellemek igin yapilir (Ozdemir ve Dogruéz, 2020). Bunun yaninda arastirmanin modeli,
tarama modellerinden biri olan nedensel karsilastirma modelidir. Tarama modellerinde amaglanan; ge¢mise
veya simdiye ait bir durumu oldugu gibi betimlemektir (Karasar, 2015). Nedensel karsilastirma modelinde,
degiskenler arasindaki neden sonug iligkileri incelenir. Bu modelde olasi nedenler, benzer veya farkl davranis
kahplari karsilastirilarak saptanmaya calisilir (Balci, 2013). Arastirmanin kisisel degiskenlerine gore okul
mudurlerinin sergiledikleri giliclendirici liderlik davraniglarina yénelik 6gretmen algilari arasindaki degiskenlik
sinamasi nedensel karsilastirma modeli ile, okul mudurlerinin sergiledigi guglendirici liderlik davraniglarinin

o6gretmenlerin mesleki gelisim 6z yeterliklerini yordama dizeyi ise ¢coklu regresyon modeli ile sinanmistir.

Evren ve Orneklem

Arastirmada hedef evreni, Eskisehir ili merkeze bagl ilcelerindeki (Odunpazari ve Tepebasi) kamu ilkokullarinda
gorevli 1600 6gretmen temsil etmektedir. Arastirmanin 6rnekleminde ise Eskisehir merkez ilgelerinde gorev
yapan, ¢alismaya katilma olgltlerini karsilayan (kamu ilkokullarinda gérev yapan 6gretmenler) ve arastirmaya
ilgi duyan kartopu 6rnekleme teknigine gore calismaya dahil olan 317 6gretmen yer almistir. Arastirmanin

ornekleminde yer alan katilimcilara ait kisisel degiskenler Tablo 1’de verilmistir.

Arastirmaya katilan 6gretmenlerin 219’u (%69.1) kadin ve 98’i (%30.9) erkektir. Ogretmenlerin 31’i (%9.8) 22-
30 yas araliginda, 110'u (%34.7) 31-40 yas araliginda, 126’si (%39.7) 41-50 yas araliginda, 50’si (%15.8) 51 yas
ve (zerindedir. Ogrenim durumu lisans olan 6gretmenler 243 (%76.7), lisansiistii olan dgretmenler ise 74’tir
(%23.3). Ogretmenlerin 31’i (%9.8) 1-5 yil arasinda, 32’si (%10.1) 6-10 yil arasinda, 64’ii (%20.2) 11-15 yil
arasinda, 71'i (%22.4) 16-20 yil arasinda, 119'u (%37.5) 21 yil ve uzerinde mesleki kideme sahiptir.
Ogretmenlerin 99'u (%31.2) 1-3 yil arasinda, 79’unun (%24.9) 4-6 yil arasinda, 68’inin (%21.5) 7-9 yil arasinda,
71'inin (%22.4) 10 yil ve Uzeri c¢ahstigl okulda gorev siresi bulunmaktadir. Kariyer basamaklarina gore

katilimcilarin 78’i (%24.6) 6gretmen, 201’i (%63.4) uzman 6gretmen, 38’i (%12) basdgretmendir.
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Tablo 1. Kisisel Degiskenlere Gére Orneklemde Yer Alan Ogretmen Sayilari

Degisken Kategoriler N %
L Kadin 219 69.1
Cinsiyet
Erkek 98 30.9
22-30 31 9.8
31-40 110 34.7
Yas
41-50 126 39.7
51 ve Uzeri 50 15.8
.. Lisans 243 76.7
Ogrenim Durumu . o
Lisansiisti 74 233
1-5yil 31 9.8
6-10 yil 32 10.1
Mesleki Kidem 11-15yil 64 20.2
16-20 yil 71 22.4
21 yil ve Gzeri 119 37.5
1-3yil 99 31.2
Calisilan Okuldaki Gérev 4-6 yil 79 24.9
Siresi 7-9yil 68 21.5
10 yil ve Gzeri 71 22.4
Ogretmen 78 24.6
Kariyer Basamagi Uzman Ogretmen 201 63.4
Basogretmen 38 12
Toplam 317 100

Veri Toplama Araglari

Arastirmanin verileri; (i) Konan ve Celik (2018) tarafindan Tiirkce’ye uyarlanan “Giiglendirici Liderlik Olgegi” ve
(ii) Yenen ve Kiling'in (2021) gelistirdigi “Ogretmenlerin Mesleki Gelisim Oz Yeterlikleri Olgegi” olmak tzere iki
veri toplama araciyla toplanmistir. “Giiglendirici Liderlik Olgegi” 0-5 arasi derecelendirilen besli likert tipi, lc alt
boyuttan (yetki verme, sorumluluk, destekleme) ve toplam 17 maddeden olusmaktadir. Arastirmacilar 6lgegin
glvenirlik katsayisini alt boyutlar icin; “yetki verme” (3 madde, a = .76), “sorumluluk” (3 madde a = .82) ve
“destekleme” (11 madde, a = .80) olarak tanimlanmistir. Bu arastirmada ise, glivenirlik analizi sonuglarina gore
Olgcegin alt boyutlarina iliskin Cronbach Alfa degerleri, “yetki verme” igin a = .88 “sorumluluk” icin o = .78 ve

“destekleme” i¢in a = .96 olarak bulunmustur.

“Ogretmenlerin Mesleki Gelisim Oz Yeterlikleri Olgegi” 0-5 arasi derecelendirilen besli likert tipi olan 6lgcek dort
alt boyuttan (6gretimsel gelisim, kurumsal gelisim, kisisel gelisim, alansal gelisim) ve toplam 20 maddeden
olusmaktadir. Arastirmacilar o6lgegin glivenirlik katsayisini a = .91 olarak hesaplamistir.  Alt boyutlar;
“6gretimsel gelisim” (6 madde, a = .86), “kurumsal gelisim” (5 madde, a = .89) “kisisel gelisim” (5 madde a =
.88) ve “alansal gelisim” (4 madde, a = .78) olarak tanimlanmistir. Bu arastirmada ise, givenirlik analizi
sonuglarina gore 6lgegin alt boyutlarina iliskin Cronbach Alfa degerleri; doért alt boyut icin a = .83, “6gretimsel
gelisim” icin o = .80 “kurumsal gelisim” icin a = .77, “kisisel gelisim” icin a = .70 ve “alansal gelisim” icin o = .68

olarak bulunmustur.
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Verilerin Toplanmasi

