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Abstract

In the process of acquiring legitimacy and adaptation with organizational environment, there can be contradictions
and discrepancy between statements and actual practices, and these paradoxical relations could pave the ground
for the organizational behavior, which can be referred to as organizational hypocrisy. In educational institutions,
hypocrisy means inconsistent individual values, benefits, opinions and actions at schools that affect the behavior of
individuals. It could be concluded that hypocrisy at schools is observed when decisions are easily stated but not
implemented. One of the mechanisms that can be used to eliminate negative results of organizational hypocrisy at
schools is to ensure organizational integrity. For the sake of ensuring organizational integrity, it is expected from
school administrators and other staff to be men of their word, to keep their promises, to internalize adopted values
and reflect them in their actions, and not to ignore ethical principles in all educational and administrational
processes. Limited number of theoretical and empirical studies that investigated which parameters are affected by
organizational hypocrisy and what kind of outcomes it gave birth in schools caused difficulties in studying the term
organizational hypocrisy. Besides, it was considered that studies related to how to deal with organizational
hypocrisy at schools are limited in terms of their contribution to theoretical literature. Thus, the present study
aims to evaluate organizational hypocrisy and organizational integrity, as opposed to hypocrisy, theoretically and
to make some inferences based on the schools in Turkey. In the current study, organizational hypocrisy and
integrity were discussed in Turkish context by examining these terms theoretically and providing recommendations
for eliminating negative results of organizational hypocrisy.
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Oz

Orgiitlerin igleyisinde sdylem, karar ve eylem tutarlihg1 gerek orgiit iiyeleri gerekse orgiitiin orgiitsel alanindaki imajt
agisindan son derece 6nemlidir. Orgiitlerden ve ozellikle de yoneticilerden genellikle sdylemleri dogrultusunda
hareket etmesi diger bir deyisle vaat ettigi seyleri yerine getirmesi beklenmektedir. Orgiitlerin mesruiyet kazanma ve
kurumsal cevreleriyle benzesme siirecinde sdylemleri ile gercek uygulamalari uyumlar arasinda tezatliklar veya
celigkiler yaganabilmekte ve ortaya cikan bu paradoksal iliskiler orgiitsel ikiyiizliiliik olarak ifade edilen Orgiitsel
davranisi hazirlayabilmektedir. Egitim orgiitleri acisindan ikiyiizliiliik, okuldaki bireylerin eylemlerini etkileyen sahip
olduklar tutarsiz degerler, cikarlar, fikirler ve eylemler anlamma gelmektedir. Okullarda oOrgiitsel ikiyiizliligin
kararlarin kolayca ifade edildigi; ancak yerine getirilmedigi zaman goriildiigii ifade edilebilir. Okullarda orgiitsel
ikiyiizliigiin olumsuz sonuglarmnin ortadan kaldirlmasinda kullanilabilecek mekanizmalardan biri érgiitsel biitiinliigii
saglamadir. Orgiitsel biitiinligii saglama adina okul yoneticileri ve diger galisanlarindan; sézlerinin eri olmalari,
verdikleri sozleri tutmalari, benimsedikleri degerleri igsellestirerek uygulamalarinda gostermeleri ve etik ilkelerini tim
egitimsel ve yonetimsel siireglerde géz oniinde bulundurmalar beklenmektedir. Okullar agisindan bircok olumsuz
Orgiitsel davranist ortaya ¢ikaran oOrgiitsel ikiytizliliigiin okullar agisindan hangi parametreleri etkileyebilecegine ve ne
tir ciktilart dogurabilecegine dair teorik ve ampirik galigmalarin simirliign orgiitsel ikiytizlilik kavrammin
derinlemesine irdelenmesini giiclestirmektedir. Ayrica okullarda orgiitsel ikiytizliligiin iistesinden gelinmesinde nasil
bir yol izlenmesi gerektigine iliskin calismalarin alana teorik cercevede katki getirme boyutunda smirli kaldigi
diistiniilmektedir. Buradan hareketle mevcut calisma, orgiitsel ikiyiizliliik ve ikiyiizliligiin karsiti olarak orgiitsel
biitiinliik kavramlarmi okullar agisindan teorik olarak degerlendirmeyi ve Tiirkiye’deki okullar agisindan tartigarak
bazi ¢ikarimlarda bulunmayi amaglamaktadir. Bu ¢alismada orgiitsel ikiyiizliiliik ve biitiinliik kavramlar teorik olarak
incelenerek; Tiirkiye agisindan tartismaya agilmig ve Orgiitsel ikiyiizliligiin olumsuz sonuglarmin giderilmesine yonelik
oneriler sunulmustur.

Anahtar sozciikler: Egitim orgiitleri, 6rgiitsel ikiyiizliiliik, rgiitsel biitiinliik, Tiirk egitim sistemi
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Introduction

Today, organizations are exposed to rapid developments and changes in
every aspect in their environment, and these processes force organizations to
pull themselves together and to adapt to the requirements of the age. One of
the organizations that are exposed to these rapid developments and change is
the schools that are educational organizations. Schools that are in constant
interaction with their environment and influence their environment while in
turn influenced by it should not be indifferent to the developments and changes
in their environment. Therefore, it is expected that schools should integrate the
requirements of the times with their organizational experiences in training
future generations and constructing the society of the future. Thus, schools
attempt to adapt to their institutional environment through technical and
transformational interdependencies to increase their organizational efficiency
and productivity. It is vitally important to achieve legitimacy for educational
organizations in this process called "new institutionalism" and to maintain this
legitimacy in good relations with their organizational environment. To achieve
this legitimacy provided by the institutional environment is the prerequisite to
access the resources required to maintain the existence of the organizations. On
the other hand, the legitimacy acquired is considered as the capacity to act
based on the processes hidden in cultural pattern, not only achieving adequate
goals as a result of actions (March and Olsen, 1989; Meyer and Rowan, 1977).
However, in the said process of acquiring legitimacy and assimilation with the
institutional environment, contrasts and paradoxes could be experienced
between the actual practices of schools, which are educational organizations,
and the superficial harmony between their ideologies and administrative
structures and these paradoxical relations could lay the ground for the
organizational behavior called organizational hypocrisy (Brunsson, 1989;
Krasner, 1999).

Organizational hypocrisy examined in terms of for-profit and non-profit
organizations operating in different fields, could reduce employee
performance, organizational commitment and job satisfaction (Brusson, 1989;
Cha and Edmondson, 2006; Jansen and Von Gilnow, 1985; Philippe and
Koehler, 2004). It could increase organizational cynicism and damage
organizational trust and justice in educational organizations (Kilicoglu, Yilmaz
and Karadag, 2014; Kilicoglu, 2015; Kiligoglu, Yilmaz and Karadag, in press).
However, the limited theoretical and empirical literature on the parameters
that this pathological behavior could affect and in which outcomes it could
result with respect to schools makes it difficult to address the concept of
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organizational hypocrisy in depth. It was also considered that studies on the
paths that the schools should pursue to overcome organizational hypocrisy were
limited in their theoretical contributions to the field. Thus, the present study
aims to assess the concepts of organizational hypocrisy and integrity as opposed
to hypocrisy in a theoretical framework based on the schools in Turkey to come
up with certain inferences.

New Institutionalism and Isomorphism

In post-industrial societies, organizations reflect the myths of their
institutional environments, rather than work-related measures, structures,
intra-organizational coordination and business activities such as efficiency and
effectiveness (Meyer and Rowan, 1977). Examples of these organizations,
schools that are educational organizations attempt to provide social support
and legitimacy using myths such as the regular role of the school in a society,
class structures, student evaluation processes and the grading system (Meyer,
Scott and Deal, 1983). According to the new institutionalism, it is the general
form of social behavior to do the same as other organizations in every aspect of
operation. The new institutionalism legitimizes organizations by accepting
socially accepted cognitive and normative symbolic components to remain
connected to the environmental institutional demands. Furthermore, the
organizations, in their ambiguous and limited environment, are forced to act in
compliance with the elements determined by their organizational fields in order
to remove these ambiguities from the environment and to survive within certain
boundaries. Thus, organizations with similar goals and objectives in the same
organizational field often exhibit similar structures and practices (Bolat and
Seymen, 2006; DiMaggio and Powell, 1983; Powell and DiMaggio, 1991). This
leads to the resemblance and homogenization of organizations, institutional
structures, cultures, practices and outputs. In order to appear successful and
legitimate in their environment, organizations could model successful
organizations in their field and compare their practices to those of successful
organizations. Organizations, therefore, organize the accuracy of their practices
based on the organizations and structures that they try to adapt to these
organizations in order to expand their resources, acquire legitimacy and image
(Oriicii, 2010). Due to this legitimate, cognitive and normative adaption, the
attempts of the organizations to imitate the structures in their field are defined
as isomorphism (DiMaggio and Powell, 1983).

In the process of isomorphism, where organizations aim to survive and
sustain by self-legitimatization and integrate acceptable practices into their
organizational structures, there are three mechanisms at work: coercive,
normative and mimetic isomorphism (DiMaggio and Powell, 1983). The first,
compulsory isomorphism reflects the adaptation of the organization to
regulatory pressures such as laws and regulations due to its relations with the
state, regulatory institutions and other powerful organizations. From the
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perspective of the schools, examples of isomorphism are the efforts of schools
to comply with laws, regulations and circulars stipulated by the Ministry of
National Education (MEB), compulsory practices such as Total Quality
Management (TQM) and strategic planning. The second isomorphism
mechanism is the normative isomorphism, and this affinity tackles with acting in
compliance with professional standards and adapting to the innovations
implemented by professional associations. Furthermore, the normative
mechanism is related to what is right for the organization as a result of
professionalization, and normative pressures refer to obeying the rules on the
personal level. This could also be exemplified with the compliance to the
professional values determined by professional associations by the school
administrators (such as the Association of Educational Administrators and
Supervisors). Finally, mimetic isomorphism refers to imitating the practices of
pioneering and institutionalized organizations in situations where competition
is intense and ambiguity prevails in practice. Such an institutionalization is
based on the acceptance of the adequacy of the organizational structures of
leading organizations with established and exemplary order, rules, norms and
practices by the organization members. (DiMaggio and Powell, 1983; Powell
and DiMaggio, 1991; Scott, 1995). Thus, the efforts of the schools to imitate
and adapt the successful and appreciated practices or technologies of schools
that are strong in their environment and could be considered as a reference.
However, the difficulty in this isomorphism process is to determine which
schools are the most recognized, reputable, and successful by decision makers
and take contextual factors into consideration.

