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At the present time, the view that organizations will serve their purpose better and be more effective
with the inclusion of all stakeholders in management activities is becoming more and more widespread
(Ryan, 2006b). In the context of management approaches, there is a greater need for an inclusive,
transparent and accountable leadership style (Anthony, 2017). Based on this need, inclusive leadership
as a new leadership style also stands out as an emerging research and leadership field (Qi & Liu, 2017).
Inclusive leadership assumes revealing the potential of all organizational members and thus increasing
the effectiveness of the organization (Randel et al., 2018). Considering the role of schools in the
formation of a fairer world order (Najmaei, 2017), it is hoped that inclusive leadership can contribute to
the training of individuals who can meet the expectations and needs of a contemporary society (Dorczak,
2011). On the other hand, teachers and school administrators in schools face various challenges with
increasing diversity. Migration movements, which occur for various reasons, especially globalization,
wars and internal conflicts, also affect educators. School administrators and teachers are faced with
students with different lives and cultures (Ashikali et al., 2020; Garrison-Wade et al., 2007; Jin et al.,
2017; Sandoval et al., 2021). For this reason, exploring the reflections of inclusive leadership (Qi & Liu,
2017) in schools, which is relatively new and has little research on, was determined as the main problem
of this research.

Inclusive leadership

Inclusive leadership is a concept used to emphasize the need for greater diversity and better leader-
follower relationships (Wuffli, 2016). An inclusive leader is a person who demands the contributions of
his followers with his words and actions, shows that he appreciates the efforts of his followers,
encourages all members of the group to speak, does not take into account differences in status, and
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knows the importance and value of each group member (Nembhard & Edmondson, 2006). Inclusive
leadership is defined as a learning cycle that continues through relational practice on the basis of
cooperation and respect, enabling individuals and groups to be a part of the whole in order to be guided
towards common results for the common benefit of everyone and to maintain their commitment
(Booysen, 2014). As it can be understood from the definition, inclusive leadership can have positive
effects on the transition from individuality to collectivism, from isolation to cooperation, and from
competition to reciprocity (Bennett, 2014). As inclusive leadership is having the courage to take
conscious steps to remove barriers to individuals who are at risk of being ignored or excluded in society.
Inclusive leaders demonstrate a leadership approach that recognizes diversity, demands and welcomes
the individual contribution of everyone, and encourages full participation in decision-making. The aim
of inclusive leadership is to innovate, transform and produce while meeting everyone's needs (Agerwala,
2020; Bortini et al., 2016), to achieve higher performance by improving the qualifications, perspectives
and contributions of members (Shore et al., 2011).

Some basic features of inclusive leadership can be listed as follows (Dorczak, 2011):

* Social process and teamwork are valued as the main elements of personal and organizational
development,

* Everyone is included in the activities of the organization according to their potential,

» It is ensured that everyone's voice is heard by creating appropriate conditions in interpersonal and
professional communication,

* Everyone is given space and opportunities for personal and professional development within the group,
* Continuous change and development of individuals, groups and organizations are supported,

* It is built on values such as autonomy, mutual respect, trust and responsibility,

* Distributed power is seen as a development process.

Inclusive leadership requires embracing differences and working with individuals' abilities and strengths
(Rayner, 2009). The rights, wishes, expectations, needs and potentials of individuals who are at risk of
being socially ignored or excluded are taken into account, and each individual is valued. This
understanding can affect everyone in a positive way. While the individual feels that he is valued as a
human being and has the authority to reach his full potential, the leader also works with more motivated
individuals and can cope with the difficulties encountered with the support of his followers (Bortini, et
al., 2016). Inclusive leadership, as an extension of the organic leadership paradigm, especially in
educational organizations, draws a framework in the sense of participating in all operational processes
of the organization and creating suitable conditions for everyone's personal development (Dorczak,
2011). In recent years, it has been voiced more frequently and loudly that schools should do their part
in order to contribute to the formation of a fairer world for all (Najmaei, 2017).

Inclusive leadership in schools

Schools need to accept and be sensitive to cultural diversity in order to build cultures that
encourage the active participation and inclusion of all segments in educational activities (Ryan,
2006a). An inclusive school culture facilitates the creation of an environment where criticism
is encouraged, where the principal, teachers, parents and students are in dialogue, where all
stakeholders are taken into account and their active participation is ensured, and where everyone
is brought together on a fair and democratic ground. At this point, the determinant is the
leadership of the school principal (Keyes et al., 1999). An inclusive leadership approach by the
school principal takes into account the needs of everyone, not just the school administration or
dominant groups (Ryan, 2006a). Since a successful inclusive leadership knows how to benefit
from the potential of human resources (Rayner, 2009). In such a climate, ensuring the active
participation of all segments in educational activities, receiving better quality education,
developing critical awareness, strengthening the dialogue among all stakeholders, taking into
account the characteristics of all segments in the formulation and implementation of decision
and policy-making strategies may become evident. However, leadership is exhibited on the

71



ﬂ’ MSKU Journal of Education
4 ISSN 2148-6999 Volume 10, Number 1, (2023) May

basis of fair, horizontal relations and as a collective process (Ryan, 2006a). Such a leadership
is inclusive leadership that transforms society positively and makes a difference in society
(Anthony, 2017).

It is an important requirement to ensure the active participation of all stakeholders involved in
educational activities, to increase their motivation and to make them feel valued (Van
Knippenberg and Van Ginkel, 2021). It is possible to say that school principals face difficulties
such as offering inclusive education opportunities by exhibiting more inclusive leadership that
takes teachers and students into account, listens to the voices of all, and ensures their active
participation (Garrison-Wade et al., 2007; Ryan, 1999). At this point, it is possible to say that
there is a greater need for inclusive education leadership in schools, since there is a more
inclusive education for everyone (Dorczak, 2011). Inclusive school leaders accept differences
as social constructs, value past experiences of students and families, and are sensitive to cultural
values. After all, it is obvious that school principals have an important position in the
development of an inclusive culture in schools (DeMatthews et al., 2021). For this reason, it is
aimed to emphasize to what extent the inclusive leadership practices exhibited by school
principals in schools are realized with this study. From this point of view, it is aimed to reveal
the inclusive leadership practices exhibited by school principals in this research. For this
purpose, the questions that guide the research are listed below:

1. What is the level of inclusive leadership displayed by school principals?

2. Do the inclusive leadership practices exhibited by school principals differ according to
various variables?

3. What inclusive leadership practices do school principals demonstrate?

Method

In this part of paper, the design of the research, its participants, data collection tools, efforts to increase
its validity and reliability, and data collection processes are included.

Pattern of the Research

Mixed method was preferred in the research. The convergent pattern from the mixed method patterns
was used. This pattern is one in which the researcher collects two types of data at the same time and
interprets the data by combining it (Creswell, 2017). In the research, it is thought that the convergent
design is appropriate in terms of revealing and interpreting the application of a leadership style that has
come to the fore in recent years, such as inclusive leadership. The quantitative dimension of the research
was carried out with a survey design, one of the descriptive research methods. The idea that there was
no relationship and effect in the research and that it would allow the qualitative data to be discussed
together was decisive in choosing the descriptive survey design. In the descriptive method, the sample
group is defined and described (Gliner et al., 2015). The qualitative dimension of the research was
carried out with phenomenology, one of the qualitative research designs. Phenomenology aims to gain
an in-depth understanding by focusing on how participants understand the phenomenon, how they
describe it, and what they feel about the phenomenon (Patton, 2014).

Population and Sample

In the study, the opinions of the teachers were applied in relation to inclusive leadership. This choice is
a widely adopted understanding in the studies related to leadership. Instead of evaluating a leader's own
leadership, the leadership can be said to be more reliable from the perspective of the employees
(Jacobsen & Andersen, 2015). The universe of the study consists of teachers working in primary,
secondary and high schools in Karakoprii district of Sanliurfa province in 2021-2022 academic year.
The universe of the study consists of 4583 teachers working in this district (MoNE, 2021).

Quantitative Dimension: In the research, the whole universe could not be reached. In cases where the
universe is large, a sample group is selected in order to represent the universe and reflect the
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characteristics of the universe in order to make inferences about the universe (Gliner et al., 2015). In
this study, easily accessible status sampling patterns were preferred from non -probability sampling
patterns. In this pattern, easily accessible individuals are included in the sampling (Gliner et al., 2015).
In this preference, the effects of pandemic period were decisive. With this method, 222 teachers who
voluntarily accept the data collection tools despite the effects of the pandemi period constitute the
sample of the quantitative dimension. The personal information of the sample group is included in Table
1.

Table 1.
Information of the Participants in the Quantitative Dimension

Variable N Percentage (%0)

Gender Female 97 43,7

Male 125 56,3

School Level Primary 48 21,6

Secondary 84 37,8

High 90 40,5

Age 30 and below 45 20,3

31-40 109 49,1

41-50 48 21,6

51 and above 20 9,0

Professional Seniority 0-5 years 38 17,1

6-10 years 31 27,5

11-15 years 51 23,0

16-20 years | 36 16,2

20 years and more 36 16,2

Union Status Member 134 60,4

Not a Member 88 39,6

Total 222 100

As can be seen in Table 1, there was variation in all variables such as gender, school level, age,
professional seniority and union status in the personal characteristics of the teachers participating in the
research.

Qualitative Dimension: The participants of the qualitative dimension of the research were formed by
purposive sampling method, which is widely used in qualitative research. In this method, there is an
effort to create a working group that will serve to understand the problem situation correctly by selecting
information-rich situations (participants) in order to add depth to the research (Gliner et al., 2015). Based
on this information, a working group consisting of 13 teachers who can express their opinions on
inclusive leadership was formed.

Table 2.
Information of the Participants in the Qualitative Dimension
Participant Abt_)revia Gender  Age School Profe_ssignal Syndicate C_:onvergation
tion Level Seniority Time (minutes)
Teacher 1 T1 Female 38 High 12 Member 24
Teacher 2 T2 Male 45 High 23 Member 25
Teacher 3 T3 Male 29 Middle 4 Member 22
Teacher 5 T5 Female 49 High 23 Not a Member 23
Teacher 6 T6 Female 32 High 3 Not a Member 21
Teacher 7 T7 Male 36 Middle 14 Member 25
Teacher 8 T8 Female 37 Primary 13 Member 19
Teacher 9 T9 Male 39 Primary 14 Member 22
Teacher 10 T10 Male 42 Primary 21 Member 20
Teacher 11 Ti1 Male 39 Middle 16 Member 20
Teacher 12 T12 Male 37 Middle 15 Not a Member 26
Teacher 13 T13 Female 36 Middle 12 Member 24
Teacher 14 T14 Male 28 Primary 6 Member 23
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In Table 2, it is seen that the working group consisting of 13 primary, middle and high school teachers
was 5 female and 8 male, their average age ranged between 28 and 49, and their professional seniority
ranged between 3 and 23 years. While 3 of the teachers in the study group are not members of any
syndicate, 10 of them are syndicate members. The duration of the interviews with the participants varied
between 19 and 26 minutes (approximately 23 minutes on average). In addition, as a common practice
in qualitative research at this stage, the participants were Teacher 1, Teacher 2, ... and symbolized as
T1,T2, ...

Data Collection Tools

Quantitative Dimension: The Inclusive Leadership Scale developed by Hollander (2008) and adapted to
Turkish culture by Ok¢u and Deviren (2020) was used to collect data in this dimension. The use of this
scale has been effective because it is a reliable scale that can be used to reveal the perceptions of teachers
working at different learning levels and school types about the inclusive leadership characteristics of
school principals (Okgu & Deviren, 2020). The scale is a five-point Likert-type scale consisting of 3
sub-dimensions and 16 items. Scale items were rated as never (1), rarely (2), sometimes (3), often (4),
and always (5). 1.-6. items are included in identification and support sub-dimension, 7.-11. items are
included in justice, communication and action sub-dimension, 12.-16. items are included in selfishness
and disrespect sub-dimension. At the reliability point of the scale, Cronbach Alpha values were .89; 85;
.79 in sub-dimensions respectively; and .88 for the whole scale. In this study, Cronbach's Alpha internal
consistency coefficient was calculated as .75. The fact that this coefficient is greater than .70 is
acceptable in terms of reliability (Biiylikoztiirk et al., 2010). In this case, it is possible to say that the
data of the research are reliable.

Qualitative Dimension: The interview method was used while collecting the data in the qualitative
dimension of the study. Data were collected using semi-structured interview forms. Semi-structured
forms allow the participants to talk about the basic points of the research without getting away from the
problem of the research by preparing the questions in advance (Patton, 2014). While preparing the
interview form, the dimensions of the scale used in the quantitative dimension of the research were taken
into account. After the interview form was prepared, the opinion of an expert in the field of measurement
and evaluation was taken. The expert had suggestions especially about grammar and some sentence
structures. The form has been updated in the light of these suggestions. The updated version of the form
was used in trial interviews with 2 teachers. No negative or incomplete feedback was received.
Therefore, the same form was used in other interviews. The interview questions in the form used are
given below:

1. What are your thoughts about your school principal;
a. Listening to you,
b. Taking your opinions into account,
c. Setting goals,
d. Motivating you,
e. Giving you the initiative,
f. His appreciation of you?
2. What are your thoughts about your school principal;
a. Taking credit for himself,
b. Thinking about his own interests?
3. What are your thoughts about your school principal;
a. Behaving consistently,
b. Behaving fairly?
4. What are your thoughts about your school principal blaming you when things go wrong and lowering
your motivation?
5. What are your thoughts about your school principal being interested in how things work and trying
to find solutions?
In the interviews, it was requested to take a voice recording in an effort not to lose the data. However,
since the teachers in the trial interviews did not take kindly to this situation, the interviews with the other
participants were meticulously recorded in writing.
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Validity and Reliability

In order to increase the validity and reliability of the research, some precautions were taken and some
principles were taken care of. In this context, the quantitative and qualitative processes are given
respectively.

