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ABSTRACT

This study seeks to contribute to the discussions on teacher motivation by holistically

evaluating non-manipulative variables, such as personality traits, and manipulative Article Type
variables, such as administrative (democratic and transformational leadership) and Research
occupational antecedents (work engagement, burnout, participation in professional

learning activities), that have leading effects on teacher motivation. Therefore, we Asticle Background
empirically tested this holistic model, which evaluated the direct and indirect effects of Received:
administrative, occupational, and dispositional antecedents on teacher motivation. A total 12.06.2024

of 588 teachers were randomly selected as the sample for the study and willingly Accepted:
participated. A total of six standardized assessment instruments were used to collect the 22.07.2024

data: The Teacher Motivation Scale, The Leadership Style Behavior Scale, The Participation

in Professional Learning Activities Inventory, The Maslach Burnout Inventory, The Utrecht K d

Work Engagement Scale, and the Personality Inventory. Correlation coefficients, linear eywords
regression, and path analysis were used to investigate relationships between variables and Teac'her'

the direct effects of independent variables on teacher motivation. In addition, a structural Motivation, ]
model was specified, estimated, and evaluated. According to the results, teacher burnout Transformational
levels have negative relationships with administrative (democratic and transformational Leadership,
leadership) and other occupational antecedents (work engagement and participating Democratic
learning activities), as well as with teacher motivation. However, we did not find any Leadership, Work
relationships between dispositional factors (personality traits) and administrative or Engagement,
occupational antecedents, with the exception of burnout. Finally, whereas administrative ~Burnout,

and occupational antecedents are significantly related to teacher motivation, many Professional
dispositional factors, except openness to experience, are not. Learning,

Personality Traits
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A Holistic Examination of Administrative, Occupational, and Dispositional Antecedents of Teacher Motivation

Introduction

Motivation research in the field of education usually focuses on student motivation. Contemporary
literature still lacks a common understanding of what motivates teachers in public organizational
policies and there are no clear macro-level educational policies or micro-level practices on how to
increase teacher motivation. Nonetheless, despite tremendous changes in the labor structure and
transformation of the profession, the pivotal role of teacher motivation in the educational processes
has never decreased. Compared to other professionals, motivation among teachers is usually
reported to be lower and attrition is higher (e.g., de Jesus & Lens, 2005; Reeves & Lowenhaupt, 2016;
Viseu et al., 2015).

In the most general use of the term, motivation is defined as internal and external forces that initiate
behavior and determine its form, direction, intensity, and duration (Pinder, 2014). Two dimensions
of motivation are widely discussed in the literature: internal (i.e., intrinsic) and external (i.e.,
extrinsic) (Hoy & Miskel, 2012; Ryan & Deci, 2011). Intrinsic motivation is reported to be more crucial
in challenging tasks that require complex skills; whereas extrinsic motivation has negative effects on
long-term goals (Yukl, 2013).

Macro policies and micro practices in education are usually based on extrinsic motivation (Firestone,
2014). Many educational institutions use policies such as academic incentives as the main criterion
for tenure and promotion, even though extrinsic motivational factors have been criticized for leading
to negative effects on academic honesty and the quality of teaching (Kose & Korkmaz, 2019; Beall,
2016). However, as emphasized by Kohlberg (1964) and Kegan (1982), the primary motivational
factor at the highest level of moral development is the internal needs and moral principles. Despite
intrinsic motivation being found to be more effective on teacher enthusiasm and job satisfaction (Liu
& Onwuegbuzie, 2014), extrinsic motivation based on reward and punishment is still common
among teachers.

There has been limited systematic or theory-driven inquiry into teacher motivation (Richardson &
Watt, 2010; Thoonen et al., 2011), which may be partly a result of no consensus on the core definition
and understanding of teacher motivation (Richardson, 2014). Nonetheless, researchers define
teacher motivation as increasing endeavor and passion for learning and school outcomes, which has
a central impact on effectiveness as well as student behaviors and learning (Han & Yin, 2016; Rao,
2016). Pinder (2014) defines motivation in relation to a person's personality and work-related
behaviors. A wide range of external and internal antecedents may have relationships with teacher
motivation (e.g., Han & Yin, 2016; Katz & Shahar, 2015; Thoonen et al., 2011), which can be clustered
under three main groups: Administrative, occupational, and dispositional.

Administrative antecedents are factors such as organizational support, leadership styles, and leader
behaviors (e.g., Huei, 2016; Lam et al., 2010; Thoonen et al., 2011). Occupational antecedents are
variables such as collegial relationships, burnout/emotional exhaustion, and turnover and are found
to have negative effects on teacher motivation (e.g., Mausethagen, 2013; Skaalvik & Skaalvik, 2018;
2016). Finally, individual differences that motivate teachers are considered dispositional antecedents
and include personal traits such as perceptions, feelings, thoughts, values, and beliefs (e.g., Kreitner
& Kinichi, 2009; Reeve, 2018).

Administrative, occupational, and dispositional antecedents of motivation are usually studied
independently of each other. However, a few research integrated administrative and occupational
antecedents (e.g., Thoonen et al., 2011), administrative and dispositional antecedents (e.g., Berkovich
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& Eyal, 2015; Reeve & Lowenhaupt, 2016), or occupational and dispositional antecedents together
(e.g., Kokkinos, 2007). The original contribution of the current study is that it seeks to examine all
three antecedents in a holistic approach via a conceptual structural model.

Theoretical Background

The First Link: Administrative Antecedents and Motivation

We selected the principals” democratic and transformational leadership styles from a wide variety
of administrative antecedents. Leadership styles of the principals are among the most frequently
investigated concepts of the 90s and 2000s (Oplatka, 2009). Leadership studies generally reveal that
the principal responsibility of the leader is to motivate for organizational purposes (Yukl, 2013).
There are strong relationships between leaders” behavior and the motivation of the employees (e.g.,
Buble et al., 2014; Wahab et al., 2013; Thahier et al., 2014; Thoonen et al., 2011). For example,
democratic leadership styles, which encourage employees to participate more in the management
processes, are usually found to be more effective in employee motivation (Gorozidis & Papaioannou,
2014; Robertson & Jones, 2013). Similarly, among the motivationally-based leadership theories,
transformational leadership, which prioritizes employee happiness and sense of belonging (Fry,
2003), was found to be empirically related to motivation (Akbolat et al., 2013; Bronkhorst et al., 2015;
Caillier, 2014; Graves et al., 2013). Wang and Gagné (2013) also found that transformational
leadership is more influential on intrinsic motivation. Thus, a few empirical studies investigated and
found associations between administrative antecedents and motivation. In addition, as Borii (2018)
showed that school administrators had both direct and indirect effects on teacher motivation, we
modeled selected administrative antecedents to have direct and indirect effects on teacher
motivation.

The Second Link: Occupational Antecedents and Motivation

Participation in professional learning activities, work engagement, and burnout are among the
antecedents of teacher motivation. Participation in professional learning activities is among the most
common policy practices to improve human resources at the school, local, and central levels. There
are a large number of empirical studies that show strong relationships between leadership,
motivation, and professional learning (Buble et al., 2014; Thoonen et al., 2011; Liu & Hallinger, 2018;
Selemani-Meke, 2013). Professional learning, work engagement, and burnout are related to each
other (e.g., Chughtai & Buckley, 2011; Tims et al.,, 2011). These variables are also related to
motivation (e.g., Fernet et al., 2017; Skaalvik & Skaalvik, 2018; 2016). In addition, according to
Maslach and Jackson (1981), people who work hard and devote themselves to tasks are more likely
to experience emotional exhaustion and depersonalization over time, which negatively affect their
motivation.

