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Abstract: In this study it is aimed to examine the relationship between teachers' transformational leadership perceptions
and individual performances. A questionnaire was applied on 411 classroom teachers working in private primary schools
in Istanbul in the 2023-2024 academic year. According to the results teacher performance perception and leadership
dimensions are higher in males, 25 age and below, 3 years and less in working experience and in teachers with extended
families. All dimensions of teacher performance and transformational leadership did not show statistically significant
differences according to the demographic characteristics of the teachers (p> 0.05). There is a positive and statistically
significant correlation between total transformational leadership score, charisma dimension, intellectual power
dimension, individual interest dimension and inspiration dimension of transformational leadership and teacher
performance (p <0.01). When the coefficients are evaluated, it is seen that the most influential dimensions on individual
performance are charisma and inspiration, followed by intellectual power and individual interest.
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Ogretmenlerin Doniisiimcii Liderlik Algisi ile Bireysel Performans Algisi Arasindaki
iliskiye Yonelik Bir Uygulama

Oz: Bu arastirmada, égretmenlerin dénisiimcii liderlik algilari ile bireysel performanslari arasindaki iliskinin incelenmesi
amaglanmustir. Arastirmada bu ¢ercevede, istanbul ilinde cesitli &zel ilkokullarda 2023-2024 egitim 6gretim yilinda gérev
yapan 411 sinif 6gretmeni Uzerinde gonallilik usuliine gére anket uygulamasi yapilmistir. Arastirmada elde edilen
sonuglara gore isgoren performans algisi ve liderlik boyutlarinin puanlari erkeklerde, 25 ve altinda yasa sahip olanlarda,
3 yil ve altinda mesleki deneyime sahip olanlarda ve genis aileye sahip olan 6gretmenlerde daha yiksek dizeydedir. Fark
analizi sonuglarina gore isgoren performansi ve donlsimcu liderligin tim boyutlari, 6gretmenlerin demografik
ozelliklerine gore istatistiksel olarak anlamh farkliliklar géstermemektedir (p>0.05). Korelasyon analizi sonuglarina gore
isgéren performansi toplam déntstimci liderlik puani, dontsidmci liderligin karizma boyutu, entelektiel glic boyutu,
bireysel ilgi boyutu ve ilham boyutu ile pozitif yonde ve istatistiksel olarak anlamli korelasyon oldugu gorilmustir
(p<0.01). Korelasyon katsayilari degerlendirildiginde, bireysel performans lizerinde en fazla etkili olan boyutlarin karizma
ve ilham boyutlari oldugu, bunu entelektiiel giig ve bireysel ilginin izledigi gérulmektedir.
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Introduction

When the studies on educational institutions are evaluated in general, it is seen that especially in recent years, the
issues related to the personal characteristics and skills of the employees have become more prominent. In the past, the
management approach that focused on all aspects of employees as a whole has been replaced by the management of
talents that directly affects the area of interest in question. Therefore, it is possible to state that leadership and individual
performance perception is an important subject on education management, supervision and quality improvement
studies in education (Bowen & Miller, 2018; Elrehail et al., 2018; Emmerling et al., 2015; Schweisfurth et al., 2018).

The concept of leadership has emerged with talent management and has taken its place in many fields from past to
present, both in practice and in theory the field of implementation and in the context of field knowledge. In the most
general definition, leadership shows the power of individuals in an organization to gather and manage others around
them. Therefore, rather than being a managerial tool, leadership refers to a structure related to the identification and
utilization of existing characteristics. For this reason, it is important to evaluate leadership and to reveal the factors
affecting leadership and to manage leadership within this framework.

Over the past 40 years, studies on leadership have been turning into research that evaluate leadership in a more
original and narrower framework. Within this period, one of the leadership types coming to the forefront is
transformational leadership (TL). As the name implies, TL means carrying out leadership practices in an organization in a
way that promotes transformation. Due to this structure, TL on the one hand identifies the deficiencies in the organization
and produces solutions for them, and on the other hand contrary to the classical approach, it expresses leadership
practices that constantly transform and develop as they transform. Therefore, TL has become a necessity for
organizations that need to develop continuously (Boamah et al., 2018; Cetin & Kinik, 2015; Hristov et al., 2018; Niessen
et al., 2017; Phaneuf et al., 2016).

Employee performance is another issue emphasized in literature and many studies have been conducted on
measuring it on an individual basis. While the measurement of employee performance in manufacturing sector, is based
on more quantitative methods, it is more difficult to measure in service-intensive sectors. One of the many reasons for
this is that many factors are effective in measuring individual performance (Ayessaki & Smalwood, 2017; Charness et al.,
2016; Folgado et al., 2015).

