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Oz

Bu c¢aligmanin amaci, otantik liderligin okullarda Ogretmenlerin motivasyonu ve is doyumu
tizerindeki etkisini belirlemektir. Bu arastirmada agimlayici sirali karma yontemi ile yiiriitiilmiistiir.
Arastirmanin nicel kisminda iliskisel tarama modeli ve nitel kisminda durum caligmasi
kullanilmistir. Aragtirmanin nicel kismi 649 ve nitel kismi ise 11 Ogretmeni ile yliriitilmistiir.
Arastirmanin bulgularina gore otantik liderlik, motivasyon ve is doyumu arasinda orta diizeyde,
pozitif ve anlamli bir iliski bulunmustur. Otantik liderlik motivasyonla birlikte is doyumunu
acikladigr gozlemlenmistir. Arastirmaya gore iletisim, adalet, seffaflik, problem c¢dzme,
cesaretlendirme ve giliven 6gretmen motivasyonunu saglayan 6zgiin liderlik davranislaridir. Ayrica,
performans, bagari, mutluluk ve kendini gelistirme is doyumunu saglayan motivasyonel
davraniglardir. Arastirmaya gore geri bildirim, takdir, destek, adalet, problem ¢6zme ve olumlu okul

iklimi is doyumunu saglayan otantik liderlik davranislaridir.
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Giris

Okul, toplumun ve bireyin olumlu ve olumsuz deneyimlerinden acgik yapisi sebebiyle
dogrudan veya dolayli etkilenmektedir. Bu sebeple okullar, siirekli olarak farklilasan ve
devam eden sorunlarin ¢oziimii ve yenilesme ihtiyacini yonetmek i¢in olumlu ydneticCi
davranislara ihtiya¢ duymaktadir. Ogretmenlerin is doyumu ve motivasyonlar1 bu anlamda
yonetici etkililigi hakkinda 6nemli oranda ipucu verebilmektedir. Yoneticilerin ortaya
koyacag1 adaletli, tarafsiz, seffaf ve kendini bilen davraniglari egitim kurumlarinin

siiregelen ve giincel sorunlari i¢in 6nemli bir ¢6ziim kaynagi olabilecegi diistiniilmektedir.

Liderlik orgiitiin amaglarin1 gergeklestirmek icin bir kiime ya da grubu etkileme
davranisi olarak adlandirilabilir. Ozellikle okul yéneticileri okulun amaglari ile ¢alisanlarin
gereksinimleri arasinda bir denge kurmalar1 orgiitsel bir gereklilik olarak diisiintilmelidir
(Bursalioglu, 1994; Conlow, 1999; Glynn & Dejordy, 2010; Robbins, 1998; Zel, 2011).
Liderligi olusturan yap1 taslarindan bazilarmin diristliik, karakter, giivenilirlik ve saygimlik
gibi ozellikler oldugu sdylenebilir (Barutgugil, 2014). Takipcilerin davranislarini etkilemede
gozlenen davraniglarindan birisi deger temelli liderlik teorileridir. Dinh vd., (2014) deger
temelli liderlik teorilerini otantik liderlik, etik liderlik, hizmetkar ve ruhani liderlik
davraniglarin1 biinyesinde barindiran bir kavram olarak tanimlamistir. Otantik liderlik

davraniglariin 6gretmenleri bir¢ok yonden olumlu etkileyecegi diistintilmektedir.

Otantik liderler, kendilerini taniyan kisilerdir (Ilies, Nahrgang ve Morgeson, 2005).
Igsellestirilmis bir ahlaki anlayisa ve degerler dizisine sahiptirler (George ve Sims, 2010;
Walumbwa, Avolio, Gardner, Wernsing ve Peterson, 2008). iliskilerinde seffaf olma,
glivenilir bir kigilige sahip olma, disiplinli olma, 6zgiin davraniglara sahip olma, duyarlilik,
calisanlara model olma ve islerini destekleme gibi niteliklere sahiptirler (Begley, 2004,
Gardner, Avolio, Luthans, May ve Walumbwa, 2005; Shamir ve Eilam, 2005).

Otantik liderligin boyutlari1 ele alan ¢alismalar tarihsel bir diizlem iginde
incelendiginde ise ilk olarak Kernis (2003) otantik liderligin boyutlarmi farkindalik, tarafsiz
degerlendirme, davranis ve iliskisel otantiklik olarak ele aldig1 goriillmektedir. Kernis (2003)
yaptig1 modeli temel alarak olusturulan bir diger kavramsal ¢erceve ise Ilies, Morgeson &
Nahrgang (2005) tarafindan yapilmigtir. Bu smiflandirmada ise Ilies vd. (2005) otantik
liderligin boyutlarim1 6z-farkindalik, dengeli degerlendirme, otantik davranma ve otantik
iliskisel yonelim olarak simiflandirmiglardir. Literatiir incelendiginde otantik liderlikle ilgili

yapilan ¢alismalarda genellikle Walumbwa vd., (2008) tarafindan ortaya konulan teorik alt
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yapmin kullanildigi goriilmektedir. Walumbwa vd. (2008) otantik liderligin boyutlarini

iligkilerde seffaflik, i¢sellestirilmis ahlak anlayisi, 6z farkindalik ve dengeli degerlendirme

olarak ortaya koymustur.

Avolio & Gardner (2005) yaptiklar arastirmada otantik liderligin unsurlarini ortaya
koymuslardir. Bu unsurlar sirasiyla; pozitif psikolojik sermaye, ahlaki perspektif, liderin
benlik bilinci, 6z-diizenlemesi, takip¢inin benlik bilinci, performansi ve gelisimidir. Bununla
baglantili olarak, Luthans, Norman, & Hughes (2006) otantik liderligin boyutlarini 6z-
farkindalik, 6z-denetim, dengeli degerlendirme, rasyonel seffaflik ve otantik davranma

olarak siniflandirmaktadir.

Aragtirmalar, otantik liderligin is performansi, orgiitsel baglilik ve is doyumu dahil
olmak {izere bir¢ok orgiitsel sonugla iligkili oldugunu gostermektedir (Clapp, Vogelgesang
ve Avey, 2009; Giallonardo, Wong ve Iwasiw, 2010; Walumbwa ve digerleri, 2008;
Walumbwa, Wang , Wang, Schaubroeck ve Avolio, 2010; Walumbwa vd., 2011; Wong,
Laschinger ve Cummings, 2010; Zamahani, Ghorbani ve Rezaei, 2011). Otantik liderligin
Ogretmenlerin motivasyonu ve is doyumu gibi birgok degiskeni olumlu etkiledigi
diisiiniilmektedir. Baska bir deyisle, otantik liderligin motivasyonu etkiledigi

diistiniilmektedir.

Motivasyon, temel olarak daranislarin neden ortaya ¢iktigimi ve insanlarin
ithtiyaclarin1 tanimlar. Yani motivasyonun kisinin bir davranisa karst tutumu oldugu veya bu
davranig1 neden tekrarladiginin agiklamasi oldugu sdylenebilir (Elliot ve Covington, 2001).
Motivasyon, temel olarak davranisi uyaran durum olarak adlandirilir. Motivasyon genellikle
bireyi harekete geciren ve yonlendiren igsel bir siire¢ olarak tanimlanir (George, Jones ve
Sharbrough, 1996; Hoy ve Miskel, 2010). Motivasyon kavrami incelendiginde oncelikle
kisilik, organizasyon, Ogrenme ve performans gibi bircok konuyla ilgili oldugu
goriilmektedir (Black ve Deci, 2000; Dweck ve Leggett, 1988; Lawler, 1973; Maslow,
Frager ve Cox, 1970). Literatiir incelendiginde otantik liderligin motivasyonu olumlu yénde
etkiledigi gozlemlenmistir. Bunun yaninda otantik liderligin is doyumunu etkiledigi

diistiniilmektedir.

Is doyumu, bir kisinin isini, is deneyimini (Locke, 1976) veya isiyle ilgili
memnuniyetini ve diisiincelerini belirtir (Colquitt, Lepine ve Wesson, 2009; Hellriegel,
2001; Robbins & Judge, 2015). Yapilan arastirmalar incelendiginde is doyumunun yas,

egitim, sosyo-ekonomik durum ve mesleki doyumla iliskili oldugu ortaya ¢ikmistir (Can ve
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Soyer, 2008; Toker, 2007). Ozetle, is doyumu bir bireyin isine karsi genel tutumudur

(Robbins, DeCenzo ve Coulter, 2008).

Ogretmenlerin yiiksek diizeyde sahip olduklar1 is doyumlarinin performanslarinda
dogrudan ve dolayli olarak etili olmasi, is doyumunun 6gretmenler agisindan 6nemini ortaya
koymaktadir (Yazicioglu, 2010; Yildirim, Akan, & Yalgin, 2017). Oncelikle dgretmenlerin
is doyumunu etkileyen faktorlerin gelecek kaygisi, basari ve baskalarina yararli olma
faktorleri oldugu bilinmektedir (Karatas &Giiles, 2010). Ozellikle etik liderlik gibi deger
temelli yoOnetici davranislarinin 6gretmenlerin i3 doyumlarin1 olumlu yonde etkiledigi
bilinmektedir ( Madenoglu, Uysal, Sarier, & Banoglu, 2014;Y1lmaz, & Ceylan, 2011). Buna
bagl olarak 6zel egitim kurumlarinda ¢alisan 6gretmenlerin is doyumlarinin ydneticilerinin
davraniglarindan devlet okullarinda c¢alisan Ogretmenlerden daha fazla olumlu yonde

etkilendigi de bilinmektedir (Karakdse & Kocabas, 2006).

Bir¢ok calisma liderlik ve motivasyonun bir¢cok yonden iligkili oldugunu ortaya
cikarmistir (Benson, 2008; Isaac, Zerbe ve Pitt, 2001). Motivasyon ve liderlik arasinda giiglii
bir iligkiye sahip olmanin yani sira organizasyonlarda verimliligi artirmak igin
motivasyonun ¢ok onemli oldugu sdylenebilir (Serinkan, 2008; Yilmazer, 2013). Yapilan
caligmalarda otantik liderligin calisanlarin gii¢lendirilmesi, isbirligi duygusu ve tiikenmislik
gibi motivasyonu etkileyen konularla iligkili oldugu gosterilmistir (Henderson ve Hoy, 1982;
Walumba vd., 2008; Wong ve Cummings, 2009). Isyerinde ¢alisan motivasyonunu artirmak
isteyen kuruluslar, c¢alisanlarinda otantik liderligi ve personel gelisimini tesvik etmek
isteyebilirler. Isyerinde ¢alisan motivasyonunu artirmanin bircok yolu olmasina ragmen,
liderlik gelisimi kuruluslar i¢in giiglii bir aractir. Otantik liderlik uygulamalar,

organizasyonlarda calisanlar giiglendirmenin bir yolu oldugu sdylenebilir (Wernsing, 2018).

Otantik liderligin is ¢iktilar1 ve performansa etki ettigini vurgulanmaktadir. Yani
liderlik davranisinin ¢alisanlarin is doyumu gibi birgok davranisina olumlu yonde etki ettigi
gozlenmektedir. Wong & Cummings (2009). Otantik liderlik, yeni becerilerin
kesfedilmesini saglayarak ozerkligi, yetkinligi ve i3 doyumunu miimkiin kilarak otantik
liderlerin takipg¢inin gelisimini saglamadaki kilit roliinii vurgulanmaktadir (Wong &
Laschinger, 2013). Is doyumunun otantik liderlik davramsindan olumlu etkilendigini
gosteren pek ¢ok ¢alisma bulunmaktadir (Darvish ve Rezaei, 2011; Datta, 2015; Wong ve
Laschinger, 2013). Ayrica otantik liderligin performans ve is doyumu ile pozitif bir iliskisi
oldugu goézlemlenmistir (Giallonardo, Wong ve Iwasiw, 2010; Wong ve Laschinger, 2013).

McNeese-Smith (1997), yoneticilerin davraniglarinin ¢alisanlarin is doyumu, tiretkenligi ve
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bagliligini etkiledigini bulmustur. Arastirmalar, otantik liderligin ¢alisanlarin is doyumunu

dogrudan ve dolayli olarak etkiledigini ve aralarinda bir iliski oldugunu ortaya ¢ikarmigtir
(Giallonardo, Wong ve Iwasiw, 2010; Azanza, Moriano ve Molero, 2013; Wong ve
Laschinger, 2013). Ozetle, otantik liderlik davranisinin okullarda is doyumunu olumlu

etkiledigi diisiiniilmektedir.

Kurulusun iiyelerini neyin motive ettigini anlamak onemlidir. Bu sayede motive
olmalar1 daha kolay olacaktir. Hem motivasyonu hem de is doyumunu etkileyen faktorler
oldukga yiiksektir. Bu baglamda bakildiginda is doyumu saglamanin anahtarlarindan birinin
motivasyon oldugu soylenebilir. Motivasyon ile is doyumu arasinda karsilikli bir iligki
vardir. Is doyumu olan bir birey motive edilebilir. Ayn1 sekilde motive olmus bireyler de
islerinden mutlu olacaktir. Sonug olarak, motivasyon is doyumu olusturabilir. Kisi isinden
almak istedigini basarirsa is doyumuna sahip olacaktir. (Alsat, 2016; Kundak, Uzel, Keles
ve Egicioglu, 2015; Simsek, Celik ve Akgemci, 2008). Yapilan literatlir taramasinin
sonucunda, yoneticilerinin otantik liderlik davraniglarinin 6gretmenlerin motivasyonu ve is

doyumlarini olumlu yonde etkiledigi s6ylenebilir.
Arastirmanin Amaci

Bu calismanin amaci, otantik liderligin 6gretmenlerin motivasyonu ve is doyumu iizerindeki
etkisini belirlemektir. Egitim yoneticilerinin otantik liderlik davranislarinin 6gretmenlerin
motivasyonu ve is doyumu tiizerindeki etkisini belirlemek i¢cin bu model nitel arastirmalarla
desteklendi. Aragtirmanin bu genel amacina ulasmak i¢in gelistirilen nicel ve nitel arastirma

sorular1 agagida sunulmustur.

