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Abstract. The concepts of empowering leadership and organisational development are inherently
linked, playing a pivotal role in cultivating a dynamic and innovative organisational
culture.Empowering leadership is typified by behaviours that enhance employee autonomy,
participation in decision-making and personal development, which collectively contribute to a more
engaged workforce. This leadership style has been demonstrated to exert a positive influence on
various organisational outcomes, including innovation, commitment to change and overall employee
performance. The objective of this study is to examine the impact of teachers' perceptions of
empowering leadership on the extent of organizational development. The study sample comprises
teachers employed at primary and secondary educational institutions in Rize province that are
affiliated with the Ministry of National Education. In accordance with the requirements of the study, a
simple random sampling method was employed, leading to the participation of 228 teachers. The data
were collected using the Empowering Leadership Scale and the Organizational Development Level
Determination Scale. The data were analyzed using a T-test, one-way analysis of variance (ANOVA) and
simple linear regression analysis. The findings indicate that perceptions of empowering leadership vary
according to gender and the duration of employment with the current school administrator.
Additionally, teachers' perceptions of organizational development differed according to gender and
the type of school they worked in. It was concluded that teachers' perceptions of empowering
leadership were highly related to their perceptions of organizational development and that
empowering leadership was an important predictor of organizational development. The findings
suggest that adopting an empowering leadership approach can increase the development levels of
schools. The professional development of school leaders in empowering leadership can be provided
to enhance their effectiveness in driving change. It is of great importance to utilize empowering
leadership practices to achieve organizational goals, promote development and improve teaching
performance.

Keywords: Organizational development, Empowering leadership, Leadership, Teacher.

Oz. Giiglendirici liderlik ve &rgiitsel gelisim kavramlari, dinamik ve yenilik¢i bir kurumsal kiltirin
gelistiriimesinde 6nemli bir rol oynayarak birbirleriyle dogal olarak baglantilidir. Giglendirici liderlik,
calisanlarin 6zerkligini, karar alma stirecine katilimini ve profesyonel gelisimini artiran ve kiimulatif
olarak bir isglicline katkida bulunan davranislarla tanimlanir. Glglendirici liderlik tarzinin yenilikgilik,
degisime baglilik ve calisan performansi dahil olmak tizere ¢esitli kurumsal sonuglar tizerinde olumlu
bir etkisi olduguna deginilmektedir. Arastirmanin amaci 6gretmenlerin giglendirici liderlik algilarinin
orgitsel gelismislik dizeyine etkisini incelenmektir. Arastirmanin evrenini Rize ilinde Milli Egitim
Bakanligina bagli kurumlarda gorev yapan ilkokul ve ortaokul 6gretmenleri olusturmaktadir. Calismada
basit tesadfi 6rnekleme yontemi kullaniimis olup 228 6gretmen arastirmaya katilmistir. Arastirmanin
verileri “Guglendirici Liderlik Olcegi” ve “Orgiitsel Gelisim Diizeyi Belirleme Olgegi”’ kullanilarak
toplanmistir. Elde edilen verilerin analizinde t testi, tekydnli varyans analizi (ANOVA) ve basit dogrusal
regresyon analizi kullanilmistir. Bulgular incelendiginde glcglendirici liderlik algisinin cinsiyete ve
mevcut okul vyoneticisiyle birlikte calisma siresine gore farkhlastigi gorilmektedir. Ayrica
O0gretmenlerin 6rgiitsel gelisime yonelik algilarinin cinsiyete ve calisilan okul tlriine gore farklilastig
bulgusuna da ulasilmistir. Ogretmenlerin giiclendirici liderlik algilarinin 6rgiitsel gelisim algilari ile
ylksek diizeyde iliskili oldugu ve glglendirici liderligin 6rgiitsel gelisimin 6nemli bir yordayicisi oldugu
sonucuna ulastimistir. Elde edilen bulgular, gliclendirici liderlik yaklasimini benimsemenin okullarin
gelisim dizeylerini artirabilecegini gostermektedir. Degisimin yonlendirilmesindeki etkiyi artirmak icin
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ise okul liderlerinin guglendirici liderlik konusunda profesyonel gelisimleri saglanabilir. Kurumsal
hedeflere ulasmak, gelisimi tesvik etmek ve 6gretim performansini artirmak igin gliclendirici liderlik
uygulamalarinin kullaniimasi 6nemlidir.

Anahtar Kelimeler: Orgiitsel gelisim, Guglendirici liderlik, Liderlik, Ogretmen.
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Genisletilmis Ozet

Giris. Liderler, galisanlarin motivasyonunu ve performansini artirmak igin yonlendirici bir rol tistlenmeli
ve onlarin gelisimine destek olmalidir. Bu destek, g¢alisanlarin islerinde daha basarili olmalarina ve
Ozglivenlerinin artmasina yardimci olabilir. Gliglendirici liderlik, bireylerin kendilerine olan gilivenlerini

Sayfa | 465 artirarak, organizasyonel baglhliklarini ve performanslarini ylkselttigi ifade edilmektedir. Bu baglamda,
liderler, galisanlarin katihmini tesvik eden, acik iletisimi destekleyen ve 6grenme firsatlarini artiran bir
ortam olusturulmalidir. Giglendirici liderlik, liderlerin ¢alisanlarina 6zguiven, sorumluluk, 6zerklik ve
O0zendirme saglamak igin kullandigi bir liderlik yaklagimidir. Bu liderlik yaklasimi, ¢alisanlarin
motivasyonunu arttirmak, yaraticiliklarini tesvik etmek ve 6zglivenlerini arttirmak igin kullanilan bir
yontemdir.

Orgiitsel gelisim, érgitin tim yonlerini gelistirerek ve degistirerek 6rgiitiin gelismesine
yardimci olan bir siirectir (Ballaro vd., 2020, s. 46). Orgiitsel gelisim, bir rgiitiin kiiltiirii ve liderligine
odaklanarak planh bir degisim siireci gecirmesi olarak tanimlanabilir. Egitim kurumlarinda etkili liderlik,
ogrencilerin basarisini ve 6gretmenlerin motivasyonunu arttirirken, orgitsel gelismislik diizeylerini de
yikseltmektedir. Orgiitsel gelisim, bir kurumun kiiltiriiniin ve liderlik yapilarinin kasitl ve stratejik
olarak degistirilmesi olarak tanimlanabilir. Egitim kurumlarinda etkili liderlik stratejilerinin
uygulanmasinin 6grenci basarisini ve 6gretmen motivasyonunu artirdigl ve ayni zamanda orgitsel
gelisimi kolaylastirdigi ifade edilebilir. Buna ek olarak, Kazlauskaité vd. (2011) glclendirmenin,
calisanlarin tutum ve davranislarini olumlu yénde etkileyen hayati bir insan kaynaklari yonetimi
uygulamasi olarak hizmet ettigini ve glgclendirmeyi gelismis oOrgiitsel sonuglarla daha da
iliskilendirdigini belirtmektedir.

Yontem. Arastirma, 6gretmenlerin 6rgitsel gelismislik algilariile yoneticilere iliskin gliclendirici liderlik
algilari arasindaki iliskinin belirlenmesi amaciyla ylrGtilmastir. Arastirmada nicel arastirma
yontemlerinden iki degisken arasindaki iliskiyi incelemek ve neden-sonug ile ilgili ipuglari elde etmek
amaciylailiskisel (korelasyonel) arastirma deseninden faydalaniimistir. Arastirmanin érneklemini basit
tesadiifi 6rnekleme yontemi ile belirlenen ve 2022-2023 egitim-6gretim yilinda Rize ilinde gérev yapan
228 6gretmen olusturmaktadir. Verilerin toplanmasinda Konczak vd. (2000) tarafindan gelistirilen,
Konan ve Celik (2018) tarafindan egitim orgtleri icin Tlirkceye uyarlamasi yapilan “Gugclendirici Liderlik
Olgegi” ile Cetin ve Karaokur Akdag (2022) tarafindan gelistirilen “Orgiitsel Gelisim Diizeyi Belirleme
Olgegi” kullanilmistir. Calismada veri analizinden énce varsayim testleri yapilmis, bagimsiz 6rneklemler
icin t-testi, tek yonli varyans analizi ve korelasyon analizi gerceklestirilmistir.

