KEFAD

http://kefad.ahievran.edu.tr

KEFAD Cilt 23, Say1 2, Agustos, 2022

Ahi Evran Universitesi
Kirsehir Egitim Fakiiltesi Dergisi

ISSN: 2147 - 1037

Effect of Servant Leadership and Ethical Climate on Individual
Performance: A Research on Secondary School Teachers

Mustafa Kemal Topcu
Ali Giirsoy

Article Information

Abstract

@ CrossMark

DOI: 10.29299/kefad.778109

Received:  08.08.2020
Revised: 07.12.2020
Accepted:  19.10.2021

Keywords:
Servant Leadership,
Ethical Climate,

Individual Performance

This study aims to determine the relations among servant leadership, ethical climate,
and teachers’ individual performance. Servant leadership with a concept of human-
orientation and service excellence both provides opportunity for ethical practices and
satisfies employees’” expectations. Nonetheless, there is a scant literature on empirical
research on servant leadership and ethics, which are conceptually discussed. To this
end, data with a survey retrieved from 108 secondary school teacher working in
Kizilcahamam/Ankara in 2017-2018 education period are analyzed by means of
exploratory factor analysis, reliability analysis, correlation analysis, and hierarchical
regression analysis. Research findings reveal that tenure as a demographic factor
positively affects individual performance, servant leadership positively affects ethical
climate, and ethical climate positively affects individual performance. Thus, it is
conceded that ethical climate moderates the relationship between servant leadership
and individual performance. Consequently, it may be concluded that creating an
ethical climate, composed of being a role-model for employees, managing their
capabilities, and referring respect to them, is the gateway for having a service
excellence. Therefore, it is highly recommended for managers to increase individual
performance that work environment be improved.
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Bu calismada hizmetkar liderlik, etik iklim ve Ogretmenlerin bireysel performansi
arasindaki iligkilerin tespit edilmesi amaglanmistir. Insan odakli ve hizmette
miikemmeliyet¢i bir anlayisa sahip hizmetkar liderlik hem etik uygulamalara olanak
tanimakta hem de calisanlarin beklentilerine cevap verebilmektedir. Ancak kavramsal
olarak ortaya konan hizmetkar liderlik ve etik konusunda saha arastirmalar1 yok denecek
kadar azdir. Bu dogrultuda Ankara Kizilcahamam ilgesinde 2017-2018 egitim ve dgretim
yilinda gorev yapan 108 ortaokul Ogretmeninden anket teknigi ile elde edilen veriler
kesfedici faktor analizi, giivenirlik analizi, korelasyon analizi ve hiyerarsik regresyon
analizi kullanilarak analiz edilmigtir. Arastirma bulgular1 incelendiginde demografik
faktorlerden kidemin bireysel performansi negatif yonde, hizmetkar liderligin etik iklimi
pozitif yonde, etik iklimin de bireysel performansi pozitif yonde etkiledigi, hizmetkar
liderligin bireysel performans iizerindeki etkisinde etik iklimin aracilik rolii oynadig: tespit
edilmistir. Sonug olarak miikemmel hizmet anlayisina kavusmanin esast ¢alisanlara rol
model olmak, ¢alisanlarin yeteneklerini yonetmek ve onlara deger atfetmekten olusan etik
iklim yaratilmasindan geg¢mektedir. Bu nedenle yoneticilerin bireysel performansi
ylikseltebilmeleri icin 6ncelikle ¢alisma ortamin iyilestirilmeleri gerekmektedir.
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Giris

Okul yoneticileri i¢in alan yazininda farkh ifadelerle karsilasilmakla birlikte en ¢ok “6gretim
lideri” kavrami tercih edilmektedir. “Bilimsel yoOnetici”, “biirokratik yoOnetici”, “insancil bir
kolaylastiric1” gibi kavramlar 6rnek verilebilir (Sisman, 2014, s.23-24). Okullarda yapilan yonetim
onceden belirlenen amaglar1 gerceklestirebilmek igin bir araya gelen egitim personeli, destek
personeli, veli ve 6grenci ile diger kaynaklar: planlamak, orgiitlendirmek, yoneltmek, esgiidiimlemek
ve kontrol etmek eylemlerini kapsamaktadir. Temelde yonetimin fonksiyonlari; yonetimin kapsamini
belirlerken, orgiitiin performansini etkileyen igsel ve digsal faktorlerin tamamini hesaba katmaktadir
(Drucker, 2014). Ozetle ogretim liderligi kaynaklar1 etkili ve verimli bir sekilde harekete gegirerek
O0grenme siirecini kesintiye ugratabilecek olan faktorleri en aza indirmek marifetiyle diizeni ve
disiplini saglamaktir (Smith-Andrews, 1989, s.8-9). Bireylerden ziyade ortamin diizenlemesine iliskin
¢aba gosterilmesi yonetimin etkili ve verimli olmasim saglamaktadir. Bu dogrultuda o6rgiit ikliminin

yaratilmasi kolaylastirici bir etken haline gelmektedir.

Orgiit iklimleri ierisinde giiniimiiz diinyasinda giderek daha &n plana gikan etik iklim &rgiit
icerisinde ortak bir etik anlayisi gelistirmekte ve etik davramislar anlaminda ortak bir kiiltiir
olusmaktadir. Ornegin, olumlu bir etik iklim calisanlarin belirli ahlaki degerler cercevesinde ve
sorumluluk anlayisi igerisinde hareket etmesini temin etmektedir (Eren ve Hayatoglu, 2011, s.110).
Benzer sekilde karar verme siirecinde etik iklim yd&neticilerin nasil davranmas: gerektigi konusunda
yol gostermektedir (Aksoy, 2013, s.94). Diger bir ifade ile etik iklimin orgiitler igin bigimsel olmayan

bir kontrol sistemi oldugu ifade edilebilir (Schminke, Arnaud ve Kuenzi, 2007, s.183).

Etik iklimin olusturulabilmesi i¢in liderin etik davranis sergilemesi ve orgiit iiyelerine etik
agidan iyi bir 6rnek olmasi gerekmektedir. Bu cercevede akla gelen liderlik yaklasimlardan ilki
hizmetkar liderliktir. Hizmetkar liderligi ilk olarak kavramsallastiran Greenleaf (1977) liderin
kendisinden ziyade digerlerine hizmetin 6n planda tutulduguna vurgu yapmaktadir. Hizmetkar
liderligin 6ziinde astlarin ihtiyaglarinin karsilanmasi i¢in onlara yardim edilmesi yatmaktadir (Fields
ve Winston, 2010; Liden, Wayne, Zhao ve Henderson, 2008). Hizmetkar liderlerin karakter 6zellikleri
arasinda takdir etme, empati, gliclendirme, delege etme, diiriistliik, model olma, ikna edebilme, etik
davranma, altruizm, giiven, katilimi tesvik etme ve bilgelik sayilabilir (Fields ve Winston, 2010;

Russell ve Stone, 2002; Spears, 1998).

Greenleaf’a (1977) gore, hizmetkar liderlik kavrami ampirik olarak yeterince destek
bulamamis ve daha c¢ok kalitatif ¢calismalarla betimlenmistir (Northouse, 1997, s.245). Bu anlamda
hizmetkar liderlik konusunda saha ¢alismalar1 yapilmasina ihtiya¢ duyuldugu vurgulanmistir (Russel
ve Stone, 2002; Stone, Russell ve Patterson, 2004). C)rnegin, Cerit (2007) ilkdgretim okullarinda gorevli
idareci ve Ogretmenlerin hizmet yonelimli liderlik algilarini 6lgen bir arastirma yapmustir. Benzer

sekilde, Dinger ve Bitirim (2007) hizmetkar liderlik ile orgiitsel kiiltiir arasindaki iliskiyi ¢alismistir.
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Cerit (2008) Ogretmenlerin hizmetkar liderlik algilar1 ile tiikenmisglikleri arasindaki etkilesime
deginmistir. Urii Sari, Caliskan, Atan ve Yozgat (2013) tarafindan akademisyenlerin hizmetkar

liderliklerinin 6grenci davramnislarindaki etkisi arastirilmistir.

Ancak s6z konusu ulusal ¢alismalarda ¢alisanlarin performanslarina yeterince deginilmedigi
goriilmektedir. Halbuki hizmetkar liderligi diger liderlik arastirmalardan ayristiran temel ozellik
given iklimi, ise baglanma, orgiitsel baghlik ve orgiitsel vatandashk davranisi gibi etik iklimin
olusuma katki saglayan ve bireysel performans: etkileyen orgiitsel tutum ve davramslara olan
etkisidir (Hoch, Bommer, Dulebohn ve Wu, 2018; Karatepe, Ozturk ve Kim, 2019, s.87). Diger yandan
hizmetkar liderligin temel gayelerinden birisi ¢alisanlarin bireysel ve mesleki gelisimlerine katki
yaparak bireysel performanslarinin artmasmi saglamaktir (van Dierendonck, 2011). Bireysel
performans Orgiitsel performansin temel belirleyicilerinden birisi oldugu icin arastirmact ve
uygulamacilarin ilgisini siirekli ¢eken ve arastirilan bir konu olmustur. Celik ve Turung (2009)
tarafindan belirtildigi gibi bircok degiskenin bireysel performans iizerindeki etkilerinin arastirilmasi
orgilitsel performansin artirilmas: acgisindan Snemlidir. Bireysel performansin ozellikle 6gretmenler
ornekleminde adalet, etik, giiven, liderlik, motivasyon gibi farkli orgiitsel faktorlerle iliskisinin
arastirlldig1 goriilmektedir (Dilek¢i ve Nartgiin, 2020, s. 312). Buradan hareketle, bu ¢alismada bir
model cercevesinde, demografik faktorler, hizmetkar liderlik ve etik iklim algisinin 6gretmenlerin
bireysel performanslarini etkileyip etkilemedigi incelenmektedir. Bu dogrultuda ¢alismanin takip
eden kisimlarinda Oncelikle arastirmada ele aliman degiskenlerin kavramsal agiklamalarina yer
verilmektedir. Miiteakiben arastirma modeli tanitilmakta ve yontem izah edilmektedir. Arastirma

bulgulan tartisildiktan sonra sonug ve 6neriler yer almaktadir.
Literatiir Taramasi
Bireysel Performans ve Demografik Faktorler ile Tliskisi

Bireysel performans; ¢alisanin kendisine tahsis edilen isi belirlenen siire igerisinde maliyet
etkin bir sekilde belirlenen basari kriterlerine uygun olarak yapmasina iliskin bir kavramdir (Smith ve
Goddard, 2002, s.250). Bireysel performans orgiitsel gelisimin, biiyiimenin ve stirdiiriilebilirliginin
temel belirleyicilerinden kabul edilmektedir (Bakker, Demerouti ve Verbeke, 2004). Bu nedenle
bireysel performans ¢alisanin orgiitsel amaglarla uyumlu davranis ve eylemlerde bulunmasi olarak ele

alinmaktadir (Campbell, 1990).

