PEGEM JOURNAL OF

EDUCATION

INSTRUCTION

Original Title of Article:

The effect of diversity management on teachers' organizational commitment and
organizational citizenship behavior

Turkish Title of Article:

Farkhliklarin yonetiminin 6gretmenlerin 6rgitsel baglliklarina ve vatandaslk davranislarina
etkisi

Author(s):

Mehmet KURTULMUS

For Cite in:

Kurtulmus, M. (2016). The effect of diversity management on teachers' organizational
commitment and organizational citizenship behavior. Pegem Egitim ve Odretim Dergisi, 6(3),
277-302, http://dx.doi.org/10.14527/pegegog.2016.015.

Orijinal Makale Baghgi:

The effect of diversity management on teachers' organizational commitment and
organizational citizenship behavior

Makalenin Tiirkce Baghigi:

Farkhliklarin yonetiminin 6gretmenlerin 6rgltsel bagliliklarina ve vatandaslik davranislarina
etkisi

Yazar(lar):
Mehmet KURTULMUS

Kaynak Gosterimi igin:

Kurtulmus, M. (2016). The effect of diversity management on teachers' organizational
commitment and organizational citizenship behavior. Pegem Egitim ve Odretim Dergisi, 6(3),
277-302, http://dx.doi.org/10.14527/pegegog.2016.015.

P PEGEMAKADEMI



&)

8 & Pegem Egitim ve Ogretim Dergisi, 6(3), 2016, 277-302
53]

8 PEGEM www.pegegog.net
& AKADEMI

The Effect of Diversity Management on Teachers' Organizational
Commitment and Organizational Citizenship Behavior

*
Mehmet KURTULMUS *?
®Harran University, Faculty of Education, Sanliurfa/Turkey @ CrossMark
Article Info Abstract

DOI: 10.14527/pegegog.2016.015 The ai‘m (.Jf this study .is to investigate the effect of (.iiversiFy manag‘ement on teachers'
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Received 25 June 2015 teachers who were working in Anatolian High Schools in the city center of Diyarbakir,
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Keywords: regression analysis. The results of this study reveals that diversity management can be
Diversity, a significant predictor of organizational commitment and organizational citizenship
Diversity management, behavior. Among the suggestions proposed based on the findings, the importance of
Organizational commitment, composing policies which enable teachers to accept and internalize the aims and
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behaviors is emphasized. According to these results, it is possible to indicate that
respecting diversities and showing tolerance to them in order to provide higher level
organizational commitment and organizational citizenship behaviors of teachers are
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Farkhliklarin Yonetiminin Ogretmenlerin Orgiitsel Baghliklarina ve
Vatandagshk Davraniglarina Etkisi
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Bu arastirmanin amaci, farkhliklarin yonetiminin 6gretmenlerin 6rgutsel baglhliklarina
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Introduction

Diversity is a phenomenon that can be valid for every individual and organization. In this direction,
diversity can be valid also for educational organizations like universities and schools (Lumby & Coleman,
2007). Today, educators face diversity increasingly as well (Balyer & Glndiiz, 2010). Many factors like
demographic changes, globalization, labour force differences and individualization also affect
educational institutions (Scholten, Weheliye & Wolffram, 2009).

As people who work for educational institutions have different demographic, social, cultural and
individual features, the problems that diversity can create in professional life can also be valid for
schools. Similar to other working environments and fields; in education where people having different
qualities work together; it is also clear that employees should be managed successfully (Balay & Saglam,
2004; Memduhoglu, 2007) at schools which aim to raise tolerant individuals (Sisman, Giiles, & Dénmez,
2010). Also, it is also possible to indicate that managing diversity as a component of the process of
providing higher quality education is important for schools (Ngema, 2009; van Vuuren, van der
Westhuizen & van der Walt, 2012).

Considering that schools and universities are models for a society and students (Lumby & Coleman,
2007), it is obvious that diversity should be managed successfully within educational organizations.
Therefore, to create educational organizations which aim to exhibit inclusive society models,
administrators/leaders should consider diversity management more than usual (Morrison, Lumby &
Sood, 2006). The schools that aim to raise individuals who think differently and critically, who are
tolerant, fair, sensitive to problems and productive rather than being monotype students (Sisman at al.,
2010) primarily have to manage diversity well within themselves. Thus students as well as employees
are negatively affected in a school environment where diversity is not considered together with
tolerance, and therefore, cannot be managed effectively. As it is mentioned, culturally different
students can work better only if they feel their personality is secure (Sharma, 2005).

Diversity may affect employees — who are one of the most important elements of organizations —
and the organization from different aspects. That is why, if diversity is not considered, organizations may
pay a higher price. However, organizations can also gain a lot as they evaluate and manage diversity
accurately (Griffin & Moorhead, 2010). Various researchers discuss that diversity and diversity
management can be connected with a lot of individual and organizational outputs (Aksu, 2008; Balyer &
Gindiz, 2010; Cox & Blake, 1991; Foxman & Easterling, 1999; Gilbert & Ivanchevich, 2001; Griffin &
Moorhead, 2010; Memduhoglu, 2007; Saxena, 2014; Thomas, 1990).

Investigating the effect of diversity management has been emerging as an important issue in
research as well as discussions. For instance, research conducted at business organizations can reveal
that diversity management has influence over organizational performance (Choi & Rainey, 2010; Pitts,
2009), job satisfaction (Pitts, 2010) and organizational commitment (Magoshi & Chang, 2009) variables.
Just like business organizations, effective diversity management can also influence school employees
from different points. Accordingly, it is thought that diversity management at schools will considerably
affect organizational commitment and organizational citizenship behaviors.

Although diversity management has been subject to research in Turkey in recent years, it is clear
that the effect of this topic on teachers has been adequately examined. Therefore, there is a need for
the issue to be examined more in both theoretical and practical terms (Giles, 2012). Nonetheless, when
relevant literature is studied, it can be understood that research of diversity management in Turkey has
been predominantly conducted at business organizations and it focuses mostly on diversity
management (Balyer & Gundiz, 2010; Cetin, 2009; Memduhoglu, 2007). Within this scope, it can be
concluded that there are a limited number of studies that examine the effect of diversity management
on teachers at schools (Yilmaz & Kursun, 2013). In this respect, the study aims to bring a more indepth
analysis to the effect of diversity management on teachers’ organizational commitment and
organizational citizenship behaviors in order to be able to contribute to the relevant field and literature.
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Diversity Management

Diversity management is a process that aims to create a workplace environment in which differences
and similarities of individuals are valued, and to protect this created environment while increasing the
potentials of individuals and reaching the contributions of individuals to a maximum level regarding the
strategic targets of the organization (United States Government Accountability Office Research Report,
2005). Kandola and Fullertn (1998) also see diversity management as a process that targets to create a
positive workplace environment in which differences and similarities of individuals are valued (cite in
Pedersen, Tywuschik, & Gardey, 2008). Evaluating diversity management as a process, Hubbard (2004)
explained planning, organizing, directing and supporting diversity as the important factors of this
process. In addition, many researchers regarded diversity management as a sustainable and controllable
process, emphasizing valuing diversity and similarities rather than controlling (Maldonado, Dreachslin,
Dansky, Souza & Gatto, 2002; Ngema, 2009; Rosado, 2006; Siiral Ozer, 2007; Thomas, 1990).

There is no fully agreed common definition of diversity management. However, accessed definitions
reveal that diversity management is a process where approaches towards diversity and its practices
constitute an important factor. There is no common understanding of the scope of diversity
management as well (Choi & Rainey, 2010; Ergul & Kurtulmus, 2014; Ngema, 2009). In these studies,
diversity management was examined in two dimensions of approach and administrative practice. On
one hand, dimension explains the attitudes, approaches and points of view regarding diversity like
approach dimension, accepting diversity as natural, appreciate and tolerate. On the other hand, the
administrative dimension includes administrative practices such as not allowing discrimination among
teachers due to their differences, not being biased against teachers, taking advantage of the differences
of teachers and finding solutions to the conflicts arising because of diversity (Ergiil & Kurtulmus, 2014).

Organizational Commitment

Organizational commitment is generally expressed as people’s power of identification and
attachment to a particular organization. With this definition, commitment can be conceptualized with at
least three points. These three points are: a strong belief in organizational targets and values and
accepting them, being willing to make significant effort for the organization, and a strong desire to
continue (sustain) membership in the organization (Porter, Steers & Boulian, 1973). Organizational
commitment can be regarded as the psychological attachment that makes the employee less likely to
leave the organization (Allen & Meyer, 1996).

Organizational commitment can also be seen as the individual’s partisan and affective commitment
to an individual’s role in terms of goals and values and also to the goals and values of an organization for
his/her own advantage apart from the full instrumental value of the organization (Buchanan, 1974). In
fact, commitment refers to the meaning that employees attach to the organization as a result of
adopting the goals of the organization. In this regard, Liou (2008) described organizational commitment
to grow as employees accept the goals and values of the organization. Liou (2008) also stated that
limited with space and time, organizational commitment includes an attitude that emerges as a result of
an interaction between the organization and individual, the wish to contribute to the actions of the
organization and a strong desire to sustain good relationship with the organization.

