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Abstract

Problem Statement: Scientists support that success cannot be achieved
through schools with a bureaucratic structure in which top-down relation
is emphasized but rather with a decentralized structure of authority.
Scientists also posit that participative management is the best approach.
Participation or participative leadership is defined as deciding jointly or as
the shared influence for deciding between superiors and subordinates.
From this standpoint, participative management has focused on allocating
decision-making authority and sharing power. It is vital for schools to
apply innovations to be effective. Leadership is one of the most important
factors affecting organizational innovation. Participative leaders
encourage teachers to find new opportunities, generate new information,
and perform. Thus, it can be asserted that participative leadership
behavior effects change-oriented organizational citizenship behavior.

The motivational model used to explain the effect of participative
leadership behaviors of superiors on the work performance of
subordinates asserts that participation in decision making provides
intrinsic rewards for subordinates. It has been indicated within research
results that participative leadership affects subordinates’” behavior by
means of intrinsic motivation.
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Purpose of the study: This study aimed to explore the mediating role of
intrinsic motivation on the relationship between participative leadership
and change-oriented organizational behavior.

Method: The survey model was used in this study. The participants
included 850 teachers randomly selected from 68 elementary schools in
the center of Nigde and its districts in Turkey. Three different instruments
were used in this study. The scales were translated using the translation
and back translation method. In order to examine the construct validity of
the scales, exploratory factor analysis and confirmatory factor analysis
were used. Structural equation modeling was conducted using the LISREL
8.7 computer program for the mediating test.

Findings: Participative leadership was a significant predictor of change-
oriented organizational citizenship behavior ($=0.26, p<.01) and intrinsic
motivation ($=0.27, p<.01). A significant relationship between change-
oriented organizational citizenship behavior and intrinsic motivation
(B=0.75, p<.01) was present. Intrinsic motivation fully mediated the
relationship between participative leadership and change-oriented
organizational behavior (=0.06, t=1.87).

Conclusion and Recommendations: Results indicated that participative
leadership  significantly affected change-oriented organizational
citizenship and intrinsic motivation. A significant relationship was found
between change-oriented organizational citizenship and intrinsic
motivation. It was determined that intrinsic motivation fully mediated the
relationship between participative leadership and change-oriented
organizational citizenship behavior.

Key Words: Participative management, participative leadership, change-
oriented organizational citizenship, intrinsic motivation.

Introduction

Today, schools have dynamic, fast-paced environments. This has necessitated
schools to have a flexible structure and to quickly accommodate changing contexts
(Somech, 2010). Reforms emphasizing school-based management asserted
participative management to be the main means by which to improve schools
(Somech, 2002). Scientists support that success cannot be achieved in schools with a
bureaucratic structure in which top-down relationships are emphasized but with a
decentralized authority structure. Scientists also purport that participative
management is the best management approach. Thus, research, policies and
applications about participative decision making in schools continue to be a central
theme (Smylie, 1992; Smylie, Lazarus & Brownlee-Conyers, 1996; Somech, 2002;
Somech, 2010).
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Miller and Monge (1986) asserted that participation has many conceptualizations
from delegation to joint decision making and defined participation as joint decision
making. Similarly, participation or participative leadership is defined as deciding
jointly or as the shared influence in deciding between superior and subordinate
through hierarchy (Wagner & Gooding, 1987). From this standpoint, participative
management has focused on allocating decision-making authority and sharing
power. Somech (2010) stated that participative decision making is a formal
participation strategy, includes direct participation of groups, and has a claim to
effect the decision of groups, and participation is relevant in important matters.
According to the literature, participating in decision making will raise the social
capacity for a perfect school and the quality of decisions, increase the motivation of
teachers, contribute to the quality of work life, and improve professional training and
the democratic school environment (Smylie, 1992; Smylie, et al., 1996; Somech, 2010).

Participative decision making increases the motivation level of teachers and thus
affects individual and organizational outcomes (Somech, 2010). Participation of
teachers in the decision-making process allows managers to access information about
the source of problems related to instruction and thus improve the quality of
instructional decision. This will also increase teachers’ loyalty to managerial
decisions and their willingness to apply them (Smylie, 1992; Smylie et al., 1996;
Somech, 2010).

