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The purpose of this research is to determine the effect of authentic leadership on trust

DOI: 10.14812/cufej.863251 in managers and schools' levels of openness to change. In the research, the
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qualitative part are 18 teachers from 6 primary schools, 6 middle schools and 6 high

schools. In the research, it was concluded that the authentic leadership behaviors
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development, belief in change, sense of responsibility develop, their creativity
develops, thus they are open to new ideas and they set new goals. Finally, it has been
concluded that the trust in the manager helps teachers to show such behaviors as
supporting the change, cooperating for change, complying with the determined vision
and the rules and procedures created for change. In accordance with these results,
suggestions such as giving seminars and in-service training explaining the effect of
authentic leadership behaviors on change and trust have been presented to school
managers.

Otantik Liderligin, Yoneticiye Giiven ve Okullarin Degisime Aciklik
Diizeyleri Bakimindan Degerlendirilmesi
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Degisim, duyulmasini saglamaktadir. Okul yoneticisinin otantik liderlik davranislar sergilemesi
Degisime Agiklik, durumunda 6gretmenlerin degisime karsi direncinin azaldigi, bireysel olarak gelisim,
Okullar. degisime inang, sorumluluk bilinci olustugu, yaraticiliklarinin gelistigi, yeni fikirlere agik

olmalarini ve yeni hedefler belirlemelerini sagladigi sonucuna ulagilmistir. Son olarak
yoneticiye duyulan glivenin 6gretmenler tzerinde, degisimi destekleme, degisim igin
ishirligi yapma, belirlenen vizyona ve degisim igin olusturulan kural ve prosedirlere
uyma davranislarini sagladigl sonucuna ulagiimistir. Bu sonuglar dogrultusunda okul
yoneticilerine otantik liderlik davranislarinin degisim ve gliven tizerinde etkisini anlatan
seminerler ve hizmet igi egitimler verilmesi gibi dneriler sunulmustur.

Introduction

The long-term success of many organizations depends on the quality of the organization, speed of
adapting to the environment, and the manager's leadership qualities. Organizations have begun to focus
on leadership procedures rather than focusing on products and results to increase their speed and
quality further (Avolio, Bass & Zhu, 2004). In other words, it is focused on the views that non-financial
factors such as leadership are much more important in terms of creating an advantage in the
competitive environment, rather than monetary factors (Youssef, 2004). It is emphasized that it is
necessary to determine and implement appropriate leadership to create an effective organization.

It is seen that employees need a leader who will guide them more than ever in times when the
future cannot be predicted due to the continuous increase in competition, different changes are
experienced and new values are rising (Celik & Eryilmaz, 2006; Jensen & Luthans, 2006). Naturally, such
changes require many organizational leaders to develop and change themselves to meet the demands
that are demanded of them (Avolio et al., 2004). Emerging new technological developments have made
organizations more complex. As a result, the pressure for change in organizations has increased. In
order to solve this problem, new leadership approaches have been sought. In organizational researches,
the answer to the question of how a leader can be more efficient and effective for the organization has
gained more importance. One of the concepts discussed in this context is the concept of authentic
leadership (GUmus, Bellibas, Esen & GUmis, 2018). Examining the literature, besides the different
leadership models for organizations, it is also seen that there are many researchers arguing that
authentic leadership is necessary to gain the trust of the employees and reach the organizational goals
(Avolio & Wernsing, 2008; Avolio & Gardner, 2005; Walumbwa, Avolio, Gardner, Wernsing & Peterson,
2008). From this point of view, in the present study, the concepts of authentic leadership, trust in the
manager, and openness to change are examined.

Authentic Leadership

Authentic leadership in its origin is the individual's self-knowledge, and exhibiting his/her attitudes
and behaviors as he/she wishes without being exposed to any influence or forcing oneself (Caza,
Bagozzi, Woolley, Levy & Barker Caza, 2010). With his/her conscious value judgments and ethical values,
the authentic leader carries out guidance activities for his/her subordinates and looks out for the
interests of the institution he/she works within the framework of his/her moral values (Michie & Gooty,
2005). In other words, authentic leaders are focused and self-confident individuals who are aware of
how their thoughts and behaviors are understood by their followers, know the strengths and
weaknesses of themselves and their followers, know their moral perspectives, know the environment in
which they work and are, can overcome problems, have optimistic and ethical values (Avolio & Gardner,
2005; Avolio, Gardner, Walumbwa, Luthans & May, 2004). Walumbwa et al. (2008) built the authentic
leadership theory on innate morality and emphasized development. llies, Morgeson, and Nahrgang
(2005) stated that the leader should improve himself and the employees, and the leader should know
himself. Walumbwa et al. (2008) examined authentic leadership under four components. These
components are "self-awareness", "balanced processing ", "internalized moral perspective" and
"relational transparency". The “self-awareness” component includes the feelings, motives, desires,
beliefs, strengths and weaknesses of the individual and their trust in these characteristics (Kernis, 2003).
The balanced processing component is called the unbiased evaluation of all the data the leader has
before making a decision (Walumbwa et al., 2008; Mortier, Vlerick & Clays, 2016). The concept of
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internalized moral perspective is related to high moral standards in order to make the best decision
about a moral issue when they are indecisive (Avolio & Gardner 2005; May, Chan, Hodges & Avolio,
2003). “Relational transparency” includes appropriate information sharing, willingness to give and
receive feedback, being open about the reason behind motives and decisions, and harmony between
words and actions (Avolio & Wernsing, 2008).

Trust in Manager

Trust is a psychological state based on positive expectations in the behavior or intentions of the
people, but it requires considering the vulnerability in the relationship (Lewicki & Bunker, 1996). It
expresses the intangible contract among individuals and determines the mutual responsibilities
between employees and the organization in the work environment (Sisman & Gemlik, 2009). When
interpersonal trust relationships in organizations is are examined, the issue of trust in managers is
generally mentioned. The main factor in establishing organizational trust in an institution is the trust of
employees in their managers. The concept of trust in the manager is directly related to the thoughts of
the organization’s employees that the managers will be honest with them and stand behind them, and
to their perceptions of the support given to them by the manager. In addition, the fact that the manager
behaves fairly and adheres to ethical principles also plays a role in increasing the trust of the employees
in the manager (Mishra & Morrissey, 2000). The feeling of trust is seen as a very important concept in
educational institutions as in other organizations. A manager that is trusted and respected by teachers,
students, and parents can encourage employees, teachers, and other school stakeholders to work more
effectively in the organization (Brewster & Railsback, 2003). It is known that schools are the
environments where individual relations are most intense. Ensuring the establishment of a trust
environment in educational institutions increases the quality of the relationship among managers,
teachers, and parents in the short term, and pave the way for socially beneficial changes in the long
term and can change the life of the society (Artuksi, 2009). As a result, teachers and managers at school
should care about and value each other and show these elements in their behaviors. Managers should
be exemplary individuals for this type of behavior to be exhibited more (Yilmaz, 2006).

Openness to Change

Openness to change is defined as the tendency and willingness of individuals or organizations to
change. Openness to change is defined as a personality trait (Ozdemir, 2000). Openness to change in
business life is shown among the rules of being successful and pioneering, along with taking risks and
self-confidence (Hammer & Champy, 1994). In addition to this, being open to change has become the
first condition in order to keep up with the current developments and compete with other
organizations. One of the potential variables that affect the success of change, especially in schools, is
that teachers are open to change (Borko, 2004; Demirtas, 2012; Ha, Lee, Chan & Sum, 2004; Lee, 2000;
Moroz & Waugh, 2000). Teachers' belief in change and their motivation for change will ensure that
change takes place successfully (Daly, 2010).

The effective realization and change of the education and training environment in the school
depends on the knowledge and ability of the administrators (Sweeney, 1992; cited by Celikten, 2000).
For school administrators to exhibit these behaviors, they must be open to change. Within this period,
the skills expected from the school administrator are to initiate, direct and evaluate the change process,
and to coordinate between different units (Wallace, 2004). In a school that is in the process of change,
the administrators should consider all the variables one by one, determine how much each variable
affects the organization, and finally realize the change as planned, gradually and by establishing a
smooth communication network (inandi, 2000). Providing a healthy communication environment within
the school will help school administrators to make a healthy change (Harris, 2006).

The Relationship between Authentic Leadership and Trust in Managers

It is emphasized that the trust created between the leader and his/her subordinates and the benefits
of this trust are important in the fields of management and organizational behavior. It is stated that
trust plays a leading role in the leader's effective leadership behavior. In addition, it is argued that the
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leader can gain the trust of his/her followers with his consistent behaviors (Kova¢ & Jesenko, 2010).
When the literature is examined, it is seen that many studies have been carried out to determine the
relationship between authentic leadership and trust (Luthans & Avolio, 2003; Hughes, 2005; Norman,
2006). In the study conducted by Onciioglu (2013), it was concluded that authentic leadership predicts
variables such as trust in the manager, job engagement, task performance, and organizational
citizenship. In addition, Yangin (2017) states that there is a significant relationship between authentic
leadership and organizational trust and they affect each other positively. Ozkara (2017), on the other
hand, states that the authentic leadership behaviors exhibited by top managers positively and
significantly affect their cognitive and emotional trust in their managers. In another study, Kilig (2015)
states that the higher the employees' perceptions of authentic leadership towards their managers, the
higher their perceptions of organizational trust will be. In addition, when other studies are examined, it
is stated that actions such as relational transparency, authentic behavior, balanced evaluation, and self-
awareness are the basic components of authentic leadership and these components are one of the
important determinants of trust in the manager (Walumbwa et al.,, 2008; Luthans & Avolio, 2003;
Hughes, 2005; Walumbwa, Christensen & Hailey, 2011; Norman, 2006).

The Relationship Between Authentic Leadership and Openness to Change

If change is desired in organizations, administrators must establish strong relationships with
teachers, who will be most affected by this change and will implement this change, increase their
motivation. In addition, it is necessary to ensure the participation of teachers in the decisions in order to
realize the change (Atak, 2011). Therefore, considering the relational transparency dimension of
authentic leadership, it can be said that authentic leadership affects individual and organizational
change. The ethical behavior of managers is seen as an important factor in supporting organizational
change and reducing resistance to change (Coch & French 1948; Lewin 1947). In this context, it can be
stated that the managers’ having an internalized moral understanding is a factor that positively affects
teachers' openness to change. In addition, when many studies are examined in the context of change, it
is seen that high-quality relations between employees and managers (Parish, Cadwallader, & Busch,
2008) and effective leadership practices (Michaelis, Stegmaier, & Sonntag, 2010; Parish et al., 2008;
Herold, Fedor, Caldwell, & Liu, 2008) seems to have a positive effect on change.

The Relationship Between Trust in Manager and Openness to Change

The feeling of trust in the organization is very important for the realization of the changes that can
be called reform in education. The atmosphere of trust in the school is seen as an important factor in
the school's readiness for reforming efforts (Brewster & Railsback, 2003). It is also stated that there is a
positive relationship between trust in the manager and openness to organizational change (Ertulrk,
2008). Similarly, it can be said that organizational trust has significant effects on resistance to change
(Apaydin, 2017). It is stated that the decrease in trust in organizations will create a tendency towards
resistance to change (Heuvel & Schalk, 2009). In addition, it is stated that there are significant
differences between employees who trust the manager and are resistant to change. It is stated that the
resistance of employees, who trust the manager, to change decreases (Van Dam, Oreg & Schyns, 2008).
There are also different studies stating that there are positive relationships between organizational trust
and employees' positive attitudes towards change (Devos, Buelens & Bouckenooghe, 2007; Eby, Adams,
Russell & Gaby, 2000).

This research will guide the managers about openness to change and how effective authentic
leadership is on openness to change in schools. In addition, it is expected that the study will be a guiding
study in the context of what kind of effects the authentic leadership behaviors exhibited by the
administrator have on teachers' trust in the manager.

The thoughts and behaviors of teachers have an important function in order to create an
environment of trust in schools and to ensure desired changes. In this context, the research sample was
formed from participants who are teachers, and teachers' ideas on this subject were tried to be
revealed. It is also thought that this study will guide school administrators in terms of building trust and
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increasing change in their schools, taking into account the opinions of teachers. When the literature is
examined, it is seen that this study is original research examining the effect of authentic leadership on
trust in the manager and openness to change, and there is no previous research in this context.
Therefore, it is thought that the results obtained from the research will shed light on and contribute to
other studies to be conducted in this field in the future.

Purpose of the Research

The purpose of this research is to determine the effect of authentic leadership on trust in
administrators and schools' openness to change. The model created for this purpose was tested. In the
created model, it is assumed that the authentic leadership behavior of the managers positively affects
the trust of the teachers in the manager and their openness to change, and the trust of the teachers in
the manager positively affects the schools’ openness to change. In addition, the study was supported by
the qualitative research method.

In this study, answers to the following research questions were sought;

1- At what level and in what direction does the authentic leadership behavior of the managers
affect the trust of the teachers in the manager?

2- At what level and in what direction does the authentic leadership behavior of the managers
affect the schools’ openness to change?

3- At what level and in what direction does the teachers' trust in the manager affect the openness
of the schools to change?

4- What do teachers think about the effect of authentic leadership behaviors exhibited by their
managers on trust in the manager?

5- What do the teachers think about the effect of the authentic leadership behaviors exhibited by
their managers on their openness to change?

6- What do the teachers think about the effect of their trust in the school manager on their
openness to change?

Method
Research Model

In the research, a “mixed method” research model, which is defined as quantitative and qualitative
data collection techniques (Maxwell & Loomis, 2003) and analysis and the interpretation of the results
obtained, was used by using quantitative and qualitative research method approaches (Johnson &
Onwuegbuzie, 2004; Creswell, 2014). The main purpose of choosing a mixed method is to eliminate the
deficiencies that arise due to the use of quantitative or qualitative research methods alone and to
analyze the research more deeply and as a whole (Creswell, 2014). In the research, the convergent
parallel design from the mixed design methods was used. In the convergent parallel design, qualitative
and quantitative data collected together are analyzed separately and it is checked whether the findings
support each other (Creswell, 2014; Fraenkel, Wallen, & Hyun, 2012).