Isomorphism and Its Consequences: Schools as Loosely Coupled Systems

The organizations acting as if they implement similar structures and
practices in their environment based on environmental demands and as if they
integrate these into their organizations results in a tendency towards
isomorphism along with decoupling. If the demands of the environment conflict
with the internal structure and culture of the organization, organizations might
be expected to decouple, disconnect and create gaps or differences between
legal structures and real business practices to balance their internal structure
and culture against the growing external pressures that are incompatible with
their practices (Han and Ko, 2010; Meyer and Rowan, 1977). Thus, there would
be a harmony between the internal structures of the organizations and the
external expectations corresponding to the decoupling. Decoupling is defined
as a situation where the organization is in a symbolic harmony with external
expectations rather than largely unimpaired, unchanging, and constant
practices and unique relations in an organization. Decoupling is a less studied
and recognized consequence of organizational process and a simultaneous
response seen as an important consequence of organizational process and at
the same time a strategic response to environmental pressures by organizations
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when compared to several studies on isomorphism (Meyer and Rowan, 1977,
Oliver, 1991; Westphal and Zajac, 2001).

Another concept commonly used in the literature with along with
decoupling is the concept of “loosely coupled” or the disconnection between
legitimate rules and actual practices, introduced by March and Olsen (1975)
and then adapted for educational organizations by Weick (1976). Weick (1976)
suggested that there is decoupling or loose coupling between rules and actual
practices in educational organizations. Loose coupling reflects ambiguous,
different and unclear organizational goals in organizations, co-ordination of
employees’ productive activities, organizational irresponsibility, negligent work,
and disconnections in duties and structures (Ingersoll, 1993). Furthermore,
Weick (1976) refers to loose coupling in educational organizations in terms of
loose control over the practices and rare and superficial supervision and
assessment processes at schools. On the other hand, it could be observed that
there is a tendency where schools do not strictly fulfill the requirements of the
legal texts and therefore, schools are far from structures and practices that work
perfectly as stated in these texts. The bureaucratic rules, standards and
practices that schools attempt to include intra-organizational structure and
practices should be regarded as tools for legitimacy or rational myths. Weick
(1976) attempted to explain this by expressing that educational organizations
are loosely coupled systems; that there is no strict supervision in schools, that
the supervision by inspectors and school principals do not go beyond the usual
routine inspections. Weick also mentioned that schools are composed of
subsystems such as school administration (administrators) and education
(teachers), and that there is a loose association between these systems. Because
school principals could not always control what happens in the classroom and
how the teacher instructs. Therefore, it would not be possible to determine
whether the goals and achievements depicted in the annual plans could be
acquired. This looseness could manifest itself in other practices that are
conducted as a result of legal obligations in line with institutional
standardization in the school. The effectiveness of TQOM implementations and
strategic plans in schools, the extent to which the requirements for these
practices and plans are fulfilled or the schools work to achieve these objectives,
values, vision and mission are all question marks.

On the other hand, the fact that schools are loosely coupled systems is an
inherent phenomenon in schools and the laundry rope metaphor could be used
for school administrations. To express this metaphor explicitly, the school
administration demonstrates the flexibility of a laundry rope and the flexibility
of the rope should be well controlled. When it is very tight, or on the opposite,
when it is left loose, clothing (managers, teachers, students, families and
auxiliary staff) can find themselves in an undesirable situation. Because, when
the rope is tighten by the school administrator and the administration becomes
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authoritarian, in other words, in a school where the school administrator is
engaged in oppressive management, supervision and control practices (the
laundry rope is snapped), a severe climate and an unfavorable atmosphere
could be observed and eventually an unmanageable situation occurs. When an
opposite attitude is present in school administration, that is, when
administration, supervision and control is extremely loose (the laundry rope is
left loose), the administration, teachers, students, assistant staff, and families
become inactive, inefficient and dysfunctional (clothing falls on the floor)
(Kiligoglu, 2017).

In the institutional perspective, practices such as standardization, TOM and
strategic planning are being attempted to be introduced to the environment to
acquire social legitimacy, not to achieve actual competency (DiMaggio and
Powell, 1983, Meyer and Rowan, 1977). According to Meyer and Rowan
(1977), obeying the standards imposed by the institutional environment is
ostensible and superficial. Organizations adapt institutionalized rules and
norms without actually implementing these in real life. Despite the presence of
ceremonial behavior that improve the social legitimacy of organizations that are
considered as rational myths, the nature and extent of these behavior remain
unclear and thus, the supervision practices fail to function (Meyer and Rowan,
1977; Townley, 2002). For example, formal practices such as TQM, meetings,
strategic, daily and annual plans at schools could be considered as superficial
structures loosely associated with real practices aimed at a display of a legal and
rational appearance by the institutional environment. As a result, contrasts or
contradictions between the actual practices of schools and the superficial
adaptations of ideologies, models and administrative structures to gain social
legitimacy could be experienced, and these political and practical paradoxical
relationships are defined as organizational hypocrisy (Brunsson, 1989; Krasner,
1999). In other words, the inconsistency between the rhetoric and actual
behavior creates hypocrisy in organizations that are exposed to operational and
normative inconsistent demands of the environment (Lipson, 2006). This, in
turn, leads to contradictions between resisting the oppression and responding
to a range of demands and obligations. However, it was stated that the
decoupling and the compulsory responses to conflicting external normative and
material pressures do not have a causative effect on each other or do not
correspond to each other (Brunsson, 1989; Krasner, 1999; Lipson, 2006).
Because, when ideas and actions are related, a coupling mechanism is required
(Brunsson, 1989). The operational hypocrisy was based on the work by Meyer
and Rowan (1977), since organizations in their institutionalized environment
reflect their organizational environment in their internal structures and the
conflicting requirements are incorporated into the organizations' internal
structures.
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Organizational Hypocrisy

To construct a comprehensive definition of organizational hypocrisy, it is
important to address the concept hypocrite initially. The roots of the idea of
hypocrisy lie in the Ancient Greek theater. Hypocrites were the classical stage
actors, and the Greek term hypocrisis means adaptation of an alien character by
an individual (Runcimen, 2008). Today, hypocrisy is used to reflect the
contradiction between the discourse and the claims and the actual actions
(Fassin and Buelens, 2011) and the actions of an individual to obtain interest by
adopting various dodges and guiles, and using values such as virtue, self-
sacrifice, loyalty, commitment, idealism and sympathetic interest that give the
impression of having a higher moral level (Fernando and Gross, 2006).

The concept of hypocrisy can be considered at the individual level, as well as
at the organizational level where individuals gather around a specific objective
and can be defined with different approaches in the related literature from an
organizational perspective. Organizational hypocrisy reflects actions that could
not fulfill previously claimed values and accepted expectations (Phillippe and
Koehler, 2005), conflict between adapted main beliefs, values and principles
and actions in an organization (Kouzes and Pozner, 1993) and experiencing a
multiple norm system despite the adoption of a single norm system (Huzzard
and Ostergren, 2002), the fact that actions could control the ideas or vice versa,
and ideas and actions are non-related and inconsistent. Larsson (2013) defined
the concept recently and expressed that organizational hypocrisy is a
correlation of ideas and actions that systematically contradict each other and
compensate for each other. Furthermore, organizational hypocrisy is the
contradiction and inconsistency in the informal agreements reached as a result
of organizational discussion, in policies that include plans and budgets and
legalized through written documents or in the consequences of legal arguments
and decisions. Hypocrisy, on the other hand, could also be defined as actions of
organizational actors that contradict legally or informally declared premises
(Fernandez-Revuelta Perez and Robson, 1999).

The most widely referred definition in the literature on organizational
hypocrisy was developed by Nils Brunsson (1989). The author considered
organizational hypocrisy as a basic behavior type of political organizations and
defined hypocrisy as a discourse that satisfies a certain desire, a decision to
satisfy another desire, and providing services to satisfy a third desire. Thus,
inconsistencies between talks, decisions and actions in the organization are
indicated as organizational hypocrisy. However, these inconsistencies are
conducted to achieve legitimacy and support of the environment, and
furthermore, inconsistencies in organizational products or outcomes reflect
inconsistencies in the environment. Thus, hypocrisy in terms of educational
organizations implies inconsistent values, interests and ideas that influence the
actions of the individuals in the school without any alliance, and organizational
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hypocrisy is observed at schools when the decisions are easily declared but
hardly executed.

Organizational hypocrisy is mainly associated with organizations (Brunsson,
1989). Because organizations try to rationalize their actions and decisions for
social representation (Meyer and Jepperson, 2000). In fact, hypocrisy is a
natural consequence of the interactions between different ideas and interests
reflected by the organization. Brunsson (1989) argued that inconsistencies arise
when the individual reflects his interests and ideas in his talks. However,
inconsistencies in decisions and outcomes may be a result of partially
completed statements. In fact, talks, decisions and outcomes may be
inconsistent; because, decisions depend on alacrity and desire, while the
outcome is visible and achievable. Hence, the visible realities may conflict with
desires. Furthermore, inconsistencies in talks, decisions, and actions could
emerge as a result of organizational differentiation and independence.
Different groups can take part in organizations at different times and positions,
the conditions in the external environment could change in different situations,
and therefore mutual inconsistency, especially hypocrisy, could occur in
organizations.

