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Research Article

This study aims to examine the relationship between teachers' perceptions of
organizational spirituality and their job performance. The sample of the study consisted
of 728 teachers working in high schools in the central districts of Erzurum province, who
were selected by stratified proportional sampling method. The data of the research
were collected by the "Workplace Spirituality Scale" and the "Teacher Job Performance
Scale”. Descriptive statistics, correlation and multiple regression analysis were used in
the analysis of the research data. In the study, it was determined that there was a
moderate positive and significant relationship between teachers' perceptions of
organizational spirituality and their job performance. It was determined that
organizational spirituality sub-dimensions (job passion, mysterious experience, sense of
community) significantly predicted job performance. In the study, it was determined
that female teachers performed more task performance than males. It was found that
married teachers have a higher perception of organizational spirituality compared to
single teachers. It has been found that experienced teachers show more adaptive
performance compared to teachers with lower seniority. Finally, it was determined that
teachers in Anatolian and science-social sciences high schools showed more 'adaptive
performance' than teachers in religious vocational and vocational technical high
schools.
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Anahtar Kelimeler:
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Arastirma Makalesi

Bu arastirma, 6gretmenlerin 6rglitsel maneviyat ile is performanslari arasindaki iligkiyi
incelemeyi amaglamaktadir. Aragtirmanin 6rneklemini Erzurum ili merkez ilgelerindeki
liselerde gorev yapan tabakali orantili 6rnekleme ydntemiyle segilen 728 6gretmen
olusturmaktadir. Veriler "isyeri Maneviyat Olgegi" ve "Ogretmen is Performansi Olcegi"
ile toplanmistir. Verilerinin analizinde betimsel istatistik, korelasyon ve ¢oklu regresyon
analizi kullanilmistir. Arastirmada 6gretmenlerin orgitsel maneviyat algilarn ile is
performanslari arasinda orta diizeyde pozitif ve anlamli iliski tespit edilmistir. Orgiitsel
maneviyat alt boyutlarinin (ise tutkunluk, gizemli deneyim, topluluk hissiyati) is
performansini  anlamli diizeyde yordadigl belirlenmistir. Arastirmada kadin
6gretmenlerin erkeklere gore daha fazla gérev performansi sergiledikleri saptanmistir.
Evli 6gretmenlerin bekarlara kiyasla daha yiksek orgiitsel maneviyat algisina sahip
olduklari tespit edilmistir. Kidemli 6gretmenlerin, disiik kideme sahip 6gretmenlere
kiyasla daha fazla uyumsal performans gosterdikleri saptanmistir. Son olarak anadolu ve
fen-sosyal bilimler liselerindeki 6gretmenlerin imam hatip ve mesleki teknik liselerindeki
o0gretmenlere kiyasla daha fazla uyumsal performans sergiledikleri belirlenmistir.
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Introduction

In times when the change in the world was not as rapid and radical as today, employees were asked
to bring only their physical bodies and mental skills to the workplace and leave their spiritual assets behind
the door. As a result of this situation, workplaces have not been able to fully reveal the potential and
creativity of their employees, and employees have not been successful enough in developing themselves
(Khanifar et al., 2010). However, rapid changes as a result of globalization have caused radical changes in
business life and organizations. According to Gockel (2004), problems such as downsizing in workplaces,
insecurity created by modern business life, lost ethical values, and very long working hours have made
employees question the meaning of life once again. Employees began to seek not only material gain but
also respect, meaning, creativity, integrity and honesty in their workplaces, and they wanted to take part
in the workplace as a whole physically, cognitively and spiritually. Employees have also begun to prefer a
business life where they can express themselves and make a positive contribution to society. Workplaces
that have to respond to these needs have started to make arrangements to satisfy the spiritual needs of
their employees. Thus, it was understood that spirituality could not be isolated from business life, and the
workplace spirituality movement began to be on the agenda of both researchers and practitioners (Bekis,
2013).

In the holistic spirituality model, which emerged in this context and put forward by Canda and Furman
(1999), 'spirituality' is considered as an important aspect of a person trying to have morality, meaning and
purpose. According to the holistic spirituality model, spirituality is another aspect of the individual that
provides a sense of purpose and meaningfulness to the biological (physical body and its functions),
psychological (mental thoughts and feelings), and sociological (relationships with others in the living
society and world) aspects of the individual. In this way, spirituality enables employees to connect with
colleagues, society and larger social structures and adds value to the work of organizational employees.
In other words, the model accepts the individual in all his physical, psychological, mental, social and
spiritual aspects and treats him as a whole. Spiritual leadership theorist Fry (2008) similarly states that
employees have a spiritual side as well as their physical, emotional, mental and social aspects, and
underlines that the concept of spirituality is a need for the organization. Claude and Zamor (2003) state
that organizations ignored the basic truth (spirit) of human nature for a large part of the 20th century, but
today they accept that people come to the workplace with their unique soul (spirituality) as well as their
physical and cognitive characteristics. According to them, the power of concepts such as trust, honesty,
harmony and value in achieving organizational goals was discovered.

In the literature, there are different views and many definitions regarding the meaning of the concept
of spirituality. When these views are examined, it can be said that three different views are more accepted
in the literature: internal-based, religious-based and existential views. According to the internally based
view, spirituality is a concept that originates from the essence of the individual (Krishnakumar & Neck,
2002). Spirituality has a personal and internal nature (Fry, 2003). According to this view, spirituality is
associated with being aware of oneself and at the same time feeling connected to other individuals and
the entire universe (Mitroff & Denton, 1999). The religious-based view is the most criticized and
controversial view. This view is associated with the spirituality specific to a particular religion. For
example, while Christians believe that spirituality is a 'call to work', Hindus see spirituality as the ability of
individuals to carry out their work with a high sense of dedication (Krishnakumar & Neck, 2002). Finally,
according to the existential view, spirituality is related to employees finding their work meaningful
(Cakiroglu, 2017).

Just as there are different views on the definition of organizational spirituality in the literature, the
dimensions of the concept are also classified in different ways. Researchers such as Ashmos and Duchon
(2000), Kolodinsky et al.(2008), Kinjerski and Skrypnek (2006) have classified organizational spirituality in
different dimensions. However, within the scope of this research, the classification put forward by
Kinjerski and Skrypnek (2006) and consisting of four dimensions 'passion for work' (meaningfulness),
'sense of community', 'spiritual bond' and 'mysterious experience' was used. In short, the passion for work
(meaningfulness) dimension includes employees' beliefs that they are doing meaningful work with a lofty
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purpose (Unal & Turgut, 2015). What is meant by meaningful work is related to how well the work solves
the problems of individuals and society and how much it increases the inner peace of the employee
(Gogen, 2017). According to Kinjerski and Skrypnek (2006), in an organization with a developed sense of
community, employees perceive themselves as part of the community and feel a real sense of trust,
sincerity and belonging to their colleagues. In order for employees to feel like they belong to the
organization, they need to be understood and appreciated by other members (Cakiroglu, 2017). The
spiritual bond dimension includes the feeling of devotion that people feel to a higher power that is much
larger than themselves. The mysterious experience dimension includes employees' high level of positive
energy, their great joy during their work, and their sense of perfection (Unal & Turgut, 2015).

In recent years, there has been an increase in the number of studies showing that spirituality
contributes to organizational life at school (Boone et al., 2010). However, Riaz (2012) stated that the voice
of spirituality is still low in the school organization and it is time to set this voice free. For organizational
spirituality in schools, teachers need to find a superior meaning and purpose in their job. In this way, the
teacher sees that the things he sacrifices are for the benefit of society in the long run. And the teacher
experiences the transcendence and pleasure of serving the whole society, even the universe, rather than
material gain. When the concept of spirituality is appropriately adapted to the school, teachers become
aware of the sanctity of their duties, strengthen their inner voices, establish more heartfelt connections
towards their students, and have more unrequited love for their environment (Gogen, 2017).

In order for schools to serve a superior purpose and be more beneficial to the society, the school
administration should internalize moral values such as ethical values, conscience, love, compassion,
honesty, and humility (Shah & Sachdev, 2014). School administrators who have adopted values such as
inner life, meaning, team spirit, and dedication make a positive contribution to the performance of each
of the employees and the school organization (Fry, 2008). They also contribute to the formation of higher
meaning and purpose by teachers and students (Forsythe, 2016). It is not a realistic goal to expect schools
that have lost their essence and spirit to raise qualified individuals of the future. According to Topcu
(2017), it is a necessity to raise the spirituality of the school in order to raise spirit, character,
conscientious, resourceful and happy generations in schools. According to him, when there is no
spirituality and meaning in school, individuals only aim to obtain a diploma and a profession. For this
reason, these individuals cannot set goals for themselves and are afraid of criticism. The understanding of
art and religion is not developed. They cannot think creatively and critically.

One of the most important elements that enable an organization to achieve its goals is the human
resources that the organization has with its knowledge, skills and competencies (Ozgenel et al., 2020).
One of the most important human resources of educational institutions is teachers. At this point, it is
revealed that the success of the education system depends on teacher performance (Khan et al., 2012).
Because the high level of performance of teachers (including mental, behavioral and affective skills) in the
learning process contributes to both the increase of these skills and the high level of learning in the
student (Cheng & Tsui, 1998). Fitria (2018) states that one of the determinants of the success of education
is teacher performance and that an educational process that doesn’t reach its goals may be associated
with low teacher performance.

Triwahyuni et al.(2014) defined teacher performance as a complex process in terms of input, process
and product. According to Martin (2018), teacher performance is all of the attitudes and behaviors that
enable learning in students. According to him, there is a direct correlation between the amount of learning
of the student and the work performance of the teacher. While Balci (1996) defines the quality and
performance of teachers as the basic building blocks for the effectiveness of schools (as cited in Sincer,
2021); it is noteworthy that the reforms in education focused mostly on improving teacher performance
(Taylor & Tyler, 2012).

According to studies, there are many factors that affect teacher performance. Some of these factors
are professional competence and motivation (Arifin, 2015), the attitude behaviors of the management
and the climate of the organization (Fitria, 2018), the teacher-parent relationship and the physical
facilities of the school (Hatipoglu & Kavas, 2016). In this context, besides other factors, another factor
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affecting teachers' job performance is thought to be organizational spirituality. When the literature is
examined, it is striking that spirituality has been ignored until today, especially in the studies conducted
in Turkiye. For this reason, it is thought that by revealing the relationship between the two variables in
the research, it will contribute to the formation of a different perspective on organizational spirituality in
educational institutions. It is expected that this new perspective will provide beneficial clues to educators
and other stakeholders in the society in terms of increasing student success in educational institutions,
achieving school goals, and increasing the effectiveness of schools.

The research aims to reveal the relationship between teachers' organizational spirituality and work
performance. Answers to the following questions was searched in the research.

1. What is the level of teachers’ organizational spirituality and job performance perceptions?

2. Do organizational spirituality and job performance perceptions differ significantly according to
teachers’ gender, marital status, education level, professional seniority and school type?

3. Isthere a significant relationship between teachers’ organizational spirituality and job performance?
4. |s organizational spirituality a significant predictor of teachers’ job performance?

Method
Research Model

The research is a quantitative study and is in correlational survey. In the correlational survey model,
a past or present situation is described as it exists (Memduhoglu, 2020). In the correlational survey model,
itis determined whether one of the variables predicts the other and whether the two variables are related
(Akbay, 2021; Creswell, 2017). Correlational survey model is used to explain human behavior and predict
its possible consequences (Fraenkel et al., 2015). The approval decision of the ethics committee of this
research was obtained from the Ethics Committee of Siirt University with the date 05.01.2022 and the
number 1881.

Population and Sample

The population of the research consists of 1.645 high school teachers working in the central districts
of Erzurum (Aziziye, Palandéken and Yakutiye) in the 2021-2022 academic year. The sample of the study
was determined by the stratified proportional sampling method. In stratified proportional sampling, the
universe is divided into independent strata and each stratum is represented in proportion to its weight in
the universe (Biyiikéztiirk et al., 2011; Keser-Ozmantar, 2018). The universe of the research is divided
into four different strata according to the types of high schools in which the teachers work. The number
of samples was distributed in proportion to the number of teachers in four strata. The data of the research
were collected in virtual environment due to Covid-19. Necessary measures were taken to protect the
confidentiality and anonymity. Since the data collection process was not managed on-site and face-to-
face due to Covid-19, the sample was kept larger as a precaution against the possibility of not filling out
the questionnaire and filling incompletely. The target sample size was 700 teachers. The data collection
procedure was not terminated until the number of teachers representing each stratum was reached. For
this reason, in some layers, more than the number of representatives was reached. 728 teachers
participated in the research. As a matter of fact, increasing the sample size increases the power of the
analysis while decreasing the standard error (Gelman & Hill, 2007; Tabachnick & Fidell, 2012). The
information of the participants is in Table 1.
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Table 1
Information on the Characteristics of the Teachers Participating in the Research

Variables Groups n %

Female 414 56.9
Gender

Male 314 43.1
. Married 465 63.9
Marital Status Single 263 36.1
. Graduate 581 79.8
Educational Status Postgraduate 147 20.2
1-2 years 223 30.6
Professional Seniority 3-8 years 249 34.2
9-14 years 119 16.3
15 years+ 137 18.8
Anatolian High School 251 34.5
Religious Vocational High School 106 14.6

Type of School Science and Social Sciences High School 59 8.1
Vocational-Technical High School 312 42.9
Total 728 100

Based on the data in Table 1, it can be concluded that more than half of the teachers participating in
the research were females, and two-thirds of the participants were married. In addition, four out of every
five teachers participating in the research had a graduate degree. Among the seniority groups, the group
with the highest participation was the group with 3-8 years of seniority. The school type with the highest
number of participants was vocational-technical high schools.

