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Okul Yoneticilerinin Yonetim Tarzlariyla Degisimi
Yoénetme Yeterlikleri Arasindaki iliski®

Ruchan POLAT!, Hasan DEMIRTAS?

Ozet

Bu arastirmada, okul muddurlerinin yonetim tarzlariyla degisimi
yonetme  yeterlikleri  arasindaki  iliskinin ~ incelenmesi
amacglanmistir. Okul yoéneticilerinin, okullari yonetme yolu
olarak da ifade edilen yonetim tarzlari ile degisimi yonetme
yeterlikleri arasindaki iliski arastirilmasi gerekilen énemli bir
konu olarak degerlendirilmistir. Arastirmada iliskisel tarama
modeliyle nedensel karsilastirmali desen birlikte kullaniimistir.
Elazig merkezde ilkokul, ortaokul ve lisede gorev yapan
ogretmenlerden basit secgkisiz ornekleme yontemiyle secilen
374 6gretmen orneklemi olusturmustur. Bu ¢calismada veriler
Ustuner (2016)'in “Algilanan Mduddr Yénetim Tarzi Olcedi” ile Tas
(2009)'1n “Degisim Yénetimi Davranis Olcedi” kullanilarak elde
edilmistir. Arastirmadan elde edilen bulgular incelendiginde,
okul muddrlerinin en fazla isbirlikli yonetim tarzini kullandiklari
ve ogretmenlerin degisim yonetimi algilarinin orta duzeyde
oldugu tespit edilmistir. Yine arastirma sonucunda degisim
yonetiminin; otoriter yonetim tarzi, ilgisiz yonetim tarzi ve karsi
koyucu yonetim tarzi ile negatif yonlu ve yuksek duzeyde;
isbirlikli yonetim tarziyla pozitif yonlu ve yluksek diuzeyde iliski
gosterdigi sonucuna ulasiimistir. Muddr yonetim tarzlarinin
degisim yonetimi Uzerindeki etkisini belirlemeye yonelik olarak
yapilan regresyon analizinde ise, bu degiskenlerin degisim
yonetimine iliskin varyansin %76°sin1 acikladigi tespit edilmistir.
Ayrica degisim yonetimi Uzerinde en fazla etkiye isbirlikli
yonetim tarzinin sahip oldugu bulunmustur.

olarak sunulmustur.”

1 Ogretmen, MEB, ORCID ID: 0000-0003-2365-419X, ruchan23@gmail.com
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Giris
Degisim, sureklilik gdsteren bir aksiyon lokomotifidir. Bu lokomotif her
ne kadar iki yonlu olarak -gelisim ve gerileme- hareket etse de
degismeyen tek sey bu lokomotif disinda her seyin degistigi gercegidir.
Bu gercek, bazi bireyler ve drgutler tarafindan zaman zaman endise
verici olarak algilansa da aslinda ézu itibariyle gelisime acilan yegane
kapl konumundadir.

Degisim sUreci drgUtler Uzerinde dnemli bir etkiye sahiptir. Orgutlerin
bu degisim surecine karsi gdsterdigi tutum ise kendi varliklari acisindan
oldukca onemlidir. Degisime direnen ya da ayak uyduramayan orgutler
entropi ile karsl karsiya kalarak varliklarini yitirme tehlikesi yasarken;
degisimin ritmini yakalayan orgutler gelisim gostererek daha verimli
hale gelmektedir. OrgUtler Uzerinde bu kadar etkiye sahip olan degisim
surecinden hi¢ suphesiz egitim orgutleri de etkilenmektedir.

Bilenden bilmeyene dogru bilginin aktarimi olarak ifade edilen
ogretme etkinliginin bir plan, program dahilinde yapildigi ve toplumun
egitim ihtiyacinin karsilandigr yerler okullardir (Kilig, 2006; Saglam,
2019). Okullar tipki diger orgutler gibi degisim sUrecinden
etkilenmektedir. Okul &rgutlerinin  amaclarinin  gerceklestiriimesi,
varliklarinin devam etmesi ise ancak etkili bir degisim yonetimi ile
mumkundur. Okullarda degisim sureci bilgi ve tecrube gerektiren,
gonullu bir sekilde yapilan, gerceklestirilmesi caba isteyen yogun bir
surectir (Calik, 2003). Okullarda bu sureci yonetecek kisiler ise en basta
okul mudurleridir.

Okul mudurlerinin, okulu yénetirken gerceklestirmesi gereken bircok
goérev ve sorumlulugu vardir. Okul mudurleri, uygun bir érgut yapisi ve
surecinin  olusturulmasi, okul politikasinin  gelistiriimesi, okul
personelinin  mesleki gelisiminin saglanmasi, gerekli kaynaklarin
bulunmasi  (Aydin, 2018), bulunan bu kaynaklarin amaclar
dogrultusunda kullanilarak verimliligin saglanmasi (Saglam, 2019),
okulun amaclarinin acik¢a tanimlanarak pozitif bir okul iklimi icerisinde
akademik basarinin saglanmasi (Hoy ve Miskel, 2010), 6grencilerin
ogrenmesinden en basta kendini sorumlu tutarak guvenli bir okul
ortaminin olusturulmasi (Barkman, 2015) gibi pek cok vazifeye ve
sorumluluga sahiptir. Okul mudurleri hem bu gorev ve sorumluluklari
hem de okullardaki degisim yonetimini gerceklestirebilmek icin gerekli
yeterliklere sahip olmalidir. Yine bu yukumlulUkleri yerine getirirken
yoneticilerin okul yonetiminde gdstermis olduklari yonetim tarzlari
oldukca énemlidir (Saglam, 2019). Yoneticilerin sergilemis olduklari
yoénetim tarzlari c¢alisanlari  olumlu ya da olumsuz ydnde
etkileyebilmektedir (Kahraman, 2019). Bu acidan okul mudurlerinin
hangi yonetim tarzlarina sahip olduklarinin arastirilmasi oldukca
onemlidir.
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Mudirlerin Yonetim Tarzi

Yonetim, insan ve madde kaynaklarinin etkili bir sekilde
esgudumlenerek orgut amaclarinin gerceklestiriimesini ifade eder
(Balci, 2020). Yonetim tarzi ise, bir érgutl ydénetmenin yolu olarak
dusunulebilir (Uche ve Timinepere, 2012). Okullarda yonetimin basat
aktorleriolan yoneticilerin gerceklestirdikleri davranislar ile karar verme
ve eyleme gecme surecinde calisanlarin yonetimi ile ilgili yaptiklari
secimler onlarin yonetim tarzlarini ortaya koymaktadir (Gedik ve
UstUner, 2019; Kahraman, 2019).

Okullar kuruluslari acisindan ne kadar iyi olsa da okullarin yénetim
bicimleri calisanlar Uzerinde dnemli bir etkiye sahiptir. Okul yoneticileri
astlarini etkileyerek onlari ortak amaclara ulasmak i¢cin hareket
ettirebilir. iste bu hareketin olusmasinda ydneticilerin sergilemis
olduklari yénetim tarzlarinin dnemli bir etkisi bulunmaktadir (Saglam,
2019).

Okullarda yoneticilerin yonetim tarzlarini etkileyen farkli degiskenler
bulunmaktadir. Yéneticilerin calisanlarla ilgili dusunceleri, kisisel
nitelikleri, bulunduklari okulun hedefleri ve yapisi, yine o okulda gérev
yapan calisanlarin sahip oldugu o6zellikler yoneticilerin yonetim tarzlari
Uzerinde etkili olan degiskenler arasindadir (Ustuner, 2016). Okul
yoneticilerinin yonetim tarzlarina bakildiginda Nadeem (2012) okul
yoneticilerinin birakiniz yapsinlar, katilimci, otokratik ydonetim tarzi gibi
farkli yonetim stillerine sahip oldugunu ifade etmistir. Esasen
yoneticilerin  performanslarint  gerceklestirme  surecinde  farkli
yaklasimlari kullanmalarindan dolayl bugune kadar birbirinden farkli
yoénetim tarzlari gelismistir (Uche ve Timinepere, 2012). Okul
mudurlerinin  sergilemis olduklari yonetim tarzlariyla ilgili farkl
siniflamalar bulunmakla birlikte bu calismada yonetim tarzlari isbirlikli,
otoriter, ilgisiz ve karsi koyucu seklinde incelenmistir (UstUner, 2016).

isbirlikli yonetim tarzi, calisanlarin bir zincirin parcalari gibi birbirine
dayali oldugu yénetim bicimidir. Bu yonetim tarzinda kararlar oylama
yapilarak alinir ve herkes dusuncelerini 6zgurce dile getirebilir (Ergin,
2008). Orgutsel onder olarak da ifade edilen isbirlikli yoéneticiler
sorunlarin  ¢ozumunde &gretmenlerle musterek hareket eder.
Basarinin bireye degil gruba baglh olduguna inanan bu ydneticiler
gerektiginde ogretmenlerden yardim almaktan da ¢cekinmezler. Yine
ogretmenleri yeni seyler 6grenme konusunda cesaretlendirme ve
yapilan olumlu islerde &gretmenleri takdir etme gibi davranislar
isbirlikli yoneticilerin dzellikleri arasinda sayilabilir (UstUner, 2016).

Otoriter yonetim tarzi, alanyazinda yetkeci yonetim bicimi olarak da
ifade edilmektedir. Bu yonetim tarzi ataerkil ve baskici bir temele
dayanir. Otoriter yonetim tarzinda ydnetenler yonetilenlerden daha
ustun tutulur. Bu anlayisa gore yonetenler astlarindan daha zeki, bilgili
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ve daha dogru karar veren Kisilerdir. Bu nedenle de tembel ve bencil
olan astlar ustlerinin emirlerini sorgulamadan yerine getirmelidir
(Basaran, 1986).

Otoriter yonetim tarzi altinda c¢alisanlar korku, tedirginlik,
engellenmislik gibi duygular yasayarak zamanla c¢alismayi birakirlar.
llerleyen sUrecte calisanlar sadece sdylenenleri yaparak, Ustlerine itaat
ederler. Bu anlayis zamanla orgutte bir kisir ddngu meydana getirir
(Ozgur, 2011). Otoriter ydnetim anlayisi olan okul mudurleri, okul
kurallari olusturulurken astlarinin  dusuncelerini  dikkate almaz,
odullendirmenin yerine cezalandirmay! tercih eder, korkulan bir
yonetici profili cizerek iliskilerinde resmi davranir. Yine kati ve emir verici
bir tutum sergileyerek 6gretmenlerden kendisine itaat etmesini bekler
(UstUner, 2016).

llgisiz yoneticiler yapilmasi gereken islemleri astlarina génderen,
kendilerine o&rgutle ilgili bir isin getirilmesinden hoslanmayan,
sorumluluk almaktan kacinan kimselerdir (Bakan ve Bulut, 2005). ilgisiz
yoénetim tarzina sahip olan yodneticiler, calisanlarini ydnlendirme
konusunda ¢ok az caba sarf eder. Calisanlarina mumkun oldugunca
ozgurluk vererek hedeflerin belirlenmesinde, kararlarin alinmasinda ve
sorunlarin ¢ozulmesinde pasif davranir. Bu yoneticiler kararlari erteler,
geri bildirimde bulunmaz ve calisanlarinin ihtiyaclarini karsilama
konusunda gereken cabayi gostermez (Ogunola ve digerleri, 2013).

llgisiz yoneticiler, okulla ilgili kararlar alinirken yapilmasi gereken
yoneticilik rollerini yerine getirmezler. Yine okul icerisinde mudahalede
bulunulmasi gereken durumlarda Ustlerine dusen sorumlulugu
almaktan kacinirlar. Bu yonetim tarzina sahip okul mudurleri sorunlarin
Uzerine gitmeyen ve onlari gdormezden gelen bir profil cizerler.
Sorunlarla birlikte okulun akademik basarisi, 8gretmenlerin duygu ve
dusunceleri gibi konularda da kayitsiz olan bu yéneticilerin bulundugu
okullarda yonetimsel anlamda onemli sorunlar yasanabilmektedir
(UstUner, 2016). ilgisiz ydneticiler kisaca golge ydneticiler olarak da ifade
edilebilir.

Karsi koyucu yonetim tarzina sahip yoneticiler, okullarda kendi
kurduklari duzenin devam etmesini isterler. Kurallara siki sikiya bagl
olan bu yoneticiler her seyin resmi ¢erceve icerisinde olmasina dikkat
ederler. Bu nedenlerden dolayr da ogretmenlerden gelen yenilik
faaliyetlerine karsi olumsuz bir tutum gdsterirler. ikili iliskilerde zaman
zaman nezaket kurallarinin disina c¢cikan bu ydneticiler karsisindaki
kisinin s6zunU kesme, catismaci bir tutum sergileme, yapilmak istenen
etkinliklere karsi engelleyici olma gibi davranislar da sergilerler
(UstUner, 2016). Bu yodnetim anlayisina sahip okul yoéneticilerinin
ogretmenlerin yapmak istediklerine karsi olmasinin temelinde suphe
ve guvensizlik yatabilir. SUphe ve guvensizlik gibi duygulara sahip olan

210


https://doi.org/10.9779/pauefd

PAUEFD, 63,207-232 [2025] R. Polat ve H. Demirtas https://doi.org/10.9779/pauefd.1325874

bu ydneticiler astlarinin girisimlerine ve cabalarina engel olmaktadir
(Shaw, 198T'den aktaran Akcay, 2020).