Participative leaders consult employees, ask for suggestions, and consider
employee opinions (Chen & Tjosvold, 2006). Participative managers encourage
teachers to seek out new opportunities and to learn by acquiring, sharing and
connecting information (Somech, 2010). Chen and Tjosvold (2006) asserted that in
joint decision making and constructive controversy, a method in which views are
expressed directly, others’” views aim to be understood and opinions are used for
solving problems. So it can be said that participative leaders have a role in creating
organizational learning opportunities and encouraging innovation.

Much research exists concerning the participation of teachers in the decision
making process. The relationship between participative decision making or
participative leadership and instructional improvement (Smylie et al., 1996),
organizational commitment (Huang, Shi, Zhang & Cheung, 2006), satisfaction, and
performance (Benoliel & Somech, 2010) has been examined. Results of these studies
indicate that the relationship between participative decision making and these
variables is positive and significant. As a result of their meta-analytic review, Miller
and Monge (1986) suggested that participation affects both satisfaction and
productivity. Smylie (1992) noted that teachers are willing to participate the most in
decision making regarding curricular instruction and staff development and the least
in decisions regarding personnel and general management.

Participative Leadership and Change-Oriented Organizational Citizenship

High competition in today’s schools necessitates teachers endeavoring beyond
their formal job description (Bogler & Somech, 2004; Somech & Bogler, 2002). Schools
in face of changing conditions have been more dependent on teachers being willing
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to perform beyond formal job requirements. In organizational literature, non-
prescribed organizationally beneficial behaviors part from obliged behaviors based
on formal role obligations. Bateman and Organ (1983) described the non-prescribed
behaviors as organizational citizenship behavior.

Organ (1988) defined organizational citizenship behavior (OCB) as “individual
behavior that is discretionary, not directly or explicitly recognized by the formal
reward system, and that in the aggregate promotes the effective functioning of the
organization” (p. 4). According to Somech (2010), participative management
enhances teachers’ justice and sense of trust. If teachers perceive justice in schools,
they enact organizational citizenship behaviors more frequently and implement
decisions. Bogler and Somech (2005) found a significant relationship between
participative leadership and OCB within educational organization.

The scholars examined the relationship between OCB and many variables (Tastan
& Yilmaz, 2008). It is accepted that OCB is effective on organizational success. The
relationship of generally affective morale factors like fairness, commitment,
satisfaction and perception of supportiveness with organizational citizenship
behavior has been indicated (Bateman & Organ, 1983; Organ & Ryan, 1995; Sezgin,
2005). The relationship between job attitudes, task variables and various leadership
variables, and organizational performance and organizational citizenship behavior
has been found (Podsakoff, MacKenzie, Paine & Bachrach, 2000).

Podsakoff et al. (2000) asserted seven common themes about organization
citizenship behavior to be helping behavior, sportsmanship, organizational loyalty,
organizational compliance, individual initiative, civic virtue and self-development.
Choi (2007) indicated that these themes apart from individual initiative can fall into
one the categories of promotion or affiliation. He asserted that individual initiative
differentiates from others in terms of voluntary acts of creativity and innovative acts
to improve organizations” performance and associated this concept to the change-
oriented organizational citizenship behavior concept. Individual initiative includes
voluntary acts of creativity and innovations designed to improve a task (Podsakoff et
al., 2000).

Choi (2007) defined change-oriented OCB as “constructive efforts by individuals
to identify and implement changes with respect to work methods, policies, and
procedures to improve the situation and performance” (p. 469). This concept is
related with employees’ declaration, suggestion and application of thoughts
(Seppala, Lipponen, Bardi & Pirttila-Backman, 2012). Some research has been
conducted on change-oriented organizational citizenship behavior within business
organizations (Choi, 2007; Bettencourt, 2004; Seppala et al., 2012). Conducting similar
studies within educational organizations can contribute to the effectiveness of
schools.

It is vital today that schools apply innovations for being effective (Somech, 2010).
Leadership is one of the most important factors affecting organizational innovation
(Jung, Chow & Wu, 2003). Creativity is defined as the generation of novel and useful
ideas, and innovation is defined as the successful implementation of these ideas
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within an organization (Amabile, Conti, Coon, Lazenby & Herron, 1996, Woodman,
Sawyer & Griffin, 1993). Participative leaders encourage teachers to find new
opportunities, generate new information and perform (Somech, 2010). Thus, it can be
asserted that participative leadership behavior effects change-oriented organizational
citizenship behavior.