Data Collection Tools

The data of the study were obtained by using the "Workplace Spirituality Scale" and the "Teacher Job
Performance Scale". The 'Workplace Spirituality Scale' was developed by Kinjerski and Skrypnek (2006)
and adapted into Turkish by Unal and Turgut (2015). The scale consists of 18 items and four sub-
dimensions (passion for work, mysterious experience, spiritual bond and sense of community). The
cronbach's alpha reliability coefficient was found to be .928 in the total scale, .883 in the passion for work
dimension, .837 in the mysterious experience dimension, .852 in the spiritual connection dimension, .820
in the sense of community dimension.

The 'Teacher Job Performance Scale' was developed by Limon and Sezgin-Nartgiin (2020). The validity
and reliability analyzes of the scale were made by the researchers mentioned. The scale is 5-point likert
type. The scale consists of 37 items and three sub-dimensions (task performance, contextual
performance, adaptive performance). The cronbach's alpha reliability coefficient was found to be .949 in
the total scale, .924 in the task performance dimension, .871 in the contextual performance dimension,
.910 in the adaptive performance dimension.

Data Analysis

Statistics program was used in the analysis of the data. Forms that were found to be incompletely filled
were removed from the data set. In order to determine whether the data was normally distributed or not,
the arithmetic mean, median value, coefficient of variation, histogram graph, skewness and kurtosis
values were examined. It was determined that the distribution of the data met the normality assumption.
While evaluating the research data, descriptive statistics (frequency, percentage, mean, standard
deviation) data were used. In the analysis of the data, t-test, one-way analysis of variance (ANOVA),
correlation and multiple regression analysis were applied. The significance level of p< .05 was used in the
study.
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Findings
1. Teachers' Perceptions of Organizational Spirituality and Job Performance

The findings regarding teachers' organizational spirituality are in Table 2, and the findings regarding
their job performance are in Table 3.

Table 2

Teachers' Perceptions of Organizational Spirituality

Workplace Spirituality n X sd

Passion for Work 728 4.82 .93
Mysterious Experience 728 3.97 .98
Spiritual Bond 728 4.42 1.15
Sense of Community 728 4.35 1.06
Total 728 4.44 .84

As seen in Table 2, the mean scores of teachers' organisational spirituality are high in the passion for
work sub-dimension (X= 4.82), spiritual bond sub-dimension (X= 4.42) and sense of community sub-
dimension (X= 4.35). The mean score of the mysterious experience sub-dimension is above average (X=
3,97). In addition, teachers' organisational spirituality is high in the total scale (X= 4,44).

Table 3

Teachers' Perceptions of Job Performance _
Teacher Job Performance n X Sd
Task Performance 728 448 .93
Contextual Performance 728 3.94 .59
Adaptive Performance 728 4.23 47
Total 728 4.27 .40

According to Table 3, the average scores of the teachers are quite high in the task performance sub-
dimension (X= 4.48), adaptive performance sub-dimension (X= 4.23) and the total scale (X= 4.27). The
mean score of the contextual performance sub-dimension is high (X= 3.94). According to this finding, while
teachers show task performance most; it can be said that this is followed by adaptive performance and
contextual performance, respectively.

2. Examining Teachers' Perceptions of Organizational Spirituality and Job Performance According to
Some Variables

Below are the findings regarding teachers' organizational spirituality and job performance scores,
which are considered according to different variables (gender, marital status, educational status,
professional seniority and school type). While relevant tables are presented in groups where there is
significant differentiation, only descriptive information is included in groups where there is no
differentiation.

Table 4
Comparison of Scale Scores by Gender
DI . Female Male
imensions n X Sd n X Sd t p
Task Performance 414 4.51 .38 314 4.43 .40 2.418 .016*
Contextual Performance 414 3.91 .60 314 3.98 .59 -1.390 .165
Adaptive Performance 414 4.18 .48 314 4.30 .46 -3.544 .000*
Total 414 4,26 .40 314 4.28 41 .822 411
*p< .05
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According to Table 4, teachers' average scores of job performance don’t differ significantly in the
contextual performance sub-dimension and the sum of scale (t=.822, p=.411). The task performance
average of female teachers (X= 4.51) is higher than that of male teachers (X= 4.43) (t= 2.418, p= .016).
The adaptive performance average of male teachers (X=4.30) is higher than that of female teachers (X=
4.18) (t=-3.544, p=.000). According to this finding, female teachers exhibit higher task performance than
male teachers. Male teachers exhibit more adaptive performance than female teachers.

Table 5

Comparison of Scale Scores by Marital Status
Dimensions Ma_rried Sin_gle

N X Sd N X Sd t p

Passion for Work 465 4.90 .90 263 4.68 .96 3.025 .003*
Mysterious Experience 465 4.01 1.01 263 3.90 .93 1.457 .146
Spiritual Bond 465 4.49 1.15 263 4.29 1.13 2.231 .026*
Sense of Community 465 4.37 1.08 263 4.32 1.03 577 .564
Total 465 4.50 .84 263 4.34 .82 2.412 .016*
Task Performance 465 4.48 .39 263 4.46 .40 .678 498
Contextual Performance 465 3.93 .60 263 3.96 .59 -.504 .614
Adaptive Performance 465 4.26 .46 263 4.18 .50 2.048 .041*
Total 465 4.28 .39 263 4.25 41 .886 .376

*p< .05

As seen in Table 5, teachers' organisational spirituality scores do not show a significant difference in
the dimensions of mysterious experience (t= 1.457, p=.146) and sense of community (t= .577, p= .564).
The averages of married teachers in the dimensions of work passion and spiritual bond are significantly
higher than the averages of single teachers. In addition, the average of married teachers (X= 4.50) (t=
2.412, p=.016) is higher than the average of single teachers (X=4.34) in the scale total. In Table 5, teachers'
job performance scores don’t differ significantly in the dimensions of task performance and contextual
performance, and in the total scale. The adaptive performance average of married teachers (X= 4.26) is
significantly higher than the average of single teachers (X= 4.18) (t= 2.048, p=.041).

Table 6
Comparison of Organizational Spirituality Scale Scores by Professional Seniority
Dimensions Prof_es'sional n X Sd S°"T°e of Sum of Df Mean F p Differen.
Seniority Variance squares Square
1-2 years 223  4.85 .85 Betw. Groups 1.866 3 .662 723 .544
Passion for 3-8 years 249 477 .97 With. Groups 631.416 724 .872
Work 9-14 years 119 4.78 1.00 Total 633.283 727
15 years+ 137 4.90 .91
1-2 years 223  4.06 91 Betw. Groups 6.886 3 2.295 2.370 .069
Mysterious 3-8 years 249 3.89 .99 With. Groups 701.259 724 .969
Experience 9-14 years 119 3.85 1.08 Total 708.145 727
15 years+ 137 4.08 .97
1-2 years 223 432 116 Betw. Groups 8.512 3 2.837 2.146 .093
Spiritual 3-8 years 249 438 1.09 With. Groups 957.247 724 1.322
Bond 9-14 years 119 445 1.23 Total 965.759 727
15 years+ 137 4.62 1.15
1-2 years 223 446 1.03 Betw. Groups 10.121 3 3.374 2.982 .031* 1>2
Sense of 3-8 years 249 422 1.09 With. Groups 819.209 724 1.132 4>2
Community 9-14years 119 4.26 1.11 Total 829.330 727
15 years+ 137 4.48 1.00
1-2 years 223 448 .77 Betw. Groups 3.840 3 1.280 1.817 .143
Total 3-8 years 249 437 .85 With. Groups 509.950 724 .704
9-14years 119 438 .93 Total 513.790 727
15years+ 137 4.56 .82
*p< .05
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According to the ANOVA result in Table 6, teachers' organizational spirituality scores don’t differ
significantly in terms of professional seniority variable in the sub-dimensions of work engagement,
mysterious experience, spiritual bond and the total scale. There is a significant difference in the sense of
community dimension (F=2.982; p=.031). According to the results of the LSD test conducted to determine
the source of this difference, the sense of community of teachers who are new to the profession (1-2
years) decreases after a certain period of time (3-8 years). However, it increases again in the following
years (15 years and above).

Table 7
Comparison of Job Performance Scale Scores by Professional Seniority
. Mean N
Dimensions Prof.es.smnal n X sd Soun.'ce of Sum of f Squar F 0 Differ
Seniority Variance squares e e.
1-2 years 223 4.48 42 Betw. .007 3 .002 .014 .998
Groups
asl 3-8 years 249 447 .38 114.503 724 .158
Performance Groups
9-14 years 119 448 .40 Total 114.509 727
15 years+ 137  4.47 .36
1-2 years 223 3.95 .60 Betw. .368 3 123 341 .796
Groups
Contextual With.
3-8 years 249 391 .62 260.544 724 .360
Performance Groups
9-14 years 119 394 .59 Total 260.912 727
15 years+ 137  3.97 .54
Betw.
1-2 years 223 4.21 .52 2.110 3 703  3.103 .026* 4>1
Groups
Adapti With.
aptive 3-8 years 249 4.20 A7 164.099 724 227 4>2
Performance Groups
9-14 years 119 4.23 A48 Total 166.208 727
15 years+ 137 434 .39
1-2 years 223 4.26 43 Betw. 336 3 112 .677 .566
Groups
3-8 years 249 4.25 40 With. 119.614 724 165
Total Y : : Groups : :
9-14 years 119 4.27 40 Total 119.949 727
15 years+ 137 431 .35
*p< .05

As seen in Table 7, teachers' job performance scores do not differ significantly in terms of professional
seniority variable, task performance, contextual performance dimensions and the overall scale. There is a
significant difference in the adaptive performance dimension in terms of professional seniority (F= 3.103;
p=.026). According to the results of the LSD test conducted to determine the source of this difference,
seniors with 15 years of seniority and above exhibit higher adaptive performance than those with 1-2
years of seniority and 3-8 years of seniority.
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Table 8
Comparison of Job Performance Scale Scores by School Type
Dimensions  School Type n X Sd i;::::ﬁ:: ss:t:zr:fs Df S“(:Ij::‘e p Zirf::
Anatolian H.S. 251 4.52 .37 Betw. Groups 918 3 .306 1.950 .120
Task Relig.-Voca. H.S. 106  4.43 40 With. Groups 113.592 724 157
Performance Scie.-Soc. Sc.H.S. 59 4.43 42 Total 114.509 727
Voca.-Tech. H.S. 312 446 .40
Anatolian H.S. 251 3.96 .64 Betw. Groups .684 3 228 .634 .593
Contextual Relig.-Voca. H.S. 106 3.87 .57 With. Groups ~ 260.228 724 .359
Performance Scie.-Soc. Sc.H.S. 59 3.96 48 Total 260.912 727
Voca.-Tech. H.S. 312 395 .59
Anatolian H.S. 251 4.30 46 Betw. Groups 3.230 3 1.077 4.783 .003* 1>2
Adaptive Relig.-Voca. H.S. 106  4.14 47 With. Groups 162.978 724 225 154
Performance Scie.-Soc. Sc.H.S. 59 4.34 .46 Total 166.208 727 3>2
Voca.-Tech. H.S. 312 4.19 A48 3>4
Anatolian H.S. 251 431 40 Betw. Groups 1.134 3 .378 2.303 .076
Relig.-Voca. HS. 106  4.20 .39 With. Groups ~ 118.815 724 .164
Total Scie-Soc. SCHS. 59 428 .37 Total 119.949 727
Voca.-Tech. H.S. 312  4.25 41
*p< .05

The ANOVA results in Table 8 revealed that the mean scores of teachers' job performance did not
differ significantly according to the school type variable in task performance, contextual performance
dimensions and scale total. Teachers' adaptive performances differ significantly according to the school
type variable (F= 4.783; p=.003). According to the results of the LSD test conducted to determine the
source of this difference, the adaptive performance of teachers working in Anatolian high schools is (X=
4.30) higher than that of the teachers in vocational-technical (X= 4.19) and religious vocational (X= 4.14)
high schools. Similarly, the adaptive performance of teachers working in science high schools and social
sciences high schools (X=4.34) is higher than that of the teachers working in vocational-technical (X= 4.19)
and religious vocational high schools (X= 4.14).

3. The Relationship between Organizational Spirituality and Job Performance

The correlation analysis results to determine the relationship between teachers' perceptions of
organizational spirituality and their perceptions of job performance are in Table 9.

