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Editorden

Kuram ve Uygulamada Egitim Yonetimi Dergisi, Tiirkiye ve diinyadaki egitim yo-
netimi tartigmalarinin okurlarina ulagmasina aracilik etmeye yeni sayisiyla devam ediyor.

Bu sayida son donemlerde genelde egitim arastirmalarinda 6zelde ise egitim yone-
timi aragtirmalarinda sikca karsilastigimiz “Orgiitsel giiven”, “is doyumu”, “okul terki”,
“oOrgiitsel adalet” ve “Hermeneutik Yaklagim” konular1 ¢alismalarin ana temalarimi olug-
turmaktadir.

Boyaci, Karacabey ve Bozkus “Okul Yéneticilerinin Liderliginin Ogretmenlerin Is
Doyumuna Etkisinde Orgiitsel Giivenin Rolii” baghkli calismalarinda, okul yoneticileri-
nin sergiledikleri liderligin 6gretmenlerin is doyumuna olan etkisinde Orgiitsel giivenin
araci rol oynayip oynamadigini bulmayi hedeflemekte ve kurduklar yapisal esitlik modeli
ile Orgiitsel gliven ve is doyumu arasindaki bagi ortaya koymaktadirlar. Kose ve Uzun ise,
“Kendini ise Verme ile Algilanan Orgiitsel Adalet Arasindaki Iliski” baghkl arastirma-
larinda, 6gretmenlerin kendini ise verme ve orgiitsel adalet algisi diizeyleri; kendini ise
vermeye ve Orglitsel adalete iligkin gortislerinin baz1 demografik 6zellikler agisindan fark-
Iilagip farklilagsmadigi; kendini ise verme ile orgiitsel adalet arasindaki iliskinin yonii ve
diizeyinin ne oldugu ve orgiitsel adaletin §gretmenlerin kendini ise vermelerinin anlamh
bir yordayicisi olup olmadigini belirlenmeye calismaktadirlar.

“Tiirk Universite Ogrencilerinin Ogretim Elemanlaria Giivenleri ve Derse Kati-
limlar: “Giiveniyorum, 6yleyse katilirm” baslikli diger calismada, Ozer, Atik, Sad ve Kis,
universite 0grencilerinin derse katilim ve 6gretim elemanlarina giiven diizeyleri, derse
katilim ile 6gretim elemanlarina giiven arasindaki iliskinin belirlenmesini amaclamakta-
dirlar. Oyman Bozkurt ve Bozkurt’un “Egitim YOnetimini Dilthey’in Hermeneutik Yak-
lagimi Baglaminda Yorumlamak” adli kuramsal calismasinda ise, hermeneutik yaklagimin
en 0nemli temsilcilerinden Dilthey’in insani degiskenligi, tarihselligi i¢inde ele alan felse-
fesine gore egitim yonetimi alanini yorumlamak hedeflenmistir. Caligmalarin hem alan
arastirmacilarina hem de uygulamacilara katki saglayacagini umuyoruz.

Ayrica Tirk Egitim Sistemi’nde degisim girisimlerinin siklikla dillendirildigi bir do-
nemde bulunuyoruz. Egitimin her kademesinde egitimin niteliginin arttirilmasina yonelik
girisimlerin basariya ulagmasi bu girigimlerin bilimsel temellerinin olusturulmasina bagh
olduguna inaniyoruz. Degisim siirecinin kendisi olmasi basta olmak tizere egitim yonetici-
lerinin segilmesi, atanmasi ve hizmet ici egitimleri, 6gretmen egitimi ile ilgili politikalarin
belli boyutlari ile ilgili yapilacak degisim girisimleri ve gelistirilecek politikalarin bilimsel
temelleri olmasinin bu girisim ve politikalarin basarisindan etkili olacagi aciktir. Bu se-
beple, Tiirkiye’de egitim yonetimi semsiyesi altinda ¢alisan akademisyenlerin bu degisim
stirecleri ve politikalara temel teskil edecek ¢aligmalara yonelmesi dnemlidir. Bu noktada
Kuram ve Uygulamada Egitim Yonetimi dergisi bu tiir calismalarin paylasildigt mecra
olmaya devam edecektir.

Editorler
Dog. Dr. Kadir Beycioglu
Prof. Dr. Yagsar Kondakgi
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The Role of Organizational Trust in the Effect of Leadership of School
Administrators on Job Satisfaction of Teachers!

Okul Yoneticilerinin Liderliginin Ogretmenlerin Is Doyumuna
Etkisinde Orgiitsel Giivenin Rolii?

Adnan Boyaci’, Mehmet Fatih Karacabey*, Kivan¢ Bozkug®

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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English Version

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
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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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Tiirkce Siiriim

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

470



Orgiitsel Giivenin Aract Rolii

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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nizational Justice®

Kendini Ise Verme ile Algilanan Orgiitsel Adalet Arasindaki Iligki*
Akif Kose!, Mehmet Uzun?

Abstract

This study aims at exploring the relationship between teachers’ organizational justice and work engagement level
and reveal whether teachers’ perception of organizational justice and work engagement differs across various
demographic characteristics. The study utilized the survey design, one of the quantitative research methods.
The research population consists of teachers working at primary, secondary and high schools located within the
central districts of Kahramanmaras. The sample is composed of 476 teachers. The data were analyzed by t-test,
ANOVA, correlation and regression analyses. Research results have revealed that teachers’ views on organizati-
onal justice and work engagement are at a high level. Besides, teachers’ views on organizational justice and work
engagement significantly differ across their branches and school types. A significant, positive and medium level
of relationship has been identified across teachers’ organizational justice and work engagement levels. It has also
been found that organizational justice is a significant predictor of work engagement.

Keywords: Teacher, organizational justice, work engagement

Oz

Bu aragtirmada 6gretmenlerin kendini ise verme ve Orgiitsel adalet algis1 diizeyleri; kendini ige vermeye ve orgiit-
sel adalete iligkin goriiglerinin baz1 demografik 6zellikler agisindan farklilagip farklilasmadigi; kendini ise verme
ile orgiitsel adalet arasindaki iligkinin yonii ve diizeyinin ne oldugu ve orgiitsel adaletin 6gretmenlerin kendini
ise vermelerinin anlamli bir yordayicisi olup olmadig belirlenmeye calisilmustir. Arastirma nicel bir ¢aligma olup
iligkisel tarama modelinde gerceklestirilmistir. Kahramanmarag merkez ilcelerindeki ilkokul, ortaokul ve lise-
lerde gorevli 6gretmenler arastirma evreni; bu okullarda gérevli 476 6gretmen ise arastirma 6rneklemi olarak
belirlenmistir. Veri analizinde t testi, tek yonlii varyans analizi, korelasyon ve regresyon analizleri kullanilmugtir.
Arastirma sonucunda katilmeilarin kendini ise vermeye ve orgiitsel adalete iliskin goriiglerinin yiiksek diizeyde
oldugu ve katilimei goriiglerinin brang ve gérev yapilan okul tiirii yoniinden anlamli farkliik gosterdigi; kendini
ise verme ve orgiitsel adalet arasinda pozitif, orta diizeyde anlamli bir iligkinin oldugu ve orgiitsel adaletin ken-
dini ise vermenin anlamli bir yordayicisi oldugu ortaya ¢ikmustir.
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Introduction

Almost all organizations seek for employees who are passionate about their
work, who are enthusiastic during performing their work, who set all their selves
both mentally and physically with a high energy on their work, , who dedicate
their lives to their work and who are in a full commitment to their work. Because
in today’s work life, organizations are not satisfied with the employees who are
only hard-working or talented; on the contrary they need for those are willing
and energetic as well as bounding to their work both physically and mentally
(Kavgaci, 2014). These situations can be regarded as much more desirable in
terms of schools whose input is human and, output is the human behavior pre-
sented to the society. Schools often produce the output offered to the community
by teachers. It is probable that the qualified production of the teachers depends
largely on their performance and their performance on the work engagement.
Work engagement is regarded as unified attitudes and emotions covering vigor,
dedication, absorption, and passion (Arifin, Troena, Djumahir & Rahayu, 2014).

The concept of work engagement, which is one of the concepts that positi-
ve organizational behavior poses in the early 21st century, is enounced as “job/
work/employee engagement” in management literature (Ozkalp and Meydan,
2015). The key issue that will be elucidated at this point of the study is that there
is no consensus on how it is expressed in Turkish. The national literature gives
insights into the different uses of the work engagement concept by different re-
searchers. The studies mostly entitle the concept in Turkish as work engagement/
isle biitiinlesme (Akman & hnamoglu-Akman, 2017; Ardig & Polatci, 2009; Ari,
2011; Erim, 2009; Giindiiz, Capri & Gokcakan, 2013; Giin, 2017; Kavgaci, 2014;
Kavgaci1 & Calik, 2017; Maraqa, 2017; Oncel, 2007; Sezen, 2014), work engage-
ment/ise angaje olma (Arslan & Demir, 2017; Giineser, 2007; Kose, 2015, 2016a,
2016b; Ozkalp & Meydan, 2015) work engagement/ ise adanma (Atilla-Bal, 2008;
Ince, 2016; Kanten & Yesiltas, 2013), work engagement/ise cezbolma (Ertemli,
2011; Esen, 2011), work engagement/ calismaya tutkunluk(Turgut, 2011), work
engagement/ ige kapiima (Oner, 2008)

Kose (2015) adopted the concept of job engagement as “Ise Angaje Olma
(Work engagement)” during the adaptation process of the “Job Engagement” sca-
le into Turkish. The concept of “Ise Angaje Olma (Work engagement)” has been
preferred in the other two studies conducted by Kose (Kdse, 2016a; Kose, 2016b).
Based on the idea that the concept of “engagement (angaje)” would be more
appropriate to be expressed with a Turkish concept in terms of language; there-
fore, the researchers in the study have evaluated the question of “What should
be the Turkish translation of the concept?”, and preferred the use of “kendini ige
verme (work engagement)” instead of “angaje”. The views of the academicians
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from the Department of Educational Sciences have also been taken into account.
4 academicians who are the faculty members of the Department of Educational
Sciences and who have been interviewed face to face have expressed their views
and suggestions that it would be appropriate to use the concept of “kendini ige
verme” instead of “ise angaje olma”. Considering the views and suggestions of
field experts, a common decision has been achieved by the authors of the study to
use the concept “kendini ise verme” (work engagement). In accordance with this
decision, the related concept has been used as “kendini ise verme” in this study,
and it was considered that it would be appropriate to use the related concept in
the further research.

The first scholar to conceptualize the engagement as a concept, Khan (1990)
has defined work engagement as the investment of individuals’ cognitive, emotio-
nal and physical capacities on their tasks after having a job, and as the harnessing
of employees’ selves to their work roles. Defined as positive and fulfilling mind
that is characterized by vigor, dedication and absorption (Schaufeli, Salanova,
Gonzalez-Roma & Bakker, 2002), work engagement is a persistent state that
may turn into enthusiasm, passion and high levels of concentration and energy
(Wildermuth & Wildermuth, 2008) as well as a positive behavior and work-
related state of mind that brings about positive individual and organizational
results (Roozeboom & Schelvis, 2015).According to Kahn, work engagement is
presumed to be the key source in producing positive outcomes both at individual
level as well as organizational level (Schaufeli, 2012). The conducted research
have also endorsed this assumption. The relevant literature has suggested that
work engagement contributes to the employees’ adapting to their jobs, increasing
their job satisfaction, being happy in his family and social life (Kose, 2016a); be-
sides, it affects their intention of changing or quitting jobs (Schaufeli & Bakker,
2004); it offers a healthier life (Demerouti, Bakker, Janssen & Schaufeli, 2001);
it provides employees to display more organizational citizenship behaviors (Bak-
ker & Demerouti, 2008) and increases professional enthusiasm (Berg, 2013).
Moreover, work engagement improves loyalty to the organization (Agyemang
& Ofei, 2013), and increases organizational efficiency and effectiveness (Ardi¢
& Polater, 2009). In this respect, work engagement is a key for organizational
success (Lockword, 2007).

Work engagement, as an expected and desired behavior in terms of orga-
nizations, is affected by various factors such as perceived support, organizatio-
nal climate, organizational culture and displayed leadership behaviors, leader-
member interaction, quality of work life, self-efficacy and environmental factors,
harmony between individual and organization, work-family and family-work
conflicts, interpersonal relations, job difficulties, discretion, autonomy and self-
recovery force (Ari, 2011; Arifin et al., 2014; Atilla-Bal, 2008; Berg, 2013; Er-
temli, 2011; Giineser, 2007; Kavgaci1 & Calik, 2017; Kose, 2015; Lehtinen, 2013;
Mustosméki, Anttila & Oinas, 2013; Warshawski, 2011).
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The most general factor is presumed to ensure harmony between the indi-
vidual and his job in order to have work engagement. Such a consistent profile
would be possible with a sustainable workload, participation in the choices, fe-
eling of control, appropriate recognition and reward system, a supportive work
community, fairness and justice, and meaningful as well as valued work (Mas-
lach, Schaufeli & Leiter, 2001). The concept of justice may be stated to be more
dominant and determinant than the other factors as it affects all these aspects
directly and indirectly. As a variable, organizational justice affecting the attitudes
and behaviors of employees in all processes developing within the organization
and shaped largely within the framework of environmental factors (Meydan, Ba-
sim & Cetin, 2011) is a situation that influences the match and incompatibility
between the individual and his/her work (Maslach and Leiter, 1997) and that this
harmony enhances work engagement (Ardi¢ & Polatci, 2009). The main reason
for this is the decisiveness of the organizational justice perception on the atti-
tudes and behaviors of the employees due to the individual and organizational
results that it reveals (Tas¢ioglu, 2011).

Aksit-Asik (2016) has emphasized that the negative attitude caused by the
low perception of organizational justice is considered as a factor that negatively
affects work engagement. In turn, the high level of organizational justice percep-
tion has a positive effect on work engagement, and hence the establishment of
organizational justice is a necessity for employees to exhibit work engagement
behaviors. The research results have also indicated that organizational justice is
a determinant factor on employees’ work engagement, and it affects their work
engagement levels (Alvi & Abbasi, 2012; Hassan & Jubari, 2010, cited in Aksit-
Asik, 2016). In this respect, it paves the way for the fact that organizational justi-
ce is a significant precursor of work engagement.

Indicating the effect of justice in the workplace, organizational justice is a
concept that includes, in general terms, the perceptions of how employees are
treated fairly in the organization and how this perception affects the results of
all organizational processes (Iscan & Sayin, 2010). As can be understood from
the definition, employees make a judgment on whether the processes developed
in the organization, the parts of the organization, the distribution of duties, the
awards and the behaviors exhibited against them are fair or not. They develop
attitudes towards their jobs and organizations thanks to these judgments (Green-
berg, 1990). Employees define certain criteria while shaping the perception that
leads to attitude development and use them in organizations to decide whether
they are treated fairly or not. The perceptions of the employees on the distribu-
tion of resources and the fairness of distribution are defined as distributional
justice; their perceptions towards the decisions taken in the distribution process
of the resources are called procedural justice; the perceptions of employees in si-
milar and different positions in the organization related to their interaction with
one another are called interactional justice. These three different perceptions of
justice perceived by employees are considered as the dimensions of organizatio-
nal justice (Altinkurt & Yilmaz, 2010).
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The positive or negative perceptions towards these dimensions of organi-
zational justice can shape the attitudes and behaviors of employees and thus af-
fect their work engagement behaviors. In their study conducted to examine the
theoretical and experimental studies on justice, Mueller and Wynn (2000) have
stated that most of the studies have found a relationship between the perception
of injustice and the behavioral and cognitive responses to this perception. Alt-
hough differences emerge in theoretical approaches, the common idea in these
studies is that individuals are not insensitive to justice, on the contrary; they value
it (Cited in Bal, 2014). Thereupon, it is clear that employees pay attention to jus-
tice, they take a close interest in the fairness of tasks, awards and penalties, they
constantly compare themselves with other employees, they want to know about
whether the procedures are applied equally to all employees and the reasons for
the decisions taken for them, they question their administrators’ attitudes and
behaviors toward them and they develop attitudes depending upon the percepti-
ons in this regard (Cihangiroglu & Yilmaz, 2010).

The attitudes and behaviors of employees may naturally lead to the emer-
gence of individual and organizational results. Effective implementation of justi-
ce within the organization can produce positive results, which in turn may result
in negative consequences when not implemented (Yesil & Dereli, 2012). The
relevant studies have suggested that increase in the employees’ organizational
justice perceptions will develop organizational ties, productivity and organiza-
tional citizenship behaviors, will increase the prudent behaviors required by the
organization, will make employees feel that they are a valuable and respected
member for their organizations, will provide them to develop positive attitudes
and behaviors such as coherent and trustable relationships with their colleagues
and administrators, affecting their decision to continue working in the organi-
zation and will increase their dedication to the organization. Conversely, dec-
rease in the employees’ organizational justice will cause negative results such
as reducing the organizational ties, decreasing the efficiency, the emergence of
the undesirable situations like theft, aggression and workforce transformation,
the removal of the employees from the organization both physically and emoti-
onally (Ay & Kog, 2014; Babaoglan & Ertiirk, 2013; Beugr, 2002; Cihangiroglu
& Yilmaz, 2010; Tasgioglu, 2011). As a result, it can be stated that organizational
justice is a necessity for the productivity, effectiveness and sustainability of the
organizations, and a significant factor affecting employees’ professional attitude,
work engagement and professional enthusiasm.

Work engagement and organizational justice have a significant place in
terms of both the organization and the individual. Based on this importance, this
research aims to explore the relationship between employees’ work engagement
and their organizational justice perceptions. Upon analyzing the relevant litera-
ture, there are various studies which examine the work engagement behaviors of
the employees having different jobs; however, limited number of studies whose
sample consisted of teachers have been undertaken on the relation between te-
achers’ work engagement levels and their perceptions of work life quality (Ak-
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man & Imamoglu-Akman, 2007), their performance and intention of leaving the
workplace (Oncel, 2007), some individual and organizational variables (Kavgaci,
2014), their loneliness levels in the workplace (Sezen, 2014), organizational sup-
port perception and organizational climate (Kdse, 2015) and the level of belief
in education (Gtin, 2017) As a result of the literature review conducted within
the scope of this research, such a study has been considered as noteworthy since
there is still no research evidence exploring the relationship between teachers’
work engagement levels and their organizational justice perceptions. Therefore,
by analyzing whether teachers’ work engagement levels and their organizational
justice perceptions differ across several socio-demographic variables; the rela-
tionship between work engagement and organizational justice perception and
whether organizational justice will predict work engagement, this research tries
to provide new insights for the related literature. It is also expected that these
findings will raise awareness for all the education administrators who are the
practitioners as well as guiding them in their applications. Thus, answers to the
following questions have been sought:

1. What is the level of teachers’ work engagement and organizational jus-
tice perceptions?

2. Do the teachers’ work engagement levels differ significantly across the-
ir gender, marital status, branch, educational status, school type and
seniority?

3. Do the teachers’ organizational justice perceptions vary significantly
across their gender, marital status, branch, educational status, school
type and seniority?

4. Is there a significant relationship between work engagement and orga-
nizational justice perception?

5. Does the organizational justice perception significantly predict work
engagement?

Method

This section includes research design, population and sample, data collecti-
on tools, implementation process, data collection and analysis.

Research Design

This is a descriptive study conducted in a relational survey model. Survey
models aim to identify a situation existing in the past or current. Relational sur-
vey models are research models which aim to determine the relationship bet-
ween variables or to clarify the existence and/or degree of changes between two
or more variables (Karasar, 2016). This research aims to explore teachers’ work
engagement levels and their organizational justice perceptions and to identify
whether the two variables differ across several demographic characteristics. Besi-
des, the research has examined the relationship between teachers’ work engage-
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ment levels and their organizational justice perceptions and determined to what
extent organizational justice perceptions predict their work engagement levels.

Population and Sample

The population of the research consisted of 7006 teachers working at pri-
mary, secondary and high state schools located within the central districts of
Kahramanmarag (Onikisubat and Dulkadiroglu). The sample size of the study
has been determined to be 364 teachers with 95% confidence level. 500 teachers
were selected by the simple random sampling method taking the implementation
problems and return of scale forms into consideration. 476 reliable scales have
been used during data analysis. Among the participants, 51.5% (n= 245) are
male and 48.5% (n=231) are female. While 89.1% (n=424) of the participants
are married, 10.9% (n=52) are single. 87.6% (n=417) of the participants have
bachelor’s degree, 8.6% (n=41) graduate degree and 3.8% (n=18) of whom have
associate degree. The ratio of primary school teachers is 33.4% (n=159) and that
of branch teachers is 66.6% (n=317). Branch teachers working at primary, se-
condary and high schools have been evaluated as one group. 38.7% (n=184) of
the teachers work at primary schools. Branch teachers working in these schools
have been included in this category. Besides, 31.9% (n=152) of them work at
secondary schools and 29.4% (n = 140) at high schools. 9% (n=43) of the par-
ticipants have 1-5 years teaching experience, 20.6% (n=98) between 6-10 years,
22.3% (n=106) between 11-15 years, 26.1% (n=124) between 16-20 years and
22% (n = 105) have 21 years and over teaching experience.

Data Collection Tools

This research has employed “Work Engagement Scale” to determine teac-
hers’ work engagement levels and “Organizational Justice Scale” to identify their
organizational justice perceptions.

Work Engagement Scale

UWES: Utrecht Work Engagement Scale was developed by Schaufeli et al.
(2002) and adapted to Turkish by Kose (2015). Being a five-point-Likert type,
the tool possesses 17 items ranging from 1-Strongly Disagree to 5-Strongly Ag-
ree. Kose (2015) has indicated that the items in the scale were collected under 2
dimensions (Professional attitude-Professional enthusiasm) considering the factor
analysis. The Work Engagement Scale was then reduced to one dimension in a
study conducted by Kose (2016b). Thus, the present study has deployed one-di-
mensional form of the scale, which was adapted by Kose (2016b). The reliability
coefficient was found to be 0.94 for the overall scale. The total scale’s Cronbach’s
alpha reliability coefficient was re-calculated and determined to be .93 in the
current study.

Confirmatory Factor Analysis (CFA) has been conducted through use of
mPlus 7.4 package program so as to confirm one-factor structure of the “Work
Engagement Scale”. CFA results have suggested that the one-factor structure of
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the scale was confirmed and the model has good fit indices (x?/sd=3.92, CFI=
92, TLI=.91, RMSEA= .078, SRMR = .044). Figure 1 displays the diagram mo-
del related to the CFA results.
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Figure 1. Confirmatory factor analysis diagram model regarding the
work engagement scale

Organizational Justice Scale

Organizational Justice Scale was developed by Niehoff and Moorman (1993)
and adapted to Turkish by Polat (2007). Being a five-point Likert type, the scale
includes 19 items and 3 dimensions (Distributional, Procedural and Interactional)
that were identified in factor analysis conducted by Polat (2007). The Cronbach’s
alpha reliability coefficient was found to be .96 for the overall scale. As for the
dimensions- Distributional, Procedural and Interactional Justice-the coefficients
were determined to be .89, .95 and .90, respectively. The total scale’s Cronbach’s
alpha reliability coefficient was re-calculated in the present study and determi-
ned to be .97; when the dimensions were re-calculated, Distributional, Procedu-
ral and Interactional justice were found to be .93, .96 and .92, respectively.

Confirmatory Factor Analysis (CFA) has been carried out in order to con-
firm three-factor structure of the scale. CFA results have revealed that the three-
factor structure of the scale is confirmed and the model has good fit indices (x*/
sd=3.55, CFI= .96, TLI=.95, RMSEA= .073, SRMR = .025). Figure 2 suggests
the diagram model related to the CFA results.
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Figure 2. Confirmatory factor analysis diagram model regarding the
organizational justice scale

Data Collection

Necessary permissions have been obtained from Kése (2016b) and Polat
(2007) via e-mail in order for data collection tools to be used in the research.
After the official permission has been received from the Kahramanmarag Pro-
vincial Directorate of National Education with a view to implementing the data
collection tools to the teachers, the researchers have come into contact with the
schools and the needful explanations have been made to the teachers. Following
the distribution of the tools to the teachers, teachers have been ensured to res-
pond successfully.

Data Analysis

The research data have been analyzed using SPSS for Windows 21.0 and
mPlus 7.4 package program. The skewness coefficient test has assessed whether
the data have been distributed normally (Biiytikoztiirk, 2017). As a result of the
analyses, the skewness values have been identified to be “-.70” for Work Enga-
gement Scale and “-.83” for Organizational Justice Scale. For the dimensions
of the organizational justice scale- distributional, procedural and interactional
justice- the skewness values have been found to be “-.92” “-.82” and “-.88”, r
pectively. These values range between +1 and -1 mterval meaning that the re-
search data have demonstrated normal distribution. First, arithmetic mean and
Standard deviation values have been calculated for data analysis. Then, t-Test
and one-way analysis of variance (ANOVA) have been used to determine the
relationship between variables, and Scheffe test to identify the difference among
groups by taking F value into account. Correlation analysis has been conducted
so as to determine the relation between teachers’ work engagement levels and
their organizational justice levels. Besides, regression analysis has been used for
determining to what extent organizational justice predicts work engagement.
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Findings

This section of the study contains the findings related to the research ques-
tions.

Findings related to the Levels of Work Engagement and Organizational Justice
Perceptions

Table 1

Mean and Standard Deviation Values regarding the Teachers’ Work Engagement
and Organizational Justice Perception Levels

Tools Dimensions N X S
Work Engagement Work Engagement 476 4.08 59
The Overall Organizational Justice 476 3.90 .85
L . Distributional Justice 476 3.90 91
Organizational Justice
Procedural Justice 476 3.82 91
Interactional Justice 476 4.08 .83

As indicated in Table 1, the arithmetic mean of the teachers’ work engage-
ment levels is 4.08, while standard deviation is .59. In addition, the arithmetic
mean and standard deviation of the teachers’ organizational justice perceptions
have been determined to be 3.90 and .85, respectively. The arithmetic mean of
the dimensions related to organizational justice- distributional, procedural and
interactional justice is 3.90, 3.82 and 4.08, and standard deviations are .91, .91
and .83, respectively. Table 1 also depicts that teachers’ work engagement levels
(X'=4,08), the overall organizational justice scale (X =3,90) and its dimensi-
ons- distributional (X =3,90), procedural (X =3,82) and interactional justice (X
=4,08) perceptions have been identified to be at “Agree 3.41-4.20” level.

Findings related to the Analysis of Teachers’ Work Engagement Levels in terms of
Several Demographic Characteristics

In order to determine whether teachers’ work engagement levels statisti-
cally differ across demographic characteristics “Independent Samples t-Test” and
“One-Way Analysis of Variance (ANOVA)” were performed. A closer look at the
t-test, results indicates that teachers’ work engagement levels do not statistically
differ across their gender (X _,,.=4.08, SD_ . .=.59; X ....=4.08, SD .60;
1(474)=-.01, p=.99) and marital status (Ysingle=4.16, SDsingle='59; X arriea=4-06,
SD . riea=-39; t(474)=1.13, p=.25); whereas, teachers’ work engagement levels
significantly vary across their branch [(474)=3.67, p<.(05)]. Besides, classroom
teachers’ work engagement levels (X, oom teacher =422 SD gjacsroom teacher = 93)
have been noted to be significantly higher compared to those of the branch te-
achers (X oo reacher =201, SD, .ot reacher=-01)- The Eta-Square (n?) value cal-
culated to examine the effect of the branch on the work engagement level of

female
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the teachers is 0.03. Hence, it paves the way to state that approximately 3% of
the variance observed in work engagement scale scores depends on the branch
variable.

One-Way Analysis of Variance (ANOVA) test conducted to determine whet-
her teachers’ work engagement levels differ in terms of their educational status,
school type and seniority. Accordingly, no statistically significant difference has
been noted across teachers’ work engagement levels in terms of educational sta-

tus (Yassociate_4 13 SDassomate_‘66’bachelor 4. 07 SDbachelor 60 graduate =4. 11
SDgraduate= 9; F=.18, p=.83) and seniority (X15 =4.14, SD, s =.60; X, =
4.06, 8D, =-61; X,,.1s = 3.97, 8D, s =.56; X (o = 4.09, SD16_20—.59, Xy, =

4.16, SD,, , =.39;F =1.57, p=.18). However, a statistically significant difference
has been found in terms of the school type [F(2, 473)=8.73, p<.(05)].

As a result of the Scheffe test conducted in order to determine the differen-
ce among the groups in terms of school type, a statistically significant difference
p<.(05) has been identified across teachers’ work engagement levels depending
on working at primary (X = 4.21, 8D i vary school = .53), secondary (X
condary school = 4.02, SDsecondary school — 6) and hlgfl school (X high school 3.95, SShl
X school =-00). Accordingly, the teachers working at primary school have hlgher
work engagement level compared to those working at secondary and high school.

primary school

Findings related to the Analysis of Teachers’ Organizational Justice Perceptions
in terms of Several Demographic Characteristics

Table 2 suggests “Independent Samples t-Test” and “One-Way Analysis of
Variance (ANOVA)” results conducted in order to identify whether teachers’
organizational justice perceptions statistically vary across several demographic
characteristics.

Table 2

Analysis of Teachers’ Organizational Justice Perceptions in terms of Demographic
Characteristics

Gender Marital Branch Educational School Seniority
Status status Type
Dimensions t p t p t p F p F p F P

Distributional
Justice

Procedural Justice 47 .63 -06 .83 336 .00* .67 S1 13.62 .00* .69 .60
Interactional Justice .60 .55 .60 .95 299 .00* 142 .24 11.74 .00* 1.23 .30

20 .84 .55 .58 399 .00 .86 .42 17.72 .00* .77 54

Organizational

. 42 66 27 .78 3.67 .00% .87 41 16.00 .00* .74 .56
Justice

*p<.05
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Upon analyzing Table 2, it has been found that teachers’ organizational
justice perceptions do not statistically differ across their gender (X ,.=3.92,
S 865 X omate =3-89, SD =.84;1(474)=-.42, p=.66) and marital status (

X gingle =393, 8D 01 =825 X 11iea =390, SD g =855 1(474) = 27, p=.78); ho-
wever, teachers’ organizational justice perceptions significantly vary across their
branch [(474)=3.67, p<.(05)]. Besides, classroom teachers’ organizational jus-
tice perceptions (X .oom teacher =410 SD ocsroom teacher =-00) have been noted
to be significantly higher than those of the branch teachers (X ... tcacher=3-80
SD, . ot teacher=-30)- The Eta-Square (n?) value calculated to analyze the effect of
the branch on the organizational justice perceptions of the teachers is 0.03. Ac-
cordingly, approximately 3% of the variance observed in organizational justice
scale scores may be said to depend on the branch variable.

male female —

Considering the dimensions of the organizational justice, teachers’ distributi-
onal (X ,.=3.91,8D,_.,.=.95; X ...=3.90,8D; ..=.87;1(474)=-.20, p=.84),
procedural (X .=3.84, SD_ . =.90; X, ..=3.80, SD, ..=.92; t(474)=-.47,
p=.63), and interactional (X, .=4.10,8D . =.83; X . =4.06,SD ..=.83;
1(474)=-.60, p=.55), justice perceptions do not significantly vary across their gen-
der. Besides, teachers’ distributional (YSmgIe 3.97, 8D e =-88; X . iea=3-90,
SD 91 t(474)=.55, p=.58), procedural (X ,.=3.85, SDg ..=.91; X
married =382, SD 91 1(474)=.06, p=.83), and interactional (X g, =4.07,
SD gl = 78 X arriea=4-08, SD_ . ,=.83; 1(474)=.60, p=.95), justice percep-
tions are free from any signiﬁcant difference in terms of marital status, while
there exists a statistically significant difference among teachers’ distributional
[t(474)=3.99, p<.(05)], procedural [#(474)=3.36, p<.(05)] and interactional
[£(474)=2.99, p<.(05)] justice perceptions depending upon their branch.