Arastirmanin verilerini toplamak amaciyla g¢evrim ig¢i bir form olusturulmustur. Formun ilk bélimiinde
arastirmaci tarafindan gelistirilen demografik bilgilere iliskin sorular (cinsiyet, yas, 6grenim durumu, mesleki
kidem, calisilan okuldaki gorev siiresi, kariyer basamag), ikinci boliminde ise 6lgeklere ait maddeler yer
almistir. Formun 6n boliminde, katilimcilarin arastirmaya gonilli olarak katildiklarini gésteren bir onay kismi,
¢alismanin hangi amagla yapildigi, 6lgegin tamamini isaretlemenin alacagi sure, ¢alismaya katilim igin gerekli
Olgutler, katilimcilarin cayma hakkina iliskin bilgilere yer verilmistir. Daha sonra 2022-2023 egitim O6gretim
yilinda Eskisehir ilinin merkeze baglh ilgelerindeki (Odunpazari ve Tepebasi) kamu ilkokullarinda gorevli
O0gretmenlerle iletisime gegilmis, 6n bilgileri kabul eden 6gretmenler veri toplama aracini doldurmuglardir. Bu
arastirma igin Bartin Universitesi Sosyal ve Beseri Bilimler Etik Kurulundan 050.01.04-2300014539 sayil etik

kurul izni alinmigtir.

Verilerin Analizi

Verilerinin ¢ozimlenmesinde SPSS 21.0 istatistik paket programi kullanilmistir. Farkliliklarin incelenmesinde
sinir olarak p<.05 kabul edilmistir. Analizlere baslamadan 6nce ug degerler, regresyon analizi ile mahalonobis
uzakliklari hesaplanarak bulunmustur. Ki-kare tablosunda (X?<0.001)’'den distik degere sahip olan veriler igin
silme islemi gerceklestirilmis (Tabacnick ve Fidell, 2015), 14 arag veri setinden gikariimistir. Daha sonra verilerin
normal dagilima uygunlugunu sinama amaciyla, basiklik ve carpiklik katsayilari ile grafiksel ciktilar her bir 6lgek
icin ayri ayri incelenmistir. Sifira yakin basiklk ve carpikhk degerleri, dagilimin normal dagilima uygun oldugunu
gosterir. Cogu zaman bu degerlerin + 1.0 arasinda olmasi milkkemmel kabul edilir. Hatta George ve Mallery’e
(2016) gore basiklik ve carpiklik degerlerinin + 2.0 arasinda olmasi da kabul edilebilirdir. Buna gore;
“Guglendirici Liderlik Olgegi” lcek maddelerine ait dagilimin carpiklik-skewness degerinin (-.510), ve basiklik-
kurtosis degerinin (-.322), “Ogretmenlerin Mesleki Gelisim Oz Yeterlikleri Olcegi” 6lcek maddelerine ait
dagilimin carpiklik-skewness degerinin (.221), ve basiklik-kurtosis degerinin (-.011) oldugu gorulmustir. Bu
degerler = 1.0 arasinda oldugundan normallik varsayimlarindan birinin karsilandigi soylenebilir. Biitiin bunlara
ek olarak maddelerin normalligi grafiksel yontemlerle; histogram, Q-Q nokta grafigi ve kutu-biyik grafigi ile de
degerlendirilmis (Tabacnick ve Fidell, 2015a; Durmus, Yurtkoru ve Cinko, 2011), incelemeler sonucunda

maddelerin normal dagilima yakin bir dagilim gosterdigi gérialmustar.

Verilerin analizinde ikili karsilastirmalarda, cinsiyet ve 6grenim durumu degiskenlerine goére farklar analiz
edilirken bagimsiz 6rneklemler igin t-testi kullanilmistir. Veri analizinde grup varyanslarinin esitligi Levene testi
ile test edilmistir. Test sonucunda grup varyanslarinin esit olmasi (p>.05) durumunda gegerli olan ve grup
varyanslarinin esit olmamasi (p<.05) durumunda gecerli olan p degerleri yorumlanmistir. Anlamlilik degeri
"p<.05" olmasi durumlarinda gruplar arasindaki farkliligin anlamli oldugu belirlenmistir. Ayrica bu farkin hangi
grup lehine oldugu grup ortalamalarina bakilarak yorumlanmistir. ikiden ¢ok olan karsilastirmalarda; yas,
mesleki kidem, calisilan okuldaki gorev stiresi, kariyer basamagi degiskenlerine gore farklar tek yonli varyans

analizi ile test edilmistir. Grup varyanslarinin esit olup olmadigi Levene testi ile test edilmistir. Test sonucunda
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varyanslarinin esitligi (p>.05) durumunda ANOVA'ya iliskin tablo degerlendirilmistir. Bu tabloda gruplar
arasindaki farkliigin anlamh oldugu (p<.05) durumlarda, ikili karsilastirmalar yapilarak hangi iki grup arasinda
fark oldugu belirlenmistir. Gozlem sayisi agisindan esit gruplarda Tukey, esitsiz gruplarda ise Scheffe testleri
yapilmistir (Durmus, Yurtkoru ve Cinko, 2011). Bunlara ilaveten, degiskenler arasindaki korelasyon katsayisi;
.00-.25 ¢ok zayif iliski, .26 - .49 zayif iliski, .50 - .69 orta iliski, .70 - .89 yuksek iligki, .90 - 1 ¢ok yuksek iligki

degerlerine gore yorumlanmistir (Sungur, 2010).

Ogretmenlerin mesleki gelisim 6z yeterliklerinin okul mudirlerinin giiclendirici liderlik davranislari tarafindan
yordanmasina iliskin analizler ¢oklu dogrusal regresyon yontemi ile yapilmistir. Bu analiz icin gerekli varsayimlar;
cok degiskenli normallik, coklu dogrusallik ve tekillik sorunu olup olmadigi kontrol edilmistir. Bu amagla grafiksel
ciktilar, bagimsiz degiskenler arasindaki iliskiler, VIF degerleri yorumlanmistir. Bagimsiz degiskenler arasindaki
iliskileri gdsteren tablo incelenmistir. inceleme sonucunda; korelasyon degerlerinin 0.80'in altinda, VIF
degerlerinin ise 10’un oldukca altinda oldugu goérilmustir. Dolayisiyla maddeler arasinda ¢oklu dogrusallik ve
tekillik sorununun bulunmadigl saptanmistir (Cokluk, Sekercioglu ve Biyukoéztiirk, 2012; Tabacnick ve Fidell,

2015b).

BULGULAR

Arastirmanin bu béliminde okul maddrlerinin gliclendirici liderlik davranis diizeylerine ve 6gretmenlerin mesleki
gelisim 0z yeterliklerine iliskin 6gretmen algilarinin demografik degiskenlere gore farklilasip farklilasmadigina
iliskin analizlere, okul midurlerinin glglendirici liderlik davranislari ve alt boyutlarinin 6gretmenlerin mesleki
gelisim 6z yeterliklerinin ve alt boyutlarini yordama glicii, ¢coklu dogrusal regresyon analizi sonuglarina yer

verilmistir.

