70

YNPABAEHEL, 2020. Tom 11. Ne 5

YnpaBneHue YenoBeyeckMMm pecypcamu

DOI: 10.29141/2218-5003-2020-11-5-6

The effects of ethical leadership perceptions

and personal characteristics
on professional burnout levels of teachers

Emine Geng'
' Bartin University, Bartin, Turkey

Abstract. The primary focus of the concept of ethical leadership is to form internal corporate ethical principles. The study ex-
amines whether there is a relationship between teachers’ ethical leadership and burnout levels, and whether these levels differ
according to some variables (gender, branch, service period). The methodological basis of the study includes the theoretical con-
cepts of strategic management and industrial and organizational psychology, in particular, one of its sub-disciplines - managerial
psychology. Research data were collected from 477 teachers using a questionnaire. To evaluate the data obtained, we have used
statistical and econometric analysis, as well as the Maslach Burnout Scale and the Ethical Leadership Scale. A negative and sig-
nificant relationship was found between ethical leadership and emotional exhaustion (r = -0.099, p <0.05) and personal accom-
plishment (r=-0.103, p <0.01). The research results show that the levels of teachers’ emotional exhaustion and depersonalization
were low, whereas their personal accomplishment and ethical leadership perceptions were high. Major thrusts for future research
in this area are analysis of additional personal characteristics of teachers and a change in the geographical location of the study.

Keywords: strategic management; professional burnout; ethical leadership; personal characteristics; teacher.

JEL Classification: M10, M12, M54
Paper submitted: July 26, 2020

For citation: Geng E. (2020). The effects of ethical leadership perceptions and personal characteristics on professional burnout
levels of teachers. Upravlenets — The Manager, vol. 11, no. 5, pp. 70-80. DOI: 10.29141/2218-5003-2020-11-5-6.

INTRODUCTION

Leadership has become increasingly important for the
future of the organization in today’s competitive environ-
ment. Leadership is the ability to influence and mobilize
members of the organization to achieve organizational
goals by using power effectively [Daft, Marcic, 1998]. With
concepts such as expertise and competence, the char-
acteristics and behavioral orientation of leaders have
become even more important in attaining goals while
affecting employees. In an environment, where universal
principles are adapted in the context of social culture, em-
ployees expect their leaders to respect their moral princi-
ples and protect their personal values. More importantly,
they expect leaders to be consistent in their behavior as
role models.

Unethical behaviors (corruption, deception, injustice,
etc.) in business negatively affect long-term interests of
companies. Accordingly, the role of leadership in estab-
lishing ethical behavior within the business was started
to be questioned. In this sense, a concept that stands out
among the leadership types is ethical leadership. Ethi-
cal leadership takes responsibility for the establishment
of ethical principles within the organizational structure
[Eisenbess, 2012]. Ethical leadership is the leader’s adher-
ence to ethical values and associating their behavior with
them [Cuilla, 1998]. The ethical leader is one who keeps
fair practices on the agenda by showing correct and hon-
est behavior [Brown, Trevino, Harrison, 2005].

Analysis of the relevant literature indicates that ethi-
cal leadership develops many positive organizational at-

titudes and behaviors in the subordinates. Ethical leader-
ship positively affects job satisfaction [Koh, Boo, 2001; De
Hoogh, Den Hartog, 2008], organizational commitment
[Brown, Trevino, Harrison, 2005; Watson, 2010; Hassan,
Wright, Yukl, 2014; Kim, Brymer, 2011], organizational
citizenship behaviors [Lu, 2014; Mo, Shi, 2017] and busi-
ness performance of employees [Piccola et al., 2010; Bello,
2012; Bouckenooghe, Zafar, Raja, 2015; Liu et al., 2013].
When ethical leadership directly affects the positive or-
ganizational attitude and behavior in question, it also af-
fects negative attitudes such as job stress, dissatisfaction
at work, and burnout [Schwepker, Ingram, 2016; Okpozo
et al.,, 2017; Sign ve Basar, 2015; Dertli, 2015].

In organizations, all staff, from top managers to em-
ployees, continue their activities under intense stress with
close interaction. Preschool and primary school teachers
and administrators, who are responsible for educating
younger age students, continue their business life under
elevated pressure caused by parents’ growing expecta-
tions, students; behaviour and authorities’ requirements.
However, educators experience intense burnout since
they give all their energy to students.

