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ULUSLARARASI LIDERLIK CALISMALARI DERGIiSI: KURAM VE
UYGULAMA HAKKINDA BiLGI

1. Uluslararas1 Liderlik Calismalar1 Dergisi: Kuram ve Uygulama dort ayda bir

olmak iizere yilda ii¢ kez yayinlanan kor hakemli ve bilimsel bir dergidir.
2. Yonetim ve liderlik alanina katki saglayacak nitelikteki, 6zglin makale ve
kitap tamitimlarmin yani sira seminer, konferans ve sempozyum

degerlendirmelerini yayinlar.

3. Makalelerde daha once baska bir yerde yaymlanmamis veya bagka bir yere

s0z verilmemis olma sart1 aranir.

4. Makaleler ¢agdas Tiirkce ya da Ingilizce yazilmis olarak gonderilebilir.

5. Dergide hangi makalelerin yayinlanacagina hakem raporlarina gore yayin

kurulu karar verir.

6. Yazimda, 6zel durumlar disinda, TDK Yazim Kilavuzu esas alinir.

7. http://dergipark.gov.tr/ijls sitesinde olan sistemimize yazarlarin iiye olup,

calismalarini sisteme yiiklemesi gereklidir.
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INTERNATIONAL JOURNAL OF LEADERSHIP STUDIES:
INFORMATION ABOUT THEORY AND PRACTICE

1. The Journal of International Leadership Studies: Theory and Practice is a
blind peer-reviewed and scientific journal which is published once in four

months, three times a year.

2. It publishes the original papers and book presentations with the quality to
contribute to the management and leadership area as well as seminars,

conferences and symposiums evaluations.

3. Articles must not have been previously published elsewhere or promised

elsewhere.

4. Articles can be sent in contemporary Turkish or English.

5. The editorial board decides which articles will be published in the journal

according to the referee reports.

6. In writing, the TDK Writing Guide is taken as a basis except for some special

cases.

7.The authors are required to Dbe members of the system at

http://dergipark.gov.tr/ijls, and upload their studies to the system.



Prof. Dr.
Prof. Dr.
Prof. Dr.
Prof. Dr.

DANISMA KURULU / ADVISORY BOARD

Gediz AKDENIZ
Cengiz ANIK
Cemal ATAKAN
Hiiseyin BAGCI

Prof. Dr. Ugur BERBEROGLU

Prof. Dr.
Prof. Dr.
Prof. Dr.
Prof. Dr.
Prof. Dr.
Prof. Dr.
Prof. Dr.
Prof. Dr.
Prof. Dr.
Prof. Dr.
Prof. Dr.
Prof. Dr.
Prof. Dr.

Purnima Mehta BHATT

Sabri CELIK

Murat Ali DULUPCU

Manuel Alberto M. FERREIRA
Salih GUNEY

Saduman KAPUSUZOGLU
Kaliyabanu KERTAYEVA
Elife Dogan KILIC

Nayil KILIC

Zhumabekova Fatima NIYAZBEKOVNA
Murat OKCU
Emine ORHANER
Mehmet OZBAS

Prof. Dr. Kiirsat OZDASLI

Prof. Dr.
Prof. Dr.
Prof. Dr.
Prof. Dr.
Prof. Dr.
Assoc.
Assoc.
Assoc.
Assoc.
Assoc.
Assoc.
Assoc.
Assoc.
AssoC.
Assoc.
Assoc.
Assoc.
Assoc.
Assoc.
AssoC.
Assoc.
Assoc.

Zekai OZTURK

Kadisha SHALGYNBAYEVA
Oktay TANRISEVER

Ercan YILMAZ

Mehmet YILMAZ

Prof. Dr.
Prof. Dr.
Prof. Dr.
Prof. Dr.
Prof. Dr.
Prof. Dr.
Prof. Dr.
Prof. Dr.
Prof. Dr.
Prof. Dr.
Prof. Dr.
Prof. Dr.
Prof. Dr.
Prof. Dr.
Prof. Dr.
Prof. Dr.
Prof. Dr.

Sait AKBASLI
Yakup ALBAYRAK
Wassim ALOULOU
Murat BEYAZYUZ
Gandolfo DOMINICI
Cevdet EPCACAN
Mutlu ER
Niyazi ERDOGAN
Max Florian HERTSCH
Derya KARA

Ridvan KUCUKALI
[lknur MAYA
Mehmet Cem SAHIN
[lknur SENTURK
Luis TOME

Binali TUNC

Liitfi UREDI

Asst. Prof. Akbar Rahimi ALISHAH
Asst. Prof. Dr. Firat Kiyas BIREL
Asst. Prof. Dr. Fatma COBANOGLU
Asst. Prof. Dr. Caglar DOGRU

Istanbul University

Marmara University

Ankara University

METU

Ankara Oncology Education and Research Hospital
Hood College Frederick MD

Gazi University

Suleyman Demirel University

SCTE-IUL

Istanbul Aydin University

Hacettepe University

The L.N. Gumilyov Eurasian National University
Istanbul University

Istanbul University

The L.N. Gumilyov Eurasian National University
Suleyman Demirel University

Ankara Haci Bayram Veli University

Erzincan University

Mehmet Akif Ersoy University

Ankara Haci Bayram Veli University

The L.N. Gumilyov Eurasian National University
METU

Necmettin Erbakan University

Ankara University

Hacettepe University

Namik Kemal University

Al-Imam Muhammed Ibn Saud Islamic University
Namik Kemal University

University of Palermo

Siirt University

Hacettepe University

Ufuk University

Hacettepe University

Haci Bayram Veli University

Atatiirk University

Canakkale University

Ankara University

Eskisehir Osmangazi University

Universidade Autonoma de Lisboa

Mersin University

Mersin University

Aydin University

Dicle University

Pamukkale University

Ufuk University

iv



Asst.
Asst.
Asst.
Asst.
Asst.
Asst.
Asst.
Asst.
Asst.
Asst.

Prof. Dr. Yusuf ESMER

Prof. Dr. Arzu GULER

Prof. Dr. Mehmet Ali HAMEDOGLU
Prof. Dr. Selim KANAT

Prof. Dr. Nuray KISA

Prof. Dr. Melek KORUKCU

Prof. Dr. Esme OZDASLI

Prof. Dr. Halil Ibrahim OZMEN

Prof. Dr. Nihan POTAS

Prof. Dr. Nilanjan RAY

Dr. Mina ABBASIYANNEJAD
Dr. Sefa IDRISOGLU

Dr. Yahya MAHAMADU

Dr. Nilay Basar NEYISCI,

Dr. Segil Dayioglu OCAL

Dr. Gamze OZCAN

Dr. inci OZTURK

Dr. Joan Pere PLAZA

Dr. Selguk TURAN
Dr. Nursel YARDIBI

Bayburt University

Adnan Menderes University

Sakarya University

Slleyman Demirel University

Nigde Omer Halis Demir University
Nigde Omer Halis Demir University
Mehmet Akif Ersoy University
Suleyman Demirel University

Haci Bayram Veli University
Adamas University, West Bengal
UPM

Central Bank of the Turkish Republic
Universite Franco Arabe Attadamoun
Hacettepe University

Hacettepe University

Republic of Turkey Ministry of National Education
Ankara University

Escola Superior de Comerg InternacionalUniversitat Pompeu
Fabra

Republic of Turkey Ministry of National Education
International Science Association



2. CiLT 2. SAYININ HAKEMLERI / REVIEWERS OF 25T VOLUME 25T ISSUE

Prof. Dr. Ali BALCI

Ankara University

Prof. Dr. Mehmet OZBAS

Erzincan University

Assoc. Prof. Dr. Sait AKBASLI

Hacettepe University

Assoc. Prof. Dr. Liitfi UREDI

Mersin University

Asst. Prof. Dr. Caglar DOGRU

Ufuk University

Asst. Prof. Dr. Miiro FAROOQ

Islamic University in Uganda

Asst. Prof. Dr. Nuray KISA

Nigde Omer Halis Demir University

Asst. Prof. Dr. Nedim OZDEMIR

Karamanoglu Mehmetbey University

Asst. Prof. Dr. Nihan POTAS

Haci Bayram Veli University

Dr. inci OZTURK

Ankara University

Dr. Nursel YARDIBI

International Science Association

vi



ICINDEKILER / CONTENTS

Ogretmen Goriisleri Dogrultusunda Lider Okul Yoéneticilerinin Yeterlikleri

Competencies of School Managers as a Leader According to Teachers' Views

Sait AKBASLI & OKGH DIS... ... ov.cos s oo oot e e e oo oo oee et oo e e eveere 002286

The Relationship Between Talent Management (TM), Organizational Transformation (OT)
And Organizational Health (OH) Among Ugandan Universities

Miiro FAROOQ... ... ..o oo ettt e e e e e et e et e e e e e e et e e e ae aee eeeeee eeeee s neee 2. 103

The Perceived Impact of Ethical Leadership on Employees’ Burnout Feeling and Intention to
Quit
Dilsah ERTOP ..........ccooo oot et e et e et e e et et e ettt eee eee e it eee eae e it eeeeee vnaeneee 200 120

Leadership Challenges Faced by Novice Teachers Working in Niger’s Primary Schools

Yahaya MAHAMADOU ... ...t oot e st et et e e e et et e e e et et e e e eae enneen e e e 141

Orgiitsel Degisim ve Orgiit Yoénetiminde Karizmatik Liderlik ve Elestirel Bir Bakis

Charismatic Leadership and Critical Overview in Organizational Change and Organization
Management

AVIZAVC .. oo oottt et et oot et ettt 22148

Vii



Bas Editor’den

Yaymn hayatina Agustos 2018 sayist ile baslayan Uluslararas1 Liderlik Calismalar1 Dergisi:
Kuram ve Uygulama’nin 1. yilin1 geride birakmanin mutlulugu igerisindeyiz. Bu siire zarfinda
cikarmis oldugumuz sayilarda liderlik ile ilgili gerek kuramsal gerek ise uygulamaya donuk
makalelere yer vermeye calistik. Ik giinkii heyecan ve mutlulukla siz degerli okuyucularimiza

dergimizin 2. Cilt 2. Sayisini sunuyoruz.

Uluslararas1 Liderlik Calismalar1 Dergisi: Kuram ve Uygulama, kor hakemlik sistemi ve hizl
degerlendirme stireciyle alanda ortaya konan bilimsel yayinlar biiyiik bir titizlikle okuyucularina
sunmaktadir. Bu hedeflerle dergimiz, 6zgiin makalelerin ve kitap tanitimlarinin yani sira

seminer, konferans ve sempozyum degerlendirmelerini de yayinlamaya devam edecektir.
Dergimizin bu sayisinda liderlik alaninda kaleme alinmis birbirinden degerli bes makale yer
almaktadir. Bu ve gelecek sayilarimizdaki makaleler ve diger ¢alismalarla birlikte dergimiz,

liderlik ve yonetim alanyazinina 6zgiin ve bilimsel katkilar sunacaktir.

Dergimiz i¢in degerli katkilarda bulunan danisma kurulu, hakem kurulu ve yazarlara tesekkiirii

bir borg biliriz.

Agustos 2019
Prof. Dr. Sefika Sule ERCETIN
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From the Editor-in-chief,

We are happy to leave behind the first year of the International Journal of Leadership Studies:
Theory and Practice, which started its publication life with the August 2018 issue. During this
period, we tried to include both theoretical and practical articles about leadership in the issues we
have published. We offer to our esteemed readers 2. Volume 2 issue of our journal with the

excitement and happiness of the first day.

International Journal of Leadership Studies: Theory and Practice presents the scientific
publications in the field with a blind refereeship system and rapid evaluation process. Our

journal will continue to publish original articles and book review.

In this issue of our journal, there are five valuable articles written in the field of leadership. Our
journal will make original and scientific contributions to the literature of leadership and

management along with articles and other studies in this and future issues.

We would like to thank the advisory board, the referee board and the authors for their valuable

contributions.

August 2019
Prof. Dr. Sefika Sule ERCETIN
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OGRETMEN GORUSLERiI DOGRULTUSUNDA LiDER OKUL
YONETICILERININ YETERLIKLERI

Sait AKBASLI*& Okan DIS?
Oz

Bu arastirma ile 6gretmen goriisleri dogrultusunda lider okul yoneticilerinde bulunmasi gereken yeterlikler
belirlenmeye g¢alisilmistir. Arastirmada nitel arastirma desenlerinden durum ¢alismasi kullanilmistir. Goriisme
formlarindan elde edilen veriler betimsel analiz yontemine gore analiz edilerek ¢dziimlenmistir. Arastirmanin
calisma grubu, 2018-2019 egitim-6gretim yilinda Erzurum merkez ilgelerinde gorevli 34 Ogretmenden
olugsmaktadir. Arastirma sonuglarina gore, lider okul yoneticilerinde bulunmasi gereken yeterlikler; kisilik
ozellikleri, yoneticilik 6zellikleri, egitim 6gretim faaliyetlerine iligkin 6zellikler ve sosyal etkinliklere iliskin
ozellikler olarak belirlenmistir. Ogretmen goriisleri dogrultusunda lider okul yoneticilerinin Kisilik dzelliklerine
iligkin; adil, anlayisl, esnek, sosyal, biitlinlestirici, demokratik ve giivenilir olma gibi 6zellikler ortaya ¢ikmustir.
Yoneticilik 6zelliklerine iliskin; liderlik, kararli, liyakat sahibi, kriz yonetebilen, planl, isbirlik¢i, girisimci gibi
ozellikler belirlenmistir. Egitim 6gretim faaliyetlerine iligkin olarak lider okul yoneticilerinin; uygun kosullari
saglayan, mesleki gelisime Oonem veren, yol gosterici, denetim yapan, yeniliklere agik, okul aile igbirligini
saglayan kigiler olmas1 gerektigi ortaya ¢ikmustir. Sosyal etkinlik faaliyetlerine iligkin ise okul ydneticilerinin;
girisken ve cesur, rol model olan, koordinasyonu saglayabilen, destek verici ve tesvik edici, sosyal-sanatsal ve
spor faaliyetleri diizenleyen kisiler olmasi1 gerektigi belirlenmistir.

Anahtar Kelimeler: Lider, Yo6netim, Okul yoneticisi.

Competencies of School Managers as a Leader According to Teachers' Views
Abstract

In this study, it is tried to determine the competencies that the school managers as a leader should have according
to teachers. Case study, one of the qualitative research designs, was used in the study. The data obtained from the
interview protocols were analyzed according to the descriptive analysis method. The study group consisted of 34
teachers working in the central districts of Erzurum province in the 2018-2019 academic year. According to the
results of the study, the competencies that the school managers as a leader should have are personality traits,
management traits, traits related to educational activities and traits related to social activities. According to the
teachers' opinions, it was determined that school managers as a leader should have traits such as being fair,
understanding, flexible, social, integrative, democratic and reliable. Regarding management traits; characteristics
such as leadership, determined, capable, gamesman, planned, collaborative and entrepreneur were determined. It
was found out that the school manager as a leader should be the one who provides appropriate conditions, gives
importance to professional development, guides, supervises, is open to innovations, and provides school-family
cooperation related to educational activities. Regarding social activity activities, it was determined that school
managers should be enterprising, brave, role model, coordinating, supportive and encouraging, organizing social-
artistic and sports activities.

Keywords: Leader, Management, School manager.

! Dog. Dr., Hacettepe Universitesi, Egitim Fakiiltesi, e-posta: sakbasli@gmail.com
2 Dr. Ogrencisi, Hacettepe Universitesi, Egitim Y®6netimi Ana Bilim Dal1. e-posta: okandis25@gmail.com
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Ogretmen Gériisleri Dogrultusunda Lider Okul Yoneticilerinin Yeterlikleri
Sait AKBASLI & Okan DIS

Giris

Egitim bir toplumun sahip oldugu insani, yeniden insa ederek gelecegini kontrol etme
girisimidir. Toplumsal bir oOrgiitsel faaliyet olan egitimin formal oOrgiitii okuldur (Aydmn, 2000).
Orgiitsel etkililigi saglayarak yonetsel basarrya ulasmak isteyen bir yonetici, orgiitte insan iliskilerini
iyi yonetmek zorundadir. Orgiit, bir insan iliskileri agidir (Basaran, 1992). Agikalin (1994) cagdas
okul yoneticisini; kapsamli insan bilgisine ulagmus, etkili iletisim becerisine sahip, liderlik 6zellikleri
baskin, anadilini dogru ve giizel kullanabilen, felsefe, mantik, uygarlik tarihi okumus, iletisim
teknolojisine hakim, beden ve ruh yoniinden saglikli ve egitime inanmis bireyler olarak tanimlamigtir.

Okul yoneticisi, liderlik davraniglar1 sergilemeli ve ¢alisanlarini etkileyebilmelidir. Boylece
onlar1 harekete gecirerek daha etkili sonuclar elde edebilir (Akbasli, 2018). Okul yoneticisi, bazi
liderlik davraniglari ile okulun ¢iktilar1 tizerinde dogrudan etkili olabilir. Okul yoneticisinin okuldaki
egitim-O0gretim siirecine dogrudan katilmasi, smiflar1 ziyaret etmesi, 0gretimi yakindan izlemesi,
denetlemesi, dgrencilerle birebir veya grup halinde karsilikli etkilesimde bulunmasi gibi davraniglari
okul ciktilar1 tizerinde etkili olabilir (Sigsman, 2012). Yoneticinin orgiitteki asil gorevi, ¢alisanlarin
yetenegini ve potansiyelini 6rgiit lehine a¢iga ¢ikarmaktir. Bunu yaparken motivasyon, 6nemli bir arag
olarak karsimiza c¢ikmaktadir (Yilmazer ve Eroglu, 2008). Bir calisanin motivasyonu, caligsma
ortaminda ve yoneticileriyle yasadigi deneyimlerden olumlu veya olumsuz sekilde etkilenmektedir
(Gilley, Gilley ve McMillan, 2009). Y6netim bilincine sahip bir yonetici ¢alisanlarin1 motive ederken,
caligsanlarinin ihtiyaglarii ve bireysel amaclarini ¢ok iyi anlamali ve tanimlamalidir. Calisanlarin
verimliligini artirabilmek igin gercek¢i hedefler ortaya koymali, bu hedefleri miimkiinse caliganlarla
birlikte belirlemelidir. Hedefe giden yolda, ¢alisanlarini yonlendirici olmalidir. Calisanlarini
desteklemeli, basarty1 her zaman 6vgiiyle ve 6diille kargilamalidir. Giiclinii ¢alisanlarinin tizerinde bir
baski araci olarak kullanmamali, ¢alisanlart ile birlikte hareket ederek grubunun giiciinii mutlak isler
hale getirmelidir (Dogani, 2010).

Egitim orgiitlerinin 6nemli bir bolimiint olusturan okullar, 6grenme ile ilgilidir ve okullar
dgrencilere ve toplum iiyelerine hizmet etmek igin vardir. Ogrenme, bireylerin gelisimleri agisindan
onemlidir. Insanlar, giiven ve cesaret ile gelisir. Liderlik bir kisi tarafindan baskalarina uygulanan
sosyal bir etki siirecini yansitmaktadir. Liderlik istenen amaglara ulasilmasina yol acan, okul igin bir
vizyon olusturulmasinda bagkalarina ilham vermeyi ve onlar1 desteklemeyi igeren bir etki siirecidir.
Basarili okul yoneticileri gérev yaptiklart okullart i¢in kisisel ve mesleki degerlerine uygun amaglar
belirler ve ¢alisanlar1 bu amagclarin gergeklestirilmesi i¢in harekete gecirirler. Okulun felsefesi, yapisi
ve faaliyetleri ise bu amaclarin gergeklestirilmesine yoneliktir. Liderler bagkalarinin amagclarini,
motivasyonlarini ve eylemlerini sekillendiren kisilerdir. Yonetim ise, okul politikalarinin ve okul
faaliyetlerinin verimli ve etkili bir sekilde siirdiirtilmesidir. Okullarin basarili olmasi i¢in hem liderlik
hem de yonetim gereklidir. Okul yoneticileri ¢alisanlarin karar siirecine katilimini saglamalidir. Bu
sekilde belirlenen kararlara bagliligin artmasi saglanabilir (Bush ve Glover, 2003). Etkili okul liderleri,
caliganlar1 cesaretlendirmeli ve motive etmelidir. Okul iginde c¢alisanlara rol model olmali ve
davranislar ile onlar etkilemelidir. Okul ¢aliganlar1 arasinda tarafsiz olmali ve adaletli davranmalidir.
Ayni zamanda eksiklikleri belirleyerek bunlarin giderilmesi konusunda gaba gdstermelidir. Liderlik
vizyon ile ilgilidir. Okulun gelecekte hangi noktada olmasi konusunda fikir sahibi olmaktir. Lider bu
dogrultuda insan kaynaklarinin yeteneklerini iyi bir sekilde tanimali ve bunlar gelistirmenin yollarim
aramalidir (Harris, Day ve Hadfield, 2003). Liderlik okul etkililiginde kilit bir faktor olarak
goriilmektedir. Okullarmn etkililiginin artirllmasinda ve gelisiminin saglanmasinda liderligin kilit bir
rol oynadigir goriilmektedir. Bu durum hem bireysel olarak hem de toplumsal olarak okul
yoneticilerine verilen roliin 6neminde carpici bir biiylime saglamistir. Bu sayede okul liderligine
yonelik yaklagimlar gelistirilmistir (Hallinger ve Huber, 2012; Southworth ve Quesnay, 2005). Okul
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liderleri, calisan motivasyonu, baglilik ve ¢aligma kosullan {izerindeki etkileriyle giiclii 6gretme ve
ogrenme ortamlart gelistirir (Leithwood, Harris ve Hopkins, 2008). Etkili okul yoneticileri elestirileri
sogukkanlilikla kabul edebilirler. Tartismaya girmez, seslerini yiikseltmez, kigkirtici sekilde karsilik
vermezler. Etkili okul yoneticileri herkesin kendi kararlarina katilmasinin ancak bir hayal oldugunu
bilirler ve makul nedenlerle kabul edilemeyecek fikirleri karsi tarafa aktarirlar (McEwan, 2018). Etkili
okulun yoneticisi, Ogretmenlerin ihtiyag duydugu kaynaklarin saglanmasma Onciiliikk etmekte,
Ogretmenlerle siirekli iletisim halinde olmakta, onlar igin iyi bir rol ve davranig modeli
olusturmaktadir. Ogretmenler arasinda bilginin yayilmasina ve paylasilmasina onciiliik etmekte, onlari
yenilik yapma ve risk alma konusunda tesvik etmektedir. Etkili okullarda okul yonetiminin, aile ve
toplumla 1iyi iligkiler i¢inde oldugu, onlarin okula katilim ve destegini sagladigi belirlenmistir. Okul
yoneticilerinin rollerinden biri, kaynak saglayiciliktir. Burada kaynak, okulun basta insan kaynagi
olmak iizere, materyal, zaman, program gibi girdilerini ifade etmektedir (Sigman, 2012).

Tiim ydnetim siireclerinde iletisim 6nemli bir rol oynamaktadir. Iletisim emirlerin,
enformasyonun, diisiincelerin, agiklamalarin ve sorularin bireyden bireye ve gruptan gruba aktarilma,
iletilme sdrecidir. Bireyler arasi bir etkilesimi ifade etmektedir (Aydin, 2000). Bulunduklar1 ve
alistiklar1 konumlar nedeniyle astlariyla sicak iligkiler kuramayan liderler; ¢alisanlarin kendileriyle
problem ve &neriler hakkinda konusamamalarina neden olabilirler (Bildik, 2009). iletisim, okulda var
olan planlama, organize etme, is béliimii yapma, yonlendirme, is birligi ve raporlama gibi siireglerin
cogu ile baglantilidir. Orgiitsel iletisimin amaci, hedefe ulasmada gerekli olan bilgi aktarimimi
saglamaktir (Lunenburg ve Ornstein, 2013). Okul yoneticisi, Ogretmenlerle birlikte diisiinmek,
planlamak ve paylagmak i¢in firsatlar olusturmali, her tiirlii Onerilere agik olmali, gerektiginde
diisiincelerini degistirmekten c¢ekinmemelidir (Sisman, 2004). Okul yoneticisi, okulun vizyonuna
uygun 0zel bir biling ve anlayisa sahip olmalidir. Bu biling ve anlayisla okulda ¢alisan biitiin 6gretim
kadrosunun ve diger personelin yaratici gliglerini harekete gecirebilmelidir (Erdogan, 2000).

Bir toplumda egitim asla statik bir yapida olamaz. Diisiinceler, stratejiler ve inanglar siirekli
olarak degigsmektedir. Okul yoneticisi, degisen toplum yapisina uyum saglamak zorundadir. Toplumun
beklentilerini karsilayamayan bir okulun etkili olmasi mimkiin degildir. Etkili okul ydneticileri,
kaynaklar etkili bir sekilde kullanarak, dgretimin etkililigini artirmay1 ve &grenci basarisini en iist
diizeye ¢ikarmay1 amagclar (Celik, 2000). Egitim sadece okulda gergeklesen bir siire¢ degildir. Okulun
disinda aile de, iyi bir egitimin gerceklesmesinde énemli rol oynar. Aile, ¢gocugun egitiminde okulun
disindaki en etkili ¢evredir. Bu nedenle egitim agisindan okul ile aile arasinda saglam bir iligkinin
kurulmas1 6nemli bir gerekliliktir. Saglikli bir egitim ve Ogretimin ger¢eklesmesi i¢in 6gretmen ve
anne-baba iligkisinin gelistirilmesi gerekmektedir. Okul ve aile, cocugun yetistirilip hayata
kazandirilmasi konusunda ayni sonuglar1 almaya ¢alisan iki kurumdur. Dolayisiyla birbiriyle etkilesim
icinde olmalarindan dogal bir sey olamaz. Etkili bir okul aile iligkisinin gelistirilmesi ile egitim ve
ogretim etkinlikleri zenginlestirilir (Erdogan, 2000). Ozellikle okul yoneticiligi yetkilerinden gok
etkilerin agir bastig1 bir alandir. Okul yoneticisi liderden Once isttiir ve {stlilk imajindan liderlik
imajima girebilmesi gilic olmakla birlikte bazi yollarla saglanabilir. Bunlardan birincisi, egitim
girisiminin temel deger ve ideallerini benimsemesi ve bunlari davranisa g¢evirebilmesidir. Bireyin
degeri, isbirliginin énemi, okulun verimi, 6grencinin gelismesi gibi bazi idealler okul yoneticisinin
liderlik gorevlerinden bazilarim belirler. Ikincisi, okulun amaglari ile iiyelerinin gereksinmelerini bir
dengede tutabilecek kadar 6rgiitcii ve yonetici olabilmesidir. Uglinciisii ise, okulunda ahenkli insan
iligkilerinin kuruldugu ve isledigi bir hava olusturabilmesidir. Lider y6netici amacina ulasmada ast-list
ve ayni diizeydekilerle ve okul oOrgiitiinii etkileyen yakin ve genel ¢evredeki diger kisilerle iletisim
kurmada, digerlerini motive etmede, yetistirmede, gelistirmede, etkilemede beseri bilgi ve yetenege
sahip olmalidir (Ilgar, 2005).
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Yontem

Arastirma Modeli

Bu calismada nitel arastirma desenlerinden durum c¢alismasi kullanilmistir. Nitel arastirma,
gozlem, gorlisme ve dokiiman analizi gibi nitel veri toplama yontemlerinin kullanildigi, algilarin ve
olaylarin dogal ortamda gergekgi ve biitiinciil bir bigimde ortaya konmasina y6nelik nitel bir strecin
izlendigi aragtirma tiirii olarak tanimlanmaktadir (Yildirim ve Simsek, 2013). Calismada, lider okul
yoneticilerinin 6zellikleri, 6gretmenlerin gorislerine dayali olarak ortaya konulmaya ¢aligilmistir.

