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Research Article

This study examines the effect of school administrators’ motivational language use on
teachers’ perceptions of organizational support and work engagement. The study
sample included 394 teachers who were selected using a disproportionate cluster
sampling method from primary schools in Gaziantep. The relationships between the
variables were analyzed using structural equation modeling. The results indicated direct
positive relations among the study variables and a partial mediating role of perceived
organizational support between motivational language and work engagement.
Motivational language used by school administrators significantly predicts teachers’
work engagement directly and through perceived organizational support. While the use
of motivational language enables teachers to engage more with their work; at the same
time, they display more work engagement behaviors with increased perceptions of
organizational support. Therefore, school administrators should be encouraged to use
motivational language to provide support and improve teacher engagement. Further
research could focus on identifying schools where motivational language use and
organizational support are not occurring at the desired levels. In this way, with the
measures and activities to be taken, teachers’ engagement with their work can be
increased, and their active participation in school development can be ensured.

Okul Yoneticilerinin Motivasyonel Dil Kullaniminin Ogretmenlerin

Orgiitsel Destek Algilari ve isle Biitiinlesmeleri Uzerindeki Etkisi

Makale Bilgisi

Oz

DOI: 10.14812/cuefd.1355418

Makale Gegmisi:

Gelis 05.09.2023
Diuzeltme 28.03.2024
Kabul 29.03.2024

Anahtar Kelimeler:
Motivasyonel dil,

isle biitiinlesme,
Algilanan orgitsel destek,
Okul yoneticisi,
Ogretmen.

Arastirma Makalesi

Bu calismanin amaci, okul yoneticilerinin motivasyonel dil kullaniminin 6gretmenlerin
orgltsel destek algilari ve isle butlinlesmeleri Uzerindeki etkisini incelemektir.
Arastirmanin 6rneklemi, Gaziantep'teki ilkokullardan oransiz kiime érnekleme yontemi
kullanilarak segilen 394 6gretmenden olusmaktadir. Degiskenler arasindaki iligkiler
yapisal esitlik modeli ile analiz edilmistir. Sonuglar, ¢alisma degiskenleri arasinda
dogrudan pozitif iliskiler ve motivasyonel dil ile isle bitinlesme arasinda algilanan
orgutsel destegin kismi aracilik rolti oldugunu gostermistir. Okul yoneticileri tarafindan
kullanilan motivasyonel dil hem dogrudan hem de algilanan orgiitsel destek araciligiyla
O0gretmenlerin isle butiinlesmelerini anlamli bir sekilde etkilemektedir. Motivasyonel dil
kullanimi 6gretmenlerin isleri ile daha ¢ok butlinlesmelerini saglarken; ayni zamanda
orgutsel destek algilarinin artmasiyla birlikte daha fazla isle butiinlesme davranisi
sergilemektedirler. Bu nedenle, okul yoneticilerinin 6gretmenlere destek saglamak ve
baghliklarini artirmak igin motivasyonel bir dil kullanmalari tesvik edilmelidir. ileriki
arastirmalarda, motivasyonel dil kullanimi ve orgutsel destegin istenen dizeyde
gerceklesmedigi okullarin belirlenmesine odaklanilabilir. Bu sayede alinacak énlemler ve
yapilacak galismalarla, 6gretmenlerin isle bitliinlesmeleri artirilarak okul gelisimine aktif
katiimlari saglanabilir.

* This study was presented as an “oral presentation” at the VIIth International Eurasian Educational Research Congress in Anadolu
University between 10th and 13th September 2020.
**Corresponding Author: sedatalev@gantep.edu.tr
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Introduction

It is known that leaders' behaviors or characteristics and their communication with employees are
among the important factors in achieving organizational goals (Deluga, 1994; De Nobile & McCormick,
2008; Haroon & Malik, 2018; Mueller & Lee, 2002). Although leaders’ communication with employees is
an issue that can be discussed in comprehensive and varied dimensions, one of the most important
considerations in the effective continuation of this communication process is the motivational language
used by leaders (Holmes & Parker, 2018) because it has an important effect on leadership behavior
(Mayfield et al., 1995; Sarros et al., 2014). In recent years, studies on leadership in the educational area
have emphasized that motivational language has an impact on organizational outcomes (Algahtani, 2015;
Brannon, 2011; Gutierrez-Wirsching et al., 2015; Haider et al., 2018; Ozen, 2013).

Motivation is the power that drives an individual to achieve a goal (Ryan & Deci, 2000). Motivational
language is the effect of a leader’s behavior on the follower's motivation through words and the follower's
reactions to this effect (Mayfield et al., 1998; Mayfield & Mayfield, 2002). To achieve organizational goals,
leaders must exhibit behaviors that will increase their followers’ loyalty, trust, and motivation (Hoy &
Miskel, 2010; Mayfield et al., 1995). In this context, Sullivan (1988) proposed a model that leaders can
adopt to develop effective communication strategies and set the Motivational Language Theory by
drawing attention to leaders’ communication skills in increasing employees’ performance output in the
organizational environment. In Motivational Language Theory, how a leader communicates with
subordinates is based on three basic language acts (Mayfield et al., 1998). Direction-giving language is
when the leader gives direction by informing the employees about specific goals and duties. The use of
this language helps employees better understand their responsibilities, gives instructions, and reduces
uncertainties (Madlock & Sexton, 2015). Empathetic language includes providing feedback on positive
behaviours, ensuring clear expression of opinion, and attempting to solve work-related or personal
problems, all while being understanding and polite (Brannon, 2011). Using empathetic language enables
the establishment of an emotional connection among leaders and employees (Holmes, 2012). Meaning-
making language is about transferring the structure, values, and norms of organizational culture to
employees (Ozen, 2013). Literary arts, metaphors, and stories are often used in this language (Conger,
1991). Studies have demonstrated that administrators’ use of motivational language positively effects
teachers (Algahtani, 2015; Haider et al., 2018; Holmes & Parker, 2018; Ozen, 2014; Sivik, 2018).
Motivational language has a positive relationship with school climate (Algahtani, 2015), job satisfaction
(Haider et al., 2018), trust in the administrator (Demir, 2019; Holmes & Parker, 2018), and organizational
commitment (Sivik, 2018). Therefore, these research results provide evidence that the motivational
language used by school administrators will have positive effects on teachers.

Work engagement refers to the emotional energies of employees who give themselves over to their
jobs and are actively involved in the work environment (Hallberg & Schaufeli, 2006; Kahn, 1990).
Wildermuth (2008) defined work engagement as a constant state that can turn into enthusiasm, passion,
high concentration, and energy. When employees are engaged in work, they tend to express their feelings
and thoughts about the job using physical, cognitive, and affective resources together (Handa & Gulati,
2014; Kahn, 1990; Rich et al., 2010; Schaufeli et al., 2002). Also, they try to create new resources by
managing their perceptions about work and social relations well (Bakker et al., 2011). Work engagement
consists of three sub-dimensions: cognitive engagement (vitality), emotional engagement (dedication),
and behavioral engagement (concentration) (Schaufeli et al., 2002). Cognitive engagement means that
the employee does his/her job with high energy, is willing, feels mentally resilient, and is not discouraged
by any difficulties (Bakker & Demerouti, 2008). Emotional engagement can be defined as an employee
finding his/her job worthwhile and meaningful, remaining full of enthusiasm for his/her job, and being
proud of his/her work (Schaufeli et al., 2006). Behavioral engagement is expressed as the employee’s
complete focus on his/her job, devoting himself/herself to his/her job, passing the time quickly in his/her
work, and therefore having difficulty in dismissing himself from his/her work (Schaufeli et al., 2002).
Klassen et al. (2012) emphasized that work engagement plays a vital role for teachers in order to overcome
work-related stress, prevent burnout, and continue to improve engagement in school-related activities
by taking a more active role. Research has also determined that work engagement has a negative
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relationship burnout (Hakanen et al., 2006) and a positive relationship with variables that increase
performance, such as self-efficacy (Simbula et al., 2011), organizational citizenship (Runhaar et al., 2013),
and perceived organizational justice (Kése & Uzun, 2018). In summary, besides work engagement, which
can be affected by various individual and organizational variables, it contributes to the success of the
school and students by enabling teachers to perform at a higher level.

Organizational support has been defined as the importance an organization attaches to the efforts of
its employees and practices put in place to increase their happiness and peace (Eder & Eisenberger, 2008).
Perceived organizational support is a general belief about how important what employees do for the
organization is and the value given to their work (Abdollahi et al., 2013; Eisenberger et al., 1990; Rhoades
& Eisenberger, 2002). In the organizational environment, employees take care to exhibit their behaviors
in this direction by balancing their relations with the organization (Armeli et al., 1998). In this context,
organizational support based on the Social Change Theory developed by Blau (1964) is an important factor
in establishing the balance between employee and organization (Eder & Eisenberger, 2008). Social
Exchange Theory draws attention to the "norm of reciprocity" and defines it as an attempt toward a goal
by a person, an attitudinal or behavioral response from the target, and the resulting relationship
(Cropanzano et al., 2017). Perceived organizational support, on the other hand, is a process of social
change in which employees expect to be rewarded for their contributions and efforts to achieve the goals
of the organization (Kurtessis et al., 2017). Providing sufficient resources for employees in return for their
efforts to achieve the organization’s goals (Derinbay, 2011) and satisfying their social and emotional needs
(Shanock & Eisenberger, 2006) positively impacts their perceptions of organizational support. Perceived
organizational support has been the subject of various studies in education (Argon, 2014; Bogler & Nir,
2012; Ingusci et al., 2016; Lee et al., 2020; Rahaman, 2012). These studies have identified that perceived
organizational support could positively affect the attitudes and behaviors of teachers toward their
schools. At the same time, perceived organizational support enables teachers to connect to their school
and work (Argon, 2014; Ingusci et al., 2016; Rahaman, 2012) and reduces negative attitudes and behaviors
toward the school (Bogler & Nir, 2012). As seen, the increase in teachers’ perceptions of organizational
support positively affects their performance and increases their commitment to school.