Burnout is a syndrome that causes negative attitudes
towards work, life and other people. This is a result of
physical exhaustion, long-term fatigue, despair and hope-
lessness, especially in people who are subject to intense
emotional demands due to their job and constantly have
to work face to face with other people [Maslach, Jackson,
1981].



Leadership styles of administrators are believed to be
an important factor affecting the burnout level of employ-
ees and, therefore, leadership qualities of school adminis-
trators may influence the burnout level of teachers. There
are studies examining the effects of different leadership
types on burnout. Laschinger, Wong and Grua [2013] find
that authentic leadership has a significant and negative
effect on emotional exhaustion, whereas Leithwood et al.
[1996] and Salem [2015] highlight a negative relationship
between transformational leadership and burnout. Yasim
[2020] demonstrates a significant relationship between
emotional exhaustion, depersonalization and democratic
leadership. Ozcan [2019] claims that leadership styles of
school principals are a significant predictor of burnout.
Yildiz and Colak [2018] agrue that as the self-perception
of liberalism increases, the sense of depersonalization
and emotional exhaustion decrease and the sense of per-
sonal failure as the perceptions of interactive and trans-
formational leadership increase. Hunsaker [2019] reveals
a negative relationship between spiritual leadership and
burnout. Looking at the studies on the relationship be-
tween ethical leadership and burnout, it can be seen that
ethical leadership negatively affects burnout [Okpozo
et al,, 2017; Dertli, 2014; Arnkok, Glindiiz Cekmecelioglu,
2017; Ayan, 2015; Quade et al., 2013; Sigri, Basar, 2015].

The current research aims to examine whether there is
a relationship between teachers’ levels of ethical leader-
ship and burnout, and if these levels differ according to
some variables (gender, branch, duration of service). The
data set is obtained using the quantitative research meth-
ods with the help of the survey method. Data are collect-
ed from 477 teachers reached by easy sampling method.

LITERATURE REVIEW

Professional burnout. Freudenberger [1974], who con-
ducted the first clinical researches related to the profes-
sional burnout phenomenon, described it as a profes-
sional danger, since it is one of the important problems
that the individual may encounter in their professional
life. Professional burnout is a loss of energy and power
as a result of a failure of the employee to meet their job
demands and attrition by establishing a cause-effect re-
lationship.

According to Maslach, Schaufeli and Leiter [2001],
burnout is a state of tiredness and fatigue that other peo-
ple can easily observe, resulting in decreased physical
and emotional energy. As they put it, burnout as a three-
factor structure such as emotional exhaustion, deperson-
alization and reduced personal accomplishment.

Emotional exhaustion. The first sign of burnout is
that a person feels emotionally exhausted because of
their work. This dimension is the spiritual and physical
stress dimension of burnout. Those feeling emotionally
exhausted state that their energy is over and their emo-
tional resources wasted away [Maslach, Schaufeli, Leiter,
2001]. Depersonalization. Maslach and Jackson [1981]
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define depersonalization as the behavior of a person act-
ing emotionlessly towards whom they serve, regardless
of whether they are unique beings. Personal accomplish-
ment, on the other hand, indicates a decrease in the level
of success as a result of negative perceptions of the in-
dividual, which includes lack of feeling adequate and ef-
fective. These feelings of failure and inadequacy decrease
the quality of the work done, reduce the sense of trust
that the individual feels that they can make a difference
within the organization and cause the individual to expe-
rience negative emotions such as failure, depression and
stress [Maslach, Schaufeli, Leiter, 2001].

Burnout has serious socio-economic impacts such as
reduced productivity and high resignation rate [Golonka
et al,, 2019]. Burnout is a form of psychological tension
and leads to undesirable consequences such as decreased
job performance, job dissatisfaction, decreased customer
satisfaction, low levels of corporate loyalty and increased
absenteeism [Babakus, Yavas, Ashill, 2010]. Burnout is as-
sociated with more than a hundred symptoms, from anxi-
ety to lack of interest [Schaufeli, Buunk, 1996].

Ethical leadership. Leadership is the ability to attrib-
ute different meanings to behaviors in various situations
[Heifetz, Laurie, 1997], convince people to lead certain
goals and mobilize those who follow them for specific
purposes [Ke, Wei, 2008]. According to Gardner [2011],
leadership is to maintain behavioral coherence and rep-
resents a role model for viewers by considering ethical
values under all conditions and circumstances.

