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Etkisinde Orgiitsel Giivenin Rolii?
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Abstract

The aim of this research is to determine whether organizational trust plays a role in the effect of school admi-
nistrators’ leadership on teachers’ job satisfaction. In the study conducted according to the ex post facto causal
design, data from 2561 teachers working in Sanlurfa province were analyzed. Three structural equation models
based on maximum likelihood estimation have been established to determine the effect of leadership on orga-
nizational trust and job satisfaction and to determine the mediator role of organizational trust. According to the
results of the research, leadership indirectly affects job satisfaction through organizational trust. It has also been
determined that school administrators exhibit adequate levels of leadership, teachers trust their organizations
and have job satisfaction, leadership affects organizational trust at a very high level and organizational trust
affects job satisfaction moderately. In the researches where leadership and job satisfaction are studied, it is
suggested to include organizational trust. For increased job satisfaction of teachers through leadership, teachers
should first trust their organizations.

Keywords: Educational organizations, leadership, mediator variable, effect, structural equation.

Oz

Bu arastirmanin amaci okul yoneticilerinin sergiledikleri liderligin 6gretmenlerin is doyumuna olan etkisinde
oOrgiitsel giivenin araci rol oynayip oynamadigini belirlemektir. Nedensel desene gore yiiriitiilen aragtirmada San-
lurfa ilinde gorev yapan 2561 6gretmenden elde edilen veriler ¢oziimlenmistir. Liderligin orgiitsel giiven ve is
doyumuna olan etkisini ve orgiitsel glivenin araci roliinii belirlemek igin en ¢ok olabilirlik hesaplamasina dayali
ii¢ yapisal esitlik modeli kurulmustur. Arastirma sonucuna gore liderlik is doyumunu 6rgiitsel giiven araciligiyla
dolayl olarak etkilemektedir. Okul yoneticilerinin yeterince liderlik sergiledikleri, 6gretmenlerin orgiitlerine
giivendikleri, 6gretmenlerin islerinde doyum yasadiklari, liderligin orgiitsel giiveni cok yiiksek diizeyde etkiledigi
ve Orgiitsel giivenin i doyumunu orta diizeyde etkiledigi de belirlenmistir. Liderlik ile is doyumunun ele alindigt
arastirmalarda Orgiitsel giivenin de incelenmesi ve liderlik yoluyla 6gretmenlerin is doyumlarinin artirilmast igin
ogretmenlerin orgitlerine duyduklari givenin saglanmasi 6nerilmistir.

Anahtar Kelimeler: Egitim orgiitleri, liderlik, araci degisken, etki, yapisal esitlik.
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Introduction

Leadership

The term leadership has entered the literature especially after the 14th cen-
tury and today it has developed into a concept in which both management and
organizational theorists and practitioners give importance to their effects (Bes-
ha, Amoroso and Negash, 2009). Today, especially the effects of shaping orga-
nizational psychology are being investigated and scientists believe that effective
leadership will contribute positively to every administrative process of the orga-
nization (Masood, Dani, Burns and Backhouse 2006).

Leadership is a concept that can change between institutions or from per-
son to person. Therefore, it is not easy to define and clearly determine the line
of qualifications related to leadership (Bolat and Seymen, 2009). According to
some researchers, leadership is the incitement of people to realize the goals in
the institution (Hallinger, 2005; Onen and Kanaryan, 2015). According to Eryesil
and Iraz (2017), Werner (1993) underlines that leadership can occur with certain
situations, times and conditions. According to the author, the leader should be
able to work with others even under pressure. It does this by sharing its own ex-
periences and/or by identifying people’s abilities.

Hughes, Ginnett and Curphy (1999) state that there must be followers for
the leadership to be mentioned. According to the authors, there should be indi-
viduals who implement and voluntarily make decisions by the leader. They emp-
hasize that leadership is a natural feature. According to them, it is not possible to
have the characteristics of leadership afterwards.

Persons with leadership characteristics are aware of the individual charac-
teristics of both being part of a social group and individuals. In this way, they act
as a bridge between the individual and the society. At the workplace, they succe-
ed in bringing personal goals in line with the objectives of the organization and
create an environment suitable for group work. By this means, it is possible for
people with different desires, characteristics and understanding to work together
and have common goals (Ibicioglu, Ozmen and Tas, 2009).

The most prominent characteristics in leaders is that they are intelligent,
credible, reliable and empathetic. In addition to these characteristics, their con-
ceptual abilities are expected to have high listening and influencing skills. Thanks
to all these, leaders can give direction to people (Bektas, 2016).

To understand leadership in the literature (Alimo-Metcalfe, 2013; Avolio,
Walumbwa and Weber, 2009; Grint, 2011; Leithwood and Jantzi, 2005) it is also
necessary to examine the types that are frequently mentioned. Transformational
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leadership, transactional leadership, charismatic leadership, authentic leaders-
hip and distributed leadership are briefly discussed.

Transformational Leadership

It would not be wrong to define the visionary leadership approach for the
frequently encountered transformational leadership. Individuals with this lea-
dership feature ensure that employees have a personal and mass vision about
how to do their work and take on additional responsibility to compete with them
(Besha, Amoroso and Negash, 2009). It encourages employees who follow them-
selves to reveal their potential and do more than they can. These leaders make
plans and want their teams to be in this plan (Bass and Riggio, 2006; Bolat and
Seymen, 2009).

Transactional Leadership

Transactional leadership forms the basis for a trade-off between the leader
and the audience to achieve a goal. Exchange can take place economically or
psychologically. Here, the leader usually establishes rewarding mechanisms for
his followers and makes them want to receive this award (Bektas, 2016; Pieterse,
Van Knippenberg, Schippers and Stam, 2010).

Charismatic Leadership

Another form of leadership is charismatic leadership. The most important
feature of such leaders is their crisis management skills. They are amazed by
their followers by producing various solutions in moments when everyone is not
solved. The individuals who follow her have confidence that the problems will
always be overcome. However, this situation is controlled by management. Beca-
use the researches show that the people who show charismatic leadership charac-
teristics do not listen in time, put their own rules and transform the organization
according to their own will (Kogel, 2015; Miner, 2015; Winkler, 2010).

Authentic Leadership

Another type of leadership we encounter is authentic leadership. In this lea-
dership, it is seen that the leader focuses on organizational psychology. Authen-
tic leaders present a leadership model that promotes self-awareness, internalized
moral perspective, balanced information processing, relational transparency of
leaders working with followers, and positive ethical climate and positive ethical
climate to enhance positive personal development. They strengthen group work
and communication between departments. The basic desire of such leaders is to
increase the performance of the organization (Korkmaz, 2017; Yukl, 2010).

Distributed Leadership

These leaders are leaders who give their attention to all processes at the
same time and treat the organization as a whole. They believe that cooperati-
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on with all groups within and outside the organization will provide the highest
benefit. By analyzing the needs, demands and expectations of each group, they
construct the optimum process that will please everyone (Adigiizelli, 2016; Har-
ris, 2009). So, they make everyone feel like leaders.

Organizational Trust

The word trust is a very difficult word to describe. While the identification
of common trust with personality structure, it could vary according to culture
and demographic variables. The identification of the various researchers in this
context must be elaborated.

Tokgdz and Seymen emphasize that trust is the basis of dual and multiple
relations. The authors state that trust is the most important determinant of the
relationships between people (Tokgdz and Seymen, 2013). Rompf (2015), on the
other hand, expresses the trust of an individual to express his/her truth and to be
convinced to act accordingly.

Therefore, for the sake of trust, it is possible to comment that people ignore
the risks of being deceived by believing in each other’s sincerity. As it is possible
to talk about the division of labor and common goals, it will not be wrong to say
that this is one of the most important conditions for the organization to continue
its existence. Tagkin and Dilek (2010) state that the environment of trust can be
captured if the individuals are told enough about the common interests. Emplo-
yees should be aware of the need of others to achieve their aspirations and coo-
perate with each other to achieve their common goals (Taskin and Dilek, 2010).

To achieve organizational trust, people must be connected to each other
economically and sociologically. Every individual should be aware that his/her
work and existence are valuable to the organization. In this way, other emplo-
yees will understand the necessity of their work. However, individual behaviors
should not be detrimental to confidence. Therefore, it is possible to say that com-
mon behaviors should be created in order to ensure and maintain organizational
trust (Omarov, 2009).

It is necessary to know that there are people who trust their employees,
managers and the organization in order to talk about full confidence in the or-
ganizational environment. This is especially possible if there is no disruption in
repetitive behaviors and there are solution approaches in emerging problems.
The person decides and trusts by comparing the experiences with the present.
Every individual who is a member of the organization should know what the
others expect from him/herself and they must fulfill it (Tokgdz & Seymen, 2013).

Leadership and Organizational Trust

In the last decade, understanding the relationship between leadership and
organizational trust has begun to gain importance (Wahlstrom and Louis, 2008).
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The fact is that employees do not feel safe in their organizations and cannot
establish an adequate relationship with other individuals (Braun, Peuser, We-
isweiler, and Frey, 2013). For this reason, it is very important to establish a link
between employee and organization and to rely on trust.

Leaders are those who allow employees in the work environment to partici-
pate directly or indirectly in management and production processes. In the event
of a crisis, they take the opinions of the employees about the solution and assist
the management in resolving the problem by offering suggestions accordingly.
Listening to the employees’ ideas and having a contribution to the solution po-
sitively affects the trust in the organization and the management (Adigiizelli,
2016).

Leaders facilitate the emergence of organizational synergy and positive re-
sults in the organization. People who have leadership qualifications answer ques-
tions such as how group work can be carried out in the organization, which peop-
le are suitable for what work, how the employees communicate with each other
and how their personal and collective needs, wishes and expectations are formed.
These people are pioneers for employees. The answers to these questions help
to plan what kind of a management strategy should be followed. It also provides
clear information on how to ensure the motivation of employees to be aware of
their wishes and expectations. Thanks to all these, high performance can be achi-
eved, the organization and the individual can achieve success. Success naturally
brings about trusting the environment and the decisions and plans made in this
environment (Korkmaz, 2017).

Job Satisfaction

Every employee has an attitude about his/her work and workplace, and the
high level of job satisfaction indicates that this attitude is positive. Job satisfacti-
on is a psychological concept and refers to one’s views on himself, his organiza-
tion and how he views his work (Omarov, 2009). Dikmen (1995) states that the
relationship between the expectations of the person and his/her job will result in
job satisfaction. According to the conditions of the job (working conditions, trust
in the workplace, leader, management etc.) or according to the outputs of the
job (salary, premium, job security, such as the chance of promotion) may vary.
Satisfying both types of expectations will increase the level of job satisfaction.

However, it is necessary to underline that personal characteristics affect job
satisfaction closely. The previous experiences of the individual constitute his ex-
pectations. However, the concept of emotional intelligence, demographic cha-
racteristics, responsibilities of the person, self-confidence and many others will
affect his/her feelings and behaviors. At this point, it is important in the work
environment that the employers, decision makers and leaders have an opinion
on these characteristics of the individual and can give them what they expect
individually. The person who thinks s/he is understood will feel that s/he is given

441



Adnan Boyact, Mehmet Fatih Karacabey & Kivang Bozkus

importance, and this will positively affect the workplace, the managers and the
work done (Ardahan, 2012).

Vroom argues that a person’s job satisfaction is directly related to his or her
role in the work environment. The job satisfaction level of the individuals who
think that they are important in the workplace and whose activities are taken
care of by others will be high (Aziri, 2011).

Job satisfaction of people is directly related to what they think about them-
selves and their environment. It is therefore impossible to make a clear definition
of job satisfaction and how to achieve this. However, a general satisfaction envi-
ronment should be created at workplaces. To achieve this, common objectives,
interests, economic conditions and correct managerial processes are required
(Omarov, 2009).

Saari and Judge (2004) stated that happy employees are productive emp-
loyees. The researchers stated that job satisfaction is being happy about the job
being done and being at work. Employees that are happy in the working condi-
tions are related to them, listen to administrators, culture, education status, de-
mographic variables and have indicated that the said factors such as commitment
to work.

Leadership and Job Satisfaction

As stated in the literature, the fact that the individual feels happy in the
workplace affects the job satisfaction level. The person associates the factors
such as the role in the workplace, the freedom to express himself, the attitude of
the administration, the importance of the work and the happiness. Leaders come
into play at this point. Leaders who serve as bridges between people and mana-
gement also give the individual a chance to do the job that is suitable for him/her
and to be successful in this business. In addition, it should be kept in mind that le-
aders and employees are motivated by setting various targets. Achieving the goal
will help to experience the feeling of accomplishment and thus create positive
experiences in the workplace and the work being done (Saari and Judge, 2004).

Leaders are people who show themselves in the workplace, which requests
they have in order to reach a positive opinion about the business, and what the
management can do to meet these demands. For example, employees are com-
fortable in the management of the factors distorting the business environment
will not be able to be aware of every moment. Occupational health and safety
conditions, communication and interaction in the work environment, bringing
together the right people in group work and providing the right people with the
necessary responsibility and decision-making activities affect the attitudes of the
individuals who work towards work and work place. For all these leaders, they
provide information flow between the individual and the management, and in
most cases, they perform these functions alone (Yilmaz and Ceylan, 2011).
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The satisfaction of the employee’s needs because of his work is closely rela-
ted to job satisfaction. The priorities of the individuals are personal. Expectations
are shaped according to personal characteristics and needs. Changing the needs
of the person may change the outcomes expected from work. The same person
may have different expectations from the business environment in different peri-
ods. Here again at this point the leaders enter into the action (Korkmaz, 2017).