Yukarida bahsettigimiz bu dort ydnetim tarzina (isbirlikli, otoriter, ilgisiz
ve karsi koyucu) su perspektiften de bakilabilir. Yonetim dusuncesinin
evrimine bakildiginda yonetim kuramlari tarihi surec¢ icerisinde klasik,
neoklasik ve cagcil yonetim kuramlari olarak ortaya cikmistir.
Baslangicta yapilya agirlik veren kuramlarin yerini, zamanla insana
onem veren yeni yaklasimlar almaya baslamistir. Bu gelisme ydnetim
tarzlarini da etkilemistir. Yonetim tarzlari en yetkeci yonetimden en
demokratik yénetime dogru otoriter, karsi koyucu, ilgisiz ve isbirlikli
olarak siralanabilir. Bu siralama ile yonetim kuramlarinin degisimi
arasinda benzerlikler bulunmaktadir. Otoriter yonetimde astlara en az
deger verilirken isbirlikli yonetimde demokratik bir ydnetim tarzi
sergilenmektedir. Nadeem (2012) bu degisime iliskin; kontrolun énemli
oldugu otoriter ydnetim tarzindan, ekip calismasini ve yetkilendirmeyi
tesvik eden bir anlayisa gecisin oldugunu belirtmistir.

Otoriter yonetim tarzinda yetki ve sorumlulugun yonetenlere verilmesi
ile Henri Fayol'un “Yonetim Sureci Yaklasimi” arasinda ortak noktalar
bulunmaktadir. Yine otoriter yonetim tarzinda astlarin duygu ve
dusuncelerine énem verilmemesi, ast-Ust iliskisinin olmasi klasik
yoénetim yaklasimlarinin ortak ozellikleriyle benzesmektedir. Diger
taraftan isbirlikli yonetim tarzinda calisanlarin insani 6zelliklerine saygi
duyulmasi, ben anlayisinin yerini biz anlayisinin almasi, astlarin alinan
kararlara katilmasi Elton Mayo'nun basini ¢cektigi neoklasik yonetim
kuramlarini cagristirmaktadir.

Orgiitsel Degisim Sireci ve Degisim Yénetimi

Degisim, gunumuzde bircok alanda ve surekli olarak yasanmaktadir.
Sistemler, yontemler, teknoloji ve daha bircok sey hizli bir sekilde
degismektedir. Bu hizli degisim surecinde érgutlerin ayak kalabilmeleri
kadar degisimi kendi taraflarina cevirebilmeleri de olduk¢ca 6nemlidir
(Guclu ve Sehitoglu, 2006). Degisim, varliklarda ya da durumlarda
zaman icerisinde meydana gelen dénusmeyi, farklilasmayi ifade eder
(Calik, 2003). Orgutler cevrelerinden badimsiz degildir. Bu cevrelerde
olusan sosyal, kultUrel, ekonomik ve fiziksel degisimler érgutleri etkiler.
Orgutlerin yasamsal devamlilidi icin cevrelerinde meydana gelen bu
degisimleri onceden sezmeleri ve gerekli onlemleri almalari
gerekmektedir. Ozellikle cadimizda yasanan bilgi ve iletisim
teknolojilerindeki gelisim ile degisim daha da hizlanmistir (Cakir, 2009).

Degisim surecinin bir sonucu olarak sosyal, ekonomik ve siyasal yapilar
orgutler Uzerinde bir baskil olusturmaktadir. Yine orgutlerin kuresel
dunya pazarinda rekabet edebilmeleri, ayakta kalabilmeleri 6rgutlerde
bu basklyl daha da artirmaktadir. Tum bu baskilar sonucunda
oérgutlerde degisim sUreci yasanmaktadir (Yesil, 2018). Orgutsel
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degisim, orgutte yeni bir fikrin ya da davranisin benimsenmesi
demektir (Daft, 2007). Orgutsel degisim, 6rgutdn varliginin devami icin
degisen kosullara uyum saglamasini ifade eder (Canli ve digerleri, 2015).
Peker (1995) bu tanimlari biraz daha genisleterek érgutsel degisimi
orgutun alt sistemlerinde, boyutlarinda, bunlar arasindaki iliskiler ile
orgut ve cevre arasindaki iliskilerde meydana gelebilecek tum
degisiklikler olarak ifade etmistir (Akt: Yesil, 2018). OrgUtlerde degisim
sureciyle ilgili farkli modeller gelistirilmistir. Bu konuda yapilan ilk
calismalardan biri Kurt Lewin tarafindan gelistirilen planli degisim
modelidir. Lewin'e gdre orgutsel degdisim sureci ¢dézulme asamasi,
degisim asamasi, yeniden dondurma asamasli olmak Uzere U¢ asamada
gerceklesmektedir (Kozak ve Guclu, 2003).

Orgutlerde degdisim sureci, 6rgUtte bir seylerin istenildigi gibi olmadidi
ve bu islerin daha iyi yollarla yapilabileceginin farkina varilmasiyla baslar
(George ve digerleri, 2007). Orgutlerde degisime karsi her zaman
olumlu tepkiler gelismeyebilir. Bazen olumlu bazen ise olumsuz
tepkiler gelisebilir (Lines, 2005). Yasanan olumsuz durumlar érgutlerde
degisime karsi bir direncin olusmasina neden olabilir.

Bir drgutte gelismenin saglanabilmesi érgutteki bireylerin degisime
nasil hazirlandiklarina ve degisime nasil reaksiyon gosterdiklerine
baglidir (Toremen, 2002). Esasen, érgutlerin daha etkili ve verimli hale
gelebilmeleri icin orgutsel degisim bir zorunluluktur. Bu degisimin
surec¢ boyutunda basariya ulasmasi ise ancak dogru bir ydénetimle
MUmMkandur (Calik, 2003). iste érgutlerin bu aksiyon lokomotifinde
ayakta kalmalari ve basariya ulasmalari icin degisim yonetimi etkili bir
sekilde yapilmalidir.

Degisim yonetimi, toplumun beklentilerini, ihtiyaclarini karsilamak ve
hedeflerine varmak amaciyla érgutun planh bir sekilde gerceklestirdigi
surecin adidir (Ak, 2006). Degisim yonetimi, degisimden faydalanarak
bu surecte ortaya cikan yenilikleri hayata gecirmek demektir (Keyifli,
2019). Tipki diger orgutler gibi okullarda surekli bir degisim sUreciyle
karsi karsiya bulunmaktadir. Okullarda degisim surecinin etkili bir
sekilde yoénetilmesi gerekmektedir. Bunun icin atilmasi gereken ilk
adim ogretmen, &grenci, yonetici ve diger paydaslarin degisime
inanmalari ve gdénullu olarak bu surecte yer almalaridir (Calik, 2003).

Orgutsel degisim sUrecinde érgutln amaclari, stratejileri, kultur ve
insan gibi bircok alani bu degisimden etkilenmektedir. Dolayisiyla bu
alanlara mudahale edilmesi gerekmektedir. Bu mudahaleden énce
sistemi dogru bir sekilde incelemek ve degisime hazirlamak ise oldukg¢a
onemlidir (Sayli ve Tufekgi, 2008). Yapilacak olan analizlerden sonra
teshis belirlenerek degisimle ilgili bir tanim cercevesi cizilmelidir. Daha
sonra bu surecin dogru bir sekilde yoénetilebilmesi icin yapilacak
islemler planlanmali ve bir degisim programi olusturulmahdir. TUm bu
islemlerden sonra eylem asamasina gecilmeli ve yapilan uygulamalarin
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sonuclari  degerlendiriimelidir. Orgutsel degisimin ideal olarak
bahsettigimiz bu plan ve programlar cercevesinde olmasi beklenir.
Yalniz bazi durumlarda degisim ihtiyaci belirti gdéstermeden aniden
gerekebilir.  iste  bu durumlarda érgutlerin - planh  degdisimi
gerceklestirebilmesi icin ihtiyac duydugu sey; degisimi kestirebilecek
ve bu sureci etkili bir sekilde yonetebilecek olan yoneticilerdir (Calik,
2003).

Mudurlerin Yoénetim Tarzlanlyla Degisimi Yonetme Yeterlikleri
Arasindaki lliski

Toplumsal hayatta yasanan degisimler insanlarin egitime olan bakis
acillarini  etkilemis ve zamanla egitimden beklenilenler Uzerinde
farkliliklar olusturmustur. Bu durum beraberinde bazi degisimleri de
zorunlu kilmistir (Arslan ve Eraslan, 2003). Ge¢cmisteki klasik egitimin
yerine bugun cesitliligi dnemseyen, teknolojik hassasiyeti gelismis,
toplumsal degeri yuksek, demokrasiyi her anlamiyla yasayan ve bunlari
gerceklestirirken de 0z degerlendirme yapan bir egitim yapisi
beklenmektedir (Beycioglu, 2009).

Egitim kurumlari, gelisimin her evresinde aslinda bir degisim de yasar.
Bu sUrecte tum orgut calisanlari guclukler karsisinda bir butun olarak
hareket etmeli ve birbirine destek olmalidir (Cenker ve Akgul, 2011).
Kacinilmaz bir aksiyon lokomotifi olan degisim surecinin kalici, anlamli
ve yararli olmasi icin oncelikle okullarda baslamasi gerekmektedir. Bu
orgutlerde degisim surecinin basarili olarak gerceklesmesinde okul
mudurlerine dnemli sorumluluklar dusmektedir (Cakir, 2009).

Yoneticiler, degisim suUrecinin ydnetilmesinde Kilit rol oynar (Shen,
2008). Okullarda érgutsel degisim surecinde tum calisanlar rol almakla
birlikte bu sureci yonetecek ana aktorler okul mudurleridir. Okul
mudurleri icin  orgutsel degisim, gerceklestirilmesi gereken bir
zorunluluktur. Okul mudurleri bu surecte aktif rol almali, degisimin
sebeplerini ve engellerini bilerek orgutsel degisim surecini etkili bir
sekilde yonetmelidir (Téremen, 2002). Okul mudurleri érgutun iletisim
kanallarini acik tutmali, okulun tum paydaslarini degisime ikna etmeli,
gerekli araclari saglayarak degisime uygun bir okul ortami
olusturmalidir (Aksoy, 2005). Yine okul mudurleri degisime acik olmal,
degisimi icsellestirmeli, degisim surecinin icinde yer alarak érgutu
basibos birakmamalidir. Degisim yonetiminde diger dnemli bir konuda
alinacak kararlara ogretmenlerin katiliminin saglanmasidir. Bu katilim
degisimin gerceklesmesini hizlandiracagi gibi var olan direncinde
azalmasini saglayacaktir (Kahraman, 2019).

Orgutsel degisim sUrecinde 6Jretmenlerin rolt gbz ardi edilemez. Bu
surecin basarili olmasinda 6gretmenlerin degisime karsi olan tutumlari
oldukca dnemlidir. Ogretmenlerin degdisime karsi muspet tutumlari
sureci pozitif ydnde etkileyecekken; menfi tutumlar degisimin
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yavaslamasina hatta direncle karsilasmasina neden olacaktir
(Kursunoglu, 2006). Benzer sekilde Inos ve Quigley'de (1995) egitim
surecinde degisikligin égretmenlerin dusunceleri ve eylemleri ile
baglantili oldugunu sdylemistir. Inos ve Quigley, 6gretmenlerin degisim
surecinde yer almalariyla basarinin saglanacagini ifade etmistir.
Degisim yonetimi surecinde 6gretmenler bu sUrecin her asamasina
dahil edilmelidir (Beycioglu ve Aslan, 2010). Okullarda bunu saglayacak
kisiler ise okul mudurleridir.

Degisim ydnetiminin basarili olmasinda yoneticilerin yeterlik duzeyi
belirleyici etkenlerdendir. Degisim surecini baslatacak, calisanlara
guven ve istek verebilecek yoéneticilere ihtiyac duyulmaktadir (Sayl ve
Tufekgi, 2008). Yoneticilerin yeterlik duzeylerinin yaninda sergilemis
olduklari yonetim tarzlari da degisim yonetiminin basarisi Uzerinde
etkili olabilmektedir. Esasen, degisimi yapacak okul mudurlerinin
degisime kendilerinden baslamasi gerekmektedir (Kahraman, 2019).
Zira degisime acik olmayan, kati, kararlari tek basina alan, ¢catismaci
yoneticilerin degisimi gerceklestirmeleri oldukca guctur. Okullarda bu
degisimi ancak degisime acik, empati yetenegdi gelismis, calisanlarina
deger veren, onlarin surec¢ icerisinde aktif olmasini saglayan mudurler
gerceklestirebilir (Cakir, 2009).

Yukarida sayilan bu ozellikler ayni zamanda ydneticilerin yonetim
tarzlarini yansitmaktadir. Okul mudurlerinin yénetim tarzlari degisim
yonetimi surecinde oldukca oénemlidir. Odretmenlerin ve diger
paydaslarin  bu suUrec¢ icerisinde yer alip almamalari, degisimi
desteklemeleri ya da diren¢g duvarlari olusturmalari, lokomotifi
(degisim) hizlandirmalari ya da yavaslatmalari, 6rgutsel vatandaslik ile
siniklik arasinda bir role burunmeleri Uzerinde okul mudurlerinin
yonetim tarzlari etkili olabilmektedir. Buradan hareketle okul
mudurlerinin  yonetim tarzlariyla degisimi yoénetme yeterlikleri
arasindaki iliskinin incelenmesi gerekliligi dogmustur.