The Third Link: Dispositional Antecedents and Motivation

Content theories emerge as an alternative to process theories and emphasize individual differences
in motivation rather than motivational processes that apply to all. This approach theorizes
motivation as an outcome of personal traits such as perceptions, feelings, thoughts, values, and
beliefs (Kreitner & Kinichi, 2009). Thus, the relationship between personality traits and endurance
in teaching is imperative (Korkmaz, 2006). In this frame, teacher motivation is not only affected by
pre and in-service training but also by dispositional antecedents (Lee & Yuan, 2014; Borii, 2018). The
relationship between personality traits of the employees, leader behavior, and motivation in the
organization has been evidenced empirically (e.g., Thoonen et al., 2011). Dispositional antecedents
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are added to the present model to establish an optimal balance between motivation for personal and
organizational purposes. A balance should be established between these two types of purposes by
the leader.

Five personality traits are conceptualized as openness to experiences, agreeableness, emotional
stability, conscientiousness, and extraversion (McCrae & Costa, 2003). Different personality traits
assessed within the framework of the five-factor personality create different motivational effects
(e.g., Bencsik et al., 2016; Boag, 2018; Steinmayr et al.,, 2018). Therefore, we hypothesized that
personality would have direct and indirect effects on teacher motivation.

Conceptual Frame and Objective

The present study sought to holistically investigate the relationships between selected
administrative antecedents of principal leadership (i.e., democratic and transformational),
occupational processes (i.e., professional learning, work engagement, and burnout), and
dispositional antecedents (i.e., openness to experiences, agreeableness, emotional stability,
conscientiousness, and extraversion) that are theorized to have effects on teacher motivation.
Administrative and occupational antecedents are intertwined in reality, but, their conceptualization
as separate but related latent variables in the model is for research purposes only. Leadership
behaviors and personal characteristics were modeled as independent latent variables because of
their strong leading effects on the other variables. Burnout, professional learning, and work
engagement were defined as mediator occupational antecedents in the model (Figure 1).

Figure 1

Conceptual Framework

Administrative
Antecedents

Occupational
Antecedents

Dispositional
Antecedents

Within this framework, current research aimed to contribute to the discussions on teacher
motivation by holistically evaluating non-manipulative variables such as personality traits and
manipulative variables such as administrative and occupational antecedents that have leading
effects on teacher motivation. Therefore, we empirically tested this holistic model that evaluated the
direct and indirect effects of administrative, occupational, and dispositional antecedents on teacher
motivation.
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Method

Population and Sample

The population of the study consists of teachers working in lower and upper secondary schools in
Tiirkiye. A total of 588 teachers were randomly selected as the sample of the study and willingly
participated. Of the group, 54.6% were men, 77% had a bachelor’s degree and 23% completed a
graduate degree. The average age of the teachers participating in the study was 33.8 years.

Instruments

A total of six standardized assessment instruments were used to collect the data. The Teacher
Motivation Scale is a 25-item, 5-point Likert-type instrument with four sub-dimensions: in-school,
out-of-school, occupational improvement/respectability, and physical. Analyses revealed that the
factor structure of the scale has acceptable fit (x2/sd=2.17; RMSEA=.06; GFI=.86; AGFI=.82; CFI=.90;
and NFI=.83) and reliability (i.e., .90, .81, .76, and .78, respectively) (Karabag-Kose, at. al., 2021).
Reliability coefficients of the sub-dimensions were also found to exceed the acceptable threshold in
the present study (i.e., .88, .94, .91, and .85, respectively).

The Leadership Style Behavior Scale is a 29-item, 5-point Likert-type instrument that includes
democratic leadership and transformational leadership subscales: Cronbach’s alpha internal
consistency of the scale’s items was found to be .87 (Tas et al., 2007). In the present study, CFA results
revealed acceptable model fit for democratic leadership (x2/sd=4.47; RMSEA=.07; GFI=.95; AGFI=91;
CFI=.98; and NFI=.97) and transformational leadership subscales (x2/sd=4.83; RMSEA=.08; GFI=.92;
AGFI=.89; CFI=.97; and NFI=.96). Reliability coefficients were also found to be acceptable (i.e., .95
and .97, respectively) with the current data.

The Participation in Professional Learning Activities Inventory is a 21-item, 4-point Likert-type
instrument. Cronbach’s alpha internal consistency of the scale’s items was found to be .86 (Kulavuz,
2006). EFA and CFA results with the current data indicated the unidimensional structure of the scale.
Scale’s items explain 48.02% of the total variance, and the reliability coefficient was .94. According
to CFA results, the fit indexes for the unidimensional structure of the scale were within the
acceptable thresholds (x2/sd=4.96; RMSEA=.07; GFI=.88; AGFI=.85; CFI=.92; and NFI=.90).

The Maslach Burnout Inventory adapted into Turkish by Ince and Sahin (2015) is a 22-item, 7-point
Likert-type instrument with three subscales: emotional exhaustion, depersonalization and personal
accomplishment. Confirmatory factor analysis revealed that the factor structure of the scale has an
acceptable fit (x2/sd=4.3, RMSEA=.07, CFI=94, NFI=.93, GFI=.87, AGFI=84) and reliability
coefficients were found to acceptable (i.e., .88, .78, and .74, respectively) (Ince & Sahin, 2015). The
reliability coefficients of the subscales were also found to be .88, .82, and .84, respectively.

The Utrecht Work Engagement Scale adapted into Turkish by Kavgact and Calik (2017) is a 17-item,
7-point Likert-type instrument with two subscales: Vigor and Absorption. Confirmatory factor
analysis revealed that the factor structure of the scale has acceptable fit (x2/sd=2.3, RMSEA=.07,
CFI=.96, GFI=.91, AGFI=.87, RMR=.04) and reliability (i.e., .92 and .89, respectively) (Kavgac1 & Calik,
2017). The reliability coefficients of the subscales were also found to be 91 and, .87, respectively, in
the present study.

The Personality Inventory was adapted into Turkish by Atak (2013). The inventory is a 10-item 5-
point Likert-type instrument based on the Big Five personality: openness to experiences,
agreeableness, emotional stability, conscientiousness, and extraversion. According to Atak’s
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adaptation (2013), reliability coefficients of the five types were found to exceed the acceptable
threshold of .70 (i.e., .83, .81, .83, .84, and .86, respectively). CFA results indicate that the fit indexes
were also acceptable (x2/sd=2.20; RMSEA=.03; GFI=95, AGFI=.92; CFI=93; and NNFI=.91).
Reliability coefficients of the sub-dimensions were also found to exceed the acceptable threshold in
the present study (i.e., .83, .81, .83, .84, and .86, respectively).

Data Analysis

Normality, linearity, and homogeneity of variances were screened with Kolmogorov-Smirnov,
skewness/kurtosis values, and Levene’s tests. Pearson product-moments correlation coefficients and
linear regression were used to investigate relationships between variables and the direct effects of
independent variables on teacher motivation. In addition, a structural model was specified,
estimated, and evaluated. x2/sd<3, normalized fit index (NFI) >.90, comparative fit index (CFI) >.90,
root mean square error of approximation (RMSEA) <.08, goodness of fit index (GFI) >.80, and
adjusted goodness of fit index (AGFI) >. 80 were used as the criteria for model fit (Tabachnick &
Fidell, 2013). Finally, between-group differences based on demographic characteristics such as in-
service training, educational level, seniority, and gender on teacher motivation were examined via
t-tests and analyses of variance.

Ethics Approval Declaration

This study has been reviewed and approved by the Ethics Committee of Kirikkale University. The
approval number is 02, dated 06/09/2020.

Results

Means, standard deviations, and skewness/kurtosis values for the variables in the model were
computed (Table 1). Correlation coefficients between the variables were examined in order to
evaluate bivariate relationships. As Table 1 shows, all the study variables are significantly related to
teacher motivation except for two sub-dimensions of personality (i.e., agreeableness and
extraversion). Additionally, the relationship between burnout and motivation is significant (r = -.26;
p < .01). According to correlations, the assumption of multicollinearity among the variables was

found to be satisfied (r2max<.5).