=4.14, SDclass

classroom teacher 87) and in-
.76) justice perceptions have

branch teacher =3. 79

branch teacher 91) and
.85).justice perceptions of the

married

married

In addition, classroom teachers’ distributional ( X
room teacher 84) procedural ( X classroom teacher=4'02 SD
teractionai (.X classroom teacher 4‘24’ SD classroom teacher
been identified to be significantly higher than distributional (X
‘_S‘Dbranch teacher _ 92) procedural (Xbranch teacher =3.72, SD
interactional (X, recacher=4-00, SD
branch teachers.

Table 2 depicts One-Way Analysis of Variance (ANOVA) test conducted
to determine whether teachers’ organizational justice perceptions and the di-
mensions differ in terms of their educational status, school type and seniority.
In this regard, no statistically significant difference has been noted across te-
achers’ organizational justice perceptions in terms of educational status (X,
=4'15’ SDassocmte 58 bachelor=3‘90’ S]Dbachelor 85 graduate =3. 84 SD
=.88; F=.87, p=.41) and seniority (X15—387 SD, s =.95; X = 3%
SD¢ 10=-82; X 45= 3.88, 8D, ;s =.81; X (,, = 3.98, SD16 H0=-84; 721+_ 3.95,
SD,,,=.88;F=.74, p=.56). However, a statistically significant difference has
been determined in terms of the school type [F(2, 473)=16.00, p<.(05)].

classroom teacher

branch teacher

ciate

duate
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As a result of the Scheffe test conducted in order to determine the differen-
ce among the groups in terms of school types, a statistically significant difference
p<.(05) has been identified across teachers’ organizational justice perceptions
depending on working at primary (X 4.13, 8D imary school = .78), se-
condary (X ondary schoot = 3-90 SD -81) and high school (X, seho-
ol 360’ SShigh school = 88)

Upon analyzing the dimensions of the organizational justice, there has been
found no significant difference among teachers distributional (X assoc1ate =4.18,
SDaSSOW1te 725 X achelor=3-89, SD 92; X =3.91, =.91;

N 86 p= 42),7procedural (X associate  T*09> associate "0 bachelor A
SDbachelor=.91; X graduate = 3705 8Dy 400 =995 F=.67, p= .51) and interactional
(X associate 4‘34’ Lsgl)assomate '43; Xbachelor 4. 08 Sljbachelor 84 X graduate =3. 95

eraduate = -1 F=1.42, p= .247) justice perceptions in terms of thelr educational
status. Likewise, teachers’ distributional seniority (X, =3.96, SD, ; =.96; X
6.10= 3-81, 8D ,,=.87; X, ;5= 3.84, 8D, ;5 =.86; X (,,=4.00, SD(,,=.84; X
n4+=3.91, SD21+=1.04;F=.77,p=.54), procedural (71 5 —3 75, 8D, s =1.04; X
6.10= 372, 8D 1,=-88; X, 5= 3.81, 8D, 15 =.88; X (,=3.87, 8D (,,=.93; X
214+=3.90, 8D, , =.90;F=.69, p=.60) and interactional (X, ; =4.00, SD,  =.91;
Xe10= 3.94, SD ,=-84; X, 45= 4.10, SD,, 15 =.77; X4 ,,=4.16, SD16_20=.85;
X, 4=4.12, 8D, , =.80;F=1.23, p=.30) justice perceptions do not significantly
vary across seniority, while there exists a statistically significant difference among
teachers’ distributional [F(2,473)=17.72, p<.(05)], procedural [F(2,473)=13.62,
p<.(05)] and interactional [F(2, 473)=11.74, p<.(05)] justice perceptions depen-
ding upon school type.

primary school —

secondary school —

bachelor graduate graduate

As a result of the Scheffe test conducted in order to determine the differen-
ce among the groups in terms of school types, a statistically significant difference
p<.(05) has been identified across teachers’ distributional justice perceptions de-
pending on working at primary schools =4.17,8D primary school = .82)
and at secondary (X . ngary schoot= 3-87> SDecondary schoot =+20) and hlgh schools (

X high school = 3.58, SShlgh schoo =-93)- Similarly, a statistically significant differen-
ce p<.(05) has been found between teachers working at secondary schools and
those at high schools.

( 5r1mary school ™

When it comes to the procedural justice dimension, there exists a statisti-
cally significant difference p<.(05) has been determined between teachers wor-
king at primary (X 4.08, 8D inary schoot =-50) and secondary (X ...
dary school = 3-83, SD .85) schools and those working at high schools

ary schoo

X high school = 3.52, high school = .95). As for the interactional justice dimension,
the same difference p<.(05) has been determined between teachers working at
prlmary ( X primary school — 4. 26 SD primary school — 75) and Secondary ( X secondary scho-

= 411, 8Dy ndary school = .81) schools and those working at high schools (X, oh
=3. 82 SShlgh school — 88)

primary school —

secondary school —

school
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Findings regarding the Relation between Teachers’ Work Engagement Levels and
Their Organizational Justice Perceptions

Pearson correlation coefficient has been carried out in order to reveal the
relationship between the work engagement levels of teachers and their organi-
zational justice perceptions and its dimensions (distributional, procedural and
interactional). Table 3 depicts results related to the correlation analysis.

Table 3

The Relation between Teachers’ Work Engagement Levels and Their Organizational
Justice Perceptions

Organizational Distributional Procedural Interactional
Justice Justice Justice Justice
Work 42¢ 410 40* 38*
Engagement
p .000 .000 .000 .000
N=476
*p<.(01)

As can be seen in Table 3, there is a statistically significant relationship bet-
ween work engagement and organizational justice perception and all dimensi-
ons. There has been found a statistically medium level and positive relations-
hip between work engagement levels, the overall organizational justice scale
(r=0.42, p<.05) and its dimensions- distributional (r=41,p<.05), procedural
(r=40,p<.05) and interactional (r=38,p<.05) justice perceptions. It may be wise
to mention that teachers’ work engagement levels increase as their organizatio-
nal justice perception increase.

Findings about Whether the Dimensions of Organizational Justice Predict
Teachers’ Work Engagement

Initially, multiple regression analysis has been carried out in order to deter-
mine whether the dimensions of organizational justice-distributional, procedu-
ral, interactional justice- predict work engagement. Prior to multiple regression
analysis, it has been identified whether there is a linear relationship between
predictive variables and dependent variable and whether the scores demonstra-
te normal distribution (Biytkoztiirk, 2017). Moreover, the scatter diagram has
been noted to show a linear relationship, and histogram and normal distribution
curves for predicted values show normal distribution. The multiple regression
analysis results conducted through using “Enter” method have revealed that pro-
cedural and interactional justice variables do not significantly contribute to the
regression model. These two variables, which do not have a significant contri-
bution, have been removed and simple regression analysis has been performed
with the distributional justice variable and the model has been re-tested. Table 4
presents the results of the multiple and simple regression analysis.
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Table 4

The Results of Regression Analysis Regarding Whether Organizational Justice Per-
ceptions Predict Teachers’ Work Engagement Levels

Variable B Sh B T p
- Stable 2.898 126 22.939 .000
-% Distributional Justice 175 .053 269 3.275 .001
%u Procedural Justice .030 .067 .046 451 .652
ﬁ Interactional Justice .094 .063 131 1.499 135
£ R=0.424R2= 0179
=]
= F(3,472)=34.400 p=.0000
Stable 3.030 .109 27.703 .000
Distributional Justice 269 .027 413 9.860 .000

R=0.413R?>= 0.170

Simple Regression

F (1, 474)=97.216 p= .0000

As is seen in Table 4, simple regression analysis has identified that distri-
butional justice has a low and significant relationship with teachers’ work en-
gagement scores (R=0.413, R?=.17, p<.01). The distributional justice variable
explains about 17% of the total variance of teachers’ work engagement. Upon
examining the values related to regression coefficient significance, distributional
justice has been determined to be a significant predictor of work engagement.

Result, Discussion and Recommendations

Research results have affirmed that teachers have high levels of work enga-
gement. The results of the study are correlative with those of different researc-
hes conducted on teachers’ work engagement (Akman and iImamaoglu-Akman,
2017; Kavgaci, 2014; Kose, 2015; Sezen, 2014).

This research has also suggested that the teachers’ organizational justice
perceptions are at a high level in the overall scale and its dimensions. Similar
results have emerged in the studies conducted by Acikgoz, 2009; Akgiiney, 2014;
Atar, 2017; Bahgeci, 2014; Celik, 2011; Cirak, 2013; Diindar, 2011; Ertirk, 2011;
Gok, 2014; Giingérmez, 2014; Iren, 2015; Kahraman, 2014; Kilig, 2013; Kizil-
kaya, 2016; Ozcan, 2014; Polat, 2007; Ugurlu, 2009; however, there are also va-
rious studies indicating teachers have medium levels of organizational justice
perceptions (Aydin, 2015; Giince, 2013; Imamoglu, 2011; Sentiirk, 2014; Unlii,
2015; Yildiz, 2013). This paved the way for inferring that the teachers think their
administrators behave fairly in their practices.
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The results of the research have revealed that the teachers’ work engage-
ment levels do not significantly differ across their gender, marital status, educati-
onal status and seniority. The studies conducted by Giin (2017), Kavgaci (2014),
Kose (2015) and Sezen (2014) have shed light into the fact that teachers’ work
engagement levels do not significantly vary across their gender. Giin (2017) has
found no significant difference in terms of marital status, while Sezen (2014) has
identified that there is a statistically significant difference among teachers’ per-
ceptions towards the overall work engagement and dedication subscale in favor
of married teachers. In addition, Kése (2015) has found a statistically significant
difference in professional attitude dimension in favor of those who are married.
In her study, Giin (2017) has identified no significant difference in terms of edu-
cational status; whereas, Kavgaci (2014) and Kése (2015) have shown that there
exists a significant difference in the overall and sub-dimensions of work engage-
ment, and in professional attitude dimension in favor of teachers who have asso-
ciate degree. Besides, Kavgaci (2014) and Kose (2015) have reached the conclu-
sion that teachers’ work engagement levels increase as their teaching experience
increases. However, Giin (2017) has concluded that teachers’ work engagement
levels do not significantly vary across their seniority as in the present study.

Another result of the study has clarified that teachers’ work engagement
levels significantly differ in terms of their branch and school type. Accordingly,
classroom teachers have higher levels of work engagement compared to branch
teachers; teachers working at primary schools have higher work engagement le-
vels than those working at secondary and high schools. Likewise, Kavgaci (2014)
and Kose (2015) have found a statistically significant difference between class-
room teachers’ work engagement levels and those of branch teachers. Still, Giin
(2017) has reported a statistically significant difference in the dimensions of work
engagement integration and vigor in favor of high school teachers. The fact that
primary school teachers take care of students at young ages requires that teachers
often act as parents rather than teachers. This may enable classroom teachers to
internalize their work more. In addition, lower level of academic expectation at
primary school level compared to other levels may refer to the fact that primary
school teachers experience less anxiety. In addition, disciplinary problems enco-
untered in secondary and high schools are higher than primary schools, which
may be one of the reasons for secondary and high school teachers’ having low
level of work engagement.

The research results have shown that teachers’ perceptions towards the ove-
rall organizational justice and its dimensions do not significantly vary in terms of
their gender, marital status, educational status and seniority. Similar results have
been reported in various studies conducted by Acikgoz, 2009; Akgeyik, 2014; Ay,
2013; Ay & Kog, 2014; Bolukbasioglu, 2013; Celik, 2011; Diindar, 2011; Erturk,
2011; Giingoérmez, 2014; Kahraman, 2014; Kara, 2011; Karaman, 2009; Kasa-
poglu, 2015; Kizilkaya, 2016; Ozcan, 2014; Sentiirk, 2014; Terkes, 2015; Ugurluy,
2009; Uysal, 2014; Unli, 2015; however, some studies have found a significant
difference across the dimensions in favor of male teachers (Akgiiney, 2014; Atar,
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2017; Bahgeci, 2014, Cirak, 2013; Cokiik, 2013; Dogan, 2008; Eker, 2006; GOk,
2014; Giince, 2013; Iren, 2015;. Kilig, 2013; Kog, 2013; Polat, 2007) and in favor
female teachers (Aydin, 2015; Imamoglu, 2011).

As a result of this study, the teachers’ organizational justice perceptions
do not differ significantly in terms of their marital status. Different researches
have similar results (Atar, 2017; Aydin, 2015; Celik, 2011; Cokiik, 2013; Diindar,
2011; Giince, 2013; Gliingdérmez, 2014; Iren, 2015; Kara, 2011; Kasapoglu, 2015;
Kilig, 2013; Terkes, 2015). The result of this research indicating that teachers’
organizational justice perceptions do not significantly change in terms of their
educational status is in line with those of various studies (Akgeyik, 2014; Akgii-
ney, 2014; Atar, 2017; Bolikbasioglu, 2013; Celik, 2011; Giince, 2013; Iren, 2015;
Kara, 2011; Kasapoglu, 2015; Kilig, 2013; Kizilkaya, 2016; Unli, 2015), but it
differs from the results of some researches, showing that teachers’ organizational
justice perceptions differ across educational status (Cirak, 2013; Ozcan, 2014;
Terkes, 2015).

Another result of the research is that teachers’ organizational justice per-
ceptions do not significantly differ in terms of their seniority. Similar results have
emerged in some studies (Actkgdz, 2009; Akgiiney, 2014; Atar, 2017; Ay, 2013;
Bahceci, 2014; Celik, 2011; Diindar, 2011; Giince, 2013; Glingérmez, 2014; Ima-
moglu, 2011; Iren, 2015; Kasapoglu, 2015; Kizilkaya, 2016; Koc, 2013; Ozcan,
2014; Sentiirk, 2014; Terkes, 2015; Ugurlu, 2009; Uysal, 2014). In contrast, there
also some studies suggesting that teachers’ organizational justice perceptions sig-
nificantly differ across their seniority (Akgeyik, 2014; Aydin, 2015; Cirak, 2013;
Cokik, 2013; Dogan, 2008; Eker, 2006; GOk, 2014; Kahraman, 2014; Kara, 2011;
Kilic, 2013; Polat, 2007; Unli, 2015).

Teachers’ perceptions of organizational justice differ significantly depending
upon their branches and school types. Classroom teachers have been determined
to hold higher justice perceptions in all dimensions of organizational justice scale
compared to branch teachers. Celik (2011), Cirak (2013) and Kasapoglu (2015)
have analyzed the difference among teachers’ organizational justice perceptions
in terms of their branches and concluded that there is a significant difference in
favor of classroom teachers. On the other hand, Cokiik (2013) has found a sig-
nificant difference in favor of branch teachers, Ay (2013) in favor of teachers of
social activity courses, Sentiirk (2014) in favor of teachers of vocational courses;
whereas, some research results have revealed that teachers’ organizational jus-
tice perceptions do not significantly differ in terms of their branches. (Akgiiney,
2014; Aydin, 2015; Bahgeci, 2014; Boliikbasioglu, 2013; Dogan, 2008; Giince,
2013; Iren, 2015; Kara, 2011; Kizilkaya, 2016; Polat, 2007; Ugurlu, 2009).

Teachers working at primary schools have been found to possess higher dist-
ributional justice perceptions compared to those in secondary and high schools,
while teachers working at secondary schools have higher distributional justice
perceptions than high school teachers. Considering the dimensions of procedu-
ral and interactional justice, teachers working at primary and secondary schools
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have been noted to have a higher perception than teachers in high schools. Simi-
lar to the results of the present study, Gok (2014) has concluded that there is a
significant difference between primary and secondary school teachers in favor of
primary school teachers in all dimensions of the scale. Ozcan (2014) has found a
significant difference between primary and high school in favor of primary school
in terms of the dimension of distributional justice, and Unlii (2015) has identified
a significant difference in favor of primary and secondary school teachers rather
than high school teachers in the overall scale and the dimensions of procedural
and interactional justice. Contrarily, Akgiiney (2014) and Polat (2007) have fo-
und no significant difference between teachers’ organizational justice percepti-
ons and school types. There may be various reasons why the distributional justice
perceptions of teachers working at secondary and high schools are lower than
primary school teachers. The schools hold so many activities that directly affect
teachers, such as the distribution of courses, the organization of the curricula,
the determination of student clubs, the planning of social activities and the estab-
lishment of commissions. It is likely that these activities are much more intense
in secondary and high schools than primary schools. The fact that this intensity
brings a number of problems can be explained as the reason why teachers who
have problems in this regard have low perceptions towards distributional justice.

It has also been found a positive and medium level of relationship between
teachers’ work engagement levels and their organizational justice perceptions
and its dimensions distributional, procedural and interactional justice. In a study
conducted by Aksit-Asik (2016), a low level relationship has been identified bet-
ween teachers’ work engagement and distributional and procedural justice, and
a medium positive correlation with interactional justice. When different research
results have been evaluated along with the results of this research, it can be sta-
ted that work engagement level increases as organizational justice perception
increases and vice versa.

This research has shown that distributional, procedural and interactional
justice perceptions have a low and significant relationship with teachers’ work
engagement levels. These three dimensions of organizational justice explain
about 18% of the total variance of teachers’ work engagement. Moreover, only
distributional justice has been determined to be a significant predictor of work
engagement, and that procedural and interactional justice perceptions are not a
significant predictors of work engagement. In his research conducted with hotel
employees, Aksit-Asik (2016) has noted that procedural and interactional justice
along with the distributional justice significantly predicts work engagement. Ay-
din (2015) has revealed that teachers find their jobs meaningless, feel themsel-
ves impotent and withdraw themselves from their schools when there is no fair
distribution in schools. It can be stated that teachers’ work engagement mostly
depends on the fairness of the distribution rather than the practices and interac-
tion related to the organizational justice. It can be stated that the distribution of
the courses, the organization of weekly course schedules, sharing of other jobs
and responsibilities outside the classroom as well as ensuring impartiality in the
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distribution of awards considered as the indicators of distributional justice in
schools can significantly affect teachers’ work engagement.

Recommendations

1.

Research results have revealed that teachers” work engagement levels
decrease as they move from primary school to secondary and high scho-
ol education levels. Inventories prepared for showing the reasons of
this situation can be developed by the Ministry of National Education
and Provincial/District National Education Directorates and they can
be implemented to teachers. The results can be evaluated and the barri-
ers to teachers’ work engagement can be determined. Action plans that
eliminate these barriers can be prepared and implemented.

As a result of the research, organizational justice perceptions of the
teachers’ working at secondary and high schools have been determined
to be lower than primary schools just as their work engagement levels.
Given the decisive role of perceived organizational justice in the lives
of organizations, low-level organizational justice perception may be a
vital danger for organizations. Thus, the reasons for this low perception
of justice may be determined through inventories; therefore, preventive
measures may be taken.

The research has identified a positive and significant relationship bet-
ween the teachers’ work engagement and the perceived organizational
justice. In other words, work engagement level increases as organizati-
onal justice perception increases. Considering the significance of this
situation in terms of educational organizations, more attention can be
paid to the further development of organizational justice at all levels of
the education system with a view to increasing teachers’ work engage-
ment levels. At that point, the awareness of organizational administra-
tors regarding organizational justice can be increased through activities
such as courses, seminars etc.

Teachers’ perceptions of distributional justice have been found to be
a significant predictor of teachers’ work engagement. In this respect,
it is essential to create a participatory and common understanding of
the distribution of resources and awards in schools/institutions, and
that the functionality of the committees and commissions established
in schools should be ensured. Teachers’ views and suggestions can be ta-
ken into account in the extent of the possibilities that will directly affect
the perceptions of teachers’ distributional justice, such as the distributi-
on of courses, extracurricular affairs and awards, and the organization
of curricula. Besides, managers’ sensitivity and awareness can be incre-
ased for making the distribution in a fair manner.
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The present study has found that the work engagement levels of high
school teachers are lower than those working at primary and secondary
schools. The reasons can be examined in depth through qualitative re-
searches.

Secondary and high schools have been considered as a whole regardless
of the school type in the current study. Different studies can be carried
out in order to examine teachers’ work engagement levels depending
on the school types like secondary and high schools.

This research has analyzed the relationship between work engagement
and organizational justice, which is a reflection of the executive beha-
vior. Various studies can be conducted to explore the relation of work
engagement with organizational power sources and leadership charac-
teristics used by managers can be examined.



Tiirkce Siiriim

Giris

Isgorenlerin, yaptiklari ise karsi tutkulu olmalars, islerini yaparken coskulu
davranmalari, yiiksek bir enerjiyle zihnen ve bedenen tiim benliklerini isleri icin
ortaya koymalari, islerine gonil vermeleri ve calisma ortaminda islerine karsi
bir adanmuslik igerisinde olmalar tiim Orgiitler acisindan istendik durumlardir.
Ciinkt glinimiiz calisma hayatinda orgitler, cok calisan ya da sadece yetenekli
olan isgorenleri biinyelerine katmakla yetinmemekte ayni zamanda isine men-
tal olarak bagl, istekli, enerjik ve kendini ise verebilen isgorenlere gereksinim
duymaktadirlar (Kavgaci, 2014). Bu durumlarin, girdisi insan, ¢iktisi topluma
sunulan insan davranist olan okullar agisindan daha istendik oldugu ifade edi-
lebilir. Okullar topluma sunulan c¢iktiy1 cogunlukla 6gretmenler eliyle iiretirler.
Ogretmenlerin nitelikli iiretim yapmalarmin daha ¢ok onlarin performanslarina,
performanslarinin ise genelde kendilerini ige vermelerine (ige angaje olmalarina)
bagli oldugu belirtilebilir. Kendini ise verme ise isgdrenlerin canlilik, adanmuglik,
kendini verme ve tutku gibi birlesik duygu ve tutumlariyla ilgili bir durumdur
(Arifin, Troena, Djumahir ve Rahayu, 2014).

Pozitif orgiitsel davranigin 21. yiizyillin baslarinda ortaya cikardigi kavram-
lardan biri olan kendini ise verme kavrami, yonetim alan yazininda ise angaje
olma (job/work/employee engagement) olarak ifade edilmektedir (Ozkalp ve
Meydan, 2015). Arastirmanin bu noktasinda deginilecek énemli bir husus ise
kavramin Tirkiye’de, Tiirkge karsiliginin ne oldugu tizerinde hentiz bir uzlagi-
nin bulunmadigidir. Ulusal yazinda kendini ise verme kavraminin farkl yazarlar
tarafindan farkl isimlerle kullanildig1 calismalara rastlanmaktadir. Bu ¢aligma-
larda kavramin Tiirkgesinin cogunlukla isle biitiinlesme (Akman ve Imamoglu-
Akman, 2017; Ardi¢ ve Polatci, 2009; Ari, 2011; Erim, 2009; Giindiiz, Capri ve
Gokcakan, 2013; Giin, 2017; Kavgaci, 2014; Kavgaci ve Calik, 2017; Maraqa,
2017; Oncel, 2007; Sezen, 2014), ise angaje olma (Arslan ve Demir, 2017; Gii-
neser, 2007; Kose, 2015, 2016a, 2016b; Ozkalp ve Meydan, 2015) ve ise adanma
(Atilla-Bal, 2008; Ince, 2016; Kanten ve Yesiltas, 2013) seklinde kullanildig, ise
cezbolma (Ertemli, 2011; Esen, 2011), calismaya tutkunluk (Turgut, 2011) ve ise
kapilma (Oner, 2008) gibi kullanimlarin da tercih edildigi goriilmektedir.

Kendini ise verme ile ilgili olarak Kose (2015), “Job Engagement” 6lgegini
Tiirkgeye uyarlama calismasinda job engagement kavramim “Ise Angaje Olma”
seklinde uyarlamigtir. Kose’nin diger iki ¢aligmasinda da (Kose, 2016a; Kose,
2016b) kavram “Ise Angaje Olma” seklinde kullanilmigtir. Bu arastirma kapsa-
minda ise “angaje” kavraminin karsiliginin Tiirkce bir kavram olmasinin dil aci-
sindan daha uygun olacagi diisiincesinden hareketle “angaje” kelimesi ile ilgili
olarak “Kavramin Tirkce karsiligi ne olmalidir?” sorusu tizerine ¢aligmanin ya-
zarlar1 olarak bir degerlendirme yapilmig ve bu kavramin yerine “kendini ise ver-
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me” kavraminin kullanilmasinin uygun olacag: diigtintilmiistiir. Bu durumla ilgili
olarak Egitim Bilimleri Boliimii akademisyenlerinin gériiglerine de bagvurulmus-
tur. Kendileri ile yiiz yiize goriisiilen Egitim Bilimleri Boliimii 6gretim tiyesi olan
4 akademisyen “ige angaje olma” kavraminin yerine “kendini ige verme” kavra-
minin kullanilmasinin uygun olacag: yoniinde goriis ve Onerilerini belirtmiglerdir.
Alan uzmani akademisyenlerin goriig ve Onerileri de dikkate almarak kavramin
“kendini ise verme” olarak kullanilmasi yoniinde aragtirmanin yazarlari olarak
ortak bir karara ulagilmistir. Bu karar dogrultusunda bu arastirmada ilgili kav-
ram “kendini ise verme” olarak kullanilmis, yapilacak sonraki arastirmalarda
ilgili kavramin “kendini igse verme” seklinde kullanilmasinin uygun olacag: de-
gerlendirilmistir.

Kavrami tanimlayan ilk aragtirmaci olan Khan (1990), kendini ise vermeyi,
bireylerin caligma yasamina katildiktan sonra bilissel, duygusal ve fiziksel kapa-
sitelerini rolleri geregi ortaya koymalar1 ve is rolleri adina isgdrenlerin kendi-
lerini iglerine vermeleri olarak ifade etmistir. Dinglik, adanmislik ve yogunlas-
ma boyutlarindan olusan igle ilgili pozitif ve doyurucu bir diisiince yapisi olarak
tanimlanan (Schaufeli, Salanova, Gonzalez-Roma ve Bakker, 2002) kendini ige
vermenin, cosku, tutku, yiiksek diizeyde konsantrasyon ve enerjiye doniisebilen
(Wildermuth ve Wildermuth, 2008), isle ilgili bireysel ve orgiitsel olumlu sonug-
lar ortaya cikaran bir pozitif davranis ve zihin durumu oldugu belirtilebilir (Roo-
zeboom ve Schelvis, 2015).

Khan, isgoren igin isine yonelik anahtar bir referans sayilabilecek kendini
ise verme durumunu, bireysel ve orgiitsel diizeyde olumlu ¢iktilarin tiretilmesinin
kaynagi olarak gormiistiir (Schaufeli, 2012). Yapilan arastirmalarda bu 6ngoriyi
destekler niteliktedir. Arastirmalarda kendini ise verme davranisinin isgéren-
lerin; isini severek yapmasina, is doyumun artmasina, aile ve sosyal hayatinda
mutlu olmasina katki sagladigi (Kose, 2016a), isten ayrilma ve is degistirme gibi
distincelerini etkiledigi (Schaufeli ve Bakker, 2004), ruhsal olarak daha saglikli
bir hayat yasamalarina olanak kildig1 (Demerouti, Bakker, Janssen ve Schaufe-
li, 2001), daha fazla Orgiitsel vatandasglik davranislari sergilemelerini sagladigi
(Bakker ve Demerouti, 2008), ise olan devami arttirdig1 (Berg, 2013), drgiite olan
sadakati gelistirdigi (Agyemang ve Ofei, 2013), orgiitsel verimlilik ve etkililigi
arttirdig1 (Ardig ve Polatgi, 2009) ifade edilmektedir. Bu yoniiyle kendini ise ver-
menin Orgiitsel bagarinin anahtari oldugu ifade edilebilir (Lockword, 2007).

Orgiitler acisindan beklenen ve istendik bir davranis olan kendini ise verme
pek ¢cok unsurdan etkilenmektedir. Algilanan destegin, orgiit ikliminin, orgiitsel
kiiltiir ve sergilenen liderlik davraniglarinin, lider iiye etkilesiminin, is yasam ka-
litesinin, 6z-yeterlik ve ortamsal faktorlerin, birey ve Orgiit arasindaki uyumun,
ig-aile ve aile-ig catismalarinin, kisilerarasi iligkilerin, ig zorluklarinin, gérevle il-
gili takdir yetkisinin, 6zerkligin ve kendini toparlama giicii gibi bircok durumun
isgorenin kendini ise verme davranmisini etkiledigi bilinmektedir (Ari, 2011; Ari-
fin vd., 2014; Atilla-Bal, 2008; Berg, 2013; Ertemli, 2011; Giineser, 2007; Kavgaci
ve Calik, 2017; Kose, 2015; Lehtinen, 2013; Mustosmaéki, Anttila ve Oinas, 2013;
Warshawski, 2011).
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Kendini ise vermenin gerceklesebilmesi icin en genel unsurun, bireyle isi
arasindaki uyumun saglanmasi oldugu ifade edilebilir. Bu uyumu saglamak ise
devam ettirilebilir bir ig ytikii, kararlara katilim ve kontrol duygusu, dogru kur-
gulanmug bir taninma ve 6dill sistemi, destekleyici bir aidiyet duygusu, adalet ve
hukukun hakim oldugu anlamli ve degerli bir is ile miimkiin olabilecektir (Mas-
lach, Schaufeli ve Leiter, 2001). Biitiin bu yonleri dogrudan ve dolayli olarak
etkilemesinden dolay1 adalet kavraminin diger faktdrlere gore daha baskin ve be-
lirleyici oldugu ifade edilebilir. Orgiit igerisinde gelisen tiim siireclerde isgdren-
lerin tutum ve davranislari tizerinde etkili olan ve biiyiik dlciide cevresel faktorler
cercevesinde sekillenen bir degisken olarak orgiitsel adaletin (Meydan, Basim ve
Cetin, 2011) birey ve isi arasindaki uyum ve uyumsuzlugu etkileyen bir durum
oldugu (Maslach ve Leiter, 1997) ve bu uyumun ise kendini ise vermeyi sagladig:
belirtilebilir (Ardig ve Polatci, 2009). Bunun temel nedeni Orgiitsel adalet algisi-
nin, ortaya ¢ikardig: bireysel ve orgiitsel sonuglar itibariyle isgérenlerin tutum ve
davraniglart iizerindeki belirleyiciligidir (Tascioglu, 2011).

