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ABSTRACT
In this study, it was aimed to determine the relationship between teachers’ leadership and
emotional labour behaviours. The study was designed using correlational survey model. The
sample of the study consists of 340 teachers working in primary, secondary, high and
vocational high schools within the provincial capital of Mugla, Turkey, during the 2014-2015
academic year. The data was collected through application of the “Teacher Leadership Scale’
and the “‘Emotional Labour Scale’. For the analysis of the data, descriptive statistics, t-test,
ANOVA and multiple regression analysis were used. According to the results of the study
concerning the leadership behaviours, teachers think that the leadership behaviours of
teachers are importantly necessary and that they frequently exhibit these behaviours. The
results of the study concerning emotional labour indicate that teacher’s exhibit naturally felt
emotions dimension the most. This is followed respectively, by deep acting and surface
acting dimensions. The views of teachers regarding emotional labour significantly differ
according to gender, field and school type variables. Teachers’ exhibition levels of leadership
behaviours explain 4% of the total variance of their surface acting and deep acting

behaviours, and 6% of their naturally felt emotions.
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INTRODUCTION

It is not possible for school administrators to be experts in every field, and it is
inevitable for them to benefit from the expertise of teachers in order to have sound
judgement. A school administrator should ensure that teachers make full use of their
potential out of their classes too (Danielson, 2007). Realising this means to allow them to
exhibit and improve their leadership characteristics, and to create opportunities for them to
take the lead. Leader teachers set the success of students in the learning process as their
primary target; besides, they both improve themselves vocationally and contribute the
improvement efforts of the school through interaction with their colleagues (Merideth, 2007,
3). While performing all of these, a leader teacher has to interact with people during both in-
class and out-of-class environments. The quality of these interactions is one of the key
determinants of the potential accomplishment they are to gain from their efforts. For this
reason, it is necessary for leader teachers to be competent in managing their emotions too.
This fact, called emotional labour in the literature, is one of the professional competences
expected from teachers nowadays (Yilmaz, Altinkurt, Gliner, & Sen, 2015, 76).

Emotional Labour

Emotional labour was first employed by Hochschild (1983) to express those
employees’ exhibiting specific sets of emotions by suppressing their emotions and holding
them under control in their verbal or non-verbal communication at work. The starting point
in Hochschild’s (1983) study was the organisations” demands, especially of those employees
having direct client contact who suppressed their emotions in order for them not to reflect
problems in their private lives in their working life, and to examine the negative impacts of
these demands on employees. According to this point of view, if an employee exhibits the
behaviours that the organisation demands, suppressing behaviours that the organisation
does not approve of, it indicates that the employee is in a struggle for exhibiting emotional
labour behaviours (Brotheridge & Lee, 2002). Hochschild (1983) states that the employees use
two ways while managing their emotions; surface acting and deep acting. However, some
researchers refer to naturally felt emotions as a third dimension of emotional labour
(Ashforth & Humphrey, 1993; Diefendortf, Croyle, & Gosserand, 2005).

According to the expression of Hochschild (1983), in surface acting, employees
exhibit the behaviours expected from them, but they do not exhibit natural feelings, and also
make no effort to feel as such. In addition, it means they are deep acting if they do actually
make an effort to feel the behaviours expected from them (Humphrey, Pollack, & Hawver,
2008, 152). Besides, naturally felt emotions means exhibiting behaviours as they actually feel
them. Some researchers who accept naturally felt emotions as the third dimension of
emotional labour defend that expressing one’s emotions in an effective way also requires an
effort (Sisley & Smollan, 2012, 44).

Teacher Leadership

Teacher leadership takes place in literature as a natural result of perfection
expectations within schools by society (Howey, 1988). However, when the studies related to
leadership on educational organisations are examined, it is clearly seen that the focus of
many studies consists of school administrators. In the previous studies, school
administrators have always been perceived as the only person to exhibit leadership
behaviours within the school environment. The reason for this is that leadership has been
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associated with authority and the status in fundamental research concerning leadership
(Crowther & Olsen, 1997). However, in recent studies related to leadership of educational
organisations, the role of distributing leadership among members of the organisation to
achieve objectives (Oguz, 2010), and the role of creating opportunities for teachers to exhibit
leadership behaviours, have been added to the role of school administrators, together with
having various leadership characteristics. For this reason, the concept of teacher leadership is
stated as a result of school administrators’ distributing leadership and sharing the power
(Angelle & DeHart, 2011).

Blankstein (2010) states that distributed leadership do not mean that administrators
delegate some of the undesirable works to whom they select. It was expressed by Blankstein
(2010, 231) that what is meant by distributed leadership is to create a school culture where all
the teachers are free to suggest any kind of changes that contribute to the students and or to
the school, and where the opportunities to bring innovations are made available. Among the
employees, teachers possess very high levels of diversity in terms of their fund of
knowledge. In this regard, they can effectively contribute to the development of schools if
the expertise teachers possess is used for the benefit of the organisation, assuming an
organisational culture that encourages them to exhibit leadership behaviours exists
(Altinkurt & Yilmaz, 2011, 105).

The concept of teacher leadership is not a new field of study where the leadership
role of teachers in classroom is considered. After becoming aware that the expertise teachers
have is a significant part of the collective power leading to the development of a school, the
leadership role of teachers has been carried beyond the borders of classrooms, and the
meaning attributed to the concept has been extended (Lai & Cheung, 2015). From such a
point of view, Danielson (2006) states that the concept of teacher leadership requires for
teachers to go on teaching on the one hand, and to exhibit skills to influence beyond their
own classes on the other. Boylan (2013) advocates that the impact area of leader teachers
should not be limited with the schools they work, but should address the whole schooling
system. This new paradigm, which removes the borders of the classroom for leader teachers,
expects for teachers to go on learning consistently, to improve themselves, to cooperate with
their colleagues, to make efforts for the development of the school through innovation, and
to encourage the people around them to work for the same purposes by motivating them; all
while continuing to perform all of these.

The Relationship between teacher leadership and emotional labour

It is desired of all leadership types that a leader employ his/her emotions while
undertaking the job. It is expected that leaders have the skills of forming effective
relationships with their followers, establishing trust, and developing empathy, all of which
involves interpersonal relationships (Lazanyi, 2009, 103). Latchem and Hanna (2001, 58)
indicates that “Leadership is not something that is ‘“done to people’ but ‘done with people’”;
therefore, the process of leadership cannot be accepted as being independent from the
people. Ashakanasy and Humphrey (2011) state the self-awareness of good leaders should
be of a high level, and that they have the skills of managing both their own and their
followers” emotions. For this reason, they advocate that being a good leader requires active
emotional labour (Ashakanasy & Humphrey, 2011, 375). Humphrey, Pollack and Hawver
(2008) state that it is inevitable for leaders to exhibit emotional labour efforts as they have to
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exhibit positive behaviours to relieve and to give confidence to their followers, especially in
crisis times, even if they are anxious and uneasy.

On the other hand, Truta (2014) emphasised that teaching is one of the professions
requiring emotional labour the most, as it requires continuous interaction with people, and
the length of time of this interaction is significantly more than the length required for other
professions. When the emotional labour required for the leadership role of the teachers is
added to this labour, it is clear that the emotional labour they exhibit is much higher. That
teachers’ exhibiting effective leadership behaviours depends on both their skills of
influencing the emotions of their followers or team-mates, and also their skills of evaluating
properly in which situation, and what kind of an emotional mood they are required to
present (Humphrey Pollack, & Hawver, 2008). Isenbarger and Zembylas (2006) advocates
that the performance of a teacher in exhibiting emotional labour is affected by the value
attributed to teaching- learning process. It is believed that a leader teacher voluntarily taking
responsibility in educational issues indicates that s/he is making efforts to exhibit the
emotional labour behaviours required for this role.

In the literature related to emotional labour, studies were found on the relationships
between emotional labour and job performance (Begenirbas & Turgut, 2014), as well as job
satisfaction (Baskaya Ozbingbl, 2013; Mengenci, 2015), motivation (Sisley & Smollan, 2012;
Truta, 2014), intention to quit the job (Bagkaya Ozbingél, 2013), exhaustion (Brotheridge &
Grandey, 2002; Basim, Begenirbas, & Can Yalgin, 2013; Bagkaya Ozbingél, 2013; Mengenci,
2015; Yilmaz et al.,, 2015), organisational support (Oktug, 2013), and teacher personalities
(Basim, Begenirbas, & Can Yalgin, 2013). In addition, when studies related to teacher
leadership were considered, it was observed that there were studies designed to determine
the perceptions of teachers regarding to their leadership roles (Beycioglu, 2009; Giil, 2010;
Altinkurt & Yilmaz, 2011; Angelle & DeHart, 2011; Canli, 2011; Koliikgii, 2011; Beycioglu &
Aslan, 2012; Boylan, 2013; Yilmaz, 2013; Lai & Cheung, 2015; Li, 2015), in addition to studies
examining the relationships between teacher leadership and organisational trust (Demir,
2015), classroom climate (Aslan, 2011), classroom management skills (Atman, 2010) and
students’ aggressive tendencies (Yildirim, 2009). However, studies related to leader teachers’
emotional labour behaviours remain limited to theoretical studies (Humphrey, Pollack &
Hawver, 2008). This study was specifically designed to go beyond that, and aims to
determine the relationship between teachers’ leadership and emotional labour behaviours. In
accordance with this purpose, the following research questions form the base of this research
study:

1. What are the views of teachers regarding the necessity and exhibition of
leadership behaviours?

2. Is there any significant difference between the views of teachers regarding the
necessity and exhibition of leadership behaviours?

3. Do the views of teachers regarding the necessity and exhibition of leadership
behaviours differ significantly according to the variables of gender, field, school
type, seniority, and time in service at current school?

4. What are the emotional labour levels of teachers?

5. Do the emotional labour levels of teachers differ significantly according to the
variables of gender, field, school type, seniority, and time in service at current
school?
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6. To what extent does the level of teachers’ exhibitions of leadership behaviours
predict their emotional labours?

