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Between Words and Actions: Understanding the Relationship
Between Organizational Hypocrisy, Teacher Silence, and
Commitment

Abdulvehap BOZ!

Abstract: The aim of this study is to examine the relationship between high school teachers' perceptions of
school principals' hypocritical behavior and, teachers' organizational silence and organizational
commitment. More importantly this study examines the mediating role of organizational commitment in the
relationship between perceived organizational hypocrisy and employee silence. The research was conducted
using the correlational survey design, one of the quantitative research methods. The population of the study
consisted of 412 teachers working in high schools in Siirt province and its districts. Data collection tools
used in the study included a demographic form, a hypocrisy scale, and scales measuring organizational
silence and organizational commitment. Confirmatory factor analyses were used to evaluate the construct
validity of the scales. Pearson correlation analysis and structural equation modeling (SEM) were used to
test the research hypotheses. The research results reveal that the correlation results indicate significant
relationships among all variables. The analysis results reveal that organizational silence is negatively related
to organizational commitment and positively related to hypocrisy. Furthermore, a strong and negative
relationship was found between hypocrisy and organizational commitment. The structural equation
modeling analysis conducted showed that the inconsistency between school administrators' discourse and
actions significantly affected teachers' silence and organizational commitment. These findings emphasize
the harmful effect of organizational hypocrisy on teaching and learning outcomes, providing valuable
information for practitioners. Based on these findings, various recommendations have been made to school
administrators to prevent the spread of hypocrisy among school members.
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So6z ve Eylem Arasinda: Orgiitsel Ikiyiizliiliik, Ogretmen Sessizligi
ve Baghlik Arasindaki Iliskiyi Anlamak

ogretmenlerin Orgiitsel sessizlik ve orgiitsel bagliliklar arasindaki iliskiyi incelemektir. Daha da 6nemlisi,
bu calisma algilanan orgiitsel ikiyiizliiliik ile ¢alisan sessizligi arasindaki iligkide orgiitsel bagliligin aracilik
roliinii incelemektedir. Arastirma nicel arastirma yontemlerinden iliskisel tarama modeli yiiriitilmiistiir.
Arasgtirmanin evrenini Siirt ili ve ilgelerindeki liselerde gorev yapan merkezi 412 6gretmen olugturmaktadir.
Aragtirma kapsaminda veri toplama araci olarak kisisel bilgi formu, ikiyiizliiliik 6lgegi, orgiitsel sessizlik ve
orgiitsel baglilik dlgekleri kullanilmustir. Olgeklerin yap1 gegerliligini degerlendirmek igin dogrulayici
faktor analizleri kullanilmistir. Arastirma Hipotezlerini test etmek amaciyla Pearson korelasyon analizi ve
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yapisal esitlik modellemesi (YEM) kullanilmigtir. Arastirma sonuglari, Korelasyon sonuglari tiim
degiskenler arasinda anlamli iliskiler oldugunu ortaya koymaktadir. Analiz sonuglari, drgiitsel sessizlik ile
orgiitsel baglilikla arasinda negatif ve ikiyiizliiliik ile pozitif yonde ilisikli oldugunu ortaya koymaktadir.
Ayrica, ikiyiizliiliik ile orgiitsel baglilik arasinda giiglii ve negatif bir iligki saptanmistir. Yapilan, yapisal
esitlik modellemesi analizi, okul yoneticilerinin sdylem ve edimleri arasindaki uyumsuzlugun 6gretmenlerin
sessizligini ve orgiitsel baglilig1 6nemli 6l¢iide etkiledigini gostermistir. Bu sonuglar, 6rgiitsel ikiytizliiliigiin
Ogretme ve dgrenme sonuglan iizerindeki zararl etkisini vurgulayarak, uygulayicilar igin degerli bilgiler
sunmaktadir. Bu bulgulara dayanarak, okul yoneticilerine okul iiyeleri arasinda ikiyiizliiligiin yayilmasini
onlemek icin gesitli 6nerilerde bulunulmustur.

Anahtar kelimeler: Ikiyiizliiliik, sessizlik, baghlik, lise 6gretmeni, Tiirkiye

Introduction

In educational organizations, the relationships among the stakeholders play a critical role
in shaping school effectiveness and overall learning environment. School are complex structures
which possess various dynamics that directly influence school success. Among these dynamics,
organizational hypocrisy, organizational silence are fundamental factors that determine teachers’
commitment to their professional roles (Ozdemir et al., 2024). The relationships between these
concepts is gaining increasing attention in organizational literature. Organizational hypocrisy can
cause detrimental consequences in terms of learning outcomes because a discrepancy between the
values a company professes and its actions, can lead to feelings of disappointment and apathy
among teachers (Agalday, 2022; Kiligoglu & Hammersley-Fletcher., 2020; Kiligoglu, 2017). This
often manifests as silence among teachers; educators tend to avoid sharing their feedback,
suggestions, or concerns because they feel they do not receive trust or appreciation from their
leaders. This can ultimately diminish teacher commitment, motivation and loyalty to school which
would further undermine academic achievement.

Organizational hypocrisy and organizational silence are two critical organizational
variables thought to be detrimental to the teacher-principal relationship (Kiligoglu, 2017; Wang et
al., 2024) which, in turn, negatively affect instruction and learning. In schools where there is a
disconnect between words and actions, teachers may lose trust in their principals, become
disengaged, distance themselves from managerial practices, and begin to question the
trustworthiness and honesty of their leaders (Kiligoglu & Yilmaz, 2019; Tschannen-Moran et al.,
2006). As a result, the erosion of trust may lead to an intensification of distrust between principals
and teachers. In turn, principals may respond to this psychological distance by either mistreating
teachers or exhibiting behavioral inconsistency. Such a destructive climate would may hinder both
teacher professional development and student learning. Furthermore, misalignment between
administrators’ words and deeds inherently hampers teachers’ commitment (G. Kiligoglu & D.Y.
Kiligoglu & Karadag, 2019) and prevents them from speaking up about work-related problems and
challenges that hinder learning outcomes. Hypocrisy is acknowledged as one of the most
detrimental organizational aspects that frustrate principals' efforts in meeting the increasing needs
and demands of society (Agalday, 2022; Lv et al., 2024; Simons, 2002). Given this situation,
understanding the dynamics lying behind the relationships within schools is of great importance in
terms of school effectiveness. Exploring these dynamics may enhance teachers’ resilience and
wellbeing, thereby fostering a fostering supportive environment. This study aims to explore the
connections between these concepts, drawing on relevant literature and previous research to
highlight their significance in the context of educational landscape.
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Significant of the Study