Table 9
The Relationship Between Teachers' Organizational Spirituality and Job Performance
Task Contextual Adaptive Total
Performance Performance Performance
Passion for Work A416%* 346** 460%* A75%*
Mysterious Experience .364%* A18%* A19%* A64**
Spiritual Bond .304** .278** .318** .350**
Sense of Community .396** [433%* A61** A98**
Total A5 A41%* .505** .542%*
**p< 01

Correlation analysis in Table 9, revealed a moderate positive relationship between teachers'
organizational spirituality and their job performance (r= .542; p< .01). This finding can be interpreted as
that as teachers' perceptions of organizational spirituality increase, their perceptions of job performance
will also increase moderately positively.
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4. The Effect of Organizational Spirituality on Job Performance

The results of the multiple regression analysis to determine the level of prediction of teachers'
organizational spirituality on their job performance are in Table 10.

Table 10
The Effect of Teachers' Perceptions of Organizational Spirituality on Job Performance
\[;:::zzfeent Independent Variables B Se B t p
Model Constant 3.107 .069 45.290 .000
Passion for Work .078 .020 178 3.961 .000*
Job Mysterious Experience 079 018 192 4359  .000*
Performance -
(Total) Spiritual Bond -.002 .014 -.005 -117 .907
Sense of Community 111 .015 .292 7.285 .000*
R=.564 R?=.318 F=84.119
*p< .05

As seen in Table 10, sense of community, mysterious experience and work passion sub-dimensions
respectively predict job performance in a significantly positive way (F= 84.119, p< .05). The spiritual bond
sub-dimension doesn’t predict job performance (B= -.002, p> .05). These predictive variables explain
approximately 31% of job performance (R= .564, R?>= .318).

Discussion & Conclusion

Within the scope of the first sub-problem of the research conducted to examine the relationship
between teachers' organizational spirituality and their job performance, it was determined that teachers'
perceptions of organizational spirituality were at a high level. It can be said that the high perception of
organizational spirituality shows that teachers carry their beliefs and internal values to school and reflect
them to their work. This results of the studies by Aksakal (2021), Korkmaz and Menge (2018), Rajappan et
al. (2017) are similar to the findings of the research. On the other hand, in the field of education by Yarim
(2021a); in the field of business by Avci (2019); Ke et al.(2017) on academics in China; in the results of the
research conducted by Kocabas and Toraman (2018) with health workers, it was determined that
organizational spirituality was at a moderate level. When we combine all these data, we can say that
individuals carry their inner values, beliefs and spirituality to a certain extent in their workplaces and
reflect them on their work regardless of the type of sector they work in and the geography they live in.
This situation can be explained by the fact that people cannot be considered independently of their souls
and spiritual values cannot be isolated from them. This finding confirms the theory of holistic spirituality,
which states that people come to the workplace as an integral whole with their physical, cognitive, social
and spiritual aspects.

In addition, it was determined that teachers' scores were high in the sub-dimensions of spiritual bond,
work passion, and sense of community. It was determined that the teachers' scores were above the
average in the mysterious experience dimension. The high level of the 'spiritual bond' dimension explains
that teachers feel connected to a supreme and divine power while doing their jobs, and that their religious
beliefs are effective in their daily decisions regarding their work. The fact that the religious beliefs of the
teachers participating in the study affected their work supports the view of religious-based spirituality,
which is controversial in the literature. On the other hand, these findings can be explained by the fact that
teachers are integrated with their work, enjoy their work, and have high levels of positive energy. This
result also shows that teachers find meaning at work and experience inner satisfaction. It can be stated
that teachers see themselves as a part of the society while working and establish deep relations with
others. Finally, it can be said that teachers have the idea that they serve a higher purpose while working.
These findings can be expressed as proof that teachers don’t do their jobs only as a requirement of the
profession or for financial gain. In other words, it can be explained that teachers also need a high level of
spiritual meaning in their work, find this meaning and strive to reach spiritual satisfaction.
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Within the scope of the first sub-problem of the research, it was concluded that teachers' job
performance perception was at a very high level. This result is similar to the research results of Bliylikgoze
and Ozdemir (2017), Hanif et al.(2011), Hatipoglu and Kavas (2016), Limon (2019), Shalmani and Praveena
(2013), Sincer (2021). On the other hand, Ozdemir and Géren (2017) determined in their research that
teacher performance is at a moderate level; Adeyemi (2008) and Shaikh (2015) found that teacher
performance was low in their research. We can explain the reason why teachers show very high
performance by adding their souls to what they do, by working from the heart, with passion, with love
and with great effort (in other words, by including their spirituality) and by their efforts to make this
process a school culture. In addition, among the reasons why teachers show high performance, the
positive relations of the administrators with the employees in these schools, the observance of ethical
values, the positive climate and culture of the school, and the good physical and financial conditions can
be counted. On the other hand, it can be interpreted that the individual characteristics of the teachers,
the values they have and their perspective on education, the education level of the parents and their
perspective on education may have affected the performance of the teacher. Teachers exhibited the
highest task performance, followed by adaptive performance and contextual performance respectively.
We can interpret this result as follows: teachers are most focused on fulfilling their legal and official
professional responsibilities and duties. In addition, teachers are quite good at tolerating uncertainty,
being versatile, managing change and transformation, and adapting to changing conditions. Finally,
teachers are good at cooperation, work ethic, sharing experience, supporting others, and producing
constructive solutions. We can explain the reason why teachers focus on the task performance the most
with legal responsibility and accountability.

Within the scope of the second sub-problem of the study, teachers' perceptions of organisational
spirituality and job performance were examined according to some variables (gender, marital status,
educational status, professional seniority and school type). It was determined that gender variable did not
affect teachers' perception of organisational spirituality. In the study, teachers' job performance in terms
of gender variable did not differ significantly in the total scale and contextual performance sub-dimension.
While the task performance sub-dimension differed in favor of female teachers; adaptive performance
sub-dimension differed in favor of male teachers. According to this result, female teachers have more task
performance than men; it can be said that male teachers exhibit more adaptive performance compared
to females. The result of the research conducted by Limon (2019) shows parallelism with this finding. On
the other hand, the results of the research conducted by Alufohai and Ibhafidon (2015), Bliytikg6ze and
Ozdemir (2017), Sincer (2021), Tosuntas (2017) show that performance doesn’t change according to
gender. The reason why female teachers perform more tasks than men can be explained by the role
definitions that society assigns to women and the responsibilities that these roles bring. So much so that,
while women are employees in business life, they also make constant efforts in a wide range from
childcare to cleaning and kitchen chores in general in home-family life. The fact that women have to take
more responsibilities compared to men while trying to keep up with these roles assigned to them may
have led them to be task-oriented. On the other hand, we can say that the reason for the high level of
contextual performance of men is that while they take less responsibility in their home-family lives, they
have the opportunity to spend more time in social environments. Thus, it can be interpreted that they
encounter innovations in the new environments they enter and adapt to them more easily.

According to the other result obtained in the study, organizational spirituality perceptions of teachers
in terms of marital status variable change in favor of married teachers in terms of work passion, spiritual
bond and scale total. This result is similar to the research conducted by Yarim (2021a). Aksakal (2020),
Avci (2019), Cakiroglu (2017), Kocabas and Toraman (2018), Liang et al.(2017) found that organizational
spirituality did not change according to marital status. The reason why married teachers are higher than
singles in the sub-dimensions and total organizational spirituality score can be explained by the fact that
married teachers turn to spiritual and internal satisfaction after reaching a certain level of material
satisfaction, and therefore try to cure the problems of the society. It can be said that single teachers
primarily try to reach financial satisfaction. It can be said that this result is parallel to the order in Maslow's
hierarchy of needs. Because, according to Maslow's hierarchy of needs, the individual cannot meet their
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higher level needs (esteem, self-actualization) without meeting their lower level needs (physiological,
security) at a certain level (Border, 2004). In other words, after people satisfy their lower-level material
needs at a certain level, such as housing, wages, property security, feeling safe for themselves and their
family, they can satisfy their higher-level spiritual needs such as respect, success, acceptance by others,
appreciation, and self-actualization.

In terms of marital status, teachers' job performance changed in favour of married teachers in the
adaptive performance sub-dimension. There was no significant difference according to marital status in
other sub-dimensions and overall scale. Studies by Dilekgi (2018), Seyidoglu (2020) have similar results.
The fact that married teachers show higher adaptive performance than the singles can be explained by
the fact that these individuals live in the same house with a new person, get to know new families, cultures
and environments, adapt to these innovations/changes, and then reflect these characteristics of
individuals who are a whole with their developmental characteristics to their business lives. On the other
hand, Avci (2019), Limon (2019), Oselumese et al.(2016), Sincer (2021) revealed that performance did not
change significantly in terms of marital status variable. In the research, it was also seen that the
educational status variable did not affect teachers' perception of organisational spirituality. Similarly, it
was determined that the educational status variable did not affect teachers' job performance.

It was found that teachers' organisational spirituality differed significantly in the sense of community
sub-dimension in terms of professional seniority variable. No significant difference was found in other
sub-dimensions and the total scale. Accordingly, teachers with 1-2 years of seniority have a greater sense
of community compared to those with 3-8 years of seniority. On the other hand, teachers with 15 years
or more experience have a greater sense of community than those with 3-8 years of experience. Based
on these results, it can be said that teachers who are new to the profession are willing to establish deeper
relationships with others and act in a spirit of unity at the beginning. However, it can be interpreted that
over time, the relations deteriorated due to reasons such as insincerity, trust problems, inability to
establish closeness, not being understood by others, and competition, and therefore their sense of
community decreased. The reason for this decreasing sense of community to increase again with 15 years
or more seniority can be explained as follows: with many years of experience, deeper social, trust-based
relationships and friendships are established among teachers, thus increasing the feeling of being a part
of the group. Aksakal (2020), Cakiroglu (2017) concluded in their research that organizational spirituality
doesn’t change significantly according to seniority. This findings are similar to the research result. In the
research of Avci (2019), the results were in favor of those with a seniority of less than 15 years; Sandhu
(2017) reached a conclusion in favor of academics with a seniority of more than 15 years in his research.

Within the scope of the second sub-problem of the research, it was also observed that teachers' job
performances differed significantly according to professional seniority in the adaptive performance sub-
dimension. Teachers' performance didn’t differ significantly across the scale and in other dimensions.
Accordingly, teachers with a professional seniority of 15 years and above had higher adaptive
performance compared to teachers with a seniority of 1-2 years and 3-8 years. Based on this finding, it
can be said that as the professional seniority of the teachers increases, their adaptive performance
increases in parallel. The reason for this result can be explained as follows: teachers with high seniority
can make more accurate decisions thanks to their experience compared to teachers who have just started
to work. It can be interpreted that these teachers adapt no matter what the conditions are, show
resistance to professional difficulties and try to do their job in the best way by adapting quickly to change.
On the other hand, the difficulties in adapting to the culture, cultural differences and social environment
of teachers who are new to the profession, especially when they are assigned to a different region from
the culture they are used to, may have caused their low adaptive performance. Dilbaz-Sayin (2017) and
Sincer (2021) determined that job performance did not change significantly according to professional
seniority. These findings are in parallel with the results of the research.

It was determined that teachers' perceptions of organizational spirituality did not differ significantly
according to school type. However, teachers' job performance perceptions differ significantly in the
adaptive performance dimension according to school type. No significant difference was found in other
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dimensions and scale total. According to this result, the adaptation performance of the teachers in
Anatolian, science and social sciences high schools is higher than the teachers in religious vocational and
vocational technical high schools. Based on this result, it can be said that teachers working in Anatolian,
science and social sciences high schools are more open to innovation and change. On the other hand, it
can be interpreted that teachers working religious vocational and vocational technical high schools are
more conservative and resist to change. The reason for this finding may also be related to the curriculum
and school objectives of different types of high schools. In the literature, there are research results on
teachers' job performance according to school levels (preschool-high school) and school type (state-
private). The results of the studies conducted by Karayilan (2022) and Ozbek (2022) show that the
performance of teachers doesn’t change according to the type of school (private-state). Lev and
Koslowsky (2012) found in their research that there is no significant relationship between contextual
performance and school level. These findings are similar to the results of the research. Collie and Martin
(2017) found that there was no significant relationship between teachers' adaptive performance and
school level. This finding contradicts the research result. This may be due to cultural characteristics and
differences. The results of the studies conducted by Alkis and Glingérmez (2015), Kog et al.(2009), Limon
(2019), show that teacher performance increases as the school level (pre-school-high school) decreases.
As a matter of fact, low autonomy of students in preschool and primary school might impose more
responsibility and performance requirements on teachers, while it may be sufficient for teachers to take
less responsibility in secondary and high school because students are more autonomous and take their
own responsibilities.