Nicel arastirma sorulart

S1. Otantik liderlik ile 6gretmenlerin motivasyonu ve is doyumu arasinda bir iliski var mi1?
S2. Otantik liderlik 6gretmenlerin motivasyonunu hangi yon ve diizeyde etkiler?

S3. Ogretmenlerin motivasyonu is doyumlarini hangi yén ve diizeyde etkiliyor?

S4 Otantik liderlik, 6gretmenlerin is doyumlarini hangi yon ve diizeyde etkiler?

S5. Ogretmenlerin motivasyonu otantik liderlikle birlikte is doyumu degisimini anlamli bir

sekilde acikliyor mu?
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Nitel arastirma sorulart
S6. Ogretmenler motivasyonlarini etkileyen otantik liderlik davranislart hakkinda ne

diisiiniiyor?
S7. Ogretmenler is doyumlarini etkileme motivasyonlar1 hakkinda ne diisiiniiyor?

S8. Ogretmenler is doyumlarmi etkileyen otantik liderlik davranislari hakkinda ne

diisiiniiyor?
Yontem

Bu ¢alismada, karma yontemle agiklayici sirali tasarim kullanilmistir. Nicel asamayi nitel bir
asama izledigi i¢in bu yonteme sirali denir (Creswell, 2013; Creswell ve Clark, 2014).
Arastirmanin nicel boliimiinde, okullarda otantik liderligin motivasyon ve is doyumu
izerindeki etkisi belirlenmeye ¢aligilmistir. Bu arastirma degiskenler arasindaki iligkileri ve
baglantilar1 incelediginden iliskisel tarama modeli kullanilmigtir. Arastirmanin nitel

boliimiinde arastirma deseni olarak durum c¢alismasi kullanilmistir.
Katihmcilar

Aragtirmanin evrenini 2017-2018 akademik yilinda Erzurum merkez il¢e okullarinda gorev
yapan devlet okulu 6gretmenleri olusturmaktadir. Arastirmanin evreninde toplam 5040
ogretmen bulunmaktadir. Evrenden aragtirmaya dahil edilecek oOrneklem biiyiikligiinii
belirlemek i¢in Cochran’in 6rnek boyut formiilii kullanilmistir (Bartlett, Kotrlik, & Higgins,
2001). Buna gore 6rneklem biiyiikliigiiniin en az 356’dan biiyiik olmasi beklenmektedir.

Aragtirmanin nicel kismi i¢in Orneklem belirlenirken ¢ok asamali Orneklem
secilmistir. Birinci asamada Erzurum ili merkez ilgeleri evrenini hepsi bir kiimeye ait olacak
bigimde ve hig biri acikta kalmayacak sekilde Yakutiye, Palanddken ve Aziziye olmak iizere
ii¢c boliime ayrilmustir. ikinci asamada 6rnekleme yontemi olarak * oranl kiime 6rnekleme
yontemi kullanilmistir (Karasar, 1998). Bu orneklem elemanlarin birbirinden daginik ve
uzak oldugu durumlarda uygulanmaktadir. Secilen gruplar i¢cindeki elemanlar drneklemi
olusturmaktadir yani se¢ilen bu gruplardan elemanlar secilir (Arli & Nazik, 2004). Calisma
evreni olusturan her bir il¢edeki okullar kiime olarak kabul edilmistir. Bu kiimelerdeki
okullarmn listeleri cikartilarak ve tesadiifii olarak okullar belirlenmistir. Uciincii olarak
secilen okullarda gorev yapan yeterli sayida 6gretmene 6lgekler uygulanirken basit tesadiifi
ornekleme yontemi kullanilmistir. Okullardaki 6gretmenlerin 6rnekleme dahil olma durumu

sansa birakilmis ve tesadiifi olarak segilen Ogretmenlere Olgekler uygulanmistir (Balci,
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2010). Sonug¢ olarak arastirmanin katilimci grubu devlet okullarinda gorev yapan 649

ogretmenden olusmaktadir. Rastgele se¢ilen 6gretmenlere dlgekler uygulanmistir.

Caligsma grubu 310 (% 47,8) kadin ve 339 (% 52,2) erkek olmak iizere toplam 649
ogretmenden olusmaktadir. Calisma grubundaki 6gretmenlerin egitim durumlart 553'd (%
82,1) lisans, 114" (% 17,6) yiiksek lisans ve 2'si (% 0,3) doktora mezunudur. Calisma grubu
mesleki kidemi 1-10 yil arasinda 400 (% 61,6), 11-20 yil arasinda 201 (% 31,0) ve 48 (%
7,4) 21 yas ve lizeridir. Aragtirmanin nitel kismi1 i¢in amagl 6rnekleme yontemlerinden biri
olan maksimum ¢esitlilik Orneklemesi kullanilmistir. Amagli  6rneklemin baslica
ozelliklerinden birisi aragtirma sorularinin niteligine uygun olarak belirli amaglara gore
kullanilmasidir. Bu durumda arastirmaci sorulara iliskin derin bilgiler bulacagini
diisinmektedir. Genellikle bireylerden elde edilecek bilginin derinligine odaklanir (Teddlie
& Tashakkori, 2015).Nitel aragtirma 5 (% 45,5) kadin ve 6 (% 54,5) erkek olmak {izere 11
ogretmenden olusmaktadir. Verilerin toplanmasi, verilerin doygunluga ulasmasi ile
durdurulmustur (Creswell, 2013). Calisma grubundaki d6gretmenlerin egitim durumu, 8'i (%
72,7) lisans, 3'i (% 27,3) lisansiistii mezunudur. Calisma grubunun mesleki kidemi 1-10 yil

arasinda 5 (% 27,3) ve 11-20 y1l arasinda 6'dir (% 54.,5).
Veri Toplama Araclar1 ve Dogrulayic1 Faktor Analizleri
Otantik Liderlik Olcegi

Walumba ve digerleri tarafindan gelistirilen 6l¢ek. (2008) otantik liderlik davranigini 6lgmek
icin kullanilmustir. Olgek 4 faktdr etrafinda toplanan 16 maddeden olusmaktadir. iliskilerde
seffaflik alt boyutu bes maddeden olusmaktadir. Bununla birlikte igsellestirilmis ahlak
anlayis1 dort maddeden olusmaktadir. Bilgiyi dengeli degerlendirme alt boyutu ii¢ madde
icermekledir. Son olarak 6z farkindalik alt boyutu ise dort maddeden olusmaktadir. Olgek
(1 = Kesinlikle Katilmiyorum; 5 = Kesinlikle Katiliyorum) besli Likert tipinde
diizenlenmistir. Bu 0lcek, organizasyondaki otantik liderlik davranisinin seviyesini
belirlemek i¢in kullanilir. Yapilan hesaplamalara gore, genel otantik liderlik Slgegi igin
Cronbach Alpha i¢ tutarlilik katsayisi .928 olarak hesaplanmistir. A¢imlayici faktor analizi

sonucunda maddelerin madde faktor ylikleme araliklar1 ,856 ile ,636 arasindadir.

Dogrulayici faktor analizi sonucunda 4. ve 5. maddelerin hata oranlari modifikasyon
indekslerine gore birlestirilmistir. Dogrulayici  faktér analizinin uyum degerleri
incelendiginde Ol¢egin uyum iyiligi indeksi CMIN / DF (X2 / df) = 4.58; RMSEA = .07;
SRMR = .0410; GFI = .92; AGFI = .89; NFI = .92; CFI =, 95 olarak hesaplanmistir. Bu
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dogrulayic1 faktor analizi sonucunda elde edilen modelin kabul edilebilir uyum indeksi

degerleri iginde kaldig1 sdylenebilir.
Ogretmen Motivasyon Olgegi

Ogretmen motivasyon &lgegi Akan ve Kilig (2020) gelistirilmistir. Olgek 5 faktor etrafinda
toplanan 18 maddeden olusmaktadir. Olgek (1 = Kesinlikle Katilmiyorum; 5 = Kesinlikle
Katiliyorum) besli Likert tipinde diizenlenmistir. Bu 6l¢ek, okullarda 6gretmen motivasyon
Olceginin diizeyini belirlemek i¢in kullanilmaktadir. Genel otantik liderlik Slgegi igin
Cronbach Alpha i¢ tutarlilik katsayisi .889 olarak hesaplanmistir. A¢imlayici faktor analizi
sonucunda maddelerin madde faktér yiikleme araliklari ,877 ile ,487 arasindadir.
Dogrulayici faktor analizinin uyum degerleri incelendiginde 6lgegin uyum iyiligi indeksi leri
su sekildedir: CMIN / DF (X2 / df) = 4.06; RMSEA = .07; SRMR =.0449; GFI = .92; AGFI
= .89; NFI = .93; CFI =, 94. Bu dogrulayic1 faktor analizi sonucunda elde edilen modelin
kabul edilebilir uyum iyiligi indeksi degerleri i¢inde kaldig1 sdylenebilir.

Is Doyumu Olgegi

Is tatmini 6lgegi Weiss, Dawis ve Lofquist (1967) tarafindan gelistirilmistir. Olgek, i¢ ve dis
doyum olmak iizere iki faktor etrafinda gruplandiriimis 20 maddeden olusmaktadir. Olgegin
Tiirkce adaptasyonu Baycan (1985) tarafindan yapilmistir. Olgek (1 = Kesinlikle
Katilmryorum; 5 = Kesinlikle Katiliyorum) besli Likert tipinde diizenlenmistir. Olgegin
amacli, ¢alisanlarin i memnuniyetini belirlemektir. Diger calismalar incelendiginde faktor
analizi sirasinda birgok maddenin ¢ikarildig1 goriilmiistiir. Ornegin, Bil (2018) dlcekten 3
maddeyi ¢ikarmistir. Baska bir calismada, Tan (2012) 9; Ersozlii (2012) analizden 6 ve
Savas (2012) 8 maddeyi ¢ikarmistir. Bu ¢alismalar dikkate alindiginda, 6lgegin agcimlayici

ve dogrulayici faktor analizlerinin yeniden yapilmasi gerektigi ortaya ¢ikmustir.

Analiz sonucunda KMO degeri .925 olarak hesaplanmistir. Sonug olarak KMO ve
Bartlett testi sonuclarma gore verilerin faktor analizine uygun oldugu belirlenmistir (x2 =
6685,994, df = 190, p =.000). Bu kapsamda 8 madde 6lgekten ¢ikarilmistir. Dis faktorde yer
alan 1, 5, 13, 15, 17, 18 ve 19. maddeler ve i¢ faktordeki 7, 8, 9, 10 ve 11. maddeler
kullanilmistir. Olgek kapsaminda incelenen madde ve faktorlerin toplam varyansin%
53.725"ni agikladig1 goriilmiistiir. D1s boyut i¢in faktoriin madde faktor yiikleri ,518 ile ,738
arasinda degismektedir. I¢ doyum ,503 ile ,841 arasindadir. Cronbach Alpha i¢ tutarlilik
katsayis1 Olcegin geneli icin .887 olarak hesaplanmistir. Olgegin alt boyutlar1 igin
hesaplamada, Cronbach Alpha dis boyut i¢in 875; i¢ boyut igin, ise 844,
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Faktor analizine gore 7. ve 10. maddelerin hata oranlar1 modifikasyon indekslerine

gore birlestirilmistir. Ancak, 18. ve 19. maddenin hata oranlar1 birlestirildi. Dogrulayici
faktor analizinin uyum degerleri incelendiginde dl¢egin uyum iyiligi indeksi degerleri CMIN
/ DF (X2 / sd) = 4.99; RMSEA = .08; SRMR = 0.439; GFI = .94; AGFI = .90; NFI = .92;
CFI =, 93. Bu dogrulayic1 faktor analizi sonucunda elde edilen modelin kabul edilebilir

uyum iyiligi indeksi degerleri i¢inde kaldig1 sdylenebilir.
Nitel Veri Toplama

Nitel verilerin toplanmasinda goriisme teknigi kullanilmistir. Goriisme teknigi, katilimcilarin
duygu, deneyim ve diisiincelerini ortaya koymasi agisindan oldukga giigliidiir. Goriismelerde
nicel arastirmanin bulgular1 dogrultusunda arastirmaci tarafindan gelistirilen ve {i¢ sorudan
olusan yar1 yapilandirilmis goriisme formu kullanilmistir. Yari yapilandirilmis gériismelerin
bazi 6zellikleri su sekildedir: Yar1 yapilandirilmis goriisme formlarinda 6nceden belirlenmis
soru detaylar ve ifadeleri bulunmamaktadir. Goriisme genellikle ortaya ¢ikacak sorulardan
olusur. Katilimcilarin her birinden farkli ve 6zel bilgiler toplanir. Sorular genellikle esnektir

(Merriam, 2013).
Veri Analizi

Katilimcilardan uygulanan 6lgekler sonucunda elde edilen verilerin analizinde SPSS ve
AMOS programlari kullanilmustir. Olgeklerin dogrulayici faktdr analizi ve literatiir taramasi
sonucunda elde edilen modeli test etmek igin AMOS programi kullanilmistir. Uyum
incelemesinde model uyumunun degerlendirilmesinde dikkate alman uyum indeksleri
sunlardir: Anlamlilik (p), ki-kare / serbestlik derecesi (X2 / sd = CMIN / DF) ve
normlandirilmig uyum indeksleri (NFI), yaklagik hatalarin ortalama kare kokii (RMSEA),
standardize edilmis kalintilarin ortalama kare kokii (SRMR), karsilagtirmali uyum indeksi

(CFI), uyum iyiligi indeksi (GFI), diizeltilmis uyum iyiligi indeksi (AGFI).

