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Abstract

The aim of this study was to investigate the Primary School Teachers' views
on empowerment and empowering leadership. The study adopted «a
phenomenological design, one of the qualitative research methods. The study
was carried out with 13 volunteer Primary School Teachers working in
different schools in the city center of Elézig in the 2020-2021 academic years.
The criterion sampling technique, one of the purposive sampling methods,
was used in sample selection. A semi-structured interview form consisting of
open-ended questions was used in data collection. The results showed that
when school principals exhibited fairness, offered opportunities for
professional growth, delegated authority with corresponding responsibility,
and maintained open communication channels, they positively reinforced the
capabilities and morale of the teachers. School principals should know they
are in a collaborative partnership with the teachers, and that organizational
goals can only be achieved through joint efforts. Empowering leadership
behaviors contribute to promoting managerial and organizational
effectiveness. However, it was found that some principals unconsciously
discriminated in terms of empowering their teaching staff. Additionally, the
school principals generally held favorable aftitudes towards unions.
Considering these findings, it is recommended that school principals avoid
holding union membership fitles while performing their duties.
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Introduction

Empowerment is the antidote to organizational weakness but implementing it can be
challenging for several reasons. Sharing power involves giving up some control and
empowering others, which may be difficult for those who value power. Some may argue
that it requires courage, while others regard it as an ethical obligation. However, for a
Machiavellian, such behavior may seem irrational. In addition, administrators who have
worked vigorously to increase organizational power and climb the corporate ladder may
find it difficult to share the spotlight or praise they have earned (Burke, 1986).

Today, organizations face unpredictable opportunities, threats, and uncertainties. As a
result, leadership approaches have evolved to adapt to these challenges. Rather than
relying on traditional management structures, effective leaders seek to empower their
followers to participate in decision-making, take risks, assume responsibility, and identify
their own blind spots to continue learning and improving.

Empowerment is a managerial process that involves sharing power with employees who
perform well and are trusted by their superiors (Burke, 1986). It serves as a key source
of self-efficacy and aims to overcome feelings of powerlessness by breaking down
barriers that impede people's power. Empowerment processes require a shift in
perception, where individuals who previously felt powerless begin to envision themselves
as capable of taking action and making meaningful contributions (Bellous & Pearson,
1995). Empowerment has recently attracted a great amount of attention as a tool to
improve organizational effectiveness.

Empowering Leadership

A brief literature review indicates that leadership is a varied and dynamic field. An
increasing number of studies have been conducted to explore a number of leadership
styles. Empowerment leadership is one such style. lts theoretical foundations originate
from Ohio State University leadership studies (Srivastava et al., 2006). Empowering
leadership involves specific behaviors such as promoting subordinates' participation,
consulting with them, empowering them, and providing support. These characteristics
are regarded as essential for effective leadership, according to leadership expert Yukl

(1989).

Reinforcing leadership involves a leader's behavior in delegating more autonomy and
responsibility to followers, teams, or collectives, (Cheong, 2017; Cunningham et al.,
1996; Goo et al., 2011; Vecchio et al., 2021). Empowering leadership, on the other
hand, is based on trust, confidence, expectation, and independence (Martin A. M., 2013).

Leaders practicing empowering leadership trust their followers and delegate decision-
making authority and freedom of choice to them (Lorinkova et al., 2013). Empowering
leadership has a direct effect on team interaction by promoting a sense of psychological
empowerment among team members (Cheong, 2017). This leadership style also
enhances task efficacy and proactive behaviors (Martin et al., 2013). Subordinates who
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work with empowering leaders report high levels of job satisfaction and perceive their
leaders as treating them fairly, resulting in high levels of performance (Dwivedi, 1998).
Empowering leadership also boosts self-efficacy in individuals, enabling them to better

handle the challenges of their jobs and, consequently, perform better (Ahearne et al.,
2005).

In their study, Konczak et al. (2000) investigated the dimensions of empowering
leadership related to innovation performance, including empowerment, responsibility,
self-determination, knowledge sharing, skill development, and coaching.

Delegation of Authority: It refers to the act of delegating power or authority to others in
order to increase their intrinsic motivation by giving them greater control over task
evaluations and decision-making related to self-determination and autonomy.

Accountability: It emphasizes the importance of leaders being accountable to their
subordinates and teams, ensuring that they fulfill their responsibilities. It also suggests
the need to restructure performance measurement systems to align with changes in
authority and ensure that employees are held accountable for their performance.

Self-Directed Decision Making: This aspect of leadership involves not only making
decisions related to plans, goals, and procedures but also proactively identifying
problems in business processes and developing strategies to address them.

Information Sharing: It emphasizes sharing information with subordinates in order to
make sure that they have the essential resources and knowledge to achieve results of
high quality. This both helps the organization achieve its goals and empowers
subordinates to develop their skills and abilities.

Skill Development: This aspect of leadership involves a facilitative role. It includes
providing appropriate training to develop subordinates’ skills and supporting efforts to
empower employees.

Coaching for Innovative Performance: It covers planned risk-taking and leadership
behaviors in order to promote innovative ideas, provide feedback on performance, and
consider errors and obstacles as learning opportunities. To guide subordinates in
identifying the source of mistakes and reducing their errors, leaders need to make certain
that taking risks is not punished. In addition, leaders must provide appropriate support
and resources to enable subordinates to take risks.

Teacher Empowerment

The studies in the literature indicate that the work conditions of teachers are often
designed in a way that challenges their sense of competence, achievement, and self-
worth, which in turn results in a feeling of powerlessness (Kahraman & Celik, 2020; Kiral,
2015; Sprague, 1992; Terry, 2021). The literature further supports the notion that the
behavior of school principals has a significant impact on the teachers' morale and
motivation.
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Empowerment is a dynamic process that involves interaction between leaders and
followers (Avidov-Ungar et al., 2014; Honold, 1997). To create an environment that
fosters empowerment, it is crucial for principals to model empowerment ideals,
encourage all empowerment efforts, and support all steps toward empowerment.
According to Terry (2021), successful schools are those where leaders continuously strive
to enhance the creativity of teachers. Empowering teachers involves elevating their status,
expanding their knowledge, and increasing their participation in decision-making
processes (Maeroff, 1988). Teacher empowerment is conceptualized and measured by
their ability to control critical decisions about teaching and learning conditions
(Sweetland & Hoy, 2000). Factors such as providing decision-making opportunities and

encouraging increased responsibilities are central to the process of empowering teachers
(Flaherty, 2018).

Empowerment enables teachers to take control of their professional growth and
development, which in turn enhances their intrinsic motivation, passion, and autonomy
for teaching and improving students' lives (Colbert et al., 2008; Frugo et al., 2016;
Keiser and Shen, 2000). Teachers feel empowered when they are given the authority to
create their own growth plans, freeing them from unnecessary supervision and unfair
judgments (Prawat, 1991).

Short and Rinehart (1992) identify six dimensions of teacher empowerment:
(1) involving teachers in critical decisions that directly affect their work

(2) recognizing the teacher's impact on school life

(3) elevating the teacher's status with professional respect from colleagues

(4) promoting autonomy and supporting the teacher's beliefs that they can control certain
aspects of their work life

(5) providing professional development opportunities to enhance continuous learning
and expand one's skills

(6) fostering self-efficacy, which is the perception of having the skills and ability to help
students learn.

The empowering leader considers the demands of his followers and encourages them
to participate more effectively in task activities (Kim & Beehr, 2017). Employees are likely
to develop a sense of belonging when they feel heard and provide input into their work
environment. With participatory goal setting and collaboration, employees can
strengthen their sense of belonging, which is a fundamental component of psychological
ownership, and their role in the organization. To be empowering and increase
motivation, the leader should help members understand the importance of their role in
the team, involve them in the decision-making process, believe that they can achieve
high performance, and simplify administrative rules (Park et al., 2017). According to
Goyne et al. (1999), the empowering leader creates an environment where teachers are
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comfortable, suitable for team unity, and fosters an atmosphere of creativity and risk-
taking.

Empowering teachers has been linked to a range of positive outcomes, including
increased self-esteem, job satisfaction, organizational commitment, and professional
commitment, as well as decreased dysfunctional resistance (Flaherty, 2018; Lee & Nie,
2014). Blase and Blase (1996) argue that leader behaviors such as creating a sense of
trust in teachers, developing shared governance structures, being sensitive to teachers'
thoughts and emotions, valuing their ideas and opinions, encouraging autonomy,
innovation, creativity, and risk-taking, providing rewards and support, and exhibiting
personal characteristics such as caring, enthusiasm, optimism, honesty, and friendliness
contribute to teacher empowerment.

Teachers' self-efficacy beliefs are important for their job performance, but their sense of
empowerment and trust in their school principal also play crucial roles in their ability to
handle teaching-related challenges and responsibilities (Celik & Kahraman, 2021).
Therefore, understanding the leadership behaviors empowering school principals may
have both theoretical and empirical implications for the field. By identifying effective
strategies for forming an empowering environment, this study can provide valuable
insights for improving teacher outcomes and school success.

