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Introduction

It is known that organizations which manage the organizational change have
adapted themselves to changing society, and therefore, they become more durable. It
is also stated that making radical changes on organization’s own strategy and structure
is important for evading the threats from surroundings (Hannan and Freeman, 1984).
Organizational culture and learning organizational structure also have an important
role in organizational change together with technology, structure, human and
environment (Benneth, 2008; Lawler and Silitoe, 2010; Tseng and Mclean, 2008). The
other important thing for the organizations is being ready to change before the change
starts (Annulis and Gaudet, 2007; Tarraco, Hoover& Knippelmeyer, 2005). Agaoglu
(2006), Chermach, Lynham & Merwe (2006), Lawler and Silitoe (2010) with Wang
(2007) point out in their studies the importance of organizational learning and learning
organization approach for managing the institutional organizational change in large-
scale organizations. It has occurred that organizational change is one of the most
important factors for providing organizational development according to the results
of these researches on management of organizational change aforementioned. Besides,
it is stated that the necessity of determining of readiness level for the aspect of change,
having a higher organizational commitment, having the characteristic of learning
organization aspect and being concerned with the stage of change management in the
change would be done in the organizations (Ak, 2006). The culture of the organization,
sharing the common vision with all of the partners, performance of the ones who have
a role in the change, whether having a strong leadership character, how to manage the
resistance against the change are the important criteria for carrying out the change by
organizations (Ozdemir, 2013). Cadwell and Gould (1992), stated that developing
vision, measurement, strategies for leadership, providing confidence, developing
communication, forming an efficient team for the change and forming a structure or
model for change are vital and an effective organizational change occurs by this way.

Those studies emphasize the strong leadership character besides necessity for a
common vision, creating strategies and providing a model for change. It is difficult to
perform a successful change in the organizations because they are open social systems
and mental and emotional dimensions should be considered (Burnes, 2004). In other
words, organizations should move with two basic factors: a strong leadership role and
commonly designed and shared strategy. Strategically, leadership is the approach
which combined these two aspects. According to Vera and Crossan, if organizations
need change, they need to have a learning organization aspect. And to create learning
organizations, top managers should have strategical leadership characters (Vera and
Crossan, 2004). It is seen that strategic leadership is vital for organizational change
management and transforming the organization.

Organizational Change Management

The organizational change could be planned or non-planned; urgent or staggered
(Ozdemir, 2013). Senge has put forward the learning organization approach with fifth
discipline approach in the midst of the 1990’s and expressed that learning organization
aspect was the most important factor for organizational change. Besides this, Lewin
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manifested changing as unfreezing, moving and de-freezing in his three-stage
changing model. Lawler and Silitoe (2010) and Orucu (2012), have stated that
unfreezing should be understood as dissociation in organizational culture and present
work process; moving should be understood as starting the organizational change by
passing a new system; defreezing should be understood as the institutionalization of
all manner and applications of the new system has emerged. It is very important to
make the employees feel safe psychologically in unfreezing stage; motivation and
power for moving stage; fasten upon the new manners and values which provide to
get into the new system in defreezing stage (Burnes, 2004). If the top manager follows
these stages, he/she manages organizational change well.

Another approach which is similar to the change management approach of Lewin
is provided by Fullan (2007). According to Fullan (2007), the point for change that
should not be neglected is authorization should be top-down and participation should
be bottom-up. Another important aspect as it is that there should be a monitoring and
evaluation mechanism. This point of view shouldn’t be overlooked that force
(supervision) without support to change would cause resistance. Support without
force would cause wasting of sources. Therefore, balance between support and force
(supervision) to successful change operation should be created.

Strategic Leadership

After the 1980’s leadership studies have become changed and renewed, especially
after the midst of 1980’s change has directed to strategical leadership from supervisory
leadership (Boal & Hooijberg, 2001; Yukl, 2002). It can be said that this change in the
emphasis on leadership research has emerged from Upper Echelon Theory of
Hambrick and Mason (1984). According to Wheelen and Hunger (1995), one of the
important responsibilities of top managers is to determine the climate of the
organization. Employees in the organizations want to have a vision in which direction
they should work. It is the strategical leader who will give this direction to employees.
The strategical leader is also a leader who has strategical thinking and strategical
planning skills. Pisapia has developed a scale for performing empirical studies on
strategical leadership. This scale has five different dimensions which are bartering,
managing, bonding, bridging and transforming (Pisapia, Guerra & Semmel 2005). The
dimensions in the scale were changed in the studies performed in Turkey while
translating to Turkish as managing - executive leadership; bonding - ethical
leadership; bridging - political leadership, transforming - transforming leadership;
bartering - associational leadership (Altinkurt 2007; Aydin, 2012; Elma, 2010;
Kilinckaya, 2013; Ugurluoglu, 2009; Ulker, 2009). In this study, the sub-dimensions are
mentioned as in Turkish. Here are these sub-dimensions:

Transforming leadership: This transforming leadership concept has been
systematized by James McGregor in 1978. In his classical work of Leadership on
political leadership, he has defined two kinds of leadership as transactional and
transformational leadership. Bass (1985) has enhanced this difference a step forward
and performed experimental research on it (as cited in Burnes, 2004). To him, a leader
is the one who confects high-level spirits, motivation, and performance on the team.
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Transforming leaders do not react to environmental situations but create a new
environment. They use these steps (Charisma or idealized effect, inspired motivation,
intellectual stimulation, individual support) while creating this new environment
(Bass & Avolio, 1993). Managing leadership: Managing leaders are enviable for
managing short-term goals and daily activities. Some organizations force the
employees to be managing leaders. Management culture emphasizes fluency and
control. A managing leader, however, focuses his energy on goals, sources,
organizational structure or human; he is a problem solver (Mullins, 1996). Shortly, the
leader looks for which problems should be solved and the best way to reach the needed
results for the contribution of people to the organization. Ethical Leadership: Billy Grace
who is the founder of ethical leadership has developed the 4V model. The dimensions
of this model are values, vision, voice, and virtue (Celik, 2000). Ethical leadership is
stated as the heart of the leadership and deemed an important concept in the aspect of
management (Yukl, 2002). Heart of the leadership statement means the values, beliefs,
and desires of a leader. The mind of the leader reflects the mental capacity, his theories
related with implementation and abilities of the leader. Political leadership: Mintzberg
(2014) defines the organizations as political arenas and states that individuals have to
manifest political attitudes and skills in certain situations for being successful.
Administrators and employees direct their efforts to work as a team with the others
instead of individual duty and obligations; communicate directly with customers and
buyers or reflect their management skills to the meeting, coordination and facilitating
of the others works (Burnes, 2004). So, it can be said that political leaders can easily
perceive the social signs and read the behavioral motivation of the followers, and have
the skill for influencing and controlling and efficiently building up communication
webs in the organization. Bridging Leadership: The aim of this leadership is to build up
stronger allies and relationships. These relationships cover both employees and outer
partners. The leader should observe win-win policy in the relationship by moving
reciprocal dependance principle. The leader should do this reinforcement for the aims
of the organization, not for his interests. He also uses his present relationships in the
direction of the aims of the organization (Pisapia, 2009).

MOoNE has been in a reconstruction period. Another important aspect which is
important as structural changes are the new attitudes which is brought by the new
structure. It is important to know what kinds of organizational change management
strategies should be performed by top managers according to the perception of MoNE
employees for the institutionalization of this renovation. Also, the managing capacity
of the new structure by the administrators according to the perceptions of employees
is important. Leadership attitudes and skills for managing the change of top managers
are not considered before for evaluation of the restructuring process in MoNE. It is
aimed to manifest perception of employees operating for change performed in MoNE
and leadership skills of executives to these operations. By the help of this study, MoNE
may prepare a training program for top managers to build their capacity on
organizational change management.

The aim of the research was to manifest the relationship of strategical leadership
behavior of top managers of the central organization in MoNE with competency for
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managing organizational change. Therefore, the answers to these questions were
seeked:

RQ1. How are the strategical leadership attitudes of top managers in the central
organization of MoNE according to the perception of the employees?

RQ2. How are the competencies for managing the organizational change of top
managers in the central organization of MoNE according to the perception of the
employees?

RQ3. Is there any relationship between strategical leadership attitudes of top
managers in the central organization of MoNE with managing the organizational
change according to the perception of the employees?

RQ4. Are strategical leadership attitudes of top managers a significant precursor
of competency of managing organizational change according to the perception of
employees who work in the central organization of MoNE?