Within the scope of the third sub-problem of the research, a moderate positive and significant
relationship was detected between teachers' organizational spirituality and their job performance. In
addition, a moderately positive and significant relationship was found between the sub-dimensions of the
scales. Similarly, the research results of Ashmos and Duchon (2000), Avci (2019), Garcia-Zamor (2003),
Karakas (2010) show that there is a positive and significant relationship between organizational spirituality
and job performance. Finally, it was observed that organizational spirituality and its sub-dimensions
(sense of community, mysterious experience, passion for work, respectively) predicted job performance
significantly and positively. According to this result, teachers' 'sense of community' (teachers having a
common goal with their colleagues, feeling closeness and trust with them, seeing themselves as a part of
the organizational community) is the relatively most important factor on their job performance. It was
concluded that teachers' organizational spirituality explains about 31% of their job performance. The
results of the research conducted by Avci (2019), Gotsis and Kortezi (2008), Karakas (2010), Schutte
(2016), Yarim (2021b) also show that organizational spirituality affects job performance in a significant
and positive way. Karakas (2010) found in his research that organizational spirituality increases the
morale, commitment, sense of community and productivity of the employees, and reduces the stress and
burnout of the employees in the workplace. He also found that employees perform better, are more
productive and creative through finding meaning and purpose in the workplace. Mitroff and Denton
(1999) found in their research that spirituality is effective in employees' finding work meaningful and
performing better. Gull and Doh (2004) stated that when employees find meaning in their work, they can
work more responsibly, ethically, collaboratively and creatively. Paloutzian et al. (2003; cited by Karakas,
2010) stated that the idea that the job serves a higher purpose increases the productivity and
commitment of the individual in his/her job.

These results of the study show us that organizational spirituality and job performance are related and
that organizational spirituality significantly affects teachers' performance. This result reveals how
important spirituality, which has been ignored until now, actually is in teacher performance. We can
interpret these findings as follows: Teachers' inclusion of their soul, passion, beliefs, heart, values, love
and enthusiasm (in short, their spirituality) into their work causes them to find meaning and a higher
purpose in their work. When teachers find meaning and a higher purpose in their work, it positively affects
their performance. In other words, we can say that the efforts of teachers, who are an inseparable whole
with their spiritual, psychological and other characteristics, to bring these characteristics to the
workplace, to serve a lofty purpose, to find meaning in their work, to establish positive bonds with their
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colleagues and to achieve harmony between their own values and the values of the organization, are
positively reflected in their performance.

Teachers are seen as the basic element of the education system (Panda & Mohanty, 2003) and one of
the most important factors affecting student success (Rivkin et al., 2005). In particular, it is underlined
that the most important factor affecting students' learning and academic success is the performance of
teachers (Darling-Hammond, 2000). In this context, it is an undeniable fact that the increase in teacher
performance will reflect on the performance/success of students and the school. In today's world,
competition among schools is at a high level and performance and success at school are critical. For this
reason, what is necessary for successful/high performing students/schools is to increase the performance
of the teacher with workplace spirituality; then as a reflection of this, increasing the success of the student
and the school. In this context, workplace spirituality should be a part of the school culture for high and
sustainable success in schools.

In the light of the data obtained within the scope of this research, which deals with the relationship
between teachers' organizational spirituality and job performance; It is striking that the concept of
organizational spirituality has not been studied sufficiently in the national literature of educational
sciences. In today's world, in which matter is valued and meaning is pushed aside, we can suggest that
educational scientists study this concept more frequently, which deals with the inner world, soul, essence
of the human being, in short, the meaning of life. In order to examine and understand the concept in
depth, we can suggest that each dimension of the concept be the subject of qualitative and mixed studies.
We can also suggest the creation of an organizational spirituality framework program to be used in schools
and different organizations if needed. By identifying the schools with low teacher performance, we can
suggest that the organizational spirituality program prepared to increase the transcendence of work and
work engagement of the teachers working in these schools should be implemented, the results should be
evaluated, and if it is useful, it should be disseminated. Finally, we can suggest that an environment and
culture should be created in schools where teachers can freely live their spirituality.

Limitations of the Study

The research is limited to the data obtained from teachers working in public high schools in Erzurum
city center in 2021-2022 academic year. The research is limited to the data obtained by the ‘Workplace
Spirituality Scale’ and the ‘Teacher Job Performance Scale’. Since the data was collected in an online
environment due to the epidemic, the reliability of the data is limited to the degree of reliability of the
data that can be obtained in online environment.
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Tiirkge Siirimui

Giris

Dinyada yasanan degisimin giinimuzdeki kadar hizli ve radikal olmadigi donemlerde ¢alisanlardan is
yerlerine yalnizca fiziksel bedenlerini ve zihinsel becerilerini getirmeleri, manevi varliklarini ise kapinin
arkasinda birakmalari istenmistir. Bu durumun sonucunda is yerleri is goérenlerin potansiyelini,
yaraticihgini tam olarak acgiga g¢ikaramadigi gibi calisanlar da kendilerini gelistirmede yeterince basarili
olamamistirlar (Khanifar vd.., 2010). Ancak kiresellesme sonucunda yasanan hizli degisimler is hayatinda
ve organizasyonlarda kokli degisimlere neden olmustur. Gockel'e (2004) gore is yerlerinde kiigllme,
modern is yasaminin yarattigi glivensizlik, etik degerlerin kaybolmasi ve ¢ok uzun ¢alisma saatleri gibi
sorunlar ¢alisanlarin hayatin anlamini bir kez daha sorgulamasina neden olmustur. Calisanlar is yerlerinde
sadece maddi kazang degil ayni zamanda saygl, anlam, yaraticilik, btlinlak, dirastlik aramaya baslamis
ve is yerinde fiziksel, bilissel ve manevi agidan bir bitin olarak yer almak istemislerdir. Calisanlar ayrica
kendilerini ifade edebildikleri ve topluma olumlu katki sagladiklari is yasamini tercih etmeye baslamistir.
Bu ihtiyaglara cevap vermek durumunda kalan is yerleri ise galisanlarin manevi ihtiyaglarinin tatminine
yonelik diizenlemeler yapmaya baslamistir. Bdylece maneviyatin is hayatindan soyutlanamayacagi
anlasiimig ve ig yeri maneviyati akimi hem arastirmacilarin hem de uygulayicilarin giindeminde yer almaya
baslamistir (Bekis, 2013).

Bu kapsamda ortaya cikan ve Canda ve Furman (1999) tarafindan 6ne sirilen biitiinsel maneviyat
modeli’'nde ‘maneviyat’ ahlak, anlam ve amaca sahip olmaya calisan insanin 6nemli bir yoni olarak ele
alinmaktadir. Bitlinsel maneviyat modeline gére maneviyat, bireyin biyolojik (fiziksel beden ve islevleri),
psikolojik (zihinsel distince ve hisler) ve sosyolojik (yasanan toplum ve diinyada digerleriyle iliskiler)
yonlerine amag ve anlamlilik duygusu kazandiran bagka bir yonidir. Bu kapsamda maneviyat ¢alisanlarin
is arkadaslari, toplum ve daha bliyik sosyal yapilarla baglanti kurmalarini saglar ve 6rgiit ¢alisanlarinin
islerine deger katar. Baska bir ifadeyle model bireyi fiziksel, psikolojik, zihinsel, sosyal, manevi tiim
yonleriyle kabul etmekte ve bir bitiin olarak ele almaktadir. Manevi liderlik teorisyeni Fry (2008) benzer
bicimde calisanlarin fiziksel, duygusal, zihinsel ve sosyal yonlerinin yani sira manevi yaninin da oldugunu
belirtmekte ve maneviyat kavraminin 6rgit icin bir ihtiyag¢ oldugunun altini cizmektedir. Claude ve Zamor
(2003) ise orgutlerin 20. yuzyihn biyuk bir diliminde insan dogasinin temel gercegini (ruhunu) goz ardi
ettigini ancak glinimiizde insanlarin is yerine fiziksel ve bilissel 6zelliklerinin yani sira essiz ruhlariyla
(maneviyat) geldigini kabul ettigini ifade etmektedir. Onlara gore bu sayede giliven, duristlik, uyum,
deger gibi kavramlarin 6rgiit hedeflerine erismedeki glict kesfedilmistir.

Alan yazinda maneviyat kavraminin anlamina yonelik farkli goérisler ve birgok tanim bulunmaktadir. Bu
gorisler incelendiginde i¢sel kaynakl, dini temelli ve varoluscu goriis olmak lizere (g yaygin goriisiin alan
yazinda daha fazla kabul gérdiigii sdylenebilir. i¢sel kaynakl gériise gére maneviyat bireyin 6ziinden
kaynaklanan bir kavramdir (Krishnakumar & Neck, 2002). Maneviyatin kisisel ve i¢sel bir dogasi vardir (Fry,
2003). Bu gorise gore maneviyat kisinin kendisinin farkina varmasi ve ayni zamanda diger bireylerle ve
tim evrenle baglantili hissetmesiyle iliskilidir (Mitroff & Denton, 1999). Dini temelli goris ise en ¢ok
elestirilen ve tartismali gériistiir. Bu goris belirli bir dine 6zgii maneviyatla iliskilidir. Ornegin Hristiyanlar
maneviyatin ‘ise ¢agri’ olduguna inanirken, Hindular ise maneviyatin bireylerin islerini yliksek adanmislik
hissiyle yerine getirebilmesi olarak gormektedirler (Krishnakumar & Neck, 2002). Son olarak varolusgu
gorise gére maneviyat isgorenlerin yaptiklari isi anlamli bulmalariyla iliskilidir (Cakiroglu, 2017).

Alan yazinda o6rglitsel maneviyatin tanimina dair farkli gorisler oldugu gibi kavramin boyutlarina
yonelikte farkh siniflandirmalar mevcuttur. Ashmos ve Duchon (2000), Kolodinsky ve digerleri(2008),
Kinjerski ve Skrypnek (2006) gibi arastirmacilarin maneviyata yonelik farkli boyutlandirmalari
bulunmaktadir. Ancak bu arastirma kapsaminda Kinjerski ve Skrypnek (2006) tarafindan ortaya konulan
ve dort boyuttan olusan ise tutkunluk (anlamlilik), topluluk hissiyati, manevi bag ve gizemli deneyimden
olusan siniflandirma kullaniimistir. Kisaca ise tutkunluk (anlamlilik) boyutu is gérenin ulvi amaci olan
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anlamli bir is yaptigina dair inancini icerir (Unal & Turgut, 2015). isin anlamli olmasindan kasit yapilan isin
bireylerin, toplumun derdine ne kadar derman oldugu, ¢alisanin igsel huzurunu ne kadar artirdigiyla
iliskilidir (Gogen, 2017). Kinjerski ve Skrypnek’a (2006) gore topluluk hissiyati boyutu gelismis bir 6rgiitte
calisanlar kendilerini toplulugun pargasi olarak algilar, calisma arkadaslarina gergek bir gliven, samimiyet,
aidiyet duygusu hissederler. Calisanlarin kendilerini orgiite ait hissetmesi icin diger Uyeler tarafindan
anlasiimaya ve takdir edilmeye ihtiyaclari vardir (Cakiroglu, 2017). Manevi bag boyutu kisinin kendisinden
¢ok daha bliylik, ylice bir giice hissettigi baglilik duygusunu igerir. Gizemli deneyim boyutu galisanin yiiksek
dizeyde pozitif enerjili olmasini, isi esnasinda buyik bir keyifle kendinden ge¢cmesini, mikemmellik
duygusunu kapsar (Unal & Turgut, 2015).

Son yillarda maneviyatin okuldaki 6rgltsel yasama katki sagladigini gésteren galismalarin sayisinda
artis gozlenmektedir (Boone vd., 2010). Ancak Riaz (2012) okul érgiutiinde ruhsalligin sesinin hala kisik
oldugunu ve bu sesin 6zgir birakilma zamaninin geldigini ifade etmistir. Okullarda 6rgiitsel maneviyat igin
o6gretmenlerin islerinde Gstiin bir anlam ve amag bulmasi gerekmektedir. Bu sayede 6gretmen, kendinden
feda ettigi seylerin uzun vadede toplumun yararina oldugunu goriir. Ve 6gretmen maddi kazangtan ziyade
tim topluma, hatta evrene hizmet etmenin askinhigini ve hazzini yasar. Maneviyat kavrami okula uygun
bir sekilde adapte edeldiginde 6gretmenler gercek manada gorevlerinin kutsalliginin farkina varir, ig
seslerini guglendirir, 6grencilerine yonelik daha kalbi baglar kurar, gevrelerine yonelik daha fazla karsiliksiz
sevgi beslerler (Gogen, 2017).

Okullarin Gstin bir amaca hizmet edebilmesi ve topluma daha faydali olabilmesi i¢in okul yonetiminin
etik degerler, vicdan, sevgi, sefkat, diristlik, algakgondllilik gibi ahlaki degerleri igsellestirmesi
gerekmektedir (Shah & Sachdev, 2014). icsel yasam, anlam, takim ruhu, 6zveri gibi degerleri benimseyen
okul yoneticileri, her bir ¢alisanin ve okul organizasyonunun performansina olumlu katki saglar (Fry, 2008).
Ayrica 6gretmenlerin ve 6grencilerin daha yiksek anlam ve amag olusturmalarina katkida bulunurlar
(Forsythe, 2016). Oziinii ve ruhunu kaybetmis okullardan gelecegin nitelikli bireyleri yetistirmesini
beklemek gercekgi bir hedef degildir. Topgu'ya (2017) gore okullarda ruh, karakter, vicdan sahibi, becerikli
ve mutlu nesiller yetistirmek i¢in okulun maneviyatini yiikseltmek bir zorunluluktur. Ona gére okulda
maneviyat ve anlam olmadiginda bireyler sadece diploma ve meslek edinme amaci tasirlar. Bu nedenle bu
bireyler kendilerine hedef koyamazlar ve elestiriden korkarlar. Gelismis sanat ve din anlayisi yoktur.
Yaratici ve elestirel dislinemezler.