Participative Leadership and Intrinsic Motivation

The motivational model used to explain the effect of participative leadership
behaviors of superiors on the work performance of subordinates asserts that
participation in decision making provides intrinsic rewards for subordinates (Huang,
Iun, Liu & Gong, 2010). Deci and Ryan (1985) categorized motivation as intrinsic or
extrinsic and indicated that intrinsic motivation resulted from competence,
autonomy and relatedness needs. Studies demonstrated that when the three needs
are satisfied, intrinsic motivation increases, and when they are thwarted, motivation
diminishes (Ryan & Deci, 2000a). Intrinsic motivation is performing an act inherently
because it is interesting and enjoyable, not because of external restraints and rewards
(Ryan & Deci, 2000b).

Participative leadership is accepted as a source of intrinsic motivation. It is
asserted within motivational model that participation in the decision making process
enhances subordinates” motivation, which positively affects performance (Huang, et
al., 2010). Subordinates” participation in the decision making process fosters their
psychological ownership, self-efficacy and sense of control, so their autonomy and
level of intrinsic motivation increase (Huang at al., 2010; Bogler & Somech, 2005;
Somech, 2010). Studies on this subject stated that supporting autonomy and low
control perceptions increase motivation (Deci & Ryan, 1987; Ryan & Deci, 2000a;
Ryan & Deci, 2000b). It has been found that there is a significance relationship
between participative leadership and intrinsic motivation (Huang et al., 2010; Bogler
& Somech, 2005; Somech, 2005).

The motivational model is one of the main explanatory frameworks researchers
use to identify the reasons for organizational citizenship behaviors (Huang et al.,
2010). Somech (2010) introduced an analytical model asserting participative decision
effects school outcomes like innovation, organization citizenship and teacher
outcomes like job satisfaction through motivational and cognitive mechanisms. Ryan
and Deci (2000a) stated that intrinsic motivation results in high-level learning and
creativity. Tierney, Farmer and Graen (1999) found a positive relationship between
intrinsic motivation and creativity. It has been indicated within research results that
participative leadership affects subordinates’ behavior by means of intrinsic
motivation (Huang et al., 2010; Bogler & Somech, 2005).

The purpose of this study is to investigate the mediating effect of intrinsic
motivation on the relationship between participative leadership and change-oriented
organizational citizenship behavior. In accordance with this aim, the study seeks
answers for the following questions:
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1. Is there any relationship between participative leadership and change-oriented
organizational citizenship behavior and intrinsic motivation?

2. Is there any relationship between change-oriented organizational citizenship
behavior and intrinsic motivation?

3. Does intrinsic motivation mediate the relationship between participative
leadership and change-oriented organizational citizenship behavior?

Method
Research Design

The relational model was used to investigate the relationship among participative
leadership, change-oriented organizational citizenship behavior and intrinsic
motivation.

Participants

The participants included 850 teachers randomly selected from 68 elementary
schools in the center of Nigde and its districts in Turkey. Of the total, 410 were
female (48.2%) and 440 were male (51.8%). The majority of teachers (49.8%) had 1 to
10 years of professional experience. Most of the teachers (46.7%) were 31 to 40 years
old.

Instruments

Three different instruments were used in this study. The scales were translated
using the translation and back translation method. In order to examine the construct
validity of the scales, exploratory factor analysis (EFA) and confirmatory factor
analysis (CFA) were conducted. Explanatory factor analysis was conducted
separately to examine the construct validity of each scale. The selection of a factor
was based on the criteria eigenvalue >1.00 and factor loading >.50. It was found that
the items clustered into a single factor. These findings support the original constructs
of the scales (Arnold, Arad, Rhoades & Drasgow, 2000; Choi, 2007; Tierney, Farmer &
Graen, 1999). Types of goodness-of-fit measures are: GFI= .99, CFI= 1.00, NFI= 1.00,
RMSEA= .05, AGFI=.88 for the participative leadership scale; GFI= 1.00, CFI= .99,
NFI= .99, RMSEA= .04, AGFI=.95 for change-oriented organizational citizenship
behavior; and GFI= .99, CFI= 1.00, NFI= 1.00, RMSEA= .05, AGFI=.97 for intrinsic
motivation scale. The results suggest a good fit for the construct validity of the scales
(Schermelleh-Engel, Moosbrugger & Miiller, 2003; Schumacker & Lomax, 2004). The
participants used a 5-point Likert type scale ranging from 1 (strongly disagree) to 5

(strongly agree).
Participative Leadership
Participative leadership was measured using six items adopted from the

“Empowering Leadership Questionnaire” developed by Arnold, Arad, Rhoades and
Drasgow (2000). Example items are: “Encourages teachers to express ideas and
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suggestions” and “Listens to teachers’ suggestions and ideas.” The reliability of the
scale was .89.