For this reason, performance measurement in educational institutions is a difficult subject on which much research
has been conducted. Even though a number of individual performance measurement methods have been developed
about school achievements or parent or student satisfaction, there is currently no consensus on these methods in
literature today. For this reason, on the one hand while studies in this field are important in terms of seeking quality in
education, on the other hand they also carry out a public task as they focus on an effective and productive use of
resources.

Conceptual Framework

To understand better the relationship TL perception and performance of teachers, firstly it is necessary to briefly
touch on the basic literature related to these concepts. Conceptual explanation is given in this part of the study.

Transformational Leadership

The concept of TL theory was first proposed by Burns (1978) while seeking to explore “world-class leaders” and was
further improved by Bass (1985). Specifically, TL, defined as a “style of leadership that transforms followers to rise above
their self-interest by altering their morale, ideals, interests, and values, motivating them to perform better than initially
expected” (Pieterse et al., 2010). TL is also known as a style that focuses on enthusiastic and comprehensive behaviors
to enhance employee performance. In fact, when TL came along in literature, the concept of change was emphasized and
there were studies in which it was also used in the form of change leadership. On the other hand, change and
transformation are different concepts and they do not express the same phenomenon.

Change is a comprehensive phenomenon including transformation. Transformation, on the other hand, refers to the
revision of the existing structure in line with the needs and the creation of a new structure. In addition, in the process of
change the past structure can be completely abandoned and transition to a new structure can be achieved. In this case,
the transition to a new structure by leaving aside the accumulation and experience of organizations from the past to the
present may mean losing many gains. Transformation is more than modernization. For this reason, it is possible to
characterize the transformation process as a process of change while preserving the gains of the past (Aldholay et al.,
2018; Arthur et al., 2017; Cekmecelioglu & Ozbag, 2016; Giddens, 2018; Olu Abiodun & Abiodun, 2017; Wang et al., 2017).

Prior studies in the TL area provide empirical evidence of the positive effects of this variable on employee performance
(Fuller et al., 1996; Judge and Piccolo, 2004; Lowe et al., 1996). But further research is needed regarding the specific
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mechanisms by which these effects occur, and the boundary conditions under which TL improves employee performance
(Panand Lin, 2015). Therefore, this research aims to provide new insights into the impact of TL on individual performance.

Educational institutions have come to the forefront as the most important value-producing institutions of society,
especially in the process of transition to the information society. However, with the transition to the information society,
the structure of education has also changed the transition process from traditional to modern, and new educational
institutions have gained a structure in which knowledge is not only transferred from teacher to student, but also has a
two-way interaction. For this reason, classical educational discourse and methods have failed to fulfill the requirements
of the era. For this reason, classical educational discourses and classical educational methods have failed to fulfill the
requirements of age. Therefore, the transformation process in educational institutions has become a vital phenomenon.
Studies on the importance of not only management but also leadership in management sciences have put forth
leadership practices are vital for the establishment of effective management in educational institutions (Griffith, 2004).
Thus, it is possible to state that the adaptation of TL to educational institutions and its effective use in management is
not a requirement but a necessity. As a result, TL has become an indispensable management factor for educational
institutions.

Perceived Employee Performance

Performance is a subject that has been the subject of much debate in the fields of management and supervision for
many years, with particular emphasis on measurement and auditing. In its most general definition, performance can be
defined as the state of achievement resulting from the fulfillment of a task or action. The term performance refers to
specific work activity (Sonnentag & Frese, 2002) and performance of teachers mainly depends on the teachers’
characteristics such as knowledge base, sense of responsibility, and inquisitiveness (Verma & Jain, 2014). In this respect,
performance can be characterized as the difference between the quantity and quality of input and output. According to
Abubakar et al. (2019), performance is concerned with the work and its results, what to do, and how to accomplish it.
Employee performance is key to improve organizational performance.