Perceived Organizational Support as a Mediator in the Relationship between Motivational Language
and Work Engagement

Motivational language plays an important role in increasing the work engagement of teachers and
facilitates the interaction between teachers and administrators (Demir, 2018; Haider et al., 2018; Sivik,
2018). Motivating language from administrators enables teachers to embrace the school more and
engage more with their work (Sivik, 2018). The working environment created by managers is an important
factor in work engagement, and it is expected that employees who are supported with sufficient
organizational resources will be more engaged in their work. Besides, one of the positive organizational
outcomes of motivational language use is employees’ perceptions of organizational support (Sullivan,
1988). For example, Eder and Eisenberger (2008) stated that communication established with the leaders
shapes the employees’ perceptions of organizational support; similarly, Holmes and Parker (2018) stated
that the use of motivational language increases the perception of organizational support by stating that
positive communication in a corporate environment can motivate employees and increase their
perception of support as well.

Studies on the organizational determinants of employee integration with work, which is an expected
and desired behavior for organizations (Ahmed & Nawaz, 2015; Bakker & Demerouti, 2008; Rhoades &
Eisenberger, 2002; Segers et al., 2010), have determined that support from management has a positive
correlation with the level of engagement of employees. The literature also states that in the organizational
environment, fairness, appreciation, and support of employees from management make it easier for
employees to be connected to their jobs and work engagement (Ahmed & Nawaz, 2015; Kose & Uzun,
2018). At the same time, perceived organizational support enhances employee performance (Bakker &
Demerouti, 2008; Segers et al.,, 2010) and contributes to productive work (Eisenberger et al., 1997;
Rhoades & Eisenberger, 2002). Managers with practical communication skills need to use motivational
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language to increase their employees’ performance and promote them to do their jobs more lovingly and
willingly (Hoy & Miskel, 2010; Mayfield & Mayfield, 2016; Sullivan, 1988). Therefore, it is possible to say
that motivational language contributes to employees’ cognitive and emotional attachment and work
engagement by encouraging them to focus more on their work. Moreover, studies on work engagement
(Bakker & Demerouti, 2008; Liao-Holbrook, 2012; Randall et al., 1999; Segers et al., 2010) have revealed
that perceived organizational support positively affects employees’ work engagement levels.

The motivational language used by school principals increases teachers' perceptions of organizational
support (Derinbay, 2011; Holmes, 2012; Stephon, 2016) and their work engagement (Kavgaci & Calik,
2017; Sivik, 2018). In addition, perceived organizational support is among the important factors that can
increase teachers' work engagement (Kavgaci & Galik, 2017; Kése & Uzun, 2018; Merig et al., 2019).
Studies have examined the relationships between perceived organizational support and motivational
language (Eder & Eisenberger, 2008; Sullivan, 1988), work engagement and motivational language (Haider
et al., 2018; Liao-Holbrook, 2012; Sivik, 2018), perceived organizational support and work engagement
(Abdollahi et al., 2013; Bakker & Demerouti, 2008; Rahaman, 2012). However, since the role of perceived
organizational support has not been examined in these studies, the mediating role of perceived
organizational support in the relationship between motivational language and work engagement should
be emphasized.

Conceptual Framework

The communication language used by a leader is an important factor in the quality of the interaction
with the followers (Brannon, 2011; Conger, 1991; Holmes, 2016; Simmons & Sharbrough I, 2013). For
this reason, the issue of how high-quality communication can take place between the leader and followers
comes into prominence (Gutierrez-Wirsching et al., 2015; Mayfield et al., 1995; Sarros et al., 2014). The
conceptual framework (see Fig. 1) of the present study is based on the Motivational Language Theory
developed by Sullivan (1988), which draws attention to the importance of leaders’ communication skills
in enhancing the performance of employees within an organizational environment. Based on this theory,
Mayfield et al. (1995) developed a motivational language scale to determine the linguistic communication
ability of a leader and the level of influence on his followers. Various studies have been conducted on the
relationship of motivational language with organizational outcomes using this scale (Brannon, 2011;
Gutierrez-Wirsching et al., 2015; Mayfield & Mayfield, 2002; Sabir & Bhutta, 2018; Sullivan, 1988).

School administrators’ use of motivational language (Haider et al., 2018; Sivik, 2018) and providing
support to teachers (Klassen & Chiu, 2011; Ware & Kitsantas, 2007) are among the important factors for
work engagement. Therefore, the purpose of this study is to investigate the direct associations between
work engagement, perceived organizational support, and motivational language. Another aim of this
study is to examine the mediating effect of perceived organizational support in the association between
motivational language and work engagement. For this reason, the following hypotheses were tested:

1. Motivational language is positively associated with work engagement.
2. Motivational language is positively associated with perceived organizational support.
3. Perceived organizational support is positively associated with work engagement.

4. Perceived organizational support mediates the relationship between motivational language and
work engagement.
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Figure 1

The Conceptual Framework of the Study

Perceived Organizational
Support

Motivational Language Work Engagement

Direct Effect Mediating Effect

According to the model in Figure 1, it is assumed that school administrators’ use of motivational
language increases teachers’ perceptions of organizational support and their level of work engagement.
Motivational language has a direct impact on perceived organizational support and work engagement.
Moreover, motivational language indirectly affects work engagement through perceived organizational
support.

Method
Research Model

In the study conducted using a correlational design, the relationships between motivational language,
work engagement, and perceived organizational support were investigated. In studies designed in
correlational design, the degree and direction of changes between variables are tried to be determined
(Fraenkel et al., 2011).

Participants

The sample of this study consisted of teachers working in primary schools in Gaziantep. As Gaziantep
is made up of three central districts, the disproportional cluster sampling method was used to select
participants from these districts. In the disproportionate cluster sampling method, all clusters in the
universe are sampled from existing clusters with an equal probability of selection (Karasar, 2010). In this
framework, the sample size sufficient to represent the population was calculated as at least 373 for a 95%
confidence interval, and 394 teachers were included in the sample. Of the participants, 223 (56.6%) were
female and 171 (43.4%) were male; 195 (49.5%) were 21-30 years, 157 (39.8%) were 31-40 years, and 42
(10.7%) were 41 years and above. In terms of seniority, 254 (64.5%) were between 1 and 9 years, 113
(28.7%) between 10 and 19 years, and 27 (6.9%) were 20 years or more of seniority. The number of
teachers with bachelor's degrees is 338 (85.8%), while the number of teachers with postgraduate degrees
is 56 (14.2%).

Instruments

Motivational Language Scale (MLS): Mayfield et al. (1995) developed the 24-item MLS, which was
adapted to Turkish by Ozen (2013). The scale comprises three sub-dimensions: direction-giving language,
meaning-making language, and empathetic language. Types of items included in each sub-dimension
comprise statements such as “My school principal guides me to solve problems related to my job”, “My
school principal gives me advice for establishing good relationships with other teachers”, and “My school
principal encourages me at school”, respectively. Each item is rated on a five-point Likert-type scale
ranging from 1 (I strongly disagree) to 5 (I strongly agree).

Work Engagement Scale (WES): The 16-item WES has been developed by Klassen et al. (2013), and the
scale’s adaptation to the Turkish language, along with validity and reliability studies, have been carried
out by Yerdelen et al. (2018). The scale contains four sub-dimensions: emotional engagement, cognitive
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engagement, social engagement related to students, and social engagement related to colleagues. Each
sub-dimension has four items such as “I love teaching”, “While teaching, | work with integrity”, “In class,
| care about the problems of my students”, and “At school, | connect well with my colleagues”, and
respectively. Participants responded to the items on a seven-point Likert-type scale ranging from 1 (never)

to 7 (always).

Perceived Organizational Support Scale (POSS): POSS has been developed by Eisenberger et al. (1986).
Adaptation to Turkish, validity and reliability studies were carried out by Akin (2008). In the present study,
the one-dimensional short form was used where the scale consists of 13 items such as “The institution |
work for is aware of my contributions”, The institution | work for pays very little attention to me”. Each
item is rated on a five-point Likert-type scale ranging from 1 (I strongly disagree) to 5 (I strongly agree).
Items 2, 3, 4, 7, and 10 on the scale are scored in reverse.

Research Ethics Approval

Ethical principles and rules were followed in the planning, data collection, analysis, and reporting
stages of the study. Before starting the study, ethics committee permission was obtained from Gaziantep
University Social and Human Sciences Ethics Committee (Issue No: E-39083294-050.06-22056, Decision
No. 22 taken at the meeting dated 23.12.2020 and numbered 01).

Reliability and Construct Validity

To test the reliability of the scales and sub-dimensions, Cronbach’s a coefficients were calculated. The
overall a=.94 for the motivational language scale and a=.95 (direction-giving language), a=.92 (meaning-
making language), and a= .88 (empathetic language) for its sub-dimensions. The overall scale for work
engagement is a= .95; the sub-dimensions are a= .96 (emotional engagement), a= .89 (cognitive
engagement), a= .85 (social engagement: students), and a= .88 (social engagement: colleagues). For the
scale of perceived organizational support, a= .84 was calculated. Reliability coefficients for all scales were
at a good level (>.70).

