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Abstract: Learning agility is the ability to learn from experiences and to apply these learnings rapidly and successfully in the event of new problems. This
research aims to reveal whether the learning agility of teachers in Turkey had an impact on their readiness for change and performance. The explanatory
sequential research design was adopted to further clarify the relationship between the variables. The quantitative phase of the study was conducted on a
sample group consisting of 1640 teachers working in public schools in Istanbul. Subsequently, data were obtained through semi-structured interviews from
21 teachers working in public schools, and the data were analyzed by content analysis. According to the quantitative research findings, teachers' learning
agility positively affects readiness for change and performance. The qualitative findings of the study revealed that teachers developed their learning agility
through training, research and experience. It has been determined that teachers with high learning agility are open-minded and ready for change. Teachers
achieve speed and flexibility in classroom practices by finding solutions to the problems brought about by change. In addition, unlike the quantitative
findings, the qualitative findings revealed that teachers were not sufficiently prepared for change and even showed resistance to change. The findings

provide clues about teachers' professional development and educational reform and change initiatives.
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Oz: Ogrenme cevikligi, deneyimlerinden Ggrenebilme ve bu Ggrenmeleri yeni problemler karsisinda hizli ve basarili bir sekilde uygulama becerisidir. Bu
aragtirma, Tiirkiye’deki 6gretmenlerin 6grenme ¢evikliginin, degisime hazir olma durumlarina ve performanslarina etkisi olup olmadigini ortaya ¢tkarmay1
amaclamistir. Degiskenler arasindaki iligkiyi daha fazla agikliga kavusturmak icin aragtirma deseni olarak aciklayici sirali desen benimsenmistir Aragtirmanin
nicel agamasi Istanbul’da kamu okullarinda gérev yapan 1.640 dgretmenden olusan rneklem grubu iizerinde gerceklestirilmistir. Daha sonra kamu
okullarinda gorev yapan 21 6gretmenden yar1 yapilandirilmis goriismeler yoluyla elde edilen veriler igerik analizi yapilarak ¢dziimlenmistir. Nicel aragtirma
bulgularina gore 6gretmenlerin 6grenme cevikligi, degisime hazir olma durumunu ve performansi olumlu yonde etkilemektedir. Aragtirmanin nitel
bulgular1 6gretmenlerin egitim, arastirma ve deneyim yoluyla 6grenme cevikliklerini gelistirdiklerini ortaya koymustur. Yiiksek 6grenme ¢evikligine sahip
Sgretmenlerin degisime karst agik fikirli ve hazir olduklar tespit edilmistir. Ogretmenler, degisimin getirdigi problemler karsisinda ¢oziim yollar iireterek
smiuf i¢i uygulamalarda hiz ve esneklige ulasmaktadir. Ayrica nitel bulgular, nicel bulgulardan farkli olarak 6gretmenlerin degisime kars: yeterince hazir
olmadiklari, hatta degisime direng gosterdikleri tespit edilmistir. Bulgular, 6gretmenlerin mesleki gelisimi, egitim reform ve degisim girisimleri hakkinda
ipuglar1 sunmaktadir.
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1. INTRODUCTION

High-performing teachers are the most fundamental resources of quality education and successful
schools (OECD, 2019). Teachers need to be involved in a cycle of continuous learning and development to
meet the different demands of education, improve its quality, and manage uncertainties. In addition,
teaching is a profession that can be learned and developed through experience (Schmidt, 2010).
Numerous studies confirm that teacher experience is an important factor on student achievement (Kini &
Podolsky, 2016; Ladd & Sorensen, 2017; Podolsky et al., 2019). In recent years, researchers who focus on
the characteristics of employees who excel in challenging situations have reported that high- performance
individuals who can learn from experience and can promptly apply what they learn to overcome
situations they have not encountered before possess learning agility (De Meuse, 2017; Lombardo &
Eichinger, 2000). Learning agility has generally been associated with adapting to change in environments
dominated by uncertainty and complexity and developing new skills for change (De Meuse, 2017). The
main reason why learning agility has attracted so much attention and popularity is its positive impact on
organizational efficiency and effectiveness. (Bedford, 2011; Lombardo & Eichinger, 2000; Smith, 2015). In
addition, considered as a leadership skill, learning agility has been proven by research results to be a
determinant of the potential that gives insight into the future success of individuals (Allen, 2016; Dries,
Vantilborgh, & Pepermans, 2012; Milani et al., 2021).

Although it is a relatively new study area, the effects of learning agility also exist in educational
organizations and the classroom and school environments (Breakspear, 2017; Suzana & Mohd Amir
Shaukhi, 2020). Teachers must participate in the continuous learning and development cycle to meet
different educational demands, manage uncertainties, and improve quality since their qualified
performance has a decisive role in students' academic and lifelong success (Araujo et al., 2016; Blazar &
Kraft, 2017; Darling-Hammond, 2000; Warren & Hale, 2016). It seems important to investigate teachers'
learning agility's effects on success. For example, it has been found that there is a significant relationship
between learning agility, teacher quality, attitude to be tenured in school (Kaya, 2019), and student
success (Duncum, 2020). However, while the positive relationship between employees' learning agility
and performance has been demonstrated with evidence (De Meuse, 2019; Lombardo & Eichinger, 2000),
there is not enough information about whether learning agility is related to teacher performance.

Learning agility has a leading role in the creation and implementation of new ideas that will benefit the
organization (Jo & Hong, 2022; Tripathi & Dhir, 2023). Individuals who acquire knowledge, make
practical inferences, and learn more while doing their jobs can develop personal goals. These individuals
can show their agility by acting outside their job descriptions and taking initiative in situations where
uncertainty prevails, such as change (Hanu et al., 2023). Change brings with it uncertainty, stress, and
pressure for employees and an aversion to change (Vakola & Nikolaou, 2005). Employees who have
positive feelings toward change are individuals who are confident, able to cope with stress, and who are
more in a state of readiness for change (RFC) (Eby et al., 2000; Terry & Jimmieson, 2003; Vakola &
Nikolaou, 2005; Vakola, 2014). Instead of seeing and resisting the risky aspects of change, individuals
who are ready for change become more active during the change period by acquiring new knowledge
and skills (Cunningham et al., 2002). In addition, these individuals may be inclined to exhibit cooperative
behaviors, initiate change, and make more efforts (Shea et al., 2014; Weiner, 2009). Examining the
literature reveals a lack of research on the effects of RFC in the field of education, particularly for
teachers. Teachers can quickly adapt to digital technology where they can learn new methods and
techniques when they have RFC (Kim & Kim, 2022), they can develop the confidence to tolerate the
uncertainty that change brings (Zayim & Kondakci, 2015), and experience job satisfaction that can
increase their likelihood of success (Kondakei et al., 2017). Furthermore, teachers' being learning-oriented
makes them ready to implement new ideas and teaching methods (Goh et al., 2006). Although these
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studies added value to the research on change in the school environment, they were insufficient in
determining the factors affecting readiness for change. Therefore, the relationship between the readiness
for change of agile teachers who are fast learners, risk takers, and have the ability to adapt to different
situations should be explained. It is an issue that needs to be analyzed to see how the readiness of agile
teachers during the change period affects their performance levels in the face of possible disruptions of
change. The current research discusses the relationship between the learning agility and the RFC and
performances of teachers in Turkey. In addition, while focusing on the effect of teachers’ learning agility
levels on their RFC and performance, the logical relationship between these variables was tried to be
determined, empirical evidence was presented, and shedding light on relevant questions and doubts by
filling in the gaps in the literature was intended.

Theoretical Background
1.1. Learning Agility

Learning agility is defined as the ability to not miss opportunities for development, learn the right
concepts from experiences, develop new skills, and to apply these lessons learnt to situations encountered
for the first time (De Meuse et al., 2010; Lombardo & Eichinger 2000) as well as the ability to apply these
quickly and flexibly (De Rue et al., 2012a). Lombardo and Eichenger (2000) examined learning agility in
four dimensions as agility in human relations, result agility, agility in change, and mental agility. Later,
the structure was expanded by adding self-awareness (De Meuse, 2017). Over time, the predictable
characteristics of learning agility, such as search for feedback (Allen, 2016; Anseel, 2017; De Meuse, 2015),
information collection, collaboration, risk-taking (Hoff & Burke, 2017), logical and systematic thinking
(Sung, 2021), reflection (Hoff & Burke, 2017; Mitchinson & Morris, 2012), and awareness of the
surrounding (De Meuse, 2015) have been discovered. Learning agility has been reported to be an
important factor influencing employee performance (Bedford, 2011; Connolly, 2001; De Meuse et al.,
2010; De Rue et al., 2012b) and career development (Dai et al., 2013). In addition, the positive effects of
learning agility on the variables of commitment (Saputra et al., 2018), psychological safe climate (Miley,
2020), achievement motivation (Bouland-van Dam et al., 2022), and openness to experience (Miller, 2018)
have been demonstrated. In other words, it can be said that learning agility positively changes the
functioning and outcomes of the organization in general and the performance of the individual in
particular (Ghosh & Mudili, 2021).

1.2. Readiness for Change (RFC)

Employees are expected to develop the new behaviors and skills necessary for the change to be successful
in an organization (Armenakis & Bedeian, 1999). These behaviors can be positive or negative towards
change (Griffin et al., 2007). The determinant of individuals’ supportive behaviors towards change is their
REC (Armenakis et al., 1993). Researchers have explained RFC as the individual’s perception of the
organization’s change and individual beliefs and attitudes toward adapting to change (Armenakis et al.,
1993; Eby et al., 2000). Furthermore, the RFC encompasses both cognitive processes (Bernerth, 2004) and
affective processes (Rafferty et al., 2013; Vakola et al., 2013), which are indicative of the individual's
proclivity and positivity toward change (Jones et al., 2005). In order for individuals to be ready for
change, they need to feel the need for change, the belief that change will be beneficial, and the idea that
the leader and the organization will successfully accomplish this change movement (Armenakis & Harris,
2009). When their RFC is at a high level, employees are more likely to reflect this situation through
behaviors such as initiating change, showing cooperation, and persistently advocating change (Eby et al.,
2000; Rafferty & Minbashian, 2019; Weiner, 2009). On the other hand, when their RFC is low, employees
may be more likely to exhibit negative attitudes, avoid learning, or even show resistance (Abdel-Ghany,
2014; Bloir & Scheer, 2017; Shea et al., 2014). Self-efficacy, which enables individuals to manage control
over events, (Emsza et al., 2016; Taufikin et al., 2021), their levels of awareness (Roemer et al., 2021),
learning orientations (Nurtjahjanti et al., 2021), openness and willingness to gain experience (Andersen,
2008), and strong communication (Endrejat et al., 2021) affect their RFC. RFC facilitates easier adaptation
to change in organizations and groups by developing employees’ commitment to the organization
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(Madsen et al., 2005; Nordin, 2011) and their feeling of trust (Eby et al., 2000; Bouckenooghe et al., 2009;
Vakola, 2014) and by improving job satisfaction (Vakola, 2014; Kondakg1 et al., 2017).