Calisma Grubu

Aragtirmanin ¢alisma grubu, 2018-2019 egitim-6gretim yilinda Erzurum merkez ilgelerinde
gorevli 18 simif 6gretmeni ve 16 brang/dal 6gretmeninden olmak iizere toplamda 34 6gretmenden
olugmaktadir. Arastirmanin ¢alisma grubu, amagli 6rnekleme yontemlerinden maksimum cesitlilik
orneklem teknigi ile belirlenmistir. Maksimum c¢esitlilik 6rnekleme stratejisinde, evrende incelenen
problemle ilgili olarak kendi iginde benzesik farkli durumlarin belirlenerek ¢aligmanin bu durumlar
iizerinde yapilmasi saglanir (Biylikoztiirk, Kilig, Akgiin, Karadeniz ve Demirel, 2008). Arastirma
kapsaminda 6gretmenlerin calistiklar1 okullar ziyaret edilerek 6gretmenlerle goniilliiliik ilkesine dayali
olarak goriismeler gerceklestirilmistir. Arastirmaya katilan 6gretmenlerin bazi demografik 6zellikleri
sOyledir: Goriisme yapilan 6gretmenlerin 21°1 erkek, 13’1 ise kadindir. Egitim durumlari agisindan
katilime1 6gretmenlerin 22’si lisans, 12’si ise yliksek lisans mezunudur. Mesleki kidem bakimindan ise
katilimcilarin 14’4 6-10 yil, 12°si 11-15 yi1l ve 8’i de 16 yil ve iistii bir kideme sahiptir.

Verilerin Toplanmasi

Aragtirmanin verileri, arastirmacilar tarafindan gelistirilen yar1 yapilandirilmig goriisme formu
ile toplanmigtir. Bu form, agiklik ve anlagilirlik acisindan alan bilgisi uzmanlariin goriiglerine
sunulduktan sonra son seklini almigtir. Goriisme yapilmadan once 6gretmenlere calismanin amaci ve
onemi hakkinda bilgi verilmistir. Goniilliiliik esas alinarak yapilan gorismeler 6gretmenlerin uygun
olduklar1 zamanlarda yapilmistir. Gorlismeler esnasinda ilgili yerlerde sonda sorular ile goriismeler
detaylandirilmistir. Gorligme esnasinda verilen yanitlar goériisme formlaria kayit edilmistir.

Verilerin Analizi

Arastirmanin verilerin analizi siirecinde, goriisme formlarindan elde edilen veriler betimsel
analiz yontemine gore analiz edilerek ¢oziimlenmistir. Arastirma sonucunda elde edilen bulgular, tema
ve alt temalar seklinde organize edilerek sunulmustur. Arastirmada elde edilen verilere gore alt
temalarin olusturulmasi siirecinde arastirmacilar ayri ayri tiim formlari okumuslar ve yine birbirinden
bagimsiz olarak katilimcilarin lider okul yoneticilerine iligskin belirledikleri maddeleri belirli basliklar
altinda birlestirmisler ve alt temalar1 olusturmuslardir. Daha sonra bir araya gelen aragtirmacilar, farkli
temalar altinda degerlendirdikleri goriisler iizerinde tartisarak uzlasiya varmiglardir. Arastirmanin
giivenirligi, “Giivenirlik = Goriis birligi / (Goriis birligi + Goriis ayriligl) x 100” formiilii ile
belirlenmistir (Miles ve Huberman, 1994; akt. Yilmaz ve Altinkurt, 2011). Arastirmacilar arasindaki
giivenirlik oran1 % 90 olarak bulunmustur.

Ogretmenlerin goriiglerini yansitmak igin onlarin belirttigi ifadelerden dogrudan alintilar
yapilmigtir. Diger taraftan bulgular iizerinde yorumlar yapilirken etik bir gereklilik olarak 6gretmen
adaylarinin isimlerine yer verilmemis; dgretmen adaylarim temsilen O-1, O-2. seklinde kodlarin
kullanilmasi tercih edilmistir.
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Bulgular

Bu béliimde, aragtirma sonucunda elde edilen bulgular arastirmaya katilan &gretmenlerin
goriislerinden dogrudan alintilar yapilarak 6zetlenmistir.

Tablo 1. Ogretmen goriisleri dogrultusunda lider okul yoneticilerinin kigilik ozellikleri

Kodlar f
Adil 32
Guvenilir 28
Demokratik 27
Anlayish ve hosgoriilii 21
Biitlinlestirici 21
Disa doniik / sosyal 18
Esnek 18
Ozgiiveni yiiksek 18
Empati kurabilen 17
Uyumlu 17
Ozelestiriye agik 16
Sabirh 15
Kibar 14
Samimi 14
Mizah anlayisina sahip 13
Saygili 11
Ahlaki degerlere sahip 11
Giler yuzli 9
Karakterli 9
Enerjik 9
Sevecen 9
Duyarlt 7
Durist 7
Tutarh 6
Babacan 5
Tleri goriislii 5
Hitabeti gucli 5
Bariscil 4
Yardimsever 4
Fedakar 4
Yapici 2

“Okul yoneticisinin adil olmasi ve tiim Oogretmenlere egit davranmasi gerektigini
diisiiniiyorum. Ogretmenler ile olan iliskileri onlarin tarafli davranmalarina neden olmamali. Ders
programlarimin  hazirlanmasinda, siniflarin  dagiliminda, nobet giinlerinin belirlenmesinde okul
yoneticisi yakin oldugu égretmenlere karsi ayrimcilik yapmamali (O 21).”

“Okul yoneticileri okulu ¢ok kati kurallarla yonetmemeli. Calisanlarin birer insan oldugunun
farkinda olmali ve onlara karsi anlayisla yaklasmalidir. Ogretmenlerini iyi tamimali ve iyi niyet
gostergesi olarak yapilan hatalart bazen gormezden gelmelidir. Bununla birlikte 6gretmen ¢ok zor
durumda kaldiginda inisiyatif alabilmeli ve onu idare edebilmelidir (O 3).”

“Ben bir 6gretmen olarak okul yoneticisinin ahlaki degerlere onem vermesini isterim. Stirekli
degerlerden soz ediyoruz ve bu degerleri égrencilerimize kazandirmak icin ¢aba gosteriyoruz. Fakat
oncelikle bu degerlere okul ydneticilerinin ve biz dgretmenlerin sahip olmasi gerektigini
diistiniiyorum. Biz buna Ozen gosterirsek égrencilerimiz icinde rol model olabiliriz. Iste o zaman
ogrencilerimize de daha fazla katki saglayabiliviz. Bu nedenle degerler sadece sozde kalmamali
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hayata gecirilmelidir. Oncelikle okul yéneticisi de bir lider olarak égretmenlerine ve dgrencilerine
model olmalidir (O 12).”

“Ogretmenin, yapilan davramslar karsisinda okul yoneticisinin nasil bir tepki verebilecegini
bilmesi gerekir. Okul yoneticileri sayet tutarl davranislar sergiler ise 6gretmenler de yoneticinin nasil
bir tepki verebilecegini kestirebilir (O 27).”

“Egitim hayatimiz boyunca, bize insan iliskilerinde empati kurmanin ¢ok onemli oldugu
anlatildi ve bunu hayatimiza tatbik etmeye ¢alistik. Karsimizdaki insanlarin yasadiklart olaylardan
nasil etkilenebilecegini diisiindiik. Kendimizi onlarin yerine koymaya calistik. Okul yoneticileri de
esasen birer ogretmendir. Ogretmenlikten idarecilige gecmislerdir. Bu nedenle égretmenleri en iyi
anlayacak, onlarin neler diistinebileceklerini ya da neler hissedebileceklerini en iyi bilecek kisi okul
yéneticisi olmahdwr (O 30).”

“Ogretmenleri harekete gecirecek kisi okul yoneticisidir. Bu nedenle okul yoneticisinin enerjik
olmasi gerekir. Enerjisini 6gretmenlere, 6grencilere yansitmalidir. Bu durum aslinda okulun iklimini
de olumlu yonde etkileyecektir. Okul yéneticisi aktif olursa ogretmenler de bu durumdan olumlu
anlamda etkilenecek ve hedeflere ulasma yolunda daha fazla enerji harcayacaktir (O 1).”

“Okul yéneticisi kendinden emin olmalidir. Bu aslinda onun bilgisine ve deneyimine baghdir.
Alamina hakim bir yonetici kendinden emin bir sekilde islerini yiiriitebilir. Ozgiiveni yiiksek okul
yéneticilerinin égretmenlerini daha kolay bir sekilde etkileyecegini diisiiniiyorum (O 8).”

“Su an gorev yaptigim okulda iki yildwr ¢alistyorum. Bu siire¢ dhilinde okul yoneticimizin
giildiigiine hi¢ tamiklik etmedim. Siirekli ciddi bir tavir sergiliyor. Kendine has bir durusu var. Fakat
bu durum benim gergin olmama neden oluyor. Miimkiin oldugunca kendisiyle karsilasmamaya ézen
gosteriyorum ve isim olmadigi miiddetce odasina gitmiyorum. Iletisime gectigimde de kendimi hi¢
rahat hissedemiyorum. Siirekli bir tedirginlik var. Boyle olmamali. Okul yoneticileri espri yapabilme
yetenegine sahip olmalidir. Giilebilmeli ve giildiirebilmelidir. Mizah yetenegini ortaya koyabilmelidir.
Belki de giildiigiinde otoritesini kaybedecegini diisiiniiyor (O 17).”

“Okul yéneticisi yeri geldiginde okulu, 6gretmenleri, ogrencileri ve ¢alisanlar igin fedakar
olmalidir. Bazen sorumlulugu olmayan is ve islemleri yapabilmelidir. Bunu kendisine bir kiilfet olarak
gormemeli ve okulun basarisi, calisanlarin mutlulugu icin bu sorumlulugu hissetmelidir (O 34).”

“Sosyal olmak. Kigsilerin ¢evresindekilerle etkili iletisime gegebilme yetenegi. Iste bu
baglamda okul yédneticisi ¢evresindekilerle rahatca iletisime gegebilmelidir. Astlarina ve iistlerine
karsi kendini ifade edebilmelidir. Insan iliskileri kurmaktan cekinmemeli ve bu durumu avantaja
doniistiirebilmelidir (O 23).”

“Okul icinde farkh kisiliklerden, farkly yaslardan ve farkl diisiincelerden olusan bireyler
bulunmaktadwr. Farkliliklar aslinda bizim zenginligimizdir. Sayet okul yoneticisi bu biling ile hareket
eder ve ayristivict degil birlestirici olur ise bu durum paydaglarin yararina olacaktir. Bu gérev de
oncelikle okul yoneticisine aittir. Cuinkii okul ydneticisi hem bulundugu konum hem de kisilik
ozellikleri itibari ile ogretmenler iizerinde giic sahibidir. Bu giicii anlamli olarak okulun yararina

olacak sekilde kullanabilmelidir (O 5).”

“Okullar demokratik olmalidir. Okul yéneticisi geleneksel anlayistan uzak olmalidir. Bazi
okul yoneticilerinin sadece kendi diigiincelerini onemsediklerine sahit oluyor ya da bu tiir davranislar
cevremizden duyuyoruz. Okul yéneticisi demokratik olmalidir ki okulda demokratik olabilsin (O 32).”
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“Karsilikli iligkilerde giiven olduk¢a onemlidir. Okullarda karsilikly iletisimin sik¢a oldugu
mekanlardir. Oyleyse iliskiler karsilikli giivene dayanmahdir. Oyle ki ailelerin ¢ocuklarini teslim
ettikleri bu kurumlarin giiven zedeleyici hareketlerden uzak olmasi gerekir. Bu anlamda okul
yéneticileri de giivenilir olmalidir (O 14).”

“Bazi okul yoneticileri, iiziilerek ifade ediyorum ki her seyin en iyisini ve en dogrusunu
kendilerinin bildiklerini diistiniirler. Sizin séyledikleriniz kendi fikirleriyle ortismiiyorsa kesinlikle
yanlis olan sizsinizdir. Elestiriyi asla kabul etmezler. Eger gelismek istiyorsak elestiriye acik olmak
zorundayiz. Bu nedenle bence lider okul yoneticisi elestiriye agik olmali ve dahasi oOzelestiri
yapabilmelidir (O 19).”

“Okul yoneticileri ¢evresindekilere karst samimi olmalidir. Onlara deger vermeli ve yapmacik
davramglardan uzak kalmalidir. Icinden geldigi gibi davranmali ve dogal olmalidir (O 7).”

Tablo 2. Ogretmen gériigleri dogrultusunda lider okul yoneticilerinin yoneticilik ézellikleri

Kodlar f
Lider 30
Liyakat sahibi 29
Kararli 27
Planli ve programl 27
Isbirlikgi 21
Kriz yonetebilen 19
Girigimci 19
Vizyon sahibi 18
Iletisim yeterligine sahip 16
Sorumluluk sahibi 15
Sorun ¢6zme becerilerine sahip 15
Karar siirecine katilim1 saglayan 15
Motive edici ve harekete gegiren 14
Bilgili 13
Karizmatik 13
Ogretmenlerin ihtiyaclarmni bilen 11
Odullendirici 11
Ogretmenlerini gozeten 9
Alanindaki degisiklikleri takip eden 7
Ogretmenlerine deger veren 7
Heyecanli 7
Inisiyatif alabilen 5
Ogretmenleri destekleyen 5
Astlarinin 6niinde giden ve onlara hizmet eden 4
Disiplinli 4
Teknolojiye hakim 4
Kamu yararini gozeten 3
Entelektuel 1

“Iletisim olduk¢ca énemli bir kavram. Duygu ve diisiincelerimizi iletisim sayesinde karsi tarafa
aktarabiliyoruz. Okul yoneticisi de iletisim sayesinde bilgi aktarimmni gerceklestirebiliyor.
Osretmenler ve ogrencileri ile ne kadar etkili iletisim kurabilirse koordinasyonun saglanmasi o kadar
kolay olacaktir. Neler yapilmasi gerektigini, nasil bir yol izlenecegini ve nelerin gergeklestirildigini
iletisim yoluyla ¢evresindekilere iletebilir. Bu nedenle okul yéneticisi iletisim yetenegine sahip olmall
ve bu konuda kendini egitmelidir (O 25).”
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“Okul yoneticisi sorumluluklarimin farkinda olmall ve bu sorumluluklarini zamaninda yerine
getirmelidir. Aksi takdirde islerin aksamasina sebep olabilir. Vurdumduymaz olmamali ve gorev
bilinciyle hareket etmelidir (O 11).”

“Hayatimizin her asamasinda sorunlarla karsilastyoruz. Sorunlari gormezden gelmek yanlis
bir yaklasim olacaktir. Yoneticiler de bunun farkinda olmali. Bu nedenle okul yoneticileri sorunlart
belirlemeli, nedenlerini tespit etmeli ve sorunun ¢ozimu igin yapabileceklerini gdzden gegirmelidir.
Sorunlar gérmezden gelinirse kartopu gibi biiyiiyerek altindan ¢ikilmaz bir hal alabilir. Bunun igin
lider okul yoneticisi sorun ¢ozme becerisine sahip olmalidir (O 2).”

“Okul yoneticileri kesinlikle alanlarinda uzman olmalidir. Bilgisi ve deneyimi olan kisiler
yonetim kadrolarinda yer almalidir. Tabi ki bunun icin yonetici se¢im siirecinin iyi bir sekilde
belirlenmesi ve bir yol haritas: ¢ikarilmast gerekmektedir. Bu noktada yoneticilik ehli kisilere
verilmelidir. Yoneticilik segcimleri objektif olmall ve herkesin kabul edebilecegi, saygi duyabilecegi
liyakat sahibi kisiler yonetici olmalidwr. Bu alanda egitim gormiis, lisanstistii egitim almis kigilere
oncelik verilmelidir(O 33).”

“Kisileri hedefler dogrultusunda harekete gegiren motivasyon aracglari vardr. Bunlardan
bazilart bireyin kendisinden kaynaklanir, bazilari ise baskasimn etkisiyle ortaya ¢ikar. Iste bu noktada
okul yéneticisi égretmeni giidiileyici olmalidir. Ogretmenini motive etmeli ve siirecin verimli
gecmesine katki saglamalidir. Bunun icin okul yédneticisi ogretmenlerini ¢ok iyi tanimall ve onlarin
ihtiyaglarim belirleyebilmelidir. Okul yoneticisi yaptigi etkinlikten ya da ortaya koydugu basarili bir
calismadan dolayr ogretmenine tesekkiir etmeyi bilmelidir. Maddi ve manevi araglarla ogretmenleri
amaclar dogrultusunda harekete gecirmelidir (O 29).”

“Islerin yiiriitiilmesinde plan ve programin oldukca énemli oldugunu diisiiniiyorum. Egitim
ogretim isleri de tesadiiflere bwrakilmayacak kadar onemli ve degerli. Bu nedenle lider bir okul
yoneticisi iglerini onceden hazirladigr program dahilinde, siire¢ icerisinde gerekli gordiigii
degisiklikleri yaparak siireci yonetmelidir (O 10).”

“Biz dgretmenler dgrencilerimizin kazamimlart elde etmeleri igin onlart édiillendiriyoruz.
Okul yonmeticisi de ogretmenleri oOdiillendirmeli. Bu sekilde oOgretmenler yaptiklarimin karsiliksiz
olmadigini goriir ve bu durum diger 6retmenler icin ornek teskil eder (O 13).”

“Lider okul yoneticisi vizyon sahibi olmaldwr. Vizyonu dogrultusunda hareket etmeli ve
paydaslar arasi koordinasyonu saglamalidir (O 22).”

“Okul paydaslart ile bir biitiindiir. Bu nedenle grup bilinciyle hareket edilmesi gerektigini
diigiiniiyorum. Bu gruba liderlik edecek kisi ise okul yoneticisidir. Grup igerisinde igbirligini
saglayacak oncelikli kigi okul yéneticisi olmalidir (O 16).”

“Okul yéneticisi karar siirecine 6gretmen katilimini mutlaka saglamahdur. Isin uygulayicilar
olarak ogretmenlerinin goriis ve diisiincelerini almast olduk¢a onemlidir. Sonugta alinan kararlart
hayata gegirecek, uygulayacak olanlar égretmenlerdir. Ogretmen, benimsemedigi bir kararin
uygulamasinda sorunlar yasayabilir (0 9).”

“Okul yoneticisi zaman zaman inisiyatif alabilmelidirv. Durumu degerlendirip bazen kurallarin
disina ¢ikabilmelidir (O 6).”

“Lider okul yoneticisi kamu yararim gozetmeli ve kamu mallarina ozen gostermelidir. Bu
konuda égrencileri ve 6gretmenleri gerektiginde kirict olmadan uyarmalidir (O 18).”
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“Bana gore lider okul yéneticisi karizmatik olmalidr. Kuyafetiyle, konusmasiyla,
diigiinceleriyle, davramgslariyla ogretmenleri ve dgrencileri etkileyebilmelidir. Onlart pesinden
siiriikleyebilmelidir (O 4).”

“Okul ydneticisi 6gretmeninin her zaman yaninda olmalidir. Onun destekgisi oldugunu
gostermelidir. Ogretmen sikinti yasadiginda okul yonetimi tarafindan destek goreceginin giivenini
hissetmelidir (O 31).”

“Yonetici alamindaki degisiklikleri takip etmeli, bilgisini siirekli giincellemelidir. Boylece
ogretmenlerin sorularina da rahatlikla cevap verebilir (O 26).”

“Lider okul yodneticisi makaminda oturup giiniinii televizyon karsisinda gecirmemelidir.
Okulun, ogrencilerin, ogretmenlerin hizmetinde olmalidir (O 15).”

Tablo 3.0gretmen gériisleri dogrultusunda lider okul yéneticilerinin egitim égretim faaliyetlerine iligkin
ozellikleri

Kodlar f

Fiziki sartlar1 egitim 6gretime uygun hale getirebilen 22

Ogretmenlerin mesleki gelisimlerine zemin hazirlayan 19

Ogretmenlere rehberlik eden ve rol model olan 19

Ders denetimlerini zamaninda ve usuliine uygun bir sekilde yiiriiten 17

Yeniliklere agik olan ve 6gretmenlere 6ncllik eden 14

Okul aile igbirliginin 6neminin farkinda olan 14

Ihtiyaglar belirleyen ve bu ihtiyaglar1 gideren 11

[y
[N

Egitim 6gretim etkinliklerinin planlanmasinda 6gretmenler ile isbirligi yapan

Smif olanaklarini gelistiren ve gerekli materyali saglayan

Y1l igerisinde yapilacak toplantilart amacina uygun olarak ve zamaninda gergeklestiren

Isleri kolaylastiran

Yeni yontem ve tekniklere agik

Egitim 6gretim faaliyetlerinden haberdar olan

Gerektiginde egitim 6gretim siirecine dahil olan

Ogrenci islerini takip eden ve zamaninda yapan

Ogrencilerini yakindan taniyan ve onlarla ilgilenen

Cevrenin olanaklarini taniyan ve bu olanaklardan yararlanmasini bilen

Okulu yaganabilir bir ortama doniistiiren

Egitim 6gretimde kaliteyi artiracak unsurlar1 destekleyen

Hedefleri dogrultusunda hareket eden

Insan kaynagina 6nem veren ve bunu etkili bir sekilde yonetebilen
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Cevresine katki saglayabilen

“Okul yéneticileri ogretmenlerin mesleki gelisimlerine zemin hazirlayacak girigimlerde
bulunmalidir. Yapilacak olan hizmetigi faaliyetler hakkinda ogretmenleri bilgilendirmeli ve onlar
tesvik etmelidir. Mesleki anlamda kendini gelistirmek isteyen ogretmenlere de gerekli kolayligi
saglamalidir (O 6).”

“Egitimde basariui olabilmenin onemli kosullarindan biri de fiziksel kosullarin egitim
ogretime uygun olmasidir. Binamin yapisi, okul bahgesi, siniflarin boyasi, aydinlatilmasi, isinmast gibi
kosullarin elverigli olmasi gerekmektedir. Bu sartlari saglayacak kisi okul yoneticisidir. Okulun fiziki
yapisinin egitim o6gretime engel olmamasit gerekir. Yeterince temiz olmayan, isitnmayan, aydinlik

olmayan, oyun alanlarimin olmadig1 bir okulda cok fazla verim alinamayacagini diisiiniiyorum (O
12).”
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“Okul yoneticisi 6grencilerini tanimalidir. Ogrencilerin, ailevi, saglk, psikoloji ve ekonomi
boyutlart agisindan sorunlarmmin olup olmadigimi arastirmalidr. Ve bu sorunlart gidermeye yonelik
calismalarda bulunmahdir (O 25).”

“Okulun onemli sacayaklarindan biri de ailedir. Okul, aile destegini almadan basart
saglayamaz. Okul ve aile arasindaki bagi kuracak kigi okul yéneticisidir. Okul yéneticisi okul aile
isbirligini saglamali ve okul aile birliklerini olusturmalidir. Okul aile birligi formaliteden
olusturulmamalidr. Okul ve aile siirekli isbirligi icinde olmali velilerin destegi alinmalidir. Ortak
payda cocuk oldugundan herkes iizerine diisen sorumlulugu yerine getirmelidir (O 20).”

“Lider okul yoneticisi gerektiginde egitim ogretim siirecine dahil olmahdir. Ogretmenin

yetersiz kaldigi durumlarda ona rehberlik edici, yol gésterici olmalidir. Ornek ders sunumlari ile
model olmalidir (O 17).”

“Okul yoneticilerinin dersleri denetleme yetkisi bulunmaktadir. Bu nedenle belirli araliklarla
ders denetimi yapumal, eksiklikler belirlenmeli, bu eksikliklerin ortadan kalkmasi icin uygun
coziimler tiretilmeli ve yapici elestiriler olmalidir (O 30).”

“Okul hayatin kendisidir. Bu nedenle okulda 6grencilerin ve 6gretmenlerin kaliteli zaman
gegirecekleri ortamlar olusturulmalidir. Okul kiitiiphanesiyle, oyun alanlariyla, atolyeleriyle, spor
alanlaryla,  laboratuvarlariyla  oOgrencilere,  O6gretmenlere ve velilere bu  imkdnlardan
faydalanabilecekleri bir zemin hazirlamalidir. Bu zeminin hazirlanmasinda ve kullanima
sunulmasinda okul yoneticisine onemli gorevler diismektedir (O 24).”

“Yil  igerisinde yapilacak etkinlikler — planlanmali  ve  Ogretmenler  zamaninda
bilgilendirilmelidir. Okul yoneticisi toplantiya kisa siire kala 6gretmenlere gorevi teblig etmemelidir.
Béylece yapilacak toplantilara 6gretmenlerinde hazirlikli katilimi saglanabilir.”

“Lider okul yoneticisi ¢cevrenin olanaklarinin farkinda olmalidir. Bu olanaklar: fark etmelidir
ki okula fayda saglayabilsin. Aym zamanda bulundugu cevrenin ézeliklerine uygun etkinlikler ile
cevrenin sosyo-kiiltiirel ve ekonomik kalkinmasina katki saglayabilir (O 19).”