Ote yandan bir érgiitiin amaglarina ulasmasini saglayan en énemli unsurlardan birisi bilgi, beceri ve
yeterlikleriyle 6rgiitiin sahip oldugu insan kaynagidir (Ozgenel vd., 2020). Egitim kurumlarinin en énemli
insan kaynaklarindan biri Ogretmenlerdir. Bu noktada egitim sisteminin basarisinin 6gretmen
performansina bagh oldugu ortaya ¢cikmaktadir (Khan vd., 2012). Clinkl 6grenim slrecinde 6gretmenlerin
(zihinsel, davranissal ve duyussal becerilerini iceren) yiksek dizeydeki performansi 6grencide hem bu
becerilerin ylkselmesine hem de 6grenme diizeyinin yiiksek olmasina katki saglamaktadir (Cheng & Tsui,
1998). Fitria (2018), 6gretmen performansini egitim basarisinin belirleyici unsurlarindan biri olarak
gormekte ve amaglarina, basariya erisememis egitim slrecininin nedeninin 6gretmenin disik
performansiyla iliskilendirilebilecegini belirtmektedir.

Triwahyuni ve digerleri(2014) 6gretmen performansini girdi, slire¢ ve Uriin kapsaminda karmasik bir
yapi olarak tanimlamistir. Martin’e (2018) gore 6gretmen performansi, 6grencilerde 6grenmeyi saglayan
tutum ve davraniglarin tamamidir. Ona gére 6grencinin 6grenme miktari ile 6gretmenin is performansi
arasinda dogrudan bir iliski vardir. Balci (1996), 6gretmenlerin kalite ve performansini okullarin etkililigi
icin temel yapi taslari olarak tanimlarken (Akt., Sincer, 2021); egitimde yapilan reformlarin daha ¢ok
o6gretmen performansini iyilestirmeye odaklanmis olmasi dikkat gekicidir (Taylor & Tyler, 2012).

Yapilan arastirmalara gore ogretmen performansini etkileyen birgok faktér bulunmaktadir. Bu
faktorlerden bazilari 6gretmenin mesleki yeterliligi ve motivasyonu (Arifin, 2015), yénetimin tutum
davranislari ve 6rgutiin iklimi (Fitria, 2018), 68retmen-veli iliskisi ve okulun fiziki imkanlardir (Hatipoglu &
Kavas, 2016). Bu baglamda diger faktorlerin yaninda 6gretmenlerin is performansini etkileyen bir diger
faktoriin 6rglitsel maneviyat oldugu distnilmektedir. Ancak alan yazini incelendiginde maneviyatin
ozellikle yurt icindeki calismalarda bugiline kadar goéz ardi edildigi géze carpmaktadir. Bu nedenle
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arastirmanin iki degisken arasindaki iliskiyi ortaya koyarak egitim kurumlarinda orgiitsel maneviyata
yonelik farkh bir perspektifin olusmasina katki saglayacagi diistiniimektedir. Bu yeni perspektifin egitim
kurumlarindaki 6grenci basarisinin artiriimasi, okul hedeflerine ulagiimasi, okullarin etkililiginin artirilmasi
hususlarinda egitimcilere ve toplumdaki diger ilgililere fayda saglayici ipuglari verecegi beklenmektedir.

Bu arastirmanin temel amaci, 6gretmenlerin 6rgitsel maneviyat ile is performansi algilari arasindaki
iliskiyi ortaya ¢ikarmaktir. Bu temel amag kapsaminda asagidaki sorulara yanit aranmistir.

1. Ogretmenlerin érgiitsel maneviyat ve is performansi algilari ne diizeydedir?

2. Ogretmenlerin 6rgiitsel maneviyat ve is performansi algilar cinsiyet, medeni durum, 6grenim
durumu, mesleki kidem ve okul tiirline gére anlamli farkhihk géstermekte midir?

3. Ogretmenlerin 6rgiitsel maneviyati ile is performansi arasinda anlamli bir iligki var midir?

4. Orgiitsel maneviyat 6gretmenlerin is performansinin anlaml bir yordayicisi midir?

Yontem
Arastirma Modeli

Arastirma nicel bir calisma olup iliskisel arastirma modelindedir. iliskisel arastirma modelinde
gecmisteki veya halihazirdaki bir durum var oldugu sekliyle betimlenir (Memduhoglu, 2020). iliskisel
arastirma modelinde degiskenlerden birinin digerini tahmin edip etmedigi ve iki degiskenin iliskili olup
olmadig belirlenir (Akbay, 2021; Creswell, 2017). iliskisel arastirma modeli, insan davranisini agiklamak ve
olasi sonuglarini tahmin etmek icin kullanilmaktadir (Fraenkel vd., 2015). Bu arastirmanin etik kurulu onay
karari 05.01.2022 tarih ve 1881 sayisi ile Siirt Universitesi Etik Kurulu’ndan alinmistir.

Evren ve Orneklem

Arastirmanin evreni 2021-2022 egitim 6gretim yilinda Erzurum ili merkez ilgelerinde (Aziziye,
Palandtken ve Yakutiye) gorev yapan 1.645 lise 6gretmenidir. Arastirmanin 6rneklemi tabakali oranli
ornekleme yontemi ile belirlenmistir. Tabakal oranli 6rneklemde evren bagimsiz tabakalara ayrilir ve her
bir tabakanin evrendeki agirligi oraninda temsili saglanir (Biiyiikoztiirk vd., 2011; Keser-Ozmantar, 2018).
Arastirmanin evreni 6gretmenlerin gorev yaptiklar lise tlrlerine gore dort farkli tabakaya ayrilmistir.
Orneklem sayisi dort tabakadaki 6gretmen sayisina oranlanarak dagitilmistir. Arastirmanin verileri covid-
19 nedeniyle sanal ortamda toplanmistir. Sanal platformda veri toplamak icin gerekli glivenlik 6nlemleri
alinmistir. Covid-19 nedeniyle veri toplama sireci yerinde ve yiz ylze yonetilmediginden anketin
doldurulmama ve eksik doldurulma ihtimaline karsi énlem olarak 6rneklem daha biiylk tutulmustur.
Arastirmanin orneklemi 700 6gretmen olarak hedeflenmistir. Her bir tabakayl temsil edecek saydaki
ogretmene ulasilincaya kadar anket sonlandirilmamistir. Bu nedenle bazi tabakalarda temsiliyetin
Uizerinde 6gretmene ulasiimistir. Arastirmaya 728 6gretmen katilmistir. Nitekim 6rneklem biykliginin
artmas! standart hatayl dusdrirken yapilan analizin glicinl artirmaktadir (Gelman & Hill, 2007;
Tabachnick & Fidell, 2012). Arastirmaya katilan 6gretmenlerin bilgileri Tablo 1’dedir.
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Tablo 1
Arastirmaya Katilan Ogretmenlerin Ozelliklerine liskin Bilgiler

Degisken Gruplar n %
Cinsivet Kadin 414 56.9
¥ Erkek 314 431
Evli 465 63.9
M iD

edeni Durum Bekar 263 36.1
S#renim Durumu Lisans 581 79.8
J Lisansusti 147 20.2
1-2yil 223 30.6
. 3-8 yil 249 34.2
Mesleki Kidem 9-14 yil 119 16.3
15 yil+ 137 18.8
Anadolu Lisesi 251 34.5
o imam Hatip Lisesi 106 14.6

Okul Tard Fen ve Sosyal Bilimler Lisesi 59 8.1
Mesleki Teknik Anadolu Lisesi 312 429

Toplam 728 100

Tablo 1'deki verilere dayanarak arastirmaya katilan 6gretmenlerin yarisindan fazlasinin kadin oldugu
ve katilimcilarin Ggte ikisinin evli oldugu sonucuna varilabilir. Ayrica arastirmaya katilan yaklasik her bes
o6gretmenden dord lisans derecesine sahiptir. Kidem gruplari icinde en fazla katilimin oldugu grup 3-8 yil
kideme sahip olan gruptur. Katilimci sayisinin en fazla oldugu okul tiirii mesleki-teknik liselerdir.

Veri Toplama Araglari

Arastirmanin verileri ‘isyeri Maneviyat Olgegi’ ve ‘Ogretmen Is Performansi Olgegi’ kullanilarak elde
edilmistir. Isyeri Maneviyat Olgegi, Kinjerski ve Skrypnek (2006) tarafindan gelistirilmistir. Olcegin
Tiirkgeye uyarlanmasi Unal ve Turgut (2015) tarafindan yapilmistir. Olgek altili Likert tipindedir. Olgek 18
madde ve dort alt boyutludur (ise tutkunluk, gizemli deneyim, manevi bag, topluluk hissiyati). Arastirma
kapsaminda 6lgegin Cronbach alfa katsayisi 6lgek toplaminda .928, ise tutkunluk boyutunda .883, gizemli
deneyim boyutunda .837, manevi baglanti boyutunda .852, topluluk hissiyati boyutunda .820 olarak
bulunmustur.

Ogretmen s Performansi Olcegi Limon ve Sezgin-Nartgiin (2020) tarafindan gelistirilmistir. Olgegin
gecerlik ve giivenirlik analizleri belirtilen arastirmacilar tarafindan yapilmistir. Olcek besli Likert tipinde, 37
madde ve (g alt boyuttan (gorev performansi, baglamsal performans, uyumsal performans) olusmaktadir.
Arastirma kapsaminda Olgegin Cronbach's alpha glivenirlik katsayisi 6lcek toplaminda .949, goérev
performansi boyutunda .924, baglamsal performans boyutunda .871, uyumsal performans boyutunda
.910 olarak bulunmustur.

Veri Analizi

Verilerin analizinde istatistik programi kullanilmistir. Eksik dolduruldugu tespit edilen formlar veri
setinden ¢ikarilmistir. Verilerinin normal dagilip dagilmadigini tespit etmek amaciyla aritmetik ortalama,
ortanca deger, varyansyon katsayisi, histogram grafigi, carpiklik ve basiklik degerleri incelenmistir.
Verilerin dagilimini normallik varsayimi karsiladigi belirlenmistir. Arastirma verileri degerlendirilirken
betimsel istatistik (frekans, yluzde, aritmetik ortalama, standart sapma) verilerinden faydalanilimistir.
Verilerin analizinde t-testi, tek yonliu varyans analizi (ANOVA), korelasyon ve c¢oklu regresyon analizi
uygulanmistir. Arastirmada, p< .05 anlamlilik diizeyi esas alinmistir.
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Bulgular
1.0gretmenlerin Orgiitsel Maneviyat ve is Performansi Algilari

Ogretmenlerin 6rglitsel maneviyatlarina iliskin bulgular Tablo 2'de, is performanslarina iligkin bulgular
Tablo 3'tedir.

Tablo 2

Ogretmenlerin Orgiitsel Maneviyat Algilari
Orgiitsel Maneviyat n X Ss
ise Tutkunluk 728 4.82 .93
Gizemli Deneyim 728 3.97 .98
Manevi Bag 728 4.42 1.15
Topluluk Hissiyati 728 4.35 1.06
Toplam 728 4.44 .84

Tablo 2'de géruldugu gibi gére 6gretmenlerin drgiitsel maneviyat puan ortalamalari ise tutkunluk (X=
4.82), manevi bag (X= 4.42) ve topluluk hissiyati alt boyutlarinda (X= 4.35) yuksek diizeydedir. Gizemli
deneyim alt boyutu puan ortalamasi ise ortanin Uzerindedir (X= 3.97). Ayrica 6lgek toplaminda
dgretmenlerin 6rglitsel maneviyatlari yiiksek diizeydedir (X= 4.44).

Tablo 3

Ogretmenlerin Is Performansi Algilari
is Performansi n X Ss
Gorev Performansi 728 4.48 .93
Baglamsal Performans 728 3.94 .59
Uyumsal Performans 728 4.23 A7
Toplam 728 4.27 .40

Tablo 3'e gore 6gretmenlerin is performansi puan ortalamalari gérev performansi (X= 4.48), uyumsal
performans alt boyutlarinda (X= 4.23) ve 6l¢cek toplaminda (X=4.27) oldukga yiiksek diizeydedir. Baglamsal
performans alt boyutu puan ortalamasi yiiksek (X= 3.94) diizeydedir. Bu bulguya gore 6gretmenler en fazla
gorev performansi sergilerken; bunu sirasiyla uyumsal ve baglamsal performansin takip ettigi sdylenebilir.

2. Ogretmenlerin Orgiitsel Maneviyat ve is Performansi Algilarinin Bazi Degiskenlere Gore incelenmesi

Ogretmenlerin farkh degiskenlere (cinsiyet, medeni durum, grenim durumu, kidem ve okul tiirii) gére
ele alinan 6rgltsel maneviyat ve is performansi puanlarina iliskin bulgular asagida yer almaktadir. Anlaml
farklilasmanin oldugu gruplarda ilgili tablolar sunululurken farklilasmanin olmadigi gruplarla ilgili sadece
aciklayici bilgiler yer almaktadir.