The construct validity of the scales was tested with confirmatory factor analysis (CFA) conducted in
the AMOS program. Regarding goodness of fit, x?/df, standardized root mean square errors (SRMR), root
mean square errors of approximation (RMSEA), incremental fit index (IFl), Tucker-Levis index (TLI) and
comparative fit index (CFl) values were reported. x2/df< 3, RMSEA and SRMR< .08, IFl, TLI and CFI> .90
were considered as acceptable (Brown, 2006; Hu & Bentler, 1999, Kline, 2011). The values obtained as a
result of CFA are presented in Table 1.

Table 1
Results of the CFA

Fit indices MLS WES POSS
x2/df 2.93 2.91 2.94
SRMR .04 .03 .05
RMSEA .07 .07 .07
IFI 94 .97 .93
TLI .93 .96 91
CFI .94 .97 .93

Abbreviations: MLS, motivational language scale; POSS, perceived organizational support scale; WES,
work engagement scale

Data Analysis

The SPSS 22.0 program was used in the analysis of the data set, and firstly, whether the missing data
were completely randomly distributed or not was checked by means of Little's MCAR (missing completely
at random) test, and the missing data were completed by averaging the series. Onwards, the obtained
raw scores were converted to Z standard scores, and data from 22 participants with Z scores outside the
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+/-3 range were removed. Also, the data of 7 participants were not included in the data set because the
Mahalanobis critical value was below 13.82 (Pallant, 2005). As a result of the calculations made via the
formula prepared for certain sizes of the main mass, it was concluded that 394 participants were sufficient
for a 95% confidence level and a= .05 significance (Field, 2009).

Before the analysis, univariate and multivariate normality and multiple connection assumptions were
tested, respectively. First, the skewness-kurtosis coefficients were calculated for the variables, and it was
seen that the values were normally distributed because they were between -1.5 and +1.5 (Tabachnick &
Fidell, 2013). Second, the multivariate normality assumption was tested with Mardia's multivariate
normality coefficient. As a result of the test, the Mardia coefficient was determined to be less than 1.96
(.90), and this indicates that the assumption was met (Yuan et al., 2005). Finally, in this study, within the
multiple connection assumption scopes, it was determined the binary correlations calculated between
the variables were <.80, the VIF (Variance Augmentation Factor) value was <10 (1.15), and the tolerance
value was .2 (.87). These values show that there is no multiple connection problem (Field, 2009). Since
the assumptions are met, the Maximum Likelihood method was used to estimate the parameters in the
structural equation modeling (SEM). The relationships between the variables were analyzed with SEM.
Additionally, mediation analyses were conducted by calculating 95% confidence intervals and using the
5000 resampling (bootstrapping) method. The significance level was taken as p< .05. The goodness of fit
of the SEM was evaluated through x?/df, SRMR, RMSEA, IFI, TLI, and CFl indices.

Results

In this section, descriptive statistics and correlation coefficients of the variables are presented first.
Then, the hypotheses developed in line with the objectives of the study were tested respectively, and the
findings obtained from the analysis were presented in tables and figures.

Descriptive Statistics and Correlation Coefficients
The means, standard deviations, and correlation coefficients of the variables are presented in Table 2.
Table 2

Descriptive Statistics and Correlation Coefficients of the Variables

Variables Mean SD 1 2 3

1. ML 4.03 .51 -

2. WE 4.75 .96 AT** -

3. POS 3.67 .38 .36** AQ** -
*¥p<.01

Abbreviations: ML, motivational language; POS, perceived organizational support; WE, work engagement

Table 2 shows that teachers’ perceptions of motivational language (Mean= 4.03, SD= .51), perceived
organizational support (Mean= 3.67, SD=.38), and work engagement (Mean= 4.75, SD= .96) are at high
levels. Motivational language (r= .47, p< .01) and perceived organizational support (r= .40, p< .01) are
positively related to work engagement. Besides, there is a positive correlation between motivational
language and perceived organizational support (r=.36, p<.01).

Mediating Test

The model proposed in the study was tested with path analysis. Based on the theoretical framework
to improve the model fit values, modifications were made by adding covariance between items ML4-MLS5,
ML8-ML10, ML13-ML15, POS1-POS2, and WE2-WEA4. The path coefficients for the model are presented in
the mediation test (see Fig. 2). The results showed that the model goodness of fit values was acceptable
(x3/df= 2.08, SRMR= .05, RMSEA= .05, IFI= .91, TLI= .90, CFl=.91).

Within the scope of the mediating test, firstly, it was concluded that the direct relationship of
motivational language with work engagement (B= .61, p< .01) and perceived organizational support (B=
.38, p< .01) and the direct relationship of perceived organizational support with work engagement (B=
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.45, p< .01) were significant. The fact that perceived organizational support influences work engagement
even without motivational language indicates that it is appropriate to conduct a mediation analysis in the
model. In this context, the results obtained are presented in Figure 2.

Figure 2

The Mediating Role of Perceived Organizational Support

Perceived
Organizational
Support

emotional engagement

direction-giving
language

cognitive engagement

meaning-making
language

Motivational
Language

»| Work Engagement ;
social engagement:

.90 students

empathetic language

social engagement:
colleagues

Note: The value in parenthesis (.61) refers to the direct effect prior to the perceived organizational
support being added to the model.

The values of the path analysis result are given in Table 3.

Table 3

Path Analysis Results
Hypotheses Pats B SE t p
H1 ML - WE .61 .36 7.128 .000
H2 ML - POS .38 .09 5.019 .000
H3 POS - WE .25 .19 4,516 .001
H4 ML = POS - WE .52 32 6.564 .000

**¥p<.001

Abbreviations: B, standardized estimation value; ML, motivational language; POS, perceived
organizational support; SE, standard error; WE, work engagement

When the path coefficients in Table 3 are examined, it is seen that motivational language has a positive
effect on work engagement (= .61, p<.001) and perceived organizational support (B= .38, p<.001), and
perceived organizational support has a positive effect on work engagement (= .25, p< .01). When the
mediating variable perceived organizational support was added to the model, although the path
coefficient value between motivational language and work engagement decreased, the coefficient
remained statistically significant (= .52, p<.001). This shows that perceived organizational support has a
partial mediating role.

The significance of the partial mediating role of perceived organizational support was tested using the
bootstrap method, and the results are presented in Table 4.
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Table 4

The result of the Bootstrap Test

Pats B SE %95 Bootstrap Cl ¢}
Direct effect

ML - WE .52 .06 [.40-.62] .000
ML - POS .38 .05 [.28-.47] .000
POS > WE .25 .06 [.14-.36] .001
Indirect effect

ML = POS - WE .09 .02 [.06-.15] .000

Abbreviations: B, standardized coefficient; Cl, confidence interval; ML, motivational language; POS,
perceived organizational support; WE, work engagement.

The values in Table 4 show that the direct effect of motivational language on work engagement (B=
.52; SE=.06; CI=[.40-.62]; p< .001) and perceived organizational support (B=.38; SE=.05; Cl=[.28-.47]; p<
.001) were significant. The direct path between perceived organizational support and work engagement
(B=.25; SE= .06; Cl= [.14-.36]; p< .01) was also significant. Moreover, motivational language indirectly
affects work engagement (B=.09; SE=.02; Cl=[.06-.15]; p <.001).

Discussion and Conclusion

The study aimed to examine the effects of motivational language on the work engagement of their
teachers and the mediating role of perceived organizational support by employing an SEM. The first
hypothesis of the study is that there is a positive association between motivational language used by
school administrators and teachers’ work engagement. The results confirmed this hypothesis and
provided significant evidence that motivational language positively predicts work engagement. In line
with this evidence, the literature suggests that the use of motivational language can increase work
engagement (Haider et al., 2018; Hosseinabadi, 2022; Sivik, 2018; Tao et al., 2022; Yakut & Maya, 2022).
Concerning the connection between motivational language and work engagement, Sivik (2018) examined
motivational language and work engagement. Like the findings of this study, it was concluded that the
motivational language used by school administrators plays an important role in teachers’ engagement
with their jobs. In another study conducted by Klassen et al. (2012), it was reported that school
administrators' use of motivational language to help teachers focus on their work is a vital factor in the
quality of educational activities and student learning outcomes.

The second hypothesis is that school administrators’ use of motivational language is positively related
to teachers’ perceptions of organizational support. The findings obtained from the data analysis
supported this hypothesis and showed that the use of motivational language in schools positively
predicted teachers’ perceptions of organizational support. The association between motivational
language and perceived organizational support has been extensively demonstrated in the related
literature. For example, Holmes (2016) examined the relationship between school administrators’ use of
motivational language and perceived organizational support and concluded that motivational language
positively predicts teachers’ perceptions of organizational support. Similarly, it is stated that motivational
language is an important factor affecting teachers’ perceived organizational support (Holmes & Parker,
2018). These results support the positive relationship between motivational language and perceived
organizational support and indicate that this relationship can be evaluated especially, in the context of
leadership practices in schools and the function of increasing teacher performance.

The third hypothesis is that perceived organizational support is positively correlated with work
engagement. The results confirmed this hypothesis and showed that perceived organizational support
would increase teachers’ work engagement. Previous research on organizational determinants of work
engagement (Ahmed & Navaz, 2015; Bakker & Demerouti, 2008; Kose & Uzun, 2018; Rhoades &
Eisenberger, 2002; Segers et al., 2010) has shown that manager support positively affects work
engagement. This situation can be explained by the fact that school administrators display a supportive
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attitude and behavior toward teachers, increasing teachers’ performance and facilitating their work
engagement (Ahmed & Nawaz, 2015; Kése & Uzun, 2018). Therefore, teachers with increased perceptions
of organizational support will display their behaviors in this direction by employing their physical,
cognitive, and affective characteristics together while working, and by doing so, engaged in work.