Consistency in talks, decisions and action in organizational operations is
very important for the members of the organization and organizational image.
Organizations and managers are often expected to walk the talk, in other
words, to keep their promises. Because, keeping the promises function as a
delicate buffer in the organization against hypocrisy (Weick, 1995). Since
certain organizations play with words and act insincere, the inconsistencies
between their talks and actions become inevitable condition in organizational
life. As a matter of fact, hypocritical acts in organizations fill the gap between
their images and daily practices, while destroying their credibility (Christensen,
Morsing and Thyssen, 2011). However, when hypocrisy is considered from a
different perspective, despite the fact that it is regarded as a pathological
condition in organizations, it could become indigenous for organizations
(especially for political organizations) and could even help them sustain their
existence.

Components and Consequences of Organizational Hypocrisy

A literature review would demonstrate that psychologists and philosophers
discussed that hypocrisy was a complex and multi-faceted concept (Alicke,
Gordon and Rose, 2013; Crisp and Cowton, 1994; McKinnon, 1991; Szabados
and Soifer, 1999, 2004). Although the components of hypocrisy are described as
inconsistencies in attitudes and behavior, there are certain other factors that
need to be addressed. Several elements such as the intent to deceive others, the
weakness of will, and the level of self-deception affects the presence of
hypocrisy (Alicke, Gordon and Rose, 2013). In this context, certain
philosophers hypothesized that hypocrisy was associated inseparably with
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deliberately deceiving others (Szabados and Soifer, 1999). Weakness of will and
intent to deceive one’s self are closely related to the concept of hypocrisy (Alicke,
Gordon and Rose, 2013). The intent to deceive component is the perception of
the behavior of an individual as hypocritical when the individual does not keep
his promises (Crisp and Cowton, 1994). Similarly, individuals could act
inconsistent with their own values, could lose control and their will, which is
also the foundation of hypocrisy (Alicke, Gordon and Rose, 2013). The
deliberate contradiction of actions and previous discourse and values supports
the self-deception, one of the key components of the concept of hypocrisy
(Alicke, Gordon and Rose, 2013).

Organizational hypocrisy that emerges with the responses of the loosely
coupled or decoupled intra-organizational elements to conflicting
environmental pressures and inconsistent pressures of the environment could
be observed in organizational structures, processes and the ideology of the
organization. However, when there is a conflict between the interests of various
opposing groups, different ideas could be created in the organization
(Brunsson, 1989; Weick, 1976). This might encourage insecurity and skepticism
within the organization. Furthermore, the perceptions and experiences of
employees on deception, unfair approaches, honesty and integrity, dishonesty
and insincerity in the organization could trigger organizational hypocrisy (Naus,
Iterson and Roe, 2007). The dimensions of organizational hypocrisy in
educational organizations were first addressed in the Organizational Hypocrisy
Scale developed by Kilicoglu et al. (2014, in press). In this study, (i) keeping
words into practice examines the level of consistency between talks, decisions
and actions; (i) compliance between internal structure and the environment
indicates whether the school accomplishes its missions and goals by reflecting
the values of the environment. Whether teachers are serving the goals of the
school, and following the agreed curriculum in in-class activities, comes under
this aspect. The last aspect, (iii) inconsistency in practices, looks at whether the
school administration is deceiving its shareholders, setting unrealistic goals,
saying something despite stating something else, or not solving problems at
school despite promising to solve them.

Organizational hypocrisy could create an environment suitable for several
pathological organizational behaviors in educational organizations. Cynicism is
one of these pathological behaviors that reflect cognitive, affective and
behavioral feelings of organization members towards their organization. Similar
to educational organizations, studies on organizations active in other fields also
demonstrated that organizational cynicism was common in organizations where
organizational hypocrisy prevails (Fox, 1974; Han and Koo, 2010; Kilicoglu et
al., 2014, in press; Naus, Iterson and Roe, 2007; Simons, 2002).

Inconsistencies in talks, actions and decisions of the school administration;
deciding on something (y), while asserting something else (x), and
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implementing something totally different from the discourse and the decision
(z) could negatively affect organizational trust, while the organization members
question their trust on the school administration and the administrators.
Therefore, another negative result is that teachers' trust in their organization
decreases with their increasing perceptions of hypocrisy. Furthermore, the
extent of the conformity of school employees to the values and norms of their
institutions, the school administration keep their promises, the implementation
of decisions taken in strategic planning, group meetings, academic year opening
and closing ceremonies, the implementation of the curricula and the sincerity in
administrative processes in the school all play a role in the organizational trust
perceptions of school employees. When school staff witness inconsistencies
between the expressed statements, they could ponder the honesty and sincerity
of the leader and could lose trust in the school (Kiligoglu et al., 2014, in press).
On the other hand, in another study by Kilicoglu (2015) on educational
organizations, it was demonstrated that teachers' organizational hypocrisy
perceptions affected their organizational justice perceptions adversely.
Therefore, the consistency between organizational decisions taken by the
school administrators and the organizational discourse and behavior could
enforce the employees’ perceptions that the achievements of the employees
were not distributed equally and decision-making processes and administrative
decisions were not objective and impartial. The negative consequences of
hypocrisy are not limited with those mentioned above and this negative
behavior could reduce employees’ job performances, continuity to work,
organizational commitment, and job satisfaction in organizations (Brusson,
1989; Chen and Edmondson, 2006; Jansen and Van Gilnow, 1985; Philippe and
Koehler, 2004).

Organizational Hypocrisy versus Organizational Integrity

One of the mechanisms that can be used to overcome the negative
consequences of organizational hypocrisy in schools is organizational integrity.
Integrity is defined as a composition of coherent, consistent and potentially
ethical actions and behavior of individuals and organizations (Young, 2011), it
is also considered as an outstanding feature of virtue (Audi and Murphy, 2006)
and a good personality (Maclntyre, 1984; Palanski and Yammarino, 2007).
Coherence reflects the harmony between all parts as one of the virtues of
structural integrity, while consistency is another virtue of structural integrity
and indicates reliability. Furthermore, while structural integrity depends on
static in objects, the integrity of individuals and the structures they form is
based on the consistency between their actions (Maclntyre, 1987; Musschenga,
2001). In short, integrity could be expressed with the idiom “being a man of
one’s word” and could be defined as reflecting the values that were claimed to
be adapted in actions and their internalization and steering away from lies and
artificiality. Integrity at schools could be expressed as school administrators and
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other employees being “men of their words”, keeping their promises,
internalizing and exhibiting their values in their actions and prioritizing ethical
principles in all educational and administrative processes.

The concept of integrity was addressed at individual, group and organization
levels in related literature. At the individual level, integrity, the specific
integrity of an individual as a being refers to the consistency between the
discourse and actions of that individual that could be observed by the relevant
stakeholders in the individual's environment. Furthermore, the values
expressed by the individual and the values the individual acts on and the
promises the individual makes and keeps could be considered within the
framework of the individual's behavioral integrity (Simons, 2002). When
personal integrity is considered in schools, it reflects the consistency between the
discourses and actions of teachers and administrators, in short, their honesty.
Furthermore, teachers abiding by the decisions they take in annual plans, group
and board meetings, in in-classroom and out-of-classroom educational
activities, and effectively fulfilling the requirements of these plans, conducting
honest and faithful relations with their colleagues and adherence to the ethical
principles they adopt when they started their profession could be considered as
an indication of integrity. The personal integrity of the administrators could be
defined as keeping their promises and their decisions with the stakeholders in
or outside the school, as well as acting on their values and ethical principles.

Group level integrity is a group property although it originates at individual
level integrity, and therefore should not be addressed at the individual level.
Since the group integrity is unique to the group as a whole, it could be
explained with the relations of the group with related stakeholders. However,
discourse and action consistency play a more important role in group integrity
instead of values considered in individual integrity. Because values between the
groups could change, and some groups could have a mission statement or motto
by creating a series of values, others might not undertake such a mission or
determine a motto. Thus, if there is consistency between the discourse and
actions of the group as a whole in a specific sense, it could be stated that the
group has high integrity (Kozlowski and Klein, 2000). Integrity at the group
level could be examined based on the colleague groups that emerge as a result
of interaction between school teachers due to natural or compulsory processes
in schools. Especially the consistency of discourses, decisions and actions in the
relationship between groups, work teams and natural peer groups with others is
important for group integrity.

On the other hand, organizational integrity refers to the integrity of the
organization as an institution and ethical integrity of organization employees
and includes ethical quality of interactions among organization employees,
dominant norms, actions, decision-making processes and decisions (Hong,
2016). Integrity refers to the application of acceptable behavioral norms that
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are defined based on the organizational culture, missions and directives, and
requires a persistent commitment to well-defined organizational ethical codes.
Palanski and Yammarino (2007) defined integrity as consistent behavior by the
institution in its discourses and actions; Kurtz (2015) refereed to integrity as the
management of the organization based on a series of guiding principles.
Integrity also requires that the organization has a mission, a set of core ethical
commitments that articulate this mission, values and actions that mirror its. The
organization would have a high level of integrity when it demonstrates integrity
between organizational discourse and actions (declared and realized values,
keeping promises) (Palanski and Yammarino, 2009).

When organizational integrity is scrutinized in schools as opposed to
organizational hypocrisy, it could be expressed as consistency of the school as
an institution in its rhetoric and actions and adherence of the school to its
mission, ethical principles and values similar to individual and group integrity.
The integrity of schools could be addressed based on the stakeholders
(teachers, parents, assistant staff, other public institutions and non-
governmental organizations, etc.) that the school is related. The consistency of
the school in its relations with these actors and prioritizing ethical principles
and values when fulfilling its commitments plays an important role in its
integrity. Furthermore, certain features related to individual integrity
characterize organizational integrity as well. For example, individuals and
organizations with integrity are committed to ethical principles in their actions.
Individuals with integrity are individuals who accept the responsibility for any
negative consequences of their actions and organizations are expected to accept
the responsibility for the negative consequences (Bowie, 2010). It is therefore
expected from schools as institutions and from administrators and teachers as
individuals to take responsibility for the negative consequences of their actions
in the name of integrity.