METHOD

The study was designed in the correlational survey model. The population of the
study consists of 1,204 primary, secondary, high and vocational high school teachers
working in the provincial capital of Mugla, Turkey, during the 2014-2015 academic year. In
identification of the sample, disproportionate cluster sampling technique was employed. The
sample size to represent the population was calculated as 291 for a 95% confidence level.
However, taking into consideration that there might be a lower return rate or imprecise
completion of scales, it was decided to seek responses from 375 teachers and analyses have
been conducted with 340 valid scales returned from the participants.

62.9% (n=214) of the participants are female and 37.1% (n=126) are male. 22.4% (n=76)
of the teachers work at primary schools; 45.6% (n=155) at secondary schools; 20.3% (n=69) at
high schools, and 11.8% (n=40) at vocational high schools. 18.8% (n=64) of the teachers work
as primary school teachers, 72.4% (n=246) as subject teachers, and 8.8% (n=30) as teachers of
vocational subjects. 23.2% (n=79) of the teachers have 10 years or less in terms of seniority,
49.1% (n=167) between 11-20 years, and 27.6% (n=94) 21 years or more seniority. In addition,
60.6% (n=206) of the teachers have less than 5 years’ time in service at the current school, and
39.4% (n=134) have more than 5 years.

The data was collected through the ‘Teacher Leadership Scale’ and the ‘Emotional
Labour Scale’. The Teacher Leadership Scale was developed by Beycioglu and Aslan (2010).
In the scale, the leadership roles of the teachers are evaluated at both the necessity and
exhibition levels. The scale consists of five-point Likert-type questions. There are 25 items
and 3 subscales, in both the necessity and exhibition parts. These subscales are ‘Collaboration
among Colleagues’ (five items), ‘Institutional Improvement’ (nine items), and ‘Professional
Improvement” (11 items). The items in the scale are scored in the intervals of ‘1: Never’
through to “5: Always’. High scores show that the necessity and exhibition levels of teachers
regarding leadership behaviours are considered to be high. Item-total correlation of the scale
changes between .51 and .77 for the necessity part, and between .47 and .92 for the exhibition
part. Cronbach’s Alpha internal consistency coefficient is 0.93 for the necessity dimension
and 0.95 for the exhibition dimension. Total variance explained by the scale was calculated as
57.23% for necessity and 51.60% for exhibition (Beycioglu & Aslan, 2010). In this study,
Cronbach’s Alpha coefficient was calculated as .93 for both the necessity and exhibition
dimensions of the scale.

The Emotional Labour Scale was developed by Diefendortf, Croyle and Grosserand
(2005), and adapted to Turkish by Basim and Begenirbas (2012). The scale consists of 13
items, which are all five-point Likert-type, and determines the emotional labour levels of the
teachers in 3 subscales which are surface acting (6 items), deep acting (4 items) and naturally
felt emotions (3 items). The items in the scale are scored in the intervals of ‘1: Never’ through
to ’5: Always’. High scores express a high emotional labour level in the related subscale.
According to the results of exploratory factor analysis, factor-loading values of the scale was
found in the intervals of 0.53-0.81 for surface acting, 0.72-0.88 for deep acting, and 0.82-0.89
for naturally felt emotions. Surface acting subscale explains 34.09% of the total variance by
itself; with deep acting 20.99%, and naturally felt emotions 11.47%. It is not possible to get a
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total-score from the whole scale. Cronbach’s Alpha internal consistency coefficient of the
scale was found as 0.84 for surface acting, 0.90 for deep acting, and 0.83 for naturally felt
emotions (Diefendorff, Croyle, & Grosserand, 2005). For this study, Cronbach’s Alpha
coefficient was calculated as 0.87 for surface acting, 0.86 for deep acting and 0.86 for
naturally felt emotions.

In the study, descriptive statistics, t-test and ANOVA were used in order to
determine the teacher leadership and emotional labour behaviours of the teachers. For
significant F values, LSD test was used so as to determine the source of significant difference.
Besides, Pearson correlation coefficient was used to determine the relationship between
teachers’ teacher leadership and emotional labour behaviours. In addition, multiple
regression analysis was used to determine whether or not the level of teachers” exhibitions of
leadership behaviours significantly predict their emotional labour behaviours. Correlation
coefficient as an absolute value ranged from 0.70 to 1.00, was considered as a high
correlation, 0.69 to 0.30 as moderate, and 0.29 to 0.00 as a low correlation (Biiytikoztiirk,
2009).

FINDINGS

In this section, the teachers’ views regarding their leadership and emotional labour
behaviours are discussed first, and then, it has been aimed to determine to what extent
teachers’ exhibitions of leadership behaviours predict their emotional labour behaviours.

According to the findings derived from leadership scale, teachers state that the
necessity of teacher leadership roles were at the range of ‘always’ level (M=4.30, 5=.56), and
exhibitions at the range of ‘frequently” level (M=3.79, S=.58). The participants indicated that
out of teacher leadership dimensions, professional improvement was believed to be highest
for both the necessity (M=4.46, 5=.49) and exhibition (M=4.08, S=.60) dimensions. This
dimension was followed by collaboration among colleagues (Necessity: M=4.30, S=.56;
Exhibition: M=3.83, S=0.67) and institutional improvement (Necessity: M=4.04, S5=.67;
Exhibition: M=3.40, S=0.75) dimensions, respectively.

Teachers” views concerning the necessity and exhibition of the leadership behaviours
do not differ significantly in collaboration among colleagues [te9=13.097; p<.01],
institutional improvement [t@39=15.07; p<.01], and professional improvement [t@s9)=11.943;
p<.01] subscales of leadership. In all dimensions, teachers think that leadership behaviours
are not exhibited as much as they think are necessary. In addition, the participants indicate
that the behaviours which are deemed necessary the most in one subscale are also exhibited
the most in the related subscale.

The leadership behaviours of teachers differ significantly according to gender, field,
time in service at current school, seniority and school type variables. According to the field
variable, teachers’ leadership behaviours do not differ in the exhibition part of the
professional improvement subscale [t@ss=2.50; p<.05]. According to this, primary school
teachers (M=4.26, 5=.62) indicate that they exhibit leadership behaviours more than subject
teachers do (M=4.05, S=.60). Teachers’ leadership behaviours, according to the gender
variable, differ significantly in the necessity dimension of the professional improvement
subscale [t@38=2.50; p<.05]. When the findings are examined, it has been observed that in
terms of professional improvement, females believe in the necessity of leadership roles
(M=4.51, 5=.47) more than the males do (M=4.40, 5=.53). According to the time in service at
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current school variable, teachers” leadership behaviours significantly differ in the necessity
dimension of the professional improvement subscale [t@9=3.01; p<.05]. The teachers with 5
years or less service time (M=4.53, S=.46) find the leadership behaviours more necessary than
teachers with 5 years or more service time at the current school (M=4.37, 5=.53). According to
the seniority variable, the leadership behaviours of teachers differ in the necessity dimension
of institutional improvement [F-337=5.26; p<.05] and professional improvement [F337=3.31;
p<.05] subscales, and in the exhibition dimension of institutional improvement [F337,=3.47;
p<.05] and collaboration among colleagues [F37=7.03; p<.05] subscales. According to this,
the teachers with 10 years or less seniority (M=4.25, S=.57) find the leadership behaviours
more necessary than teachers with 11-20 years (M=3.96, 5=.70) and 21 years or more seniority
(M=4.03, S=.67), in the institutional development subscale. In the necessity dimension of the
professional improvement subscale, the teachers with 10 years or less seniority (M=4.59,
S=43) find the leadership behaviours more necessary than the teachers with 11-20 years
(M=4.42, 5=.50) and 21 years or more seniority (M=4.44, 5=.53). In the exhibition part of the
institutional improvement subscale, the teachers with 21 years or more seniority (M=3.58,
5=.76) state that they exhibit leadership behaviours more than the teachers with 11-20 years
of seniority (M=3.32, 5=.69). Besides, in the collaboration among colleagues subscale, the
teachers with 21 years or more seniority (M=4.05, S=.70) state that they exhibit leadership
behaviours more than the teachers with 10 years or less (M=3.82, 5=.69), and 11-20 years of
seniority (M=3.73, S5=.64). According to the school type variable, teachers’ leadership
behaviours significantly differ in the exhibition part of the professional improvement
subscale [F-336=2.92; p<.05]. According to this, primary school teachers (M=4.26, 5=.61) think
that they exhibit leadership behaviours more than secondary school (M=4.06, 5=.59), high
school (M=4.01, S=.58) and vocational high school teachers (M=4.00, S=.66), in terms of
professional improvement.

Teachers state that they exhibit naturally felt emotions (M=4.03, 5=.82) the most
among the dimensions of emotional labour. This is followed by deep acting (M=3.53, 5=.93)
and surface acting (M=2.53, 5=.89), respectively. The emotional labour behaviours of teachers
significantly differ according to gender, field and school type variables, but do not differ
according to the seniority variable. According to the gender variable, the emotional labour
behaviours of teachers differ in surface acting [t@s=-2.56; p<.05] and naturally felt emotions
[te38=3.26; p<.05] dimensions. Male teachers (M=2.69, 5=.82) exhibit surface acting behaviours
more than female teachers (M=2.43, 5=91). In addition, female teachers (M=4.14, 5=.77)
exhibit naturally felt emotions more than male teachers (M=3.84, S=.86). According to the field
variable, the emotional labour behaviours of teachers differ only in naturally felt emotions
[tess=-2.27; p<.05] dimensions. Primary school teachers (M=4.24, 5=.64) exhibit naturally felt
emotions more than subject teachers did (M=3.98, S=.85). According to the school type
variable, the emotional labour behaviours of teachers significantly differ only in the naturally
felt emotions [F@-336=3.65; p<.05] dimension. According to this, primary school teachers
(M=4.27, S=.64) exhibit naturally felt emotions more than both secondary school teachers
(M=3.97, S=.84) and teachers of vocational subjects (M=3.80, 5=.99).