Method
Research Design

Data collection and analysis were performed in a quantitative research model in
this study. Although general opinions are obtained in qualitative studies, profound
information cannot be obtained. It is managed in correlational survey model. Causality
and correlation comparison are made between variables in relational studies (Gall,
Borg, Gall, 2007).

Research Sample

The universe of the research consisted of chiefs, assistant specialists of national
education, education specialists, branch managers, assigned teachers, inspectors of
education, and department heads who are the employees in a central organization of
MoNE. When the number of them were considered, there were 160 department heads,
50 inspectors, 180 branch managers, 350 assigned teachers, 150 assistant specialists,
160 education specialists, and 550 chefs. As all units of the universe have been reached
and the data has been collected, a “census” was made in this research. (Gall, et al.,
2007).

Research Instruments and Procedures

It was aimed to evaluate organizational change management in MoNE in the point of
view of strategical leadership based on the opinions of employees who work in a
central organization of MoNE. Strategical Leadership Scale (SLS) which was
developed by Guerra and Pisapia that was adapted to Turkish language and culture
with Organizational Change Management Scale (OCMS) which was developed by Ak
(2006) were used for the research and applied to employees in the central organization
of MoNE. SLS consisted of five sub-dimensions (managing leadership, ethical
leadership, political leadership, transforming leadership and bridged leadership) and
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35 articles. OCMS has consisted of four sub-dimensions (determining the need for
change, preparation for changing process, applying the change and evaluating the
change) and 67 articles. Both of these scales are in five-point Likert type.

Data Analysis

912 data collecting tools were delivered and 603 of them returned (66 %) in this
research. It is found that 523 of them (58 %) could be analyzed when the researcher
examined them. SLS (Strategical Leadership Scale) is translated into Turkish by 5
experts of this field. The Turkish version of the scale was recreated and then sent to 4
field experts. Then it was examined by a Turkish language expert. After these
processes, this scale was applied to 10 people in sampling and asked for their opinions.
After the final forming of the scale it was delivered to 202 individuals in the central
organization of MoNE for validity, and Confirmation Factor Analysis (CFA) was done
with obtained data in Lisrel 8.0.

CFA is a type of analysis that test for affirmation as a model that a structure which
was defined and limited before (Brown, 2006). This analysis is used for affirmation of
a theoretic structure or model. Besides this, CFA is used for evaluation of the validity
of structure (Joreskog and Sorbom, 1993). Simsek (2010), stated that the standardized
value of observed variables is fixed to “1” ; therefore, values of latent variables should
be lower than “1”. A load of observed variables of standardized parameters on latent
variables should be minimum 0,20. According to this condition, it was seen that the
factor loads of the questions representing each factor took values between 0.29 and
0.92. In addition to estimated parameters, t-values which were calculated by dividing
every parameter value to standard error should also be checked. If there is a red arrow
on “t value”, the mentioned item does not have a significant value on 0.05 level
(Simsek, 2010). It has been seen that there was no trouble on factor loads which go to
latent variables to observed variables when the t values examined on path diagram
were checked for obtained results.

Explanations of observed variables by latent variables are defined by t values. If
estimated parameter value exceeds 1.96 it is meaningful on 0.5 level; if it exceeds 2.56
it is meaningful on 0.01 level. When CFA t values are examined, it is seen that all the
articles which belong to “Ethical”, “Political”, Managing”, “Transforming” and
“Bartering” factors were meaningful on 0.01 level. It was seen that estimated
parameter values (t values) between latent variables which is the basic hypothesis
related with latent variables of CFA is provided for data matrix. Significance of all of t
values that are parameter values is required but not sufficient for accepting the model
as the acceptable or accurate model. Besides, as a criterion whether if it is a fully
acceptable model, statistics of the goodness of fit should be calculated (Celik and
Yilmaz, 2013; Simsek, 2010); primarily the ratio between chi-square with a degree of
freedom. If this ratio is less than 2, it is a perfect fit, and 2-3 shows an acceptable fit.
The other criteria are RMSEA (Root Mean Square of Approximation), GFI (Goodness
of fit index), AGFI (Adjusted Goodness of Fit), CFI (Comparative Fit Index) and IFI
(Incremental Fit Index) and standardized RMR (SRMR/ Root Mean Square Residual).
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It is considered that RMSEA and SRMR should be less than 0.08 and is less than 0.05
is considered as perfect compliance indicator (Kline, 2005).