Calisan agisindan performans bireylerin beklentilerinin karsilanmasina bagli olarak ortaya
¢ikan psikolojik ve ekonomik sonuglar (Bakan ve Biiyiikbese, 2004, s.6) iken isveren acisindan
sonuglardan ziyade davranis ve eylemlerin kendisi daha onemlidir (Koopmans vd., 2014, s. 160).
1gveren—i§g6ren iliskisi baglaminda g¢alisan acisindan bir yiikiimliilitk niteligi tasiyan performans
ekonomik, sosyo-duygusal ve kariyer gelisimi beklentilerinin karsilanmasi icin bir temel kosul niteligi

tasimaktadir (Sonnentag ve Freese, 2002; Topcu ve Basim, 2015). Ciinkii bireysel performans kariyer,
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ticret ve itibar gibi bireysel ¢iktilarin da belirleyicisi konumundadir (Caliskan, 2018). Bu nedenle
bireysel performans calisanin tamimli gorevler icin yeterliligi ile iliskilendirilmistir (Campbell, 1990).

Bingdl (2013) bu yeterliligi isin yerine getirilme diizeyi olarak gormektedir.

Diger yandan, bireysel performans ¢alisanin sahip oldugu nitelik ve yeteneklerle birlikte inang
ve degerleri ile de yakindan iligkilidir (Morillo, 1990, s.170). O halde bireysel performans, calisanin
orglitsel amaclarla uyumlu is ciktilari, davranislar1 ve eylemleridir (Viswesvaran ve Ones, 2005).
Kisacasi ¢alisanin bakis acisi ile bireysel performans, orgiitsel amaglarin gergeklestirilmesinde bireyin

katkisini belirleyen yetkinlikleridir (Biite, 2011, s.177).

Orgiitsel performansin temel belirleyicilerinden birisi olan bireysel performans ile ilgili
calismalar siklikla yapilmaktadir. Celik ve Turung (2009) tarafindan belirtildigi gibi bircok degiskenin
bireysel performans {izerindeki etkilerinin arastirilmas1 orgiitsel performansin artirilmasi agisindan
onemlidir. Ozellikle 6gretmenler drnekleminde adalet, etik, giiven, liderlik, motivasyon gibi farkl
orgiitsel faktorlerle iliskisinin arastirildigi goriilmektedir (Dilek¢i ve Nartgiin, 2020, s. 312). Bu
dogrultuda 6gretmenlerin bireysel performanslarinin belirleyicilerini tespit etmek {izere tasarlanan bu
calismada demografik faktorler, hizmetkar liderlik ve etik iklim algisinin bir model igerisinde etkileri
incelenmektedir. Bu cercevede degiskenler arasindaki iligkiler incelenerek arastirma sorular1 asagida

tiiretilmektedir.

Bireysel performans kisisel faktorlerle dogrudan baglantiidir (Tutar ve Altindz, 2010, s.202).
Ancak literatiirde demografik faktorlerle performans arasindaki iliskiyi yonelik bulgular farklilik
gostermektedir. Ornegin Giiler ve Ocak (2019) yasin ve cinsiyetin performans ile iliskisinin istatistiksel
olarak anlamli olmadigini raporlamistir. Diger taraftan gorevin yerine getirme yeterliligi olan bireysel
performansin egitim ve deneyim seviyesi ile yakindan ilgili oldugu belirtilmektedir (Dilekgi ve
Nartgiin, 2020, s. 303). Karaman, Macit ve Kuscu Karatepe (2020) is performansimin statiiye gore
farklilastigini belirtirken yas, cinsiyet, egitim durumu, deneyim ve kideme gore farklilasmadigin
tespit etmistir. Hassan ve Ogunkoya (2014) yas, kidem ve medeni durumun bireysel performans
tizerinde olumlu etkisinden bahsederken, egitim seviyesi ve cinsiyetin herhangi bir etkisi olmadigini
raporlamaktadir. Ng ve Feldman (2009) egitimin performansla pozitif iliskisinden bahsetmektedir.
Green, Jegadeesh ve Tang (2009) cinsiyet ile performansi iligskilendirmistir. Ng ve Feldman (2010)
kidem ile performans arasindaki iliskiyi U-seklinde tarif etmistir. Arastirmacilara gore iliskinin siddeti

kidem arttik¢a diismektedir.
Hizmetkar Liderlik ve Bireysel Performans ile iliskisi

Son donem liderlik calismalarinin igerisinde ¢n plana ¢ikan ve akademisyenler kadar
uygulayicilar tarafindan da arastirilan liderlik tarzlarindan birisi de hizmetkar liderliktir (Yukl, 2010).
Hizmetkar liderligi ilk olarak kavramsallastiran Greenleaf (1977) liderin kendisinden ziyade

digerlerine hizmeti 6n plana c¢ikardigina vurgu yapmaktadir. Hizmetkar liderligin 6ziinde astlarin

1996
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ihtiyaglarinin karsilanmasi igin onlara yardim edilmesi yatmaktadir (Fields ve Winston, 2010; Liden,
Wayne, Zhao ve Henderson, 2008). Hizmetkar liderlerin karakter ozellikleri arasinda takdir etme,
empati, gliclendirme, delege etme, diiriistlitk, model olma, ikna edebilme, etik davranma, altruizm,
giliven, katilimi tesvik etme ve bilgelik sayilabilir (Fields ve Winston, 2010; Russell ve Stone, 2002;
Spears, 1998). Patterson (2003) hizmetkar liderlerin davranislari arasinda kosulsuz sevgiyi, astlari
takdir etmeyi, cesareti tesvik etmeyi, insanlara giivenmeyi, al¢ak goniillii davranmayi, oOrgiit
icerisinde insan odakli davranmayi, sakinligini siirekli korumay1 ve 6ngoriilii olmay1 saymaktadir.
Covey’e (2006) gore liderin kisisel biittinliigli ve 6z kontrolii bu davranmislarimi etkilemektedir. Laub
(2003) ise paylasimci olmay1 daha 6n plana cikarirken, Spears (2000) gruplasmaya ve sosyallesmeye

vurgu yapmaktadir.

Hizmetkar liderler bir yonetici veya kontrolérden ziyade bir arabulucu ya da bir rol modeldir
(Lanctot ve Irving, 2010, s.34). Banutu-Gomez’e (2004) gore liderler astlarina sadece nasil lider
olundugunu degil ayn1 zamanda nasil iyi bir ast olundugunu da 6gretmek durumundadir. Bu
cercevede, hizmetkar liderligin felsefesi miikemmel hizmet ve insan odaklilik olarak 6zetlenebilir
(Dinger ve Bitirim, 2007). Hizmetkar liderlik felsefesinin merkezinde “kendisine yapilmasini

istemedigini baskasina yapma” anlayis1 yatmaktadir (Mitroff ve Denton, 1999, 5.86).

Hizmetkar liderligin orgiitsel tutum ve davranislar tizerinde olumlu etkiler yarattig1 tespit
edilmistir. Ornegin; Sokoll (2014) tarafindan bir yiiksekégretim kurumunda yapilan aragtirma sonucu
hizmetkar liderligin baglilik {izerinde anlamli ve olumlu etkileri oldugunu gostermistir. Ayrica,
hizmetkarlig1 felsefe olarak benimseyen oOrgilitlerin isgiictinii daha verimli kullanabilecegi
belirtiimektedir (Laub, 1999). Diger taraftan, performansin istenen seviyede veya daha yiiksek
gerceklesmesi sadece galisana bagli bir durum olmaktan 6te ¢alisma kosullar: ile birlikte yonetsel
uygulamalarla yakindan ilgilidir. Bu baglamda, astlar1 temel alan hizmetkar liderlik anlayisi, orgiitiin
etkililigi i¢in astlarin performansinin iyilestirilmesini temel taglardan birisi olarak gormektedir (Liden,
Panaccio, Meuser, Hu ve Wayne, 2014; Russel, Stone ve Patterson, 2004, 5.349; van Dierendonck, 2011,
5.1235). Bu tespit saha ¢alismalari ile de desteklenmektedir. Ornegin; Jaramillo, Grisaffe, Chonko ve
Roberts (2009) hizmetkar liderlik ile bireysel performans arasinda orta seviyede anlamli ve pozitif bir
iliski bulundugunu belirtmistir. Harwiki (2013) Endonezya’da kooperatiflerde yiiriittiigii calismada
hizmetkar liderligin bireysel is performansim gelistirdigini raporlamistir. Cekmecelioglu (2014) da
insan odakl liderlik yaklasimlarinin is performans: iizerinde olumlu etkileri bulundugunu rapor
etmistir. Mehrmanesh ve Mirkolaei (2015) sosyal giivenlik kurumunda yaptiklari ¢alismalarinda

hizmetkar liderligin bireysel performansi olumlu yénde etkiledigini tespit etmisgtir.
Etik Iklim ve Etik iklimin Hizmetkar Liderlik ve Bireysel Performans ile iliskisi

Etik neyin dogru neyin yanlis oldugu konusundaki ahlak kurallari, degerler ve inanglardir

(Gareth, 2007). Literatiire Victor ve Cullen (1988) tarafindan kazandirilan etik iklim kavrami ise etik
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anlayisinin orgiitsel ortamda paylasimi olarak ifade edilebilir. Etik iklim ile birlikte Orgiit igerisinde
ortak bir etik anlayisi gelismekte ve etik davramislar anlaminda ortak bir kiiltiir olusmaktadir. Etik
iklim, ortak etik anlayisin Orgiitsel uygulamalara, siireglere, normlara ve degerlere yansitilmasidir
(Babin, Boles ve Robin, 2000; Martin ve Cullen, 2006). Ornegin, olumlu bir etik iklim ¢aligsanlarin belirli
ahlaki degerler cercevesinde ve sorumluluk anlayisi icerisinde hareket etmesini temin etmektedir
(Eren ve Hayatoglu, 2011, s.110). Benzer sekilde karar verme siirecinde etik iklim yoneticilerin nasil
davranmasi gerektigi konusunda yol gostermektedir (Aksoy, 2013, s.94). Diger bir ifade ile etik
iklimin Orgiitler i¢in bicimsel olmayan bir kontrol sistemi oldugu ifade edilebilir (Schminke, Arnaud

ve Kuenzi, 2007, s.183).