Organizational integrity is beyond the presence of individuals of good
character in the organization and administrative integrity. Having a righteous
and honest leader or employees is a prerequisite for organizational integrity,
however integrity would not prevent negative ethical consequences in
organizations (Hong, 2016). Therefore, the honesty or consistency of school
managers or teachers is not sufficient for the integrity of schools, and it could
be argued that the atmosphere of the environment that the school staff inhabits
is of extreme value. The prison experiment that Zimbardo conducted in the
1970s proved to be one of the clear evidences of how good people can turn to
evil. When Zimbardo wanted to create an artificial prison environment and
wanted ordinary students to play the role of the guardian and the inmate,
students adapted to their new roles successfully by abandoning their past roles,
and even a little later, due to increasing violence, the experiment had to be
terminated. In these new roles, the influence of the climate in the artificial
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prison environment was important (Zimbardo, 2004). Thus, in schools, one of
the key concepts of organizational integrity is the ethical climate, and integrity
is possible only by creating an ethical climate that has a positive impact on
behavior and attitudes of school administrators, teachers and other staff in the
school.

The ethical climate is defined as a shared set of perceptions about what
ethical behavior is and how ethical issues should be addressed in the
organization (Peterson, 2002). According to another definition, ethical climate
is the fundamental source of what constitutes right or wrong in the
organization, how the employees consider these rights and wrongs, and how the
organizational ethical behavior is determined (Victor and Cullen, 1988). One of
the characteristics of an organization with an ethic climate is to have an ethical
perspective on organizational actions. An organization with an ethical climate
has two different qualities. In addition to the processes related to ethical issues,
the organization also shares perceptions that are structured as moral behavior,
and some of the shared perceptions are considered as core values that guide the
organization. Furthermore, the core values of an organization with integrity are
to administer its institutional activities. Thus, it is expected of the ethical
perspective and core values to play an active role in educational and
administrative activities. On the other hand, the existence of the principle of
integrity and honesty in schools is important for an ethical climate during the
execution of the actions based on the decision making processes. On the other
hand, in order to create a positive ethical climate in schools, it is necessary to
follow the principles listed below (Bowie, 2010; Palazzo, 2007).

1. Commitment to the ethical objective of the school,

2. Perceiving the school as a social unity instead of fulfilling only personal
goals,

3. An administration that recognizes a series of permanent ethical
principles (honesty, righteousness, etc.) and administrative staff and aim to
minimize prejudices.

Value-based decision making is another method that could be used in the
creation of organizational integrity in schools. Value-based decision-making is
an effective mechanism for providing and maintaining the organizational
integrity of the school. Adoption and maintenance of value-based decision
making are only possible by voluntary recognition of organizational values
including acting as a guide in organizational mission, decisions and actions.
Furthermore, a successful value-based decision-making in the organization
should encompass the administration of the organization, maintenance of the
organizational integrity and policies and decisions at all levels of the
organization. Successful implementation of value-based decision making,
establishment of a basis for organizational values and commitment in
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organizational choices result in organizational integrity (Kurtz, 2015). Thus,
schools are expected to consider declared values in all levels including
educational and administrative levels voluntarily and take steps towards these
adapted values.

The other determining factor in the construction of organizational integrity
in schools is the qualities of the school leader. As mentioned in the section on
individual integrity, the individual integrity of all administrators in the school is
important for the institutional integrity, in other words, the school leader is also
of special importance. Because, it is expected that the school leader would play
an active and leading role in the construction and spread of ethical climate in
the school. Because the employees in the organization model the behavior of
the leaders, and employees behave ethically if leaders do the same (Calabrese
and Roberts, 2001; Ugurlu, Sincar and Cinar, 2013). Furthermore, the leader's
consistency, honesty and reliability are valuable leadership qualities throughout
the world (Peterson and Seligman, 2004; Yukl and Van Fleet, 1992), and these
traits contribute to an effective leadership prototype (Moorman and Grover,
2009; Palanski and Yammarino, 2009; Zhang, Bai, Caza and Wang, 2014). In
addition to those mentioned above, we can include schools which are
educational organizations where integrity is established, as the employees'
individual adaptation is realized, their confidence for the organization increase
as well (Verhezen, 2008). Furthermore, it was stated that the following five
basic characteristics are observed in organizations with integrity (Iltis, 2005):

1- Employees discuss how to conduct ethical actions in an open and trusting
environment.

2- Procedures and structural supports that facilitate ethical decision making
are developed. Employees have open communication channels to
investigate gray areas of organizational harmony, to expose and discuss the
problems and issues in the organization.

3- An open culture, responsibility and commitment is created and sustained
for more than a single business goal. Employees can clearly state different
business goals without the issue of the actual results. Such goals may include
the responsibility of the organization towards the community, employees or
ideals.

4- Employee development is considered valuable. Employees are offered
regular opportunities for personal and career development, to acquire new
knowledge about the job, and for self-improvement.

Discussion, Conclusion and Suggestions

Although it was stated that organizational hypocrisy is a behavior that exists
mostly in political organizations (Brunsson, 1989), it could be argued that it is
possible to provide several examples of organizational hypocrisy in schools that
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are educational organizations. Schools are exposed to internal and external
pressures and as a result, they attempt to institutionalize in an effort to
resemble the organizations in their environment. For example, several schools
today adapt the practices of a school that it takes as an example and try to
resemble this school when constructing their values, norms, goals, and strategic
plans. However, the steps taken to establish these values, norms, goals and
decisions could contradict each other and remain only as rhetoric. TOM and
strategic planning studies are another example of this process. Decisions taken
as a result of TQM and strategic planning processes remain as rhetoric in
schools, and in several schools, steps cannot be taken to actually implement
these decisions. The studies on TQM and strategic planning efforts in the
Turkish education system (Demirkaya, 2007; Memduhoglu, Tastan and Erdem,
2008; Memduhoglu and Ucar, 2012) are proof of this situation. It was stated in
these studies that TOM and strategic planning do not work well, that no
realistic goals are set, and that the mentioned applications are not
implemented, and that they are merely remote and rhetorical expressions on
paper. Therefore, while this could cause employees to question their schools,
while laying the ground inconsistent behavior, in other words, hypocrisy.
However, management of the schools in Turkish education system with a
centralized approach, limited autonomy and budgeting opportunities and its
utilization, problems that the leader and other administrators experience in the
decision making process, inability to implement TQM and strategic plans could
be considered as the factors behind normalization of the organizational
hypocrisy. On the other hand, frequent and sudden radical changes in Turkish
education system should also be emphasized. These legal and compulsory
changes could force the administrators to implement practices that contradict
with their own goals and could not keep their promises, thus facilitating the
organizational hypocrisy.

Examples that can be given for organizational hypocrisy are not limited to
these mentioned above. Inability of the school management to fulfill its
promises to the staff or implementing practices that contradict these promises;
promising to do something (x), but implementing something different (y) is an
example for hypocrisy. Teachers' perceptions about the dimensions of keeping
promises and inconsistencies in practice demonstrated that there was an
intermediate level hypocrisy at schools in Turkey based on previous studies
(Kilicoglu et al., 2014, in press; Kilicoglu, 2015). However, contrary to these
studies, teachers consider their administrators highly honest in studies that
investigated ethical leadership behavior in schools (Cemaloglu and Kiling, 2009;
Isik, 2009; Okcu, 2014). One of the points to be made here is the power
distance, which is an important determinant of the relationship between
administrators and the teachers (Hofstede, 1993). Whether teachers have the
power to resist the inconsistencies between their administrators’ promises,
decisions and practices or whether they conform to these inconsistencies should
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be considered. On the other hand, the fact that the administrators consider that
they have the right to be inconsistent with their promises, decisions and
practices or to fail to fulfill their promises might be an important factor for
hypocrisy. Thus, it could be argued that this distance could affect the degree of
acceptance of the inconsistencies in the institutions when the high power
distance in Turkish organizations is considered (Hofstede, 1993; 2001; Yaman
and Irmak, 2010).

As mentioned above, there are important tasks for the school leader in the
removal of organizational hypocrisy in schools. The creation of an atmosphere
where the teachers consider the leader as a model for adopting ethical
principles, spreading ethical principles across all organizational processes, and
waiting for employees to create an atmosphere in which ethical climate prevails
would have a significant impact on eliminating organizational hypocrisy while
improving organizational integrity in the school. Furthermore, when the leader
adopts a value-based decision-making system and considers the values of the
institutional environment and those of the institution's past in educational and
administrative processes, these could be considered as significant factors in
reducing organizational hypocrisy and thus, in acquiring organizational
integrity.

Organizational hypocrisy is not a phenomenon that is only tackled at the
organizational level. It is possible that other employees in the organization
could contribute to the presence of this negative behavior. Thus, whether
teachers in schools, who are the non-administrative employees at schools, act in
parallel to the school's objectives, reflect the values of the school and its
environment, and most importantly, act in accordance with the targets in the
curriculum is important for organizational hypocrisy. In particular, how far the
curriculum based on the constructivist approach implemented in 2005-2006
academic year was implemented successfully in Turkish schools and how far the
teachers followed the path towards the “learning by doing” principle and left
the rote-learning system behind are significant question marks. The research on
the subject (Arslan, Orhan and Kirbas, 2010; Farmer, Stinbiil and Koksal, 2013;
Rencgber, 2008) revealed that teachers had a negative attitude towards the
curriculum based on the constructivist approach and they followed the program
only partially. However, the facts that the evaluation of the programs
implemented with the constructivist approach was conducted with multiple
choice test exams that are constantly changed by the central system, and the
training of the teacher candidates who are expected to implement the
constructivist curriculum were conducted with a rote-learning system are
among the issues that need to be addressed. Furthermore, there are other
issues that should be addressed such as whether teachers comply with the
decisions taken at the board and group meetings held at the beginning of each
academic year in schools, whether these decisions are on paper or whether
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these meetings and plans are only ceremonial processes repeating the habits of
previous years (Kiigiik, Ayvact and Altintag, 2004; Sahin, Maden and Gedik,
2011). Although it was determined that there is low level teacher hypocrisy in
schools in the studies by Kiligoglu et al. (2014, in press) and Kiligoglu (2015),
this is an evidence of the presence of hypocrisy in educational organizations and
it is a problem of organizational behavior that needs to be addressed or
minimized.

