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ABSTRACT
In this study, the relationship between principles’ efficacy in change management and their
democratic and autocratic leadership styles are examined. The data in the research were
collected from 231 teachers and 49 principals working in the central districts of Mersin, Turkey.
According to the results obtained, there is a significant difference between teachers’ and
principals’ views about principals” efficacy in change management and their leadership styles.
While principals define their leadership style as one of democratic leadership, teachers define
their principles’ leadership style as autocratic. Also, a positive relation at the middle level is
observed between all the dimensions of principals’” efficacy in change management and their
democratic leadership styles. According to the results of regression analysis to understand the
degree of the relation, democratic leadership style applied by the principals very much

determines the dimensions of their efficacy in change management.
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INTRODUCTION

Constantly changing environmental conditions and developments in science and
technology force the educational organizations to depend more on the environment in which
they are, have communication and interaction more with it, and adapt to it. Therefore, to
maintain their existence, achieve their goals and become more efficient, educational
organizations need to change and renew themselves continuously because of various
organizational and environmental factors. Erdogan (2002) defines change as producing new
ideas to reconstruct organizations and meet their needs in terms of individual and
organizational sense, making decisions and implementing them when present state and needs
of the organizations fail to keep up with the changing and improving environmental factors.
In this sense, it can be stated that change is to create and develop new ideas and practice them.
As the aim of the change is to reach organizational goals more effectively and efficiently,
change processes must catch up with this level of efficiency. Change management covers such
sub-stages as examining the factors causing change, making diagnosis, practice and evaluation
of change (Boztas, 2007).

Social judgments, understanding and beliefs have been changing, which in turn
influence and change educational organizations. Schools are grand organizations serving
society, taking their inputs from society and returning them back to society as output. For that
reason, taking input from their environment and returning them back to the environment as
output, educational organizations cannot exist independent of their environment and can only
survive together within the environment (Calik, 2003; Cobanoglu, 2008; Bakan & Biiyiikbese,
2010).

Organizations must have the capacity to follow the changes surrounding them and
adapt to these changes so that they can maintain their existence and be successful (Bursalioglu,
2000; Sat1 & Isik, 2011). In this respect, it is possible to divide the factors forcing organizations
to change into two as organizational and non-organizational. Globalization, development of
quality phenomenon, increasing consciousness of environment, changing understanding of
efficiency and effectiveness, speed of information and technological changes, economic and
political factors, and improvement in social awareness can be of non-organizational factors.

On the other hand, strategy, structure and administration style of the organization,
cultural and skill level of the staff, system and process in which the organization exists are
among the organizational factors. Occurrence of change in one of these mentioned
organizational factors can be stated as the main reason for organizational change (Calik, 2003).
Factors related to structure, human, technology and organizational aims can also be included
in organizational factors (Saglam, 1979).

Organizations always feel in need for change due to these organizational and non-
organizational factors. These constant changes cause educational organizations to experience
such a need for change, too. Therefore, educational organizations must achieve the change in
order to train individuals with qualifications of the time, take the lead for individual and social
development and help social progress (Calik, 2003). Changing human behaviors and
management processes impact on organizational culture and this results in increased quality.
That’s why change should mean reformation and improvement so that it contributes to the
organization. Indicating some variables effective in achievement of change, Hultman (1998)
lists them as needs, realities, beliefs, emotions, values and actions. Hultman states that there
may be some prejudices against change and this is inevitable, adding that these prejudices
arise from two sources as individual and organizational. Regarding individual prejudices,
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people naturally fear change because they believe that their habits will undergo a change and
their personal freedom will vanish. Moreover, fear of uncertainty, economical reasons, safety
and hesitation are also of individual resistance. Reasons for organizational resistance can be
listed as menace to power and effect, organizational structure, lack of communication and
group structure (Calik, 2003). Some people may resist change as they think change will
unsettle their own power and authority. Emphasizing success of change depends on two
important factors; Sat1 and Isik (2011) express that it is required to have enough technical
sources such as human, equipment, information and money; and sufficient skills to manage
all of these. As it is understood, change which is not well-managed will not bring positive
results, even if there is everything required for change. Therefore, strategy and leadership
become prominent as critical factors in successful change management. In order for
organizations to achieve change, they need administrators who can foresee change and
successfully manage the change process. Bakan and Biiyiikbese (2010) point out that
leadership style preferred by administrators and leaders plays an important role in
organizational success. The leadership style of the administrators is an important factor in
achieving organizational aims, overcoming problems, and staff motivation.

Leadership has been the foremost subject researched in recent times. It was associated
with military, political and religious areas in the past; however, it began to gain prominence
in organizational terms after the industrial revolution of the 19th century, and has been
constantly changing as the needs of organizations change (Uzun, 2005). It is seen that concept
of leadership in administration has arisen since the 1960s. Besides, it is known that attitudes
and behaviors exhibited by leaders have significant effects on their followers. Afkhami,
Eisenberg, and Vaziri (2001) argue that a good and effective leadership must be
comprehensive, participative and horizontal in order to serve all men and women, rich or
poor, and both the weak and the strong.

Bulug (2009) states that, in the 21st century when competitiveness prevails, leadership
has become important for organizations working based on efficiency and quality, and the role
of effective leadership is extensive in organizational success. According to Bulug, the principal
is the person who is regarded as the leader of school. Biilbiil and Cuhadar (2012) define the
principal as a person who determines the organizational strategy for attaining common vision
constructed by the shareholders, provides integration of innovative technological tools with
teaching, and offers time, source and infrastructure for professional development. It is evident
that leadership styles of principals have considerable impact on the success of teachers and
students (Bulug, 2009; Oguz, 2010). Oguz (2010) states that there is a positive relationship
between leadership styles of principals and teachers’ attitudes, and teachers see themselves as
part of their organization in accordance with the leadership style of their principal, and thus
become more successful at their work.