Yar1 yapilandirilmis goriisme formu ile gorligme sirasinda toplanan nitel veriler
Microsoft Word programi kullanilarak kayit altina alinmistir. Bu veriler Word belgesine
kaydedilirken herhangi bir degisiklik yapilmadan ayni sekilde yazilir ve verilerin dogrulugu
stirekli kontrol edildi. Bu agamadan sonra elde edilen veriler NVivo programina aktarildi.
Bir sonraki adimda, bu verileri analiz etmek i¢in igerik analizi kullanilmistir. Bu oklarin her
birinin kalinlig, ilgili alt temaya yapilan atif sayisinin bese boliinmesiyle belirlenir. Baska
bir deyisle, bir temaya ve / veya alt temaya maksimum atif sayis1 Sk olabilirken, en az alint1

1k olabilir.
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Bulgular

Arastirmanin Nicel Kismina Iliskin Bulgular

Arastirmanin bu béliimiinde nicel kisma iligskin bulgulara yer verilecektir.
Arastirmanin birinci sorusuna iligkin bulgular

Otantik liderlik, motivasyon ve is doyumu arasindaki iligskiyi belirlemek {izere yapilan
korelasyon analizi sonucunda, otantik liderlik ve is doyumu (r= .539) arasinda; otantik
liderlik ve motivasyon (r= .355) arasinda; motivasyon ve is doyumu (r= .493) arasinda orta

diizeyde pozitif ve anlaml1 bir iligki varlig1 ortaya konulmustur.

Tablo 1. Otantik Liderlik, Motivasyon ve Is Doyumu Arasindaki Iliskiye Yénelik Korelasyon

Tablosu
Ort, 1 1 3 L 12 13 14 1L 2L 23 24 15 1L 12

1.0tantik L, s A4 1

1 Motivazyon 419 S8 35 1

31: Doyumu 58 0 4 I

1.1Seffaflik i n &0 T a1

1.2 Ablsk 8 16 87 305 44 6 1

1.3 Denge i 802 s 139 48 My 53T 1

14 Farkmdakk 372 B4 790 18 411 4B 497 a8 1

1.1 Fixiksel 416 630 60 BB 431 M3 6 23 262 1

MCadilerid 420 L 302 823 387 281 84 207 206 803 1

1.3 Yeterlik 418 726 260 8% 3§ 231 05 173 129 611 680

14 Eitlik 423 6 20 831 38 193 M 160 218 33 6 M6 1

1.2 Hedefael 0 66 13 T8 48 200 2 16 2 3 M6 s 68 1

3.1.Dggaal 37 687 31 400 BB N 3% 408 409 30 30 19 288 31
32Tezel 38 68 47T 1 817 405 361 315 3 446 400 4 484 460 679 1

Tom D™ p= 01 Guzeynde alanbi

Arastirmanin ikinci, iiciincii, dordiincii ve besinci sorularina iliskin bulgular

Alan yazin taramasi sonucunda ortaya ¢ikan ve otantik liderligin 6gretmenlerin motivasyonu
ve is doyumu lizerindeki etkisini ortaya ¢ikarmay1 amaglayan teorik model, AMOS programi
kullanilarak yapisal bir esitlik modeli ile incelenmistir. Otantik liderlik, 6gretmen
motivasyonu ve is doyumu arasindaki iliskiyi agiklamaya yonelik tahminler asagidaki

sekilde gosterilmektedir.
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Chi squared=178,012 df=39 p=,000
Standardized estimates
GFI=,951 CFI=,963 AGFI=,917 NFI=,953
RMSEA=,074 SRMR=,0485

Sekil 1: Yapisal esitlik modeline iligkin sonuglar

Hedef model analizinin uyum degerleri incelendiginde modelin uyum iyiligi indeksi
degerleri CMIN / DF (X2 /sd) =4.56; RMSEA = .074; SRMR = 0.485; GFI = .951; AGFI =
917; NFI = .953; CFI =, 963 olarak bulunmustur. Yapisal esitlik modelinin uyumu ile ilgili
istatistiksel degerler incelendiginde, model uyum degerlerinin kabul edilebilir degerler
icerisinde oldugu ve modelin uyum indeksleri baglaminda kabul edilebilir aralikta oldugu

sOylenebilir.

Ki-Kare uyum testi (X2) uyum iyiligi indeksi iginde bakilan ilk degerdir ve
serbestlik derecesi (SD) ile olan orami baglaminda degerlendirilir. Buna bagh olarak iyi
uyum degerinin X2/SD oraninin 5’ten kiigiik olmasi kabul edilebilir bir uyum oldugu
sOylenebilir. Bu aragtirma i¢in X2/SD degeri 178.01/39=4.56 degeri bulunmustur. Bu
sonuglar baglaminda ele alindiginda, X2/SD degerinin kabul edilebilir uyumu karsiladig
gozlenmektedir (Meydan & Sesen, 2001).

Ikinci sirada AGFI, GFlI ve SRMR gibi kalintilara dayali uyum indeksleri
incelenmistir. Standardize olmus kalint1 ortalamalarin karekokii olan SRMR’nin degerinin
,05’den kiiciik olmasi iyi uyum degeri sinir1 iginde oldugu sodylenebilir. Bu arastirmada

SRMR=,0485 olarak iyi uyum gosterdigi gozlenmistir. Orneklem hacminin artmasiyla
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varyans ve kovaryansi gosteren bir deger olan GFI'nin 0,95 ile 1,00 olmasi iyi uyum

gostermektedir. Bu aragtirmada GFI=,951 degri olmasi iyi uyum gosterdigini ortaya
koymustur. Orneklem hacminin fazlaligmi ortaya koyan AGFI=,917 degerini alarak iyi

uyum gosterdigi gozlemlenmistir (Bayram, 2010).

Ucgiincii sirada 6ncelikle kiiciik orneklem hacimlerinde kararsiz olan NFI degeri
incelenmistir. NFI=,953 degeri ile iyi uyum gosterdigi sdylenebilir. Diger taraftan 6rneklem
sayisina duyarliligi ile bilinen CFI=963 degeri ile kabul edilebilir degerler sinirinda
kalmistir. Son olarak RMSEA=,074 ile kabul edilebilir degerler sinirinda kalmistir (Bayram,
2010; Meydan & Sesen, 2001).

Arastirmanin ikinci sorusuyla ilgili olarak, standardize edilmis regresyon katsayilari
incelendiginde, otantik liderligin 6gretmen motivasyonu iizerinde olumlu ve anlamli bir
etkiye sahip oldugu sdylenebilir ( =, 37; P <, 01). Bu deger i¢in kritik oran 7.53 ve standart
hatast 05'tir. Yani okullarda miidiirlerin 6zglin davraniglar1 arttiginda 6gretmenlerin

motivasyonu artmaktadir.

Arastirmanin ti¢lincli sorusu baglaminda standardize edilmis regresyon katsayilarina
bakildiginda, 6gretmenlerin motivasyonunun is doyumu fiizerinde olumlu ve anlamli bir
etkiye sahip oldugu sdylenebilir (B =, 41; P <, 01). Bu deger igin kritik oran 9.60 ve standart
hatas1 05'tir. Bu baglamda 6gretmenlerin motivasyonu arttik¢a is doyumlarinin da arttigi

sOylenebilir.

Arastirmanin dordiincii sorusu kapsaminda standardize edilen regresyon katsayilart,
otantik liderligin 6gretmen is doyumu iizerinde olumlu ve anlaml bir etkiye sahip oldugu
sOylenebilir (B =, 47; P <, 01). Bu deger i¢in kritik oran 8.39 ve standart hatas1 06'dir. Bu

bulgu 15181nda yoneticilerin 6zgilin davranislar: arttik¢a is doyumlariin arttigi soylenebilir.

Bulgular aragtirmanin besinci arastirma sorusu baglaminda incelendiginde otantik
liderlik ve motivasyonun is doyumunu % 54 oraninda anlamli olarak agikladig goriilmiistiir.
Diger bir deyisle, is doyumundaki degisiminin nedeninin % 54’niin otantik liderlik ve

motivasyon kaynakli oldugu sdylenebilir.
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Nitel Arastirmaya iliskin Bulgular

Bu boéliimde nitel arastirmaya iligkin bulgular verilmistir.
Arastirmanin altinct sorusuna iligkin bulgular

Nitel kisim igin, katilimcilarin 6gretmenleri motive eden otantik davranislara iliskin
gorislerinden elde edilen sema asagidaki sekilde gosterilmistir. Ayrica 6gretmenleri motive
eden otantik davranislara iliskin goriislerden olusan temalar ve bu temalarin ortaya

¢ikmasina neden olan referans goriisler asagida verilmistir.

=

Ogretmenlerin
Motivasyonunu
Saglayan Otantik
Liderlik
Davramsian

Sekil 2. Ogretmenlerin motivasyonunu saglayan otantik liderlik davramglar:

Iletisim: Nitel analizin sonucunda "iletisim" en c¢ok atif yapilan tema olmustur. Buna gére
ogretmenlerin iletisimlerini etkileyen otantik davranisin olduguna inandiklar1 sdylenebilir.

Iletisim alt temasina iliskin gériislere iliskin 6rnek ifadeler asagida verilmistir.

" ...yonetici ile konusabilme ve hi¢ kimseyi ayirmadan 6gretmenlerle konusmasi

oldukga énemlidir...(O, 1) "

"

. okul ortaminda etkili bir iletisim kurulmasinda ve bir hedef belirlenmesi ve
bu hedefi gerceklestirmekte bu tiir davramislarin olduk¢a énemlidir ...(O, 2) "

" ...0rnegin ben beden egitim dgretmeniyim, iletisim kurabildigim bir yoneticim var.
Bu yiizden bir degil ii¢ takim ¢alistirtyorum...(O, 4) "

Adalet: Nitel analiz sonucunda Ogretmenleri motive eden otantik davranislardan birisi

"adalet" temasidir. Asagida adalet alt temasina drnekler verilmistir.

"...herkese esit davranmasi ve ayrimcilik yapmamasi motivasyonu arttirir. Cilinki

adaletli davramldig: siirece kimseye ayricalik gdstermemis olur.... (O, 6)"
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"... cok nazikti. Insanlara olan iletisiminde makam ve statiisiiniin etkisi yoktur. Her

ogretmenine adil davranirdi... (O, 7)"

Seffaflik: Nitel analiz sonucunda 6gretmenleri motive eden otantik davranislardan birinin
"seffaflik" oldugu soylenebilir. Seffaflik alt temasma, "... kurum ydneticinizin sizin
yaninizda bir baska personel aleyhine konusan birine yonelik ben personelim lehinde ya da
aleyhinde bir sey konusulmasimi istemem bunu duymak hi¢ istemem ... (O, 11)" goriisii

Ornek olarak verilebilir.

Sorun Cozme: Nitel analiz sonucunda oOgretmenlerin motivasyonunu saglayan 0zgiin
davraniglardan birinin "sorun ¢ézme" oldugu sdOylenebilir. Problem ¢6zme alt temasina

"

gelince, "...velilerle olan iliskilerde ivedilikle sorun ¢oziilmesi ve yeni alternatifler

bulunmas1 yoniinde olumlu taraflari vardir ... (O, 3)" bir 6rnek olabilir.

Tesvik Etme: Ogretmenleri motive eden bir baska otantik davranisin da "tesvik etme"
oldugu soylenebilir. Tesvik alt temasiyla ilgili olarak "... miidiirimiiz bizi mutlu ediyor.
Bunun karsiligi vermek i¢in bizde kendimizden fedakarlik ediyoruz. Fazladan ders

veriyoruz. Bu okulun basarili olmasini istiyoruz. .. (O, 8)" drnek olabilir.

Giiven: Ogretmenleri motive eden bir baska gergek davramigm da "giiven" oldugu

sOylenebilir. Giiven alt temasina, "... yOneticinin 6gretmene gilivenmesi olduk¢a Onemli

ornegin yaptigimiz projelere vb. seylere katkisi oldukga biiyiiktiir. Bize giivenmesi bizim

arkamizda oldugunu hissetmek olduk¢a dnemlidir... (O, 8)" fikri 6rnek verilebilir.
Arastirmanin yedinci sorusuna iliskin bulgular

Is doyumunu saglayan motivasyona iliskin katilimci goriislerinden elde edilen veriler

Performans

asagidaki sekilde gosterilmistir.

Kendini
gelistirme

Sekil 3. Ogretmenlerin is doyumunu saglayan motivasyonla ilgili davramslar

&

Ogretmenlerin is
Doyumu Saglayan
Motivasyonla ligili
Davramislar
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Performans: Nitel analiz sonucunda Ogretmenlerin is doyumunu saglayan motive edici

davraniglar tizerindeki en yiiksek yiiklemenin "performans" temasma yapilmis oldugu
gozlenmektedir. Buna gore O6gretmenlerin is doyumlarint etkileyen motivasyon temelli
davraniglarin ilk sirada performans oldugu sOylenebilir. Performans alt temasina iliskin

gorislere ornekler asagida verilmistir.

"... bazen, bir ders saatinde bes etkinlik yapiyorsunuz. Eger motivasyonunuz diisiikse

bir saatinde bir etkinlik yapabiliyorsunuz...(O, 4) "

.. motivasyonum yiiksek oldugunda basaramayacagim iistesinden gelemeyecegim
hi¢ bir sey yokmus gibi hissediyorum, yasam enerjim yiiksek oldugunda da bu

ogrencilerime yansiyor onlarda daha verimli ve pozitif oluyorlar...(O, 7)"

" ...adil bir is ortamina sahip oldugumu disiiyorsam, yani sadece is
performansimdan dolay1 degerlendirecegimi diisliniiyorsam oncelikle motivasyonum

ve is basarim yiiksek olur...(O, 11) "

Mutluluk: Nitel analiz sonucunda 6gretmenlerin is doyumunu saglayan bir diger tema da
"mutluluk" dur. Buna gore 6gretmenlerin is doyumlarmi en ¢ok etkileyen motivasyon
davranislarindan birinin mutluluk olduguna inandiklar1 sdylenebilir. Asagida mutluluk alt

temasina iliskin goriislere 6rnekler verilmistir.

. eger isinizden motive degilseniz i3 doyumu yasayamazsiniz. Motivasyon

olmazsa sonug ve basar1 getirmez...(O, 5)"

"... bu iki arasinda domino etkisi oldugunu diisiiniiyorum. Buda sonucunda sizi

mutlu ediyor...(0, 8)"

Basari: Nitel analiz sonucunda Ogretmenlerin is doyumunu saglayan motive edici
davraniglara yonelik baska bir yiikleme de "basar1" temasina yapilmistir. Buna gore
Ogretmenlerin is doyumlarini en ¢ok etkileyen motivasyonel davraniglardan birinin basari
olduguna inandiklar1 sdylenebilir. Basar1 alt temasiyla ilgili goriis Ornekleri asagida

verilmistir.

