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ABSTRACT

The aim of the study is to reveal the relationship between teachers' perceptions regarding school
administrators' delegation levels of authority and teachers’ engagement behaviors. The population
of this study, which was carried out in the correlational survey model, consists of the teachers
working in formal elementary, middle and imam hatip middle schools in the central district of Rize
and its other districts in the 2020-2021 academic year. The simple random sampling method was
used in order to sample, and 417 teachers were included in the research group. Therefore, the
sample group consists of 401 teachers. In this study, data were collected through “School
Participant Empowerment Scale” and “Utrecht Work Engagement Scale”. “School Participant
Empowerment Scale” which includes 29 items and 6 dimensions was adapted to Turkish and
revised the items by Gavuz (2008). “Utrecht Work Engagement Scale” which includes 17 items and
2 dimensions was adapted to Turkish by Kose (2015). The demographic characteristics of the
participants were gathered through the "Personal and Professional Information Form" prepared
by the researcher. A correlation analysis was conducted to reveal the relationship between
teachers' perceptions regarding school administrators' level of delegation of authority and
teachers' levels of work engagement. In addition, a simple linear regression analysis was conducted
to understand the role of the perception levels of delegation of authority on work engagement.
The results show that teachers' perceptions regarding school administrators' delegation levels of
authority were at a good level, and teachers' perceptions of work engagement were at a high level
for the dimension of workview and low for the dimension of continuance for work. While a
moderate-level, positive and significant correlation was found between the delegation of authority
and the dimension of workview, there was a moderate-level, negative and significant correlation
between the delegation of authority and the dimension of continuance for work. When the
relationship between the dimensions of both scales are examined, it was figured out significant
relationship. Regression analysis indicates that the delegation of authority is a significant predictor
of work engagement by explaining 40% of the variance of the dimension of workview and 24% of
the variance of the dimension of the continuance for work.

Keywords: Delegation of authority, work engagement, elementary school, middle school, teachers.

1 This study was produced by the unpublished master's thesis of Hizir SEFERINOGLU, which was supervised by Doctor
Lecturer Gokhan KAHVECI at Recep Tayyip Erdogan University Graduate Education Instutie.
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INTRODUCTION

The concept of authority, which is encountered in a large part of the civilization and which cannot be said to be
new in this sense, gained its current meaning with the "Industrial Revolution". The Industrial Revolution, which
led to the establishment of complex formal organizations, increased the need for division of labor and
cooperation. However, the desire to work cooperatively in organizations decreased in a way that is in contrast
to this situation, and as a result, the concept of authority in today's sense emerged in order to ensure
cooperation. The concept of authority, which is important for the realization of the goals of organizations and
has become a prerequisite for cooperation, is considered important for the realistic use of limited resources

(Fisek, 2010).

Today, with the changing management approach, concepts in the positive organizational behaviors have started
to be used more frequently in the literature. In this sense, instead of examining the concepts containing
negativity in the management science, concepts related to positive behaviors have started to be brought to the
agenda. One of them is the concept of work engagement, which is thought to be the positive opposite of the
concept of burnout first defined by Freudenberger (1974). It has brought researchers’ notice as the opposite of
a negative organizational behavior such as burnout (Gilizel & Uyar, 2019). It is claimed that the concept of work
engagement, which increases productivity both nationally, individually and in organizational terms (Ravikumar,
2013), first emerged as a concept belonging to the business world in the early 1990s (Schaufeli, 2012). Schaufeli
(2012), who conducted a research on the concept of work engagement, states that becoming a valid and reliable
measurement tool by gaining academic clarity of the concept takes place with studies of nearly ten years. The
development of the concept of work engagement is closely related to the concept of burnout, which is seen in
negative organizational behaviors. Some researchers think that the concept of burnout has been expanded with
the concept of work engagement (Maslach & Leither 1997; Schaufeli & Baker, 2003). It is seen that the concept
of being engaged at work, which is named as "work engagement” and “job engagement" in English literature,
has been studied under many different names in Turkey such as job engagement, passion for work, engagement
with work, devotion to work, interest in work, enthusiasm for work, commitment to work, and passion to work

(Esen, 2011; Turgut, 2011; Ardig & Polatgi, 2009; Bal, 2008; Oner, 2008; Dalay, 2007).

In this century, it is seen that the results arising from human relations in both private and public institutions and
organizations affect directly the concepts such as organizational success, continuity, competition, and thus have
gained importance in this sense. Schools as educational organizations stand out as places in which human factors
make themselves felt best. Stating that work engagement has an impact on the meaningful work output of
organizations, Harter, Schmidt, and Hayes (2002) have been supported by other researchers. Lockwood et al.
(2007) state that engagement is the key to organizational success. In addition, they state that talented individuals
find a place in organizations with high levels of work engagement, and the level of customer loyalty,
organizational efficacy and stakeholder values increase. On the other hand, the successes and economic

conditions of the institutions will be negatively affected when the staff is engaged at a minimum level. Therefore,
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in the 21st century, the concept of work engagement which is thought to have a direct impact on the productivity
of public schools and their teachers, who are trying to survive against the qualified private schools with constantly
developing opportunities and teachers who have to work with high performance, gains value in terms of
organizational researches. Work engagement which Kahn (1990) defines the individual's physically, cognitively
and affectively commitment to the work refers to the high work efficacy of the individuals within the
organizations. On the other hand, as the defining elements of work engagement, Attridge (2009) lists positive
feelings about the job of the employee, attributing a sense of meaning to the job, believing that the employee
can manage duties, and looking at the future with hope. It is also mentioned about some negative consequences
of work engagement which expresses the state of the employees being successful, energetic, physically and
mentally efficient. Some negative situations such as getting stuck among the family, friends and work
environment, and increases in health complaints may be seen in employees who are engaged to the work
(Bakker, Albrecht, & Leither, 2011; Demerouti, Bakker, Nachreiner, and Schaufeli 2001). For this reason,
considering the positive and negative consequences of work engagement, it was decided to research the
variables that could engage the individual strategically, and was focused on the concepts that are thought to
have an impact on work engagement. It is seen that there are some studies in the literature that examine
different factors that may have an impact on work engagement. For example, there are studies showing that
individual resources and psychological capital are effective on work engagement (Luthans, Avey, & Avolio, 2007).
Similarly, Xanthopoulou, Bakker, Demerouti, and Schaufeli (2007) revealed that the concepts of self-efficacy, self-
confidence and optimism are important predictors of the engagement. There are also studies revealing that job
resources such as employees' feeling the support of their colleagues, receiving notification from the
management staff regarding their performance, providing autonomy and learning opportunities have an effect
on the level of work engagement as well (Albrecht, 2010; Bakker & Demerouti, 2008). Bakker, Hakanen,
Demerouti, and Xanthopoulou (2007) also demonstrated, in their studies on teachers, that job resources create
a motivating force and positively affect the level of work engagement of employees when they encounter with a
high level of job demand. In this study, delegation of authority which is thought to be one of the factors affecting

work engagement is discussed.

The Delegation of Authority

The right to manage an organization or a business primarily belongs to its owners and founders. This right passes
from them to the person in the position of the chief executive due to the hierarchy. As the organization evolves,
it becomes impossible for the chief manager to keep up with all jobs in terms of time and competence. In order
to prevent this situation which would mean leaving the area of management and supervision, the administrator
delegates some of his power (planning, decision-making, realization, etc.) to subordinates (Eren, 1972). It does
not seem possible for administrators to be efficient in performing every task alone all the time. Successful
administrators appoint the subordinates which are at a sufficient level for the jobs (Strong, 1981). However, they

do not get rid of their own responsibilities even if administrators transfer their powers to subordinates in order
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to perform superior works. The person delegating the authority is held responsible for all consequences of the
transferred work (Kogel, 2011). In addition that authority is a way to undertake an administrative task in the
organization, it also causes the existence of organizational levels, subordinate-superior positions, in short, the
emergence of concepts that determine organizational relations on the condition that it is delegated. Delegation
of authority enables the organization to come into existence in this sense (Can, 1997). The healthiest way to
make the organization effective by increasing its productivity is to increase the authorities, in other words, to
delegate them. (Lee, 1995). Delegation of authority is considered as a method used for the proper execution of
administrative tasks (Sakar, 2013). A delegation of authority is that an administrator who has been granted a
decision-making authority in relation to a specific area of the organization makes this authority available to
subordinates under certain conditions (Keenan, 1996; Kogel, 2011). According to another definition, one or more
administrative duties or responsibilities are assigned to subordinates (Wells, 1993). The delegation of authority,
which can be defined as the delegation of the “right to do and get duties done” to their subordinates by the
administrators in accordance with their administrative duties, provides the subordinates with the power to carry
out activities and make decisions (Bolat, 2008). While subordinates perform their duties, delegation of authority
frees actions of them on condition that it is limited to a certain area. In addition, delegation of authority
constitutes the semantic basis of the delegated responsibility (Alpugan, 1998). Considered as a common subject
of the management science as well as the public administration and administrative law, delegation of authority
is studied as a concept with a multi-domain content (Derdiman & Uysal, 2014). Delegation of authority is useful
for division of labor, organizational conflicts, and goals as well as for issues such as effective use of resources and
development of responsibility (Zeytinoglu, 1974). It has an educational aspect affecting positively employees'
self-confidence. It expresses trust and integrity in terms of employees and administrators. In this respect, the
delegation of authority is thought to contribute to the emergence of professional integrity and the formation of
a new entrepreneurship approach (Mullins, 1990). The concept of authority, expressed as the power to get
certain tasks and activities performed in order to make decisions, motivate others or achieve organizational
goals, connects the organizational structure horizontally and vertically for all employees to work effectively
(Topaloglu & Kog, 2007). Planning, organizing, directing, coordination and control functions need to be carried
out successfully in order to realize the management activities of the organizations. Effective operation of
"organizing" and "directing" functions depends on the concept of authority. Actively and efficiently use of
tangible and intangible resources that organizations have are closely related to their ability to get employees to
work, and it is considered impossible without authorization to get employees to work (Kogel, 2011). The
delegation of authority, which can be said to have created a positive situation by preventing the administrators
from being under the growing burden of tasks, and increasing their efficiency in their administrative functions,
also enables the work to be done faster and strengthens the commitment of the employees to their organizations
(Ozdayi, 2001). Delegation of authority is when administrators empower others to engage in business and other
organizational activities. Authority delegated to subordinates or other administrators does not mean that the
delegator abdicates authority. Authority belongs to the delegator in the last instance. Delegation of authority

includes discontinuous or continuous authorization of someone else for the purpose of performing certain duties
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or making various decisions (Mucuk, 1997). Currently, organizations that are involved in the business structure
more endeavor to gain an advantage in a competitive attitude and to increase productivity and efficiency in their
own structure. The realization of “delegation of authority” is also considered among the important elements of
indicators of institutionalization in order to achieve competitive advantage, productivity and efficiency
(Karavardar, 2011). The perspective towards delegation has also changed with the effect of concepts related to
contemporary management practices and methods such as learning organization, total quality management,
local government, and lean thinking system of management. Delegation of authority helps organizations struggle
to exist in today's complicated and highly active world to use their human resources accurately (Blanchard,
Carlos, & Randolph, 1998). The concept of authority, which contemporary management approaches see as a
necessity, enables the administrator to deal with prioritized tasks (Elma, 2014). In the effective decision-making
process, which is the benchmark of the management process, there are important questions such as whether
the authority should be delegated, when, how and to whom it will be delegated. Based on these questions, the
decisions regarding the delegation of authority are determinant in the efficiency of the administration (Wells,
1993: 14). It is thought that delegation of authority is a good way to increase organizational efficiency and
increases organizational dynamism due to its contribution to rapid decision-making process. However, despite
this situation, the inability of administrators to be open to new ideas is expressed as an obstacle against the
delegation of authority (Bursalioglu, 2002). Stating that delegation of authority is a learnable skill, Jenks and Kelly

(1995) say that administrators can learn this skill if they put in effort.

Work Engagement

Work engagement is defined as the individual's involvement in the work, and physical, cognitive and affective
commitment to the job (Kahn, 1990). It refers to the high level of commitment and intrinsic motivation of
employees to their jobs. This enables them to identify with their work and to devote themselves to their work
(Sawang, 2012). The concept of work engagement, which can be briefly defined as the enthusiasm felt by the
employee while carrying out his job, includes the integration of employees with their jobs, higher motivation to
work than others, and more effort to achieve organizational goals and interests (Roberts & Davenport, 2002). In
the studies conducted on the concept, it is emphasized that engagement consists of three dimensions. These
three dimensions or components respectively refers to the physical resources that enable employees to be
energetic while performing the work, the emotional resources that ensure their dedication and their
concentration on the job which they are dealing with (May, Gilson & Harter, 2004). Although there are studies
examining the engagement in a single dimension (Saks, 2006), the dimensioning model that is most frequently
used in the literature and can be said to be accepted in this sense belongs to Schaufeli, Salanova, Gonzales, and
Bakker (2002). This model consists of dimensions of vigor, dedication and absorption. Vigor refers to the
employee's high level of energy and mental vigor, their willingness to fulfill duties, and their determination to
cope with the difficult conditions they face while doing their job. Dedication includes the employee's sense of

pride, inspiration, enthusiasm and caring for the job. Absorption is the dimension that includes the employee's
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concentration on the job, the thought that the time spent at work is short and that it passes quickly (Schaufeli et
al.,, 2002). In short, work engagement expresses the employee's commitment to the organization and the

profession, the satisfaction and enthusiasm he feels while doing his job (Ozer, Saygili, & Ugurluoglu, 2015).