It can be summarized from the definitions of organizational commitment that the concept is
generally defined as the employee’s psychological bond that s/he establishes with his/her organization.
However, there seem to be no dimensioning regarding organizational commitment that has been
adopted and reached as compromise. Some researchers regard organizational commitment as one-
dimensional (Mowday, Steers & Porter, 1979; Weiner, 1982) and some as multidimensional (Angle &
Perry, 1981; Mayer & Schoorman, 1992; Meyer & Allen, 1991; O’Reilly & Chatman, 1986), and thus they
have conducted their research within these two frameworks. In this research, organizational
commitment was examined in two dimensions as affective and normative commitment. Affective
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commitment expresses the identification with the organization and the affective attachment to the
organization (Allen & Meyer, 1996). Normative commitment depends on the feeling of obligation for the
organization (Allen & Meyer, 1996).

Organizational Citizenship Behaviors

The extra-role behavior concept proposed by Katz (1964) was an inspiration to the conceptualization
of organizational citizenship behaviors (cited in Bogler & Somech, 2004). Organizational citizenship
behaviors are the ones that do not fall into the job description and that are exhibited voluntarily by the
employees. These kinds of behaviors are stress behaviors that go beyond the determined features of
roles and that are directed to the individual, group and the organization in order to achieve the
organizational goals (Somech & Drach-Zahavy, 2000). Organizational citizenship behaviors are the extra
behaviors that go beyond the formal rules of the organization and that are not officially described or
written. These kinds of behaviors do not fit into the general work performance perception but they are
functional for the organization (Diapola & Hoy, 2005). They support the social and psychological
environment in which the task performance is actualized (Organ, 1988 cited in Organ, 1997).

When the definitions regarding the organizational citizenship behaviors/extra role behaviors are
considered, there are three main aspects of these behaviors. First of all, the behavior should be a
voluntarily behavior based on eagerness. In other words, it should not be a part of a role that is dictated
or a part of an official job being performed just for the sake of that profession (without any personal
consent of intelligence). Secondly, they reveal the multidimensional nature of the extra-role behavior.
Thirdly, the behaviors that are beneficial in an organizational sense are focused on this point (Somech &
Drach-Zahavy, 2000).

The research regarding organizational citizenship behaviors can reveal that the dimensions of
organizational citizenship behaviors differ. Some researchers examined organizational citizenship
behaviors as one-dimensional (Dipola & Hoy, 2005), and others examined them as multidimensional
(Somech & Drach-Zahavy, 2000). In this research, organizational citizenship behaviors were examined as
one-dimensional as a preference.

The Influence of Diversity Management on Organizational Commitment and Organizational
Citizenship Behavior

Diversity management can contribute to the organization and the employees in many ways. In an
environment where diversity is tolerated and approved, organizational commitment of employees can
increase. Valuing diversity, organizations can establish higher commitment (Wilson, Woods & Phal,
2005). Organizational commitment is an attitude that emerges as a result of the interaction between an
organization and its staff (individual) (Liou, 2008). It is very difficult for an employee who is marginalized
and alienated because of his/her differences in the organization to develop commitment to his/her
organization. Some research revealed that perceived race discrimination has a negative correlation with
affective commitment (Triana, Garcia & Colella, 2010). In their theoretical analysis, Mamman, Kamoche
and Bakuwa (2012) emphasize that there is a relationship between diversity and organizational
commitment. Therefore, it is hard to expect from employees working in an environment where diversity
is not recognized and approved to stay in the job for a long time, to increase their job satisfaction and to
develop organizational commitment to their organization (Balyer & Gindiz, 2010; Memduhoglu, 2011).

The inability to effectively manage diversity in the workplace can cause conflicts and unrest. Conflicts
may arise at schools that host diversity and various ethnic origins due to the fact that everybody does
not share similar ideas, values and life-styles (Burgess, 2012). Employees being uneasy and nervous can
influence especially their affective commitment levels negatively because affective commitment
expresses the identification of the employee with the organization and the emotional commitment of
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him/her to the organization (Allen & Meyer, 1996). Organizational commitment makes employees think
of their experiences before going into action (Mamman et al., 2012). In this regard, it is possible to
indicate that the organizational commitment of the individuals who have negative experiences will be
affected negatively to a considerable extent.

Today’s executives should not only be interested in increasing job satisfaction and organizational
commitment but also in increasing the organizational citizenship behaviors of the employees (Luthans,
2011). Learning how more powerful organizational citizenship behaviors can be developed will create
more productive schools; and therefore, will contribute to the development of teachers (Diapola &
Tschannen-Moran, 2001). School principals should be aware of extra-role behaviors rather than normal
behaviors (Bogler & Somech, 2004) as extra-role behaviors contain a great advantage for the other
teachers, students and schools as a whole (Bogler & Somech, 2004). Organizations with higher
performances trust the employees who fulfill other tasks of theirs along with their official tasks (Khalid,
Jusoff, Othman, ismail & Abdulrahman, 2010).

When organizations manage diversity effectively, staff may exhibit voluntarily behaviors that
contribute to the success of that organization (Mamman et al., 2012). It can also get the same expected
response from the employees who realize that diversity is tolerated. As organizational citizenship
behaviors are behaviors that are on a volunteer basis, it is possible to justify that these kinds of
behaviors are to be observed more in environments where the employees feel comfortable and where
there is respect to their differences.

In organizations which are unable to effectively manage diversity, obstacles such as injustice,
discrimination and marginalization may arise. It would be an optimistic approach to think that
employees will exhibit organizational commitment and also voluntary behaviors in work environments
where there is discrimination. Research has indicated that distributive justice perception and
organizational commitment of employees have a positive relationship (Hendrix, Robbins, Miller, &
Summers, 1998). On the other hand, Findler, Wind and Mor Barak, (2007) found that there is a
relationship between procedural justice and organizational commitment. In their research, Ensher,
Grant-Vallone and Donaldson (2001) suggested that discrimination predicts organizational citizenship
behaviors. Moorman (1991), on the other hand, determined that there is a relationship between
organizational justice and organizational citizenship behaviors. These studies have demonstrated that
organizational citizenship behaviors are observed more in the environments where the employees feel
comfortable and think that they are treated fairly (Ensher et al., 2001).

The Aim of the Research

The purpose of this research is to examine the effect of diversity management on teachers’
organizational commitment and organizational citizenship behaviors. In this sense, the following
research questions were examined.

1. Does diversity management have an effect on teachers’ organizational commitment?

2. Does diversity management have an effect on teachers’ organizational citizenship behaviors?

Method
Research Design

The research was conducted using the survey model. This method’s purpose is to describe the
existing state (Karasar, 2006).
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Sampling

1088 teachers who work at the Anatolian high schools in the province of Diyarbakir in the 2013-2014
academic year constitute the population of the research. 464 teachers constitute the sample of the
research, and they were determined by using the stratified sampling method. 65.30% of the participants
re male and 34.70% of them are female. 61.90% of them are married whereas 35.06% are single. 55.80%
of the participants are members of a union and 41.80% of them are not members of such organizations.
41.80% of the participant schools are located in city centers and 58.20% of them are located in counties.
Stratified sampling method was used in the determination of the sample. Based on this method, the first
step was to determine the number of teachers who work at the Anatolian High schools in 11 counties
(strata which host general Anatolian High Schools) of the province of Diyarbakir. The following step was
to find the weight of every stratum (county) by dividing the number of teachers in every stratum by the
number of teachers in the whole province of Diyarbakir (1088). Lastly, the number of teachers to be
selected from every region was identified by multiplying the total sample number with the weight of
each stratum. The results of these calculations are displayed in Table 1.

Table 1.
Numeric Data Regarding Sample Determination.

. Number of . According to 5.00% Number of
Counties Teachers Weight of Strata Sampling Error  Samples Taken
Kayapinar 45 .04 12 34
Baglar 94 .09 25 46
Sur 15 .01 5 13
Yenisehir 502 46 134 177
Cermik 44 .04 12 21
Cinar 20 .02 5 10
Dicle 28 .03 7 13
Bismil 94 .09 25 43
Egil 18 .02 5 11
Ergani 108 .10 29 50
Silvan 120 A1 32 46
Total 1088 1.00 291 464

Table 1 reveals that the county (stratum) with the greatest number of teachers is the county of
Yenisehir. Accordingly, it is observed that the stratum weight value is higher relative to the other strata.
In addition, it is also understood that the number of samples taken from the strata is greater than the
determined number of samples according to 5.00% error rate.

Instrument
Diversity Management Scale:

The diversity management scale was developed by Ergil and Kurtulmus (2014). Ergil and Kurtulmus
(2014) examined the construct validity of the scale with Exploratory Factor Analysis. In that examination,
the scale is determined to have two factors which have Eigen value greater than 1. The first factor
explains 32.48% of the total variance and the second factor explains 25.24% of the total variance. The
two factors explain 57.72% of the total variance. The dimensions of the scale are named as approaches
(A.) and administrative practices for diversity (A.P.). The scale is an interval scale that consists of 20
items. The Cronbach’s Alpha value of the scale for the sum of the items is .94.
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In this research, Confirmatory Factor Analysis (CFA) was performed for the two dimensions of the
scale. In CFA, Chi-square Goodness of Fit Test (1*/df), Comparative Fit Index (CFl), Normalized Fit Index
(NFI), The Root Mean Square Error of Approximation (RMSEA) and Standardized Root Mean Square
Residual (SRMR) values were determined. After CFA, the fit indexes of the scale were examined, and the
goodness of fit index values were found to be “good” for W’/df (2.91), CFI (.98), NFI (.96) and SRMR (.05)
and “acceptable” for RMSEA (.08). In addition, the Cronbach’s Alpha value of the scale was found to be
.94; the Cronbach’s Alpha value for the approach dimension and administrative practice dimension were
found to be .91 and .88, respectively.