Finally, the fourth hypothesis of the study tested the mediating role of perceived organizational
support in the association between motivational language and work engagement. The results obtained
from the analyses confirmed this hypothesis, and it was determined that perceived organizational support
played a partial mediating role in the effect of motivational language on work engagement. Administrators
who have effective communication skills use motivational language to ensure that employees do their
jobs lovingly and willingly (Hoy & Miskel, 2010; Mayfield & Mayfield, 2016; Sullivan, 1988). The use of
motivational language positively affects employees’ perceptions of organizational support (Stephon,
2016), and quality communication with employees motivates them and shapes their perceptions of
organizational support (Derinbay, 2011; Eder & Eisenberger, 2008; Holmes, 2016; Holmes & Parker, 2018).
This suggests that motivational language will allow employees to focus more on their work, cognitively
and emotionally connect, and engage with their work (Haider et al., 2018; Haroon & Akbar, 2016; Sabir &
Bhutta, 2018; Sivik, 2018), and with perceived organizational support, the level of work engagement will
increase (Bakker & Demerouti, 2008; Liao-Holbrook, 2012; Randall et al., 1999; Segers et al., 2010). In this
context, school administrators’ use of motivational language will contribute positively to teachers’ work
engagement; at the same time, it is possible to say that teachers will become more engaged with their
work as the perceptions of organizational support increase with the motivational language.

In studies on educational leadership and management, the effect of school administrators’ use of
motivational language on factors such as loyalty to the administrator, job satisfaction, organizational
commitment, and leader-member exchange has been among the topics of interest and research (Demir,
2019; Haider et al., 2018; Holmes & Parker, 2018; Sabir & Bhutta, 2018). This study provides empirical
evidence that administrators’ use of motivational language and perceptions of organizational support may
play an important role in teachers’ work engagement. In other words, it is possible to say that school
administrators using motivational language is an important factor that increases teachers’ perception of
organizational support and enables them to engage with their work. Future research and policy efforts
could focus on identifying schools where motivational language use and organizational support are not
occurring at the desired levels. In this way, with the measures and activities to be taken, teachers’
engagement with their work can be increased, and their active participation in school development can
be ensured. Policies can be put in place to encourage principals' use of motivational language to improve
teaching and learning activities in schools and ensure teachers engage in their work. In addition, it can be
ensured that they participate in training that will increase their professional competencies, improve their
communication skills, and establish qualified communication by considering the personal characteristics
of teachers. Finally, it can be stated that school administrators' creating a trust-oriented school climate
environment, using motivational language, and giving the necessary importance and support to teachers'
efforts will have positive reflections on their work engagement.

Some limitations should be taken into consideration when interpreting the findings of this study. To
better understand the difference between the perspectives of teachers and school administrators, studies
based on the evaluations of school administrators and teachers can be conducted. To determine the effect
of motivational language use on perceived organizational support and work engagement, longitudinal or
experimental studies can be designed that allow for a more accurate estimation of the causes and
consequences of variables over a certain period. Multilevel SEM can be conducted by considering not only
teacher-level variables but also school-level variables. Since the current study was designed with a
quantitative design, future research using qualitative or mixed methods may provide more in-depth
information about the impact of school administrators' practices to support teachers' work engagement.
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Tiirkge Siirimui

Giris

Orgiitsel amaclarin gergeklestiriimesinde, liderlerin davranislarinin veya ozelliklerinin yani sira
cahisanlarla kurduklari iletisimin de 6nemli faktorler arasinda yer aldigi bilinmektedir (Deluga, 1994; De
Nobile & McCormick, 2008; Haroon & Malik, 2018; Mueller & Lee, 2002). Liderlerin ¢ahsanlarla olan
iletisimleri, kapsamli ve farkli boyutlarda ele alinabilecek bir konu olsa da s6z konusu bu iletisim siirecinin
etkin bir sekilde sirdirilmesinde en 6nemli faktérlerden biri, liderlerin kullandiklari motivasyonel dildir
(Holmes & Parker, 2018). Ciinkli, motivasyonel dil kullaniminin, liderlik davranislarinda 6nemli bir etkisi
bulunmaktadir (Mayfield vd., 1995; Sarros vd., 2014). Son yillarda, egitim alaninda liderlik Gzerine yapilan
¢alismalar, motivasyonel dilin orgiitsel ¢iktilar Gzerinde olumlu etkisi oldugunu vurgulamaktadir
(Algahtani, 2015; Brannon, 2011; Gutierrez-Wirsching vd., 2015; Haider vd., 2018; Ozen, 2013).

Motivasyon bir amaci gerceklestirmeye yonelik bireyi harekete geciren giictiir (Ryan ve Deci, 2000).
Motivasyonel dil ise liderin davranisinin kelimeler araciligiyla izleyenin motivasyonu lzerindeki etkisi ve
izleyicinin bu etkiye verdigi tepkilerdir (Mayfield & Mayfield, 2002; Mayfield, vd., 1998). Liderler, 6rgutsel
hedeflere ulasmak igin takipgilerinin bagliligini, gilivenini ve motivasyonunu artiracak davranislar
sergilemelidir (Hoy & Miskel, 2010; Mayfield vd., 1995). Bu baglamda, Sullivan (1988), liderlerin etkili
iletisim stratejileri gelistirmek icin benimseyebilecekleri bir model 6nermis ve o6rgiitsel ortamda
calisanlarin performans ciktilarinin  artirlmasinda liderlerin iletisim becerilerine dikkat cekerek
Motivasyonel Dil Teorisi’'ni ortaya koymustur. Motivasyonel Dil Teorisi’'nde, liderin astlariyla nasil iletisim
kurdugu lg temel dil eylemine dayanmaktadir (Mayfield vd., 1998). Yén verici dil, liderin ¢alisanlari belirli
hedefler ve gorevler hakkinda bilgilendirerek yon vermesidir. Bu dilin kullanimi calisanlarin
sorumluluklarini daha iyi anlamalarina yardimci olmakta, talimatlar vermekte ve belirsizlikleri
azaltmaktadir (Madlock & Sexton, 2015). Empatik dil, olumlu davranislar hakkinda geri bildirimde
bulunmayi, goéruslerin agikca ifade edilmesini saglamayi ve isle ilgili veya kisisel sorunlari ¢6zmeye
calismayi, tim bunlari yaparken de anlayish ve nazik olmayi icermektedir (Brannon, 2011). Empatik dil
kullanmak, lider ve galisan arasinda duygusal bir bag kurulmasini saglamaktadir (Holmes, 2012). Anlam
olusturucu dil, 6rgut kiltirinin yapisinin, degerlerinin ve normlarinin ¢alisanlara aktariimasiyla ilgilidir
(Ozen, 2013). Edebi sanatlar, mecazlar ve dykiiler bu dilde siklikla kullaniimaktadir (Conger, 1991).
Calismalar, yoneticilerin motivasyonel dil kullanmalarinin 6gretmenler {izerinde olumlu etkileri oldugunu
ortaya koymustur (Algahtani, 2015; Haider vd., 2018; Holmes ve Parker, 2018; Ozen, 2014; Sivik, 2018).
Motivasyonel dilin, okul iklimi (Algahtani, 2015), is doyumu (Haider vd., 2018), yoneticiye duyulan gliven
(Demir, 2019; Holmes & Parker, 2018) ve orglitsel baglilik (Sivik, 2018) ile pozitif bir iliskisi bulunmaktadir.
Dolayisiyla s6z konusu arastirma sonuglari, okul yoneticilerinin kullandiklari motivasyonel dilin
o6gretmenler Gizerinde olumlu etkileri olacagina dair kanit saglamaktadir.

isle biitiinlesme, kendilerini islerine veren ve is ortamina aktif olarak dahil olan ¢alisanlarin duygusal
enerjilerini ifade etmektedir (Hallberg & Schaufeli, 2006; Kahn, 1990). Wildermuth (2008) ise isle
bitiunlesmeyi cosku, tutku, ylksek konsantrasyon ve enerjiye dénisebilen sirekli bir durum olarak
tanimlamistir. Calisanlar isle buttinlestiklerinde, fiziksel, bilissel ve duyussal kaynaklari birlikte kullanarak
isle ilgili duygu ve dusiincelerini ifade etme egilimindedir (Handa & Gulati, 2014; Kahn, 1990; Rich vd.,
2010; Schaufeli vd., 2002). Ayrica, ise dair algilarini ve sosyal iliskilerini iyi yoneterek yeni kaynaklar
yaratmaya calismaktadirlar (Bakker vd., 2011). isle biitiinlesme; bilissel biitiinlesme (zindelik), duygusal
biitiinlesme (adanma) ve davranissal biitiinlesme (yogunlasma) olmak tzere (g alt boyuttan olusmaktadir
(Schaufeli vd., 2002). Bilissel biitiinlesme, calisanin isini yiiksek enerjiyle yapmasi, istekli olmasi, zihinsel
olarak direngli hissetmesi ve herhangi bir zorluk karsisinda cesaretinin kirilmamasi anlamina gelmektedir
(Bakker & Demerouti, 2008). Duygusal biitiinlesme, galisanin isini degerli ve anlamh bulmasi, isi igin
coskulu olmasi, isinden gurur duymasi olarak tanimlanmaktadir (Schaufeli vd., 2006). Davranissal
blitiinlesme ise, calisanin tamamen isine odaklanmasi, kendini isine adamasi, isinde zamanin hizli gegmesi
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ve bu nedenle isten ayrilmakta zorlanmasi olarak ifade edilmektedir (Schaufeli vd., 2002). Klassen ve
digerleri (2012) isle butlinlesmenin 6gretmenlerin isle ilgili stresin lstesinden gelmeleri, tikenmisligi
onlemeleri ve daha aktif bir rol alarak okulla ilgili faaliyetlere katilimi artirmaya devam etmeleri tizerinde
onemli bir rol oynadigini vurgulamistir. Arastirmalarda ayrica, isle bltiinlesmenin tikenmislikle negatif
(Hakanen vd., 2006); 6z yeterlik (Simbula vd., 2011), 6rgitsel vatandaslik (Runhaar vd., 2013) ve algilanan
orgitsel adalet (Kése & Uzun, 2018) gibi performansi artiran degiskenlerle ise pozitif bir iliskisi oldugu
tespit edilmistir. Ozetle, isle bitiinlesme cesitli bireysel ve &rgiitsel degiskenlerden etkilenebilmekle
birlikte, 6gretmenlerin daha yiksek performans gostermelerini saglayarak, okulun ve o&grencilerin
basarisina olumlu katkilarda bulunmaktadir.