“Okul yéneticisi okuldaki insan kaynagi eksigini gidermelidir. Bununla birlikte elindeki insan
kaynagini etkili yonetebilmelidir. Calisanlarin yeteneklerinden yararlanarak okulun basarisini artirict
etkinliklere imza atmalidir (O 28).”

“Lider okul ydneticisi okulunda neler yapdigindan haberdar olmalidir. Ogretmenlerin
etkinliklerin takip etmeli ve gerekli déniitleri vermelidir (O 1).”

Tablo 4. Ogretmen goriisleri dogrultusunda lider okul yéneticilerinin sosyal etkinlik faaliyetlerine iliskin
ozellikleri

Kodlar f
Girigken ve cesur 24
Cevresindekileri cesaretlendiren 23
Tgililer arasinda koordinasyonu saglayabilen 21
Destek verici ve tesvik edici olan 20
Gezi, tiyatro, sinema gibi etkinlikler diizenleyen 19
Sosyal etkinlikler i¢in zaman ve kaynak ayiran 19
Imkan ve olanaklar1 hazirlayan 15
Ogrencilerin yeteneklerinin kesfedilmesine ve gelistirilmesine zemin hazirlayan 15
Sosyal etkinliklerin belirlenmesinde 6gretmenlerin fikirlerine saygi gosteren 14
Sanatsal faaliyetlere ve beceri gerektiren faaliyetlere duyarl 11
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Ogretmenleri ve dgrencileri ile iletisim kurmada zorlanmayan 10

Sosyal etkinlikleri motive araci olarak kullanabilen

Yonlendirici, arastirmaci ve gelistirici 6zelliklere sahip

Katilim saglayan

Zaman yonetimini etkili kullanabilen ve gerekli planlamay: yapabilen

Sosyal etkinlik ekibi olusturan

Sporsal faaliyetlere 6nem veren

Nlw ool N|©|©

Sosyal projeler gelistirebilen

“Oncelikle okul yéneticisi sosyal etkinlik ekibi olusturmalidir. Olusturulan bu ekip okul
yoneticisinin liderliginde sosyal etkinliklerin planlanmasin, duyurulmasim ve gerceklestirilmesini
saglamalidir (0 9).”

“Sosyal etkinlikler belirlenirken kesinlikle o6gretmenlerin ve d6grencilerin  goriisleri
alimmalidwr. Sosyal etkinlikler 6grencilerin gelisimine katki saglayacak, gelisim 0zelliklerine uygun,
eglenceli zaman gecirebilecekleri sekilde planlanmalidir (O 29).”

“Okul yéneticisi yapilacak sosyal etkinlikler ile ilgili ogretmenlerin ve dgrencilerin katilimin
saglamahdir (O 32).”

“Lider okul yoneticisi sosyal etkinlikler icin gerekli zamani ve kaynagi saglamalidir (O 11).”

“Okul yéneticisi sanatsal faalivetlere onem vermelidir. Ozellikle ogrencilerin yeteneklerini
ortaya ¢ikarabilecek, ilgilerini ¢ekebilecek etkinlikler gerceklestirmelidir (O 28).”

“Sosyal etkinlikler 6grencilerin olduk¢a ilgisini ¢cekmektedir. Okul yoneticileri bu durumu
avantaja gevirmeli ve bu durumu motive edici bir arag olarak kullanmalidir (O 32).”

“Okul yoneticisi farklilik olusturmalidir. Sosyal sorumluluk projeleri ile okuluna, ¢evresing,
toplumuna faydal olacak girisimlerde bulunmahdwr (O 5).”

“Ogrencilerin enerjilerini atabilecekleri sporsal faalivetler gerceklestirmelidir. Ozellikle
okulun belli donemlerinde turnuvalar yaparak tiim siniflarin katilumi saglanabilir (O 23).”

Sonuc, Tartisma ve Oneriler

Ogretmen goriisleri dogrultusunda lider okul yoneticilerinin kisilik &zelliklerine iliskin
yogunlukla; adil, guvenilir olma, demokratik, anlayisli, biitiinlestirici, sosyal ve esnek olma gibi
Ozellikler ortaya c¢ikmistir. Okul yoneticilerinin, 6gretmenler {izerinde etkili olabilmeleri igin
ogretmenlere karst mimkiin oldugunca esit yaklagmalari ve onlara karsi adaletli bir tutum
sergilemeleri  gerekmektedir. Aksi durumda Ogretmenler, okul yoneticilerinin  sozlerine
givenmeyebilir. Okul yOneticilerine karsi saygi baglaminda sorunlar yasanabilir. Bunun yani sira okul
yoneticileri 6gretmenler ile empati kurabilmeli ve onlari anlamaya caligmalidir. Okul yo6neticisi
davraniglar karsisinda 6gretmenlerin neler hissedebilecegini ya da neler diisiinebilecegini bilmelidir.
Boylece meydana ¢ikabilecek olumsuz durumlar ortadan kaldirilabilir. Okul ydneticisi, okulu demir
yumrukla yonetmemelidir. Ogretmenlerine karsi zaman zaman esnek davranmali ve kati kurallara
dayali, otokratik bir yonetim anlayisindan uzak durmalidir. Cagin gereklerine uygun bir ydnetim
anlayis1 sergileyerek hedefler dogrultusunda saglam adimlar atabilmelidir. Okul yoneticileri sosyal
olmali ve c¢evresiyle saglam iliskiler kurmalidir. Cevrenin olanaklarindan yararlanmali ve aym
zamanda bulundugu ¢evreye katki saglamalidir. Elbette saglam iliskilerin kurulmasi etkili bir iletisim
ve karsilikli giivene baglidir. Bu nedenle okul yoneticileri iletisim konusunda yeterli olmali ve egitim
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Ogretimin paydaglart arasinda isbirligini ve koordinasyonu saglayabilmelidir. Davraniglari ile
gevresine giiven duygusunu agilamalidir. Giiven duygusunun olusumunda ise samimi olmak énemli bir
etken olarak karsimiza ¢ikmaktadir. Okul ortaminda samimi bir iklimin olusturulmas: halinde, giiven
konusunda pek sorun yasanmayacaktir. Burada okul yoéneticisinin demokratik tutumlar sergilemesi,
ilgilileri karar siirecine katmasi, onlarin duygu ve diisiincelerine 6nem vermesi 6nemli bir faktordiir.
Ercetin (1997) okul yoneticilerinde aranan 6zellikleri dogru sozli, diiriist, acik fikirli, gilivenilir,
azimli, ilgili, dinamik, destekleyici, cesaretli, yaratici, makul ve sadakatli olmak; kendini kontrol
etmeyi bilmek, ileriyi gérmek ve bagimsiz olmak seklinde ifade etmistir. Okul yoneticilerinin karar
asamasinda atacagi ilk adim, okulun ydnetimi iizerinde etkili olan faktdrlerin her birini karar verici
unsur olarak gérmek ve bu diislinceyi benimsemektir. Karara katilimin engellenmesi uygulamaya karsi
olumsuz tutumlarin sergilenmesine neden olabilir. Bu nedenle okul yoneticisi, karar verme sirecinde
atilmasi1 gereken adimlari iyi bilmelidir (Bursalioglu, 2013). Karar siirecinde belirlenen amaglarin
gerceklestirilmesinde uygulayicilara Onemli isler diismektedir. Bunun i¢in uygulayicilarin
diisiincelerini almak, onlarin yaptiklari isi benimsemelerini kolaylastirabilir. Bu durum 6gretmenlerin
gidiilenmesi agisindan onem arz etmektedir. Kaya’ya gore (1991) orgitlerde etkili ydnetimi
saglayabilmek icin tiim bilgiler iletisim kanaliyla elde edilir ve ¢alisanlara aktarilir. fletisim siirecinin
var olmadig1 herhangi bir 6rgiitiin devamliligin siirdiirmesi miimkiin olmayacaktir. iletisim siirecinde
okul yoneticilerinin demokratik tutumlar sergilemesi gerekmektedir. Demokratik yonetim anlayisi ile
hareket eden yoneticilerin 6rgiit ¢alisanlarina karsi giiveni yliksektir. Bu nedenle orgutte kararlar
yonetici ile caliganlar tarafindan isbirligi igerisinde alinir (Argon ve Dilekei, 2014). Etkili iletisim,
yonetsel etkililigin ¢ok onemli bir boyutudur. iletisim yéneticilerin grup kararlar1 verme, vizyon
paylasimi, organizasyon yapisi i¢inde bireyleri ve ¢aligma gruplarim koordine etme, ¢aliganlart motive
etme ve takimlar1 yonetme gibi sorumluluklarini yerine getirmesi i¢in temel bir aragtir. Yoneticiler
fikirlerini acik ve ikna edici bir sekilde paylasabilmek ve baskalarin fikirlerini de etkili bir sekilde
dinlemek zorundadir (Bateman ve Snell, 2016).

Ogretmen goriisleri dogrultusunda, lider okul yoneticilerinin yoneticilik zelliklerine iliskin
cogunlukla; liderlik, kararli, liyakat sahibi, kriz yonetebilen, planli, isbirlik¢i, girisimci gibi 6zellikler
belirlenmistir. Ydneticilerin, liderlik 6zellikleri sergilemeleri ve grup tiyelerini pesinden siiriiklemeleri
gerekmektedir. Bu nedenle okul yoneticilerinin gelisime ve degisime acgik olmalari, yetkilerini
calisanlar1 ile paylagmalari, isbirligi icinde hareket etmeleri, tutarli davranislar sergilemeleri, elestiriye
acik olmalari, calisanlarina saygi duymalari, sorun ¢ozme yetenegine sahip olmalari, farkl
diisiincelere 6nem vermeleri gerekmektedir. Okul yoneticileri davraniglari ile 6gretmenlerine rol
model olmalidir. Ogretmenleri ile iliskilerinde icten davranmalidir. Kendini ifade edebilme yetenegi
olmali ve objektif davranmalidir. Bununla birlikte okul yoneticilerinin liyakat sahibi olmalar1 ve
bulunduklari makama hak ederek gelmeleri gerekmektedir. Aksi durumda okul yoneticilerinin
sayginliklarini kazanmalar1 zorlasacaktir. Bunun igin okul yoneticilerinin oncelikle egittim yonetimi
alaninda egitim gormeleri gerekmektedir. Okul yoneticileri planli bir sekilde hareket etmelidir.
Vizyonu ve misyonu dogrultusunda; giinliik, haftalik, aylik ve yillik planlama yapmali, bu dogrultuda
hareket etmelidir. Elbette ki degisiklikler olabilir. Fakat genel anlamda, bir planlama okul
yoneticisinin iglerini kolaylastirabilir. Bu planlama, igbirligini saglayacak sekilde olmalidir. Egitim
Ogretimin paydaslar ekip olarak hareket etmeli ve kendi aralarinda is boliimii yapabilmelidir.

Egitimin merkezinde Ogrenci vardir. Okul yonetimi, 6gretmenler ve aileler dgrencilerinin
hedefler dogrultusunda istenilen kazanimlari elde etmelerini isterler. Ortak noktalar1 6grenci olduguna
gore herkesin sorumluluklarinin farkinda olmalar ve bu sorumluluklar hassasiyetle yerine getirmeleri
gerekmektedir. Iste bu noktada okul ydneticilerine dnemli gorevler diigmektedir. Aydmn’a gore (2000),
liderlik bazen bir kisilik 6zelligi, bazen belli bir makamin niteligi, bazen de bir davranigin tiirii olarak
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olusur. Lider, zorunlu olarak grup tyeleriyle iligkilerini ytriitiir. Liderlik, lider ile grup arasinda bir
etkilesim siirecidir. Bir liderde olmas1 gereken temel 6zellikler, ortak amaca ulagmak, takim bilinciyle
hareket etmek ve bir seyi giidiileyerek gelistirmektir (Adair, 2004). Lider, insanlar1 belirlenmis
hedefler dogrultusunda harekete gegiren, karizmasi sayesinde ¢evresindekileri etkileyebilen,
kisileraras1 ve Orgiitsel sorunlara yonelik c¢oziimler iiretebilen kisidir (Davis, 1998). Okul
yoneticilerinin de liderlik 6zelliklerine sahip olmasi daha kaliteli bir egitimin olusmasina zemin
hazirlayacaktir (Celik, 2000). Okul kavraminin temelinde insan bulunmaktadir. Bu nedenle egitim
yonetiminde esas olan, yonetimin orgiitsel hedeflere ulasmasini saglamak ve egitim calisanlarinin
yasamini kolaylagtirmaktir. Bunu gerceklestirmek igin etkili yonetim bilgisi, liderlik ve iletisim
becerisi gerekmektedir. Bu niteliklere sahip yoneticilerin segilmesi, egitilmesi ve istihdam edilmeleri
onem tasimaktadir (Cemaloglu, 2005). Yoéneticilerin demokratik birer iletisim lideri olarak; insan
kaynaklari, 6grenciler ve ilgili sosyal bilesenlerle etkilesim siirecinde, yetkilerinden ¢ok etkilerini
kullanmalar1 gerekmektedir. Etkili okul yoneticilerinin, alinan kararlarin hangi yonde gerceklestigini
degerlendirmeleri ve degerlendirme sonuglari dogrultusunda gerekli diizeltmeleri yapmalari icin slireg
odakl1 bir denetim anlayisiyla hareket etmeleri gerekmektedir (Akbash ve Kavak, 2007).

Yénetim, risk tasiyan bir ¢aba ve girisim olarak karsimiza ¢ikmaktadir. Orgiit icerisinde farkli
nedenlerden dolay1 kriz yasanabilir. Bu nedenle yoneticiler, Orgltteki riskleri etkili olarak
yonetebilmelidir. Bu sayede ortaya c¢ikabilecek krizler Onlenebilir ya da en az zararla durum
atlatilabilir (Hittle ve Leonard, 2011). Etkili kriz yonetiminde esas olan kriz ortaya ¢ikmadan gerekli
planlamay1 yapmak ve bu dogrultuda hazirliklar1 tamamlamaktir. Okul yoneticilerinin de, okul kriz
yonetimi plan1 hazirlamalar1 ve ¢evresel faktorleri de g6z Oniinde tutarak gilincellemeleri
gerekmektedir. Boylece, okul yoneticisi 6rgut icin en uygun stratejileri belirleyebilir (Scott ve
Webber, 2008). Yoneticilerden beklenen, krize karsi orgiitiin hazirlikli olmasini saglamak ve krize
karst uygun yontem veya yontemleri uygulayarak en az zararla orgiitiin bir an 6nce yeniden denge
halini almasini saglamaktir (Sezgin, 2003). Ogrenen, bagimsiz, yenilikgi ve yaratic egitim drgiitlerinin
olusturulmasinin; galisan ve sorumluluk iistlenen okul liderlerine bagh olacagi bilinmelidir (Ozden,
1998).

Ogretmen goriisleri dogrultusunda, egitim ogretim faaliyetlerine iliskin olarak lider okul
yoneticilerinin ¢ogunlukla; uygun kosullar1 saglayan, mesleki gelisime onem veren, yol gosterici,
denetim yapan, yeniliklere acik, okul aile isbirligini saglayan kisiler olmalar1 gerektigi ortaya
cikmistir. Egitim dgretim faaliyetlerinin istenen hedefler dogrultusunda gergeklestirilmesi i¢in, egitim
ortaminin uygun kosullara sahip olmasi gerekmektedir. Fiziksel anlamda egitim &gretime elverisli bir
ortamda daha verimli ve Kaliteli c¢iktilarin elde edilmesi miimkiin olacaktir. Okul fiziki olarak
ogrencilerin 6zelliklerine uygun ve onlarin ihtiyaglarini karsilayabilecek nitelikte olmalidir. Etkili bir
okul yoneticisi, gevrenin olanaklarindan yararlanarak, sosyal ¢evrenin de katkilarini ise katarak uygun
ortamin saglanmasi yoniinde gereken cabayr gostermek zorundadir. Egitim &6gretim siirecinde
Ogretmenlerin mesleki anlamda kendilerini gilincellemeleri ve gelistirmeleri gerekmektedir.
Alanlarinda olan degisiklikleri takip etmek ve gerekli bilgileri edinmek zorundadirlar. Ogretmen
yeterliklerinden biri de elbette alan bilgisine sahip olmaktir. Bu nedenle kendilerini gelistirmeleri
oldukc¢a dnemlidir. Okul yoneticisi, 6gretmenin mesleki anlamda kendini gelistirmesi i¢in yonlendirme
yapmali, yapilacak hizmeti¢i egitimler hakkinda &gretmenleri bilgilendirmeli ve Ogretmenlerine
gereken kolayligi saglamalidir. Okul yoneticileri 6gretmenlerini bu baglamda cesaretlendirmelidir.
Okul iginde ziimreler arasi isbirligi saglayarak 6gretmenler arasinda koordinasyonu saglayabilmelidir.
Birlikte hareket eden, deneyimlerini birbiriyle paylasan 6gretmenler dgrencilerine daha fazla katki
saglayabilir. Okul yoneticileri egitim Ogretim faaliyetleri esnasinda ortaya ¢ikan aksakliklari tespit
etmek ve gidermek icin denetim mekanizmasini etkili bir sekilde caligtirmalidir. Burada amag

98



Ogretmen Gériisleri Dogrultusunda Lider Okul Yoneticilerinin Yeterlikleri
Sait AKBASLI & Okan DIS

Ogretmenlerin hatalarim1 ortaya koyarak onlari rencide etmek olmamalidir. Elestiriler, 6gretmenlerin
gelisimine katki saglayacak sekilde olmalidir. Okul yoéneticileri denetim esnasinda ve sonrasinda
gerekli dondtleri vererek 6gretmenleri bilgilendirmelidir. Bunun yani sira okul yoneticileri, okul aile
isbirligini saglamalidir. Okul aile igbirligini kuvvetlendirecek uygulamalara ve iletigsim araglarina karar
vermelidir. iletisim engellerini ortadan kaldirmak icin iletisim becerilerini gelistirmelidir.

Ogrencilerin saglikl1 bir bigimde biiyiimesi topluma yararli bagimsiz bir yetiskin olmasi onlara
erken yastan itibaren saglanan imkanlarla miimkiin olabilir. Bu nedenle okul yoneticilerinin
ogrencilerin gelisim ozelliklerini bilmeleri ve O6zelliklerine uygun egitim ortamlari hazirlamalar
gerekir (Kilig, 2008). Bunun yani sira okul yoneticileri 6gretmenlerin mesleki gelisimlerini goz ardi
etmemelidir. Mesleki gelisim, siirekli olarak degisme ve yenilesme ihtiyacin1i dogurmaktadir.
Caliganlarin, gorev yaptiklar1 orgiite daha faydali olabilmeleri agisindan mesleki gelisimde stirekliligi
esas almak gerekir. Ayni sekilde egitim orgiitlerinde de Oncelikle okul yoneticileri ve 6gretmenler
niteliklerini artirmaya ¢aligsmalidir (Cohen ve Hill, 2000). Yoneticiler ve 6gretmenler, mesleki gelisim
yoluyla alanlarinda ilerleyebilir, kendi alanlaryla ilgili gelismeleri takip edebilir ve orgiitiin
amagclartyla uyumlu hale gelebilir (Reese, 2010). Egitim 6gretim ortaminda degerlendirme agisindan
denetim Onemlidir. Cagdas denetim anlayisi, denetimi egitim ¢alisanlarinin mesleksel gelismelerini
tesvik eden, onlar1 egiten ve degerlendiren bir sosyal siire¢ olarak goriir. Siiregte caliganlardan,
belirlenen amaglara uygun davranis gelistirmeleri beklenir. Ne var ki, ¢alisanlar gorevlerini yaparken,
yeterliklerine, bireysel egilimlerine, orgiitiin iginden ve disindan gelen etkilere gore gorevlerinin
gerektirdiginden degisik eylem ve islemlerde bulunabilirler (Basaran, 1982). Bir okulda yonetici
tarafindan denetim yapilmadan etkinliklerin basarili olan ve olmayan yonlerinin belirlenmesi zordur
(Taymaz, 2000).

Ogretmen goriisleri dogrultusunda, lider okul yéneticilerinin sosyal etkinlik faaliyetlerine
iliskin cogunlukla; girisken ve cesur, rol model olan, koordinasyonu saglayabilen, destek verici ve
tesvik edici, sosyal-sanatsal ve spor faaliyetleri diizenleyen kisiler olmalar1 gerektigi belirlenmistir.
Lider okul yoneticisi, sanata ve spora gereken 6nemi vermelidir. Ogrencilerin sanatsal ve sportif
yonden yeteneklerini ortaya ¢ikarmak ve gelistirmek igin bu baglamda farkli etkinliklere yer
vermelidir. Isin uzmanlarindan yararlanarak 6grencilerin gizil yonlerini agiga ¢ikarabilmelidir. Bu
nedenle okul yoneticileri, girisken olmali ve bu tiir faaliyetleri kendileri icgin kulfet olarak
gérmemelidir. Okul yéneticileri istekli ve heyecanli olmalidir. Ogretmenlerine bu konuda destek
vermeli ve yanlarinda oldugunu hissettirmelidir.

Okullarin en 6nemli varlik nedenlerinden biri, Ogrencilere, ihtiyag, ilgi ve yetenekleri
dogrultusunda kendilerini gergeklestirebilecekleri 6grenme imkéanlar1 ile ¢evreleri olusturmaktir. Bu
nedenle her 6grencinin; oncelikle 6znel kosullarinda taninmasi, daha sonra aile ve sosyal cevre
bilesenleri acgisindan incelenmesi, ona sunulacak egitim hizmetlerinin niteligi konusunda yoneticilere
onemli ipuglar1 saglayacaktir (Akbash ve Kavak, 2008). Ogrencilerin her birine, okul yasantilari
araciligiyla demokratik yasamin gerektirdigi sosyal beceriler kazandirilmaya ¢aligilir. Ayrica onlara,
okullarda kendilerini spor, miizik, sanat gibi alanlarda olumlu yonde gelistirebilecekleri firsatlar
sunulur. Biitlin bu etkinlikler siirecinde yoneticilerin, okulun etkin birer sosyal bileseni olarak,
ogrencilerin kendileri adina alinan kararlarda s6z sahibi olmalarina, demokratik liderlik becerileri
edinmelerine imkan saglayacak kosullari olusturmalari gerekir. Bu baglamda, okul bir laboratuvar gibi
degil, yasamin tam anlamiyla kendisi olacak sekilde, 6grencilerin kisisel gelisimlerini kolaylastiracak
temel vyeterlilik ve kurallari; Oncelikle Ogrenme yasantilart siirecinde edinmelerine yonelik
uygulamalar gelistirebilecek anlayisla yonetilir (Ozbas ve Akbasli, 2013).

99



Uluslararasi Liderlik Caligmalar1 Dergisi: Kuram ve Uygulama

International Journal of LeadershipStudies: TheoryandPractice

Arastirma sonuglarina dayali olarak su onerilerde bulunulabilir: Oncelikle okul
yoneticilerinde liyakat aranmalidir. Bu dogrultuda yoneticilerin segiminde var olan
aksakliklar belirlenebilir ve bu aksakliklar giderilebilir. Okul yoneticileri, dncelikli olarak
yonetim alaninda egitim gormiis kisilerden segilebilir. Lider yoOnetici egitimleri verilebilir.
Okul yoneticilerinin kisilik 6zellikleri onlarin yonetim siirecinde davranislar1 {izerinde etkili
olmaktadir. Okul yoneticilerinin bu baglamda okula daha yararli olabilmek i¢in bazi O6zellikleri
tasimas1 gerekmektedir. Sadece yonetici 6zellikleri sergilememeli, liderlik vasiflar1 da olmalidir. Bu
nedenle lider yoneticilerin okullarda gorev almalari halinde basar1 artabilir. Okul yoneticisi,
heyecanini kaybetmemeli ve karsilastig1 sorunlar karsisinda yilmamalidir.
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Abstract

The purpose of the study was to examine the relationship between TM and OT as predictors of OH among
universities. A sample population was chosen from six universities using simple random sampling technique .A
cross sectional survey method was employed to attain data from the 820 randomly chosen respondents. The data
was analyzed using SPSS version 22, and Amos version 22 to address the mediation and moderation causal
relationships between TM and OT and avoid the low margin of error that could result due to running the same
data many times. The findings reflected that talent management and organizational transformation are valid and
reliable predictors of organizational health and have both direct and indirect casual influence towards one
another. The mediation effect among the variables was partial since the value of Beta (0.6) was far higher than
the indirect of relationship of TM and OT multiplied together. Lastly the moderation effect of staff academic
levels among the variables that predict organizational health was statistically significant.

Keywords: Talent management, organizational transformation, organizational health.

Introduction

Organizational health indices have become a key issue in the sustainability of both workers
and organizations’ effective performance. Over the days many scholars have developed models to this
remarkable aspect of both effective and efficient performance. This facet of organizational
management can be defined as the capacity and ability of an organization to function successfully,
cope up passably with appropriate ways of effecting and growth from within and provide quality
services to the customers (Xenidis & Theocharous, 2014).

In such a hyper-dynamic and hyper-competitive environment, organizational leadership and
management must examine whether its organization is moving forward or backward to avoid standstill
and compete favorably (Guidetti, Converso, & Viotti, 2015). This is attributed to the fact that every
the other day, an organization is not only required to better its performance but also to get different by
becoming more creative, proactive so as to change the underlying fundamentals in its business strategy
(Abdul-Jalal, Toulson, & Tweed, 2013; Guidetti et al., 2015; Scott, 2013; Xenidis & Theocharous,
2014). In the era when social responsibility is more required to curb the most traumatizing situations
in in human life for instance civil wars, drought, water shortage (Miiro, 2017), university managers
need to lay strategies that can make their organizations more adaptable, innovative in nature as a core
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value, engaging and more exciting places to stay in such that the staff give students more time and
care and later reform their mindset and attitudes towards providing solutions to societal challenges
(Guidetti et al., 2015; Toner, 2014; Welbourn, 2009; Williams, 2010; Wynne-Jones et al., 2009;
Xenidis & Theocharous, 2014). Furthermore, this generation has no room for mediocrity hence
universities must utilize this change to employee talented staff to help them compete quickly and
mercilessly so as to exploit any undesirable operational weaknesses that may hinder institutional
progress (Abdul-Jalal et al., 2013; Alnagbi, 2011; Altindis, 2011; Bauer & Jenny, 2012). Meanwhile,
to build an organization that must perform better through the use of short term and thrive in long
effective performance, leaders must be willing to employee people of higher caliber in terms of
knowledge, skills and experience so as to expose their organization to better effective and efficient
performance strategies and lead to health conducive working environment (Cameron, 1978;
Campaign, 2011; Dewar et al., 2011; Farahani, Mirzamohamadi, Afsouran, & Mohammadi, 2014). In
addition, recruitment and development of employees as it is a practice of educational institutions
especially at university levels leadership should manifest to workers the ideas about the future of the
institution’s sustainability and growth such that the essential components for achieving long term
goals are integrated to harness vigorous and dynamic ways of running institutional business towards
successful change and transformation (Abdel & Majali, 2016; Ajala, 2012; Igbal, Tufail, & Lodhi,
2015; Kaplan; Norton, 1992; Keller and Price, 2010; Penava & Sehié, 2014). Moreover, for an
organization to achieve that level of performance researchers have developed many models in search
for better ways through which employ attraction and satisfaction can be addressed but still a lot
remained wanting.