Aksit-Asik (2016), orgiitsel adalet algisinin disiik olmasindan kaynaklanan
olumsuz tutumun, isgorenlerin kendini ise vermesini olumsuz etkileyen bir faktor
olarak goriilldigiini, orgiitsel adalet algisinin yliksek olmasinin kendini ise verme
diizeyini olumlu etkiledigini bu bakimdan 6rgiitsel adaletin tesisinin, isgdrenlerin
kendini ise verme davranisi sergileyebilmeleri icin bir gereklilik oldugunu belirt-
mistir. Yapilan aragtirma sonuglar1 da orgiitsel adaletin, isgdrenlerin kendini ige
verme davranigi lizerinde belirleyici bir etken oldugunu ve isgorenlerin kendini
ise verme diizeyini etkiledigini gostermektedir (Alvi ve Abbasi, 2012; Hassan ve
Jubari, 2010, Akt. Aksit-Asik, 2016). Bu yoniiyle orgiitsel adaletin kendini ige
vermenin Onemli bir Oncili oldugu ifade edilebilir.

Adaletin is yerindeki etkisini belirtmek i¢in kullanilan 6rgiitsel adalet, genel
bir ifadeyle isgorenlerin orgit icinde ne kadar adil davranildigina dair algilari ile
bu algimin biitiin orgiitsel stireclere iliskin sonuglar1 nasil etkiledigini kapsayan
bir kavramdir (Iscan ve Saymn, 2010). Tanimdan da anlagilacag iizere isgdren-
ler orgiitte gelisen siireclerin, orgitii olusturan pargalarin, gérev dagilimlarinin,
odillerin ve kendilerine karst sergilenen davranislarin adaletli olup olmadig:
noktasinda bir yargiya varmaktadirlar. Olusan bu yargi sonucunda ise islerine ve
orgiitlerine iligkin tutum gelistirmektedirler (Greenberg 1990). Isgorenler, tutum
gelistirmelerine neden olan algiy1 sekillendirirken birtakim o6l¢iitler belirlemekte
ve bunlari orgiitlerde kendilerine adil ya da adil olmayan bir bicimde davranil-
digina karar vermelerinde kullanmaktadirlar. Isgorenlerin, kaynaklarmn dagitimi
ve dagitimin adilligine iliskin algilar1 dagitimsal adalet; kaynaklarin dagitimi sii-
recinde alinan kararlara iliskin algilar1 islemsel adalet; orgtitteki benzer ve farkl
pozisyonlardaki isgorenlerin birbirleri ile etkilesimlerine iliskin algilari ise etki-
lesimsel adalet olarak adlandirilmaktadir. Isgorenlerin algiladiklari farkl tipteki
bu tc adalet algisi Orgiitsel adaletin alt boyutlar1 seklinde nitelendirilmektedir
(Altinkurt ve Yilmaz, 2010).
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Orgiitsel adaletin belirtilen bu boyutlarina yénelik olumlu veya olumsuz al-
gilarin, isgdrenlerin tutum ve davraniglarini sekillendirdigi dolayistyla kendini ige
verme davranisini etkiledigi ifade edilebilir. Mueller ve Wynn (2000), adaletle
ilgili yapilan kuramsal ve deneysel caligmalari incelemeleri sonucunda bu calig-
malarin ¢cogunlugunda bireyin adaletsizlik algisi ile bu algiya verdigi davranis-
sal ve biligsel tepkiler arasinda bir iligki oldugunun varsayildigini belirtmislerdir.
Kuramsal yaklagimlarda farkliliklar goriilmekle beraber bu caligmalardaki ortak
diistincenin; bireylerin adalete duyarsiz kalmadiklar1 ve deger verdikleri oldugu
arastirmacilar tarafindan ifade edilmistir (Akt. Bal, 2014). Bu noktadan hare-
ketle isgdrenlerin adalet konusunu 6nemsedikleri, gorevlerin, 6dill ve cezalarin
adaletli olup olmadig: ile yakindan ilgilendikleri, siirekli olarak kendilerini diger
isgorenlerle kiyasladiklari, prosediirlerin tiim isgdrenlere esit bir sekilde uygu-
lanip uygulanmadigini, kendileriyle ilgili alinan kararlarin nedenlerini bilmek
istedikleri, tist yoneticilerin kendilerine yonelik tutum ve davraniglarini sorgula-
diklar1 ve bunlara iliskin olarak gelistirdikleri algilara gore tutum sergiledikleri
belirtilebilir (Cihangiroglu ve Yilmaz, 2010).

Isgorenlerin sergiledikleri tutum ve davranislar dogal olarak bir takim birey-
sel ve orgiitsel sonuglarin ¢ikmasima neden olabilecektir. Orgiit icinde adaletin
etkin bir sekilde uygulanmasi pozitif sonuglar ortaya cikarabilecegi gibi uygu-
lanmadiginda negatif sonuglarin ortaya cikmasina sebebiyet verecektir (Yesil ve
Dereli, 2012). Arastirmalarda isgdrenlerin Orgiitsel adalet algilarinin artmasinin;
orgiitsel baghgi, verimliligi ve orgiitsel vatandaslik davraniglarini gelistirecegi, Or-
giitiin ihtiyac duydugu sagduyulu davraniglari artiracag, isgorenlere kendilerini
orgiitleri icin degerli ve saygin bir liye olduklarini hissettirecegi, isgdrenlerin is
arkadaslariyla ve yoneticilerle arasinda uyumlu ve giiven esasl iligkiler gelistire-
cegi, Orgiitte caligmaya devam etme kararini etkileyecegi ve isgdrenlerin Orgiite
olan adanmugliklarin arttiracagi seklinde pozitif tutum ve davraniglar saglarken,
oOrgiitsel adalet algisinin azalmasinin ise; orgiitsel bagligi azaltacagi, verimliligi
dusiirecegi, hirsizlik, saldirganlik ve isgiicti dontisiimii gibi istenmeyen durumlara
neden olacagi, isgOrenin Orglitten ve orglitsel amaclari gerceklestirme noktasin-
da fiziksel ve duygusal yonden uzaklagacagl, sonugta isten ayrilma gibi olumsuz
sonuclar dogurabilecegi belirtiimektedir (Ay ve Kog, 2014; Babaoglan ve Ertiirk,
2013; Beugr, 2002; Cihangiroglu ve Yilmaz, 2010; Tascioglu, 2011). Sonug olarak
orgiitsel adaletin orgiitlerin verimliligi, etkililigi ve bu durumlarin stirdiirebilirligi
i¢in bir gereklilik oldugu ayn1 zamanda isgorenlerin ige olan bakisini, kendini ige
vermesini ve ise devamini etkileyen bir unsur oldugu belirtilebilir.

Kendini ise verme ile Orgiitsel adaletin gerek orgiit gerekse birey acisindan
onemli bir yere sahip olduklar1 gériilmektedir. Bu 6nemden hareketle arastirma
kapsaminda calisanlarin kendini ise vermeleri ile Orgiitsel adalet algilar1 arasin-
daki iliski ortaya konulmaya calisilmistir. Alanyazin incelendiginde farkli meslek
grubundaki ¢alisanlarin kendini ise verme davraniglarinin incelendigi arastirma-
lara rastlanmakla beraber, 6rneklemini 6gretmenlerin olusturdugu ve 6gretmen-
lerin kendini ise verme davramislari ile i yasam kalitesi algisinin (Akman ve Ima-
moglu-Akman, 2017), performans ve is yerlerinden ayrilma niyetlerinin (Oncel,
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2007), baz1 bireysel ve orgiitsel degiskenlerin (Kavgaci, 2014), is yasamindaki yal-
nizlik diizeylerinin (Sezen, 2014), drgiitsel destek algisi ve orgiit ikliminin (Kose,
2015) ve egitime inanma diizeyleri (Giin, 2017) ile arasindaki iligskinin incelendigi
siurh sayida arastirmanin bulundugu goriilmektedir. Bu arastirma kapsaminda
yapilan alanyazin taramasi sonucunda 6gretmenlerin kendini ise verme davrani-
st ile Orgiitsel adalet algilar1 arasindaki iligkiyi inceleyen herhangi bir calismaya
rastlanilamamig olmasindan dolay: boyle bir calismanin yapilmasina ihtiyac du-
yulmustur. Bu aragtirmada 6gretmenlerin kendini ise verme diizeyleri ile orgiit-
sel adalet algilarinin 6gretmenlerin sahip olduklari sosyo-demografik degisken-
ler bakimindan farklilasma durumlarinin; kendini ise verme ile orgiitsel adalet
algis1 arasindaki iliskinin ve Orgiitsel adaletin kendini ise vermeyi ne diizeyde
yordadiginin ortaya konulmasiyla alanyazina katki sunulacag: diistiniilmektedir.
Ortaya konulacak bu bulgularin uygulayicilar olan biitiin egitim yOneticilerine
de bu yoniiyle bir farkindalik kazandiracagl ve uygulamalarinda egitim yoneti-
cilerine yol gosterebilecegi iimit edilmektedir. Bu amacla aragtirma kapsaminda
asagidaki sorulara yanit aranmigtir:

1. Ogretmenlerin kendini ise vermeleri ile orgiitsel adalet algilari hangi
diizeydedir?

2. Ogretmenlerin kendini ise verme diizeyleri cinsiyet, medeni durum,
brans, egitim durumu, okul tiirii ve kidem degiskenleri yoniinden fark-
lilasmakta midir?

3. Ogretmenlerin orgiitsel adalet algilari cinsiyet, medeni durum, brans,
egitim durumu, okul tiri ve kidem degiskenleri yoniinden farklilag-
makta midir?

4. Kendini ise verme ile orgiitsel adalet algisi arasinda anlamli bir iligki
var midir?

5. Orgiitsel adalet algisi kendini ise vermenin bir yordayicist midir?

Yontem

Bu boliimde arastirmanin modeline, evren ve Ornekleme, veri toplamada
kullanilan 6lgme araglarina, uygulama siirecine, arastirma ile ilgili verilerin top-
lanmasina ve verilerin analizine dair bilgilere yer verilmistir.

Arastirmanin Modeli

Arastirma betimsel bir ¢alisma olup iligkisel tarama modelinde gercekles-
tirilmistir. Tarama modelleri, gecmiste ya da giinlimiizde var olan bir durumu
oldugu gibi betimlemeyi amaglamaktadirlar. Tligkisel tarama modelleri ise iki ve
daha fazla degisken arasindaki iligkinin bulunup bulunmadigini, bulunuyorsa ilis-
kinin derecesi ve diizeyini belirlemeyi amaglayan arastirma modelidir (Karasar,
2014). Bu calismada 6gretmenlerin kendini igse verme ve Orgiitsel adalet algt dii-
zeyleri incelenmis, bu iki degiskenin 6gretmenlerin bazi demografik 6zelliklerine
gore farklilasma durumlari ortaya konulmustur. Ayrica 6gretmenlerin kendini
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ise verme diizeyleri ile orgiitsel adalet algilar1 arasindaki iligki ve 6gretmenlerin
orgiitsel adalet algilarinin kendini ise verme davranigini yordama diizeyi incelen-
mistir.

Evren ve Orneklem

Aragtirmanin evrenini Kahramanmaras ili merkez ilgelerindeki (Onikisu-
bat, Dulkadiroglu) kamu ilkokul, ortaokul ve liselerinde ¢alisan toplam 7006 6g-
retmen olusturmaktadir. Arastirmanin 6rneklemi icin gereken biiyiikligiin % 95
giiven diizeyi icin 364 kisi oldugu belirlenmistir. Olcek formlarinin uygulaniginda
ve geri doniisiinde problem olabilecegi diisiincesiyle seckisiz olarak belirlenmig
500 6gretmene ulagilmistir. Toplanan Olcek formlarindan kullanilabilir durumda
olan 476 tanesi ile analizler yapilmistir. Aragtirma 6rneklemine dahil edilen ka-
tilmeilarin % 51.5ini (n = 245) erkekler, % 48.5’ini (n=231) kadinlar olustur-
maktadir. Katilimeilarin % 89.1°i (n=424) evliyken, % 10.9’u (n=52) bekardir.
Katilimcilarin % 87.6’s1 (n=417) lisans mezunu, % 8.6’s1 (n=41) lisansiistii me-
zunu ve % 3.8’i (n=18) 6n lisans mezunudur. Sinif 6gretmenlerinin oran1 % 33.4
(n=159), brang 6gretmenlerinin orani ise % 66.6’dir (n=317). Ilkokul, ortaokul
ve liselerde gorev yapan brang 6gretmenleri tek bir grup olarak degerlendirilmis-
tir. Ogretmenlerin % 38.7’si (n=184) ilkokullarda gérev yapmaktadir. Bu sayiya
bu okullarda gorev yapan brang 6gretmenleri de dahil edilmistir. Ogretmenlerin
% 31.9u (n=152) ortaokullarda, % 29.4’ii (n=140) ise liselerde gorev yapmak-
tadir. Katilimceilarin % 9’u (n=43) 1-5 yil arasinda, % 20.6’s1 (n=98) 6-10 y1l ara-
sinda, % 22.3’i (n=106) 11-15 y1l arasinda, % 26.1’i (n=124) 16-20 y1l arasinda
ve % 22’si (n=105) ise 21 yil ve lizeri hizmet siiresine sahiptir.

Veri Toplama Araglar:

Ogrptmenlerin kendini ise verme diizeylerini belirlemek i¢in “Kendini Ise
Verme Olgegi”, orgitsel adalet algilarini belirlemek igin ise “Orgitsel Adalet
Olgegi” kullanilmistir.

Kendini Ise Verme Olgegi

Kendini Ise Verme Olgegi (UWES: Utrecht Work Engagement Scale) Scha-
ufeli vd., (2002) tarafindan gelistirilmis ve Kose (2015) tarafindan Tiirkceye
uyarlanmistir. Olgek 17 maddeden olusmakta olup “1-Kesinlikle Katilmiyorum
ile 5-Kesinlikle Katiliyorum™ araliginda besli likert seklinde derecelendirilmistir.
Kose (2015) yapmus faktor analizi sonucunda 6lgekteki maddelerin 2 faktor (Ise
Bakas ve Ise Devam) altinda toplandigini belirtmistir. Kendini Ise Verme Olgegi
daha sonra yine Kdse (2016b) tarafindan yapilan ¢alismada tek boyuta indirgen-
mistir. Bu aragtirmada Kése (2016b) tarafindan uyarlanan 6lgegin tek boyutlu
formu kullanilmigtir. Kése (2016b) tarafindan dlgek tizerinde yapilan giivenirlik
analizi sonucunda Cronbach Alpha katsayist .94 olarak bulunmustur. Bu arastir-
ma da ise olgegin giivenirligi .93 olarak hesaplanmuistir.

Kendini Ise Verme Olgeginin tek faktorlii yapisin1 dogrulamak amaciyla bu
caligma icin mPlus 7.4 paket programi kullanilarak Dogrulayict Faktor Analizi
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(DFA) yapilmistir. DFA sonucunda 6lgegin tek boyutlu yapisinin dogrulandigt
ve modele ait uyum indekslerinin istenilen diizeylerde oldugu gériilmiistiir (x%/
sd=3.92, CFI= .92, TLI=.91, RMSEA= .078, SRMR = .044). DFA sonucu elde
edilen model grafigi Sekil 1’de gosterilmistir:

8.62.70.73.32.55.72.67.70.72.77.59.80.75.73.72.74

[k]vl 7Hk1v16][klv15][k1v] 4Hk1vl 3Hk1v12][klv1]][k1v] of k1v9 | k1v8 | k1v7 | klv6 | k1v5 H k1v4 | k1v’5 | klv2 | klvl |

.67 .61 .51 .46 .90 .69 .48 .55 .51 .48 .40 .65 .36 .43 .47 .48 .46

Sekil 1. Kendini ise verme Olcegine ait dogrulayici faktor analizi model grafigi

Orgiitsel Adalet Olcegi

Orgiitsel Adalet Olgegi Niehoff ve Moorman (1993) tarafindan gelistirilmis
ve Polat (2007) tarafindan Tiirkge’ye uyarlanmigtir. Olgek 19 maddeden olusan
besli likert tipi bir 6lgek olup Polat (2007) tarafindan yapilan faktor analizi so-
nucunda 6lcekteki maddelerin 3 alt boyutta (Dagitumsal, Islemsel ve Etkilesimsel)
toplandig: belirtilmistir. Polat (2007), yapmis oldugu giivenirlik analizi sonucun-
da olgegin tamamu icin Cronbach Alpha katsayisini .96 olarak bulurken; dlgegin
alt boyutlari olan Dagitimsal, Islemsel ve Etkilesimsel Adalet boyutlarinin giive-
nirlik katsayilarini ise sirasiyla .89, .95, .90 olarak bulmustur. Bu aragtirma da ise
Olcegin tamamu icin Cronbach Alpha giivenirlik katsayisi .97 olarak hesaplanir-
ken; Dagitimsal, Islemsel ve Etkilesimsel Adalet alt boyutlarinda ise sirastyla .93,
.96, .92 olarak hesaplanmustir.

Olgegin ii¢ boyutlu yapisini dogrulamak amaciyla bu cahisma kapsaminda
DFA yapilmistir. Yapilan analiz sonucunda 6lcegin ii¢ boyutlu yapisinin dog-
rulandig1 ve modele ait uyum indekslerinin kabul edilebilir diizeylerde oldugu
goriilmistiir (x%/sd=3.55, CFI= .96, TLI=.95, RMSEA= .073, SRMR= .025).
DFA sonucu elde edilen model Sekil 2°de verilmistir.
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Sekil 2. Orgiitsel adalet 6lcegine ait dogrulayici faktor analizi model grafigi

Verilerin Toplanmast

Veri toplama araclarimin arastirmada kullanilabilmesi icin Kose (2016b)
ve Polat’tan (2007) gerekli izinler e-posta yoluyla alinmugtir. Veri toplama
araclarinin dgretmenlere uygulanabilmesi icin Kahramanmaras 11 Milli Egitim
Midiirligi'nden resmi izin alindiktan sonra, arastirmacilar tarafindan okullara
ulagilarak uygulama ile ilgili 6gretmenlere gerekli aciklamalar yapilmig, 6lgme
araglar 6gretmenlere dagitildiktan sonra 6lgek formlarini eksiksiz sekilde cevap-
landirmalar1 saglanmigtir.

Verilerin Analizi

Arastirmanin verileri SPSS for Windows 21.0 ve mPlus 7.4 paket progra-
mi kullanilarak analiz edilmistir. Arastirmada kullanilacak testlerin belirlenmesi
icin elde edilen puanlarinin normal dagihim gosterip gostermedigi carpiklik kat-
sayis1 yontemiyle (Buyukoztirk, 2017) incelenmistir. Yapllan analiz sonucunda
carpiklik (skewness) degeri Kendini Ise Verme Olgegi icin “-.70” Orgiitsel Adalet
Olgegi icin “-.83” orgiitsel adaletin alt boyutlar1 olan dagitimsal, islemsel ve et-
kilesimsel adalet iginse sirasiyla “-.92” “-.82” ve “-.88” olarak hesaplanmuis, tiim
degerlerin +1 ile -1 araliginda oldugu ve dagilimin normal oldugu kabul edilmis-
tir. Veri analizi i¢in aritmetik ortalama ve standart sapma degerleri belirlenmis,
degiskenler arasindaki iligkiyi belirlemede t-Testi ve Tek Yonlii Varyans Analizi
(ANOVA) testi, anlamli bulunan F degerinde fark olan gruplari belirlemede ise
Scheffe testi kullanilmigtir. Arastirmada 6gretmenlerin Orgiitsel adalet algilari ile
kendini ise vermeleri arasindaki iligkiyi belirlemek icin korelasyon analizi yapil-
mistir. Algiladiklar orgiitsel adaletin, kendini ise vermeyi ne diizeyde yordadigi-
ni1 belirlemek icin de regresyon analizi kullanilmugtir.
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Bulgular

Calismanin bu kisminda arastirmanin alt problemlerine yonelik bulgular ele
almmustir.

Ogretmenlerin Kendini Ise Verme ve Orgiitsel Adalet Alg Diizeylerine Iliskin
Bulgular

Ogretmenlerin kendini ise verme diizeyleri ve Orgiitsel adalet ve alt boyutla-
rina iligkin algilarinin ortalama ve standart sapma degerleri Tablo 1°de verilmistir.

Tablo 1

Ogretmenlerin Kendini Ise Verme ve Orgiitsel Adalet Algi Diizeylerinin Ortalama ve
Standart Sapma Degerleri

Olgekler Boyutlar N S
Kendini Ise Verme Kendini Ise Verme 476 4.08 59
Orgiitsel Adalet Genel 476 3.90 85
. Dagitimsal Adalet 476 3.90 91
Orgiitsel Adalet .
Islemsel Adalet 476 3.82 91
Etkilesimsel Adalet 476 4.08 .83

Tablo 1’e gore 6gretmenlerin kendini ise verme diizeylerinin aritmetik orta-
lamasi 4.08, standart sapmasi .59 iken; orgiitsel adalet algilarinin ortalamalarinin
3.90, standart sapmasinin ise .85 oldugu goriilmektedir. Orgiitsel adaletin alt bo-
yutlar1 olan dagitimsal, islemsel ve etkilesimsel adalet alt boyutlarinin aritmetik
ortalamalarinin sirastyla 3.90, 3.82 ve 4.08, standart sapmalarinin ise .91, .91 ve
.83 oldugu goriilmektedir. Bu tabloya gore, 6gretmenlerin kendini ige verme dii-
zeyleri (X = 4,08) ile Orgiitsel adalet 6lgeginin geneli (X = 3,90) ve alt boyutlari
olan dagitimsal (X = 3,90), islemsel (X = 3,82) ve etkilesimsel (X = 4,08) adalet
algilarinin “Katiliyorum 3.41-4.20” diizeyinde oldugu belirlenmistir.

Ogretmenlerin Kendini Ise Verme Diizeylerinin Demografik Ozelliklere Gire
Analizine Iligkin Bulgular

Ogretmenlerin kendini ise verme diizeylerinin demografik degigkenlere
gore farklilik gosterip gostermedigini belirlemek icin “Iligkisiz Orneklemler I¢in
t-Testi” ve “Tek Yonlii Varyans Analizi (ANOVA)” yapilmustir.

Yapilan t-Test sonucunda 6gretmenlerin kendini ise verme diizeylerinin cin-
siyet (X e =4-08, 88 1k =-39; X uqun =408, 88\, 4,0 =-60; 1(474)=-.01,p=.99) ve
medeni durum (X, = 4.16, 8§, .., =-59; X ;= 4.06, §S_,;=.59; t(474)=1.13,
p=.25) degiskenleri yoniinden istatistiksel olarak anlamli bir sekilde farklilas-
madig1, branglar1 bakimindan ise anlamli bir farklilik bulundugu goriilmektedir
[(474)=3.67, p<.(05)]. Smif 6gretmenlerinin (X = 4.22, SS_ .=.53) kendini
ise verme diizeylerinin, brang 6gretmenlerine (Ybran§= 4.01, SSbran§=.61) gore

anlamli bir bicimde yiiksek oldugu goriilmistir. Brans degiskeninin 6gretmen-
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lerin kendini ise verme davranisi iizerindeki etkisini incelemek icin hesaplanan
Eta-Kare (n?) degeri 0.03°diir. Buna gore kendini ise verme 6lgegi puanlarinda
gozlenen varyansin yaklasik %3’iinlin brang degiskenine bagl oldugu ifade edi-
lebilir.

Ogretmenlerin kendini ise verme diizeylerinin egitim durumu, okul tiirii
ve kidem degiskenine gore anlamli bir sekilde farklilagip farklilasmadigini or-
taya koymak icin yapilan Tek Yonli Varyans Analizi (ANOVA) testi sonucunda
ogretmenlerin kendini ise verme diizeylerinde egitim durumu (X =413,

- - Onlisans
S nticans=-00 X jjeane= 4-07, S, =-60; X =4.11, 8§ =.49; F=.18,

lisansiistii lisansiistii

p=.83)ve kidem (X, ;=4.14, 8§, s =.60; X ,,= 4.06,SS, ,,=.61; X, ;s =3.97,
881145 =-56; X 5,0=4.09,88 ¢ ,,=-39; X,,,=4.16,8S,,,=.59; F=1.57,p=.18)
degiskenleri yoniinden istatistiksel olarak anlaml bir farklilik bulunmazken, 6g-
retmenlerin kendini ise verme diizeylerinin, gorev yaptiklari okul tiirlerine gore

anlamli bir sekilde farklilagtigi goriilmiistiir [F(2, 473)=8.73, p<.(05)].

Okul tiirleri arasindaki farkin hangi gruplar arasinda oldugunu belirlemek
amaciyla yapilan Scheffe testi sonucunda ilkokullarda gorev yapan 6gretmenle-
rinin (X 0= 421, 8850 =-53) kendini ise verme diizeyleri ile ortaokul (X
ortaokul= 402, 881 =-56) ve liselerde (X .= 3.95, §§,,.=.66) gbrev yapan
ogretmenlerin kendini igse verme diizeyleri arasinda istatistiksel olarak p<.(05)
anlamlhilik diizeyinde farklilik oldugu ortaya cikmustir. Ilkokullarda gorev yapan
ogretmenlerin kendini ise verme diizeylerinin ortaokul ve liselerde gorev yapan
ogretmenlere gore anlamli bir sekilde daha yiiksek oldugu goriilmektedir.

Ogretmenlgrin Orgiitsel Adalet Alglarimin Bazi Demografik Ozelliklere Gore
Analizine Iliskin Bulgular

Ogretmenlerin orgiitsel adalet algilarinim demografik degiskenlere gore
farklilik gosterip gostermedigini belirlemek icin yapilan “Iliskisiz Orneklemler
Icin t-Testi” ve “Tek Yonli Varyans Analizi (ANOVA)” sonuglari Tablo 2 goste-
rilmistir.

Tablo 2

Ogretmenlerin Orgiitsel Adalet Algilarinin Demografik Degiskenlere Gore
Farklilagma Durumlan

Cinsiyet ~ Medeni Brang Egitim Okul Kidem
Boyutlar Durum Durumu Tiiria

t p t p t p F p F p F p
Dagitimsal Adalet 20 84 55 .58 399 000 86 .42 17.72 .00 77 54

Islemsel Adalet 47 .63 -06 .83 336 .00* .67 .51 13.62 .00* .69 .60
Etkilesimsel Adalet .60 55 .60 95 299 .00 142 24 11.74 .00* 123 .30
Orgiitsel Adalet 42 .66 27 78 3.67 .00* .87 .41 16.00 .00* .74 .56
*p<.05
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Tablo 2’ye gore dgretmenlerin Orgiitsel adalet dlceginin geneline iligkin algi-
larinin cinsiyet (X, ., =3.92, 881 =-86; X qin= 3-89, 88, 4,0 =-84; 1(474)=.42,
p=.66) ve medeni durum (X, .= 3.93, 8, ,,=-82; X ;= 3.90, §S_,=.85;
1(474)=.27, p=.78) degiskenleri acisindan istatistiksel olarak anlamli bir sekilde
farklilagmazken branglar1 bakimindan 6rgiitsel adalet algilari arasinda anlamli bir
farkliligin ortaya ciktig1 goriilmektedir [£(474)=3.67, p<.(05)]. Siuf 6gretmenle-
rinin (X = 4.10, SS_ .=.80) orgiitsel adalet algilarinin, brang 6gretmenlerine
(X prang= 3-80, S8y ,s=-80) gore anlaml bir sekilde yiksek oldugu goriilmiistiir.
Brang degiskeninin dgretmenlerin Orgiitsel adalet algilar: tizerindeki etkisini in-
celemek igin hesaplanan Eta-Kare (n?) degeri 0.03’diir. Buna gore orgiitsel ada-
let 6lgegi puanlarinda gozlenen varyansin yaklasik %3’iiniin brans degiskeni ile
aciklandigr ifade edilebilir.

Orgiitsel adaletin alt boyutlar1 incelendiginde cinsiyet degiskeni yoniinden
ogretmenlerin dagitimsal (X, ., =3.91, SS_, ., =-95; Xkadn 3.90, 88, 4n=-87;
t(474)=.20,p=.84)islemsel (X, ., =3-84,8S 1 .=-90; X\ 4n=3-80, 88, 4n="92;
1(474)=.47,p=.63) ve etklle§1msel(x kek =410, 88, . =.83; X, 4= 4.06, 85,

=.83; #(474)=.60, p=.55) adalet algllarlmn anlamli bir §ekllde farkhlagmadlgl
gérﬁlmﬁgtﬁr. Medeni durum degigkeni acisindan ise 6gretmenlerin dagitimsal (

=397, 88, ckar=-88; X ;= 3.90, §S_,;=.91; £(474)=.55, p=.58) islemsel (
Xpekar =385, 88y ckar =95y = 3.82, 8 ,;;=-91; t(474)=-.06, p=.83) ve etkilesim-
sel (X okar=4-07, 88, s =78 X ooi= 4. 08 S8 i=-83; 1(474)=.60, p=.95) adalet
algilarinda anlamh bir farklilik gostermezken, brans degiskeni acisindan 6gret-
menlerin dagitimsal [#(474)=3.99, p<.(05)], islemsel [#(474)=3.36, p<.(05)] ve
etkilesimsel [#(474)=2.99, p<.(05)] adalet algilarinda anlamli bir farklilik ortaya
cikmuistir.

Sinif 6gretmenlerinin dagitimsal (X 4.14, SS
= 402, 8§ =.87) ve etkilesimsel (X = 4.24, §S
brang 6gretmenlerinin dagitimsal (Ybrm— 3.79, SS
3.72, 88,4ns=-91) ve etkilesimsel (X . = 4.00, SS
anlamli bir blgimde yiiksek oldugu goriilmektedir.

smlf 84) 1§lemsel (X
am=-76) adalet algllarlnm
=.92), islemsel (Ybram§
.85) adalet algilarindan

siif

bran

bran§

Tablo 2’ye gore 0gretmenlerin Orgiitsel adalet ve alt boyutlarina iligskin algi-
larmin egitim durumu, okul tiirii ve kidem degiskenine gore farklilasma durumla-
rin1 ortaya koymak icin yapilan Tek Yonli Varyans Analizi (ANOVA) testi sonu-

cunda; ogretmenlerln orgiitsel adalet algilarinin egitim durumu (X ... =4.15,
SSonllsans 58 hsans =3. 90 SShsans 85 X lisansiisti =3. 84 SShsansustu 88 F= 87
p=A41) ve kldem(X 15 =387,88,.=.95; X = 3.79, 55 ;, =82 X .15 = 3.88,

88115 =815 X 00 =3.98, 88,,,,=-84; X,,,=3.95, SS21+=.88; F=.74,p=.56)
degiskenleri yoniinden istatistiksel olarak anlamli bir bigcimde farklilasmadig1 6g-
retmenlerin kendini ise verme diizeylerinin, gorev yaptiklari okul tiirlerine gore
anlaml bir sekilde farklhilagtigi goriilmektedir [F(2, 473)=16.00, p<.(05)].

Okul tiirleri arasindaki farkin hangi gruplar arasinda oldugunu belirlemek
amaciyla yapilan Scheffe testi sonucunda ilkokullarda (X, .= 413, $S;...

1 =-78) gorev yapan dgretmenlerinin orgiitsel adalet algilari ile ortaokul (X . -
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=390, 8S .ok =-81) ve liselerde (X, .= 3.60, SS,, . .=.88) gbrev yapan dgret-
menlerin orgiitsel adalet algilar1 arasinda istatistiksel olarak p<.(05) anlamlilik
diizeyinde farklilik oldugu ortaya ¢ikmustir.