Orgiitsel destek, bir érgiitiin ¢alisanlarinin gabalarina verdigi 8nem, onlarin mutlulugunu ve huzurunu
artirmak icin hayata gecirdigi uygulamalar olarak tanimlanmaktadir (Eder & Eisenberger, 2008). Algilanan
orgitsel destek ise, calisanlarin 6rgit icin yaptiklarinin ne kadar 6nemli olduguna ve galismalarina verilen
degere iliskin genel bir inanctir (Abdollahi vd., 2013; Eisenberger vd., 1990; Rhoades & Eisenberger, 2002).
Orgiitsel ortamda calisanlar, 6érgiitle olan iliskilerini dengeleyerek davranislarini bu yénde sergilemeye
6zen gostermektedir (Armeli vd., 1998). Bu baglamda, Blau (1964) tarafindan gelistirilen Sosyal Degisim
Teorisi'ne dayanan orgltsel destek, calisan ve 6rgit arasindaki dengenin kurulmasinda 6nemli bir
faktordur (Eder & Eisenberger, 2008). Sosyal Degisim Teorisi, “karsilik normu”na dikkat ¢ekerek; bir kisi
tarafindan hedefe yonelik girisim, hedeften karsilik olarak gelen tutumsal veya davranissal bir yanit ve
bunun sonucunda ortaya ¢ikan iliski olarak tanimlanmaktadir (Cropanzano vd., 2017). Algilanan orgtsel
destek ise calisanlarin 6rgitiin hedeflerine ulasmasiicin sagladiklari katki ve bunun karsiliginda ¢abalarinin
odullendirilmesini bekledikleri bir sosyal degisim sirecidir (Kurtessis vd., 2017). Calisanlarin orgiit
hedeflerine ulasmak icin gosterdikleri ¢cabanin karsiliginda onlara yeterli kaynak saglanmasi (Derinbay,
2011), sosyal ve duygusal ihtiyaglarinin karsilanmasi (Shanock & Eisenberger, 2006) orgitsel destek
algilarini olumlu yonde etkilemektedir. Algilanan 6rgutsel destek, egitim alaninda gesitli calismalara konu
olmustur (Argon, 2014; Bogler & Nir, 2012; Lee vd., 2020; Ingusci vd., 2016; Rahaman, 2012). Bu
calismalar, algilanan orgitsel destegin 6gretmenlerin okullarina yonelik tutum ve davranislarini olumlu
yonde etkileyebilecegini ortaya koymustur. Ayni zamanda, algilanan oOrgitsel destek, 6gretmenlerin
okullarina ve islerine baglanmalarini saglarken (Argon, 2014; Ingusci vd., 2016; Rahaman, 2012) okula
ybnelik olumsuz tutum ve davranislarini azaltmaktadir (Bogler & Nir, 2012). Gorlldugu Uzere,
ogretmenlerin orgitsel destek algilarinin artmasi performanslarini olumlu yonde etkilemekte ve okula
baghhklarini artirmaktadir.

Motivasyonel Dil ve isle Biitiinlesme iliskisinde Bir Araci Olarak Algilanan Orgiitsel Destek

Motivasyonel dil, 6gretmenlerin isle butinlesmelerini artirmada 6nemli bir rol oynadigl gibi
ogretmenler ve yoneticiler arasindaki etkilesimi de kolaylastirmaktadir (Demir, 2018; Haider vd., 2018;
Sivik, 2018). Yoneticilerin motive edici dili, 6gretmenlerin okulu daha fazla benimsemelerini ve isleriyle
daha fazla biitinlesmelerini saglamaktadir (Sivik, 2018). Yoneticiler tarafindan olusturulan ¢alisma ortami
isle butlinlesmede 6nemli bir faktérdir ve orgitsel kaynaklarla desteklenen galisanlarin, islerine daha
bagh olmalari beklenmektedir. Ayrica, motivasyonel dil kullaniminin olumlu 6rgiitsel giktilarindan biri de
calisanlarin érgiitsel destek algilaridir (Sullivan, 1988). Ornegin, Eder ve Eisenberger (2008), liderlerle
kurulan iletisimin galisanlarin 6rgiitsel destek algilarini sekillendirdigini belirtmis; benzer sekilde Holmes
ve Parker da (2018) 6rgltsel ortamda olumlu iletisimin ¢alisanlari motive edebilecegini ve destek algilarini
artirabilecegini belirterek motivasyonel dil kullaniminin 6rgiitsel destek algisini artirdigini ifade etmistir.

Orgiitler icin beklenen ve istenen bir davranis olan calisanlarin isle bitiinlesmesinin 6rgiitsel
belirleyicileri Gizerine yapilan galismalar (Ahmed & Nawaz, 2015; Bakker & Demerouti, 2008; Rhoades &
Eisenberger, 2002; Segers vd., 2010) yoneticiden gelen destegin galisanlarin isle bitlinlesme dizeyleri ile
pozitif bir iliskisi oldugunu tespit etmistir. Literatlirde ayrica, 6rglitsel ortamda yoneticilerin galisanlara
adil davranmasi, deger vermesi ve desteklemesinin, calisanlarin islerine baglanmalarini ve isle
bitunlesmelerini kolaylastirdigi belirtiimektedir (Ahmed & Nawaz, 2015; Kése & Uzun, 2018). Ayni
zamanda, algilanan orgutsel destek, ¢calisan performansini artirmakta (Bakker & Demerouti, 2008; Segers
vd., 2010) ve verimli calismalarina katki saglamaktadir (Eisenberger vd., 1997; Rhoades & Eisenberger,
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2002). Etkili iletisim becerilerine sahip yoneticilerin, ¢alisanlarin performansini artirmak ve onlari islerini
daha severek ve isteyerek yapmaya tesvik etmek icin motivasyonel bir dil kullanmalari gerekmektedir (Hoy
& Miskel, 2010; Mayfield & Mayfield, 2016; Sullivan, 1988). Dolayisiyla, motivasyonel dilin ¢alisanlarin
islerine daha fazla odaklanmalarini tesvik ederek bilissel ve duygusal bagliliklarina ve isle biitiinlesmelerine
katkida bulundugunu soéylemek mimkindir. Dahasi, isle biutiinlesme konusunda yapilan calismalar
(Bakker & Demerouti, 2008; Liao-Holbrook, 2012; Randall vd., 1999; Segers vd., 2010) algilanan 6rgitsel
destegin calisanlarin isle butlinlesme diizeylerini olumlu yonde etkiledigini ortaya koymustur.

Okul yoneticileri tarafindan kullanilan motivasyonel dil, 6gretmenlerin 6rgitsel destek algilarini
(Derinbay, 2011; Holmes, 2012; Stephon, 2016) ve isle bltlinlesmelerini artirmaktadir (Kavgaci ve Galik,
2017; Sivik, 2018). Ayrica, algilanan orgltsel destek, 6gretmenlerin isle bitiinlesmelerini artirabilecek
onemli faktorler arasindadir (Kavgaci ve Calik, 2017; Kése ve Uzun, 2018; Merig vd., 2019). Arastirmalarda,
algilanan orgitsel destek ile motivasyonel dil (Eder & Eisenberger, 2008; Sullivan, 1988), isle bitiinlesme
ve motivasyonel dil (Haider vd., 2018; Liao-Holbrook, 2012; Sivik, 2018), algilanan &rgiitsel destek ve isle
bitinlesme (Abdollahi vd., 2013; Bakker & Demerouti, 2008; Rahaman, 2012) arasindaki iliskiler
incelenmistir. Ancak, s6z konusu arastirmalarda, algilanan orgiitsel destegin rolii incelenmedigi igin
motivasyonel dil ve isle bitlinlesme arasindaki iliskide algilanan orglitsel destegin araci rollinin
vurgulanmasi gerekmektedir.

Kavramsal Cergeve

Liderin kullandigi iletisim dili, izleyenlerle kurulan etkilesimin niteligi tizerinde 6nemli bir faktérdur
(Bandon, 2011; Conger, 1991; Holmes, 2016; Simmons & Sharbrough Ill, 2013). Bu nedenle lider ve
izleyenler arasinda nitelikli iletisimin nasil gerceklesebilecegi konusu 6n plana ¢ikmaktadir (Gutierrez-
Wirsching vd., 2015; Mayfield vd., 1995; Sarros vd., 2014). Bu ¢alismanin kavramsal gergevesi (bknz. Sekil
1) Sullivan (1988) tarafindan gelistirilen ve liderlerin iletisim becerilerinin 6rgitsel ortamda ¢alisanlarin
performansini artirmadaki dnemine dikkat ¢eken Motivasyonel Dil Teorisi’ne dayanmaktadir. Mayfield vd.
(1995) bu teoriye dayanarak, liderin dilsel iletisim becerisini ve izleyenleri zerindeki etki diizeyini
belirlemek icin motivasyonel dil 6lcegi gelistirilmistir. Bu olgek kullanilarak motivasyonel dilin 6rgiitsel
ciktilarla iliskisi tzerine gesitli arastirmalar yapilmistir (Brannon, 2011; Gutierrez-Wirsching vd., 2015;
Mayfield & Mayfield, 2002; Sabir & Bhutta, 2018; Sullivan, 1988).