Meanwhile Keller and Price, (2010) tried establishing the best ways through which
organizations can achieve better performance and health environment and hence out compete their
sister organizations in terms of quality services, employee commitment, satisfaction, management
style and customer care. They managed to come up with nine (9) dimensions through which
organizations can examine their health performance levels and lay strategies for sustainable
development and these include:

Direction, which is the scan of where the organization is heading by using employees to implement
the strategy of getting there.

Leadership, - is the ability to use character and skills to influence others to surmount an external
challenge in a simpler way and attain success in an organization.

Culture and climate, is the way organizational participants experience and make sense through shared
beliefs and values.

Accountability, is the degree at which organizational workers are aware of their designated duties with
a clear chain of command to direct and help them take responsibility of their decisions.

Coordination and control, is the ability of organization’s employees to collectively join hands and
efforts in utilization of available resources towards improved performance and avoidance of risks

Capabilities, the development and nurturing of institutional skilled and talented work force in order to
harness a strategy of effective performance and gain competitive advantage.

Motivation, is the provision of a drive that promotes employee enthusiasm, charisma and commitment
towards sustainable performance and good behavior.

External orientation, is the quality of interacting with customers and outside community to establish
their preference in terms of service and quality so as to drive more value.
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Innovation and learning, is the quality and flow of ideas from both leadership and workers so as to
boost the organization’s ability to adopt and conform to the needs of the market.

From these such dimensions it can be noticed that leadership needs to be at the center and at
the same time prepared to inspire its workers by assessing the situation under which they operate and
provide possible framework through which efforts should be dedicated towards effective performance
of an organization. Consequently organizational health can be defined as the organization’s ability to
align, execute and revise itself using standardized ways through which it win the competition against
its competitors on the market and also maintain effective performance (Aiken, Galper, & Keller, 2011;
Dewar et al., 2011; Keller & Price, 2010)

It is important to note that leadership as the core pillar of the pyramid is a key position towards
driving everyone in organization towards transformation of an organization into a conducive health
working environment it should therefore not pay lip services towards organizations strategic
development. This is because when leadership is lackadaisical in nature there is no doubt that the
critical mission of the organization will be dwindled and hence fail the entire system and its structures.
A mindful leadership will work towards a model of attracting right staff with sensitivity to time
management, reasoning and skill capable of driving staff towards the right change. It will aim at
positing skilled staff well and strategically without bias so as to move the organization towards the
desirable goals. This study adopted and adapted four subdimensions of the framework with other
construct like talent management and organizational transformation and introduces the reader to the
role of talent management towards organizational health practices.

Talent Management

Talent management concept is a cornerstone towards efficient and effective organizational
performance. It is a key to successful succession plan or any organization that works towards out
competing its competitors on the market. The goal of talent management is not only to obtain experts
but also help institution to ensure that strategies and mechanisms for nurturing, development and
growth of future leadership are favorable to achieve continuity and support of institutional mission,
vision and priorities (Riccio, 2010). Talent management practices should not be limited in scope as
many may perceive rather be, a practice that cuts across all parts of the organization to avoid
leadership vacuums (Bradley, 2016). With the opening of a war on talent by Mckinsey Company in
1997, many organizations discovered that the traditional management ways of handling of human
resources were no longer a solution to keep their employees ensconced and transform the
organizations into first class excellent performing establishments. However, it needed a process
strategy for helping the workers to be settled at their work place. This led to rigorous research with an
aim of establishing contexts that define what talent should entail for workers to perform committedly
and diligently towards organizational growth, transformation and above all create a health
environment that attract more customers and quality service. This resulted into several ways of
defining talent management (Bradley, 2016; Riccio, 2010).

From all the frameworks developed by different scholars of management, talent management
means identification of influential positions, recruitment and development of staff and at the same
time provide means for retaining them to take up positions of influence to help an organization achieve
its strategic plan of transformation and development (Rudhumbu, 2014a). It can also refer to the
general procedure of identification, recruitment, development, management and retaining employees.
Talent management furthermore, involves a number of practices with wide function ranging from
training, further studies, compensation, employee effective performance management and succession
plan. The aim of doing all the above, is to ensure that employees are happy and ready to offer their
best out of passion and commitment. Since academic staff are the core foundation of university
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existence and effective performance, this aspect and notion of university management should always
be given the utmost value as an asset that engineers institutional business towards higher steps of
ranking (Barkhuizen, Mogwere, & Schutte, 2014a). Furthermore for universities both private and
public to compete highly on the world map staff like lecturers should be developed and trained to
ranks of PhD holders so as to drive the institutions towards efficiency and effectiveness in terms of
delivering quality services to both students and the community. Meanwhile, this strategy will also
simultaneously enable an institution focus on filling its leadership gaps and address the employee
vacuum that may arise due to natural phenomenon (Miiro, Othman, Sahari, & Burhan, 2016).

Besides, talent management practices can be phrased as enabling the growth of career
advancement of staff who are highly talented and skilled in an institution through the use of the
available resources, formal procedures, processes and policies with an aim of fulfilling the vacuum
boosting staff to higher academic qualifications (Gichuhi, Gakure, & Waititu, 2014).

The Rationale for Talent Management Practices

It is conventionally agreed among different schools of thought especially in management
fields that, for an organization to achieve sustainable competitive advantage, there must exist within
itself systems and structures, the internal quality and capabilities to felicitate its strategic and
transformation health plan even though it is hard to harness and imitate. Meanwhile, human capital
development should be give the due attention in terms of remuneration packages in order to create a
health environment for teaching-learning and (Barkhuizen, Mogwere, & Schutte, 2014b; Farooq,
Othman, Sahari, & Burhan, 2016; Gichuhi et al., 2014; Kalinska, 2010b; Lis, 2013; Miiro et al., 2016)
On the other side, maintaining staff numeration across the board today among universities may not be
easy especially in developing countries like Uganda, universities need to focus on two important
positions of university structure that PhDs and professorship and give provide reasonable salary and
strategy which can settle their minds focus on development plans for their respective universities,
focusing resources on developing staff to that level will phase out the university’s dependency on staff
with one or two degrees who cannot carry out research and innovation (Rudhumbu, 2014b). In a study
done by Wilska, (2014) while focusing on the main goal of “present effective ways of talent
management in an enterprise”, found that for an organization to survive in the unpredicted turbulence
or world market, there should be ability to develop experts with research skills, ready to adopt and opt
for dynamic growth, with ability to shape up themselves with institutional requirements, be ready to
create knowledge and solution, gain experience and more skills and stand up to the requirements of
the time. It implies that for universities to survive from both internal and external challenges there is
no choice expect to move the needed standards of employing experts and talents with novelty, to speed
up work and system in unpredictability changes and complexity situations of organizational health
transformation (Mazurkiewicz, 2014). Consequently, through this approach, universities will able to
attract professors and other people of talents while at the same time phasing out lecturers who
normally depend of giving notes to students other than encouraging research due to lack of technical
skills in the field (Adharina & Latiffi, 2016; De Klerk & Stander, 2014; Kalinska, 2010a; Lambert,
2012). Equally, lectures will start to yearn for upgrading their academic level so as to fit in the
university structures standards (Kalinska, 2010b). However this process cannot take place when there
is not leadership commitment, transparency, cultural assessment and the staff’s willingness to go back
to class for training and development (Barkhuizen et al., 2014a; De Klerk & Stander, 2014; Farooq et
al., 2016; Gichuhi et al., 2014; Jaremczuk & Mazurkiewicz, 2014; Kalinska, 2010b; Lis, 2013;
Mazurkiewicz, 2014; Rudhumbu, 2014a; Wilska, 2014). Since it is important to integrate talent with
other concepts of management so as to facilitate organizational health, this study, measured talent
management using four variables in this study and these are;
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Talent identification, which is the procedure and actions of defining and discovering the skilled
manpower. This is done through attraction of right people, enthusiastic in nature and capable of being
loyal and accommodate the beliefs and values that support institutional mission and vision. In the
context of university nature, institutions are pressurized to search for talented, skilled and experienced
academicians to drive institutional future academic performance (Annakis, Dass, & Isa, 2014).

Talent development, which is the training and growth of staff into required skilled work force to boost
capacity of the available staff in an organization. Organization with clear procedures and structures
sponsor staff using the available resources with purpose of improving its performance management.

Talent culture, the focus of organizational activities towards future planned replacement of key staff
influential positions. This process is normally put in place to secure staff with loyalty, commitment
and ready for retention in order to ensure that they are prepared staff on board to improve performance
and quality services of an institution.

Talent retention, the ability of an organization to retain the out sourced and developed staff within an
organization to avoid job frustration and dissatisfaction that can lead to turnover, and this is done
through provision of a reasonable remuneration package and suitable working environment. Since
talent requires support from other parts of the institution the current study employed organizational
transformation as a mediation factor and a strategy of boosting organizational health.

Organizational Transformation

Organizational transformation is a strategy that requires mindsets, with many decisions and
actions consistent in nature geared towards changing the business model and strategy of an
organization’s performance. It is done with a purpose of assuring that there is rebranding, realignment
and repositioning of the organization from the usual business methods to new dynamics of operation
so as to fit in the demands of the time (Todnem By, 2005). Organizational transformation may also
mean the change in the usual process that is continuum in terms of continued review of the direction,
structure, systems, strategy, values, the staff capabilities, and skills to suit the changing needs of the
customer and the environment under which an organization operates (Fuda, 2009). Organizations opt
for transformation strategies with an aim of answering the radical calls attributed from the
environment under which they operate and this is done through the use of the little resources and
capabilities available while targeting bright future prospects that can facilitate the acquisition of a
health organization (Dixon, Meyer, & Day, 2010). Likewise, since higher education institutions are
places that provide the outside environment with the suitable human resources needed, they also have
to transform themselves into health organizations that they are able to attract staff of high caliber to
facilitate the teaching-learning, innovation, and solutions to the turbulent changes in the society
(Miiro, 2017). And to achieve this level of excellence there is a need to adopt and adapt the change in
performance levels for instance structures, systems, processes, staff, and norms to suit the needs of the
time and at the same time safe guard the intuition’s integrity, mission and vision (Dixon et al., 2010;
Fuda, 2009; Todnem By, 2005; Van der Voet, 2014). In the same vein, Howells, Karatas-Ozkan,
Yavuz, & Atig, (2014) state that since the environment under which universities operate has
significantly changed universities must succumb to the forces and integrate issues of globalization
education systems, international mobility and reach the staff and students in the wider market. These
forces do not only require the university’s structural governance to transform but also to suit in the
globalized market system so as to stand an advantage of existence. However these changes cannot be
addressed with strong management and leadership that is not ready to balance the logistics and provide
a wider spectrum of paradigmatic opportunities that can handle the paradoxical situational changes.
Meanwhile, for higher education institutions to achieve excellent transformation strategies, they must
integrate several frameworks that tap the government role and resources available to work together
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and address the technology and social forces of change. Moreover, this has a lot of implication on the
type of leadership and management that universities may employ. Universities require strong
leadership with both sound and open minds so as to scrutinize the best approach that their institution
must adopt without ignoring the goals of the stake holders. (Gornitzka, 1999; Ulukan, 2005).
Likewise, Stensaker, (2005) states that, higher education institutions are supposed to rebrand
themselves into health organizations. However, they should also be aware of the challenges and
difficulties brought about by this process and then utilize the theories that can enhance both
development and change while at the same time maintain their the social responsibility Moreover, in a
study done by Ferrer-Balas et al., (2008) on an international comparative analysis of sustainability
transformation across seven universities, it was found that the main barrier for transformation was the
lack of health structure to instigate staff at individual level towards change. However, at the same time
the universities had connection with the outside society and this was done through networking to
solicit for experts and funding hence nucleating change for sustainable health organizational
development. Conversely, Primeri, (2015) enumerates that among the emerging issues that universities
must opt for in order to skyrocket transformation processes are collaboration and networking with the
outside community. This kind of approach helps universities to improve on their staff positions,
research and meet market demands. Nevertheless, surviving universities in the era of funding
shortfalls, initiate a culture of investment such that they become autonomous and build capacity of
retaining skilled and talented staff whom they can lean on and facilitate the teaching-leaning and
research (Francis, 2014). From the literature pertaining to organizational transformation, the study
used four constructs to define organizational transformation based on McKinsey model of
organizational excellence developed by Waterman, Peters, and Pholips, (1980) and supported by
other studies done by (Abdel & Majali, 2016; Carlstrom & Ekman, 2012; Dewar et al., 2011;
Dubkevics, 2015; Gupta et al., 2008; Leyland, 2006; Lunenburg, 2011; Mari-Lize & Martins, 2014;
Robert , Paton, 2008; Schneider, Ehrhart, & Macey, 2013; van Donselaar, 2012) and these are;

Structure, which is the formal and informal organization’s human resource positioning to enable the
achievement of institutional motives and aspirations

System, the set of connected parts and mechanisms put in place to facilitate that achievement of the
aspirations of an organization

Shared values, the norms, beliefs and behavior that govern the employee efforts and endeavors
towards achievement of the aspirations of an organization

Strategy, the art of planning organizational activities to be achieved in a stipulated period of time.
These are usually inform of guidelines and policies put in place to drive the forces towards achieving
the mission and the vision of an organization.

Statement of the Problem

To date Ugandan universities are grappling with survival means in the era of turbulence and
excellent change that is required to make universities health educational organizations suitable for
teaching-learning, innovation and invention. However there are still challenges of finding the best
framework for initiating health organizational strategies to exist. For instance, universities experience
staff and student’s strikes, moonlighting, turnover and the like. This means that the challenges
associated with healthy working and teaching environment are not yet diagnosed or not yet well
understood and if understood the initiatives of organizational health are not yet laid down and when
understood what should be done to keep these initiatives sustainable. These universities seem either to
lack the impetus and catalyst of availing organizational health even though it is supposed to be based
on talented staff to initiate strategies to yield organizational health without fail.
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Purpose of the Study

This paper aimed at examining the relationship between talent management, organizational
transformation practices towards organizational health. It was done to bring out a better understanding
of how universities in Uganda are practicing organization health. Furthermore, the study aimed at
providing a model that can be employed to have planned Organizational health practices to yield better
performance among universities in Uganda. Furthermore, this study had to construct an integrated
model for facilitating universities towards organizational health practices and extend the findings of
previous studies. Six universities were studied in order to generate answers to following research
guestion. The main research question and conceptual framework of the study were generated from the
above literature and the study hypothesized the following.

The Hypothesized Model of the Study

Talent management construct organisational health construct

(Qrganisational transformation constrc

Figure 1. The hypothesized conceptual framework of the study

Research question

Does talent management mediated by organizational transformation influence organizational
health practices in universities?

Main research hypothesis

H1: There is a significant statistical relationship between talent management and organizational health
in relation to the mediation effect of organization transformation.

Specific hypothesizes

H2: There is a statistical significant relation relationship between talent management and organization
transformation.

H3: There is a significant direct relationship between talent management and organizational health

H4: There is a significant direct effect between organizational transformation and organizational
health construct.

H5: There is both direct and indirect significant relationship between talent management and
organizational health mediated by organizational transformation.

H6: Staff education levels moderates the relationship between talent management and organizational
transformation as predictors of organizational health.

109



Uluslararasi Liderlik Caligmalar1 Dergisi: Kuram ve Uygulama

International Journal of Leadership Studies: Theory and Practice

Method
Sample

The study was quantitative in nature, and six (6) universities were employed as a sample size
out of the twenty nine (29) universities situated in the central region of Uganda a simple random
sampling technique was applied using SPSS version 22 and the sample was comprised of both private
and public universities. The study was done after seeking permission from the National Council for
Science and technology (NCST).Two thousand (2000) structured survey questionnaires were
distributed randomly to the respondents across the six university and only 847 were returned by the
respondents. 820 questionnaires emerged useful for data analysis after data cleaning and entry. The
questionnaire items were validated before employing it to the study by the experts both in the field of
educational research, management and administration. The order of the questionnaire was based on the
individual construct and the four subconstructs of each of the dimensions as showed in the literature.
In total twelve (12) subconstructs were used to solicit for the data of the three constructs of the study,
namely talent management (ldentification, development, culture and retention, organizational
transformation (structure, strategy, shared values, systems/processes) and organizational health
(Culture and climate, control and coordination, innovation/invention, accountability). Five response
groups of a Likert scale ranged from strongly disagree to strongly agree were used to rate the different
elements of the questionnaire.

Data analysis

The study analyzed data using structural equation modelling, SPSS version 22 and Amos
version 22 were used to analyze the data on individual construct using confirmatory factor analysis.
The three measurement models of predicting organizational health were verified to find the adequacy
of the study hypothesized model. Confirmatory factor analysis (CFA) for individual construct was a
pre-requisite before proceeding with structural equation model of the study, the essence of carrying out
this analysis was to establish the validity and reliability of the multidimensional nature of the
constructs in terms of convergent and discriminant validity. This process of analysis was followed in
relation to recommendation of scholars like (Byrne, 2009; Rucker, Preacher, Tormala, & Petty, 2011;
Shrout & Bolger, 2002; Shyu, Li, & Tang, 2013; Westen & Rosenthal, 2003; Yanamandram, 2006;
Zabkar, 2000) and this was done with purpose of eliminating biases and enhance quality results.

The model estimates on the basis of covariance matrix was driven from the data and the
maximum likelihood estimation process was espoused to harvest estimates of defensible properties.
The initial analysis exhibited that the postulation of univariate normality was plausible (Khine, 2013;
Kline, 2011; Rosseel, 2012). Further still the suitability of each of the measurement model was
examined using the conventionally known standard estimates of good fit of CFA. Meanwhile Chi-
square (y2/df), RMSEA (root mean square error of approximation) and CFI (comparative fit index) as
the fit indexes were used in the analysis. The CMIN/df with values between 2 and 5 were considered
reasonable and CFI value near 1 confirmed a good fit and finally the RMSEA value of 0.06 and less
showed a realistic error of estimation (Hair, Black, Babin, & Anderson, 2010; Hamid et al., 2011,
Hershberger, 2003; lacobucci & Duhachek, 2003; lacobucci, 2009, 2010)

Results

The table below indicates the results for the measurement models of the three constructs
Organizational health, talent management and university transformation that were ran using
confirmatory factor analysis. The results for all three constructs deemed reasonable for further analysis
using full structural equation modelling.
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Table 1. Results of the data for tested measurement models for each of the constructs

Models tested RMSEA CFI Df 12 CMIN P-value
Organizational health .044 974 32 2597 83.119 .000
Talent management .060 911 183 3.975 727.483 .000
Organizational transformation .62 .930 113 4126 466.279 .000

The results of the three measurement models from the data reflected that CFI was between the
required estimates, chi-square ranged between 2 to 4, the standard factor loadings were between 0.05-
.0.8. The RMSEA gave good fit indexes between .044 - .06. Therefore it is worth concluding that the
three constructs and their subdimensions were between the ranges of the required estimates that
provide firm grounds for further analysis of the structural hypothesized model of the study

Analysis for the Hypothesized Structure Model of the Study

The hypothesized model of the study was comprised of three constructs and each of the
construct was measured with four subdimensions. However after the CFA analysis organizational
health was left with three subconstructs (culture and climate, control and coordination, and innovation
and invention) with the aim of fulfilling the requirement in the calculation of average variance
explained for establishing the discriminant validity. Organizational transformation was measured with
(structure, strategy, shared values and systems) and talent management (identification, development,
culture and retention). Talent management worked as endogenous variable, organizational
transformation mediator and organizational health exogenous variable as shown in figure 2.
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Figure 2. The structural model for predictors organizational health

Results of the Structural Model for the Two Constructs That Predict Organizational Health
Practices

N:B Talent management (TMAN), organizational transformation (OTRANSFOR),
organizational health (OHEALTH), identification (TINDENT), development (TDEV) culture (TCUL),
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retention (TRET), system/process (SPR), Strategy (STRA), shared values (SVA) structure (STRU),
innovation and invention (IINOV), control and coordination (COC), culture and climate (CCUL).

From the figure 2 above it can be noticed that the results generated from the data exhibited that
CMIN/df = 2.392, CMIN = 1830.134, df = 765, p =.000, CFI =.916 and RMSEA =041. The model did
not require any re-specification due to the fact that results fitted the data from the initial tests hence
fulling parameter estimates and at the same time answering the research question and the first
hypothesis of the study.

Table 2. Results from the structural model indicating the standardized regression weight and its probability value

Construct Path Construct Estimate S.E. C.R. P Result Status

TMAN < OHEALTH .599 .061 1357 *** significant supported
TMAN < OTRANSF . 843 .075 6.691 *** Significant supported
OTRANSFOR < OHEALTH 432 .072 .5.091 *** significant supported

From the data findings in figure 2 and the summary of results in table 2 indicated that there is
a casual direct effect among the variable that are used by the study to predict organizational health
practices among universities, hence answering the main research question and also supporting the
hypothesis (H1). This can be attributed to values that reflect that talent management (TMAN) and
organizational health (OHEALTH) were found to have a statistic significant relationship with 0.599
(0.61 and a p values 0.000), hence supporting the hypothesis. Furthermore, talent management and
organizational transformation (OTRANSF) scored values 0.83 (0.075) with a p value 0.000 hence
supporting the hypothesis (H3). Equally, Organizational transformation was found with statistically
significant relationship with organizational health (OHEALTH) where by the results reflect values
0.432 (0.072), P value 0.000. Hence supporting the hypothesis (H4).

Mediation Effect

Table 3. The causal indirect relationship between, talent management and university transformation as predictors of
organizational health, within the Ugandan universities
Hypothesis Direct effect Indirect effect P- value Results
TM->0T->0H .06 0.361 .001 Partial mediation
N:B Talent management (TM), organizational health (OH), university transformation (UT).

Since the study findings from table 3 summary reflect that .06 is not greater than 0.843 x 0432
= 0.361 combined therefore, there is a significant partial mediation effect hence supporting the
hypothesis (H5).

Table 4. Moderation effect of staff education levels

Parameters Constrained model Unconstrained model Difference
Chi-square 4.401.397 4.310.334 91.0
Degrees of freedom 2295 2335 40

From the results of the study summarized in the table for both constrained and unconstrained
models, it can be observed that staff education levels moderate the relationship between the predictors
(talent management and organizational transformation) towards organizational health practices in
universities. Hence supporting the hypothesis (6).

Furthermore the descriptive study used demographic factors results revealed that gender;-
female were 42.3% and males were 57.7%, for staff position, lecturers were 51.6% and administrators
were 32.4%. Employment status for full time was 75.4% and part time were 24.6%, whereas education
level of the staff was at degree 24.9% Masters were 59.6% and the least were PhD with a percentage
of 15.7%.
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Discussion, Recommendation and Conclusion

From the findings of the study, it can be observed that organizational health is a unique key
concept that allows an organization to attract knowledgeable and skilled workforce to boost the
organizations competitive advantage on the market. This is because the results from the data of the
study indicated that when talent management is given due diligence there are higher chances of
changing the institution’s image in terms of health and at the same time can yield good administrators.
The significant relationship with a Beta (0.6) reflects that the dimension plays both direct and indirect
causal effect towards enhancement of a health environment for both teaching and learning. This is in
line with findings of Ziapour, Sharafi, Sharafi, & Kianipour, (2015) who did the study of
organizational health and social factors associated with case study among the staff of Kermanshah
University of Medical Sciences and Health Services in 2013 where it was found that managers of the
university were open to criticism and guidance from the staff and clients and this situation facilitated
collegiality and conducive working environment.

Since Organizational health is a key construct that incorporates several aspects. It is therefore
important for an organization to have a bearable and conducive working environment so as to exploit
its surroundings. This strategy will necessitate the availability of attractive atmosphere where talented
workers can be able to access all the means needed to transform their workplace in the best way
possible that will help improve their performance and provide quality services to their customers. The
study further established that the demographic factor “’staff education levels’” (Degree, Masters and
PhD) plays an important role towards transforming an organization into a health one. It means the
higher the academic level the likelihood of having better strategies of achieving healthy environment
and the institution stand greater chances of solving leadership challenges due to elimination of staff
turnover challenges (Gigliotti & Ruben, 2011).