Liderler 6rgiitiin vizyonu, misyonu, hedefleri ve degerlerini belirledikleri i¢in orgiitsel iklimin
yaratilmasini temin etmektedir (Moore ve Moore, 2014, s.5). Orgiitsel iklimin bir pargasi olarak etik
iklimin yaratilmasindan da liderler dogrudan sorumludur (Brown ve Trevino, 2006). Liderlik alaninda
etik uygulamalara yapilan bu vurgu hizmetkar liderlik ile daha anlaml hale gelmektedir (Lanctot ve
Irving, 2010). Zira Reed, Vidaver-Cohen ve Colwell (2011) ve Yukl (2010) etik olmayan
uygulamalardaki artislarin ve biiyiik sirketlerde yasanan usulsiizlitk ve yolsuzluk vakalarinin
hizmetkar liderligi daha 6n plana tasidigini belirtmektedir. Bu agidan hizmetkar liderlik etik iklimin
yaratilmasinda etkili bir arag olabilir (Brown ve Trevino, 2006, s.601). Zaten Liden ve digerleri (2008)
de hizmetkar liderligin bilesenlerinden birisinin de etik davrams oldugunu ifade etmektedir. Nitekim
etik iklim ile hizmetkar liderlik arasinda pozitif bir iliski oldugunu raporlayan c¢alismalar
bulunmaktadir (6r.; Covey, 2005; Patterson, 2003; Parolini, 2004; Topcu, Giirsoy ve Giirson, 2015;
Wallace, 2006; Whetstone, 2005; Winston, 2003).

Literatlirde etik iklimin bireysel performans ve is tutumlar {izerindeki etkisini arastiran
caligmalar bulunmaktadir (McKay, Avery ve Morris, 2008). Ornegin; Aksoy (2013), Biite (2011), Demir
(2014), Erdogan ve Celik (2019), Eren ve Hayatoglu (2011), Jaramillo, Mulki ve Solomon (2006), Kaya
ve Bagkaya (2016), Ozen ve Durkan (2016) tarafindan etik iklimin performans {izerinde olumlu etkileri
oldugu belirtilmektedir. Ogretmenler 6rnekleminde Altag ve Kuzu (2013) ve Kilig (2019) tarafindan
yapilan arastirmalarda da okullardaki etik iklimin Ogretmenlerin performansini olumlu yénde

etkiledigi tespit edilmistir.

Isgiicii verimliligi calisanlarin yiiksek performans gdstermesi ile, yiiksek performans ise etkin
bir etik iklim altyapisi ile miimkiindiir (Erdogan ve Celik, 2019, s. 111). Etik iklim ayn1 zamanda
saglam bir orgiit kiiltlirtiniin de altyapisini olusturmaktadir (Choi, Moon ve Ko, 2013). Hatta yonetsel
giiclin saglanmasinda etik iklimin rolii yadsinamaz (Demir, 2014, s. 367). O halde hizmetkar liderligin
bireysel performans iizerindeki dogrudan etkisinin yar sira etik algis1 tizerinden de dolayl bir etkisi

s0z konusu olabilir.

1998
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Bu aragtirmanin amact hizmetkar liderligin ve etik iklimin bireysel performansa etkisinin

belirlenmesidir. Bu amacgla asagidaki sorulara yanit aranmustir.

1. Demografik faktorler 6gretmenlerin bireysel performanslarini etkiler mi?
2. Hizmetkar liderlik 6gretmenlerin bireysel performansini olumlu yonde etkiler mi?
3. Hizmetkar liderlik 6gretmenlerin etik iklim algisini pozitif yonde etkiler mi?
4. Etik iklim algis1 6gretmenlerin bireysel performansini olumlu yénde etkiler mi?
5. Hizmetkar liderligin 6gretmenlerin bireysel performans: tizerindeki etkisinde etik iklim
algisinin aracilik rolii varmidir?
Yontem ve Bulgular
Arastirma Modeli

Bu arastirmanin amaci demografik degiskenlerin, hizmetkar liderligin ve etik iklimin bireysel

performans {izerindeki etkisinin arastirlmasidir. Bu maksatla olusturulan hipotezlerin bir biitiin

olarak gosterildigi arastirma modeli asagidaki gibidir.

Etik Iklim
Bireysel Is Demografik
Performansi Degiskenler
Hizmetkar
Liderlik
Sekil 1. Arastirma modeli
Orneklem

Arastirmanin ¢alisma evrenini Ankara ili Kizilcahamam ilgesindeki ortaokullarda gorev

yapan 0gretmenler olusmaktadir. Ankara Milli Egitim Miidiirliigii tarafindan yayinlanan istatistiklere

gore arastirmanin yapildigr 2017-2018 egitim ve 6gretim yilinda Kizilcahamam’da resmi ve 6zel 9

okulda 155 6gretmen gorev yapmaktadir (Milli Egitim Bakanligi, 2020). 155 kisilik bir evren i¢in %95

giivenilirlik ve %5lik bir hata pay1 ile hesaplanan en diisiik 6rneklem biiyiikliigii 111 olarak

bulunmustur (Altunisik, Coskun, Bayraktaroglu ve Yildirim, 2005, s.127; Sekaran, 1992,). Arastirma

kapsaminda kolayda Ornekleme yontemiyle 125 &gretmenden veri alinabilmis, ancak eksik

isaretlenmis ya da ug¢ degerlere sahip 17 anket elenmis ve analizler 108 katilimci iizerinden

yapilmustir. Katilimcilarin demografik bilgileri asagida Tablo 1'de yer almaktadir.

Tablo 1 incelendiginde katilimcilarin ¢ogunun kadin (n=70, %64,8), evli (n=90, %83,3), 30-40

yas araliginda (n=47, %43,5) ve 16 yildan fazla calisma deneyime (n=44, %40,7) sahip oldugu
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goriilmektedir. Bununla birlikte mevcut okullarinda gorev yapma siireleri ise en fazla 1 ila 3 yil
arasindadir (n=30, %27,8). Katilimcilardan ikisi doktora (%1,9) ve 144 (%13,0) yiiksek lisans

derecesine sahiptir.

Tablo 1. Katilimci demografik bilgileri

Degisken Kategori N % Degisken Kategori N %
Cinsiyet Erkek 38 35,2 Medeni Evli 90 83,3
Durum
Kadin 70 64,8 Bekar 18 16,7
Egitim Seviyesi Lisans 92 851  Yas 30’dan asag1 22 20,4
Yiiksek Lisans 14 13,0 30-40 47 43,5
Doktora 2 1,9 41-50 30 27,8
51'den daha fazla 9 83
Kurumdaki lyildan az 24 22,2 Toplam Bir yildan az 3 2,8
Deneyimi 1-3 y1l 30 27,8  Deneyim  1-3 yil 13 12,0
4-6 y1l 19 17,6 4-6 y1l 10 9,3
7-9 yil 8 74 7-9 yil 14 13,0
10-12 y1l 10 9,3 10-12 y1l 8 74
12-15y1l 5 4,6 12-15y1l 16 14,8
16 yildan fazla 12 11,1 16 yildan fazla 44 40,7

Arastirmada kullanilan 6l¢me araglar

Dort boliimden olusan soru formunun birinci béliimiinde katilimcinin demografik bilgileri
yer alirken, diger boliimlerinde sirasiyla hizmetkar liderlik, etik iklim ve bireysel performans olgekleri
bulunmaktadir. Bireysel performans ol¢egi Mahoney, Jerdee ve Carroll'iin (1965) arastirmasindan
Tiirkceye Biite (2011) tarafindan uyarlanmistir. Dort maddeden olusan oOlgegin Cronbach Alfa
katsayis1 Biite (2011) tarafindan 0,83 olarak tespit edilmistir. “Tamamladigim goérevin hizi, gérevin
niteliklerini ve amirimin beklentilerini karsilar.” gibi sorularla katihmcinin 6zdegerlendirme yapmasi

istenen Olgekte artan puan performans algisinin yiiksek oldugunu gostermektedir.

Hizmetkar liderlik 6lgegi Dennis ve Winston (2003) tarafindan gelistirilen Slgekten Aslan ve
Ozata (2011) tarafindan Tiirkceye uyarlanmistir. Ondort maddeden olusan 6lgegin Cronbach Alfa
katsayis1 da 0,93 olarak tespit edilmistir. “Okul yonetimi etik dis1 davranislarin hicbir kosulda hos
goriilmeyeceginin bilinmesini saglamistir.” gibi sorularla katiimcinin 6zdegerlendirme yapmasi

istenen Olgekte artan puan hizmetkar liderlik algisinin yiiksek oldugunu gostermektedir.

Etik iklim algis1 6lgegi Schwepker (2001) tarafindan gelistirilmis ve Biite (2011) tarafindan
Tiirkgeye uyarlanmugtir. Sekiz maddeden olusan Olgegin Cronbach Alfa katsayisi Biite (2011)
tarafindan 0,77 olarak tespit edilmistir. “Yoneticim katki saglamak i¢in farkliliklardan yararlanir.” gibi
sorularla katiimcinin 6zdegerlendirme yapmasi istenen 6lgekte artan puan etik iklim algisinin ytiksek

oldugunu gostermektedir.
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Olceklerde 5'1i likert tipi Olgek kullanilmis ve katilimcilarin 6lgek maddelerinde belirtilen
ifadelere katilma diizeyleri, “Kesinlikle katilmiyorum=1", “Kismen katilmiyorum=2", “Kararsizim=3",

“Kismen katiliyorum=4", “Kesinlikle katiliyorum=5" degerleri ile belirtilmistir.