Table 1
Descriptive Statistics and Correlations Between the Study Variables
1 2 3 4 5 6 7 8 9 10 11

Democratic Leadership (1)

Transformational Leadership (2) .92%*
Professional Learning (3) 32%% 35%*
Burnout (4) =16 - 18 -32%*
Engagement (5) 26%F 207 44%F - 56**
Extraversion (6) -03 -03 .03 -06 -02
Emotional stability (7) 09% .08* 5% -25% 18 .07
Openness (8) -02 .03 .15 -19*%* .06 .13* .12**
Conscientiousness (9) .05 .03 .09%  -34% 22%F Q1% 25% 19**
Agreeableness (10) -02  -03 .09% -15% .12%F 25% 20 19%* 12**
Motivation (11) S52%F B4 37 _26% 440%™ -04 .09* 13" .10* .06
Mean 360 354 398 206 405 .97 156 147 157 .92 3.76
Standard deviation .90 97 .61 56 66 43 79 66 74 36 .78
Skewness -59 -48 -08 58 -18 -37 -16 -84 -15 -27 -24
Kurtosis .03 -32 -33 -26 -53 34 8 -33 .76 .54 -55

**p <.01; * p <.05; standard error of skewness=.10; standard error of kurtosis=.20.
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The direct effects of the exogenous variables on motivation were investigated by standardized beta
weights (Table 2).

Table 2

Direct Effects of the Exogenous Variables on Motivation

Independent variables Depe‘ndent 8 t R2
variable

Democratic Leadership —_—> .52 15.79% 27
Transformational Leadership _— .54 16.80* .30
Professional Learning —_—> 37 1.45* 14
Burnout —_—> -.26 -7.09% .07
Engagement EEEE— Motivation 40 11.36* .16
Extraversion — -.05 -1.51 .00
Emotional stability —_— .06 1.52 .01
Openness to Experience —_— > 13 3.57* .04
Conscientiousness —_— .06 1.71 01
Agreeableness —> .04 1.09 .00

*p <.01; 1 = 588.

In the order of magnitude, both transformational and democratic leadership, engagement, burnout,
and professional learning professional have significant direct effects on teacher motivation.
Additionally, only openness to experience had a significant positive effect on teacher motivation.

A holistic model of teacher motivation was specified based on theory and previous research. This
model was tested and evaluated by model fit indices. Results are shown in Figure 2.

Figure 2
The Structural Model of Teacher Motivation
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When the path coefficients in Figure 2 are examined, the results obtained by linear regression
analysis are confirmed (Tabachnick & Fidell, 2013). The goodness of fit indices of the holistic teacher
motivation model was found acceptable, x2/sd=3.89; GFI=.94; CFI=.94; NFI=.92; RMSEA=.07.
According to the model, the strongest exogenous variable in explaining teacher motivation is
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administrative antecedents (3 = .46; p < .01). The direct effect of personality traits on teacher
motivation is not significant, 3 = .01; p < .01, whereas the effects of occupational antecedents are
significant, 3 =. 51, p <.01. The direct effect of occupational antecedents on teacher motivation is also
significant, 3=.37, p <.01. The indirect effect of administrative antecedents on teacher motivation are
significant, .37%.35=.13; p < .01; whereas the personality traits are not directly influential on teacher
motivation, occupational antecedents have a mediating effect on the relationship between
personality traits and motivation, .51*.37 =.19; p < .01.

Group differences in teacher motivation based on demographic characteristics (i.e., gender,
educational level, in-service training, and seniority) are examined. As seen in Table 3, the effects of
gender and educational status of teacher on their motivation are not significant.

Table 3
t-test Results for Gender and Educational Level
n X sd df t p
Men 321 3.86 .66
Gender 586 -.20 .84
L Women 267  3.88 .68
Motivation
. Graduate 453 3.89 .66
Educational Level 586 1.27 21

Post-graduate 135 3.81 .68

*p<.01; n= 588.

Teachers were grouped by based on the number of in-service trainings attended and seniority.
ANOVA is used to examine the differences in their motivational levels according to the number of
in-service training and seniority. As seen in Table 4, the effects of in-service training and seniority
of the teacher on their motivation are not significant.

Table 4
ANOVA Results for In-service Training and Seniority
Sum of Squares df Mean Square F p
In-service Training Between Groups .63 2 31
(Low-Middle-High) - vithin Groups 259.83 583 45 70 50
Total 260.46 585
Seniority Between Groups .68 4 17
(Junior-Middle-Senior) ™y Groups 259.83 583 45 38 82
Total 260.46 585

*p <.01; n=>588.
Discussion, Conclusions, and Recommendations

Based on the basic findings of the study, the positive or negative relationships between research
variables have been discussed within the scope of the related literature. Teacher burnout levels have
negative relationships with other administrative and occupational antecedents as well as with
teacher motivation. However, we did not find any relationships between dispositional factors and
administrative or occupational antecedents with the exception of burnout. Finally, whereas
administrative and occupational antecedents are significantly related to teacher motivation, many
dispositional factors are not.

In bivariate investigations, emotional stability, openness to experience, and conscientiousness are
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found to be significantly related to motivation. In this respect, the present study is consistent with
the findings of research in the literature (i.e., Bronkhorst et al., 2015; Gorozidis & Papaioannou, 2014;
Hussain, Chenmei, Saeed, & Hassan, 2024; Liu & Hallinger, 2018; Skaalvik & Skaalvik, 2018). Fernet
et al. (2017) argue that intrinsic factors are negatively associated with burnout, whereas external
factors are positively associated with burnout. Similarly, emotional stability, extraversion, and
conscientiousness were negatively associated with burnout (Kim et al., 2019).

When the regression results reveal the direct effects of variables on teacher motivation,
administrative and occupational variables show the direct effects on motivation. Whereas burnout
has negative effects on motivation, the effects of dispositional antecedents are not significant.
According to the main findings of the confirmed structural model, the direct effects of administrative
and occupational antecedents on teacher motivation are significant. However, teacher motivation is
not directly affected by dispositional antecedents. On the other hand, occupational antecedents have
mediating effects on both administrative and dispositional antecedents. Personality traits are argued
to make a good teacher in the literature. Dispositional factors (i.e., the big five and physiological
characteristics) are positively associated with teacher effectiveness (Kim et al., 2019; Klassen & Tze,
2014) and effectiveness is associated with motivation (Thoonen et al., 2011). Despite these results in
the literature, the present study reveals that dispositional antecedents have no direct effect on
motivation, but indirect effects through occupational antecedents. In addition, the strongest factors
on occupational antecedents are dispositional factors. Dispositional antecedents are found to be
stronger than administrative antecedents on occupational antecedents. Therefore, it can be argued
that other mediator variables are more influential than personality traits in teacher motivation. There
are some studies in the literature confirming that some personality traits have a weaker relationship
with teacher-related variables such as motivation or effectiveness (Kim et al., 2019; Li et al., 2023).
The effects of personal and motivational factors on the professional orientation of adults are quite
rooted in discussions (e.g., Sherip, 1966). The results of this research provide a holistic assessment
of administrative, occupational and personal antecedents in the context of teacher motivation and
reveal a number of important implications for the selection of teacher education institutions, in-
service education and management programs, and for those who plan to become future teachers.
These results reveal the importance of the approaches that support the development of the inner
nature of teaching personel in harmony with the original nature and processes of the teaching
profession.

Among the personality traits of teachers, it is noteworthy that only openness to experience has a
positive effect on motivation. Participation in occupational learning activities also has a positive
effect on motivation. These finding support the long-standing negative criticisms of the quality of
in-service training (Dulkadiroglu, 2019; Ghosh et al., 2010; Gémez-Trigueros, Ruiz-Banuls, Esteve-
Faubel, & Mareque 2024; Nauman Ahmed, Pasha, & Malik, 2021). Therefore, the results of the
current study emphasize the strategic importance of qualified professional development processes
in order to eliminate the negative effects that may result from dispositional factors or administrative
factors on teacher motivation.