The attitude, behavior and change of feelings in the employees can be easily
determined by the leaders and they can help the employee to give it what they
need. For example, individuals can receive advice to ask talking to advance or
hike with the leaders when pulled economic challenges, given by leaders howe-
ver, when motivation drops, and can remember the sense of accomplishment
after a mission that resulted in success (Stone and Leader, 2010). Thus, it can be
said that the leaders are effective in keeping the attitudes of employees working
in variable job satisfaction.

Organizational Trust and Job Satisfaction

The fact that the individual does not trust other people in the work envi-
ronment will prevent him/her from focusing enough on his work. An employee
who does not trust will think that the work environment is not enough for their
personal goals, and this will negatively affect the attitude and satisfaction level of
the work (Taskin and Dilek, 2010).

For organizational trust to exist, employees must have complete confiden-
ce in all processes, management and colleagues. Because organizations are the
shopping centers within themselves. If the expectations of the customers within
the organization are not met, there will be delays in the processes and this will be
reflected on the production of products and services. In addition, as in the case
of external customers, employees who are in the internal customer position in
the organization will lose confidence in both the institution and the people in the
organization. This will inevitably lead to a reluctance to work in time.

Top (2012) examined the employees in a survey conducted by organizatio-
nal trust and job satisfaction relations. It is determined that employees with low
organizational trust level are not satisfied with their work and being in that insti-
tution (Top, 2012). So, it can be said that there is a positive relationship between
job satisfaction and organizational trust.

Organizational trust is the result of a belief that there is justice in the orga-
nization. Employees think that they will achieve the result they deserve and that
their efforts will always be countered. This situation causes them to compete with
them and to overcome their capabilities. The opinion that there is a fair environ-
ment in the business environment may reduce the willingness to quit (Iscan and
Sayin, 2010).
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Leadership, Organizational Trust and Job Satisfaction

Leaders are those who can discover and motivate employees’ abilities and
needs. In the case of effective leadership, employees will be allowed to perform
themselves in the workplace. For example, allowing teachers to use their own
teaching methods in schools will affect the success of both teachers and students.
Teachers will be able to do their jobs more willingly if they are given the chance
to tell them correctly at work, which will have a positive impact on their trust
in the organization, job satisfaction and their commitment to the organization
(Hughes, Ginnett and Curphy, 1999; Hallinger, 2005).

Leaders also lead organizational culture and ethics in the business environ-
ment. Their behavior is inherently exemplary so that the desired behaviors are
taught to employees. Knowing the value given to the ethical rules within the
organization is also effective on the trust of the employee to the organization.
The person begins to know his own rights and can also rely on the decisions of
his friends (Bolat and Seymen, 2009).

Organizational trust must prevail to achieve job satisfaction. In the organi-
zation, one must believe that he will succeed, fulfill his duty and meet his expec-
tations, at which point the leaders get to know him. Leaders are individuals who
help to identify the needs of individuals and help them bring the objectives of the
organization to the same line (Korkmaz, 2017).

Onen and Kanaryan (2015), in their studies examining the effects of lea-
dership on the motivation of employees, realized that people who received emp-
loyment according to their abilities agreed to be a part of the group more qu-
ickly and that their trust in their organization increased. Researchers argue that
individuals with leadership qualities can persuade employees of issues such as
conducting their jobs, achieving goals, thinking that they have talents, and setting
goals for themselves.

The expectations of people in the business environment may change over
time. In this case, trust in the organization and job satisfaction also change. In
this point, an important task falls on the leaders. They help employees to exa-
mine the changing expectations of individuals and to regulate the business envi-
ronment to meet these expectations, and to give employees the right job in the
changing periods (Tas and Onder, 2010).

Research in educational institutions is consistent with research in other fi-
elds. Aydin, Sarier and Uysal (2013) determined that leadership in schools po-
sitively affects teachers’ job satisfaction and organizational commitment. Cema-
loglu and Kiling (2012) determined that leadership positively affects teachers’
perceived organizational trust.
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The Problem

The leader is the one who collects and mobilizes people around the common
goal. Leadership in this process carried out by the leader of the people, affect
their attention to the common purpose (Nourthouse, 2010), and is to encoura-
ge, to mobilize and to be a role model for people (Kouzes and Posner, 2002).
Because of the nature of leadership that focuses on people, it is possible to re-
ach a common goal in organizations composed of human beings as well as many
outputs. These outputs are determined as organizational justice, organizational
commitment, organizational trust, organizational culture, organizational clima-
te, organizational health, organizational citizenship, job satisfaction, innovation,
entrepreneurship, emotional intelligence, motivation, communication skills and
performance (Unal, 2017).

Organizational trust, one of the outcomes of leadership, is closely related
to the attitudes of the leader. Because organizational trust is the belief that the
leader is honest and keeps the promises (Fard, Ghatari and Hasiri, 2010; Mishra
and Morrisey, 1990). There is no need for defense against a person when it is
believed that he will not be harmed by his actions when trust is felt (Curral and
Epstein, 2003). Leader’s ability to influence people, can occur by gaining their
trust. It has been determined that the leadership of school administrators has a
wide impact on organizational trust (Cogaltay, 2014).

In the leadership process, people need to meet their needs before they can
act. Whether the job meets the material and spiritual needs of the employees is
expressed with satisfaction (Cogaltay, 2014; Giiney, 2011). Therefore, leadership
has a relationship with job satisfaction.

It can be said that the leader must meet their needs to attract people’s trust
and to mobilize them. However, there are researches that organizational trust
affects job satisfaction (Lee, Song, Lee, Lee and Bernhard, 2013; Matzler and
Renzl, 2006; Shockley-Zalabak, Ellis and Winograd, 2000). Here’s organizatio-
nal trust can be concluded with the leadership can play a role of mediator bet-
ween job satisfaction. Therefore, it is not possible to determine whether the link
between leadership and job satisfaction is direct or indirect. Leadership studies
conducted in various organizations abroad attempting to determine the effects
between organizational trust and job satisfaction do exist (Bartram and Casimir,
2007; Braun, Peuser, Weisweiler and Frey, 2013; Dirks and Ferrin, 2002; Liu, Siu
and Shi, 2010; Yang, 2014). But there is no such study in Turkey. If the role of
organizational trust in the effect of school leadership on teachers’ job satisfaction
can be determined, the importance of leadership in schools can be better un-
derstood and leadership can be turned into a more efficient process. It can also
contribute to similar research in the future. The aim of this study is to exhibit the
leadership of school administrators in general without focusing on any leaders-
hip style (Leithwood, Harris and Hopkins, 2008) in association with teachers’ job
satisfaction and to determine the role of organizational trust. In this research,
where leadership, job satisfaction and organizational trust are studied together,
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the whole picture between organizational leadership and organizational outputs
can be presented. The sub-problems identified in this direction are:

1. According to the perceptions of teachers, what is the leadership of the
school administrators?

2. How much do teachers trust their organization?
3. How much satisfaction do teachers get from their jobs?

4. What is the direct impact of leadership on organizational trust and job
satisfaction?

5. Does organizational trust play a full role in the effect of leadership on
job satisfaction?

6. Does organizational trust play a partial role in the effect of leadership
on job satisfaction?

Method

Design

The research was conducted with the causal design referred to as ex post
facto. This design has been chosen because the variables that are subject to the
research cannot be manipulated in the real environment, and this does not make
it possible to reveal the cause-effect relation experimentally (Cohen, Manion
and Morrison, 2007). The effect of leadership, which is an independent variable
according to causal design, on organizational trust and job satisfaction which are
dependent variables are examined. Research data were collected by using sur-
vey method. Surveying can be used in cases where it is aimed to interrogate the
characteristics of a wide audience such as perception, attitude, idea by standardi-
zed means and generalization of the findings (Christensen, Johnson and Turner,
2013). The time period of the data collection is divided into two sections that are
cross-sectional and longitudinal (Fraenkel, Wallen and Hyun, 2012). When the
data is collected in a single time frame and in one time, the cross-sectional sur-
vey is performed, and when the data is collected several times in different time
periods then longitudinal survey is performed. In this research, cross-sectional
survey was performed.

Population and Sample

The research population consists of 25734 teachers working in the city of
Sanlurfa during the 2017-2018 academic year. All teachers were tried to reach
without a sampling. Officials were sent to all schools through the Ministry of Na-
tional Education and teachers were invited to participate in the research. 2561
teachers participated in the study voluntarily. The return rate was calculated as
approximately 10%. Descriptive statistics for the participants are presented in
Table 1.
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Table 1
Descriptive Statistics for Participants

Factor Variable Frequency (f) Percentage (%)
Male 1196 46.70
Gender

Female 1365 53.30

1-3 1499 58.53
4-6 527 20.58

Seniority 7-9 164 6.40
10-12 128 5.00

13 and above 243 9.49

Kindergarten 80 3.12
Primary school 798 31.16

School Type

Secondary school 995 38.85

High school 688 26.86

City 1536 59.97

School Location

Countryside 1025 40.02

Associate 10 0.39

Bachelor 2361 92.19

Education Level

Master 187 7.30

Doctorate 3 0.11

Class teacher 622 24.29

Branch

Branch teacher 1939 75.71

1196 of the participants were male and 1365 were female. In terms of seni-
ority, 1499 participants have 1 to 3 years, 527 participants have 4 to 6 years, 164
participants 7 to 9 years, 128 participants have 10 to 12 years and 243 participants
have 13 years and more experience. 80 of the participants are in kindergarten,
798 in primary school, 995 in secondary school and 688 in high school. According
to the location of the schools, 1536 participants were in the city and 1025 partici-
pants were in the countryside. In terms of education level, 10 of the participants
have associate degrees, 2361 of them have bachelor’s degree, 187’s of master’s
degree and three of them have doctorate degree. 622 of them were class teachers
and 1939 were branch teachers.

Data Collection Instruments

Data were collected with a form. In this form, questions about the demog-
raphic characteristics of participants and leadership scale, organizational trust
scale in schools and Minnesota job satisfaction scale were included.
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Leadership Scale

The scale is developed by researchers. It aims to determine the leadership of
the school administrators according to teacher perceptions. Utilizing employees’
perceptions in determining leadership leads to more consistent results (Atwater
and Yammarino, 1992). There are 10 items in the scale based on 1 = never and
5 = always Likert style. The scale has three sub-dimensions called motivation,
respect and valorization. An example item for motivation subscale reads as “in-
dicates the importance of making an effort to achieve goals”. In respect subsca-
le an item is “ his behavior makes me respect him”. Valorization subscales has
an item reads as “helps me develop in areas where I'm strong”. The literature
for the development of the scale (Alimo-Metcalfe, 2013; Avolio, Walumbwa and
Weber, 2009; Bass and Riggio, 2006; Grint, 2011; Leithwood and Jantzi, 2005;
Yukl, 2010), multifactor leadership scale-MLQ (Bass and Avolio, 1995), leaders-
hip style scale (Akan, Yildirim and Yalgin, 2014), leadership practices scale (Ya-
vuz, 2010), shared leadership scale (Aslan and Agiroglu-Bakir, 2015), servant
leadership scale (Kili¢ and Aydin, 2016 ; Liden, Wayne, Zhao and Henderson,
2008 ), mission and relationship oriented leadership scale (Giray and Giingor,
2015), value-based leadership scale (Baloglu and Bulut, 2017) and four educa-
tional management and scale development experts helped to write 36 items in
the draft form. After two pilot applications to 100 teachers, 14 items which had
not enough item-total correlation (r <0.35) were dropped from the draft form.
During the original application, the data obtained from the sample with the re-
maining 22 items were analyzed using exploratory factor analysis based on the
maximum likelihood estimation. The Kaiser-Meyer-Olkin value calculated for
the suitability of the sample size for the analysis was found to be 0.95 and the
Bartlett test was statistically significant (p <0.001). It is predicted that the num-
ber of sub-dimensions of the scale may be between 2 and 4 when determined by
parallel analysis technique. The criteria for the analysis were that Tucker-Lewis
index (TLI) should be of 0.95 and above, the chi square/degree of freedom sta-
tistics should be less than 3, the root mean square of the error (RMSEA) should
be 0.05 and below, the items should not load in more than one dimension and
at least 3 items should be present in a dimension. According to the criteria 3-di-
mension structure with 10 items had the best compliance (X*df = 2.51, TLI =
0.99, RMSEA = 0.02). Since significant correlations were determined between
the sub-dimensions (r> 0.74, p <0.001), the dispersion of the items to the di-
mensions was provided by the promax oblique rotation technique. Factor loads
of items ranged from 0.57 to 0.88. The Cronbach (1951) alpha reliability coeffi-
cients of the sub-dimensions were o = 0.93, o = 0.90 and o = 0.88 respectively.
Guttman (1945) Lambda 6 reliability coefficients were A, = 0.92, A, = 0.87 and
Ls = 0.86 respectively. Split-half reliability coefficients of Revell beta and Gutt-
man lambda 4 were B = 0.93 and A, = 0.97 (Guttman, 1945; Revell, 1979). The
total variance of the scale was 76%. When three sub-dimensional factor structure
were tested with confirmatory factor analysis based on the maximum likelihood
estimation, index values indicated good fit except for significant and high chi
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square/degree of freedom (X%df = 5.38, p <0.001, AGFI = 0.96, GFI = 0.98,
CFI = 0.99, NFI = 0.99, IFI = 0.99, RFI = 0.98, RMSEA = (.05, SRMR =
0.02). Chi square/degree of freedom is sensitive to the sample size (Bentler and
Bonnet, 1980; Joreskog and Sorbom, 1993) and has low fit discrimination (Kenny
and McCoach, 2003). Thus, other indexes were accepted as criteria and the data
were found to be compatible with the structure (Hooper, Coughlan and Mullen,
2008). The average variance extracted according to the formula of Fornell and
Larcker (1981) were found to be AVE = (.78, AVE = 0.74 and AVE = 0.72
respectively. Because the formula is too rigid, it is accepted that the AVE value
should be of 0.50 and above (Fornell and Larcker, 1981). Factor loads of items
ranged from 0.65 to 0.94.