Finally, it should be mentioned that the number of private schools in Turkey
increase every day and as of 2015-2016 academic year, 1 million 174 thousand
students out of 14 million 540 thousand Turkish students attend private schools.
Again, as of 2015-2016 academic year, the rate of 9581 private education
institutions (pre-school, primary school, junior high school and high school) to
public schools was approximately 18.5% (MEB, 2016). Today, education is
commoditized every day, becoming a commercial market and the neo-liberal
policies of the governments accelerate this phenomenon (Kilicoglu, 2017).
However, increasing privatization and commercialization of education through
market, capitalist and neo-liberal politics could damage social justice, equal
opportunity principles which are among the general objectives and principles of
Ministry of National Education. Thus, the fact that a system that is obliged to
provide social justice, equal opportunity for each student encourages the
parents for private schools with financial incentives instead of creating quality
schools equipped with advanced physical and technological facilities and
implementing policies that would increase the gap against the socio-
economically disadvantaged students are contradictory. On the other hand, it
should also be addressed whether the practices that are adopted by private
schools were actually implemented during the transformation process, or
whether the transformation was superficial and it was conducted just because it
was expected of them by the ministry.

In education organizations, school administration and the leader have
significant responsibilities in reducing organizational hypocrisy. As mentioned
above, the school management and leader could take steps to create an ethical
climate in school to ensure organizational integrity, consider ethical principles
in educational and administrative processes, and utilize the value-based
decision-making approach. Furthermore, the school administration must keep
their promises to teachers, the students and the school environment and act on
their decisions. They should avoid actions that contradict previous statements,
and refrain superficial and insincere practices; rather they should try to
implement consistent practices. On the other hand, the Ministry of National
Education could provide more autonomy to school administration and the
leader in matters such as decision-making, fundraising and utilization of these
funds by eliminating the legal and financial barriers to render strategic planning
and TQM processes more effective, which could lead to hypocrisy in schools. In
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order to monitor the viability of the promises in schools, an effective
accountability and control process could be implemented to prevent the
promises to remain as rhetoric written on paper. Furthermore, Ministry of
National Education could prioritize the efforts to ensure social justice and
equal opportunity for each student at schools by re-examining its practices
about private schools. In addition, school administrators and teachers should
determine to implement democratic decisions made at the meetings held at the
school. Teachers should implement educational activities that are consistent
with the objectives of the school in the classroom, and should strive to adopt the
constructivist approach in practice. Then the next step would be the assessment
of the curriculum and the design of teacher training based on the constructivist
approach, in which actors such as Council of Higher Education and Ministry of
National Education could play an active and joint role.
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Tiirkce Siiriim

Giris

Giintimiizde orgiltler, cevrelerini saran her alandaki hizli gelisme ve
degisimlere maruz kalmakta ve bu siirecler Orgiitleri kendilerine ceki diizen
vermeye, ¢agin gerektirdiklerine uyum saglamaya zorlamaktadir. Hizli gelisim
ve degismelere maruz kalan orgiitlerden biri de egitim Orgiitleri olan okullardir.
Cevreleriyle siirekli bir etkilesim halinde olan; bir taraftan cevresini etkilerken
diger taraftan cevresinden etkilenen okullarin, cevresindeki gelisimlere ve
degisimlere kayitsiz kalmamalar1 gerekmektedir. Dolayisiyla okullardan gerek
yeni  kusaklarin  yetistirilmesinde  gerekse  gelecegin  toplumunun
kurgulanmasinda cagin gerektirdiklerini Orgiitsel yasantilariyla
biitiinlestirmeleri beklenmektedir. Bu dogrultuda okullar, orgiitsel etkililik ve
verimliliklerini arttirmak amaciyla teknik ve doniisiimsel karsilikli bagimhiliklar
yoluyla kurumsal cevrelerine uyum gostermeye calismaktadir. “Yeni
kurumsalcilik” olarak adlandirilan bu siiregte egitim Orgiitleri  icin
mesruiyetlerini kazanmak ve bu mesruiyetlerini Orgiitsel ¢evreleriyle iyi
iliskilerde korumak hayati derece 6nemlidir. Ayrica kurumsal ¢evrenin sundugu
bu mesruiyetleri kazanabilmek, ayni zamanda Orgiitlerin varliklarini
siirdiirebilmek icin gerekli olan kaynaklara ulasmanin da bir 6n kosuludur. Ote
yandan kazanilan mesruiyet sadece eylemlerin sonucunda uygun hedeflere
ulagsmak degil; kiiltiirel 6riintiide gizli olan siireclere gore hareket etme yetisi
olarak goriilmektedir (March ve Olsen, 1989; Meyer ve Rowan, 1977). Ancak
belirtilen mesruiyet kazanma ve kurumsal ¢evreyle benzesme siirecinde egitim
Orgiitleri olan okullarin gercek uygulamalar: ile ideolojilerinin ve ydnetim
yapilarinin yiizeysel uyumlar1 arasinda tezatliklar veya celigkiler yagsanabilmekte
ve ortaya ¢ikan bu paradoksal iligkiler orgiitsel ikiyiizliiliik olarak da ifade edilen
orgiitsel davranigi hazirlayabilmektedir (Brunsson, 1989; Krasner, 1999).

Farkli alanlarda faaliyet gosteren kar amaci giiden ve giitmeyen oOrgiitler
agisindan incelenen orgiitsel ikiyiizliiliik; ¢calisanlarin performanslarini, orgiitsel
bagliliklarint ve is doyumlarimi (Brusson, 1989; Cha ve Edmondson, 2006;
Jansen ve Von Gilnow, 1985; Philippe ve Koehler, 2004) azaltabilmektedir.
Egitim orgiitleri acisindan da Orgiitsel sinizmi arttirabildigi gibi orgiitsel giiven
ve adaleti (Kilicoglu, Yilmaz ve Karadag, 2014; Kilicoglu, 2015; Kilicoglu,
Yilmaz ve Karadag, Basimda) zedeleyebilmektedir. Ancak patolojik nitelikteki
bu davranigin okullar agisindan hangi parametreleri etkileyebilecegine ve ne tiir
ciktilar1 dogurabilecegine dair teorik ve ampirik calismalarin sinirliligy orgiitsel
ikiyiizliilik kavraminin derinlemesine irdelenmesini giiclestirmektedir. Ayrica
okullarda orgiitsel ikiyiizliligiin istesinden gelinmesinde nasil bir yol izlenmesi
gerektigine iligkin ¢aligmalarin alana teorik cercevede katki getirme boyutunda
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sinirll  kaldigi  diistiniilmektedir. Buradan hareketle bu calisma, Orgiitsel
ikiytizliilik ve ikiytzliligin karsiti olarak orgiitsel biitiinlitk kavramlarimi
okullar acisindan teorik olarak degerlendirmeyi ve Tirkiye’deki okullar
agisindan tartigsarak bazi ¢ikarimlarda bulunmayi amaclamaktadir.

Yeni Kurumsalcilik ve Izomorfizm

Post-endiistriyel toplumda orgiitler, verimlilik ve etkililik gibi ise doniik
Olciitleri, yapilari, Orgiit i¢i esgiidimleri ve is aktiviteleri yerine kurumsal
cevrelerinin mitlerini yansitmaktadirlar (Meyer ve Rowan, 1977). Bu orgiitlere
ornek olarak egitim orgiitleri olan okullar, toplumdaki okulun olagan rolleri,
siuf yapilari, 6grenci degerlendirme siiregleri ve not verme sistemi gibi mitleri
kullanarak sosyal destek ve mesruiyet saglama yoluna gitmeye calismaktadir
(Meyer, Scott ve Deal, 1983). Yeni kurumsalcilifa gére diger Orgiitler neyi,
nasil yapiyorsa o dogrultuda yapiyor olmak sosyal davranigin genel bir bigimidir.
Yeni kurumsalcilik, cevreden gelen kurumsal taleplere bagl kalmak amaciyla
sosyal olarak kabul edilen biligsel ve normatif sembolik bilesenleri kabul ederek
Orgiitlere mesruiyet kazandirmaktadir. Ayrica Orgiitler, icinde bulunduklari
belirsiz ve smirli cevrelerinde; bu belirsizlikleri ortadan kaldirmak ve belirli
siirlar kapsaminda yasamlarini siirdiirebilmek amaciyla oOrgiitsel alanlarnin
cizdigi unsurlara uygun hareket etmek durumunda kalmaktadirlar. Dolayisiyla
ayni Orgiitsel alanda benzer hedef ve amaglara sahip orgiitler genellikle benzer
yapilar1 ve uygulamalar1 gostermektedirler (Bolat ve Seymen, 2006; DiMaggio
ve Powell, 1983; Powell ve DiMaggio, 1991). Bu durum orgiitlerin, kurumsal
yapilarinin, kiiltiirlerinin, uygulamalarinin ve ¢iktilarinin birbirine benzemesine,
homojenlesmeye yol agmaktadir. Orgiitler, evrelerine basarili ve mesru olarak
goriinebilme amaciyla oOrgiitsel alanlarindaki basarili Orgiitleri kendilerine
model alma ve kendi uygulamalarini onlarinkilerle karsilastirma yoluna
gidebilmektedirler. Dolayisiyla orgiitler kendi uygulamalarinin dogrulugunu
kendilerine referans aldigi orgiitler ve yapilar dogrultusunda diizenlemekte;
kaynaklarin1 genisletme, mesruiyet ve imaj kazanma amaciyla onlara uyum
cabasi icerisine girmeye calismaktadirlar (Oriicii, 2010). Bu yasal, bilissel ve
normatif uyum saglama nedeniyle orgiitlerin, Orgiitsel alanlarindaki yapilara
benzemeye c¢alismast izomorfizm ya da kurumsal benzesme olarak
tanimlanmaktadir (DiMaggio ve Powell, 1983).