The Purpose of the Study

The aim of this study was to explore Primary School Teachers’ perceptions regarding
teacher empowerment and empowering leadership. The study sought to address the
following research questions:

1. What are the teachers’ perceptions of their strengths and weaknesses in relation to
their work?

2. How do the school principals’ management styles impact the teachers’ ability to fulfill
their duties and responsibilities?

3. What management approach would be ideal for school principals to empower
teachers? What strategies make teachers feel empowered?

4. To what extent do school principals exhibit positive discrimination towards certain
individuals while demonstrating empowering leadership behaviors, according to
teachers' views?

Method

The study adopted a phenomenology design, a qualitative research method focusing on
how people experience and perceive phenomena. Phenomenology derives from the
Greek word "phenomenon," which refers to appearances, and it involves exploring the
lived experiences of individuals and how they make sense of their world (Holt & Sandberg,
2013). In phenomenological research, the aim is to understand the essence of a
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particular phenomenon through the perspectives and experiences of individuals
(Christensen et al., 2015; Creswell, 2017c; Ersoy, 2017). The primary data collection
method employed in phenomenological research is in-depth interviews with open-ended
guestions, which allow participants to share their experiences and perspectives in their
own words (Christensen et al., 2015).

The Participants

In phenomenological studies, the number of participants may vary from 5 to 25
individuals (Creswell, 2018), although some sources suggest that at least 10 participants
are necessary (Ersoy, 2017). Morse (2018) recommends selecting participants until the
researcher collects numerous similar examples of the phenomenon, reaching data
capacity. In the study, the participants consisted of 13 Primary School Teachers who
volunteered to take part in the study, and who worked in different schools in the city
center of Elazi§ during the 2020-2021 academic year. The study was completed with a
total of 13 participants, as it was deemed sufficient in terms of data collection and data
saturation. In qualitative research, the researcher's goal is not to find a general truth but
to understand the depth of a subject carefully and meticulously. For this purpose, a non-
random and purposive sample is selected (Merriam, 2015). The criterion sampling
technique was used to select the participants. In this purposeful sampling method, the
researchers intentionally select individuals and places to learn about or understand the
main phenomenon (Creswell, 2017b). In criterion sampling, the researcher works with
a group of participants who have specific qualities such as persons, obijects, events or
situations (BuyuUkézturk et al., 2010). For this study, three criteria were established for
participant inclusion: (1) a minimum requirement of having worked with at least two
school principals, (2) having a history of working with the same principal for at least two
years in their previous institution, and (3) having experience working in various primary
schools. These criteria were established to ensure that the participants had experience
with different school leadership behaviors, could compare structures in different schools,
and had sufficient time to express their opinions about the school principal in their last
institution. Table 1 shows the numerical data of the demographic information of the
participants.

Table 1.

The Characteristics of the Participants

Years
. Work Number Working Worked .

.. Educational . . i Location of

Participant  Gender Experience of Time at  with the .
Status .. Interview
(years) Principal  School last
Principal
P1 M BA 22 7 8 5 Self-Study
Center

P2 F BA 13 7 4 4 Classroom

P3 F MA 12 8 3 3 Classroom

P4 F BA 13 6 5 3 Teachers’ Room
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P5 M BA 20 6 7 7 Classroom

P6 F MA 15 3 6 3 Canteen

P7 F BA 23 9 8 5 Site Social Area

P8 F BA 22 12 5 3 Principals’
Office

P9 F BA 12 2 7 7 Principals’
Office

P10 M BA 24 4 12 o) Canteen

P11 F BA 22 6 7 3 House

P12 F PhD 14 6 3 3 Canteen

P13 F BA 16 3 10 5 Canteen

Data collection tool

A semi-structured interview form consisting of open-ended questions was developed to
collect data. Semi-structured interviews are flexible in nature and focus on the questions
or problems that are of interest to the data being collected (Merriam, 2015). The
phenomenological interview process is a two-way communication and interaction
process between the researcher and the participant (Ersoy, 2017). In order to express
their opinions without being limited by the researcher's point of view or previous research
findings, the participants were given open-ended questions created by the researchers
(Creswell, 2017b). The use of a semi-structured interview form was deemed appropriate
as it allowed for the participants' perspectives to not be limited, revealed their differences,
and enabled new questions to be asked during the research process.

Validity, Reliability and Ethics

The validity, reliability, and ethics of a study are highly dependent on the researcher's
adherence to ethical standards and practices (Merriam, 2015). In this study, several
measures were implemented by the researcher to minimize or eliminate any factors that
could potentially threaten the validity, reliability, and ethical considerations of the
research. These measures are presented in Table 2.

Table 2.

Measures Regarding Validity, Reliability and Ethics

Expert Opinion

Comprehensible Field Study

Participant Confirmation

Description of the data collection tool and process
Explaining the data analysis process

Internal Validity
(Credibility)

Validity o Detailed description of the participant group
F_?:g;:?elr\éili'li;? Description of sample selection
Description of the researchers’ role
Justification of the research method
Purposeful sampling
Reliability Internal reliability Audio recording of the data in order to prevent data loss

99




ONLINE ///
Journal of Qualitative Research in Education

Egitimde Nitel Arastirmalar Dergisi

Include direct citations

Appropriate discussion of the data
Checking the consistency of the data

External reliability Consensus among data
Basing findings on data
Natural generalization

Research Approval Research Permission
Ethic Participant consent form Utilization of codes for participants
Research Approval Research Permission

One commonly used strategy to enhance credibility (internal validity) in qualitative
research is using multiple data sources, extended engagement, member checking, and
expert review (Creswell, 2017b; Ersoy, 2017). In this study, several steps were taken to
minimize threats to validity and enhance credibility. These steps are shown in Table 2.
To ensure adequate engagement with the participants, face-to-face interviews were
conducted with them, and the time and place were arranged according to their
preferences. A draft interview form was evaluated by experts for content validity. The
final version of the semi-structured interview form was created after incorporating expert
opinions and pilot testing with two primary school teachers to assess the clarity and
feasibility of the questions. The pilot data were excluded from the analysis. The final
interview questions were then directed at the main participants of the study. The
interviews were conducted in appropriate settings (e.g., teacher's room, classroom,
school cafeteria, local cafe) at times agreed upon by the participants. All interviews were
audio recorded, transcribed, and checked for accuracy. The transcribed data were sent
to the participants for member checking to ensure the accuracy and completeness of
their responses. The participants confirmed that the transcripts reflected their opinions
and experiences without needing any further corrections or additions.

Transferability, which refers to the extent to which the results of a study can be applicable
to other contexts or situations, is also an important consideration in qualitative research
(Batdi, 2019). The generalization of findings from specific situations to other similar
situations is the essence of external validity (Merriam, 2015). To ensure external validity,
the research report should contain comprehensive information about the participants
and the context of the study (Christensen et al., 2015). However, it is up to the reader to
apply the findings of the study to other situations. One way to increase external validity
is to carefully select the sample using purposeful sampling methods such as criterion
sampling, which was employed in this research to determine the participant group.

To ensure participant support and protect their privacy, the researcher verbally informed
the participants about the study and obtained signed consent forms. One way to
enhance descriptive validity is by involving multiple researchers in the data collection
and interpretation process (Christensen et al., 2015). To maintain descriptive validity,
the responses from participants were cross-checked against the themes developed by
the researcher and field experts (n=3), ensuring that no response was overlooked.
Directly including narratives is another strategy that helps ensure validity in qualitative
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research (Christensen et al., 2015). In this study, the direct quotes of participants were
included under each theme to provide a more comprehensive understanding of their
perspectives. To maintain confidentiality, participants were coded as P1., P2., etc.

Data analysis

The data analysis involved using both content analysis and descriptive analysis methods.
Content analysis is a technique used to conceptualize and organize collected data by
identifying emerging concepts and determining themes that explain the data (Yildinm &
Simgek, 2006). Descriptive analysis involves providing detailed descriptions of people
and places to convey narratives (Creswell, 2017b).

Findings

Views on Strengths

The participants were asked to share their opinions about their strengths. In this sense,
the question, "Can you tell us about your strengths2" was asked to the participants. The
responses provided by the participants are shown in Table 3.

Table 3.

Participants' Views on Strengths

Sub-

Theme Theme Codes Participants f
Realizing goals P3, P5, P6, P8, P12, P13 6
- Not giving up P1, P3, P4, P10, P12, P13 6
© % Perseverance P3, P7, P8, P9 4
o< Effort P2, P7, P8 3
% qg) Insisting on insufficient spaces P2, P10 2
" @ g Standing on your feet P2 1
< Patience P11 1
5 Not needing support P4 1
& Being open to change P1, P9, P11 3
Professional development P1, P9, P10 3
§ Awareness of the need for P2, P5, P10 3
ga support
& Being open to development P1, P10 2
Not relying on experience P10 1
Positive attitudes towards life P11 1
Total 37

As shown in Table 3, two sub-themes, "belief and determination" and "progress" emerged
within the theme of strengths. The most frequently expressed views by the participants
were related to "realizing goals and not giving up", which indicated their motivation and
commitment. Participants identified strengths such as "perseverance and effort" to
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describe their motivational behaviors. These findings suggest that intrinsic motivation is
a significant driving force for the participants. Below are some examples of the
participants’ opinions regarding their strengths:

P1. | usually don't give up. | develop myself professionally. This is my 22nd year in the
profession, but this year, for example, | gave up on the method | used before while
explaining a subject. | came across another method and started to apply this method. |
realized that | got much easier results. In other words, | realized that it became much
easier for the student to understand. In this sense, | consider myself open to change and
continuously seeking ways to improve.