Organizational Trust Scale in Schools

The scale is developed by Daboval, Comish, Swindle and Gaster (1994),
translated by Kamer (2001) and adapted to schools by Yilmaz (2005). 40 items
in the scale are collected in four dimensions (sensitivity to employees, trust in
the manager, communication environment, openness to innovation). In the sub-
dimension of sensitivity to the employees an example item reads as ”the teachers
of our school feel that they are taken care of themselves”. In the sub-dimension
of trust in the manager an item reads as “the school principal, fulfills the business
principles of the school fairly and objectively”. An item in the communication
environment sub-dimension reads as “communication channels are always open
in this school”. Openness to innovation sub-dimension has an item reads as “the
school principal uses the ideas he receives from me when creating the business
principles“. The items were graded between 1 = no disagreement and 6 = total
agreement Likert type. The validity and reliability of the scale was provided in
previous studies. The reliability coefficients of the sub-dimensions with the data
obtained in this study were oo = 0.92 with o = It was found between 0.98.

Minnesota Job Satisfaction Scale

The scale was developed by Weiss, Dawis, England and Lofquist (1967) and
adapted into Turkish by Baycan (1985). There are 20 items and 2 sub-dimensions
called internal and external satisfaction. Internal satisfaction subscale has an
item reads as “in terms of I have the possibility to work alone” and external sa-
tisfaction subscale has an item reads as “in terms of pay for the work I do”. Items
graded as 1 = not satisfied 5 = very satisfied according to the five-point Likert
type. The validity and reliability of the scale was provided in previous studies.
According to the data obtained in this study, the reliability coefficients of the
sub-dimensions were o = 0.90 and a = 0.88, respectively.

Data Collection

The research data were collected in a form prepared online. The reasons
for preferring online forms to traditional paper and pen forms are due to low
cost, short time required for research, easy access to large masses, elimination
the need for data entry, designing in different ways and providing convenience to
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participants (Fan and Yan, 2010; Selm and Jankowski, 2006). It has been shown
that presenting a data collection tool on the internet does not affect the research
results (Huang, 2006). Therefore, it can be argued that online forms are equi-
valent to paper forms. Ministry of National Education has sent an official letter
which include the address of the form to the schools. Teachers answered the form
when they are appropriate.

Data Analysis

Data were analyzed by structural equation modeling (SEM). SEM is a mul-
tivariate analysis technique that can simultaneously reveal the effects of more
than two variables (Tabachnick and Fidell, 2013). Since the items in the scales
are directly answered by the participants they are the observed variables. The
unobserved variable are the hidden structures which the items form. Leadership,
organizational trust and job satisfaction were analyzed as variables that could not
be observed. In the presentation of the models, only non- observable variables
are included in the figures to increase comprehensibility and gain from the space.
R is used in the analysis of data. R (Ihaka and Gentleman, 1996), is a program-
ming language developed specifically for the statistics area. It is open source and
freely distributed. Since its first release in 1997, it has been widely accepted and
widely used (Field, Miles and Field, 2012). Thanks to R’s programming language,
anyone who wishes can create packet programs to perform certain analyzes (Be-
aujean, 2014). Thus, with the participation of many people, it has a large library
of over 12,500 packages. Therefore, it can be said that humanity has the compe-
tence to do all the statistical analyzes they developed by using R. Exploratory and
confirmatory factor analyzes commonly used in education, structural equation
modeling, meta-analysis, Rasch analysis, multiple linear and hierarchical regres-
sion analysis, time series analysis can be done with R and R can be the solution
to the problem of using separate programs for each analysis. Even commercial
programs such as IBM SPSS take advantage of this power from R via plug-ins.
In this research SEM was done using lavaan (Rosseel, 2012) package. Multiva-
riate normality of data distribution checked by mvn (Korkmaz, Goksiiliik and
Zararsiz, 2014) package. Henze-Zirkler (1990), Mardia (1970, 1974) and Door-
nik-Hansen (2008) tests were statistically significant (p <0.001) indicating that
no multivariate normality. Thus SEM were established with the robust maximum
likelihood estimation as Kline (2012) recommends. Satorra-Bentler (2001, 2010)
correction factor for chi-square scaling was found to be 1.34.
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Findings
Descriptive statistics on leadership, organizational trust and job satisfaction
are presented in Table 2.
Table 2

Descriptive Statistics for Variables

Variable X SD Level
Leadership 3.85 0.91 Frequently (4/5)
Organizational Trust 4.50 1.18 Agree (5/6)
Job Satisfaction 3.73 0.71 Satisfied (4/5)

According to the findings, the leadership of the school administrators perce-
ived by the participants frequently (X = 3.85, SD = 0.91). Participants agree that
there is organizational trust (X = 4.50, SD = 1.18) and have job satisfaction (X =
3.73, SD = 0.71). Therefore, according to the perceptions of the teachers, it can
be said that the school administrators exhibit adequate leadership, the teachers
trust their organizations and have satisfaction in their jobs.

In order to determine the effect of leadership on organizational trust and
job satisfaction, 3 different models were established with SEM. According to
Hooper, Coughlan and Mullen (2008), the fit indices of the models indicated
good fit. Therefore, it can be said that the models are compatible with the data.

First Model

In order to determine the direct effect of leadership on organizational trust
and job satisfaction, it was accepted that a compatible structure was provided
when the compliance indexes of the established model were calculated (X%df =
6.43, p <0.001, AGFI = 0.98, GFI = 0.99, CFI = 0.99, NFI = 0.99, IFI = 0.99,
RFI = 0.99, RMSEA = 0.05, SRMR = 0.01). According to the model, leaders-
hip organizational trust was very high (B = 0.89, p <0.001) and job satisfaction
was statistically significant at middle level (§ = 0.58, p <0.001) (Figure 1).

Leadership

0.89 0.89

Organizationa Job
Trust Satisfaction

Figure 1. Direct effect of leadership on organizational trust and job satisfaction
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Second Model

In order to determine the full mediator role of organizational trust in the
effect of leadership on job satisfaction, it was accepted that compatible structure
was provided when the compliance indexes of the model established (Xdf =
5.84, p <0.001, AGFI = 0.98, GFI = 0.99, CFI = 0.99, NFI = 0.99, IFI = 0.99,
RFI = 0.99, RMSEA = 0.05, SRMR = 0.01). According to the model, the lea-
dership organizational trust is very high (f = 0.89, p <0.001), and organizational
trust affects job satisfaction statistically at the middle level (§ = 0.67, p <0.001)
(Figure 2). The indirect effect of leadership on job satisfaction is moderate ( =

0.59, p <0.001).

0.89

Organizationa 0.67 Job
Trust ’ Satisfaction

Figure 2. Full role of organizational trust in leadership’s effect on
job satisfaction

Third Model

In order to determine the partial mediator role of organizational trust in the
effect of leadership on job satisfaction, it was accepted that a compatible struc-
ture was obtained when the fit indices of the model estimated (X*df = 6.43 , p
<0.001, AGFI = 0.98, GFI = 0.99, CFI = 0.99, NFI = 0.99, IFI = 0.99, RFI =
0.99, RMSEA = 0.05, SRMR = 0.01). According to the model, leadership has a
very high level of organizational trust (f = 0.89, p <0.001), and job satisfaction has
a statistically significant (B = - 0.08, p <0.05) effect on job satisfaction (Figure 3).
Organizational trust affects job satisfaction significantly ( = 0.74, p <0.001).

Leadership

0.89 -0.08

Organizationa 0.74 Job
Trust ’ Satisfaction

Figure 3. Partial tool role of organizational trust on leadership’s job satisfaction
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When the models are considered together, it can be said that organizational
trust plays a full mediator role in the effect of leadership on job satisfaction. Gi-
ven the impact of organizational trust on job satisfaction in model 3, the impact
of organizational trust on job satisfaction was strengthened compared to model 2
and the direct impact of leadership on job satisfaction compared to model 1 was
very weak and negative. Moreover, the most compatible model according to the
compliance indices is the second model in which organizational trust plays a full
mediator role.

Conclusion, Discussion and Suggestions

The results of this study, which was conducted in order to determine the role
of organizational trust in the relationship between the leadership of the scho-
ol administrators and the teachers’ job satisfaction, reached important results.
For example, according to teachers’ perceptions, school administrators exhibi-
ted leadership sufficiently. With this result, the results of previous researches
determined to show leadership of school administrators are consistent (Sentiirk
and Sagnak, 2012; Yilmaz, 2010). Because the democratic leadership of school
administrators (Bozdogan and Sagnak , 2011), transformational leadership (Bu-
lug, 2009, 2010; Cemaloglu, 2007; Korkmaz, 2008; Toremen and Yasan, 2010),
ethical leadership (Giilcan, Kilin¢ and Cepni, 2012; Helvaci, 2010; Turan and
Ebiclioglu, 2002), service-oriented leadership (Cerit, 2007, 2008), cultural lea-
dership (Yoriik and Sagban , 2012), authentic leadership (Keser and Kocabas,
2014) and instructional leadership (Serin ve Bulug, 2012; Sahin, 2011; Unal and
Celik, 2013) were determined to exhibit. The impact of school administrators on
teachers as a leader can have positive results. For example, the organizational
trust of leadership (Arnold, Barling and Kelloway, 2001; Johnson, Shelton, and
Yates, 2012; Joseph and Winston, 2005; Jung and Avolio, 2000), job satisfaction
(Griffith, 2004; Lok and Crawford, 2004; Nguni, Sleegers, and Denessen, 20006)
and organizational commitment (Yiing and Ahmad, 2009) is set to increase. It
is important that this result is based on teachers’ perceptions. Because the rese-
arches in the literature indicate that school administrators perceive themselves
more positively than teachers’ perceptions (Yilmaz & Ceylan, 2011). Consequ-
ently, teachers’ perception of school administrators as leaders is a positive outco-
me. Nevertheless, it may be useful to take measures such as training of managers
in order to show more leadership in schools.

Another result of this research is the determination of teachers’ trust in their
organizations. Other studies have shown that teachers’ organizational trusts are
adequate (Bas and Sentiirk, 2011; Polat and Celep, 2008). It is important for
teachers to trust their organizations in terms of increasing their organizational
commitment (Top, Tarcan, Tekingundiiz and Hikmet, 2013). As a result of the
leadership in schools mentioned in the previous paragraph, trust in teachers’ or-
ganizations also played a role. The identification of other variables that affect or-
ganizational trust of teachers, even their trust may shed light on the applications.
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Teachers are also satisfied with their job satisfaction. Although it was de-
termined in a previous study that teachers had job satisfaction (Yilmaz, 2012), it
could not be determined in some studies (Karakose and Kocabas, 2006; Tasdan
and Tiryaki, 2010). Therefore, it can be claimed that there may be more than one
factor affecting the job satisfaction of teachers. Because of gender in literature
(Bishay, 1996; Giinbay1, 2001), and the school whether private or public school
(Karakose and Kocabas, 2006; Tasdan and Tiryaki, 2010) affects job satisfaction.
In this study, teachers’ satisfaction with their jobs may have been the result of the
leadership in schools as shown in the previous results and the trust of teachers
in their organizations. Adequate level of job satisfaction of teachers may have
positive results in terms of increasing their organizational commitment (Mak and
Sockel, 2001; Top, Tarcan, Tekingiindiiz and Hikmet, 2013). Therefore, factors
that affect job satisfaction should be determined and steps should be taken ac-
cording to these factors in order to increase the job satisfaction of teachers.

According to another study, leadership affects organizational trust at a very
high level. According to this result, it can be said that as the leadership of school
administrators increases, organizational trust of teachers will increase. This may
have played an important role in the nature of leadership because it motivated
teachers to approach them humanly, to empower them, to enable them to feel
valued and to have similar positive effects. Indeed, leadership affects organiza-
tional trust (Arnold, Barling and Kelloway, 2001; Johnson, Shelton and Yates,
2012; Joseph and Winston, 2005; Jung and Avolio, 2000) and loyalty (Top, Tar-
can, Tekingundiiz , and Hikmet, 2013). For this reason, it can be said that school
administrators should exhibit leadership to trust teachers’ organizations. The-
refore, it is necessary to give importance to the practices such as educating the
school administrators to show leadership. In addition, the determination of other
variables affecting organizational trust may increase the confidence of teachers
in their organizations.

Another result is that organizational trust affects job satisfaction modera-
tely. Therefore, it can be said that teachers will have job satisfaction when they
trust their organizations. As a matter of fact, it has been determined that organi-
zational trust provides job satisfaction in other studies (Lee, Song, Lee, Lee and
Bernhard, 2013; Matzler and Renzl , 2006; Shockley- Zalabak , Ellis and Winog-
rad, 2000). In addition, teachers’ trust in organizations to reduce their burnout
may lead to positive results (Caglar, 2011). According to the previous result, it
can be seen that the leadership of the school leadership can be seen as important
because leadership is determined to affect organizational trust very high. In ad-
dition, the determination of other factors that provide organizational trust can
be guided by the steps to be taken to increase and ensure the organizational trust
of teachers.