Ethics, which is regarded as a conceptual integral
part of many leadership styles such as humanist leader-
ship, democratic leadership, transformational leadership,
authentic leadership, servant leadership and charismatic
leadership, comes our way as a separate leadership style.
Ethic is a state of balance between rules, roles and goals.
Ethical values developed in relation to rules, roles and
goals guide thoughts and actions [Peterson, Potter, 2004].

Ethical leadership is a leadership style that requires
sacrifice and full commitment to subordinates [Hermond,
2005]. Ethical leaders possessing right values and strong
character set an example for others [Freeman, Moriarty,
Stewart, 2009]. The main determinant of organizational
success is positive relationships built with respect and
trust with all corporate stakeholders. Such relationships
grow and develop on the basis of the basic principles of
ethical leadership, such as trust, respect, honesty, fairness,
and equality [Bello, 2012].

RESEARCH METHODOLOGY

The aim of the study is to examine whether there is a re-
lationship between the levels of ethical leadership and
professional burnout of teachers, and if these levels differ
according to some variables (gender, branch, age, dura-
tion of service). In the research relational screening model
was used. Within the framework of the current study, we
put forward the following hypotheses:
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H1: There is a significant relationship between ethical
leadership and emotional exhaustion.

H2: There is a significant relationship between ethical
leadership and the level of depersonalization.

H3: There is a significant relationship between ethical
leadership and personal accomplishment level.

The universe of the research consists of pre-school
teachers and classroom teachers working in the 2018-
2019 academic year in pre-primary and primary schools
of the National Ministry of Education in the central district
of Bartin, Turkey. Due to difficulties in reaching the whole
universe, the survey and sampling methods were used to
collect data. Questionnaires were distributed randomly
to schools between January and June of 2019 by using
the easy sampling method, and teachers were asked to
fill out questionnaires on a voluntary basis. 489 teachers
participated in the study by completing the question-
naire. 12 questionnaires were excluded from the scope of
the study due to the excessive missing answers and the
sample of the study consisted of 477 teachers.

Questionnaire method, which is one of the quantita-
tive methods, was applied to collect data. In the research,
the questionnaire consisted of three sections including
7 questions and 22 items. The first section was developed
by the researcher and covered 7 questions about the
personal characteristics and variables associated with
the purpose of the research under the title of “Personal
Information Form”. In this section, the age, gender, mari-
tal status, number of children, branch, duration of service
in the profession and duration of service at school were
determined as variables. The second part of the question-
naire consisted of the “Professional Burnout Inventory”to
measure the levels of professional burnout of the partici-
pants. The third part was the “Ethical Leadership Scale” to
measure the ethical leadership perceptions of the par-
ticipants towards school administrators. The validity and
reliability analysis of the scales utilized in the research are
explained below.

Burnout Scale

The Maslach Burnout Inventory is the leading measure
of burnout examined in scientific literature [Poghosyan,
Aiken, Sloane, 2009]. In order to determine the burnout
phenomenon, we address the study by Ergin [1992] that
adapted the Maslach Burnout Inventory into Turkish. The
scale consists of 22 items and three dimensions of burn-
out, such as Emotional Exhaustion, Depersonalization
and Personal Accomplishment. In the study, a five-point
Likert scale was used. Emotional exhaustion and deper-
sonalization subscale scores for each item are: 1 = Never;
2 =Very rare; 3 = Sometimes; 4 = Most often; 5 = Always.
The Personal Accomplishment subscale scores are the op-
posite [Maslach, Jackson, 1981].

In the study, we performed an analysis of validity and
reliability of the scale in the first place. Reliability analysis
was conducted for 22 items, and Cronbach’s alpha value
was found to be 0.831. Item total correlation values were