Organizational Citizenship Behaviors Scale:

The organizational citizenship behaviors scale was developed in accordance with the items that were
adapted from the scale of Sheau-Yuen Yeo (2006) and Diapola & Hoy (2005). Three items of the scale
were adapted from Diapola and Hoy (2005), and five items of the scale were adapted from the
organizational citizenship behaviors scale of Sheau-Yuen Yeo (2006). In addition, two items were
developed by the researcher. The study of construct validity of the scale was conducted with
Exploratory Factor Analysis, and the scale was observed to have one factor explaining 54.68% of the
total variance. The scale is an interval scale that consists of 10 items. An example of an item of the scale
is “I voluntarily make an effort for my students to orient themselves to the school”. The Cronbach’s
Alpha internal consistency coefficient of the scale was found to be .89. Confidence coefficient values of
both halves were also observed and was found to be .84.

Organizational Commitment Scale:

The organizational commitment scale was developed in line with the scale developed by Meyer and
Allen (1997) and Mowday et al., (1979). The scale was projected to have two structures where
organizational commitment was studied as affective and normative commitment. The items of the scale
were determined accordingly. The first dimension was determined as affective commitment, and its
scale items were adapted from the organizational commitment scale of Mowday et al., (1979); the
second dimension was determined as normative commitment, and its scale items were adapted from
the organizational commitment scale of Meyer and Allen (1997).

CFA was calculated in order to determine whether the two projected dimensions of the scale were
verified or not. The goodness of fit index values of the model that emerged after CFA were found to be
“good” for w’/df (2.95), SRMR (.03), NFI (.98), CFI (.99) and “acceptable” for RMSEA (.06). These results
reveal that the goodness of fit criteria of the scale were between standard values, and therefore it was
verified that the scale measures the structure with two factors. The scale is an interval scale that
consists of 9 items. The general Cronbach’s Alpha value for the scale was found to be .85; the
Cronbach’s Alpha value for the A.C. dimension and N.C. dimension were found to be .85 and .79,
respectively.

Data Analysis

Before starting the analysis, a check was conducted to see whether the data collected from the
scales met the assumptions of the multivariate statistical techniques or not. The reason for that check is
the necessity of meeting certain assumptions in case of attempting to apply multivariate statistics. These
assumptions include univariate normal distribution, extreme values, multivariate normality distribution,
linearity and lack of multivariate linear relationship. The skewness and kurtosis values of the data
collected from the scales — regarding the univariate normality distribution — were calculated, and the
results are presented in Table 2.
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Table 2.

The Skewness and Kurtosis Values of the Research Variables.

Variables Skewness Kurtosis
Approaches -.21 -72
Administrative practices -.27 -.55
Affective commitment =21 -72
Normative commitment -.30 -.69
Organizational Citizenship Behaviors -.43 -78

Table 2 shows that the coefficients of skewness and kurtosis of the data collected from the scales
remain in the 1 interval. The finding that coefficients of skewness and kurtosis remain in the 1 interval
is interpreted as the points not revealing significant deviance from normal (Bliytkoztiirk, 2011;
Kiguksille, 2008).

Mahalonobis distance was used to understand whether the data have an extreme value or not. The
critical value for the two dependent variables is 13.82 in the Mahalonobis distance value. The
Mahalonobis values above this value are considered as extreme values and excluded from the analysis
(Pearson & Hartley, 1958 as cited in Akbulut, 2010). Because one of the Mahalonobis values (17.01) was
above the critical value, it was excluded from further analysis. As a result, the questionnaire of which
the relevant value was indicated in the data set was excluded, and the extreme values were cleaned
(Cokluk, Sekercioglu & Buytkoztiirk, 2014). The Scatter Plot Matrix was observed while determining the
normality distribution and linearity. The scatter plot diagrams of each binary variable having an ellipse
shape in the Scatter Plot Matrix means that both normality and linearity were obtained (Mertler &
Vannatta, 2005 cited in Cokluk et al., 2014). The combinations of binary variables have the shape of an
ellipse. Accordingly, the data is accepted to provide both normal distribution and linearity.

An important factor in regression analysis is that there is no multicollinearity between the predicting
variables. In other words, it is important that the correlation coefficient between the predicting
variables is not above .90 (Pallant, 2010 cite in Akbulut, 2010). Some sources emphasize that in case the
correlation coefficient is above .80, there may be multicollinearity (Blyiikozturk, 2011). In this study, the
correlation coefficient between the predicting variables was determined as .83. In this respect, Durbin-
Watson and tolerance values were checked against the possibility that there was multicollinearity
problem. The Durbin-Watson value was determined to be 1.62 and the tolerance value was determined
to be (1-R%) .67. These values reveal that there is no multicollinearity between predicting variables
(Akbulut, 2010; Biiytkoztirk, 2011). Thus, the data are accepted to be appropriate for regression
analysis.

The range of values used in the scales of the study (diversity management, organizational citizenship
and organizational commitment scales) and their levels are displayed in Table 3.

Table 3.
Averages of Scores from the Scale and Their Levels.
Level

Range of Values D.M. o.C. 0.C.B.
1.00-1.80 Very bad Very low Very low
1.81-2.60 Bad Low Low
2.61-3.40 Partially good Reasonably high Reasonably high
3.41-4.20 Good High High
4.21-5.00 Very good Very high Very high

D.M.: Diversity management O.B.: Organizational commitment O.C.B: Organizational citizenship
behaviors.
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Results
The Descriptive Statistical Findings of the Variables

Arithmetic mean, standard deviation values regarding the data of diversity management,
organizational commitment and organizational citizenship behaviors and also the correlation values
between the variables were examined and the results are given in Table 4.

Table 4.

Descriptive Statistics and Correlation Values of the Variables.
Variables X Sd 1 2 3 4 5
Approach 3.49 .94 - .83%* G4k 43%*k  43x*
Administrative practices 3.53 .83 - - .56**%  46**  46%**
Affective commitment 3.54 .92 - - - .69**  5p**
Normative commitment 325 1.04 - - - - 34%%
Organizational citizenship behaviors 325 1.04 - - - - -

**p<.01

Table 4 reveals that variables have significant positive relationships with each other. In addition,
approach and administrative practices appear to be at ‘good’ levels, affective commitment appears to
be at high level and normative commitment and organizational citizenship behaviors appear to be at
reasonably high level.

The Findings Regarding the Effect of Diversity Management on Organizational Commitment

The results of the multiple linear regression analysis regarding the prediction of affective and
normative commitment according to approach and administrative practices variables are presented in
Table 5.

Table 5.
The Results of the Regression Analysis to Predict Affective and Normative Commitment.
Variable B SH 3
Constant 131 .15
A.C. A. .24 .06 .25%
A.P. .38 .07 .34*
Constant 1.18 .18
N.C. A. .18 .08 A7*
A.P. .39 .09 31*

A.C.: R=.57 aR°= .32 F,.46:=112.76 N.C.: R= .46 aR°= .21 F, 46;= 64.64 *p<.01

Table 5 shows that the approach and administrative practice variables together significantly
influence the affective and normative commitment variables (p<.01). Furthermore, it is understood that
the approach and administrative practice variables together explain 32.00% of affective commitment
and 21.00% of normative commitment.

The Findings Regarding the Effect of Diversity Management on Organizational Citizenship Behaviors

The results of the multiple linear regression analysis regarding the prediction of organizational
citizenship behaviors according to approach and administrative practices variables are given in Table 6.
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Table 6.
The Results of the Regression Analysis to Predict Organizational Citizenship Behaviors.
Variable B SH R
Constant 2.42 12
0.C.B A. .22 .05 .28%*
A.P. .22 .06 .26*

R=.52 aR’= .27 F,4¢;= 88.72 *p<.01

Table 6 shows that the approach and administrative practice variables together significantly
influence the organizational citizenship behaviors variable (P<.01). Furthermore, it is understood that
the approach and administrative practice variables together explain 27% of the organizational
citizenship behaviors variable.

Discussion, Conclusion & Implementation

This research demonstrated that approach of the teachers who work at secondary education
institutions to diversity and the perception of them regarding administrative practices are at “good”
levels. This result coincides with the research results of Karademir, Coban, Devecioglu, Karakaya and
Yiicel (2012) and Memduhoglu (2007), but contradicts with the research results of Balyer and Gilindlz
(2010). In their research, Balyer and Glndiz (2010) determined that teachers’ perceptions regarding the
administrative practices for diversity were at moderate levels. As Memduhoglu (2007) indicated, the
criticisms indicating that diversity is disregarded and ignored with mostly political rhetoric are unfair and
irrelevant at least for educational organizations (high schools).

The results of this research indicate that the affective commitment levels of teachers are high, and
their normative commitment levels are reasonably high. This result mostly coincides with the results of
previous research which also revealed that the affective commitment levels of teachers are higher than
their normative commitment levels (Altun, 2010; Basyigit, 2009; Halis, 2010; Kaygisiz, 2012; Kiligoglu,
2010; Mercan, 2006; Selamat, Nordin & Adnan, 2013; Ugurlu, Sincar & Cinar, 2013; Uslu & Beycioglu,
2013). Studies conducted with business organizations also uncovered that affective commitment level is
higher than normative commitment level (Sabuncuoglu, 2007). On the other hand, research that
determined the same level of affective and normative commitment of teachers exist as well (Sharif,
Kanik, Omar & Sulaiman, 2011; Ugurlu et al., 2013).