Okul yoneticilerinin motivasyonel dil kullanmalari (Haider vd., 2018; Sivik, 2018) ve 6gretmenlere
destek saglamalari (Klassen & Chiu, 2011; Ware & Kitsantas, 2007) isle butlinlesme igin 6nemli unsurlar
arasindadir. Bu nedenle, calismanin amaci motivasyonel dil, isle biitinlesme ve algilanan orgiitsel destek
arasindaki dogrudan iliskileri incelemektir. Ayrica, ¢alismanin bir diger amaci da motivasyonel dil ile isle
bitinlesme arasindaki iliskide algilanan orglitsel destegin aracilik roliini incelemektir. Bu dogrultuda,
asagidaki hipotezler test edilmistir:

1. Motivasyonel dil, isle bitiinlesme ile pozitif iliskilidir.

2. Motivasyonel dil, algilanan orgitsel destek ile pozitif iliskilidir.
3. Algilanan 6rgitsel destek, isle bitiinlesme ile pozitif iliskilidir.
4

Algilanan o6rgitsel destek, motivasyonel dil ile isle bitlinlesme arasindaki iliskiye aracilik
etmektedir.
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sekil 1

Calismanin Kavramsal Cergevesi

Algilanan Orgiitsel
Destek

Motivasyonel Dil isle Bitiinlesme

Dogrudan Etki Aracilik Etkisi

Sekil 1'deki modele gore okul yéneticilerinin motivasyonel dil kullanimlarinin, 6gretmenlerin 6rgutsel
destek algilarini ve isle biitiinlesme dizeylerini artirdigi varsayilmaktadir. Motivasyonel dil; algilanan
orgitsel destek ve isle biutinlesme (izerinde dogrudan bir etkiye sahiptir. Ayrica motivasyonel dil,
algilanan orgitsel destek araciligi ile isle biitinlesmeyi dolayli olarak etkilemektedir.

Yontem
Arastirma Modeli

Korelasyonel bir tasarim kullanilarak gergeklestirilen arastirmada motivasyonel dil, isle biitiinlesme ve
algilanan orgitsel destek arasindaki iliskiler incelenmistir. Korelasyonel desende tasarlanan
arastirmalarda, degiskenler arasindaki degisimlerin derecesi ve yonl tespit edilmeye c¢alisiimaktadir
(Fraenkel vd., 2011).

Katilimcilar

Arastirmanin 6rneklemini, Gaziantep ilindeki ilkokullarda gérev yapan 6gretmenler olusturmaktadir.
Gaziantep U¢ merkez ilgeden olustugu icin katihmcilarin bu ilcelerden secgilmesinde oransiz kiime
ornekleme yontemi kullaniimigtir. Oransiz kiime Ornekleme ydnteminde, evrendeki tim kimelerin
secilme olasiligi esit olarak var olan kiimelerden 6rnekleme yapilmaktadir (Karasar, 2010). Bu gergevede
evreni temsil etme yeterligine sahip orneklem bliyUkligli %95 gliven araligi icin en az 373 olarak
hesaplanmis, 394 6gretmen 6rnekleme dahil edilmistir. Katilimcilarin, 223’0 (%56.6) kadin, 171’i (%43.4)
erkek; 195’i (%49.5) 21-30, 157’si (%39.8) 31-40, 42’si (%10.7) ise 41 yas ve Uzeridir. Kidem bakimindan
254’0 (%64.5) 1-9 yil, 113’0 (%28.7) 10-19 yil, 27’si (%6.9) 20 yil ve Gzeri kideme sahiptir. Lisans mezunu
O0gretmenlerin sayisi 338 (%85.8), lisanslisti mezunu olan 6gretmenlerin sayisi ise 56’dir (%14.2).

Veri Toplama Araglari

Motivasyonel Dil Olcedi (MDO): Mayfield ve digerleri (1995) tarafindan gelistirilen 24 maddelik MDO,
Ozen (2013) tarafindan Tiirkceye uyarlanmistir. Olgek, yén verici dil, anlam olusturucu dil ve empatik dil
olmak lzere (¢ alt boyuttan olusmaktadir. Her bir alt boyutta yer alan maddeler sirasiyla “Okul miidiiriim
isimle ilgili problemleri ¢6zmem icin yol gosterir”, “Okul midirim diger 6gretmenlerle iyi iliskiler kurmam
icin bana tavsiyelerde bulunur” ve “Okul muadirim okulda beni cesaretlendirir’ gibi ifadelerden
olusmaktadir. Her bir madde, 1 (kesinlikle katilmiyorum) ile 5 (kesinlikle katiliyorum) arasinda degisen
besli Likert tipi bir 6lcek izerinden derecelendirilmistir.

isle Biitiinlesme Olgedi (IBO): 16 maddeden olusan IBO Klassen ve digerleri (2013) tarafindan
gelistirilmis, olgegin Tirkceye uyarlama, gecerlik ve glivenirlik ¢calismalari Yerdelen ve digerleri (2018)
tarafindan yapilmistir. Olgek dort alt boyuttan olusmaktadir: duygusal biitiinlesme, bilissel biitiinlesme,
sosyal biitiinlesme: &6grencilerle, sosyal biitiinlesme: meslektaslarla. Her bir alt boyutta sirasiyla,
“Ogretmeyi cok seviyorum”, “Ogretim yaparken, isime yogunlasirim”, “Sinifta, 6grencilerimin sorunlariyla
ilgilenirim” ve “Okulda 6gretmen arkadaslarimla iyi iletisim kurarim” seklinde dért madde bulunmaktadir.
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Katiimcilar maddeleri 1 (higbir zaman) ile 7 (her zaman) arasinda degisen yedili Likert tipi bir 6lgek
Uzerinde yanitlamiglardir.

Algilanan Orgiitsel Destek Olcedi (AODG): AODO Eisenberger ve digerleri. (1986) tarafindan
gelistirilmistir. Tlrkceye uyarlama, gegerlilik ve glivenilirlik calismalari Akin (2008) tarafindan yapiimistir.
Bu calismada olgegin, “Calistigim kurum, benim yaptigim katkilarin farkindadir”, “Calistigim kurum bana
cok az ilgi gosterir” gibi 13 maddeden olusan 6lgegin, tek boyutlu kisa formu kullanilmistir. Her bir madde,
1 (kesinlikle katilmiyorum) ile 5 (kesinlikle katilyorum) arasinda degisen begsli Likert tipi bir 6lgek Gzerinde

derecelendirilmistir. Olgekteki 2, 3, 4, 7 ve 10. maddeler ters puanlanmaktadir.
Arastirma Etik izni

Arastirmanin planlanmasi, verilerin toplanmasi, analizi ve raporlanmasi asamalarinda etik ilke ve
kurallara uyulmustur. Arastirmaya baslamadan 6nce Gaziantep Universitesi Sosyal ve Beseri Bilimler Etik
Kurulundan (Sayi No: E-39083294-050.06-22056, 23.12.2020 tarih ve 01 nolu toplantida alinan 22 nolu
karar) etik kurul izni ahinmustir.

Guvenilirlik ve Yapi Gegerliligi

Olgeklerin ve alt boyutlarinin giivenirligini test etmek icin Cronbach’s a katsayilari hesaplanmistir.
Motivasyonel dil 6lgeginin geneline ait a= .94, alt boyutlari icin a= .95 (yon verici dil), a= .92 (anlam
olusturucu dil) ve a= .88 (empatik dil) seklinde hesaplanmistir. isle biitiinlesme &lceginin geneli igin a= .95,
alt boyutlari ise a= .96 (duygusal bitiinlesme), a= .89 (bilissel butlinlesme), a= .85 (sosyal bitlinlesme:
ogrencilerle) ve a= .88 (sosyal biitiinlesme: meslektaslarla) seklindedir. Algilanan 6rgitsel destek 6lgegi
icin a= .84 olarak hesaplanmistir. Tium o6lceklere ait glivenirlik katsayilarinin iyi diizeyde oldugu (>.70)
goriilmektedir.

Olgeklerin yapi gegerliligi AMOS programinda yapilan dogrulayici faktér analizi (DFA) ile test edilmistir.
Uyum iyiligine dair, x?/sd, standartlastiriimis ortalama hatalarin karekékii (SRMR), yaklasik hatalarin
ortalama karekoki (RMSEA), artan uyum indeksi (IF1), Tucker-Levis indeksi (TLI) ve karsilastirmali uyum
indeksi (CFl) degerleri raporlanmustir. x2/sd< 3, RMSEA ve SRMR< .08, IFI, TLI ve CFI> .90 kabul edilebilir
olarak degerlendirilmistir (Brown, 2006; Hu ve Bentler, 1999; Kline, 2011). CFA sonucu elde edilen degerler
Tablo 1'de sunulmustur.