Kamu ilkokullarinda Gérev Yapan Okul Miidiirlerinin Giiglendirici Liderlik Davranislarina iliskin Ogretmen

Algilarinin Kisisel Degiskenlere Gére Karsilastirilmasi

Guglendirici Liderlik Olgegi’nin bitiiniine iliskin, dgretmen algi diizeylerinin demografik degiskenlere gére

farkhilasma durumu analiz sonuglari Tablo 2’de yer almaktadir.

Tablo 2’'de gorildigu Uzere; dlgegin bitlinlne iliskin 6gretmen algilarinin cinsiyete ve 6grenim durumuna gore
farkhilasma durumu bagimsiz 6rneklem t-testi sonuclarina goére, okul mudurlerinin 6lcek bitininde yer alan
glclendirici liderlik davranislarina iliskin 6gretmen algilari arasinda cinsiyet (t (315)= 0,636, p>0.05) ve 6grenim
durumu (t (315)= 1.688, p>0.05) degiskenlerine gére anlamh bir fark bulunmamistir. Baska bir ifadeyle; okul
muddrlerinin 6lgek bitlinlinde yer alan giglendirici liderlik davranislarina iliskin 6gretmen algilari cinsiyete ve
dgrenim durumuna goére farkliik géstermemektedir. Ogretmenler benzer algilara sahiptirler. Tablo 2’de
goraldugi Gzere, okul muddirlerinin glglendirici liderlik davranislarina iliskin 6gretmen algilarinin yasa, mesleki
kideme ve c¢alisilan okuldaki gorev siiresine ve kariyer basamagina gore farklilasma durumu tek yonli varyans
analizi sonuglari incelendiginde; 6gretmen algilari arasinda yasa (F(3,313)=0.999, p>0.05), mesleki kideme

(F(4,312)=0.445, p>0.05), okuldaki gorev silresine (F(3,313)=1.676, p>0.05) ve kariyer basamagina

45



I.I OE E C (International Journal of Eurasian Education and Culture) Vol: 8, Issue:20 2023

(F(2,314)=0.839, p>0.05) gore anlamli bir farklilik yoktur. Baska bir ifadeyle; okul miidirlerinin 6lgek butiiniinde
yer alan giiclendirici liderlik davraniglarina iliskin 6gretmen algilari yas, mesleki kidem, okuldaki gorev siiresi ve

kariyer basamagi degiskenlerine gore farklilik gostermemektedir, 6gretmenler benzer algilara sahiptirler.

Tablo 2. Giiglendirici Liderlik Olcegi’nin Bitiiniine iliskin Ogretmen Algilarinin Kisisel Degiskenlere Gére
Farkhlagsma Durumu

@
£ £
3 E 3 s
_ - L8
Degisken Kategoriler N X SS S0 sd &8¢ t/F P
Kadin 219 3.81 0.65
Cinsiyet 315 0.636 0.525
Erkek 98 3.86 0.71
. Lisans 243 3.86 0.69
Ogrenim Durumu 315 1.688 0.092
Lisansustu 74 3.71 0.59
22-30 yas 31 3.83 0.76
31-40 yas 110 3.74 0.66 . .
Yas 1.352 3 0.451 0.999 0.393
41-50 yas 126 3.89 063 141172 313 0.454
51 yas ve Uzeri 50 3.84 0.70
1-5yil 31 3.81 0.71
6-10 yil 32 3.82 0.79
. 0.808 4 0.202
Mesleki Kidem 11-15yil 64 3.74 0.63 141716 312 0.454 0.445 0.776
16-20 yil 71 3.82 0.64
21 yil ve Gzeri 119 3.88 0.66
1-3yil 99 3.87 0.63
i 4-6 yil 79 3.90 0.72
Ce?.ll§|lan"0kt'1Idak| Y 2.253 3 0.751 1676 0.172
Gorev Suresi 7-9 il 68 381 0.59 140.272 313 0.448
10 yil ve Gzeri 71 3.68 0.72
Ogretmen 78 391 0.69
. . . 0.757 2 0.379
Kariyer Basamagi Uzman Ogretmen 201 3.79 0.65 141.767 314 0451 0.839 0.433
Basogretmen 38 3.82 0.72
*p<.05

Kamu ilkokullarinda Gorev Yapan Ogretmenlerin Mesleki Oz Yeterliklerine iliskin Algilarinin Kisisel

Degiskenlere Gore Karsilagtirilmasi

Ogretmenlerin Mesleki Gelisim Oz Yeterlikleri Olgegi'nin bitiinine iliskin &gretmen algi diizeylerinin

demografik degiskenlere gore farklilasma durumu analiz sonuglari Tablo 3’te yer almaktadir.

Tablo 3’te Ogretmenlerin Mesleki Gelisim Oz Yeterlikleri Olgegi’nin biitiiniine iliskin &gretmen algilarinin
cinsiyete ve 6grenim durumuna gore farklilasma durumu bagimsiz 6érneklem t-testi sonuglarina gore; olgek
bltininde 6gretmenlerin mesleki gelisim 6z yeterliklerine iliskin algilar arasinda cinsiyet (t (315)= 2.562,
p<0.05) degiskenine gore anlamli fark bulunurken, 6grenim durumu (t (315)= 0.062, p>0.05) degiskenine gére
anlamlh bir fark bulunmamistir. Baska bir ifadeyle; oOlgcek butlininde 6gretmenlerin mesleki gelisim 6z

yeterliklerine iliskin algilari cinsiyete gore farkhlik gosterirken, ©grenim durumuna gore farklilik
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gostermemektedir. Buna gore olgek butiininde mesleki gelisim 6z yeterliklerine iliskin erkek ( X= 3.96 )
ogretmenlerin algilari kadin ( X= 3,83 ) égretmenlere gére daha yiiksektir. Tablodaki 6gretmenlerin mesleki
gelisim 6z yeterliklerine iliskin algilarinin yasa, mesleki kideme ve ¢alisilan okuldaki gorev suresine ve kariyer
basamagina gore farklilasma durumu tek yonli varyans analizi sonuglari incelendiginde; 6gretmen algilari
arasinda yasa (F(3,313)=2.454, p>0.05), mesleki kideme (F(4,312)=0.912, p>0.05), okuldaki gorev siresine
(F(3,313)=0.027, p>0.05) ve kariyer basamagina (F(2,314)=0.393, p>0.05) gore anlamli bir farkhlik yoktur. Baska
bir ifadeyle; 6lgek bitiiniinde 6gretmenlerin mesleki gelisim 6z yeterliklerine iliskin algilari yas, mesleki kidem,
okuldaki gorev siresi ve kariyer basamagi degiskenlerine gore farkhlik gostermemektedir, 6gretmenler benzer

algilara sahiptirler.