Limitations

Our study is highly original in that it determined the role of occupational antecedents in the
association between teacher motivation, administrative antecedents, and dispositional antecedents
in a holistic approach. Nonetheless, it carries several limitations.
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First, sample group restrictions did not permit the analysis of possible institutional differences (i.e.,
special education schools, vocational education schools etc.). Therefore, future research should
investigate institutional differences in the mediation role of occupational antecedents in the context
of teacher motivation. Second, we conducted a study focused on cultural and occupational context
and our proposed model needs confirmation across different cultures. Comparable studies should
be conducted in different cultures to increase the external validity of the current findings. Third, we
attach importance to the finding that we have revealed in a little contradiction with the current
literature that the personal traits do not have direct effects on teacher motivation. Therefore, we
suggest that future research focus on testing the effectiveness and efficiency of the results extracted
in the present study.

Ethics Committee Approval: This study has been reviewed and approved by the Ethics Committee of Social
and Human Sciences of Kirikkale University. The approval number is 02, dated 06/09/2020.

Author Contributions: The author's contribution rate is 100%.

Conflict of Interest: The author declares that there is no potential conflict of interest
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Bu calisma, idari, kisisel ve mesleki faktorlerin O0gretmen motivasyonu iizerindeki
etkilerini biitiinciil bir modelde degerlendirmeyi amaglamaktadir. Bu amacla idari
(demokratik ve doniistimcti liderlik), mesleki (ise baglilik, mesleki 6grenme, titkenmislik)
ve psikolojik onciillerin (kisilik 6zellikleri) 6gretmen motivasyonu iizerindeki dogrudan
ve dolayli etkilerini degerlendiren yapisal regresyon modeli ampirik olarak test
edilmistir. Arastirma tesadiifi 6rnekleme yontemi ile secilen 588 goniillii 6gretmen ile
yliriitiilmiigtiir. Verilerin toplanmasinda; Ogretmen Motivasyonu Olgegi, Liderlik Tarz
Davranis Olgegi, Mesleki Ogrenme Faaliyetlerine Katilm Envanteri, Maslach
Titkenmislik Envanteri, Utrecht Ise Baglilik Olgegi ve Kisilik Envanteri olmak {izere
toplam alt1 standart degerlendirme araci kullanilmigtir. Degiskenler arasindaki iligkileri
ve bagimsiz degiskenlerin Ogretmen motivasyonu {iizerindeki dogrudan etkilerini
arastirmak icin korelasyon katsayilari, dogrusal regresyon ve yol analizi kullanilmisgtir.
Sonuglara gore, 6gretmenlerin titkenmislik diizeyleri ile idari (doniisiimcii liderlik ve
demokratik liderlik) ve mesleki onciiller (titkenmislik, mesleki 6grenme, baglhlik) ve
Ogretmen motivasyonu arasinda negatif iligkiler goriilmektedir. Ancak, tiikenmislik
disinda, kisilik Ozellikleri ile idari veya mesleki faktorler arasinda herhangi bir iliski
bulunamamustir. Son olarak, idari ve mesleki faktorler 6gretmen motivasyonu ile anlamli
bir sekilde iligkiliyken, deneyime agiklik disindaki kisilik 6zellikleri dogrudan iliskili

bulunmamustir.
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Giris

Egitim alanindaki motivasyon arastirmalar1 genellikle 6grenci motivasyonuna odaklanmaktadir.
Cagdas alanyazina gore, 0gretmenleri neyin motive ettigi konusunda hald ortak bir anlayis
eksikliginden sz etmek miimkiindiir. Ogretmen motivasyonunun nasil artirilacagina dair makro
ve mikro diizeyde agik egitim politika ve uygulamalar1 bulunmamaktadir. Bununla birlikte, is
yapisindaki biiyiik degisime ve meslegin dontisiimiine ragmen, 6gretmen motivasyonunun egitim
stireclerindeki merkezi rolii hi¢hbir zaman azalmamustir. Arastirmalara gore diger bazi mesleklerle
karsilastirildiginda, 6gretmenler arasindaki motivasyonun genellikle daha diisiik ve yipranmanin
daha yiiksek oldugu raporlanmaktadir (de Jesus ve Lens, 2005; Reeves ve Lowenhaupt, 2016; Viseu
ve digerleri, 2015).

En genel kullanimi ile motivasyon terimi, davramisi baslatan ve onun bi¢imini, yoniinii,
yogunlugunu ve siiresini belirleyen i¢ ve dis giigler olarak tanimlanmaktadir (Pinder, 2014).
Literatiirde motivasyonun igsel ve digsal olmak {izere iki boyutu yaygin olarak tartisilmaktadir
(Hoy ve Miskel, 2012; Ryan ve Deci, 2011). Karmasik beceriler gerektiren zorlu gorevlerde igsel
motivasyonun daha dnemli oldugu, dissal motivasyonun uzun vadeli hedefler tizerinde olumsuz
etkileri oldugu raporlanmaktadir (Yukl, 2013).

Egitimde makro politikalar ve mikro uygulamalar genellikle digsal motivasyona dayanmaktadir
(Firestone, 2014). Her ne kadar digsal motivasyon faktorleri akademik diirtistliik ve 6gretim kalitesi
tizerinde olumsuz etkilere yol agacak sekilde elestirilse de, bir¢ok egitim kurumu, kadro ve terfi i¢in
ana kriter olarak akademik tesvikler gibi politikalar1 kullanmaktadir (Kése ve Korkmaz, 2019; Beall,
2016). Ancak Kohlberg (1964) ve Kegan'in (1982) vurguladigi gibi ahlaki gelisimin en iist
diizeyindeki temel motivasyon faktorii icsel ihtiyaglar ve ahlaki ilkelerdir. Igsel motivasyonun
Ogretmen coskusu ve is tatmini iizerinde daha etkili oldugu bulunmasmna ragmen (Liu ve
Onwuegbuzie, 2014), 6diil ve cezaya dayali digsal motivasyon Ogretmenler arasinda da hala
yaygindir.

Ogretmen motivasyonuna iliskin sinirli sayida sistematik veya teoriye dayali arastirma vardir
(Richardson ve Watt, 2010; Thoonen ve digerleri, 2011), bu kismen 6gretmen motivasyonunun temel
tanim1 ve anlayisi tizerinde bir fikir birligi olmamasmin bir sonucu olabilir (Richardson, 2014).
Bununla birlikte, arastirmacilar 6gretmen motivasyonunu, 6grenci davraniglari ve 6grenmenin yani
sira etkililik tizerinde de merkezi bir etkiye sahip olan 6grenme ve okul sonuglari i¢in artan ¢aba ve
tutku olarak tanimlamaktadir (Han ve Yin, 2016; Rao, 2016). Pinder (2014) motivasyonu kisinin
kisiligi ve isle ilgili davranislariyla iligkili olarak tanimlamaktadir. Idari, mesleki, ve kisisel olmak
iizere ii¢ temel baslikta gruplanabilecek ¢ok cesitli dis ve i¢ faktoriin 0gretmen motivasyonuyla
iligkisi olabilir (Han ve Yin, 2016; Katz ve Shahar, 2015; Thoonen ve digerleri, 2011).