Tablo 1

CFA Sonuglari
Uyum Indeksleri MDO iBO AOGDO
X*/sd 2.93 2.91 2.94
SRMR .04 .03 .05
RMSEA .07 .07 .07
IFI .94 .97 .93
TLI .93 .96 91
CFI .94 .97 .93

Kisaltmalar: AODO, Algilanan Orgiitsel Destek Olcegi; iBO, isle Biitiinlesme Olgegi; MDO, Motivasyonel Dil
Olgegi
Verilerin Analizi

Veri setinin ¢dzimlenmesinde SPSS 22.0 programi kullanilmis ve ilk olarak, kayip verilerin tamamen
rastgele dagilhp dagilmadig Little’s MCAR (tamamen rastgele kayip) testi araciligiyla kontrol edilmis ve
belirlenen eksik veriler seri ortalamasinin alinmasi yontemi ile tamamlanmistir. Daha sonra, elde edilen
ham puanlar Z standart puanlarina dénustirilmus ve Z puanlari +/-3 araliginin disinda olan 22 katilimcinin
verileri ¢ikarilmistir. Ayrica, 7 katihmcinin verileri Mahalanobis kritik degeri 13.82'nin altinda oldugu igin
veri setine dahil edilmemistir (Pallant, 2005). Ana kitlenin belirli buyukltkleri icin hazirlanan formiil
izerinden yapilan hesaplamalar sonucunda %95 giliven diizeyi ve a= .05 anlamlilik igin 394 katilimcinin
yeterli oldugu sonucuna variimistir (Field, 2009).
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Analiz 6ncesinde sirasiyla tek degiskenli ve cok degiskenli normallik ile goklu baglanti varsayimlari test
edilmistir. ilk olarak, degiskenler icin carpiklik-basiklik katsayilari hesaplanmis ve degerlerin -1.5 ile +1.5
arasinda olmasindan dolayi verilerin normal dagildigi belirlenmistir (Tabachnick & Fidell, 2013). ikinci
olarak, ¢ok degiskenli normallik varsayimi Mardia’nin ¢ok degiskenli normallik katsayisi ile test edilmistir.
Test sonucu elde edilen katsayinin 1.96’dan kiigilik (.90) olmasi varsayimin karsilandigini isaret etmektedir
(Yuan vd., 2005). Son olarak, ¢alismada ¢oklu baglanti varsayimi kapsaminda, degiskenler arasinda
hesaplanan ikili korelasyonlarin < .80; VIF (Varyans BliyUtme Faktori) degerinin < 10 (1.15), Tolerans
degerinin ise > .2 (.87) oldugu tespit edilmistir. Bu degerler ¢oklu baglanti probleminin olmadigini
gostermektedir (Field, 2009). Varsayimlar karsilandigindan, yapisal esitlik modellemesinde (YEM)
parametrelerin tahmininde en ¢ok olabilirlik (Maximum Likelihood) yéntemi kullaniimistir. Degiskenler
arasindaki iliskiler YEM ile analiz edilmistir. Ayrica, %95 gliven araliklari hesaplanarak ve 5000
yeniden ornekleme (bootstrapping) yontemi kullanilarak aracilik analizleri yapilmistir. Anlamlilik dizeyi p<
.05 olarak alinmistir. YEM’in uyum iyiligi x*/sd, SRMR, RMSEA, IFl, TLI ve CFl indeksleri araciligiyla
degerlendirilmistir.

Bulgular

Bu bélimde ilk olarak degiskenlere ait betimsel istatistikler ve korelasyon katsayilarina yer verilmistir.
Daha sonra arastirmanin amaglari dogrultusunda gelistirilen hipotezler sirasiyla test edilmis ve
analizlerden elde edilen bulgular tablo ve sekiller halinde sunulmustur.

Betimsel istatistikler ve Korelasyon Katsayilari
Degiskenlerin ortalamalari, standart sapmalari ve korelasyon katsayilari Tablo 2'de sunulmustur.
Table 2

Dediskenlerin Betimsel Istatistikleri ve Korelasyon Katsayilari

Degiskenler Ortalama SS 1 2 3

1. MD 4.03 .51 -

2.1B 4.75 .96 A7** -

3. AOD 3.67 .38 .36** AQ** -
**p<.01

Kisaltmalar: AOD, Algilanan Orgiitsel Destek; B, isle Butiinlesme; MD, Motivasyonel Dil

Tablo 2 incelendiginde, 6gretmenlerin motivasyonel dil (Ort= 4.03, SS= .51), algilanan 6rgitsel destek
(Ort= 3.67, SS= .38) ve isle bitinlesme (Ort= 4.75, SS= .96) algilarinin ylksek dizeyde oldugu
gorilmektedir. Motivasyonel dil (r= .47, p< .01) ve algilanan orgiitsel destek (r= .40, p< .01) isle
biitinlesmeyle pozitif yonde iliskilidir. Ayrica, motivasyonel dil ile algilanan 6rgitsel destek arasinda
pozitif bir iliski oldugu belirlenmistir (r=.36, p<.01).

Aracilik Testi

Calismada oOnerilen model, yol analizi ile test edilmistir. Model uyum degerlerini iyilestirmek icin
kuramsal cerceveye dayali olarak, MD4-MD5, MD8-MD10, MD13-MD15, OD1-OD2 ve iB2-iB4 maddeleri
arasina kovaryans eklenerek modifikasyonlar yapilmistir. Modele iliskin yol katsayilarina aracilik testinde
yer verilmistir (bknz. Sekil 2). Elde edilen sonuglar, model uyum iyiligi degerlerinin kabul edilebilir
oldugunu géstermistir (x>/sd= 2.08, SRMR= .05, RMSEA= .05, IFI= .91, TLI=.90, CFI=.91).

Aracilik testi kapsaminda ilk olarak, motivasyonel dilin isle biitinlesme (B= .61, p< .01) ve algilanan
orgutsel destek (B=.38, p<.01) ile; algilanan 6rgltsel destegin ise isle biitinlesmeyle (B= .45, p<.01) olan
dogrudan iliskisinin anlamh dilizeyde oldugu sonucuna varilmistir. Algilanan orgitsel destegin,
motivasyonel dil olmadan da isle bitiinlesme (izerinde etkisinin olmasi, modelde aracilik analizinin
yapilmasinin uygun oldugunu isaret etmektedir. Bu kapsamda elde edilen sonuglar Sekil 2’de sunulmustur.
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sekil 2

Algilanan Orgiitsel Destegin Aracilik Rolii

Algilanan Orgiitsel
Destek

duygusal bitinlesme
yon verici dil

biligsel butlinlesme

anlam olusturucu dil

Motivasyonel Dil isle Biitiinlesme

sosyal bitlnlesme:

.90 ogrenciler

empatik dil
sosyal bitlinlesme:

meslektaslar

Not: Parantez icindeki deger (.61), algilanan 6rgitsel destek modele eklenmeden 6nceki dogrudan
etkiye aittir.

Tablo 3, yol analizi sonucunda elde edilen degerleri gbstermektedir.

Tablo 3

Yol Analizi Sonuglari
Hipotezler Yollar B SH t p
H1 MD - iB .61 .36 7.128 .000
H2 MD = AOD .38 .09 5.019 .000
H3 AOD > iB .25 .19 4.516 .001
H4 MD > AOD = iB .52 .32 6.564 .000

***p< 001

Kisaltmalar: B, standartlastiriimis katsayi; AOD, Algilanan Orgiitsel Destek; iB, isle Biitiinlesme; MD,
Motivasyonel Dil; SH, Standart Hata.

Tablo 3’te yer alan yol katsayilari incelendiginde, motivasyonel dilin, isle bitiinlesme (B= .61, p<.001)
ve algilanan 6rgutsel destek Uzerinde (B= .38, p< .001), algilanan o6rgiitsel destegin ise isle biitinlesme
Uzerinde pozitif bir etkisi oldugu (B= .25, p< .01) goriilmektedir. Araci degisken olan algilanan o6rgiitsel
destek modele eklendiginde motivasyonel dil ve isle bitiinlesme arasindaki yol katsayisi degerinde disis
meydana gelmesine ragmen katsayinin istatistiksel olarak anlamliligi devam etmistir (= .52, p<.001). Bu
durum algilanan o6rgitsel destegin kismi aracilik rolii oldugunu goéstermektedir. Algilanan orgltsel
destegin kismi aracilik rolinin anlamhligi bootstrap yontemiyle test edilmis ve sonuglar Tablo 4'te
sunulmustur.

Tablo 4

Bootstrap Testi Sonucu
Yollar B SH %95 Bootstrap GA P
Dogrudan etki
MD - iB .52 .06 [.40 - .62] .000
MD > AOD .38 .05 [.28 - .47] .000
AOD > iB .25 .06 [.14 - .36] .001
Dolayl etki
MD -> AOD > iB .09 .02 [.06 - .15] .000

Kisaltmalar: B, standartlastiriimis katsayi; GA, giiven arahg;; AOD, algilanan &rgiitsel destek; iB, isle
bitiinlesme; MD, motivasyonel dil.
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Tablo 4'teki degerler, motivasyonel dilin isle bltlinlesme (B= .52; SE= .06; GA= [.40-.62]; p< .001) ve
algilanan orgutsel destek (B= .38; SE= .05; GA= [.28-.47]; p< .001) lizerindeki dogrudan etkisinin anlamli
oldugunu gostermektedir. Algilanan orgiitsel destek ile isle bitlinlesme (B=.25; SE=.06; GA= [.14-.36]; p<
.01) arasindaki dogrudan yolun da anlamli oldugu belirlenmistir. Ayrica, motivasyonel dil, isle
bitinlesmeyi dolayli olarak etkilemektedir (B=.09; SE=.02; GA= [.06-.15]; p< .001).