Arastirmanin Amaci ve Onemi

Toplumsal kurumlar icerisinde egitim, egitim sistemi icerisinde okullar,
okul orgutu icerisinde yonetim ve yonetim mekanizmasi icerisinde
mudurler ve onlarin ydnetim tarzlari, icinde bulunduklari yapilarin basat
aktorleridir. Yoneticilerinin yeterlikleri &élcusunde deger kazanan
okullarda degisimin sekillenmesinde yoneticilerin sergilemis oldugu
davranislar oldukca onemlidir. Bu acidan okullardaki degisim sUreci
Uzerinde cok onemli bir etkisi olan ydneticilerin yénetim tarzlarinin
arastirilmasi ve sonuclarinin ortaya konulmasi degerli gérulmektedir.

Bu arastirmanin genel amaci okul muadurlerinin yonetim tarzlariyla
degisimi yonetme yeterlikleri arasindaki iliskiyi &gretmenlerin
goruslerine dayali olarak ortaya koymaktir. Bu amacla birlikte asagidaki
sorulara cevap aranmistir:

214


https://doi.org/10.9779/pauefd

PAUEFD, 63,207-232 [2025] R. Polat ve H. Demirtas https://doi.org/10.9779/pauefd.1325874

1. Ogretmenlerin mudurlerin yénetim tarzlari ve degdisimi yonetme
yeterlikleriyle ilgili algi duzeyleri nedir?

2. Ogretmenlerin algiladiklari mudurlerin yénetim tarzi ve degisimi
yonetme yeterlikleri; kisisel degiskenler (cinsiyet, yas, 6grenim duzeyi,
okul kademesi, mesleki kidem, okulda c¢alisma suresi) acisindan
farklilasmakta midir?

3.Ogretmenlerin mudurlerin yonetim tarzlari algilari, degisimi yéonetme
yeterlikleri algilarinin anlamli bir yordayicisi midir?

Yontem

Arastirma nicel arastirma yontemiyle yapilmistir. Yapilan arastirmayla
ogretmen algilarina gdre mudurlerin yonetim tarzlariyla degisimi
yoénetme yeterlikleri arasindaki iliski ve bu degiskenlerin bagimsiz
degiskenler acisindan durumu incelenmistir. Bu dogrultuda iliskisel
tarama modeliyle nedensel karsilastirmali desen beraber kullaniimistir.
Tarama modelinde var olan durum oldugu sekilde betimlenir. iliskisel
tarama modeli ise degiskenler arasindaki degisimin varliginin ve
derecesinin belirlenmeye calisildigi bir tarama modelidir (Karasar, 2012).
Arastirmanin diger deseni nedensel karsilastirmali desende olaylar ve
durumlar hem sebepleri hem de sebeplere etki eden degiskenlerle
ifade edilmeye calisilir (BUyukdzturk ve digerleri, 2011).

Evren ve Orneklem

Arastirmanin calisma evrenini 2021-2022 egitim &gretim yili icerisinde
Elazig'in merkez ilcesinde gdrev yapan 7153 6gretmen olusturmaktadir.
Arastirmada basit seckisiz drnekleme yontemi kullanilmistir. Bu
yontemde evren icinden drnekleme birimleri esit bir sansla seckisiz
olarak secilir (Buyukozturk ve digerleri, 2011). Arastirmada bu yontemle
farkli okul duzeylerinden (ilkokul, ortaokul, lise) secilen 374 &6gretmen
orneklemi olusturmustur. 7153 kisilik evrende %95 guven duzeyi ve %5
hata pay! ile minimum o&rneklem sayisi 364 olmalidir. Bu acidan
orneklem sayisinin evreni temsil etmede yeterli oldugu séylenebilir.
Arastirmaya katilan 6gretmenlerin demografik dzellikleri su sekildedir:

Tablo 1
Ogretmenlerin Demografik Ozellikleriyle ilgili Istatistikler

Degisken Grup Frekans (n) Yuzde (%)
Cinsiyet Kadin 225 60.2
Erkek 149 39.8
30 ve alti 126 33.7
Yas 31-40 arasl 171 457
41 ve Ustu 77 20.6
OJrenim Duzeyi Lisans 230 61.5
Lisansustu 144 38.5
IIkokul 166 44 4

Okul Kademesi
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Ortaokul 131 35
Lise 77 20.6
1-5 il 103 275
6-10 yil 98 26.2
Mesleki Kidem 1-15 yil 79 211
16-20 vyl 49 13.1
21 yil ve Uzeri 45 12
1-4 yil 245 65.5
Okulda Calisma 5-8 yil 90 241
Suresi 9vyil ve Uzeri 39 10.4
Toplam 374 100

Veri Toplama Araclari

Verilerin  toplanmasinda; UstUner (2016) tarafindan gelistirilen
“Algilanan Mudur Yoénetim Tarzi Olcedi” ve Tas (2009) tarafindan
gelistirilen “Degisim Yénetimi Davranis Olcegdi” kullaniimistir.

Algilanan Miidir Yénetim Tarzi Olcegi

UstUner'in (2016) gelistirdigi Algilanan Mudur Yoénetim Tarzi Olcegi
(AMYTO) 25 maddeden meydana gelmektedir. 4 boyutlu bu 6lcekte
isbirlikli 7, otoriter 7, ilgisiz 7 ve karsi koyucu 4 madde boyutlari yer
almaktadir. Guvenirlige iliskin Cronbach’s Alpha degerleri isbirlikli
boyutta .92, otoriter boyutta .89, ilgisiz boyutta .86 ve karsi koyucu
boyutta .85 olarak hesaplanmistir. Bu calismaya bakildiginda ise
Cronbach’s Alpha degerleri isbirlikli boyutta .95, otoriter boyutta .91,
ilgisiz boyutta .85 ve karsl koyucu boyutta .89 olarak hesaplanmistir.

Degisim Yénetimi Davranis Olcegi

Arastirmada kullanilan diger dlcek ise “Degisim Yonetimi Davranis
Olcegdi” dir. Tas'in (2009) gelistirdigi bu dlcekte bir boyut bulunmaktadir.
Olcegin madde sayisi yirmidir. Tas (2009) tarafindan dlcedin
guvenilirligini bulmak icin Cronbach Alpha katsayisina bakilmis ve
Cronbach’s Alpha “97" hesaplanmistir. Yapilan calismada ise
Cronbach’s Alpha degerinin .98 oldugu goérulmustar.

Verilerin Analizi

Calismada analizler yapilmadan once verilerin normal dagilimi kontrol
edilmistir. Bu amacla basiklik-carpiklik degerlerine bakilmistir. Basiklik
ve carpiklik degerleri konusunda farkli gérusler olmakla birlikte bu iki
degerin +1ile -1 araliginda olmasi normal dagilim olarak kabul edilebilir
(BUyukdzturk, 2011). Bu calismada mudur yonetim tarzi dlgegdi basiklik
degeri .23 carpiklik degeri ise .47; degisim ydnetimi olcegi icin basiklik
degeri -.66 carpiklik degeri ise -.45 olarak tespit edilmistir. Carpiklik ve
basiklik degerlerinin -1 ile +1 araliginda olmasina dayanarak verilerin
normal dagilim goésterdigi sdylenebilir (Tabachnick ve Fidell, 2007'den
aktaran Celik, 2021).
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Mudurydnetim tarzi ve degisim yonetimi yeterliklerine iliskin 6gretmen
algilarini belirlemek icin betimsel istatistiklerden faydalaniimistir. Bu
algilarin cinsiyete ve 6grenim duzeyine gére durumunu belirlemek icin
t testi; yas, okul kademesi, kidem ve calisma suresine gore farklilik olup
olmadiginin belirlenmesinde ise tek yonlu varyans analizi yapilmistir.

MuduUrlerin yonetim tarzlariyla degisimi ydonetme yeterlikleri arasindaki
iliskinin durumunu belirlemek icin korelasyon analizi yapilmistir. Son
olarak da mudurlerin yénetim tarzlarinin degisim yonetimi yeterlikleri
uzerindeki etkisini belirlemeye yoénelik ¢coklu regresyon analizinden
yararlaniimistir.

Bulgular

Muddurlerin Yonetim Tarzi ve Degisim Yonetimi Yeterlik Duzeylerine
lliskin Betimsel Sonuglar

Tablo 2
Ogretmenlerin Mdddrlerin Yénetim Tarzlarina ve Dedisim Yénetimi
Yeterliklerine lliskin Algi Duzeyleri

Degiskenler N X Ss Madde Sayisi  Katilma Duzeyi

Yonetim Tarzi

Isbirlikli Yon. T. 374 3.39 1.06 7 Kismen
Katiliyorum

Otoriter Yon. T. 374 275 1.04 7 Kismen
Katiliyorum

ilgisiz Yon. T. 374 2.19 .87 7 Katilmiyorum

Karsi Koyucu 374 2.44 112 4 Katilmiyorum

Yon. T.

Degisim 374 3.34 1.02 20 Kismen

Yonetimi Katiliyorum

Yukarida verilen tabloya gore 6gretmenlerin okul mudurlerinin isbirlikli
yonetim tarzina iliskin algi duzeyleri (x=3.39), otoriter (x= 2.75), ilgisiz (x=
2.19) ve karsl koyucu (X= 2.44) mudur yénetim tarzi algilarina gére daha
yuksektir. Buradan hareketle 6gretmenlerin muddurlerinin gostermis
oldugu yonetim tarzini cogunlukla “isbirlikli” olarak algiladiklari
soylenebilir. Arastirmada ayrica 6gretmenlerin, mudurlerinin degisim
yonetimi yeterliklerine iliskin “Kismen Katiliyorum” (x= 3.34) duzeyinde
bir alglya sahip olduklari bulunmustur.

Miidurlerin Yénetim Tarzi ve Degisim Yénetimi Yeterliklerine iliskin
Nedensel Sonuglar

Asagida verilen tablolarda (3., 4., 5., 6., 7. ve 8.) arastirma problemlerinde
yer alan o&gretmenlerin mudurlerin  yonetim tarzlariyla degisimi
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yonetme yeterlikleriyle ilgili algilarinin bagimsiz degiskenlere gore
farklilik olusturup olusturmadigina iliskin analiz sonuclari verilmistir.

Tablo 3
Ogretmenlerirj Mdaddarlerin Yonetim Tarzlarina ve Degisim Yonetimi
Yeterliklerine lliskin Algilarinin Cinsiyete gore Analizi

Olcek Adi Cinsiyet n X ss Sd t o)

isbirlikli Yon T. Kadin 225 341 106 372 474 636
Erkek 149 336 106

Otoriter Yon. T. Kadin 225 274 102 372 -222 .825
Erkek 149 276 106

llgisiz Yon. T. Kadin 225 213 86 372 -163 104
Erkek 149 228 .89

Karsi Koyucu Kadin 225 242 109 372 -543 588

Yon. T. Erkek 149 248 115

Degisim Kadin 225 339 104 372 1235 218

Yonetimi Erkek 149 326 .99

Tablo 3'te gorulecedi Uzere &gretmenlerin muddurlerinin yonetim
tarzlarina ve degisim yonetimi yeterliklerine iliskin algilari cinsiyete gore
anlamliolarak farklilasmamaktadir. Yani cinsiyet acisindan égretmenler
benzer algilara sahiptirler.

Ogretmenlerin muddurlerin yénetim tarzlarina ve degisim yoénetimi
yeterliklerine iliskin algilarinin 6grenim duzeyine goére farklilasma
durumunu saptamak icin t testi yapilmis sonuclar Tablo 4'te verilmistir.

Tablo 4
Ogretmenlerin Mdddrlerin Yénetim Tarzlarina ve Dedisim Yénetimi
Yeterliklerine lliskin Algilarinin Ogrenim DUzeyine gére Analizi

Olcek Adi O.DUz. n X ss Sd t P

isbirlikliYdn T.  Lisans 230 349 101 279.874 2154 .032*
Lastu 144 324 112

Otoriter Yon. Lisans 230 265 102 372 -2.322 .021*

T. Lastu 144 291 105

llgisiz Yon. T. Lisans 230 221 92 335414 727 468
Lastu 144 215 .80

Karsi Koyucu Lisans 230 240 113 372 -877 381
Yon. T. LOstu 144 251 1.10

Degisim Lisans 230 3.39 99 372 1.161 246
Yoénetimi L.ustld 144 326 106

*0 <.05

Tablo 4'te gérulecegi Uzere; mudur yonetim tarzina iliskin 6gretmen
algilarinin 6grenim duzeyi degiskeni acisindan, otoriter ve isbirlikli
yénetim tarzlari boyutlarinda anlamli farklilik gésterdigi, ilgisiz ve karsi
koyucu yonetim tarzlari boyutlarinda anlamli farklilik gdstermedigi
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tespit edilmistir. isbirlikli ydnetim tarzi acisindan, 6grenim duzeyi lisans
olan 6gretmenler (x=3.49); lisansUstU (Xx=3.24) 6grenim duzeyine sahip
ogretmenlere gdére okul mudurlerini daha fazla isbirlikli olarak
algilamaktadir. Diger taraftan lisansustu o6grenim duzeyindeki
ogretmenler (x=2.91) de; lisans duzeyindeki 6gretmenlerden (x=2.65)
okul mudurlerini daha fazla otoriter olarak algilamaktadir. Ogrenim
duzeyi degiskeninin isbirlikli ve otoriter mududr ydnetim tarzlari
Uzerindeki etkisini tespit etmek icin eta-kare (n?) etki bayuklugu degeri
hesaplanmistir. iki ydnetim tarzi icinde (n2) dederinin yUksek olmayan
bir etki (.O1) gosterdigi belirlenmistir. Degisim yonetimi acgisindan ise,
ogretmenlerin okul mudurlerinin degisim yonetimi yeterliklerine iliskin
algisinin 6grenim duzeyine goére anlamli sekilde farklilasmadigi
gorulmustuar.