It manifests that having 0.95 and higher values of CFI, IFI, NFI and NNFI, AGFI a
perfect fit; being 0.95 - 0.90 is a good fit (Simsek, 2010). It is stated in some different
sources that higher than 0.85 is also acceptable (Kline, 2005). Some values have “perfect
fit” and some of them have “good fit” when the compliance of model which is obtained
as a result of CFA to the goodness of fit indexes (AGFI value is .85, CFI is .97, NFI is
.94, NNFI is .97, IFI is .97, RMSEA is .07 and SRMR is .08.). AGFI value is in the
acceptable limits which are stated by Kline (2005).

The specified situation related to compliance with these ranges is given in the
model compliance column. It is seen that the ratio of chi-square to the degree of
freedom manifests the good fit and values belonged to this study are generally in
acceptable level when the goodness of fit statistics was examined. Collected data were
analyzed with SPSS 16 program. Cronbach Alfa value of SLS was 0.96 and Cronbach
Alfa value of (OCMS) was 0.98.

Results

In order to determine the perceptions of top managers on strategic leadership
behaviors in the central organization of MoNE, the arithmetic mean and standard
deviation were calculated and given in the following table on the basis of strategic
leadership behaviors sub-dimensions. When the sub-dimensions of strategical
leadership behaviors were examined in Table 1, it can be seen that senior executives
manifest general managing leadership relatively (M= 3.45). Political leadership follows
this attitude (M= 3.01). According to employees' perceptions, senior executives exhibit
relatively less transforming leadership behavior (M= 2.79) and bridging leadership
behavior (M= 2.70).

Table 1
Arithmetic Mean and Standard Deviation Values of SLS

Strategic leadership dimensions M SD
Ethic leadership 292 92
Managing leadership 3.45 84
Transformational leadership 2.79 87
Political leadership 3.01 83

Bartering leadership 2.70 83
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Based on these findings, it can be said that top managers in the central organization
of MoNE put forward bureaucratic management style and that employees attach
importance to compliance with rules and regulations, while they rarely care about the
reward system and the participation and opinions of subordinates. Also, it is seen that
they have more exhibit managing and political leadership than transforming and
bridging leadership attitudes. In other words, top managers of MoNE manifest
managing top managers’ attitudes according to the perception of employees working
on the central organization of MoNE.

Arithmetic mean and standard deviations of opinions of employees were
calculated and given in Table 2 on the basis of managing stages in order to determine
the perception of employees related with organizational change management skills of
top managers in central organization of MoNE. Top managers of MoNE occasionally
manifest these skills related to these stages relatively when the sub-dimensions of
managing the organizational change in Table 2 are taken into consideration. Top
managers manifest skills for determining the organizational change more (M= 2.72)
and they manifest skills for evaluation of organizational change less (M= 2.62)
according to the perception of employees.

Table 2
Arithmetic Mean and Standard Deviation Values of OCMS

Change Organizational Management Dimensions M SD
Determining stage of organizational change 2.72 91
Preparing stage of organizational change 2.68 .87
Implementing stage of organizational change 2.66 .85
Evaluation stage of organizational change 2.62 81

Based on these findings, it can be said that top managers have better skills to
determine the organizational change than the evaluation of the organizational change.
The relationship between strategical managing behaviors and competency of
managing the change of top managers in the central organization of MoNE is given in
the following table.
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Table 3
Pearson Values of SLS and OCMS

1 2 3 4 5 6 7 8 9
1.Managing - 63" 72" 62" 50" 417 48" 51" 49"
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!
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‘5o
£
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5. Bartering - 61" 65" 72" .65
gﬁ 6. Determining stage - 810 73" 647
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s E 7 Preparation stage - 85" 73"
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E § 8.Implementation stage - 81"
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)