1.3. Performance

For the strategic goals of the organization to be put into action, trained, and motivated employees must
perform at a high level (Ozdemir, 2014). Performance is defined as the level of accomplishment of work
according to the specified conditions (Rudman, 2003; Simsek et al.,, 2016). Since the performance
management and development of teachers is an important factor directly affecting the quality of
education, it has been the focus of both national and international education systems (Ministry of
National Education [MoNE], 2001, 2018; OECD, 2019). Teachers’ performances reflected on their ability to
deliver effective education, create a positive learning environment, and encourage learning increase
student achievement (Borman & Kimbal, 2005; Kimball et al., 2004; Milanowski, 2004). Further, teacher
performance is also affected by factors such as leadership styles (Ozgenel & Aktas, 2020; Yalgin &
Ozgenel, 2021), organizational culture (Ozgenel et al., 2021), job satisfaction (Hendrawijaya, 2020),
leadership qualities (Ozgenel et al., 2020), stress (Wangui et al., 2016), school climate (Dilbaz Saymn, 2017),
motivation (Rivai et al., 2019; Riyadi, 2015), and organizational commitment (Ozgenel, 2019a). On the
other hand, poor performance adversely affects the image of the school, the performance of the
colleagues and staff, and the management (Jones et al., 2006). Therefore, teacher and teacher performance
are gaining increasing importance for an effective school and quality education.

1.4. Learning Agility and Readiness for Change

The learning agility of teachers is closely related to being ready for change. We think that this is linked to
a few traits. The first is that since they are open to new situations and ideas and tend to express and
implement these ideas without hesitation (Mitchinson & Morris, 2012; Tripathi & Dhir, 2023), these may
cause them to be more attuned to rapid change. Second, individuals with learning agility tend to
proactively seek feedback to adapt to innovations or change the current situation (Anseel, 2017), look for
new experiences, and take responsibility (Hoff & Burke, 2017; Miller, 2018). This situation can affect
employees’ curiosity about change. Third, these individuals, who are eager to develop and advance in
their careers, have high motivation to learn (Allen, 2016), cognitive flexibility, and awareness (De Meuse,
2017). Their cognitive flexibility can also increase their ability to process and interpret information
without depending on a specific thought, allowing them to react quickly and easily (De Rue et al., 2012b).
This can support the relationship with cognitive readiness. The last is that their abilities to communicate
and manage their emotions effectively in moments of stress and uncertainty (Kim & Kim, 2021) increase
their positive emotional response to change and their RFC.

1.5. Readiness for Change and Performance

The self-efficacy of individuals is a significant factor in reducing the negativities of change and in
realizing change successfully (London & Smither, 1999; Rafferty & Simons, 2006). Individuals who have
the self-sufficiency to control and manage events develop a belief in being ready for change (Emsza et al.,
2016; Taufikin et al., 2021). The self-efficacy of individuals influences the development of their belief that
they can be successful, their motivation, and problem-solving skills and offers the opportunity to actively
participate in the change process (Bandura, 1998, Cunningham et al., 2002; Wood & Bandura, 1989).
While thinking positively about change leads individuals to develop supportive behaviors and set goals
to take action (Tarrant & Newton, 1992), this reflects positively on performance (Alqudah et al., 2022;
Weeks et al., 2004). On the other hand, it was supported by the results of research conducted on teachers
that proactive behaviors towards change and adapting to conditions in complex situations are related to
job performance (Ghitulescu, 2013).

Bolu Abant izzet Baysal Universitesi Egitim Fakiiltesi Dergisigllitaas-Wls[Se=i1s:4.Xe)s-Ragha gyt 1V 18
2437



https://dergipark.org.tr/tr/pub/aibuelt

Sebnem YAZICI - Mustafa OZGENEL

1.6. Learning Agility, Readiness for Change, and Performance

Learning agility enables individuals to make prompt and different connections between different events
or situations, adapt to change, easily cope with complicated situations in business life, and perform more
efficiently (Eichinger & Lombardo, 2004; Mitchinson & Morris, 2012; Smith, 2015). These individuals tend
to constantly increase their performance levels even if they are already good (De Rue et al., 2012b; Kroll,
1988; London & Smither, 1999). One of the most important factors affecting fast and flexible learning in
learning agility is the motivation level of the individual (Carette & Anseel, 2012). Motivation levels affect
how well individuals can use their existing skills and knowledge, their mastery in acquiring new skills,
and their ability to transfer them to new situations (Dweck, 1986). Hence, it contributes to the
development of motivation and problem-solving skills of individuals with high self-confidence who
believe that they can maintain the necessary control over events, and thus to increase their performance
levels (Wood & Bandura, 1989). Past research reveals that learning agility is associated with job
performance, and this relationship is driven partly by an individual’s agile approaches to change
(Eichenger & Lombardo, 2000; De Meuse et al., 2010). Additionally, research results have proved that
learning agility is related to teacher quality (Kaya, 2019).

2. METHOD
2.1. Research Method

In this study, the mixed method and explanatory sequential research design were used to determine
whether teachers’ learning agility levels had an effect on their RFC and performance. The mixed method
can better explain and enrich the research problem, and it allows for a wider variety of methods
(Creswell, 2017; Gorard & Taylor, 2004). In the explanatory sequential research design, first quantitative
data is collected and analyzed in the study, and thereafter, qualitative data is collected, providing a
general picture for the research problem (Creswell, 2017). In the quantitative dimension of the research,
which was designed as a mixed method, the relational survey model was utilized, while the
phenomenology model was used in the qualitative dimension. In the study, quantitative data were first
collected and analyzed, and this was followed by the gathering and analysis of qualitative data. All
findings were interpreted conjointly.

2.2, Participants

In the quantitative phase of the research, the study group consisted of 1640 teachers working in public
schools in Istanbul. The sample for the study was determined by simple random sampling method. Of
the teachers, 1099 (67%) were female, 541 (33%) were male, 1414 (86%) had a bachelor’s degree, and 226
(13%) had a postgraduate degree. Regarding age, 6.2% of the teachers were 25 years old or younger,
19.9% were between 26-30 years, 22.1% were between 31-35 years, 19.7% were between 3640 years,
17.6% were between 41-45 years, 9.3% were between 46-50 years, and 5.2% were 51 years of age and
older. While 21% of the participating teachers had a seniority of 5 years and below, 24.1% had 6-10 years,
18.5% had 11-15 years, 17.6% had 16-20 years, 12.8% had 21-25 years, and 6.0% had a seniority of 26
years and above. In terms of the type of schools, the distribution of the teachers was similar with 37.4% of
the teachers working in primary schools, 32.3% in middle schools, and 30.4% in high schools.

In the qualitative phase of the study, the maximum variation sampling method, a purposeful sampling
approach, was utilized to gather the perspectives of teachers with diverse seniority levels on learning
agility, performance, and RFC. For purposive sampling, participants were selected from among teachers
with knowledge, experience, and expertise appropriate to the purpose of the study. Purposeful sampling
is a non-random sampling method that allows the researcher to select cases and use various methods
together (Neuman, 2006). The qualitative participants of the research were determined according to the
maximum diversity technique. This strategy is used to identify and define more themes that express
common phenomena in the investigation (Merriam & Tisdell, 2016; Patton, 2015). “Data saturation point”
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was taken as the basis to determine the number of participants. Data saturation point refers to the
continuation of the sampling for the study until nothing unusual is encountered (Silverman, 2018).

The participants consisted of 21 teachers (13 female and 8 male) who were employed in public schools in
Istanbul. Five of the teachers held post-graduate degrees, while 16 had bachelor’s degrees. Regarding the
type of schools, nine were working in primary schools, six were in middle schools, and six were in high
schools. Of the teachers, five were between the ages of 20-30, 11 were between 31-40, and four were aged
41 and over. While nine of the teachers had a service period between 1-10 years, 10 served between 11-20
years, and two of them had a service period over 21 years. Each participant in the study group was given
the code “P” and a number that determines their order.

2.3. Data Collection Tools
2.3.1. Marmara Learning Agility Scale

The Marmara Learning Agility Scale (MLA) was developed by Yazici and Ozgenel (2020) as a 5-point
Likert type (1 = Never, 5 = Always) scale and consists of five sub-dimensions with a total of 30 items.
These dimensions are People Agility, Results Agility, Mental Agility, Change Agility, and Self-awareness.
As a result of the confirmatory factor analysis (CFA) made to provide evidence for construct validity, it
was seen that the fit indices were sufficient [¥2/sd = 2.28; RMR = .028; GFI = .878; CFI = .919; RMSEA =
.054; SRMR = .052; AGFI = .855], and the reliability coefficient was determined as 0.93.

2.3.2. Readiness for Change (Cognitive Emotional Intentional [RFOC-CEI]) Scale

The Readiness for Change (RFOC-CEI) Scale was developed by Kondakc et al. (2013). The scale uses
ratings ranging from ‘totally disagree’ (1) and ‘totally agree’ (5) and consists of 12 items. The scale
comprises three sub-dimensions, which are Intentional Readiness for Change Factor, Emotional
Readiness for Change Factor, and Cognitive Readiness for Change Factor. The fit indices were
determined as x2 = 206.403, df =49 (p = .00), NNFI = .954; CFI = .966; RMSEA = .073. The Cronbach Alpha
reliability coefficients of the sub-dimensions were identified as .90 for the Intentional Readiness for
Change Factor, .75 for the Emotional Readiness for Change Factor, and .87 for the Cognitive Readiness for
Change Factor.

2.3.3. Teacher Performance Evaluation Scale

The scale was developed by Ozgenel (2019b). To design the scale, the self-evaluation form included in the
50-item teacher performance evaluation draft prepared by the Ministry of National Education (2018) was
used. The 5-point Likert type Teacher Performance Evaluation Scale consists of 34 items and five sub-
dimensions. The five sub-dimensions determined in the scale are Field Knowledge, Preparation of the
Learning-Teaching Process, Communication, Conducting the Learning-Teaching Process, and
Professional Development. Regarding the construct validity of the scale, the fit index values were
calculated as x2/df = 2.768; CFI = .912; GFI = .854; RMR = .020; RMSEA = .061; SRMR = .0481. The
reliability coefficient of Cronbach Alpha was determined to be 0.90.