"... bir dgretmen isine motive olmugsa onu kimse durduramaz. Ogrencilerine yeni
ufuklar agabilir ve onlarin hayatlarinda iz birakabilir. Simif ortaminda bundan
nasibini alir. Ogrencilerdeki pozitif degisme velilere de yansir. Hedeflerimize

ulasmak kaginilmaz olur... (O, 3) "
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Kendini Gelistirme: Ogretmenlerin is doyumunu saglayan bir diger motive edici davranis da

"kendini gelistirme" oldugu sdylenebilir. Kisisel gelisim alt temasiyla ilgili olarak "... bu
olumsuz durumu o6grenciye degil de kendimize atfettigimizde motivasyonumuz zarar
gormektedir. Bu da meslegini yapmaktan zevk alamayan, kendini gelistiremeyen, yeniliklere

acik olmayan 6gretmen modelleri karsimiza gikartmaktadir.... (O, 5)” bir rnek olabilir.

Is doyumunu saglayan otantik davranislara 6gretmenlerin ilgisine iliskin katilimei
goriislerinden elde edilen sema sekilde gosterilmistir. Ayrica 6gretmenlerin iy doyumunu
saglayan 6zgiin davranislara iliskin goriislerinden kaynaklanan temalar ve bu temalara yol

acan referans goriisler asagida verilmistir.
Arastirmanin sekizinci sorusuna iliskin bulgular

Is doyumunu saglayan otantik liderlik davranislarina iliskin katilimci goriislerinden elde

edilen veriler asagidaki sekilde gosterilmistir.

Geri
donut

=2

Ogretmenlerin is
Doyumunu
Saglayan Otantik
Liderlik
Davramsian

Takdir
edilme
Destekl
enme

Sorun
cozme

Sekil 4: Ogretmenlerin is doyumunu saglayan otantik liderlik davranislar:

Geri Doniit: Nitel analiz sonucunda 6gretmenlerin is doyumunu saglayan otantik davraniglar
lizerine en fazla yiiklemenin "geri doniit" temasina yapildigr goriilmiistiir. Buna gore
ogretmenlerin i3 doyumunu en ¢ok etkileyen 6zgiin davraniglardan birinin doniit oldugu

sOylenebilir. Geri doniit alt temasina iligkin goriislere 6rnekler asagida verilmistir.

. ayrica okul yoneticisinin 6gretmeninden sadece kendi isi olan isleri yapmay1
beklemesi ve sonucunda olumlu doniit vermesi 6gretmenin yaptigi iste is doyumu

kazanmasini saglar... (O, 2)"
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. verdigim emege bakilarak degerlendirmek her zaman istedigim seydir. Bu is

"

doyumunun artmasina sebep olur. Ama direk olumsuz agidan bakip, olumsuz

yoniimiin elestirilmesi is doyumuma olumsuz yonde etkiler...(O, 6) "

"... dzellikle geri doniit olmazsa bu is olmaz. Ozellikle yonetim, 6grenci ve dgretmen
arkadaslarimizdan yapici elestiriler alinca is doyumumuzun artacagi bir gergektir...

(©, 10)"

Takdir Edilme: Nitel analiz sonucunda o6gretmenlerin is doyumunu saglayan otantik
davraniglar tizerine en ¢ok yiiklenen ikincisinin "takdir edilme" temasi tizerinde yapildigi
goriilmiistiir. Buna gore dgretmenlerin is doyumunu en ¢ok etkileyen otantik davraniglardan
birinin takdir oldugu goriilmektedir. Asagida takdir alt temasina iliskin goriislere drnekler

verilmistir.

"...0rnegin sozli olarak takdir edilmek veya basar1 belgesi almak ¢ok Onemlidir.

Takdir edilince isten aldigmiz zevk artiyor...(O, 4)"

"... yoneticinin 0dill mekanizmasindan yararlanarak is doyumunu arttiracagini

diisiiniiyorum.... (O, 11)"

Desteklenme: Nitel analiz sonucunda Ogretmenlerin is doyumunu saglayan &zgiin
davraniglar tizerindeki tgiincii en fazla yiklemenin "desteklenme" temasina yapildigi

sOylenebilir. Destek alt temasiyla ilgili goriislere bir 6rnek asagida verilmistir.

.. 1§ ortaminda her tiirlii etkinlikte desteklendigini bilmek 6gretmene yeni ufuklar
acar ve daha bagka ne iiretebilir? Sorusunu sormaya baglar. Buda egitim camiasinda

duraganligi énleyecek en énemli sorudur... (O, 3) "

Adalet: Nitel analiz sonucunda 6gretmenlerin is doyumunu saglayan otantik davraniglardan
birinin "adalet" oldugu sdylenebilir. Adalet goriisii alt temasiyla ilgili olarak 6rnek olabilir
"... sadece esitlik ilkesine gdre hareket etmemesi ayni zamanda adaletli olmas1 gerektigini
diistinliyorum. Calisanla caligmayani ay1 kefeye koymamali ¢alisana pozitif ayrimcilik
yapmasi gerektigini diisiinliyorum. Giiler yiizlii ve sevecen olmali, planli-programli olmali,

model olmal1 ve sosyal bir karakteri olmalidur.... (O, 7) "

Sorun Cozme: "sorun ¢dzme" nin 6gretmenlerin is doyumunu saglayan bir diger otantik
davranis oldugu sOylenebilir. Problem ¢ézme alt temastyla ilgili "... okulun disinda bir {ist
makamda olsa bile sorunumuzun ¢oziilmesi i¢in yardim alabiliyor sorunlarimizin ¢oziimii

icin destek goriiyoruz. Ornegin projeler oldugu zaman ydneticilerimiz problemi kendileri
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cOziiyor eger cozemezlerse bir {ist makama bizim i¢in gidiyor ve bize yardimci olmaya

calisiyorlar. Bu ¢abay1 goriince mutlu oluyorsunuz... (O, 7) "goriisii drnek olarak verilebilir.

Pozitif Okul Iklimi: Ogretmenlerin is doyumunu saglayan bir diger otantik davranisin da
"olumlu okul iklimi" oldugu sdylenebilir. Olumlu okul iklimi alt temasiyla ilgili olarak "...
idarecinin 1liml1 bir hava olusturmasi 6rnegin size bir glinaydin demesi beni yeterince mutlu
ediyor. Giinaydint duymaniz 6nemli ¢linkii 2-3 dakika ge¢ kaldiginiz zaman size hesap
sorulmasi gergekten sizi mutsuz ediyor isinizi yaparken bunu yansitiyorsunuz.... (O, 5) "

goriisii 6rnek olabilir.
Tartisma ve Sonug¢

Aragtirma sonuglari nicel baglamda ele alindiginda, okul yoneticilerinin otantik liderlik
davraniglar1 ile Ogretmenlerin motivasyonlart arasinda pozitif bir iliski oldugu tespit
edilmistir. Bunun yanisira, okul yoneticilerinin otantik davraniglarinin 6gretmenlerin
motivasyonu lizerinde olumlu bir etkisi oldugu da ortaya ¢ikmistir. Bu sonuglar ayni
zamanda nitel arastirma sonuglariyla da desteklenmektedir. Yapilan nitel arastirma
sonucunda, otantik liderlik baglaminda okul ydneticilerinin ortaya koydugu olumlu iletigim,
adaletli olma, seffaflik, problem ¢ozme, Ogretmenleri tesvik etme ve giivene yonelik
davramglarin 6gretmenlerin motivasyonunu olumlu etkiledigi ortaya ¢ikmistir. Ozetle, okul
yoneticilerinin ~ otantik  liderlik baglaminda 6z farkindaliklari, bilginin  dengeli
degerlendirilmesi, igsellestirilmis bir ahlak anlayis1 ve iligkilerinde seffaf olmanin
ogretmenlerin motivasyonunu olumlu yonde etkiledigi diisiiniilmektedir. Bu sonug,
yiiriitiilen diger ¢alismalarin sonuglaria benzerdir. Ozerten (2018) yaptig1 arastirmada okul
yoneticilerinin  ortaya koyduklart otantik liderlik  davraniglarinin = 6gretmenlerin
motivasyonlariyla pozitif yonde bir iliski icinde oldugu ortaya koymustur. Bununla birlikte
ogretmenlerin motivasyonunda olan degisimin sebebinin %63 niin otantik liderlik kaynakli
belirtmistir. Okcu ve Anik (2017) benzer sekilde orta diizeyde ve pozitif yonde bir iliskiye
sahip olduklarin1 ortaya koymustur. Bunun yaninda motivasyondaki degisimin sebebinin
%31’in otantik liderlik kaynakli oldugunu ortaya koymustur. Ahmad, Zafar, & Shahzad
(2015) otantik liderlik ile igsel motivasyon arasinda orta diizeyde ve anlamli bir iligkinin
varlig1 tespit edilmislerdir. Ayni calismada otantik liderlik motivasyon iistiinde pozitif bir
etkiye sahip oldugunu belirtmislerdir (Ahmad, Zafar ve Shahzad, 2015). Bunlarin disinda
literatiirde otantik liderlik ve motivasyon arasindaki iligkiyi ortaya koyan bir ¢ok arastirmaya

vardir (Akhlaq ve Ahmed, 2013; Rempel, Holmes ve Zanna, 1985; Guerrero, Lapalme ve
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Seguin, 2015; Shu, 2015; Walumba vd., 2008; Walumbwa vd., 2010; Wong & Laschinger,

2013).

Okul yoneticilerinin otantik liderlik davranislari ile Ogretmenlerin is doyumu
arasinda pozitif bir iliski oldugu tespit edilmistir. Diger bir sonuca gore, okul yoneticilerinin
otantik davraniglarinin 6gretmenlerin is doyumu iizerinde olumlu bir etkisi oldugu ortaya
cikmistir. Bu iki sonug, nitel arastirma sonuglariyla da desteklenmektedir. Nitel arastirma
sonucunda okul yoneticilerinin otantik liderlik baglaminda geribildirim verme, 6gretmeni
takdir etme, O0gretmenleri destekleme, adalet, problem ¢6zme ve pozitif bir okul iklimi
olusturma davranislarinin dgretmenleri olumlu etkiledigi ortaya c¢ikmistir. Ozetle, okul
yoneticilerinin 6zgiin liderlik 6zellikleri baglaminda 6z farkindaliklari, dengeli bir bilgi
degerlendirmesi, icsellestirilmis bir ahlak anlayis1 ve iligkilerinde seffaf olmasi
ogretmenlerin i3 doyumunu olumlu etkilemektedir. Okul yoneticilerinin 6z farkindalik,
dengeli bilgi degerlendirmesi, i¢sellestirilmis bir ahlak anlayisi ve iliskilerinde seffaflik gibi
otantik liderligin alt boyutlartyla ilgili davramislar sergiledikge Ogretmenlerin i
doyumlarinin artabilecegi soylenebilir. Kili¢ ( 2020) yaptig1 arastirmada otantik liderligin is
doyumunu orta diizeyde ve anlamli olarak etkiledigini ortaya koymustur. Bununla birlikte, is
doyumunda ortaya gelen degisimin sebebinin % 78’nin otantik liderlik ve Orgiitsel adalet
kaynakli oldugunu belirtmistir.  Aydinoglu (2020) yaptig1 arastirmaya goére okul
yoneticilerinin otantik liderlik davranmiglart ile 6gretmenlerin is doyumlar1 arasinda orta
diizeyde ve pozitif yonde bir iligki vardir. Bunlarin disinda, bu aragtirmanin sonuglarinin
diger aragtirma sonuglarina benzer oldugu sdylenebilir (Anseel ve Lievens, 2007; Azanza,

Moriano ve Molero, 2013; Chen, 2008; Penger ve Cerne, 2014; Wong ve Laschinger, 2013).

Arastirma sonuglarina goére 6gretmenlerin motivasyonu ile is doyumu arasinda pozitif bir
iliski oldugu, motivasyonlarinin i doyumlarini olumlu etkiledigi ortaya ¢ikmistir. Bu sonug,
motivasyon baglaminda is doyumunu etkileyen performans, kendini gergeklestirme, basaril
ve mutlu hissetme ile nitel arastirma sonucunu desteklemistir. Bunlarin disinda bir diger
nicel aragtirma sonucu, okul yoneticilerinin otantik liderlik davraniglarinin motivasyonla
birlikte is doyumunda degisiklige neden olmasidir. Ozetle, motivasyonun is doyumunu
etkiledigi ve olumlu yonde degismesinin sebebinin yoneticinin otantik liderlik davranisi ve
ogretmenlerin motivasyonlarindan kaynaklandigi soylenebilir. Bu sonuglar diger
caligmalarin sonuglarina benzerdir (Brown ve Peterson, 1994; Leroy vd., 2015; Kondalkar,
2007; Tella, Ayeni ve Popoola, 2007; Wong ve Laschinger, 2013).
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Otantik liderlik, 6gretmen motivasyonu ve is doyumu arasinda pozitif bir iliski oldugu bu

aragtirma kapsaminda goézlenmistir. Bu bulgularin hepsi nitel sonuglarla desteklenmistir. Bu
baglamda hizmet i¢i egitimlerinde okul yoneticileri ve Ogretmenlere bu davraniglarin
birbirleri ile iliskili oldugunun farkindaligin1 olusturmanin genel egitim politikalarinin
etkililigi agisindan faydali olacagi diisiiniilmektedir. Bununa ek olarak, okul yoneticilerinin
ortaya koyduklari otantik davraniglarin, 6gretmenlerin motivasyonlariyla birlikte i doyumu
iizerinde pozitif bir degisim yaptig1 gozlemlenmistir. Bu baglamda, hizmet Oncesi ve ici
egitimlerde okul yoneticilerine 6z farkindalik sahibi olmalari, ellerindeki bilgiyi dogru
degerlendirmeleri, ahlaki ve seffaf davranislar bir ilke olarak ortaya koymalar1 durumunda,
domino etkisi olusturarak Ogretmenlerin motivasyon ve is doyumlar1 gibi ¢ok Onemli

davranislari etkilediklerinin farkindaliginin kazandirilmas: 6nerilmektedir.