Tablo 4
Cinsiyete Gére Olgek Puanlarinin Karsilastiriimasi
Kadin Erkek
Boyutlar N X Ss N X Ss T p
Gorev Performansi 414 451 .38 314 4.43 40 2418 .016*
Baglamsal Performans 414 3.91 .60 314 3.98 .59 -1.390 .165
Uyumsal Performans 414 4.18 48 314 4.30 46 -3.544 .000*
Toplam 414 4.26 .40 314 4.28 41 .822 411
*p< .05

Tablo 4'e gore 6gretmenlerin is performansi ortalama puanlari baglamsal performans alt boyutunda
ve Olcek toplaminda (t=.822, p=.411) anlamli farklilasmamaktadir. Kadin 6gretmenlerin gérev performans
ortalamalari (X= 4.51) erkek 6gretmenlerden (X= 4.43) (t= 2.418, p=.016) daha yiiksek diizeydedir. Erkek
6gretmenlerin uyumsal performans ortalamalari X=4.30) kadin 6gretmenlerden (X= 4.18) (t= -3.544, p=
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.000) daha yiiksek dizeydedir. Bu bulguya gore kadin 6gretmenler erkek 6gretmenlere goére daha yiiksek
gorev performansi sergilemektedir. Erkek 6gretmenler kadin 6gretmenlere gore daha fazla uyumsal

performans sergilemektedir.

Tablo 5
Medeni Durum Acisindan Puanlarinin Karsilastirilmasi
| Evli Bekar

Boyutlar N X Ss n X Ss T p
ise Tutkunluk 465 4.90 .90 263 4.68 .96 3.025 .003*
Gizemli Deneyim 465 4.01 1.01 263 3.90 .93 1.457 .146
Manevi Bag 465 4.49 1.15 263 4.29 1.13 2.231 .026*
Topluluk Hissiyati 465 4.37 1.08 263 4.32 1.03 .577 .564
Toplam 465 4.50 .84 263 4.34 .82 2.412 .016*
Gorev Performansi 465 4.48 .39 263 4.46 40 .678 498
Baglamsal 465 3.93 .60 263 3.96 .59 -.504 .614
Performans
Uyumsal 465 4.26 46 263 4.18 .50 2.048 .041%*
Performans
Toplam 465 4.28 .39 263 4.25 41 .886 .376

*p< .05

Tablo 5'te gorildugi gibi 6gretmenlerin 6rgltsel maneviyat puanlari, gizemli deneyim (t= 1.457, p=
.146) ve topluluk hissiyati (t= .577, p= .564) boyutunda anlaml farkhlasmamaktadir. ise tutkunluk ve
manevi bag boyutunda evli 6gretmenlerin ortalamalari bekar 6gretmenlere kiyasla anlamh derecede
yiksek dizeydedir. Ayrica 6lgek toplaminda evli 6gretmenlerin ortalamasi (X= 4.50) (t= 2.412, p= .016)
bekar Ogretmenlerin ortalamasindan (X= 4.34) yiksek dizeydedir. Tablo 5'te 6gretmenlerin is
performansi puanlari gérev performansi, baglamsal performans boyutlarinda ve 6lgek toplaminda anlamli
farklilasmamaktadir. Evli 6gretmenlerin uyumsal performans ortalamalari (X= 4.26) bekar 6gretmenlerin
ortalamalarindan (X= 4.18) (t= 2.048, p= .041) anlamli diizeyde yuiksektir.

Tablo 6
Mesleki Kideme Gére Orgiitsel Maneviyat Olgcedi Puanlarinin Karsilastiriimasi
. Karele
Boyutlar x::l:lkl X Ss V;;ye:\r;s;lln 'I[(:rral(:l sd r F p Fark
ynag P Ortal.
1-2yil 223 4.85 .85 Gruplar-arasi 1.866 3 .662 723 .544
ise 3-8yil 249 4.77 .97 Gruplar-igi 631.416 724 .872
Tutkunluk 914yl 119 478  1.00 Toplam 633.283 727
15y i1+ 137 490 .91
12yl 23 406 91 Oruplararast o oo 3 2295 2'37 .069
g:::"l'm 3-8 yil 249 389 .99  Gruplarici 701259 724  .969
v 914yl 119 385 1.08 Toplam 708.145 727
15 yil+ 137 4.08 .97
12yl 23 432 116 OrUPlararas oo, 3,837 2'614 093
g":i"e‘" 3-8 yil 249 438 109  Gruplarici  957.247 724 1322
& 9-14 yil 119 445 1.23 Toplam 965.759 727
15 yil+ 137 462 115
- *
12yl 273 4.46 1.03 Gruplar-arasi 10.121 3 3.374 2.;)8 .031 152
Il‘i’s‘;'i”'a‘fl‘ 3-8yl 249 422 109  Gruplarigi  819.209 724  1.132 452
4 914yl 119 426 111 Toplam 829330 727
15y i1+ 137 448 1.00
Toplam 12yl 223 4.48 77 Gruplar-arasi 3.840 3 1.280 1.;31 143
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3-8 yil
9-14 yil
15 yil+

249 4.37
119 4.38
137 4.56

.85
.93
.82

Gruplar-igi
Toplam

509.950
513.790

724
727

.704

*p< .05

Tablo 6'daki ANOVA sonucuna gore ogretmenlerin 6rgltsel maneviyat puanlari mesleki kidem
degiskeni agisindan ise tutkunluk, gizemli deneyim, manevi bag alt boyutlarinda ve 6lgek toplaminda
anlamli farklilasmamaktadir. Topluluk hissiyati boyutunda anlamli bir farklilik bulunmaktadir (F= 2.982; p=
.031). Bu farkin kaynagini belirlemek igin yapilan LSD testi sonucuna gbére meslege yeni baslayan
ogretmenlerin (1-2 yil) belirli bir sire sonra (3-8 yil) topluluk hissiyati azalmaktadir. Ancak ilerleyen yillarda
(15 yil ve Gzeri) tekrar artmaktadir.

Tablo 7
Mesleki Kideme Gére Is Performansi Olcedi Puanlarinin Karsilastiriimasi
] Karele
optar e o X s oo W e e
Ortal.
1-2 yil 223  4.48 42 Gruplar-arasi .007 3 .002 .014 998
Gorev 3-8yl 249 447 38 Gruplar-ici 114.503 724 .158
Performansi 9-14 yil 119 4.48 40 Toplam 114.509 727
15 yil+ 137 447 .36
1-2 yil 223 3.95 .60 Gruplar-arasi .368 3 123 341 .796
Baglamsal 3-8 il 249 391 .62 Gruplar-igi 260.544 724 -360
Performans 9-14 yil 119 3.94 .59 Toplam 260.912 727
15 yil+ 137 397 54
1-2 yil 223 4.21 .52 Gruplar-arasi 2.110 3 .703 3.103 .026*  4>1
Uyumsal 3-8yil 249 420 47 Gruplar-igi 164.099 724 .227 452
Performans 9-14 yIl 119 4.23 48 Toplam 166.208 727
15 yil+ 137 434 .39
1-2 yil 223 4.26 43 Gruplar-arasi .336 3 112 .677 .566
3-8yil 249 4.25 .40 Gruplar-ici 119.614 724 .165
Toplam EEE—
9-14 yil 119 427 .40 Toplam 119.949 727
15 yil+ 137 431 .35
*p< .05

Tablo 7'de 6gretmenlerin is performansi puanlari mesleki kidem degiskenine gore gérev performansi,
baglamsal performans boyutlari ve 6lgek genelinde anlamli farklilasmamaktadir. Uyumsal performans
boyutunda mesleki kidem agisindan anlamli farklilik bulunmaktadir (F= 3.103; p=.026). Bu farkin kaynagini
belirlemek i¢in yapilan LSD testi sonucuna goére gore 15 yil ve lzeri kidemliler, 1-2 yil ve 3-8 yil kidemlilere
kiyasla daha fazla uyumsal performans sergilemektedir.

Tablo 8
Okul Tiiriine Gére Is Performansi Olgedi Puanlarinin Karsilastiriimasi
-~ o Varyansin Kareler Kareler
Boyutlar Okul Tiirii N X Ss Kaynag1 Toplam Sd Ortal. p Fark
Anadolu L. 251 4.52 .37 Gruplar-arasi 918 3 .306 1950 .120
Gérev imam H.L. 106 4.43 .40 Gruplar-ici 113.592 724 157
Performansi Fen-Sos.B.L. 59 4.43 42 Toplam 114.509 727
Mes.-Tek.L. 312 4.46 .40
Anadolu L. 251 3.96 .64 Gruplar-arasi .684 3 228 .634 .593
Baglamsal imam H.L. 106 3.87 .57 Gruplar-igi 260.228 724 .359
Performans Fen-Sos.B.L. 59 3.96 48 Toplam 260.912 727
Mes.-Tek.L. 312 3.95 .59
Anadolu L. 251 4.30 .46 Gruplar-arasi 3.230 3 1.077 4.783 .003* 1>2
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imam H.L. 106 4.14 47 Gruplar-igi 162.978 724 .225 1>4
Uyumsal Fen-Sos.B.L. 59 434 46 Toplam 166.208 727 352
Performans

Mes.-Tek.L. 312 4.19 48 3>4

Anadolu L. 251 431 .40 Gruplar-arasi 1.134 3 .378 2.303 .076

imam H.L. 106 4.20 .39 Gruplar-igi 118.815 724 .164
Toplam

Fen-Sos.B.L. 59 428 .37 Toplam 119.949 727

Mes.-Tek.L. 312 4.25 41
*p< .05

Tablo 8'deki ANOVA sonuglari, 68retmenlerin is performansinin okul tiiri degiskenine gore gorev
performansi, baglamsal performans boyutlarinda ve 6lcek toplaminda anlaml farklilasmadigini ortaya
ctkarmistir. Ogretmenlerin uyumsal performanslarinin okul tirli degiskenine gore anlaml diizeyde
farkhlasmaktadir (F= 4.783; p= .003). Bu farkin kaynagini belirlemek icin yapilan LSD testi sonucuna gore
anadolu liselerinde gorev yapan 6gretmenlerin uyumsal performansi (X= 4.30); mesleki-teknik (X= 4.19)
ve imam hatip (X= 4.14) liselerindeki 6gretmenlere kiyasla daha yiksektir. Benzer sekilde fen lisesi ve
sosyal bilimler liselerinde gérev yapan 6gretmenlerin uyumsal performansi (X= 4.34); mesleki teknik (X=
4.19) ve imam hatip liselerinde (X= 4.14) gérev yapan 6gretmenlere kiyasla daha yiksektir.

3. Ogretmenlerin Orgiitsel Maneviyati ile is Performansi Arasindaki iliski

Ogretmenlerin orgiitsel maneviyat algilar ile is performansi algilari arasindaki iliskiyi belirlemek
amaclyla yapilan korelasyon analizi sonuglari Tablo 9’dadir.

Tablo 9
Ogretmenlerin Orgiitsel Maneviyati ile is Performansi Arasindaki lliski
Gorev Baglamsal Uyumsal Toolam
Performansi Performans Performans P
ise Tutkunluk A16%* 346** 460%* A75%*
Gizemli Deneyim .364** A418** A419** A64**
Manevi Bag .304%* 278%* .318%** .350%*
Topluluk Hissiyati .396** A33%* A61** 498**
Toplam A52%* A41** .505** .542%*
**p< 01

Tablo 9'daki korelasyon analizi, 6gretmenlerin 6rgltsel maneviyatlari ile is performanslari arasinda
pozitif, anlamli, orta dizeyde iliski oldugunu ortaya ¢ikarmistir (r=.542; p<.01). Bu bulgu, 6gretmenlerin
orgitsel maneviyat algilar arttikga is performansi algilarinin da orta dizeyde pozitif yonli artacagi
seklinde yorumlanabilir.

4. Ogretmenlerin Orgiitsel Maneviyat Algilarinin is Performansina Etkisi

Ogretmenlerin 6rgiitsel maneviyatlarinin is performanslarini yordama diizeyini belirlemeye yonelik
coklu regresyon analizi sonuglari Tablo 10’dadir.

Tablo 10
Ogretmenlerin Orgiitsel Maneviyat Algilarinin s Performansina Etkisi
[B):géli::;n Bagimsiz Degiskenler B Sh B t p
Model Sabit 3.107 .069 45.290 .000
ise Tutkunluk .078 .020 .178 3.961 .000*
is Performansi  Gizemli Deneyim .079 018 192 4.359 .000*
(Toplam) Manevi Bag -.002 .014 -.005 -.117 .907
Topluluk Hissiyati 111 .015 292 7.285 .000*
R=.564 R2=.318 F=84.119

*p<.05
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Tablo 10'da goruldugi gibi sirasiyla topluluk hissiyati, gizemli deneyim ve ise tutkunluk alt boyutlari is
performansini anlamli ve pozitif yonli yordamaktadir (F= 84.119, p< .05). Manevi bag alt boyutunun ise is
performansini yordamamaktadir (B=-.002, p> .05). Bu yordayici degiskenler, is performansinin yaklasik
%31'ini aciklamaktadir (R=.564, R*=.318).