Change-Oriented Organizational Citizenship Behavior

The Change-Oriented Organizational Citizenship Behavior Scale developed by
measured with Choi (2007) was used for determining teachers’ change-oriented
organizational citizenship behavior in elementary schools. The scale consists of four
items. Examples of items are: “I frequently come up with new ideas or new work
methods to perform my task”, “I often suggest work improvement ideas to others.”
The reliability level of the scale was .78.

Intrinsic Motivation

Intrinsic motivation was measured by using the intrinsic motivation scale
developed by Tierney, Farmer and Graen (1999). The scale contains five items.
Sample items are: “I enjoy finding solutions to complex problems” and “I enjoy
creating new procedures for work tasks.” The internal consistency reliability of the
scale was .86.

Structural Equation Modeling (SEM) was conducted using the LISREL 8.7
computer program. A three-step procedure was proposed by Baron and Kenny
(1986) to test the mediation model. According to Baron and Kenny (1986) three
criteria must be met to support mediated relationship:

1. The independent variable must be related to the mediating variable.

2. The independent variable must be related to the dependent variable.

3. The mediating variable must be related to the dependent variable with the

independent variable controlled in the model.

If the relationship between the independent variable and the dependent variable
is not significant when controlling for the mediator variable, full mediation is
present. If the relationship between the independent variable and the dependent
variable is reduced in the last step, while remaining significant, partial mediation is
present.

Results

Table 1 presents the means, standard deviations and correlations for participative
leadership, change-oriented organizational citizenship behavior, and intrinsic
motivation.

Table 1.

Mean, Standard Deviation and Correlation

Variables X Ss 1 2 3
1. Participative Leadership 4.23 0.73 1.00 0.26* 0.27*
2. Change-Oriented OCB 4.08 0.59 1.00 0.76*
3. Intrinsic Motivation 4.35 0.52 1.00

*p<.01



188 | Mesut Sagnak

Table 1 indicates that participative leadership is significantly related to change-
oriented organizational citizenship behavior (r=0.26, p<.01) and intrinsic motivation
(r=0.27, p<.01). Results show a significant relationship between change-oriented
organizational citizenship behavior and intrinsic motivation (r=0.76, p<.01). The
highest positive relationship is found between change-oriented organizational
citizenship behavior and intrinsic motivation. The Structural Equation Modeling was
administrated using the LISREL 8.7 computer program, and results are presented in
figure 1.

Intrinsic motivation

e

0.27* 0.75*

Participative 0.06 > Change-oriented
leadership (0.26%) OCB

Figure 1. The Mediating Effect of Intrinsic Motivation. (*p<.01).

Figure 1 shows that participative leadership is significant predictor of change-
oriented organizational citizenship behavior ($=0.26, p<.01) and intrinsic motivation
(p=0.27, p<.01). There is a significant relationship between organizational citizenship
behavior and intrinsic motivation (f=0.75, p<.01). Intrinsic motivation fully mediates
the relationship between participative leadership and change-oriented organizational
citizenship behavior ($=0.06, t= 1.87). According to the model proposed by Baron
and Kenny (1986), intrinsic motivation serve as a full mediator of the relationship
between participative leadership and change-oriented organizational citizenship
behavior.

Discussion

This study aimed to investigate the relationship among participative leadership,
change-oriented organizational citizenship behavior and intrinsic motivation. Results
indicate that participative leadership significantly effects change-oriented
organizational citizenship behavior and intrinsic motivation. A significant
relationship was found between change-oriented organizational citizenship behavior
and intrinsic motivation. It was determined that intrinsic motivation fully mediated
the relationship between participative leadership and change-oriented organizational
citizenship behavior. These findings coincide with the results of previous empirical
studies.
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Today, it can be said that participative leaders contribute to the effectiveness of
school. Participative leaders share their power with teachers and include them in the
decision making process. They ask for teachers’ opinions during this process and
regard them before deciding. Teachers’ participation in the decision making process
improves their sense of justice and trust. This improves teachers’ organizational
citizenship behaviors (Somech, 2010). Many researchers found the relationship
between participative leadership and organizational citizenship behavior (Bogler &
Somech, 2004, 2005; Somech & Bogler, 2002).