Idari faktorler; orgiitsel destek, liderlik stilleri ve liderlik davranislari gibi onctillerdir (Huei, 2016;
Lam ve digerleri, 2010; Thoonen ve digerleri, 2011). Mesleki faktorlerin; mesleki iliskiler,
tiikenmislik/duygusal tiikenme ve isten ayrilma gibi degiskenler oldugu ve 6gretmen motivasyonu
iizerinde olumsuz etkileri oldugu tespit edilmistir (Mausethagen, 2013; Skaalvik ve Skaalvik, 2018;
2016). Son olarak, 6gretmenleri motive eden bireysel farkliliklar, kisisel faktorler olarak kabul edilir
ve algilar, duygular, diisiinceler, degerler ve inanglar gibi kisisel Ozellikleri igerir (Kreitner ve
Kinichi, 2009; Reeve, 2018).

Motivasyonun idari, mesleki ve kisisel onctilleri genellikle birbirinden bagimsiz olarak incelenir.
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Ancak, idari ve mesleki faktorleri (Thoonen ve digerleri, 2011); idari ve kisisel faktorleri (Berkovich
ve Eyal, 2015; Reeve ve Lowenhaupt, 2016) veya mesleki ve kisisel faktorleri (Kokkinos, 2007) bir
arada inceleyen bazi arastirmalar bulunmaktadir. Bu ¢alismanin alanyazina 6zgiin katkisi, her ii¢
faktorii kavramsal yapisal bir model araciligiyla biitiinsel bir yaklasimla incelemeyi amaglamasidir.

Kuramsal Temeller

Birinci Baglanti: Idari Faktorler ve Motivasyon

Bu calisma kapsaminda, gesitli idari faktorler arasindan, miidiirlerin demokratik ve dontisiimcii
liderlik tarzlar1 degisken olarak secilmistir. Okul miidiirlerinin liderlik tarzlar1 90'l1 ve 2000'li y1llarin
en ¢ok arastirilan kavramlari arasinda yer almaktadir (Oplatka, 2009). Liderlik ¢alismalar1 genellikle
liderin temel sorumlulugunun orgiitsel amaglar dogrultusunda motive etmek oldugunu ortaya
koymaktadir (Yukl, 2013). Liderlerin davraniglar1 ile calisanlarin motivasyonu arasimnda giiglii
iliskiler vardir (Buble ve digerleri, 2014, Wahab ve digerleri, 2013; Thahier ve digerleri, 2014;
Thoonen ve digerleri, 2011). Ornegin calisanlar1 yonetim siireglerine daha fazla katilmaya tesvik
eden demokratik liderlik tarzlarinin genellikle galisan motivasyonu iizerinde daha etkili oldugu
goriilmektedir (Gorozidis ve Papaioannou, 2014; Robertson ve Jones, 2013). Benzer sekilde
motivasyon temelli liderlik teorilerinden, calisanlarin mutlulugunu ve aidiyet duygusunu 6n
planda tutan doniistimciti liderligin (Fry, 2003) ampirik olarak motivasyonla iligkili oldugu
bulunmustur (Akbolat ve digerleri, 2013; Bronkhorst ve digerleri, 2015; Caillier, 2014; Graves ve
digerleri, 2013). Wang ve Gagné (2013) de doniisiimcii liderligin i¢sel motivasyon tizerinde daha
etkili oldugunu bulmuslardir. Bu nedenle, baz1 ampirik caligmalar idari faktorler ile motivasyon
arasindaki iligkileri ortaya koymustur. Borii (2018) tarafindan yapilan ¢alisma, okul yoneticilerinin
ogretmen motivasyonu tizerinde hem dogrudan hem de dolayl etkileri oldugunu gostermektedir.
Bu nedenle mevcut arastirmanin kavramsal modeli idari faktorlerin 6gretmen motivasyonu
tizerindeki dogrudan ve dolayl etkilerini birlikte incelemek tizere tanimlanmuistr.

Ikinci Baglanti: Mesleki Faktorler ve Motivasyon

Mesleki Ogrenme faaliyetlerine katilim, ise baghligi ve tiikenmislik gibi faktorler O0gretmen
motivasyonunun onciilleri arasindadir. Mesleki 6grenme faaliyetleri, okulda, yerel ve merkezi
diizeyde insan kaynaklarini gelistirmeye yonelik en yaygmn politika uygulamalar: arasindadir.
Liderlik, motivasyon ve mesleki 6grenme arasinda giiglii iligkiler oldugunu gosteren ¢ok sayida
ampirik ¢alisma bulunmaktadir (Buble ve digerleri, 2014; Thoonen ve digerleri, 2011; Liu ve
Hallinger, 2018; Selemani-Meke, 2013). Mesleki 6grenme, ise baglilig1 ve tiikenmislik degiskenleri
de birbiriyle iligkilidir (Chughtai ve Buckley, 2011; Tims ve digerleri, 2011). Bu degiskenler ayni
zamanda motivasyonla da iligkilidir (Fernet ve digerleri, 2017, Skaalvik ve Skaalvik, 2018; 2016).
Ayrica Maslach ve Jackson'a (1981) gore, ¢ok ¢alisan ve kendini gorevlerine adayan kisilerin zamanla
duygusal tiikenme ve duyarsizlasma yasama olasiliklar1 daha yiiksektir, bu da motivasyonlarini
olumsuz yonde etkiler.

Uciincii Baglanti: Kisisel Faktorler ve Motivasyon

Ierik teorileri siire¢ teorilerine bir alternatif olarak ortaya ¢ikmakta ve herkes icin gecerli olan
motivasyon siireclerinden ziyade motivasyondaki bireysel farkliliklar1 vurgulamaktadir. Bu
yaklasim, motivasyonu; algilar, duygular, diistinceler, degerler ve inanglar gibi kisisel 6zelliklerin
bir sonucu olarak kuramlastirmaktadir (Kreitner ve Kinichi, 2009). Bu nedenle kisilik ozellikleri ile
Ogretme kararlilig1 arasindaki iliski zorunludur (Korkmaz, 2006). Bu cercevede Ogretmen
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motivasyonu sadece hizmet oncesi ve hizmet i¢i egitim gibi faktolerden etkilenmemekte, ayni
zamanda kisisel egilimlerden de etkilenmektedir (Lee ve Yuan, 2014; Borii, 2018). Calisanlarin kisilik
ozellikleri, lider davraniglar1 ve organizasyondaki motivasyon arasindaki iliski ampirik olarak
kanitlanmistir (Thoonen ve digerleri, 2011). Kisisel ve kurumsal amaglara yonelik motivasyon
arasinda optimal bir denge kurmak i¢in mevcut modele kisisel faktorler de eklenmistir. Liderlerin
bu iki tiir amag arasinda bir denge kurmasi beklenir.

Bes kisilik o6zelligi; deneyimlere aciklik, yumusak bashlik, duygusal dengelilik, sorumluluk ve
disadontikliik olarak kavramsallastirilmaktadir (McCrae ve Costa, 2003). Bes faktorlii kisilik
cercevesinde degerlendirilen farkli kisilik Ozellikleri, farkli motivasyonel etkiler yaratmaktadir
(Bencsik ve digerleri, 2016; Boag, 2018; Steinmayr ve digerleri, 2018). Bu nedenle kisiligin 6gretmen
motivasyonu tlizerinde dogrudan ve dolayl etkileri olacagini varsaydik.

Kavramsal Cerceve ve Amag

Bu calisma, 6gretmen motivasyon tlizerinde etkili oldugu teorik olarak ortaya konulan idari faktorler
(demokratik ve doniistimsel liderlik), mesleki siiregler (mesleki Ogrenme, ise baghlik ve
tilkkenmislik) ve kisisel faktorler (deneyimlere agiklik, yumusak baslilik, duygusal dengelilik,
sorumluluk ve disadoniikliik) arasindaki iligkileri biitiinsel olarak arastirmay1 amaglamustir. Idari
ve mesleki faktorler gercekte i¢ ige ge¢mis durumdadir; ancak bunlarin modelde ayr fakat iligkili
gizli degiskenler olarak kavramsallastirilmasi yalnizca arastirma amachdir. Liderlik davraniglar ve
kisisel Ozellikler, diger degiskenler tizerindeki giiclii oncli etkileri nedeniyle bagimsiz gizli
degiskenler olarak modellenmistir. Modelde tiikenmislik, mesleki 6grenme ve ise baghlik araci
mesleki degiskenler olarak tanimlanmistir (Sekil 1).