analyzed. Item total correlation explains the relationship
between the scores of the test items and the score of the
test. The fact that the item total correlation is positive and
high indicates that the items exemplify similar behaviors
and the internal consistency of the test is high [Blyiikoz-
turk, 2011]. In the analysis, the results of the item total
test correlation were expected to be positive and high,
while the item 14 that did not contribute to the overall
scale did not provide the expected result. Since item 14
was negative correlated (-0.205), it was removed and the
scale re-analyzed. As a result of the analysis, Cronbach’s
alpha value was 0.849 and item total correlation results
were positive and high for all items. In this case, the re-
liability of the scale is high. Exploratory Factor Analysis
(EFA) was carried out to determine the construct validity
of the scale. At this stage, the principal component fac-
tor extraction method and the varimax vertical rotation
method were preferred. The prerequisite for the suit-
ability of the research data for factor analysis is that the
Bartlett test should be significant and the Kaiser-Meyer-
Olkin (KMO) value should be 0.50 and above [Field, 2013].
KMO value was calculated to be 0.827. It was established
that the data were suitable for factor analysis according
to KMO and Bartlett test results (x2 = 5030,303, df = 231,
p =.000). As a result of the EFA, the 4th item was excluded
from the analysis as it showed ambivalence, and the anal-
ysis was repeated. The 22nd item was removed from the
analysis because it formed a single factor in the second
analysis, and the analysis was repeated because the 16th
and 20th items formed a single-factor structure in the
repeated analysis. After the removal of the related items,
the burnout scale was analyzed with 17 items and a 3-fac-
tor structure explaining 63.050 % of the total variance.
In line with the Maslach Burnout Inventory, the items in
the scale were named as (1) Factor Emotional Exhaustion
(EE), (2) Factor Depersonalization (DP) and (3) Factor Per-
sonal Accomplishment (PA). The items that make up the
dimension of the scale are determined as follows': EE -
M1 (0.796), M2 (0.729), M3 (0.760), M6 (0.751), M8 (0.847),
M13 (0.646); DP - M5 (0.760), M10 (0.889), M11 (0.859),
M15 (0.801); PA - M7 (0.887), M9 (0.838), M12 (0.657), M17
(0.820), M18 (0.724), M19 (0.671), M21 (0.756).

After determining which item is collected under which
factor, this structure should be tested with Confirmatory
Factor Analysis (CFA) if it is verified or not. DFA, achieved
with the first level multi-factor model, was performed
with the highest likelihood estimation method. Various fit
index criteria were used to evaluate the goodness of fit
of the model. The fit indices, reference values [Joreskog,
Sorborn, 1981; Bentler, 1990; Kline, 1998; Browne, Cudeck,
1993; Wang, Wang, 2012] and their results are presented
in Table 1.

The goodness of fit values is sufficient for CFA per-
formed after the EFA related to the scale so that the mod-
el is statistically significant.

'Factor loads are given in parentheses.



Cronbach Alpha reliability coefficients for the over-
all and dimensions of the scale were calculated as fol-
lows: Overall scale = 0.844, EE = 0.859, DP = 0.866 and
PA = 0.884. As a result of the reliability analysis, it was de-
termined that the scale used in the study has a high level
of reliability.

Ethical Leadership Scale

To determine the ethical leadership perception, we
use a 10-item and one-dimensional Ethical Leadership
Scale developed by Brown, Trevino and Harrison [2005]
and adapted to the Turkish environment by Tuna, Bircan
and Yesiltas [2012]. Validity and reliability of the scale
were analyzed. Reliability analysis was performed and
Cronbach’s alpha value was 0.881, item total correlation
results were positive and high for all items. In this case,
the reliability of the scale is high. EFA was performed to
determine the construct validity of the scale. At this stage,
the principal component factor extraction method and
the varimax vertical rotation method were preferred. As
a result of the analyzes, KMO value was calculated to be
0.898. As a result, it was determined that the data were
suitable for factor analysis according to the KMO and Bar-
tlett test results (x> =1931.189, df = 28, p =.000). Since EFA
of the 9th and 10th items constituted a single factor struc-
ture, the analysis was repeated. After the related items
were removed, the ethical leadership scale was analyzed
with 8 items, and a single-factor structure that explained
57,283 % of the total variance was revealed. Iltem factor
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loads are as follows: for item 1 — 0.875; for item 2 — 0.845;
foritem 3 - 0.819; for item 4 - 0.748; for item 5 - 0.737; for
item 6 - 0.643; for item 7 — 0.696; for item 8 — 0.654.

It is necessary to test this structure obtained with EFA,
by CFA and determine if it is verified or not. CFA, conduct-
ed with a single factor model, was performed with maxi-
mum likelihood method. When the compliance values of
the CFA were examined, the goodness of fit index values
of the scale were calculated as CMIN/DF (x%/sd) = 6.015;
GFl =0.944; AGFI = 0.899; NFI = 0.938; CFl = 0.948; RMSEA
=0.103 and RMR = 0.026. Since the fit index values of the
model are not included in the accepted range, improve-
ments were made by creating covariance among some
error terms and fit index values were included in the ac-
ceptable range as seen from Table 2.