Bulgular. Bulgular, giiclendirici liderlik algisinin cinsiyete ve mevcut okul yoneticisiyle birlikte ¢calisma
suresine gore erkek 6gretmenler lehine farklilastigini géstermektedir. Ayrica 6gretmenlerin 6rgiitsel
gelisime yonelik algilarinin cinsiyete ve ¢alisilan okul tirine gore farkhlastigl bulgusuna da ulasiimistir.
Bulgular incelendiginde erkek ogretmenlerin orgltsel gelismislik algilarinin daha yiliksek oldugu
gorilmektedir. Diger yandan 6gretmenlerin orgitsel gelismislik diizeyi algilarinin ve okul midurlerinin
glclendirici liderligine iliskin algilarinin egitim durumlarina gére anlamli farkhlik géstermedigi sonucuna
ulasilmistir. Ayrica, 6gretmenlerin 6rgltsel gelismislik algilarinin ve okul yoneticilerinin glclendirici
liderlik davranislarina iliskin algilarinin  mesleki kideme goére anlamh farkhihk goéstermedigi
gortlmektedir. Calisilan okul tirl degiskeni incelendiginde ise 6gretmenlerin okul yoneticilerinin
glclendirici liderlik davranislarina iliskin algilarinin anlamli farklilik géstermedigi sonucuna ulasilmistir.
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Diger yandan oOgretmenlerin ¢alisilan okul tirli degiskenine gore orgitsel gelismislik algilan
incelendiginde ise ilkokul 6gretmenlerinin galistigi kuruma yonelik érgitsel gelismislik algilarinin, lise
O0gretmenlerinden; ortaokul 6gretmenlerinin galistigl kuruma yonelik orgutsel gelismiglik algilarinin ise
lise 6gretmenlerinden daha yiiksek oldugu tespit edilmistir. ilkokul 6gretmenlerinin ¢alistigi kuruma
yonelik orgitsel gelismislik algilarinin da ortaokul 6gretmenlerinin galistigl kuruma yonelik 6rgitsel
gelismislik algilarindan daha yiiksek oldugu tespit edilmistir. Ogretmenlerin giiclendirici liderlik
algilarinin orgitsel gelisim algilari ile yuksek dizeyde iliskili oldugu ve glglendirici liderligin orgitsel
gelisimin 6nemli bir yordayicisi oldugu sonucuna ulagiimistir.

Tartisma, Sonug¢ ve Oneriler. Arastirma, orgiitsel gelisim ile giiclendirici liderlik stratejilerinin
uygulanmasi arasinda glicli bir pozitif korelasyon oldugunu gdstermektedir. Giglendirici liderligin,
calisanlar arasinda orgiitsel gelisim icin 6nem tasiyan bir katihm ve baghlik kaltirt gelistirdigi
vurgulanmaktadir. Jung vd. (2020), ¢alisanlari karar alma sireglerine dahil etme ve galisanlara kogluk
destegi gibi gliclendirici liderlik davranislarinin, galisanlarin 6rgiitsel degisime baghhg! lzerinde de
faydali bir etkisi oldugunu belirtmektedir. Bu baghlik, ¢calisanlari degisim girisimlerine aktif olarak
katilmaya ve bu girisimleri desteklemeye yonlendirdiginden, basarili bir 6rgiitsel gelisim icin oldukca
onemlidir. Calisma glglendirici liderligin, o6rgltin gelisimi icin isglclinld tesvik ettigini de
vurgulamaktadir.

Arastirma, giclendirici liderlik yaklasiminin okul performansini, motivasyonu ve 6gretmen
bagliigini artirabilecegini gostermektedir. Ayrica, orgitsel gelisim ve glglendirici liderlik arasindaki
glclu iliski, liderlik uygulamalarti ile 6rgiit kiltiirt ve ¢alisma ortami arasindaki faydali etkilesimi de 6ne
¢cikarmaktadir. Ayrica, Kim vd. (2018) tarafindan yurutilen arastirmada giclendirici liderligin ¢alisan
performansi ve orglitsel vatandaslik davranislari da dahil olmak Gzere gesitli 6rgitsel ciktilar Gzerindeki
olumlu etkileri dogrulanmaktadir. Arastirmada, glglendirici liderligin calisanlar arasinda igsel
motivasyonu ve baghligl tesvik ettigini ve bu durumun kuruluslarda sirekli iyilestirme ve gelisim
kiltdriand tesvik etmek icin 6nemli oldugu vurgulanmaktadir.

Guclendirici liderlik yaklasimini benimseyen liderler, ¢alisanlari degisim slrecine dahil ederek
degisim girisimlerini daha iyi yonetebilir, baglliklarini artirabilir ve direnci azaltabilir. Egitim kurumlari,
degisimi yonetimini basari bir sekilde sirdirmek icin liderlerini glclendirici liderlik stratejileri
konusunda bilgilendirebilirler. Buna ek olarak, kurumsal hedeflere ulasmak ve gelisimi tesvik etmek
icin gerekli olan calisan performansini artirmada giglendirici liderlik uygulamalarn uygulamaya
konulabilir. Egitim kurumlari; 6rgit kaltirinin gelistirilmesi, degisim ydnetiminin kolaylastiriimasi,
yaraticihgin tesvik edilmesi, performansin artiriimasi, baghligin artirilmasi, psikolojik glclendirme
saglanmasi ve degisime uyum saglanmasi konularina odaklanarak gelisimlerini etkili bir sekilde
yonetmek icin gliclendirici liderlik uygulamalarindan yararlanabilirler.
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Introduction

In the contemporary era, those in positions of authority are not only tasked with providing
motivation to their subordinates; they are also responsible for ensuring that these individuals are
psychologically empowered (Zhang and Bartol, 2010). It is incumbent upon leaders to assume a
directive role and provide support for the development of their employees, with the aim of increasing
motivation and performance. Such support can facilitate employee success in their work and enhance
self-confidence. An empowering attitude and behavior can only be exhibited by individuals who
possess the requisite knowledge and skills. Consequently, for empowering leadership practices to be
implemented effectively, leaders must possess a certain level of education, experience ve competence.
This enables them to enhance employee motivation and performance by demonstrating empowering
behaviors (Celik and Konan, 2020, p. 255).

Sayfa | 467

Empowering leadership and organisational development are two interconnected concepts
which have been shown to play an instrumental role in enhancing organisational effectiveness and
employee engagement levels. The concept of empowering leadership, as defined by Kim et al. (2018),
pertains to an leadership style that fosters autonomy and ownership over tasks among employees,
encouraging initiative, decision-making ve contribution to the work processes. Empirical evidence has
demonstrated that this leadership approach exerts a positive influence on various employee
outcomes, including job performance, organisational commitment ve psychological empowerment
(Kim et al., 2018; Kim and Beehr, 2019; Lee et al., 2017).

Empirical evidence suggests that a leadership style which empowers those under its aegis can
significantly enhance the degree to which employees are committed to organisational change. For
example, in the study conducted by Jung et al. (2020), it was highlighted that the impact of
empowering leadership is twofold: it influences individual attitudes and it plays a pivotal role in
shaping employees' readiness to embrace change within the organisation. This dynamic environment,
where adaptability is critical to survival, is of particular significance. Furthermore, the psychological
empowerment that results from empowering leadership has been linked to improved job performance
and organizational citizenship behaviours (Kim and Beehr, 2019; Lee et al., 2017). By cultivating an
environment characterised by employee support and appreciation, organisations can foster a culture
of innovation and proactive engagement (Kim et al., 2018; Lee et al., 2017).

Conversely, organisational development (OD) embodies a methodical approach aimed at
enhancing an organisation's effectiveness through systematic change. It involves strategies designed
to enhance an organisation's capacity for adaptability in the face of external changes, improve its
operational processes ve nurture a favourable work environment. The theoretical underpinnings of
OD stem from behavioural science, placing significant emphasis on the role of humanistic and
democratic principles in the context of managing change (Khan, 2021). The role of leadership in
facilitating organisational change and maintaining employee engagement is a critical component of
this framework (Ana et al., 2020).