Sekil 1

Kavramsal Model

idari Faktorler

Mesleki Faktorler

Kisisel Faktorler

Bu ¢ercevede mevcut arastirma, 6gretmen motivasyonu tiizerinde yonlendirici etkiye sahip olan
kisilik 6zellikleri gibi manipiilatif olmayan degiskenler ile idari ve mesleki onciiller gibi manipiilatif
degiskenleri biitiinsel olarak degerlendirerek 6gretmen motivasyonu tartismalarina katki saglamay1
amacglamistir. Bu amagcla idari, mesleki ve kisisel onciillerin 6gretmen motivasyonu tizerindeki
dogrudan ve dolayl: etkilerini degerlendiren bu biitiinsel model ampirik olarak test edilmistir.
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Yontem
Evren ve Orneklem

Aragtirmanin evrenini Tiirkiye'deki ortaokul ve liselerde gorev yapan 6gretmenler olusturmaktadir.
Aragtirmanin 6rneklemi tesadiifi 6rnekleme yolu ile segilen ve goniillii olarak arastirmaya katilan
toplam 588 Ogretmenden olusmustur. Grubun %54,6's1 erkek, %77'si lisans mezunu, %231 ise
yliksek lisans mezunudur. Arastirmaya katilan 6gretmenlerin yas ortalamasi 33,8'dir.

Ol¢me Araglar

Veri toplamak igin toplam alt1 standart degerlendirme araci kullanilmistir. Ogretmen Motivasyon
Olgegi, okul ici, okul dis1, mesleki gelisim/sayginlik ve fiziki unsurlar olmak iizere dért alt boyutu
olan 25 maddelik, 5'li Likert tipi bir aragtir. Analizler, 6l¢egin faktor yapisinin kabul edilebilir uyuma
(x2/sd=2.17; RMSEA=.06; GFI=.86; AGFI=.82; CFI=.90; ve NFI=.83) ve giivenilirlige (.90, .81, .76 ve
.78) sahip oldugunu ortaya koymaktadir (Karabag-Kose ve digerleri, 2021). Bu ¢alismada da alt
boyutlarin giivenirlik katsayilarmin kabul edilebilir esigin {izerinde oldugu goriilmiistiir (sirasiyla
.88,.94, .91 ve .85).

Liderlik Tarz1 Davranis Olgegi, demokratik liderlik ve doniisiimcti liderlik alt 6lgeklerini igeren 29
maddelik, 5'1i Likert tipi bir aractir: Olgegin maddelerinin Cronbach alfa ig tutarhhigi .87 olarak
bulunmustur (Tas ve digerleri, 2007). Mevcut ¢alisma kapsaminda gergeklestirilen DFA analizi,
demokratik liderlik (x2/sd=4.47;, RMSEA=.07; GFI=.95; AGFI=91; CFI=98; ve NFI=97) ve
doniisimcti liderlik (x2/sd=4.83; RMSEA=.08; GFI=.92; AGFI=.89; CFI=.97; ve NFI=.96) alt ol¢ekleri
icin kabul edilebilir model uyumu ortaya koymustur. Mevcut verilerle giivenirlik katsayilarmin da
kabul edilebilir oldugu (sirasiyla .95 ve .97) bulunmustur.

Mesleki Ogrenme Faaliyetlerine Katilim Envanteri 21 maddeden olusan, 4'lii Likert tipi bir aractir.
Olgegin maddelerinin Cronbach alfa i¢ tutarlilig1 .86 olarak bulunmustur (Kulavuz, 2006). Mevcut
verilerle yapilan AFA ve DFA sonuglari, dlgegin tek boyutlu yapisina isaret etmektedir. Olgegin
maddeleri toplam varyansin %48,02’sini agiklamaktadir ve giivenirlik katsayis1 .94’tiir. DFA
sonugclarina gore dlgegin tek boyutlu yapisina iliskin uyum indeksleri kabul edilebilir esik degerler
icerisindedir (x2/sd=4.96; RMSEA=.07; GFI=.88; AGFI=.85; CFI=.92; ve NFI=. 90).

Ince ve Sahin (2015) tarafindan Tiirkgeye uyarlanan Maslach Tiikenmislik Envanteri, duygusal
tiikkenme, duyarsizlasma ve kisisel bagar1 olmak tizere tig alt boyuttan olusan 22 maddelik, 7'li Likert
tipi bir Olgektir. Ince ve Sahin tarafindan ylriitiilen ¢alismada, Olgegin faktor yapismin kabul
edilebilir uyuma sahip oldugu (x2/sd=4.3, RMSEA=.07, CFI=.94, NFI=.93, GFI=.87, AGFI=.84) ve
guvenirlik katsayilarinin da kabul edilebilir oldugu bulunmustur (sirasiyla .88, .78 ve .74). Mevcut
arastirmada alt 6lgeklerin giivenirlik katsayilar1 da sirasiyla .88, .82 ve .84 olarak bulunmustur.

Kavgaci ve Calik (2017) tarafindan Tiirkce uyarlamasi yapilan Utrecht Ise Baglilik Olgegi, 17
maddeden olusan, 7'li Likert tipi bir 6lgektir ve dinglik ve yogunlasma seklinde iki alt boyutu vardir.
C)lgegin faktor yapisi (x2/sd=2.3, RMSEA=.07, CFI=.96, GFI=.91, AGFI=.87, RMR=.04) ve giivenilirlik
degerleri (.92 ve .89) kabul edilebilir diizeyde bulunmustur (Kavgaci ve Calik, 2017). Bu ¢calismada
da alt 6lceklerin giivenirlik katsayilar: sirasiyla 91 ve .87 olarak belirlenmistir.

Kisilik Envanteri Atak (2013) tarafindan Tiirk¢eye uyarlanmistir. Envanter, Bes Biiyiik kisiligi
(deneyimlere aciklik, yumusak bashlik, duygusal dengelilik, sorumluluk ve disadoniikliik) temel
alan 10 maddelik 5'li Likert tipi bir aractir. Atak'in (2013) uyarlamasima gore, bes tiiriin giivenirlik
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katsayilarinin kabul edilebilir esik olan .70'i (sirasiyla .83, .81, .83, .84 ve .86) astig1 bulunmustur.
DFA sonuglar1 uyum indekslerinin de kabul edilebilir oldugunu gostermektedir (x2/sd=2.20;
RMSEA=.03; GFI=.95; AGFI=.92; CFI=.93; ve NNFI=91). Bu ¢alismada da alt boyutlarin giivenirlik
katsayilarinin kabul edilebilir esigin tizerinde oldugu goriilmiistiir (sirasiyla .83, .81, .83, .84 ve .86).

Verilerin Analizi

Varyanslarin normalligi, dogrusallifi ve homojenligi, Kolmogorov-Smirnov, carpiklik/basiklik
degerleri ve Levene testleri ile taranmustir. Degiskenler arasindaki iliskileri ve bagimsiz
degiskenlerin 0gretmen motivasyonu iizerindeki dogrudan etkilerini arastirmak igin Pearson
momentler carpimi korelasyon katsayilar: ve dogrusal regresyon kullanilmigtir. Ayrica yapisal bir
model belirlenmis, tahmin edilmis ve degerlendirilmistir. x2/sd<3, normallestirilmis uyum indeksi
(NFI) >.90, karsilastirmali uyum indeksi (CFI) >.90, yaklasim hatasinin ortalama karekokii (RMSEA)
<.08, uyum iyiligi indeksi (GFI) >.80, ve diizeltilmis uyum iyiligi indeksi (AGFI) 2.80 model uyumu
i¢in kriter olarak kullanild1 (Tabachnick ve Fidell, 2013). Son olarak hizmet i¢i egitim, egitim diizeyi,
kidem ve cinsiyet gibi demografik 6zelliklere bagli olarak 6gretmen motivasyonuna gore gruplar
arasi farkliliklar t-testi ve varyans analizi ile incelenmistir.