The Relationship between the Delegation of Authority and Work Engagement

When the literature is examined, it is not encountered with any study that directly examines the relationship
between delegation of authority and work engagement. On the other hand, it has been observed that there are
studies in Turkey that show teachers' perceptions of delegation of authority regarding their administrators or
examine the levels of delegation of administrators through the perceptions of administrators. Yicel (2006)
researched the problems faced by primary school administrators in the practice and delegation of authority in
the study. Gavuz (2008) conducted a study examining the relationship between the leadership styles of primary
school administrators and their level of delegation of authority. Kogak (2011) conducted a study on teachers'
perceptions of delegation of authority, autonomy and accountability. Oztiirk (2015) has a study examining
elemantary and middle school administrators' use of authority and the problems they experience. There are
many studies abroad regarding the delegation of authority. Marks and Louis (1999) examined the relationship
between teacher empowerment and organizational learning capacity in their research. Jung and Sosik (2002)
conducted a study named “Transformational leadership in work groups: The role of empowerment,
cohesiveness, and collective-efficacy on perceived group performance.” Bogler and Somech (2004) examined the
relationship between empowerment of teachers, their organizational commitment, their commitment to the
profession, and their organizational citizenship. Zembylas and Papanastasiou (2005), in their study examining the
relationship between Cypriot teachers' job satisfaction and empowerment, found that teachers' job satisfaction
is related to teachers' empowerment. Squire-Kelly (2012) conducted a study explaining the relationship between
teacher empowerment and student achievement. Kimwarey, Chirure, and Omondi (2014) carried out a research
that included strategies, restrictions and recommendations on teacher empowerment in education. Jiang, Li,
Wang, and Li (2019) examined the relationships between empowerment, job satisfaction and organizational
climate perceptions of kindergarten teachers in their study. The aforementioned studies in the literature show
that the concept has a substructure that can affect teachers' perceptions in terms of engagement, and has an
important content in terms of scientific research. In addition to this, the low number of studies conducted with
teachers on the concept of work engagement is another significant issue. For this reason, it is thought that this
study will contribute to the relevant literature and will present new ideas to the relevant researchers in terms of
developing strategies to increase the efficiency of the teachers in educational organizations. In the light of the
information above, the purpose of this study is to examine the role of school administrators' delegation levels of
authority on teachers' engagement behaviors working in official primary education institutions in Rize. For this

purpose, answers to the following questions were sought:

1. What are the teachers' perception levels regarding the school administrators’ delegation levels of

authority?
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2. What are the teachers' perception levels about work engagement?

3. Is there a significant relationship between teachers' perceptions regarding school administrators’
delegation levels of authority and teachers' perceptions of work engagement?

4. What is the impact level of teachers' perceptions regarding school administrators’ delegation levels of

authority on teachers' perceptions of work engagement?

METHOD

Research Model

In the current study, the correlational survey model was preferred, which is one of the general survey models
because it aims to reach some general judgments about a multi-element population. Correlational researches
enable the explanation of the complexity in human behaviors by basing on phenomena. Therefore, it can be
revealed the relationship between several consecutive behavioral patterns and the variables that define
behaviors (Fraenkel, Wallen, & Hyun, 2015; McMillan & Schumacher, 2014). Correlational survey models aim to

determine whether there is a change between at least two variables, and if so, what the level is (Karasar, 2018).

Population and Sample

The population of the research consists of teachers working in elemantary and middle schools in Rize and its
districts in the 2020-2021 academic year. The simple random sampling method, in which all individuals have the
opportunity to participate in the sample, was preferred in the study. Following the necessary permissions from
the Rize Provincial Directorate of National Education, 401 participants from 9 different districts were reached

through the online questionnaire filling method.

Below is information about the variables of gender, age, educational status, and period of service of the teachers

who constitute the sample of the study:

According to the gender status of the teachers participating in the study, 237 (59.10%) of them are female and
164 of them (40.90%) are male. Regarding their ages, 25 (6.23%) are 25 years and younger, 176 (43.89%) are 26-
35 years old, 133 (33.16%) are 36-45 years old, and 67 (16.70%) are between the ages of 46-55. When the
educational status is examined, it is figured out that 344 (85.78%) have an undergraduate education, and 57
(14.21%) have a graduate education. Lastly, in relation to the period of service, there are 217 (54.11%) teachers
between 1-5 years, 120 (29.92%) with 6-10 years of service, 64 (15.96%) teachers who have worked for 11 years

or more.

Data Collection Tools

"Personal and Professional Information Form" was used to reach the demographic information of the teachers

participating in the study. In order to determine the school administrators’ delegation level of authority through
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teachers' perceptions, it was used “School Participant Empowerment Scale” which was adapted into Turkish by
Gavuz (2008). This scale has 6 dimensions named "self-efficacy, status, impact, autonomy, decision-making,
professional growth" and 29 items. The scale, which was created with a five-point Likert-style rating scored as
"1-never, 2-rarely, 3-sometimes, 4-generally, 5-always", was translated into Turkish by 4 academicians who are
familiar with the research subject. In order to determine the language equivalence of the translation of the scale,
27 English teachers from 12 different educational institutions were reached, and the English and Turkish version
of the scale was delivered to the participants. In the comparison of the questionnaires, the 12th item that showed
a significant difference was removed from the scale by using the Wilcoxon test. The results of the reliability
analysis of the scale were carried out, and as a result, items 13 and 19 showing low correlation values were also
removed from the scale. The construct validity of the scale was examined by the application of exploratory factor
analysis (EFA). As a result of the analysis, it was decided to exclude items 1, 2, 7, 11, 17 and 25 from the scale,
and it was observed that the scale was collected in 6 dimensions as in the original. Cronbach's Alpha coefficients
for the dimensions of the scale were found to be sufficient. It was also stated that the Cronbach's Alpha value

regarding the general internal consistency of the test was found as 0.94, and the reliability value was sufficient.

In order to determine the teachers levels of work engagement, the "Utrecht Work Engagement Scale" developed
by Schaufeli (2001) and adapted into Turkish by Kése (2015) was used. It is seen that the researcher complied
with the standard practices of adaptation process of the measurement tool. In the measurement tool which is
considered to be a five-point Likert style, there are five categories that include grading related to the participation
levels in items. A scoring system from 1 to 5 was established by starting from the level indicating the totally
disagreement with the item. A study was also conducted in order to test the reliability of the measurement tool.
The study in question was designed to be double of the number of items on the scale, and was tested with 150
participants. The scales that came from the participants and were understood to be answered correctly were
evaluated. It was stated that some items (13, 16 and 17) were coded as negative items in the measurement tool,
and it was stated that the SPSS software was used in the reliability tests. As a result of the research, it was seen
that the Cronbach's Alpha value of the measurement tool was 0.94. Necessary permissions were obtained from

the aforementioned researchers via e-mail for the use of the scales.

Reliability and Validity Analyses

In order to determine the reliability level of the research scales, a reliability analysis was performed by calculating
the Cronbach’s Alpha coefficients of internal consistency. Before this process, it was examined assumptions such

as sample size, missing values, normal distribution which need to be tested and verified.

Delice and Ergene (2015) state that the scales should be conducted to a sufficient number of people in
accordance with their objectives, therefore, in the representation of the variables, the effect of the group which
the scale will be carried out to gains importance in the studies of development or adaptation. According to them,

the number of individuals to whom the scales will be conducted varies depending on the number of items.
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Buytikozturk, Kilig Cakmak, Akgilin, Karadeniz, and Demirel (2012) think that the size of the sample should be at
least 5 times larger than the number of items. This is a commonly accepted approach. When considered the
scales used in the study, there are 29 items in the "School Participant Empowerment Scale" and 17 items in the
"Utrecht Work Engagement Scale". Therefore, the inclusion of 401 teachers in the sample of the study indicates

that the views about the sample size (29x10=290 and n=401) were confirmed.

Listwise deletion method is recommended in cases where the sample size is large and data loss is low so as to
avoid significant differences in the results (Bayram, 2020). This method creates a complete set of data and
enables statistical operations over it (Isikoglu, 2017). Due to these considerations, 16 missing values were
eliminated from the data set by listwise deletion method before proceeding to the analysis of the data in the

study. Therefore, the process of the analysis was conducted on the data of 401 participants.

The calculation results for the Cronbach’s Alpha coefficients of the overall total of the School Participant
Empowerment Scale and its own effectiveness, status, influence, autonomy, decision-making and professional

development dimensions are shown in Table 1.

Table 1. Reliability Coefficients Calculated for the Total and Dimensions of School Participant Empowerment

Scale
School Participant Empowerment Scale Numbers of Items Cronbach’s Alpha
Self-Efficacy 8 0.77
Status 7 0.87
Impact 5 0.87
Autonomy 4 0.75
Decision-Making 3 0.72
Professional Growth 2 0.86
Total 29 0.94

When the Cronbach's Alpha test results of internal consistency in Table 1 are examined in terms of dimensions,
it can be seen that there are self-efficacy (a=.77), status (a=.87), impact (a= .87), autonomy (a=.75), decision-
making (a=.72) and professional growth (a=.86). Cronbach's Alpha internal consistency value for the total of the
scale was determined as (a = .94). In addition, the value of the scale belonging to Gavuz (2008) is (a = .94). The

results show that the reliability level of the scale is high.

In the Table 2, it is shown results of the calculation for the Cronbach’s Alpha coefficients of the overall total of

the Utrecht Work Engagement Scale and its dimensions of workview and continuance for work.

Table 2. Reliability Coefficients Calculated for the Total and Dimensions of Utrecht Work Engagement Scale

Utrecht Work Engagement Scale Number of Items Cronbach’s Alpha
Workview 14 0.95
Continuance for Work 3 0.61
Total 17 0.94

When the Cronbach's Alpha test results of internal consistency in Table 2 are examined in terms of dimensions,
it can be seen that the dimension of workview was calculated as (a=.95) and the dimension of continuance for

work was calculated as (a=.61). Cronbach's Alpha internal consistency value for the total of the scale was
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determined as (a = .94). In addition, the value of the scale belonging to Kose (2015) is (a = .94). Based on the

results, it is understood that the reliability level of the scale is high.
Data Collection and Analysis

This study is found ethically appropriate by Recep Tayyip Erdogan University Humanistic Sciences Ethics
Committee with regards to 18.08.2020 dated and 2020/80 numbered assembly. Data are started to be collected
with 10.09.2020 dated and 12471793 numbered approval of National Education Directorate of Rize. Due to the
"Covid-19 pandemic" experienced around the world and in Turkey, the questionnaires were transformed into an
online format that teachers could fill out. Teachers were reached via online platforms through school principals,
and they were able to fill out the questionnaire on a voluntary basis. The data obtained as a result of the research
were analyzed using the SPSS 23.0 software package. The characteristics of the research sample were revealed
as a result of calculating the frequency and percentage values of the variables collected through the Personal
and Professional Information Form. When the skewness and kurtosis values are between -1.5 and +1.5, it is
accepted to be a normal distribution (Tabachnick and Fidell, 2013). Based on the skewness and kurtosis values,
it is understood that the data follow a normal distribution. After this process, a correlation analysis was carried
out so as to reveal the relationship between teachers' perceptions of school administrators' delegation levels of
authority and teachers’ level of work engagement. An analysis of simple linear regression was carried out in order

to identify the role of the perceptions about delegation levels on the behavior of work engagement.

FINDINGS

This section includes, firstly, the perceptions of teachers on delegation of authority and their work engagement
processes, then the correlation between these concepts, and finally the results of the regression analysis

revealing the effect of delegation of authority on the work engagement.

Teachers' perceptions of school administrators' delegation levels of authority are presented in Table 3.

Table 3. Teachers’ Perceptions Regarding School Administrators' Delegation Levels of Authority

Yetki Devri N X SS Levels
Self-Efficacy 401 4.37 .46 Generally
Status 401 4.25 .53 Generally
Impact 401 3.99 .64 Sometimes
Autonomy 401 4.45 .54 Generally
Decision-Making 401 3.87 74 Sometimes
Professional Growth 401 4.22 74 Generally
Total of Delegation of Authority 401 4.19 47 Generally

In Table 3, arithmetic means of teachers’ perceptions regarding school administrators' delegation levels of
authority was examined. It is figured out that they are X=4.37 for self efficacy, X= 4.25 for status, X= 3.99 for
impact, X= 4.45 for autonomy, X=3.87 for decision-making, and X= 4.22 for professional growth in terms of

dimensions. Teachers' total perceptions of delegation are at the level of “generally”.
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Teachers' perceptions about levels of work engagement are presented in Table 4.

Table 4. Teachers' Perceptions Regarding Levels of Work Engagement

Work Engagement N X SS Levels
Workview 401 4.36 .57 Agree
Continuance for Work 401 1.57 .63 Totally Disagree

In Table 4, it was examined arithmetic means of teachers' perceptions regarding levels of work engagement. It is
figured out that they are X=4.36 for workview, X= 1.57 for continuance for work in terms of dimensions, and the

dimension of workview is in the highest level.

In Table 5, it is presented the findings of the correlation analysis carried out to determine the relationship

between teachers' perceptions regarding school administrators' level of delegation of authority and teachers’

levels of work engagement.

Table 5. The Relationship Between Dimensions of Delegation of Authority and Work Engagement
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= -— =] a E - =
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Self-Efficacy 1
Status ,700" 1
Impact ,583*"  ,635™ 1
Autonomy ,613* 629  ,615™ 1
Decision-Making ,413 520"  ,589"" 556" 1
Professional Growth ,440" 436" 457" ,403" 455" 1
Total of Delegation of Authority ,762™ 812" 827"  ,795  ,780™ ,710™ 1
Workview ,586™" ,569™" ,493™ ,574™" ,445™" ,386™ ,638™ 1
Continuance for Work -,442™  -398"  -348" -448™ -397" -299" -491™ -587" 1

**p<.01

The views of Kokli, Blylikoztirk and Cokluk (2006) on interpreting the correlation statistics are as follows: While
0.00 means the absence of the relationship, 0.01-0.29 means low level, 0.30-0.70 medium level, 0.71-0.99 high
level and 1.00 means a perfect relationship. When table 5 is examined in line with this information in the
literature, a moderate positive relationship between the delegation of authority and the workview has been
found [r=.638, p<.01]. On the other hand, it is seen that there is a significant negative relationship between the
delegation of authority and continuance for work [r=-.491, p<.01]. There is a moderate positive correlation with
workview and the dimensions of self-efficacy [r=.586, p<.01], status [r=.569, p<.01], impact [r=.493, p<.01],
autonomy [r=.574, p<.01], decision-making [r =.445, p<.01] and pofessional growth [r=.386, p<.01]. A moderate
negative correlation was found between continuance for work and the dimensions of self-efficacy [r=-.442,

p<.01], status [r=-.398, p<.01], impact [r=-.348, p<.01], decision-making [r=-.397, p<.01] and autonomy [r=-.448,
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p<.01]. It was also understood that the dimension of continuance for work has a weak negative relationship with
the professional growth [r=-.299, p<.01].
A regression analysis was conducted in order to examine the effect of delegation of authority on the workview,

which is one of the dimensions of work engagement. The findings are presented in Table 6.