Bu c¢alismada oOlgeklerin yapisal gecerliligi icin kesfedici faktor analizi yapilmis ve giivenirlik
analizi i¢cin Cronbach Alfa katsayisi hesaplanmistir. Kesfedici faktor analizi ve giivenirlik analizi
sonuglar asagida Tablo 2’de yer almaktadir. Ornekleme iligkin verinin analize uygunlugu igin
Kaeiser-Meyer-Olkin (KMO) degerinin 0,50’den fazla ve Barlett kiiresellik test degerinin 0,05’den daha
diisiik olmasi beklenmektedir (Field, 2005). Kesfedici faktor analizi igin temel bilesenler analizi
uygulanmis ve dondiirme teknigi olarak varimax yontemi tercih edilmistir. KMO degeri 0,857 ve
Barlett kiiresellik test degeri 0,000 oldugu icin 6rneklemin vereni temsil yetenegi oldugu sonucuna

varilmis ve analize devam edilmistir.

Tablo 2. Kegfedici faktor analizi sonuclart

Olgek Madde Nu  Faktor Yiikii  Aciklanan Varyans  Cronbach Alfa
P1 0,782
Bireysel Performans Olgegi 1135 8:312 %26,59 0,91
P4 0,841
L1 0,728
L2 0,822
L3 0,495
L4 0,612
L5 0,718
L6 0,624
Hizmetkar Liderlik Olgegi ]I:; 8:1(5)2 %15,11 0,93
L9 0,764
L10 0,673
L11 0,522
L12 0,693
L13 0,747
L14 0,624
E1l 0,368
E2 0,596
E3 0,454
Etik Iklim Algis1 Olgegi Eé gggi %14,60 0,82
E6 0,671
E7 0,574
E8 0,495

Tablo 2’de de goriildiigii tizere faktor yiikleri 0,30’dan fazladir. Aciklanan varyanslar kontrol
edildiginde bireysel performans olgeginin %26,59, hizmetkar liderlik 6lgeginin %15,11 ve etik iklim

algis1 dlgeginin %14,60 ve toplamda %56,31 oldugu goriilmektedir. Glivenirlik analizi i¢in hesaplanan
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Cronbach Alfa katsayilari ise sirastyla 0,91, 0,93 ve 0,82'dir. Sonug olarak Olgeklerin bu arastirma

orneklemi baglaminda gecerli ve giivenilir oldugu tespit edilmistir.
Arastirmanin Etik izinleri

Yapilan bu calismada elde edilen veriler 2017-2018 egitim ve &gretim yilinda toplandig: icin
etik izin alinmami olup”Yiiksekogretim Kurumlar: Bilimsel Arastirma ve Yaymn Etigi Yonergesi”
kapsaminda uyulmasi belirtilen tiim kurallara uyulmustur. Yonergenin ikinci boliimii olan “Bilimsel
Arastirma ve Yaym Etigine Aykir1 Eylemler” bashg altinda belirtilen eylemlerden higbiri

gerceklestirilmemistir.
Bulgular

Degiskenler arasindaki iligkilerin degerlendirmesini yapabilmek maksadiyla korelasyon
analizi yapilmistir. Bu maksatla 6ncelikle degiskenlerin ortalama puanlar1 hesaplanmistir. Tablo 3'ten
de anlasilacagr tizere 5'li skalanin kullanildigi Olceklerde katilimcilarin cevaplari ortalamalarin
tizerindedir. Ayrica standart sapmalarin da fazla olmadigi cevaplarin daha homojen bir yap:
sergiledigini gostermektedir. Korelasyon analizi sonucunda degiskenler arasinda anlamli ve olumlu
yonde iligkiler oldugu tespit edilmistir. Ozellikle hizmetkar liderlik ile etik iklim arasindaki iliskinin

daha kuvvetli oldugu goriilmektedir.

Tablo 3. Iligki analizi bulgular:

Olcek Ort. S.S. 1 2 3
1.  Etik iklim 3,56 0,62 1
2. Hizmetkar Liderlik 3,51 0,68 0,677* 1
3. Bireysel Performans 3,89 0,65 0,391* 0,354* 1

*p<0,01

Arastirma hipotezlerini test edebilmek maksadiyla hiyerarsik regresyon analizi yapilmistir.
Analize demografik degiskenler kontrol degiskeni olarak dahil edilmistir. Analiz bulgular Tablo 4'te
yer almaktadir. Demografik faktorler, hizmetkar liderlik ve etik iklim analize sirasiyla bagimsiz
degisken olarak dahil edilmistir. Analizler sonucunda regresyon modellerin tamamiin kabul
edilebilir modeller oldugu goriilmiistiir. Tablo 4'ten de anlasilacag {izere, birinci modelde kurumdaki
calisma siiresi bireysel performansi anlamli ve olumsuz yonde etkilemektedir. Tkinci modelde
kurumdaki calisma siiresinin olumsuz etkisi degismezken, hizmetkar liderlik bireysel performansi

anlamli ve olumlu bir sekilde etkilemektedir.

Tablo 4. Regresyon analizi bulgulari-1

Model R? F Test B
1. Kurumdaki Calisma Stiresi > 0,05 5,67** -0,225**
Bireysel Performans
2. Kurumdaki Calisma Siiresi ve Hizmetkar Liderlik - 0,16 11,31*
Bireysel Performans
2.1. Kurumdaki Calisma Siiresi - Bireysel Performans -0,228**
2.2. Hizmetkar Liderlik - Bireysel Performans 0,356*

2002
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3. Kurumdaki Calisma Siiresi, Hizmetkar Liderlik ve Etik 0,19 9,14*
fklim - Bireysel Performans
3.1. Kurumdaki Calisma Siiresi = Bireysel Performans -0,204**
3.2. Hizmetkar Liderlik - Bireysel Performans 0,191
3.3. Etik Iklim > Bireysel Performans 0,243**
R?>=Modelin Ac¢iklama Giicii; 3=Regresyon katsayisi
* p<0,01; ** p<0,05

Uclincii modele etik iklim degiskeni dahil edilince, kurumdaki calisma siiresinin olumsuz
etkisi degismezken, etik iklim bireysel performans:i anlamli ve olumlu etkilemis, ancak hizmetkar
liderin etkisi anlamsizlasmistir. Bu durum hizmetkar liderligin performans etkisinde etik iklimin
aracilik rolii olduguna isaret etmektedir. Bu nedenle Baron ve Kenny (1986) tarafindan Onerilen
yonteme uygun bir sekilde hizmetkar liderligin etik iklim iizerindeki etkisini tespit etmek igin

dordiincii ve besinci modeller kurularak test edilmis ve analiz sonuglar: Tablo 5'te gosterilmistir.

Tablo 5. Regresyon analizi bulgulari-2

Model R? F Test B
1. Hizmetkar Liderlik 2 Etik Iklim 0,46 89,89* 0,677*
2. Etik klim > Bireysel Performans 0,15 19,16* 0,391*

Test sonucunda hizmetkar liderligin etik iklim {izerinde anlamli ve olumlu etkisi oldugu
gozlenmistir. Etik iklimin bireysel performans tizerindeki etkisi de ayrica test edilmis, anlamli ve
olumlu bir etkinin oldugu tespit edilmistir. Bu durumda hizmetkar liderligin performans iizerindeki
etkisinde etik iklimin tam aracilik roliiniin bulundugu ileri siiriilebilir (Sobel test sonucu p<0,05).
Analiz sonuglarinda arastirma modelinin asagida Sekil 2’de gosterildigi gibi degerlendirilmesi daha

uygun olmustur.

Etik Iklim
0,677 0,243
Hizmetkar Bireysel Is
Liderlik 0,191 Performansi
Demografik -0,204**
Degiskenler (Kidem)

Sekil 2. Analiz sonuglar1
** p<0,05

Yapilan analizler neticesinde arastirma problemlerine su yamnitlar bulunmustur. Birinci alt
problem kapsaminda elde edilen bulgu demografik faktorlerden calisma siiresinin &gretmenlerin
bireysel performanslarini olumsuz yonde etkiledigidir. Ikinci alt problemin yaniti olarak hizmetkar
liderlik &gretmenlerin bireysel performansmi olumlu yénde etkilemektedir. Ugiincii alt problem
agisindan bakildiginda hizmetkar liderlik Ogretmenlerin etik iklim algisim1 pozitif yonde

etkilemektedir. Dordiincii alt probleme iliskin olarak etik iklim algis1 Ogretmenlerin bireysel
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performansint olumlu yonde etkiler sonucuna ulasilmistir. Besinci ve son alt problemin incelenmesi
sonucunda hizmetkar liderligin 6gretmenlerin bireysel performans: iizerindeki etkisinde etik iklim

algisinin tam aracilik rolii oldugu tespit edilmistir.
Sonug

Hizmetkar liderlige duyulan ilgi hem akademik camiada hem de is diinyasinda giderek
artmaya baglamistir. Ancak ¢alismalarin daha ¢ok kavramsal boyutta kaldig1, saha uygulamasi igeren
aragtirmalarin da agirhikla saglik sektorii basta olmak tizere hizmet sektoriinde gerceklestirildigi
goriilmektedir. Ancak hizmetkar liderlige iliskin yeterli gorgiil ¢alisma bulunmadig: i¢in kavramsal
aciklamalar1 net bir sekilde desteklemek giiclesmektedir (Russel ve Stone, 2002; Stone vd., 2004).
Ayrica mevcut ¢alismalarin sonuglar agisindan da tutarsizliklar s6z konusudur (Eva, Robin, Sendjaya,

van Dierendonck ve Liden, 2019; Hoch vd., 2018, s.14).