Etik Onay Bildirimi

Bu calisma Kirikkale Universitesi Etik Kurulu tarafindan incelenerek 06/09/2020 tarihinde ve 02
onay numarasi ile onaylanmaistir.

Bulgular

Modeldeki degiskenlere ait ortalama, standart sapma ve garpiklik/basiklik degerleri hesaplanmistir
(Tablol). ki degiskenli iligkileri degerlendirmek amaciyla degiskenler arasindaki korelasyon
katsayilarina bakilmistir. Tablo 1'de gorildiugii gibi, kisiligin iki alt boyutu (uyumluluk ve
disadoniikliik) disinda tiim calisma degiskenleri 6gretmen motivasyonuyla onemli Olgilide
iligkilidir. Ayrica tiikenmislik ile motivasyon arasindaki iliski de anlamhdir (r = -.26; p < .01).
Korelasyonlara gore degiskenler arasindaki ¢oklu baglanti1 varsayiminin karsilandig1 goriilmiistiir
(r2max<.5).

Tablo 1
Tamimlayict Istatistikler ve Calisma Degiskenleri Arasindaki Korelasyonlar
1 2 3 4 5 6 7 8 9 10 11
Demokratik liderlik (1)
Déniisiimcii liderlik (2) 92
Mesleki dgrenme (3) 320 35w
Tiitkenmislik (4) S16% -18% -3¢
Biitiinlesme (5) 26% 29" A4% _5E%
Disadoniikliik (6) 03 -03 .03 -06 -.02
Duygusal dengelilik (7) 09 .08*  15%  -25% 18 .07
Deneyime agiklik (8) -.02 03 A5%  -19% 06 13" 2%
Sorumluluk (9) .05 .03 09% -34% 22%F 11%* 25%F  19%
Yumusak baglilik (10) 02 -03 .09% -15% 2% 25% 20" [19% .12*%
Motivasyon (11) 52%F  b4** 37 26" 40" -04 .09F 13" 10* .06
Ortalama 360 354 398 206 405 97 156 147 157 92 376
Standart sapma .90 .97 .61 .56 66 43 79 66 74 36 .78
Basiklik -59 -48 -.08 .58 -18 -37 -16 -84 -15 -27 -24
Carpiklik .03 -32 -33 -26 -53 34 8 -33 76 54 -55

**p<.01; * p<.05; basiklik standart hatas1 =.10; carpiklik standart hatas1 =.20.
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Digsal degiskenlerin motivasyon tizerindeki dogrudan etkileri standartlastirilmis beta agirhiklar ile
incelenmistir (Tablo 2). Biiyiikliik sirasma gore, doniisiimsel ve demokratik liderlik, bagllik,
titkkenmislik ve profesyonel 6grenmenin 6gretmen motivasyonu iizerinde 6nemli dogrudan etkileri
goriilmektedir. Ayrica kisisel faktorler arasinda yalnizca deneyime agik olmanin 6gretmen
motivasyonu iizerinde anlamli ve olumlu bir etkisi bulunmustur.

Tablo 2
Digsal Degiskenlerin Motivasyon Uzerindeki Dogrudan Etkileri
Bagimsiz degiskenler Bagimli Degisken B t R2
Demokratik liderlik (1) _— 52 15.79* 27
Dontistimcti liderlik (2) T .54 16.80% .30
Mesleki 6grenme (3) _— 37 1.45* .14
Tikenmiglik (4) . -26 -7.09* .07
Biitiinlegsme (5) S Motivasyon 40 11.36% .16
Digadoniikliik (6) —_— -.05 -1.51 .00
Duygusal dengelilik (7) —_—> .06 1.52 .01
Deneyime Agiklik (8) EEE— 13 3.57*% .04
Sorumluluk (9) I .06 1.71 .01
Yumusgak Baslilik (10) —> .04 1.09 .00
*p <.01; n=588.

Kuramsal arka plana ve onceki arastirmalara dayali olarak biitiinsel bir gretmen motivasyon
modeli belirlenmistir. Bu model, model uyum indeksleri ile test edilmis ve degerlendirilmistir.
Sonuglar Sekil 2'de gosterilmektedir. Sekil 2'deki yol katsayilar: incelendiginde dogrusal regresyon
analizi ile elde edilen sonuglar dogrulanmaktadir (Tabachnick ve Fidell, 2013). Biitiinsel 6gretmen
motivasyon modelinin uyum iyiligi indeksleri kabul edilebilir bulunmustur (x2/sd=3.89; GFI=.94;
CFI=.94; NFI=92; RMSEA=.07). Modele gore 6gretmen motivasyonunu agitklamada en gtiglii digsal
degisken idari faktorlerdir (3 = .46; p <.01). Mesleki faktorlerin 6gretmen motivasyonu tizerindeki
dogrudan etkisi anlamli iken, (8 =. 51, p <0,01), kisilik 6zelliklerinin etkileri anlaml degildir (8 =.01;
p <.01). Mesleki faktorlerin 6gretmen motivasyonu {izerindeki dogrudan etkisi de anlamlidir (3=.37,
p <.01). Idari faktorlerin 6gretmen motivasyonu iizerindeki dolayli etkisi anlamlidir (.37*.35=.13; p
< .01). Kisilik ozellikleri 6gretmen motivasyonunu dogrudan etkilemezken, kisilik ozellikleri ile
motivasyon arasindaki iliskide mesleki faktorlerin aracilik etkisi anlamli bulunmustur (.51%.37 =.19;
p <0,01).

1072



Ogretmen Motivasyonunu Etkileyen Idari, Mesleki ve Kisisel Faktorlerin Biitiinciil Bir Incelemesi

Sekil 2
Ogretmen Motivasyonu Yapisal Modeli

\ J
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.93 98
A 4 4 4 \ |
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| Disa Déniiklik | [
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Ogretmen motivasyonunun demografik 6zelliklere (cinsiyet, egitim diizeyi, hizmet ici egitim ve
kidem) gore grup farkliliklar: incelenmistir. Tablo 3'te goriildiigii gibi 6gretmenin cinsiyetinin ve
egitim durumunun motivasyonlarina etkisi anlamli degildir.

Tablo 3
Cinsiyet ve Egitim Diizeyine Gore t-testi Sonuglar
n X sd df t p
Erkek 321 3.86 .66
Cinsiyet e 586 20 84
. Kadin 267 3.88 .68
Motivasyon -
... B . Lisans 453  3.89 .66
Egitim diizeyi 586 1.27 21

Lisanstistii 135 3.81 .68

*p<.01; n= 588.

Ogretmenler katildiklar1 hizmet igi egitim sayisina ve kidemlerine gére gruplandirilmis ve bu
gruplara gore motivasyon diizeylerindeki farkliliklar1 incelemek {izere ANOVA kullanilmistir.

Tablo 4'te goriildiigii gibi hizmet ici egitim ve 6gretmen kideminin motivasyona etkisi anlaml
degildir.