Orgiitsel adaletin alt boyutlar1 incelendiginde egitim durumu degi§ke-
ni agisindan Ogretmenlerin dagitimsal (X, .. =418, 8§, . - =72; X, =
3.89, 88 1ans="92 X jicansiistii =3-915 SSicansista =-21; F=.86, p=.42), islemsel (X
onllsans =4. 05 SSonllsans 64; Xllsa ns =3. 82 SS 91 Xllsansustu 3. 76 SS
w="99; F=.67, p=.51) ve etkilesimsel (X, .. =434, 8§, . =43; X ions=
4. 08 S8 icans= 8% Xjicansiistii =3-9% SSjiansisii =-01; F=1.42, p=.24) adalet algi-
lar1 arasinda anlamli bir farklilik bulunmamistir. Kidem degiskeni acisindan ise
ogretmenlerin dagitimsal (X, 3 =3.96, SS, ; =.96; X, ,,= 3.81, §S,,,=.87; X
115 = 3.84, 88,15 =.86; X ¢, =4.00, 85, ,,=-84; X, .= 391, 8S,,,=1.04;
F=.77,p=.54) islemsel (X, 5 =3.75, §§, s =1.04; X ,,= 3. 72 886.10=-88; X115
=3.81, 88,15 =-88; X450 =3.87,88,5,0,="93; 721+— 3.90, SSz1+— 90; F=.69,
p=.60) ve etkilesimsel (X, s =4.00, 8§, 5 =.91;, 10— 3.94, 88,0 =84; X145 =
4.10, 88, 15 =.77; X 459 =4.16, 85, ,,=-85; X, = 4.12, §S,,,=.80; F=1.23,
p=.30) adalet algilar1 arasinda anlaml bir farkhhk bulunmazken 6gretmenlerin
dagitimsal [F(2, 473)=17.72, p<.(05)], islemsel [F(2, 473)=13.62, p<.(05)] ve
etkilesimsel [F(2, 473)=11.74, p<.(05)] adalet algilarinin, gorev yaptiklar: okul
turlerine gore anlamli bir sekilde farklilastigi gorilmustiir.

lisans lisansiis-

Okul tiirleri arasindaki farkin hangi gruplar arasinda oldugunu belirlemek
ama01y1a yapilan Scheffe testi sonucunda ilkokullarda (X, ,.,= 417, S8,
,=.82) gorev yapan Ogretmenlerinin dagitimsal adalet algilar ile ortaokul (X
ortaokul = 3:875 S8 o =-90) ve liselerde (X, = 3.58, S, .=.93) gbrev yapan
ogretmenlerin dagitimsal adalet algilar1 arasinda; ortaokullarda gorev yapan
Ogretmenlerle ise liselerde gorev yapan ¢gretmenlerin dagitimsal adalet algilar
arasinda istatistiksel olarak p<.(05) anlamlilik diizeyinde farklilik oldugu ortaya
¢ikmistir.

Islemsel adalet alt boyutunda ilkokul (Xikokar= 4-08, 88,y o =-860) ve orta-
okullarda (X rtaokur= 383, S ok =-85) gorev yapan dgretmenlerle liselerde (
X o= 3.52, SShBC— 95) gorev yapan 0gretmenler arasinda, etkilesimsel adalet
boyutlarinda ise benzer sekilde ilkokul (X, = 4-26, S8,k =-75) ve ortao-
kullarda (X o= 411, SS. oo =-81) gorev yapan 6gretmenlerle liselerde (
X = 3.82, §§,,.=.88) gorev yapan Ogretmenler arasinda istatistiksel olarak
p<.(05) anlamlilik diizeyinde farklilik oldugu ortaya ¢ikmuistir.
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Ogretmenlerin Kendini Ise Verme Diizeyleri ile Orgiitsel Adalet Algilart
Arasindaki Iliskiye Yonelik Bulgular

Kendini ige verme ile orgiitsel adalet ve alt boyutlar1 (dagitimsal, islemsel ve
etkilesimsel adalet) arasindaki iligkiyi belirlemek icin yapilan Pearson Korelas-
yon Katsayisi testi sonuglari Tablo 3’te verilmistir.

Tablo 3

Ogretmenlerin Kendini Ise Verme Diizeyleri ile Orgiitsel Adalet Algilan Arasindaki
Iligki

Orgiitsel Adalet Dagitimsal Adalet islemsel Adalet Etkilesimsel Adalet
Kendini ise 42 A1 40* .38*
Verme

p .000 .000 .000 .000

N=476
“p<.(01)

Tablo 3 incelendiginde kendini igse verme ile Orgiitsel adalet ve alt boyutlari-
nin tamami arasinda anlamli bir iliski bulunmustur. Kendini ise verme ile orgiit-
sel adalet 6l¢eginin geneli (r=0.42, p<.05) ve alt boyutlari olan dagitimsal (r=41,
p<.05), islemsel (r=40, p<.05) ve etkilesimsel (r=38, p<.05) adalet algilar ara-
sinda pozitif ve orta diizeyde bir iliskinin oldugu goriilmektedir. Ogretmenlerin
orgiitsel adalet algilar1 arttik¢a kendini ise verme diizeylerinin de arttig1 belirti-
lebilir.

Orgiitsel Adaletin Alt Boyutlarimin Ogretmenlerin Kendini Ise Verme Diizeylerini
Yordamasina Iligskin Bulgular

Orgiitsel adaletin alt boyutlari olan dagitimsal, islemsel ve etkilesimsel ada-
letin kendini ise vermeyi yordamasina iliskin olarak oncelikle ¢oklu regresyon
analizi yapilmustir. Coklu regresyon analizinden once yordayici degiskenlerle ba-
giml degisken arasinda dogrusal bir iligkinin bulunup bulunmadig: ve puanlarin
normal dagilim gosterip gostermedikleri incelenmis (Biytikoztiirk, 2017) ve sa-
cilma grafiginin dogrusal bir iligkiyi tanimladigi, yordanan degerler icin olusturu-
lan siitun grafigi (histogram) ve normal dagilim egrilerinin de normale yaklagik
bir dagilim gosterdigi gorilmistir. Tam yontem (Enter Yontemi) kullanilarak
yapilan coklu regresyon analizi sonucunda iglemsel ve etkilesimsel adalet degis-
kenlerinin regresyon modeline anlamli katkisi olmadigi belirlenmistir. Anlamli
katkist olmayan bu iki degisken cikartilarak sadece dagitimsal adalet degiskeni ile
basit regresyon analizi yapilmasi yoluna gidilmis ve model yeniden test edilmistir.
Yapilan ¢oklu ve basit regresyon analizine iligkin sonuglar Tablo 4’ te verilmistir.
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Tablo 4

Orgﬁtsel Adalet Algistmin Ogretmenlerin Kendini Ise Verme Diizeylerini Yordamast-
na lliskin Regresyon Analizi Sonuglar

Degisken B Sh B T P
Sabit 2.898 126 22.939  .000
g
9 Dagitimsal Adalet 175 .053 269 3.275 .001
%n Islemsel Adalet .030 .067 .046 451 .652
ﬁ Etkilesimsel Adalet .094 .063 131 1.499 135
é R=10.424 R2=0.179

F (3, 472)=34.400 p= .0000
Sabit 3.030 109 27.703  .000
Dagitimsal Adalet .269 .027 413 9.860 .000

R=0.413 R?=0.170

Basit Regresyon

F (1,474)=97.216 p=.0000

Tablo 4 incelendiginde basit regresyon analizi sonucunda dagitimsal adaletin
ogretmenlerin kendini ise verme puanlari ile diisiik diizeyde ve anlaml bir iligki
verdigi goriilmektedir (R=0.413, R?=.17, p<.01). Dagitimsal adalet degiskeni
ogretmenlerin kendini ise vermelerindeki toplam varyansin yaklasik %17’sini
aciklamaktadir. Regresyon katsayisinin anlamliligina iligkin degerler incelendi-
ginde dagitimsal adaletin, kendini ise vermenin anlaml bir yordayicisi oldugu
ortaya cikmuistir.

Sonug, Tartisma ve Oneriler

Arastirma sonucunda 6gretmenlerin kendini ise verme diizeylerinin yiiksek
oldugu ortaya ¢ikmistir. Arastirmanin bu sonucunun 6gretmenlerin kendini ige
verme diizeylerinin dlciildiigii farkli arastirma sonuglariyla (Akman ve Imama-
oglu-Akman, 2017; Kavgaci, 2014; Kose, 2015; Sezen, 2014) benzerlik goster-
mektedir.

Arastirmada 6gretmenlerinin Orgiitsel adalet algilarinin tiim 6l¢ek boyutun-
da ve alt boyutlarinda yiiksek diizeyde oldugu sonucuna ulagilmigtir. Aragtirma-
nin bu sonucunun dgretmenlerin Orglitsel adalet algilarinin yiiksek diizeyde bu-
lundugu bircok arastirma sonucuyla (Acikgoz, 2009; Akgiiney, 2014; Atar, 2017;
Bahceci, 2014; Celik, 2011; Cirak, 2013; Diindar, 2011; Ertiirk, 2011; Gok, 2014;
Gilingdrmez, 2014; Iren, 2015; Kahraman, 2014; Kilig, 2013; Kizilkaya, 2016; Oz-
can, 2014; Polat, 2007; Ugurlu, 2009) benzerlik gosterdigi; orgiitsel adalet algi-
larmin orta diizeyde o6lgiildigii arastirma sonugclariyla da (Aydin, 2015; Giince,
2013; hnamoglu, 2011; Sentiirk, 2014; Unlii, 2015; Yildiz, 2013) farklilik goster-
digi gériilmektedir. Ogretmenlerin, yoneticilerinin uygulamalarinda adil davran-
diklarim diisiindiikleri belirtilebilir.
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Aragtirma sonucunda 6gretmenlerin kendini ise verme diizeylerinin cinsi-
yet, medeni durum, 6grenim durumu ve kidem degiskenleri acisindan istatistik-
sel olarak anlaml bir sekilde farklilasmadigr ortaya konulmustur. Giin (2017),
Kavgaci (2014), Kose (2015) ve Sezen (2014) tarafindan yapilan arastirmalarda
ogretmenlerin kendini ise verme diizeylerinin cinsiyet degiskenine gore farkl-
lasmadig goriilmiistiir. Medeni durum degiskeni agisindan bakildiginda; Giin
(2017) arastirmasinda farklilik bulunmadig1 sonucuna ulasirken, Sezen (2014)
isle biitiinlesmenin genelinde ve icinde olma alt boyutunda, Kose (2015) ise ise
bakis alt boyutunda evli gretmenlerin lehine anlamli farklilik bulundugu sonuc-
larma ulagmuglardir. Ogrenim durumu ile ilgili olarak Giin (2017) arastirmasinda
herhangi bir farklilik bulunmadigini, Kavgaci (2014) isle biitiinlesmenin geneli
ve alt boyutlarinda, Kose (2015) ise ise bakis alt boyutunda 6n lisans mezunu 6g-
retmenlerin lehine bir farklihgin bulundugunu arastirmalariyla ortaya koymus-
lardir. Kidem degiskeni acisindan bakildiginda Kavgaci (2014) ve Kose (2015),
ogretmenlerin kidemleri arttik¢a kendini ise verme/igle biitiinlesme diizeylerinin
arttig1 sonuclarina ulagirken, Giin (2017) bu arastirma sonucunda oldugu gibi
ogretmenlerin igle biitiinlesme diizeylerinin kidemlerine gore farklhilagmadig: so-
nucuna ulagmistir.

Arastirmada ortaya cikan bir diger sonug ise 0gretmenlerin kendini ise ver-
me diizeylerinin brang ve gorev yapilan okul tiirii agisindan anlamli bir sekilde
farklilagtigidir. Sinif 6gretmenlerinin brans 6gretmenlerine gore; ilkokullarda ca-
lisan 6gretmenlerin, ortaokul ve liselerde ¢alisan 6gretmenlere gore kendilerini
islerine daha fazla verdikleri sonuclarina ulagilmistir. Bu arastirma sonucunda
oldugu gibi Kavgaci (2014) ve Kose (2015) arastirmalarinda sinif 6gretmenle-
rinin kendini ise verme diizeyleri ile diger branglardaki 6gretmenlerin kendini
ise verme diizeyleri arasinda anlamli bir farkliligin bulundugunu ortaya koymus-
lardir. Bu sonuglara karsin Giin (2017) arastirmasinda isle biitiinlesmenin igin-
de olma ve dinclik boyutlarinda lise 0gretmenleri lehine farkliligin bulundugu
sonucuna ulagmistir. Ilkokullarda gorev yapan dgretmenlerin muhatap oldugu
ogrencilerin yas olarak kiiciik olmasi sinif 6gretmenlerin cogu zaman 6gretmen-
den Ote bir anne baba gibi davranmalarini gerektirmektedir. Bu durumun sinif
Ogretmenlerinin islerini daha fazla 6ztimsemelerini sagladig belirtilebilir. Ayri-
ca ilkokul diizeyinde akademik beklentinin diger 6gretim kademelerine oranla
daha diisiik olmast sinif 6gretmenleri tizerinde bu yonde bir kayginin daha az
yasandigl anlamina gelebilir. Bu hususlara ek olarak ortaokul ve liselerde disip-
lin olaylarimin ilkokullara gore daha fazla yasanmasi ortaokul ve liselerde gorev
yapan 0gretmenlerin kendini ise verme diizeylerinin diisiik ¢ikmasinin sebeple-
rinden biri olarak ifade edilebilir.

Arastirma sonucunda O6gretmenlerin orgiitsel adalet dlceginin geneli ve alt
boyutlarina iliskin algilarinin cinsiyet, medeni durum, egitim durumu ve kidem
degiskenleri acisindan istatistiksel olarak anlamli bir sekilde farklilagsmadigi go-
rillmiistiir. Arastirmanin bu sonucu 6gretmenlerin orgiitsel adalet algilarinin cin-
siyete gore farklilasmadigr aragtirma sonuclariyla (Agikgoz, 2009; Akgeyik, 2014;
Ay, 2013; Ay ve Kog, 2014; Boliikbasioglu, 2013; Celik, 2011; Diindar, 2011; Er-
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tirk, 2011; Giingérmez, 2014; Kahraman, 2014; Kara, 2011; Karaman, 2009; Ka-
sapoglu, 2015; Kizilkaya, 2016; Ozcan, 2014; Sentiirk, 2014; Terkes, 2015; Ugurlu,
2009; Uysal, 2014; Unli, 2015) benzerlik gosterirken, alt boyutlarda erkeklerin
lehine anlamli farkliligin bulundugu (Akgiiney, 2014; Atar, 2017; Bahceci, 2014;
Cirak, 2013; Cokiik, 2013; Dogan, 2008; Eker, 2006; Gok, 2014; Giince, 2013;
Iren, 2015; Kilig, 2013; Kog, 2013; Polat, 2007) ve kadinlar lehine anlaml farkli-
ligi bulundugu (Aydin, 2015; Imamoglu, 2011) arastirma sonuglariyla farklilik
gostermektedir.

Bu arastirma sonucunda Ogretmenlerin Orgiitsel adalet algilarinin mede-
ni durum degiskeni acisindan anlaml bir sekilde farklilasmadigi gortlmiistir.
Aragtirmanin bu sonucu ile ilgili olarak yapilan farkli aragtirmalarin (Atar, 2017,
Aydin, 2015; Celik, 2011; Cokiik, 2013; Diindar, 2011; Giince, 2013; Giingor-
mez, 2014; Iren, 2015; Kara, 2011; Kasapoglu, 2015; Kilig, 2013; Terkes, 2015)
sonuglarinin benzerlik gosterdigi goriilmektedir. Bu aragtirmada ortaya cikan,
Ogretmenlerin Orgiitsel adalet algilari ile egitim durumlari arasinda anlamli bir
farkliligin bulunmadigi sonucu, yapilan pek ¢ok arastirma sonucuyla (Akgeyik,
2014; Akgiiney, 2014; Atar, 2017; Boliikbasioglu, 2013; Celik, 2011; Gtince, 2013;
Iren, 2015; Kara, 2011; Kasapoglu, 2015; Kilig, 2013; Kizilkaya, 2016; Unli, 2015)
benzerlik gosterirken, anlamli farkliligin bulundugu (Cirak, 2013; Ozcan, 2014;
Terkes, 2015) aragtirma sonuglariyla da farklilik gostermektedir.

Arastirmanin bir diger sonucu 6gretmenlerin Orgiitsel adalet algilarinin ki-
demlerine gore farklilik gostermedigidir. Yapilan bazi arastirmalarda bu sonuca
benzer sonuca ulasildigi (Ag¢ikgoz, 2009; Akgiiney, 2014; Atar, 2017; Ay, 2013;
Bahceci, 2014; Celik, 2011; Diindar, 2011; Giince, 2013; Giingérmez, 2014; Ima-
moglu, 2011; Iren, 2015; Kasapoglu, 2015; Kizilkaya, 2016; Koc, 2013; Ozcan,
2014; Sentiirk, 2014; Terkes, 2015; Ugurlu, 2009; Uysal, 2014) gorilmektedir.
Aragtirmanin bu sonucunun 6gretmenlerin Orgiitsel adalet algilarinin kidemle-
rine gore farklilik gosterdigi arastirma sonuclariyla da (Akgeyik, 2014; Aydin,
2015; Cirak, 2013; Coktik, 2013; Dogan, 2008; Eker, 2006; Gok, 2014; Kahraman,
2014; Kara, 2011; Kilig, 2013; Polat, 2007, Unli, 2015) farklilik gosterdigi goriil-
mektedir.

Ogretmenlerin orgiitsel adalet algilar1 branglar1 ve gorev yaptiklar1 okul
tirlerine gore anlaml bir sekilde farklilasmigtir. Siif 6gretmenlerinin Orgiitsel
adalet olgeginin tiim alt boyutlarinda brang 6gretmenlerine gore daha yiiksek
adalet algisina sahip olduklari ortaya ¢ikmistir. Bu arastirma sonucunda oldugu
gibi Celik (2011), Cirak (2013) ve Kasapoglu (2015) arastirmalarinda 6gretmen-
lerin Orgiitsel adalet algilarinin brang degiskeni yoniinden farklilasma durumunu
incelemisler ve sinif 6gretmenleri lehine anlamli bir farklilik bulundugu sonucla-
rina ulagmiglardir. Buna karsin Cokiik (2013) arastirmasinda brang 6gretmenleri
lehine, Ay (2013) sosyal etkinlik dersleri 6gretmenleri lehine, Sentiirk (2014) ise
meslek dersi 6gretmenleri lehine anlamli farklilik bulurken yapilan bazi arastir-
ma sonuglarinda ise (Akgiiney, 2014; Aydin, 2015; Bahcgeci, 2014; Boliikbasioglu,
2013; Dogan, 2008; Giince, 2013; Iren, 2015; Kara, 2011; Kizilkaya, 2016; Polat,
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2007; Ugurlu, 2009) 6gretmenlerin Orgiitsel adalet algilarinin brans degiskeni yo-
niinden farklilagmadig ortaya konulmustur.

Ilkokullarda gorev yapan gretmenlerin ortaokul ve liselerdeki 6gretmen-
lere gore, ortaokullarda gorev yapan 0gretmenlerin ise liselerdeki 6gretmenlere
gore daha yiiksek dagitimsal adalet algisina sahip olduklar1 goriilmiistiir. Islem-
sel ve etkilesimsel adalet boyutlarinda ise ilkokul ve ortaokullarda gorev yapan
ogretmenlerin liselerde gorev yapan ogretmenlere gore daha yiiksek bir adalet
algisina sahip olduklari belirlenmistir. Bu aragtirma sonucuna benzer olarak Gok
(2014) arastirmasinda 6lgegin tiim alt boyutlarinda ilkokul ve ortaokul 6gretmen-
leri arasinda ilkokul 6gretmenleri lehine anlamli bir farklik bulundugu sonucuna
ulagmustir. Ozcan (2014) dagitimsal adalet alt boyutunda ilkokul ve lise arasinda
ilkokul lehine, Unlii (2015) 6lcegin genelinde, islemsel ve etkilesimsel adalet alt
boyutlarinda lise 6gretmenlerine gore ilkokul ve ortaokul dgretmenleri lehine,
dagitimsal adalet alt boyutunda ise ilkokul ve liseye gore ortaokul 6gretmenleri
lehine farklilik bulurken, Akgiiney (2014) ve Polat (2007) arastirmalarinda 6g-
retmenlerin Orgiitsel adalet algilartyla okul tiirleri arasinda farklilik bulunmadigi
sonuglarina ulagsmiglardir. Ortaokul ve liselerde gorev yapan 6gretmenlerin da-
gitimsal adalet algilarinin ilkokul 6gretmenlerine gore daha diisiik cikmasinin
bircok nedeninin oldugu ifade edilebilir. Okullarda ders dagitimi, ders prog-
ramlariin diizenlenmesi, 6grenci kuliiplerinin belirlenmesi, sosyal etkinliklerin
planlanmasi ve komisyonlarin kurulmasi gibi 6gretmeni dogrudan etkileyen fa-
aliyetler bulunmaktadir. Bu faaliyetlerin ortaokul ve liselerde ilkokullara gore
daha yogun yasandigi ifade edilebilir. Yasanan bu yogunlugun beraberinde birta-
kim problemleri getirmesi, bu noktada problem yasayan 6gretmenlerin dagitim-
sal adalete iliskin algilariin diistik cikmasinin sebebi olarak agiklanabilir.

Ogretmenlerin kendini ise verme diizeyleri ile orgiitsel adalet ve alt boyutla-
r1 olan dagitimsal, islemsel ve etkilesimsel adalet algilar1 arasinda pozitif ve orta
diizeyde bir iliskinin oldugu ortaya ¢ikmustir. Aksit-Asik (2016) arastirmasinda
kendini ise verme ile dagitimsal ve islemsel adalet arasinda diistik diizeyde, etki-
lesimsel adaletle ise orta diizeyde pozitif bir iligki bulundugu sonucuna ulasmis-
tir. Bu arastirma sonucuyla farkli arastirma sonuglari birlikte degerlendirildigin-
de oOrgiitsel adalet algisinin artmasinin kendini ise vermeyi diizeyini arttirdigy,
azalmasinin ise kendini ise verme diizeyini diisiirdigu belirtilebilir.

Arastirmada dagitimsal, islemsel ve etkilesimsel adalet degiskenlerinin bir-
likte, 6gretmenlerin kendini ise verme puanlari ile diistik diizeyde ve anlamli bir
iliski verdigi ortaya konulmustur. Orgiitsel adaletin bu ii¢ alt boyutunun, dgret-
menlerin kendini ise vermelerindeki toplam varyansin yaklagik %18’ini acikladi-
&1 ortaya citkmistir. Sadece dagitimsal adaletin kendini ise verme iizerinde anlam-
I1 bir yordayici oldugu, islemsel ve etkilesimsel adalet algilarinin ise kendini ige
vermenin anlaml bir yordayicisi olmadiklart sonucuna ulasilmistir. Aksit-Asik
(2016) otel ¢alisanlarini konu edindigi arastirmasinda dagitimsal adaletin yani
sira iglemsel ve etkilesimsel adaletin de kendini ise vermeyi anlamli bir sekilde
yordadig1 sonucuna ulagsmistir. Aydin (2015) ise arastirmasinda okullarda adil
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dagitim olmadiginda 6gretmenlerin iglerini anlamsiz bulduklari, kendilerini giig-
siiz hissettikleri ve okullarindan uzaklastiklar1 sonuclarma ulagsmustir. Ogretmen-
lerin kendini ise vermelerinde orgiitsel adalete iligkin prosediirler ve yasanan
etkilesimden ziyade dagitimin adilliginin etkili oldugu ifade edilebilir. Okullarda
dagitimsal adaletin gostergesi olarak ifade edilebilecek olan ders dagitimi, hafta-
lik ders programlarinin diizenlenmesi, ders dist diger islerin ve sorumluluklarin
paylastirilmasi ve ddiillerin dagitiminda tarafsizligin saglanmasi gibi durumlarin
ogretmenlerin kendini ise vermelerini anlaml bir sekilde etkiledigi ifade edile-

bilir.

Oneriler

1.

520

Aragtirma sonucunda ilkokuldan ortaokul ve lise 6gretim kademelerine
dogru gidildik¢e 0gretmenlerin kendini ise verme diizeylerinin distigi
ortaya ¢ikmustir. Milli Egitim Bakanhg ve 1l/ilce Milli Egitim Miidiir-
likkleri tarafindan bu durumun nedenlerini ortaya cikaracak envanterler
gelistirilebilir, bu envanterler 6gretmenlere uygulanabilir. Uygulama
sonuglar1 degerlendirilerek 6gretmenlerin kendilerini islerine vermele-
rinin Onilindeki engeller tespit edilebilir. Bu engelleri ortadan kaldirici
eylem planlar1 hazirlanarak uygulamaya konulabilir.

Aragtirma sonucunda ortaokul ve liselerde gorev yapan 6gretmenlerin
orgilitsel adalet algilarinin kendini ise vermede oldugu gibi ilkokullara
nazaran diigiik ciktig1 belirlenmistir. Algilanan Orgiitsel adaletin orgiit-
lerin yagsamlar1 noktasinda belirleyici rolii gz ontinde bulunduruldu-
gunda disiik diizey Orgiitsel adalet algisinin orgiitler agisindan yagam-
sal bir tehlike oldugu ifade edilebilir. Bundan dolay1 ortaya ¢ikan bu
dusiik adalet algisinin nedenleri kendini ise vermede oldugu gibi ge-
listirilecek envanterlerle tespit edilebilir, bu nedenlerle ilgili 6nleyici
tedbirler almabilir.

Arastirma sonucunda 6gretmenlerin kendini ise verme ile algiladik-
lar1 Orgiitsel adalet arasinda pozitif yonli anlaml bir iligkinin oldugu
gorilmiistiir. Bir bagka deyisle Orgiitsel adalet algis1 arttikca kendini
ise verme diizeyi de artmaktadir. Bu durumun egitim orgiitleri acisin-
dan 6nemi goz Ontinde bulunduruldugunda 6gretmenlerin kendini ise
verme diizeylerinin yiikseltilmesi icin egitim sisteminin biitiin kademe-
lerinde Orgiitsel adaletin tesisi yoniinde daha fazla calisiimasina 6zen
gosterilebilir. Bu noktada diizenlenecek kurs, seminer vb. faaliyetlerle
biitiin egitim yoneticilerinin Orgiitsel adalet hakkindaki farkindaliklar
arttirilabilir.

Ogretmenlerin dagitimsal adalet algilarinin, 6gretmenlerin kendilerini
islerine vermelerinin anlamli bir yordayicisi oldugu ortaya ¢ikmistir. Bu
bakimdan okullarda/kurumlarda kaynaklarin ve odiillerin dagitimiyla
ilgili katilimer ve ortak bir anlayis olusturulmasi, bu noktada okullarda
kurulan kurul ve komisyonlara islevsellik kazandirilmasi gerekmekte-
dir. Derslerin, ders dist islerin ve ddiillerin dagitimi, ders programla-
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rinin olusturulmas: gibi 6gretmenlerin dagitimsal adalet algisin1 dog-
rudan etkileyecek uygulamalarda imkanlar olgiisiinde 6gretmenlerin
g0riis ve Onerileri alinabilir, okul yonetimi olarak bu dagitimlarin hak-
kaniyetli ve adaletli bir bicimde yapilmasinda yOnetici hassasiyeti ve
farkindalig arttirilabilir.

Aragtirmada lise 6gretmenlerinin kendini ise verme diizeylerinin il-
kokul ve ortaokullarda gorev yapan dgretmenlere gore diisiik oldugu
ortaya cikmistir. Bu durumun nedenleri yapilacak nitel aragtirmalarla
derinlemesine incelenebilir.

Bu calismada ortaokullar ile liseler kendi iclerinde okul tiirii ayrima
gidilmeden bir biitlin olarak ele alinmigtir. Yapilacak farkli caligmalar-
da ortaokul ve liselerin tiirlerine gore 6gretmenlerin kendini ise verme
diizeylerinin incelendigi arastirmalar yapilabilir.

Bu arastirmada kendini ise vermenin yonetici davraniginin yansimasi
olan oOrgiitsel adaletle olan iliskisi incelenmistir. Yapilacak farkli aras-
tirmalarda kendini ise vermenin yOneticilerin kullandiklar1 orgiitsel gii¢
kaynaklar1 ve liderlik ozellikleriyle olan iliskisi incelenebilir.
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Abstract

The purpose of this study is to interpret the field of educational administration according to the philosophy of
Dilthey, one of the most important representatives of the hermeneutical approach, which deals with the human
being in variability, historicity. Educational administration that claims to be a science has internalized positivist
approach and its methods. Dilthey has established a methodology for a new science by criticizing this approach
for being insufficient in understanding the human being. Hermeneutics is defined as interpretation of knowledge
and against the hegemony of scientificity imposed by positivist theory, it is a current thought which emphasizes
subjectivity based on human life. Its purpose is not to deny natural sciences, but to reveal the inadequacy of re-
ductionist approach in solving the complex nature of social life and human. In order to enable educational scien-
tists to understand the social phenomena in an effective way, the recognition of all aspects of society will provide
more productive results. So this study emphasizes the importance of the hermeneutic approach in providing an
understanding that can go beyond the boundaries of natural sciences by developing alternative perspective of
understanding ability in educational administration.

Keywords: Educational administration, philosophy of social sciences, hermeneutics, Wilhelm Dilthey

Oz

Bu calismanin amaci, hermeneutik yaklasimin en 6nemli temsilcilerinden Dilthey’in insan1 degiskenligi, tarihsel-
ligi icinde ele alan felsefesine gore egitim yonetimi alanini yorumlamaktir. Egitim yonetimi kendi i¢inde bilim
olma iddiasi tastyan bir alan olarak pozitivist yaklasimi ve onun yontemlerini icsellestirmistir. Dilthey poziti-
vist yaklagimi insan1 anlama konusunda yetersiz oldugundan dolay: elestirerek, yeni bir bilimin metodolojisini
kurmak istemistir. Hermeneutik; yorum bilgisi olarak tanimlanir ve pozitivist kuramin baskin kildig1 bilimsellik
hegemonyasina karsi, insan yasamini temel alan ve 6znellik gibi konulara vurgu yapan bir diisiince akimidir.
Amaci, doga bilimlerini ya da pozitivizmi reddetmek yerine, toplumsal yasamin ve insanin karmagik dogasini ¢o-
ziimlemekte indirgemeci bir yaklagimin yetersizligini ortaya koymaktir. Egitim bilimcilerin toplumsal olgular1 an-
lama kapasitelerinin etkili bir diizeye gelebilmesinde, iginde yer aldiklari toplumu her yoniiyle tanimalari, ortaya
koyacaklar1 tirtinler acisindan verimli sonuglar saglayacagr diisiiniildiigiinden calisma, hermeneutik yaklagimin
ozellikle egitim yonetimi alanindaki anlama yeteneginin alternatif perspektiflerle gelistirilerek doga bilimlerinin
smirlarinin dtesine gegebilen bir anlayis kazandirmadaki dnemini vurgulamaktadir.
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Introduction

Discussions about whether educational administration is a branch of science
or a profession or an occupational field are still not clear today. It is thought that
since science should be defined with the main concepts of positivism such as ob-
jectivity, completeness, validation, scientific method, natural laws, factual base,
the field that claims to be a branch of science should fulfil these criteria. Educa-
tional administration also claims to be scientific by itself and at every occasion
it appears as a field trying to exhibit a structure that conforms to the scientific
criteria. Therefore, as in other scientific disciplines, in order to be scientific it
is seen that educational administration internalizes the positivist approach and
methods of the natural sciences which are the bases of this approach.

