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This study examines the effect of school principals' empowering 

leadership according to teachers' perceptions of teachers' psychological 

ownership and work engagement. The study sample consists of 463 

teachers. The relational survey model, one of the quantitative research 

methods, was used in the study. Empowering Leadership Scale, 

Psychological Ownership Scale and Work Engagement Scale were used 

to collect the data. As a result of the research, according to teachers' 

perceptions, the empowering leadership levels of school principals and 

teachers' psychological ownership and work engagement levels were 

found to be high. Teachers' psychological ownership and work 

engagement levels show significant differences according to age, 

seniority, and education level variables. A significant positive 

relationship was found between the empowering leadership of school 

principals and teachers' psychological ownership. A medium-level 

positive significant relationship was found between the empowering 

leadership of school principals and teachers' work engagement. 

Empowering leadership characteristics of school principals significantly 

positively affect teachers' psychological ownership and work 

engagement. The study emphasized the role of empowering leadership in 

understanding teachers' work engagement and psychological ownership. 

Based on the results, school principals are recommended to demonstrate 

empowerment leadership behaviors to build an understanding of teachers' 

work engagement and psychological ownership. 
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Introduction  

Empowering leadership increases teachers' motivation and improves their self-efficacy 

by engaging in behaviors that support teachers (Konan & Çelik, 2018). Depending on the 

development of self-efficacy, teachers will feel effective in the organization and become a 

part of the organization (Aras, 2013; Ötken, 2015). Psychological ownership, which causes 

teachers to feel like a part of the organization, will increase their commitment and enable 
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them to fulfill their duties more (Yavuz, 2021). Commitment to the organization and the 

intention to perform their duties enthusiastically emphasize teachers' work engagement (Kara 

& Kaya, 2020). In this direction, this study aims to examine the effect of school principals' 

empowering leadership on teachers' psychological ownership and work engagement. 

Literature Review 

Empowering Leadership 

Empowering leadership is the process of further empowering employees through 

processes such as increasing the self-perception of individuals, ensuring effective 

participation of employees in decision-making processes, eliminating the points where 

employees feel powerless, encouraging employees to take risks and continuing their 

development (Conger & Kanungo, 1988; Konczak et al., 2000; Thomas & Velthous, 1990; 

Zhang & Zhou, 2014). Employee empowerment is a philosophy on how to achieve success. 

Employees are informed about evaluation processes and criteria. Employee empowerment is a 

process that requires patience (Russ, 1995). As a result of research on this process, Konczak, 

Stelly, and Trusty (2000) explain empowering leader behavior in six dimensions. The 

empowerment dimension is when the manager delegates his/her work-related authority to 

his/her employees. The accountability dimension is the leader's accountability for the results 

of his/her work. The self-determination dimension is the ability of employees to make their 

own decisions about the work. It indicates that the employee plans the entire work process by 

himself/herself. The information-sharing dimension refers to sharing information and 

documents necessary for completing the work with employees. The skill development 

dimension aims to empower employees by training them. Coaching for innovative 

performance refers to encouraging employees to take risks within the scope of the work 

(Konczak et al., 2000). 

Psychological Ownership 

Psychological ownership is the development of motivation for the employee to exhibit 

possessive behaviors toward the organization's goal and to protect and improve the current 

situation (Avey et al., 2009; Dawkins et al., 2015; Dyne & Pierce, 2004; Morewedge, 2020). 

The concept of psychological ownership is explained by three different answers to the 

question, "What do I feel is mine?". These are influence, self-identity, and having a place. The 

sense of ownership enables individuals to fulfill these three root motives. These motives are, 

therefore, the causes of psychological ownership. These motives facilitate the development of 

psychological ownership instead of creating separate states (Pierce et al., 2001). On the other 

hand, Avey (2009) and Pierce et al. (2001) addressed the concept of psychological ownership 

in two dimensions: developmental and preventive. Based on the studies of Olckers and Plesis 

(2012), Avey et al., 2009) introduced the sub-dimensions of autonomy and responsibility into 

the literature (Akarca, 2021; Akçin, 2018; Avey et al., 2009; Dirgen, 2019; Olckers, 2013; 

Pierce et al., 2001; Yeşil et al., 2015). 