Principals are foremost responsible for the administration and success of the schools.
It is argued that educational administrators should not aim simply to apply the rules and
sustain existing conditions, as such an understanding would constitute an impediment against
creativity and transformation because of repeating oneself (Cobanoglu, 2008; Okutan &
Kahveci, 2012). It is known that structuring of organization, capabilities of staff, monetary
resources and technological factors are effective in modern understanding of administration,
in addition to experiences, theoretical competence and management mentality of the
administrator (Bandura, 1994; Friedman & Kass, 2002; Akcay & Basar, 2004). Therefore,
democratic and autocratic leadership styles are examined in this current study.
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Democratic leadership with which leaders guide and pioneer their subordinates is
defined as shared leadership by Lester (1975). Celik and Stinbiil (2008) state that democratic
leadership known also as participative leadership enables leaders to make decisions together
with the group, and support and encourage participation in decisions. The staff are treated
more politely and made to feel valuable through this kind of leadership. Reward system is
applied rather than punishment. Such leaders act not only with their own competences, but
also take opinions of their subordinates (Sarusik, Unal, & Tasar, 2010). It is also pointed out
that staff will have increased job satisfaction and take on more responsibility when they have
played an important role in the decision making process and will be more desirous and
efficient in implementing the decisions. Reardon, Reardon, and Rowe (1998) express that,
unlike the traditional leaders who employed their authority in order to dominate others, the
leaders of the time are the ones who inspire and fascinate others, and share their authority,
rather than impose it on others.

Frequently observed though being one of the oldest leadership styles, autocratic
leadership gives the authority to manage and make decisions only to the leader. Jayasingam
and Cheng (2009) define autocratic leadership as strict, directing, always instructing and
taking power from his/her position. According to them, such leaders make all the decisions by
themselves, direct the actions, order the subordinates what and how to do, and restrain
subordinates” creativity. A formal structure prevails in the organization and communication
is one-way and top-down. Bakan and Biiyiikbese (2010) state that autocratic leadership has
advantages in that it fits expectations of group members in societies, provides leaders with
belief and confidence in freedom of action, and enables them to make decisions more quickly
and efficiently; on the other hand, it causes decline in job satisfaction, motivation and creativity
of the staff. It is also seen that participation of staff is low and staff turnover is quite high.

Reardon et al. (1998) emphasize that autocratic leadership focuses on performance,
administrators are production-and-outcome focused, such a leadership is efficient when the
goal is simply to succeed, and employed for short-term goals. The people who always exhibit
this style are the suppressors who expect obedience without question. They tend to be
controlling and negative. They do not care about followers’ reactions and feelings as long as
the goal is attained. However, educational organizations like many others have been changing,
and accordingly, management science has kept up with these changes. Improvements in
management science have impacts on educational organizations and also changes in the roles
of principals. It is stated in the literature that traditional roles and responsibilities of principals
have undergone a change and turned into leadership based on communication, learning and
teaching processes, and so on (Akgay & Basar, 2004; Northouse, 2010). Rapid changes and
competitive environment make the term “leadership” more important than ever. Leadership
behaviors of the leaders and their success in this influence the success of the groups they work
with, too. Therefore, it is necessary to study principals’ leadership styles and their efficacy in
change management according to teacher’ views along with those of the principals themselves.

The main aim of this study is to examine the relationship between principals’
leadership styles and their efficacy in change management according to principals’ and
teachers’ views, and also to reveal to what degree principals’ leadership styles predict their
efficacy in change management.

In accordance with the stated main aim, answers to the following research questions
have been sought:
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e Isthere a significant differentiation between principals” and teachers’ views about
principals’ efficacy in change management?

e Isthere a significant differentiation between principals” and teachers” views about
principals’ leadership styles?

e Is there a significant relationship between principals” leadership styles and their
efficacy in change management according to teachers’ views?

e To what degree do principals’ leadership styles predict their efficacy in change
management according to teachers” views?

METHOD

The general survey model was used in this current study. Surveys models aim to
describe a situation as it is now (Karasar, 1995). The relationship between principals’
leadership styles and their efficacy in change management was examined in the study. In
addition, it was also studied whether or not principals” leadership styles predict their efficacy
in change management. Different kinds of groups were compared in terms of these variables;
therefore, this is also a relational study (Erkus, 2005).

Population - Sample

The population of the current study consists of 5,932 teachers and principals working
at 165 public primary and secondary schools in the central districts (Mezitli, Yenisehir,
Toroslar, and Akdeniz) of Mersin, Turkey (Mersin Directorate of National Education, 2014).
The data were collected from 312 participants (250 teachers and 62 principals), selected
through convenience sampling method. It is aimed with convenience sampling method to
prevent loss of time, money and effort (Biiytikoztiirk, Cakmak-Kilig, Akgiin, Karadeniz, &
Demirel, 2014). However, 30 of the selected participants were excluded as invalid, incomplete,
or extreme values were noted in their responses. The return rate of the scale was found to be
90%. Analysis was therefore performed on the data collected from 282 participants. The
number of the cells during analysis is significant in determining size of the sample (Karasar,
2004). The fact that there are more than 30 participants in each cell to be compared proves the
size of the sample to be sufficient for parametric tests (Biiyiikoztiirk, 2006). Detailed
information about the sample is given in Table 1:

Table 1. Distribution of principals and teachers according to their gender, seniority and position
(n=282)

Variable Categories N Valid %
Female 133 50.0
Gender Male 133 50.0
Not indicated 16 -
0-5 year 43 15.6
6-10 year 64 23.3
Seniority 11-15 year 66 24.0
16-20 year 55 20.0
21 years or more 47 17.1
Not indicated 7 -
Teacher 231 82.5
Position Principal 49 17.5
Not indicated 2 -
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Data about the sample can be seen in Table 1. According to those participants who
indicated their gender (266 out of 282), there are 133 female (50%) and 133 male (50%)
participants. Regarding those who indicated their seniority (275 out of 282), 43 participants
have experience of 0-5 years (15.6%), 64 have 6-10 years (23.3%), 66 have 11-15 years (24%), 55
have 16-20 years (20%), and lastly 47 participants have 21 years or more (17.1%) experience.
Based on those who indicated their position, there are 49 principals (17.5%) and 231 teachers
(82.5%). The responses of principals and teachers were analyzed in this study.

Data Collection Tools

The data of the study were collected through the “Principals” Efficacy in Change
Management Scale”, as developed by Ak (2006), and the “Leadership Styles Scale” developed
by Tas, Celik, and Tomul (2007).