Actually at the root of these discussions lies the discussion of whether the
education itself is a science or not. Debates about whether education is a science
or a profession continues to be relevant by revealing such functions as the basic
principles, rules and laws of education on the one hand, and transforming these
into practice on the other hand (Ozdemir, 2011). There are also those who argue
that the use of data and methods of other sciences, the close relations with other
disciplines and the use of their practices are sufficient for the education to be
considered as a branch of science, and on the contrary, there are those who argue
that the scope of education as a branch of science is uncertain and no empirical
research can be made in this field. Therefore, the opinions which suggest that
education can be considered as literary studies without a scientific basis have
brought educational researchers face-to-face. Apart from this axis of education,
it is stated that education should be an autonomous structure separated from
other sciences in order to be a science and find certain acceptable methods to
support its propositions (Laska, 1973; Walton, 1964). In this context, it is stated
that the discussion of whether education is a science or not is an ontological
problem; in other words, it is mentioned that educational sciences are struggling
to exist as a science (Yiksel, 2012).

It is seen that the educational administration involved in educational sci-
ences is also affected by these discussions. The field of education administration
has been under the influence of liberal policies that have become widespread in
the world, as well as the transformation of educational institutions into public
service areas and the introduction of centralized, bureaucratic domination in the
modernization process. In this respect, the field of educational administration
has been seen as a sub-field of public administration and business management.
While educational administration is structured as a public service field on the
one hand, it is rearranged with business practices such as efficiency, result ori-
entation, accountability, total quality management on the other hand (Ozdemir,
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2011). From this point of view, there are two main approaches to educational ad-
ministration. First of all, it is suggested that management principles can be valid
in every organization due to the fact that management is accepted as a universal
field of study and that being scientific can be ensured in the context of standar-
dization. On the other hand, it is suggested that educational administration has
its own variances and characteristics, so it cannot be generalized and should be
evaluated within its own context (Bush, 1999).

According to the first approach, educational administration, which has been
influenced by the modernist/rationalist approach in which positivism and empiri-
cism were influential in the 1940s, was based on an understanding of knowledge
that is free of values and within the scope of researches that have adopted a pro-
cess of reliable, cumulative and generalizable knowledge production. This pro-
cess, which is known as the “scientific period” in the field of educational admin-
istration, is also known as a period in which theories are at the forefront and the
implementation dimension is neglected (Balci, 2008). However, these positivist
approaches which are called as the “theory movement” dominated the field in
the 1950s, were criticized on the grounds that they were not sufficient to under-
stand and explain the educational administration practices by questioning them
on methodological and ethical aspects, especially ontological and epistemologi-
cal in the 1970s (Bates, 1980; Culbertson, 1981; Greenfield & Ribbins, 1993:164;
Rizvi, 1994). By the 1980s - as in other fields - in the field of educational adminis-
tration grand theories that claim to explain everything were abandoned (Rowan,
1995); phenomenology, critical theory, hermeneutics and feminist approaches
have been influential on educational research (Boyd, 1992). Although different
approaches are effective in the field, it can be said that these approaches are dis-
cussed and interpreted from a positivist perspective, that the field of educational
administration still cannot exist as an autonomous discipline today and that can-
not fully escape the effect of positivist movement in the name of science.

The aim of this study is to interpret the educational administration according
to the views of Wilhelm Dilthey, who is one of the most important representatives
of the hermeneutical approach which is recently effective in educational research.
We believe that Dilthey’s philosophy, which deals with human variability and his-
toricity, will present a new perspective to the field of educational administration in
understanding human life (dominated by the positivist movement). Hence, it will
be scrutinized in the context of Dilthey’s hermeneutical approach, where the edu-
cational administration lies in the axis of considering human as a historical subject
in order to miss the real understanding of human beings on the one hand, and leav-
ing aside the strict determinism of being scientific on the other hand.

Hermeneutic Approach in Wilhelm Dilthey

In the last century, within in the philosophy of social sciences, it is possible to
mention about the effect of two basic tendencies which on the one hand develops
a social science by organizing these activities according to natural sciences in or-
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der to validate social information activities as a science, which on the other hand,
reveals “spiritual science” (Geisteswissenschaft) as another science, based on the
fact that it cannot be structured according to natural sciences. The first tendency
which we can call the positivist philosophy of science is transferring the concepts
of natural sciences and the phenomenological perspective to the social sciences
with the principle of “the unity of science”. In this approach, both natural sci-
ences and social sciences are established based on natural science. On the other
hand, in the second tendency which we can call the historicist philosophy of sci-
ence, there are fundamentally two separate sciences instead of two types of sci-
ence which are based on natural sciences. According to the historicist philosophy
of science, “social reality is a reality that is human-specific, a field that is formed
by a relationship of purpose-action that is not found in nature, a field where the
human itself takes part, a spiritual world” (Ozlem, 2008: 58).

The most powerful attempt to determine the basic characteristics of the
spiritual sciences was made by W. Dilthey (1833-1911) (Ozlem, 2008). Dilthey,
who is considered to be one of the most important intellectuals of 19th cen-
tury philosophy, is especially remembered for his contribution to philosophy of
life, philosophy of history and hermeneutics. As he created his own thinking,
Dilthey was influenced by German idealism, especially Hegel, and the histori-
cal approach of the German History School and Heidegger, Gadamer, Haber-
mas, and the members of the Frankfurt School were interested in his philosophy
(Topakkaya, 2016). The first main product of Dilthey’s initiative is Introduction
to Spiritual Sciences which was published in 1883. Dilthey criticizes the positivist
philosophy of science for bringing forth the mind as the creator of the natural
sciences in explaining the reality by defining human as a rational entity and thus
for reducing the human world to nature. According to Dilthey, positivism was
insufficient to understand the human being and missed the unstable context in
which the human was involved. Dilthey’s critiques have led him to establish the
methodological basis of a new science that transcends the boundaries of natu-
ral science. Expressing that human beings should be evaluated as different from
the objects in nature, he questioned the methods of the spiritual sciences and
the natural sciences and tried to develop a theory of understanding suitable for
spiritual sciences (Dilthey, 1999). The main reason why the methods of natural
sciences should not be applied to spiritual sciences is shown by the fact that in
the spiritual sciences both the subject and the object are the human and that the
human is unable to get out of itself (Acar Valeene, 2012).

Thus spiritual sciences refers to a classification that deals with the activities
of the human itself. According to Dilthey, unlike the natural sciences that deal
with the recurrent events in nature only by observation, spiritual sciences examine
a temporal world where every event is unique and the investigation of the spiritual
sciences is actually a historical investigation. The spatial and temporal dimensions
of the world of life that move with history create interpersonal interaction, and
these interactions are different from the interactions in nature (Dilthey, 1985).
Dilthey states that all sciences are “experimental science”; however, he empha-
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sizes that there is not an experiment that applies to every science, but that every
science has an experiment suitable for its own object. The experiments performed
in the natural sciences by sensory means are intrinsic in the spiritual sciences; that
is, they are a state of life. While natural sciences deal with natural objects and
the relations between them in the context of similarities, spiritual sciences, whose
subject matter is cultural, intellectual, artistic, free and purposive, treats man and
his actions in terms of uniqueness however holistically (Adugit, 2005).

According to Dilthey, the main study field of the spiritual sciences is life
itself. The most important building block of individual design and knowledge
about reality is the unity of personal life, the outside world, and other individuals,
the lives of other individuals in time and the mutual influences of these lives. The
main issue to be addressed in this context is the question of what the belief in the
reality of the outside world is based on and its legitimacy. From this point of view,
the outside world remains a phenomenon. On the other hand, the individuals
who want, feel, aim are completely personal; and as such, it is more precise than
the reality of the external world independent of the individual. Dilthey finds the
reason for this existence to belong to a lived reality rather than a designed reality
(Dilthey, 1999).

While natural processes are determined according to the principle of causal-
ity, those in the world of life are determined by life experiences. Because Dilthey
argues that independent individual actions cannot be explained by placing under
a law or principle (Isbir, 2011). For instance, the scientific understanding that is
important for observing empirical phenomena in history, only tells how much
crime will be committed in the future and how many suicide cases will occur. Ac-
cording to Dilthey, this shows the extent of our knowledge concerning the laws.
These are just phenomena that characterize certain events. These phenomena
that appear to be qualitative, in fact prevent the emergence of the underlying
causes of events because they describe events that are different from each other
but seem to be same by placing them under the same law. In this respect, the
knowledge of such science cannot go beyond numerical data and descriptive ex-
pressions. Dilthey sees reality here not as a crime or suicide as a fact, but as one
of those experiences that is lived by an individual (Isbir, 2011).

Dilthey states that life and human beings that are part of it can only be
conceived from a point of view within life. The reduction of human into a piece
that does not reflect its integrity, and its incomplete evaluation, which is different
from what it actually is, is the main reason of his criticism directed to positivism.
Despite these criticisms, Dilthey does not despise nor glorify the mind. As we
have already mentioned, what he is trying to do is to deny designing of spiritual
sciences as the natural sciences and using the methods of these sciences (Acar
Valeene, 2012). According to him, the spiritual phenomena that have allowed the
realization of the spiritual sciences have developed historically within humanity.
In this context, the spiritual world is described as an inner reality that is under-
stood in contrast to being an external reality which is about human, history and
society and which is desired to be dominated (Dilthey, 1999).
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In order to verify all knowledge of law in natural sciences through numerical
expressions given in experiments and rules, Dilthey argues that every abstract
principle in the spiritual sciences is confirmed by its relation to spiritual life as it
is given in experience and understanding and also states that the individual has
the opportunity to understand the inner experience of another person that is not
possible in natural sciences (Dilthey, 1999). This situation occurs when there is
similarity between the individual’s mind experiences and the other person, and it
presents the possibility of finding the deepest points of an individual’s own per-
sonal experience in another individual. At this point, Dilthey’s central concept
is not an explanation based on perception but understanding. This extends from
understanding the sounds of a baby to Shakespeare’s Hamlet or to understand-
ing Kant’s Critique of Pure Reason (Palmer, 2008). The basis of social life is to un-
derstand and to be understood. Everything that the eye sees is to be understood
in a sense. As with every object, every name has a meaning and life is based on
activity of understanding (Tasdelen, 2008).

According to Dilthey, in order to understand human beings, it is necessary
to comprehend that human being is a historical and social being (Gadamer, 2003:
178). The purpose of the spiritual sciences is not to know and to dominate, but
to understand historical and social reality as a unity. Because of the uniqueness
of each reality, generalizations are not made and this feature of historical events
prevents causal explanations. In order to understand the spiritual sciences, there
is a need for a historical perspective that exceeds the natural science perspective
(Acar Valeene, 2012). Dilthey considers the concept of understanding as impor-
tant because it constitutes the source of all the basic information that people
have and it cannot replace the meaning of any concept (Acar Valeene, 2012).
An environment where understanding is best realized is defined as moments of
creation with valuable creation and different explanations (Palmer, 2008).

In short, according to Dilthey, understanding is the most basic form of exis-
tence. In this respect, hermeneutics in Dilthey forms the methodological struc-
ture of the spiritual sciences (Topakkaya, 2007). Hermeneutics is an intellectual
trend defined as “interpretive knowledge” which is based on human life against
the hegemony of scientific mind and being scientific and which emphasizes on
issues such as meaning, understanding, interpretation and subjectivity (Kerde-
man, 2014). Hermeneutics, besides the systematic interpretation of written do-
cuments, also has a binding feature between the philosophy and spiritual scien-
ces. In Hermeneutics, it is aimed to understand not only statements but also the
human world and it is emphasized that the concept of understanding should be
realized in a historical perspective (Acar Valeene, 2012). Hermeneutics has its
own area, boundary and way of knowing, i.e. it has an ontological and epistemo-
logical basis (Tasdelen, 2008).

As mentioned, Dilthey has developed hermeneutics by claiming that the na-
tural sciences and spiritual sciences are different in terms of their objects and
that the spiritual sciences cannot be structured by taking natural sciences as a
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model. Nevertheless, Dilthey has been criticized for using the notion of met-
hod and objectivity associated with natural sciences in spiritual sciences (Adugit,
2005). In here, the criticism directed to Dilthey is to offer a new method for the
spiritual sciences by adhering to the idea of method and by not giving up the idea
of objectivity, although he claims that spiritual sciences cannot be modeled on
the natural sciences. According to the hermeneutists who came after Dilthey,
this situation is that Dilthey has moved away from the aim of reconstructing the
spiritual sciences with solid foundations (Adugit, 2005).

Interpreting Educational Administration in the Context of
Dilthey’s Hermeneutics

The quality of knowledge produced in the field of educational administra-
tion in Turkey is often a controversial subject (Aslanargun, 2007; Aydin, Yilmaz
& Altinkurt, 2013; Balci, 2008; 2011; Beycioglu & Dénmez, 2006; Gedikoglu,
1997; Ozdemir, 2011; 2017). Therefore, the knowledge produced in the field, the
methods and strategies used to obtain this knowledge, the quality of the acade-
micians who constitute the field, are important issues to be considered (Turan et
al., 2016). When the traditional public administration approach started to influ-
ence educational administration practices in 1950s, education administration has
started to see public service area as an object of examination for itself (Ozdemir,
2011). The theory movement, which emerged in this period and aimed at ref-
lecting the positivist approach in the field of educational administration, has an
important place in the scientification of the field.

The early thinkers of the educational administration have taken the basic
principles of Frederick W. Taylor’s school of scientific management to the field
and perceived the education system and school as a functioning mechanism like
a factory. Since the educational processes are tried to be explained in the termi-
nology of business and economy, original terminology could not be produced
in the field, and this situation has led to a problem of autonomy in the field of
educational administration. Since in the early years of the republic, educational
administrators in Turkey are at the same time the officials who are obliged to ful-
fill the state policies related to education, educational administration have been
prevented to be an area of expertise with specific competences and qualifications
(Smith, 2017).

Basic views on the philosophy of science can be listed under the headings
of positivism, anti-positivism, hermeneutics and postmodernism. With respect
to educational sciences, it is important to have an idea about these approaches,
especially in the context of the different views it is important to discuss the bo-
undaries, content and methodology of the field of educational administration.
For society and the individual which is the object of the social sciences, unders-
tanding has precedence in Dilthey. This should also be applicable to educational
sciences. It is necessary to understand the social issues — that positivist natural
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sciences cannot treat as experimental material — with the experiences, cultures,
traditions and historical background of individuals (Kirmizioglu, 2017).

Today, the discipline of education in Turkey, and the field of educational
administration in particular, rather than to be included in spiritual sciences con-
tinue to exist under the dominance of a positivist tendency with the attempt of
being scientific. Most of the studies in the field of education are standardized in
the light of certain statistical data and validations that positivist science antici-
pates and they emerge as productions that does not go beyond the statement of
the present situation and that ignores the underlying causes, human actions and
inner experiences that construct these phenomena. In the field of educational
administration, as Dilthey also stated, while descriptive studies aiming to reach
generalizations based on certain numerical statistics, are put under the same law
despite being realized in different temporal and spatial dimensions, it can be said
that these studies, instead of aiming at revealing and discussing the causes of
education, could not go beyond certain numerical ratios and descriptive expres-
sions, and could not provide more than individual benefit.

One of the most important issues in the recent period has been the aliena-
tion of the educational scientists from the society they live in and the work they
do. The idea that forms the basis of these discussions is the exclusion of the in-
dividual as a subject from the society and its placement in an objective position.
However, the studies which are in search for a claim of external reality in order
to be scientific, instead of being inherent to the society are disconnected from
it. In terms of the field of educational administration, this situation expressed
by Dilthey arises from the fact that human is seen as a passive object of the ma-
nagement models of the business and public administration disciplines by being
detached from the reality of being a creator and active subject of these models.
Also, the formation of the knowledge base of the field by management science
and organizational theory is interpreted as an indicator of an epistemic problem
in the field (Ozdemir, 2017).

Publications, symposia, panel discussions, workshops and congresses made
in the educational administration field in Turkey, are not places where different
ideas are produced and discussed but where the studies carried out in accordance
with the standards set by the positivist paradigm are presented; the differences
were considered as activities to be excluded from being scientific within the limits
of validity, reliability and generalizability measures of method selection under
the hegemony of rigid determinism and it can be stated that such activities are
carried out for academic achievement and individual interests rather than soci-
al purposes. It is stated that postgraduate theses, articles, papers presented in
congresses and other studies in the field are gathered under a narrow theme and
they are concentrated on certain topics, that the epistemological, ontological and
methodological problems of the field are ignored, that the majority of the studies
are quantitative studies and that while the most questionnaire/scale is preferred
as the data collection tool in these studies, the basic descriptive statistical met-
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hods are used predominantly. (Aydin & Uysal, 2014; Aypay et al., 2010; Bale1 &
Apaydin, 2009; Bas & Ozturan Sagirli, 2017, Turan et al., 2016). In quantitative
studies, due to the difficulties in reaching the educational administrator universe,
serious problems are mentioned about the sufficiency of representing the univer-
se of the studies in which the students and teachers are included in the sample
(Turan et al., 2014). As Balc1 (1993) stated, studies in educational sciences are in
the form of repetition of pre-made researches on different universe and sample
rather than focusing on new and original subjects, and it is thought that such
studies will not contribute to the field. It is also pointed out that survey and
relational models are frequently used as research models. Preferring mostly qu-
antitative methods in researches is the result of the assumption of the scientific
criteria for natural sciences, such as stating the research results with statistical
values and making generalizations. At the same time, it is stated that the preva-
lent belief that the historical and familiar research tradition is not abandoned,
and that the numerical data is more reliable and valid, is still dominant (Aydin
& Uysal, 2014).

While the fact that the observation as a method of data collection in edu-
cational administration research is not preferred because of the necessity of the
researcher to be included in the application is interpreted as the reflection of the
problem between the theory and practice in the field to the problem of method, it
is stated that the methods which do not need to be in the application or in the field
in a short time, are preferred more easily (Turan et al., 2016). Another issue that
has been criticized is scale translation and adaptation studies. In order to be scien-
tific, a sense of objectivity is created with the idea that the knowledge that Western
societies produce in the context of their own specific conditions can be considered
as valid for the societies that are transferred and adapted and such studies are per-
ceived as scientific. With the increase of scale adaptation studies and their repeti-
tion on different groups, scales, which are actually tools, have become goals (Turan
et al., 2016; Turan & Sisman, 2013). In this respect, it can be said that due to the
method that is used this knowledge which is claimed to be scientific, is the biggest
obstacle for the societies to establish their own worlds of meaning.

It is stated that in Turkey, by ignoring knowledge generation approach
which is based on meaning, especially in the field of educational sciences, tech-
nology and market-oriented management concepts and theories are conveyed
in a positivist manner, and that the structural-functionalist paradigm and sys-
tem approach constitute an ideological hegemony in educational administra-
tion researches (Turan et al., 2016; Turan & Sisman, 2013). This situation does
not overlap with the hermeneutical approach on which Dilthey bases on under-
standing. Educational administration practices are taken into account in a one-
dimensional positivist paradigm by considering from determinist, reductionist
and mechanical perspective. Today, the use of basic principles of positivism in
educational administration research is the result of a strong belief that it makes
the knowledge produced legitimate and scientific (Ozdemir, 2017).
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Regarding the field of educational administration, it is observed that qua-
litative research methods and theoretical studies are more involved especially
in international literature and reputable journals. Therefore, it can be said that
the fields of education and social sciences are increasingly being managed with
hermeneutic approach. This situation displays a parallel course in the researches
made in the recent years in Turkey. But it can be said that the hermeneutical
approach started to be managed in the educational studies in Turkey, because
of the impact of its international popularity. Therefore, the point that should be
emphasized here is that, instead of aiming to explore and understand the human
actions and social phenomena around a method that makes it possible to unders-
tand within one’s own historicity, why the researchers are directed at behaviors
that legitimize the method of fetishism on the basis of popularity. It is known
that the field of educational administration is closer to the positivist paradigm in
order to be scientific. In this respect, scientific criteria such as validity, reliability
and generalizability etc. of the positivist paradigm can be said to be applied in
qualitative research.

What the hermeneutic approach opposes in educational sciences and edu-
cational administration, as in every social science, is the search of universal and
valid knowledge. For this reason, it is important to examine the history, culture
and values of a society, to understand the human actions and to be embedded
in the society in which the knowledge produced is shaped by the existence of an
approach that does not try to reach the upper narratives and does not claim the
validity of their discourse everywhere. Therefore, examining the history, culture
and values of a society with an existence of an approach that does not try to reach
the meta-narratives and that does not claim to be valid everywhere is important
to better understand human actions and to make the knowledge produced to be
embedded in the society that it is shaped. Therefore, the historical transforma-
tions that the society has undergone should be included in the developmental
processes of educational sciences. Because, it is not possible for people, who
are the main fields of study of education, to act rationally based on a one-way
psychological motive and to exhibit their behavior as a standard. In different
societies, besides individual interests, different behavioral patterns will emerge
due to different psychological incentives and social structures throughout the
historical process. In this context, whether in the social sciences or educational
sciences, as the object of research is society, besides the impossibility of universal
and objective knowledge, a reality independent of the historical transformations
of societies is not possible. The knowledge to be produced by societies with dif-
ferent cultures and values in different geographies and who have undergone dif-
ferent historical processes will not be valid for other societies most of the time.

According to the quality of the knowledge produced in the field of educati-
onal administration in Turkeys, its ability to find solutions to social problems, and
its ability to guide practitioners of educational policies, educational administra-
tion field is required to construct its own authentic identity with a historical and
cultural understanding in the context of the conditions and characteristics of the
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society in which it belongs. Perhaps, as Dilthey anticipates, what needs to be done
in the context of education is a historical period analysis.

As a principle of Dilthey’s hermeneutics, it is necessary to distinguish bet-
ween sciences (spiritual sciences) that examine people and sciences (natural sci-
ences, etc.) that examine other objects. Because different from other objects,
people are conscious, they exhibit behaviors in line with their individual goals
and interests (Kirmizioglu, 2017). Therefore, educational administration should
clearly determine the boundaries with the disciplines that model the natural sci-
ences. Beyond explaining the current situation, the aim of educational sciences
and in particular the educational administration should consider the field accor-
ding to the historical processes, cultural components and value judgments.

Conclusion

Philosophy of science discussions on educational sciences and educational
administration are expected to be continued in the future. Actually, instead of
rejecting natural sciences or positivism, the aim of these discussions is to reveal
the inadequacy of a reductionist approach to resolve the complex nature of so-
cial life and human life as an active subject of social life. In order to achieve an
effective level of social phenomena, being open to differences and recognizing
all aspects of the society in which they are involved, educational scientists will
provide more fruitful results in terms of the products they will put forward. This
study, in a sense, emerged as a desire of looking beyond the boundaries drawn by
natural sciences. Therefore, in order to increase the quality of education, giving
importance to individual and social differences, understanding and interpreting
these differences should be accepted as a mandatory criterion for the success of
every society in education. In this context, the hermeneutic approach aims to de-
velop the ability of educational researchers to observe and understand different
perspectives, and to provide an understanding that can go beyond the boundaries
of natural sciences.

However, the use of the perspective of hermeneutics which emphasizes
the differences in a unitary manner will be against its own nature (Kirmizioglu,
2017). Actually, it is quite possible that the hermeneutics, which considers the
purpose of providing alternative perspectives, when emphasized for relativism
instead of this purpose, as it criticizes positivism leads to arbitrariness, which
leads to political and ideological deviations that completely reject the natural
sciences. This situation should be taken into consideration in the studies made in
educational administration. It is necessary to center the hermeneutic approach,
not as a means of serving knowledge to the social structure, but as a starting point
to aim the teaching which presents social and economic forces as a means of ana-
lyzing all kinds of structures and the system with a critical attitude (Kale, 1997).
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Giris

Egitim yOnetiminin bir bilim dali m1 yoksa bir meslek veya ugrasi alan1 m1
oldugu yoniindeki tartigmalar giiniimiizde hala netlik kazanmig degildir. Bilimin
nesnellik, tamlik, dogrulama, bilimsel yontem, doga yasalari, olgulara dayali olma
gibi pozitivizmin baglica kavramlariyla tanimlanmasit dolayisiyla bilim dali olma
iddiasindaki bir alanin bu 6lciitleri saglamasi gerektigi diisiiniilmektedir. Egitim
yonetimi alani da kendi icinde bilim olma iddiasini tagiyan ve her firsatta bilim-
sellik Olciitlerine uygun bir yapi ortaya koymaya calisan bir alan olarak kargimiza
¢ikmaktadir. Dolayisiyla diger bilim dallarinda oldugu gibi egitim yOnetiminin
de bilimsellesme adina pozitivist yaklagimi ve bu yaklasimin da temeli olan doga
bilimlerinin yontemlerini i¢sellestirdigi goriilmektedir.

Aslinda bu tartismalarin kokeninde egitimin kendisinin bir bilim olup olma-
dig1 tartismasi yatmaktadir. Egitimin bir yandan temel ilkeler, kurallar ve yasalari
ortaya cikarmak, diger yandan bunlar1 uygulamaya dontstiirmek gibi islevlerin-
den soz edilerek egitimin bir bilim ya da meslek olup olmadig1 yoniindeki tar-
tismalar giincelligini siirdiirmektedir (Ozdemir, 2011). Ayrica, baska bilimlerin
verilerinin ve yontemlerinin kullanilmasinin, diger bilim dallariyla kurulan yakin
iligkiler ve onlarin uygulamalarindan yararlanilmasinin, egitimin bir bilim dal
sayilabilmesi icin yeterli oldugu goriisiinde olanlarla, bunun aksine egitimin bir
bilim dali olarak kapsaminin belirsiz oldugu ve bu alanda ampirik arastirmalarin
yapilamayacagini savlayanlar da bulunmaktadir. Bundan dolay1 egitimin bilimsel
bir temel olmaksizin yapilan edebi calismalar seklinde sayilabilecegini ileri siiren
goriisler, egitim arastirmacilarini karsi karsiya getirmistir. Bu tartisma ekseninin
disinda egitimin bir bilim olmasi icin diger bilimlerden ayrilarak 6zerk bir yapi-
ya kavusmasi, kendi 6nermelerini destekleyen kabul edilebilir belirli yontemler
bulmasi gerektigi de belirtilmektedir (Laska, 1973; Walton, 1964). Bu baglamda
egitimin bir bilim olup olmadig tartigmalariyla ontolojik bir sorundan, diger bir
ifadeyle, “egitim bilimleri”nin bir bilim olarak var olma miicadelesinde oldugun-
dan soz edilmektedir (Yiiksel, 2012).

Egitim bilimlerinin iginde yer alan egitim yonetiminin de bu tartismalardan
etkilendigi goriilmektedir. Egitim yonetimi alani, modernlesme siirecinde egitim
kurumlarinin kamusal hizmet alanlarina doniismesi ve merkeziyetgi, biirokratik
bir tahakkiime girmesinin yani sira diinyada yayginlasan liberal politikalarin et-
kisi altinda kalmistir. Bu dogrultuda, egitim yonetimi alani, kamu yonetimi ve
isletme yonetimi alanlarinin bir alt alani olarak gortilmistiir. Egitim yonetimi bir
yandan kamusal bir hizmet alani olarak yapilandirilirken, diger taraftan verimli-
lik, sonuca odaklilik, hesap verebilirlik, toplam kalite yonetimi gibi isletme uygu-
lamalariyla yeniden diizenlenmektedir (Ozdemir, 2011). Bu noktadan hareketle
egitim yonetimine iliskin iki temel yaklagim bulunmaktadir. Tlk olarak, yénetimin
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evrensel bir caligma alani olarak kabul edilmesinden dolay: yonetim ilkelerinin
her oOrgiitte gecerli olabilecegi ve standartlasma baglaminda bilimselliin sagla-
nabilecegi One siiriilmektedir. Diger yandan, egitim yonetiminin kendine 6zgii
farkliliklar1 ve 6zellikleri oldugu, dolayisiyla genellenemeyecegi ve kendi baglami
icerisinde degerlendirilmesi gerektigi 6ne siiriilmektedir (Bush, 1999).

Ik yaklagima gore ozellikle 1940’1 yillarda pozitivizm ve ampirizmin etkili
oldugu modernist/rasyonalist yaklagimin etkisine giren egitim yonetimi, giiveni-
lir, birikimli ve genellenebilir bir bilgi iiretimi siirecini benimseyen aragtirmalar
kapsaminda, degerlerden arinmis ve kesinlik gosteren bir bilgi anlayigini temel
almugtir. Egitim yOnetimi alaninda “bilimsel ddnem” olarak bilinen bu siirec, ayni
zamanda teorilerin 6n planda oldugu ve uygulama boyutunun ihmal edildigi bir
donem olarak tanimlanmaktadir (Balci, 2008). Ancak 1950’1i yillarda “teori ha-
reketi” olarak adlandirilan alana hakim olan bu pozitivist yaklagimlar, 1970’li
yillarda basta ontolojik ve epistemolojik olmak iizere metodolojik ve etik agilar-
dan sorgulanarak, egitim yonetimi pratiklerini anlama ve agiklamada yeterli ol-
madiklar1 gerekgesiyle elestirilmistir (Bates, 1980; Culbertson, 1981; Greenfield
ve Ribbins, 1993; Rizvi, 1994). 1980’lere gelindiginde — diger alanlarda oldugu
gibi — egitim yOnetimi alaninda her seyi agiklama iddiasindaki biiyiik teoriler terk
edilmis (Rowan, 1995); fenomenoloji, elestirel kuram, hermeneutik ve feminist
yaklagimlar egitim arastirmalar tizerinde etkili olmustur (Boyd, 1992). Her ne
kadar farkli yaklagimlar alanda etkin olsa da, bu yaklagimlarin, pozitivist bir bakig
agistyla ele alindigi ve yorumlandig, egitim yonetimi alaninin giiniimiizde hala
Ozerk bir disiplin olarak var olamadig1 ve bilimlesme adina pozitivist akimin etki-
sinden tam olarak kurtulamadig1 sOylenebilir.

Bu calismanin amaci, egitim arastirmalarinda son donemde etkili olan her-
meneutik yaklasimin en 6nemli temsilcilerinden biri olan Wilhelm Dilthey’in go-
riislerine gore egitim yonetimini yorumlamaktir. Dilthey’in insani degiskenligi ve
tarihselligi icinde ele alan felsefesinin, insan yasamini anlamada (pozitivist aki-
min tahakkiimiindeki) egitim yonetimi alani igin yeni bir bakis agist sunacagini
distniiyoruz. Dolayisiyla bir bilim olma adina gercek anlamda insani anlamay1
1skalama, diger taraftan bilimselligin kati belirlenimciligini bir yana birakarak
insani tarihsel bir 6zne olarak ele alma ekseninde egitim yonetiminin nerede dur-
dugu, Dilthey’in hermeneutik yaklasimi1 baglaminda irdelenecektir.