Psychological ownership is addressed in four dimensions at the organizational level. Self-

identity is the individual's affinity towards the organization's goals or any phenomenon related 

to the organization. The organization's goal is embedded in the employee's identity and 

becomes a part of the self. In the accountability dimension, the employee makes efforts and 

develops to achieve the goals with the authorities. In the prevention-oriented dimension, the 

employee wants to protect his/her job and the organization against negativities. Prevention-
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oriented is related to cognition and emotions rather than behavioral dimensions (Avey et al., 

2009). The belongingness dimension is the behavior or feeling resulting from the employee's 

ownership of a goal or organization (Uçar, 2018). 

Work Engagement 

Work engagement is the employee's physical, cognitive, and emotional dedication to 

his/her job. How much the employee values his/her job, and his/her relationship with the work 

environment are essential in terms of the concept of work engagement (Kahn, 1990). 

Engagement refers to an individual's willing and strong participation in work (Maslach et al., 

2001). Work engagement is analyzed in three dimensions: vigor, dedication, and absorption 

(Schaufeli et al., 2001, pp. 71-74). The vigor dimension includes the desire to continue 

without giving up in the face of any challenge and the ability not to get tired. Generating new 

ideas depends on a high level of vigor. It is defined as the dimension with the highest 

effectiveness in dedication to work. Vigor is defined as the employee's mental recovery power 

in the work environment or during work (Kaplanseren & Örücü, 2018; Maslach et al., 2001; 

Özkalp & Meydan, 2015; Schaufeli et al., 2002; Şen, 2019; Turgut, 2011; Yavan, 2016). The 

dedication dimension deals with the employee's love for his/her job. Employees who dedicate 

themselves to their work do it with enthusiasm and desire; they attach meaning to it. The 

absorption dimension refers to the fact that the employee does not understand how the 

working time passes and gives all his/her focus to his/her work. The employee who devotes 

himself/herself to his/her job does not realize when it is time for a break and loses the concept 

of time (Maslach et al., 2001; Özkalp & Meydan, 2015; Schaufeli et al., 2002; Şen, 2019; 

Turgut, 2011). 

Empowering Leadership, Psychological Ownership and Work Engagement 

Leaders play an essential role in creating the work environment, enabling employees 

to take ownership of their tasks and environment. According to Stander and Rothmann 

(2009), organizations can enable employees to maximize their potential and add value. 

Employees need leaders who understand their needs and support their emotional and 

intellectual growth (Bhatnagar, 2005; Nykodym et al., 1995).  

Empowerment promotes trust or self-efficacy, enabling employees to take effective action 

without uncertainty or need for approval (Nykodym et al., 1995). Empowering leaders 

inspires employees to develop self-management and self-leadership skills (Pearce & Sims, 

2002). Empowered employees will feel more competent and in control and take ownership of 

their work (Stander & Coxen, 2017). 

Empowering leadership not only helps to increase employees' self-efficacy, but it can also 

help employees to develop. It also regulates psychological feelings of ownership, 

characterized by belonging, self-identity, and accountability to the organization (Avey et al., 

2009). Empowering leaders listen to the voices of their followers and encourage them. They 

make their employees feel listened to and contribute to their work. Through participatory goal 

setting and discussions, employees can strengthen their sense of belonging to their 

organizational role (Kim & Beehr, 2017). 

Employees' psychological ownership emerges when they have more trust in and control over 

their work and organization (Pierce et al., 2003). Finally, empowering leaders provides their 

followers with excellent job autonomy. Job autonomy indicates that employees control their 

work, increasing their psychological ownership experience (Pierce et al., 2001; O'Driscoll et 
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al., 2006; Mayhew et al., 2007). For all the above reasons, empowering leadership will likely 

increase employees' psychological ownership. Studies in the related literature show that there 

is a relationship between empowering leadership and psychological ownership (Jiang et al., 

2019; Kim & Beehr, 2017); empowering leadership affects psychological ownership (Cheng 

et al., 2021; Jiang et al., 2019; Kim & Beehr, 2017). 