Every organization’s main aim is to improve employee performance, and employee performance linked to leadership
(Ogbonna & Harris, 2000; Vigoda-Gadot, 2007). Employee performance is also key to improve organizational
performance; it refers to the behavior that allows meeting the organizational objectives (Barbosa-McCoy, 2016). Parry
and Proctor-Thomson (2002) specifically examined leadership styles in public sector organizations and found that a TL
style has a positive effect on the employee performance, innovation and effectiveness of these organizations. Meanwhile,
measurement is necessary to understand the level of performance because what cannot be measured cannot be
improved. Measuring performance is one of the most important areas of management, especially in a sector such as the
service sector where output cannot be expressed in a quantitative way. Measuring performance in the manufacturing
sector can be done in a relatively more objective way than in the service sector. Because business world is becoming
more competitive with rapid change over the years; it is more unstable and unpredictable. Nevertheless, the
manufacturing sector has to discover and maintain its competitive advantage besides transformation into creative and
innovative. As a result as Behn (2003) said, performance measures can be used for multiple purposes. Moreover, different
people and different organizations have different purposes.

Educational institutions, as one of the most intense areas of service sector, are among the most difficult institutions
to measure performance on an individual base. On the other hand, education is an area where performance
measurement is important in terms of effective and efficient use of public resources. Therefore, the more accurate and
successful performance measurement in educational institutions, the more data will be obtained to be used to improve
the quality of education and thus the more effective use of resources will be possible. For that reason, performance
measurement in educational institutions is an important subject not only for the institution and its shareholders but also
for the whole society.

To summarize, employee performance is a vital concept, especially for organizations operating in the service sector
and it is very difficult to measure individually. In the case of educational institutions, measuring employee performance
is a concept that has consequences and effects both for the institution and its employees, and for the whole society.

Purpose of the study

The aim of this study is to investigate the relationship between TL and individual performance according to
perceptions of classroom teachers working in private primary schools in Istanbul. To achieve this aim, the following
questions were sought answer in the study.

1. What level of the TL perceptions of the primary school classroom teachers? And do these perceptions show
statistically significant difference in terms of gender, age, work experience and family type?

589



Yesilbag— Mersin Universitesi Egitim Fakiiltesi Dergisi, 21(2), 2025, 587-599

2. What level of the employee performance perceptions of the primary school classroom teachers? And do these
perceptions show statistically significant difference in terms of gender, age, work experience and family type?

3. Is there a statistically significant relationship between TL and employee performance according to the perceptions
of primary school teachers?

Significance of the study

Over the past 40 years, studies on leadership have been turning into research that evaluate leadership in a more
original and narrower framework. Within this period, one of the leadership types coming to the forefront is TL. As the
name implies, TL means carrying out leadership practices in an organization in a way that promotes transformation. Due
to this structure, TL on the one hand identifies the deficiencies in the organization and produces solutions for them, and
on the other hand contrary to the classical approach, it expresses leadership practices that constantly transform and
develop as they transform. Therefore, TL has become a necessity for organizations that need to develop continuously
(Boamah et al., 2018; Cetin & Kinik, 2015; Hristov et al., 2018; Niessen et al., 2017; Phaneuf et al., 2016).

Employee performance is another issue emphasized in literature and many studies have been conducted on
measuring it on an individual basis. While the measurement of employee performance in the manufacturing sector, is
based on more quantitative methods, it is more difficult to measure in service-intensive sectors. One of the many reasons
for this is that many factors are effective in measuring individual performance (Ayessaki & Smalwood, 2017; Charness et
al., 2016; Folgado et al., 2015).

For this reason, performance measurement in educational institutions is a difficult subject in which much research
has been conducted. Even though several individual performance measurement methods had been developed about
school achievements or parent or student satisfaction, there is currently no consensus on these methods in literature
today. Therefore, on the one hand while studies in this field are important in terms of seeking quality in education, on
the other hand they also carry out a public task as they focus on an effective and productive use of resources.

Performance increase in educational institutions is not only limited to the stakeholders of the institution but also a
matter of public interest. In other words, social benefit, namely externality, of the high performance of educational
institutions is high. Therefore, in order to increase individual performance in education, both literature studies and field
applications should be increased, and their results should be carefully monitored. In this framework, this study aims to
reveal the relationship between TL, which is an important concept for educational institutions to meet the requirements
of the modern era, and the employee’s performance which is also an important input in educational studies.

Method
Research Design

In order to determine the relationship between TL perceptions of primary school teachers and their individual
performances, a correlational survey model, which is one of the quantitative research types, was used in this study.
Correlational survey model is used to determine the existence of covariance between two or more variables. In this
model, it is tried to determine whether the variables change together and if there is a change, how it happens. (Karasar,
2011).

Sample Group

The research population of the study consists of classroom teachers working in private primary schools in Istanbul.
The teachers were selected through random sampling. A total of 433 classroom teachers from 51 private schools were
given questionnaires, of which 422 were returned; 11 forms were not evaluated because they had blank items; 411
guestionnaires were evaluated.