P10. My strengths are my life experience, seeking advice from experts in education and
social life and reading books. It has been very beneficial for me to learn from the life
experiences of others in these fields. When | face a problem on these issues, | think that
my strengths are that | do not give up and look for solutions to overcome the problem
and address it.

P13. Let me tell you, | do whatever | set my mind to. | can handle problems. As long as
| have convinced myself to do it. | can achieve the goal | set. If | want to do it, | will. This
is my strongest aspect.

Views on Weaknesses

The participants were asked to share their opinions about their weaknesses by
responding to the question, "Can you tell us about your weaknesses?" The responses
provided by the participants are summarized in Table 4.

Table 4.

Participants' Views on Weaknesses

Sub- ..
Theme Theme Codes Participants f
c Being too emotional P2, P6, P8, P12, P13 5
§ o Experiencing intense emotions P3, P6, P7 3
5.9 Getting angry quickly P1, P5 2
o é g Falling into despair P11 1
2 g ©  Extreme mercy P4 1
€ i
%
§ = Poor communication P9 1
ﬁ 2  Difficulty getting back up P13 1
£ 2 Unknown factors P10 1
8 ©  Not panicking quickly P11 1
= Inertia P6 1
Total 17
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Table 4 presents two sub-themes, "excessiveness in emotions" and "weakness in actions,"
within the theme of weaknesses. The participants mainly described their emotional states
as their weaknesses, particularly "being too emotional, experiencing intense emotions,
and getting angry quickly." Moreover, they expressed difficulties in regaining their self-
efficacy and sense of competence when facing challenges, which can lead to a sense of
hopelessness and difficulty in moving forward. While the participants seem to be aware
of their emotional states, they struggle with managing negative emotions effectively.
Several participants also reported issues with anger management. Below are a few
examples of the participants’ opinions regarding their weaknesses.

P4. My weakness is that | am overly compassionate. Sometimes my excessive compassion
can result in negative feedback towards me.

P5. | am extremely angry. It can negatively affect me at times, frankly. Sometimes |
cannot control my nerves, but | regret it later. My nerves are killing me. | wish | could be
carefree like some people who don't let things bother them. But | can't. | mean, my
character tends to worry, and my emotions can be overwhelming, making it difficult to
sleep at times.

P6. Occasionally, | struggle with a sense of inertia and being overly emotional, sensitive,
and empathetic. When my emotions become too intense, they can turn negative, leading
to a lack of motivation and feelings of negativity.

P12. Sometimes | can be very emotional. When | feel bored, | sit and cry. My weakest
part is being attached to my family.

The Participants’ Views on How School Principals' Management Styles Influence
Performance in Fulfilling Duties and Responsibilities.

The participants were asked the question "How do the management styles of school
principals reflect on your performance in fulfilling your duties and responsibilities?2". Their
responses are presented in Table 5.

Table 5.

Participants’ Views on the Relationship Between Principals’ Managerial Behavior Style and Participants'
Performance.

Sub-

Theme ™ Codes Participants f
eme

Increasing Motivation P1, P2, P3, P4, P8, P9 6

Work Commitment P4, P8, P9, P12 4

5 S Confidence Building P2, P3, P8 3

é é Encouragement P3, P4, P9 3

2 5 Feeling competent P3, P6 2

< Altruism P5, P11 2

Increase in the Performance P2 1
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Enhancing the Benefits P3 1
Fulfilling Duties Effectively P3 1
Recognizing Abilities P2 1
Experiencing Autonomy P6 1

= 3

-% Decrease in Motivation P7, P10, P13

a

£ 1

S Neglect of Duty P7

Total 29

As shown in Table 5, the participants emphasized the importance of school principals'
management styles in terms of "motivation", "work commitment", "confidence building",
and "encouragement'. They all agreed that the behavior of their managers has a
significant impact on their job performance. Some opinions expressed by the participants

on this topic are presented below:

P3. | would say the effect of the school principal's management style on the teacher's
performance is 100 percent. A positive and well-managed environment created by the
school principal leads teachers to feel more competent, come to school willingly, and
perform their duties better.

P8. The social and emotional support provided by the leader is important and this
increases my motivation at school.

P9. | believe that the support and appreciation | receive from the school principal directly
impact my confidence and success at work. The support of the administrators made me
more successful. Being appreciated by the school principal or friends makes you more
determined. You have more courage to take new steps. They supported me in the past
and helped me succeed, giving me confidence that | can succeed again in the future.

Views on Empowering Leadership

The participants were asked the question, "What should be an ideal management
approach for school principals to empower teachers? What makes you stronger?" to
obtain their views on the empowering leadership behaviors that the school principal
should exhibit. The participants' views on the characteristics of an empowering leader
are presented in Table 6.

Table 6.

The Participants’ Views on Empowering Leadership

Sub-

Theme Codes Participants f
Theme
§ % Fairness P2, P3, P6, P7, P11, P12 6
"3 S o Control and assistance through follow-up P3, P5, P6, P12, P13 5
o
ad 3 Sharing success and failure P3, P4, P8, P13 4
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Appreciating the work done P1, P2, P6, P9 4
Empowering teachers with responsibility P1, P3, P12 3
Considering suggestions P1, P6, P11 3
Good distribution of duties and P2, P10, P11 3
Building team spirit P4, P8, P9 3
Mentoring P4, P10 2
Reducing parental intervention P9, P12 2
Coaching P4, P13 2
Offering developmental training P10 1
Providing materials P12 1
Being open to innovation P13 1
Avoiding bureaucratic obstacles P10 1
Having problem solving abilities P4 1
Being open to communication P3, P6, P8, P12 4
,_§ Being open to making decisions together P1,P3,P11,P12 4
§ Speaking in a positive way P5, P6, P8, P12 4
2 Being persuasive P3, P10, P12 3
Being democratic P11,P12 2
Total 59

Two sub-themes, "supportive" and "interaction" were revealed under the supreme theme
of "features" based on the participants' opinions. The most commonly expressed opinion
under the "supportive" theme was the importance of "fairness." Participants who held this
view stated that a school principal's fair treatment would strengthen them. The second
most commonly mentioned code was "control and assistance through follow-up." This
suggests that participants seek guidance and support to contribute more to the school
and their students. The codes listed under both sub-themes generally included the social
motivation dimension, one of the exirinsic motivation factors. These codes included
appreciating the work done, empowering teachers with responsibility, mentoring,
reducing parental intervention, offering developmental training opportunities, being
open to communication, and being persuasive. The following excerpts highlight the
participants' opinions on this theme:

P1. Being appreciated and hearing positive feedback about our work strengthens our
motivation to perform better in the institution we work for.

P3. An ideal management approach for school principals should be open to
communication and decision-making together with teachers. The school principals
should be persuasive in the exchange of ideas instead of imposing them and they should
create a moderate school climate. The principal should give authority and responsibility
together and share failure. Control should be for the purpose of support, not just
inspection.
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P6. It strengthens me when the principal follows and appreciates our work and
encourages us to keep doing good work. A correct communication method and a
willingness to try new things also strengthen me.

P8. Team spirit is important, that is, being willing to do the work, being more motivated
as you succeed. The school principal should be able to establish warm relationships, not
just a strong leader-personnel relationship. The school principal should take
responsibility for both positive and negative situations. As everyone knows, all exam
responsibilities and results are attributed to the teacher. Mathematicians are always
guilty; the administrator does not take any responsibility for it.

Participants’ Views on the Risk of Discrimination in Empowering Leadership Behaviors

The participants were asked about their opinions on whether their principals engaged in
discriminatory behavior with the intention of displaying empowering leadership. The
guestion asked was, "What are your views if school principals discriminate against certain
people or make positive discrimination?" The participants' responses are presented in
Table 7.

Table 7.

Participants’ Views on the Risk of Discrimination in Empowering Leadership Behaviors

Theme  Sub-Theme Codes Participants f
Union P3, P4, P6, P9, P10, P11, P12 7
Political Opinion P3, P4, P6, P10, P12 5
Good Relations P3, P7, P10, P12 4
Favoritism Kinship, Closeness P4, P9, P12 3
Benefit P2, P11 2
o Belief P6, P10 2
é Woman P12 1
2 Positive High work experience P9, P10, P12 3
discrimination Woman P9, P12, P13 3
Empowerment Fulfilling duty P1, P5, P8 3
Low work experience P4 1
. Not giving up P10 1
Disempowerment Neglect of Duty P1 1
Total 36

Table 7 showed that the participants' opinions on the risk of discrimination caused by
empowering leadership behaviors were categorized into four sub-themes: "favoritism,"
"positive discrimination," "empowerment," and "disempowerment." Under the favoritism
sub-theme, the codes "union, political opinion, and good relations" were the most
frequently mentioned, indicating that using unions and political views as tools of
favoritism in schools may harm organizational trust. Under the positive discrimination
sub-theme, the codes "higher seniority and women" were identified. While positive
discrimination towards teachers with higher seniority and female teachers can be
perceived as a step towards equality in the organization, it is essential to ensure that it
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does not lead to further discrimination or imbalance in the workplace. Some of the
participants' opinions on the discriminatory behaviors of school principals in their
management style are presented below:

P3. The principal cannot constantly monitor the teacher's performance. He evaluates the
teacher based on what he sees and what the teacher says. | have observed that those
who have a good relationship with the manager are favored or empowered. Generally,
| think that unions and political views are influential in this regard.