Recent research shows that different leadership styles are associated with work engagement 

(Anwar, 2021). Empowering leadership is a leadership style that can play an important role in 

encouraging employees to work and increasing employees' motivation for commitment 

(Erkutlu & Chafra, 2016; Hao et al., 2017). Empowering leadership increases employees' 

motivation and commitment to work by providing shared authority and autonomy (Cai et al., 

2018). Employees with high job engagement are passionate about fulfilling their assigned 

tasks (Bilal, 2018); they transfer high energy to their work and maintain a strong desire for it 

(Bakker & Demerouti, 2008). Related literature also shows that there is a significant 

relationship between empowering leadership and work engagement (Amor et al., 2021; 

Alotaibi et al., 2020; Cai et al., 2018; Helland et al., 2020; Khan, 2018; Empowerment, 

Yassine, Masa'deh, 2018; De Klerk & Stander, 2014; Mendes & Stander, 2011; Stander & 

Rothmann, 2010; Bhatnagar, 2012; Tuckey et al., 2012) and that empowering leadership 

affects employees' work engagement (Cziraki & Laschinger, 2015; Öztürk Çiftçi, 2019: 182; 

Şen, 2019: 279). Prior empirical evidence (Laschinger et al., 2001; Saks & Gruman, 2014; 

Salmela-Aro & Upadyaya, 2018; Schaufeli et al., 2002; Xanthopoulou et al., 2009) 

demonstrated that the factors that form structural empowerment such as performance 

feedback, opportunities for development, organizational and social support cultivate work 

engagement. Macsinga et al. (2015) highlighted the incremental value of psychological 

empowerment, extraversion, and conscientiousness in explaining work engagement. 

Purpose of the Study 

This study examines the effect of school principals' empowering leadership on 

teachers' psychological ownership and work engagement according to teachers' perceptions. 

In addition, within the scope of the study, the differentiation of teachers' psychological 

ownership levels according to age, seniority, and education level were also examined. 

Method 

Research Model 

The research was designed using the relational survey model, one of the quantitative 

research methods. This model determines the relationship between two or more variables and 

the degree of this relationship. In relational research, the degree of relationship between 

variables can also be found (Büyüköztürk et al., 2020). 

Working Group and Data Collection Method 

The study group comprised 463 teachers, 376 of whom worked in public and 87 in 

private schools. The study group was determined by a simple random sampling method. In a 

simple random sampling method, each sampling unit is sampled with an equal probability of 

selection (Büyüköztürk et al., 2020). Demographic information of the study group is 

presented in Table 1. 
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Table 1 Demographic Characteristics of the Study Group 

 

When Table 1 is analyzed, it is seen that 81% of the participants work in public schools, 51% 

are women, and 75% are between the ages of 20-40. It is seen that 71% of the participants are 

undergraduate graduates, 45% of them work in high schools, 58% of them have 1-10 years of 

experience, and 91% of them have worked with school principals for 1-5 years.  

In order to use the scales and conduct the research, permission to use the scales was obtained 

from the scale owners (Aras, 2013; Uçar, 2018; Turgut, 2011), the approval of the Istanbul 

Sabahattin Zaim University Rectorate Ethics Committee dated 24.02.2022 and numbered 

2022/02, and the permission to conduct the survey and research was obtained from the 

Istanbul Provincial Directorate of National Education dated 03.03.2022 and numbered 

44/44854086. In order to reach a sufficient number and scope of research data, data were 

collected both face-to-face and online.  

Data Collection Tools 

Three different scales were used to collect the research data. Following an informative 

form is added a section including questions about the gender, age, graduation level, and 

tenure of the participants. Detailed information regarding the scales is presented below. 