Since universities are a pinnacle of community change, they therefore have a daunting
obligation and heavy duty of making themselves innovative and accountable to the society. In other
words, universities must change themselves into suitable and conducive working and learning
environment. It can be noticed further that institutions with reasonable conducive environment attain
their set agendas easily and in better ways. This is because workers are motivated to serve through
facilitation and provision of necessary equipments at every level. Therefore institutional leadership
should endeavor to create an atmosphere with friendly and openness such that collegiality and friendly
oriented situation are availed than considering high respect and tightening the rules and regulations.
For example business organizations achieve competitive advantage and good talent workers by being
able to establish the challenges and attend to them with flexibility and consideration. This is backed up
with research findings of earlier researchers that indicate that healthy organizations are able to achieve
effective workers and sound leadership with good styles of decision making (Korkmaz, 2007),
innovation and invention (Van der Voet, 2014; Ziapour et al., 2015), win staff commitment, loyalty
and citizenship (Tierney & William, 2013), transformational progress and success (Stinner, 2016),
better students achievement (Hussein, Mohamad, Noordin, & Ishak, 2014), reduced stress among staff
(Gigliotti & Ruben, 2011; Korkmaz, 2007; Primeri, 2015; Rudhumbu, 2014a; Stinner, 2016; Tierney
& William, 2013; Van der Voet, 2014; Ziapour et al., 2015). Conclusively, universities required to be
dynamic and flexible like human beings so as to cope with the turbulence of change. Leadership
should be able to share its plans and at the same time listen to staff advise so as to prepare for smooth
growth and development of all necessary facilities needed to boost productivity, safely and quality
services. Through the availability of appropriate mechanism and strategies universities will be able to
serve the needs of the society and at the same time cause fundamental change in people’s lives. Since
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universities play great role towards economic development, they should lay strategies of attracting
skilled and qualified staff with higher qualifications to facilitate the production of students with skills
and vast knowledge that can help them triumph in the turbulent times of high competition for jobs.
University staff with low academic levels should be encouraged to move to higher step such that they
are not caught off guard when universities start to depend on PhDs and professorship and this should
be done through collegiality and provision of enough facilitation to motivate the staff towards this
initiative.
Implication

Though provision of reasonable facilitation to the staff, improved performance will be
achieved, educational opportunities for talents will also be yielded through collaboration and
networking and hence creativity and fostering of culture and vision achievement. Universities should
lay a strategy of phasing out the dependency on lecturers with low academic papers since this is the
only strategy of competing with other well highly positioned institutions world over. Equally
universities should raise the salary of PhD and Professorship level to avoid their staff from
moonlighting and concentrate on innovation and research. Further studies can be done on the same
subject since the current study was a cross section survey in nature and it could not cover a wide scope
due to challenges that ranged from financial and time constraint.
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Abstract

In this study, the perceived impact of ethical leadership on employees’ burnout feeling and intention to quit and
the relation between employees’ burnout feeling and intention to quit have been tested. Quantitative analysis has
been used to test hypotheses. Convenience sampling method was used in this study. Hypothesis testing has been
used to understand the relationships among factors, to explain the variances in the dependent variables which are
employees ‘burnout feeling and employees’ intention to quit. By hypotheses testing, it was aimed to theorize the
factors that influence dependent variables and then test the hypotheses that two dependent variables significantly
explain the variance in independent variable. 300 employees actively working in the companies participated to
the study. A positive correlation has been found between leader trustworthiness and intention of employees to
stay in their organization. Research has shown that employees who perceives their leaders as ethical in their
organizations have lower burnout feeling and lower intention to quit. Additionally research has shown that there
is a positive relation between employees’ burnout feeling and intention to quit.

Key Words: Ethics, Ethical Leadership, Burnout, Intention to quit.

Introduction

Although ethical leadership is central to ethical issues, relatively little research has been
carried out on this topic. Research on leadership in organizations has mostly been concentrated on
leadership styles and attributes of top level managers with little emphasis on ethics. Ethical leaders
with principles such as authenticity, transparency, serve others, fairness and power sharing have an
important and critical role to prevent burnout (Peachey,2011) and intention to quit (Greco,2006).

Employees are affected by work life conflicts and problems. Employees who are often faced
with work life conflicts and problems feel burnout. Additionally burnout makes employees worse day
by day and leads to vicious circle if cannot be solved. While burnout has been evaluated as an
individual problem at the beginning, because of its’ resulting turnover costs to organizations it has
begun to be evaluated as an organizational problem.

Burnout and its relation to other variables can be a guidance for leaders to understand and
diagnose employees’ attitudes and to predict for the coming behaviors of employees (Schlentz, 2012).
Intention to quit may be one of these behaviors and it is quite important to be proactive. Employees’
actual quitting costs have been increased. Lack of managerial support (Gentry, 2007), lack of
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empowerment (Statten, 2011), bad relation with manager (Fallon, 2010) poor management, can be
listed as some antecedents of intention to quit (Hartman, 1996). If employees feel that they are
supported by their managers, they look for alternative jobs less (Galois, 2010).

An ethical leader with encouraging behaviors such as giving positive feedback, concerning
problems of employees, developing employees’ skills leads to less intention to quit (Deci, 2001).
Furthermore, rewarding fairly, recognition, sharing information, career development opportunity are
directly and negatively related to intention to quit (Tremblay, 2007). In this framework, this study will
cover perceived impact of ethical leadership on employees’ burnout feeling and intention to quit.

Theoretical Framework
Ethical Leadership

Ethical leadership is defined as showing normatively appropriate behaviors through personal
actions and interpersonal relationships and encouraging these behaviors through mutual
communication, empowerment and decision-making (Brown, 2005).Three important aspects of ethical
leadership are (1) role modeling to people, (2) fair treatment to people, (3) directing and managing
ethics actively in organizations (Brown, 2003).

Ethical leadership began to be considered as a separate leadership style while previously it has
been considered just as a part of other leadership styles (Kanungo, 2001). Today’s ethical leader is
concerned less with self and “’I’” and more with ‘’we’’; less obsessed with self-interest and more
focused on the common good; and shifting from wanting the organization to be the best in the world,
to wanting it to be the best for the world. (Barrett, R. 2011).

Ethical tone in the organizations is set by leaders and their senior managers. In reality, leaders
do not start their day by thinking how to enact their core ethical principles. Rather, ethical principles
are kept in their consciousness. Ethical leaders align the employees’ and stakeholders’ goals with
organizations’ goals (Freeman, 2006). They care about people and community and they are seen as
trustworthy and fair decision makers in the eyes of other people (Mendonca, 2001). They support
ethical behavior by structuring ethical standards, being role model in decisions and behaviors,
motivates and reinforces employees in behaving ethically (Brown, 2000). They gain respect of other
people while they have honesty, loyalty, justice and responsibilities. Besides organizations, ethical
leaders take credence from society (Sosik, 2012). They are active listeners. They carefully listen what
employees say. They also punish employees who violate ethical standards. They also live their
personal life in an ethical manner.

Ethical leaders discuss ethical standards and values with their employees and they are role
model and set an example for an ethical manner to show to do the right things in terms of ethics. For
ethical leaders not just results are important. The way how to attain those results are also important. In
decision making, ethical leaders always try to find to do the right thing (Lu, Guy, 2014).Ethical leaders
conduct for the benefit of others and avoid from harm to others (Kanungo, 2001). Ethical leaders
include ethical principles into their beliefs and behaviors (Khuntia, 2004).Based on literature research,
principles of ethical leadership can be listed as responsibility, respect others, authenticity, presence,
empathy, tone, trust, fairness & justice, power sharing, temperance, fortitude, prudence, serve others,
role modeling, convey standards about ethical conduct and transparency.
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Faimess &
Justice
-Power Sharing

Figure 1. Principles of ethical leadership

Source: Adapted from Northouse (2013); Leigh (2013); Kanungo and Mendonca (2007).

Ethical leaders with the virtue of responsibility:

« names the problem which is morally wrong, intolerable, harmful.

* identifies responsibility for not to do harm

« identifies the sources of his or her responsibility

+ identifies authenticity, the need to be true to self and to others

« grows increasingly clear about responsibility

« shifts attention from not doing harm to positive, proactive responsibility

» recognizes the proactive possibilities which the positive demands of ethical leadership
emerge.

According to Starratt (2004), ethical leaders take responsibility not seeing themselves on
above other people and take responsibility by sharing other people’s feelings and needs. Feeling
responsible requires empathy and to see and evaluate circumstances in the eyes of others. Ethical
leaders have responsibilities as a human being. Ethical leaders are responsible to a variety of
stakeholders which are shareholders, government, other governmental authorities, community at large.
They are also responsible to superiors, subordinates and peers. Ethical leaders have responsibilities for
creating and sustaining authentic working relationships with all stakeholders, for creating and
sustaining a healthy organizational environment. According to Philosopher Immanuel Kant (1724),
respecting others is all people’s duty. It means treating people as ends in themselves not to treat them
as means to ends. No one should not be treated as tools to achieve goals by other people. If leaders
respect others, they motivate other people to be themselves and support them to be original and
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creative. These leaders also respect individual differences between people and value each persons’
beliefs (Kitchener, 1984). Respect means accepting people as they are and valuing them as human
beings. In all circumstances, leaders should respect subordinates and treat them with justice.

Real leaders are authentic. They bring themselves, including their deepest convictions, beliefs,
and values, to their work. They are consistently themselves in their leadership activity. Sergiovanni
(1992), Duignan and others (2003), and Fullan (2003) likewise cite authenticity as one of the primary
characteristics of moral and ethical leaders. Taylor (1991) defines authenticity as living originally and
not imitating other people.

Presence means a full awareness of self and other. It suggests full attention to other. Being
presence takes place through language and bodily expressions. Being present implies concentration
and sensitivity to the signals the other sends out. Presence requires reciprocity that means we cannot
be present to the other if the other is not present to us. Being present requires looking at the other
closely, listening to the tone of the other, and the body language of the other. It is responding to the
other from ones’ own authenticity. Listening is a requirement for relationships. Listening supports
understanding other people.

Empathy helps to understand other people’s emotions and feelings. Leaders who have
empathy can develop cooperative relations with employees and gain their trust. Trust plays a crucial
role as a part of ethical leadership. Trust is developed by the support of active listening, clarity,
communication and respect. Conflicts are solved by the help of trust. Commitment is developed by
solving conflicts. Responsibility is developed by commitment. All these factors are very important for
the bottom line of the organization. Within the support of trust, people become more open to each
other and begin to share information. Ethical leaders are the ones whose actions and words are
consistent (Kalshoven, 2010)

Fairness and justice issues are important for ethical leaders. Ethical leaders treat all
subordinates equally. Justice requires fairness in decision making. Justice virtue requires to give the
others what they deserve. Rawls (1971) emphasized the importance of fairness. He stated that it is
necessary for all human beings. It is similar to “’Golden Rule’’ of ethics ‘* Treat others as you would
wish to be treated’’. Ethical leaders give opportunity to employees to say their ideas in decision
making and listen to them (De Hoogh, 2009). Resick (2006) emphasizes empowering side of ethical
leadership.

Serving others is similar to altruism. Altruistic leaders serve others. These leaders give first
priority to welfare of employees. Mentoring, empowering conducts, citizenship, and team building are
among serving conducts in the workplace (Kanungo, 1996).

People see ethical leaders as role models. While ethical leaders treat other people with
consideration and respect, followers see them as reliable and legal role models (Brown, 2005).
According to Trevifio (2003), conveying standards about ethical conduct is part of ethical leadership.
Top management plays a critical role to set rules, standards, codes of ethical conducts and ethical
behavior guidelines (Buckley, 2001) Ethical leaders behave transparently and communicate openly
(Brown et al., 2005). Prudence virtue requires objective evaluation of the situation by ethical leaders
(Mendonca and Kanungo, 2007).
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Ethical leaders have fortitude which requires to take risks that are worthwhile. They struggle
with difficult situations to overcome obstacles and to do the good for the welfare of employees.
Ethical leaders with temperance virtue can easily distinguish the necessary and reasonable needs from
the ones that are self-indulgent.

Burnout

Burnout is the result of problematic relationships between employees and their workplaces.
Poorly aligning organizational structures and processes with employees' tendencies and aspirations
creates tensions that consume energy, reduce participation, and give up employees' sense of
effectiveness (Maslach, 1997). Burnout has been defined as a °> mental and physical exhaustion °’
occurred at a person’s professional life (Freudenberger, 1974). The most widely known definition of
burnout originates from Maslach (1993). Maslach (1993) described burnout with three dimensions
which are (1) “’exhaustion’’ (2) “’depersonalization ‘; and (3) “’reduced personal accomplishment. The
first dimension is emotional exhaustion which means reduce in emotional resources, depersonalization
as being far away from social relationships, alienating oneself, and the third one is reduced feelings of
personal accomplishment. In emotional exhaustion, person feels lack of energy that his or her all
resources are depleted. Tension and frustration occur with emotional exhaustion. People feel extreme
tiredness. The second dimension of burnout is depersonalization. When people feel extreme tiredness,
they withdraw from work to protect their energy level. This feeling can be described as
depersonalization. It includes treating other people as objects not as human beings. People can feel
detached from others and can feel cynical towards others. In depersonalization, people are less
responsive to and considered with others’ needs. The third dimension of burnout is reduced personal
accomplishment. In reduced personal accomplishment people evaluate themselves negatively and feel
incompetence and lack of success. It occurs when people efforts conclude with no results. People
begin to feel that their actions will make no difference and they give up trying (Maslach, Schaufeli,
Leiter,2001).

There are a lot of different factors leading to burnout. According to Cordes& Dougherty
(1993), antecedents of burnout are role stressors (role conflict ,role ambiguity, role overload), lack of
social support and motivation, bad working relationships, high job demands with low resources, lack
of supervisor and coworker support, frustration about career progress, emotional labor and frequent
monitoring of employees.

Intention to quit

In todays’ working environment, one of the major challenges to be competitive is to retain
talented and educated employees. Human asset is very important for all organizations (Kaur, 2013).
Employee turnover as a result of intention to quit is costly for all organizations .It becomes a big
problem at human resource departments in many countries (Tanveer, 2013) and directly impacts
bottom line of organization (Hinken and Tracey, 2000). Intention to quit is the important antecedent
and predictor of actual turnover (Steel, 1984). It helps to understand the reasons of actual turnover
(Perryer, 2010).When intention to quit increases, actual turnover also increases (Kaur, 2013).

An intention to quit can be defined as the intention of an employee to quit current job and to
find another job in near future (Weisbeg, 1994) It can be defined also as the persons’ intent for
voluntary quit of the organization or profession (Kaur,2013).

Trying to find exciting and significant work (Scroggins,2008), lack of managerial
support(Gentry,2007), lack of professional excitement, being unsatisfied with job content, bad work-
family life quality, lack of job satisfaction, lack of job security, low level of remuneration, physical
requirements of the job, lack of role clarity, lack of empowerment(Statten,2011), bad relation with

124



The Perceived Impact of Ethical Leadership on Employees’ Burnout Feeling and Intention to Quit
Dilsah ERTOP

manager, lack of career progress, high stress level, bad working conditions, lack of organizational
commitment, lack of organizational loyalty, long working hours (Fallon,2010), lack of person-
organization fit (Tanveer,2013), poor management, better opportunities at other jobs, job pressure,
lack of organizational justice, lack of additional benefits can be listed as antecedents of intention to
quit (Hartman,1996).

The Relation between Ethical Leadership, Employees ‘Burnout Feeling and Intention to Quit

Ethical leaders stimulate followers’ work related well-being and motivation and contribute to
goal achievement. Ethical leadership combined with empowering behaviors have an important and
critical role to prevent burnout (Greco, 2006 and Laschinger, 2011).Ethical leaders support employees.
They prevent burnout within empowering behaviors towards employees. Empowering behaviors of
ethical leaders include supporting behaviors, giving needed resources and information to do job, and
giving opportunities to grow and develop (Kanter, 1977). Within the empowering behaviors of ethical
leaders, employee’s emotional exhaustion level, cynicism and stressful working conditions are
decreased (Spreitzer, 1995 and Spence, 2013).

Empowering behavior of ethical leaders is a protective factor against burnout (Laschinger,
2004). While ethical leaders are authentic, trust level of employees to leaders increase and burnout
level decreases. Ethical leaders with authenticity principle decrease emotional exhaustion level of
employees. (Wong, 2010). Ethical leaders’ open communication with employees decreases
employees’ burnout feeling (Tracy and Hinkin, 1994). Employees who perceive immediate
supervisors as showing ethical leadership behavior will probably report more work commitment and
lower burnout.

Leaders have an important impact on employees’ behaviors and employee outcomes according
to research studies (Agarwal, 2012). One of the negative employee outcomes is employees’ intention
to quit an organization (Kurt, 2015). Ethical leadership decreases employees ‘negative outcomes.
Recent research studies (Alpkan, 2012; Chitra, 2013; Iravo, 2012; Megrath, 2011; Ng’ethe, 2014;
Wakabi, 2013) have found relation between ethical leadership and employees’ intention to quit.
Results showed that ethical leadership has a negative impact on employees’ intention to quit. Six
principles which are fairness, integrity, power sharing, ethical guidance, being people oriented , role
clarification are important predictors of employees’ intention to quit. Integrity is the most significant
predictor among other principles. Because of all these principles, ethical leadership is important while
it prevents employees’ intention to quit (Wilson, Byarugaba, Katuramu, 2016).

Based on literature it can be said that leaders are very effective to set the tone of the
organization. Tone is set from leaders’ heart. Leaders determine the tone for ethical conduct in
organization. Ethical leaders set the right tone for ethical conduct. First supervisors are role model of
employees for ethical behavior. Leaders should be good example and encourage ethical behavior.

Based on literature research and relations between variables, following are the hypotheses
formulated in this study:

H1: There is a negative relationship between ethical leadership and employees’ burnout
feeling.

H2: There is a negative relationship between ethical leadership and employees’ ’intention to
quit”’.

H3: There is a positive relationship between employees’ burnout feeling and “’intention to
quit™’.
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Methodology

Research Design

The methodology was quantitative. Quantitative analysis was used to find responses to
research question and to examine the relationship between variables. This method was used for
understanding views and perceptions. Hypothesis testing was used to understand the relationships
among factors, to explain the variances in the dependent variables which are employees’ burnout
feeling and employees’ intention to quit. By hypotheses testing, it was aimed to theorize the factors
that influence dependent variables and then test the hypotheses that two dependent variables
significantly explain the variance in independent variable. At the end of the quantitative analysis the
perceived impact of ethical leadership on employees ‘burnout feeling and intention to quit were
measured.

Sample

Convenience sampling technique was used in this study. The reason for using convenience
sampling was to reach employees who are actively working and the collection of information from
them were conveniently available to provide. 300 employees consisted of blue collar employees, white
collar employees, team leaders, chiefs, foremen, and middle level managers actively working in the
companies participated to the study.

Procedure

The questionnaire used in this study consisted of three sections. Three sections included 36
items which measured ethical leadership, burnout and intention to quit. The purpose, nature and
guaranteeing confidentiality of the subject were explained at the cover page. After the cover page, the
questionnaire included 7 item demographic questionnaire (asking for the respondents’ age, gender,
marital status, educational level, sector, tenure, job level). This study used 5 point likert type scales
illustrated as 1: Strongly disagree, 2: Disagree, 3: Neither disagree nor agree, 4: Agree, 5: Strongly
agree for to measure ethical leadership and intention to quit behavior and 5 point likert type scale
illustrated as 1:Never, 2:Rarely, 3:Sometimes, 4:0ften, 5: Always to measure burnout.

Questionnaires measuring the variables of the study were collected both online and hardcopy.
Online questionnaires were distributed by surveymonkey.com. Some of the questionnaires were
distributed to the respondents by researcher and collected back. Data was collected in six months. 900
questionnaires were distributed and 300 questionnaires were used in the study. Response rate is
%33.33. Reason of low response rate might be that people were reluctant to answer long
questionnaires consisted of 36 questions and some of them thought that their attitudes will be learned
by their supervisors and organizations. This effected the response rate in a negative way.

Descriptive Statistics

%40 of respondents are between ages 35-44 , %37 of respondents are between ages 25-34,
%10 of respondents are between ages 45-54 , %5 of respondents are between ages 55-64 and %8 of
respondents ‘ ages are less than 25. 231 respondents are between ages 25-44. %53 of respondents are
men and %47 of respondents are women. %61 of respondents are married and %39 of respondents are
single. %5 of respondents have PhD, %11 of respondents have postgraduate, %52 of respondents
have university, %14 of respondents have vocational, and % 18 of respondents have high school
education degree. %29 of respondents work at durable household, %12 of respondents work at
tourism, %6 of respondents work at automotive, %8 of respondents work at finance & investment &
insurance and %45 of respondents work at other sectors. %36 of respondents have from 1 to 5 years
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, %21 of respondents have from 6 to 10 years ,%17 of them have from 11 to 15 years, ,%14 of them
have from 16 to 20 years and %12 of respondents have above 21 years tenure. %37 of respondents
are blue-collar employees, %34 of respondents are white-collar employees, %7 of respondents are
team leader & chief & foreman, %22 of respondents are middle-level managers.

Table 1. Descriptive statistics

e
* Frequency Percent Valid Percent Cunmlative Percent
WValid Less than 25 24 8.0 8.0 8.0
25-34 111 37.0 37.0 45.0
35-44 120 40,0 40.0 85.0
45-54 31 103 10.3 953
55-64 14 4.7 4.7 100.0
Total 300 100.0 100.0
Gender
Frequency Percent Valid Percent Cunmlative Percent
Valid Woman 142 473 47.3 47.3
Man 158 527 527 100.0
Total 300 100.0 100.0
Mavrital Status
Frequency Percent Valid Percent Cunmlative Percent
Valid Single 118 39.3 39.3 39.3
Married 182 60.7 60.7 100.0
Total 300 100.0 100.0
FEducation
Frequency Percent Valid Percent Cunmlative Percent
WValid High school 53 17.7 17.7 17.7
Vocational 41 13.7 13.7 314
University 157 52.3 52.3 83.7
Post Graduate 34 113 11.3 95.0
PhD 15 5.0 5.0 100.0
Total 300 100.0 100.0
Sector
Frequency Percent Valid Percent Cummlative Percent
Valid Durable Houschold 88 29.3 29.3 29.3
Touwrism & Travel 35 11.7 11.7 410
Automative 19 6.3 6.3 47.3
Finance & Investment & Insurance 24 8.0 8.0 553
Other 134 44.7 44.7 100.0
Total 300 100.0 100.0
Tenure
Frequency Percent Valid Percent Cunmlative Percent
WValid 1-5 107 35.7 357 35.7
6-10 64 21.3 21.3 57.0
11-15 50 16.7 16.7 73.7
16-20 42 14.0 14.0 87.7
21 years and over 37 123 123 100.0
Total 300 100.0 100.0
Work Status
Frequency Percent Valid Percent Cunmlative Percent
WValid Blue collar persomel 112 373 373 373
White collar personnel 101 33.7 337 71.0
Team leader& Chief&Foreman 22 7.3 7.3 78.3
Middle level manager 65 21.7 21.7 100.0
Total 300 100.0 100.0
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Research Instruments

Ethical leadership scale (ELS) which measures ethical leadership behavior was developed and
validated by Brown, Trevino, Harrison (2005). The developed ELS (Brown, Trevino, Harrison, 2005)
had shown a high reliability with Cronbach’s alpha 0=.90. Ethical leadership scale was used in this
study to measure perceived ethical leadership behavior from employees’, team leaders’, mid-level
managers’ perspectives. The people to whom the ethical leadership questionnaires have been sent are
requested to evaluate their first supervisors. Other higher level managers have not been included to
this study. Brown and his colleagues’ one dimension and 10 items ethical leadership scale was used to
measure the perceived impact of ethical leadership on employees’ burnout feeling and intention to
quit. The respondent is asked to indicate his /her degree of agreement for each of the 10 questions. In
survey form the questions from 1 to 10 are belonged to ethical leadership scale. Scale completely
consists of questions that characterizes two sides of ethical leadership (ethical management and ethical
personality).

29 ¢

Examples of items include “’my first supervisor listens to what employees have to say’’, “’my
first supervisor makes fair and balanced decisions’” and “’my first supervisor when making decisions
asks what is the right thing to do?’” A 5 point likert type scale was used ranging from 1, “’strongly
disagree’’ to 5, “’strongly agree’’. Respondents indicated their agreements on this 5 point likert type
scale. There are no reversed score questions in the ethical leadership survey.

The most widely known and used measure about burnout is the one which is the Maslach
Burnout Inventory (MBI) developed by Maslach and Jackson (1981) was used in this study. There are
22 items measuring three subscales. These three subscales are ’EE (Emotional Exhaustion)’’, ’DP
(Depersonalization)’’, and “’PA (Personal Accomplishment)’’. When statements of Maslach Burnout
Inventory studied on the base of 3 subconcepts, 1, 2, 3, 6, 8, 13,

14, 16 and 20.th statements represent emotional exhaustion subconcept, 5, 10, 11, 15 and 22nd
statements represent depersonalization subconcept and 4, 7, 9, 12, 17, 18, 19 and 21. st statements
represent personal accomplishment subconcept. Examples of items include “’I feel emotionally
drained from my work’’, “’I feel very energetic’’, and “’I feel clients blame me for some of their
problems’’. There are reversed score questions (questions 7, 9, 12, 17, 18, 19, 21) in the burnout
survey. Personal accomplishment statements are positive statements opposite to other statements at
MBI and high scores taken from personal accomplishment statements represent low level burnout.

This means that high scores taken from emotional exhaustion and depersonalization and low
scores from personal accomplishment statements represent high burnout level. Therefore high scores
taken from emotional exhaustion, depersonalization and personal accomplishments (personal failure)
subscales represent burnout (Gezer, 2008: 61). A 5 point likert type scale was used ranging from 1,”’
Never’” to 5 “’Always”’. Items that consist of emotional exhaustion and depersonalization subconcepts
are scored as ‘’never=1, rarely=2, sometimes=3, often=4, always=5"" and items that consist of
personal accomplishment subscales are reverse scored as “* always=1,often=2,sometimes=3,rarely=4,
never=5""By this way, subscale scores are calculated. When the scores taken from this subscales are
increased, burnout level is increased.

Intention to quit was measured by a scale developed by Rosin and Korabick (1995).The scale
consists of 4 items. Examples of items include ‘’I often think of quitting this job and finding another’’
and “’I am planning to leave my job for another in the near future’ *A 5 point likert type scale was
used ranging from 1,”’strongly disagree’ to 5 “’strongly agree’’. Respondents indicated their
agreements on this five point likert type.
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There are no reversed score questions in the intention to quit survey. The increase of scores at
the scale means increase at the survey respondents’ intention to quit.

The Reliability Analysis of Scales

For the reliability analysis of scales, Cronbach Alpha coefficients were measured. Cronbach
alpha coefficients are presented below in table.

Table 2. The reliability analysis of scale

Scale Cronbach alpha coefficient
Ethical Leadership 0,906
Burnout 0,871
Intention to Leave 0,902

Alpha takes value between 0 and 1 and acceptable value is requested at least 0,70 (Altunisik
vd., 2012:123). Therefore these results show that all scales are highly reliable.

Exploratory Factor Analysis
Exploratory factor analysis technique was used to reduce the data to a smaller summary
variable group and to explore the underlying theoretical structure of events.