Etik Kurul izin Bilgisi: Bu arastirma, Erzurum Valiligi 1l Milli Egitim Miidiirliigii’niin
07/09/2018 tarihli 36648235-605.01-E.15801683 sayili karar1 ile alinan izinle

yurtitilmiistiir.
Yazar Cikar Catismasi Bilgisi: Yazarlarin beyan edecegi bir ¢ikar ¢atigsmasi yoktur.

Yazar Katkisi: Birinci yazar ¢aligmanin fikrinin olusturulmasi, arastirmanin ydnteminin
belirlenmesi ve makalenin degerlendirilmesi asamasinda katkida bulunmustur. ikinci yazar
kaynak taramasi, verilerin toplanmasi, verilerin analizi ve makale yazimi konusunda katkida

bulunmustur.
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Introduction

The school is directly or indirectly affected by the positive and negative experiences of
society and individuals. For this reason, schools need positive managerial behaviors in order
to solve differentiated and ongoing problems. Teachers' job satisfaction and motivation can
give significant clues about the manager's effectiveness in this sense. It is thought that the
administrators' fair, impartial, transparent, and self-aware actions can be an important

solution source for educational institutions' ongoing and current problems.

It can be said that leadership is the behavior of influencing a cluster or group to
achieve the organization's goals. Especially, it should be considered an organizational
necessity for school administrators to establish a balance between the goals of the school and
the needs of the employees (Bursalioglu, 1994; Conlow, 1999; Glynn & Dejordy, 2010;
Robbins, 1998; Zel, 2011). It can be said that some elements that structure leadership are
features such as honesty, character, reliability, and respectability (Barutgugil, 2014). In other
words, one of the observed behaviors in influencing followers' behaviors is value-based
leadership theories. Dinh et al. (2014) explained that value-based leadership theories are
authentic leadership, ethical leadership, servant and spiritual leadership behaviors. It is

thought that authentic leadership behaviors will positively affect teachers in many ways.

Authentic leaders are people who know themselves (llies, Nahrgang, & Morgeson,
2005). They have an internalized moral understanding and values (George & Sims, 2010;
Walumbwa, Avolio, Gardner, Wernsing, & Peterson, 2008). They include qualities such as
being transparent in their relationships, having a reliable personality, being disciplined,
having unique behaviors, sensitive, being a model for employees, and supporting their work
(Begley, 2004; Gardner, Avolio, Luthans, May, & Walumbwa, 2005; Shamir & Eilam,
2005).

When the studies dealing with the dimensions of authentic leadership are examined
at a historical level, it is seen that Kernis (2003) first discussed the dimensions of authentic
leadership as awareness, impartial assessment, behavior, and relational authenticity. Another
conceptual framework created based on the model made by Kernis (2003) is made by llies,
Morgeson & Nahrgang (2005). In this classification, llies et al. (2005) classified the
dimensions of authentic leadership as self-awareness, balanced assessment, authentic
behavior, and authentic relational orientation. When the literature is examined, it is seen that

the theoretical infrastructure set forth by Walumbwa et al. Walumbwa et al. (2008) revealed
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the dimensions of authentic leadership as transparency in relationships, internalized moral

understanding, self-awareness, and balanced evaluation.

Avolio & Gardner (2005) revealed the elements of authentic leadership in their
research. These elements, respectively; positive psychological capital, moral perspective,
leader's self-consciousness, self-regulation, follower's self-consciousness, performance, and
development. Related to this, Luthans, Norman, & Hughes (2006) classify the dimensions of
authentic leadership as self-awareness, self-control, balanced evaluation, rational

transparency, and authentic behavior.

Studies show that authentic leadership is associated with many organizational
outcomes, including job performance, organizational commitment, and job satisfaction
(Clapp, Vogelgesang, & Avey, 2009; Giallonardo, Wong, & Iwasiw, 2010; Walumbwa et
al., 2008; Walumbwa, Wang, Wang, Schaubroeck, & Avolio, 2010; Walumbwa et al., 2011,
Wong, Laschinger, & Cummings, 2010; Zamahani, Ghorbani, & Rezaei, 2011). It is thought
that authentic leadership positively affects many variables, such as teachers' motivation and
job satisfaction. In other words, authentic leadership is thought to affect motivation.

Motivation defines why behaviors occur and people's needs. In other words, it can be
said that motivation is the attitude of a person towards behavior or the explanation of why he
repeats this behavior (Elliot & Covington, 2001). Motivation is called the situation that
stimulates behavior. Motivation is generally described as an internal process that activates
and directs the individual (George, Jones, & Sharbrough, 1996; Hoy & Miskel, 2010). When
the concept of motivation is examined, it is seen that it is primarily related to many issues
such as personality, organization, learning, and performance (Black & Deci, 2000; Dweck &
Leggett, 1988; Lawler, 1973; Maslow, Frager, & Cox, 1970). When the literature is
examined, it has been observed that authentic leadership positively affects motivation. In

addition, authentic leadership is thought to affect job satisfaction.

Job satisfaction can be defined as the emotional state of a person as a result of
evaluating their job or work experience (Locke, 1976) or the employee's satisfaction and
thoughts about his job (Colquitt, Lepine, & Wesson, 2009; Hellriegel, 2001; Robbins &
Judge, 2015). When the studies conducted are examined, it has been revealed that job
satisfaction is related to age, education, socio-economic status, and professional satisfaction
(Can & Soyer, 2008; Toker, 2007).). In summary, job satisfaction is an individual's general
attitude towards his job (Robbins, DeCenzo, & Coulter, 2008).
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The fact that teachers' high level of job satisfaction is, directly and indirectly,

effective in their performance reveals the importance of job satisfaction for teachers
(Yazicioglu, 2010; Yildirim, Akan, & Yalgin, 2017). First, it is known that factors affecting
teachers' job satisfaction are future anxiety, success, and being beneficial to others (Karatas
& Giiles, 2010). It is known that value-based managerial behaviors such as ethical
leadership positively affect teachers' job satisfaction (Madenoglu, Uysal, Sarier, & Banoglu,
2014; Yilmaz, & Ceylan, 2011). Accordingly, it is known that the job satisfaction of
teachers working in private education institutions is more positively affected by the behavior

of their administrators than teachers working in public schools (Karakose & Kocabas, 2006).

Many studies have revealed that leadership and motivation are related (Benson,
2008; Isaac, Zerbe, & Pitt, 2001). In addition to having a strong relationship between
motivation and leadership, it can be said that motivation is very important for increasing
productivity in organizations (Serinkan, 2008; Yilmazer, 2013). Studies have demonstrated
that authentic leadership is related to issues affecting motivation such as empowerment of
employees, sense of collaboration, and burnout (Henderson & Hoy, 1982; Walumba et al.,
2008; Wong & Cummings, 2009). Organizations seeking to increase employee motivation in
the workplace may wish to encourage authentic leadership and follow-up development in
their employees. Although there are many ways to increase employee motivation in the
workplace, leadership development is a powerful tool for organizations. Authentic
leadership practices are seen as a way to empower employees in organizations (Wernsing,
2018).

It is emphasized that authentic leadership affects work outcomes and performance. In
other words, it is observed that leadership behavior positively affects many behaviors of
employees, such as job satisfaction. Wong & Cummings (2009). Authentic leadership
emphasizes the key role of authentic leaders in promoting follower development by
discovering new skills, autonomy, competence, and job satisfaction (Wong & Laschinger,
2013). Many studies show that job satisfaction is positively affected by authentic leadership
behavior (Darvish & Rezaei, 2011; Datta, 2015; Wong & Laschinger, 2013). In addition, it
has been observed that authentic leadership has a positive relationship with performance and
job satisfaction (Giallonardo, Wong, & Iwasiw, 2010; Wong & Laschinger, 2013).
McNeese-Smith (1997) found that managers 'behaviors affect employees' job satisfaction,
productivity, and commitment. Studies have revealed that authentic leadership, directly and

indirectly, affects employees' job satisfaction, and there is a relationship between them
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(Giallonardo, Wong, & Iwasiw, 2010; Azanza, Moriano & Molero, 2013; Wong &

Laschinger, 2013). In summary, it is thought that authentic leadership behavior positively
affects job satisfaction in schools.

It is important to understand what motivates the members of the organization. In this
way, it will be easier for them to be motivated. The factors that affect both motivation and
job satisfaction are quite high. When considered in this context, it can be said that one of the
keys to ensuring job satisfaction is motivation. There is a reciprocal relationship between
motivation and job satisfaction. An individual with job satisfaction can be motivated.
Likewise, motivated individuals will be happy with their job. As a result, motivation can
create job satisfaction. If the individual achieves what he wants to get from his job, he will
have job satisfaction. (Alsat, 2016; Kundak, Uzel, Keles & Egicioglu, 2015; Simsek, Celik
& Akgemci, 2008). As a result of the literature review, it can be said that administrators

‘authentic leadership behaviors positively affect teachers' motivation and job satisfaction.
The Aim of the Study

This study aims to determine the effect of authentic leadership on teachers' motivation and
job satisfaction. In order to determine the effect of authentic leadership behaviors of
educational administrators on teachers' motivation and job satisfaction, this model will be
supported with qualitative research. The quantitative and qualitative research questions
developed to achieve this general purpose of the study are presented below.

Quantitative research questions

QL. Is there a relationship between authentic leadership and teachers' motivation and job

satisfaction?

Q2. What direction and level does authentic leadership affect teachers' motivation?

Q3. what direction and level does the motivation of teachers affect their job satisfaction?
Q4 what direction and level does authentic leadership affect teachers' job satisfaction?

Q5. Does teachers' motivation, together with authentic leadership, explain the change in job

satisfaction meaningfully?
Qualitative research questions

Q6. What do teachers think about authentic leadership behaviors that affect their

motivation?
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Q7. What do teachers think about their motivation to affect their job satisfaction?

Q8. What do teachers think about authentic leadership behaviors that affect their job
satisfaction?

Method

In this study, a mixed-method exploratory sequential design was used. This method is called
sequential since the quantitative phase is followed by a qualitative phase (Creswell, 2013;
Creswell & Clark, 2014). In the quantitative part of the study, the effect of authentic
leadership in schools on motivation and job satisfaction was determined. Since this research
examines the relationships and connections between variables, a relational scanning model
was used. In the qualitative part of the research, the case study was used as the research

design.
Participants

The research universe consists of the state school teachers working in Erzurum central
district schools in the 2017-2018 academic year. There are a total of 5040 teachers in the
universe of the research. Cochran's sample size formula was used to determine the sample
size to be included in the study from the universe (Bartlett, Kotrlik, & Higgins, 2001).

Accordingly, the sample size is expected to be at least over 356.

While determining the sample for the quantitative part of the study, a multi-stage
sample was chosen. In the first stage, the central districts of Erzurum were divided into three
parts, namely Yakutiye, Palandoken, and Aziziye, all of which belong to a cluster and none
of them remain uncovered. In the second stage, the "proportional cluster sampling™ method
was used as the sampling method (Karasar, 1998). This sample is applied in situations where
elements are dispersed and distant from each other. Elements in the selected groups
constitute the sample. Members of these selected groups are selected (Arli1 & Nazik, 2004).
Schools in each district that make up the universe of the study are accepted as a cluster. The
lists of the schools in these clusters were removed, and the schools were determined
randomly. Thirdly, the simple random sampling method was used while applying the scales
to a sufficient number of teachers working in the selected schools. The inclusion of teachers
in the sampling at schools was left to chance, and scales were applied to randomly selected
teachers (Balci, 2010). As a result, the participant group of the research consists of 649

teachers working in public schools. Scales were applied to randomly selected teachers.



D. Akan & M.E.Kili¢ / Pamukkale University Journal of Education, 53, 429-456, 2021 435
A simple random sampling method was used for the quantitative part of the study.

The study group consists of 649 teachers, 310 (47.8%) female and 339 (52.2%) male. The
educational status of the teachers in the study group, 553 (82.1%) was undergraduates, 114
(17.6%) were graduate, and 2 (0.3%) were Ph.D. graduates. Working group professional
seniority is 400 (61.6%) between 1-10 years, 201 (31.0%) between 11-20 years, and 48
(7.4%) 21 years and above. For the qualitative part of the study, one of the purposeful
sampling methods, maximum diversity sampling, was used. One of the main characteristics
of purposeful sampling is that it is used for specific purposes by the nature of research
questions. In this case, the researcher thinks that he will find in-depth information about the
questions. It generally focuses on the depth of the information obtained from individuals
(Teddlie & Tashakkori, 2015). Qualitative research consists of 11 teachers, 5 (45.5%)
female and 6 (54.5%) male. Data collection was stopped when the data reached saturation
(Creswell, 2013). The educational status of the teachers in the study group, 8 (72.7%) were
undergraduates, and 3 (27.3%) were graduate graduates. The working group's professional
seniority is 5 (27.3%) between 1-10 years and 6 (54.5%) between 11-20 years.

Data Collection instruments and Confirmatory factor analyses
Authentic leadership scale

The scale developed by Walumba et al. (2008) was used to measure authentic leadership
behavior. The scale consists of 16 items gathered around four factors. The transparency sub-
dimension consists of five items. However, moral consists of four items. The balance sub-
dimension includes three items. Finally, the self-awareness sub-dimension consists of four
items. The scale (1 = Strongly Disagree; 5 = Strongly Agree) is arranged in a five-point
Likert type. This scale is used to determine the level of authentic leadership behavior in the
organization. According to the calculations, the Cronbach Alpha internal consistency
coefficient for the overall authentic leadership scale was 928. As a result of the exploratory

factor analysis, the item factor loading ranges are between .856 and .636.