The existing research demonstrates that the phenomenon of empowerment in an
organizational context can have a substantial impact on a number of significant outcomes.
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Empowerment has been linked to several positive outcomes in the workplace, including job
satisfaction (Sparrowe, 1994), enhanced manager effectiveness (Spreitzer et al., 1997), increased
creativity (Zhang and Bartol, 2010) ve improved team performance (Chen et al., 2007). Additionally, it
demonstrates a negative correlation with strain (Spreitzer et al., 1997) and intentions to resign
(Sparrowe, 1994). This assertion is corroborated by findings from (Allen et al.,, 2018), who
demonstrated that perceptions of empowering workplace structures significantly enhance
organizational commitment, suggesting that empowerment not only benefits individual employees but
also contributes to overall organizational performance (Allen et al., 2018). Furthermore, a recent large-
scale study by Birdi et al. (2008) identified empowerment as the strongest predictor of organizational
effectiveness. It is crucial for organizational leaders and managers to facilitate organizational
development. Empowering leadership is a leadership approach that provides employees with self-
confidence, responsibility, autonomy ve encouragement. This approach is used to increase employee
motivation, encourage creativity ve enhance self-confidence. Empowering leaders can be defined as
those who utilize high-participation management strategies by delegating authority and
responsibilities to subordinates (Leach, Wall ve Jackson, 2003).

The relationship between a leadership style that empowers its followers and the evolution of
the organisation as a whole has been demonstrated in the manner in which such leaders can encourage
a culture of continuous improvement and learning. For instance, the promotion of organisational
learning through the encouragement of knowledge sharing and collaboration among employees by
empowering leaders is vital for innovation and adaptability (Morales et al., 2012). Nevertheless, it is
important to note that the efficacy of this approach is contingent upon various organisational factors,
including cultural elements and the prevailing leadership climate (Fong and Snape, 2013; Li et al.,
2015). This underscores the importance of a thorough consideration of the distinct environments
within organizations when implementing empowering leadership practices, to ensure that the
maximum possible impact is realised on development initiatives.

Empowering leadership in educational contexts has been demonstrated to engender
favourable outcomes, including enhanced motivation and commitment among teaching staff.
Empirical research has demonstrated that when educational leaders empower teachers by engaging
them in decision-making processes and offering opportunities for professional growth, it leads to an
enhancement in job satisfaction and engagement among the teaching faculty (Joseph et al., 2024;
Gkorezis, 2016). Furthermore, the empowerment of leadership is foundational in the promotion of
innovation within educational institutions. By encouraging teachers to proactively explore new
pedagogical methods, leaders can foster a culture of innovation that significantly improves the overall
quality of the educational experience (Burhan, 2024). Empirical evidence suggests that such measures
can indeed foster increased innovativeness on organisational levels. This is achieved by equipping
teachers with the necessary resources as well as a degree of autonomy that allows them to hone their
skills and implement creative solutions to challenges (Xu and Zhang, 2022).

All organizational activities that facilitate processes by ensuring employee alignment can be
considered as an organizational development technique. In this process, it is essential to identify the
individuals who will be impacted by the feedback from employees and the subsequent transformation
of the organization into a complex operating system for the development of people and context
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(Robbins et al., 2013, p. 205). The implementation of effective leadership strategies in educational
institutions has been demonstrated to enhance student success and teacher motivation, while
simultaneously facilitating organizational development. Additionally, Kazlauskaité et al. (2011) argued
that empowerment serves as a vital human resource management practice that positively influences
employee attitudes and behaviors, further linking empowerment to enhanced organizational
outcomes. In this context, an understanding of the relationship between teachers' perceptions of
empowering leadership and organizational development levels will facilitate the work of leaders and
decision-makers in the education sector. Furthermore, teachers' perceptions of empowering
leadership can facilitate students' self-trust and self-development throughout the learning process.
Concurrently, the advancement of organizational development can positively influence student
achievement by enhancing the efficacy and productivity of educational institutions. In this regard, the
present study can provide insights that inform the administration of educational institutions and the
development of teachers' leadership competencies. The objective of this study is to examine the
impact of teachers' perceptions of empowered leadership on the level of organizational development.
To this end, we will address the following problems:
1. Isthere a significant difference between teachers' perceptions of empowered leadership and
demographic variables?
2. Does the perception of organizational development level differ significantly between teachers
according to demographic variables?
3. Does a significant relationship exist between teachers' perceptions of empowered leadership
and the level of organizational development?
4. Does the perception of empowered leadership among teachers significantly predict the level
of organizational development?

Methodology

The objective of the study was to ascertain the relationship between perceptions of
empowering leadership and perceptions of organizational development among preschool, primary,
secondary ve high school teachers. To this end, a correlational research design was employed to
examine the relationship between the two variables and to gain insights into the potential causal
relationships. Correlational research represents one of the quantitative research designs in which the
relationship between variables is examined without intervening in the variables of the study (Johnson
and Christensen, 2014).

Population and sample

The sample of this study consists of 228 teachers working in Rize province in the 2022-2023
academic year and determined by simple random sampling method. In the simple random sampling
technique, all individuals have an equal probability of being selected ve the selection of one individual
does not affect the selection of another individual (Blyikoztiirk, et al., 2016, p. 85). In accordance with
the recommendations set forth by Hair et al. (2010), a minimum ratio of 5 to 10 participants per item
is frequently proposed to ensure the robustness of statistical analyses, particularly in the context of
factor analysis. When a sample size of 228 is attained, the participant-to-item ratio is approximately
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11.1, which exceeds the minimum recommendation. Consequently, the reliability of the findings is
substantiated.

Table 1.
Demographic characteristics of the participants
Sayfa | 470  category Subcategory n %
Gender Female 149 65.4%
Male 79 34.6%
Education Level Undergraduate 194 85.1%
Postgraduate 34 14.9%
Professional Seniority 1-5 years 20 8.8%
6-10 years 32 14.0%
11-15 years 61 26.8%
16 years or more 115 50.4%
School Type Preschool 19 8.3%
Primary School 108 47.4%
Secondary School 66 28.9%
High School 35 15.4%
Working Time with 1-5 years 172 75.4%
Current Principal
6-10 years 33 14.5%
11 years or more 23 10.1%

When the demographic information of the individuals who participated in the study was
examined, 149 (65.4%) of the teachers who voluntarily participated in the study were female and 79
(34.6%) were male; 194 (85.1%) were undergraduate and 34 (14.9%) were postgraduate graduates; 20
of them (8,8%) have a professional seniority of (1-5) years, 32 of them (14,0%) have a professional
seniority of (6-10) years, 61 of them (26,8%) have a professional seniority of (11-15) years, 115 of them
(50,4%) have a professional seniority of 16 years or more; 19 of them (8,3%) work in preschool, 108 of
them (47,4%) in primary school, 66 of them (28,9%) in secondary school ve 35 of them (15,4%) in high
school. When the working time of the teachers with the current principal was analyzed, it was seen
that 172 (75.4%) of them worked with the current principal for (1-5) years, 33 (14.5%) for (6-10) years
ve 23 (10.1%) for 11 years or more.

Data collection tools

Two distinct scales and a personal information form comprising five items were employed to
investigate the correlation between empowering leadership and perceptions of organizational
development level among teachers in the Rize province. In the collection of data, the "Empowering
Leadership Scale," developed by Konczak et al. (2000) and adapted into Turkish by Konan and Celik
(2018) for use in educational organizations ve the "Empowering Leadership Scale," developed by Cetin
and Karaokur Akdag (2022), were employed as scales. The Organizational Development Level
Determination Scale was utilized. The scales were administered on a voluntary basis to educators
employed in Rize province during the 2022-2023 academic year.

Ethical permission for the study was granted by the Recep Tayyip Erdogan University Scientific
Research and Publication Ethics Committee with the date 01/03/2023 and decision number 2023/074.
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The Personal Information Form is a document comprising five items developed by the
researcher for the purpose of determining the demographic and professional characteristics of the
teachers who comprise the sample. The School Principal Empowering Leadership Scale is a tool
designed to assess the degree to which school principals exhibit empowering leadership behaviors.
The "Transformational Leadership Inventory" (TLI) scale, developed by Konczak et al. (2000), was

Sayfa | 471 adapted into Turkish and underwent validity and reliability testing by Konan and Celik (2018). The
adapted scale was then named the "School Principal Empowering Leadership Scale" (SPELS) and was
used to determine the level of teachers' perception of school principals' empowering leadership
characteristics. The scale permitted teachers to assess the empowering leadership characteristics of
school principals via a five-point Likert-type rating scale. The participants were instructed to respond
to the items in the scale by selecting one of the provided options, which ranged from "Never" to
"Always." The scale comprises 17 items and 3 dimensions, including delegation of authority,
accountability and supporting. Following the reliability analysis conducted with the data collected from
228 participants, Cronbach Alpha internal consistency coefficients were respectively found to be .89,
.67 ve .98. This result exceeds the 80% threshold, signifying that the scale exhibits an exceptionally
high degree of reliability.