The most important result of this research is that the leadership indirectly af-
fects the job satisfaction in a moderate level. According to the results leadership
influence job satisfaction through which the latent organizational trust. Therefo-
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re, in studies that did not take organizational trust into consideration, leadership
has been found to affect job satisfaction (Griffith, 2004; Lok and Crawford, 2004;
Nguni, Sleegers and Denessen, 2006), it can be said that the role of organizati-
onal trust in this effect is neglected and leadership is directly influenced by job
satisfaction. Therefore, it can be useful to examine organizational trust in the
researches where leadership and job satisfaction are addressed or to touch on the
mediating role of organizational trust. For example, in the case study conducted
by Appelbaum et al. (2004) in a production facility, they may not have reached
sufficient evidence that leadership did not affect organizational trust and that job
satisfaction was affected by leadership. When it is aimed to increase the job satis-
faction of teachers through leadership, it can be aimed to provide leadership and
the trust of teachers to their organizations. For example, school administrators
can create a school culture and climate where teachers will feel valued. Thus, job
satisfaction can be achieved at the same time by focusing on organizational trust.
Therefore, time and resources can be saved. It has also been found in previous
studies that different variables have been addressed to similar conclusions that
leadership has indirectly influenced job satisfaction through organizational trust
(Bartram and Casimir, 2007; Braun, Peus, Weisweiler, and Frey, 2013; Dirks and
Ferrin, 2002; Liu, Siu, and Shi, 2010; Yang, 2014). Therefore, this result is consis-
tent with the literature.

Research has some limitations. The determined cause-effect relationship
may not be very strong due to the causal pattern adopted in the study. With
the concern of achieving generalizable results, a large group of participants was
reached and experimental studies with small groups failed to reveal a stronger
cause-effect relationship. In future research, it should be empirically proven that
leadership has indirectly affected job satisfaction through organizational trust. In
addition, because the research population is limited to the province of Sanlurfa,
research results may be different in other populations. These limitations can be
overcome by carrying out the similar research across Turkey. Another limitation
is that the results can change over time due to the cross-sectional data obtained
in the research. Longitudinal data can be obtained to determine whether the ca-
use-effect relationship has changed over time. In addition, the data collected in
this study may be influenced by subjectivity because it is based on teachers’ self-
reports. The availability of different data sources and the use of different data
collection techniques such as observation can positively affect the objectivity of
the data. Finally, in this study, the effect of leadership on job satisfaction was
investigated through only the role of organizational trust. It may be advisable to
conduct research to determine if there are other variables involved in this effect.
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Giris
Liderlik

Liderlik terimi 6zellikle 14. yiizyil sonrasinda literatiire girmistir ve giinii-
miizde hem yOnetim ve Orgiit kuramcilarinin hem de uygulamacilarin 6nem ver-
dikleri, etkilerini arastirdiklart bir kavrama dontismistiir (Besha, Amoroso ve
Negash, 2009). Bugiin 6zellikle o6rgiit psikolojisinin sekillendirilmesi tizerindeki
etkileri arastirilmaktadir ve bilim insanlar1 etkin bir liderligin Orgiitiin her yo-
netimsel slirecinde pozitif bir katki saglayacagi goriisiindedirler (Masood, Dani,
Burns ve Backhouse 2006).

Liderlik anlayist kurumlar arasinda ya da kisiden kisiye degisebilen bir kav-
ramdir. Bu nedenle hem tanimlamak hem de liderlige iliskin vasiflarin cizgisini
net olarak belirlemek kolay degildir (Bolat ve Seymen, 2009). Kimi arastirmaci-
lara gore liderlik, kurumdaki amaglarin gerceklesmesi icin insanlarin isteklendi-
rilmesidir (Hallinger, 2005; Onen ve Kanaryan, 2015). Eryesil ve Iraz’in (2017)
aktardigina gore, Werner (1993) liderligin belli durum, zaman ve kosullar ile or-
taya cikabileceginin altini cizmektedir. Yazara gore lider, baski altinda bile diger-
lerine ¢alisma istegi verebilmelidir. Bunu kendi deneyimlerini paylasarak ve/veya
insanlarin yeteneklerini belirleyerek gerceklestirmektedir.

Hughes, Ginnett ve Curphy (1999) liderligin s6z edilebilmesi icin takipgile-
rin olmasi gerektigini belirtmektedirler. Yazarlara gore liderin verdigi kararlari
uygulayan ve gonillii olarak gerceklestiren bireyler olmalidir. Liderligin dogal
bir 6zellik olduguna vurgu yapmaktadirlar. Onlara gore Liderlik 6zelliklerine
sonradan sahip olmak miimkiin degildir.

Liderlik 6zelliklerine sahip olan kisiler hem sosyal bir grubun pargas1 olduk-
larmin hem de kisilerin bireysel 6zelliklerinin farkindadirlar. Bu sayede birey ve
toplum arasinda da bir koprii gorevi gormektedirler. Isyerinde de kisisel hedefle-
ri Orgiitiin hedefleri ile ayni ¢izgiye getirmeyi bagararak grup ¢aligmalarina uygun
bir ortam yaratmaktadirlar. Bu sayede birbirinden farkl istek, 6zellik ve anlayisa
sahip kisilerin bir arada ¢aligmasi ve ortak gayelere sahip olmasi miimkiin olmak-
tadir (ibicioglu, Ozmen ve Tas, 2009).

Liderlerde en belirgin 6zellikler onlarin zeki, inanilir, giivenilir ve empati
yetenegine sahip olmalaridir. Bu 6zelliklerin yani sira kavramsal yeteneklerinin,

dinleme ve etkileme becerilerinin de yiiksek olmasi beklenmektedir. Tiim bunlar
sayesinde liderler insanlara yon verebilmektedirler (Bektas, 2016).

Liderligi anlayabilmek icin alanyazinda (Alimo-Metcalfe, 2013; Avolio, Wa-
lumbwa ve Weber, 2009; Grint, 2011; Leithwood ve Jantzi, 2005) siklikla konu
edilen tiirlerini de incelemek gerekmektedir. Egitim alanyazinindaki arastirma-
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lara en ¢ok konu olan doniisiimcii liderlik, etkilesimci liderlik, karizmatik lider-
lik, otantik liderlik ve dagitilmis liderlik kisaca ele alinmustir.

Déniigiimcii Liderlik

Siklikla karsilagilan doniisiimcii liderlik i¢in vizyoner liderlik anlayisi tanim-
lamasini yapmak yanlis olmayacaktir. Bu liderlik 6zelligine sahip olan bireyler
calisanlarin isi nasil yapacaklar1 konusunda kisisel ve kitlesel bir vizyona sahip
olmalarmi ve ek sorumluluk alarak kendileri ile rekabet icine girmelerini sag-
lamaktadir (Besha, Amoroso ve Negash, 2009). Kendisini takip eden ¢alisanla-
rin kendi potansiyellerini acia ¢ikarmalari ve kendilerinden beklenenden daha
fazlasini yapmalar1 konusunda isteklendirmektedir. Bu liderler gelecege iligskin
planlar yapmakta ve ekiplerinin de bu planda olmasini istemektedirler (Bass ve
Riggio, 2006; Bolat ve Seymen, 2009).

Etkilesimci Liderlik

Etkilesimci liderlik, bir amaca ulagsmak i¢in lider ve izleyiciler arasindaki bir
degis-tokus (aligveris) iligkisine temel tegkil etmektedir. Degis tokus ekonomik
ya da psikolojik acidan gerceklesebilmektedir. Burada lider kendisini izleyenlere
genellikle ddiillendirme mekanizmalar1 kurmakta ve onlarin bu 6diilii almak is-
temesini saglamaktadir (Bektas, 2016; Pieterse, Van Knippenberg, Schippers ve
Stam, 2010).

Karizmatik Liderlik

Baska bir liderlik bi¢imi de karizmatik liderliktir. Bu tiir liderlerin dne ¢ikan
en 6nemli 0zelligi kriz yonetme becerileridir. Herkesin ¢oziimsiiz kaldig1 anlarda
cesitli ¢oziimler tireterek takipgilerini kendilerine hayran birakmaktadirlar. Onu
takip eden bireyler sorunlarin her zaman iistesinden gelinecegine dair bir giiven
duymaktadirlar. Ancak bu durum yonetim tarafindan kontrol altinda tutulmak-
tadir. Zira yapilan arastirmalar karizmatik liderlik 6zellikleri gosteren kisilerin
zaman i¢inde s6z dinlemez, kendi kurallarini koyan ve kendi istegi dogrultusun-
da oOrgiitii doniistiirebilen insanlar oldugunu ortaya koymaktadir (Kogel, 2015;
Miner, 2015; Winkler, 2010).

Otantik Liderlik

Karsilastigimiz bir diger liderlik tiri de otantik liderliktir. Bu liderlik bigi-
minde liderin Orgiit psikolojisine odaklandig1 goriilmektedir. Otantik liderler, 6z
farkindaligy, i¢sellestirilmis ahlaki perspektifi, dengeli bilgi iglemeyi, takipciler-
le calisan liderlerin iligkisel seffafligin1 ve pozitif kisisel gelisimi biiylitmek igin
olumlu psikolojik durum ile pozitif etik ikliminin her ikisini tesvik eden bir lider-
lik modelini 6rgiit icerisinde ortaya koymaktadirlar. Bu kisiler grup calismalari-
n1 ve departmanlar arasindaki iletisimi giiclendirmektedirler. Bu tiir liderlerin
temel istegi organizasyonun performansim arttirmaktir (Korkmaz, 2017; Yukl,
2010).
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Dagitilnug Liderlik

Bu liderler dikkatlerini tiim stireclere ayni anda veren ve Orgiitii bir biitiin
olarak ele alan liderlerdir. Orgiit ic ve disindaki tiim gruplar ile is birligi icinde
olmanin en yiiksek faydayi saglayacagina inanmaktadirlar. Her grubun ihtiyag,
istek ve beklentilerini analiz ederek herkesi memnun edecek optimum siireci
insa ederler (Adigiizelli, 2016; Harris, 2009). Boylece herkesin kendini lider gibi
hissetmesini saglarlar.

Orgiitsel Giiven

Giiven kelimesi, tanimlamasi oldukca zor bir kelimedir. Giivene iligkin ta-
nimlamalarin ortak noktalar1 olmakla beraber kisilik yapisina, gegmis deneyim-
lere, kiiltiire ve demografik ozelliklere gore degiskenlik gosterebilmektedir. Bu
baglamda cesitli arastirmacilarin giivene iliskin tanimlamalarini ele almak gerek-
mektedir.

Tokgdz ve Seymen, giivenin ikili ve ¢oklu iligkinin temeli olduguna vurgu
yapmaktadirlar. Yazarlar insanlar arasindaki iligkilerin en énemli belirleyicisinin
giiven oldugunu belirtmektedirler (Tokgdz ve Seymen, 2013). Rompf (2015) ise
bireyin bir diger bireyin gercekligini ifade etmesi ve buna gore davranmasina
ikna olma durumunun giiveni getirdigini sdylemektedir.

O halde giiven icin insanlarin birbirlerinin samimiyetine inanarak aldatilma
risklerini yok saydiklar1 yorumunu yapmak miimkiindiir. Giiven oldugu takdirde
ig boliimi ve ortak hedeflerden bahsetmek miimkiin olacagindan, orgiitlerde de
bunun saglanmasinin o orgiitiin varligina devam etmesi icin en 6nemli kosullar-
dan biri oldugunu sdylemek de yanlis olmayacaktir. Tagkin ve Dilek (2010) ortak
cikarlarin soz konusu oldugu ortamlarda bunun bireylere yeterince anlatilmasi
halinde giiven ortaminin yakalanabilecegini belirtmektedirler. Calisanlar, kendi
emellerine ulasmak icin digerlerinin cabalarina ihtiya¢ duyduklarini kaniksamali
ve ortak amaclarini gerceklestirmek igin birbirleri ile gliven icinde is birligi yap-
malidirlar (Tagkin ve Dilek, 2010).

Orgiitsel giivenin saglanabilmesi icin insanlarin ekonomik ve sosyolojik aci-
dan birbirlerine bagl olmalar1 gerekmektedir. Her birey tek basina yaptigi isin ve
varliginin orgiit i¢in kiymetli oldugunun bilincinde olmalidir. Bu sayede diger ca-
lisanlar da yaptiklar isin gereklili§ini kavrayacaktirlar. Bununla birlikte bireysel
davraniglar giiveni zedeleyici sekilde olmamalidir. Buradan hareketle orgiitsel
giivenin saglanmasi ve devam etmesi i¢in ortak davraniglarin olusturulmas ge-
rektigini sdylemek mimkiindiir (Omarov, 2009).

Orgiit ortaminda tam bir giivenden bahsetmek icin orada kisilerin is goren-
ler, yoneticiler ve orgiite karsi giiven duyduklarini bilmek gerekmektedir. Bu da
ozellikle tekrarlayan davraniglarda aksama olmamasi ve ortaya ¢ikan sorunlarda
¢oziimcil yaklagimlar oldugunun goriilmesi ile miimkiindiir. Kisi deneyimleri ile
simdiyi kargilagtirarak karar vermekte ve giiven duymaktadir. Orgiitiin {iyesi olan
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her birey digerlerinin kendisinden ne bekledigini bilmeli ve bunu yerine getirme-
lidir (Tokgdz ve Seymen, 2013).