Ogretmenlerin mudurlerin yénetim tarzlarina ve degisim yoénetimi
yeterliklerine iliskin algilarinin yasa goére farklilasma durumunu
saptamak icin tek yonlU varyans analizi yapilmis sonuclar Tablo 5'te
verilmistir.
Tablo 5
Ogretmenlerin Mdddrlerin Yénetim Tarzlarina ve Degisim Yénetimi
Yeterliklerine lliskin Algilarinin Yasa gére Analizi
Olcek Adi Yas* N X ss Vary. Kayn. sd F p

1 126 343 95 Gr. Ar, 2

Isbirlikli Yonetim 2 171 334 11 Cr.ici 196118 .406 667
Tarzl 3 77 345 110 Top. 198.118

1 126 273 95 Gr. Ar. 2
Otoriter Yonetim 2 171 272 1.07 Cr.ici 193345 .427 .653
Tarzi 3 77 285 112 Top. 195.345

1 126 206 .83 Gr. Ar. 2
llgisiz Yonetim 2 171 225 .85 Gr.ici  188.817 2.053 131
Tarzi 3 77 2.25 .98 Top. 190.817

1 126 232 106 Gr. Ar. 2
Karsi Koyucu 2 171 249  1.09 cr.lci 371 1200 302
Yénetim Tarzi 3 77 254 126 Top. 373

1 126 344 91 Gr. Ar. 2
Degisim 2 171 330 103 Gr.ici  189.367 1.026 360
Yonetimi 3 77 328 117 Top. 191.367

*1=30 Yas ve alti 2= 31-40 Yas 3= 41 Yas ve Ustu

Tablo 5 incelendiginde, okul mudurlerinin yénetim tarzlari ve degisim
yoénetimi boyutlarina iliskin 6gretmen algilarinda yas degiskeni
acisindan anlamh  farkhlik olusmadigr goérulmektedir (p>.05).
Ogretmenlerin mudurlerin yénetim tarzlarina ve degisim yoénetimi
yeterliklerine iliskin algilarinin  okul kademesine goére farklilasma
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durumunu saptamak i¢cin tek yonlu varyans analizi yapilmis sonuclar
Tablo 6'da verilmistir.

Tablo 6
Ogretmenlerin Mdddrlerin Yénetim Tarzlarina ve Degisim Yénetimi
Yeterliklerine lliskin Algilarinin Okul Kademesine gére Analizi
Olcek Adi Okul N X ss Vary. sd F o) Tukey
Kad.* Kayn.
1 166 354 100 Gr. Ar. 2
2 131 335 1.08 Gr.ici 371 4017 .019* 1-3
3 77 313 10 Top. 373
1 le6 254 97 Gr. Ar. 2
2 131 281 105 Gr.ici 371 7.807 .000**  3-1
3 77 309 107 Top. 373
1 le6 217 .88 Gr. Ar. 2
llgisiz Yonetim 2 131 215 .86 Gr.ici 371 722 486
3
1
2
3
1
2

Isbirlikli
Yonetim Tarzi

Otoriter
Yonetim Tarzi

Tarzi 77 229 .89 Top. 373
166 228 107 Gr. Ar. 2
131 248 114 Gr.ici 371 4325 014 3-1
77 273 113 Top. 373

Karsi Koyucu
Yonetim Tarz

166  3.5] 94 Gr. Ar. 2

Degisim 131 327 103 Grici 371 4884 .008* 13
Yoénetimi 3 77 309 110 Top. 373

* 1= [lkokul 2= Ortaokul 3= Lise

**p<.05

Tablo 6 incelendiginde, ogretmen algilarinin  okul kademesi
degiskenine gore isbirlikli, otoriter, karsi koyucu boyutlarda anlamli
farklilik olusturdugu, ilgisiz boyutta anlaml farkliik olusturmadigi
gorulmektedir. Bu boyutlar acisindan tabloya bakildiginda ilkokul
kademesinde gorev yapan ogretmenlerle liselerde goérev yapan
ogretmenlerin algilarinin  farklihk gdsterdigi anlasiimaktadir. Lise
kademesinde calisan &gretmenler (x=3.09) ilkokul kademesindeki
ogretmenlere gore (x=2.54) okul muddurlerini daha otoriter olarak
algilarken; ilkokulda calisan &gretmenlerde (x=3.54) liselerdeki
ogretmenlere gore (x=3.13) isbirlikli yonetim tarzi algisi daha yuksektir.
Yukaridaki tabloya karsi koyucu yonetim tarzi acisindan bakildiginda ise
lise kademesindeki ogretmenlerin (x=2.73) ilkokul kademesindeki
ogretmenlere kiyasla (x=2.28) algilarinin daha yuksek duzeyde oldugu
goérulmektedir.

Degisim yodénetimi acisindan Tablo 6'ya bakildiginda, ilkokul
kademesindeki 6gretmenlerin (x=3.51) liselerdeki 6gretmenlere kiyasla
(x=3.09) mudurlerin degisim yonetimi yeterlikleriyle ilgili algi
duzeylerinin daha yuksek oldudu tespit edilmistir. OJretmenlerin
mudurlerin yonetim tarzlarina ve degisim yonetimi yeterliklerine iliskin
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algilarinin mesleki kideme gére farklilasma durumunu saptamak icin
tek yonlU varyans analizi yapilmis sonuclar Tablo 7'de verilmistir.

Tablo 7
Ogretmenlerirj Mdaddarlerin Yonetim Tarzlarina ve Degisim Yonetimi
Yeterliklerine lliskin Algilarinin Mesleki Kideme gore Sonuclari

Olcek Adi  Kidem* N X ss Vary. sd F p Games
Kayn. Howell
1 103 347 102 Gr. Ar. 4
Isbirlikli Y.T. 2 98 335 103 Gr.ici 369 320 .865
3 79 330 113 Top. 373
4 49 344 94
5 45 340 1.20
1 103 275 102 Gr. Ar. 4
Otoriter V.T. 2 98 270 100 Gr.ici 369 228 923
3 79 276 104 Top. 373
4 49 270 1.04
5 45 287 117
1 103 199 .75 Gr. Ar. 4
llgisiz Y.T. 2 98 224 90 Gr.ici 150.366 2.568 .040**
3 79 233 .89 Top. 154.366
4 49 212 .87
5 45 235 99
1 103 233 107 Gr. Ar. 4
Karsl Koyucu 2 98 250 110 Gr.ici 369 908 .459
YT 3 79 244 1.08 Top. 373
4 49 234 115
5 45 268 129
1 103 347 97 Gr. Ar. 4
Degisim 2 98 335 94 Gr.ici  149.879 727 575
Yoénetimi 3 79 323 1.05 Top. 153.879
4 49 332 106

(@]

45 325 121
*1=1-5y1l 2=6-10 yil 3=11-15yil 4=16-20 yil 5= 21yl ve Gzeri
**p<.05

Tablo 7'ye bakildiginda, yonetim tarzlariyla ilgili 6gretmen algilarinin
mesleki kidem degiskeni acisindan sadece ilgisiz ydnetim tarzi
boyutunda anlamli farklilik gosterdigi goérulmektedir. Homojen dagilim
gostermeyen ilgisiz yénetim tarzi boyutu icin Games-Howell testi
yapilimis ancak gruplarin hangileri arasinda farkliik oldugu tespit
edilememistir. Bu duruma neden olarak yapilan testin duyarlihgi ve
gruplarin  arasindaki farkin  kdguk olmasi gosterilebilir.  Okul
mudurlerinin  degisim yonetimi yeterliklerine iliskin  6gretmen
algilarinda da mesleki kideme gore anlamli farkhliga ulasilamamistir.
Ogretmenlerin mudurlerin yénetim tarzlarina ve degisim yoénetimi
yeterliklerine iliskin algilarinin goérev yaptiklari okullardaki c¢alisma
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suresi degiskenine goére farklilasma durumunu saptamak amaciyla
varyans analizi yapilmis ve sonuclar Tablo 8'de gdsterilmistir.

Tablo 8

Ogretmenlerin Mdddrlerin Yénetim Tarzlarina ve Degisim Yénetimi

Yeterliklerine lliskin Algilarinin Okulda Calisma Sdresine gére Analizi

Olcek Adi Cal. N X ss Vary. sd F o) Tukey
Suresi* Kayn.

245 345 1.07 Gr. Ar. 2

—_

Isbirlikli 2 90 322 101 Gr.ici 371 1549 214
Yénetim Tarz 3 39 338 109 Top. 373

1 245 270 105 Gr. Ar. 2
Otoriter 2 90 293 102 Gr.ici 371 1745 176
Yénetim Tarzi 3 39 265 99 Top. 373

1 245 210 84 Gr. Ar. 2
llgisiz Yonetim 2 90 240 92 Gr.ici 371 3982 .019%*  2-]
Tarzi 3 39 223 90 Top. 373

1 245 233 109 Gr. Ar. 2
Karsl Koyucu 2 90 270 112 Gr.ici 371 3876 .022**  2-]
Yénetim Tarzi 3 39 255 119 Top. 373

1 245 343 103 Gr. Ar. 2
Degisim 2 90 316 .96 Gr.ici 371 2568 .078
Yoénetimi 3 39 323 104 Top. 373
*1=1-4 yil 2=5-8 yil 3=9 yil ve Uzeri
**p<.05

Tablo 8 incelendiginde, okulda calisma suUresi degiskeninin
ogretmenlerin mudurlerin yénetim tarzlariyla ilgili algilarinda ilgisiz ve
karsi koyucu boyutlarda farklilik olusturdugu gorulmektedir. Buna goére,
calistigl okuldaki goérev suresi 5 ile 8 yil arasinda olan &égretmenler;
okuldaki calisma suresi 1 ile 4 yil arasinda olan 6gretmenlere goére
calistiklari okul mudurlerinin daha ilgisiz ve daha karsi koyucu bir
yoénetim tarzi sergiledigini dusunmektedir. Degisim ydénetimi
yeterlikleri acisindan ise okulda ¢alisma suresinin 6gretmen algilarinda
farklilik olusturmadigi goérulmektedir.

Ogretmenlerin Midurlerin Yénetim Tarzlarina iliskin Algilan ile
Degisim Yonetimi Arasindaki lligki

Ogretmenlerin algilarina goére, okul mudurlerinin ydnetim tarzlariyla
degisimi yonetme yeterlikleri arasindaki iliskiyi belirlemeye yonelik
olarak korelasyon analizi yapilmistir. Bu analizden elde edilen sonuclar
Tablo 9'da verilmistir.

Tablo 9

Muaddrlerin Yénetim Tarzlari ve Dedisim Yénetimi Arasindaki iliski Analizi
1 2 3 4 5

1- isbir. Y.T. 1

2- Otoriter Y.T. -.614** 1
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3-ilgisiz Y.T. -.636™* 453%* 1

4- K. Koyucu Y.T. - 754** .649** 720** 1

5- Degisim Yonetimi 848** -518** -.687** - 741 1
**p< .01

Tablo 9'a gore, 6gretmen algilarina dayali olarak mudur yénetim tarzlari
ile mudurlerin degisim yonetimi yeterlikleri arasinda istatistiksel olarak
anlamli bir iliskinin bulundugu tespit edilmistir. Yonetim tarzlarindan
isbirlikli yonetim tarzi ile degisim ydénetimi arasinda pozitif yonlu
oldukca guclu bir iliskinin (r=.848; p<.01) oldugui; otoriter, ilgisiz ve karsi
koyucu yonetim tarzlariyla degisim ydnetimi arasinda ise negatif yonlu
guclu bir iliskinin oldugu gorulmektedir.

Miidir Yénetim Tarzlarinin Degisim Yoénetimini Yordamasina iliskin
Analiz Sonuglari

Arastirmada yer alan “Ogretmen algilarina goére, mudurlerin yonetim
tarzlari degisimi yonetme yeterliklerinin anlamli bir yordayicisi midir?”
alt problemine yonelik olarak coklu regresyon analizi yapilmistir. Bu
analizden elde edilen sonuclar Tablo 10’da verilmistir.

Tablo 10

Degisim Yénetiminin Yordanmasina iliskin Analiz Sonuclari

Degisken B Standa B t p Ikilir  Kismir
rt Hata

Sabit 1.868 237 - 7.896 .000

isbir. Y.T. 628 .039 .650 15.930 .000 848 .638

Otoriter Y.T. 070 .034 .071 2.065 .040 -518 107

llgisiz Y.T. -223 044  -191 -5114 .000 -.687 -257

K. Koyucu Y.T. -146 043 -159  -3.400 .001 - 741 -174

R=.874 R*=.764 F=297.942 p=.000

Tablo 10'daki sonuclara bakildiginda, mudur ydnetim tarzlarinin
tamaminin degisim ydnetimi ile anlamli ve guclud duzeyde iliski
gosterdigi gorulmektedir (R=.874, R2=.764, p= .000). Yapilan regresyon
analizi sonucunda mudur yoénetim tarzlarinin birlikte, degisim
yénetimine iliskin varyansin %76'sini acikladigi tespit edilmistir. Mudur
yoénetim tarzlarinin, degisim yonetimi Uzerindeki dnem derecesine
bakildiginda isbirlikli yonetim (B=.650), ilgisiz yonetim (= -.191), karsi
koyucu yonetim (B= -.159) ve otoriter yonetim (B=.071) olarak siralandigi
goérulmektedir. Regresyon testlerinin anlamlilik testleri incelendiginde
ise, yordayicl degiskenlerin tamaminin degisim ydénetimini anlamli bir
sekilde yordadigi anlasiimaktadir.