The Organizational Development Level Determination Scale (ODLDS) is a five-point Likert-type
rating scale developed by Cetin and Karaokur Akdag (2022) to assess the level of organizational
development in an institution. In order to ascertain the level of organizational development within the
institution, the five-point Likert-type rating scale, entitled the "Organizational Development Level
Determination Scale" (ODLDS), which was developed by Cetin and Karaokur Akdag (2022), was
subjected to validity and reliability tests. The participants were instructed to indicate their responses
to the items in the scale by selecting one of the five options: "Never," "Rarely," "Occasionally," "Most
of the time," or "Always." The scale comprises 18 items and is comprised of three dimensions. These
dimensions are organizational evaluation (items 1, 2, 3 ve 4), organizational intervention (items 5, 6,
7) ve organizational sustainability (items 8, 9, 10, 11, 12, 13, 14, 15, 16, 17, 18). Following the reliability
analysis conducted with the data collected from 228 participants, the Cronbach's Alpha coefficient was
calculated as .94 for organizational evaluation subscale, .85 for organizational intervention subscale,
.97 for organizational sustainability subscale and .97 for overall scale.

Data analysis

In addition to the frequency and percentage distributions regarding the demographic
characteristics of the teachers, the participants' perceptions of the organizational development level
and perceptions of empowered leadership were determined according to the independent variables.
Moreover, the skewness and kurtosis coefficients were found to fall within the range of +1 and -1. As
stated by Morgan, Leech, Gloeckner ve Barrett (2004), skewness and kurtosis coefficients should fall
within the range of -1 to +1 to be considered an important indicator of normal distribution. The results
were evaluated and interpreted at the p < 0.05 significance level. Descriptive statistics were employed
in the data analysis process ve values such as the mean (X) and standard deviation (sd) were obtained.
The reliability and internal consistency of measurement tools are crucial factors influencing the
precision of the findings in research. Cronbach's alpha coefficient assumes a value between 0 and 1. A
higher value indicates greater consistency among the statements in the measurement tool, thereby
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enhancing the tool's reliability (Lorcu, 2015). Accordingly, the study incorporated the Cronbach's Alpha
reliability coefficient. An independent samples t-test is a parametric test employed to ascertain
whether there is a statistically significant discrepancy between the mean values of two distinct and
independent groups (Durmus, Yurtkoru ve Cinko, 2018). Furthermore, the t-test is a descriptive
statistical technique employed to ascertain the discrepancy between two variables. The one-way
analysis of variance (ANOVA) is a statistical method utilized to determine the significance of the mean
difference between at least two distinct independent groups (Buyukoztirk, 2016). In the study, one-
way analysis of variance was employed to ascertain the discrepancy between multiple variables. To
ascertain the source of the significant difference, the LSD multiple comparison test was employed. The
aforementioned statistical techniques guaranteed the accurate analysis of the data and the
appropriate interpretation of the results. The SPSS 22 statistical package was employed to ascertain
the Pearson correlation coefficient between the parameters. The Pearson correlation coefficient is a
statistical method used to measure the linearity of the relationship between two continuous variables
and to determine whether this relationship is significant (Sungur, 2010, p. 116). Research has
demonstrated that skewness and kurtosis can serve as more robust indicators of distribution
characteristics than the Kolmogorov-Smirnov (K-S) test, particularly in large samples where the K-S test
may become excessively sensitive to minor deviations from normality (Garren and Osborne, 2021;
Otuken and Senger, 2013). Consequently, it was determined that utilising skewness and kurtosis values
within the framework of the normality assumption was the optimal approach. The rationale for its use
in this study is that it provides a clear numerical representation of how closely variables are related to
each other, allowing researchers to draw informed conclusions about their interdependence. The
correlation coefficient obtained as a result of this method takes on a value between -1 and +1 (-1 <r<
+1) (Can, 2017, p. 369). This value indicates the degree and direction of the linear relationship between
two variables. In other words, the Pearson correlation coefficient is a criterion used to measure the
relationship between two variables. In the study, assumption tests were performed before data
analysis ve independent samples t-tests, one-way analysis of variance ve correlation analysis were
conducted.

Table 2.
Standard deviation, skewness and kurtosis values for data of school principal empowering leadership
scale and organizational development level determination scale

X sd Skewness Kurtosis
Organizational Evaluation 13.78 4.32 -.292 -.81
Organizational intervention 11.29 2.99 -.54 -.57
Organizational Sustainability 40.15 11.62 -.67 -.22
SPELS 64.00 16.50 -0.80 -0.01
Delegation of Authority 11.99 3.06 -1.06 .48
Accountability 11.72 2.86 -1.08 .85
Supporting 40.10 12.39 -.66 -44
ODLDS 65.00 17.72 -0.56 -0.31

As illustrated in Table 2, the results of the skewness and kurtosis values align with the
observation that the sums of empowering leadership and organizational development exhibited a
normal distribution, falling between (-1, +1). The mean empowering leadership level of the participants
Baris, E. ve Karsantik, |. (2025). Leading education to better outcomes: Organizational development through
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was found to be (X=16,50), while the mean organizational development level was (Xx=17,72). To
ascertain the participants' perceptions of empowering leadership, organizational development ve their
constituent dimensions, a series of quantitative analyses were conducted, including the calculation of
mean values and standard deviations.

Findings
In this section, the findings obtained from the testing of the sub-problems and the
interpretations based on these findings are presented. The findings are organized according to the
order of the research sub-problems.

Investigation of teachers' perceptions of empowered leadership by gender

As seen in Table 3, whether teachers' perceptions of empowering leadership differ according
to gender was analyzed by independent sample t-test.

Table 3.
T-test results of teachers' perceptions of empowering leadership behavior by gender
Gender n x ss t Test
t sd p
Delegation of Female 149 11.83 3.064 -1.004 225 316
Authority Male 78 12.26 3.069
Accountability Female 149 11.57 2.922 -1.257 225 .210
Male 78 12.07 2.690
Supporting Female 149 38.53 12.60 -2.563 225 .010*
Male 78 42.91 11.48
Total Female 149 61.94 16.57 -2.322 225 .021*
Male 78 67.25 15.93
*p<.05; n=227

Table 3 showed that teachers' perceptions about the level of empowering leadership exhibited
by school principals differed significantly according to gender [t(225)= -1.004, p<.05]. It was determined
that the mean perceptions of male teachers (X¥=67.25) regarding the empowering leadership of school
principals were higher than the mean perceptions of female teachers (¥=61.94). It is seen that
teachers' perceptions of empowering leadership in the subscales of Delegation of Authority [t(225)= -
1.004, p>.05] and Accountability [t(25=-1.257, p>.05] do not differ significantly according to gender.
In the Supporting [t25=-2.563, p<.05] subscale, there is a significant difference in teacher perceptions
according to gender. In the supporting subscale of empowering leadership, the mean perceptions of
male teachers (X¥=42.91) were higher than female teachers (X¥=38.53).
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Investigation of teachers' perceptions of organizational development level by gender

In Table 4, independent sample t-test was used to examine whether teachers' perceptions of
organizational development level differ according to gender.

Table 4.
T-test results of teachers' perception levels of organizational development level according to gender
variable
Gender n X ss t Test
t sd p
Organizational Evaluation Female 149 13.26 4.37 -2.589 225 .010%*
Male 78 14.80 4.07
Organizational Intervention Female 149 11.00 3.03 -1.928 225 .055
Male 78 11.80 2.85
Organizational Sustainability Female 149 38.81 12.01 -2.306 225  .022*
Male 78 42.52 10.43
Total Female 149 63.08 18.09 -2.470 225 .014*
Male 78 69.14 16.40
*p<.05; n=227

Table 4 demonstrated that teachers' perceptions of organizational development differed
significantly according to gender [t(225)=-2.470; p<.05]. When teachers' perceptions of organizational
development were examined, it was found that the mean scores of male teachers (¥=69.1410) was
higher than the mean scores of female teachers ( =63.0872). Teachers' perceptions of organizational
evaluation [t(225)= -2.589; p< .05], organizational intervention [t(225)= -1.928; p< .05] and
organizational sustainability [t(225)=-2.306; p< .05] subscales showed significant differences according
to gender. In both organizational evaluation subscale and organizational sustainability subscale, the
mean perceptions of male teachers were higher than female teachers.

Investigation of teachers' perceptions of empowered leadership according to graduation degree

Whether teachers' perceptions of empowered leadership vary according to their graduation
degree was statistically analyzed. Independent sample t-test results are shown in Table 5.