Yine de hizmetkar liderligin egitim kurumlarinda siklikla arastirildigi goriilmektedir (6r.;
Cerit, 2007; Cerit, 2008; Dinger ve Bitirim, 2007; Dogan ve Aslan, 2016; Ekinci ve Kilicoglu, 2018;
Tanridgen ve Coban, 2019; Urii Sar1 vd. 2013). Ancak sdz konusu ulusal calismalarda galisanlarin
performanslarina yeterince deginilmedigi goriilmektedir. Halbuki hizmetkar liderligi diger liderlik
arastirmalardan ayristiran temel 6zellik giiven iklimi, ise baglanma, orgiitsel baghlik ve orgiitsel
vatandashik davrams: gibi etik iklimin olusuma katki saglayan ve bireysel performans: etkileyen
orgiitsel tutum ve davranislara olan etkisidir (Hoch vd. 2018; Karatepe vd., 2019). Diger yandan
hizmetkar liderligin temel gayelerinden birisi ¢alisanlarin bireysel ve mesleki gelisimlerine katki

yaparak bireysel performanslarinin artmasini saglamaktir (van Dierendonck, 2011).

Bireysel performans Orgiitsel performansin temel belirleyicilerinden birisi oldugu icin
arastirmact ve uygulamacilarin ilgisini siirekli ¢eken ve arastirilan bir konu olmustur. Bireysel
performans tizerindeki etkisi olabilecek degiskenlerin es zamanli arastirilmasi orgiitsel performansin
artirilmast agisindan énemlidir (Celik ve Turung, 2009). Ozellikle gretmenler 6rnekleminde adalet,
etik, giiven, liderlik, motivasyon gibi farkli Orgiitsel faktorlerle bireysel performansin iligkisi
aragtirilmistir (Dilek¢i ve Nartgiin, 2020, s.312). Buradan hareketle, Ogretmenlerin bireysel
performanslarinin belirleyicilerini tespit etmek {izere tasarlanan bu c¢alismada demografik faktorler,

hizmetkar liderlik ve etik iklim algisinin bir model igerisinde etkileri arastirilmistir.

Korelasyon analizi sonucunda ortaya ¢ikan anlamli ve kuvvetli iligkiler hiyerarsik regresyon
analizi ile tutarli sonuglar vermis ve arastirma problemleri kismen de olsa kabul edilmistir.
Demografik faktorlerden sadece Ogretmenlerin kidemlerinin bireysel performans: olumsuz yonde
etkiledigi tespit edildigi i¢in birinci arastirma sorusu kismen kabul edilmistir. Literatiirdeki bulgular
pozitif yonde (Banjo ve Olufemi, 2014; Ng ve Feldman, 2010) ya da negatif yondedir (Karaman vd.,
2020). Ng ve Feldman (2010) tarafindan belirtildigi gibi iliski pozitif olsa da kidem arttik¢a performans

iizerindeki pozitif etkinin siddeti azalmaktadir.
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Hizmetkar liderligin bireysel performans {izerindeki etkisine yonelik olusturulan ikinci
aragtrma sorusu da kabul edilmistir. Literatiirde benzer yo6nde bulgulara rastlanmistir
(Cekmecelioglu, 2014; Harwiki, 2013; Jaramillo vd., 2009; Mehrmanesh ve Mirkolaei, 2015).
Calismanin {glincii arastirma sorusu hizmetkar liderligin etik iklim algis1 iizerinde pozitif etkisi
oldugunu gostermistir. Literatiirde de etik iklim algis1 ile hizmetkar liderlik arasinda pozitif bir iligki
oldugunu raporlayan calismalar bulunmaktadir (6r.; Covey, 2005; Patterson, 2003; Parolini, 2004;
Topcu, Glirsoy ve Giirson, 2015; Wallace, 2006; Whetstone, 2005; Winston, 2003). Calismanin bir diger
aragtirma sorusu etik iklim algisinin da bireysel performans iizerindeki olumlu etkisine isaret etmistir.
Aksoy (2013), Altas ve Kuzu (2013), Biite (2011), Demir (2014), Erdogan ve Celik (2019), Eren ve
Hayatoglu (2011), Jaramillo ve digerleri (2006), Kaya ve Bagkaya (2016), Kili¢ (2019), Ozen ve Durkan
(2016) ve Schwepker (2013) tarafindan da etik iklimin performans iizerinde olumlu etkileri oldugu
belirtilmektedir. Ayrica analizlerle hizmetkar liderligin performans iizerindeki etkisinde etik iklimin

aracilik roliine iligkin besinci arastirma sorusu da kabul edilmistir.

Arastirma sonuglar1 genel olarak degerlendirildiginde, ¢alisanlarin performanslarinin temel
belirleyicilerinden olan hizmetkar liderlik tarzinin performans tizerindeki etkisinin dogrudan oldugu
kadar dolayh oldugu da ortaya gikmaktadir. Ozetle calisma ortaminda lider tarafindan etik iklim
olusturulmasi sonucunda calisanlarin performanslarinin yiikselecegi ortaya konmustur. Bu noktada
calisanlarin performanslarinin artirmalari icin ¢alisma ortaminin etik iklim algisimi giiclendirecek
sekilde diizenlemesinin 6nemi ortaya ¢ikmaktadir. Nitekim isgiicii verimliligi calisanlarin yiiksek
performans gostermesi ile, yiiksek performans ise etkin bir etik iklim altyapisi ile miimkiindiir
(Erdogan ve Celik, 2019, s.111). Ciinkii yOnetsel giiciin saglanmasinda etik iklimin rolii yadsinamaz
(Demir, 2014, s. 367). Ayrica etik iklim aymi zamanda saglam bir orgiit kiiltiirliniin de altyapisi

olusturmaktadir (Choi, Moon ve Ko, 2013).

Bu dogrultuda, hizmetkar liderlik insan odaklilik yaklasimi ve hizmette miikemmeliyet
anlayis1 ile isveren-isgoren arasindaki iliskiyi diizenleyerek c¢alisma barisim1 rahatlikla
saglayabileceginden calisan tarafindan arzu edilen ¢alisma ortamini olusturabilecektir. Ancak diger
liderlik yaklasimlarna kiyasla daha insan odakli bir yaklasim olan hizmetkar liderlik ozellikle
yetismis astlarin bulundugu ortamlarda ideal bir liderlik tarz: olabilir. Bu agidan &zellikle 6gretmenler
gibi kendini yetistirmis, egitim seviyesi yiiksek bireylerin yonetiminde yer alan yoneticiler icin en
uygun liderlik tarzinin hizmetkar liderlik tarzi oldugu ifade edilebilir. Ogretmenlerin
performanslarinin  artirilmasi igin liderler tarafindan rol model olacak sekilde etik davranis

sergilenerek etik iklim olusturulmasi yeterli olacaktir.

Bununla birlikte bireysel performans orgiitsel amaglarla uyumlu bir sekilde gorevin yerine
getirilmesi olduguna gore Orgiitsel amag¢ ve hedeflerin gozden gegirilmesi, etik iklim yaratilmasi

dogrultusunda oOrgiitsel kiiltiirtin olusturulmasina iliskin hedefler belirlenmesi uygun olacaktir.
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Ayrica sadece Ogretmenlere yonelik performansin artirilmasina yonelik ¢abalarin yaninda yonetim
becerilerinin gelistirilmesi baglaminda hizmetkar liderlik uygulamalarina yer verilmesi faydal

olacaktir.

Diger taraftan kurumda calisma siiresi arttik¢a performansin olumsuz etkilenebilecegi de goz
oniinde bulundurularak calisma ortaminin beklenen seviyede muhafazasi igin tedbir alinmasi
gerekmektedir. Bu noktada is tasarim uygulamalari fayda saglayabilir. Ornegin; rotasyon, is
zenginlestirme ve derinlestirme gibi is tasarimlar1 yapailabilir. Ayrica is nitelikleri agisindan is akisinin
diizenlenmesi de kidemi fazla olan 6gretmenler icin yararli olabilir. Bu agidan bireysel performansin

temel belirleyicilerinden birisi olarak isin niteligi modele dahil edilerek arastirma yinelenebilir.

Arastirmanin bazi kisitlarmin bulundugunu belirtmekte faydali olacaktir. Arastirmanin
Orneklemini ortaokul Ogretmenleri olusturdugu icin diger oOrgiit ve meslek gruplar1 agisindan
genelleme yapilirken dikkatli olunmas: gerekmektedir. Ayrica kesitsel bir tasarim oldugu igin zaman
agisindan bir smir s6z konusudur. Katilimcilarin mevcut durumdan ziyade ideale yonelik duygularin
aktarma ihtimali kuvvetli oldugu icin sosyal begenirlik etkisinden de soz etmek miimkiindiir.
Bunlarla birlikte hizmetkar liderlik ve etik iklim algis1 6lgeklerinin birbirine yakin maddeler icermesi

ortak yontem varyansi yol agmis olabilir.

Yine de ulusal literatiir agisindan heniiz yeni bir konu olan hizmetkar liderlik konusunda elde
edilen bulgular aragtirmaci ve uygulamacilar agisindan bazi ipuglari icermektedir. Isgiicii verimliligi
agisindan bireysel performans 6nemli bir yere sahip oldugu igin isgliciiniin yonetimi ayr bir sanat,
ayr1 bir tarz olarak goriilmektedir. Ozellikle giiniimiiz is diinyasinda begeri sermayenin &neminin
daha o6n plana c¢ktigi da diisliniiliirse insana yapilan yatirimlarin yonetilmesi daha Onem
kazanmaktadir. Bu gercevede miikemmel hizmet anlayisina kavusmanin esast insanlara rol model
olmak, yeteneklerini yonetmek ve onlara deger atfetmektir. Bu da ancak etik uygulamalarla elde
edilebilecektir. Bu noktada hem hizmetkar liderligin hem de etik iklimin insanlarin psikolojilerini ne
sekilde etkiledigi heniiz tam olarak ortaya konmamuistir. Bu nedenle, isveren-isgoren arasindaki
iliskinin hizmetkar liderler tarafindan nasil yonetildiginin arastirlmasi da literatiire katk:

saglayacaktir.