Empowering Leadership Scale: Konczak et al. (2000) developed the scale and adapted it to 

Turkish by Aras (2013). The scale consists of 18 questions and five dimensions. Information 

about the adapted scale and dimensions, Cronbach's alpha values (Aras, 2013, p. 65), and 

Variables Groups f % 

School Type 
State  376 81,21 

Private 87 18,79 

Gender 
Female 236 50,97 

Male 227 49,02 

Age 

20-30 171 36,93 

31-40 177 38,23 

41+ 115 24,84 

Graduation Status 
Undergraduate 327 70,62 

Graduate 136 29,37 

School Type 

Kindergarten 47 10,15 

Primary School 78 16,84 

Secondary School 131 28,29 

High School 207 44,71 

Seniorty 

1-10 years 271 58,53 

 11-20 years 117 25,27 

21+ years 75 16,20 

Service Year at School 
1-10 years 422 91,14 

11+ years 41 8,86 

Duration of Working with the School Principal 
1-5 years 421 90,93 

5+ years 42 9,07 

Number of Teachers in School 
1-50 368 79,48 

51+ 95 20,52 

 Total 463 100 
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Cronbach's alpha values of this study are shown in Table 2. 

Table 1 Information on the Empowering Leadership Scale 

Dimensions Items 
Adaptation Cronbach's 

Alpha Value  

Cronbach's Alpha 

Value 

Authorization and Responsibility 1-4 0,67 0,82 

Self-Decision 5-7 0,64 0,92 

Knowledge Sharing 8-10 0,71 0,94 

Skill Development 11-13 0,77 0,95 

Coaching for Innovative Performance 14-18 0,73 0,95 

Scale Total 0,89 0, 98 

The scale's reliability is high (Cronbach's Alpha= .94) in this study. The reliability values of 

the sub-dimensions of the scale vary between .82 and .95 (Table 2). 

Psychological Ownership Scale: The scale was developed by Uçar (2018) and consists of 15 

items and four dimensions. Information about the scale and dimensions, Cronbach's alpha 

values (Uçar, 2018, p. 647), and Cronbach's alpha values of this study are shown in Table 3. 

Table 3 Information on the Psychological Ownership Scale 
Dimensions Items Adaptation Cronbach's Alpha Value  Cronbach's Alpha Value 

Self-Identity 1-6 0,91 0,96 

Efficacy 7-8 0,82 0,88 

Protective Focus 9-11 0,85 0,92 

Internal Responsibility 12-15 0,88 0,96 

Scale Total 0,88 0,97 

The scale's reliability is high (Cronbach's Alpha= .97) in this study. The reliability values of 

the sub-dimensions of the scale vary between .88 and .96 (Table 3). 

Work Engagement Scale: Schaufeli et al. (2002) developed the scale and adapted it to Turkish 

by Turgut (2011). The scale consists of 17 items and three dimensions. Information about the 

scale and dimensions, Cronbach's alpha values (Turgut, 2011, p. 163), and Cronbach's alpha 

values of this study are shown in Table 4. 

Table 2 Information on the Work Engagement Scale 
Dimensions Items Adaptation Cronbach's Alpha Value  Cronbach's Alpha Value 

Vigor 1-6 0,81 0,94 

Dedication 7-11 0,87 0,96 

Absorption 12-17 0,86 0,94 

Scale Total 0,89 0,97 

The scale's reliability is high (Cronbach's Alpha= .97) in this study. The reliability values of 

the sub-dimensions of the scale ranged between .94 and .97 (Table 4). 

"Tukey's Addivity" test was applied to measure the additivity values of the scales, and the 

non-additivity values were found as; "F=223,86, p<0,05" for the Empowering Leadership 

Scale and its sub-dimensions, "F=24,12, p<0,05" for the Psychological Ownership Scale and 

its sub-dimensions, "F=9,83, p<0,05" for the Work Engagement Scale and its sub-dimensions. 
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Since the significance value of non-summability is less than 0.05, the scale and sub-

dimensions used in the research are summable (Bilgin et al., 2019). 

Data Analysis 

In this study, the IBM Statistical Package for the Social Sciences (SPSS) Statistics 

26.0 program was used to analyze the data. A normality test was applied to determine the 

analyses to be used in the research. Arithmetic means standard deviation, ANOVA, and t-tests 

were used to analyze the data. The normality test results of the Empowering Leadership Scale, 

Psychological Ownership Scale, and Work Commitment Scale are presented in Table 5. 