A correlational survey model was used in the quantitative part of the study. The correlational survey
models aim to determine whether there is a change between two or more variables and/or the degree
of change (Karasar, 2013; Buyukoztlrk, Cakmak, Akglin, Karadeniz, & Demirel, 2010).

The qualitative part of the research was carried out by the case study, one of the qualitative research
methods. In the case study, various variables and factors related to a situation are studied intensively. It
is possible to determine how these variables and factors affect the situation and how they are affected
by the situation, and it is possible to evaluate the situation (Blyukoztlrk et al., 2010; Glesne, 2012;
Yildirnm & Simsek, 2011).
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Participants

The universe of the quantitative research consists of teachers working in primary, middle, and high
schools affiliated to the Ministry of National Education in the central district of Sivas province in the
2017-2018 academic year. For the quantitative dimension of the research, since reaching approximately
5208 teachers working in Sivas city center would create difficulties in terms of time and cost, the
teachers were selected by simple random sampling method. In the simple random sampling method,
each sampling unit is given an equal and independent probability of being selected, and the units are
sampled completely randomly (Buytikoztirk et al., 2010).

Ozdamar's method (2003, p.116-118) was used to determine the sample size to be evaluated from
the total population. According to the specified formula, the sample size was calculated as at least 538
participants at the 95% confidence interval. In this context, data were collected from 668 teachers
working in Sivas city center. 54.6 of the research participants are married; 45.4% of them are single. In
terms of total teaching experience, 9.4% of the participants have teaching experience between 1-5
years, while 32.2% of them have 6-15 years; 48.1% are 16-25 years; 10.3% have 26 years or more
teaching experience. 73.2% of the participants have a bachelor's degree and 26.8% a master's degree.
Finally, 28.6% of the participants are in primary school; 33.1% of them are teachers working at middle
school and 38.3% of them are high school teachers.

To collect data in the qualitative dimension of the research, maximum variation sampling, one of the
purpose sampling methods, was used. The maximum variation sampling method is to describe the
common or different aspects of individuals in different situations related to the characteristics
investigated in a broader framework without the aim of generalization (Buylikoztirk et al., 2010;
Yildinm & Simsek, 2011). It is concluded that data saturation is reached when the data collected in
qualitative research falls into repetition (Creswell, 2014). In this context, the collected data were
examined by an expert person in the field of educational sciences and researcher and it was concluded
that the data were saturated. In this case, the data collection process was terminated. The study group
in the qualitative dimension of the research consists of a total of 18 participants, 6 of whom are in
primary school, 6 in middle school and 6 in high school, working in the Ministry of National Education.

Data Collection Tools

Authentic Leadership Scale: It was developed by Walumbwa et al. (2008) and the scale was adapted
into Turkish by Tabak, Polat, Cosar, and Tiirk6z (2012). The scale consists of 16 items, is a 5-point Likert
type and has 4 dimensions. These dimensions are "relational transparency", internalized moral
perspective, "balanced processing" and "self-awareness". Cronbach's Alpha reliability values of the scale
were relational transparency, 0.86; the internalized moral perspective, 0.83; balanced processing, 0.85;
self-awareness is 0.90. The reliability value for the whole scale was calculated as 0.93. Within the scope
of this study, it was concluded that the Cronbach's Alpha reliability values of the scale were .76 in the
factor of relational transparency, .62 in the factor of internalized moral perspective, .72 in the factor of
balanced processing, and .62 in the factor of self-awareness. In addition, Cronbach's Alpha reliability
coefficient for the whole scale was calculated as .84. In the study conducted by Cetin and Tanoba (2020),
it was concluded that the Cronbach's Alpha reliability coefficient of the authentic leadership scale was
.60 in the factor of relational transparency, .67 in the factor of internalized moral perspective, .71 in the
factor of balanced processing, .68 in the factor of self-awareness, and .80 in the general authentic
leadership. The fit values obtained as a result of confirmatory factor analysis are as follows; Xz/sd: 2,746;
GFl: .953; CFI: .933; AGFI: .935; NFIl: .900; RMSEA: .051 and SRMR: .0392. When these results are
examined, it is seen that the fit values show good fit and acceptable fit (Bayram, 2013; Kline, 2016).

"Trust in Manager" Scale: The scale developed by McAllister (1995) consists of 11 questions. 5
questions measure affective trust between individuals, and 6 questions measure cognitive trust. The
adaptation of the scale to Turkish was carried out by Ari (2003) to measure trust in the manager. The
Cronbach's Alpha reliability coefficient for the "Affective Confidence" factor was 0.87, and the
Cronbach's Alpha reliability coefficient for the "cognitive confidence" factor was calculated as .87.
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Within the scope of this study, the Cronbach's Alpha reliability coefficient of the scale was calculated as
.72 in the affective confidence factor and .81 in the cognitive trust factor. The Cronbach's Alpha
reliability coefficient of the whole scale was found to be .78. In the study conducted by Kavak (2019), it
was concluded that the affective confidence of the scale of trust in the manager was .81, the cognitive
confidence dimension was .84, and the scale of trust in the manager in general was .89. In this study,
the Cronbach's Alpha reliability coefficient of the whole scale was found to be ,781. The fit values
obtained as a result of confirmatory factor analysis are as follows; Xz/sd: 3,166; GFI: .967; CFl: .954;
AGFI: .946; NFI: .934; RMSEA: .057 and SRMR: .0480

Schools’ Openness to Change Scale: The scale was developed by Smith and Hoy (2007), and the
scale was adapted to Turkish by Demirtas (2012). The scale consists of 14 items and has three sub-
dimensions. These sub-dimensions are named as "teachers' openness to change", "principal's openness
to change" and "school environment's openness to change". The scale was created in a 5-point Likert
type. The Cronbach's Alpha reliability coefficient of the whole scale was calculated as .78. In this study,
the Cronbach's Alpha reliability coefficient of the scale was calculated as .78 in the principals' openness
to change factor, .68 in the teachers' openness to change factor, and .67 in the school environment's
openness to change factor. The Cronbach's Alpha reliability coefficient of the whole scale was found to
be .75. In the study conducted by Bozbayindir and Alev (2018), the total reliability coefficient of the
scale of openness to change in schools was calculated as .89. In the study conducted by Ayik, Dis, and
Celik (2016), the Cronbach's Alpha values of the scale of openness to change in schools was calculated as
.83 for teachers' openness to change, .73 for principals' openness to change, .74 for school
environment’s openness to change, and .83 for the whole scale. As a result of confirmatory factor
analysis, the values of goodness of fit are as follows; Xz/sd: 2,269; GFl: .966; CFl: .949; AGFI: .951; NFI:
.914; RMSEA: .044 and SRMR: .0394.

In the qualitative part of the study, a semi-structured interview form consisting of three open-ended
questions was prepared to determine the opinions of the teachers. The main purpose is to both take
advantage of the fixed answering advantage of the semi-structured interview form and to use the
advantage of going deep into the information on the subject (Buyukozturk et al.,, 2010). Before the
application, a pre-application was made with 2 teachers in order to check that the interview questions
were suitable for the purpose and that they were functional. At the end of the application, the opinions
of the participating teachers about the open-ended questions and the opinions of the experts working in
the field of educational sciences were evaluated. As a result of these evaluations, the semi-structured
form questions were revised and finalized. Before the qualitative data were collected, the teachers were
contacted and a suitable time was determined by obtaining their approval. In addition, it was stated
that audio recording will be taken during the application and participation will be made voluntarily.
Expert opinion was used to ensure the validity and reliability of the prepared interview form. In the data
collection process, the interview technique, which is accepted as one of the data collection methods
commonly used in qualitative research, was used (Buyukozturk et al., 2010). The interview technique
can be defined as a conversation used to gather information (Berg & Lune 2015). In order to collect the
data, the teachers to be interviewed were determined in advance and face-to-face interviews were
conducted by setting a suitable date and time for the interview.

Presenting the data obtained directly, without making subjective judgments, is considered as an
approach to increase reliability (LeCompte & Goetz, 1982). In this context, in order to ensure the
internal reliability of this research, the data obtained from the participant through interviews were
written down as they were and no intervention was made. The words and examples given by the
participant were directly quoted and transferred to the themes. According to Maxwell (1992), internal
validity is whether the data obtained are related to the content desired to be obtained and whether the
findings obtained from the content of the research complement each other. The suitability of the
content to be obtained in this study and the data set collected was examined by the researcher and two
experts in the field of educational sciences, and it was concluded that it was appropriate. In qualitative
studies, if the results of a study give the same results in similar situations or environments, in other
words if the results can be generalized for similar situations, this indicates that the study provides
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external validity (Maxwell, 1992; Becker, 1990). Accordingly, the research sample was diversified in
order to generalize the research results to primary, middle, and high school levels. In addition, it is
stated that in qualitative research, credibility criteria (trustworthiness) should be found rather than
validity and reliability criteria. There are four criteria for credibility. These are credibility, reliability,
confirmability, and transferability. (Guba & Lincoln, 1982). In order to ensure the credibility criterion,
the data were written down and delivered to the participants after they were collected. In this case, the
consent of the participants regarding the opinions expressed was obtained. The method of the research
is explained in detail in order to ensure the reliability criterion. In order to meet the confirmability
criterion, the preparation of the measurement tool used for the purpose of the study was specified and
the data collection process was explained. Purposive sampling method was used to ensure
transferability. In this direction, participants working in different education levels, including primary,
middle and high school, were included in the study.

Data Analysis

Permission was obtained from the scale owners before the data were collected. In addition, the
scales and qualitative research questions were examined by the Sivas Provincial Directorate of National
Education Research and Evaluation Commission and it was stated that there was no harm in applying
them to teachers. The collection of qualitative and quantitative data was carried out on a voluntary
basis. Before the qualitative data were collected, the consent of the participant was obtained and the
"consent form" was filled. Calculation of frequency percentages and reliability coefficients related to the
data was carried out with a statistical analysis program. First, the data were entered into the SPSS
statistical program and the items that were negative in structure or meaning were re-coded with their
reverse answers. Before starting the analysis, missing data were examined and evaluated in terms of
normal distribution-multiple normal distribution. According to outliers (Mahalanobis), 48 data were
excluded. As a result, after removing the unsuitable data from the data set, 668 data were evaluated for
analysis. The skewness and kurtosis values for each dimension of the scales were examined and it was
seen that these values ranged from -2 to +2. According to this result, it can be said that the scores
obtained from the scale do not show a significant deviation from the normal distribution (Tabachnick &
Fidell, 2013). Buyukoztlirk (2011) states that if there is a relationship of .80 or more between the
variables, the problem of multicollinearity may arise. The correlation values between the variables were
examined and the relationship that could cause the multicollinearity problem was not found.

To analyze the qualitative data, the audio recordings were first transferred to the computer
environment and transcribed in a Word file. "Content analysis" was made on the obtained data and the
data were analyzed. The main purpose of content analysis is to bring together similar data by creating
certain concepts and themes and to organize and interpret them in an understandable way (Yildirm &
Simsek, 2011). The obtained data were examined, the answers were placed in the determined groups
and the frequencies of similar answers were calculated. The themes that emerged as a result of the
opinions were modeled to show the ties between them. The code system was used while the emerging
opinions were analyzed. For example, someone coded as “M, MD H” represents a participant whose
gender is male, whose last level of education is a master's degree, and whose school type where he/she
served is high school.

Findings

In line with the data obtained from the quantitative research group, the explanatory relationships
between the authentic leadership behaviors of the managers, trust in the manager, and the school's
openness to change, according to the perceptions of the teachers, are presented in the figure below.
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Figure 1. Results of the Structural Equation Model

Goodness of fit values obtained from the model were calculated as X2/5d=2.98, GFI=0.97, CFI=0.94,
AGFI=0.95, NFI=0.92, RMSEA=0.05 and SRMR=0.03. It can be said that the values are at a very good level
(Bayram, 2013; Kline, 2016).

Table 1 shows the correlation coefficient values between the variables in the general model created.
In addition, the critical ratio, standard error, and significance values belonging to these values are also
included.

Table 1.

Relationship Between Variables in the Model, Critical Ratio, Standard Error, and Significance Values
Variables Standard Error r Critical Ratio

Authentic Leadership  Trust in Manager ,038 ,28 3,331*

Authentic Leadership  Openness to Change ,050 ,37 4,513*

Trust in Manager Openness to Change ,133 ,36 3,600*

N=668 *p<,01
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When Table 1 is examined; according to the perceptions of the teachers, it is seen that the
correlation coefficient value between the authentic leadership behaviors of the administrators and the
trust in the administrator is ,28, and these values are significant at the p<.01 level. In addition, it was
determined that the authentic leadership behaviors exhibited by the managers had a positive and
significant effect on trust in the manager. This result explains the first research question of the study.

Similarly, according to teachers' perceptions, it is seen that the correlation coefficient value between
the authentic leadership behaviors of the managers and the school's openness to change is .37 and this
value is significant at the p<.01 level. In addition, it was determined that the authentic leadership
behaviors exhibited by the managers had a positive and significant effect on the openness of schools to
change. This result explains the second research question of the study.

Finally, it is seen that the correlation coefficient value between teachers' trust in the administrator
and the school's openness to change is ,37 and this value is significant at the p<,01 level. In addition, it
has been determined that trust in the administrator has a positive and significant effect on the openness
of schools to change. This result explains the third research question of the study.

In line with the opinions of the qualitative research participants, 3 themes were created. The themes
created in accordance with the 4th, 5th and 6th research questions are as follows.