Demographic characteristics of the teachers participating in the study are given in Table 1.

Table 1.
Demographic Characteristics of Teachers Participating in the Study
Number of People (n) Percent (%)
Gender
Male 222 54.0
Female 189 46.0
Age
25 age and below 37 9.0
Between 26-35 age 257 62.5
36 age and above 117 28.5
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Work Experience

3 years and below 38 9.2

Between 4-7 years 255 62.0

Between 8-11 years 72 17.5

12 years and above 46 11.2
Family Type

Elementary family 290 70.6

Extended family 121 29.4

222 (54%) male and 189 (46%) female teachers were participated in the study. Teachers who participated in the study
9.0% (37 people) were 25 age and below, 62.5% (257 people) are between 26-35 age and 28.5% (117 people) are 36 age
and above. Of the teachers 9.2% (38 people) had 3 years and below work experience, 62.0% (255 people) had between
4-7 years work experience, 17.5% (72 people) had between 8-11 years work experience and 11.2% (46 people) had 12
years and above work experience. Teachers who participated in the study were 70.6% (290 people) had elementary family
and 29.4% (121 people) stated that they had extended family.

Data Collection Tool

Two scales were used as data collection tools in this study. The first is TL scale and the other is employee performance
scale. As both scales were published on open access, there is no need to obtain a special permission to use them.

TL scale developed by Erdogruca (2011) consisted of 4 dimensions such as charisma, inspiration, intellectual influence
and individual interest. This measurement tool consisted of three sections. In the first part, demographic characteristics
and in the second part, statements related to organizational commitment and lastly, statements related to TL were
included. A total of 544 questionnaires constituted the sample of the study. The results of data analysis, cronbach alpha
value of the scale was calculated as 0.92 (Erdogruca, 2011). Meanwhile in this study Cronbach Alpha value was found to
be 0,906.

Employee performance scale is a five point Likert scale developed by Kirkman & Rosen (1999); used by Sigler and
Pearson (2000). It was adopted into Turkish by C6l (2008) and its validity was found to be 83%.

At the beginning of the questionnaire, a demographic information form measuring teachers' gender, age, work
experience and family type was included. Participants responded to the items in the second and third sections of the
questionnaire as “strongly disaggree” (1), “disagree” (2), “partially agree” (3), “agree” (4), “strongly agree” (5). These two
scales which have validity and reliability rates above 70%, were used assuming that they are appropriate for the purpose
of this study.

Implementation of the Questionnaires

The questionnaire forms were delivered to primary school classroom teachers of 51 private schools selected randomly
among the private schools in Istanbul through the school directorate and the completed forms were collected and
evaluated.

Ethical Approval

In this study, in line with scientific research ethics, required ethical committee approval was taken. (istanbul Kiiltiir
Universitesi), (07/12/2023, 2023/154).

Data Analysis

Frequency analysis was used to analyze nominal and ordinal data, mean and standard deviation values were used to
describe measurement data. Before the difference analysis, a normality test was performed to determine whether the
data used in the research was reliable or not, for which Kolmogorov Smirnov test was performed. Kolmogorov Smirnov
test is preferred because the sample size is more than 50. Skewness and Kurtosis values are analyzed for the normality
test. It was observed that Skewness values were between -.569 and -.624 and Kurtosis values were between -.103 and -
.333. When the Skewness and the Kurtosis values are between -1.5 and + 1.5, distribution is considered to be a normal
ditribution (Tabachnick and Fidell, 2013).

Also, Mann Whitney U was used in pairwise group differences for parameters that do not fit the normal distribution
and Kruskal Wallis test was used for more than two group differences. Spearman’s Rho correlation analysis was used in
correlational screening analysis. All the analysis was performed in SPSS (Statistical Package for Social Sciences) 18.0
packaged software for Windows. Findings were evaluated with 95% confidence interval and 5% significance level.
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Findings obtained in the wake of analysis were transformed into tables in accordance with the sub-problems of the study
and explained.

Findings

The results of the difference analysis of TL scores according to demographic characteristics are given in Table 2.