Tartisma ve Sonug

Ogretmenlerin &rgiitsel maneviyatlari ile is performanslar arasindaki iliskiyi incelemek amaciyla
yapilan arastirmanin birinci alt problemi kapsaminda 6gretmenlerin 6rgltsel maneviyat algilarinin yiiksek
diizeyde oldugu tespit edilmistir. Orgiitsel maneviyat algisinin yiiksek olmasi 6gretmenlerin inanglarini ve
icsel degerlerini okula tasidiklariyla ve islerine yansittiklariyla agiklanabilir. Bu sonug Aksakal (2021),
Korkmaz ve Menge (2018), Rajappan ve digerleri (2017) tarafindan yapilan arastirma sonuglariyla
benzerlik géstermektedir. Ote yandan Yarim (2021a) tarafindan egitim alaninda; Avci (2019) tarafindan
isletme alaninda; Ke ve digerleri(2017) tarafindan Cin'deki akademisyenler Uzerinde; Kocabas ve
Toraman'in (2018) saghk calisanlar ile yaptiklari arastirma sonuglarinda orgilitsel maneviyatin orta
diizeyde oldugu saptanmistir. Tium bu verileri harmanladigimizda, bireylerin calistiklari sektor ve
yasadiklari cografyadan bagimsiz olarak i¢sel degerlerini, inanglarini ve maneviyatlarini (ruhsalliklarini)
belirli bir 6lglide is yerlerine tasidiklarini ve islerine yansittiklarini sdyleyebiliriz. Bu durum, insanin
ruhundan ve manevi degerlerinden bagimsiz dusinilemeyecegi ve bunlardan soyutlanamayacagi
gercekligi ile agiklanabilir. Bu bulgu insanlarin is yerine fiziksel, bilissel, sosyal ve manevi yonleriyle
ayrilmaz bir bitln olarak geldiklerini ifade eden bitiinsel maneviyat teorisini dogrular niteliktedir.

Arastirmada ayrica 6gretmenlerin manevi bag, ise tutkunluk ve topluluk hissiyati alt boyutlarinda
puanlarinin yiksek oldugu belirlenmistir. Gizemli deneyim boyutunda puanlarin ortalamanin lzerinde
oldugu tespit edilmistir. Manevi bag boyutunun yliksek dizeyde olmasi 6gretmenlerin islerini yaparken
yuce ve ilahi bir gilice baghlik hissettiklerini, isleri ile ilgili glinlik kararlarinda dini inanglarinin etkili
oldugunu gostermektedir. Arastirmaya katilan 6gretmenlerinin dini inanglarinin islerini etkilemesi alan
yazinda tartismali olan dini temelli maneviyat goriisini desteklemektedir. Diger taraftan bu bulgular
o0gretmenlerin galigirken igleriyle butlinlestigi, isten keyif aldiklari ve ylksek diizeyde pozitif enerjiye sahip
olduklariyla agiklanabilir. Bu sonug ayrica 6gretmenlerin iste anlam bulduklarini, i¢csel tatmin yasadiklarini
gdstermektedir. Ogretmenlerin galisirken kendilerini toplumun bir parcasi olarak gérdiigi, baskalariyla
derin iliskiler kurdugu ifade edilebilir. Son olarak 6gretmenlerin calisirken yiice bir amaca hizmet ettikleri
distincesine sahip olduklari sdylenebilir. Bu bulgular 6gretmenlerin islerini sadece meslegin geregi ya da
maddi kazang elde etmek amaciyla yapmadiklarinin kaniti olarak ifade edilebilir. Baska bir ifadeyle
ogretmenlerin islerinde yiliksek diizeyde manevi anlam ihtiyaci tasidiklari ve bu anlami bulduklari
soylenebilir.

Arastirmanin birinci alt problemi kapsaminda 6gretmenlerin is performansi algilarinin oldukga yiiksek
diizeyde oldugu tespit edilmistir. Bu sonug, Biiyiikgdze ve Ozdemir (2017), Hanif ve digerleri(2011)
Hatipoglu ve Kavas (2016), Limon (2019), Shalmani ve Praveena (2013), Sincer (2021) tarafindan yapilan
arastirma sonuglariyla benzerdir. Ozdemir ve Goéren (2017) dgretmen performansinin orta diizeyde
oldugunu; Adeyemi (2008), Shaikh (2015) ise O6gretmen performansinin disik dizeyde oldugunu
bulmuslardir. Ogretmenlerin yiiksek performans géstermelerinin nedenini yaptiklari ise ruhunu katarak,
yirekten, tutkuyla, sevgiyle ve biiyiik bir emekle (yani maneviyatlarini isin icine katarak) ¢calismalariyla ve
bu durumu okul kiiltiirii haline getirme ¢abalariyla agiklayabiliriz. Ayrica 6gretmenlerin yiksek performans
gostermelerinin nedenleri arasinda bu okullardaki yoneticinin ¢alisanlarla olumlu iliskileri, etik degerlerin
gozetilmesi, okulun pozitif iklim ve kiltird, fiziki ve maddi imkanlarin iyi olmasi sayilabilir. Ote yandan
o6gretmenlerin bireysel 6zelliklerinin, sahip olduklari degerlerin ve egitime bakis agilarinin, velilerin egitim
diizeylerinin ve egitime bakis acilarinin 6gretmen performansini etkilemis olabilecegi seklinde
yorumlanabilir. Arastirmada 6gretmenlerin en fazla gorev performansini sergiledikleri, bunu sirasiyla
uyumsal performans ve baglamsal performansin izledigi belirlenmistir. Bu sonucu soyle yorumlayabiliriz:
ogretmenler daha ¢ok yasal ve resmi mesleki sorumluluklarini ve goérevlerini yerine getirme konusuna
odaklanmislardir. Ayrica 6gretmenler belirsizlige tahhamiil etme, ¢ok yonli olma, degisimi ve dénisimi
yonetme, degisen sartlara uyum saglamada oldukga iyi dlizeydedirler. Son olarak 6gretmenler is birligi, is
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ahlaki, deneyim paylasma, digerlerine destek olma, yapici ¢oziim liretme konusunda iyi diizeyde olduklari
sdylenebilir. Ogretmenlerin en fazla gérevsel performansa odaklanmalarinin nedenini yasal sorumluluklar,
hesapverilebilirlik ile aciklayabiliriz.

Arastirmanin ikinci alt problemi kapsaminda 6gretmenlerin 6rglitsel maneviyat ve is performansi
algilan bazi degiskenlere (cinsiyet, medeni durum, 6grenim durumu, mesleki kidem ve okul tiirli) gére
incelenmistir. Cinsiyet degiskeninin Ogretmenlerin orgilitsel maneviyat algisini etkilemedigi tespit
edilmistir. Arastirmada, cinsiyet degiskenine gore 6gretmenlerin is performanslari, 6lgek toplaminda ve
baglamsal performans alt boyutunda anlamli bir farkhilhk gdstermemistir. Gorev performansi alt boyutu
kadin 6gretmenler lehine farklilik gdsterirken; uyumsal performans alt boyutu erkek 6gretmenler lehine
farklilagmaktadir. Bu sonuca gore kadin 6gretmenlerin erkeklere kiyasla daha fazla gérev performansi
sergiledigi; erkek o©gretmenlerin kadinlara kiyasla daha fazla uyumsal performans sergiledikleri
sodylenebilir. Limon (2019) tarafindan yapilan arastirmanin sonucu bu bulgu ile paralellik géstermektedir.
Ote yandan, Alufohai ve Ibhafidon (2015), Biiyiikgdze ve Ozdemir (2017), Sincer (2021), Tosuntas (2017)
tarafindan yapilan arastirma sonuglari, performansin cinsiyete gére degismedigini gostermektedir. Kadin
o6gretmenlerin erkeklerden daha fazla gorev performansi sergilemelerinin nedeni, toplumun kadinlara
bictigi rol tanimlari ve bu rollerin getirdigi sorumluluklarla agiklanabilir. Oyle ki, kadinlar is hayatinda birer
¢alisan iken, ev-aile hayatinda genel olarak ¢ocuk bakimindan temizlik ve mutfak islerine kadar genis bir
yelpazede sirekli caba sarf etmektedirler. Kadinlarin kendilerine bigilen bu rollere ayak uydurmaya
cahisirken erkeklere gére daha fazla sorumluluk almak zorunda kalmalari, onlarin gérev odakli olmalarina
neden olmus olabilir. Ote yandan, erkeklerin baglamsal performanslarinin yiiksek olmasinin nedenini, ev-
aile yasamlarinda daha az sorumluluk alirken, sosyal ortamlarda daha fazla zaman gegirme firsatina sahip
olmalariyla agiklayabiliriz. Dolayisiyla girdikleri yeni ortamlarda yeniliklerle karsilastiklari ve bunlara daha
kolay uyum sagladiklari seklinde yorumlanabilir.

Arastirmanin diger sonuca goére 6gretmenlerin medeni durum degiskenine gore orgiitsel maneviyat
algilar ise tutkunluk, manevi bag boyutlarinda ve 6lgek genelinde evli 6gretmenler lehine degismektedir.
Bu sonug Yarim (2021a) tarafindan yapilan arastirma ile benzerlik gostermektedir. Aksakal (2020), Avci
(2019), Cakiroglu (2017), Liang ve digerleri(2017), Kocabas ve Toraman (2018) 6rgltsel maneviyatin
medeni duruma gore degismedigini bulmustur. Evli 6gretmenlerin maneviyat ortalamasinin bekarlara
gore daha yuksek olmasinin nedeni, evli 6gretmenlerin belirli bir maddi doyum diizeyine ulastiklari igin
daha sonraki siirecte ruhsal ve igsel doyuma yonelmeleri, toplumun derdine derman olma ¢abalariyla
aciklanabilir. Bekar 6gretmenlerin ise 6ncelikle maddi doyum saglamaya calistiklari sdylenebilir. Bu
sonucun Maslow'un ihtiyaglar hiyerarsisindeki siraya paralel oldugu séylenebilir. Clinkii Maslow’un
ihtiyaclar hiyerarsisine gore bireyler alt diizeydeki ihtiyacini (fizyolojik, givenlik) belirli bir dizeyde
karsilamadan daha Ust diizeydeki ihtiyacini (sayginhk, kendini gerceklestirme) karsilayamazlar (Border,
2004). Baska bir ifadeyle insanlar barinma, tcret, miilkiyet glvenligi, kendini ve ailesini emniyet icinde
hissetme gibi alt diizeydeki maddi ihtiyaglarini belirli bir diizeyde tatmin ettikten sonra daha Ust diizeydeki
sayginlik, basari, baskalarinca benimsenme, takdir edilme, kendini gergeklestirme gibi manevi ihtiyaglarini
tatmin edebilir.

Ogretmenlerin is performansi medeni durum degiskenine gére uyumsal performans alt boyutunda evli
dgretmenler lehine degismektedir. is performansi agisindan diger alt boyutlarda ve 6lcek genelinde
medeni duruma gore anlamli bir farkhlik ortaya ¢tkmamustir. Dilekgi (2018), Seyidoglu (2020) tarafindan
yapilan ¢alismalar da benzer sonuglara sahiptir. Evli 6gretmenlerin bekarlara gére daha yiksek uyumsal
performans gostermeleri, bu bireylerin evlilikle birlikte ayni evde yeni bir kisiyle yasamalari, yeni aileler,
kiltar ve ortamlar tanimalari bu yeniliklere/degisime uyum saglamalari ve ardindan gelisimsel 6zelikleriyle
bir biitiin olan bireylerin bu &zelliklerini is hayatlarina da yansitmalariyla agiklanabilir. Ote yandan Avci
(2019), Limon (2019), Oselumese ve digerleri (2016), Sincer (2021) arastirma bulgulari medeni durum
degiskeni agisindan performansin anlaml bir sekilde degismedigini ortaya koymustur. Arastirmada ayrica
6grenim durumu degiskeninin 6gretmenlerin orgltsel maneviyat algisini etkilemedigi belirlenmistir.
Arastirma sonucunda benzer sekilde 6grenim durumu degiskeninin 6gretmenlerin is performansini
etkilemedigi tespit edilmistir.
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Ogretmenlerin &rgiitsel maneviyatlarinin mesleki kidem degiskenine gére topluluk hissiyati alt
boyutunda anlamh diizeyde farklilastigi tespit edilmistir. Diger alt boyutlarda ve 6lgegin toplaminda
anlamli bir farklilik bulunamamistir. Buna gore 1-2 yil kidemli 6gretmenler, 3-8 yil kidemlilere gore daha
fazla topluluk duygusuna sahiptir. Ote yandan, 15 yil veya daha fazla deneyime sahip &gretmenler, 3-8
yillik deneyime sahip 6gretmenlere gore daha biyik bir topluluk duygusuna sahiptir. Bu sonuglara dayal
olarak meslege yeni baslayan 6gretmenlerin baslangicta baskalariyla daha derin iliskiler kurmaya ve birlik
ruhu iginde hareket etmeye istekli olduklari séylenebilir. Ancak zamanla iligkilerin samimiyetsizlik, gliven
sorunlari, yakinlk kuramama, bagkalari tarafindan anlagsiilmama, rekabet gibi nedenlerle bozuldugu ve
dolayisiyla topluluk duygusunun azaldigi seklinde yorumlanabilir. Bu azalan topluluk duygusunun 15 yil ve
Uzeri kidemle yeniden artmasinin nedenini su sekilde agiklanabilir: uzun yillara dayanan tecriibeyle birlikte
o6gretmenler arasinda sosyal agidan daha derin, glivene dayali kokli iliskiler, dostluklar kurulmakta ve bu
sayede grubun bir parc¢asi olma duygusu artmaktadir. Aksakal (2020), Cakiroglu (2017) arastirmalarinda
orgitsel maneviyatin kideme goére 6nemli 6lclide degismedigi sonucuna varmistir. Bu sonug arastirmada
kidem agisindan elde edilen diger bulgularla benzerdir. Avci (2019) arastirmasinda, kidemi 15 yildan az
olanlar lehine; Sandhu (2017) arastirmasinda 15 yildan fazla kideme sahip akademisyenler lehine bir
sonuca ulagmistir.