¢ Authentic Behaviors that Provide Confidence to the Manager
* The Effects of Authentic Behaviors on Openness to Change
» The Effects of Trust in Manager on Openness to Change

Authentic Behaviors that Provide Confidence to the Manager: The model obtained as a result of the
analysis of qualitative data is shown in Figure 2.

Transparency in
Relationships

Ethical Behaviors

Athntic

Behaviors that
Provide Confidence
to the Manager

Self Awareness Empathy

Balanced
Evaluation of
Information

Figure 2. The Model Created for Authentic Behaviors that Provide Confidence to the Manager

Ethical Behaviors: It has been stated that one of the authentic behaviors that enables teachers to trust
their managers is to exhibit ethical behaviors (f=18). The statements of some teachers about this
behavior are given below:

“...0ur school principal is a person who behaves very ethically and does not betray
anyone's rights... Of course, as he/she acts like this, everyone's trust in him/her inevitably
increases” (M, U, P).
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“...If you are an ethical principal and if you have some moral rules and you have adopted
these rules, you must act with your ethical judgments to all teachers who work in all
circumstances. If you act like this, you can gain people's trust” (M, U, H).

“..Areliable person is an ethical person” (F, U, M).

Transparency in Relationships: One of the other authentic behaviors that make teachers trust their
managers is the relational transparency behavior (f=11). The statements of some teachers about this
behavior are given below:

“..He/She treats everyone equally... He/She approaches the work without adding his/her
own feelings and thoughts. Knowing this, the teacher inevitably trusts” (M, MD, H).

“He/She should make sure that the principal will listen to him/her and that his/her ideas

are respected. ...This is the only way for a manager to have others trust him/her” (F, U,
P).

Self-awareness: One of the other authentic behaviors that make teachers trust their managers is self-
awareness (f=7). The statements of some teachers about this behavior are given below:

“...are aware of their abilities and skills. ... As a result of not adopting attitudes such as
self-righteousness, teachers get closer to him/her and allow us to trust him/her like a
friend when appropriate” (M, U, P).

“..The self-confidence he/she possesses actually sets an example and encourages
other teachers. ...All these concepts return as respect to the school principal” (F, U, M)

Balanced Processing: One of the other authentic behaviors that make teachers trust their managers is
the balanced processing behavior (f=5). The statements of some teachers about this behavior are given
below:

“...has the ability to make decisions without involving their feelings and thoughts... This
type of behavior ensures trust in the manager” (F, MD, P)

“A democratic environment is created in the school where everyone's ideas are received
and shared regardless of the subject. The teacher who expresses himself/herself feels
confident because the manager also takes his/her own ideas” (M, U, H).

Empathy: One of the other authentic behaviors of that make teachers trust their managers is empathic
behavior. (f=5). The statements of some teachers about this behavior are given below.

“In almost every situation, he thinks by putting himself in the other person's shoes and
acts accordingly...This naturally makes us trust him more...” (M, MD, H).

“... the manager should be a good listener and should approach the other empathetically.
...0nly this way, he/she can find the right method and build trust” (M, U, M).

Effects of Authentic Behaviors on Openness to Change: The model obtained as a result of the analysis
of qualitative data is shown in Figure 3.
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Figure 3. The Model Created on the Effects of Authentic Behaviors on Openness to Change

Reducing Resistance to Change: It is stated that authentic leadership behaviors exhibited by managers
reduce resistance (f=16). The statements of some teachers about this behavior are given below.

“..the first thing an authentic manager should do in change is to get the support of
teachers... The perspective of the teacher, who understands the benefits it will bring to
himself/herself, changes and this teacher makes an effort and adapts to the changes made
as soon as possible” (M, U, M).

“An authentic leader should motivate the teacher for change by utilizing the basic
characteristics of leadership and should consider the stress and anxiety levels that she
may experience during and during the change process..” (M, MD, H).

“As in any organization, there will be those who develop resistance to change.
...Establishing effective communication ways with all teachers by creating a sense of need
for a common change within the organization can overcome this difficulty” (M, U, M).

Individual Development: It is stated that the authentic behaviors exhibited by the managers provide
individual development in the direction of change (f=13). The statements of some teachers about this
behavior are given below:

“The manager, who displays authentic leader characteristics, should also encourage and
direct the personal development of individuals” (M, U, M).

“...authentic leader becomes an opportunity for individuals to improve themselves and
guides them to improve themselves. If a learning school culture can be created, change
comes by itself” (F, U, P)

Believing in Change: It is stated that the authentic behaviors exhibited by the managers enable to
believe in change (f=8). The statements of some teachers about this behavior are given below:
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“The manager should assume the role of change leadership and make school staff believe
in change. Authentic leader makes his/her followers believe in change” (M, U, H).

“Teachers who can be motivated towards change begin to believe in change. Teachers are
always ready for change when the authentic leader convinces teachers about change” (M,
u, P).

Creating Awareness of Responsibility: Another effect of the authentic behaviors exhibited by the
managers on openness to change is the expression of creating awareness of responsibility (f=6). “In
relation to our question, the authentic leader should convince the teachers of change with his/her
behaviors and place a sense of responsibility on them... Unless the teachers take responsibility, the
change cannot happen at all” (M, U, H) can be given as an example for creating awareness of
responsibility sub-theme.

Developing Creativity: According to the teachers' statements, another effect of the authentic behaviors
exhibited by the managers on openness to change is the expression of "developing creativity" (f=6).
“The level of creativity of an individual who is open to new ideas naturally increases. ...the imagination
of a teacher who accepts change and is pro-change also develops” (M, MD, H) can be given as an
example for this sub-theme.

Being Open to New Ideas: According to the teachers' statements, another effect of the authentic
behaviors exhibited by the managers on openness to change is the expression of being open to new
ideas (f=5). “... the manager should be open to innovations and changes and see these innovations as an
opportunity. This is one of the characteristics of authentic leadership” (M, U, H) can be given as an
example for openness to change sub-theme.

Setting New Goals: According to the teachers' statements, another effect of the authentic behaviors
exhibited by the managers on openness to change is the expression of setting new goals (f=4). “..They
can not only know, but also make an idea about what kind of changes can be made. Thus, they set a new
goal for themselves and move forward in line with this goal. ...But the authentic leader should also
implement practices that will start this spark” (M, U, P) can be given as an example for this sub-theme.

The Effects of Trust in Manager on Openness to Change: The model obtained as a result of the analysis
of qualitative data is shown in Figure 4.

Compliance
with Rules and
Procedures

Cooperation

The Effega of Trust
in the Manager on
Openness to
Change

Connecting to
the Vision

Supporting
Change

Performance

Enhancement

Figure 4. The Model Created on the Effects of Trust in Managers on Openness to Change

1045



KILIC & YAVUZ — Gukurova Universitesi Egitim Fakiiltesi Dergisi, 50(2), 2021, 1033-1068

Supporting Change: It is stated that teachers can support change if they trust the manager (f=17). The
statements of some teachers about this behavior are given below:

“As we mentioned in the other question, in an environment where the manager is trusted,
there is no resistance to change. ...teachers do not approach change with a prejudice” (M,
MD, H).

“If teachers trust their managers, they know that the change will benefit them. In this
respect, they support change...” (M, U, M).

“If employees trust the manager, their attitude towards change will obviously be different.
Naturally, this difference will be felt positively” (F, MD, P).

Cooperation: It is stated that teachers can cooperate in the direction of change if they trust the
administrator (f=8). The statements of some teachers about this behavior are given below:

“...if change is to be realized, it must be done in cooperation. ...Teachers who trust their
manager and have no doubts about him/her can contribute positively to change in
cooperation” (M, U, P).

“Teachers who trust each other and their managers perform work-share that is necessary
for change” (M, U, M).

Compliance with Rules and Procedures: It is stated that teachers can follow the rules and procedures
regarding change if they trust the manager (f=5). “trust is the main guarantee of obeying the rules. In a
school where the atmosphere of trust is dominant, the manager and the teacher always want to act in
accordance with the rules” (M, MD, H) can be given as an example.

Connecting to the Vision: It is stated that teachers can be connected to the vision of change if they trust
the manager (f=4). An example of the views expressed for this sub-theme is “if the manager has a
change vision for the organization, teachers are committed to that vision thanks to trust” (M, U, P).

Performance Enhancement: It is stated that if teachers trust the manager, their performance can
increase in terms of change (f=2). "Teachers who support and want change are willing to change and
increase their performance in terms of realizing the change in a desired way... Trusting the manager will
increase this performance even more" (M, MD, H) can be given as an example for this sub-theme.

Discussion & Conclusion

In the quantitative part of the study, it was concluded that the authentic leadership behaviors
exhibited by school managers affect trust in the manager positively and significantly. These results were
also supported by qualitative research results. As a result of the qualitative research, it was concluded
that school managers exhibiting ethical behaviors, performing relational transparency, having self-
awareness, performing balanced processing and having empathy skills have positive effects on trusting
the manager. In other words, the participants generally state that these authentic leadership behaviors
have positive effects on their trust in the manager. It is seen that the results obtained from quantitative
and qualitative studies are consistent with each other.

It is seen that these results are in line with the results of previous studies in the literature. In the
study conducted by Onciioglu (2013), it was concluded that authentic leadership predicts variables such
as trust in the manager, job engagement, task performance, and organizational citizenship. In another
study, Ozkara (2017) concluded that authentic leadership behaviors affect cognitive and affective trust
in their managers positively and significantly. In a different study, Luthans and Avolio (2003) stated that
the perception of the leader as more authentic by the followers means a higher level of trust between
the leader and the followers. In addition, there are different studies supporting these results
(Walumbwa et al., 2008; Luthans & Avolio, 2003; Hughes, 2005; Walumbwa et al., 2011; Norman, 2006).

It was concluded that the authentic leadership behaviors exhibited by the managers affect the
openness to change positively and significantly. These results are also supported by qualitative research
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results. According to the qualitative results of the research, in the context of the effects of authentic
leadership on openness to change, it was concluded that it reduces resistance to change, provides
individual development, provides belief in change, creates awareness of responsibility, and develops
creativity. According to these results, it can be said that the school administrator's display of authentic
leadership behaviors has positive effects on the schools’ openness to change. The research shows that
the results obtained from the quantitative and qualitative research are consistent with each other.

It is seen that these results are in line with the results of previous studies in the literature. In the
study conducted by Sagir (2010), the concept of transformative leadership was discussed and it was
concluded that transformative leadership and all of its sub-factors significantly and positively affect
openness to change. In this context, ideal influence, which is a sub-dimension of transformational
leadership, states that managers have high ethical and moral standards and are reliable people to do the
right things (Bass, 1998). This sub-dimension is similar to the internalized moral understanding sub-
dimension of authentic leadership. In addition, the individual concern sub-dimension of transformative
leadership is similar to the relational transparency dimension of authentic leadership. In the light of this
information, it can be said that these results support our study. Keskin (2014) stated that it is crucial for
subordinates to have right to speak, inform them about change in advance, and to have effects on the
decision-making process in order to ensure change. Considering the relational transparency dimension
of authentic leadership, it is an expected result that these behaviors will have positive effects on
openness to change. Bursalioglu (2015) stated that resistance to change may occur if the change
strategy implemented in the organization is not in a quality that the teachers who will implement the
change can understand and adopt. At this point, the good level of relations between administrators and
teachers is accepted as the main determinant for the realization of change. In addition, when many
studies are examined in terms of change, it is seen those high-quality relations between employees and
managers (Parish, Cadwallader, & Busch, 2008) and procedural and interactional fairness in the change
process (Bernerth, Armenakis, Feild, & Walker, 2007; Foster, 2010) appears to have a positive impact.

According to another result obtained from the study, it is seen that the trust in the manager affects
the openness to change positively and significantly. According to the qualitative results of the research,
it was concluded that trusting the manager according to the teachers' perceptions enables them to
support change, they can cooperate in openness to change, they will tend to comply with the rules and
procedures created for change, they will tend to comply with the vision set for change and their
performance will increase in order to realize the change. In other words, it is seen that teachers tend to
support change as a result of teachers' trust in their managers. The study shows that the results
obtained from the quantitative and qualitative research are also consistent with each other.

It is seen that these results are in line with the results of previous studies in the literature. Ertlirk
(2008) concluded in his research that there is a strong positive relationship between trust in the
manager and openness to organizational change. In the study conducted by Apaydin (2017), it was
concluded that as the level of trust in the organization increases, the employees respond positively to
the change emotionally. Heuvel and Schalk (2009) stated that the decrease in trust in organizations will
create a trend towards resistance to change. In addition to this, they emphasized that the importance of
the concept of trust in organizations. Van Dam et al. (2008) state that there are significant differences
between the employees who trust the manager for various reasons and the resistance to change, and
the resistance of the employees who trust the manager to change decreases. Konovsky and Pugh (1994)
state that if employees trust their managers, they can generalize this feeling of trust to the whole
organization, considering that the manager represents the organization as a whole. In addition, it is seen
that there are other studies supporting this result obtained in the research (Devos et al., 2007; Eby et al.,
2000).

Suggestions

1. It has been concluded that the trust in the manager can ensure that the change takes place
smoothly. Courses should be organized to inform about the benefits of an environment of trust in
schools, and all stakeholders of the school should participate in these courses.
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2. School administrators must exhibit authentic leadership behaviors in order to make teachers self-
confident. Organizing in-service training on authentic leadership skills for school administrators is of
great importance in terms of acquiring these skills.

3.In order to enable teachers to support change and reduce their resistance to change,
administrators must exhibit authentic leadership behaviors. Organizing seminars to school
administrators about the effect of authentic leadership behaviors on change can make change happen
more effectively and smoothly.

4. According to a result obtained from the research, one of the most important behaviors that will
ensure trust in the school manager is the ethical behavior of the school manager. Therefore, it is
recommended that school administrators exhibit ethical behaviors in order to ensure trust. In addition,
managers' being open in their relations, having self-awareness skills, performing balanced processing,
and the ability to empathize increase the trust in the manager. In addition, managers' being open in
their relations, having self-awareness skills, performing balanced processing, and the ability to
empathize increase the trust in the manager.