Table 6. Results of Regression Analysis Regarding the Effect of Delegation of Authority on Workview

Variable B Std. Error B T p
Constant 1.105 .198 5.571 .000
Delegation of
Authority Workview 778 048 638 16.530 .000
R=.638 R2=.406 F(1-399=273.231 p=.000

According to the results of regression analysis in Table 6, delegation of authority significantly predicts the
dimension of workview of work engagement [R=.638, R?=.406, F(1-399)=273.231, p=.000]. Therefore, it can be

said that the delegation of authority explains 40% of the total variance of workview.

Regression Analysis was carried out in order to examine the effect of delegation of authority on "continuance for

work", one of the dimensions of work engagement. Findings are presented in Table 7.

Table 7. Results of Regression Analysis Regarding the Effect of Delegation of Authority on Continuance for

Work
Variable B Std. Error B T p
. Constant 4,345 .248 17.548 .000
Delegation of
Authority Continuance -.661 .059 -.491 -11.246 .000
for Work
R=.491 R2=.241 F(1.399)=216.476 pP= .000

Based on the results of regression analysis in Table 7, delegation of authority significantly predicts the dimension
of continuance for work of work engagement [R=.491, R?=.241, F(1-399)=216.476, p=.000]. Consequently, it can

be said that the delegation of authority explains 24% of the total variance of continuance for work.

CONCLUSION and DISCUSSION

Teachers' overall perceptions of their administrators' levels of delegation of authority are at the level of
“generally”. When the perceptions regarding to the sub-dimensions of the scale are evaluated, it is found out
that the highest value is in the dimension of autonomy and the lowest value is in the dimension of decision-
making. In line with these findings, it can be said that school administrators are willing to delegate of authority
to teachers and want them to act autonomously, however they do not include teachers enough in decision-
making processes or exhibit a supportive attitude. It can be thought that this may be related to the fact that

decision-making authority is an issue which administrations do not want to share. In the relevant literature,
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Ozdayi (2001) evaluated the relationship between the delegation of authority and anxiety levels of educational
administrators in terms of efficiency, and reached a conclusion that could shed light on the difference between
the dimensions of autonomy and decision-making. In the study, it was stated that the majority of the
administrators (67.5%) were willing for delegation of authority to their subordinates in the work that necessitates
hard effort, however, it was found that almost half of them (46%) tended to protect their areas of responsibility.
This was evaluated as a contradiction. In the literature, it is stated that administrators are unwilling to delegate
the authority to the subordinates because of several administrative-organizational reasons (Papatya, 1997).
Although it is mentioned about obstacles arising from superiors or subordinates or related to legal status, there
are also researchers who consider the delegation of superior authority as the top of the obstacles (Elma, 2014).
Eren (1981) clarifies this issue by talking about executive selfishness. There are situations such as the
administrators seeing themselves as insignificant and feeling diminished in terms of sense of self if they delegate
the authority. However, it can be seen that administrators think that they will do the work best. In such a case,
delegation of authority ceases to be a need in the eyes of the administrator, and turns into an unnecessary
administrative process and becomes impossible. It is stated that there may be some other obstacles such as
administrators' desire to continue their routines in the decision-making process, their beliefs that they do a job
best, views which the delegation of authority will create a gap in the work, and fear of losing control. In addition,
young administrators are thought to be unwilling to delegate authority due to their desire to gain prestige
(Papatya, 1997). Short and Greer (1997) also mention the psychological side of the process by stating that
teachers have to believe that their opinions are noticed and that their decisions will have a significant impact on
decision-making. In conclusion, considering the close relation of autonomy (Mete, 2002), which is interpreted as
acting autonomously and freely of teachers in some activities in the school and classroom, with decision-making,
it can be said that administrators should change their understanding of delegation and increase teachers'

participation in decision-making processes.

When examined the dimensions of status and professional growth, the findings indicate that administrators are
generally willing to delegate their authority to teachers. The levels of delegation of school administrators can be
evaluated by looking at the items of the dimension of Status as follows: In general, administrators make teachers
feel they have the ability to do things by delegating them about their professional responsibilities, help them
develop beliefs that they are effective, and treat them like professionals. According to the sub-items of the
dimension of professional growth, administrators generally exhibit an attitude that makes teachers feel that they
are willing to promote a professional growth, and that they care about continuing teachers’ learning process.
When the items in the dimension of Impact are evaluated, it is understood that by taking the advice of teachers,
administrators provide a supportive attitude in their coming up with innovative ideas, enabling them to make a
difference, and increasing their impact on their colleagues and students at a level which can be called

“sometimes”.
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Teachers' behaviors of work engagement were analyzed through the dimensions of the workview and
continuance for work. While teachers' general perceptions of behaviors of work engagement in the dimension
of workview are at the level of "I agree", they are at the level of "totally disagree" in the dimension of the
continuance for work. According to the results in the workview, teachers think that they exhibit high level of
behaviors of work engagement. However, in the dimension of continuance for work, it is figured out that teachers
make evaluations at a low level, which can be considered as contradictory to the aforementioned result. Based
on the items in the dimension of continuance for work, teachers think that their profession is a work that can be
done by everyone, that they will not hesitate to leave their jobs and they will not resist to overcome problems
they encounter in their work. It can be said that this view may be related to the gradual decrease in the prestige
of the teaching profession in the society, the low economic return of the profession, and the teachers' not being
appreciated properly despite their high performance. There are some studies in the literature that support this
interpretation. Eren (2001) refers to the close relationship of individual productivity with the economy. Referring
to the need for economic protection of the employees to maintain their permanent income, the researcher states
that economic security will have a positive effect on the pleasure of work and job satisfaction of the employee.
Glinbayi (1999), in a study conducted on teachers' job satisfaction, associates the low job satisfaction of teachers
with the low payment. The same study mentions the need to improve salaries and social welfare in order to
increase teachers' job satisfaction. Ustiiner (1999) states in the study which was examined the sub-dimensions
of teachers' morale that the lowest value was in the salary dimension. Saglam and Cicek Saglam (2005)
emphasizes that the first issue to be resolved in order for teachers to engage in their jobs and to increase their
productivity is to enhance the financial attractiveness of the profession. In addition, in their studies, they mention
that there are factors such as appreciation, respectability, trust, justice and participation which are more
effective than money in motivating employees in developed countries. They explain this situation through
turning to some factors related to meeting the psycho-social needs of an individual who has reached a certain
economic satisfaction. Tunacan and Cetin (2009) also investigated the issue of salaries in their study regarding
the factors affecting teachers' job satisfaction, and stated that teachers were not satisfied with their salaries in
any period of their professional career. There are studies explaining that the job satisfaction of teachers working
in public schools is lower than teachers working in private schools (Tasdan & Tiryaki, 2008). In addition, there are
some studies that comply with the research results of Sahin (2013), which examines the general job satisfaction
levels of teachers and states that teachers experience job dissatisfaction in terms of the salary (Crossman & Haris,
2006; Demir, 2001; Demirel, 2006). Dursun, Dursun Calisan, and Bas (2017) examined the effect of employees'
perceptions regarding their salaries on their organizational commitment. Research results revealed that the
salary has a direct effect on job satisfaction. These studies point out the importance of the salaries people get in
their attitudes towards their jobs. Therefore, the issue of salary should not be ignored while developing strategies

to increase teachers' engagement behaviors.

In this study, the effect of delegation levels of school administrators on teachers' behaviors of work engagement

was examined through the dimensions of Utrecht Work Engagement Scale. According to the findings, delegation
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of authority is a significant predictor of the dimensions of workview and continuance for work. Delegation of
authority is an important variable that explains 40% of the total variance of the workview and 24% of the variance

of the continuance for work.

In the study, there was found a significant, moderate and negative relationship between delegation of authority
and continuance for work which is the second dimension of the scale while a significant, moderate and positive
relationship was found between delegation of authority and the workview which is the first dimension of the
work engagement scale. There is a significant, moderate and positive relationship between self-efficacy, impact,
autonomy and decision-making which are the dimensions of School Participant Empowerment Scale and the
workview which is a dimension of Utrecht Work Engagement Scale. On other hand, a significant, weak and
positive relationship was found between the aforementioned dimensions of School Participant Empowerment
Scale and professional growth which is the another dimension of Utrecht Work Engagement Scale. A negative
and weak relationship is observed between the dimensions of status, impact, decision-making and professional
growth and the dimension of continuance for work while a significant, moderate negative relationship is detected

between the dimensions of self-efficacy and autonomy, and continuance for work.

Research results show that the level of delegation has a positive effect on teachers' workview. In other words,
as the perception of teachers to be delegated by school administrators increases, their workview also increases
positively. It is understood from the results that administrators should act quite carefully in terms of delegation
of authority while trying to change teachers' perceptions of work engagement. According to the results of the
research, while the dimensions of the delegation of authority have a positive effect on teachers' perceptions of
workview, they have a negative effect on the dimension of continuance for work. The existence of this negative
relationship between the dimensions of delegation of authority and the continuance for work may seem
contradictory, but it can be attributed to different reasons. There are, for instance, studies which state that the
work engagement has both positive and negative results (Armor & Taylor, 1998; Bakker et al., 2011; Temel, 2006;
Vancouver et al., 2002). Bakker et al. (2011) consider workaholicism as one of the negative consequences of work
engagement. They express that workaholics can impair their health because of being involved in their work, and
they may disrupt their relationships with their family and social environment or bring them to the edge of
breaking away. It is stated that workaholics may experience unpleasant situations such as a divorce due to
disruptions in family life. Armor and Taylor (1998) state that work engagement causes an unrealistic optimism
and leads employees to resist their jobs. It should be taken into account that delegation of authority has an
aspect increasing the workload of teachers, and it may negatively affect their willingness to continue their work.
In this sense, the authorization of engaged teachers by the school administrators to perform certain tasks may
cause to work harder with the desire to accomplish the task and thus more tired, and it may also reduce their
willingness to continue the job due to the anxiety of not achieving the job at the desired level. There are some
studies asserting that the feeling of burnout is more common in people who are administrators in professions

with human responsibilities (Bryne & Hall, 1989; Ensari & Tuzcuoglu, 1995; Ergin, 1995; Maslach & Zimbardo,

1442



I.I OE E C (International Journal of Eurasian Education and Culture) Vol: 6, Issue: 13 2021

1982; Perlman & Hartman, 1982). It should be noted that there are some studies stating that work engagement
is the opposite of burnout (Ardig & Polatgl, 2009; Uyar & Glizel, 2019). Therefore, it should be considered the
fact that in schools whose object is human, delegation of authority is a situation that increases the responsibility
significantly, and an uncontrolled authorization process may ruin teachers psychologically. In brief, it is thought
that some tasks, which are out of the profession and can be described as drudgery, given to teachers under the
name of delegation may negatively affect their perceptions of continuance for work by increasing their sense of
burnout. Additionally, there are some cases affecting teachers’ perceptions of continuance for work such as not
defining the work that will be a subject of delegation in an accurate and a proper way, not exactly explaining the
objectives of the delegated job, not knowing the duration of the task the teacher has taken, not providing
adequate guidance on what resources to benefit, and insufficient flow of information. Therefore, school
administrators should act balancedly by considering different variables in the process of delegation of authority,
and they should seek ways to increase both the teacher's perceptions of workview and continuance for work

together.

The results of the research gain a special importance in terms of indicating the difference between teachers'
workview and their willingness to continue that profession. In today's world where expectations for education
are increasing and diversifying, school administrators should be aware of administrative variables such as
delegation of authority triggering teachers' behaviors of work engagement in order to ensure that teachers work
by engaging in the work. At the same time, they should act by adopting contemporary management approaches

instead of classical management approaches.

RECOMMENDATIONS

The implications presented to the practitioners and researchers based on the data of the research results are as

follows:

1. Research results indicate that school administrators' perceptions of delegation of authority are in a
good level. Administrators who are lean towards delegating authority in the dimension of autonomy
should make teachers more participatory in decision-making processes and make them feel that they
are effective in the decisions taken.

2. Itis important for school administrators to pay attention to the equality of authority and responsibility.
When school administrators assign a task to teachers, they should delegate enough authority to fulfill
the responsibility. It can be said that teachers who have more responsibilities than their authority will
be under psychological pressure, they will have an anxiety of failure and as a result, their behaviors of
work engagement will be negatively affected. It should be kept in mind that the misconduct may arise
if the authority exceeds the responsibility.

3. Delegation of authority is critical for the structures of contemporary management approaches that are

not centralized, and bring expertise to the fore. However, the delegation process has a number of
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obstacles. One of them is the attitude of administrators and subordinates. Therefore, it should be
minimized the obstacles caused by the administrator and subordinate in the delegation of authority.
For this, new arrangements can be made on legal grounds such as laws, regulations and by-laws.

4. According to the results of the research, administrators generally lean towards delegating teachers to
work related to their professional responsibilities by making them feel that they are a professional. They
also support teachers in matters related to their professional growth. However, they still do not show a
supportive attitude enough for teachers to present innovative ideas and increase their impact on their
colleagues and students. It may negatively affect teachers' behaviors of work engagement. Hence it can
be stated that administrators should demonstrate a tolerant management approach and create a school
climate in which teachers can show their individual differences.

5. In the two dimensions of Utrecht Work Engagement Scale, it was observed that teachers’ workview is
positive, but the same teachers' willingness to continuance for work was low. Teachers' workview
should be reinforced by increasing their desire to continue the profession. In this sense, the economic
returns of the teaching profession can be improved. In order to increase the prestige of teachers in the
society, positive news can be brought to the fore in printed and visual media platforms. Teachers should
be prevented from being delegated in jobs that can be called drudgery in violation of laws and by-laws,
and administrators should be willing to share their authority with teachers in issues to benefit from their
professional knowledge.