Table 2.
Difference Analysis Results of TL Scores According to Demographic Characteristics
Charisma Inspiration Intellectual Individual Total TL
Influence Interest
X SS X SS X Ss X SS X SS

Gender

Male 8,94 0,92 13,48 1,42 8,92 0,92 8,94 0,92 40,27 4,08

Female 8,83 1,01 13,32 1,51 8,85 1,00 8,83 1,01 39,84 4,44
u 19840,000 19924,000 20305,500 19840,000 19921,500
p ,319 ,366 ,556 ,319 ,367
Age Range
25 age and - 9,16 0,90 13,86 1,27 9,08 0,95 9,16 0,90 41,27 3,89
26-35 ages 8,83 1,00 13,33 1,52 8,85 1,00 8,83 1,00 39,85 4,41
36 and + 8,92 0,88 13,43 1,38 8,91 0,88 8,92 0,88 40,18 3,95
X? 3,458 4,217 1,687 3,458 3,304
p ,177 ,121 ,430 ,177 ,192
Work Experience
3 years and - 9,18 0,90 13,89 1,27 9,11 0,95 9,18 0,90 41,37 3,89
4-7 years 8,83 0,98 13,33 1,50 8,84 0,98 8,83 0,98 39,82 4,32
8-11 years 8,89 1,00 13,40 1,53 8,93 1,00 8,89 1,00 40,11 4,44
12 years and + 8,98 10,83 13,46 1,31 8,89 0,82 8,98 0,83 40,30 3,69
X2 4,592 5,145 2,625 4,592 4,155
p ,204 ,161 ,453 ,204 ,245
Family Type
Elementary family 8,89 0,94 13,40 1,43 8,88 0,95 8,89 0,94 40,05 4,16
Extended family 8,89 1,01 13,41 1,55 8,92 1,00 8,89 1,01 40,12 4,48
u 17324,000 17258,500 17001,500 17324,000 17205,000
p ,833 ,788 ,603 ,833 ,751

TL total score and all the sub-dimension scores are higher among males, teachers with an age of 25 ages and below,
teachers with 3 years and below work experience and teachers with extended families. On the other hand, all TL
dimensions and total TL mean scores did not show statistically significant difference according to demographic
characteristics (p>0.05).

Difference analysis results of employee performance scores according to demographic characteristics are given in
Table 3.

Employee performance perception scores are higher among males, teachers with 25 ages and below, teachers with 3
years and below work experience and teachers with extended family. Difference analysis results showed that employee
performance means were not statistically significant according to demographic characteristics (p>0.05).

Table 3.
Difference Analysis Results of Employee Performance Scores According to Demographic Characteristics

Employee Performance Perception

X SS
Gender
Male 17,79 1,97
Female 17,64 2,16
u 20256,500
p ,536
Age
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25 age and - 18,22 1,96
26-35 ages 17,58 2,16
36 age and + 17,88 1,82
X2 2,858
p ,240
Work Experience
3 years and - 18,26 1,95
4-7 years 17,58 2,10
8-11 years 17,83 2,08
12 years and + 17,87 1,82
X2 3,857
p ,277
Family Type
Elementary family 17,69 2,02
Extended family 17,79 2,14
U 16694,000
p ,426

The results of Spearman’s rho correlation analysis for the relationship between TL and employee performance are
given in Table 4.

Table 4.

Spearman Rho Correlation Analysis Results for The Relationship Between TL and Employee Performance

Perf Perc Tot Transf L Charisma  Int Inf Ind Int Insp
Performance r 1,000 ,815** ,852** ,801** ,793M ,852**
Perception p. ,000 ,000 ,000 ,000 ,000
r 815" 1,000 ,975™ ,992™* ,928™" ,975™
Total TL
p ,000 . ,000 ,000 ,000 ,000
) r ,852* ,975™ 1,000 ,971*" ,910™ 1,000""
Charisma
p ,000 ,000 . ,000 ,000 .
r ,801" ,992°" 971" 1,000 ,886™ ,9717"
Intellectual Influence
p ,000 ,000 ,000 . ,000 ,000
r ,793" ,928™ ,910™ ,886™" 1,000 ,910™
Individual Interest
p ,000 ,000 ,000 ,000 . ,000
o r ,852" ,975™ 1,000 ,971"" ,910™ 1,000
Inspiration
p ,000 ,000 . ,000 ,000

According to correlation analysis results employee performance total TL score (r=0.815; p<0.01) is positively and
statistically significantly related to dimensions of charisma (r=0.852; p<0.01), intellectual influence (r=0.801; p<0.01),
individual interest (r=0.793; p<0.01) and inspiration (r=0.852; p<0.01). When correlation coefficients are evaluated, it is
seen that the most effective dimensions are charisma and inspiration followed by intellectual influence and individual
interest.