The perceptions of the teachers who work at secondary education institutions regarding
organizational citizenship behaviors appear to be high. A significant number of studies in the field also
determined that the organizational citizenship behaviors of teachers are high (Altinkurt & Yilmaz, 2012;
Korkmaz & Arabaci, 2013; Mercan, 2006; Polat, 2007; Polat & Celep, 2008; Somech & Ron, 2007; Uslu,
2011; Yilmaz, 2009; Yiicel & Samanci, 2009; Zeinabadi & Salehi, 2011). However, some studies also
found the organizational citizenship behaviors of teachers to be at a reasonable level (Bogler & Somech,
2004; Belogolovsky & Somech, 2009; Diapola & Moran, 2001; Gékmen, 2011).

The present research demonstrates that the approach for diversity and administrative practice
variables together explain 32.00% of affective commitment and 21.00% of normative commitment. This
result coincides with the findings reported by Yilmaz and Kursun (2013), who conducted their research
at schools; and the results indicated by Magoshi and Chang (2009), who carried out their research at
business organizations. These findings show that diversity management is an important predictor of
organizational commitment. Some other research also disclosed that race discrimination and affective
commitment display a negative relationship (Triana et al., 2010). In this respect, Sanchez and Brock
(1996) perceived discrimination as being influential on organizational commitment. Moving from these
findings, it can be stated that respecting, tolerating, and utilizing diversity for the benefit of the
organization, in short diversity management is an important factor on organizational commitment.
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When diversity is valued in the work environment, the commitment of employees is expected to be
high. Wilson et al., (2005) emphasizes that organizations should value diversity in order to be able to
create higher commitment level. In a work environment where diversity is not recognized, not accepted,
and/or postponed, it is very difficult for employees to develop high-level organizational commitment
(Balyer & Giindiz, 2010). That is why, it is important that school principals who aim to have teachers
with higher-level commitment to the school take diversity into consideration and furthermore, make
benefit of diversity in administrative policies and practices.

The results of the study also reveal that the approach to diversity and administrative practice
variables together explain 27.00% of the organizational citizenship variable. In literature, generally job
satisfaction and organizational commitment are emphasized as the predictors of organizational
citizenship behaviors (Organ & Ryan, 1995; Zeinabadi, 2010; Schappe, 1998). However, the findings of
this research indicate that organizational citizenship behaviors are predicted also by diversity
management apart from job satisfaction and organizational commitment.

Whether organizations manage diverse work environments effectively, they will pave the way for the
opportunity that employees exhibit eager and voluntary behaviors that contribute to the success of the
organization (Mamman et al., 2012). In this regard, it is very likely that diversity management has an
impact on the organizational citizenship behaviors of employees. It appears to be natural that the
employees who are not exposed to social exclusion and marginalization because of their differences
such as gender, lifestyle, worldview, race, faith, and culture are more efficient and eager and therefore,
exhibit extra behavioral efforts for their organization. Research show that perceived discrimination can
significantly predict the organizational citizenship behaviors of employees (Ensher et al., 2001). In this
regard, it is important for institutions not only to respect diversity of employees and take diversity as a
natural feature of life, but also to take advantage of diversity.
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Tirkge Siiriim

Girig
Farkliliklar her birey ve 6rgit igin gegerli olabilen bir olgudur. Bu dogrultuda, farkhliklarin tniversite
ve okul gibi egitim orgiitleri icin de gegerli bir olgu oldugu sdéylenebilir (Lumby & Coleman, 2007).
Gunumuzde egitimciler de artan bir oranda farkliliklarla karsi karsiyadir (Balyer & Giindiiz, 2010).

Demografik degisimler, globallesme, is glici farkhliklari, bireysellesme gibi bircok etken egitim
kurumlarini da etkilemektedir (Scholten, Weheliye & Wolffram, 2009).

Egitim Orgutlerinde calisanlar da farkh demografik, sosyal, kiiltiirel ve bireysel 6zelliklere sahip
oldugu icin farkhliklarin is yasaminda olusturabilecegi sorunlar okullar igcin de gecerli olabilmektedir.
Farkh 6zelliklere sahip ¢alisanlarin bir arada galismasinin diger alanlarda oldugu gibi egitimde de 6nemli
oldugu ve basarili bir sekilde galisanlarin yonetilmesi gerekliligi agiktir (Balay & Saglam, 2004). Bu
bakimdan, diger alanlarda oldugu gibi farkhliklarin egitim orgttlerinde de etkili bir sekilde yonetilmesinin
gerekliligi aciktir (Memduhoglu, 2007). Bunun yanisira, esitlik ve kaliteli egitim saglama sirecinin bir
bileseni olarak da farkhliklari yonetmenin okullar icin dnemli oldugu séylenebilir (Ngema, 2009). Nitekim
Guney Afrika Egitim Bakanhg tarafindan farkhliklarin yonetimini strdirulebilir kaliteli egitimin onceligi
olarak gorulmektedir (van Vuuren, van der Westhuizen & van der Walt, 2012).

Okullarin ve Universitelerin toplum ve 6grencilerine model olma gibi bir rolii (Lumby & Coleman,
2007) oldugu dikkate alindiginda, egitim kurumlarinda farkhliklarin basarih bir sekilde yonetilmesi
gerekliligi aciktir. Kapsayici toplum modeli ortaya koymayl amaglayan egitim orgitlerinde
yoneticiler/liderler farkliliklarin yénetimini daha fazla dikkate almalidirlar (Morrison, Lumby & Sood,
2006). Tek tip 6grenciler yetistirmekten 6te farkli ve elestirel dislinen, hosgori sahibi, adil, sorunlara
duyarh ve Uretici bireyler yetistirmeyi amacglayan okullarin (Sisman, Giles & Dénmez, 2010) oncelikli
olarak kendi iginde farkhliklari iyi yonetmesi gerekmektedir. Zira farkliiklarin hosgoriyle
degerlendirilmedigi ve dolayisiyla yonetilemedigi bir okul ortaminda ¢alisanlar kadar 6grencilerin de okul
ortamindan etkilenmesi séz konusudur. Ornegin, kiiltiirel olarak farkl olan 6grenciler kendi kisiliklerini
guvende hissederlerse daha iyi ¢alisabilirler (Sharma, 2005).

Farkhhklar orgitlerin en 6nemli 6gesi olan calisanlari ve dahasi orgutt farkh acilardan
etkileyebilmektedir. Bu nedenle, farkhhklar dikkate alinmazsa orgiitlere pahaliya mal olabilir. Bununla
birlikte, orgitler farkliliklari dogru bir sekilde degerlendirdikleri ve yonettikleri Olciide cok sey de
kazanabilirler (Griffin & Moorhead, 2010). Farkhhklar ve farkliliklarin yonetiminin bircok bireysel ve
orgutsel ciktilarla baglantili olabilecegi farkli arastirmacilar tarafindan ifade edilmektedir (Aksu, 2008;
Balyer & Giindiiz, 2010; Cox & Blake, 1991; Foxman & Easterling, 1999; Gilbert & lvanchevich, 2001;
Griffin & Moorhead, 2010; Memduhoglu, 2007; Saxena, 2014; Thomas, 1990).

Farkliliklarin yénetiminin etkisinin daha saglikl arastirilmasi, konuyla ilgili arastirmalarin yapilmasiyla
daha net ortaya cikmaktadir. Bu anlamda, isletme orgltlerinde gerceklestirilen arastirmalarda
farkhliklarin yénetiminin orglitsel performans (Choi & Rainey, 2010; Pitts, 2009), is memnuniyeti (Pitts,
2010) ve orgutsel baghlik (Magoshi & Chang, 2009) degiskenleri tzerinde etkili oldugu gorilmektedir.
isletme &rgitlerinde oldugu gibi farkliliklarinin ydnetiminin etkili bir sekilde sirdiiriilmesi okul
calisanlarini da farkli noktalardan da etkileyebilir. Bu dogrultuda okullarda farkliliklarin yénetiminin
orgutsel baglihk ve 6rgiitsel vatandaslik davraniglarini 6nemli 6lgctide etkileyecegi disliniiimektedir.

Turkiye'de farkhliklarin yonetiminin son yillarda arastirmalara konu olmasi nedeniyle ilgili konunun
o6gretmenler lzerindeki etkisinin yeterince incelendigi soylenemez. Bu durum, ilgili konunun Turkiye'de
teorik ve uygulamaya yonelik daha fazla incelenmesi gerektigine isaret etmektedir (Gules, 2012).
Bununla birlikte, farkliliklarin yonetimine yonelik arastirmalarin ulusal alanda agirlikli olarak isletme
orgitlerinde gerceklestirildigi ve yine salt farklliklarin yénetimi konusuna odaklandiklari gérilmektedir
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(Balyer & Gundiiz, 2010; Cetin, 2009; Memduhoglu, 2007). Bu kapsamda, okullarda farkliliklarin
yonetiminin 6gretmenler Uzerindeki etkisini inceleyen sinirli sayida arastirma oldugu anlasilmaktadir
(Yilmaz & Kursun, 2013). Bu nedenle, arastirmada farkhliklarin yénetiminin 6gretmenlerin orgiitsel
baglilik ve orglitsel vatandashk davraniglari Gizerindeki etkisinin arastiriimasinin ilgili alana ve literatiire
onemli katkilar saglayacagi distintilmektedir.