Ayrica bu calismada bireysel performans kapsaminda galisanlarin tanimlanan gorevlerle
iligkili yeterliligi Ol¢tilmiistiir. Arastirmadan elde edilen bulgular 1si§inda orgiitsel, sosyal ve
psikolojik ortama iligskin algilar da Olgiilerek hizmetkar liderligin baglamsal performans tizerindeki
etkisi de tespit edilebilir. Benzer sekilde giiniimiiz is diinyasindaki degisim hizindan dolay:
¢alisanlarmn uyum performans: kritik hale geldigi icin ¢alismanin bu dogrultuda da genisletilmesi

literatiire katki saglayacaktir.
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Introduction

Although different expressions are encountered in the literature for school administrators, the
concept of "instructional leader" is mostly preferred. Concepts such as “scientific manager”,
“bureaucratic manager”, “humane facilitator” can be given as examples (Sisman, 2014, p.23-24).
Management in schools includes the actions of planning, organizing, directing, coordinating and
controlling educational staff, support staff, parents and students as well as other resources that come
together to achieve predetermined goals. Basically, the functions of management take into account all
internal and external factors that affect the performance of the organization while determining the
scope of management (Drucker, 2014). In summary, instructional leadership is to activate resources
effectively and efficiently and to maintain order and discipline by minimizing the factors that may
interrupt the learning process (Smith-Andrews, 1989, p.8-9). Efforts in order to regulate the
environment rather than individuals ensures that the management is effective and efficient. Towards

this end, the creation of an organizational climate becomes a facilitating factor.

The ethical climate, which is increasingly coming to the fore in today's world among
organizational climates, develops a common ethical understanding within the organization, and a
common culture in terms of ethical behaviors is formed. For instance, a positive ethical climate
ensures that employees act within the framework of certain moral values and a sense of responsibility
(Eren and Hayatoglu, 2011, p.110). Similarly, ethical climate guides managers on how to behave in the
decision-making process (Aksoy, 2013, p.94). In other words, it can be stated that ethical climate is an

informal control system for organizations (Schminke, Arnaud, and Kuenzi, 2007, p.183).

In order to create an ethical climate, the leader must exhibit ethical behavior and set a good

ethical example to the members of the organization. In this context, the first leadership approach that
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comes to mind is servant leadership. Greenleaf (1977), who first conceptualized servant leadership,
emphasizes that service to others is prioritized rather than the leader himself/herself. The essence of
servant leadership is helping subordinates to meet their needs (Fields and Winston, 2010; Liden,
Wayne, Zhao, and Henderson, 2008). The character traits of servant leaders include appreciation,
empathy, empowerment, delegation, honesty, modeling, persuasion, ethical behavior, altruism, trust,
encouraging participation, and wisdom (Fields and Winston, 2010; Russell and Stone, 2002; Spears,

1998).

According to Greenleaf (1977), the concept of servant leadership has not found enough
empirical support and has been described mostly by qualitative studies (Northouse, 1997, p.245). In
this sense, it has been emphasized that there is a need for field studies on servant leadership (Russel
and Stone, 2002; Stone, Russell and Patterson, 2004). For example, Cerit (2007) conducted a study
measuring the service-oriented leadership perceptions of administrators and teachers working in
primary schools. Similarly, Dinger and Bitirim (2007) studied the relationship between servant
leadership and organizational culture. Cerit (2008) mentioned the interaction between teachers'
perceptions of servant leadership and their burnout. Urii Sari, Caliskan, Atan, and Yozgat (2013)

researched the effect of servant leadership of academicians on student behavior.

However, it is seen that the performance of the employees is not adequately addressed in
these national studies. However, the main feature that distinguishes servant leadership from other
leadership studies is the effect of ethical climate, such as trust climate, work engagement,
organizational commitment and organizational citizenship behavior, on organizational attitudes and
behaviors that contribute to the formation and affect individual performance (Hoch, Bommer,
Dulebohn, and Wu, 2018; Karatepe, Ozturk and Kim, 2019, p-87). On the other hand, one of the main
purposes of servant leadership is to increase the individual performance of employees by contributing
to their personal and professional development (van Dierendonck, 2011). Since individual
performance is one of the main determinants of organizational performance, it has been a subject that
has always attracted the attention of researchers and practitioners. As stated by Celik and Turung
(2009), researching the effects of many variables on individual performance is important in terms of
increasing organizational performance. It is observed that the relationship between individual
performance and different organizational factors such as justice, ethics, trust, leadership and
motivation, especially in the sample of teachers, has been investigated (Dilek¢i and Nartgiin, 2020, p.
312). From this point of view, this study examines whether demographic factors, servant leadership
and ethical climate perception affect teachers' individual performances within the framework of a
model. In this direction, in the following parts of the study, first of all, the conceptual explanations of
the variables discussed in the research are given. Subsequently, the research model is introduced and
the method is explained. After discussing the research results, conclusions and recommendations are

given.
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Literature Search
Relationship with Individual Performance and Demographic Factors

Individual performance; is a concept regarding the employee's doing the assigned work
within the specified time in a cost-effective manner in accordance with the determined success criteria
(Smith and Goddard, 2002, p.250). Individual performance is accepted as one of the main
determinants of organizational development, growth and sustainability (Bakker, Demerouti, and
Verbeke, 2004). For this reason, individual performance is considered as the employee's behavior and

actions that are compatible with organizational goals (Campbell, 1990).

For the employee, while the performance is the psychological and economic results that arise
due to meeting the expectations of the individuals (Bakan and Biiyiikbese, 2004, p.6), for the
employer, the behaviors and actions themselves are more important than the results (Koopmans et al.,
2014, p. 160). Performance, which is an obligation for the employee in the context of the employer-
worker relationship, is a basic condition for meeting economic, socio-emotional and career
development expectations (Sonnentag and Freese, 2002; Topcu and Basim, 2015). Because individual
performance is also the determinant of individual outputs such as career, wage and reputation
(Caligkan, 2018). Therefore, individual performance is associated with the employee's competence for
defined tasks (Campbell, 1990). Bingol (2013) considers this competence as the level of fulfillment of
the job.

On the other hand, individual performance is closely related to the beliefs and values of the
employee, as well as the qualities and abilities of the employee (Morillo, 1990, p.170). Then,
individual performance is the employee's work outputs, behaviors and actions that are compatible
with organizational goals (Viswesvaran and Ones, 2005). In short, from the perspective of the
employee, individual performance is the competencies that determine the contribution of the

individual to the realization of organizational goals (Biite, 2011, p.177).

Studies on individual performance, which is one of the main determinants of organizational
performance, are frequently carried out. As stated by Celik and Turung (2009), investigating the effects
of many variables on individual performance is important in terms of increasing organizational
performance. Especially in the sample of teachers, its relationship with different organizational factors
such as justice, ethics, trust, leadership, motivation has been investigated (Dilek¢i and Nartgiin, 2020,
p- 312). In this direction, this study, which is designed to determine the determinants of teachers'
individual performance, examines the effects of demographic factors, servant leadership and ethical
climate perception in a model. In this context, the research questions are derived below by examining

the relationships between the variables.

Individual performance is directly related to personal factors (Tutar and Altindz, 2010, p.202).

However, the results regarding the relationship between demographic factors and performance differ
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in the literature. For example, Giiler and Ocak (2019) reported that the relationship of age and gender
with performance was not statistically significant. On the other hand, it is stated that individual
performance, which is the competence to fulfill the task, is closely related to the level of education and
experience (Dilek¢i and Nartgiin, 2020, p. 303). Karaman, Macit and Kus¢u Karatepe (2020) found that
while job performance differed according to status, it did not differ according to age, gender,
education level, experience and seniority. While Hassan and Ogunkoya (2014) talk about the positive
effects of age, seniority and marital status on individual performance, they report that education level
and gender have no effect. Ng and Feldman (2009) refer the positive relationship between education
and performance. Green, Jegadeesh, and Tang (2009) associated gender with performance. Ng and
Feldman (2010) described the relationship between seniority and performance in a U-shaped
relationship. According to the researchers, the severity of the relationship decreases as the seniority

increases.
Servant Leadership and Its Relationship with Individual Performance

Servant leadership is one of the leadership styles that has come to the fore in recent leadership
studies and is researched by practitioners as well as academics (Yukl, 2010). Greenleaf (1977), who
first conceptualized servant leadership, emphasizes that the leader prioritizes service to others rather
than himself/ herself. The essence of servant leadership lies in helping subordinates to meet their
needs (Fields and Winston, 2010; Liden, Wayne, Zhao, and Henderson, 2008). The character traits of
servant leaders include appreciation, empathy, empowerment, delegation, honesty, modeling,
persuasion, ethical behavior, altruism, trust, encouraging participation, and wisdom (Fields and
Winston, 2010; Russell and Stone, 2002; Spears, 1998). Patterson (2003) lists the behaviors of servant
leaders as unconditional love, appreciating subordinates, encouraging courage, trusting people, being
humble, people-oriented in the organization, keeping calm and being foresight. According to Covey
(2006), the personal integrity and self-control of the leader affect these behaviors. While Laub (2003)

emphasizes sharing, Spears (2000) emphasizes grouping and socialization.

Servant leaders are mediators or role models rather than managers or controllers (Lanctot and
Irving, 2010, p.34). According to Banutu-Gomez (2004), leaders have to teach their subordinates not
only how to be a leader, but also how to be a good subordinate. In this framework, the philosophy of
servant leadership can be summarized as excellent service and people-orientedness (Dinger and
Bitirim, 2007). At the center of the servant leadership philosophy is the understanding of “do unto

others as you would have them do unto you” (Mitroff and Denton, 1999, p.86).