The goodness of fit values are sufficient for CFA per-
formed after the EFA related to the scale, so that the mod-
el is statistically significant.

RESEARCH RESULTS

The distributions of the teachers participating in the re-
search regarding their demographic characteristics are
presented in Table 3.

Of the total number of teachers (n = 477) participating
in the research, 326 are women, 151 are men; 441 are mar-
ried, 36 are single; and 390 are classroom teachers, and 87
are preschool teachers. 48 % of the participants are be-
tween the ages of 35-44 and 24.1 % are over the age of 45;

Table 1 - Values regarding the adaptation of the professional burnout measurements
Tabnuya 1 - 3Ha4yeHus nokazamersieli 8 COOMBEMCMBUU CO WKAoU NPopheccuoHasIbHO20 8bl20PAHUA

Compliance Statistics Good Fit Acceptable Values in the model Compliance
X2 Compliance test Not meaningful - 0.000 Meaningful
Chi-Square Fit Test (x?/sd) <3 <4-5 407413/116 =3.512 Acceptable
Goodness of Fit Index (GFI) >0.90 0.89-0.85 0.911 Good fit
Adjusted Goodness of Fit Index (AGFI) >0.90 0.89-0.85 0.882 Acceptable
Normed Fit Index (NFI) >0.95 0.94-0.90 0.905 Good fit
Comparative Fit Index (CFl) >0.97 >0.95 0.930 Acceptable
Root Mean Square Error of Approximation (RMSEA) <0.05 0.06-0.08 0.073 Acceptable
Residue Based Fit Index (RMR) <0.05 0.06-0.08 0.043 Good fit

Table 2 - Values regarding the compliance of the ethical leadership measurement
Tabnuya 2 — 3HavyeHus nokazameseli 8 COOM8emMcmMauUU co WKaAaol 3mu4ecko20 Jiudepcmaa

Compliance Statistics Good Fit Acceptable Values in the model Compliance
X2 Compliance test Not meaningful - 0.000 Meaningful
Chi-Square Fit Test (x%/sd) <3 <4-5 42460/13 = 3.266 Acceptable
Goodness of Fit Index (GFI) >0.90 0.89-0.85 0.979 Good Fit
Adjusted Goodness of Fit Index (AGFI) >0.90 0.89-0.85 0.943 Good Fit
Normed Fit Index (NFI) >0.95 0.94-0.90 0.978 Good Fit
Comparative Fit Index (CFl) >0.97 >0.95 0.985 Good Fit
Root Mean Square Error of Approximation (RMSEA) <0.05 0.06-0.08 0.069 Acceptable
Residue Based Fit Index (RMR) <0.05 0.06-0.08 0.015 Good Fit

73

UPRAVLENETS/THE MANAGER 2020. Vol. 11. No. 5




74

YMNPABAEHEL, 2020. Tom 11. Ne 5

YnpaBneHue YenoBeyeckMMm pecypcamu

Table 3 - Socio-demographic distribution of participants

Tabnuya 3 - CoyuaneHo-0emozpagpuyeckue XxapakmepucmuKu y4acmHUKo8 Ucciedo8aHus

Variable f % Variable f %
Female 326 68.3 . Married 441 92.5
Gender Marital status
Male 151 31.7 Single 36 7.5
Below 25 years 19 0.4 0 56 1.7
26-34 years 114 239 . 1 134 28.1
Age Number of children
35-44 years 229 48.0 2 236 49.5
Above 45 years 115 24.1 3 51 10.7
Less than 5 years 8 1.7 Less than 1 year 50 10.5
o 6-10 years 125 26.2 2-5years 165 346
Total service time
11-20 years 224 47.0 o 6-10 years 163 342
Service time at school
More than 21 years 120 25.2
Preschool 87 18.2 More than 99 208
Branch 10 years
Class teacher 390 81.8

49.5 % have 2 children; 47 % have been in the teaching
profession for 11-20 years and 34.6 % have been working
in their current schools for 2-5 years.
The average and standard deviation values of the re-
search variables are presented in Table 4.
Table 4 - Average and standard deviation values for the research

variables
Tabnuya 4 — CpedHee U cMaHOdpMHOe OMKJ/IOHeHUe NepeMeHHbIX

Variables n X Standard Deviation
Emotional Exhaustion 1.73 0.62
Depersonalization 477 1.49 0.81
Personal Accomplishment 1.57 0.51
Ethical Leadership 442 0.58

As seen from Table 4, participants experience low lev-
els of burnout in emotional exhaustion (X= 1.73), dep-
ersonalization (X = 1.49) and personal accomplishment
(X = 1.57), and their perception of ethical leadership is
quite high (X = 4.42).