Principals’ Efficacy in Change Management Scale is a five-point Likert-type scale. It has
four sub dimensions. The items in each sub dimension of the scale are assigned points of 1
(Never), 2 (Scarcely), 3 (Fairly), 4 (A lot), and 5 (Quite a lot). The intervals of 4.20-5.00 (quite a
lot), 3.40-4.19 (a lot), 2.60- 3.39 (fairly), 1.80-2.59 (scarcely), and 1.00-1.79 (never) were used to
separate and interpret the weighted means. There are nine items about determining the need
for change at school in the first part, 30 items about preparing school for change process in the
second part, 22 items about implementing change in the third part, and five items about
evaluation of the change in the fourth part. All items in the scale are positive statements.
Validity and reliability analysis were performed for each sub dimension of the scale by Ak
(2006). Validity analysis for the first sub dimension, “Determining the Need for Change”,
showed factor loads for all items to be over .45 which explained 64.27% of total variance. The
factor loads of the items in the “Preparing School for Change Process” sub dimension were
found to be over .45 and they explained 64.11% of total variance. The factor loads of the items
in the “Implementing Change” sub dimension were also over .45 and they explained 65.36%
of total variance. The factor loads of the items in “Evaluation of Change” sub dimension were
calculated as over .45 and they explained 78.48% of total variance. The reliability analysis
performed by Ak (2006) showed that Cronbach’s Alpha coefficient was .93 for the first sub
dimension, .98 for the second, .98 for the third and .93 for the last.

Reliability analysis performed for this current study shows that the Cronbach’s Alpha
coefficient is .95 for “Determining the Need for Change”, .98 for “Preparing School for Change
Process, .98 for “Implementing Change”, and .96 for “Evaluation of Change”.

The “Leadership Styles Scale” developed by Tas et al. (2007) is a five-point Likert-type
scale. The items are designed according to five-point degree of “Always” (4.20-5.00), “Usually”
(3.40-4.19), “Sometimes” (2.60-3.39), “Rarely” (1.80-2.59), and “Never” (1.00-1.79). Composed
of two parts, it includes items about personal information in the first part and items about
principals” autocratic (10 items), democratic (13 items), laissez-faire (11 items),
transformational (15 items), and transactional (10 items) leadership styles. Cronbach’s Alpha
coefficient of the scale was found to be .87 to test its reliability. As the role of principals’
autocratic and democratic leadership styles on their efficacy in change management is
examined in this study, only 23 items (autocratic, 10; and democratic, 13) were taken into the
data collection tool. There are no reverse items in these sub dimensions and all of them are
positive statements. The reliability analysis done for this study shows that Cronbach’s Alpha
coefficient is .80 for autocratic leadership and .94 for democratic leadership.
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Analysis of Data

T-test was used to see whether or not there is a significant difference between teachers’
and principals” perceptions about principals’ leadership styles and their efficacy in change
management. Correlation analysis was performed to reveal the relationship between
principals’ leadership styles and their efficacy in change management. Lastly, regression
analysis was performed in order to determine to what degree principals’ leadership styles
predict their efficacy in change management.

FINDINGS

Findings obtained from the data of the participants are given in this section. The results
of t-test performed to compare teachers’ and principals” views about principals” efficacy in
change management can be seen in Table 2.

Table 2. Principals’ efficacy in change management according to teachers” and principals’ views

Sub dimensions Position n X S sd t 4
Determining the need for Principal 49 3.83 .54 278 8.82 .00
change Teacher 231 2.63 91
Preparing school for Principal 49 3.80 .63 278 9.06 .00
change process Teacher 231 2.54 92
fmplementing change Principal 49 3.92 .63 278 9.72 .00
Teacher 231 2.58 91
) Principal 49 4.01 .68 278 8.88 .00
Evaluation of change
Teacher 231 2.67 1.00

As seen in Table 2, there is a significant difference statistically between teachers’” and
principals’ views about “Determining the Need for Change” [tes=8.82, p<.05]. Principals’
views (M=3.83, 5=0.54) are more positive than teachers” (M=2.63, S=0.91) in this dimension.
There is also a significant difference statistically between teachers” and principals’ views about
“Preparing School for Change Process” [te78=9.06, p<.05]. Principals” views (M=3.80, 5=0.63)
are more positive than teachers’ (M=2.54, 5=0.92). A significant difference is seen statistically
between teachers’ and principals’ views on “Implementing Change” too [ters= 9.72, p<.05].
Principals” views (M=3.92, 5=0.63) are more positive than teachers” (M=2.58, 5=0.91). As in
previous ones, there is also a significant difference statistically between teachers” and
principals’ views about “Evaluation of Change” [ters= 8.88, p<.05]. Principals” views (M=4.01,
S5=0.68) are more positive than teachers’” (M=0.67, S=1.00). The difference in all four dimensions
are because of the principals. A significant difference is observed in all dimensions. The
principals consider themselves efficient in all dimensions while teachers regard them less
efficient. The results of t-test performed in order to compare teachers” and principals’ views
about principals” leadership styles can be seen in Table 3.

Table 3. Principals’ leadership styles according to teachers” and principals’ views

Sub dimensions Position n X S sd t p
. . Principal 49 3.68 .54 278 7.31 .00
Autocratic Leadership Teacher 231 3.01 76
Principal 49 1.84 .55 278 10.66 .00

Democratic Leadership Teacher 31 201 93

197.



INANDI, UZUN & YESIL
The Relationship between Principals’ Leadership Styles and Their Efficacy in Change Management

Asseen in Table 3, there is there is a significant difference statistically between teachers’
and principals” views about principals’ “Autocratic Leadership” style [ters= 7.31, p<.05].
Principals” views (M=3.68, 5=0.54) are more positive than teachers” (M=3.01, S=0.76). There is
also a significant difference statistically between teachers” and principals’ views about
principals” “Democratic Leadership” style [ters= 10.66, p<.05]. Contrary to the former,
principals’ views (M=1.84, 5=0.55) are more negative than teachers’ (M=2.91, 5=0.93). The
results of correlation analysis to determine the relationship between principals’ leadership
styles and their efficacy in change management according to teachers’” views can be seen in
Table 4.

Table 4. Correlation analysis: relationship between principals’ leadership styles and their efficacy in
change management

Leadership Determining the Preparing school Implementing Evaluation of
sub dimension  need for change  for change process change change
Autocratic -.3327 -390 -.399" -.345"
Democratic .620" .681" 679" 617"

*p<.01

According to the results of correlation analysis in Table 4, there can be seen a weak and
negative relationship between autocratic leadership and all dimensions of principals” efficacy
in change management, which are “Determining the need for change” (r=-.33), “Preparing
school for change process” (r=-.39), “Implementing change” (r=-.39), and “Evaluation of
change” (r=-.34). However, democratic leadership has a moderate and positive relationship
with “Determining the need for change” (r=.62), “Preparing school for change process” (r=.68),
“Implementing change” (r=.67), and “Evaluation of change” (r=.61). The results of regression
analysis to reveal to what degree principals” democratic leadership style predicts their efficacy
in change management can be seen in Table 5.