P9. They have noticed positive discrimination towards teachers with higher work
experience. They received guidance to help them learn new technological skills during
this period.

P10. Teachers with high work experience will of course feel powerful when they learn
new things when they receive technological information during this period.

The principal treats people differently based on his perception of who works best for
him. He behaves differently towards those who share his views, belong to the same
union, or have similar political or world views. In general, male teachers have more
open communication with principals about this issue. Those who work harder are given
more workload.

P12. | have witnessed discrimination in many schools, which seems to be a widespread
issue in Turkey. Discrimination can occur based on factors such as family connections,
personal relationships, political affiliations, and union membership. Unfortunately, these
biases exist. Teachers also notice specific characteristics of their principals and use them
to their advantage. During the earthquake and epidemic periods, principals did not
assign teachers with higher seniority, as many senior teachers lacked computer literacy,
which was necessary during those times. Although some people believe that age makes
them better, this is not the case unless they continue to improve themselves. Many
teachers with high seniority required assistance in defining courses on the computer
during the epidemic period. Additionally, female teachers were not given social
responsibility duties during the same time frame, which was discriminatory. Society, in
general, is not open to women's visibility in public areas such as earthquake tents and
filiation works, which might explain why the principal did not assign female teachers to
these tasks. | believe that this issue stems from the patriarchal structure of society.

P13. Due to the low number of female teachers in our school, difficult tasks were not
assigned to us during the earthquake and pandemic periods. | did not receive any
assignments, as | had gone to my hometown during the earthquake. | think this could
be seen as a form of privilege given to me based on my gender.
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Results and Discussion

The research period coincided with the Elazig earthquake and the global COVID-19
pandemic, which led to the extended closure of schools and the adoption of remote
education. These circumstances influenced the participants' opinions and experiences,
especially in relation to the psychosocial variables examined in the study.

The study focused on examining empowering leadership and teacher empowerment
among primary school teachers. The findings revealed that teachers have high levels of
personal and professional self-efficacy. The participants' strengths derived from their
self-efficacy beliefs include persistence, diligence, openness to change, and
improvement. According to Bandura (1997b), individuals with high self-efficacy are
more likely to face problems and challenges head-on. The participants' views align with
the existing literature on this topic. Mache et al. (2014) found that individuals with a
strong sense of self-efficacy are more dedicated to their work. On the other hand,
participants who identified their weaknesses reported needing a recovery period after
facing setbacks. Bandura (1994) stated that individuals with low self-efficacy experience
higher levels of stress and depression in challenging situations, leading to a decline in
motivation.

Several studies have investigated the self-efficacy belief levels of teachers. For example,
Baloglu (2020), Elgit (2020), Kartal (2019), and Tschannen-Moran and Hoy (2007)
reported high levels of self-efficacy beliefs. On the contrary Uysal and Késemen (2013)
and Derbedek (2008) found medium levels. Moore and Esselman (1992) conducted a
study showing that the personal and teaching efficacy of primary school teachers was
higher than that of secondary and high school teachers. Overall, the literature suggests
that primary school teachers generally perceive their self-efficacy as high or moderate.

Many of the participants reported that the managerial style of their supervisors had a
positive impact on their job performance. This finding is consistent with numerous studies
in the literature that have found a positive correlation between the quality of the leader-
employee relationship and job performance (Cerit, 2012; Conger & Kanungo, 1988;
Dogru, 2016; Sun et al., 2012).

The participants reported that their manager's leadership style positively impacted their
performance, specifically through trust in the leader, joint decision making, positive
communication, and the leader's self-sacrifice. As a result, they became more committed
to their work and felt like a part of the solution. This increased awareness of the
participants is likely to positively impact their level of organizational commitment. Dagli
and Calik (2016) found a positive relationship between teacher empowerment, job
satisfaction, and this type of awareness.

One of the findings of the present study indicated that the participants perceived fairness
as the most significant characteristic of empowering leadership. In this sense, fair
management by the school principal plays a crucial role in establishing a trustworthy
environment in the organization. McNulty et al. (2021) argued that when organizations
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face challenges, employees might act selfishly, and the most vital factor in building
cohesive relationships is trust, which serves as a countermeasure.

Several studies have identified various factors that contribute to the empowerment of
teachers, such as strengthening autonomy and self-esteem (Bellous and Pearson, 1995),
self-confidence, cognitive growth, awareness, and effort (Batuk Turan, 2018), feelings
of self-efficacy (Conger and Kanungo, 1988; Kim and Beehr, 2017; Spreitzer, 1996),
the development of professional qualifications (Bogler and Nir, 2012; Cerit, 2007),
learning (Lorinkova et al., 2013), team interaction, and participatory decision making
(Arnold et al., 2000). It was also suggested that teacher empowerment increased
organizational commitment, belonging, and accountability (Ertork and Akgin, 2021;
Odek, 2018; Avey et al., 2009; Calisici Celik and Kiral, 2021).

The findings identified the empowering leadership characteristics as: being in control,
showing appreciation, empowering with responsibility, reducing parent pressure,
providing mentoring, coaching, being open to innovations, reducing parent intervention,
and being fair. These characteristics are similar to those identified by Arnold et al.
(2000), who suggested that empowering leadership behaviors include coaching,
informing, leading by example, interacting with the team, and involving team members
in decision-making. Lin et al. (2017) concluded that the psychological empowerment of
organization members has a direct positive effect on the individual and an indirect
positive effect on the organizational level.

The study examined the participants' perceptions of school principals' empowerment
behavior, which were classified into the categories of "nepotism," "positive
discrimination," "empowerment," and "disempowerment." The data collection period
coincided with the COVID-19 epidemic and the earthquake in Elazig, which led
participants to express their opinions influenced by these traumatic events. Some
participants reported that school principals showed positive discrimination towards
female teachers and favored certain teachers during social tasks, such as distributing
aid and dealing with disaster victims. It can be inferred that some participants do not
understand the empowering leadership style, as they perceive tasks not given as
empowerment and label them as nepotism. In a similar vein, Cevahir (2004) found that
employees perceive the delegation of empowering leadership behaviors as an increase
in their workload. Batuk Turan (2018) argues that in order to apply and manage
empowerment correctly, the concept of empowerment must first be understood correctly.
Empowerment reflects the interaction between an individual's perceptions and the
conditions of the work environment (Dogan & Kilig, 2007). Studies by Guimis (2013),
Kogak (2016), and Konan and Celik (2017) suggest that teachers' perceptions of the
empowering leadership of school principals differ significantly by gender. However,
Bayin (2021) and GUmUis (2013) found no significant difference by gender. Spreitzer et
al. (1997) found that women feel less empowered due to their symbolic status. Konan
and Celik (2017) and Mete (2004) suggest that the reason for the difference in favor of
male teachers is the male-dominated school principalship, and this situation has been
interpreted as gender solidarity.
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Participants reported that teachers with higher seniority were generally empowered,
which was attributed to the development of computer literacy during the pandemic and
the informal technopedagogical support provided by school principals in hardware and
software issues, leading to psychological empowerment. As per Han et al. (2021), the
increase in senior teachers' technological knowledge and experience of distance
education has led to the development of their digital literacy. Turan (2020) also
suggested that school principals aimed to support teachers' professional development in
technology during the COVID-19 pandemic. These findings suggest that school
principals tend to empower teachers with higher seniority. Bellous and Pearson (1995)
noted that powerlessness could hinder people from continuing their projects, while Leach
et al. (2003) emphasized that empowerment can foster cognitive growth and facilitate
awareness through knowledge transfer. Kim and Beehr (2017) found a positive
relationship between employees' self-efficacy and psychological ownership behavior with
empowering leadership. Additionally, Rodriguez-Sdnchez et al. (2021) highlighted the
importance of taking into account the wishes and expectations of employees who want
to receive in-service training or attend courses.

Recommendations

As a result, it is crucial for school principals to realize that they share a common purpose
with their teachers and that the institution can only achieve its goals together with them.
Empowering leadership behaviors have been shown to increase managerial and
organizational effectiveness. Therefore, while implementing such behaviors, school
principals should view leadership and power delegation as a process of sharing
responsibility and power rather than losing control. They should also aim to enhance
teachers' initiative and autonomy.

The school principal should assign authority and responsibility to teachers based on their
individual strengths and provide them with opportunities and encouragement for
professional development. This behavior can increase a teacher's performance by
boosting their self-efficacy beliefs and enabling them to make a more positive
contribution to the organization.