Quantitative Dimension: In quantitative studies, validity can be classified as internal and external
validity. Internal validity is related to the ability to establish a cause-effect relationship between
dependent and independent variables, and external validity is related to the power to generalize research
findings to the universe, other environments or situations (Gliner et al., 2015). In this framework, efforts
have been made to increase the validity of the study, such as creating a sample group suitable for the
problem situation of the research, collecting the data by the researcher himself, for this reason, the return
rate of the measurement tool is 100%, the data collection process is carried out at schools and without
interrupting educational activities, and voluntary participants are involved. Within the scope of internal
consistency reliability, the Cronbach Alpha method was preferred.

Qualitative Dimension: Creswell and Miller's (2000) validity strategies for the validity of the study were
taken into account. Some of these strategies, which are listed as long-term participation and continuous
observation, data diversification (triangulation), peer review, negative situation analysis, member
control, intensive description, external audit, disclosure of researcher biases (Creswell, 2016), were
preferred to increase the validity of the research. It was first reviewed by an educational sciences expert,
with data collected and analysed regarding the peer review strategy. Since the expert was more interested
in qualitative research, he was contacted. Some changes were made taking into account some
suggestions of the expert. There were some suggestions especially in naming the themes. Second,
regarding the member control strategy, two participants were interviewed again after the peer control.
The parallelism of the themes and findings obtained in the research with their own views was asked.
Both participants expressed a positive opinion in this regard. In qualitative research, reliability generally
means clarity and consistency in the responses of more than one coder to data sets (Creswell, 2016).
Precautions were taken, such as clearly writing interview questions for reliability, collecting data in
accordance with qualitative research processes and voluntarily by the participants, conducting peer
control, explaining all processes as much as possible, and keeping the raw data visible to others.

Data Collection

Ethics committee approval was obtained for the research before starting the data collection process
(In6nii University Social and Human Sciences Ethics Committee, decision dated 09.12.2021 and
numbered 2021/24-16). Data on the quantitative and qualitative dimensions of the research were
collected at the same time. At this point, the researcher personally went to the schools included in the
sample group of the research. By interviewing the school principal, it was ensured that the measurement
tools were filled in an appropriate environment and time, and qualitative interviews were conducted.
Quantitative measurement tools were filled in the teachers' room and between 10-15 minutes of breaks.
In some schools, it was carried out in different time periods through the guidance service. Interviews
within the scope of the qualitative dimension of the research were conducted with volunteer teachers in
the school library, guidance service or the assistant principal's room in a way that would not disrupt the
educational activities. Ethical principles were taken care of throughout the data collection process,
voluntary participants were included, and the participating teachers were allowed to express their views
in an environment where they would not be under any pressure. The fact that the research subject
includes the views on the inclusive leadership of the school principal has increased the attention of the
researcher in this direction. In all this process, care was taken not to disrupt the activities of the school
and not to disturb the order. One by one interviews were conducted with all participants, and written
notes were taken during the interviews. Care was taken to transfer the expressions of the participants
directly to the text. After the data collection process, the analysis of the data was started.

Analysis of Data

Quantitative Dimension: The data of the study were analysed using the SPSS 26.0 program.
While determining the level of inclusive leadership practices exhibited by school principals,
descriptive statistics such as arithmetic mean and standard deviation were used. While
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explaining the personal characteristics of the teachers participating in the research, frequency
and percentage values were used. Before the analysis of the data, it was examined whether the
data showed a normal distribution. The kurtosis and skewness values of the data were examined
for each variable in the inclusive leadership scale. Skewness and kurtosis values were -.601/-
1.452 in the gender variable; .453/-.008 in the age variable; .079/-1.074 in professional seniority
variable; .018/-1.004 in the school level variable; In the variable of educational status, it was
determined as 1.275/-.377. Considering that the kurtosis and skewness values in all variables
are between -1.5 and +1.5, the kurtosis value is -.309, the skewness value is -.704, in general,
and these values are acceptable in providing a normal distribution (Tabachnick & Fidell, 2013).
It was decided to use parametric tests. In accordance with the normality assumption in normality
tests, the level of significance was accepted as p< 0.05.

In line with the sub-problems of the research, t-test for independent samples from parametric
tests in analysis with binary groups; One-way analysis of variance (ANOVA) test, one of the
parametric tests, was used in the analyses performed with variables with more than two groups.
Due to the inhomogeneity of the variances, Tamhane's T2 test, one of the Post-Hoc analysis,
was used to determine the source of the significant differences in the ANOVA test.

The limits regarding the level of options in the inclusive leadership scale used in the research
are shaped as in Table 3. While determining the limits, the level range was accepted as 0.80
(Score Range=Highest value-Least value/n).

Table 3.

Limits and Levels of Options in Measurement Tools
Options Limits Levels
Never (1) 1,00-1,79 Low level
Rarely (2) 1,80-2,59 owleve
Sometimes (3) 2,60-3,39 Intermediate
Often (4) 3,40-4,19 _

High level

Always (5) 4,20-5,00

Qualitative Dimension: The data obtained in the qualitative dimension of the research were
analyzed with the descriptive analysis method. In this study, the expressions in the data obtained
through the interviews were themed as meaningful words or groups of words that could
represent the content. Concepts with the same or similar meanings were gathered under the
same theme in the thematic process. Later, these themes were presented in two categories as
positive and negative. At this stage, the themes were reviewed with the support of an expert.
Some theme names have been changed. After the final form was given, the data were presented
to the two participants who participated in the research. These participants stated that the data
coincided with their own views.

Findings
Quantitative and qualitative findings obtained with data collection tools are given respectively.
Findings Regarding the Quantitative Dimension of the Research

Within the scope of the quantitative findings of the research, the arithmetic mean and standard deviation
values of each item in the inclusive leadership scale were examined. In addition, t-test made according
to gender and being a member of syndicate variables and ANOVA results according to age and school
level variables are included. In Table 4, the arithmetic mean and standard deviation values of the items
in the recognition and support dimension of the inclusive leadership scale are given.
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Table 4.

Scale Items in Recognition and Support Dimensions

Scale Items in Recognition and Support Dimensions X Ss

1. The school principal asks for my ideas about my work. 3,51 1,16
2. The school principal encourages me to ask questions about my work. 3,46 1,26
3. The school principal sets clear goals to be achieved. 3,52 1,17
4. The school principal listens to information from employees, even if there is bad 3,77 1,06
News.

5. The school principal is concerned with how | do my work. 3,81 ,99

6. The school principal appreciates my contribution to the work. 3,68 1,20
Recognition and Support dimensions overall 3,63 ,99

As seen in Table 4, the arithmetic mean of the items in the recognition and support dimensions of the
inclusive leadership scale varies between 3.46 and 3.81. These values correspond to the high level as
indicated in Table 3. In this case, it can be said that school principals exhibit high levels of attitudes and
behaviours in all items in this dimension. In Table 5, the arithmetic mean and standard deviation values
of the items in the justice, communication and action dimensions of the inclusive leadership scale are
given.

Table 5.
Scale Items in Justice, Communication and Action Dimensions

Scale Items in Justice, Communication and Action Dimensions X Ss

7. The school principal allows me to take initiative in decisions about my work. 3,66 1,15
8. The school principal takes credit for my achievements. 2,80 1,27
9. The school principal thinks only of his own interests. 2,14 1,31
10. The school principal treats everyone consistently in applying the rules. 3,59 1,20
11. The school principal takes care to act fairly. 3,74 1,16
Justice, Communication and Action dimensions overall 3,19 49

As seen in Table 5, the arithmetic mean of the items in the justice, communication and action dimensions
of the inclusive leadership scale varies between 2.14 and 3.74. When the level equivalents of these
values in Table 3 are examined, it can be said that there are items corresponding to low, medium and
high levels. It is possible to say that the item “The school principal only thinks about his own interests”
is perceived as low level, the item “The school principal takes credit for my achievements” is at medium
level and the other items are perceived as high. In Table 6, the arithmetic mean and standard deviation
values of the items in the selfishness and disrespect dimensions of the inclusive leadership scale are
given.

Table 6.
Scale Items in Selfishness and Disrespect Dimensions

Scale Items in Selfishness and Disrespect Dimensions X Ss

12. The principal blames me in front of others when things go wrong. 165 1,01
13. The school principal does not consider my thoughts about my work. 1,84 1,09
14. The school principal makes criticisms that reduce my maotivation. 1,86 1,14
15. The school principal produces necessary solutions for the problems identified by the employees. 3,73 1,05
16. The school principal is concerned with how things are run. 401 ,99
Selfishness and Disrespect dimensions overall 262 47

As seen in Table 6, the arithmetic mean of the items in the selfishness and disrespect dimensions of the
inclusive leadership scale varies between 1.65 and 4.01. When the level equivalents of these values in
Table 3 are examined, it can be said that there are items corresponding to low and high levels. It is
possible to say that the average for the selfishness and disrespect dimensions corresponds to the medium
level, in other words, the perceptions of the teachers and school principals regarding the selfishness and
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disrespect sub-dimensions of the inclusive leadership are at a moderate level. Table 7 shows the results
of the t-test conducted to determine whether the inclusive leadership of the school principal perceived
by the teachers differs significantly according to the variables of gender and status of being a member
of syndicate.

Table 7.
T-test Results According to Gender and Status of being a Member of Syndicate Variables
Variable n X Ss t sd p
Gender Female 97 3,38 54 -,849 220 ,397
Male 125 3,44 49

Inclusive Status of being ~ Member 134 3,47 49 2,291 220 ,023"

Leadership a Member of Not 88 3,31 54
Syndicate Member

* p<.05

As seen in Table 7, the inclusive leadership of the school principal perceived by the teachers does not
differ significantly according to gender [t(220)=,849; p=.397], while it differs significantly according to
status of being a member of syndicate [t(220)=2.291; p=.023]. It can be said that the inclusive leadership
of the school principal perceived by the teachers who are members of any syndicate (X=3.47; Sd=.49)
is at a higher level than those who are not members of any syndicate (X=3.31; Sd=.54). In Table 8,
ANOVA results are given in order to determine whether the inclusive leadership of the school principal
perceived by the teachers differs significantly according to the age and the school level variables.

Table 8.
ANOVA Results According to Age and School Level Variables
Varible n X Ss Soun_’ce of Sum of sd Squares F p Difference
Variance Squares mean
30 and - (1) 45 342 50 Between group ,665 3 ,222 ,819 484
Ade 31-40 (2) 109 336 55 In-group 58,982 218 271
g 41-50 (3) 48 350 43 Total 59,647
51 and +(4) 20 341 53
School Pri_mary 1) 48 326 59 Between group 1,669 2 ,834 3,152 ,045 1-3"
Level Middle (2) 84 342 53 In-group 57,978 219 ,265
High (3) 90 349 45 Total 59,647
*p< .05

In Table 8, it is seen that the inclusive leadership of the school principal perceived by the teachers does
not differ significantly according to age [f(3)= .222 p=.484], but there is a significant difference
according to the school level in which the teachers work. In order to determine the source of this
significant difference, the homogeneity of the variances was tested first. Since the homogeneity of the
variances could not be achieved (p=.009), Tamhane's T2 test was performed. It was revealed that this
significant difference was between teachers working in primary and high schools [f(2)= .834 p=.045].
According to teachers' perceptions, high school principals' inclusive leadership (X=3.49; Sd=.45) is
higher than primary school principals (X=3.26; Sd=.59).

Findings Regarding the Qualitative Dimension of the Research

In this part, the findings obtained by analysing the data obtained from the interviews with the participants
within the scope of the qualitative dimension with the descriptive analysis method and some prominent
participant opinions are included. Based on the opinions of the participants in Table 9, positive and
negative themes regarding the inclusive leadership practices of school principals were formed. Negative
themes emerged by directing the meaningfully negative questions in the scale in the quantitative
dimension of the research to the participants in the qualitative dimension as well.

The themes in Table 9 were created by asking the questions prepared within the scope of the research
to the participants. First, it was asked whether school principals took teachers' opinions into
consideration and encouraged them to exchange ideas and ask questions about their work. This question
was prepared in parallel with the 1st, 2nd, and 4th items in the quantitative dimension of the study. All
but one of the participants stated that the school principals exchanged ideas with them, took their
opinions into consideration, and asked questions about the school easily. For example, one of the
participants, T4, said that "the school principal's asking and caring about his ideas makes him happy,
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his motivation increases, and he is encouraged to communicate with the school administration™. T7 also
stated that “this positive situation paved the way for the school administration and teachers to work in
harmony”.