Independent samples t-test was conducted to deter-
mine if the ethical leadership perceptions and burnout
levels of the participants changed according to their gen-
der (Table 5).

While the participants’ emotional exhaustion, person-
al accomplishment and ethical leadership perceptions
did not differ significantly according to their gender, their
depersonalization levels (t = 4.913; p <0.05) showed a sig-
nificant difference. The average of the insensitivity levels
of female teachers (X = 1.37) was lower than the average
of the depersonalization levels of male teachers (X = 1.75).
These results indicate that male teachers have higher lev-
els of depersonalization (Table 5).

Independent samples t-test was conducted to de-
termine if the ethical leadership perceptions and burn-
out levels of the participants change according to their
branches (Table 6).

While the emotional exhaustion levels of the par-
ticipants did not differ significantly according to their
branches (t = -0.40; p > 0.05), their depersonalization and
personal accomplishment levels and ethical leadership
perceptions showed a significant difference. Preschool
teachers’ depersonalization levels (X = 1.31) are higher
than in classroom teachers (X = 1.53). Classroom teach-
ers’ perception of personal accomplishment (X = 1.61) is
lower than in preschool teachers (X = 1.43) and this dif-
ference is statistically significant (t = -2.364; p <0.05). The
average of classroom teachers’ ethical leadership views

Table 5 - Independent sample t-test results according to gender

Ta6nuya 5 - Pesynemamel pacyema t-kpumepusi CmetodeHma 0515 nokazamens «[10/1 y4acmHuKog»

Variable Gender n X Standard Deviation s.d T p*

Male 151 1.81 0.74

Emotional Exhaustion 475 1.935 0.054
Female 326 1.69 0.56
o Male 151 1.75 0.98

Depersonalization 475 4913 0.000
Female 326 1.37 0.68
Male 151 1.56 0.67

Personal Accomplishment 475 -0.467 0.641
Female 326 1.58 0.59
Male 151 443 0.69

Ethical Leadership 475 0.269 0.788
Female 326 441 0.53

Note. *p < 0.05.
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Table 6 — Independent sample t-test results according to branch

Tabnuya 6 - Pesynsmamel paciema t-kpumepus CmotodeHma 0513 nokazamens «[IpogheccUoHanbHAsA Cneyuanu3ayus»

Variable Branch n X Standard Deviation s.d T p*
. . Preschool teacher 87 1.73 0.52
Emotional Exhaustion 475 -0.40 0.968
Class teacher 390 1.73 0.65
Preschool teacher 87 1.31 0.70
Depersonalization 475 -2.321 0.021
Class teacher 390 1.53 0.82
Preschool teacher 87 143 0.54
Personal Accomplishment 475 -2.364 0.018
Class teacher 390 1.61 0.62
. . Preschool teacher 87 4.30 0.58
Ethical Leadership 475 -2.063 0.040
Class teacher 390 444 0.58

Note. *p < 0.05.

(X = 4.44) is higher than the average of the preschool
teachers' opinions (X = 4.30), and this difference is statisti-
cally significant (t = -2.063; p <0.05).

One-Way Anova Test was conducted to determine
whether the ethical leadership perceptions and burnout
levels of the participants change according to the dura-
tion of service (Table 7).