As a result of the confirmatory factor analysis, the error rates of the 4th and fifth
items were combined according to the modification indices. When the fit values of the
confirmatory factor analysis were examined, the goodness of fit index of the scale was
CMIN /DF (X2 /d.f) = 4.58; RMSEA = .07; SRMR = .0410; GFI =.92; AGFI =.89; NFI =
.92; CFI =, calculated as 95. It can be said that the model obtained as a result of this

confirmatory factor analysis remained within acceptable goodness of fit index values.
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Teacher motivation scale

The teacher motivation scale was developed by Akan and Kilig ( 2020). The scale consists
of 18 items gathered around five factors. The scale (1 = Strongly Disagree; 5 = Strongly
Agree) is arranged in a five-point Likert type. This scale is used to determine the level of
teacher motivation scale in the schools. The Cronbach Alpha internal consistency coefficient
for the overall authentic leadership scale was calculated as 889. As a result of the
exploratory factor analysis, the item factor loading ranges are between .877 and .487. When
the fit values of the confirmatory factor analysis were examined, the goodness of fit index of
the scale was calculated as CMIN / DF (X2 / d.f) = 4.06; RMSEA = .07; SRMR = .0449;
GFI = .92; AGFI = .89; NFI = .93; CFI =, 94. It can be said that the model obtained as a
result of this confirmatory factor analysis remained within acceptable goodness of fit index

values.
Job satisfaction scale

The job satisfaction scale was developed by Weiss, Dawis, & Lofquist (1967). The scale
consists of 20 items grouped around two factors called internal and external satisfaction.
Baycan (1985) has translated the scale to Turkish. The scale (1 = Strongly Disagree; 5 =
Strongly Agree) is arranged in a five-point Likert type. The purpose of the scale is to
determine the job satisfaction of the employees. When other studies were examined, it was
observed that many items were removed during factor analysis. For example, Bil (2018)
removed three items from the scale. In other studies, Tan (2012) removed 9, Ersozlii (2012)
removed six, and Savas (2012) 8 items from the analysis. These findings revealed that the

exploratory and confirmatory factor analyzes of the scale should be re-performed.

As a result of the analysis, the KMO value was calculated to be 925. As a result,
KMO and Bartlett test results determined that the data were suitable for factor analysis (x2 =
6685,994, df = 190, p = .000). In this context, eight items were removed from the scale.
Items 1, 5, 13, 15, 17, 18, and 19 in the external factor and items 7, 8, 9, 10, and 11 in the
internal factor were gathered. It was observed that the items and factors analyzed within the
scope of the scale explained 53.725% of the total variance. For the external dimension, the
item factor loadings of the factor vary between 518 and 738. The internal satisfaction is
between 503 and 841. The Cronbach Alpha internal consistency coefficient was calculated
as 887 for the overall scale. In the calculation for the sub-dimensions of the scale, for
external of the Cronbach Alpha, internal consistency is .875; for the internal is, .844.
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According to factor analysis, the error rates of the 7th and 10th items were combined

according to the modification indices. However, the error rates of items 18 and 19 were
combined. When the fit values of the confirmatory factor analysis were examined, the
goodness of fit index values of the scale were calculated as CMIN / DF (X2 / sd) = 4.99;
RMSEA = .08; SRMR = 0.439; GFI = .94; AGFI =.90; NFI = .92; CFI =, 93. It can be said
that the model obtained as a result of this confirmatory factor analysis remained within
acceptable goodness of fit index values.

Collecting Qualitative Data

The interview technique was used while collecting qualitative data. The interview technique
is very powerful in revealing the participants' feelings, experiences, and opinions. A semi-
structured interview form, consisting of three questions and developed by the researcher,
was used in the interviews according to the quantitative research findings. Some features of
semi-structured interviews are as follows: Semi-structured interview forms do not have pre-
determined question details and statements. The interview usually consists of questions to be
revealed. Different and specific information is collected from each of the participants.

Questions are often flexible (Merriam, 2013).
Data Analysis

SPSS and AMOS programs were used to analyze the data. AMOS program was used to test
the model for the confirmatory factor analysis of the scales and literature review. The fit
indices taken into account in the evaluation of model fit in the examination of fit are the
level of significance (p), chi-square/degrees of freedom (X2 / sd = CMIN / DF) and normed
fit index (NFI), root mean square error of approximation ( RMSEA), standardized root mean
square residual (SRMR), comparative fi t index (CFI), the goodness of fi t index (GFI),
adjusted goodness of fit index (AGFI).

The qualitative data collected with the semi-structured interview form was recorded
using the Microsoft Word program. When this data was saved in the Word document, it was
written in the same way without any changes, and the accuracy of the data was constantly
checked. After this stage, the data obtained were transferred to the NVivo program. In the
next step, content analysis was used to analyze these data. The thickness of each of these
arrows is determined by dividing the number of citations made to the relevant sub-theme by
five. In other words, the maximum number of citations to a theme and sub-theme can be 5k,

while the least citation can be 1k.
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Findings Regarding the Quantitative Part of the Study
In this part of the research, findings related to the quantitative part will be included.
Findings regarding the first question of the study

Regarding the first question of the study, correlation analysis was conducted to determine
the relationship between authentic leadership, motivation, and job satisfaction. When it is
examined, there is a moderately positive and significant relationship between motivation and
job satisfaction (r = .493); relationship between authentic leadership and job satisfaction (r =

.539); between authentic leadership and motivation (r = .355).

Table 1: Correlation Table for the Relationship between Authentic Leadership, Motivation
and Job Satisfaction
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Research findings regarding the second, third, fourth, and fifth questions

The theoretical model, which emerged based on the literature review and aims to reveal the
effect of authentic leadership on teachers' motivation and job satisfaction, was examined
with a structural equation model using the AMOS program. The predictions to explain the
relationship between authentic leadership, teacher motivation, and job satisfaction are shown
in the figure below.
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Figure 1. Results regarding the structural equation model

When the fit values of the the target model analysis were examined, the goodness of
fit index values of the scale were calculated as CMIN / DF (X2 / sd) = 4.56; RMSEA = .074;
SRMR = 0.485; GFI = .951; AGFI = .917; NFI = .953; CFIl =, 963. When the statistical
values regarding the fit of the structural equation model are examined, it can be said that the
model fit values are within acceptable values, and the model is accepted in the context of the

fit indices.

The Chi-Square fit test (X2) is the first value to be looked at in the goodness of fit
index and is evaluated in terms of its ratio with degrees of freedom (SD). Therefore, it can
be said that a good fit value X2 / SD ratio of less than five is an acceptable fit. For this
study, the X2 / SD value was found to be 178.01 / 39 = 4.56. When considered in the context
of these results, it is observed that the X2 / SD value meets the acceptable fit (Meydan &
Sesen, 2001).

Second, fit indices based on residues such as AGFI, GFI, and SRMR were examined.
If the value of the SRMR, which is the square root of the standardized residual means, is less
than 05, it can be said that it is within the good fit value limit. In this study, it was observed
that SRMR = 0485 fit well. GFI, which is a value showing variance and covariance, is
between 0.95 and 1.00 with the sample size increase. In this study, GFI = 951 millet has
revealed that it has a good fit. It was observed that AGFI = 917, which reveals the large

sample size, shows a good fit (Bayram, 2010).

Third, the NFI value, which is unstable in small sample volumes, was examined first.
It can be said that it complies well with the NFI =, 953 value. On the other hand, CFI =

known for its sensitivity to the number of samples, remained within the limit of acceptable
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values with a value of 963. Finally, RMSEA =, 074, remained within the limit of acceptable

values (Bayram, 2010; Meydan & Sesen, 2001).

Regarding the second question of the study, when the standardized regression
coefficients are examined, it can be said that authentic leadership has a positive and
significant effect on teacher motivation (B =, 37; P <, 01). The critical rate for this value is
7.53, and its standard error is 05. In other words, when the authentic behaviors of principals

increase in schools, the motivation of teachers increases.

When examining the standardized regression coefficients in the context of the third
question of the study, it can be said that teachers' motivation has a positive and significant
effect on job satisfaction (B =, 41; P <, 01). The critical rate for this value is 9.60, and its
standard error is 05. In this context, it can be said that when teachers' motivation increases,

their job satisfaction also increases.

The regression coefficients standardized within the scope of the fourth question of
the study show that authentic leadership has a positive and significant effect on teacher job
satisfaction (B =, 47; P <, 01). The critical rate for this value is 8.39, and its standard error is
06. In light of this finding, it can be said that as the authentic behaviors of administrators

increase, their job satisfaction increases.

When the findings were examined in the context of the fifth research question of the
study, it was found that authentic leadership and motivation explained job satisfaction
significantly by 54%. In other words, it can be said that the reason for the change in job

satisfaction is 54% due to authentic leadership and motivation.
Findings Regarding Qualitative Research

In this section, findings related to qualitative research are given.
Research findings concerning the sixth question of the study.

For the qualitative part, the diagram obtained from the participants' views on authentic
behaviors that motivate teachers is shown in the figure below. In addition, the themes
formed from the views about authentic behaviors that motivate teachers and the reference

views that led to the emergence of these themes are given below.
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Figure 2. Authentic behaviors that motivate teachers
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Communication: As a result of the qualitative analysis, "communication” was the most cited
theme. Accordingly, it can be said that teachers believe that authentic behavior affects their
communication. Sample expressions regarding the views on the communication sub-theme

are given below.
"... talk to the administrator and the teachers without separating anyone... (s, 1)"

"... such behaviors are very important in establishing an effective communication

in the school environment, setting a goal and achieving this goal ... (s, 2)"

"... For example, | am a physical education teacher; I have a manager | can

communicate with. Therefore, I employ three teams, not one... (T, 4)"

Justice: One of the authentic behaviors that motivate teachers due to the qualitative

analysis is the theme of "justice”. Examples of the sub-theme of justice are given below.

n

. treating everyone equally and not discriminating increases motivation.
Because as long as they are treated fairly, they do not show any privileges to

anyone... (s, 6) "

"... she was very kind. Her position and status do not affect her communication

with people. She treated every teacher fairly(s, 7) "

Transparency: As a result of qualitative analysis, it can be said that one of the authentic
behaviors that motivate teachers is "transparency”. Regarding the sub-theme of
transparency, "... manager to speak anything for or against my staff about someone who

speaks against you, | do not want to hear this... (s, 11) ”opinion can be given as an example.

Problem Solving: As a result of qualitative analysis, it can be said that one of the authentic

behaviors that provide teachers' motivation is "problem-solving." Regarding the problem-
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solving sub-theme, "...of urgently solving problems and finding new alternatives in relations

with parents... (s, 3)" may be an example.

Encouragement: It can be said that another authentic behavior that motivates teachers is
"encouragement”. Regarding the sub-theme of encouragement, "... besides, our manager

makes us happy. We want this school to be successful (s,8) " can be an example.

Trust: Another authentic behavior that motivates teachers can be said to be "trust".
Regarding the trust sub-theme, "... the administrator's trust in the teacher is very important,

for example, it is very important to contribute to the projects we do... (s, 8)".

Research findings regarding the seventh question of the study
For the qualitative part, the data obtained from the participants’ opinions about the
motivation that provides job satisfaction from the teachers are shown in the figure below.

Self- Performance
Improvement

Figure 3. Motivational behaviors contribute to teachers’ job satisfaction.

Motivational
Behaviours that
Provides Job
Satisfaction for
Teachers

Performance: As a result of the qualitative analysis, the highest load on motivating
behaviors that provide teachers' job satisfaction was made to the "performance™ theme.
Accordingly, it can be said that teachers believe that the motivational behavior that affects
their job satisfaction is performance. Examples of the views on the performance sub-theme

are given below.
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"... sometimes, you do five activities for one class. If your motivation is low, you can do an

activity for one hour... (s, 4)"

"... when my motivation is high, | feel like there is nothing I cannot accomplish, and
when my life energy is high, this reflects on my students, they are more efficient and

positive. (s, 7) "

"... if I think that | have a fair work environment, that is, if I think that I will evaluate
it only because of my job performance, my motivation and work success will be high
first ... (T, 11)"

Happiness: Another theme that provides teachers' job satisfaction due to the qualitative
analysis is "happiness”. Accordingly, it can be said that teachers believe that happiness is
one of the motivational behaviors that most affect their job satisfaction. Examples of the

views on the happiness sub-theme are given below.

"... If you are not motivated by your job, you cannot experience job satisfaction.

Without motivation, it will not bring results and success.... (s, 5)"

"... I think there is a domino effect between these two. As a result, it makes you
happy ..... (s, 8)"

Success: As a result of the qualitative analysis, another loading for motivating behaviors that
provide teachers' job satisfaction was made to the theme of "success". Accordingly, it can be
said that teachers believe that one of the motivational behaviors that most affect their job

satisfaction is a success. Examples of views on the sub-theme of success are given below.

"... If a teacher is motivated by his job, no one can stop him. He can open new
horizons to his students and leave a mark in their lives. He gets his share from this in
the classroom environment. The positive change in the students is also reflected in

the parents. Reaching our goals will be inevitable... (s, 3)"

Self-Improvement: It can be said that "self-development™ is another motivating behavior that
provides teachers' job satisfaction. Regarding the sub-theme of self-development, "... when
we attribute this negative situation to ourselves, not to the student, our motivation is
damaged. teacher models that cannot improve themselves and are not open to innovations....

(s, 5) "may be an example.

The diagram obtained from the participants 'opinions of the teachers' interest in authentic

behaviors that provide job satisfaction is shown in the figure. In addition, the themes arising
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from the teachers' views on authentic behaviors that provide job satisfaction and the

reference views that led to these themes are given below.

Research findings regarding the eighth question of the study

Feedback
Appreciation

Authentic

Behaviors that

Provide Teachers’
Job Satisfaction

@

Figure 4. Authentic behaviors that provide job satisfaction

Positive
School
Climate

Problem 2
e

Feedback: As a result of the qualitative analysis, it was observed that the first of the most
loadings on authentic behaviors that provide teachers' job satisfaction was made to the
"feedback™ theme. Accordingly, it can be said that one of the authentic behaviors that most
affect teachers' job satisfaction is feedback. Examples of the views on the feedback sub-

theme are given below.