9.Evaluation stage -

There is a significant relationship on medium level and in positive direction
between managing leadership with determining the change (r =.41, p <.01), preparing
to change (r = 48, p < .01), implementing change (r = .51, p < .01) and, with the
dimension of evaluation of change (r = .49, p < .01). Besides, there is a significant
relationship on positive direction between ethical leadership with determining the
change (r=.59, p <.01), preparing the change (r =.64 p <.01), implementing the change
(r=.71, p <.01) and, evaluating the change (r = .65, p <.01). In addition to this, there
is a significant relationship in positive direction between political leadership with
dimension of determining the change (r =-.55, p <.01), preparing the change (r = .62,
p <.01), implemention of change (r = .67, p <.01), evaluation of change (r = .61, p <
.01). There is also a significant relationship in positive direction between transforming
leadership with dimension of determining the relationship (r = .63, p <.01), preparing
change (r = .69, p <.01), implemention of change (r = .73, p < .01) and, evaluation of
change (r = .66, p < .01). Finally, there is a significant relationship in positive direction
between bridging leadership with the dimension of determining the change (r = .61, p
< .01), preparing to change (r = .65, p <.01), implemention of change (r =.72, p <.01)
evaluation of change (r = .65, p <.01. Based on these findings, it can be said that the
competency of managing of organizational change increases by increasing their
strategical leadership attitudes. Results of regression analysis which was performed to
determine whether strategical management attitudes of top managers of MoNE are
significant predictor for their competency of managing organizational change are
presented in the Table 4.
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Table 4
Regression Analysis Results of SLS and OCMS

Determination Preparation Implication Evaluation

Variables

Pt p p t p £t p Bt p
Constant 573 .00 390 .00 322 .00 -08 93
Managing - -47 .63 .01 29 76 05 10 .09 .05 117 24

24
Ethic 11 1.64 .10 10 167 09 19 334 .000 .18 279 .00°
Politic 12 190 .06 15 273 .000 17 321 .00° .15 253 .01

Transform. 30 391 .00" .36 502 .000 26 398 .00 .17 232 .02"

Bartering 17 227 23 13 1.85 06 20 312 .000 21 297 .00

Determination: R=.65, R?2=42; F= 76.84, p<.05; Preparation: R=.71, R?=.51; F= 110.07, p<.05;
Implication: R=.77, R?2=.59; F=154.32, p<.05; Evaluation: R=.70, R?=.49; F= 101.41, p<.05.

It is seen that managing leadership, ethical leadership, political leadership,
transforming leadership and bartering leadership have significant relationship
together with the dimensions of determining the organizational change (R = .65, p <
.05), preparing the organizational change (R = .71, p < .05), implementing the
organizational change (R= .77, p <.05) and evaluation of organizational change (R =
.70, p < .05) when the Table 6 is examined. According to the regression analysis the
only significant predictor of the stage of determining the organizational change is
transforming leadership (3 =.30, p < .05). The significant predictors of preparing to
organizational change stage are political leadership ( = .15, p <.05) and transforming
leadership (3 = .36, p < .05). There are four significant predictors of the stage of
implementing organizational change: These are ethical leadership (B =-.19, p <.05),
political leadership (p = -.17, p < .05), transforming leadership ( = -.26, p < .05) and
bartering leadership (B = -.20, p < .05). The last stage of competency of managing the
organizational change is evaluation of organizational change, and it also has four
significant predictors as implementation of organizational change: Ethical leadership
(B =-.18, p <.05, political leadership (B = -.15, p < .05), transforming leadership ( = -
.17, p <.05) and bridging leadership ( =-.21, p <.05). In the light of these findings, it
can be said that stage of determining the organizational change would be better by
increasing the transforming leadership. In addition to this, it can be expressed that
stage for preparing the organizational change would be more fruitful by increasing
transforming leadership and political leadership. Finally, it can be stated that stages of
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implementation and evaluation would be more efficient by increasing ethical, political,
transforming and bridging leadership.

Discussion, Conclusion and Recommendations

When the findings of the research are examined according to the perception of
employees it is seen that top managers of the MoNE should have interpersonal roles,
conceptual roles and decision-making roles which are necessary to manage the
changing process and stated by Burnes (2004). In light of these findings it can be said
that top managers of MoNE cannot put forward their characteristics in the subject of
managing the change and renovation. This opinion shows parallelism with the study
performed by Atasoy and Cemaloglu (2018), Guclu, Kilinc, and Coban (2014) with
educational administrators in Turkey. Besides, top managers of MoNE comply with
the definition of managing director from the definitions of technical manager,
administrative manager, and developer manager in the research conducted by Harris
(1986). According to the research of Harris developer director type is the one which
provides organizational change and transforming. As the most substantial
characteristics of the developer leader, it is especially emphasized to increase the
capacity of the members of the group and to give them initiative by empowering the
members of the group with a shared vision. Ulukan (2005) said in his research that
transformational leadership qualities should be present in the changes to be made in
higher education. Finally, Boal and Hooijberg (2001) stated that the main leadership is
strategical leadership, and charismatic, visionary and transforming leadership are the
second type of leadership. This is in parallel with the findings obtained. It is stated
that the top managers of MoNE show administrative managing characteristics. The
management style that executives need to manage in order to administrate
organizational change is the one which increases the capacity of employees by sharing
the vision, giving priority to administrate the change together, consider the
psychological aspects of employees that is constructive directorate.