In the qualitative phase of the research, the interview method was used. In this method, the researcher
asks general and open-ended questions to one or more participants. The responses are recorded, and the
analysis is performed by transcribing them. Thus, the method allows the emotions and perspective of the
participants to be explored (Creswell, 2017). The qualitative data of the study were obtained with a semi-
structured interview form. Expert opinion was taken to determine the suitability of the form for the
investigation, and pilot interviews were conducted with 12 participants. At the end of the pilot
application, the interview form was finalized taking the recommendations into consideration.
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2.4. Data Collection Process and Analysis

The quantitative data of the study were analyzed with the SPSS package program. Pearson correlation
analysis was performed to determine the relationships between the variables related to the research,
while simple linear regression and multiple regression analyses were conducted to assess the prediction
level of the dependent variables on independent variables. In the qualitative dimension of the research,
preliminary interviews were made with the participants giving information about the research,
permission was obtained to use a voice recorder, and interviews lasting 50-55 minutes were conducted
through a semi-structured interview form. The participants were asked 11 questions. These questions, for
example: “How do you overcome confusion, ambiguity, difficult situations you encounter in your
professional life (at school or in the classroom)?”, "How do you respond to the changes implemented in
education in line with the objectives of the Ministry of National Education? Could you explain?", “What
do you do to develop/improve your professional performance? “The interviews obtained were
transcribed verbatim. The program NVIVO 12 was used for the analysis of qualitative data, and
descriptive and content analysis techniques were used. Firstly, the transcripts were read several times
until they became familiar. Similar codes were created through NVIVO 12.0 Qualitative Data Analysis
Software. Sub-themes and themes were then developed. In this process, all possible themes were
developed and continued until the saturation point was reached. The codes, sub-themes, and themes
identified because of the analysis in the qualitative research process were sent to four specialists, and
their opinions were asked. In line with these opinions, the qualitative findings were finalized. Before
proceeding to the correlation analysis, the normality and reliability values of the variables were
calculated as presented in Table 1.

Table 1
The Normality Values of Teachers’ Learning Agility, Readiness for Change, And Performance
N Skewness Kurtosis Cronbach Alpha
Learning Agility .009 .683 920
Readiness for Change 1640 -271 .856 724
Performance -.377 .696 904

As can be seen in Table 1, it can be said that the skewness and kurtosis values of the three variables
showed normal distributions since they remained between -1.5 and +1.5. The fact that the data conform to
normal distribution means that their validity and reliability are high (Ozdamar, 2017). In addition, as the
reliability values of the scales were .724 and above, it was concluded that the scales were reliable.

2.5. Ethical approval

In this study, all the rules specified to be followed within the scope of "Higher Education Institutions
Scientific Research and Publication Ethics Directive" were complied with. None of the actions specified
under the heading "Actions Contrary to Scientific Research and Publication Ethics", which is the second
part of the directive, have been taken.

Ethics committee approval information:
Ethical committee: Istanbul Sabahattin Zaim University Ethics Committee.
Data of ethical approval: 30/10/2019.

The number of ethical approvals: 2019/09
3. FINDINGS

3.1. Quantitative Findings

The results of the correlation analysis conducted to determine whether there is a relationship between
teachers’ learning agility, RFC, and performance levels are presented in Table 2.
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Table 2
The Results of Correlation Analysis
Variable n M sd 1 2 3
1.Learning agility 1640 4.00 476 1
2.Performance 1640 433 450 .590%* 1
3. Readiness for change 1640 3.44 499 402** .345%* 1

N = 1640, *p < .05, **p < .01

As seen in Table 2, there was a significant positive relationship between teachers’ learning agility and
REC levels at a moderate level (r> = .402; p < .01), a significant positive relationship between teachers’
learning agility and performance at a moderate level (r2 = .590; p < .01), and a significant positive
relationship between teachers' levels of RFC and their performance at a moderate level (r2 =.345; p <.01).

The simple regression analysis on the prediction of teachers' learning agility (LA), RFC and performance
(Per) is presented in Table 3.

Table 3
Simple Regression Analysis on Teachers’ Prediction of Learning Agility, RFC, and Performance

Independent Dependent Std.

2

Variable Variable B Error ®) t P ! r F P
Constant 1.75  .096 18.37 .000

RFC 402 162  315.71 .000
LA 422 .024 402 17.76 .000
Constant 2.09 .076 27.54 .000

Performance 590 348 872.38 .000
LA .b58  .019 590  29.53 .000
Constant 359 .073 44.71 .000

Performance 345 119 221.61 .000
RFC 331 .021 345 14.88 .000

N= 1640, p < .01, LA: Learning agility, REC: Readiness for change

When Table 3 is examined, it is seen that teachers’ learning agility significantly predicts REC (r2=.162; p <
.01) and performance (12 = .348; p < .01). Teachers’ learning agility explained about 16% of the total
variance in their level of RFC (p = .402,; F = 315.71; p < .01) and about 35% of the total variance in
performance (3 = .590; F = 872.38; p < .01). Similarly, teachers’ level of RFC explained about 12% of the
total variance in their performance (8 = .345; F = 221.61; p < .01). In other words, as teachers’ learning
agility increases, their performance and level of RFC also increases. In addition, teachers’ level of RFC
increases by positively affecting their performance.

The findings of the multiple regression analysis regarding the prediction level of teachers’ learning agility
combined with RFC on their performance are presented in Table 4.

As demonstrated in Table 4 is, teachers’ levels of learning agility and RFC together significantly predicted
their performance levels (12 = .362; p < .01). Teachers’ levels of learning agility and RFC explained 36% of
the total variance in their performance (f = .129; 3 = .538; F = 463.441; p < .01). In other words, it was
determined that teachers’ learning agility and RFC level together positively affected and increased their
performance.
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Table 4

Multiple Regression Analysis for Performance Predicted by Teachers’ Learning Agility and Readiness for Change

Independent Dependent B Std.

Variable Variable Error ® ¢ P ! v F P
Constant 1.894 .083 22.872  .000
LA Performance  .508 .020 538 24926 .000 .601 .362 463.441  .000
REC 117 .019 129 5991 .000

N=1640, p <.01, LA: Learning agility, RFC: Readiness for change
3.2. Qualitative Findings

The research focused on whether there is a relationship between teachers’ learning agility, RFC level, and
performance. With the data obtained, content analysis was performed, codes were determined, sub-
themes were created from the codes, and themes were created from the sub-themes. As seen in Figure 1,
three themes and nine sub-themes were identified.

O O

Source of Skills Performance Strategies for Coping
Development with Problems
Factors Affecting
Success
Leaming Agility Professxonal\>Self—.—\\\'areness
Performance
Skills Development Adapting to Change Experience-Performance
Practices Relationship

View Towards Change Steps Taken for Change

Figure 1. Themes and sub-themes for the relationship between teachers” learning agility, RFC level, and
performance.

‘Learning Agility’ Theme: Skill Development Practices, Factors Affecting Success, and the Source of
Skills

During the interviews, the teachers stated that they continued to receive training to improve their
professional knowledge and skills (n = 11) and that they mostly applied for in-service training and
postgraduate education with this aim:

“I have participated in in-service trainings and will continue to do so. In addition to this, I completed
my master’s degree. Now 1'm preparing for a PhD. I attended congresses and symposiums—you know,
whenever I had time.” (P 8)

The teachers who participated in the research stated that they conducted research to improve their
professional knowledge and skills (n = 10), closely followed the books and articles related to their fields
and made use of internet resources. On the other hand, some of the teachers said that they developed
new skills by following good examples (n = 9):
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“I look at all the publications that have been released from all the publishers first, and I see which
questions have been printed, where should I renew myself, are the resources in the curriculum and the
resources that are published compatible with each other? How can I explain this topic better? How did
this resource describe it? I definitely research this myself, and I make a document for the kids that
consists of several sources.” (P 10)

“I think that listening to things related to my field from people whose knowledge and skills I trust has
added more to me professionally.” (P 19)

It is noteworthy that some of the teachers interviewed stated that they did not engage in any activities for
professional development (n = 9) by putting forward various excuses.

“Nothing. There is not enough time, either frankly. I'm a physical education teacher.” (P 4)

Teachers explained the strongest aspects that affected their professional success as loving their profession
(n=9), having strong communication skills (n = 4), teaching practical subjects that are applicable in life (n
= 3), empathizing (n = 2), being idealistic (n = 2), being experienced (n = 2), trying to do new things (n =2),
and being selfless (n=1):

“I think it’s my being idealistic. This is my fifth year, and when 1 first began working, they told me that
‘this trait will wear out in less than two years, and you will be like us—it will become just ‘enter and
leave the course.” I've had five years, but that hasn’t changed.” (P 17)

“Communication. I think I communicate with children. And 1 think that it is more effective when you
communicate well with them.” (P 15)

The teachers stated that the source of their professional skill was experience (n = 14). It is also noteworthy
that the teachers stated that the education they received at university was often insufficient to solve the
problems in the classroom. On the other hand, some of the teachers maintained that their university
education (n = 4) was a source of skills development:

“It seems to be more with experiences. Reading books, seminars, things like these may have had a lot of
impact. But, well, I don’t think I can gain any skills in any way without having a one-on-one human
relationship, especially in the teaching profession.” (P 16)

It is striking that some of the teachers interviewed (n = 2) within the scope of the research provided
various excuses for not participating in any activities concerning professional development.

“Nothing. There is not enough time, either frankly. I'm a physical education teacher. I wanted to do a
master’s degree very much, but unfortunately, 1 give private courses that coincide with the hours of
school. At the same time, I don’t have much time for it.” (P 4)

‘Adapting to Change’ Theme: View Towards Change, Steps Taken for Change

The majority of teachers stated that they did not consider the goals of change concrete and feasible (n=9),
they did not know about change (n = 2), and they did nothing to keep up with change (n = 8). In this
respect, it can be said that teachers are resistant to change. Conversely, some of the teachers expressed
positive (n = 8) opinions about changes and stated that they believed that this change would improve the
current quality of education much further:

“Well, now, when they say let’s apply the innovations immediately, it creates a little trouble. I mean,
this is because there’s a well-established education system that came a long time ago. So, it's not
possible to erase it in an instance. Gradually, that is, we cannot make the innovations requested from
us at a stroke. I don’t believe that this is really helpful... (P 1)
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“We see the resulting change and development again as on paper. If you ask why, I went to university
in 2008. We observed the process of change of this constructivism institution that came in 2005 with
various studies at university. But we also saw there that constructivism, yes, came on paper, and we
moved to a different understanding of education. However, the essentialist understanding of the past
still continued because we are the product of those systems; we grew up in the old system. It is very
difficult for us to adapt to the new system.” (P 12)

“I don’t see on us the reflections of the changes that are happening. Why? As I said, it is the worst
feature of our school that we have very crowded classes. There are good developments, but they are not
being very feasible; we cannot benefit from them.” (P 21).