Farkhiliklarin Yonetimi

Farkhhklarin yonetimi; bireylerin farkhliklarina ve benzerliklerine deger verildigi bir is ortami
olusturmayi, olusturulan bu ortami korumayi; bdylece bireylerin potansiyellerini artirmayi ve 6rgutiin
stratejik hedeflerine bireylerin katkilarini maksimum diizeye ulastirmayi amaglayan bir slrectir (United
States Government Accountability Office Arastirma Raporu, 2005). Kandola ve Fullertn (1998) de
farkhhiklarin yonetimini bireylerin benzerlik ve farkhliklarina deger verildigi pozitif bir is ortami
olusturmayi hedefleyen bir siire¢ olarak gérmektedirler (cited in Pedersen, Tywuschik & Gardey, 2008).
Farkhhklarin yonetimini bir siire¢ olarak degerlendiren Hubbard da (2004) farkhliklari planlamayi,
organize etmeyi, yoneltmeyi ve desteklemeyi siirecin 6nemli unsurlari olarak gorir. Yine birgok
arastirmaci tarafindan farkliliklarin yénetimi sirdirulebilir ve kontrol edilebilir bir slre¢ olarak
degerlendirilmis ve bu siregte farkliliklari kontrol etmekten ziyade farkliik ve benzerliklere deger
verilmesi gerekliligi vurgulanmistir (Maldonado, Dreachslin, Dansky, Souza & Gatto, 2002; Ngema, 2009;
Rosado, 2006; Siiral Ozer, 2007; Thomas, 1990).

Farkhhklarin yonetimine iliskin siklikla kullanilan ortak bir tanim oldugu séylenemez. Bununla birlikte,
yapilan tanimlarda farkhliklarin yénetiminin bir sirec¢ oldugu ve bu strecte farkliliklara yonelik yaklasim
ve uygulamalarin 6nemli etken oldugu anlasilmaktadir. Yine arastirmalarda farkliliklarin yonetimine
iliskin boyutlandirmalarda da ortak bir anlayis olmadigi gorilmektedir (Choi & Rainey, 2010; Ergil &
Kurtulmus, 2014; Ngema, 2009). Bu arastirmada farkliliklarin yénetimi yaklasim ve yonetsel uygulama
olmak Uzere iki boyutta incelenmistir. Yaklasim boyutu, farkliliklari dogal kabul etme, dnemseme,
anlayisla karsilama, hos gérme gibi farkliliklara iliskin tutumlar, yaklagimlari ve bakis agilarini agiklar.
Yonetsel uygulama boyutu ise farkliliklari nedeniyle 6gretmenler arasinda ayrimcilik yapilmamasi,
ogretmenlere oOnyargili bir sekilde davranilmamasi, 6gretmenlerin farkliliklarindan yararlaniimasi,
farkhliklar nedeniyle ortaya ¢ikan anlasmazliklara ¢éziim dretilmesi gibi yonetsel uygulamalari icerir
(Ergtil & Kurtulmus, 2014).

Orgiitsel Baghlik

Orgiitsel baglilik, genelde belirli bir &rgitle kisilerin 6zdeslesme ve baglanma giicii olarak
tanimlanmaktadir. Bu sekilde tanimlanabilecek baglilk, en az (¢ noktada kavramlastirilir. Bunlar;
orglitsel hedeflere ve degerlere gliclli bir inang ve bunlari kabul; 6rgit adina 6nemli derecede ¢aba sarf
etmeye isteklilik; 6rgutte tyeligi sirdirmeye (devam ettirmeye) yonelik glcli bir arzudur (Porter, Steers
& Boulian, 1973). Orgiitsel baglilik, calisanin 6rgiitten ayrilmasini daha az muhtemel hale getiren
psikolojik bag olarak degerlendirilebilir (Allen & Meyer, 1996).

Orgiitsel baghlik, amaglar ve degerler bakimindan bireyin roliine ve &rgiitiin salt aragsal degerinin
disinda kendi iyiligi icin bireyin 6rgitiin amag ve degerlerine partizan ve duygusal baghhg! olarak da
gorilebilir (Buchanan, 1974). Esasinda baglihk g¢alisanlarin, orgitiin amaglarini  benimsemeleri
neticesinde orglte baglanmalarini ifade eder. Bu baglamda, Liou da (2008) 6rgitsel baglihg tanimlamis
ve baghligin calisanin 6rgiit amag ve degerlerini kabul etmesinden kaynaklandigini ifade etmistir. Yine,
Liou (2008) orglitsel baglihigin, zaman ve mekan ile sinirli bir sekilde, orgiit ile birey arasi etkilesim
sonucu ortaya cikan bir tavir, 6rgitiin eylemlerine katkida bulunma istegi ve 6rgit ile iyi iliskiyi sirdiirme
konusunda giicli bir arzu igerdigini belirtmistir.
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Orgiitsel baghlikla ilgili yapilan tanimlarda baglihgin genel olarak galisanin 6rgiiti ile kurdugu
psikolojik bag olarak tanimlandigi gorilmektedir. Bununla birlikte, orgiitsel bagllikla ilgili benimsenmis
ve ortak kanaate variimis boyutlandirmanin yapildigi séylenemez. Orgiitsel baghligi, kimi arastirmacilarin
tek boyutlu (Mowday, Steers & Porter, 1979; Weiner, 1982) kimilerinin de ¢ok boyutlu (Angle & Perry,
1981; Mayer & Schoorman, 1992; Meyer & Allen, 1991; O’Reilly & Chatman, 1986) olarak
degerlendirdigi ve arastirmalarini bu cercevede yirattikleri gérilmektedir. Bu arastirmada, orgitsel
baghhk duygusal ve normatif baglilik olmak iki boyutta incelenmistir. Allen ve Meyer’e gére (1996)
duygusal baglilik, orgiitle 6zdeslesmeyi ve Orgiite hissi baglanmayi ifade ederken, normatif baglilik
orgiite yonelik zorunluluk duygusuna dayanir.

Orgiitsel Vatandaghk Davranislari

Orgiitsel vatandashk davranislarinin kavramsallastirilmasina Katz’'in (1964) ekstra rol davranis
kavrami ilham kaynagi olmustur (cite in Bogler & Somech, 2004). Orgiitsel vatandaslk davranislari is
taniminda yer almayan ve calisanlar tarafindan gonilli olarak sergilenen davranislardir. Bu tir
davranislar belirlenen rol niteliklerinin Gtesine gecen, bireye gruba ve orglite orgilitsel amacglari
gerceklestirmek icin ydnlendirilen davranislardir (Somech & Drach-Zahavy, 2000). Orgiitsel vatandashk
davraniglari 6rgitin formal kurallarinin 6tesine gegen ve resmi olarak tanimlanmayan/yazilmayan ekstra
davraniglardir. Orgiitsel vatandagslk davranislari genel is performansi algisina uymaz; ancak &rgiit icin
islevseldir (Diapola & Hoy, 2005). Bu tir davranislar formal olarak belirtiimez ve galisanlardan
beklenmez; ancak 6rgitiin sorunsuz bir bicimde isleyisine katkida bulunur (Diapola & Moran, 2001). Bu
anlamda o6rgitsel vatandaslik davranislari resmi 6dil sistemi tarafindan tanimlanmayan ve orgiitln
etkililigini artiran ekstra birey davranislari olarak tanimlanir (Organ, 1988 al. Organ, 1997).

Orgiitsel vatandaslik davraniglari/ekstra rol davranisi ile ilgili tanimlar dikkate alindiginda, bu tiir
davraniglarin li¢ temel yéniiniin oldugu sdylenebilir. ilk olarak, davranis istekli olmalidir. Yani, ne role
bagl ne de resmi isin bir parcasi olmamalidir. ikincisi, ekstra rol davranisinin ¢ok boyutlu dogasini ortaya
koyar. Uglinciisii, 6rgiite drgiitsel acidan fayda saglayan davranislar burada temeldir (Somech & Drach-
Zahavy, 2000).

Orgiitsel vatandaslk davranislariyla ilgili yapilan arastirmalarda, kimi arastirmacilarin tek (Dipola &
Hoy, 2005); kimi arastirmacilarin ¢ok boyutlu (Somech & Drach-Zahavy, 2000) olacak sekilde orgiitsel
vatandaslik davraniglarini inceledikleri goriilmektedir. Bu arastirmada orgutsel vatandaslk davranislar
tek boyutlu olarak incelenmistir.

Farkliliklarin Yonetiminin Orgiitsel Baglilik ve Orgiitsel Vatandashk Davranisina Etkisi

Farklihiklarin yonetiminin orgiit ve c¢alisana bircok acgidan katki saglayabilir. Farkliliklarin hos
karsilandigl ve kabul gordtgl bir ortamda calisanlarin 6rglitsel baghliklari artabilir. Farkhiliklara deger
verildiginde, drgiitler yiiksek baglilik saglayabilir (Wilson, Woods & Phal, 2005). Orgiitsel baghlik 6rgiit ile
birey arasi etkilesim sonucu ortaya c¢ikan bir tavirdir (Liou, 2008). Farkliliklari nedeniyle orgiitliinde
otekilestirilen, yabancilastirilan bir ¢alisanin érgitiine yonelik bag gelistirmesi ¢ok zordur. Arastirmalar
algilanan irki ayrimcilikla duygusal baghligin negatif yonli bir iliski sergiledigi gorilmektedir (Triana,
Garcia & Colella, 2010). Mamman, Kamoche ve Bakuwa (2012) kuramsal analizinde farklilik ile 6rgitsel
baghhk arasinda iliski oldugunu vurgular. Dolayisiyla farkhliklarin taninmadigi ve kabul edilmedigi bir
calisma ortaminda calisanlarin daha uzun sireli iste kalmalari, is doyumlarinin artmasi ve orgitlerine
baghlk gelistirmelerini beklemenin zor olacagi séylenebilir (Balyer & Gilindiiz, 2010; Memduhoglu, 2011).

is yerinde farklliklarin etkili bir sekilde ydnetilememesi catisma ve huzursuzluga neden olabilir.
Farkhhklari barindiran, farkli etnik kokenli ve ¢ok kiiltirli okullarda herkes benzer fikir, deger ve yasam
seklini paylasmadigi icin catismalar ortaya cikabilir (Burgess, 2012). Calisanlarin huzursuz ve gergin
olmasi onlarin 6zellikle duygusal baghlik dizeylerine olumsuz etki edebilir. Zira duygusal baglilik, 6rgitle
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dzdeslesmeyi ve 6rgiite hissi baglanmayi ifade eder (Allen & Meyer, 1996). Orgiitsel bagllk isgérenlere
eyleme gegmeden 6nce deneyimlerini distinmelerini saglar (Mamman et al.,, 2012). Bu baglamda,
olumsuz deneyimlere sahip bireylerin 6rgitsel baghhklarinin 6nemli 6lglide olumsuz etkilenecegi ifade
edilebilir.