Discussion and Conclusion

In this study, the relationship between perceptions of teachers’ TL and their performance was examined. The study
first evaluated teachers’ perceptions of TL and then analyzed how they perceived their individual performance. TL
perception was found to be higher among males, teachers with 25 ages and below, teachers with 3 years and below work
experience and teachers with extended families. Nevertheless, according to difference analysis results, TL scores did not
show a statistically significant difference between demographic groups (p>0.05). There may be many reasons for this, it
is expected that the demographic group with the highest perception of TL is young and less experienced teachers, in
other words teachers belonging to the new generation. However, when the mean values are analyzed, it can be stated
that the TL and employee performance perceptions of the teachers in the younger generation are higher. These results
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reveal that both employee performance perception is higher in the younger generation, and the young teachers are more
prone to TL practices.

According to the results of mean values, it is seen that TLis an important issue for all teachers and is seen as a necessity
especially in educational institutions. As a matter of fact, studies in literature support this. It is a fact that educational
institutions and teachers have an important role in the process of information society, and in this context, teachers must
keep up with the constantly developing and dynamic structure of information. For this, a constantly developing and
changing structure should be dominant in educational institutions. The most effective way to achieve this is through TL.

At this point it is necessary to mention the difference between leadership and management and emphasize that
leadership is an innate talent and an acquisition that can be developed later. While management is done by appointment,
leadership is a phenomenon that can be measured by the cognitive, social and emotional values that a person possesses.
Therefore, on the one hand, it is necessary to identify and develop the leadership skills of existing managers, and on the
other hand, when selecting new managers, it is necessary to select managers with high leadership qualities. In this way,
it may be possible to increase performance in education and achieve more effective results.

Particularly, the studies carried out since the early 2000s recommend that TL is considerably related to followers’
behaviors and performance (Piccolo and Colquitt, 2006; Burke vd. 2007; Chan and Mak, 2014, Khattak et al., 2020). So,
employee performance is another variable analyzed in this study. Although many studies have been completed on
employees’ performance, there is not yet a standard model for the measurement and methodology of this performance.
According to studies, employee performance is closely related to many variables from the type of organization to the
employees, from the structure to the task performed. On the other hand, although it is not possible to quantitatively
measure employee performance, it is possible to examine perceptions related to performance within the framework of
certain assumptions (Ayessaki and Smalwood, 2017; Charness et al., 2016; Folgado et al., 2015).

In this study, performance perception was based on employees’ own assessments and performance perception are
higher among males, teachers with 25 ages and below, teachers with 3 years and below work experience and teachers
with extended family. Employee performance perception did not show a statistically significant difference according to
demographic characteristics (p>0.05). Although many factors may play a role in this result, it is also possible to state that
the high evaluation results of all teachers are effective in this result.

Generally, teachers’ performance perceptions are at a high level. This may be due to teachers’ self-assessment. As
can be understood from these results it is difficult to measure employee performance. Employee performance can be
evaluated by too many criteria. On the other hand, considering perceptual and comparative studies, it can be stated that
comparisons under the same conditions are important. Therefore, it can be said that the reliability level of the research
results is also high.

According to the correlation analysis results there was a statistically significant and positive relationship between
employee performance and all dimensions of TL. Positive relationships mean that when TL characteristics are increased,
employee performance can also increase. In other words, in cases where TL characteristics are not increased, stagnation
or decline in employee performance may be observed. For this reason, TL in educational institutions can be considered
as a necessity, not a preference or choice of the management.

There are other studies in literature that are consistent with the results of this study. For example, Khan vd. (2020);
Jiatong et. al. (2022); Muliati et. al. (2022), and Mardalena et. al. (2024) found that there is a positive relationship between
TL and teacher performance. Also, the results of this study are in accordance with the results of previous studies
conducted by Katitas et al., (2022), Sanchez-Rosas et. al. (2023), which states that teacher performance is influenced by
leadership guidance and directions. Meanwhile, Turnnidge and C6té (2017) and Shang’s (2023) had found that TL directly
exerts its influence by helping employees or followers to think more positively about themselves and their tasks, by
enhancing the quality of their relationships, and by creating environments that are fair, respectful, and supportive.

The results revealed that employee performance perception is mostly influenced by charisma and inspiration
dimensions, followed by intellectual influence and individual interest. This finding is congruent with Khan et al.’s (2020)
findings that four TL dimensions actively participate to affect the outcome of employee performance.