In the study, multiple regression analysis was used in order to determine whether
teachers’ leadership behaviours predict their emotional labours. The results derived from the
analysis have been presented in the following paragraphs:
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Table 1. Results of multiple regression analysis for the prediction of surface acting

Variables B Std. Error B t p Zero Partial r
order r

Constant 2.396 338 - 7.093 .00 - -

1.Collaboration among 141 101 107 1.390 .16 A1 .08

Colleagues

2. Institutional Improvement 214 .090 182 2.390 .01 .14 13

3. Professional Improvement =277 .106 189 2.610 .00 -.01 -.01

2
R=20;R°=.04  Fy 459 =457,p=.00

According to Table 1, there is a positive and low level of relationship between the
surface acting behaviours of teachers and collaboration among colleagues (r=.11), and
institutional improvement (r=.14) dimensions of teachers’ exhibitions of leadership
behaviours. No significant relationship has been found between surface acting and the
professional improvement dimension. When the other variables remain constant, there is a
positive and low level of relationship (r=.13) between the surface acting behaviours of
teachers and the institutional improvement dimension of the exhibition of teachers’
leadership behaviours. Teachers’ exhibitions of leadership behaviours as a whole have a low
level of significant relationship with the surface acting of teachers (R=.20, p<.01). Teachers’
exhibitions of leadership behaviours explain the 4% of the total variance of their surface
acting behaviours. According to the standardised regression coefficient ({3), the order of
importance of the predictor variables on the surface acting behaviours of teachers are as
professional improvement, institutional improvement, and collaboration among colleagues.
When t-test results concerning the significance of regression coefficients are examined, it has
been observed that institutional improvement and professional improvement are the
predictors of teachers’ surface acting behaviours. According to the findings derived, the
regression equation of the surface acting dimension is stated below:

Surface acting= 2.396 +.141 Collaboration among colleagues + .214 Institutional improvement -.277
Professional improvement.

Table 2. Results of multiple regression analysis for the prediction of deep acting

Variables B Std. B t P Zero Partial r
Error Order r

Constant 2.247 354 - 6.342 .00 - -

1. Collaboration among Colleagues 091 .106 .066 .861 .39 14 .04

2. Institutional Improvement -.077 .094 -.062 .815 41 .09 -.04

3. Professional Improvement 294 111 191 2.641 .00 .19 .14

R=-020;R> =004 F =4.706, p =0.00

(3-336)

According to Table 2, there is a positive and low level of relationship between the
deep acting behaviours of teachers and collaboration among colleagues (r=.14), and
professional improvement (r=.19) dimensions of teachers’ exhibitions of leadership
behaviours. No significant relationship has been found between deep acting and the
institutional improvement dimension. When the other variables are constant, there is a
positive and low level of relationship (r=.14) between the deep acting behaviours of teachers
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and the professional improvement dimension of the exhibition of teacher leadership
behaviours. Teachers’ exhibitions of leadership behaviours as a whole have a low level of
significant relationship with the deep acting of teachers (R=.20, p<.01). Teachers” exhibitions
of leadership behaviours explain 4% of the total variance of their deep acting behaviours.
According to the standardised regression coefficient (f3), the order of importance of the
predictor variables on the deep acting behaviours of teachers are as professional
improvement, collaboration among colleagues, and institutional improvement, respectively.
When t-test results concerning the significance of regression coefficients are examined, it has
been observed that only professional improvement is the predictor of teachers” surface acting
behaviours. According to the findings derived, the regression equation of the deep acting
dimension is stated below:

Deep acting= 2.247 +.091 Collaboration among colleagues - .077 Institutional improvement +.294
Professional improvement

Table 3. Results of multiple regression analysis for the prediction of naturally felt emotions

Variables B Std. B t p Zero Partial r
Error Order r

Constant 2917 .309 - 9.454 .00 -

1. Collaboration among Colleagues ~ .052 092 .043 .560 .57 .09 .03

2. Institutional Improvement -.204 .082 -.188 -2.497 .01 .02 -13

3. Professional Improvement .394 .097 291 4.060 .00 .20 22

2
R=024,R* =006  F 5330 =7.075,p=000

According to Table 3, there is a positive and low level of relationship between the
naturally felt emotions behaviours of teachers and professional improvement (r=.20)
dimension of teachers’ exhibitions of leadership behaviours. No significant relationship has
been found between naturally felt emotions and collaboration among colleagues, and
institutional improvement dimensions. When the other variables are constant, there is a
positive and low level of relationship between the naturally felt emotions behaviours of
teachers and professional improvement (r=.22); negative and low level between naturally felt
emotions and institutional improvement dimension (r=-.13) of the exhibition part of teacher
leadership behaviours. Teachers’ exhibitions of leadership behaviours as a whole have a low
level of significant relationship with the naturally felt emotions of teachers (R=.24, p<.01).
Teachers’ exhibitions of leadership behaviours explain 6% of the total variance of their
naturally felt emotions behaviours. According to the standardised regression coefficient (f3),
the order of importance of the predictor variables on the naturally felt emotions behaviours
of teachers are as professional improvement, institutional improvement, and collaboration
among colleagues, respectively. When t-test results concerning the significance of regression
coefficients are examined, it has been observed that institutional improvement and
professional improvement are the predictors of teachers’ naturally felt emotions behaviours.
According to the findings derived, the regression equation of the naturally felt dimension is
stated below:

Naturally felt emotions= 2.917 +.052 Collaboration among colleagues - .204 Institutional
Improvement +.394 Professional improvement
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RESULTS, DISCUSSION AND SUGGESTIONS

In this study, it has been aimed to determine the relationship between leadership and
emotional labour behaviours of the teachers. Teachers’ leadership and emotional labour
behaviours, along with whether or not these behaviours differ according to gender, field,
time in service at current school, seniority and school type variables have been examined. It
has also been investigated to what extent the teachers” exhibitions of leadership behaviours
predict their emotional labour behaviours.

The results of the study concerning the views of teachers about leadership behaviours
indicate that teachers think that teacher leadership behaviours are always necessary and they
frequently exhibit these behaviours. Similarly, Canl1 (2011) and Yilmaz (2013) also reached
the result that teachers mostly exhibit leadership behaviours. Teachers think that they do not
exhibit leadership behaviours as much as they think these behaviours are necessary. The
results of the study coincide with the results of Altinkurt and Yilmaz’s (2011), Koliikcii's
(2011), and Beycioglu and Aslan’s (2012) studies. The fact that teachers state they cannot
exhibit leadership behaviours as much as they find these behaviours necessary indicates that
they think the leadership behaviours they exhibit do not precisely satisfy their own
expectations. In the meantime, it might also be inferred from this that they are open and
willing to improvement in terms of exhibiting better leadership behaviours. Teachers state
that, out of the leadership dimensions, they think that professional improvement is the most
necessary and that they exhibit this dimension the most. This dimension is followed by
collaboration among colleagues and institutional improvement dimensions, respectively,
both in terms of necessity and exhibition. The results coincide with the results of studies by
Altinkurt and Yilmaz (2011) and Canli (2011). In Beycioglu’s (2009) study, teachers’ state that
they think professional improvement to be the most necessary dimension and that they
exhibit these behaviours the most, followed by institutional improvement and collaboration
among colleagues.

When the results are evaluated in general, it is observed that the leadership
behaviours teachers” exhibit should be improved. Demir (2015) reached the conclusion that
teachers” exhibiting leadership behaviours to maintain the continuity of their professional
improvement and for working in collaboration with colleagues requires a supportive work
environment. Angelle and DeHart (2011) state that school administrators and teachers
should have a close relationship in order for leader teachers to be effective, and they focus on
the teacher-administrator relationship. However, today, teachers state that some school
administrators think themselves as the only arbiters; and that they, as teachers, do not have
any real impact on the decision-making processes of the school, and opportunities are not
created for them to exhibit any leadership behaviours (Cevahiroglu, 2012). Based on these
results, it is very clear that school administrators should be the source of efforts to improve
teachers” leadership behaviours. To enable teachers to exhibit these leadership behaviours,
research should be designed to develop educational programme models that create
opportunities for school administrators to notice the contributions of teacher leadership
towards the improvement of schools, by creating an appropriate organisational culture.

Teachers” views regarding leadership behaviours significantly differ according to
gender, field, time in service at current school, seniority and school type variables. Results
regarding the field variable indicate that primary school teachers exhibit leadership
behaviours more than subject teachers in terms of professional improvement. In Koliik¢ii's
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(2011) study, no significant difference between primary school teachers and subject teachers
was found regarding the exhibitions of teacher leadership; however, a significant difference
between primary school teachers was observed regarding the necessity levels of leadership
behaviours in terms of collaboration among colleagues and institutional development. In
Gil’s study (2010), the views of primary school teachers were observed to be more positive
than of subject teachers in terms of the dimensions of educational leadership roles, being able
to change and being open to change. In Aslan’s (2011) study, it was found that primary
school teachers exhibit leadership behaviours in communication, interaction and educational
matters more than subject teachers do. Angelle and Dehart (2011), in their studies, reached
the conclusion that primary school teachers exhibit supra-practitioner activities, in which
they voluntarily made efforts in their spare time, over and above what is expected from
them, more than secondary or high school teachers do. Besides; they also make efforts to
collaborate with colleagues in order to share their experiences more than high school
teachers, which is a requirement for the improvement of leadership skills in teachers. The
diversity of subject fields that primary school teachers must have a comprehensive
knowledge of might cause them to feel an increased necessity to improve themselves and to
make more efforts than subject teachers. These results indicate that the willingness of and the
potential that primary school teachers have in terms of exhibiting leadership behaviours
about professional improvement should be supported and improved by school
administrators. For subject teachers, the support given for them to exhibit these behaviours
should be increased, and they should be encouraged to professional improvement.
Designing further studies presenting the expectations of teachers from administrators
regarding the improvement of their leadership behaviours might pave the way for an
increase in such practices by administrators.