5. It is recommended that the school administrator exhibits authentic leadership behaviors in order
to reduce the resistance of teachers to change, to ensure their individual development towards change,
to believe in change, to create a sense of responsibility in the context of change, to develop their
creativity, to be open to new ideas and to set new goals for change. The necessity of the concept of
change, especially in educational organizations, can be explained to the managers by the ministry and
panels on authentic leadership & change can be organized.

6. Teachers need to trust their managers to support change, cooperate with other employees,
ensure that they comply with the rules and procedures established for change, adhere to the vision of
change, and increase their performance in the direction of change. Organizing various social activities
involving all school stakeholders can create an atmosphere of trust within the organization.

7. Seminars or in-service training should be organized to provide managers with the necessary
information about authentic leadership. In addition, education administrators should be encouraged to
pursue postgraduate education in the Department of Educational Administration Inspection Planning
and Economics, and the subject of authentic leadership should be included in the curriculum as well as
other leadership types.

All rules included in the Directive for Scientific Research and Publication Ethics in Higher Education
Institutions have been adhered to, and none of the Actions Contrary to Scientific Research and
Publication Ethics included in the second section of the Directive have been implemented.
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Tiirkge Siirimui

Giris

Bircok Orgiitlin uzun vadeli basarisi 6rgitiin kalitesine, cevreye ayak uydurma hizina ve y6neticinin
liderlik &zelliklerine baghdir. Orgiitler sahip oldugu hiz ve kaliteyi daha fazla artirmak igin Griin ve
sonuglara odaklanmaktan ziyade liderlik stireglerine odaklanmaya baslamislardir (Avolio, Bass ve Zhu,
2004). Yani parasal etkenlerden ziyade, liderlik gibi finansal olmayan etkenlerin rekabet ortaminda
avantaj yaratma bakimindan ¢ok daha 6nemli oldugu yéniindeki goériisler Uzerine yogunlasilmaktadir
(Youssef, 2004). Etkili bir 6rgiit olusturmak igin uygun bir liderlik belirlemek ve bunu uygulamak gerektigi
izerinde durulmaktadir.

Rekabetin siirekli artmasiyla gelecegin kestirilemedigi, farkli degisimlerin yasandigi ve yeni degerlerin
ylkseldigi donemlerde, calisanlarin kendilerine rehberlik edecek bir lidere her zamankinden daha ¢ok
ihtiyac duydugu gortlmektedir (Celik ve Eryilmaz, 2006; Jensen ve Luthans, 2006). Dogal olarak bu tir
degisiklikler bircok 6rgit liderinin, kendilerinden talep edilen gereksinimleri karsilamak adina kendilerini
gelistirmelerini ve degistirmelerini zorunlu kilmaktadir (Avolio ve digerleri, 2004). Ortaya ¢ikan yeni
teknolojik gelismeler 6rgitleri daha karmasik hale getirmis ve bunun sonucu olarak oérgitlerdeki degisim
baskisi artmistir. Bu sorunu ¢ézebilmek icin ise yeni liderlik yaklasimlari aranmaya baglanmistir. Orgiitsel
arastirmalarda liderin 6rgt icin nasil daha verimli ve etkili olabilecegi sorusunun yaniti daha fazla 6nem
kazanmistir. Bu kapsamda tartisilan kavramlardan biri de otantik liderlik kavramidir (Gimds, Bellibas,
Esen ve Giimiis, 2018). ilgili literatiir incelendiginde, &érgiitlere yénelik farkh liderlik modellerinin yani
sira, calisanlarin givenini kazanmak ve Orgiti amaclarina ulastirmak i¢in otantik liderligin gerekli
oldugunu ileri stiren birgok arastirmacinin da oldugu gorilmektedir (Avolio ve Wernsing, 2008; Avolio ve
Gardner, 2005; Walumbwa, Avolio, Gardner, Wernsing ve Peterson, 2008). Bu noktadan hareketle
mevcut ¢alismada, otantik liderlik, yoneticiye gliven ve degisime agiklik kavramlari incelenmektedir

Otantik Liderlik

Otantik liderligin kdkeninde bireyin kendisini tanimasi, tutum ve davranislarini herhangi bir etkiye
maruz kalmadan veya kendini zorlamadan icinden geldigi gibi sergilemesi bulunmaktadir (Caza, Bagozzi,
Woolley, Levy ve Barker Caza, 2010). Otantik lider, sahip oldugu bilingli deger yargilariyla ve etik
degerleriyle, astlarina yonelik rehberlik faaliyetleri stirdiiriir ve sahip oldugu ahlak degerleri cercevesinde
¢alistigi kurumun gikarlarini gozetler (Michie ve Gooty, 2005). Diger bir ifadeyle otantik liderler kendi
diisiince ve davranislarinin takipgileri tarafindan nasil anlasildiginin farkinda olan, kendilerinin ve
takipgilerinin glgl ve zayif yonlerini, ahlaki bakis agilarini bilen, galistiklari ve icinde bulunduklari ortami
iyi taniyan, sorunlarin Ustesinden gelebilen, iyimser ve etik degerlere sahip olan, kendisini ¢abuk
odaklayabilen ve kendisine giivenen bireylerdir (Avolio ve Gardner, 2005; Avolio, Gardner, Walumbwa,
Luthans ve May, 2004). Walumbwa ve digerleri (2008) otantik liderlik teorisini dogustan ahlaklilik ve
gelisime odakhlik Gizerine kurgulamis ve gelisime vurgu yapmistir. llies, Morgeson ve Nahrgang (2005)
bireyin otantik lider olabilmesi i¢in liderin kendisini ve calisanlari gelistirmesi ve liderin kendisini
tanimasinin gerektigini belirtmistir. Walumbwa ve digerleri (2008) otantik liderligi dort bilesen altinda
incelemistir. Bu bilesenler, “Ozfarkindahk”, “bilgiyi dengeli degerlendirme”, “i¢sellestirilmis ahlak
anlayis”” ve “iliskilerde seffaflik”’tir. Ozfarkindalik bileseni, bireyin sahip oldugu duygulari, gidiileri,
istekleri, inanglari, kendisinin gli¢li ve zayif yanlarini ve bu sahip oldugu ozelliklere glivenmesini
icermektedir (Kernis, 2003). Bilgiyi dengeli degerlendirme bileseni, liderin karar vermeden 6nce elindeki
bitun verileri tarafsiz bir sekilde degerlendirmesi olarak adlandiriimaktadir (Walumbwa ve digerleri,
2008; Mortier, Vlerick ve Clays, 2016). i¢sellestirilmis ahlak anlayisi otantik liderlerin ahlaki bir konuda
kararsizlik yasadiginda, bu konu hakkinda en dogru karari verebilmesi igin yiksek dizeyde ahlaki
standartlara sahip olmasi ile ilgilidir (Avolio ve Gardner 2005; May, Chan, Hodges ve Avolio, 2003).
“Iliskilerde seffaflik” ise uygun bilgi paylasimini, geri bildirim vermek ve almak igin istekli olmay, giidiiler
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ve kararlarin arkasinda yatan mantik konusunda agik olmayi ve sozler ile eylemler arasindaki uyumu
icermektedir (Avolio ve Wernsing, 2008).

Yoneticiye Giiven

Guven, iletisim kurulan kisilerin davranislarindaki veya niyetlerindeki olumlu beklentilere dayali, fakat
iliskide givenlik agigini g6z 6niinde bulundurmayi gerektiren psikolojik bir durumdur (Lewicki ve Bunker,
1996). Bireyler arasindaki soyut sozlesmeyi ifade eder ve is ortaminda, ¢alisanlarla orgiit arasindaki
karsilikli sorumluluklari belirler (Sisman ve Gemlik, 2009). Orgiitlerde kisilerarasi giiven iligkileri
incelenirken genellikle yoneticiye gliven konusuna deginilmektedir. Bir kurumda o&rgutsel glven
saglamadaki temel faktor, calisanlarin yoneticilerine duyduklari giivendir. Yoneticiye gliven kavrami,
orglt calisanlarinin yoneticilerin kendilerine kargi durust olacagi ve arkalarinda duracagina iligkin
distnceleri ve yoneticinin kendilerine verdigi destege iliskin algilar ile dogrudan iliskilidir. Ayrica
yoneticinin adil davranmasi ve etik ilkelere bagh kalmasi da o6rgit calisanlarinin yéneticiye duyduklari
giveni artirici rol oynamaktadir (Mishra ve Morrissey, 2000). Gliven duygusu diger 6rgitlerde oldugu
gibi egitim kurumlarinda da ¢ok &nemli bir kavram olarak gériilmektedir. Ogretmen, 6grenci ve veli
tarafindan giliven duyulan ve saygi ile karsilanan bir yonetici, 6rgit icerisinde galisanini, 6gretmenini ve
okulun diger paydaslarini daha etkili bir sekilde ¢alismaya cesaretlendirebilir (Brewster ve Railsback,
2003). Bireysel iliskilerin en yogun vyasandigi ortamlarin okullar oldugu bilinmektedir. Egitim
kurumlarinda giiven ortaminin olusmasini saglamak kisa vadede yoneticiler, 6gretmenler ve veliler
arasindaki iliskinin kalitesini artirici etki gosterir, uzun vadede ise toplumsal olarak faydal degisimlere
zemin hazirlar ve toplumun yasam bicimini degistirebilir (Artuksi, 2009). Sonu¢ olarak okulda
ogretmenler ve yoneticiler birbirlerini 6nemsemeli, deger vermeli ve bunlari da davranislarinda
sergileyerek gostermelidirler. Yoneticiler bu tiirdeki davranislarin daha fazla gergeklesmesi igin 6rnek bir
birey olmahdir (Yilmaz, 2006).

Degisime Agiklik

Kisilerin ya da orgitlerin degisime egilimli ve istekli olmasi durumuna degisime aciklik denilmektedir.
Degisime aciklik, bir kisilik 6zelligi olarak tanimlanmaktadir (Ozdemir, 2000). is hayatinda degisime
aciklik, risk alabilme ve 6zglivenle birlikte basarili ve 6ncii olmanin kurallari arasinda da gosterilmektedir
(Hammer ve Champy, 1994). Bununla birlikte yasanan gilincel gelismelere ayak uydurabilmek ve diger
drgiitlerle rekabet saglayabilmek icin degisime agik olmak birinci kosul haline gelmistir. Ozellikle
okullarda gergeklestirilen degisimin basarisini etkileyen potansiyel degiskenlerden biri de 6gretmenlerin
degisime acik olmasidir (Borko, 2004; Demirtas, 2012; Ha, Lee, Chan ve Sum, 2004; Lee, 2000; Moroz ve
Waugh, 2000). Ogretmenlerin degisime inanmalari ve degisim icin motive olmalari degisimin basarili bir
sekilde gerceklesmesini saglayacaktir (Daly, 2010).

Okuldaki egitim ve 0gretim ortaminin etkili bir sekilde gerceklestiriimesi ve degistirilmesi,
yoneticilerin bilgi ve yetenegine baghdir (Sweeney, 1992; akt: Celikten, 2000). Okul yéneticilerinin bu
davranislari sergileyebilmeleri igin ilk 6nce kendilerinin degisime acgik olmasi gerekmektedir. Bu silirecgte
okul yoneticisinden beklenen degisim siirecini baslatma, yonlendirme ve degerlendirme, farkh birimler
arasinda esglidimi saglayabilme becerileridir (Wallace, 2004). Degisim silrecine giren bir okulda,
yoneticiler bitin degiskenleri teker teker dikkate almali, her degiskenin 6rgiiti ne oranda etkilediginin
tespitini yapmali, en sonunda degisimi planlanan sekilde, yavas yavas ve diizglin bir iletisim agI kurarak
gerceklestirmelidir (inandi, 2000). Okul icerisinde saghkli bir iletisim ortaminin saglanmasi, okul
yoneticilerinin saglikh bir degisim gerceklesmesine yardimci olacaktir (Harris, 2006).

Otantik Liderlik ile Yoneticiye Giiven Arasindaki iliski

Lider ve astlari arasinda olusturulan giiven ve bu giivenin sagladig faydalar, yonetim ve orgitsel
davranis alanlarinda 6nemli oldugu vurgulanmaktadir. Guvenin liderin etkili bir liderlik davranisi
sergilenmesinde basrol oynadigl ifade edilmektedir. Ayrica liderin tutarli davraniglari ile kendisini
izleyenlerin glivenini kazanabilecegi goériisi savunulmaktadir (Kova¢ ve Jesenko, 2010). Literatir
incelendiginde otantik liderlik ile gliven arasindaki iliskinin belirlenebilmesi icin bircok c¢alismanin
yapildigi gériilmektedir (Luthans ve Avolio, 2003; Hughes, 2005; Norman, 2006). Onciioglu (2013)
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tarafindan yapilan calismada otantik liderligin yoneticiye gliven, ise tutkunluk, gérev performansi,
orgltsel vatandashk gibi degiskenleri yordadigl sonucuna ulasiimistir. Ayrica Yangin (2017) otantik
liderlik ile 6rgltsel gliven arasinda anlamli iligkinin oldugu ve birbirlerini olumlu yénde etkiledigini ifade
etmektedir. Ozkara (2017) ise iist yoneticilerin sergiledikleri otantik liderlik davranislarinin, yéneticilerine
duyduklan bilissel ve duygusal glveni pozitif ve anlamh bir sekilde etkiledigini ifade etmistir. Diger bir
calismada ise Kilig (2015) calisanlarin yoneticilerine karsi otantik liderlik algilari ne kadar yiksek ise
orgitsel guven algilarinin da o derecede yiiksek olacagini ifade etmektedir. Ayrica yapilan diger
¢alismalar da incelendiginde iliskisel seffaflik, otantik davranma, dengeli degerlendirme ve 6zfarkindalik
gibi eylemlerin otantik liderligin temel bilesenleri oldugu ve bu bilesenlerin, yoneticiye olan glivenin
onemli belirleyicilerinden birisinin oldugu belirtilmektedir (Walumbwa ve digerleri, 2008; Luthans ve
Avolio, 2003; Hughes, 2005; Walumbwa, Christensen ve Hailey, 2011; Norman, 2006).