As a result, considering the results of this study, it is important to include studies that will increase TL practices in
educational institutions in the duties of the management and to integrate TL practices into the action plans to be made
in the field of education in the national context. It is beneficial to pave the way for TL in educational institutions with
research and practices to be conducted on larger masses and to transfer the gains that can be obtained through TL to
educational institutions.
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Genisletilmis Ozet

Giris

Liderlik kavrami yetenek yonetimi ile birlikte ortaya ¢ikmis olan, gecmisten gilinlimiize pek ¢ok alanda gerek
uygulamada gerekse alan bilgisi baglaminda yerini almis bir konudur. En genel tanimiyla liderlik, bir 6rgttteki bireylerin,
digerlerini etrafinda toplayabilme ve yonetebilme gliclini gdstermektedir. Dolayisiyla liderlik yénetimsel anlamda
gelistirilmis bir ara¢ olmaktan ziyade, var olan 6zelliklerin tespit edilmesine ve kullanilmasina iliskin bir yapiya isaret
etmektedir. Bu nedenle liderligin iyi bir sekilde degerlendirilip, liderligi etkileyen faktorlerin ortaya koyulmasi ve bu
cercevede liderligin yonetilmesi énemlidir.

Liderlik ile ilgili yapilan ¢alismalar son 30 yildan fazla bir zamandir giderek daha 6zglin ve daha dar cergevede liderligi
degerlendiren arastirmalara déntismektedir. Bu sliregcte 6n plana gikan liderlik tirlerinden birisi de donlstimci liderlik
kavramidir. isminden de anlasilacagi tizere déniisimcii liderlik, bir érgiitteki liderlik uygulamalarinin déniisimi tesvik
edecek bicimde uygulanmasi anlamina gelmektedir. Bu yapisi itibariyle déntsimci liderlik bir yandan o6rgit igindeki
eksiklikleri belirleyerek bunlara karsi ¢6zim liretmekte, bir yandan da klasik anlayisin tersine, sirekli donisen ve
donistikee gelisen liderlik uygulamalarini ifade etmektedir. Dolayisiyla dontsiimca liderlik stirekli gelismek durumunda
olan orgitler igin bir zorunluluk haline gelmistir (Boamah vd, 2018; Cetin ve Kinik, 2015; Hristov vd, 2018; Niessen vd,
2017; Phaneuf vd, 2016;).

isgéren performansi ise literatiirde {izerinde durulan diger bir konu olup, bireysel bazda 6lciilmesi konusunda pek ¢ok
arastirma yapilmistir. Uretim sektériinde isgéren performans 6l¢iimii daha nicel ya da kantitatif ydntemlere dayanirken,
hizmetin yogun oldugu sektérlerde 6l¢limi daha gictiir. Bunun pek ¢ok sebebi olmakla birlikte en temellerinden biri,
bireysel anlamda performans 6l¢limiinde pek ¢ok faktériin etkili olmasidir (Ayessaki ve Smalwood, 2017; Charness vd,
2016; Folgado vd, 2015).

Egitim kurumlarinda performans artisi sadece kurum paydaslari ile sinirli kalmayip tim kamuyu ilgilendiren bir
konudur. Baska bir deyisle egitim kurumlarinin performanslarinin yiiksek olmasinin sosyal faydasi, yani dissalligi ytksektir.
Bundan dolayl egitimde bireysel performans artisinin saglanmasi igin gerek literatlir galigmalarinin gerekse alan
uygulamalarinin arttirilmasi ve sonuglarinin dikkatle izlenmesi gerekir. Bu gercevede, yapilan bu g¢alismada egitim
kurumlarinin modern ¢agin gereksinimlerini karsilamasi bakimindan énemli bir kavram olan dénusimcu liderligin, yine
egitim caligmalarinda 6nemli bir girdi olan isgdrenlerin performansi ile iligkisinin ortaya koyulmasi amaglanmistir.

Yontem

Arastirmada, ilkokul 6gretmenlerinin doénlisimcl liderlik algilari ile bireysel performanslari arasindaki iligkiyi
belirlemek amaciyla nicel arastirma tiirleri icinde yer alan iliskisel tarama modeli kullaniimistir.

Arastirmanin ¢alisma evrenini istanbul ili Avrupa yakasinda Avcilar, Bakirkdy, Beylikdiizi, Bilylikgekmece ve Esenyurt
ilcelerinde bulunan o6zel ilkokullarda galisan sinif 6gretmenleri olusturmaktadir. Arastirmada 6zel okullar ve bu okullarda
gorev yapan ilkokul sinif 6gretmenleri yansiz 6rneklem yoluyla segilmistir. 68 6zel okuldan toplam 438 sinif 6gretmenine
anket formu verilmis bunlardan 422 tanesi geri toplanmis; 11 form bos birakilan maddeleri oldugu icin degerlendirmeye
alinmamis; 411’i degerlendirmeye tabi tutulmustur.