The school principal should also understand that trust, justice, and support are essential
elements for strengthening teachers, and that they serve as the primary sources of
extrinsic motivation that contribute to organizational resilience. Research findings
indicate that rewards are an important source of teachers' extrinsic motivation. However,
the current award directive may limit the school principal's ability to offer rewards, as
they may be subject to rejection by higher authorities. As such, it may be suggested to
amend the legislation to grant the school principal the authority to award such rewards.
According to the results, school principals generally hold a positive view towards unions.
However, it is recommended that during their duty as school principals, they should not
hold membership positions in unions.

110



ONLINE ///
Journal of Qualitative Research in Education

Egitimde Nitel Arastirmalar Dergisi

References

Ahearne, M., Mathieu, J., & Rapp, A. (2005). To Empower or Not to Empower Your Sales Force? An
Empirical Examination of the Influence of Leadership Empowerment Behavior on Customer
Satisfaction and Performance. Journal of Applied Psychology, 90(5), 945-955.

Annarelli, A., & Nonino, F. (2016). Strategic and Operational Management of Organizational Resilience:
Current State of Research and Future Directions. Omega(62), 1-49.
https://doi.org//10.1016/|.omega.2015.08.004

Arnold, J. A., Arad, S., Rhoades, J. A., & Drasgow, F. (2000). The empowering leadership
questionnaire:the construction and validation of a new scale for measuring leader behaviors.
Journal of Organizational Behavior, 21, 249-269. https://doi.org/10.1002/(SICI)1099-
1379(200005)21:3<249::AID-JOB10>3.0.CO;2-%23

Avey, J. B., Avolio, B. J., Crossley, C. D., & Luthans, F. (2009). Psychological ownership: theoretical
extensions, measurement and relation to work outcomes. Journal of Organizational Behavior, 30(2),
173-191. https://doi.org/10.1002/j0b.583

Avidov-Ungar, O., Friedman, I., & Olshtain, E. (2014). Empowerment amongst teachers holding
leadership positions. Teachers and Teaching: theory and practice, 20(6), 704-720.
https://doi.org/10.1080/13540602.2014.885706

Baloglu, C. (2020). Sm:f@@refn_wenleriqin Oz Yeterlilik inanclari ile Orgiitsel Yaraticilik Dizeyleri Arasindaki
lliski (Kitahya Merkez llgesi Ornegi). [Yayimlanmamis yiksek lisans tezi]. T.C Aydin Adnan
Menderes Universitesi Sosyal Bilimler EnstitUs0.

Bandura, A. (1997b). Self-Efficacy The Exercise of Control. New York: W.H. Freeman and Company.
Batdi, V. (2019). Meta-Tematik Analiz Ornek Uygulamalar. Ani Yayincilik.

Batuk Turan, S. (2018). Yapisal Giglendirme: Bir Olgek Gelistirme Calismast. Journal of Yasar University,
13(49), 101-111.

Bayin, M. A. (2021). Okul Midirlerinin Giglendirici Liderlik Dizeyi ile'(jgrefn].enlerin Orgiitsel Muhalefeti
Arasindaki lligki. [Yayimlanmamig yUksek lisans tezi]. T.C. Inéni Universitesi Egitim Bilimleri
EnstitUsu.

Bellous, J. E., & Pearson, A. T. (1995). Empowerment and Teacher Education. Studies in Philosophy and
Education, 14(1), 49-62.

Bhamra, R., Dani, S., & Burnard, K. (2011). Resilience: the concept, a literature review and future
directions. International Journal of Production Research, 18, 5375-5393.

Blase, J., & Blase, J. (1996). Facilitative School Leadership and Teacher Empowerment: Teacher's
Perspectives. Social Psychology of Education, 1(2), 117-145.

Bogler, R., & Nir, A. E. (2012). The importance of teachers’ perceived organizational support to job
satisfaction What's empowerment got to do with it2 Journal of Educational Administration, 50(3),
287-306. https://doi.org/10.1108/09578231211223310

Burke, B. W. (1986). Leadership as Empowering Others. |. S. Srivastva icinde, Executive power (s. 51-77).
San Francisco: Jossey-Bass.

111


https://doi.org/10.1016/j.omega.2015.08.004
https://doi.org/10.1002/(SICI)1099-1379(200005)21:3%3c249::AID-JOB10%3e3.0.CO;2-%23
https://doi.org/10.1002/(SICI)1099-1379(200005)21:3%3c249::AID-JOB10%3e3.0.CO;2-%23
https://doi.org/10.1002/job.583
https://doi.org/10.1080/13540602.2014.885706
https://doi.org/10.1108/09578231211223310

ONLINE ///
Journal of Qualitative Research in Education

Egitimde Nitel Arastirmalar Dergisi

Cerit, Y. (2012). Lider Uye Etkilesimi ile Ogretmenlerin Performanslari Arasindaki iliski. Balikesir University
The Journal of Social Sciences Institute, 15(28), 33-46.

Cevahir, H. (2004). Guglendirici Liderlik Davraniglarl Ile Orgitsel Bagllik ve Is Tatmini Arasindaki iliski
Uzerine Bir Aragtirma. [Yayimlanmamig yUksek lisans tezi]. T.C. Gebze Yiksek Teknoloji Enstitisi
Sosyal Bilimler Enstitiso.

Cheong, M. (2017). Empowering Leadership: A Comprehensive Perspective And Tests With Multiple
Methods And Studies. New York: Binghamton University.

Christensen, L. B., Johnson, R. B., & Turner, L. A. (2015). Arastirma Yéntemleri Desen ve Analiz. (A. Aypay,
Cev.) Ankara: Ani Yayincilik.

Colbert, J. A., Brown, R. S., Choi, S., & Thomas, S. (2008). An Investigation of the Impacts of Teacher-
Driven Professional Development on Pedagogy and Student Learning. Teacher Education Quarterly,
35(2), 135-154. https://www.|stor.org/stable/23479228 adresinden alindi

Conger, J. A., & Kanungo, R. N. (1988). The Empowerment Process: Integrating Theory and Practice.
Academy ol Management Review, 13(3), 471-482.

Creswell, J. W. (2017b). Egitim Arastrmalari Nicel ve Nitel Aragtirmanin Planlanmasi, Yiritilmesi ve
Degrlendirilmesi. (H. Eksi, Cev.) Istanbul: Edam.

Creswell, J. W. (2017c). Nitel Arastirmacilar Icin 30 Temel Beceri. (H. Ozcan, Cev.) Ankara: Ani Yayincilik.
Creswell, J. W. (2018). Bes Nitel Aragtirma Yaklagimi. (M. Butin, & S. B. Demir, Cev.) Siyasal Kitabevi.

Cunningham, |., Hyman, J., & Baldry, C. (1996). Empowerment: the power to do what? Industrial Relations
Journal, 27(2), 143-154. https://doi.org/10.1111/].1468-2338.1996.tb007 64 .x

Galisici Celik, N., & Kiral, B. (2021). Ogretmen Guclendirme Stratejileri: Yapilamama Nedenleri ve
C6z0m Onerileri. Journal of Qualitative Research in Education(29), 179-202. hitps://doi.org/
10.14689/enad.29.7

Dagh, E., & Calik, T. (2016). ilkégretim Okullarinda Mdorlerin Kullandiklari Etkileme Taktiklerinin

Ogretmenlerin Orgitsel Vatandaslk Davranislari ve Okul Farkindaligi ile iliskisi. Kuram ve
Uygulamada Egitim Yénetimi, 22(1), 29-58. https://doi.org/10.14527/kuey.2016.002

Derbedek, H. (2008). ilkégretim Okul Mudirlerinin Ogretimsel Liderlik Ozelliklerinin Ogretmenlerin
Ozyeterlikleri Uzerindeki Etkileri. [Yayimlanmamisg yUksek lisans tezi]. Pamukkale Universitesi Sosyal
Bilimler Enstitusy.

Dogan, S., &Kilig, S. (2007). Orgtn‘sgl Baglihigin Saglanmasinda Personel Giiclendirmenin Yeri ve Onemi.
Erciyes Universitesi lktisadi ve Idari Bilimler Fakdltesi Dergisi(29), 37-61.

Dogru, G. (2016). Guglendirici Liderlik ve Pozitif Orgutsel Davranig Arasindaki iliskinin Incelenmesi.
IV.Orgutsel Davranig Kongresi (s. 659-664). Adana: Cukurova Universitesi.

Dwivedi, R. S. (1998). Empowerment: Theoretical Perspectives and Applications in Indian Organisations.
Indian Journal of Industrial Relations, 34(2), 164-182.

Elgit, B. (2020). Sinif Ogretmenlerinin Oz Yeterlik 'I:nanglarl ile Sinif ici Davranislarinin incelenmesi.
[Yayimlanmamisg yiksek lisans tezi]. Cukurova Universitesi Sosyal Bilimler Enstitisu.

Ersoy, A. F. (2017). Fenomenoloji. A. Saban, & A. Ersoy icinde, Egitimde Nitel Aragtirma Desenleri (s. 81-
138). Ani Yayincilik.