Table 3. Results of the Factor Analysis of Ethical Leadership Scale

Factor 1: Ethical Leadership % of variance: 54,959 Factor Loadings
Listens to what employees say 5,496
Disciplines employees who violate ethical standards 0,922
Conducts his/her personal life in an ethical manner 0,709
Has the best interests of employees in mind 0,604
Makes fair and balanced decisions 0,567
Can be trusted 0,465
Discusses business ethics or values with employees 0,374
Sets an example of how to do things the right way in terms of ethics 0,325
Defines success not just by results but also the way that they are obtained 0,304
When making decisions, asks “what is the right thing to do?” 0,234

10 items of ethical leadership measure were entered into factor analysis. Kaiser-Meyer-
Olkin (KMO) value was found as .915 which is above the accepted value. This result marked the
homogeneous structure of the variables and the result of Bartlett Test (.000, Chi-Square: 1564.943, df:
.45) showed that the variables were suitable for factor analysis. 10 items were loaded on 1 factor

explains 54.959 % of the total variance. Resulting factor were named as ethical leadership.
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Table 4. Results of the factor analysis of burnout scale

Factor 1: Exhaustion 9% variance:22,224 reliability: 0,835 Factor Loadings
| feel emotionally drained from my work. 0,795

| feel used up at the end of the day 0,789

| feel tired when | get up in the morning and have to face another day at work. 0,777

| feel burned out from my work. 0,697

| feel frustrated by my job. 0,613

| feel 1 am working too hard on my job. 0,414
Factor 2: Depersonalization % variance:17,835 reliability: 0,788

| feel clients blame me for some of their problems . 0,707

| feel | treat some clients as if they were impersonal objects. 0,700

I have become more callous toward people since | took this job. 0,666

I worry that this job is hardening me emotionally. 0,624

Working with people directly puts too much stress on me . 0,602

I don't really care what happens to some clients. 0,593

Factor 3: Reduced personal accomplishment % variance:13,242 reliability: 0,716

In my work, | deal with emotional problems very calmly (R). 0,723
| feel exhilarated after working closely with clients (R). 0,651
I can easily create a relaxed atmosphere with clients (R). 0,630
| feel very energetic (R). 0,590
I have accomplished many worthwhile things in this job (R) 0,545

22 items of burnout measure were entered into factor analysis. KMO value was found as .899
which is above the accepted value. This result marked the homogeneous structure of the variables and
the result of Bartlett Test (.000, Chi-Square: 1762.123, df: .136) showed that the variables were
suitable for factor analysis. Four rotations were made to obtain the best representation of the data and
5 items (question 4,6,7,9 and 20) were left out of the analysis that had crossloadings. The remaining
17 items were loaded on three factors explaining 53.301 % of the total variance. Based on Maslach’s
study (1993), the resulting factors were named as “’exhaustion’’, ‘’depersonalization’’, ‘’reduced
personal accomplishment’’.

Table 5. Results of the factor analysis of intention to quit scale

Factor 1:Intention to quit % of variance: 77,366 Factor Loadings
At this time | would quit my job if it were feasible. 3,095
I often think of quitting this job and finding another. 0,517
| actively search for another job right now. 0,217
I am planning to leave my job for another in the near future 0,171

4 items of intention to quit measure were entered into factor analysis. KMO value was found
as .782 which is above the accepted value. This result marked the homogeneous structure of the
variables and the result of Bartlett Test (.000, ChiSquare: 837.440, df: .6) showed that the variables
were suitable for factor analysis. 4 items were loaded on 1 factor explains 77.366 % of the total

variance. Resulting factor were named as “’intention to quit™’.
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Data Analysis

The results taken from questionnaires have been evaluated by SPSS 13. 0 for Windows
statistics programmer. The ‘Descriptive Statistics*‘ of participants have been prepared as graphics for
gender, education, age, marital status, sector, position ( blue collar employee, white collar employee,
middle level manager), tenure at the organization. All the scales were subjected to reliability analysis.
The reliability of the structures at each scale was determined by Cronbach's Alpha and the correlation
between all study variables was calculated by Pearson correlation to test the magnitude and direction
of the relationship for all hypotheses. Exploratory factor analysis were run for ethical leadership,
burnout and intention to quit. Correlation analysis was used to see the strength and direction of the
relationships among variables. Multiple regression analysis were run to test the relation between
ethical leadership and burnout and between ethical leadership and intention to quit.

Findings

Correlation Analysis

Table 6. Correlations between ethical leadership, burnout factors and intention to quit

1 2 3 4 5 6
Ethical Leadership 1 -.054 -.451** -.343** -.344%** -.537**
Egoism -.054 1 .130* .156** .035 .069
Exhaustion -451%* .130* 1 .586** .391** .670**
Depersonalization -.343** .156** .586** 1 .352** A461**
Reduced Personal Accomplishment -.344** .035 .391** .352** 1 354%*
Intention to Quit -.537** .069 .670** AB1** .354** 1

** Correlation is significant at the 0.01 level (2-tailed).
*  Correlation is significant at the 0.05 level (2-
tailed).

According to table, there is a negative correlation between ethical leadership and exhaustion,
depersonalization and reduced personal accomplishment factors of burnout. There is a negative
correlation between ethical leadership and intention to quit. There is a positive correlation between
employees’ burnout feeling and intention to quit.

Regression Analyses

Regression analysis was used to determine which of the independent variables is related to the
dependent variable and to investigate the forms of these relationships.
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Table 7. Regression Analyses

Regression analyses between ethical leadership and exhaustion burnout factor

Dependent Variable:Exhaustion
Independent Variable: Beta t value p value
Ethical leadership -->Exhaustion -451 ".8.724 .000

R=.451; R?= .203; F= 76.112; p value=.000

Regression analyses between ethical leadership and depersonalization burnout factor

Dependent Variable:Depersonalization
Independent Variable: Beta t value p value
Ethical leadership -->Depersonalization -.343 "6.294 .000

R=.343; R?= .117; F = 39.614; p value=.000

Regression analyses between ethical leadership and reduced personal accomplishment burnout factor

Dependent Variable:Reduced personal accomplishment
Independent Variables: Beta tvalue p value
Ethical leadership -->Reduced Personal Accomplishment -.344 "6.335 .000

R=.344; R®= .119; F = 40.128; p value= .000

Regression analyses between ethical leadership and employees" intention to quit

Dependent Variable:Employees' intention to quit
Independent Variables: Beta t value p value
Ethical leadership -->Intention to quit -537 ".10.990 .000

R=.537; R?= .288; F = 120.783; p value = .000

Exhaustion, depersonalization, reduced personal accomplishment factors can be predicted by
ethical leadership factor statistically while p values are significant. Employees’ intention to quit can be
predicted by ethical leadership factor statistically while p value is significant.

Table 8. Hypotheses of the study

H1: There is a negative relationship between ethical leadership and employees’ burnout feeling. Accepted

H2: There is a negative relationship between ethical leadership and employees® “’intention to quit’””. Accepted

H3: There is a positive relationship between employees’ burnout feeling and “’intention to quit’’. Accepted
Conclusions

Within this study, it was aimed to test the impact of ethical leadership on employees’ burnout
feeling and intention to quit. Data were collected and analyzed to see the relationships between
variables within this aim. Exploratory factor analysis technique was used to reduce the data to a
smaller summary variable group and to explore the underlying theoretical structure of events.
Correlation results support the negative relations between ethical leadership and employees’ burnout
feeling and ethical leadership and employees’ intention to quit. This result may be explained by the
fact that ethical leaders support employees and, provide required social motivation to employees and
affect negatively employees’ burnout feeling. Ethical leaders give three kind of social support to
employees (emotional, material, information) (House & Kahn, 985). If leaders do not support
employees, it is very likely that employees feel burnout (Bakker, Ray, Miller, 1994). Relationships in
organizations can be seen as source or demand. Good relations of employees with their leaders
decrease employees’ burnout feeling. Burnout receives its forces from this sender —recipient relation
(Maslach, 2001). Concerning the negative relationship between ethical leadership and employees’
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intention to quit, it can be said that ethical leaders make fair rewarding, share information,
communicate with transparency, give importance to career development, define job expectations
clearly, make mentoring, respects, develop sincere relations and give feedback (Pare &
Trembay,2007). Concerning the positive relation between employees’ burnout feeling and employees’
intention to quit, research have found that burnout has important impact on employees’ intention to
quit (Maslach, 1982). According to regression analysis results, exhaustion, depersonalization, reduced
personal accomplishment factors can be predicted by ethical leadership factor. Employees’ intention to
quit factor can be predicted by ethical leadership factor.

Recommendations

This study aims to make contribution to explain ethical leadership’s impact on important
employee psychological outcomes such as burnout feeling and intention to quit. Talented people and
tenured employees are important assets for organizations. To educate and to adapt employees can take
too much time for organizations. To lose talented and tenured employees because of nonethical
leadership undermines the organizations at many levels.

Employees who are being treated by unethical leadership behaviors can lose the faith and
commitment to the organizations. To lose the employees undermine organizations at many levels such
as economically and culturally. This study highlights the importance of ethical leadership not to cause
burnout and intention to quit. While organizations are getting more complex and competition gets
tough, organizations will make difference by given value to human factor. Ethical organizations will
be preferred by talented people to work. To achieve this ethical leadership is an important tool for
organizations. Organizations which adopt ethical leadership satisfy employees and besides keep
talented and tenure employees. Organizations that have talented and tenure employees gain advantage
against to competitors.

Human skills are very important at management and top management level. Especially top
management has a key role to structure and support ethical climate in organizations. If top
management believes and gives importance to ethical leadership in organizations, this belief infuses
from top to down. While top management is the symbol of authority and power in the eyes of
employees, their attitudes towards ethical leadership is very important.

Within this study it is aimed to make a guidance for top management and management levels
to structure ethical leadership in organizations. This study shows that by gaining trust of employees
through ethical leadership, employee outcomes such as burnout feeling and intention to quit reduces.
Therefore necessary footsteps should be taken within organizations to structure ethical leadership to
prevent burnout and intention to quit. Principles of ethical leadership which are responsibility, respect
others, authenticity, presence, empathy, tone, trust, fairness & justice, power sharing, serve others, role
modeling, conveying standards about ethical conduct, transparency, fortitude, temperance should be
applied at all levels of management. Besides organizations, community also needs for ethical
leadership. Ethical leaders wants and considers community welfare and avoids from any harmful
action to the community.

Antecedents of both burnout and intention to quit should be analyzed carefully by managers
within the help of top management and human resource department. Cause factors of burnout and
intention to quit should be eliminated at all departments of the organizations. Managers should
minimize the violation of ethical rules and should define a road map to cope with ethical issues.
Managers should be interested in employees’ attitudes. If an employee leaves an organization,
organization will lose a valuable asset, a qualified employee that cannot be compensated easily.
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Therefore managers should focus on wellbeing of their employees thus creating less burnout feeling
and intention to quit.

Limitations

There are several limitations with respect to this study. First limitation is related with sample
size. While sample size is too narrow, results cannot be generalized. The narrow sample size limits to
test the full power of the relationships among variables. This study does not include a specific sector.
Future study can be made at a specific sector such as banking which ethics has great importance. By
choosing a specific sector interesting results can be obtained. Another limitation might be the low
response rate. Reason might be that people were reluctant to answer long questionnaires and some of
them thought that their attitudes will be learned by their supervisors and organizations. This effected
the response rate in a negative way. This study is cross-sectional. While results of the study could be
changed through time, findings of the study were restricted with the time of application.

Future research might obtain data from supervisors or managers as well and measure how they
perceive ethical climate of the organization and whether they exhibit ethical leadership behaviors. This
measurement may also help to compare the results of supervisors to employees and see the actual fit.

References

Ayan, A. (2015). The relationships between ethical leadership styles, depersonalization and
demographic characteristics: A research study in banking sector. CBU Social Science Journal,
13(2):137-150

Aabdeen, Z., Khan, N. M., Khan, M. G, Faroog, Q. Q., Salman, M., Rizwan, M. (2016). The impact
of ethical leadership, leadership effectiveness, work related stress and turnover intention on
the organizational commitment. International Journal of Economics and Business
Administration, 2(2):7-14.

Alpkan, L., Aksoy, S., Elgi, M. (2014). The impact of ethical leadership and leadership effectiveness
on employees’ turnover intention: The mediating role of work related stress. Social and
Behavioral Sciences, 58:289-297.

Aslan, S. & Sendogdu, A. (2012). The mediating role of corporate social responsibility in ethical
leader's effect on corporate ethical values and behavior. Social and Behavioral Sciences, 58,
693-702.

Auerbach, M. S. & Sarah, E. B. (2014). Research on burnout. PsycCRITIQUES. Avoid business
burnout. Allbusiness. Retrieved on 2017 from https://www.allbusiness.com/

Aydogdu, S. (2009). An empirical study of the relationship between job satisfaction, organizational
commitment and turnover intention. Yeditepe University, Graduate Instute of Social Sciences,
Business Administration, Post Graduate Thesis.

Bahrer K. S. (2013). Burnout for experts: Prevention in the context of living and working. Springer
Science + Business Media. New York.

Bedi, A., Alpaslan, M. C. & Green, S. (2015). A meta-analytic review of ethical leadership outcomes
and moderators. Journal of Business Ethics, 139(3), 517-536.

Bhanugopan, R. (2006).An empirical investigation of job burnout among expatriates. Personnel
Review, 35(4), 449-468.

134



The Perceived Impact of Ethical Leadership on Employees’ Burnout Feeling and Intention to Quit
Dilsah ERTOP

Bormann, C. K. (2013). Understanding ethical leadership: An integrative model of its antecedents,
correlates, contingencies, and outcomes. Faculty of Business, Economics and Social Sciences,
TU Dortmund University, PhD dissertation.

Brown, E. M. & Trevino, K. L. (2006). Ethical Leadership: A review and future directions. The
Leadership Quarterly, 17(6), 595-616.

Byrne, M., Chughtai, A., Flood, B., Murphy, E. & Willis, P. (2013). Burnout among accounting and
finance academics in Ireland. International Journal of Educational Management, 27(2), 127-
142.

Chang, A. W., Wang, Y. S. & Huang, T.C. (2013).Work design-related antecedents of turnover
intention: A multilevel approach. Human Resource Management, 52(1):1-26.

Chaput, A. (2012). The impact of the use of favoritism on work groups.

Chen, G., Ployhart, E. R. , Thomas, C. H., Anderson, N. & Bliese, D. P. (2011). The Power of
momentum: A new model of dynamic relationships between job satisfaction change and
turnover intentions. Academy of Management Journal, 54(1):159-181.

Cordes, L. C., Dougherty, W. T. (1993). A review and an integration of research on job burnout.
Academy of Management Review 18(4):621-656.

Demerouti, E. (2015). Strategies used by individuals to prevent burnout. European Journal of Clinical
Investigation, 45(10), 1106-1112.

Dirk, V. D. (2004). Leadership behavior and subordinate well-being. Occupational Health
Psychology, 9(2), 165-175.

Durmus, M. (2015).The examination of public manager’s level of showing ethical leadership
behaviour in the aspect of public servant perception. Kocaeli University, Social Science
Instute, Post Graduate Thesis.

Elci, M., Sener, 1., Aksoy, S. & Alpkan, L. (2012). The impact of ethical leadership and leadership
effectiveness on employees’ turnover intention: The mediating role of work related stress.
Retrieved on 2012 from https://www.researchgate.net.

Elmas, S. (2012). Workplace Bullying and a research study related workplace bullying’s effects on the
intention to leave an organization. Istanbul University, Social Science Institute, Business
Administration, Human Resource Management Post Graduate Thesis.

Empathy and Burnout among volunteers with varying degrees of person-organization fit. Digital
Commons. Retrieved from http://digitalcommons.unomaha.edu/Employees’external
representation of their workplace: key antecedents. Loborough University. Retrieved on 2012
from https://dspace.lboro.ac.uk/

Ethical leadership: A review and future directions. Science Direct. Retrieved on 2006 from
http://www.iranakhlagh.nipc.ir.

Ethical leadership and follower helping and courtesy: Moral awareness and emphatic concern as
moderators.  Wiley  Online  Library. Retrieved on Jan 20, 2012 from
http://onlinelibrary.wiley.com

Ertop, D. (2017). The Ilmpact of ethical leadership on employees’ burnout feeling and intention to quit
with the mediating role of ethical climate. Yeditepe University. Institute of Social Sciences.
PhD in Business Administration.

135


http://digitalcommons.unomaha.edu/Employees'external

Uluslararasi Liderlik Caligmalar1 Dergisi: Kuram ve Uygulama

International Journal of Leadership Studies: Theory and Practice

Executive — follower ethical reasoning and perceptions of ethical leadership. Sage Journals. Retrieved
on March 15, 2011 from http://jom.sagepub.com/.

Fehr, R., Thomas, Y., Chi K. & Dang, C. (2015). Moralized leadership: The construction and
consequences of ethical leader perceptions. Academy of Management Review, 40(2):182-209

Firth, L., Mellor, J. D., Moore, A. K. & Loquet, C. (2004). How can managers reduce employee
intention to quit?. Journal of managerial psychology, 19(2):170-187

Fostering employee wellbeing via a job crafting intervention. Beanmanaged. Retrieved on March 30,
2017 from http://www.beanmanaged.com/

Gandtz, J., Seijts, G., Mazutis, D. & Crossan, M. (2013). Developing leadership character in business
programs. Academy of Management Learning & Education, 12(2):285-305.

Ghahroodi, K. H., Ghazali, Z. M. & Ghorban, S. Z. (2013). Examining ethical leadership and its
impact on the followers’ behavioral outcomes. Canadian Center of Science and Education,
9(3): 91-96.

Gill, A. L. & Seguin, M. E. (2014).When politics meets ethics: How political skill helps ethical leaders
foster organizational citizenship behaviors. Journal of Managerial Issues.

Gill, H., Ahmad, I., Rizwan, M., Farid, S., Mustafa, M., Saher, S., Bashir, A. & Tanveer, A. M.
(2013). The antecedents of turnover intention: A comprehensive model to predict the turnover
intentions. Journal of Basic and Applied Research, 3(12):392-402.

Halbesleben, R. J. & Buckley, M. R. (2004). Burnout in organizational life. Journal of Management,
30(6): 859-879.

Hartog, D.N.D. (2015). Ethical leadership. Annual Review of Organizational Psychology and
Organizational Behavior, 2, 409-434.

Hassan, S. & Wright, E. B. (2014). Does ethical leadership matter in government? Effects on
organizational commitment, absenteeism, and willingness to report ethical problems. Public
Administration Review, 74(3): 333-343.

Heller, M. (2013). The Myth of Employee Burnout. United States: Peppertree Press, LLC.

Howard, W. L. & Cordes, L. C. (2010). Flight from unfairness: effects of perceived mjustice on
emotional exhaustion and employee withdrawal. Journal of Business and Psychology, 25(3),
409-428.

Human Resources for Leaders of Future Organizations. Brainmass. Retrieved on February, 2009 from
https://brainmass.com/.

Hwang, J. & Wen, L. (2009). The effect of perceived fairness toward hotel overbooking and
compensation practices on customer loyalty. International Journal of Contemporary
Hospitality Management, 21(6), 659-675.

Hystad, W. S. & Olaniyan, S. O. (2016). Employees’ psychological capital, job satisfaction,
insecurity, and intentions to quit: The direct and indirect effects of authentic leadership.
Journal of Work and Organizational Psychology, 32:163-171.

Job burnout among communication professionals in Hong Kong. Retrieved on 2015 from
http://www.uri.edu.

136



The Perceived Impact of Ethical Leadership on Employees’ Burnout Feeling and Intention to Quit
Dilsah ERTOP

Kalshoven, K. (2010). Ethical leadership: through the eyes of employees. FEB: Amsterdam Business
School Research Institute (ABS-RI), FMG: Psychology Research Institute PhD dissertation
Chapter 2: 25-65.

Kalshoven, K. (2011) .Ethical Leadership at work questionnaire (ELW): Development and validation
of a multidimensional measure. The Leadership Quarterly, 2.

Karatepe, M. O. (2011). Do job resources moderate the effect of emotional dissonance on burnout?: A
study in the city of Ankara, Turkey. International Journal of Contemporary Hospitality
Management, 23(1), 44-65.

Karatepe, M. O. (2013). The effects of work overload and work family conflict on job embeddedness
and job performance: The mediation of emotional exhaustion. International Journal of
Contemporary Hospitality Management, 25(4), 614-634.

Karatepe, M. O., Haktanir, M. & Yorganci, I. (2010). The impacts of core self-evaluations on
customer related social stressors and emotional exhaustion. The Service Industrial Journal,
30(9), 15651579.

Kaur, B., Mohindru. & Pankaj (2013). Antecedents of turnover intentions: A literature review.
Journal of Management and Business Studies, 3(10):1219-1230.

King, R.C. & Sethi, V. (1997). The moderating effect of organizational commitment or burnout in
information systems profession. European Journal of Information Systems, 6(2), 86-96.

Kumar, B., Lengler, J. & Mohsin, A. (2013). Exploring the antecedents of intentions to leave the job.
International Journal of Hospitality management, 35:48-58.

Kurt, T., Demirtas, O. & Ozdevecioglu, M. (2015). The effect of leader-member exchange on turnover
mtention and organizational citizenship behavior: The mediating role of meaningful work. The
Faculty of Economics and Business Administration, 710-719.

Lacoursiere, B. Roy. (2001). “’Burnout’ and substance user treatment: The phenomenon and the
administrator-clinician’s experience. Substance Use & Misuse, 36(13).

Lages, R. C. (2012). Employees’ external representation of their workplace. Journal of Business
Research, 65: 1264-1272

Lambert, G. E., Altheimer, I. & Hogan, L. N. (2010). Exploring the relationship between social
support and job burnout among correctional staff. Criminal Justice and Behavior, 37(11),
1217-1236.

Leadership and Ethical Decision Making among Mauritian Managers. EJBO. Retrieved on 2017 from
http://ejbo.jyu.fi/.

Leadership. SAGE Publishing. Retrieved on April 2015, from https://uk.sagepub.com.

Leigh, A. (2013). Ethical leadership creating and sustaining an ethical business culture. (2nd Ed.).
United States: Kogan Page.

Leiter, P. M., Bakker, B. A. & Maslach, C. (2014). Burnout at work a Psychological perspective. (1th
Ed.). United States: Psychology Press.

Lin, Y.W. (2012). The causes, consequences, and mediating effects of job burnout among hospital
employees in Taiwan. Journal of Hospital Administration, 2(1), 15-27.

Lishchinsky, O. & Rosenblatt, Z. (2009). Organizational ethics and teachers’ intent to leave: An
Integrative approach. Educational Administration Quarterly, 45(5): 725-758.

137



Uluslararasi Liderlik Caligmalar1 Dergisi: Kuram ve Uygulama

International Journal of Leadership Studies: Theory and Practice

Low, S. G., Cravens, W. D., Grant, K. & Moncrief, C. W. (2001). Antecedents and consequences of
salesperson burnout. Journal of Marketing, 35(6):587-611.

Lu, X. & Guy, E. M. (2014). How emotional labor and ethical leadership affect job engagement for
Chinese public servants. Public Personnel Management, 43(1):3-24.

Mayer, M. D., Aquino, K., Greenbaum, L. R. & Kuenzi, M. (2012). Who displays ethical leadership,
and why does it matter? An examination of antecedents and consequences of ethical
leadership. Academy of Management Journal, 55(1):151-171.

McClean, E. J., Burris, E. & Detert, J. R. (2013). When does voice lead to exit? It depends on
leadership. Academy of Management Journal, 56(2), 525-548.
https://doi.org/10.5465/amj.2011.0041

Mendonca, M. & Kanungo, N. R. (2007). Ethical leadership. New York: Open University Press.

Monahan, K. (2012). A review of the literature concerning ethical leadership in organizations.
Emerging Leadership Journeys, 55(1):56-66.

Northouse, G. P. (2013). Leadership theory and practice (6th Ed.). United States: SAGE Publications,
Inc.

Numerof, E. R. & Seltzer, J. (1988). Supervisory leadership and subordinate burnout. Academy of
Management Journal, 31(2):439-446.

Oztiirk,V., Kogyigit, C. S. & Bal, C. E. (2011). A Study into the relation between the level of job
burnout and job involvement of the practioners of accountancy: Ankara case. Dogus
University, 12(1), 84-98.

Papathanasiou, V. I. (2015). Work-related mental consequences: Implications of burnout on mental
health status among health care providers. Journal of Academy of Medical Sciences of Bosnia
and Herzegovina, 23(1), 22-28.

Peachey, W. J. & Wells, E. J. (2011). Turnover intentions Do Leadership behaviors and satisfaction
with the leader matter?. Team Performance Management, 17(2):23-40.

Piece, L. T. (2000) .Explaining ethical failures of leadership. The Leadership & Organization
Development Journal, 21(4): 177-184.

Potipiroon, W. & Feerman, S. (2016).What difference do ethical leaders make? Exploring the
mediating role of interpersonal justice and the moderating role of public service motivation.
International Public Management Journal, 19(2), 171-207.

Prussia, G., Yukl, G. & Mahsud, R. (2010). Leader empathy, ethical leadership, and relations-oriented
behaviors as antecedents of leader-member exchange quality. Journal of Managerial
Psychology, 25(6):561-577.

Rizwan, M., Arshad, M., Munir, H., Igbal, F. & Hussain, A. (2014). Determinants of Employees
intention to leave: A Study from Pakistan. International Journal of Human Resource Studies,
4(3):1-18.

Robert, J. S. (2010). The Moral Character of Academic learning: Challenging the exclusivity of the
reigning paradigm of school learning. Second International Handbook of Educational
Change.

Robyn, A. & Du Preez, R. (2013). Intention to quit amongst generation Y academics at higher
education institutions. Retrieved from http://scholar.sun.ac.za.

138



The Perceived Impact of Ethical Leadership on Employees’ Burnout Feeling and Intention to Quit
Dilsah ERTOP

Russell, W. D., Altmaier, E. & Dawn, V. V. (1987). Job-related stress, social support, and burnout
among classroom teachers. Journal of Applied Psychology, 72(2):269-274.

Schoorman, F. D. & Ballinger, A. G. (2007). Individual reactions to leadership succession in
workgroups. Academy of Management, Review 32(1):118-136.

Shaubroeck, M. J., Hannah, T. S., Avolio, J. B., Kozlowski, W.J. S., Lord, G. R., Trevino, K. L.,
Dimotakis, N. & Peng, C. A. (2012). Embedding ethical leadership within and across
organizational levels. Academy of Management Journal, 55(5):1053-1078.

Shih, S. Pao., Jiang, J. J., Klein, G. & Wang, E. (2013). Job burnout of the information technology
worker: Work exhaustion, depersonalization, and personal accomplishment. Information &
Management, 50:582-589.

Singh, J., Goolsby, R. J. & Rohaads, K. G. (1994). Behavioral and Psychological consequences of
boundary spanning burnout for customer service representatives. Journal of Marketing
Research: 558-569.