This study may potentially contribute to the field in several ways. First, it addresses an unexplored
educational problem that has been largely neglected in previous research. The present study may
also expand understanding of hypocrisy, organizational commitment, and organizational silence.
This study aims to explore whether the talk-action inconsistency (hypocrisy) of principals affects
teachers' commitment to teaching and their organizational silence. The findings of this study will
help us determine whether hypocrisy hampers teachers' organizational commitment and increases
their organizational silence. More importantly, we believe that organizational commitment may
serve as a buffer between principals’ hypocritical behaviors and teachers’ organizational silence.
To our knowledge, this is the first study to investigate the relationship among these three variables.

We hypothesize that a negative correlation exists between principals’ hypocritical behaviors and
teachers’ organizational silence. We further hypothesize a negative correlation between principals’
hypocritical behavior and teachers’ organizational commitment. We also predict that the results of
this study will help principals identify the problems stemming from the talk-action inconsistency
in their managerial practices, which hinder teacher commitment. Moreover, the findings are
expected to encourage teachers to voice their concerns, feelings, and opinions about work-related
issues in school.

Despite the growing recognition of the importance of trust and communication in school leadership,
little interest has been paid to examine the impact of organizational hypocrisy on teacher behavior
and their relationships with school leaders. Existing studies have primarily focused on how
principal-teacher relationships influence school outcomes, but less attention has been given to the
role of organizational factors—such as hypocrisy—in contributing to negative outcomes like
teacher silence, alienation, and the erosion of professional relationships. This study aims to fill this
gap by exploring how organizational hypocrisy affects teacher behavior and how these behaviors,
in turn, influence the quality of principal-teacher relationships.

Purpose of the Study
Research Hypotheses
The following hypotheses were proposed for this study:

H1: Gender as a demographic variable, significantly impacts teachers' perceptions of
organizational hypocrisy, organizational silence, and organizational commitment.

H2a: There is a negative correlation between word-deed misalignment (hypocrisy) and
teachers’ organizational commitment.

H2b: Word-deed misalignment (hypocrisy) has a significant and positive impact on
teachers’ organizational silence.

H2c: Organizational silence inhibits teachers’ organizational commitment.

H3: Organizational commitment mediates the relationship between word-deed
misalignment (hypocrisy) and teachers’ organizational silence.

Literature Review
Hypocrisy

Despite the growing interest, few studies have explored the meaning of hypocrisy in
organizational contexts (Brunsson, 1986; Courand & Kromann, 2011; Kilicoglu & Yilmaz, 2019).
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The hypocrisy paradigm refers to the gap between discourse and practice (Greenbaum, et al., 2015).
This misalignment between leaders’ espoused values and their actual behaviors aligns with
research showing that when leaders fail to “walk the talk,” employees perceive them as hypocritical
(Greenbaum et al., 2015). The significant dissonance between what is preached and what is actually
done reinforces the existence of hypocrisy. Brunsson (1986) defines "organizational hypocrisy" as
a loosely bound relationship between legitimate statements, opinions, and words, and actual
activities. Hypocrisy is a strategic response to organizational dissonance or “duplicity.” In essence,
organizational hypocrisy captures the misalignment between stated intentions and actual behaviors,
often driven by complex internal dynamics (Brunsson, 1986; Kiligcoglu and Hammersley-Fletcher
2020).

Conceptual studies on hypocrisy identify three primary types: moral hypocrisy, corporate
hypocrisy, and organizational hypocrisy (Courand & Kromann, 2011; Kiligoglu et al., 2019). While
hypocrisy is often criticized for embodying the inconsistency between espoused values and actual
behaviors, several scholars argue that it is an inherent and unavoidable phenomenon within
organizational contexts. Those who view hypocrisy as an "inevitable reality" suggest that managers
are inclined to exhibit intentionally hypocritical behaviors when faced with the complexity and
sophistication inherent in organizational structures (e.g., complexity and sophistication)
(Christensen et al., 2013).

The question that guides some studies—why people engage in hypocritical behaviors in
organizations—is crucial. This exploration is particularly significant for educational leadership, as
organizational hypocrisy is known to be detrimental and can threaten organizational efficiency
(Agalday, 2022; Cayak, 2021; Kilicoglu et al., 2019). Although the number of studies focusing on
the antecedents and consequences of hypocrisy is limited, there are some key findings. Research
by Kiligoglu & Hammersley-Fletcher (2020), which examines the causes and consequences of
hypocrisy, reaffirms the assumption that power underpins hypocrisy (Agalday, 2022; Snelson-
Powell et al., 2019). Kilicoglu and Hammersley-Fletcher (2020) conclude that inconsistent and
autocratic power relations, along with a lack of organizational legitimacy, foster organizational
hypocrisy in schools. In the same study, the authors highlight that teachers who perceive hypocrisy
in schools feel insecure and become alienated. A significant body of research has concluded that
hypocrisy also weakens teachers’ trust in their schools (Kahveci & Demirtas., 2013; Simons, 2002).

Recent studies provide substantial insights that contribute to a better understanding of
organizational hypocrisy. For example, a few scholars (Cho et al., 2015; Patelli & Pedrini, 2015)
investigate how some organizations establish ethical behaviors then violate them, emphasizing the
function of hypocrisy in this process. Winkler (2020) also offers an inclusive review of hypocrisy
research and claims that it is a complex phenomenon. These perspectives suggest that hypocrisy
should not be considered as a normative issue because it may serve as an adaptive mechanism.