When the results are examined according to the gender variable, it is observed that
regarding professional improvement, females find leadership behaviours more necessary
than males do. This result coincides with the result of Beycioglu and Aslan’s (2012) study. In
Canlt’s (2011) and Koliik¢ii’s (2011) studies, it was observed that the views of teachers
regarding the necessity of leadership behaviours about professional improvement do not
differ according to the variable of gender. According to this study’s results regarding the time
in service at current school variable, with regard to professional improvement, teachers with 5
years or less service time at their current school find the leadership behaviours more
necessary than do those teachers with 5 years or more service time at the current school.
Working for a longer number of years in the same school might cause teachers to become
acclimatised to the problems of their school; a phenomenon called institutional blindness
(Yoriik & Giinbayi, 2015). This situation might lead teachers to consider themselves as
successful and well accepted, but see no point in making any increased efforts. In this way,
these teachers might feel the necessity to exhibit leadership behaviours in terms of
professional improvement, less than newer teachers might. In fact, in Yoriik and Giinbay1's
(2015) study, which examined the views of teachers about the rotation, it was observed that
teachers think beginning work for a new institution might be a source of motivation for
them, and this might prevent the institutional blindness, which may otherwise occur at
school.

Results according to the seniority variable indicate that teachers with 10 years or less
seniority find leadership behaviours more necessary than do teachers with 11-20 years, and
those with 21 years or more seniority in terms of institutional improvement and professional
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improvement. In Beycioglu and Aslan’s study (2012), teachers” views regarding the necessity
of leadership roles do not differ significantly according to the variable of seniority. This
result indicates that teachers who are relatively new in their career have relatively higher
awareness about the necessity of leadership, and they are relatively more willing to improve
both themselves and their schools. The awareness the newer teachers have might be
associated to faculties of education having recently been more effective in their training on
leadership behaviours to teacher candidates. This result, in the meantime, might refer to the
fact that the management types of schools do not provide an atmosphere for teachers to
exhibit leadership behaviours. This might even adversely affect their leadership skills;
considering that over the years, teachers have become disenchanted with their expectations
of leadership behaviours in professional improvement. The teachers with 21 years or more
seniority exhibit leadership behaviours more than the teachers with 11-20 years of seniority,
in terms of the institutional improvement and collaboration among colleagues’ dimensions;
and more than the teachers with 10 years or less seniority do, in terms of the collaboration
among colleagues dimension. These results coincide with the results derived from Atman’s
(2010), Beycioglu and Aslan’s (2012), Canli’s (2011), and Koliik¢ii’s (2011) studies. In
addition, Kagan (2004), in her study, obtained results that teachers with 21 years or more
seniority make relatively more efforts in terms of professional improvement. The results
indicate that those teachers with 21 years or more seniority have higher awareness about
sharing their experiences with colleagues, and using their knowledge for the benefit of the
school. Such awareness of teachers with higher seniority might be benefited from by creating
opportunities to share these behaviours with other teachers. When the leadership behaviours
of teachers were considered according to the school type variable, it was observed that in
terms of professional improvement, primary school teachers’ exhibit leadership behaviours
more than secondary, high school, and vocational high school teachers do. These results
coincide with results of this study regarding field variables.

The results of this study concerning emotional labour indicates that teachers exhibit
naturally felt emotions dimension the most out of all the emotional labour dimensions. This
is then followed by deep acting and surface acting, respectively. These findings coincide with
the results of studies about this issue in the literature (Coruk, 2014; Yilmaz et al., 2015). At
the same time, such a ranking about emotional labour levels of teachers matches their level
of internalising the behaviours (Yilmaz et al., 2015). The results indicate that, out of the
emotional labour dimensions, the dimension which teachers exhibit the most is the one
which has been internalised the most. This matter indicates that teachers are very competent
in managing their thoughts according to their views. The findings of the studies examining
the relationship between the dimensions of emotional labour and exhaustion indicate that
surface acting leads to emotional exhaustion (Brotheridge & Grandey, 2002; Basim,
Begenirbas & Can Yalgin, 2013; Baskaya @zbingt')l, 2013; Yilmaz et al., 2015). Based on this
point, it might also be stated that teachers have a low risk of emotional exhaustion. Another
research finding reveals that employees with high job satisfaction exhibit deep acting and
naturally felt emotions more than surface acting (Bagkaya Ozbing6l, 2013; Mengenci, 2015).
In this regard, it might be asserted that teachers” exhibiting naturally felt emotions and deep
acting, from the perspective of emotional labour dimensions, is a positive issue regarding
their job satisfaction. In Oktug’s (2013) study, it is revealed that the more employees’
perceptions of organisational support decreases, the more their naturally felt emotions and
deep acting behaviours decrease, and the more their surface acting behaviours increase
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(Oktug, 2013). Additionally, Begenirbas and Turgut (2014) reached the finding that
organisational trust increases naturally felt emotion behaviours of the employees. Based on
the findings of this study, it might be concluded that teachers’ perceived organisational
support and their trust levels towards the organisation are high.

The views of teachers regarding emotional labour significantly differ according to
gender, field, and school type variables. According to the results regarding gender, it has
been observed that male teachers exhibit surface acting behaviours more than female
teachers, while female teacher’s exhibit naturally felt emotions more than male teachers.
Similarly, Yilmaz et al. (2015) have also reached the result that male’s exhibit surface acting
behaviours more than female’s. According to the results regarding the field variable, it has
been determined, that primary school teacher’s exhibit naturally felt emotions more than
subject teachers did. Primary school teachers are responsible for the education of only one
class. This finding might be revealed with the fact that primary school teachers have the
opportunity to become more closely acquainted with their students and thereby strengthen
their emphatic skills as a result. According to the school type variable, teachers’ views
regarding emotional labour significantly differ in the dimension of naturally felt emotions.
According to the findings, primary school teacher’s exhibit naturally felt emotions more than
secondary and vocational high school teachers. In Yilmaz et al. ‘s (2015) study, they also
reached the result that teachers of elementary education exhibit naturally felt emotions more
than teachers of high and vocational high schools. In addition, it has also been observed that
teachers of elementary education exhibit surface acting and deep acting more than the high
school teachers.

In the study, multiple regression analysis was conducted in order to determine to
what extent the leadership behaviours that teachers exhibit predict their emotional labours.
According to the results, teachers’ exhibitions of leadership behaviours as a whole have a
low-level significant relationship with the surface acting behaviours of teachers. When other
variables remain constant, there is a positive and low level of relationship between the
surface acting behaviours of teachers and the institutional improvement dimension of
teachers’” leadership behaviours. When t-test results concerning the significance of regression
coefficients are examined, it is observed that institutional improvement and professional
improvement are the predictors of teachers” surface acting behaviours. Collaboration among
the colleagues dimension is not a predictor of teachers’ surface acting behaviours. The
leadership behaviours teachers’ exhibit explain 4% of the total variance of their surface acting
behaviours. Teachers’ higher exhibitions of leadership behaviours in institutional
improvement and professional improvement dimensions increase their surface acting
behaviours.

According to the multiple regression analysis concerning the deep acting dimension
of emotional labour, teachers” exhibitions of leadership behaviours as a whole have a low-
level significant relationship with the deep acting of teachers. When the other variables
remain constant, there is a positive and low-level relationship between the deep acting
behaviours of teachers and the professional improvement dimension of teachers’ leadership
behaviours. When t-test results concerning the significance of regression coefficients are
examined, it is observed that professional improvement is a predictor of teachers’ surface
acting behaviours. The dimensions of collaboration among colleagues and institutional
improvement are not deemed significant predictors of the deep acting of teachers. The
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leadership behaviours teachers” exhibit explain 4% of the total variance of their deep acting
behaviours. Teachers’” higher exhibitions of leadership behaviours in institutional
improvement dimension leads to an increase in their deep acting behaviours.

According to the regression analysis of naturally felt emotions dimension, teachers’
exhibitions of leadership behaviours as a whole have a low-level significant relationship with
the naturally felt emotions of teachers. When the other variables remain constant, there is a
positive and low-level relationship between naturally felt emotions behaviours of teachers
and the professional improvement dimension, and a negative and low-level relationship
between naturally felt emotions and the institutional improvement dimension of the
exhibition part of teachers’ leadership behaviours. When t-test results concerning the
significance of regression coefficients are examined, it has been observed that institutional
improvement and professional improvement are predictors of teachers’ naturally felt
emotions behaviours. The collaboration among colleagues dimension was not found to be a
significant predictor of naturally felt emotions of teachers. The leadership behaviours
teachers” exhibit explain 6% of the total variance of their naturally felt emotions behaviours.
The increase in the exhibition part of teachers’ leadership behaviours in the dimension of
professional awareness leads to an increase in their naturally felt emotion behaviours, whilst
an increase in the institutional improvement dimension leads to a decrease in their naturally
felt emotions.

When the results derived from regression analysis are analysed in general, it was
observed that teachers’ exhibitions of leadership behaviours in terms of collaboration among
colleagues is not a predictor of their emotional labour behaviours. In addition, the increase in
the leadership behaviours they exhibit in terms of their professional improvement, lead to an
increase across all dimensions of their emotional labour behaviours. Besides, the increase in
the leadership behaviours they exhibit, in terms of institutional improvement, leads to an
increase in their surface acting; and also to a decrease in the naturally felt emotions
dimension of their emotional labour. In terms of institutional improvement, this decrease in
their naturally felt emotions might stem from the lack of support from their school
administrators. Further studies might be conducted in order to examine the reasons behind
this issue. Additionally, in terms of institutional improvement and professional
improvement, the increase in their surface acting behaviours could be evaluated as an
indicator showing that they risk occupational exhaustion (Brotheridge & Grandey, 2002).
Besides, the leadership behaviours teachers’ exhibit in terms of professional improvement
must be supported by school administrators and be directed as a way to contribute to the
school development activities; then, teachers might exhibit higher deep acting and naturally
felt emotions out of their emotional labour efforts.
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Ogretmenlerin Liderlik Davranislar1 ile Duygusal
Emekleri Arasindaki iliski

Tugba HOSGORUR' & Yilmaz Ilker YORULMAZ?