112



https://www.jstor.org/stable/23479228
https://doi.org/10.1111/j.1468-2338.1996.tb00764.x
https://doi.org/%2010.14689/enad.29.7
https://doi.org/%2010.14689/enad.29.7
https://doi.org/10.14527/kuey.2016.002

ONLINE ///
Journal of Qualitative Research in Education

Egitimde Nitel Arastirmalar Dergisi

Ersoy, A. F. (2017). Fenomenoloji. A. Saban, & A. Ersoy (DU) icinde, Egitimde Nitel Aragtirma Desenleri (s.
81-138). Ani Yayincilik.

Erturk, R., & Akgin, N. (2021). Ogre’rmenlqrin davranigsal giclendiriimesi ile drgutsel adanmigliklar
arasindaki iligki. Abant Izzet Baysal Universitesi EJitim Fakiltesi Dergisi, 21(4), 1212 - 1229.
https://doi.org/10.17240/aibuefd.2021..-998170

Flaherty, A. (2018). Power and Empowerment in Schools. Contemporary Pedagogies in Teacher Education
and Development, 23. https://doi.org/10.5772/intechopen.76483

Frugo, J. A., Johnston, A. E., Mccauley, B. J., & Navarro, K. C. (2016). Leading character: An investigation
into the characteristics and effective practices of character education leaders. University of Missouri-
Saint Louis.

Goo, L., Janssen, O., & Shi, K. (2011). Leader trust and employee voice: The moderating role of
empowering leader behaviors. The Leadership Quarterly(22), 787-798.

Goyne, J., Padgett, D., Rowicki, M. A., & Triplitt, T. (1999). The Journey to Teacher Empowerment.

Gumus, A. (2013). llkokul Yéneticilerinde Giglendirici Liderlik Davraniglari lle Ogretmenlerde Orgitsel
Baglilik lliskisi: Psikolojik Giglendirmenin Aracilik Roli (Ankara Ili Ornegi). [Yayimlanmamis yGksek
lisans tezi]. T.C. Gazi Universitesi Egitim Bilimleri EnstitUs0.

Han, F., Demirbilek, N., & Demirtag, H. (2021). Okul Yoneticisi ve Ogrefmenlerin Koronaviris (COVID-
19) Salgini Strecinde Yuritolen Uzaktan Egitime lliskin Gérisgleri. Cumhuriyet Uluslararasi Egitim
Dergisi, 10(3), 1168-1193.

Holt, R., & Sandberg, J. (2013). Fenomenoloji ve Orgit Teorisi. H. Tsoukas, & R. Chia icinde, Felsefe ve
Orgdt Teorisi (. Anil, Cev., s. 215-249). Ankara: Nobel.

Honold, L. (1997). A review of the literature on employee empowerment. Empowerment in Organizations,
5(4), 202-212.

Kahraman, U., & Celik, O. T. (2020). Ogretmen Giclendirme Uzerine Yapilan Arastirmalara Yénelik
Tematik Bir Inceleme. AVRASYA Uluslararasi Arastirmalar Dergisi, 8(21), 151 - 177.

Kartal, M. (2019). Ogretmenlerin Oz-Yeterlik inang{gri lle ise Yabancilasmalari Arasindaki iliski.
[Yayimlanmamig yUksek lisans tezi]. Dumlupinar Universitesi Egitim Bilimleri EnstitUso.

Keiser, N. M., & Shen, J. (2000). Principals' and Teachers' Perceptions of Teacher Empowerment. Journal
of Leadership Studies, 7(3), 115-121. https://doi.org/10.1177/107179190000700308

Kim, M., & Beehr, T. A. (2017). Self-Efficacy and Psychological Ownership Mediate the Effects of
Empowering Leadership on Both Good and Bad Employee Behaviors. Journal of Leadership
&Organizational Studies, 24(4), 466-478.

Kiral, B. (2015). Lise Yéneticilerinin Ogretmenleri Giiglendirmesi ve Ogrefrpenlerin Kayitsizlik (Sinizm)
Davranigi lle lligkisi. [Yayimlanmamig doktora tezi]. T.C. Ankara Universitesi Egitim Bilimleri
EnstitUsU.

Kogak, S. (2016). Ortadgretim Kurumlarindaki Psikolojik Sézlegme Uzgrinde Guglendirici - Liderlik
Davraniglarinin Roli. [Yayimlanmamig doktora tezi]. Hacettepe Universitesi Egitim Bilimleri
EnstitUsU.

113


https://doi.org/10.17240/aibuefd.2021..-998170
https://doi.org/10.5772/intechopen.76483
https://doi.org/10.1177/107179190000700308

ONLINE ///
Journal of Qualitative Research in Education

Egitimde Nitel Arastirmalar Dergisi

Konan, N., & Celik, O.T. (2017). Okul Mudurlerinin Guglendirici Liderligine iliskin Ogretmen Algisi. Bartin
Universitesi Egitim Fakdiltesi Dergisi, 6(1), 322-335. hitps://doi.org/10.14686/buefad.274186

Konczak, L. J., Stelly, D. J., & Trusty, M. L. (2000). Defining And Measuring Empowering Leader Behaviors:
Development Of An Upward Feedback Instrument. Educational and Psychological Measurement,
60(2), 301-313.

Leach, D. J., Wall, T. D., & Jackson, P. R. (2003). The effect of empowerment on job knowledge: An
empirical fest involving operators of complex technology. Journal of Occupational and
Organizational Psychology, 76, 27-52.

Lee, A. N., & Nie, Y. (2014). Understanding teacher empowerment: Teachers’ perceptions of principal’s
and immediate supervisor's empowering behaviours, psychological empowerment and work-
related outcomes. Teaching and Teacher Education, 41, 67-79.
https://doi.org/10.1016/|.tate.2014.03.0

Lin, M., Wu, X., & Ling, Q. (2017). Assessing the effectiveness of empowerment on service quality: A multi-
level study of Chinese tourism firms. Tourism  Management, 61, 411-425.
https://doi.org/10.1016/|.tourman.2017.03.001

Lorinkova, N. M., Pearsall, M. J., & Jr., H. P. (2013). Examining The Differential Longitudinal Performance
Of Directive Versus Empowering Leadership In Teams. Academy of Management Journal, 56(2),
573-596.

Mache, S., Vitzthum, K., Wanke, E., Groneberg, D. A., Klapp, B. F., & Danzer, G. (2014). Exploring the
impact of resilience, self-efficacy, optimism and organizational resources on work engagement.
Work(47), 491-500.

Maeroff, G. |. (1988). A Blueprint for Empowering Teachers. Phi Delta Kappan, 69(71), 472-477.

Martin, A. M. (2013). Empowering Leadership Developing Behaviors for Success. lllinois: American Library
Association.

Martin, S. L., Lioo, H., & Campbell, E. M. (2013). Directive Versus Empowering Leadership: A Field
Experiment Comparing Impacts On Task Proficiency And Proactivity. Academy of Management
Journal, 56(5), 1372-1395.

McNulty, E. J., Hertelendy, A., & Gogalniceanu, P. (2021, 11 10). Afet ve Kriz Dénemlerinde Uzaktan
Calisan Bir Ekibi Yénetmek. https://hbriurkiye.com/: https://hbrturkiye.com/blog/afet-ve-kriz-
donemlerinde-uzaktan-calisan-bir-ekibi-yonetmek adresinden alindi

Merriam, S. B. (2015). Nitel Arashrma Desen ve Uygulama igin Bir Rehber. (S. Turan, Cev.) Ankara: Nobel
Akademik Yayincilik.

Mete, A. (2004). ilkégreﬁm Okullarinda Ogretmenlerin Guclendirilmesi. XIll Ulusal Egitim Bilimleri
Kurultayi. Malatya: Inén0 Universitesi Egitim Fakultesi.

Miles, M. B., & Huberman, A. M. (2016). Nitel Veri Analizi. (S. Akbaba Altun, & A. Ersoy, Cev.) Ankara:
Pegem Akademi.

Moore, W. P., & Esselman, M. E. (1992). Teacher Efficacy, Empowerment, and a Focused Instructional
Climate: Does Student Achievement Benefite

Morse, J. (2018). Reframing Rigor in Qualitative Inquiry. N. K. Denzin, & Y. S. Lincoln icinde, The SAGE
Handbook of Qualitative Research (s. 1373-1409). SAGE Publications.

114



https://doi.org/10.14686/buefad.274186
https://doi.org/10.1016/j.tate.2014.03.0
https://doi.org/10.1016/j.tourman.2017.03.001
https://hbrturkiye.com/:%20https:/hbrturkiye.com/blog/afet-ve-kriz-donemlerinde-uzaktan-calisan-bir-ekibi-yonetmek
https://hbrturkiye.com/:%20https:/hbrturkiye.com/blog/afet-ve-kriz-donemlerinde-uzaktan-calisan-bir-ekibi-yonetmek

ONLINE ///
Journal of Qualitative Research in Education

Egitimde Nitel Arastirmalar Dergisi

Odek, S. N. (2018). Transformational Leadership and Organizational Citizenship Behavior, Kenya.
American Journal of Educational Research, 6(6), 845-857. hitps://doi.org/10.12691/education-6-
6-39

Park, J. G., Kim, J. S., Yoon, S. W., & Joo, B.-K. (2017). The effects of empowering leadership on
psychological well-being and job engagement The mediating role of psychological capital.
Leadership & Organization Development Journal, 38(3), 350-367. hitps://doi.org/10.1108/LODJ-
08-2015-0182

Patton, M. Q. (2015). Qualitative Research & Evaluation Methods. SAGE Publications.