GUnUmuz yoneticileri sadece is doyumunu ve orgiitsel bagliligi artirmakla ilgilenmemeli; ayni
zamanda is gorenlerinin orglitsel vatandaslik davranislarini artirmakla da ilgilenmelidirler (Luthans,
2011). Daha giiglii orgutsel vatandaslhk davranislarinin nasil gelistirilecegini 6grenmek daha Uretken
okullari ortaya ¢ikaracak 6gretmenlerin gelisimine katki saglayacaktir (Diapola & Tschannen-Moran,
2001). Okul miuddrleri normal davranislardan ziyade ekstra rol davranislarinin farkinda olmahdirlar.
GCunku ekstra rol davraniglari diger 6gretmenler, 6grenciler ve okulun tamami igin buyik avantaj tasir
(Bogler & Somech, 2004). Yuksek performansl o6rgitler, resmi gorevleri 6tesinde diger gorevlerini
basarili bir sekilde yerine getiren calisanlara giivenirler (Khalid, Jusoff, Othman, ismail & Abdulrahman,
2010).

Orgiitler, farkliliklari etkili sekilde yonettikleri zaman isgérenler érgiitiin basarisina katki sunan istekli
davranislar gosterebilirler (Mamman et al., 2012). Farkliliklarin hos goraldigini fark eden is gorenler
daha ok goniillii ve istekli davranislar sergileyebilir. Orgiitsel vatandaslik davranislari géniilliiliik esasina
dayali davraniglar oldugu icin calisanin kendini rahat hissettigi ve farkhhklarina saygi duyuldugu
ortamlarda bu tiir davraniglarin daha fazla gorilecegi sdylenebilir.

Farkliliklar etkili yonetilmediginde érgutlerde adaletsizlik, ayrimcilik, 6tekilestirme gibi olumsuzluklar
ortaya cikabilir. Ayrimciligin oldugu is ortamlarinda calisanlarin 6rgitsel baghlik ve dahasi gondlli
davranislar sergilemesini diisinmek iyimser bir yaklasim olacaktir. Arastirmalar, calisanlarin dagitimsal
adalet algilari ile 6rgitsel baghiliklarinin pozitif iliskili oldugu gostermektedir (Hendrix, Robbins, Miller &
Summers, 1998). Findler, Wind ve Mor Barak (2007) prosedirel adalet ile 6rgitsel baghlk arasinda iligki
oldugunu ortaya koymustur. Ensher, Grant-Vallone ve Donaltson (2001) arastirmasinda ayrimciligin
orglitsel vatandaslik davranislarini olarak yordadigini ortaya koymustur. Moorman da (1991) orgiitsel
adalet ile 6rgltsel vatandaslik davranislari arasinda iliski oldugunu tespit etmistir. Bu arastirmalardan da
anlasildig1 (izere, orgiitsel vatandashk davranislari calisanlarin kendini rahat hissettigi ve onlara adil
davranildigi ortamlarda daha fazla gorilir (Ensher et al., 2001).

Arastirmanin Amaci

Arastirmanin amaci, farkliliklarin yonetiminin 6gretmenlerin orgiitsel baghliklarina ve vatandaslik
davranislarina etkisini incelemektir. Bu baglamda, asagidaki arastirma sorularina cevap aranmistir.

1. Farkhliklarin yénetiminin 6gretmenlerin 6rgutsel bagliliklarina etkisi var midir?

2. Farkliliklarin yonetiminin 6gretmenlerin 6rglitsel vatandaslik davranislarina etkisi var midir?

Yéntem
Arastirmanin Modeli

Arastirma tarama modeliyle gergeklestirilmistir. Bu modelin amaci, var olan durumu ortaya koymak,
betimlemektir (2006).

Orneklem

Arastirmanin evrenini 2013-2014 egitim 6gretim doneminde Diyarbakir ili Anadolu liselerinde gorevli
1088 ogretmen olustururken; orneklemini ise tabakali 6rneklem alma yoéntemiyle belirlenen 464
o6gretmen olusturmustur. Arastirma 6rnekleminin %65.30’u erkek, %34.7’si kadin; %61.9'u evli, 35.6’sI
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bekar; %55.8’i sendikaya lye, %41.8'i Uye degildir. Arastirma yapilan okullarin %41.8’i il merkezinde
%58.2’si ise ilcelerde bulunmaktadir. Orneklemin belirlenmesinde tabakali drneklem alma yéntemi
kullanilmistir. Bu yontem temelinde, ilk islem Diyarbakir ili genelinde (biinyesinde genel Anadolu lisesi
barindiran) 11 ilgede (tabakada) Anadolu liselerinde gérevli 6gretmen sayilarini tespit etmek olmustur.
Akabinde, her bir tabakadaki 6gretmen sayisi Diyarbakir ili genelindeki 6gretmen sayisina (1088)
bolinerek her bir tabakanin (ilge) agirhg bulunmustur. Daha sonra, toplam 6érneklem sayisi ile her bir
tabakanin agirligi carpilarak her bolgeden secilecek 6gretmen sayisi belirlenmistir. Bu islemlere iliskin
bilgiler Tablo 1’de verilmistir

Tablo 1.
Orneklem Belirlemeye lliskin Sayisal Veriler.
iiceler Ogretmen Tabakalarin %5.00 6rneklem Alinan 6rneklem
sayisl agirhgi hatasina gore sayisl
Kayapinar 45 .04 12 34
Baglar 94 .09 25 46
Sur 15 .01 5 13
Yenisehir 502 46 134 177
Cermik 44 .04 12 21
Cinar 20 .02 5 10
Dicle 28 .03 7 13
Bismil 94 .09 25 43
Egil 18 .02 5 11
Ergani 108 .10 29 50
Silvan 120 A1 32 46
Toplam 1088 1,00 291 464

Tablo 1 incelendiginde, 6gretmen sayisinin en fazla oldugu ilgenin (tabakanin) Yenisehir ilcesi oldugu
anlasiimaktadir. Bu dogrultuda, Yenisehir ilgesinin tabaka agirlik degerinin diger tabakalara goére yiksek
oldugu gorulmektedir. Ayrica, tabakalardan alinan 6rneklem sayisinin %5 hata oranina gore belirlenmis
orneklem sayisindan fazla oldugu da anlasiimaktadir.

Veri Toplama Araglari
Farkliliklarin Yénetimi Olgegi:

Farkhhklarin yonetimi 6lgegi Ergiil ve Kurtulmus (2014) tarafindan gelistirilmistir. Ergll ve Kurtulmus
(2014) olgegin yapi gegerligini Agimlayici Faktor Analizi (AFA) ile incelemislerdir. Bu incelemede, Olgegin
faktor 6zdegeri 1’den biyik olan iki faktorde toplandigi saptanmistir. Birinci faktor, toplam varyansin %
32.48'ini ve ikinci faktér ise % 25.24’Gin0 aciklamaktadir. iki faktér, toplam varyansin % 57.72'sini
aciklamaktadir. Olcegin boyutlar yaklasimlar (Y.) ve yénetsel uygulamalar (Y.U.) olmak lizere
adlandinlmistir. Olgek 20 maddeden olusmaktadir. Olcegin genelinin Cronbach Alpha degeri .94'tiir.