Giris

Okul yoneticilerinin her alanda uzman olmalar1 miimkiin degildir ve okul ile ilgili
verdikleri kararlarin saglikli olabilmesi igin Ogretmenlerin uzmanlik alanlarindan
yararlanmalar1 kagiilmazdir. Bir okul yoneticisi, 6gretmenlerin sahip olduklar1 potansiyeli
smiflarin  disinda da kullanmalarmi saglayabilmelidir (Danielson, 2007). Bunu
gerceklestirmek, onlarin liderlik 6zellikleri sergilemelerine ve gelistirmelerine izin vermek ve
liderlik yapabilmeleri i¢in onlara uygun ortami saglamak anlamina gelir. Lider 6gretmenler,
ogrencilerin 6grenme siirecindeki basarisini ana hedefleri olarak belirler ancak buna ek
olarak, diger egitimcilerle etkilesim iginde bulunarak hem kendilerini mesleki agidan
gelistirirler hem de okul gelistirme ¢abalarma katkida bulunurlar (Merideth, 2007, 3). Bir
lider 6gretmen, tiim bunlar1 yaparken simuf igi ve sinif digindaki ortamlarda siirekli olarak
insanlarla etkilesim halinde olmak durumundadirlar. Kurduklar1 etkilesimin niteligi,
¢abalarindan elde edecekleri basarmin temel belirleyicilerden biridir. Bu nedenle, lider
ogretmenlerin duygularin1 yonetmek konusunda da yetkin olmalar1 gerekmektedir.
Alanyazinda duygusal emek olarak adlandirilan bu olgu, bugiin 6gretmenlerden beklenen
mesleki yeterliklerden biri haline gelmistir (Yilmaz, Altinkurt, Guner, & Sen, 2015, 76).

Duygusal emek ilk defa Hochschild (1983) tarafindan, ¢alisanlarin isyerinde
kullandiklar1 sozlii ya da sozsiiz iletisimlerinde, duygularini bastirip, kontrol altinda tutarak
belirli davranis sekilleri sergilemeleri durumunu ifade etmek iizere kullamilmistir. Bir
calisanin bir oOrgiitiin talep ettigi davranislar1 sergileyerek, oOrgiitin uygun bulmadig:
davraniglar1 bastirmasi, duygusal emek ¢abasi i¢inde oldugunu gostermektedir (Brotheridge
& Lee, 2002). Hochschild (1983), ¢alisanlarin duygularin1 yonetirken ytizeysel ve derinden
rol yapma olmak ftizere iki yol kullandiklarmi belirtmistir. Bununla birlikte, baz
aragtirmacilar, bireyin duygularimi oldugu sekliyle ifade ederken bile bunu etkili bir sekilde
yerine getirmeye ¢abaladiklarinda, duygusal emek sarf ettiklerini savunarak, {iglincii bir
boyut olan dogal duygulardan s6z etmislerdir (Ashforth & Humphrey, 1993; Dieffendorff,
Croyle, & Gosserand, 2005).

Ogretmen liderligi kavramu ise, Ogretmenin smf icindeki liderlik rolii
diisiiniildiiginde yeni bir calisma alani degildir. Ancak, o6gretmenlerin sahip oldugu
uzmanhgm okulun gelismesini saglayacak giiciin 6énemli bir parcasi oldugunun farkina
varilmasiyla birlikte, 6gretmenin liderlik rolii sinifin sinirlar1 disina da ¢ikarilarak, kavrama
yliklenilen anlam genisletilmistir (Lai & Cheung, 2015). Bu bakis acisiyla Danielson (2006),
ogretmen liderligi kavraminin; 6gretmenin bir yandan Ogretime devam ederken, diger
taraftan kendi siniflarinin tesini de etkileyebilecek beceriler sergilemesini igerdigini belirtir.
Lider ogretmenin etkinlik alami olarak smifin smirlarmi kaldiran bu yeni paradigma;
ogretmenin siirekli bir sekilde 6grenme, kendini gelistirme, meslektaslari ile isbirligi yapma,
yenilikler baglatarak okulun gelisimine katkida bulunma ¢abalar1 iginde olmasmi ve tiim
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bunlar1 yaparken etrafindakileri de motive ederek aynmi hedef ic¢in c¢alismaya
isteklendirmesini beklemektedir.

Bir liderin isini yaparken duygularim1 kullanmasi, tiim liderlik stilleri agisindan
istenen bir durumdur. Ciinkii liderin izleyenleri ile etkili iliskiler kurabilme, giiven
olusturabilme, empati kurabilme gibi kisileraras: iligkileri iceren becerilere sahip olmasi
beklenir (Lazanyi, 2009, 103). Ashakanasy ve Humphrey (2011, 375), iyi liderlerin kendilerine
yonelik farkindaliklarinin yiiksek oldugunu ve hem kendi duygularin1 hem de izleyenlerinin
duygularmni yonetme becerisine sahip olduklarmi belirtir. Bu nedenle iyi bir lider
olabilmenin etkin duygusal emek gerektirdigini savunur. Diger taraftan Truta (2014),
ogretmenlik mesleginin, siirekli bir sekilde insanlarla etkilesim i¢inde olmay1 gerektirmesi ve
bu etkilesimin siiresinin diger mesleklere gore cok daha uzun olmas: itibariyle en fazla
duygusal emek gerektiren mesleklerden biri olduguna vurgu yapar. Buna bir de 6gretmenin
liderlik roliiniin gerektirdigi duygusal emek eklendiginde, gostermeleri gereken cabanin ¢ok
daha fazla olacag: agiktir. Liderlik roliinii istlenmis bir 6gretmenin egitim ile ilgili bir cabada
kendi istegi ile sorumluluk tistlenmis olmasinin, bu roliin gerektirdigi duygusal emek
davraniglarini da sergileme cabasi igine gireceginin bir gostergesi oldugu diistiniilmektedir.
Bu aragtirmada ogretmenlerin liderlik ve duygusal emek davranislari arasindaki iligki
belirlenmeye calisilmistir. Bu amag dogrultusunda asagidaki sorulara yanit aranmugtir:

1. Ogretmenlerin liderlik davranislarinin gerekliligi ve sergilenmesine iliskin
goriisleri nasildir?

2. Ogretmenlerin, liderlik davraniglarin gerekliligi ve sergilenmesine iliskin
goriisleri arasinda anlamli bir farklilik var midir?

3. @gretmenlerin liderlik davranislarinin gerekliligi ve sergilenmesine iligkin
gortigleri; cinsiyet, brans, okul tiirii, mesleki kidem, g¢alisilan okuldaki hizmet
siiresi degiskenlerine gore anlamh bir farklilik gostermekte midir?

4. Ogretmenlerin duygusal emek diizeyleri nasildir?

5. Ogretmenlerin duygusal emek diizeyleri; cinsiyet, brans, okul tiirii, mesleki
kidem, calisilan okuldaki hizmet siiresi degiskenlerine gore anlamli bir farklilik
gostermekte midir?

6. Ogretmenlerin liderlik davranislar1 sergileme diizeyleri, duygusal emeklerini ne
derecede yordamaktadir?

Yontem

Arastirma iligkisel tarama modelinde desenlenmistir. Arastirmanin evrenini, 2014-
2015 6gretim yilinda Mugla ili Merkez ilgesindeki ilkokul, ortaokul ve liselerde gorev yapan
1204 6gretmen olusturmaktadir. Orneklemin belirlenmesinde, oransiz kiime 6rnekleme
teknigi kullanilmigtir. Evreni temsil edecek orneklem biiytikligii % 95 giiven diizeyi igin 291
olarak hesaplanmistir. Geri doniislerde eksikler olabilecegi goz oniinde bulundurularak 374
ogretmenden veri toplanmis, bunlar arasindan kullanilabilir durumda olan 340 tanesi ile
analizler yapilmistir. Arastirma verileri Beycioglu ve Aslan (2010) tarafindan gelistirilmis
olan “Ogretmen Liderligi Olcegi” ve Diefendorff, Croyle ve Grosserand (2005) tarafindan
gelistirilerek, Basim ve Begenirbas (2012) tarafindan Tiirk¢eye uyarlamasi yapilan “Duygusal
Emek Olgegi” ile toplanmistir. Arastirmada dgretmenlerin 6gretmen liderligi ve duygusal
emek davranmiglarim1 belirlemek amaciyla betimsel istatistikler, t-testi ve ANOVA
kullamlmigtir. Ogretmenlerin liderlik davranislar1 sergileme diizeylerinin duygusal emek
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davraniglarini anlamh derecede yordayip yordamadiginin belirlenmesi i¢in ¢oklu regresyon
analizi kullanilmistir.
Bulgular

Aragtirmada liderlik oOlgeginden elde edilen bulgulara gore; Ogretmenler,
ogretmenlerin liderlik davraniglarinin “her zaman’ gerekli oldugunu (AO=4.30, 5=.56) ve “sik
sik” sergilendigini (AO=3.79, 5=.58) belirtmislerdir. Katilimcilar, 6gretmen liderligi boyutlar
arasinda en ¢ok mesleki gelisim boyutunun gerekli oldugunu (AO=4.46, S=49) ve
sergilendigini (AO=4.08, S=.60) diisiinmektedir. Bu boyutu siras: ile meslektaslarla isbirligi
(gereklilik: AO=4.30, 5=.56; sergilenme=3.83, 5=.67) ve kurumsal gelisme (gereklilik: AO=4.04,
5=.67; sergilenme: AO=3.40, 5=.75) boyutlar1 izlemektedir.

Ogretmenlerin, liderlik davraniglarmin gerekliligi ve sergilenme derecesi ile ilgili
gortgleri, liderligin, meslektaslarla igbirligi [t@9=13.097;  p<.01], kurumsal gelisme
[te39=15.07; p<.01] ve mesleki gelisim [t@9=11.943; p<.01] alt boyutlarinda anlaml bir
sekilde farklilasmaktadir. Ogretmenler biitiin alt boyutlarda liderlik davraniglarinin gerekli
oldugu oranda sergilenmedigini diisiinmektedir. Bununla birlikte katilimcilar en ¢ok gerekli
gordiikleri alt boyuttaki davranislarin daha fazla sergilendigini diisiinmektedir.