"... also, the school administrator's expectation from his teacher to do only his job
and giving positive feedback, as a result, ensures that the teacher gains job

satisfaction in his job ... (s, 2)"

"... It is always what I want to evaluate by looking at the work I give. This causes an
increase in job satisfaction. But looking directly from the negative perspective and

criticizing my negative side affects my job satisfaction negatively... (T, 6)"

"... if there is no feedback, this will not work. It is a fact that our job satisfaction will
increase in particularly when we receive constructive criticism from the

management, students, and teachers ... (s, 10)"

Appreciation: As a result of the qualitative analysis, it was observed that the second of the
most loadings on authentic behaviors that provide job satisfaction of teachers was made on

the theme of "appreciation”. Accordingly, it is observed that one of the authentic behaviors
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that most affect teachers' job satisfaction is appreciation. Examples of the views on the sub-

theme of appreciation are given below.

"... for example, it is very important to be verbally appreciated or to get a certificate
of achievement. When you are appreciated, the pleasure you get from work

increases.... (s, 4)"

"... I think that the administrator will increase job satisfaction by using the reward

mechanism... (s, 11)"

Supporting: As a result of the qualitative analysis, it can be said that the third of the most
loadings on authentic behaviors that provide teachers' job satisfaction is "supported”. An

Example of the views on the sub-theme of support is given below.

"... knowing that he is supported in all kinds of activities in the business environment
opens new horizons for the teacher and begins to ask what else he can produce? This
is the most important question to prevent stagnation in the education community ...
(s, 3)"

Justice: As a result of the qualitative analysis, one of the authentic behaviors that provide
teachers' job satisfaction is "justice.” Regarding the sub-theme of justice, the view can be an
example "... | think that it should not only act according to the principle of equality but also
should be fair. I think that it should not put the employee and the one who does not work
with the bearer should make positive discrimination on the employee. ... (s, 7) "

Problem Solving: It can be said that "problem-solving"” is another authentic behavior that
provides teachers' job satisfaction. Regarding the problem-solving sub-theme, opinion can
be given as an example "... even if we are in a higher office outside the school, we can get
help to solve our problems. For example, when there are projects, our managers solve the
problem themselves. If they cannot solve it, they go to a higher authority for us and try to

help us. When you see this effort, you become happy... (s, 7) ”

Positive School Climate: It can be said that another authentic behavior that provides
teachers' job satisfaction is "positive school climate”. Regarding the sub-theme of the
positive school climate opinion can be an example "... it is important to hear the good
morning because it makes you unhappy to be asked to account when you are 2-3 minutes

late, you reflect this while doing your job. ... (s,5) "
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Discussion and Conclusion

When the research results are considered in a quantitative context, it has been determined
that there is a positive relationship between the authentic leadership behaviors of school
administrators and teachers' motivations. However, it has been revealed that authentic
behaviors of school administrators have a positive effect on teachers' motivation. The
qualitative research results also support these results. As a result of the qualitative research
conducted, it was revealed that positive communication, appropriate behavior, transparency,
problem-solving, encouragement of teachers, and trust-oriented behaviors put forward by
school administrators in the context of authentic leadership positively affect teachers'
motivation. In summary, it is thought that school administrators 'self-awareness in the
context of authentic leadership, a balanced assessment of the knowledge, and internalized
understanding of morality, and being transparent in their relationships positively affect
teachers' motivation. Ozerten (2018) revealed that the authentic leadership behaviors of
school administrators have a positive relationship with teachers' motivations. He stated that
63% of the reason for the change in teachers' motivation was authentic leadership. Okcu and
Anik (2017) revealed that authentic leadership and motivation have a moderate and positive
relationship. It was revealed that 31% of the reason for the change in motivation originated
from authentic leadership. Ahmad, Zafar, & Shahzad (2015) found a moderate and
significant relationship between authentic leadership and intrinsic motivation. The same
study stated that authentic leadership positively affects motivation (Ahmad, Zafar, &
Shahzad, 2015). Apart from these, many studies in the literature reveal the relationship
between authentic leadership and motivation (Akhlag & Ahmed, 2013; Rempel, Holmes, &
Zanna, 1985; Guerrero, Lapalme & Seguin, 2015; Shu, 2015; Walumba et al., 2008;
Walumbwa et al. ., 2010; Wong & Laschinger, 2013). (Ahmad, Zafar, & Shahzad, 2015;
Akhlag & Ahmed, 2013; Rempel, Holmes, & Zanna, 1985; Guerrero, Lapalme, & Seguin,
2015; Shu, 2015; Walumba vd., 2008; Walumbwa vd., 2010; Wong & Laschinger, 2013).

It has been determined that there is a positive relationship between the authentic
leadership behaviors of school administrators and teachers' job satisfaction. According to
another result, it was revealed that authentic behaviors of school administrators had a
positive effect on teachers' job satisfaction. Qualitative research results also support these
two results. As a result of the qualitative research conducted, it was revealed that the
behaviors of school administrators in the context of authentic leadership to give feedback,

appreciate teachers, support teachers, be fair, problem-solving, and create a positive school
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climate positively affect teachers' motivation. In summary, school administrators ‘self-

awareness in the context of their authentic leadership characteristics, a balanced assessment
of the knowledge, and internalized understanding of morality and being transparent in their
relationships positively affect teachers' job satisfaction. Kilig (2020) revealed in his research
that authentic leadership affects job satisfaction moderately and significantly. However, he
stated that 78% of the change in job satisfaction originated from authentic leadership and
organizational justice. According to the study of Aydimnoglu (2020), there is a moderate and
positive relationship between school administrators ‘authentic leadership behaviors and
teachers' job satisfaction. This result can be similar to other research results (Anseel &
Lievens, 2007; Azanza, Moriano, & Molero, 2013; Chen, 2008; Penger & Cerne, 2014,
Wong & Laschinger, 2013).

According to the study results, it was revealed that there is a positive relationship
between teachers' motivation and job satisfaction and that their motivation positively affects
their job satisfaction. This result has supported the qualitative research result with
performance, self-actualization, feeling successful and happy, affecting job satisfaction in
motivation. Apart from these, another quantitative research result is that the authentic
leadership behaviors of school administrators cause a change in job satisfaction and
motivation. In summary, it can be said that motivation affects job satisfaction and the reason
for the positive change in job satisfaction is due to the authentic leadership behavior of the
manager and the teachers' motivations. These results are similar to the results of other
studies (Brown & Peterson, 1994; Leroy et al., 2015; Kondalkar, 2007; Tella, Ayeni, &
Popoola, 2007; Wong & Laschinger, 2013).

It was observed within the scope of this study that there is a positive relationship
between authentic leadership, teacher motivation, and job satisfaction. All of these findings
are supported by qualitative results. In this context, it is thought that raising the awareness of
school administrators and teachers that these behaviors are interrelated in their in-service
training will be beneficial in terms of the effectiveness of general education policies. In
addition, it was observed that the authentic behaviors of school administrators made a
positive change in job satisfaction and teachers' motivation. In this context, in pre-service
and in-service training, it is recommended to raise the awareness of school administrators
that they affect very important behaviors such as motivation and job satisfaction of teachers
by creating a domino effect if they have self-awareness, correctly evaluate their knowledge,

and reveal moral and transparent behaviors as a principle.



448 D. Akan & M.E.Kili¢ / Pamukkale University Journal of Education, 53, 429-456, 2021

Ethical Approval: This research was carried out with the permission of the Provincial
Directorate of National Education dated 07/09/2018 and numbered 36648235-605.01-
E.15801683.

Conflict Interest: There is no conflict of interest to be declared by the authors.

Authors' Contributions: The first author contributed to the formation of the idea of the
study, determination of the research method, and evaluation of the article. The second author

contributed to the literature review, data collection, data analysis, and article writing



D. Akan & M.E.Kili¢ / Pamukkale University Journal of Education, 53, 429-456, 2021 449
References

Ahmad, I., Zafar, M. A., & Shahzad, K. (2015). Authentic leadership style and academia’s
creativity in higher education institutions: intrinsic motivation and mood as
mediators. Transylvanian Review of Administrative Sciences, 11(46), 5-19.

Akhlag, A., & Ahmed, E. (2013). The effect of motivation on trust in the acceptance of
internet banking in a low-income country. International Journal of Bank Marketing,
31(2), 115-125.

Alsat, O. C. (2016). Calisan motivasyonunu etkileyen faktorlerin is tatminine etkisini
belirlenmesine yonelik bir uygulama [An application to determine the effects of
factors affecting employee motivation on job satisfaction] (Doctoral Dissertation).
Higher Education Council Thesis Center (No: 422500)

Anseel, F., & Lievens, F. (2007). The long term impact of the feedback environment on job
satisfaction: A field study in a Belgian context. Applied Psychology, 56(2), 254-266.

Arli, M., & Nazik, M. H. (2004). Bilimsel arastirmaya giris (4. Baski). Ankara: Gazi
Kitabevi.

Avolio, B. J., & Gardner, W. L. (2005). Authentic leadership development: Getting to the
root of positive forms of leadership. The leadership Quarterly,16(3), 315-338.
Aydinoglu, N. (2020). Yoneticilerin otantik ve paternalist liderlik davraniglarinin
ogretmenlerin motivasyon, is tatmini ve orgiit baghligina etkilerinin incelenmesi
[Investigation Of The Effects Of Authentic And Paternalist Leadership Behavior Of
Administrators On Teachers'motivation, Job Satisfaction And Organizational

Commitment]. Istanbul Gelisim Universitesi.

Azanza, G., Moriano, J.A., & Molero, F. (2013). Authentic leadership and organizational
culture as drivers of employees’ job satisfaction. Journal of Work and
Organizational Psychology 29(2), 45-50.

Balci, A. (2009). Sosyal bilimlerde arastirma (7. baski). Ankara: Pegem A Yayincilik.

Bartlett, J. E., Kotrlik, JW, & Higgins, CC (2001). Organizational research: Determining
appropriate sample size in survey research. Information Technology, Learning, and
Performance Journal, 19(1), 43-50.

Barutcugil, 1. (2004). Organizasyonlarda duygularin yénetimi [Managing emotions in
organizations]. Istanbul: Kariyer Yayinlar1.

Bayram, N. (2010). Yapisal esitlik modellemesine giris AMOS Uygulamalari[Introduction

to structural equation modeling AMOS Applications]. Bursa: Ezgi Kitabevi.



450 D. Akan & M.E.Kili¢ / Pamukkale University Journal of Education, 53, 429-456, 2021
Begley, P. T. (2004). Understanding valuation processes: exploring the linkage between

motivation and action. International Studies in Educational Administration, 32(2), 4-
17.

Benson, J. D. (2008). Leadership and Motivation. Research Starters: Business

Bil, E. (2018). Ortadgretim okullarimin ogrenen orgiit, drgiitsel giiven ve is doyumu
diizeyleri arasindaki iliski[The relationship between the learning organization,
organizational trust and job satisfaction levels of secondary schools] (Doctoral
Dissertation). Higher Education Council Thesis Center (No: 494132)

Black, A. E., & Deci, E. L. (2000). The effects of instructors’ autonomy support and
students' autonomous motivation on learning organic chemistry: A
self-determination theory perspective. Science Education, 84(6), 740-756.

Brown, S. P., & Peterson, R. A. (1994). The effect of effort on sales performance and job
satisfaction. Journal of Marketing, 58(2), 70-80.

Bursalioglu, Z. (2015). Okul yénetiminde yeni yapi ve davrams [The new structure and
behavior in school management]. Ankara: Pegem.

Can, Y., & Soyer, F. (2008). Beden egitimi 6gretmenlerinin sosyo-ekonomik beklentileri ile
is tatmini arasindaki iliski [The relationship between the socio-economic
expectations of physical education teachers and job satisfaction]. Gazi Egitim
Fakiiltesi Dergisi, 28(1), 61-74.

Chen, L. H. (2008). Job satisfaction among information system (IS) personnel. Computers in
Human Behavior, 24(1), 105-118.

Clapp-Smith, R., Vogelgesang, G. R., & Avey, J. B. (2009). Authentic leadership and
positive psychological capital the mediating role of trust at the group level of
analysis. Journal of Leadership & Organizational Studies, 15(3), 227-240.

Colquitt, J. A., Conlon, D. E., Wesson, M. J., Porter, C. O., & Ng, K. Y. (2001). Justice at
the millennium: a meta-analytic review of 25 years of organizational justice research.
Journal of Applied Psychology, 86(3), 425-445.

Conlow, R. (1999). Excellence in supervision. Crisp Learning.

Creswell, J. W. (2013). Qualitative, quantitative, and mixed methods approaches. Thousand
Oaks, CA: Sage

Creswell, J. W., & Clark, V. L. P. (2014). Designing and conducting mixed methods
research. Sage Publication.

Creswell, W.J. (2017). A concise introduction to mixed methods research. Sage Publication.



D. Akan & M.E.Kili¢ / Pamukkale University Journal of Education, 53, 429-456, 2021 451
Darvish, H. ve Rezaei, F. (2011) The impact of authentic leadership on job satisfaction and

team commitment. Management and Marketing, 6(3):421-436.

Datta, B. (2015). Assessing the effectiveness of authentic leadership. International Journal
of Leadership Studies, 9(1), 19-32.

Dinh, J. E., Lord, R. G., Gardner, W. L., Meuser, J. D., Liden, R. C., & Hu, J. (2014).
Leadership theory and research in the new millennium: Current theoretical trends
and changing perspectives. The Leadership Quarterly, 25(1), 36-62.

Durdagi, A., & KILIC, M. E. Ogretmen motivasyonu 6lgeginin gelistirilmesi [Development
of Teacher Motivation Scale]. Turkish Journal of Educational Studies, 7(2), 16-41.

Dweck, C. S., & Leggett, E. L. (1988). A social-cognitive approach to motivation and
personality. Psychological Review, 95(2), 256-273.

Elliot, A. J., & Covington, M. V. (2001). Approach and avoidance motivation. Educational
Psychology Review, 13(2), 73-92.