As seen from Table 7, the emotional exhaustion levels
of the participants do not show a significant difference
according to their total service time (F = 1.131, p > 0.05).
The depersonalization levels of the participants differ sig-
nificantly according to their total service time (F = 11.348,
p < 0.05). The group(s), from which the difference origi-
nated, was determined by Tukey’s test. Accordingly, the
depersonalization levels of the teachers working 21 years
or more and the difference between the other groups are
statistically significant. The personal accomplishment lev-
els of the participants differ significantly according to their
total service time (F = 10.275, p < 0.05). The group(s), from
which the difference originated, was determined by Tuk-
ey’s test that is from one of the PostHoc Tests. Hence, the
average of personal accomplishment level of the teach-
ers working for 21 years or more and the difference be-

tween the other groups is statistically significant. Ethical
leadership perceptions of participants differ significantly
according to their total service time (F = 3.416, p < 0.05).
The group(s), from which the difference originated, was
established by Tukey’s test that is from one of the PostHoc
Tests. Thus, the difference between the ethical leadership
perception averages of the teachers working 21 years or
more and the averages of the teachers working between
11-20 years is statistically significant.

To understand if there is a significant relationship be-
tween participants’ ethical leadership perceptions, emo-
tional exhaustion, depersonalization and personal ac-
complishment burnout levels, the variables were tested
with Pearson correlation analysis (Table 8).

As follows from Table 8, there is a positive and sig-
nificant relationship between emotional exhaustion
and depersonalization (r = 0.321, p < 0.01) and personal
achievement (r = 0.138, p < 0.01), and personal accom-
plishment and depersonalization (r = 0.120, p < 0.01).

There is a negative and significant relationship be-
tween ethical leadership with emotional exhaustion
(r = -0.099, p < 0.05) and personal accomplishment
(r = -0.103, p < 0.01). There was no significant relation-

Table 7 — One-Way Anova test results according to service duration

Tabnuya 7 - Pe3ynsmamesl 00HO(aKmMopHo20 0UCNepCUOHHO20 AHAAU3A 0718 nokazamens «Onvim pabomel 8 00/IKHOCMU»

Variable Service duration n X Standard Deviation F p*

Less than 10 years 133 1.70 0.59

Emotional Exhaustion 11-20 years 224 1.71 0.65 1.131 0.324
More than 21 years 120 1.80 0.61
Less than 10 years 133 1.31 0.71

Depersonalization 11-20 years 224 1.45 0.76 11.348 0.000
More than 21 years 120 1.78 0.92
Less than 10 years 133 1.56 0.52

Personal Accomplishment 11-20 years 224 1.47 0.50 10.275 0.000
More than 21 years 120 1.78 0.82
Less than 10 years 133 438 0.56

Ethical Leadership 11-20 years 224 4.49 0.61 3.416 0.034
More than 21 years 120 432 0.55

Note. *p < 0.05.

75

UPRAVLENETS/THE MANAGER 2020. Vol. 11. No. 5




76

YNPABAEHEL, 2020. Tom 11. Ne 5

YnpaBneHue YenoBeyeckMMm pecypcamu

Table 8 — Correlation analysis results
Tabnuya 8 - Pe3yiemamel KOppeaYUOHHO20 AHAJTU3A NepemMeHHbIX

Variable Emotional Exhaustion | Depersonalization | Personal Accomplishment Ethical Leadership
Emotional Exhaustion 1
Depersonalization 0.321** 1
Personal Accomplishment 0.138** 0.120%* 1
Ethical Leadership -0.099* 0.014 -0.103** 1

Note. *p < 0.05, **p < 0.01.

ship between ethical leadership and depersonalization
(r=-0.014, p > 0.05). In this case, H1 and H3 hypotheses
are accepted and H2 hypothesis is rejected.

DISCUSSION AND CONCLUSION

In the course of the research, a negative relationship was
found between ethical leadership and emotional exhaus-
tion and depersonalization levels. Hence, if there is an in-
crease in teachers’ perceptions of ethical leadership, there
is a decrease in emotional exhaustion and deperson-
alization levels. This result shows parallelism with other
studies [Okpozo et al., 2017; Dertli, 2014; Arikok, Glindiiz
Gekmecelioglu, 2017; Ayan, 2015; Quade et al., 2013; Sigri,
Basar, 2015].

In their research on burnout, Starnaman and Miller
[1992] reveal that the insensitivity of the teacher towards
their students, as well as distancing themselves from the
students leads to stronger emotional exhaustion, and this
situation directly reduces the personal accomplishment
of the teacher to the lower levels. Similarly, a positive cor-
relation was found between emotional exhaustion, dep-
ersonalization and personal accomplishment. Accord-
ingly, the sense of burnout that starts in one dimension
affects and increases the other dimensions.