Wilhelm Dilthey’da Hermeneutik Yaklasim

Son yiizyilda, sosyal bilimler felsefesi icerisinde, bir yandan toplumsal bilgi
etkinliklerini bir bilim olarak gecerli kilmak amaciyla, bu etkinlikleri doga bilim-
lerine gore diizenleyerek bir “sosyal bilim” gelistiren; diger yandan toplumu ele
alan ve 0ziinde insanin oldugu bir etkinligin doga bilimlerine gore yapilandirila-
mayacagindan yola cikarak, bagka bir bilim olarak “tin bilimi”ni (Geisteswissens-
chaft) ortaya koyan iki temel egilimin etkisinden s6z edilebilir. Pozitivist bilim
felsefesi olarak adlandirabilecegimiz ilk egilim, “bilimin birligi” ilkesiyle doga
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bilimlerinin kavramlarini ve olgucu bakig agisini sosyal bilimlere aktarmaktadir.
Bu yaklagimda, doga bilimleri ve sosyal bilimlerin her ikisi de doga bilimi temel
alinarak kurulmaktadir. Diger yandan, tarihselci bilim felsefesi olarak adlandira-
bilecegimiz ikinci egilimde, doga bilimlerini temel alan iki tiir bilim yerine, bir-
birinden temel olarak ayri iki bilim bulunmaktadir. Tarihselci bilim felsefesine
gore “toplumsal gerceklik, insana 0zgii bir gerceklik, dogada rastlanmayan bir
amag-eylem bagintisina gore olusan, insanin kendisinin i¢inde yer aldig: bir alan,
bir tinsel diinyadir” (Ozlem, 2008: 58).

Tin bilimlerinin temel 6zelliklerini belirleme konusundaki en gii¢lii girisim
ise, W. Dilthey (1833-1911) tarafindan yapilmstir (Ozlem, 2008). 19. yiizyil fel-
sefesinin en 6nemli disiiniirlerinden biri olarak kabul edilen Dilthey, 6zellikle
yasam felsefesi, tarih felsefesi ve hermeneutige olan katkilariyla anilmaktadir.
Kendi diisiince akimini olustururken Alman idealizmi, 6zellikle Hegel, Alman
Tarih Okulu’nun tarihgilik anlayisindan etkilenmistir ve Heidegger, Gadamer,
Habermas, Frankfurt Okulu diistiniirleri de onun felsefesiyle ilgilenmislerdir
(Topakkaya, 2016). Dilthey’in girisiminin ilk biiyiik iirtinii, 1883 yilinda yayinla-
dig1 Tin Bilimlerine Giris adli eseridir. Dilthey pozitivist bilim felsefesini, insant
akilsal bir varlik olarak tanimlayarak gercekligi aciklamada doga bilimlerinin ya-
raticist olan akli 6n plana ¢ikardigi ve bu bakimdan insan diinyasini dogaya indir-
gedigi icin elestirir. Dilthey’a gore pozitivizm insani anlama konusunda yetersiz
olmus, insanin i¢inde bulundugu akiskan baglami gdzden kacirmustir. Dilthey’in
bu elestirileri, doga biliminin sinirlarini agan yeni bir bilimin metodolojik teme-
lini kurmasini saglamistir. Insanin dogadaki nesnelerden farkli olarak degerlen-
dirilmesi gerektigini ifade ederek, tin bilimleri ve doga bilimlerinin yontemlerini
sorgulamis ve tin bilimlerine uygun bir anlama kurami gelistirmeye calismistir
(Dilthey, 1999). Doga bilimlerinin ydntemlerinin tin bilimlerine uygulanmamast
gerektiginin temel nedeni ise, tin bilimlerindeki 6zne ve nesneyi olusturanin in-

san olmasi ve insanin kendisi digina ¢gikamamasi olarak gosterilir (Acar Valeene,
2012).

Boylece tin bilimleri, insanin kendi etkinliklerini konu edinen bir siniflan-
dirmaya isaret etmektedir. Dilthey’a gore dogada siirekli tekrarlayan olaylar salt
gozlemle ele alan doga bilimlerinin aksine tin bilimleri her olayin biricik oldugu
zamansal bir diinyay1 incelemektedir ve tin bilimlerinin sorusturmasi aslinda bir
tarih sorusturmasidir. Tarihle birlikte hareket eden yasam diinyasinin sahip oldu-
gu uzamsal ve zamansal boyutlar, insanlar arasi bir etkilesim yaratmaktadir ve bu
etkilesimler dogadaki etkilesimlerden farklidir (Dilthey, 1985).

Dilthey, tiim bilimlerin “deney bilimi” oldugunu sdyler; ancak her bilim i¢in
gegerli olan bir deney olmadigini, her bilimin kendi nesnesine uygun bir deneyi
oldugunu vurgular. Doga bilimlerinde duyusal yolla gerceklestirilen deneyler, tin
bilimlerinde icseldir; yani bir tiir yasanti durumudur. Doga bilimleri dogal nes-
neler ve onlar arasindaki iligkileri benzerlikler baglaminda ele alirken, konusu
kiiltiirel, disiinsel, sanatsal, 6zgiir ve istence dayali edimler olan tin bilimleri ise
insan1 ve edimlerini biriciklik baglaminda ancak biitiinsel olarak ele almaktadir
(Adugit, 2005).
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Dilthey’a gore tin bilimlerinin esas inceleme alani yagsamin kendisidir. Birey-
lerin gergeklik hakkindaki tasarimi ve bilgilerinin en 6nemli yapi tasi kisisel yasa-
min birligi, dig diinya, diger bireyler, diger bireylerin zaman icerisindeki yasam-
lar1 ve bu yasamlarin birbirlerine karsilikh etkileridir. Bu baglamda ele alinmasi
gereken asil mesele, dig diinyanin gercekligine duyulan inancin neye dayandig:
ve mesrulugu sorunudur. Bu acgidan bakildiginda dis diinya daima ve sadece bir
fenomen olarak kalmaktadir. Buna kargilik bireylerin isteyen, hisseden, amag-
layan varlig1 tiimiiyle bireye ait bir seydir ve bu haliyle bireyden bagimsiz dig
diinya gercekliginden daha kesin bir veridir. Dilthey bunun nedenini, bu varolu-
sun tasarlanan bir gergeklikten ziyade yaganan bir gergeklige ait olmasinda bulur
(Dilthey, 1999).

Dogal stirecler nedensellik ilkesine gore belirlenirken, yagsam diinyasindaki-
ler yasam deneyimleriyle belirlenmektedir. Ciinkii Dilthey, 6zgiir bireysel eylem-
lerin bir yasa ya da ilkenin altina konularak aciklanamayacagimni savunur (Isbir,
2011). Ornegin, tarihte deneysel olgular1 gozlemlemek icin 6nem verilen bilimsel
anlayis sadece gelecekte ne oranda sug islenecegi, kag¢ intihar vakasi yagsanaca-
g1 soylemektedir. Dilthey’a gore bu, yasalara iligkin bilgimizin boyutunu gos-
termektedir. Bunlar sadece belli olaylari niteleyen fenomenlerdir. Niteleyici gibi
goriinen bu fenomenler aslinda birbirlerinden farkli ancak ayniymis gibi goriinen
olaylari, ayn1 yasanin altina yerlestirerek betimledikleri icin olaylarin altinda ya-
tan nedenlerin ortaya ¢ikmasina engel olurlar. Bu bakimdan, boylesi bir bilimin
bilgisi, sayisal verilerin ve betimleyici ifadelerin 6tesine gecemeyecektir. Dilthey
burada gercekligi, bir olgu olarak suc ya da intihar olarak degil, birinin o olayda
yasadig1 deneyimler olarak goriir (Isbir, 2011).

Dilthey, yasamin ve onun bir parcasi olan insanin ancak yasamin icinden
bir bakis acistyla kavranabilecegini ifade eder. Insanin, biitiinliigiinii yansitmayan
bir parcaya indirgenmesi ve gercekte oldugundan farkli ele alinarak eksik de-
gerlendirilmesi pozitivizme yonelttigi elestirilerin baglica nedenidir. Dilthey bu
elestirilerine ragmen, akli ne kiiciimseyerek ne de yiicelterek ele alir. Daha dnce
belirttigimiz gibi onun yapmaya calistig1 sey, tin bilimlerinin doga bilimleri gibi
tasarlanmasina ve bu bilimlerin yontemlerini kullanmasina karst ¢gikmaktir (Acar
Valeene, 2012). Tin bilimlerinin gerceklesmesine imkan saglayan tinsel olgular
ona gore, insanlik icerisinde tarihsel olarak gelismistir. Bu baglamda tinsel diin-
ya, insan, tarih ve toplumu konu alan ve iizerinde hakimiyet kurulmak istenen
digsal bir gerceklik olmanin aksine anlamlandirilan icsel bir gerceklik olarak tas-
vir edilir (Dilthey, 1999).

Doga bilimlerinde tiim yasa bilgisinin ancak deneylerde ve kurallarda veri-
li olarak sayisal ifadeler yoluyla dogrulanabilmesine yonelik olarak Dilthey, tin
bilimlerinde de her soyut ilkenin, bu ilkenin yasant1 ve anlamada verili oldugu
haliyle ruhsal yagamla iligkisi aracilifryla dogrulandigini 6ne stirmektedir ve ayni
zamanda doga bilimlerinde s6z konusu olmayan bir bi¢cimde bireyin diger bir ki-
sinin icsel deneyimini anlama imkanina sahip oldugunu belirtmektedir (Dilthey,
1999). Bu durum bireyin zihin tecriibeleriyle diger birey arasindaki benzerlik bu-

543



Nidan Oyman Bozkurt & Erkan Bozkurt

lunmasi durumunda gerceklesmekte ve bireyin kendi kisisel deneyiminin en derin
noktalarini diger bir bireyde bulma imkanini ortaya koymaktadir. Dilthey’in bu
noktada merkeze aldig1 kavram, algilamaya dayali bir aciklamadan ziyade anla-
madir. Bu bir bebegin cikardigi sesleri anlamaktan, Shakespeare’in Hamlet’ini ya
da Kant'm Salt Aklin Elestirisi'ni anlamaya kadar uzanmaktadir (Palmer, 2008).
Toplumsal yasantinin temeli, anlamak ve anlagilmaktir. Goziin gdrdigi her sey,
bir anlamda anlagilmak icin vardir. Her nesnenin bir ad1 oldugu gibi, her adin da
bir anlami vardir ve yasam anlama etkinligi tizerine kuruludur (Tagdelen, 2008).

Dilthey’a gore insani anlamak i¢in, insanin tarihsel ve toplumsal bir varlik
oldugunu kavramak gerekir (Gadamer, 2003:178). Tin bilimlerinin amaci; bil-
mek ve egemen olmak degil, tarihsel ve toplumsal gercekligi bir biitiinliik halinde
anlamaktir. Her bir gercekligin biricikligi nedeniyle genellemelere de gidilmez ve
tarihsel olaylarin bu 6zelligi nedensel agiklamalarin yapilmasini engellemektedir.
Tin bilimlerini anlamak i¢in, doga bilimsel bakis acisini asan tarihsel bir pers-
pektife ihtiya¢c duyulmaktadir (Acar Valeene, 2012). Dilthey anlama kavramini,
insanin sahip oldugu tiim temel bilgilerin kaynagini olusturdugu ve herhangi bir
kavramin anlaminin yerini alamamasindan dolay:r 6nemli kabul eder (Acar Vale-
ene, 2012). Anlamanin en iyi ger¢eklesecegi ortam ise degerli yaratilar ve farklt
aciklamalar ile tartigmalarin yaratildigi anlar olarak tanimlanmaktadir (Palmer,
2008).

Kisacasi Dilthey’a gore anlama varolusun en temel bigimidir. Bu bakimdan
Dilthey’da hermeneutik, tin bilimlerinin metodolojik yapisini olusturur (Topak-
kaya, 2007). Hermeneutik, “yorum bilgisi” olarak tanimlanan, pozitivist kuramin
savundugu bilimsellik ve bilimsel aklin hegemonyasina karsi insan yasamini te-
mel alan ve anlam, anlama, yorum, 6znellik gibi konulara vurgu yapan bir diisiin-
ce akimidir. (Kerdeman, 2014). Hermeneutigin, yazili dokiimanlarin sistematik
bigcimde yorumlanmasinin yani sira felsefe ve tin bilimleri arasinda baglayici bir
ozelligi de vardir. Hermeneutikte sadece ifadelerin degil, insan diinyasinin da
anlasilmast amaglanmakta ve anlama kavraminin tarihsel bir perspektifte ger-
¢eklestirilmesi gerektigi vurgulanmaktadir (Acar Valeene, 2012). Hermeneutigin
kendine 6zgii alani, sinir1 ve bilme bicimi vardir, yani ontolojik ve epistemolojik
bir temele sahiptir (Tasdelen, 2008).

Belirtildigi gibi Dilthey, hermeneutigi, doga ve tin bilimlerinin nesneleri ba-
kimindan farkli olduklarini ve tin bilimlerinin doga bilimleri model alinarak ya-
pilandirilamayacagini iddia ederek gelistirmistir. Buna ragmen Dilthey tin bilim-
lerinde, doga bilimleriyle 6zdeslesen metot ve nesnellik kavramlarimi kullandig
icin elestirilmistir (Adugit, 2005). Burada Dilthey’a yoneltilen elestiri, onun her
ne kadar tin bilimlerinin doga bilimleri model alinarak kurulamayacagini iddia
etse de, metot fikrine bagl kalarak tin bilimleri icin yeni bir metot dnermesi ve
bilginin nesnelligi fikrinden vazgegmemesidir. Dilthey’dan sonra gelen hermene-
utikcilere gore bu durum, Dilthey’in tin bilimlerini saglam dayanaklarla yeniden
temellendirme amacindan uzaklagsmasidir (Adugit, 2005).
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Egitim Yonetimini Dilthey’in Hermeneutigi
Baglaminda Yorumlamak

Tiirkiye’de egitim yonetimi alaninda iiretilen bilginin niteligi siklikla iize-
rinde durulan bir tartisma konusudur (Aslanargun, 2007; Aydin, Yilmaz & Al-
tinkurt, 2013; Balci, 2008;2011; Beycioglu & Doénmez, 2006; Gedikoglu, 1997,
Ozdemir, 2011;2017). Dolayisiyla alanda iiretilen bilgi, bu bilginin elde edilme-
sinde kullanilan yontem ve stratejiler, alan1 olusturan akademisyenlerin niteligi,
tizerinde diisiiniilmesi gereken dnemli konulardir (Turan vd, 2016). Geleneksel
kamu yonetimi anlayiginin 1950’1i yillarda egitim yonetimi pratiklerini etkisi alti-
na almaya baglamasiyla birlikte egitim yonetimi, kamusal hizmet alaninm kendisi-
ne bir inceleme nesnesi olarak gérmeye baglamugtir (Ozdemir, 2011).Yine bu dé-
nemde ortaya ctkan ve pozitivist yaklagimin egitim yonetimi alanina yansimasini
amaglayan teori hareketinin, alanin bilimsellesmesinde énemli bir yeri vardir.

Egitim yonetiminin ilk donem diistiniirleri, Frederick W. Taylor’un bilimsel
isletmecilik okulunun temel ilkelerini alana tagiyarak, egitim sistemi ve okulu
fabrika gibi isleyen bir mekanizma olarak algilamiglardir. Egitimsel siirecler, is-
letme ve ekonominin terimleriyle aciklanmaya calisildigr icin alanda 6zgiin bir
terminoloji liretilememis ve bu durum egitim yonetimi alaninda bir 6zerklesme
sorununa yol acmistir. Ayn1 zamanda Tirkiye’de cumhuriyetin ilk yillarinda da
egitim yoneticilerinin devletin egitimle ilgili politikalarini yerine getirme zorun-
lulugundaki memurlar olmasi, egitim yoneticiliginin belirli yeterlilikler ve nitelik-
lere sahip bir uzmanlik alan1 olmasini engellemistir (Ozdemir, 2017).

Bilim felsefesine iligkin temel goriisler; pozitivizm, anti pozitivizm, herme-
neutik ve postmodernizm bagliklar1 altinda siralanabilir. Egitim bilimleri agisin-
dan bu yaklagimlar hakkinda fikir sahibi olmak, ¢zellikle egitim yonetimi alani-
nin sinirlari, igerigi ve metodolojisinin ne olmasi gerektigine iligkin yaklagimlari,
ortaya atilan farkli goriisler baglaminda tartismak 6nemlidir. Dilthey’da sosyal
bilimlerin nesnesi olan toplum ve birey i¢in anlama Onceliklidir. Bu durum egitim
bilimleri igin de gecerli olmalidir. Pozitivist doga bilimlerinin deney malzemesi
gibi ele alamayacagi toplumsal konulari, bireylerin yasantilari, kiiltiirleri, gele-
nekleri ve tarihsel ge¢misleri ile anlamak gerekmektedir (Kirmizioglu, 2017).

Bugiin Tiirkiye’de egitim disiplini, 6zelde ise egitim yonetimi alani, insan ya-
samini temel alan tin bilimlerinin icerisinde yer almak yerine bilimsel olmak ¢a-
bastyla pozitivist bir egilimin tahakkiimii altinda varligini siirdiirmektedir. Egitim
alaninda yapilan caligmalarin ¢ogu, belirli istatistiksel veriler ve pozitivist bilimin
on gordigi dogrulamalar 1518inda standardize edilerek mevcut durumun tanim-
lanmasindan 6teye gecmeyen olgularin altinda yatan nedenleri, insan edimleri-
ni ve bu olgulari tasarlayan i¢sel deneyimleri anlamay1 g6z ardi eden {iretimler
olarak ortaya cikmaktadir. Insan edimlerini ve nedenlerini anlamaya yonelik
caligmalar ise ya bilimsellikleri sorgulanarak goz ardi edilmekte ya da bilimsel
sayilabilmek icin pozitivizmin temel ilkelerini icsellestirmek zorundadir. Egitim
yonetimi alaninda belirli 6lceklerle yapilan belirli sayisal istatistiklere dayali, ge-
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nellemelere ulagmayr amaglayan betimsel calismalarin, Dilthey’in da belirttigi
gibi, farkli zamansal ve mekénsal boyutlarda gerceklesmesine ragmen ayni yasa
altina yerlestirilerek nitelenmesiyle, bu calismalarin egitime iliskin olgularin ne-
denlerini ortaya cikarmay1 ve tartigmay! amaglamak yerine belirli sayisal oranlar
ve betimleyici ifadelerin disina ¢ikamayan galigmalar olarak kaldigi ve bireysel
faydadan fazlasi saglayamadigi sdylenebilir.

Egitim bilimcilerin icinde yasadiklar1 topluma ve yaptiklari ise yabancilag-
tiklari, son donemde tizerinde durulan 6nemli konulardan biridir. Bu tartismala-
rin temelini olusturan diistlince, bireyin bir 6zne olarak toplumdan diglanmasi ve
nesnel bir konuma yerlestirilmesidir. Bununla birlikte yapilan calismalar, bilim-
sel olmak adina digsal bir gerceklik iddias1 pesinde, topluma ickin olmak yerine
ondan kopuk olarak gerceklestirilmektedir. Dilthey’in ifade ettigi bu durum, egi-
tim yonetimi alani acisindan ele alindiginda, ozellikle isletme ve kamu yonetimi
disiplinlerinin yonetim modellerinin temel alinmasiyla insanin bu modellerin bir
yaraticisi, aktif bir 6znesi olma gergekliginden koparilarak bu modellerin edilgen
bir nesnesi konumunda goriilmesi ile ortaya ¢ikmaktadir. Ayrica alanin bilgi te-
melinin, yonetim bilimi ve orgiit kurami tarafindan olusturulmasi, alanda episte-
mik bir sorunun gostergesi olarak yorumlanmaktadir (Ozdemir, 2017).

Tirkiye’de egitim yonetimi alaninda yapilan yayinlar ve gerceklestirilen
sempozyum, panel, calistay ve kongrelerin, farkli disiincelerin turetildigi ve
tartisildigr yerler olmak yerine, pozitivist paradigmanin belirledigi standartlar
dogrultusunda gerceklestirilen caligmalarin sunuldugu; farkliliklarin ise, kati be-
lirlenimciligin hegemonyasi altinda yontem secimi, gecerlik, giivenirlik ve genel-
lenebilirlik 6lciitlerinin sinirlart cercevesinde bilimsellikten dislandigr etkinlikler
olarak ele alindig1 ve bu tiir etkinliklerin toplumsal fayda amacli olmak yerine
akademik yiikselme vb. bireysel cikarlar amaciyla gerceklestirildigi belirtilebilir.
Alanda yapilan lisansiisti tezler, makaleler, kongrelerde sunulan bildiriler ve
diger calismalarin dar bir tema altinda toplandiklari ve belli konu basliklarin-
da yogunlastiklari, alanin epistemolojik, ontolojik ve metodolojik sorunlarinin
g6z ardi edildigi, calismalarin biiyiikk cogunlugunun nicel caligmalar oldugu ve
bu calismalarda veri toplama araci olarak en cok anket/0lcek tercih edilirken, te-
mel betimsel istatistik yontemlerin agirlikli olarak kullanildigr ifade edilmektedir
(Aydin ve Uysal, 2014; Aypay vd., 2010; Balc1 ve Apaydin, 2009; Bag ve Ozturan
Sagirli, 2017, Turan vd., 2016). Nicel ¢alisgmalarda ise egitim yOneticisi evrenine
ulagma zorluklari nedeniyle 6grenci ve 6gretmenlerin 6érneklemde yer aldigi ca-
lismalarin evreni temsil etme yeterliklerinde ciddi problemlere deginilmektedir
(Turan vd., 2014). Balc’'nin (1993) da belirttigi gibi egitim bilimleri alanindaki
calismalar, yeni ve orijinal konulara yonelmek yerine 6nceden yapilmis arastir-
malarin farkli evren ve 6rneklem iizerinden tekrari seklindedir ve bu tarz calis-
malarla alana katki saglanamayacag diisiiniilmektedir. Ayrica arastirma modeli
olarak siklikla tarama ve iligkisel modellerin kullanildigina dikkat ¢ekilmektedir.
Arastirmalarda en ¢ok nicel yontemin kullanilmasi ise arastirma sonuglarinin is-
tatistiksel degerlerle ifade edilmesi ve genellemelere varilmasi gibi doga bilimleri
icin gecerli bilimsellik Olciitlerine iliskin varsayimin bir sonucudur. Ayni zaman-
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da gecmis ve aligilmig arastirma geleneginden vazgegilmedigi, sayisal verilerin
daha giivenilir ve gecerli olduguna yonelik yaygin inancin halen baskin oldugu
belirtilmektedir (Aydin ve Uysal, 2014).

Egitim yOnetimi arastirmalarinda veri toplama yontemi olarak goézlemin,
arastirmacinin uygulamanin icinde bulunmasi gerekliliginden otiirii tercih edil-
memesi, alanda teori ve pratik arasinda goriilen sorunun yonteme yansimast ola-
rak yorumlanirken, kolay yoldan, kisa siirede, uygulamanin icinde ya da sahada
bulunmay1 gerektirmeyen yontemlerin daha ¢ok tercih edildigi ifade edilmekte-
dir (Turan vd., 2016). Elestirilen bir diger husus ise dlcek cevirme ve uyarlama ga-
lismalaridir. Bilimsel olmak adina, 6zellikle batili toplumlarin kendi 6zgiin kosul-
lar1 baglaminda tirettigi bilginin, aktarilan ve uyarlanan toplumlar icin de gegerli
sayilabilecegi diisiincesiyle bir nesnellik algis1 yaratilmakta ve bu tiir ¢caligmalar
bilimsel olarak algilanmaktadir. Olcek uyarlama calismalarinin artmasi ve farkl
gruplar iizerinde tekrar edilmesiyle aslinda arag olan Olcekler, birer amag haline
gelmistir (Turan vd., 2016; Turan ve Sisman, 2013). Bu bakimdan kullanilan yon-
tem dolayisiyla bilimsel oldugu One siiriilen bu bilgilerin, toplumlarin kendi an-
lam diinyalarini olusturmalarimin 6niindeki en biiyiik engel oldugu sdylenebilir.

Tirkiye’de ozellikle egitim bilimleri alaninda anlama dayali bir bilgi iiretme
anlayis1 goz ardi edilerek, teknik ve piyasaci yonetim kavramlariin ve teorileri-
nin pozitivist bir anlayisla aktarildigi, egitim yonetimi alanindaki arastirmalar-
da yapisal-iglevselci paradigma ve sistem yaklagiminin ideolojik bir hegemonya
olusturdugu ifade edilmektedir (Turan vd., 2016; Turan ve Sisman, 2013). Bu
durum Dilthey’in anlamayi temel aldigi hermeneutik yaklagimiyla temelde Or-
tigsmemektedir. Egitim yonetimi pratikleri determinist, indirgemeci ve mekanik
bir perspektiften ele alinarak, tek boyutlu pozitivist paradigmaya dahil edilmistir.
Giiniimiizde hala pozitivizmin temel prensiplerini egitim yonetimi arastirmala-
rinda kullanmak, tiretilen bilginin mesru ve bilimsel olmasini sagladigina iliskin
giiclii bir inancin sonucudur (Ozdemir, 2017).

Egitim yonetimi alanina iliskin olarak 6zellikle uluslararasi alanyazinda ve
saygin dergilerde nitel arastirma yontemlerinin ve teorik calismalarin daha cok
yer aldig1 goriilmektedir. Dolayisiyla, egitim ve sosyal bilim alanlarinin da gide-
rek artan oranda hermeneutik yaklagimla ele alinmaya baslandig1 sdylenebilir.
Bu durum son yillarda Tiirkiye’deki aragtirmalar icinde paralel bir seyir goster-
mektedir. Fakat Tiirkiye’de hermeneutik yaklasgimin egitim calismalarinda ele
alinmaya baslanmasinin, bu yaklagimin uluslararas: popiilerliginin etkisiyle ol-
dugu soylenebilir. Dolayisiyla burada lizerinde durulmasi gereken nokta, arastir-
macilarin, insan edimlerini ve toplumsal olgulari, insanin kendi tarihselligi icinde
anlamay1 miimkiin kilan bir yontem etrafinda kesfetmek ve anlamak amaci yeri-
ne neden popiilerlik temelinde yontem fetisizmini mesrulastiran davraniglara yo-
neldigidir. Egitim yonetimi alaninin bilimsel olma adina pozitivist paradigmaya
daha yakin durdugu bilinmektedir. Bu bakimdan, pozitivist paradigmanin geger-
lik, glivenilirlik ve genellenebilirlik vb. bilimsellik dl¢iitlerinin nitel arastirmalar-
da da gozetildigi s6ylenebilir.
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Hermeneutik yaklagimin her sosyal bilimde oldugu gibi egitim bilimleri ve
egitim yonetiminde de karsi oldugu sey, evrensel ve gegerli tek bilgi arayisidir.
Bu nedenle iist anlatilara ulagsmaya ¢aligmayan ve sdylemlerinin her yerde gecer-
liligini iddia etmeyen bir yaklagimin varligi ile bir toplumun tarihi, kiiltiirii ve de-
gerlerinin incelenmesi, insan edimlerinin daha iyi anlagilmasi ve tiretilen bilginin
icinde sekillendigi topluma ickin olmasi acisindan 6nemlidir. Dolayisiyla egitim
bilimlerinin ge¢irdigi gelisim siireclerine toplumun gegirdigi tarihsel doniistimler
dahil edilmelidir. Ciinkii egitimin temel ¢alisma alani olan insanlarin tek yonli
bir psikolojik giidilye dayanan akilci davraniglarda bulunmasi ve davraniglarini
standart olarak sergilemesi miimkiin degildir. Farkl toplumlarda bireysel ¢ikar-
larin yanu sira tarihsel siireg boyunca farkl psikolojik giidiiler ve toplumsal yapi-
lar nedeniyle farkli davranig oriintiileri ortaya ¢ikacaktir. Bu baglamda ister sos-
yal bilimlerde ister egitim bilimlerinde olsun, aragtirma nesnesi toplum oldugu
icin evrensel ve nesnel bilginin olanaksizliginin yani sira, toplumlarin gecirdigi
tarihsel doniistimlerden bagimsiz bir ger¢eklik miimkiin olmamaktadir. Farkli
cografyadaki farkls kiiltiir ve degerlere sahip, farkl tarihsel siirecler gecirmis top-
lumlarin iiretecegi bilgi, ¢ogu zaman diger toplumlar i¢in gecerli olmayacaktir.

Tirkiye’de egitim yonetimi alaninda tiretilen bilginin niteligi, toplumsal so-
runlara ¢0ziim bulabilirligi, egitim politikalar1 uygulayicilarina yol gosterebilir-
ligine iligkin olarak, alanin icinde bulundugu toplumun kosullar1 ve 6zellikleri
baglaminda tarihsel ve kiiltiirel bir anlama ile kendi 6zgiin kimligini insa etmesi
gereklidir. Belki de yapilmasi gereken Dilthey’in da 6ngordiigii gibi egitim bagla-
minda tarihsel bir ddnem analizidir.

Diltheyc1 hermeneutigin bir ilkesi olarak insanlar1 inceleyen bilimler (tin bi-
limleri) ile diger nesneleri inceleyen bilimler (doga bilimleri vb.) arasinda ayrim
yapmak gerekir. Ciinkii insanlar diger nesnelerden farkli olarak bilinglidir, kendi
bireysel amaglar1 ve ¢ikarlari dogrultusunda davraniglar sergiler (Kirmizioglu,
2017). Dolayistyla egitim yonetimi, doga bilimlerini model alan disiplinlerle ara-
sindaki sinirlar1 net bir sekilde belirlemelidir. Egitim bilimleri ve 6zelde egitim
yonetiminin amact mevcut durumu agiklamanin 6tesinde, alani icinde bulunulan
tarihsel siireclere, kiltiirel bilesenlere ve deger yargilarina gore ele almak olma-
idir.

Sonug

Egitim bilimleri ve egitim yonetimi lizerine bilim felsefesi tartigmalarinin,
gelecekte de devam edecegi Ongoriilmektedir. Aslinda bu tartismalarin ama-
c1, doga bilimlerini ya da pozitivizmi reddetmek yerine, toplumsal yasamin ve
toplumsal yasamin aktif 6znesi olan insanin karmagik dogasini ¢oziimlemekte
indirgemeci bir yaklagimin yetersizligini ortaya koymaktir. Egitim bilimcilerin
toplumsal olgular1 anlama kapasitelerinin etkili bir diizeye gelebilmesi igin farkli-
liklara acik olmalari ve i¢inde yer aldiklar1 toplumu her yoniiyle tanimalari, orta-
ya koyacaklari tirtinler agisindan daha verimli sonuglar saglayacaktir. Bu ¢alisma,
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bir anlamda doga bilimlerinin ¢izdigi sinirlarin 6tesine bakabilmenin bir istenci
olarak ortaya cikmigtir. Dolayisiyla egitimin niteligini arttirabilmek icin bireysel
ve toplumsal farkliliklara 6nem vermek, bu farklar: anlamak ve yorumlamak her
toplumun egitimdeki basarisi icin zorunlu bir 6l¢iit olarak kabul edilmelidir. Bu
baglamda hermeneutik yaklasim, egitim bilimcilerin gdzleme ve anlama yetene-
gini farkly, alternatif perspektiflerle gelistirmeyi ve doga bilimlerinin sinirlarinin
Otesine gecebilen bir anlayig kazandirmayr amaclamaktadir.