Table 5.
T-test results of teachers' perceptions of empowering leadership behavior according to educational
background

Educational n X ss t Test
background t sd p
Delegation of Undergraduate 193 12.11 3.05 1.609 225 .105
Authority Graduate 34 11.20 3.06
Accountability Undergraduate 193 11.74 2.85 .396 225 .692
Graduate 34 11.52 2.95
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Supporting Undergraduate 193 40.61 12.36 1.677 225 .095
Graduate 34 36.76 12.14
Total Undergraduate 193 64.47 16.42 1.628 225 .105
Graduate 34 59.50 16.38

Sayfa | 475 Table 5 showed that the perception levels of school principals' empowering leadership did not

differ significantly according to their educational background [t(225)= 1.628, p>.05]. It was determined
that the mean scores of undergraduates (¥=64.47) was higher than the mean scores of graduates
(x¥=59.50) regarding the empowering leadership of school principals.

Investigation of Teachers' Perceptions of Organizational Development Level According to graduation
status

It was statistically examined whether teachers' perceptions of organizational development
level varied according to their graduation status. Independent sample t-test results are presented in

Table 6.
Table 6.
T-test results of teachers' perceptions of organizational development level according to educational
background
Educational n X ss t Test
background t sd p
Organizational Evaluation Undergraduate 193 14.10 427 2.692 225 .008*
Graduate 34 11.97 4.22
Organizational Intervention Undergraduate 193 11.32 3.01 216 225  .829
Graduate 34 11.20 2,91
Organizational Sustainability Undergraduate 193 40.78 11.41 1.838 225 .067
Graduate 34 36.82 12.53
Total Undergraduate 193 66.21 1751 1.894 225 .059
Graduate 34 60.00 18.38
*p<.05; n=227

Table 6 indicated that teachers' perception levels of organizational development level did not
differ significantly according to their educational background [t(225)= 1.894; p>.05]. It was determined
that the mean scores of undergraduates (¥=66.21) was higher than the mean scores of graduates
(x=60.00).

In the organizational evaluation subscale of organizational development, it was found that the
perception level of teachers showed a significant difference according to their educational status
[t(225)= 2.692; p<.05]. When the means were examined, it was determined that the mean scores of
undergraduates (¥=14.10) was higher than the graduates’ (¥=11.97).
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Investigation of teachers' perceptions of empowered leadership according to professional seniority

It was statistically analyzed whether teachers' perceptions of empowering leadership vary
according to professional seniority. One-way Analysis of Variance (ANOVA) was used in the research.
The results obtained are given in Table 7.

Table 7.
Anova results of teachers' perception levels of empowering leadership behavior according to
professional seniority

Professional n X sd ss df ms F p
seniority
o 1-5 19  11.10 2.40 BG 24.431 3 8.144 .865 .460
2 6-10 32  11.96 2.57 WG  2100.530 223 9.419
2 £ 11-15 61  12.37 2.84 Total  2124.960 226
¥ 16+ 115  11.93 3.38
a2 Total 227 11.98 3.06
> 1-5 19  12.10 2.70 BG 5.851 3 1.950 .234 .873
3 6-10 32  11.68 2.50 WG  1861.215 223 8.346
£ 11-15 61  11.86 2.60 Total  1867.066 226
§ 16+ 115  11.60 3.14
& Total 227  11.72 2.87
1-5 19  37.57 9.24 BG 200.823 3 66941 .431 .731
o 6-10 32  39.40 1231 WG 34612.049 223 155.211
= 11-15 61  41.13  12.59 Total 34812.872 226
8 16+ 115  40.10  12.85
2 Total 227  40.07  12.41
1-5 19 6078  12.60 BG 344.401 3 114.800 .417 .741
6-10 32  63.06  14.69 WG 61392.022 223 275.301
11-15 61 6537  16.21 Total 61736.423 226
= 16+ 115 63.63  17.78
S Total 227 63.78  16.52

Table 7 demonstrated that teachers' levels of empowering leadership behaviors such as
delegation of authority [F(z-223=.865; p>.05], accountability [Fz.223=234; p>.05], supporting [F-
223)=.431; p>.05] did not differ significantly according to professional seniority. When teachers'
perception levels of empowering leadership behaviors are examined in general, it is seen that there is
no significant difference according to professional seniority [F(z-223)= .417; p>.05].

Examination of teachers' perceptions of organizational development level according to professional
seniority

It was statistically examined whether teachers' perceptions of organizational development
level varied according to professional seniority. One-way Analysis of Variance (ANOVA) was used in the
research. The results obtained are given in Table 8.

Baris, E. ve Karsantik, |. (2025). Leading education to better outcomes: Organizational development through
empowering leadershi. Western Anatolia Journal of Educational Sciences, 16(1), 462-491.
DOI. 10.51460/baebd.1563924



Sayfa | 477

DOKUZ EYLUL UNIVERSITESI
EGITIiM BIiLIMLERI ENSTITUSU

‘\\\ZFV"“/O \N\“ER/
Bati Anadolu Egitim Bilimleri Dergisi, (2025), 16 (1), 462-491. P o
Western Anatolia Journal of Educational Sciences, (2025), 16 (1), 462-491. \ W é ‘, g
Arastirma Makalesi / Research Paper ees o, munbiaee (0

*DeV

Table 8.
Anova results of teachers' perceptions of organizational development level according to professional
seniority

Professional n X sd ss df ms F p
seniority
= 1-5 19  12.57 3.28 BG 61.978 3 20659 1.107 .347
S 6-10 32  13.06 4.45 WG  4162.700 223  18.667
8 S 11-15 61  13.85 4.34 Total  4224.678 226
§ ;3: 16+ 115 1417  4.41
S a Total 227  13.79 4.32
= 1-5 19 10.26 3.19 BG 24.786 3 8.262 .919 .433
§ S 6-10 32  11.50 2.60 WG  2005.628 223 8.994
S E 11-15 61 1152  2.63 Total  2030.414 226
& < 16+ 115 1131 3.4
S E Total 227 11.30 2.99
1-5 19 3473 11.08 BG 645.904 3 215301 1.598 .191
6-10 32 39.71  10.68 WG 30039.734 223 134.707
11-15 61 4091  10.98 Total 30685.639 226

16+ 115  40.79 12.22
Total 227  40.16 11.65

Organizational
Sustainability

1-5 19  57.57 16.67 BG 1336.182 3 445394 1421 .238
6-10 32 64.28 16.26 WG 69916.885 223 313.529
11-15 61 66.29 16.83 Total 71253.066 226

16+ 115 66.27 18.66
Total 227 65.27 17.75

Total

Table 8 showed that teachers' organizational evaluation [F(z-223=1.107; p>.05], organizational
intervention [F3223=.919; p>.05], organizational sustainability [F;-223=1.598; p>.05] levels of
organizational development level did not show significant differences according to professional
seniority. When teachers' perception levels of organizational development level were examined in
general, no significant difference was observed according to professional seniority [F(z-223= 1.421;
P>.05].

Investigation of teachers' perceptions of empowered leadership according to school type

It was statistically analyzed whether teachers' perceptions of empowering leadership vary
according to school type. One-way Analysis of Variance (ANOVA) was used in the study. The results
obtained are shown in Table 9.
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Table 9.
Anova results of teachers' perception levels of empowering leadership behavior according to the type
of school

Type of N X sd ss df ms F p (LSD)
School Post
Hoc
- (1) 18 10.66  3.36 BG  100.097 2 33366 3.675 .01° 1-2.3
© (2) 108 1230  2.99 WG  2024.899 225  9.080 2-1.4
=2 (3) 66 1246 259 Total  2124.996 227 3-1.4
¥ (4) 35 1088  3.57 4-2.3
8 2 Total 227 12.00  3.06
> (1) 18 1244 274 BG 17.891 3 5964 .723 .539
5 (2) 108 1173  3.11 WG  1838.920 223  8.246
£ (3) 66 1172 238 Total 1856.811 226
§ (4) 35 11.22 2.99
g Total 227 11.70  2.86
(1) 18 3527 15.73 BG 1197.155 3 399.052 2.652 .050
& (2) 108 4168 12.14 WG 33561.048 223 150.498
B (3) 66 40.90 11.61 Total 34758.203 226
8 (4) 35 3645 11.88
2 Total 227 40.14 12.40
(1) 18 5838 19.54 BG 1994716 3 664.905 2.482 .062
(2) 108 65.72 16.47 WG 59730.773 223 267.851
(3) 66 6510 14.92 Total 61725.489 226
= (4) 35 5857 16.889
S Total 227 63.85 16.526