The interviewed teachers stated that they used the internet and social media (n = 4) and received training
(n=3) in order to keep up with changes:

“As 1 said, I participate in in-service activities. In this way, I propose some encouraging studies, make
suggestions for what we need in terms of both parental characteristics and child characteristics that
society needs.” (P 8)

“Well, as I mentioned, this social media, especially for children, has an incredible impact. I believe in the
power of this incredibly...” (P 17)

It is interesting that most of the teachers interviewed did not consider their efforts to keep up with change
sufficient (n = 13), whereas only one teacher accepted them to be adequate. In addition, a few of them (n =
4) also remained undecided, stating the pros and cons and without expressing a clear opinion:

“No, I don’t find them enough. In what aspect? Because there must be always something we can do
better—there is.” (P 21)

‘Professional Performance’ Theme: Strategies for Coping with Problems, Experience-Performance
Relationship, Self-Awareness, Performance Development

The teachers stated that they received support from the school administration (n = 7), other teachers (n =
4), and the parents of the students (n = 3) while solving their problems in their professional lives. They
expressed that they requested external help instead of producing their own solutions to cope with the
problems:

“Initially, I would actually go to the school administration and tell them. We do our best.” (P 1)

“I ask the parents for help. That is, I tell them about the situation. I try to find solutions with the
parents.” (P 1)

When solving problems, the teachers stated that they approached issues with calmness and patience (n =
6), love (n = 3), and empathy (n = 1). Thus, they remarked that they had specific strategies for problem-
solving:

“We try to be calm and approach things that way. We have had some troubles. Of course, it is due to the
students; it is due to the communication of the students with each other...” (P 13)

The teachers thought that their professional experiences throughout their careers had positive reflections
on their performance (n = 12), while a small number of them thought that they were reflected negatively
(n =3). It has been observed that these negativities encountered by the teachers made them feel frustrated
and hopeless while voicing them during the interview.

“It contributes in a positive way. The more experienced you are, the more you can hear in the
classroom.” (P 6)

“I looked at the things I did that day afterwards, which are not a lot. For example, now there are ideals.
Then there are the facts...” (P 2)
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While some of the teachers thought that their professional performance was successful (n = 12), a few of
them considered it to be unsuccessful (n = 4), and a few others thought that it could be improved (n = 3).

“I think I'm getting better each year, you know, better than what we learned in school. I think what we
experience here contributes to us in a more positive way. You know, as the year goes by, I feel that I am
getting better and more improved professionally.” (P 18)

4. DISCUSSION AND CONCLUSION

In this research, the initial focus was on identifying the relationships between teachers’ learning agility,
their RFC, and performance. According to the results of the study, these three structures were found to be
interrelated. In addition, the results revealed that learning agility and RFC are important structures that
affect teacher performance. When the opinions of the teachers were examined, the findings gained more
clarity, and surprising results were obtained. Based on the findings, we found out how teachers gained and
improved their learning agility. In addition, it has been determined that teachers are not ready for change
that is trying to be implemented in Turkey and even show resistance.

These results support the relationship between learning agility and performance (Bedford, 2011; De Meuse
et al., 2010; Eichinger & Lombardo, 2004; Laxon, 2018) and between learning and RFC (Jafari & Kalanaki,
2012; Nurtjahjanti et al., 2021). Miller (2018) has determined that overall learning agility is associated with
openness to experience. On the other hand, Connolly (2001) linked the two dimensions of learning agility,
mental and change agility, to openness to experience. The curiosity aspect of learning agility in gaining
experience allows to develop new skills and behaviors (Laxon, 2018). This condition improves the
flexibility to manage information and the ability to adapt it to new situations (Dries & Pepermans, 2012).
Furthermore, the learning agility of individuals affects their self-efficacy (Kim & Kim, 2021). Individuals
who show self-efficacy in the face of change tend to use change-related resources effectively, demonstrate
behaviors that are more supportive of change (Rafferty & Minbashian, 2019), and improve their
performance (Cherian & Jacob, 2013; Ellis et al., 2010). Teachers are turning to experiential learning that
will enable them to develop in their profession by engaging in more education and research to improve
their learning agility. In addition, without any guidance, they follow journals, articles, professional forums,
and good examples, interacting with colleagues. Teachers tend to improve their learning agility through
the search for proactive feedback inside and outside the school (Anseel, 2017). The fact that teachers know
their inadequacies and have an open mind makes them ready for change by quickly internalizing the
innovations in education. Agile teachers, who exhibit relaxed attitudes in the face of change, combine the
different knowledge they have acquired and produce their own solutions. This ability is thought to
increase their performance levels by allowing them to implement practical, quick, and flexible applications
in the classroom.

Another important finding of the research is that low resistance to change is associated with the level of
learning agility. In the literature, there is a widespread view that resistance may be low in cases where
there is a high level of RFC (Armenakis, et al., 1993; Eby et al., 2000; Huczynski & Buchanan, 2013; Thakur
& Srivastava, 2018). Oreg (2003) determined that individuals who are not open to experience are more
likely to show resistance to change. According to the findings, teachers see change as abstract and
inapplicable. On the basis of this, it can be said that there is insufficient knowledge about change, feeling
insecure, and the tendency to stick to habits. When teachers have insufficient information about change,
they become pessimistic about the success of change. According to the findings of the present study, when
teachers do not get enough information about change, they develop the belief that they cannot successfully
implement change in their schools and that this is not feasible. We also think that their reluctance to learn
the skills required by change and their lack of curiosity about change is related to their low levels of agility.
Nevertheless, further studies are required for more definitive results on the subject.
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According to the findings obtained, it was concluded that there was a significant relationship between the
level of teachers” RFC and performance and that their RFC predicted their performance. These results are
line with studies conducted on employees (Asbari et al.,, 2021; Alqudah et al., 2022; Zaman et al., 2020;
Weeks et al., 2004) and teachers (Winardi & Prianto, 2016). With regard to the qualitative findings of the
research, teachers (probably with high levels of agility) who learned about change through social media
and education felt more ready for change. Teachers who want to learn the content of change complement
their knowledge by following colleagues and experts they trust on social media. At the same time, they
turn to trainings that will provide them with practical information. It is considered that these teachers,
who are thought to adapt more easily to change, have eliminated their feelings of inadequacy, try to learn
new job roles, proactively initiate change, and tend to be persistent (Griffin et al., 2007, Weiner, 2009).
Therefore, it can be suggested that teachers who develop new job skills will make a difference between
them and their colleagues.

On the other hand, most of the teachers who participated in the research considered their efforts to keep up
with the change to be insufficient. The findings suggest that teachers’ active participation in change
remains important in the relationship between change and performance (Armenakis & Harris, 2009; Lai &
Cheung, 2015; Petrou et al., 2018). In the light of these findings, teachers’ sense of inadequacy, willingness
to learn, and involvement in the effort to change may reduce their incompatibility with change and cause
them to become ready. This may lead to results that will increase their performance in the classroom and
school. Based on all the findings, teachers with learning agility are seen as the key element that will carry
schools to success within the changing educational understanding (Duncum, 2020; Howard, 2017). The
ease of teachers’ learning agility in the face of negative situations such as the complexity and uncertainty of
change, their easy adaptability, and their ability to implement seem to be some answers to the search for
high-performing teachers who will embrace the efforts to change.

Limitations

The results of the research revealed the relationship between teachers’ learning agility, readiness for
change, and performance. The research was conducted in public schools in Istanbul, Turkey, and private
educational institutions were not included in the study. Further studies can expand the scope of research
by including other educational institutions. In addition, the use of mixed methods in the research has
brought some limitations while deepening the research. The first of these is the fact that by giving
answers according to their own perceptions, the teachers participating in the research may have provided
a one-sided evaluation, preventing the representation of a realistic view (Davies & Davies, 2011). While
allowing for more flexibility, subjective evaluations can lead to less discrimination in the answers
obtained. Therefore, as teachers may be more likely to describe aspects in which they feel strongly about
themselves (Thornton, 1980), they may have also presented their idealized views. For theses reasons,
further research can be conducted with students and school principals for more evidence. Secondly, it is
not known to what extent the diversity in the teachers’ experiences, value judgments, education, social
interaction levels, and motivation differences affected their responses during the interviews. Therefore,
further research may be recommended so that the results of the research can be generalized.

Bolu Abant Izzet Baysal Universitesi Egitim Fakiiltesi Dergisi- I\asof/lsl5e:i10:Vd Koy q-Rughssantlo V1 by
2446



https://dergipark.org.tr/tr/pub/aibuelt

Exploring Learning Agility in Education: The Effect of Teachers’ Learning Agility on Their Readiness for Change and Performance
(Egitimde Ogrenme Gevikligini Kesfetmek: Ogretmenlerin Ogrenme Cevikliginin Degisime Hazir Olma Durumlarina ve Performanslarina
Etkisi)

References

Abdel-Ghany, M. M. M. (2014). Readiness for change, change beliefs and resistance to change of
extension personnel in the New Valley Governorate about mobile extension. Annals of
agricultural Sciences, 59(2), 297-303.https://doi.org/10.1016/j.a0as.2014.11.019

Allen, J. (2016). Conceptualizing learning agility and investigating its nomological network [Doctoral
dissertation]. Florida International University, Florida.

Alqudah, I. H., Carballo-Penela, A., & Ruzo-Sanmartin, E. (2022). High-performance human resource
management practices and readiness for change: An integrative model including affective

commitment, employees’ performance, and the moderating role of hierarchy culture. European
Research on Management and Business Economics, 28(1), 100177.
https://doi.org/10.1016/j.iedeen.2021.100177

Andersen, L. (2008). Readiness for change: Can readiness be primed? [Master's thesis]. San Jose State
University, California.

Anseel, F. (2017). Agile learning strategies for sustainable careers: a review and integrated model of
feedback-seeking behavior and reflection. Current opinion in environmental sustainability, 28, 51-
57. https://doi.org/10.1016/j.cosust.2017.07.001

Araujo, M. C,, Carneiro, P., Cruz-Aguayo, Y., & Schady, N. (2016). Teacher quality and learning outcomes
in kindergarten. The Quarterly Journal of  Economics, 131(3), 1415-
1453.https://doi.org/10.1093/gje/qjw016

Armenakis, A. A, Harris, S. G., & Mossholder, K. W. (1993). Creating readiness for organizational
change. Human Relations, 46, 681-703. https://doi.org/10.1177/001872679304600601

Armenakis, A. A., & Bedeian, A. G. (1999). Organizational change: A review of theory and research in the
1990s. Journal of Management, 25(3), 293-315. https://doi.org/10.1177/014920639902500303

Armenakis, A. A., & Harris, S. G. (2009). Reflections: Our journey in organizational change research and
practice. Journal of change management, 9(2), 127-142 https://doi.org/10.1080/14697010902879079

Asbari, M., Hidayat, D. D., & Purwanto, A. (2021). Managing employee performance: From leadership to
readiness for change. International Journal of Social and Management Studies, 2(1), 74-85.
https://doi.org/10.5555/ijosmas.v2i1.12

Bandura, A. (1998). Personal and collective efficacy in human adaptation and change. In J. G. Adair, D.
Bélanger, & K. L. Dion (Eds.), Advances in psychological science, Vol. 1. Social, personal, and cultural
aspects (pp. 51-71).

Bedford, C. L. (2011). The role of learning agility in workplace performance and career advancement [Doctoral
dissertation, The University of Minnesota]. ProQuest Dissertations & Theses.

Blazar, D., & Kraft, M. A. (2017). Teacher and teaching effects on students’ attitudes and behaviors.
Educational Evaluation and Policy Analysis, 39(1), 146-170.
https://doi.org/10.3102/0162373716670260

Breakspear, S. (2017). Embracing agile leadership for learning-how leaders can create impact despite
growing complexity. Australian Educational Leader, 39(3), 68-71.