Another result obtained in the research is that as ser-
vice time of the teachers increases, their depersonaliza-
tion levels increase. Accordingly, the teachers who have
worked for a long time in the profession become more
deprived of their students. In addition, as the working
time increases, the sense of personal accomplishment
decreases. In the earlier years of the profession, teachers
feel more successful.

We have also found that male teachers experience a
higher level of depersonalization than their female col-
leagues do.

This research was carried out using only the ques-
tionnaire as the first data source. Future research can be
carried out by obtaining more comprehensive data us-
ing qualitative methods (interview technique, etc.). The
number of variables observed in measuring ethical lead-
ership has been limited, and the number of factors can
be increased in future research. Another limitation of the
research is that it was carried out for teachers in a certain
region. Research in different countries and regions can
be repeated and new comparable findings can be pro-
vided. m
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BiinstHHUE 3THYECKOro JIHJAepCcTBa
M JIMYHBIX XapaKTepHUCTHUK Ha YPOBEHb
npo¢eccuOHaIHLHOI0 BHITOPaHUs IIpenojgaBaTeiet

3MuH3 MeHy'

! BapTbIHCKNI1 yHMBEpCUTET, I. BapTbiH, Typuus

AnHoTauma. DopmMMpPoBaHME BHYTPUKOPMOPATUBHbIX STUYECKUX MPUHLMMNOB — OCHOBHAs 3aiaya KOHLENUUn STUYECKOro Nn-
Aepctsa (3/1). CTaTbs NOCBALLEHA U3YUEHWIO B3aNMOCBA3M MeX Y NPUBEPXKEHHOCTbIO NpenogasaTeneil ueHHocTam 3J1 n npodec-
CMOHANbHBIM BbIFOPAHMEM, @ TaKXKe aHanm3y BAUAHUA psaa GakTopos (nos, NpodpeccroHanbHas cneyuani3aums u onbIiT paboTs
B BO/MKHOCTU) Ha CTeneHb NPOodEeCcCMoHaNbHOTo NCTOLeHNs. MeToAoNorMYecKnin KapKkac MCCneoBaHUsA BKIIOUAET TeopeTuye-
CKUE MONOXKEHUA CTPATEMNMYECKOTO MEHEIXKMEHTA U MHAYCTPUANIbHO-OPraHN3aLYOHHON NCUXONOMNK, B YaCTHOCTH, OAHOTO 13 ee
MoApasaenos — ynpasneHuecko ncuxonorum. UHGopmaLumoHHyto 6asy cocTaBuiv pesynbTaTbl ONPocoB 477 pecnoHeHToB. [ins
OLIEHKM MOJTyYeHHbIX AAHHbIX MPUMEHSAINCH METOLbI CTATUCTUUYECKOTO M SKOHOMETPUYECKOTO aHan3a, a TakKe MeTOANKA OLeH-
K1 npodeccroHanbHoro BbiropaHua K. Macnau v wkana aTmyeckoro nuaepcrsa. NpoBeAeHHble pacueTbl 06HapyXMii 3HaUMYO
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oTpuLaTenbHyio cBA3b Mmexay 3J1 1 SMoLuMoHanbHbIM nctoweHnem (r = - 0,099, p < 0,05), a Tak»e yPOBHEM INYHBIX AOCTUXKEHWI
(r=-10,103, p < 0,01). Pe3ynbratbl McCnefoBaHWA CBMAETENbCTBYIOT O H3KOM YPOBHE SMOLIMOHANIbHOMO BbIrOPaHWA U Aenepco-
HanM3awumm pecnoHAEHTOB, a Takxe 06 UX BbICOKOW YAOBNETBOPEHHOCTM pe3ynsTaTaMy Tpyaa U NONOXUTENbHOM BOCNpUATIAM ).
Cpepawv BO3MOXKHbIX HaMpaBieHU AN1A faJIbHENLWEro U3yYeHNsa TEMATVKN OTMETVM aHann3 JOMONHUTENbHbIX NINYHbIX XapaKTepu-
CTVIK NpenoaaBaTeneil, a Takke CMeHy reorpaduyeckoi NoKaLum NccnefoBaHus.

KnioueBble cnoBa: CTpaTernyeckuii MEHefXKMeHT; NpodeccMoHanbHoe BbIrOpaHNE; STUYECKOe NMAEPCTBO; MMYHOCTHbIE XapaK-
TePUCTUKY; NpenofasaTenb.
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