Organizational Silence

In the relevant literature, the concept of organizational silence has been defined by several
scholars. For example, early pioneers of silence, in their analytical review, Harlos & Finder (2000)
defined it as an "act of communication in itself, encompassing a range of cognitions, emotions, or
intentions, such as endorsement or objection." Contrary to popular belief, silence is a multifaceted
and dynamic process. It involves the suppression of authentic expression about an individual's
behavioral, cognitive, and/or emotional assessments of their organizational situation, especially
toward those who can bring about change or resolve issues (Milliken et al., 2003; Tangirala &
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Ramanujam, 2008)). In this sense, they argue that employees do not simply ignore problems within
organizations but instead present their reactions to events that occur. During this phase, individuals
may even align with others' opinions, even if they disagree. However, in the process self-protective
behaviors, individuals remain silent to protect themselves from negative feedback (Knoll & Van
Dick, 2013; Harlos & Pinder, 2000).

The question arises: Why do people avoid expressing the truth about issues and problems
within organizations? What factors cause individuals to withhold their opinions and concerns? To
explore these questions, some researchers (Brunsson, 1986; Morrison & Milliken, 2000) have
focused on the development of organizational silence in organizations. A wide range of personal,
institutional, and social factors underpin organizational silence. For example, tenure,
organizational culture, hierarchy, and the trustworthiness and integrity of leaders are key
antecedents of employees' silence within organizations (Morrison, 2011; 2000; Milliken et al.,
2003).

Managerial policies are central to organizational silence, as managers, through their actions
and practices, play a critical role in creating "a climate of silence" (Morrison & Milliken, 2000).
When such a climate exists, employees fear expressing their beliefs and tend to remain quiet.
Employees may withhold their opinions and concerns because they perceive that managers are not
open to communication and do not support employees who raise issues within the organization. In
this context, silence becomes a protective mechanism that shields employees from potential
backlash (Morrison, 2011; Harlos & Pinder, 2001; Tangirala & Ramanujam, 2008; Wang et al.,
2024).

Recent research has continuously highlight importance of multifaceted nature of silence for
organizational success. Knoll and Van Dick (2013) generated a typology to better understand the
nature of employee silence. They developed three different typologies-acquiescent, defensive, and
prosocial silence- understanding why individuals remain silent. Tangirala and Ramanujam (2008)
examine effect of organizational climate on employee silent. They focus particularly on how
procedural justice affects silence. In summary, these developments show that organizational silence
1s more than just not speaking. This suggests that organizational silence is driven more by concerns
such as leadership behavior, organizational norms, and psychological safety rather than individual
choice or indifference. This perspective explains how silence functions in schools where the
hierarchy is prevalent.

Organizational Commitment

Few constructs have received as much attention as organizational commitment. It has been
a highly popular topic among scholars for many years, and the increasing interest in organizational
commitment has led to efforts to explain the construct both theoretically and empirically (Bentein
et al., 2005; Meyer & Allen, 1991). Its popularity comes its impact on organizational outcomes. It
is believed that the efficiency and productivity of any organization are closely tied to the attitudes
and behaviors reflecting employees' loyalty and dedication to the organization. Organizations
cannot survive or achieve their mission and goals without committed members (Bentein et al.
(2005). Many scholars argue that organizational commitment is vital and a priority for
organizations (Radosavljevic et al., 2017).

The performance and efficiency of any organization depend largely on employees' sense of
obligation to stay connected with the organization and on their attitudes toward it. As Katz (1994)
proposes, employees are the most crucial factor in an organization’s success and its survival in a
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competitive and changing world (Radosavljevic et al., 2017). Organizations can only achieve their
goals if they have employees who are genuinely and intentionally committed to their work.
According to Radosavljevic and colleagues, social exchange theory best explains employees'
organizational commitment. Social exchange theory proposes that the benefits and rewards
employees receive are key motivating factors that ensure their commitment to the organization.
These benefits and rewards also play a critical role in reinforcing trust and commitment. Supporting
this view, Bentein et al. (2005) demonstrate that fluctuations in commitment often reflect
employees’ evolving evaluations of their social exchange with the organization (Bentein et
al.,2025). More importantly, social exchange theory also offers a lens to understand the cascading
effect of perceived hypocrisy on organizational silence. When leaders exhibit inconsistent
behavior, employees lose trust and motivation to their job.

Teachers’ organizational commitment emphasizes the importance teachers place on their
work. Much of the literature on teachers' commitment shows that when teachers attribute
significant value to their jobs, they exhibit positive attitudes and behaviors toward their work. For
example, teachers who have commitment are more likely to embrace change within the school,
collaborate more with colleagues, and work with greater enthusiasm (Ozdemir et al., 2024).
Research also indicates that committed teachers are more satisfied with their work and perform
better. Additionally, a climate of trust tends to thrive in schools where teachers have a strong sense
of organizational commitment (Dou et al, 2017; Tangirala & Ramanujam, 2008).

Previous conceptual and empirical work has confirmed that teachers’ commitment is a core
indicator of learning outcomes (Berkovich & Eyal, 2017). Organizational commitment also plays
a central role in determining school learning outcomes (Dee et al., 2006; Dou et al., 2017; Ozdemir
et al., 2024). However, research on the influence of principals’ hypocritical behaviors on teachers’
commitment and silence is limited. Nevertheless, studies suggest a causal relationship between
hypocrisy and teachers’ organizational commitment (Kilicoglu, 2017).

Recent research on organizational commitment highlights the evolving dimensions of this
concept in response to changing workplace expectations and organizational changes. Meyer and
Hamilton (2020) strongly emphasize that organizational commitment alone is no longer sufficient
for success. They further suggest that employee should be reflexive and welcome change
initiatives. In the educational context where social interactions are intensive teachers’ commitment
may be more vulnerable because it is highly influenced by professional duty moral values and,
school leadership (Day, Sammons, & Gorgen (2020). These insights warrant a better
understanding of how leadership behaviors, such as perceived hypocrisy, can weaken or foster
teachers' commitment to their schools over time.

Method
Research Design

The current study was conducted to explore the associations between principals’
hypocritical behaviors, teachers’ commitment, and organizational silence. Additionally,
confirmatory factor analyses were conducted to determine the model-data fit of the scales used in
the study. To analyze this, a model was tested for each scale. Fit indices such as the chi-
square/degrees of freedom ratio, CFI, TLI, and RMSEA were considered to evaluate model-data
fit (Podsakoff 2012). The AMOS-16 software package was used for CFA.