Table 5 Normality Test Results 
Scale Dimensions N Kurtosis Skewness 

E
m

p
o
w

er
in

g
 L

ea
d
er

sh
ip

 

Authorization and Responsibility 463 3,23 -1,45 

Self-Decision 463 0,03 -0,73 

Knowledge Sharing 463 -0,15 -0,78 

Skill Development 463 -0,27 -0,62 

Coaching for Innovative Performance 463 -0,32 -0,55 

Empowering Leadership 463 0,42 -0,79 

P
sy

ch
o
lo

g
ic

al
 

O
w

n
er

sh
ip

 

Self-Identity 463 -0,18 -0,62 

Efficacy 463 0,62 -1,02 

Protective Focus 463 0,74 -0,90 

Internal Responsibility 463 4,32 -1,97 

Psychological Ownership  463 1,81 -1,13 

W
o
rk

 E
n
g
ag

em
en

t Vigour 463 0,69 -0,84 

Dedication 463 0,79 -1,20 

Absorption 463 -0,05 -0,58 

Work Engagement 463 0,89 -0,59 

 

In the studies conducted in the relevant literature, skewness, and kurtosis values of ±3.0 

values (De Carlo, 1997 as cited in Büyükbeşe & Gökaslan, 2018) and ±1.5 values and being 

close to zero are shown as evidence of normal distribution (Tabachnick & Fidell, 2020 as 

cited in Epli et al., 2021). When the skewness and kurtosis results of the scales used in the 

study were examined, it was determined that the dimensions other than the empowerment and 

responsibility dimension of the Empowering Leadership Scale and the intrinsic responsibility 

dimension of the Psychological Ownership Scale and the Work Commitment Scale showed a 

normal distribution. Parametric tests were applied for the sub-dimensions of the scales that 

showed normal distribution, and nonparametric tests were applied for the dimensions that did 

not show normal distribution. 
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Results  

According to the results of the study, according to teachers' perceptions, the 

empowering leadership characteristics of school principals and teachers' psychological 

ownership and job commitment levels were found to be high, as shown in Table 6. 

Table 6 School Principals' Empowering Leadership Characteristics According to Teachers' 

Perceptions, Psychological Ownership, and Work Engagement Levels of Teacher 

Variables  N M SD Level 

Empowering Leadership 463 3,68 0,97 High 

Psychological Ownership 463 3,88 0,91 High 

Work Engagement 463 4,48 1,19 Very High 

When the change in teachers' psychological ownership levels according to age variable was 

analyzed (F (2, 460) = 13,50; p=0,00<0,05), a significant difference was found according to 

age (p<0,05). Teachers in the 31-40 (p=0,00<0,05) and 41+ (p=0,00<0,05) age groups felt 

higher (p<0,05) psychological ownership than teachers in the 20-30 age group (Table 7). 

Table 7 Variation of Teachers' Level of Psychological Ownership According to Age 
            ANOVA Results 

 Age N Mean SD  SS df MS F p 

Psychological 

Ownership  

20-30 171 3,61 1,09 G. Bet. 21,26 2 10,63 

13,50 0,00 31-40 177 3,97 0,80 G. Inside 362,22 460 0,79 

41+ 115 4,13 0,65 Total 383,49 462  

When the variation of teachers' psychological ownership levels according to the level of 

education is examined, psychological ownership shows a significant difference (t(461)= -

3,00; p=0,00) according to the level of education (p<0,05). Teachers with postgraduate 

education (p=0,00) feel higher (p<0,05) psychological ownership than those with 

undergraduate education (Table 8). 

Table 8 Variation of Teachers' Level of Psychological Ownership According to Educational 

Background 

 Educational 

Background 
N Mean SD 

t-Test 

t df P 

Psychological 

Ownership 

Undergraduate 327 3,79 0,95 
-3,00 461 0,00 

Postgraduate 136 4,07 0,76 

Teachers' psychological ownership levels vary significantly according to seniority (F (2, 460) 

= 9,02; p=0,00). It was found that teachers with a seniority of 11-20 years (p=0,00) and 21 

years and above (p=0,00) felt higher psychological ownership than teachers with a seniority 

of 1-10 years (p<0,05) (Table 9). 