Ogretmenlerin liderlik davraniglar1 arasinda brans, cinsiyet, ¢alisilan okuldaki hizmet
stiresi, mesleki kidem ve okul tiirii degiskenlerine gore anlamh farklara rastlanmamustir.
Brans degiskenine gore, ogretmenlerin liderlik davranislari, mesleki gelisimin sergilenme
boyutunda [tess=2.50; p<.05] farklilagsmaktadir. Buna gore, smif Ogretmenleri (AO=4.26,
S=.62), brans Ogretmenlerine gore (AO=4.05, S5=.60) liderlik davranislarin1 daha fazla
sergilediklerini belirtmislerdir. Ogretmenlerin liderlik davranuslar, cinsiyet degiskenine gére
mesleki gelisimin gereklilik boyutunda [tess=2.50; p<.05] anlaml1 diizeyde farklilasmaktadir.
Bulgular incelendiginde, kadinlarin (AO=4.51, 5=.47) erkeklere gore (AO=4.40, S=.53) mesleki
gelisim konusundaki liderligin gerekliligine daha fazla inandiklar1 goriilmiistiir.
Ogretmenlerin liderlik davranislari, ¢alisilan okuldaki hizmet siiresi degiskenine gore mesleki
gelisimin gereklilik boyutunda [tes=3.01; p<.05] anlamli diizeyde farklilagmaktadir.
Bulunduklar1 okulda 5 yil ve daha az calismis olanlar (AO=4.53, S=.46), 5 y1l ve daha fazla
calismis olanlara gore (AO=4.37, S=53) liderlik davramislarin1 daha fazla gerekli
bulmuslardr.

@gretmenlerin liderlik davranislar1 mesleki kidem degiskenine gore kurumsal gelisme
[F337=5.26; p<.05] ve mesleki gelisimin [Fe337=3.31; p<0.05] gereklilik boyutu ile kurumsal
gelisme [Fe337=3.47;, p<.05] ve meslektaslarla isbirliginin sergilenme [F337=7.03; p<.05]
boyutunda farklilasmaktadir. Buna gore, 10 yil ve daha az mesleki kideme sahip dgretmenler
(AO=4.25, S=57), 11-20 yil (AO=3.96, S=70) ve 21 yil ve daha fazla kideme sahip
ogretmenlere gore (AO=4.03, S5=.67) kurumsal gelisim boyutunda liderlik davraniglarinin
daha gerekli oldugunu diisiinmektedirler. Mesleki gelisimin gereklilik boyutunda, 10 yil ve
daha az mesleki kideme sahip 6gretmenler (AO=4.59, 5=.43), 11-20 y1l (AO=4.42, S=.50) ve 21
yil ve daha fazla kideme sahip 6gretmenlere gore (AO=4.44, S=.53) liderlik davranislarinin
daha ¢ok gerekli oldugunu diistinmektedirler. Kurumsal gelisimin sergilenme boyutunda, 21
yil ve daha fazla mesleki kideme sahip 6gretmenler (AO=3.58, 5=.76), 11-20 yil (AO=3.32,
S5=.69) mesleki kideme sahip Ogretmenlere gore liderlik davraniglarmi daha fazla
sergilediklerini belirtmektedirler. Meslektaslarla isbirligi boyutunda ise, 21 yil ve daha fazla
kideme sahip Ogretmenler (AO=4.05, S=.70); 10 yil ve daha az mesleki kideme sahip
ogretmenler (AO=3.82, S=.69), ve 11-20 yil mesleki kideme sahip Ogretmenlere gore
(AO=3.73, S=.64) liderlik davraniglarin1 daha fazla sergilediklerini belirtmektedirler.
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Ogretmenlerin liderlik davraruslar1 arasinda okul tiirii degiskenine gdre mesleki gelisimin
sergilenme boyutunda anlamli farklara rastlanmistir [F;336)=2.92; p<.05]. Buna gore, ilkokul
ogretmenleri (AO=4.26, 5=.61), ortaokul (AO=4.06, 5=.59), lise (AO=4.01, S=.58) ve meslek
lisesi (AO=4.00, S=.66) Ogretmenlerine gore mesleki gelisim konusunda liderlik
davraniglarini daha fazla sergilediklerini diistinmektedirler.

Ogretmenler, duygusal emek boyutlar1 arasinda en ¢ok dogal duygular (AO=4.03,
5=.82) boyutunu sergilediklerini belirtmislerdir. Bu boyutu siras1 ile derinden rol yapma
(AO=3.53, S=93) ve ylizeysel rol yapma (AO=2.53, S=.89) boyutlar1 izlemektedir.
Ogretmenlerin duygusal emek davranislari; cinsiyet, brans ve okul tiirii degiskenlerine gore
anlaml farklar gostermis, mesleki kidem degiskenine gore anlaml farklara rastlanmamuistir.
Ogretmenlerin duygusal emek davranuslari cinsiyet degiskeni agisindan; yiizeysel rol yapma
[tess)=-2.56; p<.05] ve dogal duygular [tess=3.26; p<.05] boyutlarinda farklilasmaktadir. Erkek
ogretmenler (AO=2.69, 5=.82), kadin 6gretmenlere gore (AO=2.43, S5=91) daha fazla yiizeysel
rol yapma davranis: sergilemektedir. Bununla birlikte, kadin 6gretmenler (AO=4.14, 5=.77),
erkek Ogretmenlere gore (AO=3.84, 5=.86) daha fazla dogal duygular sergilemektedir. Brans
degiskeni acisindan, 6gretmenlerin duygusal emek davranislari yalnizca dogal duygular
[tess=-2.27; p<.05] boyutunda farklilasmaktadir. Simif 6gretmenleri (AO=4.24, S=.64), brans
ogretmenlerine gore (AO=3.98, S=.85) dogal duygular1 daha fazla sergilemektedirler.
Ogretmenlerin duygusal emek davranislari okul tiirii degiskeni acisindan yalnizca dogal
duygular boyutunda [F(3-336)=3.65; p<.05] anlamli derecede farklilasmaktadir. Buna gore
ilkokul 6gretmenleri (AO=4.27, S=.64) hem ortaokul (AO=3.97, 5=.84) hem de meslek lisesi
(AO=3.80, 5=.99) 6gretmenlerine gore dogal duygular1 daha fazla sergilemektedir.

Aragtirmada, Ogretmenlerin sergiledikleri liderlik davraniglarinin duygusal emek
davraniglarini ne diizeyde yordadigini belirlemek icin yapilan ¢oklu regresyon analizinden
elde edilen bulgulara gore, 6gretmenlerin sergiledigi liderlik davraniglarinin boyutlarmin
timii birlikte 6gretmenlerin yiizeysel rol yapma davranislar ile diisiik diizeyde ve anlaml
bir iliski vermektedir (R=.20, p<.01). Diger degiskenler kontrol edildiginde, 6gretmenlerin
ylizeysel rol yapma davranisi ile sergiledikleri 6gretmen liderligi davraniglarindan kurumsal
gelisme boyutu arasinda pozitif ve diisiik diizeyde (r=.13) iliski bulunmustur. Regresyon
katsayilarinin anlamhiligma iligkin t testi sonuglar1 incelendiginde, kurumsal gelisme ve
mesleki gelisimin, dgretmenlerin yiizeysel rol yapma davraniglarinin yordayicilar: oldugu
gorilmiistiir. Meslektaslarla isbirligi boyutu, 6gretmenlerin yiizeysel rol yapmalari tizerinde
anlamli diizeyde etkili degildir. Ogretmenlerin sergiledikleri liderlik davranislari, yiizeysel
rol yapmanin toplam varyansmnin % 4’iinii agiklamaktadir. Duygusal emegin derinden rol
yapma boyutu ile ilgili regresyon analiz sonuglarmna gore, 6gretmenlerin sergiledikleri
liderlik davraniglarinin boyutlarinin tiimii birlikte 6gretmenlerin derinden rol yapma
davraniglar1 ile diisiik diizeyde ve anlamh bir iliski vermektedir (R=20, p<.01). Diger
degiskenler kontrol edildiginde, Ogretmenlerin derinden rol yapma davramslarn ile
sergilenen 6gretmen liderliginin mesleki gelisim boyutu arasinda pozitif ve diisiik diizeyde
(r=14) iliski bulunmustur. Regresyon katsayilarmin anlamliligina iliskin t testi sonuglari
incelendiginde, mesleki gelisimin, Ogretmenlerin derinden rol yapma davraniglarmin
yordayicist oldugu goriilmiistiir. Meslektaslarla isbirligi ve kurumsal gelisme boyutlari,
ogretmenlerin derinden rol yapmalar1 {izerinde anlamh diizeyde etkili degildir.
Ogretmenlerin sergiledikleri liderlik davramiglari, derinden rol yapmanin toplam
varyansinin % 4’tinti agiklamaktadir. Duygusal emegin dogal duygular boyutu ile ilgili
regresyon analiz sonuglarmna gore, Ogretmenlerin sergiledikleri liderlik davranislarimin
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boyutlarinin tiimii birlikte 6gretmenlerin dogal duygular davranislari ile diisiik diizeyde ve
anlamli bir iligki vermektedir (R=24, p<.01). Diger degiskenler kontrol edildiginde,
ogretmenlerin dogal duygular davranislari ile sergilenen 6gretmen liderliginin mesleki
gelisim boyutu (r=.22) arasinda pozitif ve diisiik diizeyde, kurumsal gelisme boyutu (r=-.13)
arasinda ise negatif ve diisiik diizeyde iliski bulunmustur. Regresyon Kkatsayilarmin
anlamliligina iligkin t testi sonuglar1 incelendiginde, mesleki gelisim ve kurumsal gelismenin
ogretmenlerin dogal duygular davramslarmin yordayicst  oldugu  gortilmiistiir.
Meslektaslarla isbirligi boyutu, 6gretmenlerin dogal duygular davrarislari tizerinde anlamli
diizeyde etkili degildir. Ogretmenlerin sergiledikleri liderlik davramislari, dogal duygular
davraniglarinin toplam varyansmin % 6’smi agiklamaktadir.