Table 5. Regression analysis: degree principals’ democratic leadership predicts change management
efficacy

Change management Determining the Need for Change Preparing School for Change Process
Variable B SH B T B SH B T
Constant 4,39 155 28.43 4.50 146 30.79
Democratic Leadership  -.603 051 620 -11.94 -673 048 -681 -14,08

R=.620; R?=.385; F=142 p<.00 R=,681; R?=464; F=198 p<.00

Change management Implementing Change Evaluation of Change
Variable B SH B T B SH B T
Constant 4.51 144 31.25 4.59 0.17 27.07
Democratic Leadership ~ -660 0.47 -679 -13.99 -659 0.55 -617 -11.87

R=.679; R?>=.461; F=195.86 p<.00 R=.617 R2=.38 F=140.92 p<.00

As seen in Table 5, principals” democratic leadership style predicts all dimensions of
principals’ efficacy in change management at a significant level. Their democratic leadership
style predicts 38% of “Determining the Need for Change” (R?=.385), 46% of “Preparing School
for Change Process” (R?>=.464), 46% of “Implementing Change” (R?=.461) and 38% of
“Evaluation of Change” (R>=.38).
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The results of regression analysis to reveal to what degree principals’ autocratic
leadership style predicts their efficacy in change management can be seen in Table 6.

Table 6. Regression analysis: degree principals’ autocratic leadership predicts change management

efficacy

Change management Determining the Need for Change Preparing School for Change Process
Variable B SH B T B SH B T
Constant 1,437 233 6.16 1,107 231 4.79
Autocratic Leadership 399 0.75 332 5.32 476 0.74 390 6,413

R=.332; R?=.110; F=28.302 p<.00 R=.390; R?=.152; F=41.122 p<.00

Change management Implementing Change Evaluation of Change
Variable B SH B T B SH B T
Constant 1,143 226 5.05 1,310 254 5,152
Autocratic Leadership 479 0.73 399 6,586 454 082 345 5.55

R=.399; R?=.159; F=43.375 p<.00 R=.345; R?=.119; F=30.8406 p<.00

As seen in Table 6, principals’ autocratic leadership style predicts all dimensions of
principals’ efficacy in change management at a significant level. Their autocratic leadership
style predicts 11% of “Determining the Need for Change” (R?=.110), 15% of “Preparing School
for Change Process” (R?>=.152), 15% of “Implementing Change” (R?=.159) and 11% of
“Evaluation of Change” (R?=.119).

DISCUSSION, CONCLUSION AND SUGGESTIONS

The relationship between principals’ leadership styles (democratic and autocratic) and
their efficacy in change management has been examined in this current study. In addition, it
has been discussed what teachers and principals think about principals” leadership styles and
their efficacy in change management.

Considering teachers’ and principals’ views about principals” efficacy in change
management, it is seen that principals regard themselves as more efficient in all dimensions of
efficacy in change management than teachers” do. Similarly, Inands, Aggiin, and Atik (2010)
indicate in their study that teachers and principals evaluate themselves more positive than
others do according to the position variable. The study by Inand1 and Ozkan (2006) supports
this result and reveals a significant difference between teachers’ and principals’ views about
principals’ instructional leadership. Principals see themselves more positive in all dimensions
of instructional leadership when compared with teachers” views.

Similar results were obtained in the studies by Ak (2006), Argon and Ozcelik (2008)
and Yildiz (2012). Teachers do not agree with principals about this and they see principals as
being less efficient. Ak’s (2006) study shows parallelism with this finding in that primary
school principals’ efficacy in change management was found at a moderate level. This result
goes along with the findings of the studies by Giimiiseli (1996), Sisman (2002), Kasike1 (2004)
and Inandi et al. (2010). Moreover, in educational organizations which are susceptible to
organizational and non-organizational influences, the differentiation between change-related
expectations of principals and teachers who are specialized in their fields may impact on this
result. Principals regard fulfilling the legal duties assigned to them as efficacy in change
management during change initiated as a result of a top-down decision due to the bureaucratic
structure of the Turkish education system. On the other hand, teachers take the outcomes of
change process in a broader frame (its effects on their teaching activities, professional
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development, present rights, responsibilities and positions, job satisfaction, etc.). As a result,
principals, just like most people, think that they do the best as school administrators, and it
may be that they feel more efficient in change management with regard to teachers” views
because they believe they wouldn’t be assigned to their current position if they did not meet
the requirements of their position.

As to teachers’ and principals’ views about principals” leadership styles, principals say
that they exhibit democratic leadership while teachers think they have autocratic leadership
style. This contradicts with the results of the study by Tas et al. (2007) in which they found that
teachers “rarely” think that primary school principals show autocratic leadership behaviors
and “mostly” agree that their principals exhibit democratic and transformational leadership.
The differentiating results from these studies may be caused by school differences as Tas et al.
(2007) carried out their scale at the schools where new primary education program was
practiced. This may lead the teachers of these schools to have certain opinions about their
principals.

It is accepted that autocratic leadership is not preferable at educational organizations.
It can be misleading to expect principals who are aware of this fact to evaluate themselves
objectively. It is probable to get more objective and healthy results through the views of
teachers who are the most influenced stakeholders of a principal’s leadership style. Toremen
and Dos (2009) argue that the supervision process to increase the quality of education, improve
the roles of school stakeholders and enhance the efficiency of education does not satisfy the
teachers a great deal. In short, a controlling, restricting atmosphere without initiative of
autocratic leaders is not desired by teachers. Contrary to this, Reardon et al. (1998) assert in
their study conducted at school in the USA, that autocratic leadership style still carries on and
communication is one-way and top-down despite the improvement in democratic leadership
style. Jayasingam and Cheng (2009) found in their research performed in Malaysia, that the
most exhibited leadership style is participative (democratic). Though they revealed that
principals adopted democratic leadership style more, Gonos and Gallo (2013) found in their
study with 216 principals in the east of Slovakia that 120 principals exhibited autocratic
leadership style while 96 of them showed democratic leadership. Stefanovic (2007) also states
that principals employ autocratic leadership style more. These results above correspond to the
findings of this study.