Table 9 Variation of Teachers' Psychological Ownership Levels According to Teachers' 

Seniority 
 ANOVA Results 
 Seniority N Mean SD  KT df KO F P 

Psychological 

Ownership 

1-10 271 3,73 1,01 G. Bet 14,46 2 7,23 

9,02 0,00 11-20 117 4,05 0,74 G. Insi. 369,03 460 0,80 

21+ 75 4,14 0,66 Total 383,48 462  
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The findings of the ANOVA test conducted to determine the differentiation of teachers' level 

of work engagement according to age variable are given in Table 10. As a result of the 

analysis, it was found that teachers between the ages of 31-40 (p=0,00) and over 41 

(p=0,00<0,05) felt more engagement than teachers between the ages of 20-30 (F (2, 460) = 

13,26; p=0,00).  

Table 10 Variation of Teachers' Work Engagement Levels According to Age 
 ANOVA Results 

 Group N Mean SD  
SS df MS F 

p 

Work 

Engagement 

20-30 171 4,13 1,41 G. Bet 35,33 2 17,67 

13,26 0,00 31-40 177 4,61 1,03 G. Insi. 613,16 460 1,33 

41+ 115 4,80 0,88 Total 648,50 462  

The findings of the t-test to determine the differentiation of teachers' work engagement levels 

according to their educational status are given in Table 11. As a result of the analysis, the 

level of work engagement of teachers with postgraduate education was found to be higher 

than that of undergraduate students (t (461) = -2,69; p=0,01<0,05). 

Table 11 Variation of Teachers' Work Engagement Levels According to Educational Status 

 Group  N Mean SD 
t-Testi 

T df P 

Work 

Engagement 

Undergraduate 327 4,38 1,22 
-2,69 461 0,01 

Postgraduate 136 4,71 1,05 

ANOVA test was applied to determine the differentiation of teachers' work engagement levels 

according to the seniority variable, and the results are given in Table 12. Teachers with 11-20 

years of seniority (p=0.02) and over 21 years of seniority (p=0.02) had higher levels of work 

engagement than teachers with 1-10 years of seniority (p<0,05). 

Table 12 Variation of Teachers' Work Engagement Levels According to Seniority 
 ANOVA Results 
 Group N Mean SD  SS df MS F p 

Work 

Engagement 

1-10 271 4,30 1,31 G. Bet 23,13 2 11,56 

8,50 0,00 11-20 117 4,65 0,96 G. Insi. 625,37 460 1,36 

21+ 75 4,86 0,85 Total 648,50 462  

Correlation analysis was conducted to determine the relationship between the empowering 

leadership characteristics of school principals according to teachers' perceptions and teachers' 

psychological ownership and work engagement. As a result of the analysis, a highly positive 

and significant (r=0.80, p<0.05) relationship was found between school principals' 

empowering leadership according to teachers' perceptions and teachers' psychological 

ownership levels. There was a moderate positive significant relationship (r=0.65, p<0.05) 

between the empowering leadership characteristics of school principals and teachers' work 

engagement (Table 13). 
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Table 13 Analysis of the Relationship between School Principals' Empowering Leadership 

Characteristics and Teachers' Psychological Ownership and Work Engagement 

  Empowering 

Leadership 

Psychological 

Ownership 

Work 

Engagement 

Empowering 

Leadership 

Pearson Correlation 1 0,80** 0,65** 

Sig. (2-tailed)  0,00 0,00 

Psychological 

Ownership 

Pearson Correlation  1 0,86** 

Sig. (2-tailed)   0,00 

Work Engagement Pearson Correlation   1 

In the analysis, the independent variable is represented by "empowering leadership," while the 

dependent variables are represented by the concepts of "psychological ownership" and "work 

engagement." Since the study has two dependent variables, a simple regression analysis was 

conducted. The results of the regression analysis conducted to examine the effect of 

empowering leadership characteristics of school principals according to teachers' perceptions 

of teachers' psychological ownership levels are given in Table 14. 