Demographic Variables
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In this study, gender was the only background variable examined, as it is recognized as a
significant predictor in the context of this research. In traditionally conservative contexts, female
educators may encounter greater social expectations to conform and could be thus be less inclined
to vocalize dissent Agalday, 2022; Kilicoglu et al., 2019). Women who voice their views, thoughts,
and feelings about work-related issues may face condemnation, unlike men who tend to be exempt
from such consequences. Thus, in line with this perspective, women are expected to be less reactive
than men to practices and implications within their schools (Agalday, 2022; Kiligoglu & Yilmaz.,
2019).

Participants

The population for this study consisted of teachers employed in public schools in a city
located in the northeastern region of Tiirkiye. Simple random sampling was employed to select
participants, which ensures that every member of the population had an equal probability of being
included in the sample (Taherdoost, 2016). Teachers were assured that their responses would
remain confidential. After data collection, the surveys were reviewed, and any missing or
inconsistent responses were not included in the analysis. A total of 412 teachers completed the
survey in the study, comprising 198 males and 214 females.

Measures
Research Instruments

Three established instruments were used to collect data: The Organizational Hypocrisy
Scale (OHS), the Organizational Commitment Scale (OCS), and the Organizational Silence Scale
(OSS). Furthermore, Confirmatory factor analysis (CFA) was performed to test the construct
validity of each scale used in the study.

Organizational Hypocrisy Scale (OHS): Teachers' perceptions of principals' hypocritical
behaviors were measured by using the OHS (Kilicoglu et al., 2019). This 17-item scale uses a 5-
point Likert-type response format, ranging from 1 (Strongly Disagree) to 5 (Strongly Agree). The
scale assesses principals' behaviors concerning organizational hypocrisy and includes three sub-
dimensions: Keeping Words in Practice, Compliance between Internal Structure and the
Environment, and Inconsistency in Practices. The Cronbach’s Alpha for this scale in the current
study was 0.95. Previous research has also supported the scale's reliability (Kiligoglu, 2017).
Confirmatory factor analysis (CFA) was employed to test the construct validity of the scale used
in the study. The CFA results for the Organizational Hypocrisy scale show an acceptable model fit
(CMIN/DF =3.377; RMR = 0.076; GFI = 0.902; AGFI=0.866 ; IFI =0.921; TLI=0.904; CF1 =
0.921; RMSEA = 0.077). The GFI, IFI, TLI, and CFI values are good, although the AGFI remains
within acceptable limits. The RMSEA and CMIN/DF values also indicate that the model shows
generally acceptable fit.

Organizational Commitment Scale (OCS): To measure the extent of teachers' commitment to their
schools, the OCS, developed by Penley & Gould (1988) and adapted into Turkish by Ergiin &
Celik, 2019), was used. This 15-item, 5-point Likert-type scale has responses ranging from
Strongly Disagree (coded as 1) to Strongly Agree (coded as 5). Higher cumulative scores reflect
stronger organizational commitment. The scale has been validated in several studies. The three
dimensions of the scale are Alienative Commitment, Moral Commitment, and Calculative
Commitment. In the current study, the reliability of the scale, measured by Cronbach’s alpha, was
0.65. Confirmatory factor analysis (CFA) was performed to test the construct validity of the scale
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used in the study. The CFA results for the Organizational Hypocrisy scale show an acceptable
model fit (CMIN/DF =3.377; RMR =0.076; GF1=0.902; AGFI=0.866; [F1=0.921; TLI =0.904;
CFI = 0.921; RMSEA = 0.077). The GFI, IFL, TLI, and CFI values are good, while the AGFI
remains within acceptable limits. The RMSEA and CMIN/DF values also indicate that the model
shows generally acceptable fit.

Organizational Silence Scale (0SS): The OSS, developed by Kahveci & Demirtas (2013), is an
18-item, 5-point Likert-type scale that measures teachers’ perceptions of organizational silence.
The scale has five sub-dimensions: School Environment, Affection, Source of Silence,
Administration, and Isolation. Responses range from Strongly Disagree to Strongly Agree (coded
as 1 to 5). The scale's validity has been established through various studies (Nartgiin & Kartal,
2013). In this study, the reliability, indicated by Cronbach’s alpha, was 0.92. A confirmatory factor
analysis (CFA) was conducted to test the construct validity of the scale employed in the study. The
CFA findings for the Organizational Commitment scale indicate a good fit (CMIN/DF = 2.589;
RMR = 0.084; GFI = 0.934; AGFI = 0.921; IFI = 0.927; TLI = 0.908; CFI = 0.927; RMSEA =
0.063). The GFI, AGFI, IFI, TLI, and CFI values indicate a good fit, and the RMSEA and
CMIN/DF are within acceptable limits. These results show that the scale has a strong model fit
overall.

Findings

The following section presents the study’s findings, highlighting the key patterns and
relationships observed.

Table 1
Descriptive statistics
n=412 Mean Median  Skewness Kurtosis  Cronbach’s
Alpha
Organizational Silence 3.77 3.83 -,783 1,047 ,908
Organizational Commitment 3.52 3.53 ,106 1,194 ,869
Organizational Hypocrisy 2.77 2.76 ,042 -,888 ,939

Table 1 shows the mean score of teachers' perception of organizational silence to be (X=
3.77). This implies that the majority of teachers agreed that organizational silence exists in high
schools and the average raw score of the respondents for organizational commitment is (X= 3.52).
This implies that the majority of teachers are committed to the school for which they work. The
result also shows that organizational hypocrisy is prevalent in schools (X= 2.77). more than half of
the variance in... could be explained by rhetoric and practices of administration. The results of the
analysis regarding the effects of gender are presented in Table 2.