Bernerth, J. (2004) Expanding our understanding of the change message. Human Resource Development
Review, 3, 36-52. https://doi.org/10.1177/1534484303261230

Bloir, K., & Scheer, S. D. (2017). Exploring employee readiness for change in a state extension system. The
Journal of Extension, 55(6), 54. https://doi.org/10.34068/joe.55.06.54

Borman, G. D., & Kimball, S. M. (2005). Teacher quality and educational equality: Do teachers with higher
standards-based evaluation ratings close student achievement gaps? The Elementary School
Journal, 106(1), 3-20. https://doi.org/10.1086/496904

Bolu Abant Izzet Baysal Universitesi Egitim Fakiiltesi Dergisiglinaas W/l 5:41:Y:19.qeYs-Rudhnganel oY1 s
2447


https://dergipark.org.tr/tr/pub/aibuelt
https://doi.org/10.1016/j.aoas.2014.11.019
https://doi.org/10.1016/j.iedeen.2021.100177
https://doi.org/10.1016/j.cosust.2017.07.001
https://doi.org/10.1093/qje/qjw016
https://doi.org/10.1177/001872679304600601
https://doi.org/10.1177/014920639902500303
https://doi.org/10.1080/14697010902879079
https://doi.org/10.5555/ijosmas.v2i1.12
https://doi.org/10.3102/0162373716670260
https://doi.org/10.1177/1534484303261230
https://doi.org/10.34068/joe.55.06.54
https://doi.org/10.1086/496904

Sebnem YAZICI - Mustafa OZGENEL

Bouckenooghe, D., Devos, G., & Van den Broeck, H. (2009). Organizational change questionnaire-climate
of change, processes, and readiness: Development of a new Instrument. The Journal of
Psychology: Interdisciplinary and Applied, 143(6), 559-
599.https://doi.org/10.1080/00223980903218216

Bouland-van Dam, S. I, Oostrom, J. K., & Jansen, P. G. (2022). Development and validation of the
leadership learning agility scale. Frontiers in
Psychology, 13.https://doi.org/10.3389/fpsyg.2022.991299

Carette, B., & Anseel, F. (2012). Epistemic motivation is what gets the learner started. Industrial and
Organizational ~ Psychology: ~ Perspectives  on  Science  and  Practice, ~ 5(3),  306—
309. https://doi.org/10.1111/].1754-9434.2012.01451.x

Cherian, J., & Jacob, J. (2013). Impact of self efficacy on motivation and performance of employees.
International journal of business and management, 8(14), 80.http://dx.doi.org/10.5539/ijbm.v8n14p80

Connolly, J. J. (2001). Assessing the construct validity of a measure of learning agility [Doctoral dissertation,

Florida International University]. ProQuest Dissertations & Theses.

Creswell, J. W. (2017). Egitim arastirmalari: Nitel ve nicel arastirmamn planlanmasi, yiiriitiilmesi ve
degerlendirilmesi [Research design: Qualitative, quantitative, and mixed methods approach]. (H. Eksi,
Trans. Ed.). Edam.

Cunningham, C. E.,, Woodward, C. A., Shannon, H. S., Macintosh, ]., Lendrum, B., Rosenbloom, D., &
Brown, ]. (2002). Readiness for organizational change: A longitudinal study of workplace,
psychological and behavioural correlates. Journal of Occupational and Organizational Psychology,
75, 377-392.https://doi.org/10.1348/096317902321119637

Dai, G., De Meuse, K. P., & Tang, K. Y. (2013). The role of learning agility in executive career success: The
results of two field studies. Journal of Managerial  Issues, 25, 108 -
131.https://www jstor.org/stable/43488163

Darling-Hammond, L. (2000). Teacher quality and student achievement. Education policy analysis
archives, 8, 1-1. https://doi.org/10.14507/epaa.v8n1.2000

Davies, B. & Davies, B. J. (2011). Talent management in education. Sage

De Meuse, K. P. (2015). Using science to identify future leaders: Part II — The measurement of learning agility.
Wisconsin Management Group.

De Meuse, K. P. (2017). Learning agility: Its evolution as a psychological construct and its empirical
relationship to leader success. Consulting Psychology Journal: Practice and Research, 69(4), 267-295.
https://doi.org/10.1037/cpb0000100

De Meuse, K. P. (2019). A meta-analysis of the relationship between learning agility and leader success.
Journal of Organizational Psychology, 19(1), 25-34.https://doi.org/10.33423/jop.v19i1.1088

De Meuse, K. P, Dai, G.,, & Hallenbeck, G. S. (2010). Learning agility: A construct whose time has
come. Consulting ~ Psychology  Journal: ~ Practice  and  Research,  62(2),  119-130.
https://doi.org/10.1037/a0019988

De Rue, S. D., Ashford, S. ]., & Myers, C. G. (2012a). Learning agility: Many questions, a few answers, and
a  path  forward. Industrial ~ and Organizational Psychology, 5(3), 316-
322.https://doi.org/10.1111/j.1754-9434.2012.01465.x

De Rue, D. S., Ashford, S. J., & Myers, C. G. (2012b). Learning agility: In search of conceptual clarity and
theoretical grounding. Industrial and  Organizational ~ Psychology,  5(3), 258-279.
https://doi.org/10.1111/1.1754-9434.2012.01444 x

Dilbaz Sayimn, S. (2017). The investigation of the relationship between the school climate and the teacher
performance [Doctoral dissertation]. Onsekiz Mart University

Dries, N., & Pepermans, R. (2012). How to 1dentify leadership potential: Development and testing of a
consensus model. Human Resource Management, 51(3), 361-385.
https://doi.org/10.1002/hrm.21473

Dries, N., Vantilborgh, T., & Pepermans, R. (2012). The role of learning agility and career variety in the
identification and development of high potential employees. Personnel Review, 41(3), 340-
358.https://doi.org/10.1108/00483481211212977

. T —‘v_i
Bolu Abant Izzet Baysal Universitesi Egitim Fakiiltesi Dergisi- litanstfls(Sig:ais:vd Ao s-Ravan daltlo) Vot 1) 13

2448



https://dergipark.org.tr/tr/pub/aibuelt
https://doi.org/10.1080/00223980903218216
https://doi.org/10.3389/fpsyg.2022.991299
https://doi.org/10.1111/j.1754-9434.2012.01451.x
http://dx.doi.org/10.5539/ijbm.v8n14p80
https://doi.org/10.1348/096317902321119637
https://www.jstor.org/stable/43488163
https://doi.org/10.14507/epaa.v8n1.2000
https://doi.org/10.1037/cpb0000100
https://doi.org/10.1037/cpb0000100
https://doi.org/10.33423/jop.v19i1.1088
https://doi.org/10.1037/a0019988
https://doi.org/10.1111/j.1754-9434.2012.01465.x
https://doi.org/10.1111/j.1754-9434.2012.01444.x
https://doi.org/10.1002/hrm.21473
https://doi.org/10.1002/hrm.21473
https://doi.org/10.1108/00483481211212977

Exploring Learning Agility in Education: The Effect of Teachers’ Learning Agility on Their Readiness for Change and Performance
(Egitimde Ogrenme Gevikligini Kesfetmek: Ogretmenlerin Ogrenme Cevikliginin Degisime Hazir Olma Durumlarina ve Performanslarina
Etkisi)

Duncum, J. (2020). The role of learning agilities in student reading and math achievement [Doctoral dissertation,
Tarleton State University]. ProQuest Dissertations & Theses.

Dweck, C. S. (1986). Motivational processes affecting learning. American Psychologist, 41(10), 1040-1048.
https://doi.org/10.1037/0003-066X.41.10.1040

Eby, L. T., Adams, D. M., Russell, J. E., & Gaby, S. H. (2000) Perceptions of organizational readiness for
change: Factors related to employees’ reactions to the implementation of team-based selling.
Human Relations, 53, 419-442. https://doi.org/10.1177/0018726700533006

Eichinger, R. W., & Lombardo, M. M. (2004). Learning agility as aprime indicator of potantial. Human
Resource Planning, 27(4), 12-15.

Ellis, S., Ganzach, Y., Castle, E., & Sekely, G. (2010). The effect of filmed versus personal after-event
reviews on task performance: the mediating and moderating role of self-efficacy. Journal of
Applied Psychology, 95(1), 122.https://doi.org/10.1037/a0017867

Emsza, B., Eliyana, A., & Istyarini, W. (2016). The relationship between self efficacy and readiness for
change: The mediator roles of employee empowerment. Mediterranean Journal of Social Sciences,
7(3 S1), 201-201. https://doi.org/10.5901/mjss.2016.v7n3s1p201

Endrejat, P. C., Klonek, F. E., Miiller-Frommeyer, L. C., & Kauffeld, S. (2021). Turning change resistance
into readiness: How change agents’ communication shapes recipient reactions. European
Management Journal, 39(5), 595-604.https://doi.org/10.1016/j.em;j.2020.11.004

Ghitulescu, B. E. (2013). Making change happen: The impact of work context on adaptive and proactive
behaviors. The Journal of Applied Behavioral Science, 49(2), 206-245.
https://doi.org/10.1177/0021886312469254

Ghosh, S., & Muduli, A. (2021). Learning agility, culture and outcome: An empirical study. International
Journal of Indian Culture and Business Management, 23(1), 95-
110.https://doi.org/10.1504/1JICBM.2021.115413

Goh, S. C,, Cousins, ]. B., & Elliott, C. (2006). Organizational learning capacity, evaluative inquiry, and
readiness for change in schools: Views and perceptions of educators. Journal of Educational
Change, 7(4), 289-318.https://doi.org/ 10.1007/s10833-005-5033-y

Gorard, S., & Taylor, C. (2004) Combining methods in educational and social research. Open University Press.

Griffin, M. A., Neal, A., & Parker, S. K. (2007). A new model of work role performance: Positive behavior
in uncertain and interdependent contexts. Academy of management journal, 50(2), 327-347.n
https://doi.org/10.5465/am;j.2007.24634438

Hendrawijaya, A. T. (2020). Human resource management in improving students” academic achievement
mediated by teacher’s performance. Problems and Perspectives in Management, 18(1), 242-253.
http://dx.doi.org/10.21511/ppm.18(1).2020.21

Hanu, C., Amegbe, H., Yawson, M. D. T. A., & Mensah, P. (2023). Differential impact of work-based
learning on employee agility, ambidexterity and proactive goal generation. Journal of Workplace
Learning, 35(1), 92-111. https://doi.org/10.1108/JWL-01-2022-0005

Hoff, D.F. & Burke, W.W. (2017). Learning agility. Hogan Press.

Howard, D. (2017). Learning agility in education: An analysis of pre-service teacher’s learning agility and
teaching performance [Doctoral dissertation, Tarleton State University]. ProQuest Dissertations &
Theses.

Huczynski, A., & Buchanan, D. (2013). Organizational behaviour. Pearson.