It appears difficult to reach a certain conclusion and judgment about principals’
leadership styles when considering the research conducted with different samples in different
countries because the results of each study can vary as well. It can be stated that the
differentiating results obtained from these studies arise from different cultural features of the
countries, the meaning ascribed to schools, administration styles and understanding of
education in those countries. However, it draws attentions that participative (democratic)
leadership is increasingly employed at schools. It can be stated for certain that principals with
democratic leadership style can administer the school in a healthier way. Therefore, Warrick
(1981) expresses that democratic leaders’ interest in their subordinates and their feelings
results in higher performance of the subordinates in terms of both quality and quantity.
Ojokuku, Odeyato, and Sajuyigbe (2012) point out that, in case of democratic and
transformational leadership, the organizational members develop a sense of belonging, take
on more responsibility and exert more effort in order to attain their goals and enhance the
organizational efficiency. Alhassan et al. (2014) found in their study that principals of
engineering school employ autocratic and democratic leadership and the staff under
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principals with democratic leadership increase their productivity while autocratic principals
cause a negative effect on performance and productivity of the staff. Regarding these results,
the principals need to show a democratic leadership style in order to increase school’s success,
establish an effective communication, develop a high-level of organizational commitment and
build a positive learning climate and organizational culture. As autocratic principals make
decisions alone, conduct communication in a top-down way, and do not let the subordinates
take initiative enough, it would not be reasonable to expect success from their schools. For that
reason, principals should be participative, open to communication and visible leaders.

It is aimed with another question in the research to determine the relationship between
principals’ leadership styles and their efficacy in change management. Research results reveal
a strong relationship between principals’ leadership styles and their efficacy in change
management.

It has been found that there is a weak and negative relationship between principals’
autocratic leadership style and all dimensions of their efficacy in change management, while
there is a moderate and positive relationship with democratic leadership. In other words,
principals’ efficacy in change management increases when they exhibit democratic leadership,
but it decreases when they employ autocratic leadership. Alkahtani, Abu-Jarad, Sulaiman, and
Nikbin (2011) studied the relationship between change management and leadership styles
(participative, democratic, counseling, and autocratic). They found a positive relationship only
between change management and participative leadership. In addition to this, Bhatti, Maitlo,
Shaikh, Hashmi, and Shaikh (2012) revealed a positive relationship between principals’
democratic leadership style and job satisfaction. It is seen in Nadarasa and Thuraisingam’s
(2014) study that autocratic leadership has a negative effect on teachers’ job satisfaction,
whereas democratic leadership has a positive effect on their job satisfaction. Considering these
results, it is obvious that principals with democratic leadership usually have a positive
influence on their staff and organization. In this sense, the results of these various researches
correspond to the findings of this study.

Similarly, Ozmen and Sénmez (2007) state that an authoritarian and threatening leader
can have negative effects on motivation of the subordinates. Tas et al. (2007) found a negative
relationship between autocratic and democratic leadership at a moderate level (-.54), while
autocratic leadership has a low-level relationship with laissez-faire (-.34), transformational
leadership (-.45), and transactional (-.17) leadership styles. However, they also point out that
democratic leadership has a medium-level positive relationship with laissez-faire (.54),
transformational (.79), and transactional (.49) leadership styles. According to the study by Tas
et al. (2007), teachers state that principals “rarely” exhibit autocratic leadership but “mostly”
employ democratic leadership. Regarding all the results above for this sub goal, it is not
reasonable to expect principals with autocratic leadership to create a positive process for their
schools and teachers because such principals have problems in communication, just apply the
legal regulations they are assigned, fall behind with innovations, have difficulty increasing
staff job satisfaction, cause resistance to change, make staff feel uneasy, and are unable to
present a mission and vision for the subordinates. Therefore, principals with democratic
leadership style are charged with such important tasks as helping staff increase their
organizational commitment, creating a positive atmosphere at school, breaking down
prejudices against change, exhibiting a participative administration, introducing an open
communication and setting achievable goals to move the school forward.

201.



INANDI, UZUN & YESIL
The Relationship between Principals’ Leadership Styles and Their Efficacy in Change Management

Principals” democratic leadership style is seen to be predictive on all dimensions of
principals” efficacy in change management. It predicts 38% of “Determining the Need for
Change” (R?=.385), 46% of “Preparing School for Change Process” (R*=.464), 46% of
“Implementing Change” (R?>=.461) and 38% of “Evaluation of Change” (R?=.38). It is probable
to infer from these results that democratic leadership has a considerable effect on success of
change process. Such a result is not unexpected when principals with democratic leadership
style are thought to foresee what change can bring about, participate staff in decisions about
the change and enable them to take on responsibility. Additionally, it is seen in correlation
analysis that principals with democratic leadership style have a positive effect on change
process, which will evidently positively influence the school and the staff.

Principals” autocratic leadership style is found to be predictive on all dimensions of
principals’ efficacy in change management at a low level. It predicts 11% of “Determining the
Need for Change” (R?=.110), 15% of “Preparing School for Change Process” (R?=.152), 15% of
“Implementing Change” (R?=.159) and 11% of “Evaluation of Change” (R?=.119). Principals’
autocratic leadership style is less predictive on all dimensions of their efficacy in change
management in comparison with their democratic leadership style. This can be interpreted
that principals with democratic leadership style can be more successful than those with an
autocratic leadership style. It is also seen in correlational analysis that there is a negative
relationship between autocratic leadership style and principals’ efficacy in change
management. It can be alleged at this point that teachers working under a principal with
autocratic leadership style resist change because they do not know about the outcomes of the
change, and thus, behave reluctantly during the change process. A school administration of
autocratic understanding will not seek change. When they initiate a change process by order
from above, they will not feel the need to inform teachers about the change, nor let them know
about the outcomes and not cooperate or communicate with them, resulting in negative
perception of teachers about the change and a failure of the change process. As Oliver (2007)
states, if a leader doesn’t build effective cooperation and communication, and offer support
and recognition, he/she can cause an isolated and disjoined organization. Inandi, Tung, and
Giindiiz (2013) indicate that principals who prefer dominating, ignoring and forcing others at
school would use the authority as a power and pressure and this will lead teachers who regard
themselves as specialists not to consent with this situation.