Table 9.
Themes related to the inclusive leadership practices of school principals

Themes
Positive Negative
Exchange of ideas Taking credit for success
Paying regard Thinking of himself (Selfishness)
Instructional objectives Accusatory attitude
Motivation Criticism in front of others

Taking initiative
Appreciation
Consistency

Being fair
Dealing with schoolwork
Solution generation

The second question posed to the participants is about school principals setting goals for teachers and
motivating them. Considering the 3rd and 5th items in the quantitative dimension, this question was
directed to the participants. When the views of the participants were analysed, it was stated that school
principals were more interested in instructional goals based on the results. It was stated that school
principals set realistic and practical goals. It has come to the fore that these goals are effective in
increasing the motivation of teachers and they are appreciated in successful situations. T1 stated that
"targets for the completion of the curriculum without any disruption”, T7 and T12 stated that "objectives
were determined to increase the quality in teaching activities". T9, T10 and T11 stated that "the school
principal sets realistic short and long-term goals", T4 states that "determining goals is a road map for
them", T2 and T5 stated that "school principals set goals to contribute to the professional development
of teachers". While there are different ways to set goals, it is noteworthy that all of the participants stated
that this situation motivates them.

In the qualitative dimension, the views of the participants on the issue of taking initiative and
appreciation of the teacher, which is included in the 6th and 7th items of the inclusive leadership scale,
were taken. All of the participants stated that their positive actions at school were appreciated by the
school principal. In order to support the 8th and 9th items of the inclusive leadership scale used in the
study, a question was asked to the participants in the qualitative dimension about the school principal's
taking credit for success and thinking of himself. Many teachers who participated in the research (T1,
T2, T3, T4, T5,T6, T8, T9, T10, T11 and T13) stated that educational activities require cooperation and
that all stakeholders have a role in any outcome. The attitude of the school principal to take credit for
success was accepted as usual by the teachers. T4, one of these teachers, stated that "I welcome this
attitude of my school principal, because | believe that the school principal and the teacher play a role
together in success and failure™. T10 also used the expressions “emphasizing the cooperation in school
activities, the important thing is that the success of the teacher is not overshadowed”.

Consistent and fair behaviour of the school principal is included in the 10th and 11th items of the scale
used in the quantitative dimension of the research. In the qualitative dimension, a question parallel to
these questions was asked to the participants. Participants stated that the basis of management activities
is fairness and consistency is very important. T1, T2, T4, T5, T7, T8, T9, T10, T11 and T13 stated that
school principals acted fairly and were consistent in their attitudes and behaviours. T2 said, “Our school
principal generally displays a consistent and fair management approach. When someone is discriminated
against or treated differently, the school climate is negatively affected. At this point, ethical principles
are important”, he said. S3 stated that “otherwise, the motivation of the teachers will decrease and they
may become alienated from the school”. T9 also emphasized that “behaving fairly and consistently is
the critical value expected from a school principal for the effective conduct of school affairs”.
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Most of the participants stated that the school principals did not exhibit behaviours such as blaming and
criticizing teachers and ignoring the views of the teacher. Considering the 12th, 13th and 14th items in
the quantitative dimension of the study, T5 answered this question, My school principal does not blame
us in a negative situation, he takes our opinions to evaluate the situation, there are criticisms, but it is
not personal, and makes positive comments as possible for how can it be better for everyone ”. T6 also
stated that “the works in the institution are carried out with coordination and cooperation, the school
principal does not show an accusatory attitude in adverse situations, on the contrary, he focuses on
where everyone, especially himself, made a mistake and how this situation can be corrected”.

Almost all of the participants stated that the school principals are interested in how the activities in the
school are carried out and that they do not hesitate to find solutions to the problems experienced. Taking
into consideration the 15th and 16th items in the quantitative dimension, T5 replied to this question, "My
school principal personally deals with the problems in the institution, and helps on the way to a solution
by displaying a leadership behaviour without panicking™, while T7 stated that “my school principal is
very experienced, he is aware of the activities of the school, it is possible to say that he is successful in
crisis management” .

The quantitative and qualitative findings obtained within the scope of the research were handled together
and a discussion was made about the inclusive leadership approach applied by school principals in
schools.

Discussion

According to the perceptions of the teachers within the scope of the research, it can be said that the
school principals successfully applied the inclusive leadership. Altinel Yiincii (2022) also obtained
findings parallel to this finding in her research. In addition, Altinel Yiincii's research shows parallelism
in terms of sub-dimensions and items of the inclusive leadership scale. While there was no significant
difference in terms of gender and age variables, a significant difference was found in terms of being a
member of syndicate and school level variables. Teachers who are members of any syndicate see school
principals as more inclusive. Inclusive leadership practices of high school principals can also be
evaluated as more successful than middle school principals. In Altinel Yiincii's research, no significant
difference was found in terms of gender and age. In this regard, the findings overlap. However, in Altinel
Yiincii's research, no significant difference was found in terms of school level. In this respect, this
finding does not overlap. It has been determined that teachers who are members of any syndicate find
school principals more inclusive. At the individual level, inclusive leadership requires cultural humility,
courage, and tolerance for imperfection and ambiguity. A remarkable awareness of one's own personal
and professional background and prejudices is helpful in developing greater facilities for overcoming
differences (Bennett, 2014). Having policies to manage diversity is an important first step towards
inclusive practices. It is the leader's role to ensure that all individuals feel accepted and respected.
Organization members should be part of an organizational culture that takes pride in diversity (Jin, et
al., 2017). Itis possible to say that inclusive school leaders create a school culture where staff are willing
and determined to cooperate with each other. All staff, regardless of their role or status, are valued and
accepted by school leaders for their contribution to making their schools inclusive (Kugelmass &
Ainscow, 2004). In addition, high school teachers found school principals more inclusive than primary
school teachers. In primary schools, the tendency of the school principal to seek the opinion of a teacher
with the same branch and similar experience and to need expertise in a subject may be less than in high
schools. Also there is more branching in high schools, the school principal may need more expertise
from teachers with different branches and experiences. This may also play a role in giving more initiative
to high school teachers. As a result, in high schools, the tendency of the school principal to seek the
teacher's opinion on a subject, to need his contribution and to value this contribution can make a
difference in the understanding of inclusive leadership.

Teachers stated that school principals asked their opinions about their work, were encouraged to ask
questions and listened to them. It is known that a supportive school environment where teachers' ideas
are taken, they can ask questions and criticize provides more autonomy, encourages risk taking and
gives confidence that they can be successful (Keyes, et al., 1999). Inclusive leadership is an important
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mechanism that creates the conditions in which individuals feel safe to put forward their ideas, express
their views and question them (Nembhard & Edmondson, 2006). When employees are valued through
inclusive leadership qualities such as openness and participation in decision-making processes in the
organization, positive social relations can be realized (Javed, et al., 2019; Nembhard & Edmondson,
2006). An important dimension of inclusive leadership, such as listening to the voice of the employees,
has a positive effect on the behavior of the employees (Qi & Liu, 2017). People in an inclusive learning
environment have the capacity to reflect on the process, both individually and collectively. Therefore,
in inclusive leadership, it is important to create an environment where everyone is encouraged to
participate actively, but not forced (Booysen, 2014). Inclusive leadership emphasizes that everyone is
equal in expressing the ideas of the members of the organization (Guo et al., 20). Inclusive leaders
should encourage the participation of everyone who is valuable to the organization and emphasize the
importance of an open and mutually respectful relationship with each other (Booysen, 2014).

According to the teachers, school principals take a role in the way things are done and are interested in
how things are done. They find solutions to problems and set clear objectives, mostly in the instructional
dimension. The fact that school principals are personally interested in the activities carried out at school
may be related to the fact that inclusive leadership does not take into account the status differences
between their followers and they care about the contributions of all stakeholders of the organization
(Nembhard & Edmondson, 2006; Bortini et al., 2016). Likewise school principals may have adopted a
more effective leadership as a model in order to increase the participation and productivity of teachers.
In addition, in inclusive leadership, efforts are made to ensure that the members of the organization are
active. Every member of the organization is tried to be motivated towards institutional goals without
putting any pressure or making judgments (Echols, 2009). Since the educational goals of the schools
come to the fore, the school principals' setting goals in this direction can be evaluated in this context.

Another finding obtained within the scope of the research is that school principals allow teachers to take
initiative and appreciate them for their contributions. Leadership can emphasize a positive approach that
is based on strengths and seeks to unlock the potential contributions of as many people as possible.
Inclusive leadership is, in many ways, the cornerstone of engagement at other levels of the multi-level
framework; It can facilitate inclusion in groups, organizations and societies and help transform and
spread inclusion to these levels (Ferdman, 2014). According to the theory of inclusive leadership, leaders
are more effective when they empower their followers, give them initiative, and allow for two-way
influence, thereby encouraging the expanded use of followers' skills, autonomy, and responsibility
(Hollander, 2012).

According to the teachers' views, school principals do not only think about their own interests and do
not take credit for success. Teachers stated that everyone has a share in success and failure. Inclusive
leadership requires an approach that tries to take into account the interests of everyone, not just the
interests of the school administration (Ryan, 2006a). As the source of power and influence in
organizational activities is dominated by personal competencies rather than positions or statuses (Guo
et al., 2020). Inclusive leadership can be effective in creating an organizational culture where all
organizational members are valued regardless of their rank or status, where everyone can cooperate with
each other and share responsibility (Kugelmass & Ainscow, 2004). In addition, interdependence and
responsibility in inclusive leadership may also come to mind at this point. One of the assumptions of the
inclusive leadership approach requires an awareness of interdependence. This awareness is the fact that
the leader and his followers are dependent on each other on the way to a systematic and holistic goal.
Sharing responsibility requires involvement, accountability and responsibility in the actions of both
leaders and followers. In inclusive leadership, the organization is seen as a whole and everyone takes
responsibility for the success of the organization (Bortini et al., 2016).

It has come to the fore that school principals are consistent and fair in their attitudes and behaviors. At
the heart of the emergence of inclusive leadership is the thought that traditional leadership approaches
cannot provide sufficient contribution to the elimination of inequalities and injustices (Ryan, 2006a).
Inclusive leadership emphasizes that the leader is not close to any party and focuses on justice and
equality practices (Hannum et al., 2010). The leadership of the school principal is decisive in developing
a fairer and more democratic environment. The emergence of such an environment can bring the
stakeholders of the school together (Keyes, et al., 1999). The organization should be inclusive, with a
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climate of respect, equality and justice that promotes an inclusive culture, safe learning and work spaces
(Booysen, 2014).

The opinions of the participants are positive about the school principals' blaming the teacher in negative
situations, ignoring the teachers' thoughts, and engaging in attitudes and behaviors that will reduce the
motivation of the teachers. In other words, it is difficult to say that such undesirable attitudes and
behaviors are widely exhibited. A warm and open climate contributes significantly to the behavior of
employees in organizations. Employees in a hot climate are more likely to be in the desired emotional
state, such as having positive emotions and getting mental and physical pleasure. At this point, leaders
are expected to take care of their interactions with employees, encourage and help them, develop their
sense of belonging, and create a harmonious climate (Qi & Liu, 2017). On the other hand, motivation
should not be ignored as a very important factor in creative behaviors. At this point, inclusive leadership
can make a difference (Carmeli, et al., 2010).

Conclusion and Recommendations

When the findings obtained within the scope of the research are considered in general terms, it is possible
to say that school principals successfully exhibit inclusive leadership practices. Specifically, it can be
said that school principals generally adopt inclusive attitudes and skills that listen to everyone, give
importance to the opinions of others, encourage school members and appreciate their success, take a
role in the conduct of educational activities, and are consistent and fair in their behaviors in changing,
diversifying and diversifying school environments. As a reflection of the changing and diversifying
structures of societies, school principals’ adopting more inclusive leadership style and displaying
leadership in this direction can make a positive difference. Long-term longitudinal studies can be
conducted to make such observations. Considering that inclusive leadership is a new concept, studies to
reveal its relations with other leadership styles may contribute in this sense.