It is determined that there is a positive relationship on a high level between
strategic leadership with organizational change management as another finding of the
research. Guclu, Coban and Atasoy (2017) expressed that administrators should create
a positive atmosphere by showing transformative leadership attitudes and also give
the feeling of sharing the same vision and the same thoughts to their followers. Nutt
and Backoff (1993) showed that the way to transforming public organizations is to
keep transformation by strategic leadership and strategic management approach in
their research. Cadwell and Gould (1992) also pointed out that leaders who develop
strategy are the essential element of change. It's concluded in the research conducted
by Elma (2010) that the institutional transformation in public administration should be
solved with a strategic leadership perspective. The regression analysis revealed that
all sub-dimensions of strategic leadership characteristics are predictors of sub-
dimensions of organizational change management skills. Hence, it is seen that as the
level of exhibiting strategic leadership behavior of top managers increase, the skills of
managing organizational change will increase. When the body of literature related to
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organizational change management is examined, it can be seen that it is expressed in
every condition that organizational change can be done by leaders with transforming
features (Balci, 2000; Burnes, 2004; Drucker, 1996; Fullan, 2004; Lawler and Silitoe,
2010). In the light of this study, researchers can examine the organizational
performance in the central organization of MoNE after the restructuring. In addition,
the organizational citizenship levels and levels of organizational commitment of the
employees in the central organization of MoNE can be revealed or the opinions of the
employees in the provincial organization and the employees in the central
organization can be compared. Besides, MoNE may plan a training program for top
managers in order to build their organizational change management capacity.
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Milli Egitim Bakanligi (MEB) Yoneticilerinin Orgiitsel Degisimi Yonetme
Yeterlikleri ve Stratejik Liderlik Davranislari

Atf:

Coban, O., Ozdemir S., & Pisapia, J. (2019). Top managers’ organizational change
management capacity and their strategic leadership levels at Ministry Of
National Education (MoNE). Eurasian Journal of Educational Research, 81, 129-
146, DOLI: 10.14689/ ejer.2019.81.8

Ozet

Arastirmamn Problem Durumu: Orgiitsel degisimi basarili bir sekilde yoneten orgiitlerin
gelisen, degisen topluma daha rahat ayak uydurduklar1 ve daha uzun omiirlu
olduklar1 goriilmektedir. Orgiitiin bu degisimi yaparken kendi strateji ve yapisinda
radikal degisimler yapmasi ve cevreden gelecek tehditleri hizli bir sekilde
savusturmasmnin da onemli oldugu belirtilmektedir (Hannan ve Freeman, 1984).