Prawat, R. S. (1991). Conversations With Self and Settings: A Framework for Thinking About Teacher
Empowerment. American Educational Research Journal, 28(4), 737-757.
https://doi.org/10.3102/00028312028004737

7

Rodriguez-Sdnchez, A., Guinot, J., Chiva, R., & Lépez-Cabrales, A. (2021). How to emerge stronger:
Antecedents and consequences of organizational resilience. Journal of Management &
Organization, 442-459. hitps://doi.org/10.1017/jm0.2019.5

Saban, A. (2008). Okula iliskin Metaforlar. Kuram ve Uygulamada Egitim Yénetimi(55), 459-496.

Short, P. M., & Rinehart, J. S. (1992). School Participant Empowerment Scale: Assessment Of Level Of
Empowerment Within The School Environment. Educational and Psychological Measurement, 52(4),
951-960. https://doi.org/10.1177/0013164492052004018

Sprague, J. (1992). Critical perspectives on teacher empowerment. Communication Education, 41(2), 181-

203. https://doi.org/10.1080/03634529209378879

Spreitzer, G. M. (1996). Social Structural Characteristics Of Psychological Empowerment. Academy of
Management Journal, 39(2), 483-504.

Spreitzer, G. M., Kizilos, M. A., & Nason, S. W. (1997). A Dimensional Analysis of the Relationship between
Psychological Empowerment and Effectiveness, Satisfaction, and Strain. Journal of Management,

679-704. https://doi.org/10.1016/s0149-2063(97)90021-0

Srivastava, A., Bartol, K. M., & Locke, E. A. (2006). Empowering Leadership In Management Teams: Effects
On Knowledge Sharing, Efficacy, And Performance. Academy of Management Journal, 49(6),
1239-1251.

Sun, L.-Y., Zhang, Z., J. Q., & Chen, Z. X. (2012). Empowerment and creativity: A cross-level investigation.
The Leadership Quarterly, 23(1), 55-65. https://doi.org/10.1016/|.leaqua.2011.11.005

Sweetland, S. R., & Hoy, W. K. (2000). School Characteristics and Educational Outcomes: Toward an
Organizational Model of Student Achievement in Middle Schools. Educational Administration
Quarterly, 36(5), 703-729.

Sikoglu, E., & ince Guiney, Y. (2020). 24 Ocak 2020 Sivrice (Elazig) Depremi‘nin Kent Merkezindeki
Yansimasi  Uzerine Cografi Bir Degerlendirme. Direncglilik Dergisi, 4(2), 275-292.
https://doi.org/10.32569/resilience.779242

Tarrant, M. (2010). The organisation: Risk, resilience and governance. The Australian Journal of
Emergency Management, 25(2), 13-17.

T.C. ICISLERI BAKANLIGI. (2022, 01 10). Afet ve Acil Durum Yénetimi Baskanhigi Deprem Dairesi
Bagkanligi: hitps://deprem.afad.gov.tr/tarihteBuAy2id=79 adresinden alind

115



https://doi.org/10.12691/education-6-6-39
https://doi.org/10.12691/education-6-6-39
https://doi.org/10.1108/LODJ-08-2015-0182
https://doi.org/10.1108/LODJ-08-2015-0182
https://doi.org/10.3102/00028312028004737
https://doi.org/10.1017/jmo.2019.5
https://doi.org/10.1177/0013164492052004018
https://doi.org/10.1080/03634529209378879
https://doi.org/10.1016/s0149-2063(97)90021-0
https://doi.org/10.1016/j.leaqua.2011.11.005

ONLINE ///
Journal of Qualitative Research in Education

Egitimde Nitel Arastirmalar Dergisi

Terry, P. M. (2021, 06 08). Empowering Teachers As Leaders. http://www.nationalforum.com/:
http://www.nationalforum.com/Electronic%20Journal%20Volumes/Terry,%20paul%20M.%20Emp
owering%20Teachers%20As%20Leaders.pdf adresinden alindi

Tschannen-Moran, M., & Hoy, A. W. (2007). The differential antecedents of self-efficacy beliefs of novice
ond experienced teachers. Teaching and Teacher Education, 23(6), 944-956.
https://doi.org/10.1016/j.tate.2006.05.003

Turan, S. (2020). COVID-19 Sirecinde Okul Midirlerinin Teknolojik Liderligi. Milli Egitim Dergisi, 49(1),
175-199. hitps://doi.org/ 10.37669/milliegitim.788133

Uysal, ., & Késemen, S. (2013). Ogretmen Adaylarinin Genel Oz-Yeterlik inanclarinin incelenmesi. Egitim
ve Ogretim Aragtirmalari Dergisi, 2(2), 217-226.

Vecchio, R. P., Justin, J. E., & Pearce, C. L. (2021). Empowering leadership: An examination of mediating
mechanisms within a hierarchical structure. The Leadership Quarterly, 21(3), 530-542.
https://doi.org/10.1016/j.leaqua.2010.03.014

Yildinm, A., & Simsek, H. (2006). Sosyal Bilimlerde Nitel Arastirma Yéntemleri. Ankara: Seckin Yayinevi.

Yukl, G. (1989). Managerial Leadership: A Review of Theory and Research. Journal of Management, 15(2),
51-289.

116


https://doi.org/10.1016/j.tate.2006.05.003
https://doi.org/%2010.37669/milliegitim.788133
https://doi.org/10.1016/j.leaqua.2010.03.014
https://doi.org/10.1016/j.leaqua.2010.03.014

ONLINE ///
Journal of Qualitative Research in Education

Egitimde Nitel Arastirmalar Dergisi

Genisletilmis Torkge Ozet

Caligmanin Amaci: Bu araghrmanin amaci, sinif égretmenlerinin, kendilerine ait gig
algilari, 6gretmen giglendirme ve guclendirici liderlige iliskin gérislerini incelemektir.

Aragtirma Sorulari: Arastirmanin amaci dogrultusunda katiimcilara:
1. GUglu ve zayif yénlerinize iligkin gérugleriniz nelerdir?

2. Okul mudurlerinin yénetim tarzlarinin, gérev ve sorumluluklarini gerceklestirmedeki
performanslarina yansimalari ne sekildedir?

3. Okul mudurlerinin 6gretmenleri giclendirmeleri icin ideal bir yénetim anlayigi nasil
olmalidir? Sizi ne giglendirir?

4. Okul mudurlerinin guglendirici liderlik davraniglarini gosterirken belirli kisilere pozitif
ayrimcilik yaptigi séyleniyor. Bu konuda ne disiniyorsunuz? sorulari yéneltilmistir.

Literatir Aragtirmasi: GUnimoizde orgutlerin karsilasacagr  firsatlar, tehditler ve
belirsizlikler 6ngérilemez bir hal almighr. Bu durumla birlikte liderlik yaklagimlari da
degismistir. Geleneksel yénetim yapilari yerine liderin gictini paylasacagi, karara katilip
risk ve sorumluluk almasini saglayacagi, kendi kér noktalarini gérecek ve bunlar
dégrenebilecegi guglendirilmis takipgilere ihtiyaci oldugu gérilmektedir. Giglendirme,
gUc¢ sahibi tarafindan isi dodru yapan isgérenle gict paylasmayi esas alan yonetsel bir
surectir (Burke, 1986). Ozyeterligi besleyen &nemli bir kaynaktir. Gigsizlogin etkilerine
kargi koymayr amacglar, insanlarin gicine ket vuran engelleri kaldirmaya yénelikir.
Guglendirme sureclerinde olmasi gereken, daha énce gigsiz olan bireylerin kendilerini
bir seyler séyleyebilen ve yapabilen insanlar olarak hayal etmeye basladiklari bir alg:
degisikligi meydana getirmesidir (Bellous ve Pearson, 1995). Son zamanlarda 6rgutsel
etkililigi saglamada bir arac olarak guglendirmenin gerekliligi vurgulanmaktadir.
Guglendirici liderligin kuramsal izleri ilk olarak Ohio State Universitesi liderlik
calismalarinda goértlmektedir (Srivastava ve digerleri, 2006). Giclendirici liderlik, etkili
yoneticilerin liderlik tarzi 6zelliklerinde astlarin katlimini saglama, astlara danigma,
astlarin yetkilendirilmesi ve astlara destek verme ayirt edici davraniglar olarak ifade
edilmektedir (Yukl, 1989). Guiclendirici liderlik; belirli bir lider davranigi yoluyla liderin
takipgilere, ekiplere veya kolektiflere daha fazla 6zerklik ve sorumluluk tahsis ettigi lider
davranigi olarak tanimlanabilir (Cheong, 2017; Cunningham ve digerleri, 1996; Gao
ve digerleri, 2011; Vecchio ve digerleri, 2021). Guiclendirici liderlik; given, inang,
beklenti ve bagimsizlik bilesenlerinin Uzerine bina edilmistir (Martin A. M., 2013).
Guglendirici liderlik, liderlerin yiuksek seviyede takdir etme ve karar verme yetkisinin
takipgilerinin eline gegmesine izin vererek onlara daha fazla givenmelerini gerektirir
(Lorinkova ve digerleri, 2013). Guglendirici liderligin takim etkilesimi Gzerindeki en
dogrudan etkisi, bir takimda psikolojik giglenme hissi ile kendini gésterir (Cheong,
2017). Guglendirici liderlik, gérev yeterliligini ve proaktif davraniglari artirmaktadir
(Martin ve digerleri, 2013). Arastrmalar, égretmenlerin calishgi kosullarin genellikle
dégretmenleri yeterlik, basari ve 6z deger duygusundan yoksun birakacak sekilde