It has been determined that servant leadership has positive effects on organizational attitudes
and behaviors. For example; as a result of the research conducted by Sokoll (2014) in a higher
education institution, it has been shown that servant leadership has significant and positive effects on

commitment. In addition, it is stated that organizations that adopt servanthood as a philosophy can

2010
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use their workforce more efficiently (Laub, 1999). On the other hand, realization of performance at the
desired level or higher is not only dependent on the employee, but also closely related to the working
conditions and managerial practices. In this context, the understanding of servant leadership based on
subordinates is to see the improvement of the performance of subordinates as one of the cornerstones
for the effectiveness of the organization (Liden, Panaccio, Meuser, Hu, and Wayne, 2014; Russel,
Stone, and Patterson, 2004, p.349; van Dierendonck, 2011, p.1235). This determination is also
supported by field studies. For example; Jaramillo, Grisaffe, Chonko, and Roberts (2009) stated that
there is a moderately significant and positive relationship between servant leadership and individual
performance. Harwiki (2013) reported that servant leadership improves individual job performance in
a study conducted in cooperatives in Indonesia. Cekmecelioglu (2014) also reported that people-
oriented leadership approaches have positive effects on business performance. Mehrmanesh and
Mirkolaei (2015) found that servant leadership positively affects individual performance in their study

at the social security institution.
Ethical Climate and Its Relationship with Servant Leadership and Individual Performance

Ethics are moral rules, values and beliefs about what is right and wrong (Gareth, 2007). The
concept of ethical climate, which was introduced to the literature by Victor and Cullen (1988), may be
expressed as the sharing of ethical understanding in the organizational environment. Along with the
ethical climate, a common ethical understanding develops within the organization and a common
culture in terms of ethical behaviors is formed. Ethical climate is the reflection of a common ethical
understanding to organizational practices, processes, norms and values (Babin, Boles, and Robin,
2000; Martin and Cullen, 2006). For example, a positive ethical climate ensures that employees act
within the framework of certain moral values and a sense of responsibility (Eren and Hayatoglu, 2011,
p-110). Similarly, ethical climate guides managers on how to behave in the decision-making process
(Aksoy, 2013, p.94). In other words, it can be stated that ethical climate is an informal control system

for organizations (Schminke, Arnaud, and Kuenzi, 2007, p.183).

Since leaders determine the vision, mission, goals and values of the organization, they ensure
the creation of the organizational climate (Moore and Moore, 2014, p.5). Leaders are also directly
responsible for the creation of the ethical climate as a part of the organizational climate (Brown and
Trevino, 2006). This emphasis on ethical practices in the field of leadership becomes more meaningful
with servant leadership (Lanctot and Irving, 2010). Because Reed, Vidaver-Cohen, and Colwell (2011)
and Yukl (2010) state that the increase in unethical practices and cases of corruption and corruption in
large companies bring servant leadership to the fore. In this respect, servant leadership can be an
effective tool in creating an ethical climate (Brown and Trevino, 2006, p.601). In fact, Liden et al. (2008)
also state that one of the components of servant leadership is ethical behavior. As a matter of fact,

there are studies reporting a positive relationship between ethical climate and servant leadership (eg;
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Covey, 2005; Patterson, 2003; Parolini, 2004; Topcu, Giirsoy, and Giirson, 2015, Wallace, 2006;
Whetstone, 2005; Winston, 2003)

In literature, there are studies investigating the effect of ethical climate on individual
performance and work attitudes (McKay, Avery, and Morris, 2008). For example; Aksoy (2013), Biite
(2011), Demir (2014), Erdogan and Celik (2019), Eren and Hayatoglu (2011), Jaramillo, Mulki and
Solomon (2006), Kaya and Bagkaya (2016), Ozen and Durkan (2016) state that ethical climate has
positive effects on performance. In the studies conducted by Altas and Kuzu (2013) and Kili¢ (2019) in
the sample of teachers, it was determined that the ethical climate in schools positively affects the

performance of teachers.

Labor productivity is possible with the high performance of the employees, and high
performance is possible with an effective ethical climate infrastructure (Erdogan and Celik, 2019, p.
111). Ethical climate also forms the infrastructure of a solid organizational culture (Choi, Moon, and
Ko, 2013). In fact, the role of ethical climate in providing managerial power cannot be denied (Demir,
2014, p. 367). In that case, besides the direct effect of servant leadership on individual performance, it

may also have an indirect effect on ethical perception.

The purpose of this research is to determine the effect of servant leadership and ethical climate

on individual performance. For this purpose, answers to the following questions were sought.
1. Do demographic factors affect teachers' individual performance?
2. Does servant leadership affect teachers' individual performance positively?
3. Does servant leadership affect teachers' ethical climate perception positively?
4. Does the ethical climate perception affect teachers' individual performance positively?

5. Does ethical climate perception have a mediating role in the effect of servant leadership

on teachers' individual performance?

Method and Results
Research Model

The aim of this research is to investigate the effects of demographic variables, servant
leadership and ethical climate on individual performance. The research model in which the

hypotheses created for this purpose are shown as a whole is as follows.

Ethical Climate
Individual Demo graphic
Performance Variables
Servant
Leadership

2012
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Figure 1. Research model

Sample

The study population of the research consists of teachers working in secondary schools in
Kizilcahamam district of Ankara province. According to the statistics published by the Ankara
Directorate of National Education, 155 teachers work in 9 public and private schools in Kizilcahamam
in the 2017-2018 academic year when the research was conducted (Ministry of National Education,
2020). The lowest sample size calculated with a 95% reliability and 5% margin of error for a
population of 155 people was found to be 111 (Altunisik, Coskun, Bayraktaroglu, and Yildirim, 2005,
p-127; Sekaran, 1992,). Within the scope of the research, data could be obtained from 125 teachers by
convenience sampling method, however 17 questionnaires with missing or extreme values were
eliminated and analyzes were made on 108 participants. Demographic information of the participants

is given in Table 1 below.

Table 1. Demographic Information of the Participants

Variable Category N % Variable Category N %
Gender Male 38 35,2 Marital Married 90 83,3
Status
Female 70 64,8 Bachelor 18 16,7
Education  Undergraduate 92 851 Age Less than 30 22 20,4
Graduate 14 13,0 30-40 47 43,5
Doctorate 2 1,9 41-50 30 27,8
More than 51 9 8,3
Tenure Less than 1 year 24 22,2  Work Less than 1 year 3 2,8
1-3 years 30 27,8  Experience 1-3years 13 12,0
4-6 years 19 17,6 4-6 years 10 9,3
7-9 years 8 7,4 7-9 years 14 13,0
10-12 years 10 9,3 10-12 years 8 7,4
12-15 years 5 4,6 12-15 years 16 14,8
More than 16 years 12 11,1 More than 16 years 44 40,7

When Table 1 is examined, it is seen that most of the participants are female (n=70, 64.8%),
married (n=90, 83.3%), between the ages of 30-40 (n=47, 43.5%) and have more than 16 years of
working experience. (n=44, 40.7%). On the other hand, the duration of working in their current schools
is between 1 and 3 years at most (n=30, 27.8%). Two of the participants (1.9%) have a doctorate and 14

(13.0%) have a master's degree.

Measurement Tools Used in The Research
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The first part of the questionnaire, which consists of four parts, contains the demographic
information of the participant, while the other parts include servant leadership, ethical climate and
individual performance scales, respectively. The individual performance scale was adapted from
Mahoney, Jerdee and Carroll's (1965) research into Turkish by Biite (2011). The Cronbach Alpha
coefficient of the four-item scale was determined as 0,83 by Biite (2011). The increasing score on the
scale in which the participant is asked to self-evaluate with questions such as "The speed of the task I
complete meets the qualifications of the task and the expectations of my supervisor" indicates that the

perception of performance is high.

The servant leadership scale was adapted into Turkish by Aslan and Ozata (2011), from the
scale developed by Dennis and Winston (2003). The Cronbach's Alpha coefficient of the scale, which
consists of fourteen items, was also determined as 0,93. The increasing score in the scale where the
participant is asked to self-evaluate with questions such as "The school administration has made it
known that unethical behaviors will not be tolerated under any circumstances" indicates that the

perception of servant leadership is high.

The ethical climate perception scale was developed by Schwepker (2001) and adapted into
Turkish by Biite (2011). The Cronbach Alpha coefficient of the eight-item scale was determined as 0.77
by Biite (2011). The increasing score in the scale, in which the participant is asked to self-evaluate with
questions such as "My manager benefits from differences to contribute", shows that the perception of

ethical climate is high.

A 5-point Likert type scale was used in the scales and the participants' level of agreement with
the statements specified in the scale items; “Strongly disagree=1”, “Partly disagree=2",

“Undecided=3", “Partly agree=4", “Strongly agree=5" values.

In this study, exploratory factor analysis was performed for the structural validity of the scales
and the Cronbach Alpha coefficient was calculated for the reliability analysis. The results of

exploratory factor analysis and reliability analysis are given in Table 2 above.

2014
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Table 2. Exploratory factor analysis results

Scale Item Factor Load  Explained Variance Cronbach Alfa
P1 0,782

Individual Performance 1135 gizﬁ %26,59 0,91
P4 0,841
L1 0,728
L2 0,822
L3 0,495
L4 0,612
L5 0,718
L6 0,624

. L7 0,755 o

Servant Leadership L8 0,408 %15,11 0,93
L9 0,764
L10 0,673
L11 0,522
L12 0,693
L13 0,747
L14 0,624
El 0,368
E2 0,596
E3 0,454

. . E4 0,662 o

Ethical Climate E5 0,753 %014,60 0,82
E6 0,671
E7 0,574
E8 0,495

For the convenience of sampling data for analysis, the Kaeiser-Meyer-Olkin (KMO) value is
expected to be more than 0,50 and the Barlett sphericity test value is expected to be less than 0,05
(Field, 2005). Principal component analysis was applied for exploratory factor analysis and varimax
method was preferred as rotation technique. Since the KMO value was 0,857 and the Barlett sphericity
test value was 0,000, it was concluded that the sample had the ability to represent the population and

the analysis may be continued.

As seen in Table 2, factor loads are higher than 0,30. When the explained variances are
examined, it is seen that the individual performance scale is %26,59, the servant leadership scale is
%15,11, and the ethical climate perception scale is %14,60 and a total of %56,31. The Cronbach Alpha
coefficients calculated for the reliability analysis are 0,91, 0,93 and 0,82, respectively. As a result, it has

been determined that the scales are valid and reliable in the context of this research sample.

Findings
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Correlation analysis was performed in order to evaluate the relations between the variables.
For this purpose, first of all, the mean scores of the variables were calculated. As can be seen from
Table 3, the answers of the participants in the scales using a 5-point scale are above the averages. In
addition, it shows that the answers that do not have high standard deviations exhibit a more
homogeneous structure. As a result of the correlation analysis, it was determined that there are
significant and positive relationships between the variables. In particular, it is seen that the

relationship between servant leadership and ethical climate is stronger.