Tablo 3. Ogretmenlerin Mesleki Gelisim Oz Yeterlikleri Olcegi’nin Bitiinine iliskin Algilarinin Kisisel
Degiskenlere Gore Farklilasma Durumu

- (5]
5 E 5 §
_ © 3 s
Degisken Kategoriler N X SS g0 sd 80 3 t/F P
Kadin 219 3.83 0.42
Cinsiyet 315 2.562 .011*
Erkek 98 396 043
. Lisans 243 3.88 042
Ogrenim Durumu 315 0.062 .950
Lisansisti 74 3.87 0.45
22-30 yas 31 3.89 042
31-40 yas 110 3.94 044 . .
Yas 1.341 3 0.447 2.454 .063
41-50 yas 126 379 041 57.002 313 0.182
51 yas ve Uzeri 50 3.92 043
1-5yil 31 3.86 041
6-10 yil 32 394 0.51
. 0.675 4 0.169
Mesleki Kidem 11-15yil 64 381 041 57668 312 0.185 0.912 .457
16-20 yil 71 3.93 045
21 yil ve Gzeri 119 3.85 0.40
1-3yil 99 3.87 0.39
Caligilan Okuldaki ~ 4-6 vl 79 388 046 0.015 3 0.005 0.027 994
Gorev Suresi 7-9 yil 68 388 045 58.328 313 0.186 ’ '
10 yil ve Gzeri 71 3.86 0.42
Ogretmen 78 3.86 0.40
. o . 0.146 2 0.073
Kariyer Basamagi Uzman Ogretmen 201 3.87 044 53197 314 0.185 0.393 .676
Basogretmen 38 3.93 0.39
*p<.05

Okul Miidiirlerinin Giiglendirici Liderlik Davranislarinin Ogretmenlerin Mesleki Gelisim Oz Yeterliklerini

Yordamasina iliskin Bulgular

Bu kisimda; okul maduriiniin glglendirici liderlik davraniglari ve alt boyutlarinin 6gretmenlerin mesleki gelisim 6z
yeterlikleri ve alt boyutlarini yordama giicli, ¢coklu dogrusal regresyon analizi ile incelenmistir. Bu baglamda;

ogretmenlerin mesleki gelisim 0z vyeterliklerini en iyi yordayan degiskenlerin belirlenmesi ve bunlarin
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dgretmenlerin mesleki 6z yeterliklerini tahmin etme &nceliklerini belirlemek hedeflenmistir. Ogretmen algilarina
gore, okul muddrlerinin glglendirici liderlik davranis alt boyutlarinin 6gretmenlerin mesleki gelisim 6z yeterlikleri
Ogretimsel gelisim alt boyutunu yordamasina iliskin ¢oklu dogrusal regresyon analizi sonuglari Tablo 4’te yer

verilmistir.

Tablo 4. Ogretimsel Gelisim Alt Boyutunun Giglendirici Liderlik Davranislari ve Alt Boyutlari Tarafindan
Yordanmasina iliskin Coklu Dogrusal Regresyon Analizi Sonuglari

Degisken B SH B t p ikili r Kismi r
Sabit 3,369 0,233 14,432 0,000*

Yetki Verme -0,071 0,050 -0,104 -1,414 0,158 -0,080 -0,077
Sorumluluk 0,036 0,039 0,051 0,914 0,362 0,052 0,050
Destekleme 0,215 0,048 0,331 4,437 0,000* 0,243 0,242
R=0,268 R?= 0,072 F(3,313)= 8,047 p= <.05**

Tablo 4’e gore; okul midiriinin giglendirici liderlik davranis alt boyutlari ile 6gretmenlerin mesleki gelisim 6z
yeterlikleri 6gretimsel gelisim alt boyutu arasinda zayif dizeyde anlamli (R=0.268) bir iliski bulunmaktadir. Okul
mudarianin giclendirici liderlik davranis alt boyutlari, 6gretmenlerin mesleki gelisim 6z yeterlikleri 6gretimsel
gelisim alt boyutundaki toplam varyansin %7,2’sini (R>= 0.072) agiklamaktadir. Buna gore; okul midirinin
gugclendirici liderlik davranis alt boyutlarinin, 6gretmenlerin mesleki gelisim 6z yeterlikleri 6gretimsel gelisim alt

boyutunu anlamli diizeyde (F(3,313)= 8.047, p<0.05) yordadigi gérilmektedir.

Ogretmenlerin mesleki gelisim 6z yeterlikleri 6gretimsel gelisim alt boyutunu, okul midirinin giiclendirici
liderlik davranis alt boyutlarindan destekleme yordamaktadir. Regresyon katsayilarinin t degerlerine gore; okul
muduarianan gaglendirici liderlik davranislarinin yetki verme ve sorumluluk alt boyutlari anlamli yordayicilar degil
iken (p>0.05), buna karsilik destekleme alt boyutu 6gretmenlerin mesleki gelisim 6z yeterlikleri 6gretimsel
gelisim alt boyutunu anlamli diizeyde yordamaktadir (p<0.05). Bununla birlikte standardize edilmis regresyon
katsayilarina (B) gore; 6gretmenlerin mesleki gelisim 6z yeterlikleri 6gretimsel gelisim alt boyutu lzerinde en

onemli yordayicinin giglendirici liderlik davranis alt boyutlarindan destekleme (B= 0.331) oldugu gorilmektedir.

Coklu regresyon analizi sonuglarina gore; 6gretmenlerin mesleki gelisim 6z yeterlikleri 6gretimsel gelisim alt
boyutunun okul mudiriniin giiglendirici liderlik davranis alt boyutlari tarafindan yordanmasina iliskin

matematiksel model su sekilde olusturulmustur:

Ogretimsel Gelisim= 0.215 x Destekleme

Ogretmen algilarina gére, okul midirlerinin giiclendirici liderlik davranis alt boyutlarinin 6gretmenlerin mesleki
gelisim 6z yeterlikleri kurumsal gelisim alt boyutunu yordamasina iliskin ¢oklu dogrusal regresyon analizi

sonuglari Tablo 5’te yer verilmistir.
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Tablo 5. Kurumsal Gelisim Alt Boyutunun Gliglendirici Liderlik Davraniglari ve Alt Boyutlari Tarafindan
Yordanmasina iliskin Coklu Dogrusal Regresyon Analizi Sonuglari