Bu arastirmada, ol¢egin iki boyutuna iliskin dogrulayici faktor analizi (DFA) yapilmistir. DFA’da Ki-Kare
Uyum Testi (°/df), Karsilastirmali Uyum indeksi (CFl), Normallestirilmis Uyum indeksi (NFI), Tahmin
Hatalarinin Ortalamasinin Karekdk (RMSEA) ve Standartlastirilmis Hata Kareleri Ortalamasinin Karekoki
(SRMR) degerli belirlenmistir. DFA sonrasi, Olgegin uyum indeksleri incelenmis ve uyum indeksi
degerlerinin »°/df (2.91), CFI (.98), NFI (.96) ve SRMR (.05), icin “iyi” ve RMSEA (.08) igin “kabul edilebilir”
degerde oldugu anlasiimaktadir. Ayrica, Cronbach Alfa degeri olgegin geneli icin .94, yaklasim boyutu icin
.91 ve yonetsel uygulama boyutu i¢in .88 olarak bulunmustur.
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Orgiitsel Vatandashk Davranislari Olgegi:

Orgiitsel vatandaslik davranislar 6lgegi arastirmanin amacina uygun bir sekilde, Sheau-yuen Yeo
(2006) ile Diapola ve Hoy'un (2005) olgeklerinden uyarlanan maddeler dogrultusunda gelistirilmistir.
Olgekte yer alan (i¢ madde Diapola ve Hoy’dan (2005); bes madde Sheau-yuen Yeo’nun (2006) érgiitsel
vatandaslik davranislari 6lgeginden uyarlanmistir. 2 madde ise arastirmaci tarafindan gelistirilmistir.
Olgegin yapi gegerligi calismasi AFA ile gergeklestirilmis olup dlcegin tek faktérli yapiya sahip oldugu ve
toplam varyansin % 54.68’ini acikladigi goriilmistiir. Olgek 10 maddeden olusmaktadir. Olgegin
Cronbach Alfa i¢ tutarhlik katsayisi .89 olarak bulunmustur. Bununla birlikte, iki yari gtivenirlik katsayi
degerine de bakilmis olup bu deger .84 olarak bulunmustur.

Orgiitsel Baghlik Olgegi:

Orgiitsel baghhk dlcegi, Meyer ve Allen (1997) ile Mowday vd., (1979) tarafindan gelistirilen 6lgek
dogrultusunda gelistirilmistir. Arastirmada orgutsel baghhk duygusal ve normatif baglilik olarak
incelendiginden, olgek iki yapili olabilecek sekilde &ngériilmistir. Olcek maddeleri bu dogrultuda
belirlenmistir. Duygusal baglilik olarak belirlenen birinci boyutun 6lcek maddeleri Mowday vd., (1979);
normatif baghhk olarak 6ngorilen ikinci boyutun 6lgek maddeleri Meyer ve Allen’in (1997) orgltsel
baglilik 6lgeginden uyarlanmistir.

Olgegin 6ngériilen iki boyutunun dogrulanip dogrulanmadigini belirlemek amaciyla DFA yapilmistir.
DFA sonrasi ortaya ¢ikan modelin uyum indeksi degerlerinin w’/df (2.95), SRMR (.03), NFI (.98), CFI (.99)
“iyi” ve RMSEA (.06), “kabul edilebilir’ degerde oldugu ortaya ¢cikmistir. Bu sonuglar dogrultusunda,
olgegin uyum olcitlerinin standart degerler araliginda oldugu ve dolayisiyla 6lcegin iki faktorli yapiyi
dlgtigiiniin dogrulandigi sdylenebilir. Olcek 9 maddeden olusmaktadir. Ayrica, Cronbach Alpha degeri

olgegin genelinin .85, D.B. boyutta .85 ve N.B. boyutta .79 olarak bulunmustur.

Verilerin Analizi

Analize baslamadan 6nce 6lgeklerden elde edilen verilerin ¢ok degiskenli istatistiki tekniklere iligkin
varsayimlari karsilayip karsilamadigina bakilmistir. Zira ¢ok degiskenli istatistik yapilmak isteniyorsa bir
takim varsayimlarin karsilanmasi gerekmektedir. Bu varsayimlar tek degiskenli normal dagihm, ug
degerler, ¢ok degiskenli normallik dagilimi, dogrusallik ve c¢oklu dogrusal bagintinin olmamasidir.
Olgeklerden elde edilen verilerin tek degiskenli normallik dagilimlariyla ilgili carpikhk ve basiklik
degerlerine de bakilmis ve sonuglar Tablo 2’de verilmistir.

Tablo 2.

Arastirma Dediskenlerine lliskin Carpiklik ve Basiklik Degerleri.
Degiskenler Carpikhik Basikhk
Yaklasimlar =21 -72
Yonetsel uygulamalar -.27 -.55
Duygusal baghlik =21 -72
Normatif baglihk -.30 -.69
Orgiitsel Vatandaslik Davranislari -.43 -78

Tablo 2 incelendiginde, carpiklik ve basiklik katsayisinin £1 araliginda kaldigi anlasiimaktadir. Carpiklik
ve basiklik katsayisinin +1 araliginda kalmasi, puanlarin normalden 6nemli bir sapma gostermedigi
seklinde yorumlanmaktadir (Blylkoztirk, 2011; Kiglksille, 2008).

Verilerin u¢ degere sahip olup olmadigina Mahalanobis uzakhg ile bakilmistir. Mahalonobis uzakhk
degerinde iki bagiml degisken icin kritik deger 13,82’dir. Bu degerin Ustlindeki Mahalanobis degerleri ug
deger olarak kabul edilmekte ve analizden c¢ikarilmaktadir (Pearson ve Hartley, 1958 cite in Akbulut,
2010). Arastirmada Mahalanobis degerlerinden biri (17.01) kritik degerin Ustlinde oldugu i¢in analizden
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cikanimistir. Bu durumda, veri setinde ilgili degeri belirtilen anket ¢ikarilarak verilerdeki ug degerler
temizlenmistir (Cokluk, Sekercioglu & Buyilkoztiurk, 2014). Normallik dagilimi ve dogrusalligin
belirlenmesinde ise Scatter Plot Matrix’ine bakilmistir. Scatter Plot Matrix’inde her bir degisken ciftinin
sacilma diyagramlarinin elips seklinde olmasi hem normalligin hem de dogrusalligin saglandigi anlamina
gelir (Mertler & Vannatta, 2005 cite in Cokluk et al., 2014). ikili degisken kombinasyonlarinin elips
seklinde oldugu gorilmektedir. Bu nedenle, verilerin ¢oklu normal dagilimi ve dogrusalligi sagladig
soylenebilir.

Regresyon analizinde diger 6nemli bir unsur da yordayan degiskenler arasinda coklu dogrusal
bagintinin olmamasidir. Bir baska ifade ile yordayan degiskenler arasindaki korelasyon katsayisinin .90
Uzeri olmamasidir (Pallant, 2010 cite in Akbulut, 2010). Bazi kaynaklar yordayan degiskenler arasindaki
korelasyon katsayisi .80 Uzerinde oldugunda da ¢oklu dogrusal baginti olabilecegini vurgulamaktadirlar
(Buyikoztiirk, 2011). Bu arastirmada yordayan degiskenler arasindaki korelasyon katsayisi .83 olarak
tespit edilmistir. Bu itibarla, ¢oklu dogrusal baginti sorunu olabilme ihtimaline binaen Durbin-Watson ve
tolerans degerine bakilmistir. Durbin-Watson degeri 1.62 ve tolerans degeri (1-R2) .67 olarak tespit
edilmistir. Bu degerler yordayan degiskenler arasinda c¢oklu dogrusal baginti olmadigini ortaya
koymaktadir (Akbulut, 2010; Buytkoztiirk, 2011). Bu sonuglar dogrultusunda, verilerin regresyon analizi
icin uygun oldugu sdylenebilir. Arastirmada kullanilan olgeklerin (farkhilklarin yonetimi, orgutsel
vatandaslik ve orgutsel baglihk o6lgekleri) puanlamasinda kullanilan deger araliklari ve ifade ettikleri
diizeyleri Tablo 3'te verilmistir.

Tablo 3.
Olgekten Alinan Puan Ortalamalari ve Diizeyleri.

. Dulizey
Deger Araliklari Fy 38 BVD
1.00-1.80 Cok kot Gok dusuik Cok duisuik
1.81-2.60 Kot Dustk Dustik
2.61-3.40 Kismen iyi Kismen yiiksek Kismen yiiksek
3.41-4.20 yi Yiiksek Yiiksek
4.21-5.00 Cok iyi Cok yliksek Cok yliksek

F.Y.: Farkliliklarin yonetimi O.B.: Orgiitsel baghhk O.V.D: Orgiitsel vatandashk davranislari

Bulgular
Arastirmanin Degiskenlerine iliskin Betimsel Istatistiki Bulgular

Farlihklarin yonetimi, 6rgitsel baghhk ve orgitsel vatandaslik davranislari verilerine iliskin aritmetik
ortalama, standart sapma (Sd) degerlerinin yanisira degiskenler arasi korelasyon degerleri incelenmis
olup sonuglar Tablo 4’te verilmistir.

Tablo 4.

Dediskenlere iliskin Betimleyici istatistik ve Korelasyon Dederleri.

Degiskenler X Sd 1 2 3 4 5
Yaklasim 3.49 .94 - 83%*  AX*  A3¥*  A3**
Yonetsel uygulamalar 3.53 .83 - - 56**  46%*  46**
Duygusal baglilik 3.54 .92 - - - .69%*  5p**
Normatif baghhk 3.25 1.04 - - - - 34%*
Orgiitsel vatandaslk davranislari 3.25 1.04 - - - - -
**p <.01

Tablo 4’te, degiskenlerin birbirleriyle anlamli ve pozitif yonde iliskili olduklari gérilmektedir. Ayrica,
vaklasim ve yonetsel uygulamalarin iyi, duygusal baghligin yiksek ve normatif baghlik ile orgultsel
vatandaslik davraniglarinin kismen yiksek diizeyde oldugu da anlasiimaktadir.
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Farkliliklarin Yonetiminin Orgiitsel Baghliga Etkisine iliskin Bulgular

Yaklagim ve yonetsel uygulamalar degiskenine gére duygusal ve normatif baglili§in yordanmasina
iliskin coklu dogrusal regresyon analizi sonuglari Tablo 5’te verilmistir.