Table 3. Relationship analysis results

Scale Mean s.d. 1 2 3
4. Ethical Climate 3,56 0,62 1
5. Servant Leadership 3,51 0,68 0,677* 1
6. Individual Performance 3,89 0,65 0,391* 0,354* 1

*p<0,01

In order to test the research hypotheses, hierarchical regression analysis was
performed. Demographic variables were included in the analysis as control variables.
Analysis results are given in Table 4. Demographic factors, servant leadership and ethical
climate were included in the analysis as independent variables, respectively. As a result of
the analysis, it was seen that all of the regression models were acceptable models. As can be
seen from Table 4, in the first model, tenure affects individual performance significantly and
negatively. In the second model, while the negative effect of tenure does not change, servant

leadership affects individual performance in a meaningful and positive way.

Table 4. Regression analysis results-1

Model R? F Test B
4. Tenure 2 Individual Performance 0,05 5,67** -0,225**
5. Tenure and Servant Leadership -» Individual Performance 0,16 11,31*
5.1. Tenure = Individual Performance -0,228**
5.2. Servant Leadership - Individual Performance 0,356*
6. Tenure, Servant Leadership, and Ethical Climate = 0,19 9,14*
Individual Performance
6.1. Tenure = Individual Performance -0,204**
6.2. Servant Leadership = Individual Performance 0,191
6.3. Ethical Climate - Individual Performance 0,243**
R?>=Model’s Explanatory Power; =Regression Coefficient
* p<0,01; ** p<0,05

When the ethical climate variable was included in the third model, the negative effect of
tenure did not change, while the ethical climate had a significant and positive effect on individual
performance, but the effect of the servant leader became meaningless. This indicates that ethical
climate has a mediating role in the performance effect of servant leadership. For this reason, in

accordance with the method proposed by Baron and Kenny (1986), the fourth and fifth models were

2016
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established and tested to determine the effect of servant leadership on ethical climate, and the results

of the analysis are shown in Table 5.

Table 6. Regression analysis results-2

Model R? F Test B
3. Servant Leadership > Ethical Climate 0,46 89,89* 0,677*
4, Ethical Climate = Individual Performance 0,15 19,16* 0,391*

*p<0,01

As a result of the test, it was observed that servant leadership had a significant and positive
effect on ethical climate. The effect of ethical climate on individual performance was also tested, and it
was found to have a significant and positive effect. In this case, it can be argued that ethical climate
has a full mediating role in the effect of servant leadership on performance (Sobel test result p<0.05).
In the analysis results, it was more appropriate to evaluate the research model as shown in Figure 2

below.

Ethical Climate

0,677M 0/243**

Individual

Servant

0191 Performance

Demographic -0,204**

Variables (Tenure)

Leadership

Figure 2. Analysis results

As a result of the analysis, the following answers were found to the research problems. The
result obtained within the scope of the first sub-problem is that tenure, which is one of the
demographic factors, affects the individual performances of teachers negatively. As an answer to the
second sub-problem, servant leadership positively affects the individual performance of teachers.
From the point of view of the third sub-problem, servant leadership positively affects teachers' ethical
climate perception. Regarding the fourth sub-problem, it was concluded that the ethical climate
perception positively affects the individual performance of teachers. As a result of the examination of
the fifth and last sub-problem, it has been determined that the ethical climate perception has a full

mediating role in the effect of servant leadership on the individual performance of teachers.
Conslusion

Interest in servant leadership has begun to increase both in the academic community and in
the business world. However, it is seen that the studies are mostly conceptual and the researches that
include field applications are mostly carried out in the service sector, especially in the health sector.

However, since there are not enough empirical studies on servant leadership, it is difficult to clearly
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support conceptual explanations (Russel and Stone, 2002; Stone et al., 2004). There are also
inconsistencies in the results of existing studies (Eva, Robin, Sendjaya, van Dierendonck and Liden,

2019; Hoch et al., 2018, p.14).

However, it is seen that servant leadership is frequently researched in educational institutions
(eg; Cerit, 2007; Cerit, 2008; Dinger and Bitirim, 2007; Dogan and Aslan, 2016; Ekinci and Kiligoglu,
2018; Tanri6gen and Coban, 2019; Urti Sar1 et al. 2013). However, it is seen that the performance of the
employees is not adequately addressed in these national studies. However, the main feature that
distinguishes servant leadership from other leadership studies is the effect of ethical climate, such as
trust climate, work engagement, organizational commitment and organizational citizenship behavior,
on organizational attitudes and behaviors that contribute to the formation and affect individual
performance (Hoch et al. 2018; Karatepe et al., 2019). On the other hand, one of the main purposes of
servant leadership is to increase the individual performance of employees by contributing to their

personal and professional development (van Dierendonck, 2011).

Since individual performance is one of the main determinants of organizational performance,
it has been a subject that has always attracted the attention of researchers and practitioners.
Simultaneous research of the variables that may have an impact on individual performance is
important in terms of increasing organizational performance (Celik and Turung, 2009). Especially in
the sample of teachers, the relationship between individual performance and different organizational
factors such as justice, ethics, trust, leadership, motivation were investigated (Dilek¢i and Nartgiin,
2020, p.312). From this point of view, in this study, which was designed to determine the determinants
of teachers' individual performance, the effects of demographic factors, servant leadership and ethical

climate perception in a model were investigated.

The significant and strong relationships that emerged as a result of the correlation analysis
gave consistent results with the hierarchical regression analysis and the research problems were
accepted, albeit partially. The first research question was partially accepted, as it was determined that
only the seniority of teachers among demographic factors affected individual performance negatively.
Results in the literature are either positive (Banjo and Olufemi, 2014; Ng and Feldman, 2010) or
negative (Karaman et al.,, 2020). As stated by Ng and Feldman (2010), although the relationship is

positive, the severity of the positive effect on performance decreases as seniority increases.

The second research question about the effect of servant leadership on individual performance
was also accepted. Similar results were found in the literature (Cekmecelioglu, 2014; Harwiki, 2013;
Jaramillo et al., 2009; Mehrmanesh and Mirkolaei, 2015). The third research question of the study
showed that servant leadership has a positive effect on ethical climate perception. In the literature,
there are studies reporting a positive relationship between ethical climate perception and servant

leadership (eg; Covey, 2005; Patterson, 2003; Parolini, 2004; Topcu, Giirsoy, and Giirson, 2015;
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Wallace, 2006; Whetstone, 2005; Winston, 2003). Another research question of the study pointed to the
positive effect of ethical climate perception on individual performance. Aksoy (2013), Altas and Kuzu
(2013), Biite (2011), Demir (2014), Erdogan and Celik (2019), Eren and Hayatoglu (2011), Jaramillo et al.
(2006), Kaya and Baskaya (2016), Kilig (2019), Ozen and Durkan (2016) and Schwepker (2013) stated
that ethical climate has positive effects on performance. In addition, the fifth research question on the

mediating role of ethical climate in the effect of servant leadership on performance was also accepted.

When the results of the research are evaluated in general, it is revealed that the effect of the
servant leadership style, which is one of the main determinants of the performance of the employees,
on the performance is indirect as well as direct. In summary, it has been revealed that the performance
of the employees will increase as a result of the creation of an ethical climate by the leader in the
working environment. At this point, the importance of arranging the working environment in a way
that strengthens the ethical climate perception in order to increase the performance of the employees
emerges. As a matter of fact, labor productivity is possible with high performance of employees, and
high performance is possible with an effective ethical climate infrastructure (Erdogan and Celik, 2019,
p-111). Because the role of ethical climate in providing managerial power is undeniable (Demir, 2014,
p- 367). In addition, the ethical climate also forms the infrastructure of a solid organizational culture

(Choi, Moon, and Ko, 2013).

In this direction, servant leadership will be able to create the work environment desired by the
employee, as it can easily ensure work peace by regulating the relationship between employer-
employee with a people-oriented approach and understanding of excellence in service. However,
servant leadership, which is a more people-oriented approach compared to other leadership
approaches, can be an ideal leadership style, especially in environments where trained subordinates
are present. In this respect, it can be stated that the most appropriate leadership style for
administrators who are in the management of self-educated and high-educated individuals such as
teachers is the servant leadership style. In order to increase the performance of teachers, it will be

sufficient to create an ethical climate by displaying ethical behavior as role models by the leaders.

However, since individual performance is the fulfillment of the task in harmony with
organizational goals, it would be appropriate to review organizational goals and objectives, and to set
goals for the creation of organizational culture in line with creating an ethical climate. In addition, it
would be beneficial to include servant leadership practices in the context of improving management

skills, as well as efforts to increase the performance of teachers only.

On the other hand, taking into account that performance may be adversely affected as tenure
in the institution increases, it is necessary to take measures to maintain the working environment at
the expected level. At this point, business design practices may be beneficial. For example; job designs

such as rotation, job enrichment and deepening can be made. In addition, organizing the workflow in
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terms of job qualifications can be beneficial for teachers with more seniority. In this respect, the
research may be repeated by including the nature of the job as one of the main determinants of

individual performance in the model.

It would be useful to point out that there are some limitations of the study. Since the sample of
the research consists of secondary school teachers, it is necessary to be careful when generalizing in
terms of other organizations and occupational groups. Besides, since it is a cross-sectional design,
there is a time limit. It is also possible to talk about the effect of social desirability, since the
participants are likely to convey their feelings towards the ideal rather than the current situation. In
addition to these, the fact that the servant leadership and ethical climate perception scales contain

items close to each other may have caused common method variance.

Nevertheless, the results on servant leadership, which is a new topic in terms of national
literature, contain some clues for researchers and practitioners. Since individual performance has an
important place in terms of workforce productivity, workforce management is seen as a separate art
and a different style. Especially, considering the importance of human capital in today's business
world, it becomes more important to manage investments made in people. In this context, the basis of
achieving an understanding of excellent service is to be a role model for people, to manage their
talents and to attribute value to them. This can only be achieved through ethical practices. At this
point, it has not yet been fully revealed how both servant leadership and ethical climate affect people's
psychology. For this reason, researching how the employer-employee relationship is managed by

servant leaders will also contribute to the literature.

In addition, in this study, the competence of the employees in relation to the defined tasks was
measured within the scope of individual performance. In the light of the results obtained from the
research, the effect of servant leadership on contextual performance can be determined by measuring
the perceptions of the organizational, social and psychological environment. Similarly, since the
compliance performance of employees has become critical due to the speed of change in today's

business world, expanding the study in this direction will contribute to the literature.
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