Orgiitlerin kendilerini mesrulastirarak hayatta kalmay1 ve yasamlarini
stirdiirmeyi amacladiklart ve bu dogrultuda kabul edilir uygulamalar1 6rgiitsel
biinyelerine entegre ettikleri izomorfizm (kurumsal benzesme) siirecinde;
zorunlu, normatif ve biligsel olmak {izere li¢c mekanizmadan s6z edilmektedir
(DiMaggio ve Powell, 1983). Bunlardan ilki olan zorunlu izormorfizm; orgiitiin
devlet, diizenleyici kuruluglar ve diger giicli Orgiitlerle iligskisi nedeniyle
kendisini yasa ve yonetmelikler gibi diizenleyici baskilara adapte etmesini ifade
etmektedir. Okullar acisindan bakildiginda; okullarin yasalar, kararnameler,
Milli Egitim Bakanligi'nin (MEB) yonetmelik ve genelgelerine uyum saglama
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cabalari, kendilerinden istenilen toplam kalite yoOnetimi, stratejik planlama
yapma gibi uygulamalar1 hayata gecirme zorunluluklar1 zorlayici izormorfizme
Ornek olarak gosterilebilir. Diger bir izomorfizm mekanizmasi normatif
izomorfizmdir ve bu benzesim mesleki standartlar dogrultusunda hareket
etmeyi ve meslek orgiitlerinin yeniliklerine uyum saglayabilmeyi ele almaktadir.
Ayrica normatif mekanizma, profesyonellesme sonucu Orgiitte neyin dogru
olduguyla ilgilidir ve normatif baskilar bireysel diizeyde kural izlemeyi ifade
eder. Yine mesleki bir orgiitin (Egitim Yoneticileri ve Egitim Denetgileri
Dernegi gibi) olusturdugu mesleki degerleri okul yoneticilerinin izlemesi buna
ornek gosterilebilir. Son olarak bilissel ya da taklitci izomorfizm ise rekabetin
yogun oldugu ve uygulamalarda belirsizligin hakim oldugu durumlarda 6ncii ve
kurumsalligini tamamlamig Orgiitlerin uygulamalarim1 taklit etmeyi ifade
etmektedir. Bu tiir bir kurumsallagsma; diizeni, kurallari, normlari, uygulamalar
yerlesik ve Ornek alinan lider Orgiitlerin yapilarinin Orgiit tyelerince
uygunlugunun kabuliine dayanmaktadir (DiMaggio ve Powell, 1983; Powell ve
DiMaggio, 1991; Scott, 1995). Bu dogrultuda okullarin, orgiitsel alanlarinda
giiclii ve kendilerine referans alabilecek okullardan basarili ve takdir edilen
uygulamalarim1 veya teknolojilerini taklit ederek kendisine adapte etmeye
caligmast biligsel izomorfizmin belirgin bir 6rnegi olarak kargimiza ¢ikmaktadir.
Ancak bu taklit¢i izormorfizm siirecindeki giicliik, karar vericiler tarafindan
hangi okullarin en fazla taninmis, en itibarli, en basarili olduklarinin
belirlenmesi ve baglamsal etkenlerin géz 6niinde tutulmasidir.

Izomorfizm ve Sonuclari: Gevsek Yapili Sistemler Olarak Okullar

Orgiitlerin, cevresel talepler dogrultusunda orgiitsel alanlari icindeki benzer
yap1 ve uygulamalar1 yaparmus veya bunlar Orgiitlerine entegre edermis gibi
davranmalari onlarin izomorfizmle birlikte kopuk baglantiya (decoupling) dogru
bir egilim gostermelerine yol acmaktadir. Eger Orgiitsel cevrenin talepleri,
Orgiitlin i¢ yapisi ve kiiltiiri ile gatisirsa; Orglitlerden dis ¢evrelerinden gelen ve
kendi isleyisiyle bagdasmayan artan baskilara karsi kendi i¢ yapisi ve kiiltiiriini
dengelemek icin kopuk baglanti (decoupling), baglantiy1 koparma (disconnect),
yasal yapilar1 ve gercek is uygulamalari arasinda ucurumlar veya farkliliklar
yaratmas1 beklenebilir (Han ve Ko, 2010; Meyer ve Rowan, 1977). Boylece
Orgiitlerin i¢ yapilar1 ile kopuk baglantiya (decoupling) denk diisen dig
beklentiler arasinda bir uyum sergilenecektir. Kopuk baglanti (decoupling), bir
orgiitte biiyiik 6lciide bozulmamig, degismeyen ve sabit uygulamalar ile 6zgiin
iligkilerden daha ziyade Orgiitiin dis beklentilerle yalnizca sembolik bir uyum
gostermesi durumu olarak tanimlanmaktadir. Kopuk baglanti, kurumsal
benzesme (izomorfizm) hakkinda caligmalarin yayginlagmastyla
karsilagtirildiginda az calisilan ve taninan, orgiitsel siirecin dnemli bir sonucu ve
ayni zamanda Orgiitlerin cevresel baskilara verdigi stratejik bir cevap olarak
goriilmektedir (Meyer ve Rowan, 1977; Oliver, 1991; Westphal ve Zajac 2001).
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Kopuk baglant1 (decoupled) ile literatiirde sik¢a kullanilan diger bir kavram
March ve Olsen (1975) tarafindan ortaya atilan ve daha sonra Weick (1976)
tarafindan egitim Orgiitleri icin uyarlanan yasal kurallarla gercek uygulamalar
arasindaki baglant1 kopuklugu veya gevsek yapt (loosely coupled) kavramidir.
Weick (1976) calismasiyla egitim Orgiitlerinde kurallarla gercek uygulamalar
arasinda kopuk baglanti (decoupled) ya da gevsek yapi (loosely coupled)
oldugunu ifade etmektedir. Gevsek yap1 Orgiitlerdeki belirsiz, farkli ve acik
olmayan  orgiitsel  hedefleri, calisanlarin ~ verimli aktivitelerinin
koordinasyonunu, Orgiitiin sorumsuzlugunu, bastan savmaci c¢alismayr ve
gorevlerden yapilara kadar kopuklugu gostermektedir (Ingersoll, 1993). Ayrica
Weick (1976) egitim Orgiitlerinin gevsek yapisindan bahsederken, okullarda
gerceklestirilen islerin gevsek bir kontrolden gectigini; okullarda zayif, nadiren
ve stlin korii bir denetim ve degerlendirme siireclerinin oldugunu
belirtmektedir. Ote yandan okullarin, yasal metinlerde kendilerinden istenen
siirecleri mitkemmel bir sekilde yerine getirmedigini ve dolayisiyla da okullarin
bu metinlerde belirtildigi lizere milkemmel bir sekilde isleyen yapi ve
uygulamalardan uzak oldugu goze carpmaktadir. Okullarin, Orgiit ici yapt ve
isleyise dahil etmeye calistifi biirokratik kurallar, standartlar ve uygulamalar,
okullarin yasallik kazanma araclari veya rasyonel mitleri olarak dikkate
alinmalidir. Weick (1976) bu durumu, egitim Orgiitlerinin gevsek yapilt
sistemler olduklarini ifade ederek agiklamaya calismakta; okullarda kati bir
denetimin olmadigini, miifettislerin ve okul miidiirlerinin denetiminin
genellikle rutin gereklilik tagiyan teftis uygulamalarindan oteye gidemedigini
belirtmektedir. Ayrica okullarin okul yo6netimi (yOneticiler) ve egitim
(6gretmenler) gibi alt sistemlerden olustuguna ve bu sistemler arasinda gevsek
bir bag olduguna deginmektedir. Ciinkii okul miidiirleri her zaman sinifta neler
oldugunu ve 6gretmenin nasil 6grettigini kontrol edememektedir. Dolayisiyla
da yillik planlarda gosterilen hedef ve kazanimlara ne derecede ulasildiginin
tespitinden uzak kalabilmektedir. Bu gevseklik, okul icinde kurumsal
standartlasma dogrultusunda yasal zorunluluklarla gergeklestirilen diger
uygulamalarda kendisini gosterebilmektedir. Okullardaki Toplam Kalite
Yonetimi (TKY) uygulamalarmin ve stratejik planlarin ne diizeyde etkili
oldugu; bu uygulama ve planlarin gerekliliklerinin ne derecede yerine
getirildigi; okullarin amag, deger, vizyon ve misyonu dogrultusunda hareket
ettigi soru isaretidir.

Diger taraftan okullarin gevsek yapili sistemler olmasi okullarin dogasinda
goriilebilen bir olgudur ve okullarin yOnetimi icin ¢amasir ipi metaforu
kullanilabilir. Bu metaforu daha acik bir dille ifade etmek gerekirse, okullarin
yOnetimi bir c¢amasir ipi esnekligi goOstermektedir ve ipin esnekligi iyi
ayarlanmalidir. Camasir ipi cok sikildiginda veya tam tersine tamamen gevsek
birakildiginda camasirlarin (yoneticiler, O0gretmenler, Ogrenciler, aileler ve
yardimel personel) zarar gordiigii bir durumla karsilagilabilir. Clinkii ipin okul
yOneticisi tarafindan gerildigi, yonetim anlayiginin otoriter boyuta tasindigi ve
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sonunda koptugu bir durumda; diger deyisle okul yoneticisinin yonetim,
denetim ve kontrol uygulamalarini asiri sikarak gerdigi (ipin koptugu) bir
okulda, kati1 bir iklimin ve olumsuz bir atmosferin yasandigi ve sonunda
yonetilemezlik halinin ortaya ¢iktig1 bir yap1 gozlenebilmektedir (camagiriar yere
diiger). Okullarin yonetiminde aksi yonde bir tutum izlenerek yonetim, denetim
ve kontroliin tamamen serbest birakildigi bir durumda ise (ipin tamamen
gevsetildigi) okul yonetimi, 6gretmenler, dgrenciler, yardimcr personel, aileler
vb. alt sistemleri etkinligini ve etkililigini yitirerek islemez hale gelebilir
(camagirlar yere diiser) (Kiligoglu, 2017).