Liderlik ve Orgiitsel Giiven

Son on yillik siiregte liderlik ve orgiitsel giiven arasindaki iliskinin anlagil-
mas1 Oonem kazanmaya baglamistir (Wahlstrom ve Louis, 2008). Calisanlarin 6r-
giitlerinde kendilerini glivende hissetmemesi ve diger bireyler ile yeterli diizeyde
iliski kuramamasi Orgiit igi siireclerin aksamasina olmaktadir (Braun, Peus, Weis-
weiler, ve Frey, 2013). Bu nedenle, ¢calisan ile Orgiit ve calisan ile calisan arasinda
bir bagin kurulmasi ve bu bagin giiven temeline dayandirilmasi ¢cok énemlidir.

Liderler, is ortaminda calisanlarin yonetim ve iiretim siireclerine dogrudan
ya da dolayli olarak katilmalaria olanak veren kisilerdir. Bir kriz s6z konusu
oldugunda, ¢alisanlarin ¢oziime iligkin fikirlerini almakta ve yonetime de buna
uygun sekilde Oneriler sunarak sorunun ¢oziilmesine yardimer olmaktadirlar. Ca-
lisanin fikirlerinin dinlenmesi, ¢6ziimde katkisinin bulunmasi 6rgiite ve yonetime
duydugu giiveni olumlu yonde etkilemektedir (Adigiizelli, 2016).

Liderler orgtitte sinerji ve olumlu Orgiitsel sonuclarin ortaya cikmasini ko-
laylastirmaktadirlar. Liderlik vasfina sahip kisiler, orgiitte nasil grup calismasi
yapilabilecegi, hangi kisilerin hangi islere uygun oldugu, calisanlarin birbirleri
ile iletisim ve etkilesimlerinin nasil sekillendigi ve bireylerin kisisel ve toplu ihti-
yag, istek ve beklentilerinin ne oldugu gibi sorulara yanit vermektedir. Bu kisiler
caliganlar icin Onciidiir. Sorulan bu sorulara verilen yanitlar nasil bir yonetim
stratejisi izlenmesi gerektiginin de planlanmasina yardimcr olmaktadir. Ayrica
caligsanlarin istek ve beklentilerinden haberdar olmak onlarin motivasyonlarinin
nasil saglanacagi konusunda da net bilgiler sunmaktadir. Ttim bunlarin sayesinde
yitksek performans elde edilebilir, Orgiit ve birey basariy1 yakalayabilir. Basari,
icinde bulunulan ortama ve bu ortamda alinan kararlara ve yapilan planlara gii-
venmeyi de dogal olarak beraberinde getirmektedir (Korkmaz, 2017).

Is Doyumu

Her calisanin, yaptigi is ve bulundugu is yeri ile ilgili bir tutumu mevcuttur
ve i doyumunun yiiksekligi bu tutumun pozitif oldugunu ifade etmektedir. Is
doyumu psikolojik bir kavramdir ve kisinin kendisini, Orgiitiinii ve burada yaptig1
isi nasil gordiigiine iliskin gortislerini ifade etmektedir (Omarov, 2009). Dikmen
(1995), kisinin isinden beklentileri ve elde ettikleri arasindaki iligkinin is doyu-
munun sonucunu verecegini belirtmektedir. Kisinin igin sartlarina gore (calisma
kosullari, is yerindeki giiven, lider, ydnetim gibi) veya isin ¢iktilarina gére (maas,
prim, is giivenligi, yitkselme sansi gibi) beklentileri degiskenlik gosterebilmekte-
dir. Her iki beklenti tiiriiniin de tatmin edilmesi, i§ doyum diizeyini arttiracaktir.

Fakat burada kisisel Ozelliklerin de is doyumunu yakindan etkilediginin
altiz1 cizmek gerekmektedir. Bireyin onceki deneyimleri onun beklentilerini
olusturmaktadir. Bununla birlikte duygusal zeka, demografik 6zellikler, kisinin
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sorumluluklari, kendine giiveni ve benzeri pek cok kisilige iliskin kavram, onun
hissettiklerini ve davraniglarini etkileyecektir. Bu noktada ig ortaminda, isveren,
karar verici ve liderlerin bireyin bu 6zelliklerine iliskin fikir sahibi olmasi ve ona
bireysel olarak beklediklerini verebilmesi dnemlidir. Anlagildigini diisiinen kisi,
kendisine 6nem verildigini hissedecektir ve bu durum is yeri, buradaki yoneticiler
ve yapilan ige iligkin bakislar1 olumlu yonde etkileyecektir (Ardahan, 2012).

Vroom, kisinin i§ doyumunun calisma ortamindaki roliine dogrudan bagl
oldugunu savunmaktadir. Is yerinde 6nemli oldugunu diisiinen ve faaliyetleri di-
gerleri tarafindan 6nemsenen bireylerin is doyum diizeylerinin yiiksek olacagina
dikkat cekmektedir (Aziri, 2011).

Kisilerin is doyumu onlarin kendileri ve cevreleri ile ilgili ne distindiikleri ile
dogrudan iliskilidir. Bu nedenle i doyumu ve bunun nasil saglanacagina iliskin
net bir tanimlama yapmak da olanaksizdir. Ancak is yerlerinde genel bir doyum
ortami yaratilmast gerekmektedir. Bunun saglanmasi i¢in ortak hedefler, cikar-
lar, ekonomik kosullar ve dogru yonetimsel siirecler gereklidir (Omarov, 2009).

Saari ve Judge (2004) mutlu calisanlarin verimli ¢calisanlar oldugunu soyle-
miglerdir. Arastirmacilar, i doyumunun yapilan is konusunda ve ig yerinde bu-
lunmaktan dolayr mutlu olma durumu oldugunu ifade etmislerdir. Calisanlar1
mutlu eden kosullara iligkin ise ¢alisma kosullarini, onlar1 dinleyen yoneticileri,
kiiltiird, egitim durumunu, demografik degiskenleri ve ise olan baglilig1 gibi et-
kenlerin s6z konusu olduguna deginmislerdir.

Liderlik ve Is Doyumu

Alanyazinda belirtildigi tizere, bireyin kendisini ig yerinde mutlu hissetmesi
is doyum diizeyini etkilemektedir. Kisi, isyerinde sahip oldugu rol, kendisini ifade
edebilme Ozgiirliigii, yonetimin tutumu, isin 6nemi gibi etkenler ile mutlulugunu
iliskilendirmektedir. Liderler bu noktada devreye girmektedirler. Kisiler ile yone-
tim arasinda koprii gorevi goren liderler, bireye kendisine uygun olan isi yapma ve
bu iste basarili olma sans1 da vermektedirler. Bunun yani sira liderler ile caligan-
larn ¢esitli hedefler belirleyerek motive olduklar1 da unutulmamalidir. Hedefe
ulagma, bagsarma duygusunun tadilmasina ve bu sayede is yeri ve yapilan ise iligkin
olumlu deneyimlerin olugsmasina yardimei olacaktir (Saari ve Judge, 2004).

Liderler, calisanlarin kendilerini is yerlerinde gOstermelerine, is hakkinda
olumlu goriise ulagmak icin hangi isteklerinin bulunduguna ve yonetimin bu is-
tekler kargisinda neler yapabilecegine dair fikir saglayan kisilerdir. Ornegin ga-
lisanlarin is ortaminda rahatin1 bozan etkenlerden yonetimin her an haberdar
olmasi miimkiin olmayacaktir. Is saglig1 ve giivenligine iliskin kosullar, is orta-
mindaki iletisim ve etkilesim, grup calismalarinda dogru kisileri bir araya getirme
ve dogru kisilere gerekli sorumluluk ve karar verme inisiyatifi verme gibi faaliyet-
ler is goren bireylerin is ve is yerine iligkin tutumlarini etkilemektedir. Liderler
tiim bunlar icin birey ve yOnetim arasinda bilgi akis1 saglamakta ve hatta ¢cogu
zaman yOnetimin bu islevlerini tek baslarina yerine getirmektedirler (Yilmaz ve
Ceylan, 2011).
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Calisanin yaptig isin sonucunda elde ettiklerinin ihtiyaclari karsilamasi
is doyumuyla yakindan ilgilidir. Kisilerin oncelikleri bireyseldir. Beklentiler de
kisisel 0zelliklere ve ihtiyaclara gore sekillenmektedir. Kisinin ihtiyaclariin de-
gismesi, isten bekledigi ¢iktilarin da degismesine neden olabilecektir. Ayn1 kisi
farkli donemlerde is ortamindan farkli beklentiler icine girebilmektedir. Iste yine
bu noktada devreye liderler girmektedir (Korkmaz, 2017).

Calisanlardaki tutum, davranis ve duygu degisimi, liderler tarafindan kolay-
likla tespit edilebilmektedir ve o anda calisanin neye ihtiyaci varsa bunun ona
verilmesi konusunda yardimci olabilmektedirler. Ornegin birey ekonomik giicliik
¢ektiginde liderleri ile konusarak avans ya da zam istemek i¢in Oneri alabilmekte,
bununla birlikte motivasyonu distiigiinde lider tarafindan verilen ve basari ile
sonuglanan bir gérev sonrasinda yeniden basarma duygusunu hatirlayabilmek-
tedirler (Tas ve Onder, 2010). Buradan hareketle, liderlerin degisken is doyumu
olusturma unsurlarinda ¢alisanlarin tutumlarini sabit tutma konusunda etkili ol-
dugu soylenebilecektir.

Orgiitsel Giiven ve Is Doyumu

Bireyin is ortaminda diger kisilere kars1 giiven duymamasi, onun igine yete-
rince odaklanmasini engelleyecektir. Giiven duymayan bir ¢alisan o ig ortaminin
kisisel hedefleri icin yeterli olmadig goriisiinde olacak ve bu durum ise iliskin tu-
tum ve doyum diizeyini de olumsuz yonde etkileyecektir (Tagkin ve Dilek, 2010).

Orgiitsel giivenin var olabilmesi i¢in calisanlarin tiim siireclere, yonetime ve
mesai arkadaslarina eksiksiz bir giiven duymasi gerekmektedir. Ciinki orgiitler
kendi iclerinde aligveris yapilan ortamlardir. Orgiit icindeki miisterilerin beklen-
tilerinin karsilanmamasi halinde stireclerde gecikmeler olacak ve bu durum iiriin
ve hizmet liretimine yansiyacaktir. Bununla birlikte tipki dig miisterilerde oldugu
gibi, orgltte ic miisteri konumunda olan ¢alisanlarin da hem kuruma hem de
kurum icindeki insanlara gtiveni yok olacaktir. Bu durum zamanla calisma istek-
sizliginin olugmasina kacinilmaz sekilde neden olacaktir.

Top (2012) tarafindan yapilan bir arastirmada ¢alisanlarin 6rgiitsel giiven ve
is doyumu iligkileri incelenmistir. Orgiitsel giiven diizeyi diisiik olan calisanlarin
yaptiklari isten ve o kurumda olmaktan memnun olmadiklar: belirlenmistir (Top,
2012). O halde orgiitsel giiven ve is doyumu arasinda pozitif yonlii bir iligkinin
oldugu soylenebilir.

Orgiitsel giiven, orgiitte adalet olduguna dair bir inancin sonucudur. Cali-
sanlar hak ettikleri sonuca ulagacaklarini ve cabalarinin mutlaka karsilik bulaca-
g1 diiginmekte ve bunu gormektedirler. Bu durum onlarin kendileri ile rekabet
etmelerine ve yapabileceklerinin iizerine ¢ikmalarina neden olmaktadir. I orta-
minda adil bir ortamin oldugu goriisii, isten ayrilma istegini azaltabilir (Iscan ve
Sayin, 2010).
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Liderlik, Orgiitsel Giiven ve Is Doyumu Iliskisi

Liderler, ¢alisanlarin yeteneklerini ve ihtiyaclarini kesfedebilen ve onlari,
giidiileyen kisilerdir. Etkin bir liderlik s6z konusu oldugunda, calisanlarin da is
yerlerinde kendilerini gerceklestirebilmelerine olanak taninmis olacaktir. Orne-
gin okullarda 6gretmenlerin kendi 6gretme bicimlerini kullanmalarina izin veril-
mesi hem 6gretmen hem de grencilerinin basarilarini etkileyecektir. Ogretmen-
lere kendilerini ig yerinde dogru anlatabilme sansi verilmesi halinde islerini daha
istekli bicimde yapmalar1 miimkiin hale gelecektir ki bu da orgiite olan giivenleri,
is doyumu ve Orgiite baghliklar: iizerinde olumlu yonde bir etkide bulunacaktir
(Hughes, Ginnett ve Curphy, 1999; Hallinger, 2005).

Liderler is ortaminda orgiit kiiltiirii ve etik kurallar konusunda da 6nder-
lik etmektedirler. Bu kisilerin davranislar1 dogal olarak 6rnek olmaktadir ki bu
sayede istenilen davramslar da calisanlara 6gretilmektedir. Orgiit iinde etik ku-
rallara verilen degerin bilinmesi, calisanin 6rgiite duydugu giiven konusunda da
etkilidir. Kisi, kendisinin de haklarin1 bilmeye baglamakta ve arkadaslarinin da
kararlarma giivenebilir hale gelmektedir (Bolat ve Seymen, 2009).

Is doyumunun saglanabilmesi icin orgiitsel giivenin ortama hakim olmasi
sarttir. Orgiitte kisi basaril olacagina, kendisine uygun olan gérevi yerine getirdi-
gine ve beklentilerinin karsilanacagina inanmalidir ve bu noktada liderlerin onu
tanimasi devreye girmektedir. Liderler, kisilerin ihtiyaclarimin tespit edilmesine
ve onlarin hedefleri ile 6rgiitiin hedeflerinin ayni ¢izgiye getirilmesine yardimei
olan bireylerdir (Korkmaz, 2017).