6. School administration is not considered as a profession in Turkey. Without any special training,
administrators are appointed to schools mostly through an examination based on legislative knowledge.
In this sense, it is clear that school administrators need training to use administrative instruments
effectively. It should be made compulsory for a teacher who wants to be a school administrator to get
training on the educational administration.

7. The relationship between the perceptions of delegation of authority of teachers working in private
schools and their work engagement can be examined by relating it to the perceptions of teachers
working in public schools.

8. Teachers' perceptions of their administrators and school administrators' perceptions of themselves

about delegation of authority can be handled comparatively.

Limitations of the Study

The limitations of the study while investigating the main and sub-problems are as follows:

1. Theresearch is limited to the 2020-2021 academic year.
2. The research is limited to the answers given by teachers to the measurement tools.
3. Theresearch is limited to the sample consisting of teachers working in primary education institutions in

Rize to represent the population of the study
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OKUL YONETICILERININ YETKi DEVRi DUZEYLERININ OGRETMENLERIN iSE
ANGAJE OLMA DAVRANISLARI UZERINDEKi ROLU?

0z

Arastirmanin amaci, 6gretmenlerin okul yoneticilerinin yetki devri dizeylerine yonelik algilari ile
ise angaje olma davranislan arasindaki iliskiyi ortaya koymaktir. iliskisel tarama modelinde
gerceklestirilen bu arastirmanin evrenini 2020-2021 egitim 6gretim yilinda Rize il merkezi ve
ilcelerindeki resmi ilkokul, ortaokul ve imam hatip ortaokullarinda gbrev yapan Ogretmenler
olusturmaktadir. Arastirmada basit segkisiz 6rnekleme yontemi kullanilarak, érneklem olusturma
yoluna gidilmis ve 417 6gretmen arastirma grubuna dahil edilmistir. Arastirmada dizin silme
yontemi ile 16 veri, analizlere gegmeden 6nce veri setinden gikartilmistir. Dolayisiyla 401 adet veri
ile analiz islemine gegilmistir. Arastirmanin verilerini elde etmek icin Gavuz (2008) tarafindan
Tirkgeye uyarlanip maddeleri yeniden diizenlenen, 6 boyutlu ve 29 maddelik “Okul Paydaslari Yetki
Devri Olcegi” ile Kése (2015) tarafindan Tiirkgeye uyarlanan 2 boyutlu ve 17 maddelik “ise Angaje
Olma Olgegi” kullaniimistir. Katilimcilarin demografik 6zelliklerine iliskin bilgilere ise arastirmaci
tarafindan hazirlanan “Kisisel ve Mesleki Bilgi Formu” araciligiyla erisilmistir. Okul yoneticilerinin
yetki devri dizeylerine yonelik 6gretmen algilari ile 6gretmenlerin ise angaje olma duzeyleri
arasindaki iliskinin ortaya konmasi maksadiyla korelasyon; yetki devri diizeyi algisinin ise angaje
olma davranisi lzerindeki rolinin anlasiimasi maksadiyla da basit dogrusal regresyon analizi
uygulanmistir. Arastirma sonuglari, okul yodneticilerinin yetki devretme duzeylerine iliskin
O6gretmen algilarinin iyi diizeyde; 6gretmenlerin ise angaje olma algilarinin ise bakis boyutu icin
yiksek ve ise devam boyutu iginse disik denebilecek seviyede oldugunu gostermistir. Yetki devri
ile ise bakis boyutu arasinda pozitif yonde orta diizey manidar; yetki devri ile ise devam boyutu
arasinda ise negatif yonde orta diizey manidar bir iliski bulunmustur. Her iki 6lgegin alt boyutlar
arasindaki iliskiye bakildiginda da manidarlik gosteren iliskiler tespit edilmistir. Gergeklestirilen
regresyon analizi ise ise bakis boyutuna ait varyansin %40’ini, ise devam boyutuna ait varyansin ise
%24’ ini aciklayan yetki devrinin ise angaje olmanin anlamli bir yordayicisi oldugunu géstermistir.

Anahtar Kelimeler: Yetki devri, ise angaje olma, ilkokul, ortaokul, 6gretmenler.

1 Bu calisma, Recep Tayyip Erdogan Universitesi Lisanstistii Egitim Enstittstinde danismanhgini Dr. Ogr. Uyesi Gokhan
KAHVECI’nin yaptig ve Hizir SEFERINOGLU’na ait olan yayimlanmamis yiiksek lisans tezinden tiretilmistir.
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GiRiS

Medeniyetin blylk bir b6limiinde karsilasilan ve bu anlamda yeni oldugunu séylenemeyecek olan yetki kavrami,
guntmuzdeki anlamina “Sanayi Devrimi” ile birlikte kavusmustur. Karmasik yapidaki bicimsel organizasyonlarin
kurulmasina neden olan Sanayi Devrimi, is bolimine ve is birligine duyulan gereksinimi artirmistir. Ancak
organizasyonlardaki is birligi icerisinde ¢alisma istegi bu durumun tersine olacak sekilde azalma géstermis ve
neticesinde ig birligini saglayabilmek icin glinimuzdeki anlamiyla yetki kavrami dogmustur. Organizasyonlarin
amaglarinin gergeklesmesi icin 6nemli olan, is birliginin 6n kosulu haline gelen yetki kavrami, sinirli kaynaklarin

gercekgi bir sekilde kullanilmasi icin 6nemli gorilmektedir (Fisek, 2010).

Glinimuzde degisime ugrayan yonetim anlayisi ile birlikte literatlirde pozitif orgiitsel davranislar icerisindeki
kavramlara daha sik yer verilmeye baslanmistir. Bu anlamda, yénetim biliminde muhtevasinda negatiflik tasiyan
kavramlarin incelenmesi yerine pozitif davranislarla ilgili kavramlar giindeme alinmaya baslanmistir. ilk olarak
Freudenberger’in (1974) tanimladigi tikenmislik kavraminin pozitif anlamdaki karsiti olarak disiinilen ise angaje
olma kavrami da bunlardan biridir. S6z konusu kavram, tikenmiglik gibi negatif bir 6rgiitsel davranigin karsiti
olarak arastirmacilarin ilgisini cekmistir (Glzel & Uyar, 2019). Hem ulusal hem bireysel hem de 6rgiitsel anlamda
verimliligin artmasini saglayan (Ravikumar, 2013) ise angaje olma kavraminin ilk olarak 1990l yillarin basinda is
diinyasina ait bir kavram olarak ortaya ¢iktigini ileri siiriilmektedir (Schaufeli, 2012). ise angaje olma kavrami ile
ilgili arastirma yapan Schaufeli, kavramin akademik anlamda netlik kazanarak gegerli ve gilivenilir bir 6lgme
aracina ulasilabilmesinin on yila yakin bir calisma gerceklestigini belirtir (Schaufeli, 2012). ise angaje olma
kavraminin gelisimi, bircogu negatif orgitsel davranislar icerisinde gorilen tikenmislik kavrami ile yakindan
ilgilidir. Bazi arastirmacilar tikenmiglik kavraminin ise angaje olma kavrami ile birlikte bir antiteze sahip olarak
genisletildigini disinmektedir (Maslach ve Leither 1997; Schaufeli ve Baker, 2003). Yabanci literatiirde “work
engagement, job engagement” isimleriyle yer alan ise angaje olma kavraminin llkemizde ise gomilme, ise
tutkunluk, ise kapilma, ise adanma, ise ilgi duyma, cezbolma, géniilden ise baglanma, ¢alisma tutkunlugu seklinde
bircok farkli adla calisildigini gériilmektedir (Ardig & Polatgi, 2009; Bal, 2008; Dalay, 2007; Esen, 2011; Oner, 2008;
Turgut, 2011).

Ylzyilimizda, gerek 6zel gerekse kamu kurum ve kuruluslarinda insan iligskilerinden dogan sonuglarin 6rgitsel
basari, devamlilik, rekabet vb. kavramlari dogrudan etkiledigi ve bu anlamda da 6nem kazandigi gérilmektedir.
Bir egitim oOrgltl olan okullar, insan faktoriinlin en iyi sekilde kendini hissettirdigi yerler olarak 6n plana
cikmaktadir. se angaje olmanin érgiitlerin anlamli is giktilari tizerinde etkisi oldugunu ifade eden Harter, Schmidt
ve Hayes (2002) baska arastirmacilar tarafindan da desteklenmistir. Lockwood ve ¢alisma arkadaslari (2007) ise
angaje olmanin orgltsel basarinin anahtari oldugunu, yliksek seviyelerde angaje olma durumunun goérildugi
orgltlerde yetenekli bireylerin yer buldugunu; misteri baglilik diizeyinin, 6rgitsel etkinligin ve paydas kiymetinin
yukseldigini ifade ederek personellerin asgari diizeyde angaje olduklarinda kurumlarin basari ve ekonomik
durumlari agisindan olumsuz etkileneceklerini belirtmislerdir. Dolayisiyla 21. yizyilda 6zel okullarin siirekli

gelistirilen nitelikli yapilari, imkanlari ve yiiksek performansla calisma zorunlulugu olan 6gretmenleri karsisinda
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varhklarini stirdirmeye ¢alisan devlet okullari ve onun 6gretmenlerinin verimlili§ine dogrudan etki edebilecegi
disindlen ise angaje olma kavrami 6rgltsel arastirmalar agisindan deger kazanmaktadir. Nitekim Kahn’in (1990)
bireyin kendini isine vermesi, isine fiziksel, bilissel ve duyussal olarak baglanmasi durumu olarak tanimladigi ise
angaje olma, 6rgut icerisindeki islerde bireyin ylksek verimlilikte galismasini ifade etmektedir. Attridge (2009) ise
ise angaje olma halinin tanimlayici unsurlari olarak g¢alisanin isine yonelik olumlu duygular beslemesi, isine
anlamhlik atfetmesi, isle ilgili 6devlerini idare edebilecegine inanmasi ve isiyle ilgili gelecege umutla bakmasi
durumlarini siralamaktadir. Calisanlarin basarili, enerji dolu, fiziksel ve ruhsal agidan verimli olma halini ifade
eden ise angaje olmanin bazi olumsuz sonuglarindan da bahsedilmektedir. ise angaje olmus calisanlarda, aile,
arkadas ve is cevresi arasinda kalma, saglik sikayetlerinde artma gibi birtakim olumsuz durumlarin gérilebildigi
ifade edilmistir (Bakker, Albrecht ve Leither, 2011; Demerouti, Bakker, Nachreiner ve Schaufeli 2001). Bu
sebeple, ise angaje olmanin olumlu ve olumsuz sonuglari géz 6niinde bulundurularak bireyi stratejik bir bicimde
ise angaje hale getirebilecek degiskenlerin arastiriimasina karar verilmis ve ise angaje olmanin lzerinde etkisi

olabilecegi distinilen kavramlara odaklaniimistir.

Literatiirde, ise angaje olma Uzerinde etkisi olabilecek farkh faktorlerin incelendigi ¢alismalar gorilmistir.
Ornegin bireysel kaynaklarin ve psikolojik sermayenin ise angaje olma iizerinde etkili olduguna iligkin ¢alismalar
s6z konusudur (Luthans, Avey ve Avolio, 2007). Benzer sekilde Xanthopoulou, Bakker, Demerouti ve Schaufeli
(2007) oz-yeterlilik, kendine gliven ve optimizm kavramlarinin ise angaje olmanin énemli yordayicilari olduklarini
ortaya koymuslardir. Calisanlarin is arkadaglarinin desteklerini hissetmeleri, performanslarina iliskin yonetim
kadrosundan bildirim almalari, 6zerklik ve 6grenme firsatlarinin sunulmasi gibi is kaynaklarinin da ise angaje olma
diizeyine etkisi oldugunu ortaya koyan c¢alismalar vardir (Albrecht, 2010; Bakker ve Demerouti, 2008). Bakker,
Hakanen, Demerouti ve Xanthopoulou (2007) da is kaynaklarinin galisanlarin yiksek diuzeyde is talebiyle
karsilastiklari zaman motive edici bir glic olusturdugunu ve ise angaje olma diizeyini olumlu olarak etkiledigini
dgretmenler Gizerinde gerceklestirdikleri calismalariyla ortaya koymuslardir. Bu calismada da ise angaje olmaya

etki eden faktérlerden biri olabilecegi diistinllen yetki devri ele alinmistir.
Yetki Devri

Bir organizasyonu, o6rglitli veya isletmeyi yonetme hakki dncelikle sahiplerine ve kurucularina ait olmaktadir. Bu
hak, hiyerarsi geregi onlardan bas yoneticilik konumundaki kisiye gegmektedir. Organizasyonun tekamul etmesi
sonucu bas yoneticinin zaman ve yeterlilik agisindan tiim islere yetismesi imkansizlasmaktadir. Yénetim ve
denetleme alaninin disina ¢ikmasi anlamina gelecek bu duruma engel olmak igin yonetici, astlarina yetkilerinin
bir kismini (planlama, karar alma, gerceklestirme vb.) devretmektedir (Eren, 1972). Yetkili bireyin yalniz basina
her zaman her isi gerceklestirme konusunda verimli olmasi mimkin gérinmemektedir. Basarili yoneticiler, asti
konumundakilerin yeterli diizeyde yapabilecegi isleri kendisi yapmayarak onlara birakir (Strong, 1981). Bununla
birlikte Gstin islerin gerceklestirilmesi i¢in asta yetkilerini devretmesi durumunda kendi sorumlulugu tzerinden
kalkmis olmamaktir. Yetkiyi devreden kisi, devredilen isin tim sonuglarindan sorumlu tutulmaktadir (Kogel,