Mudur yodnetim tarzlariyla degisim ydnetimi arasindaki iliskiler
incelendiginde, isbirlikli yonetim tarziyla degisim ydnetiminin pozitif
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yoénde guclu bir iliskiye sahip oldugu (r=0.848) [diger mudur ydonetim
tarzlarinin etkisinin kontrolunde (r=0.638)], otoriter yonetim tarziyla
degisim yonetiminin negatif yonde orta duzey bir iliski (r=-0.518) [diger
mudur yonetim tarzlarinin etkisinin kontrolunde (r=0.107)] gdsterdigi
anlasiimaktadir.

Diger alt boyutlara bakildiginda, ilgisiz yonetim tarziyla degisim
yonetiminin negatif ydnde orta duzeyli (r=-0.687) [diger mudur yonetim
tarzlarinin etkisinin kontrolinde (r=-0.257)], karsi koyucu yonetim
tarziyla degisim ydnetiminin ise negatif yonde guclu (r=-0.741) [diger
mudur yénetim tarzlarinin etkisinin kontrolinde (r=-0.174)] bir iliski
gosterdigi gorulmektedir.

Yukaridaki bulgulardan hareketle, okul muadurlerinin sergilemis
olduklari isbirlikli yonetim tarzinin diger yodnetim tarzlarina gore
degisim yénetimi Uzerinde daha etkili oldugu gorulmektedir. Buradan
hareketle isbirlikli ydnetim tarzini kullanan okul mudurlerinin, degisimi
yonetme suUrecinde diger yonetim tarzlarini sergileyen okul
mudurlerine gore daha basarili olabilecegi sdylenebilir.

Tartisma ve Sonug

Arastirma bulgularinda, okul mudurlerinin en fazla isbirlikli yonetim
tarzini kullandiklari tespit edilmistir. Alanyazinda yapilan calismalara
bakildiginda; &gretmenlerin, mudurlerinin isbirlikli yonetim tarzini
(Abdurrezzak ve UstUner, 2020; Alanoglu, 2019; Alanoglu ve Demirtas,
2020; Bekez Esin ve Erdem, 2022; Gedik ve UstUner, 2019; Glzelgdrdr ve
digerleri, 2021; Mercan ve Gunduz, 2022; Sezgin Nartgun ve Erturk, 2018;
Yag, 2019) ve demokratik yonetim tarzini (GUnes, 2008; Kahraman, 2019;
Terzi ve Kurt, 2005) diger yonetim tarzlarina goéore daha fazla
kullandiklarini belirttigi bircok arastirma bulunmaktadir. Bu acidan
yapilan arastirmanin bu calismalarin sonuclariyla paralellik gosterdigi
soylenebilir. Bu ¢calisma ile birlikte diger calismalarda okul mudurlerinin
yonetim tarzlarinin 6gretmen algilarina goére genel olarak bu sekilde
algilanmasi olumlu olarak gorulmektedir.

Bu calismada ogretmenlerin, muddrlerinin degisim  yonetimi
yeterliklerine iliskin algilarinin orta duzeyde oldugu gérulmustur.
Degisim yonetimi ile ilgili alanyazinda yapilan calismalara bakildiginda
ise 6gretmenlerle yoneticilerin degisim yonetimi ile ilgili goruslerinin
farklilastigr gorulmektedir. Ogretmenlerin  yoneticilerinin  degdisim
yonetimi yeterliklerine iliskin géruslerinin genel olarak orta duzeyde
oldugu (Ak, 2006; Argon ve Ozcelik, 2008; Helvaci ve Urhanogdlu, 2021)
yoneticilerin ise kendilerini genel olarak yuksek duzeyde (Ak, 2006;
Argon ve Ozcelik, 2008; Helvaci ve Urhanoglu, 2021; inandi ve digerleri,
2016; Polatcan ve Akyurek, 2016; Sayracl ve Gunduz, 2018; Yildiz, 2012)
algiladiklari goérulmektedir. Bununla birlikte  o0gretmenlerin
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yoneticilerinin degisim yonetimi yeterliklerini yuksek duzeyde gérdugu
calismalar da bulunmaktadir (Bas, 2018; Pektas ve Kis, 2016; Tas, 2009).

Cinsiyet degiskeni acisindan arastirmada, yonetim tarzlari ve degisim
yénetimi boyutlarinda anlamli bir farklihgin olusmadigr géralmustur.
Alanyazinda benzer bulgulara ulasilan calismalar bulunmaktadir
(Abdurrezzak ve Ustlner, 2020; Argon ve Dilekci, 2014; Gedik ve Ustuner,
2019; Sezgin Nartgun ve Erturk, 2018). Bununla birlikte Guzelgoérur vd.
(2021) ile Terzi ve Kurt (2005) tarafindan yapilan calismalarda okul
yoneticilerinin erkek ogretmenler acisindan daha otoriter olarak
algilandigr bulgularina ulasiimistir. Degisim yodnetimi konusunda
yapilan calismalara bakildiginda Argon ve Ozcelik (2008) yaptiklari
arastirmada okul mudurlerinin degisimi yonetme yeterliklerinin kadin
ogretmenler tarafindan daha yuksek duzeyde algilandigi bulgusuna
ulasmistir. Bas (2018) ve Tas (2009) tarafindan yapilan ¢calismalarda ise
cinsiyet degiskeni acisindan anlamli bir farkliliga rastlanmamistir.

Yas degiskeni okul mudurlerinin yonetim tarzlari acisindan 6gretmen
gorusleri arasinda anlamli bir farklilik olusturmamistir. Sezgin Nartgun
ve Erturk (2018) tarafindan yapilan calismada da benzer sekilde anlamli
bir farklihiga rastlanmamistir. GUzelgdrur vd. (2021) ise okul mudurlerinin
yoénetim tarzlariyla okul iklimi arasindaki iliskiyi inceledikleri
arastirmada oégretmen goruslerinin yas degiskeni acisindan anlamli
olarak farklilastigi sonucuna ulasmistir. Buna goére yas araligi 21-30
arasinda olan 6gretmenlerde mudurlerin isbirlikli ydnetim tarzini daha
fazla kullandigr yéonundeki algl, yas araligr 41-50 ile 51 ve UstU olan
ogretmenlere gore daha yuksektir. Degisim ydnetimi acisindan bu
arastirmada yas degiskeninin anlaml bir farklilik olusturmadigi
gorulmustuar. Bas (2018) tarafindan yapilan calismada da égretmen
algilarinin benzer sekilde yasa gdre anlamli farkliik géstermedigi
sonucu elde edilmistir.

Okul mudurlerinin yénetim tarzlarinin 6gretmenlerin égrenim duzeyi
degiskeni acisindan, sadece otoriter ve isbirlikli ydnetim tarzi
boyutlarinda anlamli farkhihk  gdsterdigi  tespit  edilmistir.
Ogretmenlerden lisansustl 6Jrenim dlzeyine sahip olanlar okul
mudurlerini lisans duzeyindeki 6gretmenlerden daha otoriter olarak
algilamaktadir. Bununla birlikte isbirlikli ydnetim tarzi acisindan,
ogrenim duzeyi lisans olan ogretmenler; 6grenim duzeyi lisansustu
olan égretmenlere kiyasla okul mudurlerini daha fazla isbirlikli olarak
algilamaktadir. Argon ve Dilekc¢i (2014) tarafindan yapilan calismada
demokratik ve katilimci-demokratik yénetim tarzlari boyutlarinda
ogrenim duzeyi lisansUstU olan égretmenler 6grenim duzeyi lisans ve
on lisans olan &gretmenlere gdre daha dusuk duzeyde gorus
bildirmistir. Bu c¢alismada degisim yonetimi acisindan ise,
ogretmenlerin okul mudurlerinin degisim yonetimi yeterliklerine iliskin
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algisinin 6grenim duzeyine goére anlamli sekilde farklilasmadigi
bulgusuna ulasiimistir.

Ogretmen algilarinin  okul kademesine gére ilkokul ve lise
kademelerinde ydnetim tarzlari acisindan birbirlerinden farklilastigi
tespit edilmistir. Buna gdre okul mudurlerine yénelik olarak ilkokulda
calisan ogretmenlerde isbirlikli yonetim tarzi algisi daha yuksek iken;
lisede gdrev yapan &ogretmenlerde otoriter yonetim tarziyla karsi
koyucu yonetim tarzi algisi daha yuksektir. Kahraman (2019) tarafindan
yapilan c¢alismada okuldncesi ve ilkokul kademelerinde goérev yapan
ogretmenlerin  okul mudurlerini  ortaokul ve  ortadgretim
kademelerindeki &gretmenlere gore daha demokratik algiladigi
sonucuna ulasiimistir. Gedik ve Ustuner (2019) ise sinif 6gretmenlerinin
gorev yaptiklari okullardaki okul mudurlerini brans égretmenlerine
kiyasla daha isbirlikli olarak algiladigini tespit etmistir. Degisim
yonetimi yeterlikleri acisindan arastirma sonuclarina bakildiginda, lise
kademesindeki 6gretmenlerin ilkokul kademesindeki 6gretmenlere
kiyasla okul mudurlerini daha dusuk duzeyde algiladiklari gérulmuastar.

Mesleki kidem degiskeni acisindan sadece ilgisiz yonetim tarzi
boyutunda anlamli farkhlik bulunmus ancak farkin hangi gruplar
arasinda oldugu tespit edilememistir. Degisim ydnetimi boyutunda da
mesleki kidem degiskeni acisindan anlamli bir farklilik bulunamamistir.
Abdurrezzak ve UstlUner (2020) yaptiklari arastirmada mudur yonetim
tarzlarinin kideme goére anlamli farklilik gostermedigi sonucuna
ulasmislardir. Guzelgorur vd. (2021) tarafindan yapilan ¢alismada ise
kidem degiskeni acisindan &gretmenlerin mudur yonetim tarzi
algilarinin farkhlastigr sonucuna ulasiimistir. Buna godre, isbirlikli
yoénetim tarzi en c¢cok kidem yili 1-5 arasi olan o6gretmenlerce
algilanmistir.

Ogretmenlerin okul mudurlerinin yonetim tarzlarina iliskin algisi okulda
calisma sureci degiskeni acisindan ilgisiz ve karsi koyucu ydnetim
tarzlarinda farkhlasmaktadir. Buna gore, okulda calisma suresi 5-8 yil
olan o6gretmenler; calisma suresi 1-4 yil arasindaki é6gretmenlere goére
gorev yaptiklari okullardaki mudurleri ilgisiz ve karsi koyucu boyutlari
daha cok kullandigi yénunde algilamaktadir. Ogretmenlerin okul
mudurlerinin  degisim yonetimi yeterliklerine iliskin algilarina
bakildiginda c¢alisma suresinin anlaml  farklihlk  olusturmadigi
gorulmektedir. Tas (2009) tarafindan yapilan calismada da okulda
calisma suresi degisim yénetimi acisindan farkllik olusturmazken; Bas
(2018) tarafindan yapilan arastirmada calisma suresi 1-5 yil arasinda olan
ogretmenlerin okul mudurlerini degisim yonetimiyle ilgili daha fazla
yeterli gordugu sonucuna ulasiimistir.

Arastirma sonucunda degisim yodnetiminin; otoriter, ilgisiz ve karsi
koyucu yodnetim tarzlariyla negatif yonlu; isbirlikli yonetim tarziyla
pozitif yonlu bir iliski gésterdigi tespit edilmistir. Mudur ydnetim
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tarzlarinin degisim yonetimi Uzerindeki etkisini belirlemeye ydnelik
olarak yapilan regresyon analizi sonucunda ise bu degiskenlerin
degisim yonetimine iliskin varyansin %76'sini acikladigi gorulmustur.
Ayrica degisim ydnetimi Uzerinde en fazla etkiye isbirlikli yonetim
tarzinin sahip oldugu bulunmustur. Yani degisim lokomotifinin gelisim
istasyonuna varmasinda makinistin isbirlikli yonetim tarzi olmasi kritik
bir degiskendir. Buradan hareketle okul mudurlerinin isbirlikli yonetim
tarzini benimsemelerinin degisim yodnetimi surecinde basarilarini
artiracagi soylenebilir.

Bu arastirma ortaya koydugu bulgular acisindan oldukc¢a dikkat
cekicidir. Yonetim tarzlariyla degisim yonetimi arasinda bu kadar guclu
bir iliskinin varlhiginin tespit edilmesi, okullar acisindan degisim
yonetiminin degeri de gdz oénune alindiginda ydnetim tarzlarinin
onemini ortaya koymaktadir.