Onen ve Kanaryan (2015) liderligin calisanlarin motivasyonlari iizerindeki
etkilerini inceledikleri caligmalarinda, yeteneklerine gore is verilen kisilerin Or-
giitlerinde grubun bir pargasi olmay1 daha ¢abuk kabul ettiklerini ve orgiitlerine
olan giivenlerinin de yiikseldigini fark etmislerdir. Arastirmacilar liderlik vasifla-
ria sahip bireylerin calisanlari islerini yapma, hedeflere ulagsma, yeteneklerinin
oldugunu diisiinme ve kendilerine hedef koyma gibi konularda ikna etme kabili-
yetlerinin oldugunu ileri stirmektedirler.

Is ortaminda kisilerin beklentileri zaman iginde degisiklik gosterebilmek-
tedir. Bu durumda oOrgiite duyulan giiven ve is doyumu da degismektedir. Bu
noktada liderlerin tizerine 6nemli bir gorev diismektedir. Bireylerin degisen bek-
lentilerini inceleme ve is ortaminin bu beklentilere cevap verecek sekilde diizen-
lenmesi, calisana degisen donemlerde dogru isin verilmesi konusunda liderler
caliganlara yardimci olmaktadirlar (Tag ve Onder, 2010).

Egitim kurumlarinda yapilan arastirmalar, diger alanlardaki arastirmalar-
la tutarlilik gostermektedir. Aydin, Sarier ve Uysal (2013), okullarda liderligin,
ogretmenlerin is doyumu ve orgiitsel bagliligini olumlu yonde etkiledigini belir-
lemiglerdir. Cemaloglu ve Kiling (2012) ise liderligin 6gretmenlerin algiladiklar:
orgiitsel giiveni olumlu etkiledigini saptamislardir.
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Problem Durumu

Lider, insanlar1 ortak amac etrafinda toplayan ve harekete gegiren kisidir.
Liderlik ise liderin yiiriittiigii bu siirecte insanlar1 etkilemesi, dikkatlerini ortak
amaca dogrultmas! (Nourthouse, 2010), cesaretlendirmesi, harekete gecirmesi
ve insanlara rol model olmasidir (Kouzes ve Posner, 2002). Liderligin insana
odaklanan dogasinin sonucunda insanlardan olusan orgiitlerde ortak amaca ula-
silmasinin yaninda bircok ciktiya da ulasilmaktadir. Bu ciktilar Orgiitsel adalet,
orgiitsel baghlik, orgiitsel giiven, Orgiit kiiltiirii, orgiit iklimi, 6rgiit saghgy, orgiit-
sel vatandaglik, is doyumu, yenilikg¢ilik, girisimcilik, duygusal zeka, giidiilenme,
iletisim becerisi ve performans olarak belirlenmistir (Unal, 2017).

Liderligin ¢iktilarindan biri olan orgiitsel giiven liderin tutumlariyla yakin-
dan ilgilidir. Ciinkii 6rgiitsel giiven liderin diiriist ve soziinde duran biri olduguna
dair inangctir (Fard, Ghatari ve Hasiri, 2010; Mishra ve Morrisey, 1990). Bir kisiye
giiven duyuldugunda onun eylemlerinden zarar goriilmeyecegine inanildigindan
ona karst savunma ihtiyact duyulmamaktadir (Curral ve Epstein, 2003). Liderin
insanlari etkileyebilmesi, onlarin glivenini kazanmasiyla gerceklesebilir. Okul yo-
neticilerinin liderliginin Orgiitsel gliveni genis diizeyde etkiledigi belirlenmistir
(Cogaltay, 2014).

Liderlik siirecinde insanlarin harekete gecebilmeleri igin 6nce ihtiyaclarimin
karsilanmasi gerekmektedir. Isin calisanlarin maddi ve manevi ihtiyaclarini kar-
silayip karsilayamamasi is doyumuyla ifade edilir (Cogaltay, 2014; Giiney, 2011).
Dolayisiyla liderligin is doyumuyla bir iliskisi bulunmaktadir.

Liderin insanlar1 etkilemesi icin onlarin giivenini kazanmasi, harekete gegir-
mesi icin de onlarin ihtiyaclarini karsilamasi gerektigi soylenebilir. Fakat orgiitsel
giivenin de is doyumunu etkiledigine iligkin arastirmalar bulunmaktadir (Lee,
Song, Lee, Lee ve Bernhard, 2013; Matzler ve Renzl, 2006; Shockley-Zalabak,
Ellis ve Winograd, 2000). Buradan 6rgiitsel giivenin liderlik ile is doyumu arasin-
da araci rol oynayabilecegi ¢ikarimi yapilabilir. Dolayisiyla liderlik ile is doyumu
arasindaki bagin dogrudan mi1 yoksa dolayli m1 oldugu alanyazindaki ¢ikarimlara
gore belirlenememektedir. Liderlik, orgiitsel giiven ve i doyumu arasindaki et-
kileri belirlemeye calisan yurt disindaki cesitli orgiitlerde yapilan aragtirmalara
erigilmistir (Bartram ve Casimir, 2007; Braun, Peus, Weisweiler ve Frey, 2013;
Dirks ve Ferrin, 2002; Liu, Siu ve Shi, 2010; Yang, 2014). Fakat Tiirkiye’de boyle
bir aragtirma yapilmamustir. Okul yoneticilerinin liderliginin 6gretmenlerin is do-
yumuna etkisinde drgiitsel giivenin rolil belirlenebilirse okullarda liderligin 6ne-
mi daha iyi anlagilabilir ve liderlik daha verimli bir siire¢ haline getirilebilir. Ay-
rica gelecekte yapilacak benzer aragtirmalara katki saglanabilir. Bu aragtirmanin
amaci herhangi bir liderlik tarzina odaklanmadan okul yoneticilerinin genel ola-
rak sergiledikleri liderligin (Leithwood, Harris ve Hopkins, 2008) 6gretmenlerin
is doyumuyla olan iligkisinde orgiitsel glivenin roliini belirlemektir. Liderlik, ig
doyumu ve Orgiitsel giivenin birlikte ele alindig1 bu arastirmayla alanyazinda ek-
sik olan liderlik ile orgiitsel ¢iktilar arasindaki biitiincil resim ortaya konabilir.
Bu dogrultuda belirlenen alt problemler sunlardir:
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1. Ogretmenlerin algilarina gore okul yoneticilerinin liderligi ne diizey-
dedir?
Ogretmenler orgiitlerine ne kadar giivenmektedirler?

3. Ogretmenler islerinden ne kadar doyum almaktadirlar?

Liderligin orgiitsel giiven ve is doyumuna olan dogrudan etkisi ne di-
zeydedir?

5. Liderligin is doyumuna olan etkisinde Orgiitsel giiven tam araci rol oy-
namakta midir?

6. Liderligin is doyumuna olan etkisinde Orgiitsel giiven kismi araci rol
oynamakta midir?

Yontem

Desen

Aragtirma ex post facto olarak anilan nedensel desen ile yuriitilmustir.
Aragtirmaya konu olan degiskenlerin ger¢ek ortamlarinda manipiile edilememe-
leri deneysel olarak neden-sonug iligkisini ortaya ¢ikarmayi olanakli kilmadigi
icin bu desen segilmistir (Cohen, Manion ve Morrison, 2007). Nedensel desene
gore bagimsiz degisken olan liderligin bagiml degiskenler olan orgiitsel giiven
ve is doyumuna etkisi incelenmektedir. Arastirma verileri tarama yontemiyle
toplanmustir. Tarama, genis bir kitlenin algi, tutum, fikir gibi 6zelliklerinin stan-
dartlagtirilmig araglarla sorgulanmasi ve elde edilen bulgularin genellestirilebilir
olmasinin amaglandigi durumlarda kullanilabilmektedir (Christensen, Johnson
ve Turner, 2013). Verilerin toplandigi zaman dilimine gore kesitsel ve boylamsal
olarak ikiye ayrilmaktadir (Fraenkel, Wallen ve Hyun, 2012). Veriler tek bir za-
man diliminde ve tek seferde toplandiginda kesitsel, farklt zaman dilimlerinde
birkag seferde toplandiginda ise boylamsal tarama yapilmig olmaktadir. Bu aras-
tirmada kesitsel tarama yapilarak veriler tek seferde toplanmustir.

Evren ve Orneklem

Aragtirma evreni Sanhurfa ilinde 2017-2018 egitim-6gretim yilinda gorev
yapmakta olan 25734 6gretmendir. Orneklem alma yoluna gidilmeden tiim 6g-
retmenlere ulagilmaya calisilmigtir. Milli Egitim Bakanlig araciliiyla tiim okul-
lara resmi yaz1 gonderilmis ve 6gretmenler aragtirmaya katilmalar: icin davet
edilmistir. Goniilli olarak arastirmaya katilan 2561 0gretmen arastirmanin ka-
tilimcilart arasinda yer almistir. Geri doniig orani yaklasik %10 olarak hesaplan-
migtir. Katilimeilara iligkin tanimlayicr istatistikler Tablo 1’de sunulmustur.
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Tablo 1
Katilimcuara Hiskin Tammlayict Istatistikler

Etken Degisken Frekans (f) Yiizde (%)
Erkek 1196 46.70
Cinsiyet
Kadin 1365 53.30
1-3 1499 58.53
4-6 527 20.58
Kidem 7-9 164 6.40
10-12 128 5.00
13 ve uizeri 243 9.49
Anaokulu 80 3.12
Tlkokul 798 31.16
Okul Tari
Ortaokul 995 38.85
Lise 688 26.86
Kent 1536 59.97
Okul Yeri
Kir 1025 40.02
On lisans 10 0.39
Lisans 2361 92.19
Egitim Diizeyi
Yiik. lisans 187 7.30
Doktora 3 0.11
Sinif 622 24.29
Brang
Brang 1939 75.71

Katilimcilarin 1196’s1 erkek, 1365’1 kadindir. Kidem bakimindan 1499 kati-
Iime 1 ile 3 y1l, 527 katilimei 4 ile 6 yil, 164 katilimer 7 ile 9 yil, 128 katilimer 10
ile 12 y1l, 243 katilimci 13 yil ve tizeri deneyime sahiptirler. Katilimcilarin 80’i
anaokulunda, 798’1 ilkokulda, 995’1 ortaokulda, 688’1 lisede gorev yapmaktadir.
Okullarinin bulundugu yeri 1536 katilimci kent, 1025 katilimer kir olarak be-
lirtmigtir. Egitim diizeyi bakimindan katilimcilarin 10’u 6n lisans, 2361’1 lisans,
187’si yiiksek lisans ve ti¢li doktora mezunudur. Katilimcilarin 622’si sinif 6gret-
meni, 1939’u brans 6gretmenidir.

Veri Toplama Araclar

Veriler bir form ile toplanmistir. Bu formda katilimeilarin demografik 6zel-
liklerine yonelik sorular ile liderlik 6l¢egi, Okullarda Orgiitsel Gtiven Olgegi ve
Minnesota Is Doyumu Olcegi yer almistir.