Degisken B SH B t p ikili r Kismi r
Sabit 3.048 0.190 16.013 .000*

Yetki Verme -0.035 0.041 -0.062 -0.859 391 -0.049 -0.046

Sorumluluk 0.043 0.032 0.073 1.346 179 0.072 0.072

Destekleme 0.208 0.039 0.384 5.274 .000* 0.280 0.280

R=0.340 R2=0.116 F(3,313)=13.647 p=<.05**

Tablo 5’e gore; okul midirinin giglendirici liderlik davranis alt boyutlari ile 6gretmenlerin mesleki gelisim 6z
yeterlikleri kurumsal gelisim alt boyutu arasinda zayif diizeyde anlamli (R=0.340) bir iliski bulunmaktadir. Okul
muadarianin glclendirici liderlik davranis alt boyutlari, 6gretmenlerin mesleki gelisim 6z yeterlikleri kurumsal
gelisim alt boyutundaki toplam varyansin %11,6’sin1 (R?= 0.116) agiklamaktadir. Buna gore; okul midurinin
gliclendirici liderlik davranis alt boyutlarinin, 6gretmenlerin mesleki gelisim 6z yeterlikleri kurumsal gelisim alt

boyutunu anlamli diizeyde (F(3,313)= 13.647, p<0.05) yordadigi gorilmektedir.

Ogretmenlerin mesleki gelisim 6z yeterlikleri kurumsal gelisim alt boyutunu, okul midirinin giglendirici
liderlik davranis alt boyutlarindan destekleme yordamaktadir. Regresyon katsayilarinin t degerlerine gére; okul
mudarinin glglendirici liderlik davranislari yetki verme ve sorumluluk alt boyutlari anlamli yordayicilar degil
iken (p>0.05), buna karsilik destekleme alt boyutu 6gretmenlerin mesleki gelisim 6z yeterlikleri kurumsal
gelisim alt boyutunu anlamli diizeyde yordamaktadir (p<0.05). Bununla birlikte standardize edilmis regresyon
katsayilarina (B) gore; 6gretmenlerin mesleki gelisim 6z yeterlikleri kurumsal gelisim alt boyutu Uzerinde en

onemli yordayicinin giclendirici liderlik davranis alt boyutlarindan destekleme (B= 0.384) oldugu gorilmektedir.

Coklu regresyon analizi sonuglarina gore; 6gretmenlerin mesleki gelisim 6z yeterlikleri kurumsal gelisim alt
boyutunun okul mudirinin glglendirici liderlik davranis alt boyutlari tarafindan yordanmasina iliskin

matematiksel model su sekilde olusturulmustur:

Kurumsal Gelisim= 0.208 x Destekleme

Ogretmen algilarina gére, okul midirlerinin giiclendirici liderlik davranis alt boyutlarinin 6gretmenlerin mesleki
gelisim 6z yeterlikleri kisisel gelisim alt boyutunu yordamasina iliskin ¢coklu dogrusal regresyon analizi sonuglari

Tablo 6’da yer verilmistir.

Tablo 6. Kisisel Gelisim Alt Boyutunun Giiglendirici Liderlik Davranislari ve Alt Boyutlari Tarafindan
Yordanmasina iliskin Coklu Dogrusal Regresyon Analizi Sonuglari

Degisken B SH B t p ikili r Kismi r
Sabit 2.828 0.227 12.480 .000*

Yetki Verme -0.042 0.049 -0.062 0.851 .395 -0.048 -0.046
Sorumluluk 0.086 0.038 0.124 2.239 .026* 0.126 0.121

Destekleme 0.199 0.047 0.315 4,247 .000* 0.233 0.230

R=0.283 R?= 0.080 F(3,313)= 9.050 p= <.05%*
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Tablo 6’ya gore; okul miidurunin giliclendirici liderlik davranis alt boyutlari ile 6gretmenlerin mesleki gelisim 6z
yeterlikleri kisisel gelisim alt boyutu arasinda zayif diizeyde anlamh (R=0.283) bir iliski bulunmaktadir. Okul
muadarinin giglendirici liderlik davranis alt boyutlari, 6gretmenlerin mesleki gelisim 6z yeterlikleri kisisel
gelisim alt boyutundaki toplam varyansin %8’ini (R>= 0.080) agiklamaktadir. Buna gére; okul mudurinin
gugclendirici liderlik davranis alt boyutlarinin, 6gretmenlerin mesleki gelisim 6z yeterlikleri kisisel gelisim alt

boyutunu anlamli diizeyde (F(3,313)=9.050, p<0.05) yordadigi gérilmektedir.

Ogretmenlerin mesleki gelisim &z yeterlikleri kisisel gelisim alt boyutunu, okul midiriiniin giiglendirici liderlik
davranis alt boyutlarindan destekleme ve sorumluluk en iyi yordamaktadir. Regresyon katsayilarinin t
degerlerine gore; okul mudiurinin glclendirici liderlik davranislari yetki verme alt boyutu anlamli yordayicilar
degil iken (p>0.05), buna karsilik destekleme ve sorumluluk alt boyutlari 6gretmenlerin mesleki gelisim 6z
yeterlikleri kisisel gelisim alt boyutunu anlamh diizeyde yordamaktadir (p<0.05). Bununla birlikte standardize
edilmis regresyon katsayilarina (B) gore; 6gretmenlerin mesleki gelisim 6z yeterlikleri kisisel gelisim alt boyutu
Gzerinde en 6nemli yordayicinin glclendirici liderlik davranis alt boyutlarindan destekleme (B= 0.315) ve

sorumluluk (B= 0.124) oldugu gorilmektedir.

Coklu regresyon analizi sonuglarina goére; 6gretmenlerin mesleki gelisim 6z yeterlikleri kisisel gelisim alt
boyutunun okul mudirinin giglendirici liderlik davranis alt boyutlari tarafindan yordanmasina iliskin

matematiksel model su sekilde olusturulmustur:
Kisisel Gelisim= 0.199 x Destekleme + 0.086 x Sorumluluk

Ogretmen algilarina gére, okul midirlerinin giiclendirici liderlik davranis alt boyutlarinin 8gretmenlerin mesleki
gelisim 6z yeterlikleri alansal gelisim alt boyutunu yordamasina iliskin coklu dogrusal regresyon analizi sonuglari

Tablo 7’de yer verilmistir.

Tablo 7’ye gore; okul midirianin glglendirici liderlik davranis alt boyutlari ile 6gretmenlerin mesleki gelisim 6z
yeterlikleri alansal gelisim alt boyutu arasinda zayif diizeyde anlamli (R=0.251) bir iliski bulunmaktadir. Okul
muadarianin giglendirici liderlik davranis alt boyutlarinin, 6gretmenlerin mesleki gelisim 6z yeterlikleri alansal
gelisim alt boyutundaki toplam varyansin %6.3’Unl (R*= 0.063) aciklamaktadir. Buna gére; okul madarindn
gugclendirici liderlik davranis alt boyutlarinin, 6gretmenlerin mesleki gelisim 6z yeterlikleri alansal gelisim alt

boyutunu anlamli diizeyde (F(3,313)= 7.009, p<0.05) yordadigi gérilmektedir.