Fakat hermeneutigin farkliliklara olan vurgusunu 0n plana cikaran bakig
agisint tek tiplestirici bir sekilde kullanmak, onun kendi dogasina aykir1 olacaktir
(Kirmizioglu, 2017). Aslinda alternatif perspektifler sunma amacini gozeten her-
meneutigin, bunun yerine gorecelilik icin vurgulanmasi, doga bilimlerini timden
reddeden politik ve ideolojik sapmalara yol acan, tam da pozitivizmin elestirdigi
gibi keyfiyete dayanan bir duruma neden olmasi son derece olasidir. Egitim yo-
netimi alaninda yapilacak calismalarda, bu durumun da dikkate alinmasi 6ngorii-
lebilir. Bilgiyi toplumsal yapiya hizmet etmenin bir araci olarak degil, toplumsal
ve ekonomik giigleri her tiirlii yapiyi, sistemi anlamanin ve elestirel bir tutumla
¢Oziimlemenin araci olarak sunacak bir 6gretimi hedeflemek hareket noktasi
olarak, hermeneutik yaklasimi merkeze almak gerekir (Kale, 1997).
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Turkish College Students’ Trust in Professors and Engagement:
“T trust therefore I engage!”!

Tiirk Universite Ogrencilerinin Ogretim Elemanlarina Giivenleri ve
Derse Katilimlan: “Giiveniyorum, dyleyse katilirim!”

Niyazi Ozer?, Servet Atik?, Siileyman Nihat Sad*, Ali Kig’

Abstract

The purpose of this study is threefold: 1) to determine the levels of university students’ engagement and trust in
professors, 2) to investigate if there is a significant difference between students’ engagement and trust scores in
terms of some variables, and 3) to explore the relationship between student engagement and trust in professors.
The participants comprised 1840 university students studying at seven different faculties of Inonu University
during the 2013-2014 academic year. A test battery containing demographic information, student trust scale and
student engagement scale was administered to the participating students. Results showed that female students
and students from earlier grades trust in professors and engage into classroom activities more. Regression analy-
sis results, also, indicated that students’ scores on trust in professors explained approximately 16% of the total
variance in student engagement. This implies that when students trust in their professors they tend to engage in
lessons more, which, in turn, brings about better learning.

Keywords: higher education, student-teacher relationships, trust in professors, student engagement

Oz

Bu arastirma ile iiniversite 6grencilerinin derse katilim ve 6gretim elemanlarma giiven diizeyleri, derse katilim
ile 6gretim elemanlarma giiven giiven arasindaki iliskinin belirlenmesi amaglanmigtir. Arastirmaya 2013-2014
egitim 6gretim yilinda Inonii Universitesi biinyesinde bulunan yedi fakiiltede 6grenim goren 1840 6grenci katil-
mustir. Aragtirmaya katilan 6grencilere Universite Ogrencileri Igin Derse Katilim Olgegi ve Ogretim Elemanla-
rina Giiven Olgegi uygulanmustir. Bagimsiz degiskenler acisindan yapilan analizler sonucunda 6grencilerin derse
katiim diizeyleri ve 6gretim elemanlarina giiven diizeyleri cinsiyet ve sinif diizeyi degiskenlerine gore anlamli
sekilde farklilagtig1 belirlenmistir. Ogrencilerin 6gretim elemanlarina giiveninin derse katilimlarini anlamli sekil-
de yordayip yordamadigini belirlemek amactyla regresyon analizi yapilmigtir. Ogrencilerin 6gretim elemanlarina
duyduklar: giiven onlarin derse katiliminin anlamli yordayicist oldugu ve derse katilim diizeyine ait toplam var-
yansin yaklasik %16’sin1 agikladigr belirlenmistir. Bu sonug 6grencilerin 6gretim elemanlarina giivendiklerinde
derse daha fazla katildiklarini ve bu sayede daha iyi 6grendikleri anlamina gelmektedir.

Anahtar Kelimeler: Ogretim elemanlarina giiven, derse katilim, 6grenci.
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Introduction

Student engagement as a study area has emerged recently in education re-
search (Appleton, Christenson & Furlong, 2008), since it has significant relati-
onships with many developmental and educational outcomes including academic
achievement, discipline problems, boredom, motivation, alienation, self-esteem
and dropout rates (Fredricks, Blumenfeld & Paris, 2004; Lam et al, 2014). New-
mann, Wehlage, & Lamborn (1992) suggest that in order to enhance students’
academic achievement, we must first learn how to engage them, because lear-
ning develops largely through the labour of the student, who must be enticed
to participate in a continuous cycle of studying, producing, correcting mistakes,
and starting over again. On the other hand, some researchers find that lower
level of student engagement is associated with poorer academic outcomes and
higher rates of drop-out. A study conducted by Alexander, Entwisle and Kabba-
ni (2001) showed that students who felt they were engaged in school were less
likely to drop out. In the same study it was also found that student engagement
in school as evaluated by students’ teachers was a stronger predictor of school
achievement.

Despite its importance, student engagement is deprived of an all-agreed de-
finition or instructions about its dimensions and ways of measurement. Different
researchers use “involvement”, “participation”, “deep connection to learning” and
“interest in the subject matter” terms interchangeably for student engagement
(Yazzie-Mintz & McCormick, 2012, p.745). However, common definitions on stu-
dent engagement consist of three main components: i) behavioural component,
i) emotional/affective component, and iif) cognitive component (Appleton et al.,

2008; Finn, 1989; 1993; Fredricks et al., 2004; Yazzie-Mintz & McCormick, 2012).

Behavioural student engagement is a continuum of developing student par-
ticipation in school related activities such as compliance with school and class-
room procedures, taking the initiative in the classroom, becoming involved in
school activities and, finally, taking part in school governance (Kong, Wong &
Lam, 2003). Some researchers, however, have divided behavioural engagement
into two dimensions, respectively behavioural engagement and academic engage-
ment (Appleton, Christenson & Furlong, 2008; Furlong & Christenson, 2008).
According to this point of view, while academic engagement was evidenced by
the time spent doing schoolwork in school or at home, academic credits accrued,
and homework completed, behavioural engagement includes student attendance,
active participation in classes, and/or involvement in extracurricular activities ar-
ranged by school (Harris, 2011). Emotional student engagement is comprised of
positive and negative effect in interactions with teachers, peers, schoolwork, and
the school (Reschly & Christenson, 2012). Therefore, emotional engagement is
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focused more on students’ emotions in relation to learning tasks, and on feelings
of belonging (Appleton et al., 2008). In a general sense emotional engagement
refers to students’ affective reactions in the classroom, such as interest, boredom,
happiness, sadness, anxiety, and it is supposed to create ties between student and
school (Mahatmya, Lohman, Matjasko, & Farb, 2012). Cognitive engagement,
on the other hand, is thought to be present when students make personal invest-
ment into learning in a focused, strategic, and self-regulating way (Harris, 2008).
Students’ cognitive engagement can be characterized as a psychological state in
which students put in a lot of efforts to exactly understand a topic and in which
students persist studying over a long period of time (Rotgans & Schmidt, 2011).
Cognitive engagement includes the ability to make an effort and persistence re-
gardless of emotions and also involves the knowledge of strategies for breaking
down tasks in order to be successful (Nesbitt, 2011).

In this study, we use the term student engagement to refer to ‘the amount
of physical and psychological energy that the student devotes to the academic
experience’ (Astin, 1984, p. 297). Considering the higher education level, en-
gaged (behaviorally, emotionally and/or cognitively) students devote consider-
able energy to studying, spend much time in the university campus, and interact
frequently with faculty members and other students. On the contrary, disengaged
students are not motivated to participate into class activities, just prefer to sit si-
lently in the class (Astin, 1984; Weaver & Qi, 2005), do not try hard, and give up
easily when faced with challenges (Skinner & Belmont, 1993). A large spectrum
of factors may affect lower levels of student participation in class activities which
may be classified as personal reasons (i.e. gender, personality), instructor-related
reasons, and course and/or classroom environment-related reasons (Sad & Ozer,
2014). For example, a recent study by Junco, Heiberger and Loken (2011) showed
that as an environmental factor twitter can be used as an educational tool to
help engage students. Extrinsic rewards in school, such as good grades and social
recognition of academic accomplishments may potentially contribute to student
engagement (National Research Council, 2004). Student engagement is also af-
fected from relationships and the wider sense of belonging (Kahu, 2013). Social
relationships between teachers and students can be regarded as one of the im-
portant factors affecting this sense of belonging. Students spend approximately a
third of their day in schools surrounded by adults who send signals via relational
interactions that can influence student engagement in school (Evans, 2012).

Student Engagement and Trust in Student-Teacher Relationships

Previous researches (Bryk & Schneider, 2002; Hoy, Gage &Tarter, 2006,
Hoy & Tschannen-Moran, 1999) have recognized that social relationships and
trust in particular play an important role in any efforts towards school reform
and improved student learning (Tschannen-Moran, 2004, 2009; Tschannen-Mo-
ran & Hoy, 2000). Some research results also confirm that quality of student-
teacher relationships is very important in terms of student engagement. For
instance, a study conducted by Murray (2009) showed that students’ scores on
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teacher closeness-trust accounted for almost half of the variance in their own
ratings of engagement in school. Similarly, Sad and Ozer (2014), in their qualita-
tive study, found out that students’ level of classroom participation is affected by
some personal, instructor-related and classroom environment-related reasons.
Interestingly, in the same study, it was also indicated that personal and classroom
environment-related reasons were affected mainly by two of the teacher related
reasons: instructor’s failure to build a good rapport with students and instructor’s
poor teaching skills. In this regard, it can be stated that trusting relationships
between students and teachers may have important effects on the engagement
level of students.

Trust has gained much attention both in the field of education and in nume-
rous disciplines including economy, psychology, and politics due to its effects on
personal and interpersonal relationships. Human beings are the main input and
output of the educational organizations. Due to this feature human relationships
are very important in the success of educational organizations. Considering the
effects on human relationships, trust is also an important social capital for scho-
ols. Studies have revealed that trust is linked with students’ school performance
and educational outcomes (Daly & Chrispeels, 2008). Besides, ensuring intel-
lectual and academic development of students is strongly related with building
trusting relationships between students and teachers, school administrators and
families (Bryk & Schneider, 2002).

Trust is a complex concept with a variety of dimensions and difficult to de-
fine (Tschannen-Moran & Hoy, 2000). Although there have been a wide vari-
ety of definitions of trust, the five facets of trust model introduced by Hoy and
Tschannen-Moran (1999) took into account key elements of trust gleaned from
the literature on trust, particularly in relation to schools. They defined trust as an
individual’s or group’s willingness to be vulnerable to another party based on the
confidence that the latter party is benevolent, reliable, competent, honest, and
open (p.189). In this point of view, to sustain and improve student engagement,
teachers should try to build open and healthy relationship with their students
based on trust. In a study by Evans (2012), it was detected that trust functioned
as a tool supporting student engagement through effecting students’ sense of be-
longing and sense of caring. However, there is limited research in the literature
examining the trust issue in terms of students’ perspectives (Adams, 2013).

In the present research, the trust in professors has been investigated as an
antecedent of improved student engagement. There are research findings impli-
cating that successful student engagement also result from students’ trust in their
instructors. For example, Ryan and Patrick (2001) showed that when teachers
are perceived as helpful and understandable, students engaged in less off-task
and disruptive behavior in the classroom. Learners are more likely to engage if
they are supported by teaching staff who engage with (Bryson & Hand, 2007).
Trust-based interaction between professors and students encourages students’
engagement (Oztiirk, 2000). Furthermore, better student engagement leads to
better learning (Bryk and Schneider, 2002; Kahu, 2013).
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Purpose of the Research

The current study has three interrelated purposes: a) to determine students’
level of trust in professors and their level of engagement, b) to investigate the
significant differences in students’ views according to gender and grade level va-
riables, and finally c) to determine the relationship between trust in professors
and student engagement.

Method

Research Design

This research was designed as a survey study since it primarily aimed at de-
termining the college students’ engagement and level of trust in professors. The
survey model is a research model aimed at collecting data to identify specific cha-
racteristics of a distinct group (Biiyiikoztiirk, Cakmak, Akgiin, Karadeniz & De-
mirel, 2013). Causal — comparative design was also utilized to determine whether
there exists a significant difference between college students’ trust in professors
and their engagement in classes in terms of gender and year variables. In causal
— comparative design, the causes and consequences of the differences between
people or groups are discussed (Karasar, 2009; Fraenkel, Wallen & Hyun, 2012:
366). Finally, this study also adopted an associational design as it explored the
relationship between student engagement and trust in professors. Associatio-
nal studies are conducted to reveal and analyze the relationship between two or
more variables in depth (Karakaya, 2011).

Sample

The participants of this study comprised of 1.840 college students studying
at six different colleges of Inonu University in Malatya-Turkey. The participants
of the study were selected using stratified sampling method. Of the surveys retur-
ned, %64.1 (n=1179) belonged to females and 35.9% (n=661) were from males.
Considering the year at university, 27.7% (n=510) of the participating students
were freshmen, 21.1% (n=389) were sophomores, 28% (n=515) were juniors,
and 23.2% (n=426) were seniors. Finally, the majority of the respondents were
studying at the College of Education (45.8%, n=842), while 18.6% (n=342) were
in the College of Science & Arts, 11.9% (n=219) were in the College of Econo-
mics, 9.5 % (n=175) were in the College of Nursing & Health Sciences, 5.9 %
(n=109) were in College of Engineering, 5.3% (n=98) were in the College of
Medicine, and 3.0% (n=55) were in the College of Law.

Instruments

Student Engagement Scale: The scale was originally developed by Ozer and
Atik (2014). When developing the scale, first 132 graduate students from diffe-
rent faculties were asked to write down a composition about common charac-
teristics of engaged university students. After analysing students’ compositions
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and also relevant literature and scales (Appleton, Christenson, Kim & Reschly,
2006; Fredricks et al., 2011; Kuh et al., 2001), an item pool consisting of 26 items
was constructed. After this stage, these items were forwarded to four experts
of Turkish languages working at Inonu University, Faculty of Education and to
eleven university students for their evaluation about the clarity and meaning of
the items. Based on experts’ views 8 items were deleted and some minor modi-
fications were done. After gaining students’ approvals on the clarity of items,
trial scale was finalized. In order to determine the factor structure of this 16-
item trial scale, an exploratory factor analysis (EFA) was conducted on the
data collected from 1.023 university students studying at the Inonu University.
Prior to performing EFA, Kaiser-Meyer-Olkin (KMO) and Bartlett tests were
performed. KMO’s measure of sampling adequacy was “.917”, which exceeded
the recommended value of “.60” (Pallant, 2011), and Bartlett’s test of sphericity
(3906.0744, p=.000) fulfilled the statistical significance, indicating the factorabi-
lity of the correlation matrix. Next, all items in the scale were subjected to EFA
using a principal component analysis (PCA). After the first factor analysis, it was
detected 5 items have low communalities, low and/or miss factor loadings. After
discarding these items, a single factor structure explaining 43,51 % of the total
variance was obtained. Factor loadings of the eleven items vary between “.58”
and “.72”. Cronbach Alfa internal consistency coefficient was found as “.87”. Af-
ter EFA also confirmatory factor analysis (CFA) was conducted on the data gat-
hered from 817 university students studying at the Cumhuriyet University. CFA
results were found as follows; X2_153.77, df=39, X*/df=3.94, GFI =0.97, AGFI
=0.94, NNFI=0.98, CF1=0.98, RMSEA =0.046, RMR =0.039, S-RMR=0.034
(Ozer & Atik, 2014). The final version of the engagement scale consists of 11
items. Each item of the scale can be answered on a five point Likert scale, ran-
ging from “Never” to “Always”. Higher scores on the scale shows higher level of
student engagement.

Student Trust in Professors Scale: The scale was developed by Ozer and Atik
(2014) mostly based on the collective student trust scale by Adams and Forsyth
(2009). However, Adams and Forsyth (2009) developed student trust scale ma-
inly for secondary and high school students. Therefore, a group of university
students (n=107) studying at Inénii University were asked to list up the behavi-
ours and attitudes of trusted professors. After analysing students’ compositions
on trust in professors, 23 frequently recurrent items were obtained. Using these
items and also items of the collective student trust scale of Adams and Forsyth
(2009), an item pool consisting of 36 items was prepared. These item pool was
sent to five international scholars who have an expertise on trust issue. Two of
the scholars returned with their evaluations involving deleting some items and
minor revisions on some items”. In line with the experts’ suggestions a trial scale
form consisting of 32 items was constructed. Then to assess the validity of the
scale exploratory factor analysis (EFA) conducted with the data gathered from
1023 university students. Following EFA, a confirmatory factor analysis was con-
ducted with the data gathered from 817 university students. EFA results showed
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that scale consist of 20 items under one single factor. Items in the scale expla-
ined 51.91 % of the total variance. Factor loadings of the items vary between
“.62” and “.79”. Cronbach Alfa internal consistency coefficient of the scale was
found as “.96”. Confirmatory factor analysis results were found as follows; X?
-153.77,sd=39, X*/sd =3.94, GFI =0.97, AGFI =0.94, NNFI1=0.98, CFI=0.98,
RMSEA =0.046, RMR =0.039, S-RMR=0.034 (Ozer & Atik, 2014). Students
could score items on a 5-point Likert scale, ranging from “Never” to “Always”.
Higher scores on the scale shows higher level of trust in professors. Some repre-
sentative items are as follows: “Instructors in our college are ready to help students
[Fakiiltemizdeki ogretim elemanlan ogrencilere yardim etmeye hazirdirlar] ”, “Ins-
tructors in our college are honest towards students [Fakiiltemizdeki ogretim eleman-
lan ogrencilere karsi diiriisttiirler] ”, “Instructors in our college show respect for stu-
dents [Fakiiltemizdeki ogretim elemanlart 6grencileri dnemserler|] , “Instructors in
our college treat fairly when evaluating students [Fakiiltemizdeki ogretim elemanlar
ogrencileri degerlendirirken adil davranirlar]”.

Data Analysis

In analyzing the data obtained from the participating students, first the de-
scriptive statistics from the engagement and trust scales were calculated. Then to
find out whether the participating students’ engagement and trust in professors
differ significantly in terms of gender and year, independent ¢ test and ANOVA
tests were administered. Also simply linear regression analysis was used in order
to determine whether students’ trust in professors significantly predict their level
of engagement. While student engagement served as dependent variable, trust in
professors was served as the independent variable in the analysis.

Results

Table 1 presents the estimated mean scores, standard deviations, minimum
and maximum scores on the trust and engagement scales.

Table 1
Descriptive Statistic Results (N=1840)

Scale Min. Max. X Sd
Student Engagement 11 55 37.22 [3.38]* 7.19
Trust in Professor 20 100 64.65 [3.23] 13.97

* Scores in the brackets are the average points of the participants on a 5 point likert scale

Results from the descriptive analysis showed that college students’ levels of
trust in professors (M=64.65, sd=13.97) and engagement (M=37.22, sd=7.19)
were at a moderate level in general. It was assumed that student gender would

* We would like to express our sincere thanks to Megan Tschannen-Moran and Dimitri Van-Meale for their
invaluable contribution to the scale development process.
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make a difference in the students’ level of engagement and trust in professors.
Thus, in order to further explore the influence of gender on engagement and
trust, an independent samples t-test was applied. Results are shown in Table 2.

Table 2

Student Engagement and Trust in terms of Gender

Scale Gender N sd df ot Cohen’s d
Female 1179 37.66 6.85

Student Engagement 1838 3.48 .00* .16
Male 661 36.44 7,70
Female 1179 6548 13,36

Student Trust 1838 3.38 .00* .16
Male 661 63.18 14.90

Considering the gender variable, it was detected that there was a significant
difference female and male university students’ trust and engagement scores.
On average, female undergraduates (M=37.66) tended to have slightly higher
engagement scores than male undergraduates (M=36.44). Similarly, female un-
dergraduates (M=65.48) trust in their professors more than their male peers
(M=63.18). The effect size of the difference by gender on student engagement
and trust in professors was calculated with Cohen d. Cohen d coefficient (.16)
indicated that gender has “small” effect on students’ scores of engagement and

trust in professors.
Table 3

Student Engagement and Tiust in terms of Year

Difference 5

Scale Year N X Sd df F P (Scheffe)
A)lstyear 510 3835 761 3 8177 00 A>B 014
B)2ndyear 389 3609 744 1836 A>D
%?;:g“:mem C)3rdyear 515 3736 691 1839
D)dthyear 426 36,75 656
Total 1840 37,22 7,19
A)lstyear 510 6941 1414 3 31,013 00 A>B 049
B)2ndyear 389 6346 1391 1836 A>C
Student Trust C)3rdyear 515 63,56 12,97 1839 A>D
D)dthyear 426 6137 13,57
Total 1840 64,65 1397
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As shown in Table 3, students levels of trust in professors and engagement
differed significantly in terms of year. Results showed that as students’ year at
university increases, students’ scores from trust and engagement scales decrea-
sed. Omega square (w?) values were calculated to determine how effective the
year variable was in terms of student engagement and trust in professors. Accor-
ding to the »? values, the year variable had a “moderate” effect on students le-
vels of engagement and trust in the professors. The association between student
engagement and students’ trust in professors was estimated using simple linear
regression analyses. Results are shown in Table 4.

Table 4
Results on the Prediction of Student Engagement by Trust in professors

Standard

Variable B Error 5 B t p
Constant 23.903 728 - 32.846 .00
Trust in Professors .206 011 400 18.733 .00

R = 400, R2= .160
F (1, 1839) = 350.926, p= .000

The results of regression analysis suggested that students’ trust in profes-
sors was a significant predictor of student engagement. The regression model
revealed a significant and moderate level of correlation between student trust
and engagement, R=.400, R?=.160; F(1,1839)=350.926, p=.00. Students’ scores
from the trust in professors’ scale explained about 16% of the total variance in
student engagement scores.

Discusson & Conclusions

This study aims to determine the levels of university students’ engagement
and trust in professors, to investigate the differences between students’ levels
of engagement and trust in professors in terms of gender and year at university,
and finally to explore the association between student engagement and trust in
professors. The results of gender variable indicated that female students enga-
ge more than male ones. Furrer & Skinner (2003) and Sever, Ulubey, Toraman
&Tore (2014) found that female students attended more classes than male stu-
dents. Supporting this finding, a research on university students found that gen-
der is effective on class engagement (Tison, Bateman and Culver, 2011). Another
finding of the study is that female students trust in professors more compared
with male students. A meta-analysis study by Feingold (1994), between 1940-
1992 on frequently used personality inventories, found that females had slightly
but consistently higher scores. Two other studies (Maddux and Brewer, 2005;
Spector and Jones, 2004) on trust suggest that females have higher trust scores
than males. Ozer, Donmez and Atik (2016) found that female students trust in
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their teachers more than male students in the survey on secondary and high scho-
ol students.

As a result of analysis by year at university, it was found that student enga-
gement level relatively decreased as students’ year at university increased. Simi-
larly, a study (Marks, 2000) shows that class engagement decreases with increa-
sing grade level. In this research, it was also found that as grade level increased,
trust in professors got relatively lower. Trust either increase or decrease as a
result of common life awareness and relationships (Forsyth, Adams and Hoy,
2011; Robbins and Judge, 2013; Solomon and Flores, 2001). Trust depends on
making and fulfilling commitments (Solomon and Flores, 2001). The reason for
this decrease may be that students know professors better due to common life
and relationship and experience their lack of fulfilling commitments.

Trust in professors was found to be a significant predictor of student engage-
ment. There was a positive and moderate level of correlation between trust and
student engagement. Results suggested that students’ engagement in lessons is
affected by their trust in professors with a moderate effect size (R>=.16). This
result supports the previous research findings in the relevant literature (Bryson
& Hand, 2007; Ryan and Patrick, 2001). Interaction between teacher/professor
and student forms a kind of trust atmosphere, which encourages the students to
engage (Oztiirk, 2000). Especially first-year students’ successful adaptation de-
pends on the extent to which students interact with academic staff, which in turn
is related to students’ intellectual engagement with learning (Krause & Coates,
2008). Likewise, as suggested in Bryk and Schneider (2002) trust in professors
brings about better students engagement and, in turn, better learning is obtained.

Thus, it is recommended that faculty should establish and sustain a success-
ful mentorship system. Through this mentorship system, all faculty staff should
be trained about the importance and strategies of building rapport between ins-
tructors and students. Also, the faculty staff should be encouraged to arrange or
take part in extra-curricular activities (e.g. celebrating special days, arranging ex-
hibitions, welcoming parties, civil society initiatives, sports activities etc.) outside
the class where they can interact and build trust with the students.

562



Tiirkce Siiriim

Giris

Son zamanlarda egitim arastirmalarinda bir calisma alani olarak ortaya
¢ikan 6grenci katilimimin (Appleton, Christenson ve Furlong, 2008); akademik
basari, disiplin problemlemleri, can sikintisi, motivasyon, yabancilasma, 6zsaygi
ve okul terki gibi bir¢ok egitsel cikt1 ve egitimsel gelisme ile 6nemli bir iligkisinin
oldugunu ifade etmek miimkiindiir (Fredricks, Blumenfeld ve Paris, 2004; Lam
vd., 2014). Newmann, Wehlage ve Lamborn (1992) 6grencilerin akademik
basarisini arttirmak icin onlarin nasil katildigini1 6grenmenin gerekli olddugunu
ifade etmistir. Arastirmacilar biiyitk oranda 6grencinin kendi cabasiyla iligkili
olan calisma, hatalar1 diizeltme ve tekrar caligma gibi bir dongiiye sahip olan
katihm konusunda ikna edilmesi gerektigini énermislerdir. Ote yandan, bazi
arastirmacilar, daha digstik 6grenci katiliminin daha kot akademik sonuclara
ve daha yiiksek oranda okulu birakma oranlariyla iligkili oldugunu ortaya koy-
mustur. Alexander, Entwisle ve Kabbani (2001) tarafindan yapilan aragtirmada
katilim duzeyleri yiiksek olan 6grencilerin okulu terk etme egilimlerinin daha
distk oldugu sonucuna ulagilmistir. Ayrica ayni arastirmada okula katilimin
akademik basarmin giicli bir yordayicist oldugunu arastirmacilar bulmuslardir.
Ogrenci katilimi 6nemli bir kavram olmasma ragmen onun; nasil olgiilecegi,
boyutlarinin ne oldugu ve tlizerinde tam olarak uzlasilmis bir tanimi yoktur.

» o«

Farkli arastirmacilar, 6grenci katilimi i¢in “dahil olma”, “istirak”, “6gren-
meye derin baglilik” ve “konuya ilgi duyma” terimlerini birbirinin yerine kullan-
maktadir (Yazzie-Mintz ve McCormick, 2012, s.745).Ancak 6grenci katilimiyla
ilgili tanimlarda yaygin olarak biligsel, duyussal ve davranigsal olmak tizere ti¢
ana boyutun oldugu ifade edilmistir (Appleton vd., 2008; Finn, 1989; 1993; Fred-
ricks vd., 2004; Yazzie-Mintz ve McCormick, 2012). Davrarigsal 6grenci katilimu,
okul ve sinif prosediirlerine uyum, sinifta inisiyatif alma, okul etkinliklerine ka-
tilma ve son olarak okul yonetimine katilma gibi okulla ilgili etkinliklere stirekli
ogrenci katilimidir (Kong, Wong ve Lam, 2003). Bununla birlikte, baz1 aragtirma-
cilar davranigsal katilimi sirasiyla davranigsal katilim ve akademik katilim olmak
tizere iki boyuta ayirmistir (Appleton, Christenson ve Furlong, 2008; Furlong ve
Christenson, 2008). Bu bakis agisina gore, okulda ya da evde okulla ilgili isleri
yapmak ve ev 0devlerini tamamlamak icin harcanan zaman akademik katilimin
gostergesi iken okula devam, derslere aktif katilim ve ders dis1 etkinliklere kati-
lim ise davranigsal katilimin gostergeleridir (Harris, 2011). Duyussal 6grenci ka-
tlimi, 0gretmenler, akranlar, okul calismalar1 ve okul ile etkilesimler tizerindeki
olumlu ve olumsuz etkilerden olusmaktadir (Reschly ve Christenson, 2012). Bu
nedenle duyussal katilim, 6grencilerin 6grenme gorevleriyle ilgili duygularini ve
aidiyet duygulari iizerinde yogunlagsmaktadir (Appleton vd., 2008). Genel anlam-
da duygusal baghlik, 6grencilerin ilgi, can sikintisi, mutluluk, iiziintii, kayg: gibi
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sinifta deneyimledigi duyussal tepkilerini ifade eder ve 6grenci ile okul arasin-
daki baglar1 ortaya gikarir (Mahatmya, Lohman, Matjasko ve Farb, 2012). Ote
yandan, biligsel katithinun, 6grencinin 6grenmeye odaklandigi, 6grenme strateji-
sini belirledigi ve kendi 6grenmelerini diizenledikleri zamanlarda olustugu ifade
edilmektedir (Harris, 2008). Ogrencilerin biligsel katilimi, égrencilerin bir konu-
yu tam olarak anlamak i¢in harcadiklari caba ve uzun bir siire boyunca ¢alismay1
stirdiirdiikleri psikolojik bir durum olarak tanimlanabilir (Rotgans ve Schmidt,
2011). Biligsel katilim, duygulara bakilmaksizin bir caba gosterme ve siireklilik
saglama yetenegini icerir ve basarili olmak igin gorevleri ayirabilme stratejilerini
de icermektedir (Nesbitt, 2011).

Bu calismada égrenci katilinu, 6grencinin akademik deneyimine harcadigt
fiziksel ve psikolojik enerjinin miktar1 olarak kullanilmistir (Astin, 1984, s. 297).
Yiksekogrenim diizeyi goz oniine alindiginda, katilim saglamig 6grenciler (dav-
ranigsal, duyussal ve/veya biligsel) ¢aligmalara ciddi enerji harcarlar, tiniversite
kampiistinde ¢ok zaman gegirirler ve 6gretim tyeleri ve diger 0grencilerle sik sik
etkilesime girerler. Tam tesrine, katilim saglamayan 6grenciler sinif etkinliklerine
katilma konusunda motive degildir, sadece sinifa sessizce oturmayi tercih ederler
(Astin, 1984; Weaver ve Qi, 2005), ciddi ¢caba harcamazlar ve zorluklarla karsi-
lasildiginda kolayca pes ederler (Skinner ve Belmont, 1993).Sinif i¢i etkinliklere
ogrenci katilimmin diisiik olmasimi ¢ok ¢esitli faktor etkileyebilir. Bunlar kisi-
sel nedenler (yani cinsiyet, kisilik), egiticiyle ilgili nedenler ve ders ve/veya sinif
ortamiyla ilgili nedenler olarak smiflandirilabilir (Sad ve Ozer, 2014).Ornegin,
Junco, Heiberger ve Loken (2011) tarafindan yapilan bir calismada, cevresel bir
faktor olarak Twitter’in 6grencilerin ilgisini ¢ekmeye yardimcer olacak bir egitim
araci olarak kullanilabilecegi gosterilmistir. Yiiksek notlar ve akademik basarila-
rin sosyal olarak taninmasi gibi digsal ddiiller, okulda 6grenci katilimina katkida
bulunabilir (National Research Council, 2004). Ogrenci katilimy, iliskilerden ve
daha genis anlamda aidiyet duygusundan da etkilenmektedir (Kahu, 2013). Og-
retmenler ve 0grenciler arasindaki sosyal iligkiler, bu aidiyet duygusunu etkileyen
onemli faktorlerden biri olarak kabul edilmektedir. Ogrenciler giiniin iigte birini
okulda, 6grenci katilimini etkileyebilecek yetigkin insanlarla kurduklar1 gergek
etkilesimlerle, gecirmektedirler (Evans, 2012).