Liderlik Olgegi

Aragtirmacilar tarafindan gelistirilmistir. Ogretmenlerin algilarina gore
okul yoneticilerinin liderligini belirlemeyi amaclamaktadir. Liderligin belirlen-
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mesinde caliganlarin algilarindan yararlanmak daha tutarh sonuglar dogurmak-
tadir (Atwater ve Yammarino, 1992). Olcekte 1= hicbir zaman ve 5= her zaman
arasinda besli Likert tipinde derecelendirilmis 10 madde bulunmaktadir. Olcek
giidiileme, saygili olma ve deger verme adinda {ic alt boyuta sahiptir. Alt boyut-
larda yer alan maddelere birer 6rnek vermek gerekirse giidilleme igin “hedefe
ulagilmasi icin caba sarf etmenin dnemini belirtir”, saygili olma i¢in “davranigla-
riyla kendisine saygr duymami saglar”, deger verme igin “giiclii oldugum alanlar
gelistirebilmem icin bana yardim eder” maddeleri 6rneklendirilebilir. Olgegin
gelistirilmesi icin alanyazin (Alimo-Metcalfe, 2013; Avolio, Walumbwa ve We-
ber, 2009; Bass ve Riggio, 2006; Grint, 2011; Leithwood ve Jantzi, 2005; Yukl,
2010), ¢ok faktorli liderlik dlgegi-MLQ (Bass ve Avolio, 1995), liderlik stille-
ri Olgegi (Akan, Yildirim ve Yalcin, 2014), liderlik uygulamalar dlcegi (Yavuz,
2010), paylasilan liderlik 6lcegi (Aslan ve Agiroglu-Bakir, 2015), hizmetkar lider-
lik 6l¢egi (Kilig ve Aydin, 2016; Liden, Wayne, Zhao ve Henderson, 2008), gdrev
yonelimli ve iliski yonelimli liderlik 6lcegi (Giray ve Giingdr, 2015), deger temelli
liderlik 6lgegi (Baloglu ve Bulut, 2017) ve dort egitim yonetimi ile dlcek gelistir-
me uzmanindan yararlanilarak 36 madde yazilmigtir. Her birine 100 6gretmenin
katildig1 2 pilot uygulamanin ardindan yeterli madde-toplam korelasyonuna sa-
hip olmayan (r<0.35) 14 madde elenmistir. Asil uygulama sirasinda geriye kalan
22 madde ile 6rneklemden elde edilen verilerin en ¢ok olabilirlik hesaplamasina
dayal agimlayici faktér analizi yapilmistir. Orneklem biiyiikliigiiniin analize uy-
gunlugu i¢in hesaplanan Kaiser-Meyer-Olkin degeri 0.95 diizeyinde ve Bartlett
testi istatistiksel olarak anlaml (p<0.001) bulunmustur. Olgegin alt boyut sayzsi,
paralel analiz teknigiyle belirlendiginde 2 ile 4 arasinda boyuta sahip olabilecegi
ongorillmiistiir. Kay kare/ serbestlik derecesi istatistiginin 3’ten kiiciik olmas,
Tucker-Lewis endeksinin (TLI) 0.95 ve {izeri olmasi, yaklasik hatalarin ortalama
karekokiiniin (RMSEA) 0.05 ve asagisinda olmasi, maddelerin birden ¢cok boyu-
ta yiikklenmemesi ve bir boyutta en az 3 madde bulunmasi kistaslarina gore sirayla
2, 3 ve 4 boyutlu yapilar denendiginde 3 boyutlu yapida geriye kalan 10 madde ile
en iyi uyuma rastlanmigtir (X?/df=2.51, TLI=0.99, RMSEA=0.02). Alt boyutlar
arasinda anlamli korelasyonlar belirlendiginden (r>0.74, p<0.001) promax egik
dondiirme teknigiyle maddelerin boyutlara dagilimi saglanmistir. Maddelerin
faktor yukleri 0.57 ile 0.88 arasinda degismistir. Alt boyutlarin Cronbach (1951)
alfa giivenirlik katsayilar1 sirasiyla 0=0.93, 2=0.90 ve a.=0.88 olarak hesaplan-
mustir. Alt boyutlarin Guttman (1945) lambda 6 giivenirlik katsayilari sirasiyla
*e=0.92, 1,=0.87 ve 1 =0.86 olarak hesaplanmustir. Yarilama giivenirligi i¢in he-
saplanan Revelle beta ve Guttman lambda 4 katsayilar1 3=0.93 ile 1,=0.97 ola-
rak bulunmugtur (Guttman, 1945; Revelle, 1979). Olcegin agiklayabildigi toplam
varyans %76’dir. Ug alt boyutlu faktdr yapisi en gok olabilirlik hesaplamasina
dayali dogrulayici faktor analizi ile ssnandiginda anlamli ve yiiksek kay kare/ ser-
bestlik derecesi istatistigi disinda uyumlu degerler belirlenmistir (X?/df=-5.38,
p<0.001, AGFI=0.96, GFI1=0.98, CF1=0.99, NFI=0.99, IFI=0.99, RF1=0.98,
RMSEA=0.05, SRMR=0.02). Uyumsuz bulunan istatisti§in 6érneklem biiytik-
ligline duyarli olmas: (Bentler ve Bonnet, 1980; Joreskog ve Sorbom, 1993) ve
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uyum ayirt ediciliginin diisiik olmasi (Kenny ve McCoach, 2003) nedeniyle di-
ger endeksler Olciit olarak kabul edilmis ve yapr uyumlu bulunarak yap: gecerligi
saglanmistir (Hooper, Coughlan ve Mullen, 2008). Uyum gecerligi icin Fornell
ve Larcker’in (1981) formiiliine gore hesaplanan ayiklanmig ortalama varyans-
lar sirasiyla AVE=0.78, AVE=0.74 ve AVE=0.72 olarak bulunmustur. Formiil
¢ok kat1 oldugundan AVE degerinin 0.50 ve iizerinde olmasi kabul gérmektedir
(Fornell ve Larcker, 1981). Maddelerin faktor yiikleri 0.65 ile 0.94 arasinda de-
gismistir.
Okullarda Orgiitsel Giiven Olgegi

Daboval, Comish, Swindle ve Gaster (1994) tarafindan gelistirilen dlcek Ka-
mer (2001) tarafindan Tirkgeye ¢evrilmis ve Yilmaz (2005) tarafindan okullara
uyarlanmigtir. Olcekte 40 madde dort boyutta (galisanlara duyarlilik, yoneticiye
giiven, iletisim ortamui, yenilige aciklik) toplanmaktadir. Calisanlara duyarlilik alt
boyutunda “okulumuzun 6gretmenleri kendilerine sahip ¢ikildigini hissederler”
yOneticiye giiven alt boyutunda “okul midiiri, okulla ilgili is prensiplerini adil
ve objektif olarak yerine getirir”, iletisim ortami alt boyutunda “bu okulda ile-
tisim kanallar1 her zaman aciktir”, yenilige agiklik alt boyutunda “okul mudiirii
is prensiplerini olustururken benden aldig: fikirleri kullanir” maddeleri 6rnek
verilebilir. Maddeler 1= hi¢ katilmiyorum ile 6=tamamen katiliyorum arasinda
altil Likert tipinde derecelendirilmistir. Olcegin gecerligi ve giivenirligi dnceki
arastirmalarda saglanmistir. Bu ¢alismada elde edilen verilerle alt boyutlarin gii-
venirlik katsayilart 0 =0.92 ile =0.98 arasinda bulunmustur.

Minnesota Is Doyumu Olgegi

Olgek, Weiss, Dawis, England ve Lofquist (1967) tarafindan gelistirilmis ve
Baycan (1985) tarafindan Tiirkceye uyarlanmistir. Toplamda 20 madde bulunan
olcekte icsel ve digsal doyum olmak iizere iki alt boyut bulunmaktadar. Icsel do-
yum alt boyutu icin “tek bagima calisma olanagimin olmasi bakimindan” ve digsal
doyum alt boyutu icin “yaptigim is karsiliginda aldigim ticret bakimindan” mad-
deleri drnek gosterilebilir. Maddeler 1= hi¢ memnun degilim ile 5=¢ok memnu-
num arasinda besli Likert tipinde derecelendirilmistir. Olgegin gegerligi ve giive-
nirligi 6nceki arastirmalarda saglanmistir. Bu ¢calismada elde edilen verilere gore
alt boyutlarin giivenirlik katsayilari sirastyla 0=0.90 ve a=0.88dir.

Verilerin Toplanmas

Arastirma verileri bilgisayar ortaminda online hazirlanan bir form ile top-
lanmigtir. Online formlarin klasik kagit-kalem formlara tercih edilme sebepleri
arasinda maliyetin diisiik olmasi, aragtirma igin gereken stireyi kisaltmasi, cok
genis kitlelere kolayca ulagilabilmesi, veri girisine olan ihtiyaci kaldirmasi, degi-
sik sekillerde tasarlanabilmesi ve katilimcilara kolaylik saglamasi sayllmaktadir
(Fan ve Yan, 2010; Selm ve Jankowski, 2006). Bir veri toplama aracinin inter-
net iizerinde sunulmasinin arastirma sonuclarini etkilemedigi ortaya konmustur
(Huang, 2006). Dolayisiyla online formlarin kagit formlarla esdeger oldugu sa-
vunulabilir. Milli Egitim Bakanliginin okullara gdnderdigi resmi yazida formun
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adresi yer almig, 6gretmenler uygun olduklar1 zaman ve ortamda formu yanitla-
miglardir.

Verilerin Analizi

Veriler yapisal esitlik modellemesi (YEM) ile analiz edilmistir. YEM ikiden
fazla degisken arasindaki etkileri ayn1 anda ortaya koyabilen ¢ok degiskenli bir
analiz teknigidir (Tabachnick ve Fidell, 2013). Bu teknikte olceklerde bulunan
maddeler katilimcilar tarafindan dogrudan yanitlandig igin gozlenen degisken-
ler, maddelerin bir araya gelerek olusturduklar: gizil yapilar ise gézlenemeyen
degisken olarak analiz edilmektedir. Bu arastirmaya konu olana liderlik, orgiit-
sel giiven ve is doyumu YEM igerisinde gozlenemeyen degiskenler olarak analiz
edilmiglerdir. Kurulan modellerin sunumunda anlagilabilirligi artirmak ve yer-
den kazanmak icin sadece gozlenemeyen degiskenlere sekillerde yer verilmistir.
Verilerin analizinde R kullanilmistir. R (Ihaka ve Gentleman, 1996), istatistik
alaniicin 6zel olarak gelistirilmis, acik kaynak kodlu ve bedava dagitilan bir prog-
ramlama dilidir. Ilk siiriimiiniin ortaya ¢iktig1 1997 yilindan beri genis kitlelerce
kabul gérmiis ve yaygin kullanim alani bulmustur (Field, Miles ve Field, 2012).
R’1in programlama dili olmasi sayesinde dileyen herkes belirli analizleri gercek-
lestirmek icin paket programciklar olusturabilmektedir (Beaujean, 2014). Boyle-
likle bir¢ok kisinin katilimiyla 12.500’iin tizerinde paket iceren genis bir kiitiipha-
neye sahip olmustur. Dolayisiyla insanligin gelistirdigi tiim istatistiksel analizleri
yapabilecek yeterlige sahip oldugu sdylenebilir. Egitimde yaygin olarak kullani-
lan acimlayici ve dogrulayici faktor analizleri, yapisal esitlik modellemesi, meta
analiz, Rasch analizi, ¢oklu dogrusal ve hiyerarsik regresyon analizleri, zaman
serisi analizi gibi tiim analizleri tek basina yapabilmekte ve her analize ayr1 prog-
ram kullanma sorununa ¢dziim olmaktadir. IBM SPSS gibi ticari programlar bile
R’1n bu giiclinden eklentiler (plugin) yoluyla yararlanmaktadir. Bu arastirmada
R kiitiiphanesinde yer alan lavaan (Rosseel, 2012) paketiyle YEM kurulmustur.
Verilerin ¢ok degiskenli normallik dagilimi mvn (Korkmaz, Goksiiliik ve Zarar-
siz, 2014) paketiyle incelendiginde Henze-Zirkler (1990), Mardia (1970, 1974) ve
Doornik-Hansen (2008) testleri anlamli (p<0.001) bulundugu i¢in YEM, Kline
(2012) tarafindan onerildigi gibi saglam (robust) en cok olabilirlik hesaplamasty-
la kurulmustur. Bu hesaplamada ki-kare dlceklendirmesi i¢in kullanilan Satorra-
Bentler (2001, 2010) diizeltme faktorii 1.34 olarak bulunmustur.
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Bulgular

Liderlik, orgiitsel giiven ve is doyumuna iligkin tanimlayicr istatistikler Tablo
2’de sunulmustur.
Tablo 2

Degiskenlere Iliskin Tanimlayic Istatistikler

Degisken X SS Diizey
Liderlik 3.85 0.91 Sik Sik (4/5)
Orgiitsel Giiven 4.50 1.18 Katiliyorum (5/6)
Is Doyumu 3.73 0.71 Memnunum (4/5)

Bulgulara gore katihimcilarin algiladigi okul yoneticilerinin liderligi sik sik
(X=3.85,SS=0.91), orgiitsel giiven katiliyorum (X=4.50, SS=1.18) ve is doyumu
memnunum (X=3.73, SS=0.71) diizeyindedir. Dolayisiyla 6gretmenlerin algila-
ria gore okul yoneticilerinin yeterince liderlik sergiledikleri, 6gretmenlerin Or-
giitlerine glivendikleri ve islerinde doyum yasadiklar1 s6ylenebilir.

Liderligin orgiitsel gliven ve is doyumuna etkisini belirlemek icin YEM ile 3
farkli model kurulmustur. En ¢ok olabilirlik hesaplamasina dayanan modellerin
uyum endeksleri katilimci sayisinin fazla olmasindan dolayr yiiksek ve anlam-
It bulunan kay kare/ serbestlik derecesi istatistigi disinda Hooper, Coughlan ve
Mullen’in (2008) belirttigi araliklarda bulunmaktadir. Bu nedenle modellerin ve-
rilerle uyumlu oldugu sdylenebilir.

1. Model

Liderligin orgiitsel gliven ve is doyumuna olan dogrudan etkisini belirlemek
icin kurulan modelin uyum endeksleri incelendiginde uyumlu yapinin saglandi-
g1 kabul edilmistir (X*/df=6.43, p<0.001, AGFI=0.98, GF1=0.99, CF1=0.99,
NFI1=0.99, IFI=0.99, RFI=0.99, RMSEA=0.05, SRMR=0.01). Modele gore
liderlik orgiitsel giiveni ¢ok yiiksek ($=0.89, p<0.001) diizeyde is doyumunu ise
orta ($=0.58, p<0.001) diizeyde istatistiksel olarak anlamli etkilemektedir (Sekil

0.89 0.58

Orgiitsel
Giiven

Sekil 1. Liderligin Orgiitsel giliven ve i§ doyumuna dogrudan etkisi
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2. Model

Liderligin is doyumuna olan etkisinde Orgiitsel giivenin tam araci roliinii
belirlemek i¢in kurulan modelin uyum endeksleri incelendiginde uyumlu yapi-
nin saglandig1 kabul edilmistir (X*/df=5.84, p<0.001, AGF1=0.98, GFI=0.99,
CFI1=0.99, NFI=0.99, IF1=0.99, RFI=0.99, RMSEA=0.05, SRMR =0.01). Mo-
dele gore liderlik orgiitsel giiveni ¢ok yiiksek (3=0.89, p<0.001) diizeyde, orgiit-
sel giiven ise is doyumunu orta (f=0.67, p<0.001) diizeyde istatistiksel olarak
anlaml etkilemektedir (Sekil 2). Liderligin is doyumuna olan dolayl: etkisi ise
orta ($=0.59, p<0.001) diizeydedir.