Tablo 5.
Duygusal ve Normatif Baghligin Yordanmasina iliskin Yapilan Regresyon Analizi Sonuglari.
Degiskenler B SH B
Sabit 1.31 .15 -
Yaklagim Duygusal Baglilik .24 .06 .25%*
Yonetsel uygulama .38 .07  .34*
Sabit Normatif Baghlik 1.18 .18 -
Yaklagim .18 .08 .17*
Yonetsel uygulama .39 .09  .31%*

D.B. icin R=.57, dR’=.32, F= 112,76 N.B. icin R=-.46,dR’=.21, F= 64.64 *p<.01

Tablo 5'te, yaklasim ve yonetsel uygulama degiskenlerinin birlikte duygusal ve normatif baghlik
degiskenini anlamh bir sekilde etkiledigi gorilmektedir (P<.01). Ayrica, yaklasim ve yonetsel uygulama
degiskenlerinin birlikte duygusal bagliligin  %32’sini; normatif baglligin %21’ini agikladigi da
anlasiimaktadir.

Farkliliklarin Yonetiminin Orgiitsel Vatandaslk Davranislarina Etkisine iliskin Bulgular

Yaklasim ve vyonetsel uygulamalar degiskenine gore orgltsel vatandaslik davranislarinin
yordanmasina iliskin ¢oklu dogrusal regresyon analizi sonuglari Tablo 6’da verilmistir.

Tablo 6.
Orgiitsel Vatandaslik Davranislarinin Yordanmasina lliskin Yapilan Regresyon Analizi Sonuclari.
Degiskenler B SH B
Sabit 2.42 .12 -
Yaklagim 22 .05 .28%
Yonetsel uygulama 22 .06 .26%

R=-.52, R’=.27, F= 88.72 *p<.01

Tablo 6’da, yaklasim ve yonetsel uygulama degiskenlerinin birlikte 6rgitsel vatandaslik davranislari
degiskenini anlamh bir sekilde etkiledigi gortlmektedir (P<.01). Ayrica, yaklasim ve yoénetsel uygulama
degiskenlerinin birlikte 6rgiitsel vatandaslk degiskenin %27’sini agikladig da anlasiimaktadir.

Tartisma, Sonug ve Oneriler

Arastirmada ortadgretim kurumlarinda goérevli 6gretmenlerin farkhliklara yonelik yaklasim ve
yonetsel uygulamalara iliskin algilarinin “iyi” diizeyde oldugu goriilmektedir. Bu sonu¢ Karademir, Coban,
Devecioglu, Karakaya ve Yicel (2012) ile Memduhoglu’nun (2007) arastirma sonuglari értiisirken Balyer
ve Gindiz’'Gin (2010) arastirma sonuglariyla 6rtismemektedir. Balyer ve Giindiiz (2010) arastirmasinda,
ogretmenlerin farkliliklara yonelik yonetsel uygulamalara iliskin algilarinin orta diizeyde oldugu
saptanmistir. Okullarda farkliliklarin yonetiminin iyi diizeyde olmasi, Memduhoglu’nun (2007) da
belirttigi gibi, daha ¢ok politik séylemlerle farkliliklarin yok sayildig, goz ardi edildigi seklindeki
elestirilerin en azindan egitim orgitleri (liselerde) acisindan haksiz ve yersiz oldugunu ortaya
koymaktadir.

Arastirma sonuglari 6gretmenlerin  duygusal baghlik dizeylerinin yiksek; normatif baglihk
dizeylerinin kismen yiksek oldugunu ortaya koymaktadir. Bu sonug ilgili literatlrdeki arastirma
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sonuglariyla agirlikli olarak benzerlik gostermektedir. Arastirmalarda 6gretmenlerin duygusal baghhk
dizeylerinin normatif baglilik diizeylerinden daha yiksek oldugu goérilmektedir (Altun, 2010; Basyigit,
2009; Halis, 2010; Kaygisiz, 2012; Kiligoglu, 2010; Mercan, 2006; Selamat, Nordin & Adnan, 2013; Ugurlu,
Sincar & Cinar, 2013; Uslu & Beycioglu, 2013). isletme 6rgiitlerinde yapilan arastirmalarda da duygusal
baghhgin normatif baglilik diizeyinden daha yiksek ¢iktigi gérilmektedir (Sabuncuoglu, 2007). Bununla
birlikte, 6gretmenlerin duygusal ve normatif bagliliklarinin ayni diizey olarak saptandigi arastirmalar da
mevcuttur (Sharif, Kanik, Omar & Sulaiman, 2011; Ugurlu et al., 2013).

Ortadgretim kurumlarinda gérevli 6gretmenlerin 6rgltsel vatandaslik davranislarina iliskin algilarinin
yiiksek diizeyde oldugu anlagiimaktadir. ilgili alanda yapilmis bircok arastirmada da &gretmenlerin
orgltsel vatandaslik davranislarinin yiksek diizeyde oldugu saptanmistir (Altinkurt & Yilmaz, 2012;
Korkmaz & Arabaci, 2013; Mercan, 2006; Polat, 2007; Polat & Celep, 2008; Somech & Ron, 2007; Uslu,
2011; Yilmaz, 2009; Yicel & Samanci, 2009; Zeinabadi & Salehi, 2011). Bununla birlikte, 6gretmenlerin
orgitsel vatandashk davranislarinin orta dizeyde oldugunu gosteren arastirmalara rastlamak da
mimkindir (Bogler & Somech, 2004; Belogolovsky & Somech, 2009; Diapola & Moran, 2001; Gokmen,
2011).

Arastirmada farkhliklara yonelik yaklasim ve yonetsel uygulama degiskenlerinin birlikte duygusal
baghhgin %32.00’sini; normatif bagliligin %21.00’ini acikladig gorilmustir. Yilmaz ve Kursun’un (2013)
okullarda, Magoshi ve Chang’in (2009) isletme orgutlerinde gergeklestirdikleri arastirma sonuglari da
ayni yonde olup farkliliklarin yonetiminin orgitsel baghligin 6nemli yordayicisi oldugunu ortaya
koymaktadir. Yine arastirmalarda, irki ayrimcilikla ile duygusal bagliigin negatif yonli bir iliski sergiledigi
gorilmektedir (Triana et al., 2010). Bu kapsamda, Sanchez ve Brock da (1996) algilanan ayrimciligin
orgutsel baghhk Gzerinde etkili oldugunu ortaya koymustur. Bu arastirma ile ilgili literatlr birlikte
degerlendirildiginde, farkhliklara saygi duyulmasinin, farkliliklarin hos karsilanmasinin ve farkhliklarin
orglt yararina degerlendirilmesinin kisaca farkliliklarin yénetiminin orgitsel baghhk lizerinde 6nemli bir
etken oldugu soéylenebilir.

Calisma ortaminda farkhliklara deger verildigi takdirde, cahsanlarin baghliklarin yiksek olmasi
beklenir. Wilson vd., (2005) orgutlerin yiksek baghlik olusturabilmeleri icin farkhliklara deger
verilmesinin gerekliligini vurgular. Farkliliklarin taninmadigi, kabul edilmedigi, otelendigi bir calisma
ortaminda calisanlarin yiksek dizeyde o6rgitsel baglilik gelistirmeleri ¢ok zordur (Balyer & Gindiz,
2010). Bu nedenle, 6gretmenlerin okula bagliliklarini yiksek diizeyde olmasini amaglayan okul
yoneticilerinin  farkhhklari dikkate almalarinin ve dahasi yodnetim politika ve uygulamalarinda
farkliliklardan yararlanmalarinin dnemli oldugu sdylenebilir.

Arastirmada farkliliklara yoénelik yaklagim ve yonetsel uygulama degiskenlerinin birlikte 6rgutsel
vatandashk degiskenin %27.00’sini acikladigi da anlasiimaktadir. ilgili literatiirde, érgiitsel vatandashk
davranislarinin yordayicisi olarak genelde is doyumu ve 6rgitsel baglik tzerinde durulmaktadir (Organ
& Ryan, 1995; Zeinabadi, 2010; Schappe, 1998). Ancak, mevcut arastirma sonuglarindan anlasilacagi
Uzere, orgutsel vatandaslik davranislarinin is doyumu ve o6rglitsel baglhk disinda farkliliklarin yénetimi
tarafindan da yordandigi gorilmektedir.

Orgiitler, farkl is gevrelerini etkili sekilde ydnettikleri takdirde, calisanlarin &rgiitiin basarisina katki
sunan istekli ve gonilli davranislar gosterebilmelerinin 6nind agmis olurlar (Mamman et al., 2012). Bu
baglamda, farkliliklarin yonetimin galisanlarin o6rgiitsel vatandashk davraniglari Gzerinde etkili olmasi
beklenilen bir durum olarak degerlendirilebilir. Cinsiyet, yasam sekli, diinya gorisu, irk, inang, kiltir gibi
farkliliklarindan dolayi sosyal dislanmaya ve dahasi 6tekilestiriimeye maruz kalmayan calisanlarin daha
etkili, istekli olmalari ve dolayisiyla kurum adina ekstra davranislar ortaya koymalarinin dogal oldugu
soylenebilir. Arastirmalarda algilanan ayrimciligin ¢alisanlarin 6rgitsel vatandaslik davranislarini anlamli
bir sekilde yordadigi goriilmektedir (Ensher et al.,, 2001). Bu baglamda, kurumlarin galisanlarin
farkhhklarina saygi duymasi ve farkliliklari dogal kabul etmesi ve dahasi farkhliklardan istifade etmesinin
onemli oldugu ifade edilebilir.
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