2011). Yetki, organizasyonda yonetimsel bir vazife Ustlenebilmenin yolu olmakla birlikte ayni zamanda
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devredilmesi kosuluyla orglitsel kademelerin, ast-lst pozisyonlarinin var olmasina, kisacasi érgutsel iliskileri
belirleyen kavramlarin ortaya ¢ikmasina neden olmaktadir. Yetki devri, bu anlamda orgitin vicut bulmasini
saglamaktadir (Can, 1997). Orgiitiin verimliligini artirarak onu etkili hale getirmenin en saglikl bigimi yetkilerin
¢ogaltilmasi bir baska deyisle devredilmeleri olmaktadir (Lee, 1995). Yetki devri, yénetim faaliyetlerinin dogru
sekilde yirutilebilmesi maksadiyla basvurulan bir yontem olarak degerlendirilmektedir (Sakar, 2013). Yetki
devri, 6rgltteki 6zel bir alanla ilgili olarak kendisine karar alma yetkisi taninmis olan yéneticinin bu yetkisini belirli
kosullar gergevesinde astlarin kullanimina sunmasidir (Keenan, 1996; Kogel, 2011). Baska bir tanima gore ise
ybnetimsel mahiyetteki bir ya da birden fazla gbérev veya sorumlulugun astlara verilmesidir (Wells, 1993).
Yoneticilerin yonetsel vazifeleri geregi Gzerlerinde bulunan “yapma, yaptirma hakkini” astlarina devretmesi
olarak tanimlanabilecek olan yetki devri, astlara faaliyetleri yiritme ve karar verme glicli verilmesini
saglamaktadir (Bolat, 2008). Yetki devri, astlarin gorevlerini ifa ederken belirli bir alanla sinirli olmak tzere
hareketlerini 6zglirlestirmektedir. Ayrica yetki devri, devredilen sorumlulugun anlamsal dayanagini olusturur
(Alpugan, 1998). Yetki devri; kamu yonetiminin ve idare hukukunun yani sira yonetim biliminin de ortak konusu
olarak duslinuldiginde ¢ok alanh igerige sahip bir kavram olarak ele alinmaktadir (Derdiman & Uysal, 2014).
Yetki devri, kaynaklarin etkin kullanimi ve sorumluluk gelistirme konularinda yararli oldugu gibi ayni zamanda
isbolimu, oérgitsel ¢catismalar, amaglar gibi konularda da yardimci olmaktadir (Zeytinoglu, 1974). Yetki devrinin
¢alisanlarin kendilerine duyduklari gliveni olumlu etkileyen egitici bir yoni vardir. Calisanlar ve yoneticiler
bakimindan itimadi ve dogrulugu ifade eder. Yetki devrinin bu agidan da profesyonel diristligiin meydana
ctkmasina ve yeni bir girisimcilik anlayisinin bigimlenmesine katki sunacagi dustnilmektedir (Mullins, 1990).
Karar vermek, digerlerini hareketlendirmek veya orglitsel gayelere erismek maksadiyla belirli isleri ve etkinlikleri
yaptirma gicli olarak ifade edilen yetki kavrami, tim galisanlarin etkili galismasi igin 6rgitsel yapiyi yatay ve dikey
olarak birbirlerine baglamaktadir (Topaloglu & Kog, 2007). Orgiitlerin ydnetim faaliyetlerinin gerceklesmesi icin
planlama, 6rgilitleme, yoneltme, koordinasyon ve kontrol fonksiyonlarinin basarili bir sekilde yirttilmesi gerekli
gorilmektedir. “Orgiitleme” ve “ydneltme” fonksiyonlarinin etkili isletiimesiyse yetki kavramina baghdir.
Orgiitlerin sahip olduklari maddi ve maddi olmayan kaynaklari aktif ve verimli bir sekilde kullanmalari galisanlara
is yaptirabilme durumlariyla yakindan ilgilidir ve ¢alisanlara is yaptirmak yetki olmaksizin olanaksiz gériilmektedir
(Kogel, 2011). Yoneticilerin giderek artan gorev yiklerinin altinda kalmalarini 6nleyip yonetsel islevlerindeki
verimlerini artiran, bu anlamda da pozitif bir durum yarattigi séylenebilecek olan yetki devri, bunlarin yani sira
islerin daha hizli yapilmasini saglamakta ve calisanlarin érgiitlerine olan baglliklarini giiclendirmektedir (Ozdayi,
2001). Yetki devri, yoneticilerin is ve baska orgitsel aktiviteleri yaptirma hakki konusunda baskalarini yetkili
kilmasi durumudur. Astlara ya da baska yoneticilere devredilen yetki, devredenin yetkiden vazgectigi anlamina
gelmez. Yetki, son kertede devredenin lzerindedir. Yetki devri, belli basli vazifelerin ifasi yahut cesitli kararlarin
alinabilmesi amaciyla sireksiz veya sirekli olarak bir baskasina yetki verilmesini icermektedir (Mucuk, 1997).
Gunldmizde isletme yapisina daha ¢ok biiriinen orgitler; rekabetci bir tutum icerisinde avantaj elde etmeye,
kendi biinyesinde verimliligi ve etkinligi artirmaya gayret géstermektedirler. Rekabet avantaji, verimlilik ve
etkinligin saglanabilmesi icin “yetki devrinin gergeklestiriimesi” durumu da kurumsallasma gostergelerinin 6nemli

elemanlari arasinda sayilmaktadir (Karavardar, 2011). Ogrenen 6rgiit, toplam kalite yonetimi, yerel ydnetim,
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yalin yénetim distincesi gibi cagdag yonetim uygulamalariyla ve yontemleriyle ilgili olan kavramlarin etkisiyle
birlikte yetki devrine yonelik bakis agisi da degisme gdstermistir. Yetki devri, glinimizin komplike ve oldukga
hareketli olan diinyasinda var olma savasi veren orgitlerin insan kaynaklarini dogru kullanmasina yardimci
olmaktadir (Blanchard, Carlos & Randolph, 1998). Cagdas yonetim anlayislarinin bir gereklilik olarak gordiikleri
yetki kavrami, yoneticiye dncelikli islerle ugrasmasi igin olanak saglamaktadir (EIma, 2014). Yonetim siirecinin
nirengi noktasinda yer alan etkili karar alma sireci igerisinde, yetkinin devredilip edilmemesi gerektigi, ne zaman,
ne sekilde ve kime devredilecegi gibi 6nemli sorular da yer almaktadir. Bu sorulardan hareketle yetki devri ile ilgili
alinacak kararlar, yonetimin etkililiginde belirleyici olmaktadir (Wells, 1993). Yetki devrinin 6rgitsel verimliligi
arttirmada iyi bir yol oldugu ve hizli karar alma sirecine katkisi nedeniyle orgiitsel dinamizmi yiikselttigi
disinilmektedir. Fakat bu duruma ragmen yoneticilerin yeniliklere agik olmayisi yetki devrinin karsisindaki bir
engel olarak ifade edilmektedir (Bursalioglu, 2002). Yetki devrinin 6grenilebilir bir beceri oldugunu belirten Jenks

ve Kelly (1995), bu beceriyi yoneticilerin gayret gostermeleri halinde 6grenebileceklerini séylemektedirler.

ise Angaje Olma

ise angaje olma, bireyin kendini isine vermesi, isine fiziksel, bilissel ve duyussal olarak baglanmasi durumu olarak
tanimlanmaktadir (Kahn, 1990). ise angaje olma, galisanlarin islerine olan baglliklarinin ve igsel motivasyonlarinin
yuksekligini ifade eder. Bu durum onlarin isleriyle 6zdeslesmelerini ve kendilerini islerine adamalarini
saglamaktadir (Sawang, 2012). Calisanin isini yuritirken hissettigi coskunluk olarak 6zet bir tanimi yapilabilecek
olan ise angaje olma kavrami; galisanlarin isleriyle bitiinlesmelerini, calisma motivasyonlarinin digerlerinden
yuksek olmasini, 6rgitsel amaglara ve gikarlara ulagsmak i¢in daha ¢ok gayret gostermelerini de icermektedir
(Roberts & Davenport, 2002). Kavram (zerine gerceklestirilen arastirmalarda ise angaje olmanin U¢ boyuttan
olustugu vurgulanmaktadir. Bu lg¢ boyut ya da bilesen sirasiyla; ¢alisanlarin islerini yaparken enerjik olmalarini
saglayan fiziksel kaynaklari, ise adanmalarini saglayan duygusal kaynaklari ve ugrastigi ise olan konsantrasyonunu
ifade etmektedir (May, Gilson & Harter, 2004). ise angaje olmayi tek boyutta degerlendiren calismalar (Saks,
2006) olmakla birlikte literatiirde en sik kullanilan ve bu anlamda da kabul gordiigi sdylenebilen boyutlandirma
modeli Schaufeli, Salanova, Gonzales ve Bakker’a (2002) aittir. Bu model dinglik, adanmislik ve benimseme
boyutlarindan olusmaktadir. Dinglik; ¢alisanin yiliksek seviyede eneriji ve zihni agidan dinglik hali igerisinde olmasi
durumunu, gorevini yerine getirmede istekli olmasini ve isini yaparken karsilastigi zorlu kosullarla miicadele etme
azmini ifade etmektedir. Adanmishk; calisanin isine karsi duydugu gurur, ilham, ¢osku ve dnemsenme hislerini
icerir. Benimseme ise galisanin isine yogunlasmasini, iste gegirilen zamanin az oldugunu ve hizli gegctigini
disinmesini iceren boyuttur (Schaufeli vd., 2002). Kisaca, ise angaje olma, galisanin bagl bulundugu 6rgiite ve
meslegine bagliligini, isini yaparken hissettigi memnuniyeti ve coskuyu ifade eder (Ozer, Saygili & Ugurluoglu,

2015).
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Yetki Devri ile ise Angaje Olma Arasindaki iligki

Literatdr incelendiginde yetki devri ve ise angaje olma arasindaki iliskiyi dogrudan inceleyen bir galismaya
rastlanmamistir. Bununla birlikte yurt icinde, 6gretmenlerin yoneticilerine dair yetki devri algilarini gosteren ya
da yoneticilerin yetki devretme diizeylerini yoneticilerin algilari Gzerinden inceleyen g¢alismalar oldugu
gorulmustir. Yiicel (2006) calismasinda ilkdgretim okulu yoneticilerinin yetki kullaniminda ve devrinde yasadiklari
sorunlari incelemistir. Gavuz (2008) ilkgretim okulu yoneticilerinin liderlik stilleri ile yetki devretme diizeyleri
arasindaki iliskiyi inceleyen bir calisma ylrGtmistir. Kogak (2011) 6gretmenlerin yetki devri, otonomi ve hesap
verebilirliklerine iliskin algilarina dair bir calisma gerceklestirmistir. Oztirk’iin (2015) ise ilk ve ortaokul
yoneticilerinin yetki kullanimlarini ve yasadiklari sorunlari inceleyen bir galismasi vardir. Yetki devri ile ilgili yurt
disinda da bir¢ok ¢alisma s6z konusudur. Marks ve Louis (1999) arastirmalarinda 6gretmen yetkilendirilmesi ve
orgltsel 6grenme kapasitesi arasindaki iliskiyi incelemislerdir. Jung ve Sosik (2002) galisma gruplarinda
dénustimcu liderlik: algilanan grup performansi lizerindeki giiglendirme, baghlik ve kollektif etkililigin rolt konulu
bir calisma ylritmislerdir. Bogler ve Somech (2004) ¢alismalarinda 6gretmenlerin yetkilendirilmeleri orgiitsel
bagliliklari, meslege bagliliklari ve orgiitsel vatadasliklari arasindaki iliskiyi incelemislerdir. Zembylas ve
Papanastasiou (2005) Kibrisli 6gretmenlerin is tatmini ile yetkilendirilmeleri arasindaki iliskiyi ele aldiklar
calismalarinda, 6gretmenlerin is tatminlerinin 6gretmenlerin yetkilendirilmeleriyle ilgisi oldugunu bulmuslardir.
Squire-Kelly (2012) 6gretmen yetkilendirilmesi ve 6grenci basarisi arasindaki iliskiyi aciklayan bir calisma
gergeklestirmislerdir. Kimwarey, Chirure ve Omondi (2014) egitimde 6gretmenin yetkilendirilmesi konusunda
stratejilere, kisitlamalara ve Gnerilere yer verilen bir ¢alisma yurtutmdislerdir. Jiang, Li, Wang ve Li (2019)
yurattikleri calismada anaokulu 6gretmenlerinin yetkilendirilme, is tatmini ve orgttsel iklim algilari arasindaki
iliskileri irdelemislerdir. Literatlirdeki s6z konusu galismalar, kavramin ise angaje olma baglaminda 6gretmen
algilarini etkileyebilecek bir alt yapisinin oldugunu ve bilimsel arastirmalar agisindan énemli bir muhtevaya sahip
oldugunu gostermektedir. Bunun yani sira ozellikle ise angaje olma kavramina dair 6gretmenler ile yapilan
¢alismalarin sayisinin azligi da 6nem arz eden bir diger husustur. Bu nedenle bu ¢alismanin ilgili literattre katki
saglayacagl ve egitim orgitlerindeki 6gretmen faktoriniin verimliligini artirma stratejileri gelistirilmesi

noktasinda ilgili arastirmacilara yeni fikirler sunacagi distnulmektedir.

Yukaridaki bilgiler 1siginda bu arastirmanin amaci, Rize ilindeki resmf ilkogretim kurumlarinda gérev yapan okul
yoneticilerinin yetki devri diizeylerinin 6gretmenlerin ise angaje olma davranislari Gzerindeki roliinii incelemektir.

S6z konusu amag dogrultusunda ise asagida ifade edilen sorulara cevap aranmistir:

1. Okul yoneticilerinin yetki devri dizeylerine iliskin 6gretmen algilari ne diizeydedir?

2. Ogretmenlerin ise angaje olma durumlarina ydnelik algilari ne diizeydedir?

3. Okul yoneticilerinin yetki devri diizeylerine iliskin 6gretmen algilari ile 6gretmenlerin ise angaje olma
algilari arasinda anlamli bir iliski var midir?