Table 14 The Effect of School Principals' Empowering Leadership on Teachers' 

Psychological Ownership Level 

  Variable  B Std. Error Beta (β) t Sig. R R2  
(Constant) 1,10 0,09 - 11,16 0,00 - - 

  Empowering Leadership  0,75 0,03 0,80 29,04 0,00 0,80 0,65 

As a result of the analysis, in a significant regression model (F(1,461) = 843,20, p<0,001), it 

was found that empowering leadership characteristics of school principals explained 65% 

(R2=0.65) of teachers' psychological ownership levels (β=0,80, t (461) =29,04). 

The results of the regression analysis conducted to examine the effect of empowering 

leadership characteristics of school principals on teachers' level of job work engagement 

according to teachers' perceptions are given in Table 15. 

Table 15 The Effect of School Principals' Empowering Leadership on Teachers' Level of 

Work Engagement 
  Variable  B Std. Error Beta (β) t Sig. R R2 

1 (Constant) 1,58 0,17 - 9,59 0,00 - - 

  Empowering Leadership 0,79 0,04 0,65 18,19 0,00 0,65 0.42 

As a result of the analysis, in a significant regression model (F(1,461) = 330,92, p<0,001), it 

was found that the empowering leadership characteristics of school principals explained 42% 

(R2=0.42) of teachers' work engagement levels (β=0,65, t (461) =18,19).  

Discussion and Conclusion 

As a result of the research, empowering leadership characteristics of school principals 

were found to be high according to teachers' perceptions. Aras (2013) found the empowering 

leadership levels of tourism managers at a "high" level. Koçak (2016) found the empowering 

leadership levels of school principals at the "medium" level in the dimensions of skill 
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development, innovative performance, and coaching and at the "high" level in other 

dimensions. Koçak's (2013) and Aras's (2016) findings overlap with this study's findings. 

Teachers' psychological ownership was found to be at a high level. Uçar (2016) also found 

that employees' psychological ownership was at a high level, which is parallel with the 

findings of this study. In this study, teachers' level of work engagement was found to be very 

high. Turgut (2011), on the other hand, found that employees' level of work engagement was 

at a medium level. This finding is inconsistent with the results of the study. It may be 

explained by Turgut's (2011) participants being from different occupational groups. 

As a result of the research, it was found that the psychological ownership levels of teachers 

with postgraduate education were higher than those with undergraduate education. This 

finding can be explained by the fact that the transition to higher education makes people open 

to development. The fact that graduate graduates feel more psychological ownership than 

undergraduate graduates can be explained by the fact that graduate graduates receive a 

difference in additional course payments, are reflected as additional points in administrative 

assignments, and are exempted from the specialist teaching written exam in the Teaching 

Career Exams. In the literature, some studies found that psychological ownership differs 

significantly on educational status (Akarca, 2021: 80; Demirkaya & Şimşek Kandemir, 2014; 

Ekinci, 2018). The studies of Şenol and Üzüm (2020) and Dirgen (2019) found that 

psychological ownership did not differ according to the level of education. Teachers with a 

seniority of 11-20 years and 21 years or more felt higher psychological ownership than 

teachers with a seniority of 1-10 years. This finding coincides with the literature (Demirkaya 

& Şimşek Kandemir, 2014; Ekber & Memmedova, 2017). Based on the results of the 

research, it can be said that teachers' feelings of psychological ownership increase with 

increasing seniority. It can be explained by the fact that the development of professional 

competencies and experiences of teachers with increasing tenure is effective in the formation 

of this situation, and especially the teachers working in the same institution see the institution 

as their home due to working in a particular institution for many years due to the lack of 

rotation. Ekinci (2018) stated that the seniority variable did not differ significantly in terms of 

the concept of psychological ownership. 