Arastirmanin ikinci alt problemi kapsaminda 6gretmenlerin is performansi, uyumsal performans alt
boyutunda mesleki kideme gére anlamh farklilik gdstermektedir. Ogretmenlerin performansi 6lgek
genelinde ve diger boyutlarda anlamli farklilik gostermemektedir. Buna gére, mesleki kidemi 15 yil ve tzeri
olan 6gretmenler, 1-2 yil ve 3-8 yil kideme sahip 6gretmenlere gore daha yiiksek uyumsal performansa
sahiptir. Bu bulgudan hareketle 6gretmenlerin mesleki kidemleri arttikga uyum performanslarinin da buna
paralel olarak arttig sdylenebilir. Bu sonucun nedeni su sekilde agiklanabilir: kidemi yiksek olan
ogretmenler, goreve yeni baslayan 6gretmenlere kiyasla sahip olduklari deneyimleri sayesinde daha
isabetli kararlar verebilmektedir. Bu 6gretmenlerin sartlar ne olursa olsun uyum sagladiklari, mesleki
zorluklara karsi direng goésterdikleri ve degisime hizla uyum saglayarak islerini en iyi sekilde yapmaya
calistiklari seklinde yorumlanabilir. Ote yandan 6zellikle meslege yeni baslayan 6gretmenlerin 6zellikle
aliskin olduklari kiiltirden farkh bir bolgeye atandiklarinda buradaki kiltire, kiltarel farkliliklara, sosyal
ortama uyum saglamada zorluk yasamalari onlarin uyumsal performansinin disiik olmasina neden olmus
olabilir. Dilbaz-Sayin (2017), Sincer (2021) arastirmalarinda mesleki kideme gére is performansinin anlamli
degismedigini belirlemistir. Bu sonuglar kidem agisindan arastirmanin diger bulgulariyla paraleledir.

Ogretmenlerin &rgiitsel maneviyat algilarinin okul tiiriine gére anlaml bir farkllik géstermedigi tespit
edilmistir. Ancak 6gretmenlerin is performansi algilari okul tiiriine gére uyumsal performans boyutunda
anlamli farklilik gostermektedir. Diger boyutlarda ve 6lgek toplaminda anlamli bir farklilik bulunamamistir.
Bu sonuca goére anadolu, fen ve sosyal bilimler liselerindeki 6gretmenlerin uyum performanslari imam
hatip ve meslek teknik liselerindeki 6gretmenlere gére daha yliksektir. Bu sonuca dayali olarak anadolu,
fen, sosyal bilim lisesi dgretmenlerin yenilige ve degisime daha acik olduklari sdylenebilir. Ote yandan bu
bulgu imam hatip ve meslek teknik liselerinde gérev yapan 6gretmenlerin daha tutucu olduklari ve
degisime direng gosterdikleri seklinde yorumlanabilir. Bu bulgunun nedeni farkh lise tirlerinin sahip
oldugu mifredat ve okul amaglariyla da ilgili olabilir. Alan yazinda okul kademelerine (okul dncesi-lise) ve
okul tdrine (devlet-6zel) gore o6gretmenlerin is performanslarina iliskin arastirma sonugclari
bulunmaktadir. Karayilan (2022), Ozbek (2022) 6gretmenlerin performansinin okul tiiriine (6zel-devlet)
gore degismedigini gostermektedir. Lev ve Koslowsky (2012) arastirmalarinda baglamsal performansla
okul diizeyi arasinda iliski olmadigini bulmuslardir. Bu bulgular arastirma sonuglariyla benzerdir. Collie ve
Martin (2017), 6gretmenlerin uyumsal performansi ile okul diizeyi arasinda anlamli bir iliski olmadigini
bulmustur. Bu bulgu arastirma sonucuyla gelismektedir. Bunun nedeni kultirel 6zellikler ve farkhliklar
olabilir. Alkis ve Glingdrmez (2015), Kog ve digerleri (2009), Limon (2019) tarafindan yapilan arastirmalarin
sonuglari okul kademesi (okul 6ncesi-lise) distiikce 6gretmen performansinin arttigini géstermektedir.
Nitekim okul o6ncesi ve ilkokulda Ogrencilerin 6zerkliginin dislik olmasi 6gretmenlere daha fazla
sorumluluk ve bu kapsamda performans gereksinimi yiklerken ortaokul ve lisede 6grenciler daha 6zerk
ve kendi sorumluklarini almalarindan dolayr 6gretmenlerin daha az sorumluluk almalari yeterli
olabilmektedir.
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Aragtirmanin Uglinci alt problemi kapsaminda 06gretmenlerin oOrglitsel maneviyatlari ile is
performanslari arasinda orta diizeyde pozitif ve anlamli bir iliski saptanmistir. Ayrica 6lgeklerin alt
boyutlari arasinda da orta diizeyde, pozitif anlamli iligki bulunmustur. Benzer sekilde Ashmos ve Duchon
(2000), Avci (2019), Garcia-Zamor (2003), Karakas’in (2010) arastirma sonuglari érgilitsel maneviyatla is
performansi arasinda pozitif anlamli bir iliski oldugunu géstermektedir. Son olarak, 6rgiitsel maneviyat alt
boyutlarinin (sirasiyla topluluk hissiyati, gizemli deneyim, ise tutkunluk) is performansini anlamli, pozitif
yonliu yordadigi belirlenmistir. Bu sonuca gore 6gretmenlerin ‘topluluk hissiyat' (6gretmenlerin is
arkadagslariyla ortak amaca sahip olmalari, onlara yakinlik ve gliven hissetmeleri, kendilerini orgiit
toplulugunun bir pargasi olarak gérmeleri) onlarin is performanslari Gzerindeki goreli en 6nemli etkendir.
Ogretmenlerin drgiitsel maneviyatlari is performanslarinin yaklasik %31'ini acikladigi belirlenmistir. Avci
(2019), Gotsis ve Kortezi (2008), Karakas (2010), Schutte (2016), Yarim (2021b) tarafindan yapilan
arastirma sonuglari da o6rgitsel maneviyatin is performansini anlamh ve pozitif yonde etkiledigini
gostermektedir. Karakas (2010) arastirmasinda orgilitsel maneviyatin calisanlarin moralini, baghhgini,
topluluk duygusunu ve trretkenligini artirdigini, gcalisanlarin is yerindeki stresini ve tiikenmisligini azalttigini
belirlemistir. Ayrica galisanlarin is yerinde anlam ve amag bularak daha iyi performans gosterdigini, daha
Uretken ve yaratici oldugunu ortaya koymustur. Mitroff ve Denton (1999) arastirmalarinda, ¢alisanlarin isi
anlamli bulmalarinda ve daha iyi performans gostermelerinde maneviyatin etkili oldugunu bulmuslardir.
Gull ve Doh (2004) ise c¢alisanlarin islerinde anlam bulduklarinda daha sorumlu, etik, isbirlikci ve yaratici
bir sekilde calisabileceklerini belirtmislerdir. Paloutzian vd. (2003; akt., Karakas, 2010) isin daha yiksek bir
amaca hizmet ettigi dislincesinin bireyin isine baghhgini ve tGretkenligini artirdigini ifade etmistir.

Arastirmanin bu sonuglari bize 6rgiitsel maneviyat ile is performansinin iliskili oldugunu ve 6rgitsel
maneviyatin 6gretmenlerin performansini 6nemli 6lglide etkiledigini gostermektedir. Bu sonug, simdiye
kadar goz ardi edilen maneviyatin aslinda 6gretmen performansinda ne kadar 6nemli oldugunu ortaya
koymaktadir. Bu tespitleri su sekilde yorumlayabiliriz: 6gretmenin ruhunu, tutkularini, inanglarini, kalbini,
degerlerini, sevgisini ve coskusunu (kisacasi maneviyatini) isine dahil etmesi, yaptigi iste anlam ve yice bir
amac bulmasina neden olur. Ogretmenlerin yaptiklari iste anlam ve yiice bir amag¢ bulmasi onlarin
performanslarini olumlu yonde etkiler. Baska bir ifadeyle ruhsal, psikolojik ve diger 6zellikleriyle ayrilmaz
bir butiin olan 6gretmenlerin bu 6zelliklerini is yerine tasima, ulvi bir amaca hizmet etme, isinde anlam
bulma, is arkadaslariyla pozitif bag kurma ve kendi degerleriyle 6rgiitiin degerleri arasinda uyum yakalama
¢abasi onlarun performanslariina olumlu yansimistir diyebiliriz.

Egitim sisteminin temel unsuru (Panda & Mohant, 2003) ve 68renci basarisini etkileyen en onemli
faktérlerden biri olarak 8gretmenler gériilmektedir (Rivkin, Hanushek ve Kain, 2005). Ozellikle 6grencilerin
o6grenmelerini ve akademik basarilarini etkileyen en 6nemli faktoriin 6gretmenlerin performansi oldugu
vurgulanmaktadir (Darling-Hammond, 2000). Bu baglamda 6&gretmen performansindaki artisin
Ogrencilerin ve okulun performansina/basarisina yansiyacagl yadsinamaz bir gercektir. GUnumiz
diinyasinda okullar arasi rekabet (st diizeydedir, okuldaki performans ve basari kritik Gneme sahiptir. Bu
nedenle basarili/yliksek performans gosteren 6grenci/okul igin gerekli olan, 6gretmenin is yeri maneviyati
ile performansinin yikseltilmesi; ardindan bunun bir yansimasi olarak 6grencinin ve okulun basarisinin
arttinlmasidir. Bu kapsamda okullarda yiksek ve surdirilebilir basari igin is yeri maneviyatinin okul
kiltlri haline getirilmesi gerekmektedir.

Ogretmenlerin 6rgiitsel maneviyati ve is performansi arasindaki iliskinin ele alindigi bu arastirma
kapsaminda elde edilen veriler i1s18inda; 6rglitsel maneviyat kavraminin egitim bilimleri ulusal alan
yazininda yeterince ¢alisiimadigi géze ¢carpmaktadir. Maddenin deger gérdigi mananin bir kenara itildigi
glinimuiz dinyasinda egitim bilimcilerin insan i¢ dlinyasini, ruhunu, 6ziini kisaca yasamin manasini konu
edinen bu kavrami daha sik ele almalarini 6nerebiliriz. Kavrami derinlemesine incelemek ve anlamak lizere
kavramin her bir boyutunun nitel ve karma arastirmalara konu edinilmesini énerebiliriz. Ayrica ihtiyag
duyulmasi halinde okullarda ve farkl érgltlerde kullanmak tizere 6rglitsel maneviyat ¢cergeve programinin
olusturulmasini énerebiliriz. Ogretmen performansinin diisiik oldugu okullar tespit edilerek bu okullarda
calisan 6gretmenlerin gorev askinligini, ise tutkunluklarini artirmak icin hazirlanan 6rgiitsel maneviyat
programinin uygulanmasini, sonuglarinin degerlendirilmesini ve faydaliysa yayginlastirilmasini
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Onerebiliriz. Son olarak okullarda 6gretmenleri maneviyatlarini Ozgiirce yasayabilecegi ortamin ve
kiltarun olusturulmasini 6nerebiliriz.

Arastirmanin Sinirliliklan

Arastirma 2021-2022 egitim 6gretim yilinda Erzurum il merkezindeki kamu liselerinde goérev yapan
dgretmenlerden elde edilen verilerle sinirhdir. Arastirma, 'isyeri Maneviyati Olcegi' ve 'Ogretmen Is
Performansi Olgegi' ile elde edilen verilerle sinirlidir. Salgin nedeniyle veriler gevrimici ortamda
toplandigindan, verilerin glivenirligi cevrimici ortamda elde edilebilecek verilerin glivenirlik derecesi ile
sinirlidir. Bu arastirmanin her asamasinda etik kural ihlalini énlemek igin “Yuksek&gretim Kurumlari
Bilimsel Arastirma ve Yayin Etigi Yonergesi’nde bulunan tiim kurallara uyulmustur.
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