Oneriler

Arastirma bulgularindan hareketle okul mudurlerinin isbirlikli yonetim
tarzlarinin gelismesini saglayacak calismalar yapilabilir. Bu konuda
universitelerle Milli Egitim Bakanliginin isbirligi ile okul mudurlerinin
isbirlikli  yonetim  tarzlarinin  gelismesini  saglayici  egitimler
duzenlenebilir. Okul yoneticiligi icin lisansustu egitim zorunlu kilinarak
okul yéneticilerinin gerekli dersleri almalari saglanabilir. Ogretmen
goruslerine dayall olarak yapilan bu calisma yoneticilerin de
goruslerinin alindigl karma desenli bir arastirmayla daha genis bir
boyutta incelenebilir. Okul mudurlerinin degisim yonetimi yeterlikleri
uzerinde farklh degiskenlerin etkisi arastirilabilir.

Etik Kurul Izin Bilgisi: Bu arastirma, inént Universitesi Bilimsel
Arastirma ve Etik Kurulu Sosyal ve Beseri Bilimler Bilimsel Arastirma
Etik Kurulunun 26/05/2022 tarihli E.181918 sayili karari ile alinan izinle
yaruatualmauastdar.

Yazar Cikar Catismasi Bilgisi: Yazarlar herhangi bir ¢cikar ¢catismasi

olmadigini bildirmistir.

Yazar Katkisi: Yazarlar calismaya esit oranda katki saglamistir.
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Introduction

Change is a locomotive of continuous action. Although this locomotive
moves in two directions - development and regression - the only thing
that does not change is the fact that everything changes except this
locomotive. Although this fact is sometimes perceived as worrying by
some individuals and organizations, in essence, it is the only gateway to
development. The change process has a significant impact on
organizations, and the attitude of organizations towards this change
process is very important for their existence. While organizations that
resist or cannot keep up with change face entropy and are in danger of
losing their existence, those that catch the rhythm of change develop
and become more efficient. There is no doubt that educational
organizations are also affected by the change process that has such an
impact on organizations.

Schools are the places where teaching activities, which are expressed
as the transfer of knowledge from those who know to those who do not
know, are carried out within a plan and program and where the
educational needs of society are met (Kili¢, 2006; Saglam, 2019). Schools
are affected by the change process just like other organizations. The
realization of the aims of school organizations and the continuation of
their existence is only possible through effective change management.
The process of change in schools is an intensive process that requires
knowledge and experience, is done voluntarily and requires effort
(Calik, 2003). The people who will manage this process in schools are
primarily school principals.

School principals have many duties and responsibilities while
managing the school. They have many duties and responsibilities such
as establishing an appropriate organizational structure and process,
developing school policy, ensuring the professional development of
school staff, finding the necessary resources (Aydin, 2018), ensuring
efficiency by using these resources in line with the purposes (Saglam,
2019), ensuring academic success in a positive school climate by clearly
defining the goals of the school (Hoy & Miskel, 2010), and creating a safe
school environment by holding themselves primarily responsible for
students' learning (Barkman, 2015). School principals should have the
necessary competences to realize both these duties and responsibilities
and change management in schools. While fulfilling these obligations,
the management styles of administrators in school management are
very important (Saglam, 2019). The management styles exhibited by
administrators can affect employees positively or negatively
(Kahraman, 2019). In this respect, it is very important to investigate
which management styles school principals have.
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Management Style of School Principals

Management refers to the achievement of organizational goals
through the effective coordination of human and material resources
(Balci, 2020). Management style can be considered as a way of
managing an organization (Uche & Timinepere, 2012). The behavior of
principals, who are the main actors of management in schools, and the
choices they make regarding the management of staff in the process
of making decisions and taking actions reveal their management style
(Gedik & UstUner, 2019; Kahraman, 2019).

No matter how well-organized schools are, the way they are managed
has a significant impact on their staff. School administrators can
influence their subordinates and motivate them to achieve common
goals. In the formation of this movement, the management style
exhibited by the administrator has an important effect (Saglam, 2019).

Various variables affect the management styles of administrators in
schools. The administrators' thoughts about their staff, their personal
qualities, the goals and structure of the school, and the characteristics
of the staff working in the school are some of the variables that affect
the management styles of administrators (UstUner, 2016). On the
management styles of school administrators, Nadeem (2012) stated
that school administrators have different management styles such as
laissez-faire, participative and autocratic management styles. In fact,
different management styles have developed over the years due to the
fact that administrators use different approaches in the process of
realizing performance (Uche & Timinepere, 2012). Although there are
different classifications of the management styles exhibited by school
principals, in this study, management styles were examined as
collaborative, authoritarian, indifferent and confrontational (Ustlner,
2016). Collaborative management style is a management style in which
staff depend on each other like parts of a chain. In this management
style, decisions are taken by voting, and everyone can freely express
their opinions (Ergin, 2008). Collaborative managers, also referred to as
organizational leaders, act jointly with teachers in solving problems.
These administrators, who believe that success depends on the group
rather than the individual, do not hesitate to seek help from teachers
when necessary. Again, behaviors such as encouraging teachers to
learn new things and appreciating teachers for their positive work can
be counted among the characteristics of collaborative administrators
(UstUner, 2016).

The authoritarian management style is also referred in the literature as
the authoritarian management style. This management style is based
on a patriarchal and oppressive foundation. In the authoritarian
management style, those who manage are considered superior to
those who are managed. According to this understanding, managers
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are smarter, more knowledgeable and more accurate decision-makers
than their subordinates. Therefore, lazy and selfish subordinates should
fulfill the orders of their superiors without questioning (Basaran, 1986).

Under an authoritarian management style, employees experience
feelings of fear, uneasiness and frustration, and stop working overtime.
Subsequently, employees obey their superiors by doing only what they
are told. This understanding creates a vicious circle in the organization
over time (Ozgur, 2011). School principals with an authoritarian
management approach do not take into account the opinions of their
subordinates when creating school rules, prefer punishing instead of
rewarding, and act formally in their relationships by drawing a feared
manager profile. They also display a strict and commanding attitude
and expect teachers to obey them (Ustlner, 2016).

Apathetic managers are those who delegate necessary actions to their
subordinates, do not like to be brought to work related to the
organization and avoid taking responsibility (Bakan & Bulut, 2005).
Managers with an apathetic management style make little effort to
guide their employees. They give their employees as much freedom as
possible and act passively in setting goals, making decisions and
solving problems. These managers postpone decisions, do not provide
feedback and do not make the necessary efforts to meet the needs of
their employees (Ogunola et al., 2013).

Disinterested administrators do not fulfill their managerial roles when
making decisions about the school. They also avoid taking their
responsibilities in situations that require intervention within the school.
School principals with this management style draw a profile that does
not address problems and ignores them. These administrators are
indifferent to issues such as the academic success of the school, the
feelings and thoughts of teachers, and they can cause significant
administrative problems in schools (Ustuner, 2016). Indifferent
administrators can also be briefly referred to as shadow administrators.

Administrators with a confrontational management style want the
order they have established in schools to continue. These
administrators, who are strictly bound to the rules, make sure that
everything is within the official framework. For these reasons, they show
a negative attitude towards innovation activities coming from teachers.
These administrators, who sometimes go beyond the rules of courtesy
in bilateral relations, also exhibit behaviors such as interrupting the
other person, displaying a confrontational attitude, and being
obstructive against the desired activities (UstlUner, 2016). Suspicion and
distrust may lie at the basis of the opposition of school administrators
with this management approach to what teachers want to do. These
administrators with feelings of suspicion and distrust hinder the
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initiatives and efforts of their subordinates (Shaw, 1981 as cited in Akcay,
2020).

These four management styles mentioned above (collaborative,
authoritarian, disinterested and confrontational) can also be viewed
from the following perspective. When we look at the evolution of
management thought, management theories have emerged as
classical, neoclassical and contemporary management theories in the
historical process. In the beginning, theories that emphasized structure
were replaced by new approaches that emphasized people. Initially,
theories that emphasized structure have been replaced by new
approaches that emphasize people. This evolution has also affected
management styles. From the most authoritarian to the most
democratic, management styles can be listed as authoritarian,
confrontational, indifferent and collaborative. There are similarities
between this ranking and the change in management theories. While
subordinates are given the least value in authoritarian management, a
democratic management style is exhibited in collaborative
management. Regarding this change, Nadeem (2012) stated that there
is a shift from an authoritarian management style where control is
important to an understanding that encourages teamwork and
empowerment.

There are common points between the delegation of authority and
responsibility to managers in an authoritarian management style, and
Henri Fayol's "Management Process Approach". In addition, the fact
that the feelings and thoughts of subordinates are not given
importance in the authoritarian management style and that there is a
subordinate-superior relationship is similar to the common features of
classical management approaches. On the other hand, in the
collaborative management style, respecting the human characteristics
of employees, replacing the understanding of "I" with the
understanding of "we", and the participation of subordinates in the
decisions taken are reminiscent of the neoclassical management
theories led by Elton Mayo.

Organizational Change Process and Change Management

Today, change is taking place in many areas continuously. Systems,
methods, technology and many other things are changing rapidly. In
this rapid change process, it is very important for organizations to be
able to turn the change to their own side and to keep up with it (Guclu
& Sehitoglu, 2006). Change refers to the transformation and
differentiation that occur in assets or situations over time (Calik, 2003).
Organizations are not independent from their environment. Social,
cultural, economic and physical changes in these environments affect
organizations. For the survival of organizations, they need to anticipate
these changes in their environment and take the necessary measures.
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Especially with the development in information and communication
technologies in our age, change has accelerated even more (Cakir,
2009).

As a result of the change process, social, economic and political
structures put pressure on organizations. The ability of organizations to
compete and survive in the global world market increases this pressure
even more. As a result of all these pressures, the process of change is
experienced in organizations (Yesil, 2018). Organizational change
means the adoption of a new idea or behavior in the organization (Daft,
2007). Organizational change refers to the adaptation of the
organization to changing conditions for the continuation of its
existence (Canli et al., 2015). Peker (1995) expanded these definitions and
defined organizational change as all changes that may occur in the
subsystems of the organization, its dimensions, the relationships
between them and the relationships between the organization and the
environment (cited in Yesil, 2018). Different models have been
developed about the change process in organizations. One of the first
studies on this subject is the planned change model developed by Kurt
Lewin. According to Lewin, the process of organizational change takes
place in three stages: thawing stage, change stage and refreezing stage
(Kozak & Guclu, 2003).

The process of change in organizations begins with the realization that
things are not as desired in the organization and that there are better
ways of doing things (George et al,, 2007). Organizations may not always
react positively to change. Sometimes positive and sometimes
negative reactions may develop (Lines, 2005). Negative situations may
cause resistance to change in organizations.

Achieving development in an organization depends on how individuals
in the organization are prepared for change and how they react to
change (Téremen, 2002). In fact, organizational change is a necessity for
organizations to become more effective and efficient. The success of
this change in the process dimension is only possible through proper
management (Calik, 2003). In order for organizations to survive and
achieve success in this action locomotive, change management should
be done effectively.

Change management is the name of the process that an organization
carries out in a planned manner in order to meet the expectations and
needs of the society and to reach its goals (Ak, 2006). Change
management means making use of change and implementing the
innovations that emerge in this process (Keyifli, 2019). Just like other
organizations, schools are faced with a continuous change process. The
change process in schools needs to be managed effectively. The first
step to be taken for this is that teachers, students, administrators and
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other stakeholders believe in change and voluntarily take part in this
process (Calik, 2003).

In the process of organizational change, many areas of the organization,
such as goals, strategies, culture and people, are affected by this
change. Therefore, it is necessary to intervene in these areas. Before this
intervention, it is very important to examine the system correctly and
prepare it for change (Sayll & Tufekci, 2008). After the analysis, the
diagnosis should be determined and a definition framework for change
should be drawn. Then, in order to manage this process correctly, the
actions to be taken should be planned, and a change program should
be created. After all these processes, the action phase should start, and
the results of the practices should be evaluated. Organizational change
is ideally expected to be within the framework of these plans and
programs. In some cases, however, the need for change may arise
suddenly without any warning. In these cases, what organizations need
to realize planned change are managers who can anticipate change
and manage this process effectively (Calik, 2003).

The Relationship Between Principals' Management Styles and Their
Competence to Manage Change

Changes in social life have affected people's perspectives on education
and created differences in what is expected from education over time.
This situation has necessitated some changes (Arslan & Eraslan, 2003).
Instead of the classical education of the past, today, an educational
structure that emphasizes diversity, has a developed technological
sensitivity, has a high social value, lives democracy in every sense and
makes self-evaluation while realizing these is expected (Beycioglu,
2009).

Educational institutions actually experience change at every stage of
development. In this process, all organizational employees should act
as a whole in the face of difficulties and support each other (Cenker &
Akgul, 201). In order for the change process, which is an inevitable
locomotive of action, to be permanent, meaningful and beneficial, it
must first start in schools. School principals have important
responsibilities in the successful realization of the change process in
these organizations (Cakir, 2009).

Administrators play a key role in managing the change process (Shen,
2008). Although all employees play a role in the organizational change
process in schools, the main actors who will manage this process are
school principals. Organizational change is a necessity for school
principals. School principals should take an active role in this process
and manage the organizational change process effectively by knowing
the reasons and obstacles of change (Toremen, 2002). School principals
should keep the communication channels of the organization open,
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convince all stakeholders of the school to change, and create a school
environment suitable for change by providing the necessary tools
(Aksoy, 2005). In addition, school principals should be open to change,
internalize change, take part in the change process, and not leave the
organization unattended. Another important issue in change
management is the participation of teachers in the decisions to be
taken. This participation will accelerate the realization of change and
reduce the existing resistance (Kahraman, 2019).