Table 2

Effect of gender on hypocrisy, silence, and commitment
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Gender N Mean Std Deviation t P
Organization Silence Female 214 3,94 ,64 6,161 ,000
Male 198 3,85 68
Organizational commitment  Female 198 3,62 ,67 -4,221 ,000
Male 198 3.4 06
Organizational Hypocrisy Female 214 3,64 ,88 5,030 ,000
Male 198 2,94 71

**p <0.01

Table 2 shows that H1, which proposes that participants’ perceptions of organizational
hypocrisy, silence, and commitment differ according to gender. The analysis revealed a statistically
significant difference in organizational commitment between the groups. The levels of
organizational silence (t=6.161, p <0.01) and organizational hypocrisy (t = 5.030, p <0.01) were
found to be significantly high. These results indicate that female teachers report higher levels of
organizational silence and hypocrisy compared to male teachers. Additionally, gender also shows
a significant difference in organizational commitment, suggesting that female teachers perceive
slightly higher commitment than their male counterparts. Correlational analysis was conducted to
assess the relationship between three variables in the current study. The results of the correlational
analysis are presented in Table 3. The results of the bivariate correlations between the variables are
presented in Table 3.

Table 3

Bivariate correlations
Variables 1. 2. 3.
1. Organizational Silence 1.00 -,398 ,512
2. Organizational Commitment 1.00 167
3. Organizational Hypocrisy 1.00

**: Correlation is significant at the 0. 01 level (2-tailed). n=412

Table 3 demonstrates the correlations of the study variables. The results reveal that
Organizational Silence is negatively associated with Organizational Commitment (r = -0.398) and
positively correlated with Organizational Hypocrisy (r = -0.512). Additionally, Organizational
Commitment and Organizational Hypocrisy show a strong negative correlation (r = -0.767). These
statistically significant relationships indicate that higher levels of silence are associated with lower
commitment and higher perceptions of hypocrisy; on the other hand, the findings indicate that the
greater commitment corresponds with lower perceived hypocrisy.

Table 3 reports the correlation between organizational silence and organizational
commitment in the expected direction. The results indicate that organizational silence was
negatively corelated with organizational commitment (r = -0.40, p < .01). The results show that
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organizational hypocrisy was positively correlated with organizational silence (r = -.51, p < .01).
The highest correlation was between organizational hypocrisy and organizational commitment (r
=-0.76, p <.01). In other words, the teachers are prone to remain silent as the frequency of words
and deeds misalignment increases. Hence, hypotheses 2a, 2b, and 2¢ were supported and
confirmed.

Hence, the hypothesis that postulates that organizational silence would be negatively
correlated with organizational commitment was supported. The hypothesis proposing a negative
correlation between organizational silence and organizational commitment was confirmed. The
hypothesis that proposes a positive correlation between organizational silence and organizational
hypocrisy was supported. It appears that organizational hypocrisy is a fundamental threat to
teachers’ sense of belonging.

The impact of organizational hypocrisy on organizational silence and organizational
commitment was tested with the following model.

Figure 1

Research model

org.
Commitment

org.
Hypocrisy

org. Silence

This study developed several models to examine the relationship between organizational
hypocrisy, silence, and organizational commitment. Furthermore, two models were identified to
examine to the extend to which organizational hypocrisy affects organizational silence and
organizational commitment. Finally, in model 2, SEM was conducted to investigate whether
organizational commitment acts as a mediator between hypocrisy and silence. Structural equation
modeling provides a comprehensive approach for testing complex relationships among variables,
consistent with methodological recommendations by Little et al. (2007). In the first step, the
structural equation model was conducted to explore the impact effect of hypocrisy on silence. The
findings of structural equation model analysis were displayed in figure 2.

SEM analysis was conducted to examine the overall explanatory effect of organizational
hypocrisy on silence. The findings of structural equation model analysis indicate (see fig. 2) that
the overall and direct effect of organizational hypocrisy on silence was: regression weight estimate
= 0.254, standard error = 0.024, B = 0.53, p < 0.01. With regards to the relationship between
organizational hypocrisy and silence, the current study further indicates that organizational
hypocrisy significantly and positively predicts organizational silence as expected. That is, more
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than half of the change with organizational silence could be explained with the same rate of change
with organizational hypocrisy. However, the decrease is minimal.

The second step, with regard to the proposed research model, was to test whether
organizational commitment mediates the relationship between organizational hypocrisy and
organizational silence. The results displaying the mediating role of organizational commitment are
depicted in figure 2.

Figure 2

Path model showing the influence of commitment and hypocrisy on silence behaviors
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A structural equation modeling (SEM) analysis was conducted to test the explanatory
power of organizational hypocrisy on organizational silence and organizational commitment.
Additionally, SEM was used to examine the mediating role of organizational commitment in the
relationship between organizational hypocrisy and organizational silence. When organizational
commitment was involved in the model, it was seen that organizational hypocrisy positively
affected organizational silence (B = .43; p = 0.01) and negatively impacted organizational
commitment ( = -.44; p = 0.01). The total effect of hypocrisy on silence was calculated as 532.
The direct effect of hypocrisy on silence (B = -0.27; p = 0.01) was significant. The indirect effect
of hypocrisy on silence was mediated by commitment (f = -0.192; p = 0.01). That is, we could
argue that commitment plays a partial mediator role between organizational commitment and
silence. Results of the Sobel test (z=3.548; p<0.01) indicate that this decrease is significant.
Therefore, we can argue that organizational commitment is a partial mediator between
organizational hypocrisy and organizational silence.

Findings indicating the standardized overall (direct and indirect) effect of organizational
hypocrisy on organizational silence were displayed in Table 4.
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Table 4

The direct and indirect effects of hypocrisy on silence
Effect Type  Path Unstandardized Standardized Standard

Coefficient B error
Direct effect  Silence «— Hypocrisy 0,170 0,269 0,044
Indirect Silence <— Commitment «— -0,122 -0,192 .
effect Hypocrisy
Silence <— Commitment 0,560 0,432 0,115

Total effect Silence «— Hypocrisy 0.254 0,532 0,024

Table 4 shows the standardized total effect, both direct (unmediated) and indirect
(mediated), of hypocrisy on silence. After the mediator variable was introduced, the effect of
hypocrisy on silence decreased. Specifically, the initial effect of hypocrisy (f =0.532) was reduced
when commitment was included as a mediator in the model (B = 0.270). However, the mediating
effect of commitment remained significant. This suggests that commitment functions as a partial
mediator between organizational hypocrisy and organizational silence. The Sobel test (z = 3.548,
p = 0.0004) confirmed that the decrease in effect was statistically significant. Based on these
findings, we can conclude that H3 was partially accepted—commitment partially mediates the
relationship between organizational hypocrisy and organizational silence.