*p<.05; n=227, (1) preschool, (2) elementary, (3) secondary school, (4) high school

Table 9 showed that the teachers' perceptions of empowering leadership did not differ
significantly according to the type of school in which they work [F(z.223 = 2.482; p>.05]. Teachers'
perceptions of empowering leadership in the subscales of accountability [F(3-223) =.723; p>.05] and
supporting [Fz-223) =2.652; p>.05] do not differ significantly according to the institution in which they
work. Teachers' perceptions of empowering leadership showed a significant difference according to
school type in the delegation of authority subscale [F(z-223) =3.675; p<.05]. As a result of the LSD test
conducted to determine which groups the significant difference was between, it was noted that the
difference in teachers' perceptions of the delegation of authority subscale was between (1) preschool
teachers, (2) primary school teachers ve (3) secondary school teachers according to school type. Again,
it was found that there was a difference between (2) elementary teachers and (1) preschool, (4) high
school teachers; (3) high school teachers and (1) preschool, (4) high school teachers; (4) high school
teachers and (2) elementary, (3) high school teachers. When the means were examined, it was found
that Preschool teachers' perceptions of delegation of authority towards the organization (X=10.66)
were lower than Primary School (¥=12.30) and Secondary School teachers ( X=12.46); High School
teachers (¥=10.88) were lower than Primary School (¥=12.30) and Secondary School teachers
(¥=12.46). Primary school teachers' perceptions of delegation of authority towards the organization
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(%¥=12.30) were higher than preschool (X¥=10.66) and high school teachers (¥=10.88); secondary school
teachers (X¥=12.46) were higher than preschool (¥=10.66) and high school teachers (¥=10.88).

Investigation of teachers' perceptions of organizational development level according to school type

It was statistically examined whether teachers' perceptions of organizational development
level varied according to school type. One-way Analysis of Variance (ANOVA) was used in the research.
The results obtained are given in Table 10.

Table 10.
Anova results of teachers' perception levels of organizational development level according to the type
of school

Type of n X sd ss df ms F p Post-
School Hoc
(LSD)
3 (1) 18 13.0 4.32 BG 134.739 3 44913 2441 .06
§ c (2) 108 14.35 4.31 WG  4103.684 223  18.402
IS % (3) 66 13.90 4.48 Total  4238.423 226
S 3 (4) 35 1220 3.77
8’ E Total 227 13.78 4.33
E (1) 18 11.11 2.90 BG 97.730 3 32577 3.763 .01
S8 (2) 108 11.69 2.95 WG  1930.658 223 8.658 2-4
§ s (3) 66 11.45 2.70 Total  2028.388 226 3-4
S 2 (4) 35 9.80 3.32 4-2.3
§’§ Total 227 11.28 2.99
S (1) 18 3994 1231 BG  1105.705 3 368.568 2.778 .04
S 5 (2) 108 41.93 10.92 WG 29583.264 223 132.660 2-4
AN (3) 66 39.78 11.71 Total 30688.969 226
§ g (4) 35 3551 1248
S 3 Total 227 40.16 11.65

(1) 18 64.05 18.60 BG  2926.490 3 975497 3.181 .02

(2) 108 67.98 17.07 WG 68394.135 223 306.700 2-4
(3) 66 6515 17.84 Total 71320.626 226 3-4
(4) 35 57.51 17.67 4-2.3

Total

Total 227 65.23 17.76
*p<.05; n=227, (1) preschool, (2) elementary, (3) secondary school, (4) high school

Table 10 demonstrated that teachers' perceptions of organizational development level
showed a significant difference according to the type of school they work in [F(3-223)=3.181; p<.05]. It
was determined that there was no significant difference in the subscale of organizational evaluation
[Fi3-223) = 2.441; p>.05] regarding teachers' perceptions of organizational development level. It was
determined that there was a significant difference in the organizational intervention [F3.223) = 3.763;
p<.05] and organizational sustainability [F(3-223) = 2.778; p<.05] subscales of teachers' perceptions of
organizational development level according to the type of school they work in. As a result of the LSD
test conducted to determine which groups the significant difference was between, it was determined
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that the level of organizational development was between (2) Primary School and (4) High School
teachers; (3) Secondary School and (4) High School teachers; (4) High School teachers and (2) Primary
School and (3) Secondary School teachers. In general, when the arithmetic averages were examined,
it was determined that the organizational development perceptions of primary school teachers
towards the institution where they work (¥=67.98) were higher than those of high school teachers
(x¥=57.51); the organizational development perceptions of secondary school teachers towards the
institution where they work (X=65.15) were higher than those of high school teachers (¥=57.51). High
school teachers' perceptions of organizational development towards their institution (¥=57.51) were
lower than primary school (X¥=67.98) and middle school teachers (X=65.15).

It was determined that there was a significant difference in the organizational intervention [Fs.
223) = 3.763; p<.05] and organizational sustainability [F(z223) = 2.778; p<.05] subscales of teachers'
perceptions of organizational development level according to the type of school they work in. As a
result of the LSD test conducted to determine between which groups the significant difference was
between, it was determined that the difference in teacher perceptions regarding the organizational
intervention subscale was between (2) Primary School and (4) High School teachers; (3) Secondary
School and (4) High School teachers; (4) High School teachers and (2) Primary School (3) Secondary
School teachers according to school type. When the means were examined, it was determined that
Primary School teachers' perceptions of organizational intervention towards their institution (X=11.69)
were higher than High School teachers (x¥=9.80); Secondary School teachers' perceptions of
organizational intervention towards their institution (X=11.45) were higher than High School teachers
(©=9.80). High school teachers' perceptions of organizational development (X¥=9.80) were lower than
primary school (X=11.69) and middle school teachers (X=11.45). As a result of the LSD test conducted
to determine between which groups there is a significant difference, it was determined that the
difference in teacher perceptions of organizational sustainability subscale was between (2) Primary
School and (4) High School teachers according to school type. When the arithmetic averages were
examined, it was determined that the organizational sustainability perceptions of primary school
teachers (Xx=41.93) were higher than high school teachers (¥=35.51).

Investigation of teachers' perceptions of empowered leadership according to the duration of
employment with the principal in their school

It was statistically analyzed whether teachers' perceptions of empowering leadership vary
according to school type. One-way Analysis of Variance (ANOVA) was used in the research. The results
obtained are presented in Table 11.
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Table 11.
Anova results of teachers' perceptions of empowering leadership behavior according to the duration

of employment with the current principal (DECP)

DECP n X sd ss df ms F p (LSD)
Post
Hoc
o (1) 172 1232 2.759 BG 89.871 2 44936 4.958 .00” 1-3
g _ (2) 33 1139 3.418 WG  2039.124 225 9.063
%D g (3) 23 1039  4.064 Total  2128.996 227
g5 Total 228 1199 3.062
= (1) 172 1181 2.891 BG 27.431 2 13.715 1.677  .189
= (2) 33 1193 2548 WG  1840.161 225 8.178
% (3) 23 1069 3.036 Total  1867.592 227
g Total 228 11.72  2.868
(1) 172 4138 11.565 BG  1433.297 2 716648 4.824 .00 1-3
» (2) 33 38.03 14.074 WG 33427.383 225  148.566
§ (3) 23 3347 13.842 Total 34860.680 227
5 Total 228  40.10 12.392
(1) 172 6552 15.210 BG 2671484 2 1335742 5083 .00" 1-3
(2) 33 6136 18.437 WG 59132.143 225  262.810
(3) 23 5456 19.874 Total 61803.627 227
g Total 228 63.82 16.500
*p<.05; =227 *p<.00; n=227, (1) 1-5 Years, (2) 6-10 Years, (3) 11-15 Years and above

Table 11 indicated that teachers' perceptions of empowering leadership subscales of
delegation of authority [F-225= 4.958; p< .05] and supporting [F2-225)= 4.824; p< .05] showed a
significant difference according to the duration of employment with the current school principal. In
the subscale of accountability [F(;-225)= 1.677; p>.05], one of the subscales of empowering leadership,
it was determined that there was no significant difference according to the duration of working with
the current school principal. In general, teachers' perceptions of the level of empowering leadership
showed a significant difference according to the length of service with the current principal [F-
225=5.958; p< .05]. As a result of the LSD test conducted to determine between which groups the
significant difference was between, it was determined that the difference in teachers' perceptions of
empowering leadership was between teachers who worked with the school principal for (1) 1-5 years
and (3) 11-15 years or more. When the means were analyzed, it was determined that teachers who
worked with the current school principal for (3) 11-15 years and above (¥=54.56) were the lowest. It
was determined that the mean score of the teachers who worked with the current school principal for
(2) 6-10 years (x=61.36) were higher than the mean score of the teachers who worked with the current
school principal for (3) 11-15 years and above. It was determined that the mean score of the teachers
who worked with the current school principal for (1) 1-5 years (X=65.52) had the highest mean value.
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As a result of the LSD test conducted to determine between which groups there was a significant
difference, it was found that there was a difference between (1)1-5 years and (3)11 years or more in
the delegation of authority subscale and between (1)1-5 years and (3)11 years or more in the
supporting subscale. When the means were examined, it was determined that the mean score the
teachers with (1) 1-5 years (X =12.32) and (2) 6-10 years (X=11.39) of working time with the current
school principal were higher than the teachers with (3) 11-15 years or more (X=10.39) of working time.
Again, in the supporting subscale, it was determined that the mean score of teachers with (1) 1-5 years
(x¥=41.38) and (2) 6-10 years (x=38.03) of working time with the current school principal were higher
than those of teachers with (3) 11-15 years and above (¥=33.47) of working time.