The role of teachers in the process of organizational change cannot be
ignored. Teachers' attitudes towards change are very important for the
success of this process. While their positive attitudes towards change
will affect the process positively, negative attitudes will cause the
change to slow down and even encounter resistance (Kursunoglu,
2006). Similarly, Inos and Quigley (1995) stated that change in the
educational process is linked to teachers' thoughts and actions. Inos
and Quigley stated that success will be achieved when teachers take
part in the change process. In the change management process,
teachers should be involved in every stage of this process (Beycioglu &
Aslan, 2010). The people who will ensure this in schools are school
principals.

The level of competence of managers is one of the determining factors
in the success of change management. There is a need for managers
who can initiate the change process and give confidence and desire to
employees (Sayll & Tufekci, 2008). In addition to the competence levels
of managers, the management styles they exhibit can also be effective
on the success of change management. In fact, school principals who
will make the change should start the change from themselves
(Kahraman, 2019). This is because it is very difficult for principals who are
not open to change, who are rigid, who take decisions alone, and who
are confrontational to realize change. This change in schools can only
be realized by principals who are open to change, have developed
empathy skills, value their employees, and ensure that they are active
in the process (Cakir, 2009).

These characteristics listed above also reflect the management styles
of principals. The management styles of school principals are very
important in the change management process. The management
styles of school principals can be effective on whether teachers and
other stakeholders take part in this process, whether they support
change or create walls of resistance, whether they accelerate or slow
down the locomotive (change), and whether they adopt a role between
organizational citizenship and cynicism. From this point of view, it is
necessary to examine the relationship between school principals'
management styles and their competencies in managing change.
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The Purpose and Importance of the Research

Education within social institutions, schools within the education
system, management within the school organization, and principals
and their management styles within the management mechanism are
the main actors of the structures they are in. The behaviors exhibited by
the administrators are very important in shaping the change in schools,
which gain value according to the competencies of their
administrators. In this respect, it is considered valuable to investigate
the management styles of administrators who have a very important
impact on the change process in schools and to reveal the results.

The purpose of this study is to reveal the relationship between school
principals' management styles and their competencies in managing
change based on teachers' views. For this purpose, answers to the
following questions were sought:

1. What are the perception levels of teachers about principals'
management styles and their competencies in managing change?

2. Do teachers' perceptions of principals' management styles and their
competencies in managing change differ in terms of personal variables
(gender, age, level of education, school level, professional seniority, and
tenure)?

3. Are teachers' perceptions of principals' management style a
significant predictor of their perceptions of their competencies in
managing change?

Method

The research was conducted via a quantitative research method. The
study examined the relationship between principals' management
styles and competencies in managing change according to teachers'
perceptions and the status of these variables in terms of independent
variables. In this direction, the relational survey model and causal-
comparative design were used together. In the survey model, the
existing situation is described as it is. The relational survey model is a
survey model in which the existence and degree of change between
variables are tried to be determined (Karasar, 2012). In the causal-
comparative design, which is the other design of the research, events
and situations are tried to be expressed with both their causes and the
variables affecting the causes (Buyukdzturk et al., 20T1).

Population and Sample

The study population of the research consisted of 7153 teachers working
in the central district of Elazig in the 2021-2022 academic year. Simple
random sampling method was used in the study. In this method,
sampling units from the population are selected randomly
(Buyukozturk et al, 201). In the study, 374 teachers selected from
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different school levels (primary school, middle school, high school)
constituted the sample. In a population of 7153 people, the minimum
sample number should be 364 with a 95% confidence level and 5%
margin of error. In this respect, it can be stated that the sample number
is sufficient to represent the population. The demographic
characteristics of the teachers participating in the study are as follows:

Table 1
Demographic Characteristics of Teachers
Variables Group Frequency (n) (%)
Gender Female 225 60.2
Male 149 39.8
30 and below 126 33.7
Age Bet.31-40 171 457
41 and above 77 20.6
Degree Undergraduate 230 61.5
Graduate 144 38.5
Primary 166 44 4
School Level Middle 131 35
High 77 20.6
1-5 yrs. 103 275
6-10 yrs. 98 26.2
Professional seniority 1-15 yrs. 79 211
16-20 yrs. 49 13.1
21 yrs. and 45 12
above
Tenure 1-4 yrs. 245 65.5
5-8 yrs. 90 241
9 yrs. and above 39 10.4
Total 374 100
Instruments

"The perceived Principal Management Style Scale" developed by
UstUner (2016) and "Change Management Behavior Scale" developed
by Tas (2009) were used to collect the data.

The Perceived Principal Management Style Scale

The Perceived Principal Management Style Scale (PMMSS) developed
by Ustlner (2016) consists of 25 items. In this 4-dimensional scale, there
are 7 collaborative, 7 authoritarian, 7 indifferent and 4 confrontational
items. Cronbach's Alpha values for reliability were calculated as .92 for
the collaborative dimension, .89 for the authoritarian dimension, .86 for
the indifferent dimension, and .85 for the confrontational dimension. In
this study, Cronbach's Alpha values were calculated as .95 in the
collaborative dimension, 91 in the authoritarian dimension, .85 in the
indifferent dimension, and .89 in the confrontational dimension.
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Change Management Behavior Scale

The other scale used in the research is the "Change Management
Behavior Scale." This scale developed by Tas (2009) has one dimension.
The number of items of the scale is twenty. Tas (2009) analyzed
Cronbach's Alpha coefficient to find the reliability of the scale and
calculated Cronbach's Alpha as 97. In the present study, Cronbach's
Alpha value was found as .98.

Data Analysis

In the study, the normal distribution of the data was checked before the
analysis. For this purpose, kurtosis-skewness values were examined.
Although there are different opinions about kurtosis and skewness
values, these two values being in the range of +1and -1 can be accepted
as normal distribution (BUyukozturk, 20T11). In this study, the kurtosis
value for the principal management style scale was .23 and the
skewness value was .47; the kurtosis value for the change management
scale was -.66 and the skewness value was -.45. Based on the fact that
the skewness and kurtosis values are between -1and +1, it can be stated
that the data are normally distributed (Tabachnick & Fidell, 2007 as
cited in Celik, 2021).

Descriptive statistics were used to determine teacher perceptions of
principal management style and change management competencies.
A t-test was used to determine whether these perceptions differed
according to gender and educational level, and a one-way analysis of
variance was used to determine whether there was a difference
according to age, school level, professional seniority and tenure.

Correlation analysis was used to determine the relationship between
principals' management styles and change management
competencies. Finally, multiple regression analysis was used to
determine the effect of principals’' management styles on change
mManagement competencies.

Findings
Descriptive Results on Principals’' Management Style and Change
Management Competency Levels

Table 2
Teachers' Perceptions of Principals' Management Styles and Change
Management Competencies

Variables N X sd Number of Level of
ltems Participation

Management Partially Agree

Style

Collaborative 374 3.39 1.06 7 Agree

Authoritative 374 2.75 1.04 7 Partially Agree

Indifferent 374 2.19 .87 7 Don't agree
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Confrontational 374 2.44 112 4 Don't agree
Change 374 3.34 1.02 20 Partially Agree
Management

As indicated in Table 2, teachers' perceptions of principals' collaborative
management style (x=3.39) are higher than their perceptions of
authoritarian (x= 2.75), indifferent (x= 2.19) and confrontational (x= 2.44)
management styles. From this point of view, it can be stated that
teachers mostly perceive the management style of their principals as
"collaborative." In the study, it was also found that teachers perceived
their principals’' change management competencies at the level of
"Partially Agree" (x= 3.34).

Causal Results Regarding Principals' Management Style and Change
Management Competencies

The following Tables 3, 4, 5, 6, 7 and 8 present the results of the analyses
on whether the teachers' perceptions of principals' management styles
and their competencies in managing change differ in terms of the
independent variables.

Table 3
Teachers' Perceptions of Principals' Management Styles and Change
Management Competencies by Gender

Scale Gender N X sd df t p

Collaborative Female 225 341 106 372 474 .636
Male 149 336 106

Authoritative Female 225 274 102 372 =222 .825
Male 149 276 106

Indifferent Female 225 213 86 372 -1.63 104
Male 149 228 .89

Confrontation Female 225 242 109 372 -543 .588

al Male 149 248 115

Change Female 225 339 104 372 1235 218

Management Male 149 326 99

As can be seen in Table 3, teachers' perceptions of principals'
management styles and change management competencies do not
differ significantly according to gender. In other words, teachers have
similar perceptions in terms of gender.

A t-test was conducted to reveal the differentiation of teachers'
perceptions of principals' management styles and change
Mmanagement competencies in terms of their level of education and the
results are given in Table 4.
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Teachers' Perceptions of Principals' Management Styles and Change
Management Competencies by the degree teachers hold

Scale Degree n X sd df t o)
Collaborati Undergradu 230 349 101 279.874 2154 .032*
ve ate
Graduate 144 324 112
Authoritati  Undergradu 230 265 102 372 - .021*
ve. ate 2.322
Graduate 144 291 1.05
Indifferent  Undergradu 230  2.21 92 335414 727 468
ate
Graduate 144 215 .80
Confrontati Undergradu 230 240 113 372 -.877 381
onal ate
Graduate 144 251 1.10
Change Undergradu 230 3.39 99 372 1161 246
Managem ate
ent Graduate 144 326 106
*p<.05

As can be seen in Table 4, it was determined that teachers' perceptions
of principals’ management styles differed significantly in terms of
authoritarian and collaborative management styles, but not in terms of
indifferent and confrontational management styles. In terms of
collaborative management style, teachers with undergraduate
education level (x=3.49) perceive school principals as more collaborative
than teachers with graduate education level (x=3.24). On the other
hand, graduate level teachers (x=2.91) perceived their principals as
authoritarian more than undergraduate level teachers (x=2.65). In order
to determine the effect of the level of education variable on
collaborative and authoritarian principal management styles, the effect
size value of eta-square (n?) was calculated. It was determined that the
(m?) value showed a non-high effect (.01) for both management styles. In
terms of change management, it was observed that teachers'
perceptions of principals' change management competencies did not
differ significantly according to the level of education.

One-way analysis of variance was conducted to determine the
differentiation of teachers' perceptions of principals’ management
styles and change management competencies in terms of age and the
results are given in Table 5.

Table 5
Teachers' Perceptions of Principals' Management Styles and Change
Management Competencies by Age

Scale Age* N X sd

Source of df F P
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variance

1 126 343 95 Bet. Groups 2
Collaborative 2 171 334 11 In Groups 196.118 406  .667
3 77 345 110 Total 198.118
1 126 273 95 Bet. Groups 2
Authoritative 2 171 272 1.07 InGroups 193345 427 653
3 77 285 112 Total  195.345
1 126 206 .83 Bet Groups 2
Indifferent 2 171 225 .85 InCroups 188.817 2.053 131
3 77 225 98 Total 190.817
1 126 232 1.06 Bet Groups 2
Confrontational 2 171 249 109 InGroups 371 1200 302
3 77 254 1.26 Total 373
1 126  3.44 91  Bet. Groups 2
Change 2 171 330 103 InGroups 189.367 1.026 .360
Management 3 77 328 117 Total 191.367

*1=30 yrs. and below, 2= 31-40 yrs. 3= 41 yrs. and above

When Table 5is analyzed, it is seen that there is no significant difference
in teachers' perceptions of school principals' management styles and
change management dimensions in terms of age variable (p>.05). One-
way analysis of variance was conducted to determine the
differentiation of teachers' perceptions of principals’ management
styles and change management competencies in terms of school level,
and the results are presented in Table 6.

Table 6
Teachers' Perceptions of Principals' Management Styles and Change
Management Competencies by School Level
Scale School N X sd Sourceof df F o) Tukey
Level* variance
1 166 354 100 Bet.Groups 2
2 131 335 108 InCroups 371 4.017 .019* 1-3
3 77 313 111 Total 373
1 166 254 97 Bet.Groups 2
2 131 281 105 InGroups 371 7.807 .000**  3-1
3 77 3.09 107 Total 373
1 le6 217 .88 Bet.Groups 2
Indifferent 2 131 215 .86 InGroups 371 722 486
3
1
2
3
1
2

Collaborative

Authoritative

77 229 .89 Total 373

le6 228 1.07 Bet.Groups 2

131 248 114 InGCroups 371 4325 .014*  3-]
77 273 113 Total 373

166 3.51 94 Bet.Groups 2

Change 131 327 103 InGroups 371 4.884 .008** 1-3
Management 3 77 3.09 110 Total 373

*1= Primary School 2= Middle School 3= High School

**p<.05

Confrontation
al
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According to Table 6, teachers' perceptions differ significantly in the
collaborative, authoritarian, and confrontational dimensions, but not in
the indifferent dimension. When the table is analyzed in terms of these
dimensions, it is understood that the perceptions of teachers working
at the primary school level differ from those working at the high school
level. While high school teachers (x=3.09) perceived their principals as
more authoritarian than primary school teachers (x=2.54), primary
school teachers (Xx=3.54) had a higher perception of collaborative
management style than high school teachers (x=3.13). When the above
table is analyzed in terms of confrontational management style, it is
seen that high school teachers (x=2.73) have higher perceptions than
primary school teachers (x=2.28).