Otantik Liderlik ile Degisime Agiklik Arasindaki iliski

Orgiitlerde degisim uygulanmak isteniyorsa yoneticilerin, bu degisimden en cok etkilenecek ve bu
degisimi uygulayacak kisiler olan 6gretmenlerle kuvvetli iliskiler kurmalari ve onlarin motivasyonlarini
artirmalari 6nemlidir. Ayrica degisimin gergeklestirilebilmesi igin 6gretmenlerin de alinan kararlara
katiiminin saglanmasi gerekmektedir (Atak, 2011). Dolayisiyla otantik liderligin iliskisel seffaflik boyutu
gbdz 6niinde bulunduruldugunda, otantik liderligin bireysel ve orgiitsel degisim lzerinde etkisi oldugu
soylenebilir. Yoneticilerin etik davranislar sergilemesinin orgitsel degisimin desteklenmesi ve degisime
direncin azaltilabilmesi agisindan 6nemli bir etken olarak gorilmektedir (Coch ve French 1948; Lewin
1947). Bu baglamda yoneticinin igsellestirilmis bir ahlak anlayisina sahip olmasinin, 6gretmenlerin
degisime acikliklarini olumlu yonde etkileyen bir etmen oldugu sdylenebilir. Ayrica yapilan bir¢cok calisma
degisim baglaminda incelendiginde, calisanlar ve yoneticiler arasindaki yiksek kalitedeki iliskilerin
(Parish, Cadwallader ve Busch, 2008) ve etkili liderlik uygulamalarinin (Michaelis, Stegmaier ve Sonntag,
2010; Parish ve digerleri, 2008; Herold, Fedor, Caldwell ve Liu, 2008) degisim yoniinde olumlu etkisinin
oldugu gorilmektedir.

Yoneticiye Giiven ile Degisime Agiklik Arasindaki iligki

Egitimde reform olarak adlandirilabilecek degisikliklerin gerceklesebilmesi icin orgt icerisinde hakim
olan glven duygusu ¢ok onemlidir. Okuldaki giiven ortami okulun reform calismalarina hazir bulunmasi
acgisindan 6nemli bir etken olarak goriilmektedir (Brewster ve Railsback, 2003). Yoneticiye duyulan giiven
ile orgutsel degisime aciklik arasinda da pozitif iliskinin oldugunu ifade edilmektedir (Ertirk, 2008).
Benzer bir sekilde orgutsel glivenin degisime direng lzerinde anlamli etkilerinin bulundugu séylenebilir
(Apaydin, 2017). Orgiitlerde giivenin azalmasinin degisime direng ydniinde bir egilimin olusturacag
belirtiimektedir (Heuvel ve Schalk, 2009). Ayrica yoneticiye giiven duyan calisanlar ile degisime direng
arasinda anlamli farkliliklarin oldugunu ifade edilmektedir. Yéneticiye gliven duyan calisanlarin degisime
karsi olan direnclerinin azaldigini belirtiimektedir (Van Dam, Oreg ve Schyns, 2008). Orgiitsel giiven ile
calisanlarin degisim yoniindeki olumlu tutumlari arasinda, pozitif iliskiler ondugunu belirten farkli
¢alismalar da bulunmaktadir (Devos, Buelens ve Bouckenooghe, 2007; Eby, Adams, Russell ve Gaby,
2000).

Bu arastirmanin, degisime acikhgin hangi durumlarda gercgeklesebilecegi ve otantik liderligin,
okullardaki degisime aciklik Gzerine ne kadar etkili oldugu konusunda yodneticilere yol gosterecegi
distnilmektedir. Ayrica calismanin, yoneticinin sergiledigi otantik liderlik davranislarinin, 6gretmenlerin
yoOneticiye gliven duymasi adina ne gibi etkileri oldugu baglaminda da yol gosterici bir ¢alisma olacagi
beklenilmektedir.

Okullarda giiven ortaminin olusturulmasi ve istenilen degisimlerin saglanabilmesi icin 0Ozellikle
o6gretmenlerin diisiince ve davranislarinin 6nemli bir isleve sahip oldugu disliniilmektedir. Bu baglamda,
arastirma orneklemi, 6gretmen katilimcilardan olusturularak, 6gretmenlerin bu konudaki fikirleri ortaya
konulmaya calisiimistir. Ayrica bu calismanin, 6gretmen gorislerini de dikkate alarak, kendi okullarinda
glven olusturabilme ve degisimi artirabilme konularinda okul yoneticilerine yol gosterici olacagl da
diistinilmektedir. ilgili alanyazin incelendiginde bu calismanin, otantik liderligin, yéneticiye giiven ve

1051



KILIC & YAVUZ — Gukurova Universitesi Egitim Fakiiltesi Dergisi, 50(2), 2021, 1033-1068

degisime aciklik Uzerindeki etkisini inceleyen 6zgln bir arastirma oldugu ve bu kapsamda daha 6nce
yapilmis bir arastirma olmadig gorilmektedir. Dolayisiyla arastirmadan elde edilecek sonuglarin,
gelecekte bu alanda yapilacak diger ¢alismalara isik tutacagi ve katki saglayacagi diistinilmektedir.

Arastirmanin Amaci

Bu arastirmanin amaci, otantik liderligin yoneticiye gliven ve okullarin degisime acikhik dizeyleri
izerindeki etkisini belirlemektir. Bu amag dogrultusunda olusturulan model test edilmistir. Olusturulan
modelde yoneticilerin sergiledikleri otantik liderlik davranisinin 6gretmenlerin yoneticiye givenlerini ve
degisime agiklklarini pozitif ydonde etkiledigi ve 6gretmenlerin yoneticiye glivenlerinin okullarin degisime
acikhgini pozitif olarak etkiledigi varsayilmistir. Ayrica galisma nitel aragtirma yontemiyle desteklenmistir.

Bu arastirmada agagidaki arastirma sorularina yanit aranmistir;

1- Yoneticilerin sergiledikleri otantik liderlik davranisi 6gretmenlerin yoneticiye glivenlerini hangi
diizeyde ve yonde etkilemektedir?

2- Yoneticilerin sergiledikleri otantik liderlik davranisi okullarin degisime agikligini hangi diizeyde ve
yonde etkilemektedir?

3- Ogretmenlerin ydneticiye giiven duymasi okullarin degisime agikhgini hangi diizeyde ve yénde
etkilemektedir?

4- Ogretmenler, yéneticilerinin sergiledigi otantik liderlik davraniglarinin yéneticiye giiven
duyulmasina etkisi konusunda ne distinmektedirler?

5- Ogretmenler, yéneticilerinin sergiledigi otantik liderlik davranislarinin kendilerinin degisime acik
olmalarina etkisi konusunda ne diisinmektedirler?

6- Ogretmenler, okul yéneticisine giiven duymalarinin kendilerinin degisime acik olmalarina etkisi
konusunda ne disiinmektedirler?

Yoéntem
Arastirma Modeli

Arastirmada, nicel ve nitel arastirma yontemi yaklasimlarini bir arada kullanarak (Maxwell ve Loomis,
2003), hem nicel, hem nitel veri toplama teknik ve analizlerinin uygulanmasi ve elde edilen sonuglarin
birlikte yorumlanmasi olarak tanimlanan “karma yontem” arastirma modeli kullaniimistir (Johnson ve
Onwuegbuzie, 2004; Creswell, 2014). Karma yontem tercih edilmesindeki asil amag, nicel veya nitel
arastirma yontemlerinin tek basina kullanilmalarindan dolayl ortaya c¢ikan eksik yénleri ortadan
kaldirmak, arastirmayi daha derinlemesine ve bir biitin olarak analiz etmektir (Creswell, 2014).
Arastirmada karma desen yontemlerinden yakinsayan paralel yontem kullaniimistir. Yakinsayan paralel
yontemde birlikte toplanan nitel ve nicel veriler ayri ayri analiz edilir ve bulgularin birbirlerini destekleyip
desteklemedigine bakilir (Creswell, 2014; Fraenkel, Wallen ve Hyun, 2012).

Arastirmanin nicel kisminda iliskisel tarama modeli kullanilmistir. iliskisel tarama modeli iki veya daha
fazla sayidaki degisken arasinda birlikte degisimin var olup olmadigini ve/veya degisim varsa derecesini
belirlemeyi amaglar (Karasar, 2013; Bliytukoztirk, Cakmak, Akgilin, Karadeniz ve Demirel, 2010).

Arastirmanin nitel kismi, nitel arastirma yontemlerinden durum c¢alismasina uygun olarak
ylratilmistir. Durum ¢alismasinda bir duruma iliskin gesitli degiskenler ve etkenler Gizerinde yogun bir
sekilde calisiimaktadir. Bu degiskenlerin ve etkenlerin durumu nasil etkiledikleri ve durumdan nasil
etkilendikleri belirlenip durum hakkinda degerlendirme yapilabilmektedir (Buyukoztiirk ve digerleri,
2010; Glesne, 2012; Yildirnm ve Simsek, 2011).
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Katilimcilar

Nicel arastirmanin evrenini, 2017-2018 egitim 6gretim yilinda Sivas ili Merkez ilgesindeki MEB’e bagli
ilkokul, ortaokul ve liselerde gorev yapan 6gretmenler olugmaktadir. Aragtirmanin nicel boyutu igin Sivas
il Merkezinde gorev yapan yaklasik 5208 6gretmene ulasmak zaman ve maliyet agisindan gliclik
yaratacagindan ogretmenler basit seckisiz 6rnekleme yontemiyle segilmistir. Basit seckisiz 6rnekleme
yonteminde, érnekleme birimlerinin her birine esit ve bagimsiz secilme olasiligi verilmektedir ve birimler
tamamen rastgele bir sekilde 6rnekleme alinmaktadir (Blyukoztirk ve digerleri, 2010).

Toplam evrenden degerlendirmeye alinacak érneklem biyiikligiini saptayabilmek igin Ozdamar
(2003, s.116-118) ‘dan faydalaniimistir. Belirtilen formile goére orneklem biylklagl, %95 giliven
araliginda en az 538 katihmci olarak hesaplanmistir. Bu baglamda galismada Sivas il Merkezinde gérev
yapan 668 O6gretmenden veri toplanmistir. Arastirma katilimcilarinin 54,6’s1 evli; %45,4’0 ise bekardir.
Toplam 6gretmenlik tecriibesi bakimindan katilimcilarin %9.4’G 1-5 yil arasinda 6gretmenlik tecriibesine
sahipken, %32,2'si 6-15 yil; %48,1'i 16-25 yil; %10,3’liyse 26 yil ve Ustl 6gretmenlik tecribesine sahiptir.
Katihmcilarin %73,2’si lisans mezunu ve %26,8’i yiksek lisans mezunudur. Son olarak katiimcilarin
%28,6's1 ilkokulda; %33.1’i ortaokulda ve %38,3’li ise lisede gorev yapan 6gretmenlerden olusmaktadir.

Arastirmanin nitel boyutunda veri toplamak amaciyla, amagli 6rnekleme yéntemlerinden maksimum
cesitlilik drneklemesi kullanilmistir. Maksimum gesitlilik 6rnekleme yontemi, arastirilan 6zelliklere iliskin
farkh durumlardaki bireylerin ortak ya da birbirinden farkli yonlerinin genelleme amaci giitmeden daha
genis bir cercevede betimlenmesidir (Blylkoztiirk ve digerleri, 2010; Yildinm ve Simsek, 2011). Nitel
arastirmalarda toplanan verilerin tekrara diismesi durumunda veri doygunluguna ulasildigl sonucuna
varilmaktadir (Creswell, 2014). Bu baglamda toplanan veriler egitim bilimleri alaninda uzman bir kisi ve
arastirmaci tarafindan incelenmis ve verilerin doygunluga ulasildigl sonucuna varilmistir. Bu durumda
veri toplama islemi son bulmustur. Arastirmanin nitel boyutundaki ¢alisma grubuysa; 6’si ilkokul, 6'sI
ortaokul ve 6’si da lisede olmak lizere, Milli Egitim Bakanlig’'nda (MEB’de) gérev yapmakta toplam 18
katilimcidan olugsmaktadir.

Kullanilan Veri Toplama Araglari

Otantik Liderlik Olcegi: Walumbwa ve digerleri (2008) tarafindan gelistirilen 6lgegin Tirkce'ye
uyarlamasi Tabak, Polat, Cosar ve Tiirkéz (2012) tarafindan yapilmistir. Olcek, 16 maddeden
olusmaktadir, 5’li likert tipindedir ve 4 boyutludur. Bu boyutlar, “iliskisel seffaflik”, i¢sellestirilmis ahlak
anlayis””, “bilgiyi dengeli degerlendirme” ve “dzfarkindalik” boyutlaridir. Olgegin Cronbach's Alpha
guvenirlik degerleri iliskisel seffaflik, 0.86; igsellestirilmis ahlak anlayisi, .83; bilgiyi dengeli
degerlendirme, .85; 6z farkindalk, .90'dir. Tum 6lgek igin glvenirlik degeri .93 olarak hesaplanmistir. Bu
calisma kapsaminda olcegin Cronbach’s Alpha gilivenirlik degerleri iliskisel seffaflik boyutunda .76,
icsellestirilmis ahlak anlayisi boyutunda .62, bilgiyi dengeli degerlendirme boyutunda .72 ve 06z
farkindalik boyutunda ise .62 oldugu sonucuna ulasilmistir. Ayrica tim 6lgek icin Cronbach’s Alpha
guvenirlik katsayisi .84 olarak hesaplanmistir. Ayirca Cetin ve Tanoba (2020) tarafindan yapilan
¢alismada otantik liderlik 6lgeginin Cronbach’s Alpha giivenirlik katsayisi iligskilerde seffaflik boyutunda
.60, i¢sellestirilmis ahlak boyutunda .67, dengeli degerlendirme boyutunda .71, 6z farkindalik boyutunda
.68 ve genel otantik liderlikte ise .80 oldugu sonucuna ulasilmistir. Dogrulayici faktér analizi sonucunda
ise elde edilen uyum degerleri, Xz/sd: 2,746; GFl: ,953; CFI: ,933; AGFI: ,935; NFI: ,900; RMSEA: ,051 ve
SRMR: ,0392 olarak bulunmustur. Bu sonuglara bakildiginda uyum degerlerinin, iyi uyum ve kabul
edilebilir uyum gosterdikleri gorilmektedir (Bayram, 2013; Kline, 2016).