Conclusion and Discussion

The best education systems are those that guarantee success for all students. To achieve
this, schools must make effective and efficient use of both human and physical resources. Among
these, teachers are a central resource. The general success of education is directly tied to the success
of teachers—nothing can surpass the quality of teachers (Schleicher, 2020). Therefore, it is
essential to understand the significant impact teachers have on learning outcomes. By addressing
barriers that inhibit teacher effectiveness, schools can create pathways to improve teacher
engagement and outcomes. Organizational hypocrisy and silence are two significant barriers that
restrict teachers' sense of belonging to the school.

This study tested a model of organizational hypocrisy to explore its relationships with work-
related outcomes, specifically organizational commitment and organizational silence, from the
perspective of teachers. Research on organizational hypocrisy remains limited (Kiligoglu, 2017).
Unlike most studies that explore principals’ hypocritical behaviors, this study provides a
quantitative analysis of the issue.

Cultural context and organizational structure may explain these findings, as values and
norms heavily influence communication. In cultures characterized by high power distance and
collectivism, administrators are often inclined to silence subordinates (Morrison & Milliken, 2000).
In such societies, speaking up goes against cultural norms (Hirokawa & Miyahara, 1986; Rhee et
al., 2014). Teachers in Turkish schools, which operate under a highly bureaucratic and hierarchical
system, often find that their voices are not aligned with expectations, which leads to silence.
Additionally, when organizations enforce punitive disciplinary measures, individuals are more
likely to remain silent (Milliken et al., 2003; Wang et al., 2024).
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The analysis confirmed H1, showing that gender is a statistically significant predictor of
both organizational silence and organizational hypocrisy. Female teachers, in particular, perceived
more hypocrisy and silence than male teachers. This aligns with previous research (Cinar et al.,
2013; Bastug et al., 2016), which found that female teachers tend to be more silent than their male
counterparts regarding work-related issues.

The results from the correlation analysis supported H2a, demonstrating a positive
relationship between word-deed dissonance (hypocrisy) and teacher silence. This implies that when
hypocrisy is present, teachers are more likely to remain silent. Teachers may avoid voicing
concerns to protect themselves from the potential repercussions of contradicting administrators.
This silence may be seen as the only safe option in environments where hypocrisy prevails as there
is limited prior research examining this relationship, these findings cannot be directly compared to
earlier studies.

Several factors could explain these findings. For example, the hierarchical power distance
between principals and teachers in Turkish schools may contribute to this silence (Kiligoglu &
Hammersley-Fletcher, 2020). School climate, managerial practices, and demographic
characteristics may also influence this result (Park & Keil, 2009; Yao et al., 2024).

The negative impact of hypocrisy on teacher commitment was significant and aligned with
H2b. This finding indicates that the more administrators' actions diverge from their words, the less
committed teachers feel to their profession. This result mirrors previous studies (Kiligoglu &
Yilmaz, 2019), which found that when teachers perceive inconsistency between discourse and
practices, their commitment to their profession diminishes. The dissonance between words and
deeds of school administrators significantly affects teachers' sense of organizational commitment.

H2c¢ was also supported, as organizational silence was negatively correlated with
organizational commitment. Teachers who feel silenced by organizational practices are less likely
to be committed to their schools. This result is consistent with past research, which suggests that
when employees feel unable to voice their concerns, they distance themselves from the
organization (Kiligoglu et al., 2017; Snelson-Powell et al., 2019).

The structural equation modelling analysis confirmed H3, showing that organizational
commitment mediates the relationship between organizational hypocrisy and organizational
silence. When commitment was added to the model, the effect of hypocrisy on silence was reduced,
though it remained significant. This finding suggests that commitment plays a partial mediating
role (Ozdemir et al., 2024). However, it is an expected result because commitment is a known
driver of positive attitudes and behaviors, which may encourage individuals to voice concerns and
engage in open communication.

Hypocrisy is recognized as a disruptive force in organizational effectiveness, particularly
in schools (Kilicoglu, 2017). To improve educational outcomes, principals must create an
environment of trust and transparency (Agalday, 2022; Kahveci ve Demirtas, 2023). Teachers
should be given more autonomy and be involved in decision-making processes. By fostering an
open and supportive school climate, principals can reduce the prevalence of hypocrisy and improve
teacher engagement (Blasé & Blasé¢, 2000; Tschannen-Moran et al., 2006).

Implications and Limitations

This study contributes to the literature on organizational hypocrisy, silence, and
commitment. The findings emphasize the critical role of school leaders in cultivating a positive
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school environment. Principals should prioritize open communication with teachers and involve
them in decision-making to reduce organizational hypocrisy and silence. A supportive climate can
enhance teacher commitment and minimize silence towards work-related issues (Yao et al., 2024).