4 Doktora tezinin zetidir.
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Orgiitsel degisimde teknoloji, yapi, insan ve cevre ile birlikte drgiitiin kiiltiiriintin ve
Ogrenen oOrgiit yapistin da onemli rol oynadigi yapilan calismalarda ortaya
konulmustur (Benneth, 2008; Lawler ve Silitoe, 2010; Tseng ve Mclean, 2008). Egitim
alaninda drgiitsel degisim ile ilgili yapilan bir arastirmada, 6rgtitsel gelisim ile 6rgtitsel
degisim incelenmis ve Orgiitsel gelisim saglayan orgiitlerin degisimi yiiriitmek igin
oncelikle orgtitsel baghligi artirmalari, orglitsel baglhihg: artirdiktan sonra orgitsel
degisimi planlamalar1 gerektigi vurgulanmistir (Tarraco, Hoover ve Knippelmeyer,
2005). Orgiitlerde degisime baglamlmadan 6nce, 6rgiitlerin degisim hususunda hazir
bulunusluk diizeylerinin saptanmasi, orgiitsel baghiligin yiiksek olmasi, orgiitlerin
Ogrenen Orgiit ozellikleri tasimalar1 ve orgiitlerde yapilacak degisimlerde degisim
yonetiminin safhalarinin énemine dikkat edilmesi gerektigi ifade edilmektedir (Ak,
2006). Orgiitler, degisime baglamadan nelere ihtiyaclar1 oldugunu belirledikten sonra,
degisimi yiiriitiirken nelere ihtiya¢c duyacaklarim da iyi saptamahdirlar. Orgiitlerin
degisimi yiriitebilmesinde, orgiitiin sahip oldugu kiiltiir, ortak vizyonu tim
paydaslarla paylasma, degisimde gorev alacaklarmn performansi, giiclii bir liderlik
ogesinin var olup olmadigi, degisime direncin nasil yonetilecegi 6nemli kriterlerdir
(Ozdemir, 2013). Cadwell ve Gould (1992), orgiitlerde degisimin ontindeki engelleri
kaldirmak ve boylece daha etkili bir 6rgiitsel degisim saglamak icin vizyon gelistirme,
ol¢me, liderlik stratejileri gelistirme, giiven saglama, iletisimi gelistirme, degisim igin
etkili bir takim olusturma ve degisim igin bir yap1 veya model olusturmanin énemli
oldugunu belirtmislerdir. Yukarida bahsedilen arastirmalar, genel olarak orgiitsel
degisimi ytrtitmede, ortak vizyon, stratejiler olusturma, degisim icin bir model
olusturma gerekliliginin yani sira, giiclii bir liderlik tgesinin 6nemine vurgu
yapmaktadir. Bunun nedeni, orgiitler acik sosyal sistemlerdir ve bu ytizden basaril
bir degisim yapmak oldukgca giictiir. Ctinkii degisim yaparken sadece yapisal siiregler
degil, zihni ve duygusal boyutlarda dontistiirtilmelidir. Zihni ve duygusal donusumu
saglamanin yolu da liderlikten gecer (Burnes, 2004). Baska bir ifadeyle, orgiitler
degisim yaparken iki temel unsurla hareket etmelidir. Bunlar giiglii bir liderlik rolii ve
paylasilan ve ortak olusturulmus bir strateji. Bu iki temel unsuru bir araya getiren
yaklasim ise stratejik liderliktir. Nitekim NT ve BackOffice (1993) da yaptiklar
calismada kamu orgiitlerini doniistiirmede basarili olmanin yolunun stratejik liderlik
ve stratejik yonetim anlayistyla donusumu stirdiirmek oldugunu vurgulamaktadirlar.
Vera ve Crossan’a gore orgiitler, degisim istiyorlarsa; 6grenen orgiit 6zellikleri
tagrmalaridir. Ogrenen orgiitler olusturmak igin ise tist yoneticilerin stratejik liderlik
ozellikleri gostermeleri gerekmektedir (Vera ve Crossan, 2004).

Milli Egitim Bakanlig1 yeniden yapilanma surecine girmistir. Bu stirecte yiiriitiilen
yapisal degisimler kadar 6nemli olan bir husus da yeni yapmin getirdigi yeni
davraniglardir. Bu yeniden yapilanma surecinde Milli Egitim Bakanlig1 calisanlarinin
algilarma gore yoneticilerinin nasil bir orgiitsel degisim yonetimi stratejisi izledikleri,
yeniligin kurumsallasmas1 bakimindan énem arz etmektedir. Ayrica yine ¢alisanlarin
algilarma gore, yoneticilerin stratejik liderlik davranislari yeni yapiyr yonetme
kapasiteleri de 6nemli goriilmektedir. Milli Egitim Bakanligi'nda yasanan yeniden
yapilanma surecinin degerlendirilmesinde, {iist diizey yoneticilerin liderlik
davraruslar1 ve degisimi yonetme becerileri daha onceden detayli olarak ele
alinmamistir. Bu arastirma, hem {ist diizey yoneticilerinin degisimi yonetme
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kapasitelerini hem de bu yonetim esnasinda sergiledikleri liderlik davramslarmm
ortaya koymasi ve Tiirk egitiminin en basat orgiitii olan Milli Egitim Bakanligi'min
merkez teskilatiin déntistimiinde nelerin yapilip nelerin yapilamadigini gostermesi
acisindan 6nemlidir.