Tablo 7. Alansal Gelisim Alt Boyutunun Giiglendirici Liderlik Davraniglari ve Alt Boyutlari Tarafindan
Yordanmasina iliskin Coklu Dogrusal Regresyon Analizi Sonuglari

Degisken B SH B t p ikili r Kismi r
Sabit 2.741 0.269 10.201 .000*

Yetki Verme 0.003 0.058 0.004 0.048 .962 0.003 0.003

Sorumluluk 0.063 0.045 0.078 1.393 .165 0.078 0.076

Destekleme 0.186 0.056 0.250 3.333 .001* 0.185 0.182

R=0.251 R2=0.063 F(3,313)=7.009 p=<.05**
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Ogretmenlerin mesleki gelisim 6z yeterlikleri alansal gelisim alt boyutunu, okul miidiriniin giiclendirici liderlik
davranis alt boyutlarindan destekleme yordamaktadir. Regresyon katsayilarinin t degerlerine gore; okul
muadarinin glglendirici liderlik davranislari yetki verme ve sorumluluk alt boyutlari anlamh yordayicilar degil
iken (p>0.05), buna karsilik destekleme alt boyutu 6gretmenlerin mesleki gelisim 6z yeterlikleri alansal gelisim
alt boyutunu anlaml dizeyde yordamaktadir (p<0.05). Bununla birlikte standardize edilmis regresyon
katsayilarina (B) gore; 6gretmenlerin mesleki gelisim 6z yeterlikleri alansal gelisim alt boyutu lizerinde en

onemli yordayicinin giglendirici liderlik davranis alt boyutlarindan destekleme (B= 0.250) oldugu gorilmektedir.

Coklu regresyon analizi sonuglarina gore; 6gretmenlerin mesleki gelisim 6z yeterlikleri alansal gelisim alt
boyutunun okul mudirinin giglendirici liderlik davranis alt boyutlari tarafindan yordanmasina iliskin

matematiksel model su sekilde olusturulmustur:

Alansal Gelisim= 0.186 x Destekleme
Ogretmen algilarina gére, okul midirlerinin giiclendirici liderlik davranis alt boyutlarinin 6gretmenlerin mesleki
gelisim 6z yeterliklerini yordamasina iliskin ¢oklu dogrusal regresyon analizi sonuglari Tablo 8'de yer verilmistir.

Tablo 8. Okul Miidiirlerinin Giiclendirici Liderlik Davranislarinin Ogretmenlerin Mesleki Gelisim Oz Yeterliklerini
Yordamasina iliskin Coklu Regresyon Sonuglari

Degisken B SH B t p ikili r Kismi r
Sabit 3.083 0.169 18.248 .000%*

Yetki Verme 0.038 0.036 0.075 1.055 292 0.060 0.055
Sorumluluk 0.045 0.028 0.084 1.580 115 0.089 0.083
Destekleme 0.206 0.035 0.422 5.870 .000* 0.315 0.308
R=0.370 R?-0.137 F(3,313) 16.575 p= <.05**

Tablo 8'e gore; okul mudiriniin giglendirici liderlik davranis alt boyutlari ile 6gretmenlerin mesleki gelisim 6z
yeterlikleri arasinda zayif diizeyde anlamh (R=0.370) bir iliski bulunmaktadir. Okul muaduarianin giglendirici
liderlik davranis alt boyutlarinin, 6gretmenlerin mesleki gelisim 6z yeterlikleri alt boyutlarindaki toplam
varyansin %13.7’sini (R?= 0.137) aciklamaktadir. Buna gére; okul midurinin giglendirici liderlik davranis alt
boyutlarinin, 6gretmenlerin mesleki gelisim 6z yeterlikleri alt boyutlarini anlamli diizeyde (F(3,313)= 16.575,

p<0.05) yordadigi gérilmektedir.

Ogretmenlerin mesleki gelisim 6z yeterliklerini, okul miidiriiniin giiglendirici liderlik davranis alt boyutlarindan
destekleme yordamaktadir. Regresyon katsayilarinin t degerlerine gore; okul midirinin giglendirici liderlik
davranislan yetki verme ve sorumluluk alt boyutlari anlamli yordayicilar degil iken (p>0.05), buna karsilik
destekleme alt boyutu 6gretmenlerin mesleki gelisim 6z yeterliklerini anlamli diizeyde yordamaktadir (p<0.05).
Bununla birlikte standardize edilmis regresyon katsayilarina (B) goére; 6gretmenlerin mesleki gelisim 6z
yeterlikleri Gzerinde en 6nemli yordayicinin gilclendirici liderlik davranis alt boyutlarindan destekleme (B=

0.422) oldugu gorilmektedir.

51



I.I OE E C (International Journal of Eurasian Education and Culture) Vol: 8, Issue:20 2023

Coklu regresyon analizi sonuglarina gore; 6gretmenlerin mesleki gelisim 6z yeterliklerinin okul midarunin
glclendirici liderlik davranis alt boyutlari tarafindan yordanmasina iliskin matematiksel model su sekilde

olusturulmustur:

Ogretmenlerin Mesleki Gelisim Ozyeterlikleri = 0.206 x Destekleme

TARTISMA ve SONUC

Bu arastirma kamu ilkokullarinda gorev yapan okul mdidirlerinin  glglendirici liderlik davranislarinin

O0gretmenlerin mesleki gelisim 6z yeterliklerine etkisini incelemek amaciyla yapilmigtir.

Arastirmada elde edilen bulgulara gére kamu ilkokullarinda gérev yapan okul midirlerinin giglendirici liderlik
davranislarina iliskin 6gretmen algilari kisisel degiskenlere gére anlamh farklihk géstermemektedir. Buna gére
o6gretmenlerin gliclendirici liderlik algilari; cinsiyet degiskeninden etkilenmemektedir. Arastirmanin bu bulgusu
Bayin (2021) tarafindan yapilan arastirmanin bulgulariyla 6rtlismektedir. Konan ve Celik (2017) ise
arastirmalarinda; erkek o6gretmenlerin okul mdidirlerinin gliclendirici liderligine iliskin algilarinin  kadin
o6gretmenlere kiyasla yliksek oldugunu tespit etmistir. Bu agidan bu arastirma ile tutarlilik géstermemektedir.
Ayrica Ustel (2022) arastirmasinda okul yéneticilerinin giiclendirici liderligine iliskin 6gretmen algilarinin
cinsiyet, mesleki kidem ve 6grenim dizeyine gére anlamli bir farkllik gdstermedigini tespit etmistir. Dolayisiyla

bu arastirmada Ustel’in (2022) arastirmasiyla benzer sonuglar elde edilmistir.