However, the study has several limitations. First regional and cultural differences should
be considered when interpreting the findings because cultural diversity may influence these results.
Second, data were collected through self-report questionnaires, which may be subject to social
desirability or response bias (Podsakoff 2012). Finally, this is a cross-sectional design which may
restrict the ability to draw causal conclusions between gender and organizational variables. Thus,
the findings of this study should be evaluated within the cultural context of Tiirkiye, where this
research was conducted. The behaviors and attitudes of individuals are shaped by the cultural
environment in which they live, and the social and psychological consequences of these cultural
bonds could be central to the development of organizational hypocrisy and silence. In collectivist
cultures like Tirkiye, individuals are often raised to be submissive and are expected to conform to
managerial practices rather than challenge or voice concerns. This cultural backdrop plays a
significant role in shaping teachers’ perceptions and responses to organizational issues.
Furthermore, the unexpected positive relationship between organizational commitment and silence
requires further explanation, as it lacks a clear theoretical foundation. To gain a deeper
understanding of this relationship, future studies employing qualitative methodologies are
recommended.
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Genis Ozet

Giris

Kiiresel dlgekte yasanan hizli degisim ve yenilikler (6rnegin teknolojideki siirekli gelisim)
ve hesap verebilirlik talepleri, okul liderlerini geleneksel yonetim tarzlarimi degistirmeye
zorlamigtir. Okul liderlerinden, 6zellikle de miidiirlerden, ¢evrelerindeki siyasi, ekonomik, sosyal
ve teknolojik degisimlere kayitsiz kalmamalar1 beklenmektedir. Bu zorunluluk, bir anlamda,
okulun roliinii ve misyonunu da degistiren yonetim paradigmasinda bir evrimi temsil etmektedir.
Zamanin ruhuna uygun olarak, toplumun egitim ihtiyaglari, talepleri ve beklentileri artmakta ve
degismektedir. Bu nedenle, egitim liderleri, gerekli degisiklikleri uygulayarak bu ihtiya¢ ve
talepleri karsilamak icin karst konulmaz bir baski altindadir (Kiligoglu vd., 2019). Bu baski
nedeniyle, miidiirler genellikle orgiitsel ikiyiizliilik olarak bilinen “konusmayi yiirimekte”
basarisiz olurlar (Brunsson, 1986). Ikiyiizliiliik, sézler ve eylemler arasnda bir kopukluk
oldugunda ortaya cikar (Lv, Zhou ve Yu, 2024; Agalday, 2022). Bu anlamda, okullarda
ikiyiizliilige yol acan kosullarin ve faktorlerin arastirilmasi 6nemlidir. Ayrica, ikiyiizlii
davraniglarin orgiitsel sessizlik ve orgiitsel baglilik gibi orgiitsel yapilar iizerindeki sonuglarini
arastirmak okul etkililigi acisindan ¢ok 6nemlidir.

Orgiitsel ikiyiizliilik ve orgiitsel sessizlik, ogretmen-miidiir iliskisine zarar verdigi
diisiiniilen iki kritik orgiitsel degiskendir (Kilicoglu, 2017; Wang vd., 2024) ve bu da 6gretim ve
O0grenmeyi olumsuz etkiler. Sozler ve eylemler arasinda uyumsuzluk olan okullarda, 6gretmenler
miidiirlerine olan giivenlerini kaybedebilir, ilgilerini kaybedebilir, yonetim uygulamalarindan
uzaklagabilir ve liderlerinin giivenilirligini ve diirtistliglinli sorgulamaya baglayabilir (Kilicoglu
vd., 2019; Tschannen-Moran vd.,., 2006). Sonu¢ olarak, giivenin asinmasi, okul miidiirleri ve
Ogretmenler arasindaki gilivensizligin yogunlagmasina yol agabilir. Buna karsilik, okul miidiirleri
bu psikolojik mesafeye, 6gretmenlere kotli davranarak veya tutarsiz davraniglar sergileyerek tepki
verebilirler.

Bu calismanin alana cesitli sekillerde katki saglamas1 beklenmektedir. Ilk olarak, énceki
arastirmalarda biiyiik 6l¢iide ihmal edilmis olan zor bir egitim sorununu ele almaktadir. Bu ¢alisma
aynm1 zamanda ikiytizliliik, orgiitsel baglilik ve orgiitsel sessizlik anlayisimizi da genisletebilir.
Miidiirlerin s6z-eylem tutarsizliginin (ikiyiizliiliigiiniin) 6gretmenlerin 6gretime bagliliklarini ve
orgiitsel sessizliklerini etkileyip etkilemedigini arastirmay1 amagliyoruz. Bu ¢alismanin bulgulari,
ikiylzliliglin O6gretmenlerin orgiitsel baglhiliklarin1 engelleyip engellemedigini ve Orgiitsel
sessizliklerini artirip artirmadigini belirlememize yardimci olacaktir. Daha da 6nemlisi, orgiitsel
bagliligin, miidiirlerin ikiyiizli davraniglar1 ile 6gretmenlerin Orgiitsel sessizligi arasinda bir
tampon gorevi gorebilecegine inaniyoruz. Bildigimiz kadariyla bu calisma, bu ii¢ degisken
arasindaki iliskiyi arastiran ilk ¢alismadir.

Bu calisma i¢in asagidaki hipotezler gelistirilmistir:

H1: Demografik bir degisken olarak cinsiyet, 6gretmenlerin orgiitsel ikiyiizliiliik, orgiitsel sessizlik
ve orglitsel baglilik algilarin1 anlamli bir sekilde etkiler.

H2a: S6z-eylem uyumsuzlugu (ikiyiizliilik) ile 6gretmenlerin orgiitsel baglilig: arasinda negatif
bir iligki vardir.
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H2b: S6z-eylem uyumsuzlugu (ikiyiizliiliik) 6gretmenlerin orgiitsel sessizligi iizerinde anlamli ve
pozitif bir etkiye sahiptir.

H2c: Orgiitsel sessizlik 6gretmenlerin drgiitsel bagliligini engeller.

H3: Orgiitsel baglilik, séz-eylem uyumsuzlugu (ikiyiizliiliik) ile 6gretmenlerin drgiitsel sessizligi
arasindaki iliskiye aracilik eder.

Yontem

Bu calisma, miidiirlerin ikiyiizlii davranislari, 6gretmenlerin baglilig1 ve drgiitsel sessizlik
arasindaki iliskileri arastirmak amaciyla gerceklestirilmistir. Ayrica, yapisal esitlik modellemesi
(YEM) analizi kullanilarak 6gretmenlerin baglilig ile miidiirlerin ikiytizlii davraniglari arasinda
orgiitsel bagliligin aracilik roliiniin arastirilmasi amaglanmaistir.