Investigation of teachers' perceptions of organizational development level according to the duration
of employment with the principal in their school

It was statistically examined whether teachers' perceptions of organizational development
level differed according to the length of employment with the principal in their school. One-way
Analysis of Variance (ANOVA) was used in the research. The results obtained are shown in Table 12.

Table 12.
Anova results of teachers' perception levels of organizational development level according to the
duration of employment with the current principal (DECP)

DECP n x sd ss df ms F p (LSD)
Post Hoc
E c (1) 172 14.16 4.10 BG 148.218 2 74.109 4.07 .01" 1-3
28 (2) 33 13.36 4.80 WG 4090.817 225 18.181
'§ \§ (3) 23 11.52 4.62 Total 4239.035 227
§ S Total 228 13.78 4.32
g S (1) 172 11.65 2.83 BG 105.941 p 52,970 6.17 .00™ 1-3
.‘§ § (2) 33 10.69 3.33 WG 1929.779 225 8.577
'g E (3) 23 9.52 3.04 Total 2035.719 227
25  Total 228 1129 229
E 2 (1) 172 40.76 11.40 BG 350.775 p 175.388 1.30 274
'% % (2) 33 39.39 39.39 WG  30339.540 225 134.842
§ S (3) 23 3673 36.73 Total 30690.316 227
S 3 Total 228 4015 4015
(1) 172 66.57 17.21 BG 1691.098 p 845.549 2.73 .067
3 (2) 33 63.45 19.58 WG 69630.112 225 309.467
E (3) 23 57.78 17.42 Total 71321.211 227
Total 228 65.23 17.72
*p<.05; =227 *p<.00; n=227, (1) 1-5 Years, (2) 6-10 Years, (3) 11-15 Years and above
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Table 12 displayed that there was a significant difference in the subscales of organizational
evaluation [F-225= 4.076; p< .05], organizational intervention [F-225= 6.176; p< .05], which were
subscales of organizational development level, according to the duration of employment with the
current school principal. In the subscales of organizational development level, sustainability [F-225)=
1.301; p>.05] did not show a significant difference according to the duration of employment with the

Sayfa | 483 current school principal. In general, it is seen that teachers' perception levels of organizational
development do not differ significantly according to the duration of employment with the current
school principal [F(2-225=2.762; p>.05]. As a result of the LSD test conducted to determine between
which groups there was a significant difference, it was determined that the difference in teachers'
perceptions of organizational development level was between teachers who worked with the school
principal for (1) 1-5 years and (3) 11-15 years or more. When the means were examined, it was
determined that the mean score of the teachers with (3) 11-15 years or more (X¥=57.78) employment
with the current school principal were the lowest. It was determined that the mean score of the
teachers with (2) 6-10 years (X¥=63.45) employment with the current school principal were higher than
the mean score of the teachers with (3) 11 years or more employment with the current school
principal. It was determined that the mean score of the teachers who worked with the current school
principal for (1) 1-5 years (X=66.57) had the highest mean score. When the means were examined, it
was determined that in the organizational evaluation subscale, teachers with (1) 1-5 years (X =14.16)
and (2) 6-10 years (x =13.36) of employment with the current school principal had higher mean score
than teachers with (3) 11-15 years or more (X =11.52). Again, in the organizational intervention
subscale, teachers with (1) 1-5 years (X =11.65) and (2) 6-10 years (x =10.69) of employment with the
current school principal had higher mean score than

Examining the relationship between teachers' perceptions of empowering leadership and
organizational development

The relationship between teachers' perceptions of empowering leadership and organisational
development was analysed via Pearson correlation, with the results illustrated in Table 13.

Table 13.
Pearson moment correlation analysis on the relationship between teachers' perceptions of
empowering leadership and organizational development level
n X sd 1 2 3 4 5 6 7 8
DA 228 11.99 3.06 1
A 228 11.72 286  .453" 1
S 228 40.10 12.39 .851" .402" 1
OE 228 13.78 432 599" 306" 7117 1

ol 228 11.29 2.99 499" 302" .604™ 705" 1
0s 228 40.15 11.62 .583" .319" 686"  .785" 779" 1

oD 228 65.23 17.72  .613"" .335" 725" 878" 852" 979" 1

EL 228 63.82 16.50 .903" .560" 979" 6997  .599** 6797 7177 1
*p<.05; n=227 **p<.00; n=227

Pearson's correlation coefficient (r) provides information about the direction and strength of

the relationship between two continuous variables and certain criteria are used for its interpretation.
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Schober, Boer ve Schwarte (2018) determined the correlation coefficient cut-off points as 0.00 < r <
0.10 (very weak); 0.10 < r £0.39 (weak); 0.40 < r < 0.69 (moderate); 0.70 < r < 0.89 (high); 0.90<r <
1.00 (very high). The findings of the present study are also reported with reference to these cut-off
points.

When the Pearson correlation analysis given in Table 20 was examined, it was found that there
was a high positive relationship between organizational development (OD) and empowering
leadership (EL) behavior (r=0.717; p<0.01). According to the empowerment subscale of empowering
leadership, there was a moderate (r=0.613; p<0.01) and a very high (r=0.903; p<0.01) level of positive
relationship between organizational development and empowering leadership. When the subscales
were examined, it was found that there was a moderate level of relationship between the delegation
of authority (DO) subscale and the accountability (A) subscale (r=0.453; p<0.01), a high level
relationship between the delegation of authority subscale and the supporting (S) subscale (r=0.851;
p<0.01), a moderate level of relationship between the delegation of authority subscale and
organizational evaluation (OE) (r=0.599, p<0. 01), a weak level of relationship between the subscale of
delegation and organizational intervention (Ol) (r=0.499; p<0.01) ve a moderate level of relationship
between the subscale of delegation and organizational sustainability (OS) (r=0.583; p<0.01).

According to the accountability subscale, which is the subscale of empowering leadership,
there was a weak (r=0.335; p<0.01) level of positive relationship between organizational development
and a moderate (r=0.560; p<0.01) level of positive relationship between empowering leadership. There
was a weak (r=0.402; p<0.01) level of positive relationship between accountability subscale and
supporting subscale, a weak (r=0.306; p<0.01) level of positive relationship between accountability
subscale and organizational evaluation subscale, a weak (r=0.302; p<0.01) level of positive relationship
between accountability subscale and organizational intervention subscale ve a weak (r=0.319; p<0.01)
level of positive relationship between accountability subscale and organizational sustainability
subscale.

A high (r=0.725; p<0.01) level of positive relationship was found between the Supporting
subscale, which is a subscale of empowering leadership ve organizational development ve a very high
(r=0.979; p<0.01) level of positive relationship was found between the Supporting subscale and
empowering leadership. There was a high (r=0.711; p<0.01) level of positive relationship between the
supporting subscale and organizational evaluation, a moderate (r=0.604; p<0.01) level of positive
relationship between the supporting subscale and organizational intervention ve a moderate (r=0.686;
p<0.01) level of positive relationship between the supporting subscale and organizational
sustainability.