4. Okul yoneticilerinin yetki devri diizeylerine iliskin 6gretmen algilarinin 6gretmenlerin ise angaje olma

algilar Gzerindeki etkisi ne diizeydedir?
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YONTEM

Arastirma Modeli

Mevcut arastirmada ¢ok sayida elemani bulunan bir evrene iliskin genel birtakim yargilara ulasmak
hedeflediginden genel tarama modellerinden biri olan iliskisel tarama modeli tercih edilmistir. iliskisel
arastirmalar, olgular Gzerinden hareket ederek insanlarin davranislarindaki karmasikhigin aciklanmasina olanak
sunmaktadir. Dolayisiyla birbirini takip eden birtakim davranis bigcimleri ile davraniglarin tanimini yapan
degiskenler arasindaki iliski ortaya konabilmektedir (Fraenkel, Wallen & Hyun, 2015; McMillan & Schumacher,
2014). iliskisel tarama modelleri, en az iki degisken arasinda birlikte bir degisimin var olup olmadigini, varsa

dizeyinin ne oldugunu tespit etmeyi amaglamaktadir (Karasar, 2018).
Evren-Orneklem

Arastirma evreni, 2020-2021 egitim 6gretim yilinda Rize ve ona bagli ilgelerdeki ilkokul ve ortaokullarda gorev
yapmakta olan 6gretmenlerden olusmaktadir. Arastirmada tim bireylerin 6rnekleme katilma firsatlarinin
bulundugu basit seckisiz 6rnekleme yéntemi (simple random sampling) tercih edilmistir. Rize il Milli Egitim
MudurlGgiinden alinan gerekli izinlerin ardindan cevrimici anket doldurma yontemi ile 9 farkli ilgeden 417

katilimciya ulasiimistir.

Arastirmanin 6rneklemini olusturan 6gretmenlerin cinsiyet, yas, egitim durumu, kurumdaki hizmet siresi

degiskenlerine yonelik bilgileri asagida yer almaktadir:

Arastirmaya katilan 6gretmenlerin cinsiyet durumlarina bakildiginda 237’sinin (%59.10) kadin, 164’Gnln
(%40.90) erkek; yas durumlarina bakildiginda 25’inin (%6,23) 25 yas ve alti, 176’sinin (%43,89) 26-35 vyas,
133’Unilin (%33,16) 36-45 yas ve 67’sinin (16,70) 46-55 yas arasinda oldugu gorilmistir. Egitim durumlari
incelendiginde ise 344’Unln (%85,78) lisans, 57’sinin (%14,21) ise lisanslstl dizeyde egitim almis olduklari
anlasiimistir. Son olarak ¢alistiklari kurumda 1-5 yil arasinda 217 (%54,11), 6-10 yil arasinda hizmet siiresi olan

120 (%29,92), 11 yil ve Uizeri bir stiredir hizmet veren 64 (%15,96) 68retmenin oldugu belirlenmistir.

Veri Toplama Araglari

Arastirmaya katilan 6gretmenlerin demografik bilgilerine ulasmak icin “Kisisel ve Mesleki Bilgi Formu”
kullanilmigtir. Okul yoéneticilerinin yetki devri diizeylerinin 6gretmen algilar Gzerinden belirlenmesi i¢cin Gavuz
(2008) tarafindan Tiirkgeye uyarlanan Okul Paydaslari Yetki Devri Olcegi kullaniimistir. Bu 6lgek “Kendi Etkililik,
Stati, Etki, Otonomi, Karar Verme, Mesleki Gelisim” adli 6 boyuta ve 29 maddeye sahiptir. “1-Hi¢bir zaman, 2-
Nadiren, 3- Genellikle, 4- Cogu zaman, 5- Her zaman” bigiminde puanlanan besli likert tarzi derecelendirmeyle
olusturulan élgegin arastirmanin konusuna hakim 4 akademisyen tarafindan Tiirkgeye gevirisi yapiimistir. Olcegin
cevirisinin dil esdegerligi belirlemek icin 12 farkh egitim kurumundan 27 ingilizce 6gretmenine ulasilarak 6lcegin

ingilizce ve Tiirkceye cevrilmis hali katiimcilara uygulanmistir. Anketlerin karsilastiriimasinda Wilcoxon testinden
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istifade edilerek anlamli farklilik gésteren 12. madde 6lcekten cikartiimistir. Olgegin giivenirlik analizi sonuglar
yapilmis, neticesinde diisiik korelasyon degerleri gésteren 13 ve 19. maddeler de dlgekten gikartiimistir. Olgegin
yapi gegerliligine agimlayici faktér analizi (AFA) uygulanmasiyla bakilmistir. Analizin sonucunda 1, 2, 7, 11, 17 ve
25. Maddelerin &lgekten gikarilmasina karar verilmis, 6lgegin orijinalinde oldugu gibi 6 boyutta toplandig
gorilmistir. Olgegin alt boyutlarina iliskin Cronbach alfa katsayilarinin yeterli diizeyde oldugu anlasilmistir. Yine
testin genel i¢ tutarliigina iliskin Cronbach alfa degerinin de 0,94 olarak bulundugu ve glvenirligin yeterli

goraldugi belirtilmistir.

Ogretmenlerin ise angaje olma diizeylerini belirleyebilmek icin, Schaufeli’nin (2001) gelistirdigi ve Kése (2015)
tarafindan Tiirkgeye uyarlanmis olan “ise Angaje Olma Olgegi” kullanilmistir. Arastirmacinin 6lgme araci uyarlama
sirecinin standart uygulamalarina riayet edildigi gérilmektedir. Besli likert tipi olarak diistiniilen 6lgme aracinda,
katilimcilarin maddelere katilma durumlarina iliskin derecelendirme iceren bes kategori yer almaktadir. Maddeye
kesinlikle katilmama durumunu belirten kategoriden baslanarak 1’den 5’e kadar olacak sekilde bir puanlama
sistemi olusturulmustur. Olgme aracinin giivenilirligini test etmek amaciyla arastirmada etiit calismasi da
yapilmistir. Bu etiit, 6lcek madde sayisinin iki kati olacak sekilde tasarlanmis ve 150 katilimciyla denenmistir.
Katilimcilardan gelen ve dogru cevaplandinildigi anlasilan dlgekler degerlendirilmistir. Olgme aracinda bazi
maddelerin (13, 16 ve 17.) olumsuz madde seklinde kodlandig ifade edilmis ve givenirlik testlerinde SPSS
programi kullanildigi belirtilmistir. Arastirma neticesinde, 6lgme aracinin Cronbach Alpha degeri 0,94 ciktig

gorilmistir. Olgeklerin kullanimi igin adi gegen arastirmacilardan e-posta yoluyla gerekli izinler alinmustir.
Giivenirlik ve Gegerlik Analizleri

Arastirma olgeklerinin gecerlik dizeyinin tespiti icin Cronbach Alpha i¢ tutarhlik katsayilarinin hesaplanmasi
yoluyla giivenirlik analizi yapilmistir. Bu islemden dnce test edilerek dogrulanmasi gereken 6rneklem biyakIGga,

kayip degerler, normal dagilim gibi varsayimlar incelenmistir.

Delice ve Ergene (2015) olceklerin amaglariyla uyumlu ve yeterli miktarda kisiye uygulanmasi gerektigini; bu
nedenle de degiskenlerin temsilinde, gelistirme ya da uyarlama c¢alismalarinda 6lgegin uygulanacagi grubun
etkisinin ehemmiyet kazandigini sdylemektedirler. Onlara gore 6lgeklerin uygulanacagi birey sayisi, madde
sayisina bagl olarak degismektedir. Buyukoztiirk, Kilic Cakmak, Akglin, Karadeniz ve Demirel'in (2012)
orneklemin blyukligliniin madde sayisinin asgari 5 kati olmasi gerektigine iliskin gorisleri s6z konusudur ve bu
goris genel kabul géren bir yaklasimdir. Arastirmanin 6lgekleri gz 6niinde bulunduruldugunda, “Okul Paydaslari
Yetki Devri Olgegi” 29 madde, “ise Angaje Olma Olgegi” ise 17 maddedir. Dolayisiyla arastirmanin érneklemine
417 kisinin dahil edilmesi 6rneklem buyuklGglne iliskin goruslerin (29x10=290 ve n=401) dogrulandigini

gostermektedir.

Dizin silme yontemi, sonuglar tGzerinde ciddi boyutlarda farklarin gérilmemesi icin 6rneklem biyklGglinin fazla

ve veri kaybinin az oldugu durumlarda o6nerilmektedir (Bayram, 2020). Bu yontem, eksiksiz bir veri seti
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olusturmakta ve s6z konusu veri seti Uzerinden istatistiksel islemleri mimkiin kilmaktir (Isikoglu, 2017). Bu
bilgilerden dolayi arastirmadaki verilerin analizine gegilmeden 6nce dizin silme yontemiyle 16 kayip deger veri

setinden gikartiimistir. Dolayisiyla 401 katilimcinin verileri Gzerinden analiz islemine gecilmistir.

Okul Paydaslar Yetki Devri Olceginin genel toplaminin ve kendi etkililik, statii, etki, otonomi, karar verme ve
mesleki gelisim boyutlarinin Cronbach Alpha i¢ tutarlihik katsayilarina dair hesaplama sonuglari Tablo 1'de

gosterilmistir.

Tablo 1. Okul Paydaslari Yetki Devri Olceginin Toplamina ve Boyutlarina iliskin Hesaplanan Giivenirlik Katsayilari

Okul Paydaslan Yetki Devri Olgegi Madde Sayisi Cronbach’s Alpha
Kendi Etkililik 8 0.77
Statii 7 0.87
Etki 5 0.87
Otonomi 4 0.75
Karar Verme 3 0.72
Mesleki Geligim 2 0.86
Toplam 29 0.94

Tablo 1’deki Cronbach Alpha i¢ tutarlilik testi sonuglari boyutlar izerinden incelendiginde kendi etkililik (a=.77),
statli (a=.87), etki (0=.87), otonomi (a=.75), karar verme boyutu (a=.72) ve Mesleki Gelisim (a=.86) olarak
hesaplandigi goriilmektedir. Olgegin toplamina dair Cronbach Alpha i¢ tutarliik degerleri ise (a=.94) olarak
belirlenmistir. Ayrica Gavuz’a (2008) ait 6lgegin degerleri de (a=.94)’tlir. Sonuglar 6lgegin glvenirlik diizeyinin

yuksek oldugunu gostermektedir.

ise Angaje Olma Olgeginin genel toplami ile ise bakis ve ise devam boyutlarinin Cronbach Alpha i¢ tutarlihk

katsayilarina dair hesaplama sonuglari Tablo 2’de sunulmustur.

Tablo 2. ise Angaje Olma Olgeginin Toplamina ve Boyutlarina Yonelik Hesaplanan Giivenirlik Katsayilari

ise Angaje Olma Olgegi Madde Sayis! Cronbach’s Alpha
ise Bakis 14 0.95
ise Devam 3 0.61
Toplam 17 0.94

Tablo 2’de yer verilen Cronbach Alpha i¢ tutarlilik katsayilarina iliskin testin sonuglari incelendiginde ise Bakis’in
(a=.95) ve ise Devam’in (a=.61) olarak hesaplandigi gériilmektedir. Olgegin toplamina dair Cronbach Alpha i¢
tutarhhk degerleri (a=.94) olarak belirlenmistir. Ayrica Kése’ye (2015) ait olcegin degerleri de (a=.94)tir.

Sonuglar 6lgegin glivenirlik dlizeyinin yliksek oldugunu géstermektedir.

Verilerin Toplanmasi ve Analizi

Arastirma, Recep Tayyip Erdogan Universitesi Sosyal ve Beseri Bilimler Etik Kurulunun 18.08.2020 tarihli ve
2020/80 no'lu toplantisinda etik agidan uygun bulunmustur. Ardindan Rize il Milli Egitim MudirlGginin

10.09.2020 tarihli ve 12471793 sayih olurlari ile birlikte veriler toplanmaya baslanmistir. Diinya genelinde ve
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Tirkiye’de yasanan “Covid-19 pandemi sireci” nedeniyle anketler, 0Ogretmenlerin ¢evrimici olarak
yanitlayabilecegi formata donustirilmiistiir. Ogretmenlere Okul Mdiddrleri araciligiyla yine cevrimici
platformlardan ulasiimis olup génulllliik esasiyla anketi doldurmalari saglanmistir. Arastirmanin sonucunda elde
edilen veriler SPSS 23.0 paket programi kullanilarak analiz islemine tabi tutulmustur. Arastirma 6rnekleminin
ozellikleri, Kisisel ve Mesleki Bilgi Formu araciligiyla toplanan degiskenlerin frekans ve yiizde degerlerinin
hesaplanmasi sonucunda ortaya konulmustur. Carpiklk ve basikhk degerleri -1.5 ile +1.5 oldugu zaman normal
dagihm oldugu kabul edilmektedir (Tabachnick and Fidell, 2013). Dolayisiyla ¢arpiklik ve basiklik degerlerinden
hareketle verilerin normal dagilim gosterdigi anlagiimaktadir. Bu asamadan sonra okul yéneticilerinin yetki devri
diizeylerine yonelik 6gretmen algilari ile 6gretmenlerin ise angaje olma dizeyleri arasindaki iliskinin ortaya
konmasi maksadiyla korelasyon; yetki devri diizeyi algisinin ise angaje olma davranisi Uzerindeki roliniin

anlasilmasi maksadiyla da basit dogrusal regresyon analizi uygulanmistir.
BULGULAR

Bu bolimde, oncelikle 6gretmenlerin yetki devri ve ise angaje olma sireglerine dair algilarina, ardindan so6z
konusu kavramlar arasindaki korelasyona ve son olarak yetki devri kavraminin ise angaje olma kavrami Gzerindeki

etkisini ortaya koyan regresyon analizi sonucuna yer verilmistir.

Ogretmenlerin okul yéneticilerinin yetki devri diizeylerine iliskin algilari Tablo 3’te sunulmustur:

Tablo 3. Okul Yéneticilerinin Yetki Devri Diizeylerine iliskin Ogretmen Algilar

Yetki Devri N X SS Diizeyler
Kendi Etkililik 401 4.37 .46 Genellikle
Stati 401 4.25 .53 Genellikle

Etki 401 3.99 .64 Bazen
Otonomi 401 4.45 .54 Genellikle

Karar Verme 401 3.87 74 Bazen
Mesleki Gelisim 401 4.22 74 Genellikle
Yetki Devri Toplam 401 4.19 A7 Genellikle

Tablo 3’te 6gretmenlerin okul yoneticilerinin yetki devri dizeylerine yonelik algilari Kendi Etkililik boyutu igin
X=4.37, Statli boyutu icin X=4.25, Etki boyutu icin X=3.99, Otonomi boyutu icin X=4.45, Karar Verme boyutu icin
X=3.87, Mesleki Gelisim boyutu i¢in X=4.22 seklinde oldugu ve 6gretmen algilarinin en yiiksek Otonomi, en dusik
Karar Verme boyutlarinda gerceklestigi anlasilmaktadir. Ogretmenlerin yetki devrine dair genel algilari ise X=4.19

yani “Genellikle” diizeyindedir.