Soler, R., Martin, A., Flichentrei, D., Prats, M., Braga, F., Mayolas, S. & Grass, M. E. (2014). The
consequences of burnout syndrome among healthcare professionals in Spain and Spanish
speaking Latin American countries. Science Direct Burnout Research: 82-89.

Sparks, E. T. (2007). Ethical and umnethical leadership and follower’s well-being: Exploring
psychological processes and boundary conditions. The University of Georgia, PhD
dissertation.

Starratt, J.R. (2004). Ethical leadership. San Francisco: Jossey-Bass

Taylor, G. S. & Pattie, W. M. (2014). When Does Ethical Leadership Affect Workplace Incivility?
The Moderating Role of Follower Personality. Business Ethics Quarterly, 24(4), 595-616.

Thomas, H. C. (2005).Preventing Burnout: The Effects of LMX and mentoring on socialization, role
stress, and burnout. Academy of Management Best Conference Paper.

Trevor, O. C., Weller, I., Gerhart, B. & Lee, H.T. (2008). Understanding voluntary turnover: path
specific job satisfaction effects and the importance of unsolicited job offers. Academy of
Management Journal, 51(4):651-671.

Van Gils, S., Quaquebeke, V. D., Knippenberg, V. D., Van Dijke, M. &De Cremer, D. (2015). Ethical
leadership and follower organizational deviance: The moderating role of follower moral
attentiveness. The Leadership Quarterly, 26(2), 190-203.

Van J., D. D., Walker, D. D. & Skarlicki, P. D. (2010). The role of job demands and emotional
exhaustion in the relationship between customer and employee incivility. Journal of
Management.

Visser, E. W. & Rothman, S. (2014). Exploring antecedents and consequences of burnout in a call
centre. Journal of Industrial Psychology, 34(2):79-87.

Vries, M. K. (2006). The leader on the couch: A clinical approach to changing people and
organizations. Jossey-Bass.

Walker, K. (2007). Anti- egoistic school leadership: Ecologically based value perspectives for the 21
st century. Lifelong Learning Book Series.

What is ethical leadership?. Armyupress. Retrived from on 2010 from http://www.usacac.army.mil.

139



Uluslararasi Liderlik Caligmalar1 Dergisi: Kuram ve Uygulama

International Journal of Leadership Studies: Theory and Practice

Wilson, M., Byarugaba, F. & Katuramu, O. A. (2016). Ethical leadership and academic staff retention
in public. American Journal of Educational Research 1(2):30-41.

Xu, J. A., Loi, R. & Lam, W. L. (2015). The bad boss takes it all: How abusive supervision and
leader—member exchange interact to influence employee silence. The Leadership Quarterly,
26(5), 763-774.

Yanik, O. (2014). The effect of ethical leadership on employees' job satisfaction, organizational
commitment and intention to leave: The mediating role of organizational trust and
organizational justice. Atatiirk University, Social Science Instute, PhD dissertation.

Zhu, W., May, R. D. & Avolio, J. B. (2004). The Impact of ethical leadership behavior on employee
outcomes: The roles of psychological empowerment and authenticity. Journal of Leadership
and Organizational Studies, 11(1):16-26.

Zhu, W., Trevino, K. L., He, H., Chao, M. M. & Wang, W. (2015). Ethical leadership and follower
voice and performance: The role of follower identifications and entity morality beliefs. The
Leadership Quarterly, 26(5), 702-718.

140



e U |_S ULUSLARARASI LiDERLIK CALISMALARI
DERGISi: KURAM VE UYGULAMA

INTERNATIONAL JOURNAL OF LEADERSHIP
STUDIES: THEORY AND PRACTICE

Application Date: 31 May 2019

August 2019- VVolume: 2 / Issue: 2

Acceptance Date: 31 July 2019 Page Range: 141-147

Avrticle Type: Review Paper

LEADERSHIP CHALLENGES FACED BY NOVICE TEACHERS WORKING IN
NIGER’S PRIMARY SCHOOLS

Yahaya MAHAMADOU!

Abstract

This article examines the adaptation challenges of novice teachers as educational leaders in the context of Niger.
In Niger, the newly recruited teachers are supported officially by the school principals who control and evaluate
their lesson booklet every day and visit them at least once a month for evaluating and supporting them on duty.
On the other hand, the supervisors, advisers and inspectors visit the teachers at schools according to the Ministry’s
supervision program. The current low quality of primary education may be affected by this supervision process
which is seem to be inefficient for improving leadership skills of teachers who are expected to make changes in
school and education system . Nevertheless, for handling this problem and increasing the quality of primary school
education, the government should implement a new policy for educating “teacher leader” during the pre-service
and in-service education.

Keywords: Teacher Leadership, Educational Reform, Republic of Niger.

Introduction

Teachers in societies have a role of change agents, they are supposed to educate the current and
the future generation. Therefore, the educational system and the role of teachers should be shaped
according to life expectancy, which seems to be progressively faster, complex, uncertain, and
compressed. So, this calls teachers to do their job with appropriate leadership. Regarding that teachers
could be viewed as instructional leaders who should be well educated during the pre-service education
and continuing professional development. They are expected to be ready to face the concept of
compression of time and space, which affect their professional working environments (Fullan, 2005).
“Teachers have a central role to play in the acquisition of knowledge, skills, attitudes and values that
enable learners to live in harmony and peace with others. In practice, transformative pedagogy which
leads to “a change in behavior” and allows teachers to realize this role and become facilitators of learning
rather than transmitters of knowledge is needed (UNESCO, 2019).

This new concept of teacher leader as a model or change maker emerged with varieties of
definitions. However, teachers leaders are teachers who promote “student achievement”. In this regard,
the pre-service educational program should prepare teachers in order to become leaders, with high level
of skills which can help them to do efficiently their profession. However, good selection process of
candidate, well organized pre-service education program, hiring qualified teachers in the educational
systems are frequently cited among the factors of high performing education systems. When teachers
are well educated with good working conditions with vision and motivation, they are expected
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incessantly to be “teachers leaders” who may affect others positively by developing their skills and
behaviors. It is worth to mention that, this kind of educated teachers can gradually raise her/his skills
and take easily organizational perspectives (Harris, 2005).

Though, teacher leadership is defined as “knowledge, skills, and dispositions by teachers who
positively impact student learning by influencing adults... beyond the classrooms” (Vanita, 2016, p. 2-
17). So, teacher leadership is viewed as a mechanism that teachers utilize to empower the educational
environment. (York-Barr & Duke, 2004 Vanita, 2016, p.8).

Teachers leaders are those who master self-improvement, improve others and can initiate the
change of curriculum. This kind of teachers should have autonomy to work and to have free areas to
express their ideas and know how to motivate others for establishing their own goals. Self-esteem of
teachers and work satisfaction also improve the quality and capacity of teachers (Lambert, 2003).
Therefore, generally the presence of strong teacher leaders in education system is synonymous of good
student achievement (Lambert, 2003; Vanita, 2016, p.16). The teacher leaders are assisted by
instructional coach who provide daily support both formally and informally in the framework of in-
service education. During the process the coaches should use variety of strategies such as, research-
based programs, planning collaboratively with teachers, coaching with feedback (Knight, 2007; Vanita,
2016, p.6).

In Niger there is a policy for the initial and in-service training of primary school teachers
developed with UNESCO's support through the Capacity-Building Program for Education (CapED). It
is mentioned that, the ultimate objective of the teaching policy is to improve the quality of learning.
Therefore, only around 20 % of primary school teachers have been trained in teacher schools. Pre-
service teacher training programs in Niger is hold in the different teacher training schools .The
candidates from middle school are selected every year by national exam. The successful candidates
receive government’s full scholarship during the training program, it is one year for owner of high school
diploma and two year for owner of middle school diploma. Meanwhile, unsuccessful candidates have a
right to register as a private students. Niger's teaching policy for primary training provides evidence-
based guidance. The program aims to enable teachers to be empowered, adequately recruited and
remunerated, motivated, and to evolve within systems that are effectively and efficiently managed and
adequately resourced. Within the in service program the online system, in the framework of the CapED
program the country organized the training of 80 primary school principals.
(http://www.iicba.unesco.org/?q=node/222).

The “CapED Niger” program is implemented by a country team, including the relevant
Ministries of Education, the National Government Coordinator and the UNESCO Technical Assistant.
Supervision is provided by UNESCO-Dakar under the overall coordination of the CapED program team
at UNESCO-Paris. The program is supported by the UNESCO International Institute for Capacity
Building in Africa (IICBA) and the logistical support of the Niger National Commission for UNESCO
and ISESCO) (UNESCO 2018). The UNESCO and the International Institute for Capacity Building in
Africa (IICBA) are supporting this process of teacher policy formulation within the framework of
UNESCO's CapED, funded by voluntary contributions from Sweden, Finland and Norway in the
framework of national education and training program (2014-2024). It revealed that since the launch of
the program in Niger, a participatory and dynamic approach has been adopted which involves national
actors, managers and structures in the design of activities which are in line with national priorities. The
relevant Ministries of Education also supervise and monitor activities with support from or in
consultation with other external partners, where appropriate, who are involved in the same field (Swiss
Cooperation, UNICEF, LuxDev, IFADEM, GIZ, etc.).

The program has been implemented in a number of stages:

Stage 1: Mobilizing Stakeholders (2012)

Stage 2: Assessment of needs and capacities (2013-2014)

Stage 3: Formulation of a capacity building plan (2014)

Stage 4: Implementation of capacity building activities (2014-present).
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We realize that there is no any project about “teacher leadership” as a concept or a new
implementation, which may be the 5" stage among those stages. The implemented program through
CapED focused on curriculum and teacher training program especially about the introduced bilingual
education in pre-service teacher training (UNESCO, 2018a). Niger faces the major challenge of
increasing the number of teachers and improving their professional skills in order to meet the increasing
demand for education of school-age children. (UNESCO, 2018b). So, this study aims to explore the
concept of teacher leadership and the challenges facing by novice teacher leader in the context of Niger’s
education system. This study suggests the implementation of teacher leadership in the system for
shaping the environment of schools, influencing collaboration within the teachers and empowering
student learning. And explains how the knowledge of teacher can be prepared for instructional, social
and economic change in the country.

Background

The teacher candidates are prepared for the profession of teaching by pre-service education,
after this training session the novice teachers often appear to be in need of helpful feedback in their first
years from the seniors, experienced colleagues and administrators what is commonly called induction.
Induction is a process of introduction, initiation, training and support for new recruited teachers
(Dishena, 2014, p.20).

The challenges of novice teachers have been cited by many studies, among the most encountered
challenges by novice teachers: classroom management, nature of initiation, lack of instructional
materials and resources, training and support, to deal how to motivate students, how to use effective
teaching methods, to deal with individual students’ interests, abilities, and problems, and how to
communicate effectively with school environment (Koca, 2016; Oztiirk and Yildirim, 2013).

According to this conception, teachers are expected to face the compression of time and space,
which accelerates the ongoing change and impacts the educational systems and the professional working
environments of teachers (Fullan, 2005). Leader teachers are teachers who love and have passion for
their profession they do not let any negative teaching environments to affect them. Leader teachers
should be prepared also to work easily with parents, colleagues, and administrator; academic,
organizational and social problems, material and technology using concerns (Koca, 2016). Finally, we
realize that the quality of teachers depend of the quality of selection, education and hiring systems.

An effective teacher preparation program can solve an important part of problems of novice
teachers. Therefore, peer coaching method can be an effective way to overcome the problems and
increase the capacities of novice teachers for developing their leadership skills (Koca, 2016). The same
thing was mentioned in another words, that the effective assessment of teachers through their “value
added” “in entering” and “in function” (Hanushek and Rivkin, 2012).

The process of adaptation of novice teachers differs from one system to another, according to
Dishena (2014) the process starts firstly with an initiation and introduction of the vision and mission,
policies and procedures of school, explaining him/her role and responsibility, resources and school
activities. In another words, the induction is used for introducing the employees (teachers) the goals,
policies, procedures and values of the organization (school) and to their co-workers (teachers)
(Nghaamwa, 2017). It should be in their first years after preparation program as extension of teacher
preparation with encouragement and support to enable them to enjoy positive learning experiences and
a pleasant start in their careers. (European Commission, 2010, p.16, Nghaamwa, 2017, p.29).

The novice teacher leader should be a professional who can create a culture of collaboration
across the school. According Harris (2015) there are four broad supports for helping early-career
teachers to succeed and stay in the profession: (1) comprehensive induction programs,(2) supportive
administrators,(3) skilled mentors, and (4) helpful colleagues. So, ignoring induction in an education
system can result in an erosion in the teacher development continuum. However, in the context of Niger,
number of studies (Lauwerier and Akkari, 2015; Lanoue, 2014; MEN/DESAS, 2015; Nkengne and
Marin, 2018; PASEC, 2015) about the quality of education recommended to the authorities to improve
the meaning of professionalism of teachers and should organize efficiently their professional continuum
education. Teachers should be supported by utilizing a variety of techniques and strategies such as;
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research-based instructional practices by conducting one-on-one meetings, planning collaboratively
with teachers, modeling instructional strategies, co-teaching, observing and providing teachers
(Nghaamwa, 2017, p.12).

Major Leadership Challenges faced by Novice Teachers Working in the Primary School
of Niger

Nowadays, education is used to increase the rate of literacy and to decrease indirectly the
poverty which improves the wellbeing of the society. So, according the evidence that said that the quality
of education system depends of the quality of teachers we realize how much the systems are in need of
teachers leaders. These realities were proven for decades by high performing educational systems around
the world. They achieved this high performance by reforming their educational systems by selecting
and hiring qualified teachers with good working conditions and providing social and academic
assistances for students in need.

This study attempts to identify the factors that can challenge the development of novice teachers
to become leaders and innovators in the educational systems. Therefore, researches notified that the
novice teachers in many countries start their job as “teacher candidate” or “junior teacher” under the
supervision of the senior teachers in the framework of induction program (Nghaamwa, 2017, p.30).
Currently, in many countries, teachers are educated and supported for being leaders and change makers
in the school systems, they are prepared for overcoming the “practice shock” (McCann, Johannessen
and Ricca, 2005).

The challenges of novice teachers working in primary schools in Niger are such their newly
recruited around the world in need of an adaptation program. For example, the level of preparation of
teachers can probably be a source of low self-esteem of teachers due by lack of knowledge and
leadership skills. In Niger, the newly recruited teachers in primary schools begin their job like
experienced teachers, because without the initiation and booklet control there is no formal induction
program for novice teachers. Recently, the quality of teachers have been identified as the main problem
of the Niger’s educational system. Nonetheless, the literature that supports more the crucial role of
teachers in educational transformations should be prevailed. So, the focus should be on teachers and
teaching for their critic roles in education systems (Muijs and Reynolds, 2011).

Educational Challenges Faced by Novice Teacher Leaders

In Niger, during these last three decades, the training program of primary schools teachers in
Niger has linked with the international educational reform programs. The reform was suggested to the
countries through their level of development and rates of literacy. The suggested program to the low
income countries was recommended that the education budget should be reduced regarding the
economic capacity of the countries. The budget and time of pre-service and in-service training programs
have been reduced for overcoming the problem of teacher shortage in the primary schools.

In Niger, the students from middle schools are selected every year by national exam for teacher
schools. The duration of pre-service education depends on the level of teacher candidates, two years for
middle school and a year for high school level certificates holders. Meanwhile, the non-selected group
of students have a right to register as private students. But; the training program seems to be insufficient
for teachers to do comfortably their duties. In Niger, the newly recruited teachers are supported by the
school principals who control and evaluate their lesson preparation booklet every day. Meanwhile, in
one hand, it was emphasized that, the principals of schools should visit their teachers in their classrooms
at least once a month. In another hand, the pedagogical advisors and inspectors of the Ministry of
Education visit the schools for supervising and supporting teachers (Sagayar, 2011 p.39-41).

Therefore, teachers or leaders teachers are expected to respond to the skills such as
communication, written and oral skills, teamwork, creativity, critical thinking, and problem solving and
the use of technology to convey ideas, evidence, images and emotions were mentioned for being teacher
leaders. But unfortunately, because of the disparity between education and local languages, the use of
educational language is some time remarkably low or is judge inefficient due by the difference of
language between student and teacher or both of them and educational language. (Kiuhara, Graham
&Hawken, 2009).
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Lack of Resources and Adaptation of Challenges for Novice Teachers

Niger is a developing country and consistently is one of the lowest-ranked in the United
Nations-Human Development Index (HDI). The economy is concentrated on subsistence and some
export agriculture clustered in the more fertile south, and the export of raw materials,
especially uranium. Niger faces serious development challenges due to its landlocked position, desert
terrain, inefficient agriculture, high fertility rates and resulting in over population without birth control,
poor education and poverty of its people, lack of infrastructure, poor health care, and environmental
degradation; (https://en.wikipedia.org/wiki/Niger).

In this condition the novice teachers in rural or urban areas are facing a lack of resources mostly.
Therefore, teachers in rural areas are facing most of the time a lack of resources. Some teachers are so
desperate for obtaining materials that they find themselves spending their own money to get pencils,
paper and art supplies for students. Some schools use textbooks that are years or even decades old, and
teachers must try to find ways to supplement those books with new and free materials to keep students
informed. Under-resourcing is the major challenge to carry out their duties. Through these challenges
the novice teachers should be strong under these difficulties and they should be supported for doing their
jobs. “Under-resourced” is interpreted as; not being given opportunities to develop their knowledge,
access to information, or obtain adequate support, to fulfil specified role tasks.

The researchers explained the impact of lack of resources in six areas, first, how to transfer
curriculum changes into the classroom? Second, how to deal with students from diverse cultural
backgrounds? Third, what programs to adopt to address students with special needs? Fourth, how to
deal with the greater range of student behavior encountered? Fifth, the teachers feel that there was also
pressure for them to adopt the latest technology, but according to them there is little willingness for
schools to finance and provide time for them to develop in this area. Sixth, there is a perceived need for
more training in mentoring and preparing other staff for new roles. As results, government and parents
blame teachers, who in turn blame training, education system and school authorities
http://www.ascd.org/ascd-express/vol5/507-reeves.aspx).

Conclusion and Recommendation

The findings indicate that teacher leadership as a concept is still new to certain education
systems and teachers. For example in Niger, for increasing the quality of education system the
government in the latest decades tried to increase the instructional quality by reforming the curricula but
now the focus is on the quality of teachers. Lastly, the Ministry of Education decided to evaluate all
contract teachers working in primary schools. This assessment helped the Ministry to identify good and
weak teachers. After listing the teachers according their marks, the Ministry decided to cancel the
contract of those didn’t get acceptable marks for teacher qualification. So, now there is need to organize
professional development for all these teachers by using variety techniques and strategies with coaching
with feedback. The government should also enhance the teacher professionalism of all novice teachers
and those who are judged as in need of ongoing training. The program should include organizational
capacity skills.

In this regard, the school principals should have weekly programs in the framework of
education of teachers leaders. Principals have to build trustworthy relationships and help teachers feel
confident that they possess the requisite skills to successfully lead others. Especially in the case of
curriculum change or when the novice teachers begin new units of work which acquire new teaching
styles, when teachers begin to work in a different school size....

In another hand, the coaching system should be implemented in the districts or schools. The
coaches firstly are expected to be a group of persons who have already trained about instructional
leadership for increasing their ability to diagnose teachers’ needs and adjust their responses to meet the
particular instructional needs in classroom.

Through these initiatives the Ministry of Education can allow municipalities or local authorities
the opportunities to hire math or reading coaches to provide ongoing training and quality professional
development to enhance instructional practices and student achievement. The school authorities should
organize and train the teachers to have them working together as a team by creating collaborative areas
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within colleagues. They should also consider the professional side of novice teachers by using
comprehensive induction programs, and benefiting from supportive administrators, and skilled mentors.
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Oz

Orgiit yonetimi ve orgiitsel degisimlerde liderlerin 6nemli rolleri bulunmaktadir. Her alanda yasanan hizli
degisim ve gelisimlerde liderlerin kritik kararlar almalar1 orgiitlerin giic ve dengelerini dnemli diizeylerde
etkileyerek onlarda yeni olusum ve degerlendirmeler yasanmasina neden olmaktadir. Calismamizda orgiitsel
degisimlerde ve orgiit yonetiminde karizmatik liderlik roliiniin etkileri incelenmistir. Arastirma sonucunda
karizmatik liderlerin siyaset, spor gibi alanlarda olumlu anlamda etkili oldugu sunucuna ulagilmistir. Bunun
yaninda oOrgiit yonetimi ve Orgiitsel degisim siire¢lerinde karizmatik liderlerin birtakim olumsuz etkilerinin
olabilecegi sonucuna da varilmigtir. Bu g¢alismanin Orgiit yonetimi ve degisiminde karizmatik liderlerin
degerlendirilmesinde farkli bir paradigma kazandiracag: diisiiniilmektedir..

Anahtar Kelimeler: Karizmatik Liderlik, Orgiitsel Degisim, Orgiit Ydnetimi.

Charismatic Leadership and Critical Overview in Organizational Change and Organization
Management

Abstract

Leaders play an important role in organizational management and organizational change. Critical decisions of
the leaders in the rapid changes and developments in all areas affect the power and balance of the organizations
significantly and cause them to have new formations and evaluations. In our study the effects of charismatic
leadership role in organizational changes and organization management are examined. As a result of the
research, it was found that charismatic leaders have positive effect on politics and sports. In addition, it was
concluded that charismatic leaders may have negative effects on organizational management and organizational
change processes. It is thought that this study will give a different paradigm in the evaluation of the charismatic
leaders in the management and change of the organization.

Keywords: Charismatic leadership, Organizational Change, Organization Management.

Giris
Giinimiizde sanayi toplumundan bilgi toplumuna ge¢is déoneminde, teknolojinin de etkisiyle
her alanda Onemli gelismeler yasanmaktadir. Bu gelismeler orgiitlerde degisimi kaginilmaz
kilmaktadir. Orgiitlerde yasanan en 6nemli problem, degisimin gerekliligini ortaya ¢ikarmak ve

calisanlarla birlikte bunu uygulamaya koymaktir. Orgiitlerin degisiminde etkili bir liderden beklenen,
belirlenen hedeflere daha dogru bir yonetimle ulasilmasinda etkin rol oynamasidir.
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Bireyler aligkanliklarindan, diizenlerinden kolaylikla vazgegerek, yeni bir siirecin baglamasina
uyum saglamada zorluk yasayabilirler. Bir yonetici ya da liderin, bireyleri degisimin gerekliligine ikna
etmesi ve dogacak sonuglarin Orgiite katacagi firsat ve faydalari belirtmesi, bu slrecte dnemli
motivasyon araci olacaktir. S6z konusu motivasyon araglarini etkili sekilde kullanan, genel olarak yon
gosteren, giiclii, yakisikli, olagan iistii yetenekli olarak nitelendirilen karizmatik liderler, izleyicilerini
en ¢ok etkileyen liderlerdendir. Asir1 dzgiiven ve cesaretli olmalar1 giiven arttiric1 6zelliklerindendir.
Diinyay1 etkileyen birgok lider karizmatik liderlik 6zelligi tagimaktadir.

Karizmatik liderlik i¢inde olumlu ve olumsuz ydnlerini barindirmasi nedeniyle iki farkli
boyutla karsimza ¢ikar. Olumlu karizmatik liderler, fikir ve diisiince odaklidir. izleyicilerine hizmet
ederler ve onlarin ¢ikarlarini korurlar. Olumsuz karizmatik liderler ise diigiincelerinden ¢ok bireylerin
kendilerine baglanmasini isterler. Gii¢ kazanarak kigisel ¢ikar elde etmeye ¢aligirlar (Barutcu, 2014).

Orgiit yonetimlerinde karizmatik liderlerde goriilen bazi olumsuz taraflar nedeniyle bu
liderleri elestirel bir diislince ile analiz etme ihtiyaci ortaya ¢ikmaktadir. En etkili liderlik tiirlerinden
biri olan karizmatik liderligin orgiit degisiminde nasil bir rol oynadiginin incelenmesinin alanyazina
onemli katkilar saglayacagi diisliniilmektedir.

Arastirmanin Amaci

[k olarak House (1977) tarafindan &ne siiriilen karizmatik liderlik, etkili bir gekiciligi ifade
eden kavram olarak tanimlanmistir. Weber (1947) karizmatik liderleri, “’sosyal degisim yaratan’’
olaganiistii gilice sahip bireyler olarak nitelendirmistir (Yildiz, 2013). Degisim ve doniisiim 2000’li
yillardan itibaren tiim diinyada biiylik bir hizla gelisim gosterirken, liderlerden bu doniisiimleri
ongoren nitelikte olmalar1 beklenmektedir (Toduk, 2014). Gegmis dénemlerde bir liderin ne kadar
hizl1 ve bilyiik diistinebildigine bakilarak, yiiksek potansiyelde olup olmadigina karar verilirdi. Ancak,
ginimdizde liderlerin, gercekleri gorip bu gerceklikle ne dlcide yiizlesebildiklerine ve piyasadaki
finansal gelismeleri yorumlayarak orgiitlerin devamliligin1 saglamak igin gereken bilesenlere sahip
olup olmadiklarina bakilmaktadir (Charan, 2009). Karizmatik liderler, lider-izleyici iligkisinde tam
olarak yeterli goriilmedigi i¢in elestirilmektedirler. Bu liderler, yalnizca kendi goriislerini izleyicilere
aktarmaktan bagka bir sey istemeyebilirler. Ancak bas dondiiren is ortaminda basarili bir liderden,
karizmatik olmas1 disinda izleyicilerini de isin i¢ine katarak degisen sartlara gore onlar1 doniistiirebilen
bir nitelikte olmas1 beklenmektedir (Sabuncuoglu ve Tiiz, 2008). Bu ¢alismada, genel olarak olumlu
yonleriyle bilinen karizmatik liderligin Orgiitsel degisim ve Orgut yonetiminde olumsuzluk
yaratabilecek yonlerini ortaya g¢ikararak bu liderlik tirinl elestirel bir bakis agisiyla incelemek
amaclanmaktadir.