However, the findings of this current study about predictivity of democratic leadership
on change do not correspond to the findings of Inand1, Tung, and Gili¢ (2013). In the study by
Inandi, Tung, and Gili¢ (2013), which examined the relationship between principals’
leadership styles and resistance to change, it was revealed that the principals who seek routine
and are reluctant to change adopt democratic and transformational leadership. That’s because
principals are happy with the existing situation. Democratic leaders may want to maintain the
democratic atmosphere at school and are thus reluctant to change. Inands, Tung, and Gilig
(2013) state that change management is difficult through democratic leadership style and
principals’ autocratic behaviors about change can be because of their efforts to reduce the
resistance to change at school. They also add that principals’ autocratic leadership style may
restrain creativity, knowledge and skills of the school stakeholders who have limited
freedoms. The stakeholders may pretend to adapt to the change for fear of being punished.
They indicate that the fact that autocratic principals reduce resistance to change does not mean
that they favor the change. Brookfield (2010) expresses that feeling of comfort, trust and being
valuable in democratic organizations can result in reluctance to change.
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As a result, principals regard themselves as highly efficient in change management.
However, teachers do not agree with principals on this point. Therefore, principals need to
take account of one or more observers” opinions while evaluating themselves. Principals are
expected to exhibit democratic leadership more in a developing and changing society. The
seminars about democratic leadership can be held as in-service training programs of the
Ministry of National Education. It will be easier to achieve in change process if teachers
resistant to change are informed of outputs and advantages of the change. It is understood
from research results that democratic leadership has positive effects on the change process.
Success of change process will be enabled by principals who include teachers in change-related
issues without prejudice. It is required that all the principals must be trained by the domain
experts so that change processes can end up successful.
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Giris

Siirekli degisen cevre kosullari, bilim ve teknolojideki gelismeler, egitim Orgiitlerini
icinde bulunduklar1 gevreye giderek daha bagimli olmaya, cevreyle daha fazla iletisim ve
etkilesim kurmaya ve onu ¢evreye uymaya zorlamaktadir. Bu nedenle egitim kurumlari, hem
kendilerinden kaynaklanan, hem de cevreden kaynaklanan cesitli etkenlerden dolays,
varliklarini stirdiirebilmek, amaglarina daha etkili bir bicimde ulasabilmek ve daha verimli
hale gelebilmek icin siirekli degisme ve yenilenme ihtiyact duymaktadirlar.

Verimlilik ve kalite anlayisina gore ¢alisan Orgiitler igin liderligin 6nemli hale geldigi
ve Orgilitlerin amaclaria ulasmasinda etkili liderlerin roliiniin biiyiik oldugu artik tartisilmaz
bir konu haline gelmistir. Okullarda lider olarak goriilen kisiler ise oOncelikle okul
miidiirleridir. Orgiitler degisimi gerceklestirebilmek icin degisimi ngdrebilecek, degisim
siirecini bagariyla yonetebilecek yeterlige sahip yoneticilere ihtiyac duymaktadirlar. Orgiitsel
basarmin saglanmasinda, yoneticiler ve liderler tarafindan segilen ve yonetim anlayislarini
yansitan liderlik stilleri Orgiitler i¢in vazgegilmez bir hal almistir.

Okul miidiirlerinin sergiledikleri bir ¢ok liderlik stili vardir. Ancak bu ¢alismada okul
miidiirlerinin sergilemis olduklari liderlik stillerinden sadece demokratik ve otokratik liderlik
stilleri ele alinmigstir. Bu kapsamda arastirmanin ana amaci okul miidiirleri ve 6gretmenlerin
goriislerine gore, okul miidiirlerinin sergilemis olduklar1 demokratik ve otokratik liderlik
stilleri ile degisimi yonetme yeterlikleri arasindaki iliskiyi incelemek ve aralarindaki farki
ortaya koymaya calismaktir.

Yontem

Bu calismada tarama modellerinden genel tarama modeli kullanilmistir. Tarama
modelleri, ge¢gmiste ya da halen var olan bir durumu var oldugu sekliyle betimlemeyi
amaglayan arastirma yaklasimlaridir (Karasar, 1995). Bu c¢alismada okul miidiirlerinin
sergilemis olduklar: liderlik stilleri ile degisimi yonetme yeterlikleri arasindaki iliski ve okul
miidiirlerinin gostermis olduklar: liderlik stilinin, degisimi yonetme yeterliklerini yordama
diizeyi incelenmistir. Farkli gruplarin belirtilen bu degiskenler agisindan karsilagtirilmasi s6z
konusudur. Dolayisiyla bu arastirma ayn1 zamanda iligkisel bir aragtirmadir (Erkus, 2005).

Aragtirmanin ¢alisma evreni, Mersin ili merkez il¢elerdeki (Mezitli, Yenisehir, Toroslar
ve Akdeniz) 165 kamu ilkokul ve ortaokullarinda (kdy ve kasabalar haric) gorev yapan 5932
ogretmenden olugsmaktadir (Mersin Il Milli Egitim Miidiirliigii, 2014). Bu arastirmada, calisma
evreninden uygun Ornekleme yontemiyle ulasilan 250 6gretmen ve 62 okul miidiirii olmak
tizere 312 katilimcidan veri toplanmistir. Uygun 6rnekleme yontemi zaman, para ve isgiicii
kaybin1 Onlemeyi amaclamasi nedenleriyle elverigli 6rnekleme yontemi olarak da
bilinmektedir (Bliytikoztiirk vd., 2014). Yanls, eksik veya ug degerlere sahip oldugu anlasilan

4 Dog. Dr. - Mersin Universitesi, Egitim Fakiiltesi - inandiyusuf@gmail.com
5 Ogretmen - MEB - ayseuzun06@hotmail.com
6 Ogretmen - MEB - hayesil@hotmail.com
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30 oOlgek analize dahil edilmemis, Olgek geri doniis orani %90 olarak gerceklesmistir.
Aragtirmanin analizleri 282 katilimcidan toplanan veriler tizerinden yiirttilmistiir.

Buna gore 133 kadin (%50) 133 erkek katilimci (%50) 6rneklemde yer almaktadir.
Katilimcilarin kidem yillarina bakildigina 43 katilimear (%15,6) 0-5 yil, 64 katilimcr (%23,3) ile
6-10 y1l, 66 katilimci (%24,0) 11-15 y1l, 55 katilimei (%20,0) ile 16-20 yil, son olarak 47 katilimci
(%17,1) ile 21 yil ve tizeri kideme sahiptir. Konum degiskenine gore 49 miidiir (%17,5) 231
ogretmen (%82,5) 6rneklemi olusturmustur.