Bulgular

Analiz, cinsiyetin hem orgiitsel sessizligin hem de orgiitsel ikiyiizliiliiglin bir yordayicisi
oldugunu gostererek H1'i dogrulamustir. Ozellikle kadin 6gretmenler, erkek 6gretmenlere kiyasla
daha fazla ikiyiizlilik ve sessizlik algilamaktadir. Bu durum, kadin 6gretmenlerin isle ilgili
konularda erkek meslektaglarina kiyasla daha sessiz olma egiliminde oldugunu ortaya koyan
onceki aragtirmalarla (Cinar, Karcioglu ve Aliogullari, 2013; Bastug vd.,2016) uyumludur.

Korelasyon analizinden elde edilen sonuglar H2a'y1 destekleyerek soz-eylem uyumsuzlugu
(ikiytizliilliik) ile 6gretmen sessizligi arasinda pozitif bir iliski oldugunu gostermistir. Bu,
ikiytizliilik mevcut oldugunda, Ogretmenlerin sessiz kalma olasiligimin daha yiiksek oldugu
anlamma gelmektedir. Orgiitsel sessizlik orgiitsel baglilikla negatif iliskili oldugundan H2 de
desteklenmistir. Orgiitsel uygulamalar tarafindan susturulduklarini hisseden 6gretmenlerin
okullarina baglilik gdsterme olasiliklar1 daha diisiiktiir. Bu sonug, calisanlarin endiselerini dile
getiremediklerini hissettiklerinde Orgiitten uzaklastiklarini 6ne siiren ge¢mis arastirmalarla
tutarhidir (Kiligoglu, 2017; Snelson-Powell vd., 2019). Yapisal esitlik modellemesi analizi, 6rgiitsel
baghligin orgiitsel ikiylizliliik ve orgiitsel sessizlik arasindaki iliskiye aracilik ettigini gosteren
H3'l dogrulamistir.

Orgiitsel ikiyiizliiliigiin orgiitsel sessizlik ve drgiitsel baglilik {izerindeki agiklayici giiciinii
test etmek i¢in yapisal esitlik modellemesi (YEM) analizi yapilmistir. Ayrica, YEM, orgiitsel
ikiytzliilik ve orgiitsel sessizlik arasindaki iliskide orgiitsel bagliligin aracilik roliinii incelemek
i¢in kullanilmistir. Orgiitsel baglilik modele dahil edildiginde, orgiitsel ikiyiizliiliigiin drgiitsel
sessizligi olumlu etkiledigi (B = .43; p = 0.01) ve orgiitsel baglilig1 olumsuz etkiledigi (f = -.44; p
= 0.01) goriilmiistiir. ikiyiizliiliigiin sessizlik iizerindeki toplam etkisi 532 olarak hesaplanmistir.
Ikiyiizliiliigiin sessizlik iizerindeki dogrudan etkisi (B = -0,27; p = 0,01) anlamliyds. ikiyiizliiliigiin
sessizlik tizerindeki dolayl etkisi, baglilik tarafindan aracilik edildi (f = -0,192; p = 0,01). Yani,
bagliligin orgiitsel baglilik ve sessizlik arasinda kismi bir araci rolii oynadigini sdyleyebiliriz.

Sonug ve Tartisma

En iyi egitim sistemleri, tiim O6grenciler i¢in basariyr garanti eden sistemlerdir. Bunu
basarmak i¢in okullar hem insan kaynaklarini hem de fiziksel kaynaklar1 etkili ve verimli bir
sekilde kullanmalidir. Bunlar arasinda 6gretmenler merkezi bir kaynaktir. Egitimin genel basarisi
dogrudan Ogretmenlerin basarisina baglidir; higbir sey Ogretmenlerin kalitesini gecemez
(Schleicher, 2020). Bu nedenle, 0gretmenlerin 6grenme c¢iktilar1 {lizerindeki O6nemli etkisini
anlamak ¢ok Onemlidir. Okullar, 6gretmenlerin etkinligini engelleyen engelleri ele alarak,
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ogretmen katilimimi ve sonuglarini iyilestirmek igin yollar olusturabilir. Orgiitsel ikiyiizliiliik ve
sessizlik, 6gretmenlerin okula aidiyet duygusunu kisitlayan iki dnemli engeldir.

Bu c¢alisma, 6gretmenlerin bakis acisindan, orglitsel ikiyiizliilik modelini test ederek,
bunun isle ilgili sonuglarla, 6zellikle orgiitsel baglilik ve orgiitsel sessizlikle olan iliskilerini
arastirmustir. Orgiitsel ikiyiizliiliik {izerine yapilan arastirmalar sinirhdir (Kiligoglu, 2017). Okul
miidiirlerinin ikiyiizlii davraniglarini inceleyen ¢ogu c¢alismanin aksine, bu ¢alisma konuyla ilgili
nicel bir analiz sunmaktadir.

Degerler ve normlar iletisimi biiyiik 6l¢iide etkilediginden, kiiltiirel baglam ve orgiitsel yap1
bu bulgular1 agiklayabilir. Yiiksek giic mesafesi ve kolektivizm ile karakterize edilen kiiltiirlerde,
yoneticiler genellikle astlarim1 sessizlige zorlarlar (Morrison ve Milliken, 2000). Bu tiir
toplumlarda, sesini yiikseltmek kiiltiirel normlara aykiridir (Hirokawa ve Miyahara, 1986; Rhee ve
ark., 2014). Son derece biirokratik ve hiyerarsik bir sistem altinda calisan okullarindaki
ogretmenler, genellikle seslerinin beklentilerle uyumlu olmadigini fark ederler ve bu da sessizlige
yol agar. Ayrica, kuruluslar cezai disiplin Onlemleri uyguladiginda, bireyler sessiz kalma
egilimindedir (Milliken ve ark., 2003; Wang ve ark., 2024).

Analiz, H1'i dogrulayarak cinsiyetin hem oOrgiitsel sessizligin hem de Orgiitsel
ikiyiizliiliigiin istatistiksel olarak anlamli bir dngériiciisii oldugunu gostermistir. Ozellikle kadin
ogretmenler, erkek ogretmenlere gore daha fazla ikiyiizliiliik ve sessizlik algilamistir. Bu bulgu
onceki arastirmalar sonuglartyla uyumludur (Cinar, Karcioglu ve Aliogullari, 2013; Bastug vd.,
2006).
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