Limitations

Both quantitative and qualitative data of this study were collected from schools located in a certain
region. Data may differ in different geographies where regional and cultural differences exist. Therefore,
the study does not claim to generalize.
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Arastirma Makalesi

Okullarda Kapsayici Liderlik Uygulamalari: Bir Karma
Yontem Calismasi

Ali CULHA!
Makale Hakkinda Ozet
Kapsayici liderlik son yillarda daha fazla dikkat ¢eken bir liderlik bi¢imidir. Bu
Gond. Tarihi: 17.01.2022 arastrmanmin - amact  okul  miidiirlerinin  sergiledigi  kapsayict  liderlik
Kabul Tarihi: 05.12.2022 uygulamalarmmi  incelemektir. Arastirmada karma yontem desenlerinden
Yayn Tarihi: 01.05.2023 yakinsayan desen kullanilmistir. Arastirmanin nicel boyutu betimsel arastirma

yontemlerinden tarama ¢alismast ile nitel boyutu ise nitel arastirma
desenlerinden fenomenoloji ile ger¢eklestirilmistir. Arastirmanmin evrenini 2021-
2022 egitim-6gretim yilinda Sanlwrfa ili Karakoprii ilgesinde ilkokul, ortaokul
ve liselerde gérev yapmakta olan 6gretmenler olusturmaktadir. Arastirmanin

Anahtar Kelimeler nicel verileri kapsayict liderlik dlgegi ile, nitel verileri ise yart yapilandirilmis
Kapsayici Liderlik gortisme formlart ile toplanmistir. Arastirmanmin nicel boyutunun verilerinin
Okul analizinde yiizde, frekans, ortalama ve standart sapma, t-testi ve tek yonlii
Ogretmen varyans analizi kullanilmistir. Nitel boyutunda elde edilen veriler ise betimsel

analiz yontemiyle analiz edilmistirv. Bulgulara gére okul miidiirlerinin kapsayici
liderlik uygulamalarum yiiksek diizeyde sergilediklerini soylemek miimkiindiir.
Ayrica kapsayict liderlik, 6gretmenlerin sendikal durumlarina ve gérev yaptiklar
okul kademesine gére farklilik gostermektedir.

Culha, A. (2023). Inclusive Leadership Practices in Schools: A Mixed Methods
Atficin Study. Journal of Mugla Sitki Kocman University Faculty of Education [MSKU],
10(1), 70-84. DOI: 10.21666/muefd.1059027

Gliniimiizde yonetim faaliyetlerine tiim paydaslarin dahil edilmesiyle 6rgiitlerin amacina daha iyi hizmet
edecegi ve daha etkili olacag1 goriisli giderek yayginlagmaktadir (Ryan, 2006b). Yonetim yaklasimlari
baglaminda kapsayici, seffaf ve hesap verebilir bir liderlik tarzina daha fazla ihtiya¢ duyulmaktadir
(Anthony, 2017). Bu ihtiyaca binaen yeni bir liderlik tarzi olarak kapsayici liderlik, gelismekte olan bir
aragtirma ve liderlik alani olarak da 6ne ¢ikmaktadir (Qi ve Liu, 2017). Kapsayici liderlik orgiit
dyelerinin tamaminin potansiyelinin ortaya ¢ikarilmasini ve boylelikle orgiitiin  etkililiginin
arttirilmasini varsayar (Randel vd., 2018). Okullarin da daha adil bir diinya diizeni olusumundaki rolleri
(Najmaei, 2017) goz oniine alindiginda, cagdas bir toplumun beklentilerine ve ihtiyaglarina cevap
verebilecek bireylerin yetismesinde kapsayici liderligin katki yapabilecegi umulmaktadir (Dorczak,
2011). Ote yandan okullarda dgretmen ve okul yoneticileri artan gesitlilikle birlikte gesitli zorluklarla
karg1 karsiyadirlar. Kiiresellesme, savaslar ve i¢ c¢atismalar basta olmak iizere gesitli nedenlerle
gerceklesen goc hareketleri, egitimcileri de etkilemektedir. Okul yoneticileri ve dgretmenler farkli
yasantilar1 ve kiltiirleri olan 6grencilerle kars1 karsiyadirlar (Ashikali vd., 2020; Garrison-Wade vd.,
2007; Jin vd.,2017; Sandoval vd., 2021). Bu nedenle nispeten yeni ve {izerinde az sayida arastirma
yapilan kapsayici liderligin (Qi ve Liu, 2017) okullardaki yansimalarini kesfetmek bu aragtirmanin temel
problemi olarak belirlenmistir.

Kapsayic1 Liderlik

Kapsayici liderlik, daha fazla gesitlilige ve daha iyi lider-izleyen iliskilerine duyulan ihtiyaci
vurgulamak i¢in kullanilan bir kavramdir (Wuffli, 2016). Kapsayici lider, sozleri ve eylemleri ile
izleyenlerinin katkilarini talep eden, izleyenlerinin g¢abalarini takdir ettigini gosteren, grubun tiim
tiyelerini konusmaya tesvik eden, statii farkliliklarini dikkate almayan ve her grup {iyesinin 6énemini ve
degerini bilen kisidir (Nembhard ve Edmondson, 2006). Kapsayici liderlik, bireylerin ve gruplarin,
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herkesin ortak menfaati i¢in ortak sonuglara yonelik olarak yonlendirilmeleri ve baglhiliklarini
stirdiirmeleri i¢in biitiiniin parcasi olmalarini saglayan, isbirligi ve saygi zemininde iligkisel uygulama
yoluyla devam eden bir 6grenme dongiisii olarak tanimlanmaktadir (Booysen, 2014). Tanimdan da
anlasilacagi lizere kapsayici liderlik bireysellikten kolektivizme, izolasyondan is birligine ve rekabetten
kargilikliliga gegiste olumlu etkilerde bulunabilir (Bennett, 2014). Ciinkii kapsayici liderlik, toplumda
g6z ard1 edilme veya diglanma riski bulunan bireylere yonelik bariyerleri ortadan kaldirmaya yonelik
bilingli adimlar atabilme cesaretine sahip olmaktir. Kapsayici liderler, cesitliligi takdir eden, herkesin
bireysel katkisini talep eden ve bunu memnuniyetle karsilayan, karar verme siireclerine tam katilimi
tesvik eden bir liderlik yaklasimi sergilerler. Kapsayici liderligin amaci, herkesin ihtiyaglarini
karsilarken yenilik yapmak, doniistirmek ve tretmek (Agerwala, 2020; Bortini vd., 2016), iiyelerin
nitelikleri, bakis agilari ve katkilarini gelistirerek daha yiiksek performans elde edebilmektir (Shore vd.,
2011).

Kapsayici liderlige iliskin bazi temel 6zellikler asagidaki gibi siralanabilir (Dorczak, 2011):

e Kisisel ve orgiitsel gelisimin ana unsuru olarak sosyal siirece ve ekip ¢aligmasina deger verilir,
e Herkes potansiyeline gore orgiit faaliyetlerine dahil edilir,
Kisileraras1 ve profesyonel iletisimde uygun kosullar yaratilarak herkesin sesini duyurmasi
saglanir,

e Herkese grup i¢inde kisisel ve profesyonel olarak gelisme alani ve olanaklar1 verilir,

e Bireylerin, gruplarin ve orgiitlerin siirekli degisim ve gelisimi desteklenir,

e Ozerklik, karsilikli saygi, giiven ve sorumluluk gibi degerler iizerine insa edilmistir,

e Dagitilmis giic, bir gelisim siireci olarak goriiliir.
Kapsayicr liderlik, farkliliklar1 kucaklamak, bireylerin yetenekleri ve giiclii yonleri ile ¢aligmayi
gerektirir (Rayner, 2009). Sosyal olarak g6z ardi edilme veya diglanma riski bulunan bireylerin haklari,
istekleri, beklentileri, ihtiyaclar1 ve potansiyelleri dikkate alinarak buna gore hareket edilir, her bireye
deger verilir. Bu anlayis herkesi olumlu yonde etkileyebilir. Birey, bir insan olarak kendisine deger
verildigini ve tam potansiyeline erigme yetkisine sahip oldugunu hissederken, lider de daha motive
olmus bireylerle ¢aligir, izleyenlerinin de destegiyle karsilasilan zorluklarla basa ¢ikabilir (Bortini, vd.,
2016). Ozellikle egitim orgiitlerinde organik liderlik paradigmasinin uzantisi olarak kapsayici liderlik,
orglitliin tiim islem siireglerine katilim gosteren ve herkesin kisisel gelisimi i¢in uygun kosullarin
olusturulmasi anlaminda bir ¢erceve ¢izmektedir (Dorczak, 2011). Son yillarda herkes i¢in daha adil bir
diinyanin olusumuna katkida bulunmak i¢in okullarin iizerine diiseni yapmasi gerektigi daha sik ve daha
giir seslendirilmektedir (Najmaei, 2017).

Okullarda Kapsayici Liderlik

Okullarin tiim kesimlerin aktif katilimini ve egitsel faaliyetlere dahil edilmelerini tegvik eden kiiltiirleri
insa edebilmeleri icin kiiltlirel ¢esitliligi kabul etmeleri ve bu ¢esitlilige duyarli olmalar1 gerekmektedir
(Ryan, 2006a). Kapsayicit bir okul kiiltiirii kolaylastirici, elestirinin tesvik edildigi, okul midiirii,
ogretmenler, veliler ve 6grencilerin diyalog halinde oldugu, tiim paydaslarin dikkate alindig1 ve aktif
katilimlarinin saglandigi, adil ve demokratik bir zeminde herkesin bir araya getirildigi bir ortamin
olusumunu destekler. Bu noktada belirleyici olan okul miidiiriiniin liderligidir (Keyes vd., 1999). Okul
miidiiriiniin sergileyecegi kapsayici bir liderlik yaklasimi, yalnizca okul yOnetiminin veya baskin
gruplarin degil herkesin ihtiyaglarini dikkate alir (Ryan, 2006a). Zira basaril1 bir kapsayici liderlik, insan
kaynagi potansiyelinden yararlanmay bilir (Rayner, 2009). Boyle bir iklimde tiim kesimlerin egitim-
ogretim faaliyetlerine aktif katilimlarinin saglanmasi, daha nitelikli 6grenim gormeleri, elestirel biling
gelistirilmesi, tim paydaslar arasinda diyalogun giiclendirilmesi, karar ve politika olusturma
stratejilerinin olusturulmasi ve uygulanmasinda tiim kesimlerin Ozelliklerinin dikkate alinmasi
belirginlesebilir. Bununla birlikte liderligin adil, yatay iliskiler zemininde ve kolektif bir siire¢ olarak
sergilenmesi s6z konusudur (Ryan, 2006a). Bdyle bir liderlik toplumu olumlu yénde doniistiiren ve
toplumda fark yaratan kapsayici liderliktir (Anthony, 2017).

Egitim-6gretim faaliyetlerinde yer alan tiim paydaslarin aktif katilimlarinin  saglanmasi,
motivasyonlarinin arttirilmasi ve onlara degerli olduklarinin hissettirilmesi énemli bir gerekliliktir (Van
Knippenberg ve Van Ginkel, 2021). Okul yoneticilerinin 6gretmen ve dgrencileri dikkate alan, hepsinin
sesine kulak veren, aktif katilimlarini1 saglayan daha kapsayici liderlik sergileyerek kapsayici egitim
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firsatt sunmak gibi zorluklarla karsi karsiya olduklarini sdylemek miimkiindiir (Garrison-Wade vd.,
2007; Ryan, 1999). Gelinen noktada herkes i¢in daha kapsayici bir egitim s6z konusu oldugundan
okullarda kapsayici egitim liderligine daha fazla ihtiya¢ oldugunu séylemek miimkiindiir (Dorczak,
2011). Kapsayict okul liderleri farkliliklar1 sosyal yapilar olarak kabul eder, 6grencilerin ve ailelerin
geemis deneyimlerine deger verir, kiiltiirel degerlere duyarlidirlar. Neticede okullarda kapsayici
kiiltiiriin gelisiminde okul miidiirlerinin énemli bir pozisyonda bulunduklari asikardir (DeMatthews vd.,
2021). Bu nedenle de bu calismayla okullarda okul miidiirlerinin sergiledigi kapsayici liderlik
uygulamalarinin ne 6l¢iide gergeklestiginin vurgulanmasi hedeflenmistir. Buradan yola ¢ikarak bu
aragtirmada okul miidirlerinin sergiledigi kapsayici liderlik uygulamalarini ortaya ¢ikarmak
amaglanmistir. Bu amag¢ dogrultusunda arastirmaya yon veren sorular asagida siralanmstir:

1. Okul miidiirlerinin sergiledikleri kapsayici liderlik ne diizeydedir?

2. Okul miidiirlerinin sergiledigi kapsayici liderlik uygulamalari ¢esitli degiskenlere gore farklilik
gostermekte midir?

3. Okul miidiirleri hangi kapsayici liderlik uygulamalarini sergilemektedirler?

Yontem

Yontem boliimiinde arastirmanin deseni, katilimcilari, veri toplama araclari, gegerlik ve giivenirligini
arttirma gabalar1 ve veri toplama siireclerine yer verilmistir.

Arastirmanin Deseni

Aragtirmada karma yoOntem tercih edilmistir. Karma yontem desenlerinden yakinsayan desen
kullanilmistir. Bu desen, arastirmacinin iki veri tiirlinii ayn1 zamanda topladig1 ve verileri birlestirerek
yorumladigi bir desendir (Creswell, 2017). Arastirmada kapsayici liderlik gibi son yillarda 6ne ¢ikan bir
liderlik bigeminin okullarda uygulanmasinin ortaya ¢ikarilmasi ve yorumlanmasi noktasinda yakinsayan
desenin uygun oldugu diisiiniilmektedir. Aragtirmanin nicel boyutu betimsel arastirma yontemlerinden
tarama calismasi deseni ile gergeklestirilmistir. Aragtirmada herhangi bir iliski ve etki s6z konusu
olmadigindan ve nitel verilerin de birlikte tartisilmasina olanak saglayacagi fikri betimsel tarama
deseninin tercih edilmesinde belirleyici olmustur. Betimsel yontemde 6rneklem grubu tanimlanir ve
betimlenir (Gliner vd., 2015). Arastirmanin nitel boyutu, nitel arastirma desenlerinden fenomenoloji ile
gergeklestirilmistir. Fenomenoloji, katilimcilarin fenomeni nasil anladiklari, nasil betimledikleri,
fenomenle ilgili olarak ne hissettikleri odak konusu yapilarak derinlemesine bir anlayisin kazanilmasi
amagclanir (Patton, 2014).