Arastirmanin verileri okul miidiirlerinin liderlik stilleri ve degisimi yonetme
yeterliklerine iliskin yerli ve yabanci alanyazin taranarak ve ilgili dlgek uygulanarak elde
edilmistir. Arastirmada gerekli izinler almarak Ak (2006) tarafindan gelistirilen Okul
miidiirlerinin Degisimi Yonetme Yeterlikleri Olgegi ile Tas, Celik ve Tomul (2007) tarafindan
gelistirilen Liderlik Stilleri Olgegi kullanilmastir.

Okul miidiirlerin degisimi yonetme yeterliklerine ve gostermis olduklar: liderlik
tarzlarina iliskin 6gretmen ve okul miidiirleri algilar1 arasinda anlamli bir farklilik olup
olmadigini tespit etmek igin t-testi uygulanmistir. Okul midiirlerinin degisimi yonetme
yeterlikleri ile gostermis olduklar: liderlik stilleri asindaki iligkiyi tespit etmek igin korelasyon
analizi, liderlik tarzlarinin degisimi yonetme yeterliklerini ne derece yordadigin belirlemek
icinse regresyon analizi yapilmigtir.

Bulgular

Okul midiirlerinin degisimi yonetme yeterlikleri konusunda okul miidiirleri ve
ogretmenlerin goriislerini karsilastirmak amaci ile yapilan t-testi sonuglarina gore konum
degiskeni tiim boyutlarda anlamli bir farkliliga neden olmustur. Tiim boyutlarda okul
miidiirleri degisimi yonetme yeterlii konusunda ogretmenlerden daha olumlu
distinmektedirler.

Okul miidiirlerinin gostermis olduklar: liderlik stilleri konusunda okul miidiirleri ve
ogretmenlerin goriislerini karsilastirmak amaci ile yapilan t-testi sonuglarina gore konum
degiskeni her iki boyutta da anlamli bir farklilifa neden olmustur. Otokratik liderlik
konusunda miidiirler kendilerini 6gretmenlerden daha fazla olumsuz olarak
degerlendirmiglerdir. Yine demokratik liderlik konusunda da Ogretmenler miidiirleri
miidiirlerin goriislerinden daha olumlu olarak degerlendirmiglerdir.

Okul miidiirlerinin gostermis olduklari liderlik stilleri ile degisimi yonetme yeterlikleri
asindaki iligkiyi tespit etmek igin yapilan korelasyon analizi sonuglarma gore; okul
miidiirlerinin degisimi yonetme yeterliklerinin tiim boyutlar ile otokratik liderlik tarzlar:
arasinda negatif yonde zayif bir iligki tespit edilirken, demokratik liderlik tarz: ile degisimi
yonetme yeterliklerinin tiim boyutlar1 arasinda pozitif yonde orta diizeyde bir iligki tespit
edilmistir. Buna gore okul miidiirleri otokratik liderlik sergilediklerinde degisimi yonetme
yeterliklerinin azaldigi, demokratik liderlik sergilediklerinde ise degisimi yonetme
yeterliklerinin arttig1 soylenebilir.

Okul miidiirlerinin gostermis olduklari liderlik tarzlarinin, onlarin degisimi yonetme
yeterliklerini ne derece yordadigini belirlemek i¢in yapilan regresyon analizi sonuglarina gore,
okul midiirlerinin sergilemis olduklar1 liderlik tarzlarindan demokratik liderlik stili okul
midiirlerinin degisimi yonetme yeterliklerinin tiim boyutlarmi anlamh diizeyde
yordamaktadir. Okul miidiirlerinin sergiledikleri demokratik liderlik “Degisim Ihtiyacini
Belirleme Boyutunu” %38 (R?=,385), “Okulu Degisim Siirecine Hazirlama” boyutunu %46
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(R>=464), “Okulda Degisimi Uygulama” boyutunu %46 (R*=461) ve “Degisimi
Degerlendirme” boyutunu %38 (R?=,38) yordamaktadir. Bu sonuglara bakildiginda
demokratik liderligin degisimin gergeklestirilmesi konusunda ©nemli bir etkiye sahip
oldugunu sodylemek olanakhidir. Demokratik liderlik oOzelligi gosteren okul miidiirleri
degisimin neler getirebilecegini ongorebildikleri, bunun icin ¢alisanlar1 degisimle ilgili
kararlara katabilecekleri ve sorumluluk almalarini saglayabilecekleri varsayildiginda boyle bir
sonucun ¢ikmasi beklenen bir durumdur. Ayrica korelasyon analizi sonuglarina da
bakildiginda demokratik liderlik oOzelligi gosteren okul miidiirlerinin = degisimin
gerceklestirilmesi konusunda pozitif bir etkisinin oldugu goriilmiis, bu etkinin ise okulu ve
calisanlar1 olumlu yonde etkileyecegi agiktir.

Okul miidiirlerinin sergilemis olduklar1 liderlik tarzlarindan otokratik liderlik stili
okul miidiirlerinin degisimi yonetme yeterliklerinin tiim boyutlarim anlamh diizeyde
yordamaktadir. Okul miidiirlerinin sergiledikleri otokratik liderlik “Degisim Thtiyacini
Belirleme” boyutunu %11 (R?>=,110), “Okulu Degisim Siirecine Hazirlama” boyutunu %15
(R=152), “Okulda Degisimi Uygulama” boyutunu %15 (R?>=159) ve “Degisimi
Degerlendirme” boyutunu %11 (R?>=,119) yordamaktadur.