Ogrenci-Ogretmen Iligkilerinde Ogrenci Katilum ve Giiven

Yapilan aragtirmalarda (Bryk ve Schneider, 2002; Hoy, Gage ve Tarter, 2006,
Hoy ve Tschannen-Moran, 1999), 6zellikle sosyal iligkilerin ve giivenin okul re-
formu ve 6grencilerin 6grenmelerinin iyilestirilmesine yonelik cabalarda 6énemli
bir rol oynadigini belirlenmistir (Tschannen-Moran, 2004, 2009; Tschannen-Mo-
ran ve Hoy, 2000). Baz1 aragtirma sonuglari, 6grenci-dgretmen iligkilerinin kali-
tesinin, 6grenci katilimi acisindan cok 6nemli oldugunu dogrulamaktadir. Orne-
gin, Murray (2009) tarafindan yapilan bir arastirmada, dgrencilerin 6gretmenin
yakinligi/giiveni puanlarinin, okuldaki kendi katilim puanlarindaki varyansin
yaklasik yarisim acikladigi goriilmiistiir. Benzer sekilde, Sad ve Ozer (2014) yap-
tiklar1 nitel caligmada, 6grencilerin sinif i¢i katilim diizeylerinin kisisel, egitmenle
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ve smif ortamu ile ilgili nedenlerden etkilendigini ortaya koymuslardir. Tlging bir
sekilde, ayn1 ¢aligmada, kisisel ve simif ortamina bagl nedenlerin, 6gretmenle
ilgili nedenlerden iki tanesi tarafindan etkilendigi de gosterilmistir: Egitmenin
ogrencilerle iyi bir iligki kurmadaki basarisizligl ve 6gretmenin yetersiz 6gretim
becerileri. Bu baglamda, 6grenci ve 6gretmenler arasindaki giivene dayalr iligki-
lerin 6grenci katilimi iizerinde 6nemli etkilerinin olabilecegi sdylenebilir.

Giiven hem kisisel, hem de kisileraras iligkiler tizerindeki etkileri nedeniyle
hem egitim alaninda hem de ekonomi, psikoloji ve siyaset gibi bircok disiplinde
dikkat ceken bir kavramdir. Insanoglu, egitim kurumlarinin ana girdisi ve ¢iktisi-
dir. Bu acidan bakildiginda, egitim kurumlariin basarisinda insan iligkileri cok
onemlidir. Insan iliskileri iizerindeki etkileri gdz oniine alindiginda, giiven okul-
lar i¢in de Onemli bir sosyal sermayedir. Yapilan calismalar, glivenin 0grencilerin
okul performansi ve egitsel basarilari ile de baglantili oldugunu ortaya cikarmis-
tir (Daly ve Chrispeels, 2008).Ayrica, 6grencilerin entelektiiel ve akademik geli-
simini saglamak, 6grenciler ile 6gretmenler, okul yoneticileri ve aileler arasinda
giivene dayali iligskilerle yakindan iligkilidir (Bryk ve Schneider, 2002).Giiven,
gesitli boyutlara sahip ve tanimlanmasi zor, karmasik bir kavramdir (Tschannen-
Moran ve Hoy, 2000).

Giiven ¢ok farli sekillerde tanimlanmis olmasina karsin, okullardaki iligkiler-
de giiveni aciklamak icin giivenle ilgili literatiirden alinan ve Hoy ve Tschannen-
Moran (1999) tarafindan ortaya atilan bes yonlii giiven modeli kullanilmaktadir.
Onlar giiveni, bireyin ya da grubun, ikinci bir tarafin yardimsever, giivenilir, yet-
kin, durtst ve acik oldugu dustinerek bu tarafa giiven duymasi seklinde tanimla-
muglardir (s.189). Bu bakis acisiyla, 6grenci katilimini stirdiirmek ve gelistirmek
icin, 6gretmenler 6grencileriyle glivene dayali acik ve saglikli bir iliski kurmaya
caligmalidirlar. Evans’in (2012) yaptig1 bir ¢alismada, giivenin 6grencilerin ai-
diyet ve onemsenme duygularini etkileyerek 6grenci katilimini destekleyen bir
arac islevi gordigu tespit edilmistir. Ancak, literatiirde 6grencilerin bakis agisiyla
giiveni inceleyen sinirli sayida aragtirma bulunmaktadir (Adams, 2013).

Bu arasgtirmada, 0gretim elemanlarina duyulan giiven, 6grenci katilimini
gelistiren bir Onciil olarak aragtirilmistir. Basarili 6grenci katiliminin, 6grencile-
rin egitmenlerine olan gliveninden kaynaklandigini gdsteren arastirma bulgular:
mevcuttur. Ornegin, Ryan ve Patrick (2001) tarafindan yapilan galismada, 6g-
retmenler yardimci ve anlayigh olarak algilandiginda, dgrencilerin sinifta daha
az istenmeyen davranislar sergiledikleri belirlenmistir. Ogrenenler, etkilesimde
bulunduklar1 6gretim elemanlar: tarafindan desteklendiklerinde daha fazla ka-
tilma egilimindedirler (Bryson ve Hand, 2007). Ogretim elemanlar1 ve 6grenci-
ler arasinda giivene dayali etkilesim, 6grencilerin katilimimi tesvik eder (Oztiirk,
2000). Ayrica, 6grenci katiliminin artmasi 6grenme diizeyinin yiikselmesine ne-
den olmaktadir (Bryk ve Schneider, 2002; Kahu, 2013).
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Aragtirmanin Amaci

Bu calismanin birbirleriyle iligkili olan {i¢ amaci vardir:a) dgrencilerin kati-
lim diizeyleri ve 6gretim elemanlarina duyduklari giiven diizeylerinin belirlenme-
sib) 6grencilerin katilim diizeylerinin ve 6gretim elemanlarina duyduklari giiven
diizeyinin cinsiyet, sinif diizeyi degiskenlerine gore anlamh sekilde farklilasip
farklilagsmadiginin belirlenmesi ¢) 6gretim elemanina giiven ile d6grenci katilimi
arasindaki iliskinin belirlenmesi

Yontem

Arastirma Deseni

Bu arastirma, oncelikli olarak tiniversite 6grencilerinin 6gretim elemanla-
rina giiveni ve derse katilimlarini belirlemeyi amaglandigindan tarama modelin-
de bir calismadir. Tarama modeli bir grubun belirli 6zelliklerini belirlemek icin
verilerin toplanmasini amaclayan arastirma modelidir (Biiyiikoztiirk, Cakmak,
Akgiin, Karadeniz ve Demirel, 2013). Universite dgrencilerinin 6gretim eleman-
larina gtiveninin ve derse katilimlarinin cinsiyet ile simif dizeyi degiskenlerine
gore anlamli farklilik gosterip gostermediginin belirlenmesinde nedensel kar-
stlastirmali desen kullanilmistir. Nedensel karsilastirmali desende kisiler ya da
gruplar arasindaki farkliliklarin sebepleri ve sonuclari belirlenir (Karasar, 2009;
Fraenkel, Wallen ve Hyun, 2012: 366). Diger yandan bu arastirma, iiniversite 6g-
rencilerinin 6gretim elemanlaria giiveni ile derse katilimlari arasindaki iligkiyi
belirmesi acisindan iliskisel bir arastirmadir. Iliskisel arastirmalar; iki veya daha
fazla degisken arasindaki iligkileri betimlemek amaciyla yiirttilen ve iliskilerin
derinlemesine analiz edildigi arastirmalardir (Karakaya, 2011).

Orneklem

Arastirmanm  katiimeilart  2013-2014  egitim-6gretim  yilinda  Inénii
Universitesi'nde alt1 farkl fakiiltede 6grenim géren 1840 dgrenciden olugsmak-
tadir. Bu katilimcilar tabakali 6rneklem kullanilarak belirlenmistir. Geri donen
formlardan %64.1 (n=1179)’ 1kizlara, %35.9’u (n=661) erkeklere aittir. Ogrenci-
lerden 510’u (%27,7) birinci sinifta, 389’u (%21,1) ikinci sinifta,515’1 (%28) tiglin-
cii simifta, 426’s1 (%23,2) dordiincii sinifta dgrenim gormektedir. Ogrencilerin
biiylik cogunlugu Egitim Fakiiltesi'ndeyken (%45.8, n=842), %18.6’s1 (n=342)
Fen-Edebiyat Fakiiltesi'nde, %11.9’'u (n=219) Ekonomi Fakiiltesi'nde, %9.5’i
(n=175) Saglik Yiiksek Okulu’nda, %5.9’u (n=109) Miihendislik Fakiiltesi’nde,
%5.3’1 (n=98) Tip Fakiiltesi'nde ve %3.0’4 (n=55) Hukuk Fakiiltesi'nde 6gre-
nim gormektedir.

Veri Toplama Araclar

i Ogrenci Katilim Olgegi: Olgek Ozer ve Atik (2014) tarafindan gelistirilmistir.
Olcek gelistirmenin ilk asamasinda farkli fakiltelerde 6grenim goren 132 {ini-
versite 0grencisinden dgrencinin derse katilimi hakkinda kompozisyon yazmalari
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istenmistir. Ardindan 6grencilerin yazdigi kompozisyonlar ile ilgili alanyazin ve
Olcekler (Appleton, Christenson, Kim ve Reschly, 2006; Fredricks vd., 2011; Kuh
vd., 2001) taranarak 26 maddeden olusan bir soru havuzu hazirlanmigtir. Bu asa-
madan sonra Inénii Universitesi’nde calisan dort Tiirkce uzmanindan ve Egitim
Fakiiltesi’'nde 6grenim gdren on bir 6grenciden maddelerin aciklig1 ve anlamina
iligkin goriis alinmistir. Uzmanlar sekiz maddenin silinmesi ve baz1 maddeler-
de kiiciik degisiklikler énermislerdir. Ogrencilerin de onerileri dikkate almarak
denemelik 6l¢ege nihai hali verilmistir. 16 maddeden olusan 6lgegin faktor ya-
pisini belirlemek igin Inénii Universite’sinde dgrenim géren 1023 égrenciden
toplanan verilerle agimlayici faktor analizi (AFA) yapilmistir. AFA yapilmadan
once Kaiser-Meyer-Olkin (KMO) (.917) ve Bartlett (3906.0744, p=.000) testle-
ri yapilmistir.Bu testlerin sonuclarina dayali olarak veri setinin faktor analizine
uygun oldugu belirlenmistir (Pallant, 2011).A¢imlayici Faktdr Analazi’nde temel
bilesenler analizi kullanilmustir. Tlk faktér analizinden sonra diisiik ortak varyans,
diisiik faktor yiik degerine sahip bes madde elenmistir. Elenen madedelerden
sonra yinelenen faktor analizi sonuclarina gore dlcegin tek boyutlu bir yapida
oldugu ve toplam varyansin %43.507’sini agikladig1 belirlenmistir. On bir mad-
denin faktor yiikleri “.58” ile “.72” arasinda degismektedir. Olgegin ic tutarlilik
katsayisi (Cronbach Alpha) “.87” dir. AFAdan sonra Cumhuriyet Universite’sin-
de 0grenim goren 817 dgrenciden toplanan verilerle dogrulayici faktor analizi
(DFA) yapilmistir. DFA sonuglari soyledir: X>=153.77, df=39, X?/df=3.94, GFI
=0.97, AGFI =0.94, NNFI=0.98, CFI=0.98, RMSEA =0.046, RMR =0.039,
S-RMR=0.034 (Ozer & Atik, 2014). Katilim 6lgeginin nihai hali 11 maddeden
olusmaktadir. Olgek Hicbir Zaman’dan Daima’ya uzanan besli likert tipinde
derecelendirilmistir. Olgekten alinan puanlarimn yiikselmesi, 6grencilerin derse
katilimlarinin yiikseldigini gostermektedir.

Ogretim Elemanlanina Giiven Olgegi: Olcek Adams ve Forsyth (2009) ta-
rafindan ortaokul ve lise 0grencilerine yonelik gelistirilen 6grenci gliven dlgegi
baz alarak Ozer ve Atik (2014) tarafindan gelistirilmistir. Olgek gelistirilirken
Inénii Universitesi’nde 6grenim géren 107 6grenciye giiven duyduklar dgretim
elemanlarinin 6zelliklerini listemeleri istenmistir. Ogrencilerin ifadeleri ana-
liz edilmis ve 23 ifadenin siklikla tekrar edildigi belirlenmistir. Bu ifadeler ile
Adams ve Forsyth (2009)’nin giiven 6l¢egi kullanilarak 36 maddeden olusan bir
soru havuzu hazirlanmistir. Bu madde havuzu giiven konusunda uzman olan
bes uluslararasi arastirmaciya uzman goriisii icin gonderilmistir. Bu uzmanlar-
dan ikisi maddeleri degerlendirmisler ve maddelerde kiiclik degisiklikler ile bazi
maddelerin silinmesini onermiglerdir**. Uzmanlarin onerileri dikkate alinarak
hazirlanan denemelik 6lcek formu 32 maddeden olusmaktadir.. Olcegin yapi
gecerligini belirlemek icin Inonii Universite’sinde 6grenim goren 1023 6gren-
ciden toplanan verilerle acimlayici faktor analizi (AFA) yapilmigtir. AFA'dan
sonra Cumhuriyet Universite’sinde 6grenim goren 817 6grenciden toplanan ve-
rilerle dogrulayici faktor analizi (DFA) yapilmistir. AFA sonuglarina gore dlgek

* Megan Tschannen-Moran ve Dimitri Van-Meale ye 6lcek gelistirme siirecine verdikleri desteklerden do-
lay1 tesekkiir ederiz.
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tek boyutlu ve 22 maddeden olusmaktadir.Olgekteki maddeler toplam varyansin
%51.91 ‘ini aciklamaktadir. Maddelerin faktor yiikleri “.62” ile “.79” arasinda
degismektedir. Olgegin i¢ tutarlilik katsayist (Cronbach Alpha) “.96” dir.DFA
sonugclart ise soyledir: X?_153.77,sd=39, X?/sd =3.94, GFI =0.97, AGFI =0.94,
NNFI=0.98, CFI=0.98, RMSEA =0.046, RMR =0.039, S-RMR=0.034 (Ozer
ve Atik, 2014). Olcek Hicbir Zaman’dan Daima’ya uzanan besli likert tipinde
derecelendirilmistir. Olgekten alinan puanlarin yiikselmesi, 6grencilerin dgretim
elemanlarina duyduklar: glivenin yiikseldigini gostermektedir.

Veri Analizi

Ogrencilerden elde edilen veriler analiz edilirken ilk énce katilim ve giiveen
olgeklerine ait betimsel istatistiki analizler yapilmistir. Ogrencilerin katihim ve
Ogretim elemanlarina giiven diizeylerinin cinsiyet ve smif diizeyi degiskenlere
gore farklilik gosterip gostermedigini belirlemek amaciyla t-testi ve Tek Yonli
Varyans Analizi (ANOVA) kullanilmistir. Universite égrencilerinin dgretim ele-
manlarina giiveninin katilimlarini anlamh sekilde yordayip yordamadigini belir-
lemek i¢in basit dogrusal regresyon analizi yapilmistir.

Bulgular

Tablo 1’de, giiven ve katilim 6lgeklerinde yaklasik ortalama puanlar, stan-
dart sapmalar, minimum ve maksimum puanlar gosterilmistir.

Tablo 1
Betimsel Istatistiki Sonuclar (N=1840)

Olgek Min. Max. X Sd
Ogrenci Katilim 11 55 37.22 [3.38]* 7.19
Ogretim Elemanina Giiven 20 100 64.65 [3.23] 13.97

* Parantez icindeki puanlar katilimcilarin besli likertteki puan diizeyleridir.

Betimleyici analizden elde edilen bulgular, iiniversite 6grencilerinin 0gretim
elemanlarina giiven (X = 64.65, sd = 13.97) ve katihm (X = 37.22, sd = 7.19)
diizeylerinin genel olarak orta diizeyde oldugunu gostermistir. Ogrenci cinsiye-
tinin, 0grenci katilimi ve 6gretim elemanina giiven diizeyinde bir fark yaratacagi
varsayillmistir. Bu amagla, cinsiyetin katilim ve giiven tizerindeki etkisini daha iyi
anlamak amaciyla bagimsiz 6rneklem t testi uygulanmistir. Sonuglar Tablo 2’de
gosterilmistir.
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Tablo 2
Cinsiyete Gore Ogrenci Katilumi ve Giiven

Olgek Cinsiyet N X S df t P Cohen’s d

N Kiz 1179 37.66 6.85

Ogrenci Katilim 1838 348 .00* .16
Erkek 661 36.44 7,70

Ogretim Kiz 1179 65.48 13,36

. 1838 338 .00% .16
Elemanina Giiven  gricek 661 63.18  14.90

Cinsiyet degiskeni acisindan yapilan analiz sonucunda, kiz ve erkek tiniver-
site 0grencilerinin giiven ve katilim puanlar1 arasinda anlamli bir farklilik oldugu
tespit edilmistir. Kiz (X =37.66) ve erkek (X =36.44) 6grencilerin katilim puan-
lar1 karsilastirildiginda kiz 6grencilerin katilim diizeylerinin daha ytiksek oldugu
belirlenmistir. Benzer sekilde kiz (X =65.48) 6grencilerin giiven diizeylerinin
erkek (X =63.18) 0Ogrencilerden daha yiiksek oldugu gozlenmistir.Cinsiyet de-
giskeninin derse katilim ve 6gretim elemanina giiven tizerinde ne diizeyde etkili
oldugunu belirlemek amaciyla Cohen’s d degeri hesaplanmistir. Cohen d katsa-
yis1 (.16), cinsiyetin dgrencilerin katilim ve 6gretim elemanlarina giiven puanlari
iizerinde “kiiciik” bir etkiye sahip oldugunu gostermistir.

Tablo 3
Swuf Diizeyi Degiskeni Acisindan Ogrenci Katilimi ve Giiven

# -~ Fark )
Olgek Year N X S sd F P (Scheffe) ®
1. Smuf 510 38,35 7,61 3 8,177 .00 A>B .014
2. Sinif 389 36,09 7,44 1836 A>D
Ogrenci 5 g 515 3736 691 1839
Katilim
4. Simf 426 36,75 6,56
Toplam 1840 37,22 7,19
1. Sinif 510 69,41 14,14 3 31,013 .00 A>B .049
) 2. Sinif 389 63,46 13,91 1836 A>C
Ogretim
Elemanma 3. Siif 515 63,56 12,97 1839 A>D
Giliven

4.Smif 426 6137 13,57

Toplam 1840 64,65 13,97

Tablo 3’te goriildiigii gibi, 6grencilerin 6gretim elemanina giiven ile katilim
diizeyleri sinif diizeyi degiskeni acisindan anlaml sekilde farklilagmistir. Genel
olarak 6grencilerin sinif diizeyi yiikseldikce giiven ve katilim diizeylerinin azaldi-
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&1 belirlenmistir. Sinif diizeyi degiskeninin 6grenci katilimi ve §gretim elemani-
na giiven tizerinde ne diizeyde etkili oldugunu belirlemek amaciyla Omega kare
(0?) degeri hesaplanmugtir. Hesaplanan o? degerlerine gore, sinif diizeyi degis-
keninin, 6grencilerin katilim ve 6gretim elemanlarina giiven diizeyleri tizerinde
“ortalama” bir etkiye sahip oldugu belirlenmistir. Ogrenci katilimi ile 6grencile-
rin 6gretim elemanlarina giiveni arasindaki iligki, basit dogrusal regresyon analizi
kullanilarak belirlenmistir. Sonuclar Tablo 4’te gosterilmistir.

Tablo 4

Derse Katithmin Yordanmasina Iliskin Regresyon Analizi Sonuclan

Degisken B Standart Hatas t p
Sabit 23.903 728 - 32.846 .000
Giiven .206 .011 400 18.733 .000

R = 400, R2 = .160
F(1,1839) = 350.926, p=.000

Regresyon analizi sonugclari, 6grencilerin 6gretim elemanlarina olan gliveni-
nin 6grenci katiliminin 6énemli bir yordayicist oldugunu gostermistir. Regresyon
modeli, 6grenci giiveni ile katilimi arasinda pozitif yonde ve orta diizeyde anlamli
bir iligkinin oldugunu gostermistir (R = .400, R> = .160; F (1,1839) = 350.926,
p = .00). Ogrencilerin 6gretim elemanlarina duyduklar1 giiven puanlari, katilim
puanlarindaki toplam varyansin yaklasik %16’sin1 aciklamaktadir.

Tartisma ve Sonug

Bu calismada, iiniversite 6grencilerinin katilim ve Ogretim elemanlarina
giiven diizeylerinin tespit edilmesi, 0grencilerin katilim diizeylerinin ve 6gretim
elemanlarina duyduklari giivenin cinsiyet, sinif diizeyi degiskenlerine gore fark-
lilagip farklilasmadiginin, belirlenmesi ve son olarak ¢grenci katilimi ve 6gretim
elemanlarina giiven arasindaki iligkinin arastirilmast amaglanmustir. Cinsiyet de-
giskeni ile ilgili sonuglar, kiz 6grencilerin erkeklerden daha fazla katilimci oldu-
gunu gostermistir. Furrer ve Skinner (2003) ile Sever, Ulubey, Toraman ve Tore
(2014), kiz 6grencilerin erkek 6grencilere gore sinifta daha fazla katiim gos-
terdiklerini ortaya koymustur. Bu bulguyu destek olarak, tiniversite 6grencileri
tizerinde yapilan bir arastirma, cinsiyetin sinifa katilim tizerinde etkili oldugunu
gostermistir (Tison, Bateman ve Culver, 2011). Arastirmanin bir diger bulgu-
su da, kiz 6grencilerin erkek ogrencilerle kiyaslandiginda 0gretim elemanlarina
daha ¢ok giivenmeleridir. Feingold (1994) tarafindan, 1940-1992 yillar1 arasinda
sik kullanilan kisilik envanterleri iizerine yapilan bir meta-analiz ¢alismasinda,
kadinlarin az ama tutarli bir sekilde yiiksek puanlara sahip olduklar1 bulunmus-
tur. Giivenle ilgili diger iki calisma (Maddux ve Brewer, 2005; Spector ve Jones,
2004), kadmlarin erkeklerden daha yiiksek giiven puanlarina sahip oldugunu
gostermektedir. Ozer, Dénmez ve Atik (2016) tarafindan ortaokul ve lise 6gren-
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cileri iizerinde yapilan bir aragtirmada kiz 6grencilerin erkek 6grencilerden daha
fazla 6gretmenlerine giiven duydugunu ortaya konulmustur.

Ogrencilerin iiniversitedeki simf diizeylerine iliskin yapilan analiz sonu-
cunda, 6grenci katilim diizeyinin sinif diizeyi yiikseldikge goreceli olarak azaldi-
&1 tespit edilmistir. Benzer sekilde, bir calismada (Marks, 2000) sinif diizeyinin
yiikselmesi katilimi olumsuz etkiledigi belirlenmistir. Bu arastirmada, sif dii-
zeyi arttikca Ogretim elemanina olan giivenin daha disiik oldugu da belirlen-
migtir. Giiven, ortak yasant1 ve iligkiler sonucunda azalmakta ya da artmakta-
dir (Forsyth, Adams ve Hoy, 2011; Robbins ve Judge, 2013; Solomon ve Flores,
2001). Giiven, taahhiitlerin verilmesine ve bu taahhiitlerin yerine getirilmesine
baglidir (Solomon ve Flores, 2001). Bu diisiisiin nedeni, dgrencilerin ortak ya-
sant1 ve iligkiler nedeniyle 6gretim elemanlarini daha iyi tanimalar1 ve 6gretim
elemanlarinin 6grencilere verdigi sozleri ve vaatleri gerceklestirememis olmalari
olabilir.

Ogretim elemanlarina giivenin, 6grenci katilimmin anlamh bir yordayicist
oldugu bulunmustur. Ogretim elemanlarina giiven ile 6grenci katilimi arasinda
pozitif yonde ve orta diizeyde bir iliskinin oldugu belirlenmistir. Ogrencilerin ka-
tilimlar1 tizerinde 6gretim elamanina giivenin orta diizeyde bir etki biiyiikliigiine
sahip oldugu saptanmistir (R?> = .16). Bu sonug, ilgili literatiirde daha énce ya-
pilan arastirma bulgulariyla 6rtiismektedir (Bryson ve Hand, 2007; Ryan ve Pat-
rick, 2001). Ogretmen/dgretim iiyesi ile 6grenci arasindaki etkilesim 6grencileri
katilima tegvik eden bir giiven ortami olusturmaktadir (Oztiirk, 2000). Universite
birinci simif 6grencilerinin basaril bir sekilde adapte olmasi 6zellikle 6grencile-
rin akademik personelle etkilesime girme derecesine baghdir. Bu etkilesim de
Ogrencinin 6grenme siirecine katilimini olumlu yonde etkiledigi ifade edilebilir
(Krause ve Coates, 2008). Benzer sekilde, Bryk ve Schneider (2002) de 6gretim
elemanlarina duyulan giivenin 6grencilerin katilimini artirdigini ve 6grenci 6g-
renmelerini olumlu yonde etkiledigini ifade etmislerdir.

Bu baglamda 6gretim tiyelerinin 0grencilerle basarili bir rehberlik sistemi
kurmasi ve stirdiirmesi 6nemlidir. Bu rehberlik sistemi aracilifiyla tiim 6gretim
elemanlari, 6grencilerle aralarinda kurulacak iligkinin énemi ve stratejileri hak-
kinda egitilmelidir. Ayrica, 6gretim elemanlar1 6grencilerle ders disinda etkilesi-
me girebilecekleri ve 6grencilerle aralarinda giiven olusturabilecekleri ders digi
etkinlikler (6rnegin 6zel glinlerin kutlanmasi, sergiler diizenlenmesi, hog geldin
partileri, sosyal sorumluluk projeleri, spor etkinlikleri, vb.) diizenlemeleri veya
bu etkinliklere katilmalar1 tesvik edilmelidir.
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Appendix 1:

Exploratory Factor Analysis Results of Student Engagement Scale

(N=1023)
Factor Corrected Item-Total
Items Loadings Communalities Correlation
[11]1. Derslerde daha fazlasimi 6grenmek 682 465 588
cabalarim
[{2]2. Der§t§ anlamadigim bir konuyu 710 504 615
ogrenmek igin cabalarim
[14]3. Derste not tutarim .665 442 577
[15]4. Dersle ilgili calisirken cesitli kaynak- 580 336 489
lardan arastirma yaparim
[19]5. Derse geg¢ kalmamak icin gayret 615 379 518
ederim
[20]6. Dersi dikkatlice dinlerim 724 524 .634
[22]7. Dersle ilgili kaynaklart yanimda 502 351 508
bulundururum
[23]2?. Derslere diizenli olarak devam 645 416 555
ederim
[24]9. Derste verilen 6devleri tamamlama- 621 386 530
dan derse gelmem
[25110. Derslerime diizenli caligirim .676 457 592
[26]11. Verilen ddevleri yapmak icin ¢aba 726 507 639
harcarim
Eigen Values 4.786
(%) Total variance Explained 43.507
Cronbach Alpha .867
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(N=1023)

Factor
Items Loadings
[1]1. Fakiiltemizdeki 6gretim elemanlari
o . .668
ogrencilere yardim etmeye hazirdirlar.
[5]2. Fakiiltemizdeki 6gretim elemanlari 724
kendilerinden beklenileni yaparlar. ’
[6]3. Fakiiltemizdeki 6gretim elemanlari
oo S . 750
ogrencileri ilgiyle dinlerler.
[7]4. Fakiiltemizdeki 6gretim elemanlari
o . P 723
ogrencilere karsi diiriisttiirler
[8]15. Fakiiltemizdeki 6gretim elemanlari 718
islerini dort dortliik yaparlar. :
[9]6. Fakiiltemizdeki 6grenciler, 6gretim
o I LS .622
elemanlarmin soylediklerine giivenirler
[11]7. Fakiiltemizdeki 6gretim elemanlari
S 718
derslerini iyi islerler.
[12]8. Ogrenciler fakiiltemizdeki 6gretim
e 725
elemanlarindan ¢ok sey 6grenirler.
[13]9. Ogrenciler yardima ihtiyag duydukla-
rinda fakiiltemizdeki 6gretim elemanlarma  .782
giivenebilirler.
[14]10. Fakiiltemizdeki 6gretim elemanlari 797
ogrencileri onemserler. :
[15]11. Fakiiltemizdeki 6gretim elemanlari- 753
nin soyledikleri ile yaptiklar: tutarlidir. :
[16]12. Fakiiltemizdeki 6gretim eleman-
lar1 6grencilerin sorunlariyla yakindan 716
ilgilenirler.
[17]13. Fakiiltemizdeki 6gretim eleman-
lar1 6grencilerden gelen farkli goriislere 712
aciktirlar.
[18]14. Fakiiltemizdeki 6gretim elemanlari
ogrencilerin 6grenmeleri ellerinden geleni 776
yaparlar.
[19]15. Fakiiltemizdeki 6gretim elemanlar: 747
ogrencilere karsi icten davranirlar :
[22]16. Fakiiltemizdeki 6gretim elemanlari- 665
nin anlattiklar bana inandirict gelmektedir. -~
[23]17. Herhangi bir sikintim oldugunda
fakiiltemde yardim isteyebilecegim ogretim .654

elemani bulabilirim

Communalities

446

524

563

523

515

387

.S16

526

.611

.636

567

513

507

.602

558

442

428

.632

.689

718

.690

.682

.586

.684

.690

752

768

721

.683

.678

147

717

.631

.620

Corrected Item-Total
Correlation
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Appendix 2:
Exploratory Factor Analysis Results of Student Trust Scale (Continued)

[25]18.Fakiiltemizdeki 6gretim elemanlari

ogrencileri degerlendirirken adil davranir- 712 507 .679
lar
[%6] 19.' Fakiiltemizdeki 6gretim elemanlar1 75 571 75
ogrencilere karsi anlayighdir.
[%0] 20.' Fa.ku'ltemlzde.k{ Ogretim elemanlari 755 55 695
ogrencileri dinlemek icin zaman ayirirlar
_[%1] 21._ Fakiiltemizdeki 0gretim elemanlari 14 510 682
ogrencilere saygili davranirlar
[%2] 22.. Fakult?mlzdek.l ogr.et.lm.elem.a.nlarl 666 571 75
ogrencilere deger verdiklerini hissettirirler
Eigen Values 11.419
(%) Total variance Explained 51.906
Cronbach Alpha 955
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