In the study, it was determined that teachers' work engagement differed significantly 

according to age. When the related literature is reviewed, it is seen that there are studies in 

which work engagement differs significantly according to age (Öztürk et al., 2020; Tokmak, 

2019). The study found that teachers between the ages of 31-40 and over 41 felt more 

commitment than teachers between the ages of 20-30. It is thought that the increase in 

professional experience is effective in forming this significant differentiation. On the other 

hand, there are studies in the literature that found that work engagement does not differ 

according to age variable (Asmadili, 2020; Atalık, 2021; Bostancı & Ekiyor, 2015; Güneş, 

2022; Turgut, 2011). In the study, the work engagement levels of teachers with postgraduate 

education were found to be higher than those of teachers with undergraduate degrees. When 

the related literature is reviewed, there are findings indicating that work engagement levels 

differ significantly according to teachers' level of education (Atalık, 2021; Gökaslan, 2018; 

Meriç et al., 2019; Öztürk et al., 2020; Tokmak, 2019). It is thought that the change in 

teachers' perspective and understanding of the work as the level of education increases, their 

ability to approach events more scientifically, and their ability to analyze the dynamics of 

education better are effective in this differentiation. On the other hand, according to Bostancı 

and Ekiyor (2015), work engagement levels do not differ according to teachers' education 

level.  
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As a result of the study, the level of work engagement of teachers with a seniority of 11-20 

years and over 21 years was found to be higher than that of teachers with a seniority of 1-10 

years. It is thought that the increase in the professional experience of teachers with seniority, 

the fact that teachers with a seniority of 1-10 years serve as contracted teachers for three 

years, the fact that their rights are different from those of permanent teachers, and the fact that 

school principals impose much work on first-appointment teachers during their probationary 

education are effective in this differentiation. When the related literature is reviewed, job 

commitment levels differ significantly according to seniority (Atalık, 2021). On the other 

hand, there are also research results where work engagement levels do not differ significantly 

according to teachers' seniority (Güneş, 2022; Öztürk et al., 2020) 

As a result of the research, it was found that there was a significant positive relationship 

between the empowering leadership characteristics of school principals according to the 

perceptions of teachers and the psychological ownership levels of teachers and that the 

empowering leadership characteristics of school principals affected the psychological 

ownership levels of teachers. It is thought that the delegation of authority transferred to the 

employee with the effect of empowering leadership, giving responsibility to the employee, 

and providing guidance in the work to be done cause the employee to own the institution 

psychologically. Studies in the related literature show that there is a high level of relationship 

between empowering leadership and psychological ownership (Jiang et al., 2019; Kim & 

Beehr, 2017); empowering leadership affects psychological ownership (Cheng et al., 2021; 

Jiang et al., 2019; Kim & Beehr, 2017). As a result of the study, according to teachers' 

perceptions, there was a moderately significant relationship between empowering leadership 

characteristics of school principals and their commitment to work. Based on the research 

results, it was determined that the results were similar to the literature. By using empowering 

leadership sub-dimensions effectively, school principals have an effect on teachers' ownership 

of the school. With the effect of this ownership, teachers integrate with the school and 

concentrate on their work. In the related literature, some studies have found that there is a 

significant relationship between empowering leadership and work engagement (Alotaibi et al., 

2020; Cai et al., 2018; Helland et al., 2020; Khan, 2018) and that empowering leadership 

affects employees' work engagement (Öztürk Çiftçi, 2019; Şen, 2019). On the other hand, 

some studies found no statistically significant relationship between empowering leadership 

and work engagement (Lee et al., 2017; Tiganj, 2019). 

In today's educational policies, the multidimensional development of school principals is 

essential. In ensuring this development, school principals' acquisition of empowering 

leadership characteristics will make their development and the development of teachers 

dynamic. School principals' guidance of teachers by using their empowering leadership 

qualities and training teachers by sharing the information they need will increase the 

effectiveness of teachers. Thus, teachers can be supported to internalize their school, integrate 

with the work environment, and dedicate themselves to their school and students. In order to 

increase teachers' levels of psychological ownership and dedication to work, it is 

recommended that postgraduate education should be encouraged, and adaptation and 

guidance studies should be carried out for teachers in the first ten years of teaching.  

Note 

This study is derived from the master's thesis titled "The Effect of School Principals' 

Empowering Leadership According to Teachers' Perceptions on Teachers' Psychological 

Ownership and Work Engagement ". 
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