Evren ve Orneklem

Aragtirmada kapsayici liderlikle ilgili olarak Ogretmenlerin goriislerine bagvurulmustur. Bu tercih
liderlikle ilgili ¢caligmalarda yaygin olarak benimsenen bir anlayistir. Zira bir liderin kendi liderligini
degerlendirmesi yerine liderligi, yonetilen ¢alisanlarin perspektifinden lgmenin daha giivenilir oldugu
sOylenebilir (Jacobsen ve Andersen, 2015). Arastirmanin evrenini 2021-2022 egitim-6gretim yilinda
Sanlurfa ili Karakoprii ilgesinde ilkokul, ortaokul ve liselerde gdérev yapmakta olan 6gretmenler
olusturmaktadir. Arastirmanin evrenini bu ilgede gorev yapan 4583 ogretmen olusturmaktadir
(MEB,2021).

Nicel Boyut: Arastirmada evrenin tiimiine ulasilamayacagi nedeniyle 6rneklem alma yoluna gidilmistir.
Evrenin biiyiik oldugu durumlarda evrenle ilgili ¢ikarimlar yapabilmek i¢in evreni temsil edebilecek ve
evrenin Ozelliklerini yansitabilecek bir 6rneklem grubu segilir (Gliner vd., 2015). Bu aragtirmada
olasilikli olmayan 6rnekleme desenlerinden kolay ulasilabilir durum 6rnekleme deseni tercih edilmistir.
Bu desende, kolay erisilebilen bireyler 6rnekleme dahil edilir (Gliner vd., 2015). Bu tercihte pandemi
doneminin etkileri belirleyici olmustur. Bu yontemle, pandemi doneminin etkilerine ragmen veri
toplama araglarin1 doldurmay1 goniillillikle kabul eden 222 6gretmen nicel boyutun Srneklemini
olusturmaktadir. Orneklem grubuna ait kisisel bilgiler Tablo 1°de yer almaktadur.
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Tablo 1.
Nicel Boyuttaki Katilimcilara ait Bilgiler

Degisken N Yiizde (%)

Cinsiyet Kadmn 97 43,7

Erkek 125 56,3

Okul Kademesi [lkokul 48 21,6

Ortaokul 84 37,8

Lise 90 40,5

Yas 30 ve alt1 45 20,3

31-40 109 49,1

41-50 48 21,6

51 ve ustl 20 9,0

Mesleki Kidem 0-5 yil 38 17,1

6-10 yil 31 27,5

11-15 y1l 51 23,0

16-20 yil 36 16,2

20 y1l ve lizeri 36 16,2

Sendikal Durum Uye 134 60,4

Uye Degil 88 39,6

Toplam 222 100

Tablo 1°de gortldigii lizere arastirmaya katilan 6gretmenlerin kisisel Ozelliklerinde cinsiyet, okul
kademesi, yas, mesleki kidem ve sendikal durum gibi degiskenlerin tamaminda cesitlilik saglanmstir.

Nitel Boyut: Arastirmanin nitel boyutunun katilimcilari ise nitel arastirmalarda yaygimn bi¢imde
kullanilan amacli 6rnekleme yontemiyle olusturulmustur. Bu yontemde arastirmaya derinlik katma
gayesiyle bilgi agisindan zengin durumlar (katilimcilar) secilerek (Patton, 2014), problem durumunun
dogru anlasilmasina hizmet edecek bir ¢aligma grubunun olusturulmasi ¢abasi vardir (Gliner vd., 2015).
Bu bilgilerden hareketle kapsayict liderlikle ilgili fikir beyan edebilecek 13 &gretmenin yer aldig:
¢aligma grubu olusturulmustur.

Tablo 2.
Nitel Boyuttaki Katilimcilara ait Bilgiler

Gorev Yapillan  Mesleki Sendikal - I
Goriisme Siiresi

Katilime Kisaltma Cinsiyet Yas Okul _ Kidem Durum (dakika)
Kademesi
Ogretmen 1 01 Kadn 38 Lise 12 Uye 24
Ogretmen 2 02 Erkek 45 Lise 23 Uye 25
Ogretmen 3 03 Erkek 29 Ortaokul 4 Uye 22
Ogretmen 5 05 Kadin 49 Lise 23 Uye Degil 23
Ogretmen 6 06 Kadn 32 Lise 3 Uye Degil 21
Ogretmen 7 07 Erkek 36 Ortaokul 14 Uye 25
Ogretmen 8 08 Kadn 37 [lkokul 13 Uye 19
Ogretmen 9 09 Erkek 39 [lkokul 14 Uye 22
Ogretmen 10 010 Erkek 42 flkokul 21 Uye 20
Ogretmen 11 O11 Erkek 39 Ortaokul 16 Uye 20
Ogretmen 12 012 Erkek 37 Ortaokul 15 Uye Degil 26
Ogretmen 13 013 Kadin 36 Ortaokul 12 Uye 24
Ogretmen 14 014 Erkek 28 flkokul 6 Uye 23

Tablo 2’de 13 ilkokul, ortaokul ve lise 6gretmeninden olusan ¢aligsma grubunun 5’inin kadin 8’inin erkek
oldugu, yas ortalamalarmin 28 ile 49 arasinda degistigi, mesleki kidemlerinin 3 ile 23 yil arasinda
degistigi goriilmektedir. Caligma grubunda yer alan 6gretmenlerin 3’{i herhangi bir sendikaya iiye
degilken, 10’unun sendika {iiyeligi vardir. Katilimcilarla yapilan goriismelerin siirelerinin 19 ile 26
dakika arasinda degistigi (ortalama yaklasik 23 dakika) goriilmektedir. Ayrica bu asamada nitel
arastirmalarda yaygin bir uygulama olarak katilimcilar Ogretmen 1, Ogretmen 2,. ... seklinde siralanmus,
01, 02,.. seklinde sembollestirilmistir.
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Veri Toplama Araclan

Nicel Boyut: Bu boyutta veri toplamak tizere Hollander (2008) tarafindan gelistirilen, Okg¢u ve Deviren
(2020) tarafindan Tiirk kiiltiiriine uyarlanan Kapsayici Liderlik Olgegi kullamlmistir. Bu &lgegin
kullanilmasinda farkli 6grenim basamaklarinda ve okul tiirlerinde gorev yapan dgretmenlerin, okul
yoneticilerinin kapsayici liderlik 6zelliklerine yonelik algilarinin ortaya ¢ikarilmasinda kullanilabilecek
giivenilir bir 6lcek olmasi1 (Okgu ve Deviren, 2020) etkili olmustur. Olgek 3 alt boyut ve 16 maddeden
olusan besli Likert tipi bir 6l¢ektir. Olgek maddeleri asla (1), nadiren (2), bazen (3), siklikla(4) ve her
zaman (5) seklinde derecelendirilmistir. 1.-6. maddeler tanima ve destek, 7.-11. maddeler adalet, iletisim
ve eylem, 12.-16. maddeler bencillik ve saygisizlik alt boyutunda yer almaktadir. Olgegin giivenirligi
noktasinda Cronbach Alpha degerleri alt boyutlarda sirayla .89; .85; .79 ve 6lcegin genelinde .88 dir.
Bu arastirmada ise Cronbach’s Alpha i¢ tutarlilik katsayisi .75 olarak hesaplanmistir. Bu katsayinin
.70’ten biiyiik olmas1 giivenirlik agisindan kabul edilebilir (Biiyiikoztiirk vd., 2010). Bu durumda
arastirmanin verilerinin giivenilir oldugunu sdylemek miimkiindiir.

Nitel Boyut: Arastirmanin nitel boyutundaki veriler toplanirken gériisme yontemi kullanilmigtir. Veriler,
yari yapilandirilmig gériisme formlari kullanilarak toplanmistir. Yart yapilandirilmig formlar, sorularin
onceden hazirlanarak arastirmanin probleminden uzaklasmadan, katilimcilarla aragtirmanin temel
noktalarinin konusulmasini saglar (Patton, 2014). Gorlisme formu hazirlanirken arastirmanin nicel
boyutunda kullanilan 6lgegin boyutlar1 dikkate alinmistir. Goriigme formu hazirlandiktan sonra dlgme
ve degerlendirme alanindan bir uzmanin goriigii alinmistir. Uzmanin 6zellikle dil bilgisi ve bazi ciimle
yapilari ile ilgili 6nerileri olmustur. Bu dneriler 151g1nda form gilincellenmistir. Formun giincellenen hali
2 ogretmen ile deneme goriismelerinde kullanilmistir. Olumsuz veya eksik herhangi bir doniit
gelmemistir. Bu nedenle diger goriismelerde de ayni form kullanilmigtir. Kullanilan formda yer alan
goriisme sorulart asagida verilmistir:

1. Okul miidiiriiniiziin okuldaki gérevinizle ilgili olarak;
Sizi dinlemesi,
. Goriiglerinizi dikkate almasi,
Hedef belirlemesi,
. Sizi motive etmesi,
Size inisiyatif vermesi,
. Sizi takdir etmesi hususunda diisiinceleriniz nelerdir?
2. Okul midiiriiniiziin okuldaki gorevinizle ilgili olarak;
a. Kendine pay ¢ikarmasi,
b. Kendi ¢ikarlarimi diistinmesi hususunda diisiinceleriniz nelerdir?
3. Okul midiiriiniizin;
a. Tutarli davranmasi,
b. Adil davranmasi hususunda diisiinceleriniz nelerdir?
4. Okul miidiiriiniiziin isler kotii gittiginde sizi suglamasi ve motivasyonunuzu diisiirmesi
hususunda diisiinceleriniz nelerdir?
5. Okul miidiiriiniizlin islerin nasil yiiriidiigliyle ilgilenmesi ve ¢oziim iiretmeye ¢aligmasi
hususunda diistinceleriniz nelerdir?
Goriismelerde verilerin kaybolmamasi ¢abasi giidiilerek ses kaydi alinmak istenmistir. Ancak
deneme goriismelerindeki 6gretmenler bu duruma sicak bakmadiklarindan diger katilimcilarla da
yapilan goriismeler yazili olarak 6zenle kaydedilmistir.

o o0 oTe

Gecerlik ve Giivenirlik
Arastirmanin gegerlik ve giivenirligini arttirmak maksadiyla birtakim 6nlemler alinmig, bazi ilkelere
0zen gosterilmistir. Bu baglamda nicel ve nitel boyutta yapilan islemler sirasiyla verilmistir.

Nicel Boyut: Nicel calismalarda gegerlik i¢ ve dis gegerlik olarak siniflandirilabilir. I¢ gegerlik, bagimli
ve bagimsiz degisken arasinda neden-sonug iligkisi kurabilme, dig gecerlik ise arastirma bulgularinin
evrene, diger ortam veya durumlara genellenebilme giicii ile ilgilidir (Gliner vd., 2015). Bu ¢ercevede,
gecerligin arttirilmasinda aragtirmanin problem durumuna uygun 6rneklem grubunun olusturulmasi,
verilerin bizzat arastirmaci tarafindan toplanmasi, bu nedenle de 6lgme aracinin doniis oraninin % 100
olmasi, veri toplama siirecinin okullarda ve egitsel faaliyetleri aksatmadan yapilmasi, goniillii
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katilimeilarm yer almasi gibi gabalar gosterilmistir. I¢ tutarlilik giivenirligi kapsaminda Cronbach Alpha
yontemi tercih edilmistir.

Nitel Boyut: Arastirmanin gegerligine yonelik Creswell ve Miller’in (2000) onerdikleri gegerlik
stratejileri dikkate alinmigtir. Uzun siireli katilim ve siirekli gdzlem, veri gesitleme (iiggenleme), akran
incelemesi, olumsuz durum analizi, iiye kontrolii, yogun betimleme, dis denetim, arastirmaci
Onyargilarinin agiklanmasi (Creswell, 2016) olarak siralanan bu stratejilerden bazilari arastirmanin
gecerligini arttirma noktasinda tercih edilmistir. Ilk olarak akran incelemesi stratejisine iliskin olarak
verilerin toplanip analiz edilmesiyle birlikte bir egitim bilimleri uzmani tarafindan gézden gegirilmistir.
Uzman daha c¢ok nitel arastirmalara ilgi duydugundan kendisiyle iletisim kurulmustur. Uzmanin
birtakim  ©6nerileri  dikkate alinarak bazi  degisiklikler yapilmistir.  Ozellikle temalarn
isimlendirilmesinde bazi onerileri olmustur. Ikincisi iiye kontrolii stratejisine iliskin olarak, akran
kontroliinden sonra iki katilimciyla tekrar goriigtilmiistiir. Arastirmada elde edilen tema ve bulgularin
kendilerinin gorlsleriyle paralelligi sorulmustur. Her iki katilimci da bu manada olumlu goriis
belirtmiglerdir. Nitel arastirmalarda giivenirlik ise genelde birden fazla kodlayicinin veri setlerine iliskin
yanitlarindaki agiklik ve tutarlilik anlamina gelmektedir (Creswell, 2016). Giivenirlige yonelik goriisme
sorularinin agik bir sekilde yazilmasi, verilerin nitel arastirma siireclerine uygun sekilde ve katilimcilarin
goniilliliigiiyle toplanmasi, akran kontroliiniin yapilmasi, tiim siireglerin olabildigince agiklanmasi ve
ham verilerin bagkalarinin gorebilecegi sekilde muhafaza edilmesi gibi 6nlemler alinmistir.