Participative management significantly affects individual and organizational
outcomes by increasing teachers’ level of motivation (Somech, 2010). Including
teachers in decisions teachers improves their sense of autonomy and increases their
intrinsic motivation level. (Huang et al., 2010; Ryan & Deci, 2000a; Somech, 2010). In
some studies, a positive relationship has been found between participative
management and intrinsic motivation. (Huang et al., 2010; Bogler & Somech, 2005;
Somech, 2005). Participative management ensures improvement of teachers’
attitudes. According to some studies, there is a positive relationship between
participative management and the level of teacher satisfaction and commitment
(Benoliel & Somech, 2010; Huang, et al., 2006; Miller & Mong, 1986).

It can be noted that participative management increases the creativity and
innovation practices of schools by enhancing intrinsic motivation of teachers
(Somech, 2005). It has been suggested that leadership has direct and indirect effects
on member creativity (Jung et al., 2003; Redmond, Mumford & Teach, 1993). It was
determined that a positive relationship exists between leadership styles and
creativity in organizations (Jung et al., 2003; Redmond et al., 1993). Within this
research, a positive relationship between leadership style and change-oriented
organizational citizenship behavior has been found. According to this finding, it can
be said that participative leadership increases change-oriented organizational
citizenship behavior.

In the present study, participative management is shown to predict change-
oriented organizational citizenship behavior by means of intrinsic motivation. In
other words, participative management increases intrinsic motivation, and it causes
change-oriented organizational citizenship behavior. This result is in accordance
with research results within the literature (Huang, et al.,, 2010; Bogler & Somech,
2005).

Participative management can be said to evoke intrinsic motivation and this
result supports analytic studies asserting it causes organizational outcomes. Somech
(2010) asserted that participative management evokes cognitive mechanism
alongside intrinsic motivation. This hasn’t been examined within this research.
Organizational effects of participative management can be examined by means of
cognitive mechanism.
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Katilima Liderlik ve Degisim Yonelimli Orgiitsel Vatandashk:
Icsel Motivasyonun Aracilik Etkisi

Ozet
Atif:

Sagnak, M. (2016). Participative leadership and change-oriented organizational
citizenship: The mediating effect of intrinsic motivation. Eurasian Journal of
Educational Research.62, 181-194, http:/ /dx.doi.org/10.14689/ ejer.2016.62.11