Arastirma bulgularina gére 6gretmenlerin giiglendirici liderlige iliskin algilarini 6grenim diizeyi agisindan farklilik
gostermemektedir. Kogak (2016) ise arastirmasinda lisans mezunu 6gretmenlerin gliclendirici liderlige iliskin
algilarinin lisanslisti mezunu 6gretmenlere kiyasla yiiksek oldugunu tespit etmistir. Bu agidan arastirmalarin
ortismedigini soylemek mimkindir. Ayrica arastirmada elde edilen bir diger bulgu 6gretmenlerin glglendirici
liderlige iliskin algilarinin mesleki kidem degiskenine gore farklilagsmadigidir. Bu agidan arastirma Gimus (2013)
tarafindan yapilan arastirma ile paralellik gosterirken Sert’in (2021) arastirma bulgulariyla értismemektedir.
Bunlara ilaveten bu arastirmada, 6gretmenlerin okul middurlerinin giglendirici liderlik davranislarina iliskin
algilarinin 6lgek butlinliinde yas, okuldaki gorev siresi ve kariyer basamagi degiskenlerine gére de anlamli
diizeyde farkhhk gostermedigi saptanmistir. Dolayisiyla 6gretmenlerin giliclendirici liderlik algilarinin kisisel

ozelliklerinden bagimsiz oldugunu séylemek mimkiinddr.

Arastirmada 6gretmenlerin mesleki 6z yeterliklerine iliskin algilarinin 6lgek bitiiniinde cinsiyet degiskenine
gore anlamh duzeyde farklilik gosterdigi tespit edilmistir. Daha ayrintili bir ifade ile erkek 6gretmenlerin mesleki
gelisim 0z yeterliklerine iliskin algilari kadin 6gretmenlere gére daha yuksektir. Arastirma bu agidan Kog ve
Deniz’in (2020) arastirmasiyla kismen ortismektedir. Adi gecen arastirmacilar matematik 6gretmenlerinin 6zel
alan yeterliklerine iliskin yeterlik inanglarini incelemisler ve (i) mesleki gelisimin saglanmasi, (ii) Gstlin yetenekli

ogrencilerle galisma ve (iii) teknolojinin derslerde kullanilmasina yonelik 6z yeterlik inanglari agisindan erkek
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dgretmenlerinin kadin 6gretmenlerine gére kendilerini daha yeterli gérdiiklerini saptamiglardir. Olgek genelinde
ise anlamli fark olmadigini belirtmislerdir. Bu arastirmada 6gretmen algilari yas, 6grenim durumu, mesleki
kidem, okuldaki gorev siiresi ve kariyer basamagl degiskenlerine gore ise anlamli dizeyde farkhlik
gostermemektedir. Benzer sekilde Kog ve Deniz (2020) de yas, kidem, 6grenim durumu gibi degiskenlerin dlcek

butiinline gére 6z yeterlik algisinda anlaml farkhlik yaratmadigini belirtmislerdir.

Okul midirlerinin guglendirici liderlik davranisinin alt boyutlarindan destekleme, 6gretmenlerin mesleki gelisim
0z yeterliklerinin 6gretimsel gelisim alt boyutunu anlamli diizeyde yordamaktadir. Dolayisiyla okul middrinin
sergiledigi glglendirme davraniglarina bakilarak 6gretmenlerin 6gretimsel gelisimleri hakkinda tahminde
bulunulabilir. Baska bir deyisle de 6gretmenlerin 6gretimsel gelisimlerindeki degisimler, okul muadarinin
destekleme davranislar ile aciklanabilir. Okul mdadirlerinin, sorunlara ¢6ziim getirebilecegi yoninde
O0gretmenleri cesaretlendirme ve yetkilendirme, yeni beceriler gelistirmeye ve 6grenmeye tesvik etme,
suclamak yerine diizeltme gibi davranislari destekleme davranislaridir. Ogretmenlerin yeni ve farkl
materyaller/6grenme ortamlari tasarlamalari ve bu konularda kendilerini yeterli ve basarili bulmalar ise
mesleki gelisim 6z yeterliklerinin dgretimsel gelisim boyutu ile ilgilidir. Bu baglamda yeniliklere agik olmayi ve
yenilikgiligi tesvik etmeyi iceren bu iki boyut arasinda anlamli iliski ¢cikmasi beklenen bir sonugtur. Gliglendirici
liderligin yetki verme ve sorumluluk alt boyutlari ise; 6gretmenlerin mesleki gelisim 6z yeterliklerinin 6gretimsel

gelisim alt boyutunu anlaml sekilde yordamamaktadir.

Okul mudiirlerinin giiglendirici liderlik davranisinin alt boyutlarindan destekleme, 6gretmenlerin mesleki gelisim
6z yeterliklerinin kurumsal gelisim alt boyutunu anlamli diizeyde yordamaktadir. Ogretmenlerin kurumsal
gelisim 6z yeterlikleri; kurumla ilgili is ve islemlerde daha fazla bilgiye erisme, daha fazla sorumluluk ve yetki
sahibi olma ve katkida bulunmalari ile ilgili yeterlikleri igermektedir. Dolayisiya bu boyutun, yetki paylasarak
daha fazla sorumluluk almaya tesvik eden davranislari iceren destekleme boyutu tarafindan yordanmasi da
beklenen bir sonuctur. Dolayisiyla 6gretmenlerin orgutsel gelisime iliskin 6z yeterliklerindeki olumlu veya
olumlu degisimleri okul mudirinin destekleme davranislariyla agiklamak mimkin gérinmektedir. Glglendirici
liderligin yetki verme ve sorumluluk alt boyutlari ise kurumsal gelisim 6z yeterligini anlamh dizeyde

yordamamaktadir.

Okul muddrlerinin giiclendirici liderlik davranisinin alt boyutlarindan destekleme ve sorumluluk, 6gretmenlerin
mesleki gelisim 6z yeterliklerinden kisisel gelisim alt boyutunu anlamli diizeyde yordamaktadir. Destekleme
davranislarinin kisisel gelisimi yordamasi beklenen bir sonugtur. Nitekim kisisel gelisim; olumlu ve etkili iletisim
kurma, zamani planlama, ofke kontrolii ve stresle basa c¢ikma ile ilgilidir. Dolayisiyla destekleme
davranislarindan paralel sekilde etkilenmesi kuvvetle muhtemeldir. Sorumluluk alt boyutu ise 6gretmenin
gorevlendirildigi isten, yaptiklarindan, 6grencilerin performanslarindan sorumlu tutulmasi ile ilgilidir. Dolayisiyla
bu alanlarda sorumlu tutulan bir 6gretmenin kisisel gelisimine dnem vermesi ve gelistirmeye calismasi
gerekecek ve sonug olarak da 6z yeterlik algisi da ylkselecektir. Arastirmanin bu sonuglarina dayanarak kisisel

gelisime iliskin mesleki 6z yeterligi yuksek olan 6gretmenlerin gorev yaptiklari okullardaki midirlerin
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sorumluluk boyutundaki davraniglari daha sik sergiledigini sdylemek mimkiindiir. Guglendirici liderligin yetki

verme alt boyutu ise kisisel gelisim 6z yeterliginin anlamh bir yordayicisi degildir.