Verilerin Toplanmasi

Veri toplama siirecine baslamadan once arastirma icin etik kurul onay1 almmustir (inénii Universitesi
Sosyal ve Beseri Bilimler Etik Kurulu, 09.12.2021 tarih ve 2021/24-16 sayil1 karar). Arastirmanin nicel
ve nitel boyutuna iliskin veriler ayn1 zaman diliminde toplanmistir. Bu noktada oncelikle arastirmanin
orneklem grubuna giren okullara arastirmaci bizzat gitmistir. Okul miidiiriiyle goriisiilerek uygun bir
ortam ve zamanda nicel boyutta 6lgme aracglarinin doldurulmasi saglanmis, nitel boyutta gériismeler
yapilmistir. Nicel 6lgme araclari ogretmenler odasinda ve 10-15 dakikalik teneffiis aralarinda
doldurulmustur. Bazi okullarda ise rehberlik servisi aracilifiyla farkli zaman dilimlerinde
gerceklestirilmistir. Arastirmanin nitel boyutu kapsamindaki goriismeler ise okul kiitiiphanesinde,
rehberlik servisinde veya miidiir yardimcist odasinda goniilli 6gretmenlerle egitim-6gretim
faaliyetlerini aksatmayacak bigimde yapilmustir. Verilerin toplanmasi siirecinin tamaminda etik ilkelere
0zen gosterilmis, goniillii katilimeilar dahil edilmis, katilim gdsteren 6gretmenlerin goriislerini herhangi
bir baski altinda kalmayacaklar1 bir ortamda ifade etmelerine olanak saglanmigtir. Arastirma konusunun
okul miidiiriiniin kapsayici liderligine yonelik goriigleri igermesi aragtirmacinin bu yonde gosterdigi
dikkati arttirmigtir. Tiim bu siirecte okulun faaliyetlerinin aksamamasina ve diizeninin bozulmamasina
0zen gosterilmistir. Tiim katilimcilarla birebir goriisme yapilmis, goriigmeler sirasinda yazili notlar
almmugstir. Katilimcilarin ifadelerinin birebir yaziya aktarilmasina 6zen gosterilmistir. Veri toplama
siirecinin ardindan verilerin analizine baglanmgtir.

Verilerin Analizi

Nicel Boyut: Aragtirmanin verileri SPSS 26.0 programi kullanilarak analiz edilmistir. Okul miidiirlerinin
sergiledigi kapsayici liderlik uygulamalarinin diizeyini belirlerken aritmetik ortalama ve standart sapma
gibi betimleyici istatistikler kullanilmistir. Arastirmaya katilan ogretmenlerin kisisel ozelliklerini
aciklarken ise frekans ve ylizde degerlerinden yararlanilmistir. Verilerin analizi yapilmadan once
verilerin normal dagilim gosterip gostermedigi incelenmistir. Kapsayic1 liderlik 6l¢egindeki her
degisken icin verilerin basiklik ve ¢arpiklik degerleri incelenmistir. Carpiklik ve basiklik degerleri
cinsiyet degiskeninde -.601/-1.452; yas degiskeninde .453/-.008; mesleki kidem degiskeninde .079/-
1.074; okul kademesi degiskeninde .018/-1.004; 6grenim durumu degiskeninde ise 1.275/-.377 olarak
tespit edilmistir. Tiim degiskenlerde basiklik ve ¢arpiklik degerlerinin -1.5 ile +1.5 arasinda oldugu,
6lcegin genelinde basiklik degerinin -,309, carpiklik degerinin -.704, oldugu, bu degerlerin de normal
dagilimi saglamada kabul edilebilir oldugu (Tabachnick ve Fidell, 2013) g6z oniine alinarak aragtirmada
parametrik testlerin kullanilmasi kararlastirilmistir. Normallik testlerindeki normallik varsayimina
uygun olarak anlamlilik diizeyi p< 0,05 olarak kabul edilmistir.

Arastirmanin alt problemleri dogrultusunda ikili gruplarin oldugu analizlerde parametrik testlerden
bagimsiz orneklemler t-testi; ikiden fazla grubun oldugu degiskenler ile gergeklestirilen analizlerde
parametrik testlerden tek yonlii varyans analizi (ANOVA) testi yapilmistir. Varyanslarmm homojen
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olmamasi nedeniyle ANOVA testindeki anlamli farkliliklarin kaynagini tespit edebilmek amaciyla Post-
Hoc analizlerinden Tamhane’s T2 testi yapilmistir.

Arastirmada kullanilan kapsayici liderlik 6l¢egindeki segceneklerin diizeyine iliskin sinirlar Tablo 3’deki
gibi sekillenmistir. Sinirlar belirlenirken diizey aralig1 0,80 (Puan Araligi=En yiiksek deger-En kiiciik
deger/n) olarak kabul edilmistir.

Tablo 3.
Ol¢cme araglarinda Yer Alan Seceneklere Iligkin Sinirlar ve Diizeyler

Secenekler Sinirlar Diizeyler
Asla (1) 1,00-1,79

Diisiik diizey
Nadiren (2) 1,80-2,59
Bazen (3) 2,60-3,39 Orta diizey
Siklikla (4) 3,40-4,19

Yiiksek diizey
Her zaman (5) 4,20-5,00

Nitel Boyut: Arastirmanin nitel boyutunda elde edilen veriler, betimsel analiz yontemiyle analiz
edilmistir. Bu c¢aligmada goriismelerle elde edilen verilerdeki ifadeler anlamli ve igerigi temsil
edebilecek kelime veya kelime gruplan seklinde temalandirilmistir. Temalandirma siirecinde ayni veya
benzer anlam ifade eden kavramlar ayni tema altinda toplanmistir. Daha sonra bu temalar olumlu ve
olumsuz olmak iizere iki kategoride sunulmustur. Bu asamada bir uzman destegi alinarak, temalar
gozden gecirilmistir. Bazi tema isimlerinde degisiklige gidilmistir. Son sekli verildikten sonra
arastirmaya katilan iki katilimciya veriler sunulmustur. Bu katilimcilar verilerin kendi goriisleriyle
ortiistiiglinii belirtmislerdir.

Bulgular
Veri toplama araglariyla elde edilen nicel ve nitel bulgular sirasiyla verilmistir.

Arastirmanin Nicel Boyutuna Iliskin Bulgular

Aragtirmanin nicel bulgular kapsaminda kapsayici liderlik 6l¢eginde yer alan her maddeye ait aritmetik
ortalama ve standart sapma degerleri incelenmistir. Bunun yaninda cinsiyet ve sendikal durum
degiskenlerine gore yapilan t-testi ile yas ve okul kademesi degiskenlerine gore yapilan ANOVA
sonuclarina yer verilmigtir. Tablo 4’de kapsayici liderlik 6lgeginin tanima ve destek boyutunda yer alan
maddelere iliskin aritmetik ortalama ve standart sapma degerleri verilmistir.

Tablo 4. )
Tanima ve Destek Boyutundaki Ol¢ek Maddeleri

Tanima ve Destek boyutundaki 6lcek maddeleri X Ss

1.0kul miidiirdi, isimle ilgili fikirlerimi sorar. 3,51 1,16
2.0kul miidiirti, isimle ilgili sorular sormam konusunda beni cesaretlendirir. 3,46 1,26
3.0kul miidiirti, basarilmas gereken net hedefler belirler. 3,52 1,17
4.0kul miidiirii, kotii haberler olsa bile, ¢alisanlardan gelen bilgileri dinler. 3,77 1,06
5.0kul miidiirii, isimi nasil yaptigimla ilgilenir. 3,81 ,99
6.0kul miidiirt, ise katkilarimdan dolay1 beni takdir eder. 3,68 1,20
Tamma ve Destek boyutu geneli 3,63 ,99

Tablo 4’de goriildiigii lizere kapsayici liderlik 6l¢eginin tanima ve destek boyutunda yer alan maddelere
ait aritmetik ortalama 3,46 ile 3,81 arasinda degismektedir. Bu degerler Tablo 3’te belirtildigi iizere
yiiksek diizeye karsilik gelmektedir. Bu durumda okul miidiirlerinin bu boyuttaki tiim maddelerdeki
tutum ve davranislan yiiksek diizeyde sergiledikleri sdylenebilir. Tablo 5’te kapsayici liderlik dlgeginin
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adalet, iletisim ve eylem boyutunda yer alan maddelere iliskin aritmetik ortalama ve standart sapma
degerleri verilmistir.

Tablo 5.

Adalet, fletisim ve Eylem Boyutundaki Olgek Maddeleri

Adalet, iletisim ve Eylem boyutundaki 6l¢cek maddeleri X Ss

7.0kul miidiirt, isimle ilgili kararlarda inisiyatif almami saglar. 3,66 1,15
8.Basarilarimdan okul miidiirii kendine pay ¢ikarir. 2,80 1,27
9.0kul miidiirii, sadece kendi ¢ikarlarmi diistintir. 2,14 1,31
10.0Okul miidiirii kurallar1 uygulamada herkese tutarli davranir. 3,59 1,20
11.0kul midiiri, adil davranmaya 6zen gosterir. 3,74 1,16
Adalet, Iletigim ve Eylem boyutu geneli 3,19 49

Tablo 5’te gortildigii tizere kapsayici liderlik 6lgeginin adalet, iletisim ve eylem boyutunda yer alan
maddelere ait aritmetik ortalama 2,14 ile 3,74 arasinda degismektedir. Bu degerlerin Tablo 3’te belirtilen
diizey karsiliklari incelendiginde diisiik, orta ve yiiksek diizeye karsilik gelen maddelerin mevcut oldugu
soylenebilir. “Okul miidiirti, sadece kendi ¢ikarlarini diisliniir” maddesi diisiik diizey, “Basarilarimdan
okul miidiirii kendine pay c¢ikarir” maddesi orta diizey, diger maddelerin ise yiliksek diizeyde
algilandigimi sdylemek miimkiindiir. Tablo 6’da kapsayici liderlik 6lgeginin bencillik ve saygisizlik
boyutunda yer alan maddelere iligskin aritmetik ortalama ve standart sapma degerleri verilmistir.

Tablo 6.
Bencillik ve Saygisizlik Boyutundaki Olgek Maddeleri
Bencillik ve Saygisizlik boyutundaki 6l¢cek maddeleri X Ss
12.0kul miidiiri, isler ters gittiginde beni bagkalarinin 6niinde suglar. 1,65 1,01
13.0kul midiiri, isimle ilgili diisiincelerimi dikkate almaz. 184 1,09
14.0kul miidiirii, motivasyonumu diisiiren elestiriler yapar. 186 1,14
15.0kul midiiri, ¢alisanlar tarafindan tespit edilen problemler igin gerekli ¢oziimler iiretir. 3,73 1,05
16.0kul midiiri, islerin nasil yiiriitiiliip yiirtitiilemedigiyle ilgilenir. 401 99
Bencillik ve saygisizlik boyutu geneli 2,62 47

Tablo 6’da goriildigi tizere kapsayici liderlik 6lgeginin bencillik ve saygisizlik boyutunda yer alan
maddelere ait aritmetik ortalama 1,65 ile 4,01 arasinda degismektedir. Bu degerlerin Tablo 3’te belirtilen
diizey karsiliklart incelendiginde diisiik ve yiksek diizeye karsilik gelen maddelerin mevcut oldugu
sOylenebilir. Bencillik ve saygisizlik boyutunun genelinde ise ortalamanin orta diizeye karsilik geldigi,
diger bir ifadeyle 6gretmenlerin, okul miidiirlerinin kapsayici liderliklerinin bencillik ve saygisizlik alt
boyutuna iligkin algilarinin orta diizeyde oldugunu sdylemek miimkiindiir. Tablo 7°de 6gretmenlerin
algiladiklar1 okul midiirii kapsayici liderliginin cinsiyet ve sendikal durum degiskenlerine gore anlaml
bir bicimde farklilagip farklilasmadigini belirlemek amaciyla yapilan t-testi sonuglar1 verilmistir.

Tablo 7.