Aragtirmamn Amaci: MEB merkez teskilat1 yoneticilerinin stratejik liderlik davranislar:
ile orgiitsel degisimi yonetme yeterlikleri arasindaki iligkiyi ortaya koymaktir. Bu
amacla asagidaki sorulara yanit aranacaktir:

1. Calisanlarin algisia gore, Milli Egitim Bakanlig: merkez teskilatindaki tist
diizey yoneticilerin stratejik liderlik davramslari nasildir?

2. Cabisanlarin algisma gore, Milli Egitim Bakanlig1 merkez teskilatindaki tist
diizey yoneticilerin orgiitsel degisimi yonetme yeterlikleri nasildir?

3.  Calisanlarin algisina gore, Milli Egitim Bakanligi merkez teskilatindaki tist
diizey yoneticilerin stratejik liderlik davranislar ile orgiitsel degisimi yonetme
yeterlikleri arasinda anlaml bir iliski var midir?

4. Milli Egitim Bakanhigi merkez teskilatinda calisanlarin algisma gore
yoneticilerin stratejik liderlik davranislari, yoneticilerin orgiitsel degisimi yonetme
yeterliklerinin anlamli bir yordayicist midir?

Aragtirmamn Yéntemi: Arastirmanin evrenini, MEB Merkez teskilatinda gorevli sef,
egitim uzmani, milli egitim uzman yardimecisi, sube miidiirti, gérevli 6gretmen ve
daire bagkani kadrosunda calisanlar olusturmaktadir. Evrenin tiim birimlerine
ulasilarak veri toplandig1 icin bu arastirmada “tam sayim” yapilmistir. Bu amacla,
MEB merkez teskilatindaki iist diizey yoneticilerin stratejik liderlik davranislarina ve
orgiitsel degisim yonetim becerilerine iliskin ¢alisanlarin algilarimi belirlemek igin
Stratejik Liderlik Olgegi ve Orgiitsel Degisimi Yonetme Olgegi kullanilmustir.
Korelasyon analiziyle MEB tist diizey yoneticilerinin stratejik liderlik davraniglari ile
orgtitsel degisimi yonetme becerileri arasinda iliskiler incelenmistir. Buna ilaveten,
MEB st diizey yoneticilerinin stratejik yonetim davranislarnin orgiitsel degisimi
yonetme becerilerinin anlamli bir yordayicist olup olmadig1 regresyon analizi ile
acgiklanmustur.

Aragtirmamn Bulgularr: Stratejik liderlik davranislan ile orgiitsel degisim yonetimi
becerileri arasinda yiiksek diizeyde olumlu yonde iliski oldugunu gostermektedir.
Regresyon analizi ile stratejik liderlik davranislarmin biitiin alt boyutlarmin 6rgiitsel
degisimi yonetme becerileri alt boyutlariin yordayicisi oldugu tespit edilmistir.

Aragtirmann Sonuglar ve Onerileri: MEB tist diizey yoneticilerinin degisimi yonetme ve
yenilesme konusunda stratejik liderlik 6zelliklerini tam olarak ortaya koyamadiklar:
sOylenebilir. Bunun yani sira, MEB {ist diizey yoneticileri, teknik yonetici, idari
yonetici ve gelistirici yonetici tanimlarindan idari yonetici tanimina uymaktadir.
Bununla birlikte, tist diizey yoneticilerin stratejik liderlik davranisi sergileme
diizeyleri arttikca, orgiitsel degisimi yonetme becerilerinin de artacag: gortilmiistiir.
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Arastirmacilar, bu calisma 1s1iginda Milli Egitim Bakanligi merkez teskilatinda,
yeniden yapilanma sonrasindaki orgiitsel performans: inceleyebilir. Ayrica MEB
merkez tegkilatinda calisanlarin degisim sonrasindaki orgtitsel vatandaslik diizeyleri
ve Orgilitsel baglilik seviyeleri ortaya konulabilir ya da tasra teskilatinda calisanlar ile
merkez teskilatta ¢alisanlarin degisimle ilgili gortisleri karsilastirilabilir. MEB, st
diizey yoneticilerin degisimi yotnetme ve degisime liderlik etme konusunda
kapasitelerini artiric1 egitimler diizenleyebilir.

Anahtar Kavramlar: Stratejik Liderlik, Orgiitsel Degisimi Yonetme, MEB Ust Diizey
Yonetici, MEB Merkez Tegkilati
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