Yoneticiye Giiven Olgegi: McAllister (1995) tarafindan gelistirilen 6lcek 11 sorudan olusmaktadir. 5
soru bireyler arasi olusan duygusal giiveni, 6 soru ise bilissel giiveni dlcmektedir. Olcegin Tiirkce'ye
uyarlanmasi yoneticiye gliveni 6lgmek amaciyla Ari (2003) tarafindan gergeklestirilmistir. “Duygusal
Guven” faktori icin Cronbach’s Alpha giivenirlik katsayisi .87, “bilissel gliven” faktori icin Cronbach’s
Alpha glivenirlik katsayisi ise .87 olarak hesaplanmistir. Bu ¢alisma kapsaminda ise 6lgegin Cronbach’s
Alpha glvenirlik katsayisi duygusal gliven faktoriinde .72 ve bilissel gliven faktoriinde .81 olarak
hesaplanmistir. Tim 6lgcegin Cronbach’s Alpha glivenirlik katsayisi ise .78 olarak bulunmustur. Kavak
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(2019) tarafindan yapilan ¢alismada ise yoneticiye giiven 6lgeginin duygusal gliven boyutu .81 ve bilissel
guven boyutu .84 ve genel olarak yoneticiye gliven 6lgeginin ise .89 oldugu sonucuna varilmistir.
Dogrulayici faktor analizi sonucunda elde edilen uyum degerleri ise Xz/sd: 3,166; GFIl: ,967; CFl: ,954;
AGFI: ,946; NFI: ,934; RMSEA: ,057 ve SRMR: ,0480 olarak hesaplanmistir.

Okullarda Degisime Aciklik Olgegi: Smith ve Hoy (2007) tarafindan gelistirilen lcegin Tiirkce'ye
uyarlanmasi Demirtas (2012) tarafindan yapilmistir. Olgek 14 maddeden olusmakta ve {i¢ alt boyutu
bulunmaktadir. Bu alt boyutlar “6gretmenlerin degisime acikligl”, “muidurin degisime agikhigl” ve “okul
cevresinin degisime acikligi” olarak isimlendirilmistir. Olcek 5’li likert tipinde olusturulmustur. Tim
Olgegin Cronbach’s Alpha glvenirlik katsayisi .78 olarak hesaplanmistir. Bu ¢alisma kapsaminda ise
Olgegin Cronbach’s Alpha giivenirlik katsayisi midurlerin degisime acikligi faktériinde .78, 6gretmenlerin
degisime acikligl faktoriinde .68 ve okul gevresinin degisim baskisi faktériinde .67 olarak hesaplanmistir.
Tim 0Olcegin Cronbach’s Alpha gilivenirlik katsayisi .75 olarak bulunmustur. Bozbayindir ve Alev (2018)
tarafindan yapilan calismada ise okullarda degisime aciklik Olceginin toplam glivenirlik katsayisi .89
olarak hesaplanmistir. Ayik, Dis ve Celik (2016) tarafindan yapilan ¢alismada ise okullarda degisime
aciklik dlgeginin Cronbach’s Alpha degerleri 6gretmenlerin degisime acikligi boyutu igin .83, midurlerin
degisime aciklik boyutu igin .73 ve okul gevresinin degisim baskisi boyutu igin .74 ve 6lgegin tamami igin
ise .83 olarak hesaplanmistir. Dogrulayici faktor analizi sonucunda ise uyum iyiligi degerleri, X°/sd:
2,269; GFI: ,966; CFl: ,949; AGFI: ,951; NFI: ,914; RMSEA: ,044 ve SRMR: ,0394 olarak hesaplanmistir.

Arastirmanin nitel kisminda 6gretmenlerin fikirlerini belirleyebilmek amaciyla t¢ acik uglu sorudan
olusan yari yapilandirilmis bir gorisme formu hazirlanmistir. Buradaki amag¢ hem yari yapilandiriimis
gorisme formunun sabit cevaplama avantajindan yararlanmak hem de konu ile ilgili bilgilerin derinligine
inebilme avantajini kullanabilmektir (Blyukoztirk ve digerleri, 2010). Uygulama Oncesinde gorisme
sorularinin amaca uygun oldugunu ve islerligini kontrol etmek amaciyla 2 6gretmen ile 6n uygulama
yapilmistir. Uygulama sonunda ise acik uglu sorularla ilgili katilimci 6gretmenlerin fikirleri ve egitim
bilimleri alaninda goérev yapan uzmandan da gorlis alinarak degerlendirme yapilmistir. Bu
degerlendirmeler neticesinde yari yapilandirilmis form sorulari tekrar gézden gecirilmis ve en son halini
almistir. Nitel veriler toplanmadan 6nce 6gretmenlerle iletisime gecilmis ve onaylari alinarak uygun bir
zaman belirlenmistir. Ayrica uygulama sirasinda ses kaydi alinacagi ve katilimin goénullilik esasina gore
gerceklestirilecegi belirtilmistir. Hazirlanan gériisme formunun gegerlik ve giivenirligini saglamak adina
uzman goriistinden yararlaniimigtir. Veri toplama siirecinde, nitel arastirmalarda yaygin olarak kullanilan
veri toplama yontemlerinden birisi olarak kabul edilen goriisme teknigi kullaniimistir (BlyUkoztirk ve
digerleri, 2010). Gorusme teknigi bilgi toplamak amaciyla kullanilan bir sohbet olarak
tanimlanabilmektedir (Berg ve Lune 2015). Verileri toplamak icin gorisme yapilacak 6gretmenler
onceden tespit edilmis ve goriisme icin uygun bir tarih ve zaman ayarlanarak, yiz ylze gortismeler
gerceklestirilmistir.

Elde edilen verilerin, 6znel yargilarda bulunulmadan, dogrudan oldugu gibi sunulmasi, givenirligi
artirici bir yaklasim olarak degerlendirilmektedir (LeCompte ve Goetz, 1982). Bu baglamda bu
arastirmanin i¢ glivenirligini saglayabilmek amaciyla katilimcidan goériisme yoluyla elde edilen veriler
oldugu gibi yaziya dokilmis ve hicbir miidahalede bulunulmamistir. Katihmcinin sdyledikleri ve verdigi
orneklerden dogrudan alinti yapilarak temalara aktariimistir. Maxwell (1992)" e gore i¢ gecerlik elde
edilen verilerin elde edilmek istenen igerikle ilgili olup olmadigl ve arastirmanin icerigiyle elde edilen
bulgularin birbirini tamamlayip tamamlamadigidir. Bu calismada elde edilmek istenen igerik ile toplanan
veri setinin uygunlugu arastirmaci ve egitim bilimleri alaninda uzman iki kisi tarafindan incelenmis ve
uygun oldugu kanaatine variimistir. Nitel arastirmalarda, yapilan bir arastirmanin sonuglari benzer
durumlarda veya ortamlarda ayni sonuglari veriyorsa yani sonuglar benzer durumlar igin
genellenebiliyorsa, bu durum arastirmanin dis gecerligi sagladigini gostermektedir (Maxwell, 1992;
Becker, 1990). Buna goére arastirma orneklemi, arastirma sonuglarinin ilkokul, ortaokul ve lise diizeyine
genellenebilmesi igin cesitlendirilmistir. Ayrica nitel arastirmalarda gecerlik ve gilivenirlik kriterlerinden
ziyade inandiricihk (trustworthiness) kriterinin bulunmasi gerektigi belirtiimektedir. inandiriciligin ise
dort kriteri bulunmaktadir. Bunlar; inanirlik, giivenilebilirlik, onaylanabilirlik ve aktarilabilirliktir. (Guba ve
Lincoln, 1982). inanirlik kriterinin saglanilabilmesi agisindan veriler toplandiktan sonra yaziya dékiilmis
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ve katihmcilara ulastinlmigtir. Bu durumda katilimcilarin ifade edilen dusiinceler ile ilgili onayr alinmistir.
Glvenilebilirlik kriterinin saglanilabilmesi agisindan arastirmanin yontemi ayrintili olarak agiklanmustir.
Onaylanabilirlik kriterinin saglanilabilmesi icin ¢calismanin amaci dogrultusunda kullanilan 6lgme aracinin
nasil hazirlandigi belirtilmis ve verilerin toplanma sireci agiklanmistir. Aktarilabilirligin saglanilabilmesi
acisindan ise amach 6érnekleme yontemi kullanilmistir. Bu dogrultuda ilkokul, ortaokul ve lise olmak
lzere farkli egitim kademelerinde gorev yapan katimcilar ¢calismaya dahil edilmistir.

Veri Analizi

Veriler toplanmadan o6nce o6lgek sahiplerinden izin alinmistir. Ayrica 6lgekler ve nitel arastirma
sorulari Sivas il Milli Egitim Mudiirliigli Arastirma Degerlendirme Komisyonu tarafindan incelenmis ve
o0gretmenlere uygulanmasinda bir sakinca olmadigi belirtilmistir. Nitel ve nicel verilerin toplanmasi
gonallalik esasina uygun olarak yaratilmustir. Nitel veriler toplanmadan 6nce katiimcinin onayi
alinmis ve “onay formu” doldurulmustur.

Verilere iliskin frekans-ytizdelerin ve glvenirlik katsayilarinin hesaplanmasi istatiksel analiz programi
ile gerceklestirilmistir. Arastirmada kullanilan olgeklerin dogrulayici faktor analizleri yapilmis ve
olusturulan model test edilmistir. ilk 6nce veriler SPSS istatistik programina girilmis ve yapi veya anlamca
olumsuz olan maddeler ters cevaplariyla yeniden kodlanmistir. Analize baslamadan 6nce eksik veriler
incelenmistir ve normal dagilim-gcoklu normal dagihm bakimindan degerlendirilmistir. Aykiri degerlere
(mahalanobis) gore 48 veri degerlendirme disi birakilmistir. Sonug olarak analiz icin uygun olmayan
veriler veri setinden ¢ikarildiktan sonra, 668 veri analiz igin degerlendirmeye alinmistir. Olgeklerin her bir
boyutu icin carpiklik ve basiklik degerleri incelenmis ve bu degerlerin -2 ile +2 arasinda degistigi
gorulmistir. Bu sonuca gore Olcekten elde edilen puanlarin normal dagiimdan 6nemli bir sapma
gostermedigi soylenebilir (Tabachnick ve Fidell, 2013). Biyukoztirk (2011), degiskenler arasinda .80 ve
Uzerinde bir iliskinin bulunmasi durumunda ¢oklu baglanti sorununun ortaya ¢ikabilecegini
belirtmektedir. Degiskenler arasindaki korelasyon degerleri incelenmis ve coklu dogrusal baglanti
sorununa sebep olabilecek bir iliskiye rastlanmamustir.

Nitel verilerin analizini yapabilmek igin ilk 6nce ses kayitlari bilgisayar ortamina aktarilmistir ve Word
dosyasinda yaziya doékilmistir. Elde edilen verilere “icerik analizi” yapilmis ve veriler ¢ézimlenmistir.
icerik analizinde temel amacg, birbirine benzeyen verileri belirli kavramlar ve temalar olusturarak, bir
araya getirmek ve bunlari anlasilir bir sekilde dizenleyip yorumlamaktir (Yildirnm ve Simsek, 2011). Elde
edilen veriler incelenmis, cevaplar belirlenen gruplara yerlestirilmis ve benzer cevaplarin frekanslari
hesaplanmistir. Goriisler neticesinde ortaya c¢ikan temalar, aralarindaki baglarn gosterir sekilde
modellendirilmistir. Ortaya ¢ikan gériisler analiz edilirken kod sistemi kullanilmistir. Ornegin “E, YL, L”
olarak kodlanmis birisi Cinsiyeti erkek olan, son mezun oldugu egitim kurumu kademesi yliksek lisans
olan, gorev yaptigi okul tiri lise olan bir katilimciyr temsil etmektedir.

Bulgular

Nicel arastirma grubundan elde edilen veriler dogrultusunda 6gretmenlerin algilarina gore
yoneticilerin sergiledikleri otantik liderlik davranislari ile yoneticiye gliven ve okulun degisime aciklig
arasindaki aciklayicri iliskiler asagidaki sekilde sunulmustur.
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Sekil 1. Yapisal Esitlik Modeline iliskin Sonuglar

Modelden elde edilen uyum iyiligi degerleri, Xz/sd=2.98, GFI=0.97, CFI=0.94, AGFI=0.95, NFI=0.92,
RMSEA=0.05 ve SRMR=0.03 olarak hesaplanmistir. Degerlerin oldukca iyi seviyede oldugu sdylenebilir
(Bayram, 2013; Kline, 2016)

Tablo 1’de olusturulan genel modelde yer alan degiskenler arasindaki baglanti katsayi degerleri yer
almaktadir. Ayrica bu degerlere ait olan kritik oran, standart hata ve anlamhlik degerlerine de yer
verilmistir.

Tablo 1.