Degisimin Tanimi

Degisim ilk olarak farkli yontemleri arama ve ¢alisma davraniglarini degistirme cabalariyla
ortaya ¢ikmistir (Akpinar ve Bay, 2016). Degisim bir seyi belirli bir diizeyden bir baska diizeye
gecirmek olarak ifade edilir. Degisim sonucunda belirgin bir seviyede farklilik olusmaktadir (Mirze ve
Ulgen, 2013). 1990’11 yillarda yasanan sosyal, ekonomik ve toplumsal gelismelerin ardindan degisim
kisisel ve orgiitsel yasam agisindan 6nemli bir konu olarak karsimiza ¢ikmaktadir. Kisisel diizeyde
degisimin en Onemli Ozellikleri; bireylerin kendilerinde devamli olarak yeni is yapma yontemleri
gelistirmeleri, bilinglerinde kendilerini siirekli olarak farkli davranmaya aligtirmaya calismalart ve
degisim karsisinda gostermis olduklar1 direng noktalar1 olarak aciklanabilir. Orgiit diizeyinde degisim
ise, isletmelerin kurulus vizyon-misyonlarindan, orgiitsel yapilarindan, ¢alisanlarina kadar olan her
konuda yapmis olduklar1 degisim ve dontlisiim uygulamalarini kapsamaktadir (Kogel, 2015).
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Degisim Giigleri

Kiiresel ekonomilerin gelisimi ve rekabet ortamlarinin artmasiyla birlikte bugiin ¢ok yiiksek
pazar payma sahip olan sirketler de dahil olmak Uzere hemen hemen her sirketin istikrar saglamak
amactyla kokten degisimler gergeklestirmeleri gerekmektedir. Diinya ¢apindaki bugiiniin yoneticileri
“Degis ya da 061 sloganiyla bu durumu agiklamaktadir. Sirketler, degisen sosyo-ekonomik
degisimlere daha duyarli olmak adina iiriin ve pazarlama stratejilerini, is akis planlarini ve ¢alisanlarin
gelisim amagl siirekli olarak degistirip diizenlemektedir (Robbins ve Judge, 2015).

Tablo: 1. Degisim gii¢leri ve nedenleri

Degisim Giigleri Nedenleri

Is Giiciiniin Dogas1 Kiltiirel cesitlilik, yaslanan niifuslar, gogler
Teknoloji Teknolojik gelismeler, sosyal medya,

Ekonomik kosullar Ekonomik artis ve azalislar

Rekabet Global rakipler, konsolidasyonlar

Toplumsal Egilimler Cevre bilinci

Diinya Siyaseti Liderlerde olusan olumsuz tutumlar, Cin pazarlari

Orgiitlerde Degisim Siireci

Degisimin oOrgiitlerde hangi konularda nasil uygulanabilecegine iliskin Lewin (1951)
tarafindan gelistirilen model su 6zellikleri tagimaktadir (Kogel, 2015):

e Degisime ugrayacak olan degiskenler, var olan uygulamalarindan ve durumlarindan
cozdurulerek mevcut durum bozulur (unfreezing).

e (ozdiriilerek daha esnek bir hale gelen bu degiskenler yeniden sekillenir (change)

e Degiskenler yeniden sekillendirildikten sonraki haliyle yeniden katilastirilarak dondurulur
(refreezing)

Orgiitsel degisim siireglerinde yaygin olarak kullamlmakta olan bu model, ii¢ asamali bir
model olarak bilinmektedir. Model, birbiriyle ¢arpigsan iki giicii temsil eder. Gliglerden biri bireyi
mevcut yani yerlesik olan duruma dogru cekerken, digeri ise degisime dogru yonlendirmektedir.
Carpisan iki giic birbirine esit ise bireyin davraniginda bir degisim yasanmaz ve davranigini yine
devam ettirir. Bireyin davraniglarinda degisim yasanmasi i¢in mevcut durumu devam ettiren giiclerin
kaldirilmas1 gerekmektedir. Dolayisiyla degisime dogru iten giiciin arttirilarak, mevcut duruma destek
veren gliglerinde azalmasi veya iki eylemin de birlestirilerek uygulamaya gecilmesi gerekmektedir
(Can, Asan ve Aydin, 2006).

Orgiitsel Degisim

Kelime anlamiyla Aristoteles degisim kavramini, karsilikli iki durumda birinden digerine
gegme seklinde yorumlamistir. Aristoteles’e gore {i¢ degisim tiirii vardir, yokluktan varliga gegme
(dogum), varliktan yokluga gegme (8liim) ve varliktan varliga gegme (devim). Orgiitsel degisim ise,
bir orglt ya da organizasyonun temel Ozelliginin yani, orgiit yapisinin, kullandigi teknolojilerin,
amagclarin, hedeflerin ve ¢alisanlarin degistirilmesi olarak tanimlanmaktadir (Karabal, 2016).

Orgiitsel degisim, bilim ve teknoloji alaninda yasanan gelismelerin uygulamaya koyulmasi
sonucu olusmaktadir. Orgiit yoneticileri kendilerini degistirmeden orgiitte degisim ve gelisim

150



Orgiitsel Degisim Ve Orgiit Yonetiminde Karizmatik Liderlik ve Elestirel Bir Baks
Ayla AVCI

saglayamazlar. Orgiitsel degisimin gerceklesmesinde orgiit cevresinin de degismesi ya da degisimi
kabul ederek desteklemesi gerekmektedir (Ozer, 2008).

Orgtsel Liderlik

Orgtsel liderlik, orgtlerde kilit pozisyonundaki ydneticilerin, orgiit galisanlarina,
vizyonlariyla rehberlik ederek orgutteki liderligin ve liderlik kiiltiiriintin gelistirilmesine yonelik olarak
yaptiklar1 uygulamalardir. Orgiitsel liderlerin drgiitte yasanan siirekli degisimle ilgilenmek ve orgiite
liderlik etmek iizere iki onemli gérevi bulunmaktadir (Pearce and Robinson, 2015). Orgiitlerdeki
yonetim sureglerinde liderlik, ¢alisanlar1 6rgiit amaglarina uygun olarak yonlendirmektir (Mirze ve
Ulgen, 2013).

Orgiitlerde yenilikleri baslatma, uygulamaya koyma ve siirdiiriilebilme asamalarinda lider en
onemli unsurlardandir. Orgiite degisim ve yenilik getirecek liderlerin, geleneksel liderlik yaklagimlari
disindaki yeni yaklasimlari, kisisel oOzellikleri ile birlestirerek gliglii bir liderlik sergilemesi
gerekmektedir (Serinkan, Caligkan ve Bakan, 2008). Baska bir ifade ile yeni nesil liderlerden liderlik
yaklagimlariyla kisisel 6zelliklerini etkili bir sekilde harmanlamalar1 beklenmektedir.

Orgiitler acik sistemlerdir ve siirekli olarak degisen bir cevrede faaliyet gosterirler. Teknolojik,
kiiltiirel, yasal bircok degisiklik s6z konusu oldugundan orgiitler cevresiyle olan iligkilerini siirdiirmek
ve yeni iligkiler olusturma amaciyla degisim isteklerine maruz kalirlar. Bu durumda baglangigta yeterli
olan yapimin yerini uyumsuz ve yetersiz bir ortam alir. Liderler, bu uyumsuz ve yetersiz ortama bir
¢Oziim bulma amaciyla ortaya ¢ikmaktadirlar (Can, Asan ve Aydin, 2006).

Karizmatik Liderlik ve Tanim

Karizma kavrami ilk kez Max Weber (1947) kullanmustir. Yunanca bir kelimedir ve
“’Liitfedilen yetenek’’ anlamindadir. Karizma, siradan kisilerden ¢ok olagan fistii kisiler i¢in ifade
edilen bir kavramdir. Yani karizma, Allah vergisi, mikemmel bir gu¢ ve cazibedir (Budak ve Budak,
2010).

House (1977), “Karizmatik Onderlik Kurami”nda liderligin sadece ast-iist iliskileriyle degil,
karakter Ozellikleri, durum ve davraniglan ile de degerlendirilmesi gerektigini belirtmistir. House’a
gore karizmatik liderler, izleyenleri kisilik ozellikleri ile derinlemesine biiyiileyen bireylerdir. Bu
liderler, 6zgiiven sahibi, etkileyici, kendi inanglar1 dogrultusunda inandirma ve ikna etme gucine
sahiptirler (Can vd, 2006).

Karizmatik Liderlik Basamaklar

Aragtirmalarda karizmatik liderlerin organizasyonlarin vizyon ve amaglarina ulasabilmek igin
birtakim faaliyetlerde bulunduklar1 belirtilmektedir. Bu faaliyetler Tablo 2’de ele alinmigtir.
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Tablo: 2. Karizmatik liderlik basamaklar

GIBSON, IVANCEVICH ve CONGER ve KANUNGO ‘ya
DONNELY’e gore Karizmatik Liderlik gore Karizmatik Liderlik
Asamalan Asamalan
1. Basamak: Mevcut durumdaki 1. Mevcut durumun degerlendirilmesi

kullanilmamus firsatlar1 ve zafiyetleri
belirler. Astlarinin ihtiyaclarina duyarlidir.

2.Basamak: Stratejik vizyon olugturur. 2. Amaglari belirtme
3. Basamak: Vizyonu iletir (status — 3. Bu amaglar1 bagarmak igin metotlar
quo)’nun gegersizligini ve vizyonun en gelistirme.

cekici alternatif oldugunu anlatir.
Izleyicilerini yonetmek i¢in motive eder.

4. Basamak: Teknik uzmanlig bizzat risk
almas1 fedakarlig1 ve kendine 6zgii
davraniglari ile giiven telkin eder. Rol
modelleme, gii¢lendirme ve dzgiin
taktiklerle vizyonun basarilmasi i¢in araglar
kullanir.

Kaynak: Tabak, A. (2005).

Karizmatik liderler, izleyicilerini pesinden kosturan, biiyiileyen bir yapidadir. Kararlar
bireysel alirlar ve sozleri emir olarak kabul edilir. Gii¢lii vizyona sahiptirler ve bu dogrultuda tutarh
hareket ederler (Simsek, Celik ve Akgemci, 2014). Diger liderlerden farkli olarak karizmatik liderlerin
en dikkat c¢ekici ozelligi, cevrelerine kendilerini ¢ok iyi ifade ederek etkileyici olmalaridir.
Bulunduklar1 ortamda aligilmamis tutum ve davraniglar sergileyerek ilgi odagi olmayi saglarlar
(Baltas, 2016).

Karizmatik liderler, uluslarin varliginda 6nemli katkilar1 olan ve degisimi gerceklestiren
liderlerdir. Unlii devlet insanlar1, ordu komutanlari, sanatgilar ve sporcular arasinda birgok karizmatik
lider vardir (Kogel, 2015). GE CEO’su Jack Welch, Apple Computer kurucusu Steve Jobs, is
diinyasindaki karizmatik liderlerdendir. J. F. Kennedy, Martin Luther King Jr, R. Regan, B. Clinton,
karizmatik lider olarak gosterilen tinlii devlet adamlar1 arasinda yer almaktadir. Barack Obama ve
Ronald Regan da birbirlerinden farkli 6zelliklerine ragmen karizmatik liderlik 6zellikleriyle sik sik
karsilastirilan liderlerdir (Robbins ve Judge, 2015) .

Karizmatik Liderlik ve Davranislari

Genel olarak karizmatik liderler, kisilikleriyle ¢evrelerinde bulunanlar1 kararli adimlar atmaya
sevk eden, coskulu, 6zgiiven sahibi liderlerdir (Robbins, Decenzo ve Coulter, 2013). Karizmatik
liderlerin en 6nemli Ozellikleri, etkileyici giigleri, &zgiivenleri ve ideallerine olan inanglaridir.
Karizmatik liderlerin izleyicilerini etkiledikleri tavir ve davraniglart sunlardir (Yukl, 2018):

1. Cazip bir vizyon ortaya koymak,

2. Vizyonu dile getirirken gii¢lii ve etkileyici iletisim tarzlar1 kullanmak,
3. Kigsisel riskler alarak vizyona ulasmada 6zveride bulunmak,

4. Yiksek beklentiler ortaya koymak,

5. Takipgilere iyimserlik ve given ifade etmek,

6. Cizdigi vizyonla tutarli davranislar sergileyerek izleyicilere 6rnek olmak,
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7. 1zleyicilerin lider hakkindaki izlenimini yonetmek,
8. Grupla ya da orgiitle 6zdeslesmeyi arttirmak,
9. izleyicileri yetkilendirmek.

Karizmatik liderler, semboller, sloganlar, metaforlar ve betimlemeler iceren bir dille
izleyicilerinin deger ve deneyimlerine gore onlara hitap ederler. Genel olarak karizmatik liderlerin
iletisim bi¢imlerinin cazip ve iyimser bir vizyon olusturmayi destekleyen bir bicimde oldugu ortaya
konmustur. Ornegin; ABD Baskanlarinin yaptiklari konusmalarda sik stk metafor kullanmalarmin
karizmatik bulundugu Yukl (2018) tarafindan yapilan bir aragtirmada belirlenmistir. Ayrica Edizler
(2010)’e gore, tarihsel olarak liderlerin konusmalari, durus ve davranislari incelendiginde, Gandhi,
naif konusma tarz1 ve sakin tavirlariyla, Martin Luther King, aktif, bireylere cosku veren iislubuyla
“karizmatik’’ olarak nitelendirilmektedir.

Orgiitsel Degisim ve Karizmatik Liderlik

Degisim ihtiyacin1 dile getirmek, degisime liderlik etmek yoneticilerin en zor ve 6nemli
sorumluluklarindandir. Bazen belirsiz bazen de diismanca bir ¢evrenin bulundugu orgiitlerde
sirdiriilebilirlik ve adaptasyon saglamada izleyicilere yol gdstermek, onlari cesaretlendirerek
desteklemek liderin gorevleri arasinda yer alir. Bagka bir ifade ile liderlerden, hitap ettikleri kesime
151k tutmalar1, onlar degisimin gerekliligine ikna ederek degisim siirecine tagimalar1 beklenmektedir.

Orgiitlerde, kiiresellesmenin etkisiyle miidahaleci politika uygulamalarmin terk edildigi
kapsamli bir sosyal degisim yasanmaya baslamigtir. 1980°1i yillarda ortaya ¢ikan bu degisim ile
birlikte orgiitler, iirlin ve hizmetlerde yasanan teknolojik gelismelere ayak uydurmaya ¢aligsmaktadir.
Orgiitlerde bu degisim evresi genel olarak {ist ydnetim ve olusturdugu takim rehberliginde
gerceklestirilmektedir.

Orgiitsel degisimin yonetim siireclerinde misyon, vizyon, aksiyon unsurlarina ve bunlari
uygulayacak bir lidere ihtiyag duyulmaktadir (Ozer, 2008). Ayan (2016)’a gore orgitlerde lider
belirleme siirecinde bir faktor olarak karizma boyutu incelenebilir. Bu noktada éncelikli olarak 6rgit
vizyonun, amacinin belirlenmesinde karizmatik liderligin rolii 6nem tasimaktadir. Karizmatik liderler
vizyona en ¢ok onem gosteren liderler arasindadir. Basar1 bir dereceye kadar, liderin vizyonuna
baglhidir. Bu vizyon orgiitii basariya da gotiirebilir, felakete de siirlikleyebilir. Hitler gibi diinya
tarihinde tartigmalara yol agmus karizmatik liderlerin, izleyicileri Gzerindeki olumsuz etkileri bu
gercegi gozler oniine sermektedir (Robbins ve Judge, 2015). Karizmatik liderligin orgiit igin 6nem arz
eden guven ve ilham vermek gibi psikolojik yonleri de bulunmaktadir (Friedrich, 1961). Karizmatik
liderler, duygulara hitap ederek ve yasanan krizlerde ¢oziim yaratarak izleyicilerin kendilerine gliven
duymasin1 saglayacak bir vizyon sunarlar (Yukl, 2018). Sonuglar agisindan vizyon gelistirmede
gerceklerle diislerin denge saglamasi 6nemlidir (Kan, 2017).

Lider tek basina basar1 saglayamaz (George ve Sims, 2011). Liderlerin calisanlarin
yenilikcilige olan yaklagimlarimi belirleyebilmeleri i¢in kurumu ¢ok iyi tanimalart ve kurumda
yapilmasi gereken yeniliklerin farkina varip belirlemeleri gerekmektedir. Bu agidan liderlik herkesin
yerine getirebilecegi bir vazife degildir. Toplumlar degisime iliskin farkli goriis ve beklentiler
igerisinde olabilirler. Ornegin Tiirk kiiltiiriinde degisim, “’eski kdye yeni adet getirmek’ ifadesiyle
aciklanan bir durumdur. Bu agidan ’yeni adeti’’ Orgiit yoneticisinin destekledigini bilmek onun
ontindeki birtakim engellerin ortadan kalkmasina yardimci olabilir (Baltasg, 2016).

Karizmatik liderlik genel anlamiyla 6rgiitlerin kiiltiirlerinde, stratejilerinde koklii bir degisimi
ifade eder. Ancak oOrgiitlerde bir kriz ortami bulunmuyorsa ve ¢ogu orgiit iiyesi degisime ihtiyag
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duymuyorsa orgiitlerde degisimi saglamak zordur. Ayrica birden fazla karizmatik lider 6rgltte mevcut
ise ve vizyonlari arasinda bir uyum yoksa anlagmazliklar yikic1 sonuglar dogurabilir. Tarihte yasanan
ornekler, karizmatik liderlerin radikal vizyonlarimi orgiite uygulamada zorlandiklarin1 gostermektedir
(Yukl, 2018). Yapilan baz1 ¢aligmalarda karizmatik yonetim kurulu tyelerinin 6rgiit performansina
yonelik etkilerinin olmadigi ortaya konmustur (Robbins vd, 2013). Bunun yaninda karizmatik
liderlerin orglitlerde gerekli fakat yeterli bir unsur olmadigina iliskin arastirmalar da bulunmaktadir.
Bu baglamda Orgiitlerde yeniden yapilanma i¢in gerekli olan organizasyonel liderligin gerisinde kalan
karizmatik liderligin daha ileriye gitme ihtiyaci bulunmaktadir (Giiney, 2011).

Karizmatik Liderlik ve Bilinmeyenleri

Karizma denilince akillarda olusan ifade cekiciliktir. Bu bireylerin goriiniisleri, konusmalari,
ses tonlar1 gibi ozellikleri gekici yanlarini olusturmaktadir (Kogel, 2015). Ancak bazi durumlarda
goriiniis yaniltict olabilmektedir. Birtakim sosyopatlarda da bu 6zellikler olabilmektedir. Davranig ve
akil sagligi incelemeleri ile bilinen Glasgow Caledonian University sosyopatlarin 6zelliklerini su
sekilde siralamaktadir (Baltas, 2016):

e Kendi cikarlarini diistinmek, egoistlik,

o Kendine diisiincelerini, daha fazla 6nemsemek,

e Bireyleri amaglar ugruna kullanmak,

e Patolojik yalancilik ve yalanlarina kendisi de inanmak

e Yaptig1 hatalarin, kusurlarin sorumlugunu iistlenmemek,
o Gergege aykirt amag ve hedefler.

Psikolog Liza Marshall, cezali ve hiikiimliiler hakkinda hazirladigi raporda yukarida belirtilen
bu dzelliklerin politikacilar ve karizmatik is liderlerinin yapilarinda da var oldugunu ortaya koymustur
(Baltas, 2016). Karizmanin giiciinii azaltacak bazi karanlik taraflar1 vardir. Eger bu yonleri artarak
bliyilirse, karizmatik liderler bagkalarini motive etmede, isleri yonlendirmede etkisiz bir hale
gelmektedir (Ciampa, 2016). “’Mutlak gii¢ kesinlikle yozlastirir’” atasoziinden hareketle karizmatik
liderler de giiciinii olusturan karizmaya bagimli bir hale gelip kendi ¢ikarlar1 dogrultusunda hareket
ederek asil amacini unutabilir (Evje, 2012). Baz1 karizmatik liderler, kibirli davraniglarda bulunarak
kendilerini yasalarin istiinde gorebilir, etik ihlallerde bulunabilir, yaptiklari basarisizliktan ve
hatalardan da ders almayabilirler (Riggio, 2012).

Orgiitler, karizmatik liderleri kendi biinyelerine ¢ekebilmek icin baz1 yollara
basvurabilmektedir. Ornegin dnemli biiyiik kuruluslar, karizmatik liderlere smirsiz otonom, jetler,
evler, liikks araglar, imtiyazlar ve kaynaklar saglamaktadir. Yapilan bir ¢calismada yonetimde gorev alan
karizmatik CEO’larin ¢aligma performanslar1 ortalamanin altinda olsa bile, yiiksek ticret karsilig
gorev aldiklar1 goriilmiistiir. Ancak bazi durumlarda karizmatik liderler sirket ¢ikarlarini diistinmeden
fevri hareket edebilmektedir. Birgok karizmatik lider, kendilerine yeni sirketler kurarak, kendi
¢ikarlarini ve kazanglarini elde etmektedir. Karizmatik liderler etkindir ancak bu karizmatik liderligin
dogru cevap oldugu anlamina gelmemektedir. Karizmatik liderlik basari inanciyla, uzmanlikla
projelendirildiginde etkili bir sonug elde edilir ve kurumlarin en zor zamanlarinda bile gelismesinde
yardimei olur. Ancak, liderin karanlik yiiziinden kaginarak orgiit kiiltiiriine, 6z farkindaliga ve tevazu
sahibi olmaya dikkat etmesi gerekmektedir (Ciampa, 2016).

154



Orgiitsel Degisim Ve Orgiit Yonetiminde Karizmatik Liderlik ve Elestirel Bir Baks
Ayla AVCI

Tablo: 3. Karizmatik liderlik simrlandirmalar: ve etkileri

Karizmatik Liderlik Simirlamalari Etkileri

Gergek Dis1 Beklentiler

Gériintii yaratmada ve motive etmede gergekdist Lider beklentisi kargilanmazsa ters etki olur

beklentiler

Bagimhihk ve Karsi Bagimlihk Bu durumda herkes inisiyatifini birakip lider

yon gostermesini bekler. Bireyler pasif ve

Giiglii, iyi goriiniimlii lider farkli psikolojik etki SOt h
tepki gosterir duruma gelir.

ve izleyici bagimlilig1 yaratir.

Liderle Aym Fikirde Olma Istegi Giiglii lider varliginda, kisiler, liderle fikir

Liderin begenisi veya antipatisi grup iginde birliginde olmar.n.a ve llideﬂe catigmada
onemlidir. tereddiite diisebilir ve itaati yok eder.

Biiyiiyii Devam Ettirme Gerekliligi
. . L . Biiyii yok oldugunda lider krize girebilir ve
Lider bu beklenti i¢inde olma zafiyeti gosterebilir. izleyiciler yonetim sikintisi yasayabilir.

Fonksiyonel olmayan sekilde hareket edebilir.

Potansiyel Thanet Hisleri Bireylerde liderin ihaneti korkusu ortaya

Isler liderin planlariyla yiiriimediginde ortaya gikar. Hayal kiriklig1 ya da kizgmlik
cikar. yasayabilirler.

Yonetim Kademelerinde Inisiyatifsizlik ) o )
o o ) Karizmatik lider glicsiiz ve pasif hale
Y6netim kademlerinin se¢im hakki olmayan alt gelebilir ve izleyicilerini olumsuz etkiler.

kademe halini almasi

Lider Bireyin Erisim Simirlamalar:
Liderin Stratejik degisimlerde bulunmasini
Liderlik siirecinin bir bireyin etrafinda smirlandirir.

toplanirken, yonetimin farkl olaylarla ilgilenmesi.

Kaynak: Orgiitsel Davranis (Giiney, 2011).

Sonuc, Tartisma ve Oneriler

Gecmisten giinliimiize kadar olan siirecte tiim diinyada siirekli gelismeler yasanmaktadir. Bu
anlamda her alanda yeniliklerin ortaya c¢ikmasi kaginilmaz olmaktadir. Bu gelismelerden en g¢ok
etkilenen, varliklarini siirdiirebilmek amaciyla faaliyet gosteren orgiitler olmaktadir. En 6nemli liderlik
tiirlerinden karizmatik liderler 6zellikle diinya siyasetinde biiyiik basarilar gostermis ve tarihe yon
veren kisiler olarak isimlerini yazdirmiglardir. Ancak, rekabet ortaminin siirekli arttig1 6zel ve kamu
sektdrlinde faaliyet gosteren orgiitlerde yonetimin etkisinin dnemi daha da artmistir.

Karizmatik liderlerin olumlu yonde lider olarak kabul edilmesi ve pozitif yonleriyle ele
alinmasi, bazi toplumlarda bu liderlerin insanlar1 felaketlerle yiiz yiize birakmasi agisindan yanlis bir
degerlendirme olacaktir (Kiling, 1996). Popiiler kiiltiirlerde, televizyonlarda ve filmlerde cesitli
yiizeysellik ve kurgularla karizma, gizemli, bastan ¢ikarici 6zellikleriyle vurgulanmaktadir. Ancak,
gergek liderligin temelleri g6z ardi edilmektedir (Pagonis, 2003). Karizmatik liderler drgttlerde kendi
cikarlarina odaklanarak 6rgutl istikrarsizlagtirarak zarara neden olabilir (Fogarty, 2015). Karizmatik
liderler karanlik taraflariyla da giiclerini koétiiye kullanip iiyelerin refah ve huzurlarini tehdit
edebilmektedir (Fragouli, 2018). Gucll bir karizmaya sahip olan Hitler, insanlarda korku olusturarak
onlar1 kendine baglamaya calismis ve emirlerine itaatsizlik edenlere ¢ok biyuk cezalar vermistir.
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II. Diinya Savaginda yarattigi yikimla hatirlanan Hitler, karizmatik glclnu olumsuz sonuglar elde
etmek i¢in kullanan bir liderdir (Yildiz, 2013).

Karizmatik liderlerin &6zellikle kar amaci giiden Orgiitlerde asir1 6zgiiven ve risk alma gibi
karakteristik ozelliklerinden dolay1r olumsuz sonuglara sebep olabilecekleri diisiiniilmektedir.
Orgutlerin karar alma siireclerinde yoneticilerin ya da liderlerin 6rgiitiin ve calisanlarin faydasi ve
istekleri dogrultusunda kararlar almasi dnem tagimaktadir. Karizmatik liderlerin orgiitlerde finansal
acidan da maliyetli liderler olarak algilanmasi bu tiir liderligin desteklenmesini 6nlemektedir. Sonug
olarak, orgiitlere bircok agidan katki saglayan karizmatik liderlerin, 6rgutlerdeki degisimin zorluklart
ve sonuclarmin yaratacagi olumsuz etkiler ve orgiit yapisi géz oniinde bulundurularak istihdam
edilmesi ve degerlendirilmesi gerektigi diistiniilmektedir.
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