Problem Durumu: Icinde bulundugumuzun ¢agda okullar, degisimin ¢ok hizh
yasandig1 dinamik bir cevreyle karsi karsiyadir. Bu durum okullarin degisen
baglamlara hizli uyum saglamasini ve esnek bir yapiya sahip olmasint zorunlu hale
getirmistir. Okulu yeniden yapilandirma ve okula dayali yonetime vurgu yapan
reform hareketleri, okulu gelistirmede temel ara¢ olarak katilimci yonetimi ileri
stirmiislerdir. Bu siirecte bilim adamlari, geleneksel ast-tist iliskisinin vurgulandig:
biirokratik yapidaki okullarla elde edilemeyecek basarilarin, yetkilerin dagitilmasi ve
merkezi olmayan yonetim yapisi ile ulasilabilecegini savunmuslar ve katilimci
yonetimin gintimiiziin en iyi yonetim yaklasimi oldugunu belirtmislerdir. Bu
nedenle, is orgiitlerinde ve okullarda katilimci karar vermenin arastirma, politika ve
uygulamalar i¢in merkezi bir tema oldugu ileri siiriilmiistiir. Alanyazinda katilim ya
da katilimar liderlik, ortak karar verme siireci ya da hiyerarside astlar ve {iistler
arasinda karar vermede paylasilan etki olarak tanimlanmistir. Bu acidan katilimci
yonetim, karar verme yetkisinin dagitilmasma ve glicin paylasilmasma
odaklanmistir. Karara katilmanin miikemmel okul icin sosyal kapasiteyi ve kararmn
niteligini artiracagl, oOgretmenlerin motivasyonlarim yiikseltecegi, is hayatinin
niteligine katkida bulunacagi, mesleki egitimi ve demokratik okul ortamim
gelistirecegi ileri stirtilmiistiir. Ogretmenlerin karar siirecine katilim ile ilgili pek gok
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arastirma yapilmustir. Katilimer liderlikle 6gretimsel gelisme, 6grencilerin akademik
ciktilary, 6gretmen performansi, orgiitsel baglhlik ve doyum arasinda pozitif iliski
bulunmustur. Giintimiizdeki yiiksek rekabet kosullar1 dgretmenlerin formal is
tanimlarinin  Stesinde ¢aba gostermelerini zorunlu kilmistir. Degisen durumlar
karsisinda okullar, formal is gereklerinin otesinde katkida bulunmak isteyen
ogretmenlere daha ok bagimli hale gelmistir. Isgorenlerin formal sorumluluklarmin
Otesinde caba harcamaya istekliligi etkili orglitsel performansin temeli olarak
goriilmektedir. Alanyazinda emredilmeden yapilan orgiite yararli davranislar,
formal rol sorumluluguna dayali zorunlu davranislardan ayrilmis ve bu davranslar
orgiitsel vatandashk davranisi olarak nitelendirilmistir. Bilim adamlar1 orgtitsel
vatandashik davranisinin orgiitsel basar: tizerindeki etkisini kabul etmistir. Lider
destek algilar, adalet, baglilik, doyum gibi genel duyussal moral faktorlerin orgiitsel
vatandaslik davranisi ile iliskisi belirlenmistir. Yardim etme davranisi, sportmenlik,
orgiitsel baglilik, orgiitsel uyum, bireysel girisim, sivil erdem ve kisisel gelisim
olarak ileri siiriilen 6rgiitsel vatandaslik davranis boyutlarindan bireysel girisimin,
diger boyutlardan farkli olarak gelisimsel ve iliskisel kategorilerden birine
yerlestirilemeyecegi Dbelirtilmistir. Bireysel girisimin, 6rgiitiin performansini
gelistirmek icin goniillii yapilan yaraticilik ve yenilik eylemleri olarak digerlerinden
farklilastigy ileri stirtilmiis ve bu kavram degisim yonelimli orgiitsel vatandaslik
davranisi kavramu ile iligkilendirilmistir. Bireysel girisimin, gontillii yapilan yaratic
eylemleri ve bir gorevi gelistirmek igin tasarlanan yenilikleri icerdigi belirtilmistir.
Giintimiizde okullarin etkili olabilmesi icin yenilikleri uygulamasi yasamsal éneme
sahiptir. Liderlik orgiitsel yeniligi etkileyen en ¢nemli faktorlerden birisidir.
Alanyazinda yaraticilik, yeni ve yararh fikirlerin {iretilmesi, yenilik ise bu fikirlerin
orgtitlerde basarili sekilde uygulanmasit olarak tamimlanmaktadir. Katilimer
yoneticiler, yeni olanaklar1 kesfetmesi, yeni bilgiler iiretmesi ve bunlar1 uygulamast
i¢in 6gretmenleri cesaretlendirir. Bu nedenle katilimci liderlik davranmisinin degisim
yonelimli orgiitsel vatandashik davranisini etkiledigi ileri siiriilebilir. Ustlerin
katilimer liderlik davramiglarmi astlarin is performansina etkisini agiklamak icin
kullanilan motivasyonel model, karara katilmanin astlara igsel odiiller sagladigim
ileri stirmektedir. Alanyazinda i¢sel motivasyonun yetenek, otonomi ve iliski
ihtiyaglarindan kaynaklandig: belirtilmis ve katilimeci liderligin igsel motivasyonun
bir kaynagi oldugu ileri stirtilmuistiir. Motivasyonel modelde, karara katilmanin
astlarin motivasyonunu artiracagl, bunun da performans: olumlu etkileyecegi
belirtilmistir. Karar stirecine katilim astlarin aidiyet duygusunu, 6z yeterligini ve
kontrol duygularini (otonomi) artirdig1 ve bdylelikle ¢alisanlarin igsel motivasyon
diizeyini yiikselttigi séylenmistir. Konu ile ilgili arastirmalar, ¢alisanlarin otonomi
duygular1 desteklendiginde, diisiik kontrol algiladiklarinda i¢sel motivasyonlarinin
yiikseldigini ileri stirmiiglerdir. Bu agiklamalara dayali olarak katilimci liderligin
i¢sel motivasyonu artiracagi sdylenebilir.