Jafari, P, & Kalanaki, M. (2012). Relationship between the dimensions of learning organization and
readiness-to-change. Procedia-Social and Behavioral Sciences, 46, 5811-
5815.https://doi.org/10.1016/].sbspro.2012.06.520

Jo, Y., & Hong, A. ]. (2022). Impact of agile learning on innovative behavior: A moderated mediation
model of employee engagement and perceived organizational support. Frontiers in
Psychology, 13. https://doi.org/10.3389/fpsyg.2022.900830

Bolu Abant Izzet Baysal Universitesi Egitim Fakiiltesi Dergisiglinaas W/l 5:41:Y:19.qeYs-Rudhnganel oY1 s
2449


https://dergipark.org.tr/tr/pub/aibuelt
https://doi.org/10.1037/0003-066X.41.10.1040
https://doi.org/10.1177/0018726700533006
https://doi.org/10.1037/a0017867
https://doi.org/10.5901/mjss.2016.v7n3s1p201
https://doi.org/10.1016/j.emj.2020.11.004
https://doi.org/10.1177/0021886312469254
https://doi.org/10.1504/IJICBM.2021.115413
https://doi.org/%2010.1007/s10833-005-5033-y
https://doi.org/10.5465/amj.2007.24634438
http://dx.doi.org/10.21511/ppm.18(1).2020.21
https://doi.org/10.1108/JWL-01-2022-0005
https://doi.org/10.1016/j.sbspro.2012.06.520
https://doi.org/10.3389/fpsyg.2022.900830

Sebnem YAZICI - Mustafa OZGENEL

Jones, ], Jenkin, J., & Lord, S. (2006). Developing effective teacher performance. Sage.

Jones, R. A., Jimmieson, N. L., & Griffiths, A. (2005) The impact of organizational culture and reshaping
capabilities on change implementation success: The mediating role of readiness for change,
Journal of Management Studies, 42(2), 361-386. https://doi.org/10.1111/1.1467-6486.2005.00500.x

Kaya, A. (2019). Teacher views regarding learning agility, teacher quality and teacher retention [Doctoral
dissertation]. Bolu Abant izzet Baysal Universty

Kim, D. K., & Kim, B. Y. (2021). The effect of emotional intelligence on job satisfaction: A case study of
SME Management Consultants in Korea. The Journal of Asian Finance, Economics and
Business, 8(5), 1129-1138. https://doi.org/10.13106/jafeb.2021.vol8.n05.1129

Kim, J., & Kim, E. (2022). Relationship between self-esteem and technological readiness: Mediation effect
of readiness for change and moderated mediation effect of gender in South Korean

teachers. International ~ journal — of  environmental  research  and  public  health, 19(14),
8463.https://doi.org/10.3390/ijerph19148463

Kimball, S. M., White, B., Milanowski, A. T., & Borman, G. (2004). Examining the relationship between
teacher evaluation and student assessment results in washoe county. Peabody Journal of
Education, 79(4), 54-78. https://doi.org/10.1207/s15327930pje7904 4

Kini, T., & Podolsky, A. (2016). Does teaching experience increase teacher effectiveness? A review of the research.
Palo Alto: Learning Policy Institute. https://learningpolicyinstitute.org/our-work/publications-
resources/

Kondakei, Y., Beycioglu, K., Sincar, M., & Ugurlu, C. T. (2017) Readiness of teachers for change in
schools, International Journal of  Leadership in Education, 20(2), 176-197.
https://doi.org/10.1080/13603124.2015.1023361

Kondakey, Y., Zayim, M., & Caliskan, 0. (2013). Development and validation of readiness for change scale

[Degisime hazir olma &lgegi'nin gegerlilik ve giivenilirlik calismasi]. [kigretim Online, 12(1),
23-35.

Kroll, M. (1988). Motivational orientations, views about the purpose of education, and intellectual styles.
Psychology in the Schools, 25, 338-343. https://doi.org/10.1002/1520-6807(198807)25:3<338::AID-
PITS2310250316>3.0.CO;2-5

Ladd, H. F., & Sorensen, L. C. (2017). Returns to teacher experience: Student achievement and motivation
in middle school. Education Finance and Policy, 12(2), 241-279.
https://doi.org/10.1162/EDFP _a 00194

Lai, E, & Cheung, D. (2015). Enacting teacher leadership: The role of teachers in bringing about
change. Educational management administration & leadership, 43(5), 673-
692.https://doi.org/10.1177/17411432145357

Laxson, E. N. (2018). Within and between person effects of learning agility: A longitudinal examination of how
learning agility impacts future career success [Doctoral dissertation, Colorado State University].
ProQuest Dissertations & Theses.

Lombardo, M. M., & Eichinger, R. W. (2000). High potentials as high learners. Human Resource
Management, 39, 321-330. https://doi.org/10.1002/1099-050X(200024)39:4<321::AID-
HRM4>3.0.CO;2-1

London, M., & Smither, J. W. (1999). Empowered self- development and continuous learning. Human
Resource Management, 38(1), 3-15. https://doi.org/10.1002/(SICI)1099-050X(199921)38:1<3::AID-
HRM2>3.0.CO;2-M

Madsen, S. R., Miller, D., & John, C. R. (2005). Readiness for organizational change: Do organizational
commitment and social relationships in the workplace make a difference? Human Resource
Development Quarterly, 16(2), 213-233. https://doi.org/10.1002/hrdq.1134

Merriam, S. B., & Tisdell, E. J. (2016). Qualitative Research: A Guide to Design and Implementation (4rd. Ed.).
San Francisco: Jossey-Bass A Wiley Brand

Milani, R., Setti, ., & Argentero, P. (2021). Learning agility and talent management: A systematic review
and future prospects. Consulting Psychology Journal: Practice and Research, 73(4), 349-371.
https://doi.org/10.1037/cpb0000209

Bolu Abant Izzet Baysal Universitesi Egitim Fakiiltesi Dergisi- I\asof/lsl5e:i10:Vd Koy q-Rughssantlo V1 by
2450



https://dergipark.org.tr/tr/pub/aibuelt
https://doi.org/10.1111/j.1467-6486.2005.00500.x
https://doi.org/10.13106/jafeb.2021.vol8.no5.1129
https://doi.org/10.3390/ijerph19148463
https://doi.org/10.1207/s15327930pje7904_4
https://learningpolicyinstitute.org/our-work/publications-resources/
https://learningpolicyinstitute.org/our-work/publications-resources/
https://doi.org/10.1080/13603124.2015.1023361
https://doi.org/10.1002/1520-6807(198807)25:3%3c338::AID-PITS2310250316%3e3.0.CO;2-5
https://doi.org/10.1002/1520-6807(198807)25:3%3c338::AID-PITS2310250316%3e3.0.CO;2-5
https://doi.org/10.1162/EDFP_a_00194
https://doi.org/10.1177/17411432145357
https://doi.org/10.1002/1099-050X(200024)39:4%3c321::AID-HRM4%3e3.0.CO;2-1
https://doi.org/10.1002/1099-050X(200024)39:4%3c321::AID-HRM4%3e3.0.CO;2-1
../../Downloads/First%20published:%2008%20March%201999%20https:/doi.org/10.1002/(SICI)1099-050X(199921)38:1%3c3::AID-HRM2%3e3.0.CO;2-M
../../Downloads/First%20published:%2008%20March%201999%20https:/doi.org/10.1002/(SICI)1099-050X(199921)38:1%3c3::AID-HRM2%3e3.0.CO;2-M
https://doi.org/10.1002/hrdq.1134
https://doi.org/10.1037/cpb0000209

Exploring Learning Agility in Education: The Effect of Teachers’ Learning Agility on Their Readiness for Change and Performance
(Egitimde Ogrenme Gevikligini Kesfetmek: Ogretmenlerin Ogrenme Cevikliginin Degisime Hazir Olma Durumlarina ve Performanslarina
Etkisi)

Milanowski, A. (2004). The relationship between teacher performance evaluation scores and student
achievement: Evidence from Cincinnati, Peabody Journal of Education, 79(4), 33-53.
https://doi.org/10.1207/s15327930pje7904 3

Miley, M. (2020). How does learning agility affect a sales workforce in an it multinational? [Doctoral
dissertation]. Dublin City University.

Miller, S. (2018). Exploring the concept of learning agility [Doctoral dissertation]. Massey University, New
Zealand.

Mitchinson, A., & Morris, R. (2012). Learning about learning agility. Center for Creative Leadership.

MOoNE. (2001). Ogretmenlerin performans degerlendirme modeli ve sicil raporlarr. Milli Egitim Basimevi.

MoNE. (2018). 2023 Egitim Vizyonu Belgesi. http://2023vizyonu.meb.gov.tr/ (Ers. Tarihi 07/02/2019)

Neuman, L. (2006). Toplumsal arastirma yontemleri: Nitel ve nicel yaklagimlar (1. Cilt). Yaymodasi.

Nordin, N. (2011) The influence of emotional intelligence, leadership behaviour and organizational
commitment on organizational readiness for change in higher learning institution. Procedia-
Social and Behavioral Sciences, 29, 129-138. https://doi.org/10.1016/j.sbspro.2011.11.217

Nurtjahjanti, H., Prasetyo, A. R., & Ardhiani, L. N. (2021). The role of resilience and readiness for change
on students’ interest in learning: E-learning implementation during COVID-19. Cakrawala
Pendidikan, 40(3), 750-761. https://doi.org/10.21831/cp.v40i3.39080

OECD. (2019). PISA 2018 Results Volume I: What students know and can do. OECD Publishing

Oreg, S. (2003). Resistance to change: Developing an individual difference measure. Journal of Applied
Psychology, 88, 680-693. https://doi.org/10.1037/0021-9010.88.4.680

Ozdamar, K. (2017). Egitim, saglik ve davramis bilimlerinde 6lgek ve test gelistirme yapisal esitlik modellemesi.
Nisan.

Ozdemir, M. (2014). [nsan kaynaklar: yonetimi. Am

Ozgenel, M. (2019a). An antecedent of teacher performance: Occupational commitment. International
Journal of Eurasian Education and Culture, 7, 100-126. https://doi.org/10.35826/ijetsar.42

Ozgenel, M. (2019b). Ogretmen performans degerlendirme Glceginin gelistirilmesi: Gegerlik ve giivenirlik
caligmas: [Development of teacher performance evaluation scale: Validity and reliability study].
In B. Kocaoglu (Ed.), V. International Social and Education Sciences Studies Congress (p. 64-65).
Balikesir: Bandirma Onyedi Eyliil Universitesi.

Ozgenel, M. & Aktas, S. (2020). Okul miidiirlerinin liderlik stillerinin 6gretmen performansina etkisi (The
effect of school principal’s leadership styles on teacher performance). International Journal of
Leadership Studies: Theory and Practice, 3(2), 1-18.

Ozgenel, M., & Yazici, S. (2021). Learning agility of school administrators: An empirical investigation.
International Journal of Progressive Education, 17(1), 247-261.
https://doi.org/10.29329/ijpe.2021.329.16

Ozgenel, M., Dursun, L E,, Yildiz, B. B., & Mert, P. (2021). School culture’s impact on school effectiveness
and performance: Comparison of teachers’ and administrators’ views. E§itim ve Insani Bilimler
Dergisi: Teori ve Uygulama, 12(24), 245-273.