Okul mudiirlerinin giglendirici liderlik davranisinin destekleme alt boyutu, 6gretmenlerin mesleki gelisim 6z
yeterliklerinin alansal gelisim alt boyutunu anlamli diizeyde yordamaktadir. Alansal gelisim, 6gretmenin bilimsel
arastirma yapmasi, alaniyla ilgili bilimsel galismalar takip etmesi ve alan bilgisini gelistirmesi ile ilgilidir.
Gorildagi gibi bu boyutta da yeniliklere ayak uydurma ve takip etme yer almaktadir. Dolayisiyla destekleme alt
boyutu tarafindan yordanmasi da beklenen bir sonugtur. Yetki verme ve sorumluluk alt boyutlari ise alansal

gelisim 0z yeterliginin anlamli birer yordayicisi degillerdir.

Ogretmenlerin mesleki gelisim &z vyeterlikleri bir biitiin olarak degerlendirildiginde ise; giiclendirici liderlik
davranisinin destekleme alt boyutu tarafindan anlaml dizeyde yordandig tespit edilmistir. Yetki verme ve
sorumluluk alt boyutlari ise mesleki gelisim 6z yeterliklerini anlamli dizeyde yordamamaktadir. Dolayisiyla,
mesleki gelisim 6z yeterligi yiuksek olan 6gretmenlerin gérev yaptiklari okullarin mudirlerinin, destekleme
davranislarini daha sik sergiledigini séylemek mamkindir. Bir baska ifade ile mesleki gelisim 6z yeterlik alg
diizeylerindeki olumlu veya olumlu yondeki degisimler mudirlerin destekleme davranislariyla agiklanabilir.
Nitekim gliclendirici liderlerin, astlarinin yeteneklerine asina olmasi gerektigi belirtiimektedir. Buna ek olarak
astlarin 6z yeterlik inanglarinin gelisimine katkida bulunan yetkinliklerinin kullaniminin giclendirici liderlerce
tesvik edilmesinin 6nemi vurgulanmaktadir (Amundsen ve Martinsen, 2014). Arastirmada elde sonuglar; Dagh
ve Kalkan’in (2021) arastirma bulgulari ile desteklenebilir. Adi gegen arastirmada okul miidurinin giglendirici
liderlik davraniglari ile 6gretmenlerin 6z yeterlik algilari arasinda orta diizeyde ve pozitif anlamh bir iligki
bulunmustur. Ayrica ilgili arastirmada okul muddrlerinin 6gretmenlere gérev ve sorumluluklarini yerine
getirmelerine yardimci olmak agisindan daha ¢ok destek sunmalari gerektigine vurgu yapilmistir. Celik ve Konan
(2021) tarafindan yapilan; okul mudirlerinin giglendirici liderligi ile 6gretmenlerin 6z yeterlikleri ve 6rgitsel
vatandaslik davranislari arasindaki iliskinin incelendigi arastirmanin sonuglari, bu arastirmanin sonuglarini
destekler niteliktedir. Adi gegen arastirmada okul muddirlerinin glglendirici liderliginin 6gretmenlerin 6z
yeterlik algilarini pozitif yénde anlamli sekilde yordadigi sonucuna ulasiimistir. ilgili arastirmanin sonug
boélimiinde okul muddirlerinin sunmus oldugu giic firsatlarinin 6gretmenlerin 6z yeterliklerini artirmak icin hem
duygusal bir kaynak hem de gercek bir deneyim olabilecegine deginilmistir. Kim ve Beehr (2017) giclendirici
liderligin 6z yeterlikle pozitif yonde iliskili oldugu sonucuna ulasmislardir. Arastirmacilar, ¢alisanlari gliglendiren
liderlerin, onlara isleri Gzerinde daha fazla kontrol yetkisi verdiklerini, bu yolla galisanlarin isi yapabileceklerine
dair inanglarinin arttigini vurgulamaktadirlar. Dagh ve Kalkan (2021) arastirmalarinda okul mduddrlerinin
glclendirici liderlik davraniglari ile 6gretmenlerin 6z yeterlik algilari ve is doyumlari arasindaki iliskiyi
incelemislerdir. Arastirmacilar 06gretmenlerin is doyumunda 6nemli rol oynayan glglendirici liderlik
davranislarinin, 6gretmenlerin 6z yeterlikleri tzerinde de etkiye sahip oldugu saptanmistir. Dolayisiyla s6z

konusu arastirmanin bu arastirmada elde edilen sonuclarla kismen 6rtistigini séylemek mimkindur.
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ONERILER

Bu arastirmada okul midurlerinin guglendirici liderlik davranislarinin sorumluluk alt boyutunun 6gretmenlerin
kisisel gelisim 0z yeterlik dizeylerine etki ettigi tespit edilmistir. Mudirlerin bu boyuttaki davraniglarinin
dogrudan 6gretmenlere ve dolayli olarak da okula katki saglayacagi asikardir. Bu nedenle de bu tiirden
davranislarin tesvik edilmesi okullar igin 6nem arz etmektedir. Ayrica bu arastirmada gliclendirici liderlik
davraniglarinin destekleme alt boyutunun; mesleki gelisim 6z yeterlik algisininin hem bitinini hem de her bir
alt boyutunu anlaml sekilde etkiledigi sonucuna ulasiimistir. Bu nedenle okul middrlerinin 6zellikle destekleme
boyutunda yer alan davranislari sergilemeleri 6gretmenlerin 6z yeterlik algilarini arttirmada 6nemlidir. Bu
arastirmada okul miidurlerinin yetki verme boyutundaki davranislarinin 6gretmenlerin 6z yeterlik algilarina etki
etmedigi vurgulanmistir. Bu sonug beklenilenin aksi bir sonugtur. Bu nedenle daha buyiik 6l¢ekli arastirmalarla

yeniden sinanmasi alana katki saglayacaktir.
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“Bu makalede dergi yazim kurallarina, yayin ilkelerine, arastirma ve yayin etigi kurallarina, dergi etik kurallarina
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