Aragtirmamin Amaci: Bu arastrmanin amaci, katilimar liderligin degisim yonelimli
orgiitsel vatandashk davranisi ile iliskisinde, i¢csel motivasyonun aracilik etkisini
belirlemektir. Bu amaca yonelik, katilimcr liderligin igsel motivasyonu ve degisim
yonelimli orgiitsel vatandashik davranisini yordama diizeyi ile i¢csel motivasyon ve
degisim yonelimli 6rgtitsel vatandashik davranisi arasindaki iliski incelenmistir.
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Aragtirmanin  Yontemi: Bu arastirma, iligkisel tarama modelinde bir calismadir.
Arastirmaya Nigde merkez ve merkeze bagl 68 ilkdgretim okulunda calisan 850
ogretmen katilmistir. Arastirmada katilime liderlik 6lgegi, igsel motivasyon Slgegi ve
degisim yonelimli orgiitsel vatandashk oOlcegi olmak tizere t¢ farkli olgek
kullanilmistir. Olgeklerin gecerlik ve giivenirlik calismalari yapilmistir. Katilimet
liderligin degisim yonelimli ¢rgiitsel vatandaslik davramsma etkisi Baron ve Kenny
(1986) tarafindan onerilen stireg izlenerek test edilmistir. Verileri analiz etmek igin
aritmetik ortalama, standart sapma, Pearson korelasyonu kullanilmis ve aracilik
modeli LISREL 8.7 programu kullanularak yapisal esitlik modeli yoluyla test
edilmistir.

Arastirmamn Bulgulari: Katilimer liderlik ile degisim yonelimli 6rgtitsel vatandaslik
davranisi (=0.26, p<.01) ve i¢sel motivasyon (p=0.27, p<.01) arasinda anlaml1 pozitif
iliski belirlenmistir. Degisim yo6nelimli orgiitsel vatandaslik davranmisi ile igsel
motivasyon (B=0.75, p<.01) arasinda yiiksek diizeyde anlamli pozitif iliski
bulunmustur. Icsel motivasyonun katilime liderlik ile degisim yonelimli orgitsel
vatandaslik davranisi arasindaki iliskide tam aracilik rolii oynadigi saptanmustir
(B=0.06, t=1.87).

Aragtirmanmin Sonug ve dnerileri: Bu arastirmada katilimar liderlik, degisim yonelimli
orgiitsel vatandaslik ve i¢sel motivasyon arasindaki iliski incelenmistir. Arastirmanin
sonuglarma gore katilimci liderlik ile degisim yonelimli 6rgiitsel vatandaslik ve icsel
motivasyon arasinda anlamli pozitif iliski bulunmustur. Igsel motivasyon ile degisim
yonelimli orgtitsel vatandaslik davranisi arasinda anlamli pozitif iliski belirlenmistir.
Middrlerin katilimcr liderlik davraniglart ile 6gretmenlerin degisim yonelimli
orgiitsel vatandaslik davramislar arasinda iliskide, i¢csel motivasyonun tam aracilik
rolii oynadig1 saptanmustir. Katilimcr liderligin igsel motivasyon tizerinden degisim
yonelimli orgiitsel vatandashk davranisini etkiledigi belirlenmistir. Bu bulgular
onceki arastirma sonugclariyla tutarlilk gostermistir. Bir baska deyisle, katilimci
liderligin i¢sel motivasyonu harekete gecirdigi, bunun da orgtitsel ¢iktilara yol a¢tigt
yontindeki analitik calismalari destekledigi soylenebilir. Alanyazinda katilimci
yonetimin i¢sel motivasyonla birlikte bilissel mekanizmalar1 da harekete gecirdigi
ileri stirtilmiistiir. Bu arastirmada bu durum incelenmemistir. Katiime liderligin
bilissel mekanizmalar yoluyla orgiitsel etkileri incelenebilir. Egitim orgtitlerinde
katilimar liderlik davramslari ile orgiitsel yenilik ve yaraticilik arastirmalar: da alana
katk1 saglayabilir.

Anahtar Kelimeler: Katilimci yonetim, katthmer liderlik, degisim yonelimli orgiitsel
vatandaslik, i¢sel motivasyon.