Arastirmada veri toplama araci olarak iki dlgek kullaniimistir. Birincisi; Déniisimcii Liderlik Olcegi; digeri isgdren
Performans Olgegidir. Erdogruca (2011) tarafindan gelistirilen Déniistimci Liderlik Olgegi; karizma, entelektiel giic,
bireysel ilgi ve ilham olmak lizere dért boyuttan olusmaktadir. Olgegin Cronbach Alpha degeri 0.92 olarak hesaplanmistir
(Erdogruca, 2011). Bu arastirmada ise Cronbach Alpha degeri 0.906 olarak bulunmustur. isgéren Performansi Olgegi ise;
Kirkman ve Rosen (1999) tarafindan gelistirilen; Sigler ve Pearson (2000) tarafindan kullanilan, bes dereceli likert tipi bir
Olgektir. Col (2008) tarafindan Turkgeye uyarlanmis ve gegerliligi %83 olarak bulunmustur.

Bulgular

Arastirmaya 222 (%54.0) erkek ve 189 (46.0) kadin 6gretmen katilmistir. Ogretmenlerin %9.0’u 25 ve altinda, %62.5’i
26 ile 35 arasinda, %28.5'i ise 36 ve lzerinde yasa sahiptir. Arastirmaya katilan 6gretmenlerin %9.2’si 3 yil ve altinda,
%62.0'si 4 ile 7 yil arasinda, %17.5’i 8 ile 11 yil arasinda, %11.2’si ise 12 yilin lizerinde deneyime sahiptir. Arastirmaya
katilan 6gretmenlerden 290’1 (%70.6) c¢ekirdek aileye sahipken, 121'i (%29.4) ise genis aileye sahip olduklarini ifade
etmislerdir.

Donlstmci liderlik toplam puani ve tiim alt boyut puanlari erkeklerde, 25 ve altinda yasa sahip olanlarda, 3 yil ve
altinda mesleki deneyime sahip olanlarda ve genis aileye sahip olan 6gretmenlerde daha yiiksek diizeydedir. Ote yandan
fark analizi sonuglarina gore, tim donlstimci liderlik boyutlari ve toplam déntsimci liderlik puan ortalamalari
demografik 6zelliklere gore istatistiksel olarak anlamli farkhlik gostermemistir (p>0.05).

isgdren performans algisi puanlari erkeklerde, 25 ve altinda yasa sahip olanlarda, 3 yil ve altinda mesleki deneyime
sahip olanlarda ve genis aileye sahip olan 6gretmenlerde daha yiiksek diizeydedir. Ancak burada da fark analizi sonuglari,
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isgbren performansi ortalamalarinin demografik 6zelliklere gore istatistiksel olarak anlamli olmadigini gostermistir
(p>0.05).

Korelasyon analizi sonuglarina gore isgéren performansi toplam doénidsimci liderlik puani (r=0.815; p<0.01),
donlisimcu liderligin karizma boyutu (r=0.852; p<0.01), entelektiiel gii¢c boyutu (r=0.801; p<0.01), bireysel ilgi boyutu
(r=0.793; p<0.01) ve ilham boyutu ile (r=0.852; p<0.01) pozitif yonde ve istatistiksel olarak anlamli iliski icerisindedir.
Korelasyon katsayilari degerlendirildiginde, en fazla etkili olan boyutun karizma ve ilham boyutlar oldugu, bunu
entelektiel gli¢ ve bireysel ilginin izledigi gorilmektedir.

Arastirmada elde edilen sonuglarda da goéruldigi tzere, donlisimci liderlik ve isgdren performansi puanlari
calisanlarin demografik 6zelliklerine gore istatistiksel olarak anlamli bir farkhlik géstermemektedir. Ancak ortalama
degerleri incelendiginde, daha geng kusakta olan 6gretmenlerin donistimci liderlik ve isgéren performansi algilarinin
daha yiksek oldugu ifade edilebilir. Bu durum hem isgéren performansinin algisinin geng kusakta daha yiiksek oldugunu,
hem de donisiimci liderlik uygulamalarina genclerin daha yatkin oldugunu ortaya koymaktadir. Aradaki fark analizi
sonuglarinin anlamsiz olmasi ise giderek yeni kusagin birbirine benzer 6zelliklere sahip oldugu teorisini ortaya atan kusak
calismalarini destekler niteliktedir.
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