Ogretmenlerin ise angaje olma diizeylerine iliskin algilari Tablo 4’te sunulmustur:

Tablo 4. Ogretmenlerin ise Angaje Olma Diizeylerine iliskin Algilari

ise Angaje Olma N X SS Diizeyler
ise Bakis 401 4.36 .57 Katilyorum
ise Devam 401 1.57 .63 Kesinlikle

Katilmiyorum
Tablo 4’te 6gretmenlerin 6gretmenlerin ise angaje olma diizeylerine yonelik algilari ise Bakis X=4.36 ve ise Devam

boyutlari icin X=1.57 seklinde oldugu ve &gretmen algilarinin en yiiksek ise Bakis boyutunda gerceklestigi

anlasiimaktadir.
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Ogretmenlerin okul yéneticilerinin yetki devretme diizeylerine yénelik algilari ile kendi ise angaje olma
diizeylerine dair algilari arasindaki iliskiyi belirlemek maksadiyla uygulanan korelasyon analizi sonuglari Tablo 5’'te

sunulmustur.

Tablo 5. Yetki Devri ile ise Angaje Olmanin Boyutlari Arasindaki iligki

X~ o =
= - € — s wn £
= £ < = E 3 € ] ©
& % = ¢ £ 2z 385 3 §
5 &a w S g s e =3 o
c o — (G} o - un g‘
] ] > —
M 3
Kendi Etkililik 1
Statii ,700™ 1
Etki ,583" 635" 1
Otonomi ,613 629"  ,615™ 1
Karar Verme ,413** 520" 589" 556" 1
Mesleki Gelisim 440" 436,457 403" 455 1
Yetki Devri Toplam ,762 812" 827 795 780" 710" 1
ise Bakig ,586™ 569" ,493™  ,574™ 445" 386"  ,638" 1
ise Devam -,442°* 398" -348" 448" 397 299" -491" -587" 1
**p<.01

Kokla, Blyukozturk ve Cokluk’'un (2006) korelasyon istatistiklerini yorumlama konusundaki gorusleri su
sekildedir: 0.00 iliskinin yoklugu anlamina gelirken 0.01-0.29 disiik diizeyli, 0.30-0.70 orta dizeyli, 0.71-0.99
yuksek dizeyli ve 1.00 miikemmel bir iliskiyi ifade etmektedir. Literatirdeki bu bilgi dogrultusunda tablo 5
incelendiginde, yetki devri ile ise Bakis boyutu arasinda pozitif yénde orta diizey manidar bir iliski bulunmustur
[r=.638, p<.01]. Yetki devri ile ise Devam boyutu arasinda ise negatif yonde orta diizey manidar bir iliski oldugu
gorulmektedir [r=-.491, p<.01]. Kendi Etkililik [r=.586, p<.01], Statli [r=.569, p<.01], Etki [r=.493, p<.01], Otonomi
[r=.574, p<.01] Karar Verme [r=.445, p<.01] ve Mesleki Gelisim [r=.386, p<.01] ile pozitif yonli orta dlzey bir iliski
oldugu gorilmektedir. Kendi Etkililik [r=-.442, p<.01], Statli [r=-.398, p<.01], Etki [r=-.348, p<.01], Karar Verme
[r=-.397, p<.01] ve Otonomi [r=-.448, p<.01] boyutlari ile ise Devam boyutu arasinda negatif yénlii orta diizey bir
iliski tespit edilmistir. Ayrica ise Devam boyutunun Mesleki Gelisim [r=-.299, p<.01] boyutuyla negatif yonlii zayif
bir iliskisi oldugu da anlasilimistir.

Yetki devrinin ise angaje olmanin boyutlarindan biri olan “ise bakis” tizerindeki etkisini inceleyebilmek amaciyla

Regresyon Analizi gerceklestirilmis olup sonuglari Tablo 6’da sunulmustur:

Tablo 6. Yetki Devrinin ise Bakis Uzerindeki Etkisine Yonelik Regresyon Analizi Sonuglari

Degisken B Std. Error B T p
Constant 1.105 .198 5.571 .000
Yetki Devri )
Ise Bakis 778 .048 .638 16.530 .000
R=.638 R2=.406 F(1-309=273.231 p=.000
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Tablo 6 incelendiginde regresyon analizi sonuglarina gore, yetki devri ise angaje olmanin ise bakig boyutunu
anlamli bir sekilde yordamaktadir [R=.638, R?=.406, F(1-399)=273.231, p=.000]. Elde edilen bu sonuca gére, yetki

devrinin ise angaje olmanin alt boyutu olan ise bakisa ait toplam varyansin %40’ini agikladigini séyleyebiliriz.

Yetki devrinin ise angaje olmanin boyutlarindan biri olan “ise devam” tizerindeki etkisini inceleyebilmek amaciyla

Regresyon Analizi gergeklestirilmis olup sonuglari Tablo 7’de sunulmustur:

Tablo 7. Yetki Devrinin ise Devam Uzerindeki Etkisine Yénelik Regresyon Analizi Sonuglari

Degisken B Std. Error B T p
Constant 4.345 .248 17.548 .000
Yetki Devri
. -.661 .059 -.491 -11.246 .000
Ise Devam
R=.491 R?=.241 F(1-399=216.476 p=.000

Tablo 7 incelendiginde regresyon analizi sonuglarina gore, yetki devri ise angaje olmanin ise devam boyutunu
anlamli bir sekilde yordamaktadir [R=.491, R?=.241, F(1.399=216.476, p=.000]. Elde edilen bu sonuca gére, yetki

devrinin ise angaje olmanin alt boyutu olan ise devama dair toplam varyansin %24’(in( agikladigini séyleyebiliriz.

TARTISMA ve SONUC

Ogretmenlerin yoneticilerinin yetki devretme diizeylerine iliskin genel algilari “Genellikle” diizeyindedir. Olgegin
alt boyutlarina iliskin algilari degerlendirildiginde ise en yliksek degerin otonomi, en disiik degerin ise karar
verme boyutunda oldugu gorilmustlr. Bu bulgular dogrultusunda, okul yoneticilerinin 6gretmenlere yetki
devrederek onlarin otonom hareket etmeleri konusunda istekli davrandiklari ancak bununla birlikte 6gretmenleri
karar verme siireglerine yeteri kadar dahil etmedikleri ya da destekleyici bir tutum sergilemedikleri sdylenilebilir.
Bu durumun da karar verme yetkisinin yonetimin paylasmak istemedigi bir konu olmasiyla ilgili olabilecegi
diisiinebilir. Literatiire bakildiginda, Ozdayi (2001) egitim ydneticilerinin yetki devri ile kaygi diizeyleri arasindaki
iliskiyi verimlilik agisindan degerlendirilmis olup otonomi ile karar verme boyutlari arasindaki farka isik
tutabilecek bir sonuca ulagsmistir. Calismasinda yoneticilerin gogunlugunun (%67.5) kapasitelerini zorlayan islerde
yetkiyi astlarina devretmeye istekli olduklarini; fakat yariya yakininin (%46) da kendi sorumluluk alanlarini koruma
egiliminde oldugunu tespit etmis ve bu durumu bir celiski olarak degerlendirmistir. Ayrica literatirde
yoneticilerin kendilerinden, yetkiyi devralacak astlarindan ve ydnetsel-organizasyonel birtakim nedenlerden
dolayi yetkilerini devretmede isteksizlik gostermekte olduklari da belirtilmistir (Papatya, 1997). Ast ya da (st
konumundaki bireylerden kaynaklanan veya yasal olma durumuyla ilgili olan engellerden bahsedilmekle birlikte
engellerin en basina Ustin yetki devrine dair tutumunu koyan arastirmacilar s6z konudur (Elma, 2014). Eren
(1981), yonetici bencilliginden bahsederek bu konuya agiklik getirmektedir. Yoneticilerin yetkilerini devrettikleri
takdirde kendilerini onemsiz goérmeleri ve benlikleri acisindan kigillmis hissetmeleri gibi durumlar
yasanmaktadir. Bununla birlikte yoneticilerin isleri en iyi kendilerinin yapacak olmasini distiinmeleri de

gorilebilmektedir. Boyle bir durumda ise yetki devri yonetici nazarinda ihtiyag olmaktan ¢ikarak gereksiz bir
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yonetsel slirece donusmekte ve olanaksiz hale gelmektedir. Yoneticilerin isle ilgili karar verme surecindeki
rutinlerini sirdidrme arzulari, bir isi en iyi kendilerinin yaptigina dair inanglari, yetki devrinin is aktivitelerinde
bosluk yaratacagina dair fikirleri ve kontrolii kaybetme korkulari da yetki devrine gidilmesine engel
olabilmektedir. Ayrica geng yastaki yoneticilerin de sayginlik kazanma istekleri nedeniyle yetkilerini devretmeye
sicak bakmadiklar distnulmektedir (Papatya, 1997). Short ve Greer (1997) Karar verme konusunda,
ogretmenlerin kendi gorlslerinin 6nemsendigine ve alacaklari kararlarin 6nemli bir etki yaratacagina inanmak
zorunda olduklarini belirterek stirecin psikolojik yanina da deginmis olmaktadirlar. Sonug olarak, 6gretmenlerin
okul ve sinif igi birtakim etkinliklerde 6zerk ve 6zgir hareket edebilmesi seklinde yorumlanan otonominin (Mete,
2002) karar verme ile olan yakin iliskisi disildiginde, yoneticilerin yetki devretme konusundaki anlayislarini

degistirmeleri, 6gretmenlerin karar siireglerine katihmlarini artirmalari gerektigi sdylenebilir.

Statli ve Mesleki Gelisim boyutlarina bakildiginda da bulgular, yoneticilerin 6gretmenlere genel olarak yetkilerini
devretmeye istekli olduklarina isaret etmektedir. Okul yoneticilerinin yetki devrine iliskin dizeyleri, stati
boyutunun maddelerine bakilarak su sekilde degerlendirilebilir: Yoneticiler, genel olarak, 6gretmenleri kendi
mesleki sorumluluklari ile ilgili yetkilendirerek isleri yapabilme yetenegine sahip olduklarini hissettirmekte,
onlarin etkili olduklarina iliskin inang gelistirmelerine yardimci olmakta ve onlara profesyonel gibi muamele
etmektedirler. Mesleki Gelisim boyutunun alt maddelerine gore yoneticiler genel olarak 6gretmenlerin mesleki
gelisim kazanmalarinda istekli olduklarini ve onlarin kendi 6grenme siirecini devam ettirmelerini nemsediklerini
hissettirir bir tutum sergilemektedirler. Etki boyutundaki maddeler degerlendirildiginde ise yoneticilerin
O0gretmenlerin tavsiyelerini alarak onlarin yenilikgi fikirler ortaya koymalarinda destekleyici bir tutum sergileme,
farkhihk yaratmalarina imkdn sunma, calisma arkadaslari ve 6grenciler tzerindeki etkilerini arttirma gibi

hususlarda “bazen” denilebilecek dizeyde katki sunduklari anlasiimaktadir.

Ogretmenlerin ise angaje olma davranislari, ise angaje olma &lgeginin alt boyutlari olan ise bakis ve ise devam
boyutlari Gizerinden incelenmistir. ise bakis boyutunda 6gretmenlerin ise angaje olma davranislarina iliskin genel
algilart “katiliyorum” diizeyindeyken ise devam boyutunda “kesinlikle katilmiyorum” diizeyindedir. ise bakis
boyutundaki sonuglara gore 6gretmenler, ise angaje olma davranislarini yiksek diizeyde sergilediklerini
duslinmektedirler. Ancak ise devam boyutunda ise bu sonugla cgeliskili olarak disinilebilecek sekilde
dgretmenlerin disiik diizeyde degerlendirme yaptiklari gériilmektedir. ise devam boyutundaki maddelere gére
O0gretmenler, mesleklerinin herkes tarafindan yapilabilecek bir is oldugunu, islerinden ayrilma konusunda bir
tereddit yasamayacaklarini ve islerinde karsilastiklari sorunlari asmak icin sebat gostermeyeceklerini
duslinmektedirler. Bu durumun o6gretmenlik mesleginin toplumdaki sayginliginin giderek azalmasi, meslegin
disik ekonomik getirisi ve Ogretmenlerin yiksek performanslarina ragmen dogru bir sekilde takdir
edilmemeleriyle ilgili olabilecegi soylenebilir. Literatiirde bu yorumu destekler nitelikte bazi galismalar s6z
konusudur. Eren (2001) bireysel verimliligin ekonomi ile yakindan iliskisine deginmektedir. is gérenlerin siirekli
gelirini devam ettirecek ekonomik korunma ihtiyacina deginen arastirmaci, ekonomik gtivenligin is gorenin

isinden memnun olmasina ve is doyumuna olumlu etki edecegini belirtir. Glinbayi (1999) 6gretmenlerin is
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doyumlarina dair gergeklestirdigi bir ¢calismasinda 6gretmenlerin is doyumlarinin diisiik olmasini onlara yapilan
odemeyi disik bulmalariyla iliskilendirmistir. Ayni calismada 6gretmenlerin is doyumlarini yikseltmek amaciyla
maagslarin ve sosyal yardimlarin iyilestiriimesi gerektigine deginmektedir. Ustiiner (1999) égretmenlerin moral alt
boyutlarini inceledigi calismasinda en diisiik degerin maas boyutunda giktigini ifade eder. Saglam ve Cicek Saglam
(2005) ogretmenlerin kendilerini islerine vermeleri ve verimliliklerini artirmalari amaciyla ilk ¢6ziime
kavusturulacak konunun meslegin maddi agidan cekiciligini artirmak oldugunu vurgularlar. Ayrica ¢alismalarinda
gelismis tlkelerde calisanlarin giidilenmesinde paradan daha etkili olan takdir edilme, sayginlk, gliven, adalet,
katihm gibi faktorlerin olduguna deginirler. Bu durumu ekonomik olarak belli bir doyuma erisen bireyin psiko-
sosyal ihtiyaclarini gidermeye iliskin faktérlere yonelmeleri ile agiklarlar. Tunacan ve Cetin (2009) 6gretmenlerin
is tatminlerine etki eden faktorleri ele aldiklari ¢alismalarinda (cret konusunu da arastirmislardir ve
O0gretmenlerin mesleki kariyerlerinin hicbir ddneminde licretlerinden tatmin olmadiklarini belirtmislerdir. Devlet
okullarinda gorev yapan 6gretmenlerin is doyumlarinin 6zel okullarda galisan 6gretmenlere oranla digik
oldugunu Ucret faktora ile agiklayan ¢calismalar mevcuttur (Tasdan & Tiryaki, 2008). Ayrica 6gretmenlerin genel
is doyum diizeylerini irdeleyen ve Ucret alt boyutunda 6gretmenlerin is doyumsuzlugu yasadiklarini ifade eden
Sahin’in (2013) arastirma sonuglarinin 6rtistigi calismalar gériilmektedir (Crossman & Haris, 2006; Demir, 2001;
Demirel, 2006). Dursun, Dursun Calisan ve Bas (2017) calisanlarin aldiklari Gcrete dair algilarinin orgiitsel
baghliklar tGzerindeki etkisini incelemislerdir. Arastirma sonuglari, lcretin is doyumu Ulzerinde dogrudan bir
etkisinin bulundugunu ortaya koymustur. Bahsi gecen bu ¢alismalar, insanlarin islerine yonelik tutumlarinda
aldiklari Ucretin 6nemine isaret etmektedir. Dolayisiyla 6gretmenlerin ise angaje olma davraniglarini artirma

stratejilerini gelistirirken licret konusu goz ardi edilmemelidir.