Cinsiyet ve Sendikal Durum Degiskenlerine Gore Yapilan t-testi Sonuglart

Degisken n X Ss T o 5
Cinsiyet Kadm 97 3,38 54 849 220 397
Y Erkek 125 3,44 49
K_apsa.ylcl ] Uye 134 3,47 49 229 220 023"
Liderlik Sendikal :
purum Uye Degil 88 3,31 54
* p< .05

Tablo 7°de goriildiigii tizere dgretmenlerin algiladiklart okul midiirii kapsayici liderliginin cinsiyete
gore anlamli bigimde farklilagmamakta [t(220)=,849; p=,397], sendikal duruma gére ise anlaml
farkliik gostermektedir [t(220)=2,291; p=,023]. Herhangi bir sendikaya iiye olan 6gretmenlerin
algiladiklart okul miidiiri kapsayict liderliginin (X=3,47; Ss=,49) herhangi bir sendikaya iiye
olmayanlara gore (X=3,31; Ss=,54) daha yiiksek diizeyde oldugu soylenebilir. Tablo 8’de
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Ogretmenlerin algiladiklart okul miidiirii kapsayici liderliginin yas ve gorev yapilmakta olan okul
kademesi degiskenlerine gore anlamli bir bigimde farklilasip farklilagmadigini belirlemek amaciyla
yapilan ANOVA sonuglar1 verilmistir.

Tablo 8.
Yas ve Okul Kademesi Degiskenlerine Gore Yapilan ANOVA Sonuclart
B Varyans1  Kareler Kareler
Degisken n X Ss n Toplam  sd ort F p Fark
Kaynad 1 '
0ve-(1) 45 34 5 GAras ,665 3 ,222 484 -
2 0 ,819
31-40(2) 109 33 5 G.lIgi 58,982 218 271
Yas 6 >
41-50(3) 48 35 4  Toplam 59,647
0 3
5lve+(4) 20 34 5
1 3
Ilkokul (1) 48 32 5  G.Arast 1,669 2 ,834 3,152 045 1-3"
6 9
Okul .
Ortaokul 8 34 5 G.I¢i 57,978 219 ,265
Kademes
i (2) 2 3
Lise (3) 90 34 A4 Toplam 59,647
9 5
*p< .05

Tablo 8’de 6gretmenlerin algiladiklar1 okul miidiirii kapsayici liderliginin yasa gore anlamli bigimde
farklilasmadig1 [f(3)= .222 p=.484], gorev yapilmakta olan okul kademesine ise anlamli farklilik
gosterdigi goriilmektedir. Bu anlamli farkliligin kaynagini belirlemek iizere once varyanslarm
homojenligi test edilmistir. Varyanslarin homojenligi saglanamadigindan (p=,009) Tamhane’s T2 testi
yapilmistir. Bu anlamli farkliligin ilkokul ve liselerde gérev yapan 6gretmenler arasinda oldugu ortaya
cikmustir [f(2)= .834 p=.045]. Ogretmenlerin algilarina gore lise miidiirlerinin kapsayici liderlikleri
(X=3,49; Ss=,45) ilkokul miidiirlerine gbre daha yiiksek diizeydedir (X=3,26; Ss=,59).

Arastirmanin Nitel Boyutuna Iliskin Bulgular

Bu béliimde nitel boyut kapsaminda katilimcilarla yapilan goriismelerden elde edilen verilerin betimsel
analiz yontemiyle analiz edilmesiyle ulasilan bulgular ve 6ne c¢ikan bazi katilimeir goriigleri yer
almaktadir. Tablo 9’da katilimcilarin goriislerinden yola ¢ikarak okul midiirlerinin kapsayici liderlik
uygulamalaria doniik olumlu ve olumsuz temalar olusturulmustur. Olumsuz temalar aragtirmanin nicel
boyutundaki 6l¢ekte yer alan anlamca olumsuz sorularin nitel boyutta da katilimcilara yoneltilerek
ortaya ¢ikmustir.

Tablo 9.
Okul miidiirlerinin kapsayici liderlik uygulamalarina iliskin olugan temalar

Temalar
Olumlu Olumsuz
Fikir aligverisi Basarida kendine pay ¢ikarma
Dikkate alma Kendini diistinme
Ogretimsel hedefler Suglayici tavir
Motivasyon Bagkalarinin yaninda elestiri
Inisiyatif verme
Takdir etme
Tutarlilik
Adil olma

Okul igleriyle ilgilenme
Coziim tiretme
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Katilimcilara arastirma kapsaminda hazirlanan sorular yoneltilerek Tablo 9’da yer alan temalar
olusturulmustur. {1k olarak okul miidiirlerinin dgretmenlerin goriislerini dikkate alip almadiklari, onlar
isleriyle ilgili fikir aligverisi yapmaya ve soru sormaya tesvik edip etmedigi sorulmustur. Bu soru,
caligmanin nicel boyutunda yer alan 1, 2, ve 4. maddelere paralel hazirlanmistir. Katilimeilarin biri harig
digerleri okul miidiirlerinin kendileriyle fikir aligverisi yaptigini, goriislerini dikkate aldigini, okulla
ilgili sorular1 rahatlikla sorduklarmi belirtmislerdir. Ornegin katilimcilardan O4, “okul miidiiriiniin
fikirlerini sormasi ve 6nemsemesinin kendisini mutlu ettigini, motivasyonunun arttigini, okul yonetimi
ile iletisimde cesaretlendirildigini” sdylemistit. O7 ise “bu pozitif durumun okul yonetimi ile
ogretmenlerin uyum iginde ¢alismasina zemin hazirladigini” dile getirmistir.

Katilimcilara yoneltilen ikinci soru okul miidiirlerinin 6gretmenlerin goérevleriyle ilgili hedef belirlemesi
ve onlar1 motive etmesine yoneliktir. Nicel boyuttaki 3 ve 5. maddeler dikkate alinarak bu soru
katilimeilara yoneltilmistir. Katilimeilarin goriisleri analiz edildiginde okul miidiirlerinin sonuglara
dayali olarak daha ¢ok 6gretimsel hedeflerle ilgilendikleri ifade edilmistir. Okul miidiirlerinin gergekei
ve uygulamaya doniik hedefleri belirledikleri dile getirilmistir. Bu hedeflerin 6gretmenlerin
motivasyonlarini arttirmada etkili oldugu ve basarili durumlarda takdir edildikleri 6ne ¢ikmuistir.
Katilimeilardan O1, “gretim programinin bir aksaklik olusmadan tamamlanmasina doniik hedefler”,
07 ve 012, “6gretim faaliyetlerinde kaliteyi arttirmaya yénelik hedeflerin belirlendigini” ifade
etmislerdir. 09, 010 ve O11, “okul miidiiriiniin kisa ve uzun vadeli gergekci hedefler belirledigini”, 04,
“hedeflerin belirlenmesinin kendileri icin yol haritasi oldugunu”, 02 ve OS5, “okul miidiirlerinin
ogretmenlerin mesleki gelisimine de katki sunmaya doniik hedefleri ortaya koyduklarini” belirtmislerdir.
Hedef belirleme ile ilgili olarak farkli yollar ortaya ¢ikmakla birlikte katilimecilarin tamaminin bu
durumun kendilerini motive ettigini belirtmeleri dikkat ¢ekicidir.

Kapsayici liderlik 6lgeginin 6. ve 7. maddelerinde yer alan 6gretmenin inisiyatif almasi ve takdir
edilmesi hususunda, nitel boyutta katilimeilarin bu konudaki goriisleri alinmistir. Katilimeilarin tamamu
okuldaki olumlu eylemlerinin okul miidiirii tarafindan takdir edildigini ifade etmislerdir. Calismada
kullanilan kapsayict liderlik 6lgeginin 8. ve 9. maddelerini desteklemek iizere nitel boyutta yer alan
katilimcilara okul miidiiriiniin basarilardan kendine pay ¢ikarmasi ve kendini diislinmesine yonelik bir
soru yoneltilmistir. Aragtirmaya katilan birgok 6gretmen (01, 02, 03, 04, 05, 06, 08, 09, 010, O11
ve O13) egitim faaliyetlerinin isbirligi gerektirdigini, her tiirlii sonugta tiim paydaslarm rolii oldugunu
belirtmiglerdir. Okul miidiiriiniin bagar1 durumunda kendine pay ¢ikarmasi tutumu 6gretmenlerce olagan
kabul edilmistir. Bu 6gretmenlerden O4, “okul miidiiriimiin bu tutumunu hos karsiliyorum, ciinkii
basarida da basarisizlikta da okul miidiirii ve 6gretmenin birlikte rol oynadigr kanaatindeyim” seklinde
gbriis belirtmistir. O10 da “okul faaliyetlerinde isbirliginin altini cizerek, énemli olamin égretmenin
basarisimin golgede kalmamasidir”, ifadelerini kullanmistir.

Okul miidiiriiniin tutarli ve adil davranmasi, arastirmanin nicel boyutunda kullanilan 6lgegin 10. ve 11.
maddesinde yer almaktadir. Nitel boyutta da katilimcilara bu sorulara paralel bir soru yoneltilmistir.
Katilimcilar yonetim faaliyetlerinin temelinin adalet oldugunu, tutarliligin ¢cok dnemli oldugunu ifade
etmislerdir. O1, 02, 04, 05, 07, 08, 09, 010, O11 ve 013 okul miidiirlerinin adil davrandigimi ve
tutum ve davranislarinda tutarli oldugunu dile getirmislerdir. 02, “okul miidiiriimiiz genel olarak tutarl
ve adil bir yonetim yaklasimi sergiler. Birine olumlu veya olumsuz manada aywimcilik veya farkl
muamele yapildiginda okul iklimi bu durumdan negatif yonde etkilenir. Bu noktada etik ilkeler
onemlidir”, ifadelerini kullanmustir. O3, “aksi bir durumda éSretmenlerin motivasyonlarinin diigecegini,
okula yabancilasabileceklerini” belirtmistir. 09 da “adil ve tutarli davranmanin okuldaki islerin etkili
bir sekilde yiiriitiilmesi icin bir okul miidiiriinden beklenen kritik degerler oldugunu” vurgulamistir.

Okul miidiiriiniin 6gretmeni suglamasi, elestirilerde bulunmasi ve goriislerini dikkate almamasina
yonelik katilimcilarin ¢ogu okul miidiirlerinin bu tiir davraniglar sergilemedigi belirtmislerdir.
Caligmanin nicel boyutunda yer alan 12., 13. ve 14. maddeler dikkate alinarak katilimcilara yoneltilen
bu soruya iliskin OS5, “okul miidiiriim olumsuz bir durumda bizi suclamaz, durum degerlendirmesi
yapmak amaciyla goriislerimizi alir, elestiriler olur ama kisisel degil, herkes igin daha iyisi nasil olabilir
seklinde olumlu elestiriler yapar”, ifadelerini kullanmustir. O6 da “kurumdaki islerin esgiidiim ve
isbirligi ile yapuldigini, olumsuz durumlarda okul miidiiriiniin suglayici bir tavir sergilemedigini aksine
basta kendisinin olmak iizere herkesin nerede hata yaptigini ve bu durumun nasil diizeltilebilecegine
odaklandigini” belirtmigtir.
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Okul miidiiriiniin islerin nasil ylriitiildiigii ile ilgilenmesi ve problemlere doniik ¢6ziim tiretmesiyle ilgili
olarak katilimcilarin tamamina yakini okul midiirlerinin okuldaki faaliyetlerin nasil yiriitildigi
konusuyla ilgilendiklerini, yasanan sorunlara ¢6ziim bulma noktasinda geri durmadiklarim
belirtmislerdir. Nicel boyuttaki 15. ve 16. maddeler goz Oniine alinarak katilimcilara yoneltilen bu
soruya OS5, “okul miidiiriim kurumda yasanan sorunlarla bizzat ilgilenir, bir liderlik davrams
sergileyerek panik yapmadan ¢éziime giden yolda yardimct olur” derken, O7, “okul miidiiriim olduk¢a
deneyimli, okulun faaliyetlerinden haberdardwr, kriz yénetiminde bagsarili oldugunu soylemek
miimkiindiir”, ifadelerini kullanmistir.

Arastirma kapsaminda elde edilen nicel ve nitel bulgular birlikte ele alinarak okullarda okul
miidiirlerinin uyguladig1 kapsayici liderlik anlayisina yonelik bir tartisma yapilmistr.