Modelde Yer Alan Dediskenler Arasindaki iliski, Kritik Oran, Standart Hata ve Anlamlilik Dederleri
Degiskenler Standart Hata r Kritik Oran

Otantik Liderlik Yoneticiye Gliven ,038 ,28 3,331*

Otantik Liderlik Degisime Agikhk ,050 ,37 4,513%*

Yoneticiye Gliven Degisime Aciklik ,133 ,36 3,600*

N=668 *p<,01
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Tablo 1 incelendiginde; 6gretmenlerin algilarina gore yoneticilerin otantik liderlik davranislari ile
yOneticiye glven arasindaki baglanti katsayr degerinin ,28 oldugu ve bu degerlerin p<,01 diizeyinde
anlamli oldugu goérulmektedir. Ayrica yoneticilerin sergiledikleri otantik liderlik davranislarinin yoneticiye
given Uzerinde pozitif ve anlamli etkisi oldugu belirlenmistir. Bu sonug calismanin birinci arastirma
sorusunu agiklamaktadir.

Benzer bir sekilde 6gretmenlerin algilarina gére yoneticilerin otantik liderlik davranislari ile okulun
degisime aciklig arasindaki baglanti katsayi degerinin ,37 oldugu ve bu degerin p<,01 diizeyinde anlamh
oldugu goriilmektedir. Ayrica yoneticilerin sergiledikleri otantik liderlik davranislarinin okullarin degisime
acikhgl lzerinde pozitif ve anlamh etkisi oldugu belirlenmistir. Bu sonug calismanin ikinci arastirma
sorusunu agitklamaktadir.

Son olarak 6gretmenlerin yoneticiye duyduklari giiven ile okulun degisime acikligi arasindaki baglanti
katsayi degerinin ,37 oldugu ve bu degerin p<,01 dizeyinde anlamh oldugu gorilmektedir. Ayrica
yoneticiye given duymanin okullarin degisime acikhig1 Uzerinde pozitif ve anlamh etkisi oldugu
belirlenmistir. Bu sonug ¢alismanin Gglincl arastirma sorusunu acgiklamaktadir.

Nitel arastirma katilimcilarinin gorisleri dogrultusunda 3 tema olusturulmustur. 4. 5. ve 6. Arastirma
sorularina uygun olarak olusturulan temalar asagidaki gibidir.
e Yoneticiye Glven Saglayan Otantik Davranislar
e Otantik Davranislarin Degisime Acikliga Etkileri
e Yoneticiye Gliven’in Degisime Agikliga Etkileri

Yoneticiye Giiven Saglayan Otantik Davranislar: Nitel verilerin ¢dzimlemesi sonucunda elde edilen
model Sekil 2’de gosterilmektedir.

iliskilerde Acik

Etik Davraniglar =

'

Yéngciye
Giiven Saglayan

Otantik
Davraniglar

Bilgiyi Dengeli
Degerlendirme

Sekil 2. Yéneticiye Giiven Saglayan Otantik Davranislara lliskin Olusturulan Model

Ozfarkindalik

Empati }

Etik Davranislar: Ogretmenlerin yoneticilerine giivenmelerini saglayan otantik davranislardan birisi etik
davranislar sergilenmesi oldugu belirtilmistir (f=18). Bu davranisla ilgili bazi 6gretmenlerin ifadeleri
asagida yer almaktadir:

“..0Okul miidiiriimiiz olduk¢a etik davranan ve kimsenin hakkini kimseye yedirmeyen
birisidir... Tabi béyle davrandikca herkesin ona karsi giiveni ister istemez artiyor” (E, L, i)

“.. Eger sen etik bir midiirsen ve eger sen bazi ahlak kurallarina sahipsen ve bu kurallari
benimsediysen tim kosullarda, gérev yapan biitiin 6gretmenlere etik yargilarinla
davranman gerekir. Zaten béyle davranirsan kisilerin giivenini kazanabilirsin” (E, L, L).

“...Glivenilir bir insan etik bir insandir” (K, L, O).
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iliskilerde Agik Olma: Ogretmenlerin yoneticilerine giivenmelerini saglayan otantik davranislarindan bir
digeri de iliskilerde agik olma davranigidir (f=11). Bu davranisla ilgili bazi 6gretmenlerin ifadeleri asagida
yer almaktadir:

“..Biitiin herkese ayni mesafede... Ise kendi duygularini ve diisiincelerini katmadan
yaklasir. Bunu bilen égretmen de ister istemez giiven duyar” (E, YL, L).

“..0Okul mudiiriiniin kendisini dinleyeceginden ve fikirlerine saygi duyacagindan emin
olmall. ...Ancak kendisine giiveni béyle olusturabilir” (K, L, i).

Ozfarkindalik: Ogretmenlerin yéneticilerine giivenmelerini saglayan otantik davranislarindan bir digeri
de 6zfarkindalik’dir (f=7). Bu davranisla ilgili bazi 6gretmenlerin ifadeleri asagida yer almaktadir:

“... kendi yeteneklerinin ve becerilerinin farkindadir. ...her seyi ben bilirim herkes bana sorar
tavri takinmamasi 6gretmenleri ona yakinlastiriyor ve yeri geldiginde bir dost gibi ona
glivenmemizi saghyor” (E, L, I).

“..sahip oldugu 6zgiiven diger 6gretmenlere de aslinda érnek teskil etmekte ve cesaret
vermektedir. ...biitiin bu kavramlar okul miidiiriine saygi olarak geri dénmektedir” (K, L, O).

Bilgiyi Dengeli Degerlendirme: Ogretmenlerin yéneticilerine giivenmelerini saglayan otantik
davranislarindan bir digeri ise bilgiyi dengeli degerlendirme davranisidir (f=5). Bu davranisla ilgili baz
o6gretmenlerin ifadeleri asagida yer almaktadir:

“..kendi duygularini ve diisiincelerini olaya katmadan karar verebilme yetenedi vardir.... Bu
sekildeki davranis sekli yéneticiye giiven duyulmasini saglar” (K, YL, I).

“Okulda herkesin hangi konu olursa olsun fikirlerin alinmasi ve diisiincelerin
paylasiimasiyla demokratik bir ortam olusuyor. Kendisini ifade eden 6gretmen, yéneticinin
kendisinin fikirlerini de almasindan dolayi ona karsi gliven hisseder” (E, L, L).

Empati: Ogretmenlerin yéneticilerine giivenmelerini saglayan otantik davranislarindan bir digeri de
empatik davraniglardir. (f=5). Bu davranisla ilgili bazi 6gretmenlerin ifadeleri asagida yer almaktadir.

“Hemen hemen her durumda kendisini karsidakinin yerine koyarak diisiiniir ve buna gére
davranir... Bu da dogal olarak kendisine daha ¢ok glivenilmesini saghyor...” (E, YL, L).

“.. yénetici iyi bir dinleyici olmali karsisindakine empatik yaklasmaldir. ...Ancak béyle
dogru uygulamayi bulabilir ve giiven saglayabilir” (E, L, O).

Otantik Davranislarin Degisime Acikhga Etkileri: Nitel verilerin ¢6ziimlemesi sonucunda elde edilen
model Sekil 3'de gosterilmektedir.
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Sekil 3. Otantik Davranislarin Dedisime Acikliga Etkilerine iliskin Olusturulan Model

Degisime Direnci Azaltma: Yoneticilerin sergiledikleri otantik liderlik davranislarinin direnci azalttig
belirtiimektedir (f=16). Bu davranisla ilgili bazi 6gretmenlerin ifadeleri asagida yer almaktadir.

“..otantik bir yéneticinin degisimde ilk yapmasi gereken égretmenlerin destegini almaktir...
Kendisine getirecegi faydalari anlayan égretmenin degisime bakis agisi dedisir ve yapilan
degisikliklere biran 6nce uyum sagdlamak igin ¢caba sarf eder ve uyum saglar” (E, L, O).

“Bir otantik lider, liderligin temel ©ézelliklerinden yararlanarak égretmeni degdisim
konusunda motive etmeli ve degisim siirecinde ve siire¢c boyunca yasayabilecegi stres ve
kaygi diizeylerini géz 6niinde bulunmaldir...” (E, YL, L).

“Her érgiitte oldugu gibi degisime karsi direng gelistirenler olacaktir. ...6rgiit icerisinde
ortak degisim gereksinim duygusu olusturarak biitiin 6Gretmenlerle etkili iletisim yollarini
kurmak bu zorlugun asilmasini saglayabilir” (E, L, O).

Bireysel Gelisim: Yoneticilerin sergiledikleri otantik davranislarin degisim yoniinde bireysel gelisim
sagladigi belirtilmektedir (f=13). Bu davranisla ilgili bazi 6gretmenlerin ifadeleri asagida yer almaktadir:

“otantik lider 6zellikleri gdsteren yéneticinin bireylerin kisisel gelisimini artirici olarak tesvik
etmesi ve onlari yénlendirmesi de gerekmektedir” (E. L. O).

“..otantik lider bireylerin de kendilerini gelistirmeleri agisindan bir firsat olur ve kendilerini
gelistirmelerine rehberlik eder. Ogrenen okul kiiltiiriinii okula yerlestirirse zaten dedisim
kendiliginden gelir” (K, L, i).

Degisime inanma: Yoneticilerin sergiledikleri otantik davranislarin degisime inanmayi sagladigi
belirtiimektedir (f=8). Bu davranisla ilgili bazi 6gretmenlerin ifadeleri asagida yer almaktadir:
“Yénetici degisim liderligi roliinii lstlenerek okul personelini degisime inandirmasi gerekir.

Otantik lider takipgilerini degisime inandirir” (E, L, L).

“Degisim yéniinde motive olabilen 6gretmenler ise degisime inanmaya baslarlar. Otantik
liderin 6gretmenleri degisime inandirmasi ile 6gretmenler siirekli degisime hazir
durumadirlar” (E, L, i).

Sorumluluk Bilinci: Yoneticilerin sergiledikleri otantik davranislarin degisime acikliga etkilerinden bir
digeri ise sorumluluk bilinci ifadesidir (f=6). Sorumluluk bilinci alt temasi ile ilgili olarak “Sorumuzla iliskili
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olarak otantik lider, davranislari ile 6gretmenleri degisime inandirmali ve onlara bu konuda sorumluluk
bilincini yerlestirmelidir... Ogretmenler sorumluluk almazsa degisim kesinlikle gerceklesemez” (E, L, L)
ifadesi 6rnek verilebilir.

Yaraticihg Gelistirme: Ogretmenlerin ifadelerine gére yoneticilerin sergiledikleri otantik davranislarin
degisime acikliga etkilerinden bir digeri ise yaraticiligi gelistirme ifadesidir (f=6). Yaraticiligi gelistirme alt
temasi ile ilgili olarak “Yeni fikirlere acik olan bireyin de dogal olarak yaraticilik diizeyi artar. ...degisimi
kabul eden ve degisim yanlisi olan bir 6gretmenin hayal glicii de gelisir” (E, YL, L) goriisi 6rnek olarak
verilebilir.

Yeni Fikirleri Acik Olma: Ogretmenlerin ifadelerine gére yoneticilerin sergiledikleri otantik davraniglarin
degisime acikhiga etkilerinden bir digeri ise yeni fikirlere acik olma ifadesidir (f=5). ilgili temaya iliskin
ortaya konulan gorisleri “... miidiiriin yeniliklere ve degisikliklere acik olmasi ve bu yenilikleri bir firsat
olarak gérmesi gerekir. Otantik liderligin 6zelliklerinden biriside budur” (E, L, L) ifadesi temsil etmektedir.

Yeni Hedefler Belirleme: Ogretmenlerin ifadelerine gore yéneticilerin sergiledikleri otantik davranislarin
degisime acikliga etkilerinden bir digeri ise yeni hedefler belirleme ifadesidir (f=4). Bu alt temanin elde
edildigi goruslerden birisi “...Sadece bilmekle kalmazlar ne tiir degisiklikler yapilabilecegdi konusunda fikir
de yiiriitebilirler. Béylece kendilerine yeni hedef koyup bu hedef dogrultusunda ilerlerler. ...Ama otantik
liderin de bu kivilcimi baslatacak uygulamalar gerceklestirmesi gerekir” (E, L, i) seklindedir.

Yoneticiye Giiven’in Degisime Agikliga Etkileri: Nitel verilerin ¢6zimlemesi sonucunda elde edilen
model Sekil 4’de gosterilmektedir.
Ybn@ciye
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Guven’in

Dedisime Acikliga |
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Dedisimi
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Destekleme
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Sekil 4. Yoneticiye Giiven’in Dedisime Agikliga Etkilerine iliskin Olusturulan Model

Degisimi Destekleme: Ogretmenlerin  y&neticiye given duymalari durumunda  degisimi
destekleyebilecekleri belirtilmektedir (f=17). Bu davranigla ilgili bazi 6gretmenlerin ifadeleri asagida yer
almaktadir:

“Yéneticiye gliven duyulan bir ortamda diger soruda bahsettigimiz gibi degisime bir direng
yasanmaz. ...6gretmenler degisime karsi bir ényargiyla yaklasmazlar” (E, YL, L).

“Ogretmenler yéneticilerine giiveniyorsa yapilacak dedisimin kendilerinin faydasina
olacagini bilirler. Bu bakimdan degisimi desteklerler...” (E, L, O).

“Calisanlarin yéneticiye giiven duymasi durumunda degisim karsisinda takindiklari tavir
acik bir sekilde farkli olacaktir. Bu farklilik tabii olarak olumlu yénde hissedilecektir” (K, YL,
).
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isbirligi: Ogretmenlerin yoneticiye giiven duymalari durumunda degisim yéniinde isbirligi yapabilecekleri
belirtiimektedir (f=8). Bu davranisla ilgili bazi 6gretmenlerin ifadeleri asagida yer almaktadir:

“..degisim gergeklestirilmek isteniyorsa yine bu isbirligi icerisinde olmasi gerekir.
...Yéneticisine giiven duyan ve ondan herhangi bir konuda siiphesi olmayan égretmenler
isbirligi icerisinde degisime olumlu katki saglayabilirler” (E, L, i).