Okul miidiirlerinin sergilemis olduklar1 liderlik tarzlarindan otokratik liderlik stili,
onlarin degisimi yonetme yeterliklerini, demokratik liderlik stiline gore tiim boyutlarda daha
diistik diizeyde yordamaktadir. Bu bulgu, degisimi yonetmede demokratik bir yonetim stili
sergileyen bir okul yoneticisinin otokratik bir yonetim stili benimseyen bir okul yoneticisine
gore daha basarili olabilecegi seklinde yorumlanabilir. Yapilan korelasyon analiz sonuglarina
bakildiginda okul miidiirlerinin sergilemis olduklar: liderlik tarzlarindan otokratik liderlik
stilinin, onlarin degisimi yonetme yeterliklerini diisiik diizeyde yordamasinin disinda, okul
miidiirlerinin sergiledikleri otokratik liderlik stili ile degisimi yonetme yeterlikleri arasinda
negatif yonde bir iliski ortaya ¢ikmistir. Burada aslinda 6gretmenlerin otokratik davranis
sergileyen okul miidiirlerine karsi degisimi istememelerinin nedeninin; degisimin sonucunun
neler getirecegini bilmedikleri icin, degisime karsti goniilsiiz davranarak olumsuz
diistincelerini bu sekilde gostermeye calistiklar: ileri siiriilebilir. Otokratik diistinceye sahip
bir okul yonetimi degisimi kendisi istemeyecektir. Yukaridan kendisine yapilan yasal
uyarilarla degisimi gerceklestirmeye calistiginda ise degisimin neler getirecegi konusunda
ogretmenleri bilgilendirme geregi duymayacagi, sonuglarindan 6gretmenleri haberdar
etmeyecegi, onlarla gerekli isbirligi yapmayacagi ve iletisime agik olmayacagi i¢in 6gretmenler
bu durumu olumsuz olarak algilayacak ve bu degisim basarili bir sekilde sonu¢lanmayacaktir.

Tartisma Sonug¢ ve Oneriler

Sonug olarak diinya geneline bakildiginda farkli iilkelerde farkli 6rneklem gruplariyla
yapilan calismalarda okul miidiirlerinin sergiledikleri liderlik tarzlarinda kesin bir sonuca
ulasmak ve bir yargiya varmak cok zor goziikmektedir. Ciinkii her calismanmn sonucu
birbirinden farkl ¢ikabilmektedir. Elbette bu yapilan ¢calismalarda birbirinden farkh bulgulara
ulasilmasinin nedenleri arasinda iilkelerin farkl kiiltiirel 6zellikleri, okula ytikledikleri anlam,
yonetim bigimleri ve egitim anlayislarinin oldugu soylenebilir. Ancak buna ragmen her gecen
giin okullarda daha fazla katilimc1 ve demokratik liderligin kullanildig1 goze carpmaktadar.
Demokratik ve katilmar liderlik 6zelligi gosteren okul miidiirlerinin elbette okulu daha
saglikl1 yonetebilecegi soylenebilir. Bu kapsamda Warrick (1981) demokratik liderlerin, astlar1
ve onlarin duygulari ile ilgilenmesi, ¢alisanlarin hem nitelik hem de nicelik agisindan yiiksek
performans sergilemelerine neden oldugunu ifade etmektedir. Ojokuku, Odeyato ve
Sajuyigbe (2012) doniisiimcii ve demokratik liderlik gosterilmesi durumunda calisanlarin
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aidiyet duygusunun gelismesi ve daha fazla sorumluluk almalarini sagladigini, takipgilerin
hedeflerine wulagmalar1 ve Orgiitsel yeterliklerinin artirnlmasi igin daha fazla caba
harcadiklarini ifade etmektedirler. Alhassan ve dig. (2014) ¢calismalar1 sonucunda miihendislik
okulu miidiirlerinin daha ¢ok otokratik ve demokratik liderlik tarz1 6zelliklerini tagidiklarini,
demokratik liderlik tarzi yansitan okul miidiirlerinin personelin iiretkenligini arttirdig,
otokratik liderlik sergileyen okul miidiirlerinin ise personelin performans ve iiretkenliginde
negatif bir etki yarattig1 sonuglarini elde etmislerdir. Bu sonuglar birlikte degerlendirildiginde
okul miidiirlerinin okulun basarisinin artirilmasi, etkili bir iletisimin kurulmasi, saglam bir
orgiitsel bagliligin gelistirilmesi, olumlu bir o6grenme iklimi ve Orgiit kiiltiirtiniin
olusturulmasi icin daha ¢ok demokratik liderlik ozelligi gostermeleri gerekmektedir.
Otokratik liderlik gosteren okul miidiirleri, kararlar: tek tarafli aldig icin, iletisimi yukardan
asagiya tek tarafli uyguladig ve calisanlara yeterli inisiyatif tanimadiklar: i¢in okullarindan
basar1 beklemek ¢ok akilci olmasa gerek. Bu nedenle okul miidiirlerinin katilimci ve iletisime
acik, ayn1 zamanda goriiniir liderler olmas1 gerekmektedir.

Sonug olarak okul miidiirleri kendilerini degisimi yonetme konusunda oldukga yeterli
gormektedirler. Ancak 6gretmenler bu konuda okul miidiirleriyle ayn1 diisiinmemektedirler.
Bu nedenle o6zellikle okul miidiirlerinin kendilerini degerlendirirken disaridan bir veya birkag
gozlemcinin diistincesine de 6nem vermeleri gerekmektedir. Yine gelisen ve degisen
toplumda okul miidiirlerinin daha ¢ok demokratik liderlik o6zelligi gostermesi
beklenmektedir. Bu konuda okul miidiirlerine demokratik liderlik egitimleri Milli Egitim
Bakanligi’'na bagl hizmetigi egitim programlari ¢ergevesinde seminerler verilebilir. Degisime
direng gosteren Ogretmenlere degisimin ciktilar1 ve yararlar1 somut olarak anlatilirsa
degisimin basariya ulastirllmasi daha kolay olacaktir. Degisimin gerceklestirilmesinde
demokratik liderligin pozitif etkileri oldugu arastirma sonuglarindan anlagilmaktadir. Bunu
da okul miidiirlerinin 6nyargilardan uzak bir sekilde 6gretmenleri de degisimle ilgili konulara
katarak gerceklestirmesi degisimin basarili olmasini saglayacaktir. Bu nedenle degisimin
gerceklesebilmesi ve basariya ulasabilmesi i¢in tiim okul miidiirleri bu alanda uzman kisiler
tarafinda uygulamali olarak egitime alinmalidirlar.

Bu aragtirmada okul miidiirlerinin sergilemis olduklar: liderlik stilleri ile degisimi
yonetme yeterlikleri arasindaki iliski ve okul miidiirlerinin gostermis olduklar1 liderlik
stilinin, degisimi yonetme yeterliklerini yordama diizeyi incelenmistir. Okul miidiirlerinin
degisimi yonetme yeterlikleri onlarin 6z yeterlilikleri iliskilendirilebilir. Yine Okul miidiirlerin
problem ¢6zme becerileri ve degisimi yonetme yeterlikleri iliskilendirilebilir.
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