In Table 14, the predictive power of the relationship between the variables with a significant
relationship between them was analyzed by simple linear regression analysis.
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Table 14.
Simple linear regression analysis for the prediction of empowering leadership perceptions on
organizational development

Model B SE 8 t p R R? F p
1.(constant) 16.104  3.285 4,903 .00**

Empowering .770 .050 717 15.448  .00** 71 .51 238.64  .00**
Leadership

** p<.00; n=227

The ANOVA table for the simple linear regression analysis demonstrated that the regression
model was statistically significant. As illustrated in Table 14, empowering leadership accounts for 51%
of the total variance in organizational development [F(1.226)=238.64; p<0.001].

Discussion and Conclusion

This study examined the relationship between teachers' perceptions of empowering
leadership and their perceptions of the organizational development level. Additionally, the effects of
various demographic variables on the dependent variables were determined ve the predictive power
of teachers' perceptions of empowering leadership on their perceptions of the organizational
development level was examined.

The findings of this study indicate that the perceived empowering leadership behaviors of
school principals exhibit notable differences according to gender. Similarly, the findings of Kogak and
Burgaz (2017), Konan and Celik (2017) ve Karagodzoglu (2022) indicate that there are significant
differences in teachers' perceptions of school principals' empowering leadership behaviors based on
gender. The evidence indicates that male teachers tend to emphasise the supportive aspect of
empowering leadership to a greater extent than their female counterparts. This is largely attributed to
the perceived advantages of support in fostering job satisfaction and engagement. This emphasis is
evidentin the actions of male leaders and the perceptions of male teachers regarding the empowering
practices of their principals. Male educational leaders demonstrate a greater propensity for
empowering behaviours in comparison to their female counterparts (Munawar et al., 2023). This
engagement encompasses the facilitation of teacher participation in decision-making processes and
the provision of training opportunities, which are instrumental in cultivating a supportive environment.
The findings indicate that male leaders may accord greater priority to these supportive dimensions,
thereby influencing male teachers to adopt analogous attitudes towards empowerment.

The results of the study indicate that gender is a factor influencing teachers' perceptions of
organizational development. The study revealed that the mean organizational development
perceptions of male teachers were higher than those of female teachers. These findings underscore
the influence of gender on teachers' perceptions of organizational development. In the organizational
evaluation subscale, the mean perceptions of male teachers were found to be significantly higher than
those of female teachers. Similarly, in the organizational sustainability subscale, the mean perceptions
of male teachers were significantly higher than the mean perceptions of female teachers. This may be
attributed to the fact that male teachers' perceptions of the organization differ in various aspects. For
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example, Abdurrezzak et al. (2023) found that female teachers were more cynical than male teachers,
suggesting a potential difference in how they perceive organizational aspects.

The study demonstrates that teachers' perceptions of the empowering leadership subscales
vary significantly in accordance with the duration of their employment under the current school
principal. Lajoie et al. (2017) discovered that value congruence and tenure act as moderators of
transformational leadership effects, indicating that teachers' perceptions of leadership can be
influenced by their length of service. The researchers posit that longer-tenured teachers may develop
a stronger alignment with the principal's vision and leadership style, which can enhance their
perceptions of empowerment. This alignment is crucial as it fosters a sense of belonging and
commitment, which can lead to more favorable views of empowering leadership behaviors. Although
a difference was identified between teachers in the subscales of delegation of authority and
supporting, no significant difference was found in the subscale of accountability contingent on the
duration of employment. The results indicate that the perceptions of empowering leadership
behaviors exhibited by school principals are shaped by the length of time spent working under the
current principal.

The findings of the research indicate that there is a strong positive correlation between
organizational development and the implementation of empowering leadership strategies.
Empowering leadership has been demonstrated to cultivate a culture of engagement and commitment
among employees, which is vital for organizational development. Jung et al. (2020) discovered that
empowering leadership behaviors, such as participative decision-making and coaching, have a
beneficial impact on employees' commitment to organizational change. Mangundjaya (2014) posits
that individual commitment to change has a positive impact on organizational effectiveness, including
enhanced performance and the successful implementation of change initiatives. The study emphasizes
that empowering leadership serves as a catalyst for fostering a committed workforce, which is
essential for the overall development of the organization. The results indicate that the implementation
of empowering leadership strategies by organizational leaders can facilitate organizational growth and
development. In a study conducted by Jung et al. (2020), it was found that behaviors exhibited by
leaders who empower their employees, such as participative decision-making and coaching, have a
positive effect on the commitment of employees to organizational change. This, in turn, fosters an
environment conducive to growth and development. By fostering an environment of empowerment,
leaders can enhance employee engagement, commitment ve innovative behaviors, all of which are
essential for achieving organizational success.

Findings suggest that an empowering leadership approach can enhance school performance,
motivation ve teacher engagement. Empowering leadership behaviours, such as the promotion of
teacher autonomy and the creation of supportive educational environments, are identified in research
as pivotal for the enhancement of educational outcomes. Dash and Vohra (2019) emphasize the crucial
role of effective leadership in schools, particularly through empowering strategies, in driving
improvements in student learning outcomes. Furthermore, the robust relationship between
organizational development and empowering leadership underscores the beneficial interplay between
leadership practices and organizational culture and work environment. Furthermore, Kim et al. (2018)
conducted a meta-analysis that corroborated the favorable effects of empowering leadership on a
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range of organizational outcomes, including employee performance and organizational citizenship
behaviors. Their findings indicate that empowering leadership fosters intrinsic motivation and
engagement among employees, which are crucial for cultivating a culture of continuous improvement
and development within organizations. This intrinsic motivation culminates in elevated levels of
performance and commitment, thereby reinforcing the positive correlation between empowering
leadership and organizational development.

In the study, it was found that empowering leadership predicted the level of organizational
development at a high level. One of the principal mechanisms through which empowering leadership
fosters organizational development is by reinforcing employee commitment. Empirical evidence
suggests that behaviors associated with empowering leadership, such as participative decision-making
and coaching, are positively correlated with employees' commitment to organizational change (Jung
et al., 2020). The creation of an environment in which employees feel valued and engaged is a key
responsibility of those in leadership roles. This is particularly important in periods of change, as it
allows for the fostering of a culture of commitment and resilience (Kurniawan and Soeling, 2023). This
environment not only enhances individual creativity but also promotes collective innovative behaviors
within teams (Mutonyi et al., 2020). The implementation of empowering leadership strategies has the
potential to significantly enhance workplace morale and reduce feelings of isolation by satisfying
employees' basic psychological needs for autonomy, competence ve relatedness (Hou, 2024). As
employees feel more autonomous and supported, they are more likely to engage in proactive
behaviors that contribute to organizational success (Wang and Yang, 2021). As organizations persistin
their efforts to navigate multifaceted and evolving environments, the role of empowering leadership
will prove essential in propelling sustainable growth and innovation.

In conclusion, this study examined the effects of empowering leadership on organizations and
revealed important findings. The results provide a significant insight into the potential of an
empowering leadership approach, as evidenced by the effectiveness of such a model in improving the
performance of schools. This study implies that organizations should invest in leadership development
programs that emphasize empowering behaviors to foster a positive culture conducive to
development. Moreover, leaders who adopt empowering styles can better manage change initiatives
by engaging employees in the process, thereby enhancing their commitment and reducing resistance.
Organizations should consider training leaders in empowering leadership techniques to improve their
effectiveness in navigating change. In addition, organizations should implement empowering
leadership practices to enhance employee performance, which is essential for achieving organizational
goals and fostering development. By concentrating on the improvement of organizational culture, the
facilitation of change management, the encouragement of creativity, the enhancement of
performance, the increase of engagement, the provision of psychological empowerment ve the
adaptation to change, organizations can leverage empowering leadership to drive their development
in an effective manner.

Within the scope of the research findings, various suggestions for practitioners were
presented. Firstly, it is imperative that school leaders adopt a leadership style that is conducive to
empowerment, characterised by participative decision-making and the provision of support. Such an
approach is instrumental in cultivating an inclusive environment that fosters a sense of belonging for
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all individuals within the educational community. This endeavour is crucial in addressing the perceptual
disparities between male and female teachers concerning leadership effectiveness and organisational
development. Additionally for the researchers it is recommended that future research explore the
underlying reasons for the differences in perceptions of empowering leadership and organisational
development between male and female teachers. The implementation of qualitative research
methods holds considerable potential in providing a more profound understanding of the influence of
gender on these perceptions and the subsequent implications for educational institutions. Lastly, it is
recommended that policymakers provide support for research initiatives that examine the relationship
between empowering leadership and organisational development in educational settings. This could
encompass the provision of funding for studies that evaluate the influence of leadership styles on

teacher satisfaction and student achievement, thus contributing to the informed design of future
educational policies.
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