“Birbirine ve ydneticisine gliven duyan 6gretmenler degisim igin gerekli is bélimii yaparlar”
(E, L, O).

Kural ve Prosediirlere Uyma: Ogretmenlerin yoneticiye giiven duymalari durumunda degisim
konusundaki kural ve prosedirlere uyabilecekleri belirtiimektedir (f=5). Bu alt temayi “giiven kurallara
uyulmanin bas teminatidir. Gliven havasi hdkim bir okulda ydnetici ve égretmen hep kurallara uygun
davranmak ister” (E, YL, L) gorisi 6rnekler niteliktedir.

Vizyona Baglanma: Ogretmenlerin yoneticiye giiven duymalari durumunda degisim vizyonuna
baglanabilecekleri belirtilmektedir (f=4). Bu alt tema igin belirtilen gorislere “Yéneticinin érglit icin
belirledigi bir dedisim vizyonu varsa giiven sayesinde 6§retmenlerde o vizyona baglanirlar” (E, L, i) ifadesi
ornek gosterilebilir.

Performans Artisi: Ogretmenlerin yoneticiye giiven duymalari durumunda degisim konusunda
performans artisi gosterebilecekleri belirtiimektedir (f=2). Bu alt tema “Dedisimi destekleyen ve isteyen
o6gretmenler dedisime istekli olur ve dedisimi istendik sekilde gerceklestirmeleri acisindan
performanslarini artirirlar... Yéneticiye giiven duyulmasi da bu performansin daha da fazla artmasini
saglayacaktir’” (E, YL, L) gorislyle 6zetlenebilir.

Sonug ve Tartisma

Arastirmanin nicel bélimunde okul yodneticilerinin sergiledikleri otantik liderlik davranislarinin
yOneticiye gliveni pozitif ve anlamli olarak etkiledigi sonucuna ulasiimistir. Bu sonuglar ayni zamanda
nitel arastirma sonuglariyla desteklenmistir. Nitel arastirma sonucunda okul yoéneticilerinin etik
davranislar sergilemelerinin, iliskilerinde agik olmalarinin, 6zfarkindaliga sahip olmalarinin, bilgiyi dengeli
degerlendirmelerinin ve empati becerilerine sahip olmalarinin yoneticiye giiven duyulmasi adina olumlu
etkileri oldugu sonucuna ulasiimistir. Yani katiimcilar genel olarak bu otantik liderlik davranislarinin
yoneticiye given duymalari adina olumlu etkileri oldugunu belirtmektedirler. Nicel ve nitel
arastirmalardan elde edilen sonuglarin birbiri ile tutarli oldugu gorilmektedir.

Elde edilen bu sonuglarin, alanyazinda daha 6nce yapilmis olan arastirma sonuglariyla da ortlstigu
gorilmektedir. Oncilioglu (2013) tarafindan yapilan calismada otantik liderligin y&neticiye giiven, ise
tutkunluk, gorev performansi, orgiitsel vatandaslk gibi degiskenleri yordadigi sonucuna ulasiimistir.
Diger bir calismada ise Ozkara (2017), otantik liderlik davranislarinin, yéneticilerine duyulan bilissel ve
duygusal giveni pozitif ve anlamh bir sekilde etkiledigi sonucuna ulasilmistir. Farkl bir ¢calismada ise
Luthans ve Avolio, (2003) liderin takipgileri tarafindan daha otantik olarak algilanmasinin, lider ve
takipcileri arasinda olusan gliven seviyesinin daha fazla olmasi anlamina geldigi belirtilmistir. Bunun yani
sira bu sonuglari destekleyen farkh ¢alismalar da bulunmaktadir (Walumbwa ve digerleri, 2008; Luthans
ve Avolio, 2003; Hughes, 2005; Walumbwa ve digerleri, 2011; Norman, 2006).

Yoneticilerin sergiledikleri otantik liderlik davranislarinin degisime acikligl pozitif ve anlamh olarak
etkiledigi sonucuna ulasilmistir.  Bu sonuglar ayni  zamanda nitel arastirma sonuglariyla
desteklenmektedir. Arastirmanin nitel sonuglarina gore; otantik liderligin degisime acikhga etkileri
baglaminda, degisime direnci azalttigl; bireysel olarak gelisim sagladigi; degisime inang sagladigl;
sorumluluk bilinci olusturdugu ve yaraticiligin gelistigi sonucuna ulasiimistir. Bu sonuglara gore okul
yoneticisinin otantik liderlik davraniglar sergilemesinin, okullarda degisime aciklik adina olumlu etkileri
oldugu soylenebilir. Arastirmada, nicel ve nitel arastirmalardan elde edilen sonuglarin birbiri ile tutarl
oldugu gorilmektedir.
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Elde edilen bu sonuglarin, alanyazinda daha dnce yapilmis olan arastirma sonuglariyla da ortustigu
goriilmektedir. Sagir (2010) tarafindan yapilan arastirmada, dénustarici liderlik kavrami ele alinmis ve
donustiriict liderligin ve alt faktorlerinin hepsinin degisime acikligi anlamli ve pozitif yonde etkiledigi
sonucuna ulasiimistir. Bu baglamda dénustirici liderligin alt boyutu olan ideal etki, yoneticilerin yiksek
etik ve ahlaki standartlara sahip oldugunu ve dogru isler yapmak konusunda guvenilir kisiler oldugunu
belirtmektedir (Bass, 1998). Bu alt boyut otantik liderligin i¢sellestirilmis ahlak anlayisi alt boyutu ile
benzer 6zellik gostermektedir. Ayrica donisturtci liderligin bireysel ilgi alt boyutu da otantik liderligin
iliskisel seffaflik boyutu ile benzer 6zellik géstermektedir. Bu bilgiler 1si§inda bu sonuglarin galismamizi
destekledigi sdylenebilir. Kesmen (2014) tarafindan yapilan diger bir ¢alismada ise alinacak kararlarda
astlarin s6z sahibi olmasinin, onlarin degisim konusunda 6nceden bilgilendirilmesinin ve karar verme
sirecinde etkilerinin olmasinin degisimin saglanmasi adina 6nemli oldugunu belirtilmistir. Otantik
liderligin iliskisel seffaflik boyutu dikkate alindiginda, bu davranislarin degisime aciklik Gzerinde olumlu
etkilerinin olmasi beklenen bir sonugtur. Bursalioglu (2015)’ nun da ifade ettigi gibi 6rgiitte uygulanan
degisim stratejisi, degisimi uygulayacak olan 6gretmenlerin anlayabilecegi ve benimseyebilecegi nitelikte
degil ise, degisime karsi direng olusabilir. Burada da yonetici ve 6gretmenler arasindaki iliskilerin iyi
diizeyde olmasi, degisimin gerceklesmesi adina temel belirleyici olarak kabul edilmektedir. Ayrica yapilan
bircok galisma degisim agisindan incelendiginde, c¢alisanlar ve yoneticiler arasindaki yiiksek kalitedeki
iliskilerin (Parish, Cadwallader ve Busch, 2008) ve degisim sirecinde prosedirel ve etkilesimsel olarak
adaletli davranilmasinin (Bernerth, Armenakis, Feild ve Walker, 2007; Foster, 2010) degisim slrecini
olumlu yonde etkiledigi goriilmektedir.

Calismadan elde edilen diger bir sonuca gore, yoneticiye duyulan glivenin, degisime acikligi pozitif ve
anlamli olarak etkiledigi goriilmektedir. Arastirmanin nitel sonuglarina gore 6gretmenlerin algilarina gére
yOneticiye gliven duyulmasinin degisimi desteklemelerini sagladigi, degisime acgiklik konusunda isbirligi
yapabilecekleri, degisim icin olusturulan kural ve prosediirlere uyma egilimi gosterecekleri, degisim igin
belirlenen vizyona uyma egilimi gosterecekleri ve degisimi gerceklestirmek adina performanslarinin
artacagl sonucuna ulasiimistir. Baska bir ifadeyle 6gretmenlerin yoneticilerine giiven duymalari
sonucunda Ogretmenlerin degisimi destekleme egilimi gosterdikleri gorilmektedir. Calismada nicel ve
nitel arastirmalardan elde edilen sonuglarin da birbiri ile tutarh oldugu gorilmektedir.

Elde edilen bu sonuglarin, alanyazinda daha 6nce yapilmis olan arastirma sonuglariyla da ortistigi
goriilmektedir. Ertirk (2008) yaptigl arastirmada yoneticiye duyulan giiven ile orgiitsel degisime agiklik
arasinda gugli bir pozitif iliskinin oldugu sonucuna varmistir. Apaydin (2017) tarafindan yapilan
¢alismada ¢alisanlarin orgute giliven dulzeyleri arttikca degisime karsi olumlu olarak duygusal tepki
verdikleri sonucuna ulasiimistir. Heuvel ve Schalk (2009) ise o6rgitlerde giliven kavraminin énemini
vurgulamis ve érgitlerde giivenin azalmasinin, degisime direng yoniinde bir egilimin olusturacagini ifade
etmektedir. Van Dam ve digerleri (2008) ise cesitli nedenlerle yoneticiye gliven duyan calisanlar ile
degisime direng arasinda anlamli farkhlklarin oldugunu; yéneticiye giiven duyan galisanlarin, degisime
karsi olan direnglerinin azaldigini ifade etmektedir. Konovsky ve Pugh (1994), galisanlarin yoneticilerine
given duymasi durumunda, yoneticinin orgitl butinlyle temsil ettigini disinerek, bu gliven hissini
tim o6rgite genelleyebileceklerini ifade etmektedir. Bu baglamda calismadan elde edilen sonuglarin
desteklendigi soylenebilir. Bunun yani sira, arastirmada elde edilen bu sonucu destekleyen baska
calismalarin da oldugu gorulmektedir (Devos ve digerleri, 2007; Eby ve digerleri, 2000).

Oneriler

1. Yoneticiye duyulan givenin, degisimin sorunsuz bir sekilde gerceklesmesini saglayabilecegi
sonucuna ulasilmistir. Okullarda giiven ortaminin saglayacagi faydalar hakkinda bilgilendirmeye yonelik
kurslar diizenlenmeli ve okulun tiim paydaslarinin bu kurslara katilimi saglanmalidir.

2. Okul yoneticilerinin, 6gretmenlerin kendilerine gliven duymalarini saglamasi igin otantik liderlik
davranislari sergilemeleri gereklidir. Okul yoneticilerine otantik liderlik becerileri ile ilgili hizmet igi egitim
diizenlenmesi, bu becerilerin kazanilmasi agisindan biylk 6nem tasimaktadir.
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3. Ogretmenlerin degisimi desteklemelerini ve degisime karsi olan direnclerinin azalmasini
saglayabilmek igin yoneticilerin otantik liderlik davranislari sergilemesi gereklidir. Okul yoneticilerine
otantik liderlik davraniglarinin degisim lzerinde etkisini anlatan seminerler diizenlemek degisimin daha
etkili ve sorunsuz bir sekilde gergeklesmesini saglayabilir.

4. Arastirmadan elde edilen bir sonuca gore okulda yoneticiye glveni saglayacak en oénemli
davraniglardan birisi okul yoneticisinin etik davranislar sergilemesidir. Bundan dolayi gliveni saglamak
icin okul yoneticilerinin etik davraniglar sergilemesi 6nerilmektedir. Bunun yani sira yoneticilerin
iliskilerinde agik olmasi, 6zfarkindalik becerilerinin olmasi, bilgiyi dengeli bir sekilde degerlendirmesi ve
empati yeteneginin bulunmasi yoneticiye olan giiveni artirmaktadir. Yoneticilere bu davraniglarin gliven
Uzerindeki etkisini anlatan bilgilendirici brostirler dagitilabilir.

5. Ogretmenlerin degisime karsi direnglerinin azaltilabilmesi, degisim yéniinde bireysel gelisimlerinin
saglanabilmesi, degisime inanmasi, degisim baglaminda sorumluluk bilinci olusmasi, yaraticiliklarinin
gelismesi, yeni fikirlere acik olmalari ve degisim icin yeni hedefler belirlemeleri igin okul yoneticisinin
otantik liderlik davranislar sergilemesi 6nerilmektedir. Ozellikle egitim &rgiitlerinde degisim kavraminin
gerekliligi, bakanlik biinyesince yoneticilere anlatilabilir ve otantik liderlik - degisim konulu paneller
diizenlenebilir.

6. Ogretmenlerin degisimi desteklemeleri, diger calisanlarla isbirligi kurabilmeleri, degisim icin
olusturulan kural ve prosedirlere uymalarinin saglanabilmesi, degisim vizyonuna baglanmalari ve
degisim yoninde performanslarinin artirilabilmesi icin yoneticilerine giivenmeleri gerekmektedir. Biitlin
okul paydaslarini kapsayan cesitli sosyal etkinlikler diizenlenmesi, orgiit icerisinde given ortaminin
olusmasini saglayabilir.

7. Yoneticilere otantik liderlik hakkinda gerekli bilgilerin verilmesi icin seminerler veya hizmet igi
egitimler diizenlenmelidir. Ayrica egitim yoneticilerini, Egitim Yonetimi Teftisi Planlamasi ve Ekonomisi
boliminde lisansisti egitim gérmeleri igin tesvik etmeli ve ders programlarinda diger liderlik trlerinin
yani sira otantik liderlik konusu da zorunlu olarak anlatiimahdir.

Calismada “Yiiksekogretim Kurumlar Bilimsel Arastirma ve Yayin Etigi Yonergesinde’ yer alan tiim
kurallara uyulmus ve yénergenin ikinci béliminde yer alan “Bilimsel Arastirma ve Yayin Etigine Aykiri
Eylemlerden” hicbiri gerceklestirilmemistir.
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