Tablo 4
Egitim ve Kideme Gore ANOVA Sonuglar

Kareler Toplam:  df Ortalama F p
Hizmet i¢i egitim Gruplar arast .63 2 31
(diisiik-orta-ytiksek) Gruplar ii 259.83 583 45 70 50
Toplam 260.46 585
Kidem Gruplar arasi .68 4 17
(diisiik-orta-yiiksek) Gruplar ici 250.83 583 45 38 82
Toplam 260.46 585

*p <.01; n=>588.
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Tartisma, Sonuglar ve Oneriler

Arastirmanin temel bulgularindan yola ¢ikilarak arastirma degiskenleri arasindaki olumlu ya da
olumsuz iligkiler ilgili literatiir kapsaminda tartisilmistir. Ogretmenlerin tiikenmislik diizeylerinin
diger idari ve mesleki faktorlerin yani sira 6gretmen motivasyonuyla da olumsuz iligkileri vardir.
Ancak tiikenmislik disinda, kisisel faktorler ile idari veya mesleki faktorler arasinda herhangi bir
iliski bulunamamuigtir. Son olarak, idari ve mesleki faktorler 6gretmen motivasyonuyla énemli
olctide iliskiliyken, pek ¢ok kisisel faktor iligkili bulunmamastir.

Tki degiskenli aragtirmalarda duygusal denge, deneyime aciklik ve sorumlulugun motivasyonla
anlamli diizeyde iligkili oldugu bulunmustur. Bu agidan mevcut galisma literatiirdeki arastirma
bulgulariyla tutarlilik gostermektedir (Bronkhorst ve digerleri, 2015; Gorozidis ve Papaioannou,
2014; Hussain, Chenmei, Saeed ve Hassan, 2024; Liu ve Hallinger, 2018; Skaalvik. ve Skaalvik, 2018).
Fernet ve digerleri (2017) i¢sel faktorlerin tiikenmislik ile negatif iliskili oldugunu, digsal faktorlerin
ise tiikenmislik ile pozitif iligkili oldugunu ileri stirmektedir. Benzer sekilde duygusal dengelilik,
disa doniikliik ve sorumluluk da tiikenmislikle olumsuz yonde iligkilidir (Kim ve digerleri, 2019).

Regresyon sonuglari, idari ve mesleki degiskenlerin 6gretmen motivasyonu tizerindeki dogrudan
etkilerini ortaya koymaktadir. Tiikenmisligin motivasyon iizerinde olumsuz etkileri olmasina
ragmen, kisisel faktorlerin etkisi anlamli degildir. Dogrulanan yapisal modelin temel bulgularina
gore, idari ve mesleki faktorlerin 6gretmen motivasyonu tizerindeki dogrudan etkileri anlamlidir.
Bununla birlikte, 8gretmen motivasyonu, kisisel faktorlerden dogrudan etkilenmemektedir. Ote
yandan mesleki faktorlerin hem idari hem de kisisel faktorler iizerinde araci etkisi vardir.
Literatiirde iyi bir Ogretmenligin kisilik ©zelliklerden kaynaklandigi savunulmaktadir. Bazi
arastirmalarda kisisel faktorler (kisilik tipleri ve fizyolojik 6zellikler) 6gretmen etkililigiyle (Kim ve
digerleri, 2019; Klassen ve Tze, 2014) ve etkililik motivasyonla iligkilidir (Thoonen ve digerleri, 2011).
Literatiirdeki bu sonuglara ragmen mevcut galisma, kisisel faktorlerin motivasyon tizerinde
dogrudan bir etkisinin olmadigini, ancak mesleki faktorler araciligiyla dolayl etkilerinin oldugunu
ortaya koymaktadir. Ayrica mesleki faktorler iizerinde en etkili bulunan degiskenler, kisisel
faktorlerdir. Kisisel faktorlerin, mesleki faktorler {izerinde idari faktorlerden daha giiclii etkilere
sahip oldugu bulunmustur. Dolayisiyla 6gretmen motivasyonunda diger arac1 degiskenlerin kisilik
ozelliklerinden daha etkili oldugu ileri stiriilebilir. Literatiirde baz1 kisilik 6zelliklerinin motivasyon
veya etkililik gibi 6gretmenle ilgili degiskenlerle daha zay:f bir iliskiye sahip oldugunu dogrulayan
calismalar bulunmaktadir (Kim ve digerleri, 2019; Li ve digerleri, 2023). Yetiskinlerin mesleki
yonelimlerinde kisisel ve motivasyonel faktorlerin etkisi oldukga koklii tartismalardir (Sherip, 1966).
Ogretmen motivasyonu baglaminda idari, mesleki ve kisisel faktorlerin biitiinsel bir
degerlendirmesini saglayan bu arastirmanin sonuglary;, 6gretmen yetistiren kurumlara 6grenci
secimi, hizmet ici egitim ve yonetim programlar1 secimi ve gelecekte 6gretmen olmay1 planlayan
ogrenciler i¢in baz1 énemli ¢ikarimlar ortaya koymaktadir. Bu sonuglar, 6gretmenlerin se¢imini ve
yetistirilmesini 6gretmenlik mesleginin 6zgiin dogas1 ve siiregleriyle uyum icinde destekleyen
yaklasimlarin 6nemini ortaya koymaktadir.

Kisilik 6zelliklerinden sadece deneyime agik olmanin &gretmenlerin motivasyona olumlu etki
yaptig1 dikkat ¢ekmektedir. Mesleki 0grenme faaliyetlerine katiimin da motivasyon iizerinde
olumlu etkisi vardir. Bu bulgular, hizmet i¢i egitimin kalitesine yonelik uzun siiredir devam eden
olumsuz elestirileri desteklemektedir (Dulkadiroglu, 2019; Ghosh ve digerleri, 2010, Gémez-
Trigueros, Ruiz-Bafiuls, Esteve-Faubel ve Mareque 2024; Nauman Ahmed, Pasha, ve Malik, 2021).
Dolayisiyla mevcut ¢calismanin sonuglari, 0gretmen motivasyonu tizerinde kisisel faktorlerden veya
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idari faktorlerden kaynaklanabilecek olumsuz etkileri ortadan kaldirmak igin nitelikli mesleki
gelisim siireglerinin stratejik 6nemini vurgulamaktadir.

Sinirliliklar

Calismamizin 6gretmen motivasyonu ile idari ve kisisel faktorler arasindaki iliskide mesleki
faktorlerin araci roliinii biitiinciil bir yaklagimla incelemesi agisindan alanyazma 6zgiin bir katki
sunacag1 degerlendirilmektedir. Ancak bununla birlikte, bazi smirhliklarinin da vurgulanmas:
onemli goriilmektedir.

Ik olarak, rneklem grubunun kapsami olasi kurumsal farkliliklarin (6zel egitim okullari, mesleki
egitim okullar1 vb.) analizine imkan tanimamaktadir. Bu nedenle o6gretmen motivasyonu
baglaminda mesleki faktorlerin aracilik roliindeki kurumsal farkliliklar daha ileri arastirmalarla
incelenebilir. Ikinci olarak, kiiltiirel ve mesleki baglama odaklanan bir calismada dogrulanmasi
amaglanan modelin farkl kiiltiirler arasinda dogrulanmasi gerekmektedir. Mevcut bulgularin dis
gegcerliligini arttirmak icin farkl kiiltiirlerde karsilastirilabilir ¢alismalar yapilmalidir. Uciinciisii,
mevcut literatiirle biraz geliserek kisisel 6zelliklerin 6gretmen motivasyonu iizerinde dogrudan
etkisinin olmadigini ortaya koydugumuz bulguyu o6nemli buluyoruz. Bu nedenle gelecekteki
arastirmalarm, bu calismada elde edilen sonuglarin etkililigini ve verimliligini test etmeye
odaklanmasini 6neriyoruz.

Etik Kurul Onay: Kirikkale Universitesi Sosyal ve Beseri Bilimler Arastirmalar1 Etik Kurulu'nun 09/06/2020
tarihli 2 numarali oturumunda onaylanmuistir.

Arastirmacilarin Katki Orani: Yazarin katki orani %100 d{ir.

Catisma Beyani: Yazar potansiyel bir ¢ikar ¢atismasi olmadigini beyan eder.
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