117




ONLINE ///
Journal of Qualitative Research in Education

Egitimde Nitel Arastirmalar Dergisi

kurgulandigini ve bunun sonucunda da 8gretmenlere gigsizlik duygusu yasathigini dne
sUrmektedir (Kahraman ve Celik, 2020; Kiral, 2015; Sprague, 1992; Terry, 2021). Alan
yazinda okul miudirinin sergiledigi davraniglarin 8gretmenin Uzerinde etkisi olduguna
dair kanitlar sunulmaktadir. Ogretmen giclendirme etkilesimli bir strectir (Avidov-
Ungar ve digerleri, 2014; Honold, 1997). Bir mbdurin giglendirmeye elverigli bir ortam
yaratmasi, gUclendirme ideallerini gdstermesi, giclendirmeye ydnelik tim cabalar
tegvik etmesi ve tUm giclendirme adimlarini desteklemesi esastir. Terry (2021) basarih
okullari; liderlerin dgretmenlerin yaratici enerjisini surekli iyilestirmeye calishg okullar
oldugunu ifade etmektedir. Ogretmenlerin giclendirilmesi, statilerini, bilgilerini ve
karar verme sUreclerine erigimlerini gelistirmeyi icerir (Maeroff, 1988). Guclendirme,
dgretmenlerin dgretme ve 6grenme kosullariyla ilgili kritik kararlar kontrol etme gicU
acisindan tanimlanir ve 8l¢ilor (Sweetland ve Hoy, 2000). Karar verme firsatlarinin
saglanmasi ve artan sorumluluklarin tegvik edilmesi, 6gretmenin giglendirilmesi
sUreclerinin  kavramsallagtirilmasina  hékim olan  faktérlerdir  (Flaherty, 2018).
Guglendirilmis 6gretmen gereksiz denetimlerden, haksiz yargilamalardan kurtulmusg
“5zg0r”  6gretmendir (Prawat, 1991). Ogretmenlere kendi profesyonel buyiome
planlarini olusturma yetkisi verildiginde, i¢csel motivasyonunun ortaya ciktigi, 6gretme ve
dgrencilerinin yasamlarini iyilestirme tutkularinin ve 6zerkliginin biytk 6lgide arthd
goriulmektedir (Colbert ve digerleri, 2008; Frugo ve digerleri, 2016; Keiser ve Shen,
2000).

Yéntem: Bu arastirmada, nitel arashrma yéntemlerinden olgubilim (fenomenoloji)
deseni benimsenmigtir. Arastirmanin katilimcr grubunu, 2020-2021 egitim-6gretim
yilinda Elézig il merkezinde farkh okullarda gérev yapan génollo 13 sinif 6gretmeni
olusturmaktadir. Katilimer grubu belirlenirken amacli érnekleme yéntemlerinden 6lcit
ornekleme teknigi kullanilmighir. Bu kapsamda arastirmaya déhil edilecek katiimeilar
icin Ug 6lcut belirlenmistir. Bu 6lcUtlerden birincisi en az iki okul midors ile caligmig
olmasi, son ¢alismig oldugu kurumda midurd ile en az iki yil caligmig olmasi ve farkl
okullarda gérev yapmis olmasidir. Bu élgitlerin belirlenmesindeki amag, katilimcilarin
farkli okul mudurlerinin liderlik davraniglarina iliskin algiya sahip olmasi, farkl
okullardaki yapilari kargilagtirabilmesi ve son calishgr kurumda okul miudirt hakkinda
g6ris bildirecek stre gecirmis olmasidir.

Sonug ve Tarhgma: Arastirma sonuclari, 6gretmenlerin kisisel ve mesleki 6z yeterliklerinin
yUksek dizeyde oldugunu géstermistir. Katihmcilarin yiksek 6z yeterlik inanclarindan
kaynaklanan gicl yonleri pes etmeme, gayretli olma, degisime acik olma, gelismeye
acik olmadir. Bandura (1997b) 6z yeterligi yuksek olan kiginin sorunlarla karsilastiginda
micadele etme olasihginin yiksek olacagini goéstermektedir. Katilimalarin ¢ogu,
mUdurlerinin ydnetimsel tarzinin gérevlerini gerceklestirme sirecinde performanslarini
olumlu yénde etkiledigini ifade etmistir. Literatirde bircok calismada lider-isgéren
arasindaki iligkinin niteligi ile performans arasinda olumlu iligki bulunmustur (Cerit,
2012; Conger ve Kanungo, 1988; Dogru, 2016; Sun ve digerleri, 2012). Katihmcilar
lidere givenin, ortak karar almanin, olumlu iletisimin ve liderin gosterdigi 6zverinin
kendilerini daha da giclendirdigini, bunun sonucunda islerine daha siki sarildiklarini,
¢6zUmUn bir parcasi olduklarini belirtmiglerdir. Katiimcilarda olusan bu farkindaligin
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érgutsel baglilik duzeyini pozitif yénde artiracagdi ifade edilebilir. Dagh ve Calik (2016)
bu farkindaligin 6gretmen giclendirme ve is doyumu dizeyleri arasinda pozitif iligkisinin
oldugu sonucuna ulasmighr. Arastirma sonuglarindan biri de okul midirinin adil ve
guvenilir olmasinin  giclendirici  liderligin en &nemli &zelliklerinden oldugunu
gostermektedir. Okulun adaletle yénetilmesinin kurumda given ortaminin olugsmasina
énemli bir katki sagloyacadr sonucuna ulagilmighir. Bulgularin  ortaya ¢ikardig
giglendirici lider ozellikleri; kontrol amagh takip etme, takdir etme, sorumlulukla
beraber yetki verme, mentérlik yopma, kogluk yapma, yeniliklere agik olma, veli
mUdahalesini azaltma ve adil olma seklinde ifade edilmistir. Arnold ve digerleri (2000)
bu bulgulara benzer olarak guglendirici liderlik davraniglarinin kogluk, bilgilendirme,
drnek olarak énciluk etme, ekip ile etkilesim, katilimer karar verme oldugunu belirtmistir.
Katihmcilara okul modirontn kimleri giglendirdigi sorusu ydneltilmistir. Katilimeilar okul
mUdurlerinin guglendirme davranigini “Kayirmacilik”, “Pozitif ayrimailik”, “Giglendirme”,
“Gugsuzlestirme” kategorilerinde anlamlandirmigtir.  Verilerin  toplandigi  dénemin
COVID-19 salginina ve Eldzig ilinde yagsanan deprem sonrasina denk gelmesi, katilime
g6rislerinin bu travmatik dénemlerin olgusunu aksettirmesine yol agmigtir. Deprem ve
COVID-19 salgini déneminde 6gretmenlere verilen sosyal gérevlerde (yardim dagitma,
AFAD calisma ekiplerinde yer alma, afetzedelerle ilgilenme gibi) katilimcillardan bazilar
okul mudurlerinin kadin égretmenlere pozitif ayrimcilik; bazilari da kayirmaci tutum ve
davraniglar gosterdigini belirtmiglerdir. Katilimcilardan bazilarinin verilmeyen bir gérevi,
gUclendirme olarak algilamasinin ve bunu kayirmacilik olarak diginmesinin giclendirici
liderligin yonetim ve liderlik tarzinin anlagilmadiginin bir kaniti oldugu séylenebilir.
Cevahir (2004) aragtirmasinda buna benzer olarak gtglendirici liderlik davraniglarindan
yetki devrini, isgoérenlerin is yOkinU artirma olarak algiladiklart sonucuna ulagmisgtir.
Katihmcilar genel olarak kidemi yUksek dgretmenlerin giclendirildigini ifade etmigslerdir.
Bu durumun salgin déneminde bilgisayar okuryazarliginin gelismesinden, okul
mUdurlerinin donanim ve yazilim konularinda sagladigi formal olmayan teknopedagojik
destekten ve psikolojik guglendirmeden kaynaklandigini ifade etmektedir. Kidemli
ogretmenlerin teknolojik bilgilerinin artmasi ve uzaktan egitimi deneyimlemesi dijital
okuryazarliklarinin gelismesini saglamistir (Han ve digerleri, 2021). Turan (2020)
COVID-19 salgini déneminde okul midurlerinin 6gretmenlerin teknoloji konusunda
mesleki gelisimlerini desteklemeyi amacladiklari sonucuna ulagmigtir. Bu sonuclar okul
muUdarlerinin kidemi yUksek 6gretmenleri giglendirdigi sonucunu ortaya koymaktadir.
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