Sonug, Tartisma ve Oneriler

Arastirmanin, Ogretmenlerin liderlik davraniglar1 ile ilgili gortslerine iliskin
sonuglari, liderlik davraniglarinin her zaman gerekli oldugunu diisiindiiklerini ve bu
davranislari sik sik sergilediklerini gostermektedir. Benzeri sekilde Canli (2011) ve Yilmaz da
(2013) arastirmalarinda, Ogretmenlerin liderlik davranmislarimi g¢ogunlukla sergiledikleri
sonucuna ulagmiglardir. Ogretmenler, liderlik davramslarini gerekli bulduklar1 diizeyde
sergilemediklerini diisiinmektedirler. Sonuglar, alanyazindaki arastirmalarla paralellik
gostermektedir (Altinkurt & Yilmaz, 2011; Koliik¢ii, 2011; Beycioglu & Aslan, 2012).
Ogretmenlerin, liderlik davramislarim1 gerekli bulduklari diizeyde sergileyemediklerini
belirtmeleri; gergeklestirdikleri liderlik davranislarinin, kendi beklentilerini tam olarak
karsilayamadigini diistindiiklerini gostermektedir. Bu durum aym zamanda, daha etkili
liderlik davranislar1 sergileyebilme konusunda gelisime acik ve istekli olduklar1 seklinde de
yorumlanabilir. Ogretmenler, liderligin alt boyutlari ile ilgili olarak en fazla mesleki gelisim
boyutunun gerekli oldugunu ve en fazla bu boyutu sergilediklerini belirtmislerdir. Bu
boyutu hem gereklilik hem de sergilenme agisindan sirasiyla, meslektaslarla isbirligi ve
kurumsal gelisme boyutlar: izlemektedir. Sonuglar, Altinkurt ve Yilmaz'in (2011) ve
Canli'nin (2011) arastirma sonuglari ile ortiismektedir. Beycioglunun (2009) ¢alismasinda da
ogretmenler en fazla mesleki gelisim boyutunun gerekli oldugunu ve sergilediklerini
belirtmiglerdir, ancak bu boyutu sirasiyla kurumsal gelisme ve meslektaglarla igbirligi
boyutlar: izlemistir. Sonuglar genel olarak degerlendirildiginde, 6gretmenlerin sergiledikleri
liderlik davraniglarmin gelistirilmesi gerektigi goriilmektedir. Demir (2015) arastirmasinda,
ogretmenlerin mesleki gelisimlerinin siirekliligini saglama ve meslektaslariyla isbirligi i¢inde
c¢alisma konusunda liderlik davranislari sergilemelerinin, destekleyici galisma ortami
gerektirdigi sonucuna ulasmistir. Angelle ve DeHart (2011) ise c¢alismasinda, 6gretmen
liderlerin etkili olabilmeleri icin, okul yoneticisi ile aralarinda yakin bir iligkinin olmasi
gerektigini belirterek, 6gretmen yonetici iletisimine vurgu yapmaktadir. Ancak bugiin hala
ogretmenler, baz1 okul yoneticilerinin okulda kendilerini tek s6z sahibi olarak gordiiklerini
ve okuldaki karar alma siireclerine herhangi bir etkilerinin olamadigini; liderlik yapmak
konusunda kendilerine firsatlar sunulmadigini belirtmektedirler (Cevahiroglu, 2012). Bu
sonuglardan hareketle, 6gretmenlerin liderlik 6zelliklerinin gelistirilmesi ile ilgili ¢abalarin
baglangic noktasim1 okul yoneticilerinin olusturmas1 gerektigi ¢ok agiktir. Okul
yoneticilerinin, 6gretmen liderliginin okul gelisimine saglayabilecegi katkilarin farkina
varabilmelerine ve Ogretmenlerin bu Ozelliklerini sergileyebilecekleri bir orgiit kiiltiirii
olusturabilmelerine olanak saglayacak egitim programi modelleri gelistirilmesi konusunda
arastirmalar desenlenerek, uygulayicilara katki saglanabilecegi diistintilmiistiir.
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Ogretmenlerin liderlik davraruslar: ile ilgili diisiinceleri; brans, cinsiyet, galisilan
okuldaki hizmet siiresi, mesleki kidem ve okul tiirii degiskenlerine gore anlaml diizeyde
farklilasmaktadir. Brans degiskenine iliskin sonuglar, siuf Ogretmenlerinin brans
ogretmenlerine gore mesleki gelisim konusundaki liderlik davraniglarini daha fazla
sergilediklerini gostermistir. Koliik¢li'niin (2011) arastirmasinda ise liderlik davranislarinin
sergilenmesine iligkin sinif 6gretmenleri ve brans dgretmenleri arasinda anlamli bir farka
rastlanmamuis, ancak meslektaslarla isbirligi ve kurumsal gelisme boyutlarinin gerekliligine
iliskin siuf oOgretmenleri lehine bir fark oldugu gorilmistiir. Gil'iin (2010) yaptig:
arastirmada ise smif 6gretmenlerinin bransg 6gretmenlerine gore; egitsel liderlik rolleri ve
liderligin degistirebilme ve degisime agik olma boyutlarindaki goriisleri daha olumlu
bulunmustur. Aslan’in (2011) calismasinda da, sinif 6gretmenlerinin iletisim, etkilesim ve
egitsel konularda sergiledikleri liderlik davraniglarinin, brans 6gretmenlerine gore daha
yliksek oldugu sonucuna ulasilmistir. Angelle ve Dehart (2011) ise g¢alismasinda, smif
ogretmenlerinin ortaokul ve lise Ogretmenlerine gore, gorevleri kapsaminda yapmalar:
gerekenlerin disinda, kendi istekleriyle zaman ayirip caba igerisine girdikleri etkinlikleri
daha fazla sergiledikleri gibi; liderlik becerilerinin gelistirilebilmesi icin gerekli olan
meslektaslarla isbirligi icinde bulunma c¢abalarini da lise 0gretmenlerine gore daha fazla
gerceklestirdikleri sonucuna ulagilmislardir. Smif 6gretmenlerinin hakim olmalar1 gereken
konu alanlarmnin gesitliligi, onlarin kendilerini gelistirme konusunda brans 0gretmenlerine
gore daha fazla gereksinim hissederek, bu konuda daha fazla ¢aba harcamalarma neden
olmus olabilir. Bu sonuglar; mesleki gelisim ile ilgili liderlik yapma konusunda simf
ogretmenlerinin sahip oldugu isteklilik ve potansiyelin, yoneticiler tarafindan desteklenip,
gelistirilmesi gerektigini; brans oOgretmenlerine yonelik olarak ise bu davranislarin
gerceklestirilmesi ile ilgili verilen destegin artirilarak, mesleki gelisime tesvik edilmelerine
gereksinim oldugunu gostermektedir. Liderlik davramslarinin gelistirilmesi ile ilgili olarak
ogretmenlerin yoneticilerden beklentilerini ortaya koyacak c¢alismalar desenlenmesi,
yoneticilerin yapacag1 uygulamalara 1s1k tutabilecektir.