Ersozli, A. (2012). Okul yéneticilerinin yonetsel giicliiliik diizeylerinin 6gretmenlerin
orgiitsel bagllik, orgiitsel vatandaslik davramislar: ve is doyumuna etkisi[The effect
of school administrators 'managerial strengths on teachers' organizational
commitment, organizational citizenship behaviors and job satisfaction] (Doctoral
Dissertation). Higher Education Council Thesis Center (No: 422500)

Gardner, W. L., Avolio, B. J., Luthans, F., May, D. R., & Walumbwa, F. (2005). “Can you
see the real me?” A self-based model of authentic leader and follower development.
The Leadership Quarterly, 16(3), 343-372.

George, B. & Sims, P. (2010). True north: Discover your authentic leadership. San
Francisco: John Wiley & Sons.

George, J. M., Jones, G. R., & Sharbrough, W. C. (1996). Understanding and managing
organizational behavior. (3. Edition). Reading, MA: Addison-Wesley.

Giallonardo, L. M., Wong, C. A., & lwasiw, C. L. (2010). Authentic leadership of
preceptors: predictor of new graduate nurses' work engagement and job satisfaction.
Journal of Nursing Management, 18(8), 993-1003

Glynn, M. & Dejordy, R. (2010). Handbook of leadership theory and practice. N. Nohria&
R. Khurana (Ed.), Leadership trough an organization behavior. Boston: Harvard
Business Press.

Guerrero, S., Lapalme, M. E., & Séguin, M. (2015). Board chair authentic leadership and
nonexecutives’ motivation and commitment. Journal of Leadership &
Organizational Studies, 22(1), 88-101.



452 D. Akan & M.E.Kili¢ / Pamukkale University Journal of Education, 53, 429-456, 2021
Hellriegel , D., Slocum, J. W., & Woodman, R. W. (2001). Organization behavior. St. Paul,

Minn., West publishing comp. Les Cahiers de la Solidarité.

Henderson, J. E., & Hoy, W. K. (1982). Leader authenticity: The development and test of an
operational measure. Educational and Psychological Research, 3(2), 63 — 75.

Hoy, W. K., & Miskel, C. G. (1987). Educational administration: Theory, research, and
practice. Random House Trade.

llies, R., Morgeson, F. P., & Nahrgang, J. D. (2005). Authentic leadership and eudaemonic
well-being: Understanding leader—follower outcomes. The Leadership Quarterly,
16(3), 373-394.

llies, R., Morgeson, F. P., & Nahrgang, J. D. (2005). Authentic leadership and eudaemonic
well-being: Understanding leader—follower outcomes. The Leadership Quarterly,
16(3), 373-394.

Isaac, R. Z., Wilfred, J. P., & Douglas, C. (2001). Leadership and motivation: The effective
application of expectancy theory. Journal of Managerial Issues, 13(2), 1045-3695

Karakése, T., & Kocabas, 1. (2006). Ozel ve devlet okullarinda 6gretmenlerin beklentilerinin
15 doyumu ve motivasyon lizerine etkileri. [The effects of teachers' expectations on
job satisfaction and motivation in private and public schools ]. Egitimde Kuram ve
Uygulama, 2(1), 3-14.

Karasar, N. (1998). (8. Baski1 Bilimsel arastirma yontemi.). Ankara: Nobel Yayincilik.

Karatas, S., & Giiles, H. (2010). Ilkdgretim okulu 6gretmenlerinin is tatmini ile drgiitsel
baglilig1 arasindaki iliski. [The relationship between primary school teachers' job
satisfaction and organizational commitment ]. Usak Universitesi Sosyal Bilimler
Dergisi, 3(2), 74-89.

Kernis, M. H. (2003). Toward a conceptualization of optimal self-esteem. Psychological
Inquiry, 14(1), 1-26.

Kilig, M. Y. (2020). Otantik Liderlik Davramislarmnin, Orgiitsel Adalet ve Ogretmenlerin Is
Tatmini Uzerine Etkisinin Incelenmesi. [Examining the Effect of Authentic
Leadership  Behaviors on Organizational Justice and Teachers' Job
Satisfaction]. Kastamonu Egitim Dergisi, 28(6), 2271-2283.

Kundak, Z., Hanife, Uzel., Keles, A., & Egicioglu, H. (2015). Bir iiniversite hastanesinde
hemgirelik mesleginde is tatmini ve motivasyon[Job satisfaction and motivation in

the nursing profession in a university hospital]. Kocatepe Tip Dergisi, 16(1), 1-10.

Lawler , E. E. (1973). Motivation in work organizations. Monterey, CA: Brooks.



D. Akan & M.E.Kili¢ / Pamukkale University Journal of Education, 53, 429-456, 2021 453
Leroy, H., Anseel, F., Gardner, W. L., & Sels, L. (2015). Authentic leadership, authentic

followership, basic need satisfaction, and work role performance: A cross-level
study. Journal of Management, 41(6), 1677-1697.

Locke, E.A. (1976), “The nature and causes of job satisfaction”, in Dunnette, M.D. (Ed.),
Handbook of Industrial and Organizational Psychology, Rand McNally, Chicago, IL,
pp. 1297-349

Luthans, F., Norman, S., & Hughes, L. (2006). Authentic leadership: A new approach for a
new time. In Inspiring leaders. London: Routledge, Taylor & Francis.

Madenoglu, C., Uysal, S., Sarier, Y., & Banoglu, K. (2014). Okul miidiirlerinin etik liderlik
davraniglar1 ile Ogretmenlerin is doyumlarinin Orgiitsel baglilikla iligkisi. [The
relationship between school principals 'ethical leadership behaviors and teachers'
job satisfaction with organizational commitment. ]J. Kuram ve Uygulamada Egitim
Yonetimi Dergisi, 20(1), 47-69.

Maslow, A. H., Frager, R., & Fadiman, J. (1970). Motivation and personality (Vol. 2, pp.
1887-1904). New York: Harper Bothers.

McNeese-Smith, D. K. (1997). The influence of manager behavior on nurses' job
satisfaction, productivity, and commitment. Journal of Nursing Administration,
27(9), 47-55.

Merriam, S. B. (2013). Introduction to qualitative research. Qualitative research in practice:
Examples for discussion and analysis, 1(1), 1-17.

Meydan, H. C. & Sesen, H. (2011). Yapisal esitlik modellemesi Amos Uygulamasi
[Structural equation modeling Amos Application]. Ankara: Detay Yayincilik.

Okcu, V. & Anik, S.( 2017). Okul Yéneticilerinin Otantik Liderlik Davramslar ile
Ogretmenlerin Motivasyon ve Mobbing (Yildirma) Yasama Diizeyleri Arasindaki
Iliskilerin Incelenmesi [Examination of the Relationships Between School
Administrators 'Authentic Leadership Behaviors and Teachers' Levels of Motivation
and Mobbing]. Anadolu Egitim Liderligi ve Ogretim Dergisi, 5(2), 63-85.

Ozerten, K. N. (2018). Okul yoéneticilerinin algilanan otantik liderlik ézelliklerinin
ogretmenlerin mesleki motivasyonuna etkisi [The effect of perceived authentic
leadership characteristics of school administrators on the professional motivation of
teachers].Istanbul Sabahattin Zaim Universitesi, Sosyal Bilimler Enstitiisii, Egitim
Bilimleri Anabilim Dal.



454 D. Akan & M.E.Kili¢ / Pamukkale University Journal of Education, 53, 429-456, 2021
Penger, S., & Cerne, M. (2014). Authentic leadership, employees’ job satisfaction, and work

engagement: A hierarchical linear modelling approach. Economic research-
Ekonomska istrazivanja, 27(1), 508-526.

Rempel, J. K., Holmes, J. G., & Zanna, M. P. (1985). Trust in close relationships. Journal of
Personality and Social Psychology, 49(1), 95.-112.

Robbins, S. P., & Judge, T. A. (2015). Organizational behaviour. New Jersey: Pearson
Prentice Hall

Robbins, S. P., DeCenzo, D. A., & Coulter, M. K. (2008). Fundamentals of management:
essential concepts and applications. Upper Saddle River, NJ: Pearson Prentice Hall.

Savas, A. C. (2012). Okul midiirlerinin duygusal zeka ve vduygusal emek yeterliklerinin,
ogretmenlerin i3 doyumu diizeylerine etkisi [The effect of school principals
‘emotional intelligence and v emotional labor competencies on teachers' job
satisfaction levels ] (Doctoral Dissertation). Higher Education Council Thesis
Center. ( No: 320035)

Serinkan, C. (2008). Liderlik ve motivasyon geleneksel ve giincel yaklasimlar [Leadership
and motivation traditional and current approaches]. Ankara: Nobel Yayincilik.

Shamir, B., & Eilam, G. (2005). “What's your story?” A life-stories approach to authentic
leadership development. The Leadership Quarterly, 16(3), 395-417.

Shu, C. Y. (2015). The impact of intrinsic motivation on the effectiveness of leadership style
towards on work engagement. Contemporary Management Research, 11(4).

Simsek, M. S., Celik, A., & Akgemci, T. (2014). Davranis bilimlerine giris ve orgiitlerde
davranis [Introduction to behavioral science and behavior in organizations]. Konya:
Egitim Kitabevi.

Tan, C. (2012). llkégretim okul yéneticilerinin takim liderlik davramslarimn ogretmenlerin
is doyumu, orgiitsel adanmislhik ve érgiitsel vatandashk diizeylerine etkisi [The effect
of primary school administrators ‘team leadership behaviors on teachers' job
satisfaction, organizational —commitment and organizational citizenship
levels](Doctoral Dissertation). Higher Education Council Thesis Center. (No:
4300428)

Teddlie, C., & Tashakkori, A. (2015). Karma yontem arastirmalarinin temelleri (T. Dede, &
S. B. Demir, Cev. Ed. ) Ankara: Ani Publishing.

Tella, A., Ayeni, C. O., & Popoola, S. O. (2007). Work motivation, job satisfaction, and
organisational commitment of library personnel in academic and research libraries in

Oyo State, Nigeria. Library Philosophy and Practice, 9(2), 3-13.



D. Akan & M.E.Kili¢ / Pamukkale University Journal of Education, 53, 429-456, 2021 455
Toker, B. (2007). Konaklama Isletmelerinde Is Doyumu: Demografik Degiskenlerin Is

Doyumu Faktérlerine Etkisi Uzerine Bir Calisma [Personality and leadership:
managerial research, theories and interpretations with universal dimensions]. Journal
of Yasar University, 2(6), 591-615.

Walumbwa, F. O., Avolio, B. J., Gardner, W. L., Wernsing, T. S., & Peterson, S. J. (2008).
Authentic leadership: Development and validation of a theory-based measure.
Journal of Management, 34(1), 89-126.

Walumbwa, F. O., Christensen, A. L., & Hailey, F. (2011). Authentic leadership and the
knowledge economy: Sustaining motivation and trust among knowledge workers.
Organizational Dynamics, 40(2), 110-118.

Walumbwa, F. O., Luthans, F., Avey, J. B., & Oke, A. (2011). Retracted: Authentically
leading groups: The mediating role of collective psychological capital and trust.
Journal of Organizational Behavior, 32(1), 4-24.

Walumbwa, F. O., Wang, P., Wang, H., Schaubroeck, J., & Avolio, B. J. (2010).
Psychological processes linking authentic leadership to follower behaviors. The
Leadership Quarterly, 21(5), 901-914.

Weiss, D. J., Dawis, R. V., England, G. W., & Lofquist, L. H. (1967). Manual for the
Minnesota  Satisfaction Questionnaire: Minnesota studies in vocational
rehabilitation. Minneapolis: Industrial Relations Center, University of Minnesota.

Wernsing, T. (2018). Leader Self-Awareness and Follower Psychological Empowerment
Across Cultures. In Authentic Leadership and Followership. London: Palgrave
Macmillan.

Wong, C. A., & Cummings, G. G. (2009). The influence of authentic leadership behaviors
on trust and work outcomes of health care staff. Journal of Leadership Studies, 3(2),
6-23.

Wong, C. A., & Cummings, G. G. (2009). The influence of authentic leadership behaviors
on trust and work outcomes of health care staff. Journal of Leadership Studies, 3(2),
6-23.

Wong, C. A., & Laschinger, H. K. (2013). Authentic leadership, performance, and job
satisfaction: the mediating role of empowerment. Journal of Advanced Nursing,
69(4), 947-959.

Wong, C. A., & Laschinger, H. K. (2013). Authentic leadership, performance, and job
satisfaction: the mediating role of empowerment. Journal of Advanced Nursing,
69(4), 947-959.



456 D. Akan & M.E.Kili¢ / Pamukkale University Journal of Education, 53, 429-456, 2021
Wong, C. A., Laschinger, H. K., & Cummings, G. G. (2010). Authentic leadership and

nurses' voice behaviour and perceptions of care quality. Journal of Nursing
Management, 18(8), 889-900.

Yildirim, 1., Akan, D., & Yalgin, S. (2017). Smif 6gretmenlerinin is doyumu ve okul
etkililigi algilar1 arasindaki iliski. [ The relationship between classroom teachers' job
satisfaction and school effectiveness perceptions.]. Erzincan Universitesi Egitim
Fakiiltesi Dergisi, 19(1), 69-81.

Yilmaz, A., & Ceylan, C. B. (2011). Ilkogretim okul yéneticilerinin liderlik davranis
diizeyleri ile 6gretmenlerin is doyumu iliskisi. [Relationship between primary school
administrators 'leadership behavior levels and teachers' job satisfaction. ]. Kuram
ve Uygulamada Egitim Yonetimi Dergisi, 17(2), 277-394.

Yilmaz, E., & Aslan, H. (2013). Ogretmenlerin is yerinde yalmizliklar1 ve yasam doyumlari
arasindaki iliskinin incelenmesi. [Examining the relationship between teachers'
workplace loneliness and life satisfaction ] Pegem Egitim ve Ogretim Dergisi, 3(3),
59-69.

Zamahani, M., Ghorbani, V., & Rezaei, F. (2011). Impact of authentic leadership and
psychological capital on followers’ trust and performance. Australian Journal of
Basic and Applied Sciences, 5(12), 658-667.

Zel, U. (2011). Kisilik ve liderlik: evrensel boyutlariyla yonetsel agidan arastrmalar,
teoriler ve yorumlar[Personality and leadership: managerial research, theories and

interpretations with universal dimensions]. Ankara: Nobel Yayin Dagiti