Tartigma ve Sonug

Bu galisma, motivasyonel dilin 6gretmenlerin isle butiinlesmeleri Gzerindeki etkilerini ve algilanan
orgitsel destegin aracilik roliinii YEM kullanarak arastirmayi amaglamistir. Calismanin ilk hipotezi, okul
yoneticileri tarafindan kullanilan motivasyonel dil ile 6gretmenlerin isle biittiinlesmeleri arasinda pozitif bir
iliski oldugudur. Sonuglar bu varsayimi dogrulamis ve motivasyonel dilin isle biitiinlesmeyi olumlu yénde
yordadigina dair 6nemli kanitlar sunmustur. Bu kanitla uyumlu olarak, ilgili literatiirde motivasyonel dilin
isle butlinlesmeyi artiracagi belirtilmektedir (Haider vd., 2018; Hosseinabadi, 2022; Sivik, 2018; Tao vd.,
2022; Yakut & Maya, 2022). Motivasyonel dil ve isle biitlinlesme arasindaki baglanti ile ilgili olarak, Sivik
(2018) motivasyonel dil ve isle bltinlesmeyi incelemistir. Bu ¢alismanin bulgularina benzer sekilde,
O0gretmenlerin islerine baglanmalarinda okul yéneticilerinin kullandigi motivasyonel dilin dnemli bir rolG
oldugu sonucuna varilmistir. Klassen ve digerleri (2012) tarafindan gergeklestirilen bir baska arastirmada
ise okul yoneticilerinin 6gretmenlerin islerine odaklanmalarina yardimci olmak amaciyla motive edici bir
dil kullanmalarinin, egitim faaliyetlerinde ve 6grenci 6grenme ciktilarinin kalitesinde 6nemli bir faktor
oldugu belirtilmistir.

ikinci hipotez, okul yoneticilerinin motivasyonel dil kullanimlarinin 6gretmenlerin 6rgiitsel destek
algilariyla olumlu yonde iliskili oldugudur. Verilerin analizinden elde edilen bulgular bu varsayimi
desteklemis ve okullarda motivasyonel dil kullaniminin 6gretmenlerin 6rgitsel destek algilarini olumlu
yonde yordadigini géstermistir. Motivasyonel dil ve algilanan o6rgitsel destek arasindaki iliski, ilgili
literatiirde kapsamli bir sekilde ortaya konmustur. Ornegin, Holmes (2016) okul yd&neticilerinin
motivasyonel dil kullanimlari ile algilanan o6rgltsel destek arasindaki iliskiyi incelemis, sonu¢ olarak
motivasyonel dilin 6gretmenlerin 6rgitsel destek algilarini olumlu yénde yordadigi sonucuna varmistir.
Benzer sekilde motivasyonel dilin, 6gretmenlerin orgiitsel destek algilarini etkileyen 6nemli bir unsur
oldugu belirtiimektedir (Holmes & Parker, 2018). Bu sonuglar, motivasyonel dil ve algilanan 6rgitsel
destek arasindaki pozitif iliskiyi desteklemekle birlikte bu iliskinin 6zellikle okullarda liderlik uygulamalari
ve 6gretmen performansini artirma islevi baglaminda degerlendirilebilecegine isaret etmektedir.

Ugiincii hipotez, algilanan érgiitsel destegin, isle biitiinlesme ile pozitif iliskili oldugudur. Elde edilen
sonuglar bu varsayimi dogrulayarak okul yéneticilerinin motivasyonel dil kullanimlarinin 6gretmenlerin
isle biitiinlesmelerini artiracagini géstermistir. isle bitiinlesmenin drgiitsel belirleyicileri Gizerine yapilan
onceki arastirmalar (Ahmed & Navaz, 2015; Bakker & Demerouti, 2008; Kése & Uzun, 2018; Rhoades &
Eisenberger, 2002; Segers vd., 2010) yonetici desteginin isle butiinlesmeyi olumlu yonde etkiledigini
gostermistir. Bu durum, okul yoéneticilerinin 6gretmenlere karsi destekleyici bir tutum ve davranis
sergilemesinin 0gretmenlerin performansini artirmasi ve isle biitinlesmelerini kolaylastirmasi ile
aciklanabilir (Ahmed & Nawaz, 2015; Kése & Uzun, 2018). Dolayisiyla orglitsel destek algisi yiiksek olan
ogretmenler, galisirken fiziksel, bilissel ve duyussal 6zelliklerini bir arada kullanarak ve isle bitlinleserek
bu yonde davranislar sergileyeceklerdir.

Son olarak, ¢calismanin dérdiinci hipotezi kapsaminda, algilanan érgiitsel destegin motivasyonel dil ile
isle bltlinlesme arasindaki iliskideki aracilik rolli test edilmistir. Analizlerden elde edilen sonuglar bu
hipotezi dogrulamis ve motivasyonel dilin isle bitlinlesme lizerindeki etkisinde algilanan orglitsel destegin
kismi aracilik roli oynadigi tespit edilmistir. Etkili iletisim becerilerine sahip yoneticiler, ¢alisanlarin islerini
severek ve isteyerek yapmalarini saglamak icin motivasyonel dil kullanmaktadirlar (Hoy & Miskel, 2010;
Mayfield & Mayfield, 2016; Sullivan, 1988). Motivasyonel dil kullanimi, ¢alisanlarin 6rgitsel destek
algilarini olumlu yénde etkilemekte (Stephon, 2016) ve calisanlarla kurulan nitelikli iletisim onlari motive
ederek orglitsel destek algilarini sekillendirmektedir (Derinbay, 2011; Eder & Eisenberger, 2008; Holmes,
2016; Holmes & Parker, 2018). Bu durum, motivasyonel dilin c¢alisanlarin islerine daha fazla
odaklanmalarini, bilissel ve duygusal olarak bag kurmalarini, isleriyle mesgul olmalarini saglayacagini
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(Haider vd., 2018; Haroon & Akbar, 2016; Sabir & Bhutta, 2018; Sivik, 2018) ve algilanan orgiitsel destekle
birlikte isle butlinlesme diizeyinin artacagini gostermektedir (Bakker & Demerouti, 2008; Liao-Holbrook,
2012; Randall vd., 1999; Segers vd., 2010). Bu baglamda, okul yoneticilerinin motivasyonel dil kullaniminin
ogretmenlerin isle bitlnlesmelerine katki saglayacagini; ayni zamanda motivasyonel dil ile birlikte
orgitsel destek algilari arttikga 6gretmenlerin isleriile daha ¢ok biitiinleseceklerini soylemek mimkinddr.

Egitim liderligi ve yonetimi konusunda yapilan arastirmalarda, okul yoneticilerinin motivasyonel dil
kullaniminin; yoneticiye sadakat, is doyumu, érgltsel baglilik, lider-lye etkilesimi gibi faktorler Gzerindeki
etkisi ilgi duyulan ve arastirilan konular arasinda yer almistir (Demir, 2019; Haider vd., 2018; Holmes &
Parker, 2018; Sabir & Bhutta, 2018). Bu ¢alisma, 6gretmenlerin isle biitiinlesmeleri tzerinde okul
mudurlerinin  motivasyonel dil kullanimlarinin ve orgitsel destek algilarinin 6nemli bir rol
oynayabilecegine dair ampirik kanitlar sunmaktadir. Baska bir ifadeyle, motivasyonel dil kullanan okul
yoneticilerinin 6gretmenlerin orgitsel destek algisini artirarak isle bitinlesmelerini saglayan 6nemli bir
faktor oldugunu séylemek miimkiinddr. ileriki arastirma ve politika ¢abalari, motivasyonel dil kullanimi ve
orgitsel destegin istenen diizeyde gerceklesmedigi okullarin belirlenmesine odaklanabilir. Bu sayede
alinacak 6nlemler ve yapilacak ¢alismalarla, 6gretmenlerin isle bitlinlesmeleri artirilarak okul gelisimine
aktif katihmlari saglanabilir. Okullarda 6gretme ve 6grenme faaliyetlerini iyilestirmek ve 6gretmenlerin
isle butlinlesmelerini saglamak amaciyla yoneticilerin motivasyonel dil kullanimlarini tesvik edecek
politikalar belirlenebilir. Bunun yani sira, mesleki yeterliklerini artiracak egitimlere katilmalari, iletisim
becerilerini gelistirmeleri ve 6gretmenlerin kisisel 6zelliklerini dikkate alarak nitelikli iletisim kurmalari
saglanabilir. Son olarak okul yoneticilerinin given odakh bir okul iklimi ortami olusturmalarinin,
motivasyonel dil kullanmalari ile iliskili olarak 6gretmenlerin ¢abalarina gereken 6nem ve destegi
vermelerinin isle bittinlesmelerine olumlu yansimalari olacagi ifade edilebilir.

Bu c¢alismanin sonuglari yorumlanirken birtakim sinirhliklar géz ©6nilinde bulundurulmalidir.
Ogretmenlerin ve okul yéneticilerinin bakis acilari arasindaki farki daha iyi anlamak amaciyla
ogretmenlerin yani sira okul yoneticilerinin degerlendirmelerine dayanan c¢alismalar yapilabilir.
Motivasyonel dil kullaniminin, algilanan 6rgilitsel destek ve isle bitlinlesme Ulzerindeki etkisini tespit
etmek amaciyla, belirli bir sire boyunca degiskenlerin neden ve sonuglarinin daha dogru tahmin
edilebilmesine imkan taniyan boylamsal veya deneysel calismalar tasarlanabilir. Yalnizca 6gretmen
diizeyinde degil, okul diizeyindeki degiskenler de dikkate alinarak ¢ok diizeyli YEM yapilabilir. Mevcut
¢alisma nicel desende tasarlandigi icin nitel veya karma ydntemin kullanilacagi gelecekteki arastirmalar,
O0gretmenlerin isle butinlesmelerini desteklemek amaciyla yapilmasi gerekenler hakkinda daha
derinlemesine bilgi edinilmesini saglayabilir.

Yazar Katki Orani
Yazarin katki orani %100’dr.
Etik Beyan

“Yiksekogretim Kurumlari Bilimsel Arastirma ve Yayin Etigi Yonergesinde’ yer alan tim kurallara
uyulmus ve yonergenin ikinci bolimiinde yer alan “Bilimsel Arastirma ve Yayin Etigine Aykiri Eylemlerden”
hicbiri gergeklestirilmemistir.

Catisma Beyani

Yazar herhangi bir ¢ikar ¢atismasi beyan etmemektedir.
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