0.89

Orgiitsel

Sekil 2. Liderligin is doyumuna etkisinde orgiitsel giivenin tam araci roli

3. Model

Liderligin is doyumuna olan etkisinde Orgiitsel glivenin kismi araci roliinii
belirlemek i¢in kurulan modelin uyum endeksleri incelendiginde uyumlu yapi-
nin saglandig1 kabul edilmistir (X*/df=6.43, p<0.001, AGF1=0.98, GFI=0.99,
CFI1=0.99, NFI=0.99, IF1=0.99, RFI=0.99, RMSEA=0.05, SRMR =0.01). Mo-
dele gore liderlik Orgiitsel giiveni ¢ok yiiksek (3=0.89, p<0.001) diizeyde, is do-
yumunu ise ¢ok zayif diizeyde ve negatif yonli (f=-0.08, p<0.05) istatistiksel
olarak anlamli etkilemektedir (Sekil 3). Orgiitsel giiven ise is doyumunu yiiksek
(B=0.74, p<0.001) dizeyde istatistiksel olarak anlaml etkilemektedir.

0.89 -0.08

Orgiitsel

Sekil 3. Liderligin i doyumuna etkisinde orgiitsel giivenin kismi araci roli
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Modeller birlikte ele alindiginda liderligin i§ doyumuna olan etkisinde 6r-
giitsel giivenin tam araci rol iistlendigi sdylenebilir. Ciinkii 3. modelde Orgiitsel
giivenin ig doyumuna olan etkisi hesaba katildiginda, 2. modele kiyasla orgiitsel
giivenin i doyumu iizerindeki etkisi giiclenmis ve 1. modele kiyasla liderligin is
doyumuna olan dogrudan etkisi cok zayiflamig ve negatif hale gelmistir. Ayrica
uyum endekslerine gdre en uyumlu model, drgiitsel giivenin tam araci rol iistlen-
digi 2. modeldir.

Sonuc, Tartisma ve Oneriler

Okul yoneticilerinin sergiledikleri liderligin 6gretmenlerin is doyumuyla
olan iligkisinde Orgiitsel giivenin roliinii belirlemek amaciyla yiiriitiilen bu arastir-
mada 6nemli sonuclara ulagilmistir. Ornegin, 6gretmenlerin algilarina gére okul
yoneticileri yeterince liderlik sergilemislerdir. Bu sonug ile okul yoneticilerinin
liderlik sergiledikleri belirlenen dnceki arastirmalarin sonuglar tutarlilik goster-
mektedir (Sentiirk ve Sagnak, 2012; Yilmaz, 2010). Zira okul yoneticilerinin de-
mokratik liderlik (Bozdogan ve Sagnak, 2011), doniisiimcii liderlik (Bulug, 2009,
2010; Cemaloglu, 2007; Korkmaz, 2008; Toremen ve Yasan, 2010), etik liderlik
(Gdilcan, Kiling ve Cepni, 2012; Helvaci, 2010; Turan ve Ebiclioglu, 2002), hizmet
yonelimli liderlik (Cerit, 2007, 2008), kiiltiirel liderlik (Yoriik ve Sagban, 2012),
otantik liderlik (Keser ve Kocabas, 2014) ve 6gretimsel liderlik (Serin ve Bulug,
2012; Sahin, 2011; Unal ve Celik, 2013) sergiledikleri belirlenmistir. Okul yone-
ticilerinin birer lider olarak 6gretmenleri etkilemeleri olumlu sonuglar dogurabi-
lir. Ornegin liderligin 6rgiitsel giiveni (Arnold, Barling ve Kelloway, 2001; John-
son, Shelton, ve Yates, 2012; Joseph ve Winston, 2005; Jung ve Avolio, 2000), is
doyumunu (Griffith, 2004; Lok ve Crawford, 2004; Nguni, Sleegers, ve Denessen,
2006) ve orgiitsel bagliligr (Yiing ve Ahmad, 2009) artirdig1 belirlenmistir. Bu
sonucun Ogretmen algilarina dayali olmasi ise dnemlidir. Ciinkii alanyazindaki
arastirmalar aragtirmaya konu olan degiskenler bakimindan okul yoneticilerinin
kendilerini 6gretmenlerin algilarindan daha olumlu algiladiklarini belirtmekte-
dirler (Yilmaz ve Ceylan, 2011). Dolayisiyla 6gretmenlerin okul yoneticilerini
lider olarak algilamalar1 olumlu karsilanabilecek bir sonuctur. Yine de okullarda
liderligin daha fazla sergilenebilmesi i¢in yoneticilerin egitilmesi gibi 6nlemlerin
alimmast yararli olabilir.

Bu arastirmada ulasilan bir diger sonug ise 6gretmenlerin orgiitlerine giiven-
diklerinin belirlenmesidir. Ogretmenlerin orgiitsel giivenlerinin yeterli diizeyde
oldugu diger arastirmalarda da ortaya konmustur (Bag ve Sentiirk, 2011; Polat ve
Celep, 2008). Ogretmenlerin orgiitlerine giivenmeleri drgiitsel baghliklarini ar-
tirmas1 bakimimdan 6nemlidir (Top, Tarcan, Tekingiindiiz ve Hikmet, 2013). Bir
onceki paragrafta deginilen okullarda liderligin sergilenmesi sonucu, 6gretmen-
lerin orgiitlerine giivenmelerinde rol oynamig olabilir. Ogretmenlerin orgiitsel
giivenlerini etkileyen diger degiskenlerin de belirlenmesi, onlarin giivenlerinin
daha da artirilmasi i¢in yapilacak uygulamalara 1s1k tutabilir.
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Ogretmenlerin islerinde doyum yasadiklar1 da belirlenen sonuglar arasin-
dadir. Ogretmenlerin is doyumuna sahip olduklar1 énceki bir arastirmada da
belirlenmesine ragmen (Y1lmaz, 2012) bazi arastirmalarda ise belirlenememistir
(Karakdse ve Kocabas, 2006; Tasdan ve Tiryaki, 2010). Bu nedenle 6gretmenle-
rin i doyumuna etki eden birden fazla etkenin olabilecegi iddia edilebilir. Ciin-
kii alanyazinda cinsiyetin (Bishay, 1996; Giinbayi, 2001) ve okulun 6zel ya da
devlet okulu olmasinin (Karakdse ve Kocabas, 2006; Tasdan ve Tiryaki, 2010) is
doyumunu etkiledigi belirtilmektedir. Bu arastirmada ise 6gretmenlerin islerin-
de doyum yagsamalarina 6nceki sonuglarda belirlendigi gibi okullarda liderligin
sergilenmesi ve buna bagl olarak 6gretmenlerin Orgiitlerine giivenmeleri neden
olmus olabilir. Ogretmenlerin is doyumlarmin yeterli diizeyde olmasi onlarin 6r-
giitsel bagliligini artirmasi bakimindan olumlu sonuclar dogurabilmektedir (Mak
ve Sockel, 2001; Top, Tarcan, Tekingiindiiz ve Hikmet, 2013). Dolayisiyla 6gret-
menlerin is doyumlarinin daha da artirilmasi i¢in is doyumuna etki eden etkenler
belirlenmeli ve o etkenlere gére adimlar atilmalidir.

Bu arastirmada varilan bir diger sonuca gore liderlik orgiitsel giiveni ¢ok
yiiksek diizeyde etkilemektedir. Bu sonuca gore okul yoneticilerinin sergiledi-
gi liderlik arttikca Ogretmenlerin Orgiitsel gliveninin de artacagi sOylenebilir.
Liderligin dogasi itibariyle 6gretmenlere insani yaklasarak onlar1 giidiilemesi,
yetkilendirmesi, onlarin kendilerini degerli hissetmelerini saglamasi ve benzeri
olumlu etkilere neden olmasi bu sonugta rol oynamis olabilir. Nitekim liderligin
orgiitsel giiveni (Arnold, Barling ve Kelloway, 2001; Johnson, Shelton ve Yates,
2012; Joseph ve Winston, 2005; Jung ve Avolio, 2000) ve baglilig: etkiledigi (Top,
Tarcan, Tekingiindiiz, ve Hikmet, 2013) diger arastirmalarda kanitlanmistir. Bu
nedenle 6gretmenlerin Orgiitlerine giivenmeleri icin okul yoneticilerinin liderlik
sergilemeleri gerektigi sOylenebilir. Dolayisiyla okul yoneticilerinin liderlik sergi-
lemeleri icin onlarin egitilmesi gibi uygulamalara 6nem verilmesi gerekmektedir.
Ayrica Orgiitsel gliveni etkileyen diger degiskenlerin belirlenmesi de 6gretmenle-
rin Orgiitlerine duyduklari giiveni artirabilir.

Bir diger sonug ise orgiitsel glivenin is doyumunu orta diizeyde etkiledigidir.
Dolayisiyla 6gretmenlerin orgiitlerine giivendiklerinde is doyumu da yasayacak-
lar1 soylenebilir. Nitekim diger arastirmalarda da Orgiitsel glivenin ig doyumu-
nu sagladigi belirlenmistir (Lee, Song, Lee, Lee ve Bernhard, 2013; Matzler ve
Renzl, 2006; Shockley-Zalabak, Ellis ve Winograd, 2000). Ayrica 6gretmenle-
rin orgitlerine giivenmeleri onlarin tiikenmisliklerini azaltmasi bakimindan da
olumlu sonuclara neden olabilir (Caglar, 2011). Bir 6nceki sonuca gore liderligin
orgiitsel giiveni ¢ok yiiksek diizeyde etkiledigi belirlendiginden okul yoneticile-
rinin liderlik sergilemeleri 6nemli goriilebilir. Ayrica orgiitsel giiveni saglayan
diger etkenlerin de belirlenmesi 6gretmenlerin orgiitsel giiveninin saglanmasi ve
artirilmasi yoniinde atilacak adimlara rehberlik edebilir.

Bu arastirma kapsaminda varilan en 6nemli sonug, liderligin is doyumunu
dolayl olarak orta diizeyde etkiledigidir. Bu sonuca gore liderlik, i doyumunu
gizil olan orgiitsel giiven araciligtyla etkilemektedir. Dolayisiyla orgiitsel giivenin
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dikkate alinmadigr aragtirmalarda liderligin is doyumunu etkiledigi yoniindeki
bulgularda (Griffith, 2004; Lok ve Crawford, 2004; Nguni, Sleegers ve Denessen,
2006), orgilitsel giivenin bu etkideki araci roliiniin ihmal edildigi ve liderligin is
doyumunu dogrudan etkiledigi varsayildig1 sdylenebilir. Bu nedenle liderlik ile
is doyumunun ele alindig: arastirmalarda orgiitsel giivenin de incelenmesi veya
orgiitsel giivenin araci roliine deginilmesi yararli olabilir. Ornegin Appelbaum
ve arkadaslar1 (2004), bir tretim tesisinde gerceklestirdikleri durum ¢aligmasin-
da, orgiitsel giiveni incelemedikleri igin liderligin is doyumunu etkiledigine dair
yeterli kanita ulasamamusg olabilirler. Liderlik yoluyla 6gretmenlerin i doyumla-
rinin artirilmasi amaglandiginda liderlik ile 6gretmenlerin Orgiitlerine duyduk-
lar1 giivenin saglanmasi hedeflenebilir. Ornegin okul yoneticileri dgretmenlerin
kendilerini degerli hissedecekleri okul kiiltiir ve iklimini olusturabilirler. Boylece
orgiitsel glivene odaklanilarak ayni anda is doyumu da elde edilebilir. Dolayisty-
la da zaman ve kaynak tasarrufu saglanabilir. Liderligin i doyumunu 6rgiitsel
giiven araciligiyla dolaylh olarak etkiledigine dair benzer sonuclara farkli degis-
kenlerin de ele alindigr daha 6nceki arastirmalarda da ulagilmistir (Bartram ve
Casimir, 2007; Braun, Peus, Weisweiler, ve Frey, 2013; Dirks ve Ferrin, 2002; Liu,
Siu, ve Shi, 2010; Yang, 2014). Dolayisiyla bu sonug alanyazinla tutarhdir.

Arastirma bazi sinirliliklara sahiptir. Belirlenen neden-sonug iligkisi arastir-
mada benimsenen nedensel desen nedeniyle cok gliclii olmayabilir. Genellene-
bilir sonuclar elde etme kaygisiyla genis bir katilimel grubuna ulagilmig ve kiiciik
gruplarla deneysel calisilarak daha giiclii bir neden-sonug iligkisi ortaya konama-
mistir. Gelecekte yapilacak arastirmalarda liderligin is doyumunu Orgiitsel giiven
aracilifyla dolayli olarak etkiledigi deneysel olarak kanitlanmalidir. Ayrica aras-
tirma evreninin Sanlhurfa iliyle sinirli olmasi nedeniyle arastirma sonuclar diger
evrenlerde daha farkli olabilir. Benzer arastirmalarin Tiirkiye capinda yiiriitilme-
siyle bu sinirlilik agilabilir. Bir diger sinirlilik ise aragtirmada elde edilen kesitsel
veriler nedeniyle, sonuglarin zamanla degisebileceginin gormezden gelinmesine
yol agabilmesidir. Boylamsal veriler elde edilerek neden-sonug iligkisinin zaman-
la degisip degismediginin belirlenmesi yararli olabilir. Ek olarak bu calismada
toplanan veriler 6gretmenlerin 6z-bildirimlerine dayali oldugu i¢in 6znellikten
etkilenmis olabilir. Farkli veri kaynaklarina ulagilmasi ve gozlem gibi farkli veri
toplama tekniklerinden yararlanilmasi verilerin nesnelligini olumlu etkileyebilir.
Son olarak bu arasgtirmada liderligin is doyumuna olan etkisi arastirilirken sadece
orglitsel giivenin roli incelenmistir. Bu etkide rol alan diger degiskenlerin olup
olmadiginin belirlenmesi icin aragtirmalarin yiiriitiilmesi onerilebilir.
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