Bu arastirmada, okul ydneticilerinin yetki devri diizeylerinin 6gretmenlerin ise angaje olma davraniglari
Uzerindeki etkisine ise angaje olma 0Olgeginin boyutlari Gzerinden bakilmistir. Bulgulara gore yetki devri ise bakis
ve ise devam boyutlarinin anlaml bir yordayicisidir. Yetki devri, ise bakis boyutuna ait toplam varyansin %40’ini,

ise devam boyutuna ait varyansin ise %24’inli agiklayan énemli bir degiskendir.

Arastirmada yetki devri ile ise angaje olma 0Olgeginin birinci boyutu olan ise bakis arasinda orta diizeyde ve pozitif
yonli olan anlamli bir iliski bulunurken 6lgegin ikinci boyutu olan ise devam arasinda negatif yonli ve orta
diizeyde bir iliski bulunmustur. Okul paydaslari yetki devri 6lgeginin alt boyutlari olan kendi etkililik, etki, otonomi
ve karar verme boyutlari ile ise bakis boyutu arasinda orta diizeyde pozitif bir iliski; Mesleki gelisim ile pozitif
yonli ancak zayif bir iliski saptanmistir. Kendi etkililik ve otonomi boyutlari ile ise devam boyutu arasinda negatif
yonli orta diizey bir iliski tespit edilirken statli, etki, karar verme ve mesleki gelisim boyutlari ile negatif yonli ve

zayif bir iliskisi gorilmektedir.

Arastirma sonuglari, yetki devri diizeyinin 6gretmenlerin ise bakislarina olumlu etki ettigini gostermektedir. Bir
baska deyisle 6gretmenlerin okul yoneticileri tarafindan yetkilendirilme algilari arttik¢a ise bakislari da pozitif
yonde artmaktadir. Sonuglardan 6gretmenlerin ise angaje olma algilari degistirilmek istenirken yoneticilerin yetki

devri agisindan oldukga dikkatli hareket etmesi gerektigi de anlasilmaktadir. Nitekim arastirma sonuglarina gére
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yetki devrinin alt boyutlari, 6gretmenlerin ise bakis algisina pozitif etki ederken ise devam boyutuna negatif
yonde etki etmektedir. Yetki devri alt boyutlari ile ise devam alt boyutu arasindaki bu negatif iliskinin varligi ne
kadar celiskili bir sonug gibi gériinse de farkli sebeplere dayandirilabilir. Ornegin ise angaje olmanin olumlu
sonuglari yaninda olumsuz sonuglari oldugundan bahseden galismalar s6z konusudur (Armor & Taylor, 1998;
Bakker vd., 2011; Temel, 2006; Vancouver vd., 2002). Bakker ve digerleri (2011), iskolikligi ise angaje olmanin
olumsuz sonuglarindan biri olarak degerlendirmektedirler. Onlara gore iskolik insanlar, kendilerini islerine
kaptirmalari nedeniyle sagliklarini bozabilirler; aile ve sosyal ¢evresiyle olan iliskilerini aksatabilir ya da kopma
noktasina getirebilirler. iskolik olan bireylerin aile hayatinda bozulmalar nedeniyle bosanma gibi hos olmayan
durumlar yasayabilecekleri ifade edilmektedir. Armor ve Taylor (1998) ise angaje olmanin gercekgi olmayan bir
iyimserlige neden olarak calisanlarin islerine karsi direng gostermelerine neden oldugunu séylemektedirler.
Ogretmenin is yiikiini artiric bir yénii oldugu unutulmamasi gereken yetki devri, 6gretmenlerin ise devam etme
istekliligine olumsuz anlamda da etki edebilir. Bu anlamda ise angaje olarak galisan bir 6gretmenin okul yoneticisi
tarafindan birtakim goérevleri gergeklestirmek lzere yetkilendirilmesi o gorevi basarmak arzusuyla daha fazla
¢alismasina ve dolayisiyla daha ¢ok yorulmasina neden olacagi gibi isi istenen diizeyde basaramayacak olmanin
kaygisiyla da isine devam etme istekliligini diisiirebilir. insanla ilgili sorumlulugu olan mesleklerde yéneticilik
yapanlarda tiikenmislik hissinin daha sik karsilasilan bir durum oldugunu ileri stiren ¢alismalar vardir (Byrne &
Hall, 1989; Ensari & Tuzcuoglu, 1995; Ergin, 1995; Maslach & Zimbardo, 1982; Perlman & Hartman, 1982). ise
angaje olmanin tikenmisligin tam karsiti olduguna deginen arastirmalar oldugu da g6z ardi edilmemelidir (Ardig
& Polatgl, 2009; Uyar & Glizel, 2019). Dolayisi ile nesnesi insan olan okullarda yetkilendirmenin sorumlulugu ciddi
diizeyde arttiran bir durum oldugu, kontrolsiz bir yetkilendirme siirecinin 6gretmeni psikolojik agidan tiiketecegi
gercegi unutulmamalidir. Kisacasi 6gretmenlere yetkilendirme adi altinda kendi uzmanlik alanlari disinda verilen
ve angarya olarak nitelendirilebilecek birtakim vazifelerin onlarin tiikenmiglik hislerini artirarak ise devam etme
algilarina olumsuz etki edebilecegi dusliniilmektedir. Ayrica yetki devrine konu olacak isin dogru ve saglam bir
sekilde tanimlanmamasi, devredilen ise dair amag ya da amaglarin neler oldugunun 6gretmenlere tam olarak izah
edilmemesi, 6§retmenin almis oldugu gorevin siiresini bilmemesi, hangi kaynaklardan yararlanilacagi konusunda
yeterli rehberligin yapilmamasi, bilgi akisinin yeterli olmamasi gibi durumlarin da 6gretmenlerin ise devam
boyutundaki algilarina etki edebilecegi soylenebilir. Dolayisi ile okul yoneticileri yetki devri siirecinde farkh
degiskenleri gbz oniinde bulundurup dengeli bir sekilde hareket etmeli ve 6gretmenin gerek ise bakis gerekse ise

devam algilarini birlikte yiikseltmenin yollarini aramalidir.

Arastirma sonuglari, 6gretmenlerin mesleklerine yonelik bakislari ile o meslegi stirdiirme istekliligindeki farkhlig
gostermesi bakimindan ayri bir 6nem kazanmaktadir. Egitime dair beklentilerin arttigi ve gesitlendigi glinimiz
diinyasinda, egitimin ylriticisi olan 6gretmenlerin islerine angaje bir sekilde ¢alismalarinin saglanmasi icin okul
yoneticileri, 6gretmenlerin ise angaje olma davranislarinin tetikleyicisi olan yetki devri gibi yonetsel degiskenlerin
farkinda olmalidir. Ayni zamanda klasik yonetim anlayislari yerine ¢agdas yonetim anlayislarini benimseyerek

hareket etmelidirler.
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ONERILER

Arastirma

sonuglarinin verilerine dayanilarak uygulayicilara ve arastirmacilara sunulan éneriler su sekildedir:

Arastirma sonuglari, okul yoéneticilerinin yetki devretme algilarinin iyi durumda oldugunu
gostermektedir. Otonomi boyutunda yetkiyi devretmeye daha sicak bakan yoneticilerin karar verme
sireglerinde de 6gretmenleri daha katilimcr kilmalari ve alinan kararlarda etkili olduklarini onlara
hissettirmeleri gerekmektedir.

Okul yoneticilerinin yetki ve sorumlulugun denk olmasina dikkat etmeleri dnemlidir. Okul yoneticileri
O0gretmenlere bir sorumluluk yuklediginde sorumlulugu yerine getirecek kadar da yetki devretmelidir.
Sorumlulugu yetkisinden fazla olan 6gretmenlerin psikolojik anlamda baski altina girecegi, basarisiz
olma kaygisi yasayacagl ve neticesinde ise angaje olma davranislarinin da olumsuz etkilenecegi
soylenebilir. Farkh sekilde yetkinin sorumluluktan fazla olmasi durumunda da goérevlerin kotiye
kullanilmasi durumunun ortaya gikabilecegi unutulmamaldir.

Cagdas yonetim anlayislarinin merkeziyetci olmayan ve uzmanligi 6n plana ¢ikaran yapilari icin yetki
devri olduk¢a 6nemlidir. Ancak yetki devri slirecinin birtakim engelleri vardir. Bu engellerin basinda da
yoneticilerin ve astlarin tutumlari gelmektedir. Dolayisiyla yetkinin devredilmesinde yoneticiden ve
asttan kaynakli engellerin asgari diizeye ¢ekilmesi gerekmektedir. Bunun igin kanun, tlizik, ydnetmelik
gibi hukuksal zeminlerde yeni diizenlemelere gidilebilir.

Arastirma sonuglarina gore, yoneticiler genellikle 6gretmenlere bir profesyonel olduklarini
hissettirerek onlari kendi mesleki sorumluluklariile ilgili islerde yetkilendirmeye sicak bakmaktadirlar.
Ayrica mesleki gelisimleri ile ilgili konularda da 6gretmenlere destek olmaktadirlar. Ancak yine de
o0gretmenlerin yenilikgi fikirler sunmalarinda, ¢alisma arkadaslari ve 6grencileri tzerindeki etkilerini
artirmalarinda yeterince destekleyici bir tutum sergilememektedirler. Bu da 6gretmenlerin ise angaje
olma davranislarini olumsuz etkileyebilir. Dolayisiyla yoneticilerin hosgorili bir yonetim anlayisi
sergileyerek 6gretmenlerin bireysel farkliliklarini gosterebilecegi bir okul iklimi yaratmalari gerektigi
ifade edilebilir.

ise angaje olma 6lgeginin iki boyutu 6zelinde, 6gretmenlerin islerine olan bakislarinin olumlu oldugu
ancak ayni Ogretmenlerin islerine devam etme istekliliginin ise disiuk oldugu goérilmustir.
Ogretmenlerin mesleklerine olan olumlu bakislari o meslegi siirdiirme isteklerini artirmakla
pekistirilmelidir. Bu anlamda 6gretmenlik mesleginin ekonomik getirileri iyilestirilebilir. Ogretmenlerin
toplumdaki sayginligini artirmak icin basili ve gérsel medya platformlarinda olumlu haberlerin 6n plana
cikariimasi saglanabilir. Ogretmenlerin kanun ve ydnetmeliklere aykiri olarak angarya denilebilecek
islerde yetkilendirilmelerinin 6niine gecilmesi; mesleki bilgisinden istifade edilecek konularda ise
yoneticilerin 6gretmenlerle yetkilerini paylasmada istekli olmalari gerekmektedir.

Okul yéneticiligi, Ulkemizde bir meslek olarak gériilmemektedir. Ozel bir egitim almaksizin biiyiik

cogunlukla mevzuat bilgisine dayali bir sinavla okullara yonetici belirlenmektedir. Bu anlamda okul
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yoneticilerinin yonetsel enstrimanlari etkili kullanmalari igin egitime ihtiyaglari oldugu agiktir. Okul
yoneticisi olmak isteyen bir 6gretmenin egitim yonetimine dair bir egitim almasi zorunlu hale
getirilmelidir.

7. Ozel okullarda gérev yapan 6gretmenlerin yetki devri algilari ve ise angaje olmalari arasindaki iligki
devlet okullarinda gorev yapan 6gretmenlerin algilariyla iliskilendirilerek incelenebilir.

8. Yetki devri konusunda 6gretmenlerin yoneticilerine donik algilari ile okul yoneticilerinin kendilerine

doniik algilari karsilastirmali olarak ele alinabilir.

Arastirmanin Sinirhiliklari
Arastirmanin ana ve alt problemleri arastirilirken karsilasilan sinirliliklari su sekildedir:

1. Arastirma, 2020-2021 egitim-6gretim yili ile sinirhdir.

2. Arastirma, 6gretmenlerin 6lgme araglarina verdikleri cevaplarla sinirhdir.

3. Arastirma, evreni temsil etmesi icin Rize ilindeki ilkogretim kurumlarinda goérev yapan 6gretmenlerden
olusan orneklemle sinirhdir.

Etik Metni

Bu makalede dergi yazim kurallarina, yayin ilkelerine, arastirma ve yayin etigi kurallarina, dergi etik kurallarina

uyulmustur. Makale ile ilgili dogabilecek her tiirlt ihlallerde sorumluluk yazarlara aittir.

Yazarlarin Katki Orani Beyani: Bu arastirmada birinci yazar % 60 ikinci yazar %40 oraninda katkida bulunmustur.
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