Sonuglar cinsiyet degiskenine gore incelendiginde, kadinlarin erkeklere gore mesleki
gelisim ile ilgili liderlik davranislarinin gerekliligine daha fazla inandiklar1 gortilmiistiir. Bu
sonug, Beycioglu ve Aslan’m (2012) arastirma sonuglariyla ortiismektedir. Canli (2011) ve
Koliikgii'niin (2011) calismalarinda ise 6gretmenlerin mesleki gelisim konusundaki liderlik
davraniglarinin gerekliligine iliskin goriislerinin cinsiyet degiskenine gore farklhilasmadig:
sonucuna ulasimistir. Calisilan okuldaki hizmet siiresi degiskenine iliskin sonuglara gore,
bulunduklari okulda 5 yil ve daha az ¢alismis olan 6gretmenlerin, 5 yil ve daha fazla galismis
olanlara gore mesleki gelisim konusundaki liderlik davramiglarini daha gerekli bulduklar:
goriilmiistiir. Bir okulda uzun yillar ¢alismak, Ogretmenlerin kendilerine ve c¢alistiklar:
kuruma dair sorunlari kaniksamaya baglayarak, kurumsal korliikk denilen olguyu
yasamalarina neden olabilir (Yoriik & Giinbayi, 2015). Bu durum, 0gretmenlerin mevcut
performanslariyla kendilerini okulda kabul gormiis hatta basarili hissedip, daha fazla ¢abay1
anlamli bulmamalariyla sonuglanabilir. Boylece, gorevlerini gergeklestirirken mesleki gelisim
konusunda liderlik davraniglar1 icinde bulunmaya, kurumdaki yeni 6gretmenlere kiyasla
daha az gereksinim hissedebilirler. Nitekim, Yoriik ve Gilinbayi'nin, (2015) 6gretmenlerin
rotasyona yonelik gortislerinin arastirildigl ¢alismasinda, 6gretmenlerin, yeni bir kurumda
¢alismaya baslamanin kendileri i¢in bir motivasyon kaynag: olacagini belirttikleri ve bunun
da okulda yasanabilecek kurumsal korliigiin oniine gecilmesini saglayacagini diistindiikleri
gorulmiistiir.
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Mesleki kidem degiskenine gore elde edilen sonuglar; 10 yil ve daha az mesleki kideme
sahip Ogretmenlerin, 11-20 yil ve 21 yil ve daha fazla kideme sahip Ogretmenlere gore
kurumsal gelisme ve mesleki gelisim konusundaki liderlik davranislarinin gerekliligine daha
fazla inandiklarmi gostermistir. Beycioglu ve Aslan’in ¢alismasinda (2012), 6gretmenlerin
liderlik rollerinin gerekliligine yonelik goriisleri arasinda mesleki kidem degiskenine gore
anlamli bir farka rastlanmamistir. Bu sonug, diger gruplara goreceli olarak meslekte yeni
olan 6gretmenlerin, liderligin gerekliligine dair farkindaliklarinin yiiksek oldugu ve aym
zamanda hem kendilerini, hem de okullarmi gelistirme konusunda daha istekli olduklar1
anlamina gelmektedir. Ogretmenlerin sahip olduklari bu farkindalik, egitim fakiiltelerinin
yakin zamanda 6gretmen adaylarina liderlik ile ilgili davramslar1 kazandirma konusunda
daha etkili olduklar1 seklinde yorumlanabilir. Bu sonu¢ ayn1 zamanda, 6gretmenlerin yillar
gectikce mesleki gelisim konusundaki liderligin gerekliligine olan inanglarmin azaliyor
olmas1 goz oOniinde bulunduruldugunda; okullarin yonetilme sekillerinin 6gretmenlerin
liderlik yapmasina elverisli ortamlar sunmadigi, aksine bu yonlerini zamanla koreltebildigi
seklinde de yorumlanabilir. 21 yil ve daha fazla mesleki kideme sahip olan 6gretmenler ise
11-20 y1l mesleki kideme sahip olanlara gore kurumsal gelisme ve meslektaslarla isbirligi
konusundaki liderlik davramiglarini, 10 yi1l ve daha az kideme sahip olanlara gore ise
yalnizca meslektaslarla isbirligi konusundaki liderlik davramiglarmi daha fazla
sergilediklerini belirtmektedirler. Bu sonuglar, Atman (2010), Beycioglu ve Aslan (2012),
Canli (2011) ve Koliik¢ii'niin (2011) arastirmasindan elde ettigi sonuglarla ortiismektedir.
Kagan (2004) ise ¢alismasinda, 21 yil ve iizeri mesleki kideme sahip olan dgretmenlerin,
mesleki gelisim yoniinden daha ¢ok c¢aba harcadiklar1 sonucuna ulasmistir. Sonuglar
gosteriyor ki, 21 yil ve {izeri kideme sahip olan 6gretmenlerin; sahip olduklar: tecriibeleri
diger meslektaglariyla paylasma ve bu bilgileri okulun yararmna kullanmanin onemine
yonelik farkindaliklar1 daha yiiksektir. Mesleki kidemleri yiiksek olan 6gretmenlerin sahip
olduklar1 bu farkindaliktan, okulda bu davrarnislar1 diger 6gretmenlerle paylasabilecegi
ortamlar olusturarak yararlanilabilecegi diisiiniilmiistiir. Ogretmenlerin liderlik davramislari
okul tiirii degiskenine gore incelendiginde, ilkokul 6gretmenlerinin, ortaokul, lise ve meslek
lisesi 0gretmenlerine gore mesleki gelisim konusundaki liderlik davranislarini daha fazla
sergiledikleri goriilmiistiir. Bu sonuglar, arastirmanin brans degiskenine iliskin sonuglariyla
tutarlhilik gostermektedir.

Arastirmanin duygusal emek ile ilgili sonuglari, 6gretmenlerin en fazla sergiledikleri
duygusal emek boyutunun dogal duygular oldugunu gostermektedir. Bunu sirasiyla
derinden rol yapma ve yiizeysel rol yapma boyutlar1 izlemistir. Bu sonuglar, alanyazinda
konu ile ilgili yapilmis arastirmalarin sonuglariyla da ortiismektedir (Coruk, 2014 ; Yilmaz
vd., 2015). Ogretmenlerin duygusal emek diizeylerindeki bu siralama, aym zamanda
davraniglarin igsellestirilme diizeyi ile ilgili siralamadir (Yilmaz vd. 2015). Sonuglar
gosteriyor ki, Ogretmenlerin en fazla sergiledikleri duygusal emek boyutu, en fazla
igsellestirilmis duygusal emek davramslarinin sergilendigi boyuttur. Bu durum,
ogretmenlerin duygularini yonetme konusunda kendi goriislerine gore oldukga yetkin
olduklarin1 gostermektedir. Ayrica, alanyazinda duygusal emegin alt boyutlarinin
tiikenmisglik ile iligkisini arastiran arastirma bulgulari, ytiizeysel rol yapmanin duygusal
tiikkenmeye yol actigini gostermektedir (Brotheridge & Grandey, 2002; Basim, Begenirbas &
Can Yal¢in, 2013; Baskaya Ozbingél, 2013; Yilmaz vd. 2015). Buradan yola c¢ikarak,
ogretmenlerin duygusal tiikenmislik yasama riskinin diisiik diizeyde oldugu soylenebilir.
Bir diger arastirma bulgusu, is tatmini yiiksek olan ¢alisanlarin, islerini yaparken daha ¢ok
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derin davranis ve dogal davranislari gergeklestirdigini, buna karsin daha az yiizeysel
davranus tercih ettiklerini ortaya koymaktadir (Bagkaya Ozbingdl, 2013; Mengenci, 2015). Bu
baglamda, 6gretmenlerin en fazla sergiledigi duygusal emek boyutlarmin dogal duygular ve
derinden rol yapma olmasinin, onlarin is tatminleri ile ilgili olumlu bir tablo ortaya koydugu
sOylenebilir. Oktug (2013) arastirmasinda, ¢alisanlarin orgiitsel destek algilar1 azaldikga,
dogal duygular ve derinden rol yapma davranislarinda da azalma oldugunu, bununla
birlikte yiizeysel rol yapma davramsinda artis yasandigini ortaya koymaktadir (Oktug,
2013). Begenirbas ve Turgut (2014) ise, orgiitte giivenin ¢alisanlardaki dogal duygu
gosterimini artirdig1 soncuna ulagsmistir. Bu arastirma bulgularina dayanarak, 6gretmenlerin
algiladiklar1 orgiitsel destegin ve Orgiite kars1 giiven diizeylerinin yiiksek oldugu ¢ikarimi da
yapilabilir.

Ogretmenlerin duygusal emek ile ilgili goriisleri arasinda, cinsiyet, brans ve okul tiirii
degiskenlerine gore anlamli farklar bulunmustur. Cinsiyet ile ilgili sonuglara gore; erkek
ogretmenlerin, kadin Ogretmenlere gore daha fazla yiizeysel rol yapma davranis
sergiledikleri, kadin O0gretmenlerin erkek Ogretmenlere gore daha fazla dogal duygular
sergiledikleri goriilmustiir. Yilmaz vd. de (2015) benzer sekilde, ytlizeysel rol yapma
davranigini erkeklerin kadinlara gore daha fazla sergiledigi sonucuna ulasmistir. Arastirma
sonuglar1 brans degiskenine gore incelendiginde, sinif 6gretmenlerinin, brans 6gretmenlerine
gore dogal duygular1 daha fazla sergiledigi belirlenmistir. Siif 6gretmenleri yalnizca tek bir
simifin egitiminden sorumludurlar. Bu durum, smif 6gretmenlerinin 6grencilerini brans
ogretmenlerine gore daha yakindan tamima firsatina sahip olmalar1 ve bdylece empati
duygularini kuvvetlendirmeleriyle agiklanabilir. Ogretmenlerin duygusal emek ile ilgili
gortgleri okul tiirii degiskenine gore dogal duygular boyutunda anlamli olarak
farklilasmistir. Elde edilen sonuglara gore, ilkokul 6gretmenleri hem ortaokul hem de meslek
lisesi 6gretmenlerine gore dogal duygular: daha fazla sergilemektedir. Yilmaz vd. de (2015)
arastirmalarinda ilkokul 6gretmenlerinin lise ve meslek lisesi 6gretmenlerine goére dogal
duygular1 daha fazla sergiledikleri sonucuna ulasmislardir. Buna ek olarak anilan
arastirmada, ilkokul ogretmenlerinin yiizeysel ve derin duygular1 da, lise 6gretmenlerine
gore daha fazla sergiledikleri goriilmiistiir.

Arastirmada, regresyon analizinden elde edilen sonuglar genel olarak incelendiginde,
ogretmenlerin meslektaslarla igbirligi yapma konusunda sergiledikleri liderlik 6zelliklerinin,
duygusal emek davranislar1 tizerinde bir etkisi olmadig goriilmiistiir. Bununla birlikte,
mesleki gelisimleri ile ilgili sergiledikleri liderlik davranislarindaki artis, duygusal emek
davraniglarinin tiim boyutlarinda artisa neden olmaktadir. Ogretmenlerin kurumsal gelisme
konusunda sergiledikleri liderlik davranislarindaki artis ise yiizeysel rol yapma
davranglarini artirirken, dogal duygular boyutundaki duygusal emek davranislarinda
azalmaya neden olmaktadir. Ogretmenlerin kurumsal gelisme boyutunda liderlik &zellikleri
sergilediklerinde, dogal duygularinda azalma yasiyor olmalari, yoneticilerden yeterli destek
gormemelerinden kaynaklaniyor olabilir. Bu durumun nedenlerini arastirmak tizere ileri
arastirmalar diizenlenebilir. Ek olarak, ogretmenlerin hem mesleki, hem de kurumsal
gelisme konusunda liderlik davranislari sergilerken, yiizeysel rol yapma davranislarinda
artis yastyor olmalari, mesleki tiikenmislik riski ile karsi karsiya olduklari konusunda bir
isaret olarak degerlendirilmelidir (Brotheridge & Grandey, 2002). Bununla birlikte,
ogretmenlerin mesleki gelisim konusunda sergiledikleri liderlik davranislarmin okul
yoneticileri tarafindan desteklenerek, okul gelistirme etkinliklerine katk: saglayacak sekilde
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yonlendirilmesi, 6gretmenlerin duygusal emek ¢abalarini daha ¢ok derinden rol yapma ve
dogal duygular boyutlarina tasiyabilecegi diistiniilmektedir.
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