Ozgenel, M., Mert, P. & Parlar, H. (2020). Improving teacher performance: leadership qualities of school
principals as a tool. Istanbul  Ticaret  University  Dergisi,  19(39), 1127-1148.
https://doi.org/10.46928/iticusbe.771119

Podolsky, A., Kini, T., & Darling-Hammond, L. (2019). Does teaching experience increase teacher
effectiveness? A review of US research. Journal of Professional Capital and Community, 4(4), 286-
308. https://doi.org/10.1108/[PCC-12-2018-0032

Patton, M. Q. (2015). Qualitative research & evaluation methods: Integrating theory and practice (14th ed.). Sage

Petrou, P., Demerouti, E., & Schaufeli, W. B. (2018). Crafting the change: The role of employee job crafting
behaviors for successful organizational change. Journal of Management, 44(5), 1766-1792.
https://doi.org/10.1177/0149206315624961

Bolu Abant Izzet Baysal Universitesi Egitim Fakiiltesi Dergisiglinaas W/l 5:41:Y:19.qeYs-Rudhnganel oY1 s
2451


https://dergipark.org.tr/tr/pub/aibuelt
https://doi.org/10.1207/s15327930pje7904_3
http://2023vizyonu.meb.gov.tr/
https://doi.org/10.1016/j.sbspro.2011.11.217
https://doi.org/10.21831/cp.v40i3.39080
https://doi.org/10.1037/0021-9010.88.4.680
https://doi.org/10.35826/ijetsar.42
https://doi.org/10.29329/ijpe.2021.329.16
https://doi.org/10.46928/iticusbe.771119
https://doi.org/10.1108/JPCC-12-2018-0032
https://doi.org/10.1177/0149206315624961

Sebnem YAZICI - Mustafa OZGENEL

Rafferty, A. E., & Minbashian, A. (2019). Cognitive beliefs and positive emotions about change:
Relationships with employee change readiness and change-supportive behaviors. Human
Relations, 72(10), 1623-1650. https://doi.org/10.1177/0018726718809154

Rafferty, A. E., & Simons, R. H. (2006). An examination of the antecedents of readiness for fine-tuning and
corporate transformation changes. Journal of Business and Psychology, 20(3), 325-350.
https://doi.org/10.1007/s10869-005-9013-2

Rafferty, A. E., Jimmieson, N. L., & Armenakis, A. A. (2013). Change readiness: A multilevel review.
Journal of Management, 39(1), 110-135. https://doi.org/10.1177/0149206312457417

Roemer, A., Sutton, A., & Medvedev, O. N. (2021). The role of dispositional mindfulness in employee
readiness for change during the COVID-19 pandemic. Journal of Organizational Change
Management, 34(5), 917-928. https://doi.org/10.1108/JOCM-10-2020-0323

Rivai, R., Gani, M. U., & Murfat, M. Z. (2019). Organizational culture and organizational climate as a
determinant of motivation and teacher performance. Advances in Social Sciences Research
Journal, 6(2), 555-566. https://doi.org/10.14738/assr].62.6267.

Riyadi, S. (2015). Effect of work motivation, work stress and job satisfaction on teacher performance at
senior high school (SMA) throughout The State Central Tapanuli, Sumatera. IOSR Journal of
humanities and social science, 20(2), 52-57. https://doi.org/10.9790/0837-20215257

Rudman, R. (2003). Performance planning and review: Making employee appraisals work. Allen Unwin

Saputra, N., Abdinagoro, S. B., & Kuncoro (2018). The mediating role of learning agility on the relationship
between work engagement and learning culture. Pertanika J. Soc. Sci. & Hum. 26 (T), 117 — 130.

Schmidt, M. (2010). Learning from teaching experience: Dewey’s Theory and preservice teachers’
learning. Journal of Research in Music Education, 58(2), 131-146.

Shea, C. M,, Jacobs, S. R., Esserman, D. A., Bruce, K., & Weiner, B. ]J. (2014). Organizational readiness for
implementing change: A psychometric assessment of a new measure. Implementation
Science, 9(1), 1-15. https://doi.org/10.1186/1748-5908-9-7

Silverman, D. (2018). Nitel verileri yorumlama (E. Ding, ¢ev.) Pegem.

Smith, B. C. (2015). How does learning agile business leadership differ? Exploring a revised model of the construct
of learning agility in relation to executive performance [Doctoral dissertation, Colombia University].
ProQuest Dissertations & Theses.

Sung, E. (2021). Seven facets of learning agility in higher education for future society. Educational
Technology International, 22(2), 169-197 https://doi.org/10.23095/ETI.2021.22.2.169

Suzana, A. L., & Mohd Amir Shaukhi, A. (2020). Learning agility among educational leaders: A VUCA-
ready leadership competency?. Jurnal Pengurusan Dan Kepimpinan Pendidikan, 33(1), 105-116.

Simsek, M. S., Celik, A., & Akatay, A. (2016). [nsan kaynaklar: yonetimi ve kariyer uygulamalari. Egitim.

Tarrant, T., & Newton, C. (1992). Managing change in school: A practical handbook. Routledge

Taufikin, I. A. I. N., Zamroni, S., & Muthohar, A. (2021). Readiness to change during the covid-19
pandemic: Study of self-efficacy and perceived organizational support on lectures
performance. Academy of Strategic Management Journal, 20(45), 1-10.

Terry, D. J., & Jimmieson, N. L. (2003). A stress and coping approach to organisational change: Evidence
from three field studies. Australian Psychologist, 38(2), 92-101.
https://doi.org/10.1080/00050060310001707097

Thakur, R. R., & Srivastava, S. (2018). From resistance to readiness: The role of mediating
variables. Journal of Organizational Change Management, 31(1), 230-247.
https://doi.org/10.1108/JOCM-06-2017-0237

Thornton, G. C. (1980). Psychometric properties of self-appraisals of job performance. Personnel
Psychology, 33(2), 263-71. https://doi.org/10.1111/].1744-6570.1980.tb02348.x

Tripathi, A., & Dhir, S. (2023). HRD interventions, learning agility and organizational innovation: A PLS-
SEM modelling approach. International Journal of Organizational Analysis, 31(6), 2322-2336.
https://doi.org/10.1108/IJOA-12-2021-3064

Bolu Abant Izzet Baysal Universitesi Egitim Fakiiltesi Dergisi- I\asof/lsl5e:i10:Vd Koy q-Rughssantlo V1 by
2452



https://dergipark.org.tr/tr/pub/aibuelt
https://doi.org/10.1177/0018726718809154
https://doi.org/10.1007/s10869-005-9013-2
https://doi.org/10.1177/0149206312457417
https://doi.org/10.1108/JOCM-10-2020-0323
https://doi.org/10.14738/assrj.62.6267.
https://doi.org/10.9790/0837-20215257
https://doi.org/10.1186/1748-5908-9-7
https://doi.org/10.23095/ETI.2021.22.2.169
https://doi.org/10.1080/00050060310001707097
https://doi.org/10.1108/JOCM-06-2017-0237
https://doi.org/10.1108/JOCM-06-2017-0237
https://doi.org/10.1111/j.1744-6570.1980.tb02348.x
https://doi.org/10.1108/IJOA-12-2021-3064

Exploring Learning Agility in Education: The Effect of Teachers’ Learning Agility on Their Readiness for Change and Performance
(Egitimde Ogrenme Gevikligini Kesfetmek: Ogretmenlerin Ogrenme Cevikliginin Degisime Hazir Olma Durumlarina ve Performanslarina
Etkisi)

Vakola, M. (2014). What's in there for me? Individual readiness to change and the perceived impact of
organizational change. Leadership &  Organization Development  Journal, 35(3), 195-209.
https://doi.org/10.1108/LOD]-05-2012-0064

Vakola, M., & Nikolaou, I. (2005). Attitudes towards organizational change: What is the role of
employees’ stress and commitment? Employee Relations, 27, 160-174.
https://doi.org/10.1108/01425450510572685

Vakola, M., Armenakis, A., & Oreg, S. (2013). Reactions to organizational change from an individual
differences perspective: A review of empirical research. In S. Oreg, A. Michel, & R. T. By
(Eds.), The psychology of organizational change: Viewing change from the employee’s perspective (pp.
95-122). Cambridge University Press. https://doi.org/10.1017/CB0O9781139096690.008

Yalgin, E. & Ozgenel, M. (2021). The effect of agile leadership on teachers’ professional development and
performance. Journal of Educational Leadership and Policy Studies, 5, 1-12.

Wangui, M. F., Ombui, K., & Iravo, M. (2016), Effects of work-related stress on teachers " performance in
public secondary schools in Kikuyu Sub County, Kenya. International Journal of Science and
Research, 5(5), 1645-1652.

Warren, J. M., & Hale, R. W. (2016). The influence of efficacy beliefs on teacher performance and student
success: Implications for student support services. Journal of Rational-Emotive & Cognitive-
Behavior Therapy, 34(3), 187-208.https://doi.org/10.1007/s10942-016-0237-z

Weeks, W., Roberts, J., Chonko, L., & Jones, E. (2004). Organizational readiness for change, individual
fear of change, and sales manager performance: An empirical investigation. The Journal of
Personal Selling and Sales Management, 24(1), 7-17.
https://doi.org/10.1080/08853134.2004.10749012

Weiner, B.J. (2009). A theory of organizational readiness for change. Implementation Science, 4, 67.
https://doi.org/10.1186/1748-5908-4-67

Winardi, D., & Prianto, D.A. (2016). Various determinants of individual readiness to change and their
effects on the teachers’ performance (A study on certified teachers in jombang regency east java,
Indonesia). Journal of Business and Management, 18(2), 22-32.https://doi.org/ 10.9790/487X-
18212232

Wood, R., & Bandura, A. (1989). Social cognitive theory of organizational management. The Academy of
Management Review, 14(3), 361-384. https://doi.org/10.5465/amr.1989.4279067

Yazicy, S. & Ozgenel, M. (2020). Development of Marmara learning agility scale: Validity and reliability
study. Journal of History School, 44, 365-393. http://dx.doi.org/10.29228/]oh41492

Zaman, M., Novitasari, D., Goestjahjanti, F. S., Fahlevi, M., Nadeak, M., Fahmi, K., & Asbari, M. (2020).
Effect of readiness to change and effectiveness of transformational leadership on workers’
performance during Covid-19 Pandemic. Solid State Technology, 63(1s), 185-200.