Tartisma ve Sonug¢

Arastirma kapsaminda 6gretmenlerin algilarma gore ilk olarak okul midiirlerinin kapsayici liderligi
basarili bir sekilde uyguladiklar1 sdylenebilir. Altinel Yiinci (2022) de yaptig1 arastirmada bu bulguya
paralel bulgular elde etmistir. Ayrica kapsayict liderlik 6l¢eginin alt boyutlari ve maddelerine iliskin
diizeylerde de Altinel Yiincii’nlin aragtirmasi paralellik gostermektedir. Degiskenler agisindan
arastirmada cinsiyet ve yas agisindan anlamli bir farklilik bulunmazken, sendikal durum ve okul
kademesi bakimindan anlamli bir farklilik tespit edilmistir. Herhangi bir sendikaya {iye olan 6gretmenler
okul miidiirlerini daha kapsayici olarak gormektedirler. Lise miidiirlerinin kapsayici liderlik
uygulamalar1 da ortaokul miidiirlerine gére daha bagarili olarak degerlendirilebilir. Altinel Yiincii’niin
arastirmasinda da cinsiyet ve yas agisindan anlamli bir farklilik bulunmamistir. Bu bakimdan bulgular
ortiismektedir. Ancak okul kademesi bakimindan Altinel Yiincii’niin aragtirmasinda anlamli bir farklilik
tespit edilmemistir. Bu yoniiyle bu bulgu Ortiismemektedir. Herhangi bir sendikaya iiye olan
Ogretmenlerin okul miidiirlerini daha kapsayict bulduklar belirlenmistir. Bireysel diizeyde, kapsayici
liderlik, kiiltiirel tevazu, cesaret ve kusur ve belirsizlige kars1 hosgorii gerektirir. Kisinin kendi kisisel
ve profesyonel ge¢misine ve dnyargilara iliskin dikkate deger bir farkindalik, farkliliklar1 agmak igin
daha biiyiik kolayliklar gelistirmede yararhidir (Bennett, 2014). Cesitliligi yonetmek icin politikalara
sahip olmak, kapsayici uygulamalara yonelik 6nemli bir ilk adimdir. Tim bireylerin kabul edilmis ve
sayg1 duyuldugunu hissetmesini saglamak liderin roliidiir. Orgiit iiyeleri ¢esitlilikle gurur duyan bir
orgiit kiiltiiriiniin pargast olmalidir (Jin, vd., 2017). Kapsayici okul liderlerinin, personelin birbirleriyle
isbirligi yapmaya istekli ve kararli oldugu bir okul kiiltiirli yarattigini sdylemek miimkiindiir. Rolleri ve
statiilerine bakilmaksizin tiim personel, okullarimi kapsayici hale getirmedeki katkilarindan dolay1 okul
liderleri tarafindan deger gormekte ve kabul edilmektedir (Kugelmass ve Ainscow, 2004). Ayrica, lise
ogretmenleri ise okul miidiirlerini ilkokul 6gretmenlerine gére daha kapsayici bulmuslardir. {lkokullarda
okul miidiiriiniin kendisiyle ayni1 brang ve benzer deneyime sahip 6gretmenin goriislinii alma ve bir
konudaki uzmanhigma ihtiyag duyma egilimi liselere gére daha az olabilir. Zira liselerde branglagma
fazladir, okul miidiirii farkli brans ve deneyime sahip 6gretmenlerin uzmanligina daha fazla ihtiyag
duyabilir. Bu durum lise 6gretmenlerine daha fazla inisiyatif verilmesinde de rol oynayabilir. Neticede
liselerde okul miidiiriiniin 6gretmenin bir konuda goriisiinii alma, katkisina ihtiya¢ duyma ve bu katkiya
deger verme egilimi kapsayici liderlik anlayisinda fark yaratabilir.

Ogretmenler, okul miidiirlerinin isleriyle ilgili fikirlerini sorduklari, soru sormalari konusunda
cesaretlendikleri ve onlari dinledigini ifade etmislerdir. Ogretmenlerin fikirlerinin alindig1, soru
sorabildikleri, elestiri yapabildikleri destekleyici bir okul ortaminin daha fazla 6zerklik sagladigi, risk
almay1 tesvik ettigi ve bagarili olabileceklerine iliskin giiven verdigi bilinmektedir (Keyes, vd., 1999).
Kapsayict liderlik bireylerin fikirlerini ortaya koymak, goriislerini dile getirmek ve sorgulamak icin
kendilerini glivende hissettikleri kosullar1 yaratan énemli bir mekanizmadir (Nembhard ve Edmondson,
2006). isgorenlere orgiitte aciklik ve karar alma siireglerine katilim gibi kapsayici liderlik nitelikleri

araciliiyla deger verildiginde, olumlu sosyal iligkilerin gergeklesebilir (Javed, vd., 2019; Nembhard ve
Edmondson, 2006). Kapsayici liderligin isgoérenlerin sesine kulak verme gibi 6nemli bir boyutu
isgorenlerin davranislar iizerinde olumlu etkiye sahiptir (Qi ve Liu, 2017). Kapsayici bir 6grenme
ortamindaki insanlar, hem bireysel hem de toplu olarak siire¢ iizerinde diisiinme kapasitesine sahiptir.
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Bu nedenle, kapsayici liderlikte herkesin aktif olarak katilmaya tesvik edildigi ancak zorlanmadigi bir
ortam yaratilmasit 6nemlidir (Booysen, 2014). Kapsayici liderlik, orgiit iiyelerinin fikirlerini ifade
etmelerinde herkesin esit oldugunu vurgular (Guo vd.,20). Kapsayici liderler, orgiit icin degerli olan
herkesin katilimini tegvik etmeli, birbirlerine kars1 acik ve karsilikli saygiya dayali bir iliskinin 6nemini
vurgulamalidir (Booysen, 2014).

Ogretmenlere gore okul miidiirleri islerin yapilisinda rol alip islerin nasil yiiriitiildiigiiyle
ilgilenmektedirler. Problemlere ¢6ziim bulmakta ve daha cok 6gretimsel boyutta net hedefler ortaya
koymaktadirlar. Okul miidiirlerinin okulda gergeklestirilen faaliyetlerle bizzat ilgilenmeleri kapsayici
liderligin izleyenleri ile aralarindaki statii farkliliklarin1 pek dikkate almamalar ve Orgiitiin tim
paydaslarinin katkilarin1 6nemsemeleriyle (Nembhard ve Edmondson, 2006; Bortini vd., 2016) ilgili
olabilir. Zira okul miidiirleri 6gretmenlerin katilimini ve verimliligini arttirma noktasinda oncelikle
model olarak daha etkili bir liderlik sergilemeyi benimsemis olabilirler. Ayrica kapsayici liderlikte 6rgiit
tiyelerinin aktif olmas1 yoniinde ¢aba sergilenir. Herhangi bir baski kurmadan ve yargilama yapmadan
kurumsal hedefler yolunda her orgiit iiyesi motive edilmeye c¢alisilir (Echols, 2009). Okullarin da
ogretimsel hedeflerinin 6n plana ¢ikmasi nedeniyle okul miidiirlerinin bu yonde hedef belirlemesi bu
kapsamda degerlendirilebilir.

Aragtirma kapsaminda elde edilen bir diger bulgu okul miidiirlerinin 6gretmenlerin inisiyatif almalarina
olanak sagladiklar1 ve onlar1 katkilarindan 6tiirii takdir ettikleridir. Liderlik, giiglii yonlere dayali olan
ve olabildigince ¢ok insanin potansiyel katkilarini ortaya ¢ikarmanin yollarini arayan olumlu bir
yaklasimi vurgulayabilir. Kapsayici liderlik, birgok yonden, ¢ok diizeyli ¢ercevenin diger diizeylerine
dahil olmanin temel tasidir; gruplara, organizasyonlara ve toplumlara dahil olmay1 kolaylastirabilir ve
kapsayiciligi bu seviyelere gevirmeye ve yaymaya yardimci olabilir (Ferdman, 2014). Kapsayici liderlik
teorisine gore, liderler, takipgilerini giliglendirdiklerinde, onlara inisiyatif verdiklerinde ve iki yonlii
etkiye olanak sagladiklarinda, bodylece takipgilerin becerilerinin, 6zerkliginin ve sorumlulugunun
genisletilmis kullanimini tegvik ettiklerinde daha etkili olurlar (Hollander, 2012).

Ogretmenlerin goriislerine gore okul miidiirleri sadece kendi cikarlarmi diisiinmemekte, basarida
kendilerine pay ¢ikarmamaktadirlar. Ogretmenler, basar1 ve basarisizlikta herkesin pay1 oldugunu ifade
etmislerdir. Kapsayici liderlik, yalniz okul yonetimin ¢ikarlarimi degil, herkesin ¢ikarlarini dikkate
almaya calisan bir yaklagim gerektirir (Ryan, 2006a). Ciinkii orgiit faaliyetlerindeki giic ve etkinin
kaynaginda, makam veya statiilerden ziyade kisisel yetkinliklerin yer aldig: diisiincesi hakimdir (Guo
vd., 2020). Makam veya statii farketmeksizin tiim orgiit tiyelerinin degerli goriildiigii, herkesin birbiriyle
isbirligi yapabildigi ve sorumlulugu paylastigi bir orgiit kiiltiirii yaratmada kapsayici liderlik etkili
olabilir (Kugelmass ve Ainscow, 2004). Ayrica kapsayici liderlikteki karsilikli bagimlilik ve sorumluluk
da bu noktada akla gelebilir. Kapsayici liderlik yaklagiminin varsayimlarindan biri birbirine bagimliligin
farkinda olunmasini gerektirir. Bu farkindalik, sistematik ve biitiinsel bir hedefe giden yolda liderin ve
izleyenlerinin birbirlerine bagimli oldugu gergegidir. Sorumlulugu paylagma ise hem liderlerin hem de
izleyenlerin gergeklestirdikleri eylemlere dahil olmayi, hesap verebilir ve sorumlu olmay1 gerektirir.
Kapsayici liderlikte, 6rgiit bir biitiin olarak goriiliir, 6rgiitiin basarisi i¢in herkes sorumluluk alir (Bortini
vd., 2016).

Okul miidiirlerinin tutum ve davraniglarinda tutarh ve adil olduklar 6ne ¢ikmistir. Kapsayic liderligin
ortaya ¢ikisinin temelinde geleneksel liderlik yaklagimlarinin yasanan esitsizlik ve adaletsizliklerin
giderilmesinde yeterli katkiy1 saglayamadigi diisiincesi yer almaktadir (Ryan, 2006a). Kapsayici
liderlik, liderin herhangi bir tarafa yakin olmamasini, adalet ve esitlik uygulamalarina odaklanilmasini
vurgular (Hannum vd., 2010). Daha adil ve daha demokratik bir ortam gelistirmede okul miidiiriiniin
liderligi belirleyicidir. Boyle bir ortamin meydana gelmesi okulun paydaslarin1 bir araya getirebilir
(Keyes, vd., 1999). Orgiit, kapsayic1 bir kiiltiir, giivenli 6grenme ve ¢alisma alanlarini tesvik eden saygi,
esitlik ve adalet iklimi ile kapsayict olmalidir (Booysen, 2014).

Okul miidiirlerinin olumsuz durumlarda 6gretmeni suglamasi, dgretmenlerin diislincelerini dikkate
almamalar1 ve Ogretmenlerin motivasyonlarini diisiirecek tutum ve davraniglarda bulunmalari
hususunda katilimeilarin gorisleri pozitif yondedir. Yani bu tiir istenmeyen tutum ve davraniglarin
yaygin bir sekilde sergilendigini sdylemek giigtiir. Orgiitlerde ¢alisanlarm davranislarinda sicak ve agik
bir iklim 6nemli katkilar saglar. Sicak bir iklimde isgdrenlerin olumlu duygulara sahip olma, zihinsel ve
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fiziksel zevk alma gibi istenen duygusal yapida olmalar1 daha muhtemeldir. Bu noktada liderlerden,
caliganlarla etkilesimlerine 6zen gostermeleri, onlari tesvik etmeleri ve onlara yardimei olmalari, onlarin
aidiyet duygularini gelistirmeleri, uyumlu iklim olusturmalari beklenmektedir (Qi ve Liu, 2017). Ote
yandan motivasyon, yaratict davramiglarda bulunmada ¢ok ©nemli bir etken olarak g6z ardi
edilmemelidir. Bu noktada kapsayici liderlik fark yaratabilir (Carmeli, vd., 2010).

Sonug¢ ve Oneriler

Arasgtirma kapsaminda elde edilen bulgular genel manada dikkate alindiginda okul miidiirlerinin
kapsayici liderlik uygulamalarim basarili bir sekilde sergilediklerini s6ylemek miimkiindiir. Arastirma
6zelinde okul miidiirlerinin degisen, farklilasan ve cesitlenen okul ortamlarinda herkesi dinleyen,
digerlerinin goriiglerine 6nem veren, okul iiyelerine cesaret veren ve onlarin basarilarini takdir eden,
egitim faaliyetlerinin yiirlitiilmesinde rol alan, davranislarinda tutarli ve adil olan kapsayici tutum ve
becerileri genel manada benimsediklerini sdylemek miimkiindiir. Toplumlarin degisen ve ¢esitlenen
yapilarinin bir yansimasi olarak okullarda okul miidiirlerinin kapsayici liderlik bicemini daha fazla
benimsemeleri ve bu yonde liderlik sergilemeleri olumlu manada fark yaratabilir. Bu tiir gézlemleri
yapabilecek uzun siireli boylamsal aragtirmalar yapilabilir. Kapsayici liderligin heniiz yeni bir kavram
oldugu dikkate alindiginda diger liderlik bigemleriyle iliskilerinin ortaya ¢ikarilmasina yonelik
calismalar bu manada katki sunabilir.

Simirhliklar

Bu aragtirmanin hem nicel hem nitel verileri belirli bir bolgede yer alan okullardan toplanmistir.
Bolgesel ve kiiltiirel farkliliklarin mevcut oldugu farkli cografyalarda veriler farklilik gdsterebilir. Bu
nedenle ¢alisma, genelleme iddiasinda degildir.
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