Kurumsal perspektifte, standardizasyon, TKY uygulamalar1 ve stratejik
planlama gibi uygulamalar, gercek bir yeterlik konusundan ziyade sosyal
yasallik kazanma nedeniyle cevreye sunulmaya calistimaktadir (DiMaggio ve
Powell, 1983; Meyer ve Rowan, 1977). Meyer ve Rowan’a gore (1977) kurumsal
cevre tarafindan Orgiite empoze edilen standartlara uyma, goriinliste ve
yiizeyseldir. Orgiitler, kurumsallasmis kurallart ve normlari, gercek hayatta
gerceklestirmeksizin kendilerine usulen adapte etmektedirler. Ancak rasyonel
mit olarak gorillen Orgiitlerin sosyal mesruiyetlerini arttiran seremonik
davraniglarin olmasima ragmen; bu davraniglarin niteligi ve kapsami belirsiz
kalmakta ve dolayisiyla denetim uygulamalart iglevini yitirmektedir (Meyer ve
Rowan, 1977; Townley, 2002). Ornek verilecek olursa, okullardaki TKY
uygulamalari, toplantilar, stratejik, gilinliik ve yillik plan hazirlama gibi formal
uygulamalar, kurumsal cevre tarafindan yasal ve rasyonel bir goriiniim
sergilemek amaciyla yapilan gercek uygulamalarla gevsek iligkili yiizeysel
yapilar olarak goriilebilmektedir. Sonug olarak, okullarin gercek uygulamalari
ile sosyal yasallik kazanma i¢in ideolojilerin, modellerin ve yonetim yapilarinin
yiizeysel adaptasyonlar1 arasinda tezatliklar veya celigkiler yasanabilmekte ve
yagsanan bu politik ve pratik acidan paradoksal iliskiler orgiitsel ikiyiizliiliik
olarak ifade edilmektedir (Brunsson, 1989; Krasner, 1999). Diger bir ifadeyle
retorikler ve gercgeklestirilen davranislar arasindaki tutarsizlik, cevreden gelen
operasyonel ve normatif tutarsiz isteklere maruz kalan orgiitlerde ikiytzliligii
olusturmaktadir (Lipson, 2006). Bu yiizden bu tiir baskilar1 karsilama, bir dizi
istekler ve zorunluluklara cevap vermek arasinda tezatliklara sebep olmaktadir.
Ancak kopuk baglantinin ve ¢atisan dis normatif ve maddi baskilara zorunlu
cevap vermenin birbiri iizerinde nedensel bir etki yaratmadigi veya birbirine
karsilik gelmedigi ifade edilmektedir (Brunsson, 1989; Krasner, 1999; Lipson,
2006). Ciinkii fikirler ve eylemler iligkiliyse bir baglant1 (coupling) mekanizmasi
gereklidir (Brunsson, 1989). Kurumsallagsmis cevrelerinde orgiitler, kendi ic
yapilarinda Orgiitsel cevrelerini yansittifi ve birbiriyle celisen zorunluluklar
Orgiitlerin i¢ yapilaria eklemlendigi icin, orgiitlerdeki ikiyiizliiliikk bu calismada
Meyer ve Rowan’in ¢alismasina (1977) dayandirilmaktadir.
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Orgiitsel Ikiyiizliiliik

Orgiitsel ikiyiizliiliigiin kapsamli bir tammim yapabilmek igin 6ncelikle
ikiyiizliilik (hypocrite) kavramimin iizerinde durmak oénemlidir. Ikiyiizliilik
digtincesinin kokleri Antik Yunan doneminin tiyatro sanatinda yatmaktadir.
Ikiyiizliililler (hypocrites) klasik sahne oyuncularmi isaret etmektedir ve
Yunanca bir terim olan hypokrisis, kisinin gercekte olmadigi bir karaktere
biiriinmesi olarak ifade edilmektedir (Runcimen, 2008). Giiniimiizde ise giinliik
dilde Arapca’dan dilimize giren “riyakarlik” manasinda kullanilan ikiytizliliik,
ifade edilen sOylem ve iddialar ile bu sOylem karsilifinda gergeklestirilen
eylemlerin birbiriyle celismesi olarak belirtilirken (Fassin ve Buelens, 2011);
bireysel anlamda kisinin oldugundan daha yiiksek ahlaki diizeye sahipmis
izlenimi vererek erdem, fedakarlik, sadakat, baglilik, idealizm ve sempatik ilgi
gibi degerleri kullanmak suretiyle cesitli hile ve kurnazlik yoluyla kendisi icin
cikar saglayici sonuglar elde etmesi olarak tanimlanabilmektedir (Fernando ve
Gross, 20006).

Ikiyiizliliik kavrami bireysel diizeyde diisiiniilebilecegi gibi kisilerin belirli
bir amag¢ etrafinda bir araya gelerek olusturdugu oOrgiitler diizeyinde de ele
almabilmektedir ve ilgili literatirde Orgiitsel acgidan farkli sekillerde
tanimlanabilmektedir. Orgiitsel ikiyiizliiliik, 6nceden iddia edilen degerleri ve
kabul edilen beklentileri karsilamayacak sekilde davranmayi (Phillippe ve
Koehler, 2005), o6rgiitte benimsenen temel inanglarin, degerlerin ve prensiplerin
gercek eylemlerle gatigmasini (Kouzes ve Pozner, 1993) ve tek bir norm sistemi
benimsenmesine ragmen c¢oklu norm sisteminin yasamasimmi (Huzzard ve
Ostergren, 2002), fikirlerin eylemleri veya tam tersi eylemlerin fikirleri kontrol
edebilecegini; fikirler ve eylemlerin iligkisiz ve tutarsiz olmasim ifade
etmektedir. Kavramin son yillarda yapilan taniminda ise Larsson (2013)
Orgiitsel ikiylizliligiin, birbiriyle sistematik olarak ters diiserek birbirini telafi
eden fikir ve eylemlerin bir iligkisi oldugunu ifade etmektedir. Ayrica Orgiitsel
ikiyuzlilik, oOrgitteki soOylemlerin sonuclarinda karara varilan informal
anlagsmalardaki; planlar1 ve bitgeleri iceren genellikle yazili dokiimanlar
vasitasiyla yasallagtirilan politikalardaki veya yasal tartigmalarin ve kararlarin
sonuclarindaki tutarsizhk veya uyusmazliktir. Ote yandan ikiyiizliiliik, yasal
olarak karar verilen veya informal olarak yapilacagi sdylenen seylere karsilik
Orgilitteki aktorler tarafindan tam tersi dogrultuda yapilan eylemler olarak da
tanimlanabilmektedir (Fernandez-Revuelta Perez ve Robson, 1999).

Orgiitsel ikiyiizliiliige dair literatiirde en genis kullanilan tamim ise Nils
Brunsson (1989) tarafindan gelistirilmistir. Yazar orgiitsel ikiyizlilagi, politik
Orgiitlerin temel bir davranis tipi olarak gormekte ve ikiyiizliliigi; bir istegi
memnun eden bir dogrultuda sdylemde bulunma, bir diger istegi memnun eden
bir dogrultuda karar alma ve ficiinct bir istegi memnun etme dogrultusunda
hizmet liretme olarak aciklamaktadir. Anlasilacag: tizere Orgiitteki sOylemler,
kararlar ve eylemler arasindaki tutarsizliklar orgiitsel ikiyiizliiliik olarak isaret
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edilmektedir. Ancak bu tutarsizliklar, mesruiyet kazanmak ve cevrenin
destegini saglamak tlizere yapilmaktadir ve ayrica Orgiitsel Uriinlerdeki veya
ciktilardaki tutarsizliklar cevredeki tutarsizliklari yansitmaktadir. Dolayisiyla
egitim Orgiitleri acisindan ikiyiizliilik, okuldaki bireylerin herhangi bir gizli
ittifaki olmaksizin eylemlerini etkileyen sahip olduklar1 tutarsiz degerler,
cikarlar ve fikirler anlamina gelmektedir ve okullarda orgiitsel ikiytizliligiin
kararlar1 kolayca ifade edildigi; ancak yerine getirilmedigi zaman goriilldigi
sonucuna varilabilir.

Orgiitsel ikiyiizliiliik, temel olarak orgiitlerle ilgilidir (Brunsson, 1989).
Ciinki Orgiitler sosyal temsillerini saglamak iizere eylemlerini ve sonuclarini
mantiga biirlindiirmeye calismaktadir (Meyer ve Jepperson, 2000). Aslinda
ikiyiizlillik, Orgilit tarafindan yansitilan farkli fikir ve cikarlar arasindaki
etkilesimlerin dogal bir sonucudur. Brunsson (1989) bireyin cikarlar1 ve
fikirlerini konugsmasina yansittiginda, tutarsizliklarin ortaya ciktigini iddia
etmektedir. Bununla birlikte kararlardaki ve ciktilardaki tutarsizliklar kismen
tamamlanmis sozlerin bir sonucu olabilir. Aslinda séylemler, kararlar ve ciktilar
birbiriyle tutarsizlik gosterebilir; ciinkii kararlar isteklilife ve arzu edilmeye
bagliyken; ciktilar goriiniir ve gerceklestirilebilir olmaktadir. Dolayisiyla arzu
edilenlerle goriiniir gergeklikler birbiriyle celisebilir. Ayrica sdylemler, kararlar
ve eylemlerdeki tutarsizliklar Orgiitsel farklilasmanin ve bagimsizligin bir
sonucu olarak ortaya cikabilir. Farkli gruplar farkli zaman ve kadroda
Orgiitlerde yer alabilir, dig cevrenin sartlar1 farkli durumlarda degisebilir ve bu
nedenle orgiitlerde karsilikl tutarsizlik 6zellikle ikiyiizliiliik yaganabilir.