Zayim, M., & Kondakai, Y. (2015). An exploration of the relationship between readiness for change and
organizational trust in Turkish public schools. Educational Management Administration &
Leadership, 43(4), 610-625. https://doi.org/10.1177/1741143214523009

Bolu Abant Izzet Baysal Universitesi Egitim Fakiiltesi Dergisiglinaas W/l 5:41:Y:19.qeYs-Rudhnganel oY1 s
2453


https://dergipark.org.tr/tr/pub/aibuelt
https://doi.org/10.1108/LODJ-05-2012-0064
https://doi.org/10.1108/01425450510572685
https://psycnet.apa.org/doi/10.1017/CBO9781139096690.008
https://doi.org/10.1007/s10942-016-0237-z
https://doi.org/10.1080/08853134.2004.10749012
https://doi.org/10.1186/1748-5908-4-67
https://doi.org/%2010.9790/487X-18212232
https://doi.org/%2010.9790/487X-18212232
https://doi.org/10.5465/amr.1989.4279067
http://dx.doi.org/10.29228/Joh41492
https://doi.org/10.1177/1741143214523009

Sebnem YAZICI - Mustafa OZGENEL

GENISLETILMIS OZET

Yiiksek performansl calisanlar, kar amaci giiden orgiitlerin oldugu kadar egitim orgiitlerinin de temel
problemidir. Ogretmen performans yonetimi ve gelisimi egitimin niteligini dogrudan etkileyen 6nemli
bir faktor (OECD, 2019). C)gretmenlerin yenilenen rol ve gorevleri yerine getirebilmeleri igin farklh
deneyimler edinmeleri, 6grenmeleri ve etkili bir sekilde uygulayabilmeleri gerekmektedir. Son
zamanlarda yapilan arastirmalar, deneyimlerinden Ogrenebilen, Ogrendiklerini daha Once
karsilasmadiklar1 durumlar: asmak igin hizlica uygulayabilen yiiksek performansh bireylerin 6grenme
cevikligine sahip oldugunu belirlemislerdir (De Meuse, 2017; Lombardo & Eichinger, 2000). Calisanlar
tizerinde yapilan bu arastirmalarin odak noktas: ise 6grenme cevikliginin Orgiit etkililigi ve verimliligi
iizerindeki 6nemli etkisidir (Bedford, 2011, De Meuse 2019). Ogrenme gevikligine sahip bireyler deneyim
edinmeyi kisisel gelisim olarak goriirler. Ayni zamanda bu bireyler yeniliklere uyum saglamak,
cevikliklerini daha fazla arttirmak icin geribildirim arayisina girerler (Anseel, 2017). Degisim esnasinda
onlar1 zora sokacak durumlardan kagmadiklar: gibi sorumluluk almaya istekli davranirlar (Hoff & Burke,
2017; Miller, 2018).

Degisim, calisanlar igin belirsizlik, stresi ve baskiy1 beraberinde getirir (Vakola ve Nikolaou, 2005).
Degisime kars1 olumlu duygular besleyen, kendinden emin olan, stresle basa ¢ikabilen bireyler degisime
daha fazla hazirdir (Vakola, 2014). Olaylar1 yonetebileceklerine ve kontrol edebileceklerine inanan yani
ozyeterlilige sahip bireylerin destekleyici, proaktif davramislar gelistirme ve degisim siirecine aktif olarak
katilma olasiliklar1 daha yiiksektir (Weiner, 2009). Ustelik bireylerin bu yénii igsel motivasyonlarini ve
problem ¢6zme becerilerini olumlu yonde etkiler ve daha iyi performansa yol acar (Cunningham vd.,
2002; Wood ve Bandura, 1989). Ogretmenler degisime hazir olduklarinda degisimin getirdigi belirsizligi
tolere ederek giiven gelistirebilir (Zayim & Kondakci, 2015) ve performans diizeylerini arttirabilirler.
Alanyazin incelendiginde 6grenme cevikligi ve degisime hazir olma durumlar: hakkinda egitim alaninda
ozellikle 6gretmenler {izerinde simirl sayida arastirmanin oldugu goze ¢arpmaktadir. Ayrica 6grenme
cevikligi calisan performans: arasindaki iliski kanitlarla ortaya konsada (De Meuse, 2019) dgretmen
performanst ile ilgili yeterli kanit bulunmamaktadir. Bu arastirma Tiirkiye’deki 6gretmenlerin 6grenme
cevikligi ile degisime hazir olma durumlar1 ve performanslari arasindaki iligkiyi ele alinmistir. Arastirma
degiskenler arasindaki teorik/mantiksal baglantiyi/iliskiyi belirlemeye, ampirik kanitlar sunmaya ve
alanyazindaki bosluklar1 doldurarak ilgili sorulara ve siiphelere 151k tutmaya ¢alisiimistir.

YONTEM

Bu arastirmanin amaci, 6gretmenlerin 6grenme ceviklik diizeylerinin degisime hazir olma durumlar: ve
performanslar: {izerindeki etkisini belirlemektir. Bu ama¢ dogrultusunda karma yodntem ve agiklayici
sirali desen kullanilmistir. Karma arastirma yontemine gore gelistirilen arastirmanin nicel boyutunda
iliskisel tarama modeli, nitel boyutunda ise olgubilim (fenomenoloji) modelinden yararlanilmistir.
Arastirmada Oncelikle nicel veriler toplanarak analizi yapilmistir. Daha sonraki asamada nitel veriler
toplanarak analizi yapilmis ve tiim bulgular birlikte yorumlanmuistir.

Aragtirmanin ¢alisma grubunu nicel asamada Istanbul kamu okullarinda gorev yapan 1.640 6gretmen
olusturmustur. Arastirmanin 6rneklemi basit tesadiifi 6rnekleme yontemi ile belirlenmistir. Arastirmanin
nitel boyutunda ise farkli kidemlere sahip Ogretmenlerin goriislerini belirlemek amacryla amagh
ornekleme yontemlerinden biri olan maksimum cesitleme yontemi kullanilarak belirlenmistir.
Katilimcilar, Istanbul kamu okullarina gorevlerini siirdiiren 13 kadin ve 8 erkek olmak {izere toplamda 21
O0gretmenden olugmaktadir.

Arastirmada kisisel bilgi formu ve {i¢ 6lgekten yararlanilmistir.

Marmara C)grenme Cevikligi Olgegi MOCQ), Yazial ve Ozgenel (2020) tarafindan 5’li Likert tipi olarak
gelistirilmis olup, 30 maddeden 5 alt boyuttan olusmaktadir. Bu boyutlar, insan iliskilerinde Ceviklik,
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Sonu¢ Yaratmada Ceviklik, Zihinsel Ceviklik, Degisimde Ceviklik ve Ozfarkindalik  olarak
isimlendirilmistir. Olgegin giivenirlilik kat say1s1 0.93 olarak belirlenmistir.

Degisime Hazir Olma (Biligsel, Duygusal, Kararlihk) (DHO - BDK) Olgegi, Kondakgc ve arkadaslari
(2013) tarafindan gelistirilmistir. Olgek 5'1i Likert tipi olup 12 maddeden olusmaktadir, Olgek, Bilissel,
Duygusal, Kararlilik olmak {izere ii¢ alt boyuttan olugsmaktadir. Combach Alpha giivenirlik kat sayis1
sirastyla 90, .75, .87diizeyinde tespit edilmistir.

5li Likert tipi olup 12 maddeden olusmaktadir, C)lgek, Biligsel, Duygusal, Kararlilik olmak {izere {i¢ alt
boyuttan olusmaktadir. Combach Alpha giivenirlik kat sayisi sirasiyla 90, .75, .87diizeyinde tespit
edilmigtir.

Olcek, Ozgenel (2019) tarafindan gelistirilmistir. Olcek 51i Likert tipi 34 ve 5 alt boyuttan meydana
gelmektedir. Bu boyutlar Alan Bilgisi, Ogrenme—ogretme Siirecini Hazirlama, Iletisim, C)grenme—
Ogretme Siirecini Yiiriitme ve Mesleki Gelisim olarak belirlenmistir. Cronbach Alpha giivenirlik katsayis
0.90 olarak belirlenmistir.

Arastirmanin nitel boyutunda ise goriisme yontemi yapilmustir. Nitel veriler yar1 yapilandirilmis
goriisme formu ile elde edilmistir. Veri toplama siirecinde 40-45 dakika siiren goriismeler yapilmis ve
NVIVO 12 programi kullanilarak betimsel ve icerik analizi ile ¢6ziimlenmistir.

TARTISMA VE SONUC

Aragtirmanin bulgularina gore 6grenme cevikligi, degisime hazir olma (DHO) ve 6gretmen performansi
arasinda iligki oldugu tespit edilmistir. Ogrenme cevikligine sahip bireylerin deneyim edinme merakini
artirdigl, esnekligi ve uyum becerilerini gelistirdigi sdylenebilir. Ogretmenler, ogrenme cevikliklerini
gelistirmek icin egitim, arastirma, dergi ve mesleki forumlar gibi kaynaklardan yararlanmaktadir. Ayrica
bu &gretmenler daha fazla 6grenmek icin geribildirim arayisina yonelmektedirler. Ogretmenlerin acik
fikirli olmalar1 yeniliklere hazir hale getirdigi sOylenebilir. Bu sayede Ogretmenler, smif igi
uygulamalarda pratiklesip, hizli ve esnek uygulamalar yaparak performans diizeylerini arttirdiklari
distiniilmektedir.

Aragtirmanin bir diger 6nemli bulgusu ise degisime kars: diisiik diren¢ gostermenin 6grenme ceviklik
diizeyiyle iligkili oldugudur. Nitel bulgulara gore 6gretmenler degisimi soyut ve uygulanamaz olarak
gormektedir. Bulgular ogretmenlerin degisim hakkinda yeterli bilgi edinemediklerinde degisimin
uygulanamaz ve basarili olamayacagr duygusunu gelistirdigini belirlemistir. ~Bu Ogretmenlerin
degisimin gerektirdigi beceri edinmeye, 0grenmeye karsi isteksiz olmalari, degisim hakkinda merak
duymamalari ¢eviklik diizeylerinin diisiik olmasiyla iliskili oldugunu diistiniilmektedir.

Arastirma sonuglarina gore 6gretmenler DHO durumlari performanslarini etkilemektedir. Bulgulara gore
sosyal medya ve egitim yoluyla degisim hakkinda bilgi edinen muhtemelen ceviklik diizeyleri yiiksek
olan 6gretmenler, degisime daha fazla hazir hissediyordu. Degisim hakkinda daha fazla bilgi 6grenmek
isteyen Ogretmenler, sosyal medyada giivendikleri meslektaslarin1 ve uzmanlar: takip ederek bilgilerini
arttirmaktadir. Ayrica degisimin getirdigi yeni is rollerini 6gretecek, onlara smif icerisinde pratiklestiren
egitimlere yonelmektedirler. Degisim karsisinda yetersizlik hisseden 6gretmenlerin 6grenmeye istekli
olmalar1 ve degisim g¢alismalar1 icerisinde yer almasi degisimle olan uyumsuzlugu azaltarak hazir hale
gelmelerine neden olabilir. Boylelikle simnif ve okul iginde performanslarini arttiracak sonuglara yol
acacagl diistiniilmektedir. C)gretmenlerin ogrenme cevikligi, degisim cabasini destekleyecek yiiksek
performansli 6gretmen arayisinin bir cevabi olarak goziikmektedir.
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