When Table 6 is analyzed in terms of change management, it is seen
that primary school teachers (x=3.51) have higher perception levels of
principals' change management competencies compared to high
school teachers (x=3.09). One-way analysis of variance was conducted
to determine the differentiation of teachers' perceptions of principals'
management styles and change management competencies in terms
of professional seniority and the results are given in Table 7

Table 7
Results of Teachers' Perceptions of Principals' Management Styles and
Change Management Competencies in terms of Professional seniority

Scale *Prof. N X sd Source of df F p Games-
Seniori variance Howell
ty
1 103 3.47 1.02 Bet. Groups 4
Collaborativ. = 2 98 335 103 InGroups 369 320 .865
e 3 79 330 113 Total 373
4 49 344 94
5 45 340 1.20
1 103 275 1.02 Bet. Groups 4
Authoritativ. = 2 98 270 100 InGroups 369 228 923
e 3 79 276 104 Total 373
4 49 270 104
5 45 287 117
1 103 199 .75 Bet. Groups 4
Indifferent 2 98 224 90 InGroups 150.366 2.568 .040**
3 79 233 .89 Total 154.366
4 49 212 .87
5 45 235 99
1 103 233 1.07 Bet Groups 4
Confron 2 98 250 110 InGroups 369 908 459
tational 3 79 244 1.08 Total 373
4 49 234 115
5 45 268 129
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1 103 3.47 .97 Bet Groups 4
Change 2 98 335 94 InCroups 149879 .727 575
Managemen 3 79 323 105 Total 153.879
t
4 49 332 106
5 45 325 121
*1=1-5yrs. 2= 6-10 yrs. 3=11-15 yrs. 4=16-20 yrs. 5= 21 yrs. and above
**p<.05

When Table 7 is examined, it is seen that teachers' perceptions of
management styles differ significantly only in the dimension of
indifferent management style in terms of professional seniority. Games-
Howell test was performed for the dimension of indifferent
management style, which did not show homogeneous distribution, but
it was not possible to determine which of the groups were different. This
may be due to the sensitivity of the test and the small difference
between the groups. No significant difference was found in teachers'
perceptions of principals' change management competencies
according to seniority.

In order to determine the differentiation of teachers' perceptions of
principals’ management styles and change management
competencies in terms of the variable of tenure, variance analysis was
performed, and the results are shown in Table 8.

Table 8
Analysis of Teachers' Perceptions of Principals' Management Styles and
Change Management Competencies in terms of tenure
Scale Tenure* N X sd Sourceof df F o) Tukey
variance
1 245 345 107 Bet.Groups 2
Collabora 2 90 322 101 InGroups 371 1549 214
tive 3 39 338 109 Total 373

1 245 270 1.05 Bet.Groups 2
Authorita 2 90 293 102 InGroups 371 1745 176
tive 3 39 265 99 Total 373

1 245 210 .84 Bet.Groups 2
Indifferen 2 90 240 92 InGroups 371 3982 .019%*  2-
t 3 39 223 90 Total 373

245 233 109 Bet.Groups 2

1
Confronta 2 90 270 112 InGroups 371 3876 .022** 2-1
ional 3 39 255 119 Total 373

1 245 343 1.03 Bet.Groups 2
Change 2 90 316 906 InGroups 371 2568 .078
Managem 3 39 323 104 Total 373
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ent
*1=1-4 yrs. 2=5-8 yrs. 3= 9 yrs and above
**p<.05

When Table 8 is analyzed, it is seen that the variable of length of service
in the school creates a difference in the indifferent and confrontational
dimensions of teachers' perceptions of principals' management styles.
Accordingly, teachers with a tenure between 5 and 8 years at the school
they work at think that their principals exhibit a more indifferent and
more confrontational management style than teachers with a tenure
between 1 and 4 years at the school. In terms of change management
competencies, it is seen that the length of service in the school does not
make a difference in teacher perceptions.

The Relationship Between Teachers' Perceptions of Principals'
Management Styles and Change Management

According to teachers' perceptions, correlation analysis was conducted
to determine the relationship between school principals' management
styles and their competencies in managing change. The results
obtained from this analysis are given in Table 9.

Table 9
Analyzing the Relationship between Principals' Management Styles and
Change Management

Scales 1 2 3 4 5
1- Collaborative 1

2- Authoritative -.614** 1

3- Indifferent -.636** 453%* 1

4- Confrontational -.754** .649** 720™* 1

5- Change .848** -518** -.687** - T4T* 1
Management

**p<.0l]

According to Table 9, there is a statistically significant relationship
between principals’ management styles and principals' change
mManagement competencies based on teachers' perceptions. It is seen
that there is a strong positive relationship between collaborative
management style and change management (r=.848; p<.01), while
there is a strong negative relationship between authoritarian,
indifferent and confrontational management styles and change
management.

Results of Principal Management Styles Predicting Change
Management
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Multiple regression analysis was conducted for the sub-problem
"According to teachers' perceptions, are principals' management styles
a significant predictor of their competencies in managing change?"
The results obtained from this analysis are given in Table 10.

Table 10

Results on the Prediction of Change Management

Variable B Standard B t o) Double r Partial r
Error

Constant 1.868 237 - 7.896 .000

Collaborativ .628 .039 .650 15.930 .000 848 .638

e

Authoritativ .070 034 .071 2.065 .040 -518 107

e

Indifferent  -223 044 -.191 -5N14 .000 -.687 -257

Confrontati -.146 043 -159 -.3.400 .001 =741 -174

onal

R=.874 R°=.764 F=297942 p=.000

When the results in Table 10 are analyzed, it is seen that all of the
principal management styles show a significant and strong relationship
with change management (R=.874, R2=.764, p= .000). As a result of the
regression analysis, it was determined that principal management
styles together explained 76% of the variance related to change
management.

When we look at the degree of importance of principal management
styles on change management, it is seen that they are listed as
collaborative management (B=.650), disinterested management (B=-
191), confrontational management (B=-159) and authoritarian
management (B=.071). When the significance tests of the regression
tests are analyzed, it is understood that all of the predictor variables
predict change management in a significant way.

When the relationships between principal management styles and
change management are analyzed, it is understood that collaborative
management style and change management have a strong positive
relationship (r=0.848) [controlling for the effect of other principal
management styles (r=0.638)], while authoritarian management style
and change management have a moderate negative relationship (r=-
0.518) [controlling for the effect of other principal management styles
(r=0.107)].

When the other sub-dimensions are analyzed, it is seen that there is a
moderate negative relationship between indifferent management
style and change management (r=-0.687) [in controlling the effect of
other principal management styles (r=-0.257)], and a strong negative
relationship between confrontational management style and change
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management (r=-0.741) [in controlling the effect of other principal
management styles (r=-0.174)].

Based on the findings above, it is seen that the collaborative
management style exhibited by school principals is more effective on
change management than other management styles. From this point
of view, it can be said that school principals who use collaborative
management style can be more successful in the process of managing
change than school principals who exhibit other management styles.

Discussion and Conclusion

As a result of the analysis, it has been found that school principals
mostly use a collaborative management style. When the studies in the
literature are examined; it is seen that teachers state that school
principals use the collaborative management style (Abdurrezzak &
UstUner, 2020; Alanoglu, 2019; Alanoglu & Demirtas, 2020; Bekez Esin &
Erdem, 2022; Gedik & Ustuner, 2019; Guzelgoérur et al.,, 2021; Mercan &
Gunduz, 2022; Sezgin Nartgun & Erturk, 2018; Yag, 2019) and the
democratic management style (Gunes, 2008; Kahraman, 2019; Terzi &
Kurt, 2005) more than other management styles. In this respect, it can
be stated that the results of this study are in parallel with those of the
studies in the literature. In this study and some previous studies in the
literature, it is seen as a positive outcome that the management styles
of school principals are generally perceived in this way by teachers.

In this study, teachers' perceptions of principals' change management
competencies were found at a moderate level. When the studies in the
literature on change management are examined, it is seen that the
views of teachers and principals on change management differ. It is
seen that teachers' views on the change management competencies
of their principals are generally at a medium level (Ak, 2006; Argon &
Ozcelik, 2008; Helvaci & Urhanoglu, 2021), while the principals perceive
themselves at a high level (Ak, 2006; Argon & Ozcelik, 2008; Helvaci &
Urhanoglu, 2021; inandi et al., 2016; Polatcan & AkyUrek, 2016; Sayraci &
Gunduz, 2018; Yildiz, 2012). However, there are also studies in which
teachers perceive the change management competencies of their
administrators at a high level (Bas, 2018; Pektas & Kis, 2016; Tas, 2009).

In terms of gender variable, no significant difference was observed in
the dimensions of management styles and change management.
There are studies with similar findings in the literature (Abdurrezzak &
UstUner, 2020; Argon & Dilekgi, 2014; Gedik & UstUner, 2019; Sezgin
Nartgun & Erturk, 2018). However, in the studies conducted by
Guzelgoruar et al. (2021) and Terzi and Kurt (2005), it was found that
school administrators were perceived as more authoritarian by male
teachers.
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Considering the studies on change management, Argon and Ozcelik
(2008) found that female teachers perceived the competencies of
school principals to manage change at a higher level. In the studies
conducted by Bas (2018) and Tas (2009), no significant difference was
found in terms of gender variable.

The age variable did not create a significant difference between
teachers' opinions in terms of school principals' management styles.
Similarly, no significant difference was found in the study conducted by
Sezgin Nartgun and Erturk (2018). Guzelgdrur et al. (2021) on the other
hand, concluded that teachers' opinions differed significantly in terms
of age variable in the study in which they conducted the relationship
between school principals' management styles and school climate.
Accordingly, the perception that principals use the collaborative
management style more among teachers with an age range of 21-30 is
higher than teachers with an age range of 41-50 and 51 and above. In
terms of change management, it was observed that the age variable
did not create a significant difference in this study. In the study
conducted by Bas (2018), it was similarly concluded that teacher
perceptions did not differ significantly according to age.

It was found that school principals' management styles differed
significantly only in authoritarian and collaborative management style
dimensions in terms of teachers' level of education. Teachers with
postgraduate degree perceive school principals as more authoritarian
than teachers with undergraduate degree. However, in terms of
collaborative management style, teachers with undergraduate degree
perceive school principals as more collaborative than teachers with
graduate degree.

In the study conducted by Argon and Dilekg¢i (2014), in the dimensions
of democratic and participatory-democratic management styles,
teachers with graduate degree reported lower levels of opinion than
teachers with undergraduate and associate degree. In terms of change
management in this study, it was found that teachers' perceptions of
school principals' change management competencies did not differ
significantly according to the level of education.

It was found that teachers' perceptions differed from each other in
terms of management styles at primary and high school in terms of
school. Accordingly, while the perception of collaborative management
style is higher among primary school teachers, the perception of
authoritarian management style and confrontational management
style is higher among high school teachers.

In the study conducted by Kahraman (2019), it was concluded that
teachers working at pre-school and primary school levels perceived
school principals as more democratic than teachers working at
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secondary school. Gedik and Ustuner (2019) found that classroom
teachers perceived school principals in their schools as more
collaborative compared to branch teachers. In terms of change
management competencies, the results of the study showed that
teachers at the high school level perceived school principals at a lower
level than teachers at the primary school level.

In terms of professional seniority, a significant difference was found only
in the dimension of indifferent management style, but it could not be
determined which groups the difference was between. In the change
management dimension, no significant difference was found in terms
of professional seniority. Abdurrezzak and UstlUner (2020) concluded in
their study that principal management styles did not differ significantly
according to seniority. In the study conducted by Guzelgdrur et al. (2021)
it was concluded that teachers' perceptions of principal management
style differed in terms of seniority variable. Accordingly, the
collaborative management style was perceived most by teachers with
1-5 years of seniority.

Teachers' perceptions of school principals' management styles differ in
terms of indifferent and confrontational management styles in terms of
tenure variable. Accordingly, teachers with a tenure of 5-8 years
perceive that the principals in their schools use indifferent and
confrontational dimensions more than teachers with a tenure of 1-4
years. When teachers' perceptions of school principals' change
Mmanagement competencies are analyzed, it is seen that working
tenure does not create a significant difference. In the study conducted
by Tas (2009), the tenure in the school did not make a difference in
terms of change management, while in the study conducted by Bas
(2018), it was concluded that teachers with a tenure between 1-5 years
considered school principals more competent in change management.

As a result of the research, it was concluded that change management
showed a negative relationship with authoritarian, indifferent and
confrontational management styles and a positive relationship with co-
operative management style. As a result of the regression analysis
conducted to determine the effect of principal management styles on
change management, it was seen that these variables explained 76% of
the variance related to change management.

In addition, it was found that collaborative management style has the
most effect on change management. In other words, it is a critical
variable for the change locomotive to arrive at the development station
that the engineer has a collaborative management style. From this
point of view, it can be stated that school principals' adoption of
collaborative management style will increase their success in the
change management process.
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This research is quite remarkable in terms of its findings. The existence
of such a strong relationship between management styles and change
management reveals the Iimportance of management styles
considering the value of change management for schools.

Suggestions

Based on the findings of the research, studies can be conducted to
improve the collaborative management styles of school principals. In
this regard, with the cooperation of universities and the Ministry of
National Education, training can be organized to ensure the
development of collaborative management styles of school principals.
Graduate education at the MA level should be compulsory for school
administration, and school administrators may be required to take the
necessary courses. This study, which is based on teachers' views, can be
analyzed in a wider dimension with mixed-design research in which the
views of administrators are also taken. The effect of different variables
on the change management competencies of school principals can be
investigated.
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