Orgiitlerin isleyisinde sdylem, karar ve eylem tutarlilig1 gerek orgiit iiyeleri
gerekse orgiitsel alandaki imaji acisindan son derece énemlidir. Orgiitlerden ve
yoneticilerinden genellikle séylemleri dogrultusunda hareket etmesi (walk the
talk) diger bir deyisle vaat ettigi seyleri yerine getirmesi beklenmektedir. Ciinkii
sOylemler dogrultusunda hareket etmek ikiyiizliiliige karst Orgiitte hassas bir
tampon vazifesi gormektedir (Weick, 1995). Bazi orgiitler, bir dizi sozciiklerle
samimiyetsiz davrandig1 icin séylem ve eylemlerinde tutarsizlifin ortaya cikmasi
Orglitsel yasamin gercekliginde kacinilmaz bir durum olarak karsimiza
citkmaktadir. Nitekim Orgiitlerde ikiylizlii bir sekilde davranmak, Orgiitlerin
imajlar1 ve gilinlik uygulamalar1 arasindaki boslugu kapatirken; onlarin
giivenilirliklerini zedelemektedir (Christensen, Morsing ve Thyssen, 2011).
Ancak ikiytzlilige farkli bir perspektiften bakildiginda, ikiytzlilik Orgiitler
agisindan her ne kadar patolojik bir durum olarak goriilse de Orgiitlerin
(6zellikle politik orgiitler) dogasinda kendine yer edinebilmekte ve hatta bu
Orgiitlerin yasamlarini siirdiirmelerinde onlara yardimci olabilmektedir.

Orgiitsel Ikiyiizliligiin Bilesenleri ve Sonuclari

Ilgili alanyazin incelendiginde psikologlar ve felsefeciler tarafindan
ikiyiizlilligiin karmagik, ¢ok yiinli bir kavram oldugu tartisilmaktadir (Alicke,
Gordon ve Rose, 2013; Crisp ve Cowton, 1994; McKinnon, 1991; Szabados ve
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Soifer, 1999, 2004). Ikiyiizliliigiin bilesenleri her ne kadar tutum ve
davraniglardaki tutarsizliklar olarak belirtilse de, lizerinde durulmasi gereken
bazi diger unsurlar da bulunmaktadir. Bagkalarini aldatma niyeti, irade zayiflig1
ve kendini aldatma derecesi gibi bircok 6ge ikiyiizliiliigiin olusmasinda etkendir
(Alicke, Gordon ve Rose, 2013). Bu baglamda baz1 disiiniirler ikiyiizliiliigin
kasith olarak baskalarint aldatmayla ayrilamaz bir sekilde baglantili oldugunu
varsaymaktadirlar (Szabados ve Soifer, 1999). Irade zayifligi ve kendini aldatma
niyeti de ikiyiizliliik kavramiyla ¢ok yakindan ilgilidir (Alicke, Gordon ve Rose,
2013). Aldatma niyeti bileseni, bireylerin vermis oldugu vaatlerin yerine
getirilmemesi durumunda davranmiglarinin ikiyiizlii olarak goriilmesidir (Crisp ve
Cowton, 1994). Benzer sekilde, bireyler kendi degerleriyle tutarli olmayacak
davraniglarda bulunabilir, kontrol ve iradelerini kaybedebilirler ve bu durum da
yine ikiytizliligiin temelini olusturmaktadir (Alicke, Gordon ve Rose, 2013).
Eylemlerin, 6nceden beyan edilen sézler ve degerlerle bilerek ¢elismesi durumu
ikiytizlillik kavramimin temel bilegenlerinden olan bireyin kendini aldatmasini
desteklemektedir Alicke, Gordon ve Rose, 2013).

Gevsek yapili veya kopuk baglantili 6rgiit ici elementlerin, catisan gevresel
baskilara cevap vermesiyle ortaya ¢ikan Orgiitsel ikiytizlilikle Orgiitiin
cevresinin tutarsiz baskilar1 Orgiitsel yapilarda, siireglerde ve Orgiitiin
ideolojisinde kendisini gostermektedir. Ancak birbirine muhtelif gruplarin
cikarlar1 arasinda bir catisma olmasi durumunda, Orgiitte farkli diigiinceler
yaratilabilir (Brunsson, 1989; Weick, 1976). Bu durum ise Orgiitiin icyapisinda
giivensizligi ve siipheciligi tegvik edebilir. Ayrica Orgiit ¢alisanlarinin Orgiitte
yalanciliga, adil olmayan yaklagimlara, diirtistliige ve dogruluga, sahtekarliga ve
samimiyetsizlige dair algist ve deneyimleri Orgiitsel  ikiyiizliligi
tetikleyebilmektedir (Naus, Iterson ve Roe, 2007). Egitim Orgiitlerinde orgiitsel
ikiyiizliligiin boyutlar ilk olarak Kilicoglu ve digerlerinin (2014, Basimda)
kavrama dair gelistirdikleri Orgiitsel Ikiyiizliiliik Olgegi’inde ele alinmaktadir. Bu
calismada (i) vaat edilen sozleri tutma bileseni sdylemler, kararlar ve eylemler
arasindaki uyum derecesini ifade ederken; (i) igyapt ve cevre arasindaki uyum
bileseni, okullarin misyonlarini ve hedeflerini ¢evresinin degerlerini yansitarak
yerine getirip getirmedigini 6lcmeyi amaglamaktadir. Ayn1 zamanda bu boyutta
Ogretmenlerin okulun amacina hizmet edip etmedikleri ve programin icerigini
smif i¢ci uygulamalarda gergeklestirip gerceklestirmediklerini sorgulamaktadir.
Orgiitsel ikiyiizliiliigiin, diger bir bileseni ise (iii) uygulamalardaki tutarsizliklar
olarak belirtilmis ve bu bilesende okul yonetiminin paydaslarini kandirip
kandirmadigini, gergekei hedefler koyup koymadigini, bir seyi soyleyip bagka bir
seyi yapip yapmadigini, okuldaki bir problemi ¢6zecegini ifade etmesine ragmen
aslinda coziip ¢6zmedigini incelemektedir.

Orgiitsel ikiyiizliiliik egitim orgiitlerinde orgiitte birgok patolojik orgiitsel
davraniga ortam hazirlayabilmektedir. Bu patolojik davraniglardan biri Orgiit
iyelerinin Orgiitlerine kars1 bilissel, duyussal ve davramissal acidan olumsuz
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duygular1 olan sinizmdir. Egitim Orgiitlerinden farkli olarak diger alanlarda
faaliyet gosteren oOrgiitlerde gerceklestirilen arastirmalarda da Orgiitsel
ikiylzliligin yaygin oldugu orgiitlerde odrgiitsel sinizmin kendisini gosterdigi
kargilagilan bir bulgudur (Fox, 1974; Han ve Koo, 2010; Kiligoglu vd., 2014;
Basimda; Naus, Iterson ve Roe, 2007; Simons, 2002).

Okul yOnetiminin sOylem, eylem ve kararlarindaki tutarsizliklar; bir seyi
sOylerken (x), bagka bir seye karar vermesi (y), sdylem ve karardan 6te bir
uygulamayr (z) hayata gecirmesi Orgiit iiyelerinin okul yOnetimine ve
yoneticilere karst giivenini sorgulamasina yol agmakla birlikte orgiitsel giiveni
olumsuz etkileyebilmektedir. Dolayisiyla diger bir olumsuz sonug 6gretmenlerin
ikiyiizliilik algillarinin arttikga Orgiitlerine karsi giivenlerinin azalmasidir.
Ayrica okul calisanlarinin orgiitsel giiven algillarinda kurumlarinin deger ve
normlarina ne derecede uygun hareket ettigi, Orgiitsel sOylemlerin gercege
uygunlugu; retorik sdylemlerin coklugu; kendisine verilen sozlerin ne derece
tutuldugu; stratejik planlara, ziimre toplantisi, 6gretim yili acilis ve kapanig
toplantilar1 vb. toplantilarda aliman kararlarin ne derecede yerine getirildigi;
ogretim miifredatindaki uygulamalarin gercekten hayata gecirilip gecirilmedigi
ve okulun yonetsel siireclerinin gerceklestirilmesindeki samimiyetin derecesi de
rol oynamaktadir. Okul calisanlari, ifade edilenler arasinda tutarsizliklara sahit
oldugunda oOrgiitiiniin kendisinin ve liderinin diristligiinii ve samimiyetini
sorgulayarak okula karst giivenini yitirebilmektedir (Kilicoglu vd., 2014,
Basimda). Ote yandan Kiligoglu’nun (2015) egitim orgiitlerinde gerceklestirdigi
diger bir calismasi ise Ogretmenlerin Orgiitsel ikiytizliliik algilarinin, orgiitsel
adalet algilarin1 olumsuz yonde etkiledigini gostermektedir. Dolayisiyla okul
yoneticileri tarafindan alman Orgiitsel kararlarin ve Orgiitsel sdylemlerin
gerceklestirilen eylemlerle tutarliligl; calisanlarin kurumdaki kazanimlarin adil
paylastirilmadigina; karar alma siireclerinde ve yonetim tarafindan alinan
kararlarin  objektif ve tarafsiz  davranilmadigina  dair  algilarim
giiclendirebilmektedir. Ikiyiizliiliigiin olumsuz sonugclari bunlarla smirl degildir
ve bu olumsuz davranig Orgiitlerde calisanlarin is performansini, Orgiitlerine
devamlarmi, orgiitsel bagliliklarini ve isten memnuniyetlerini azaltabilmektedir
(Brusson, 1989; Cha ve Edmondson, 2006; Jansen ve Van Gilnow, 1985;
Philippe ve Koehler, 2004).

Orgiitsel Ikiyiizlilliige Karsiik Orgiitsel Biitiinliik

Orgiitsel  ikiyiizliiliigiin ~ okullarda  yaratacagi olumsuz sonuclarm
giderilmesinde kullanilabilecek mekanizmalardan biri orgiitsel biitiinliik olarak
goriilebilir. Biitlinliikk bireylerin ve Orgiitlerin, birbirini tutan, tutarli ve
potansiyel olarak etik eylemlerinin ve davraniglarinin birlesimi olarak
tanimlanmakla birlikte (Young, 2011), erdem (Audi ve Murphy, 2006) ve iyi bir
kisiligin goze carpan bir parcasi olarak goriilmektedir (Maclntyre, 1984;
Palanski ve Yammarino, 2007). Birbirini tutma, yapisal biitiinligiin
erdemlerinden biri olarak herseyin birbiriyle uyumunu ifade ederken; tutarlilik
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ise yapisal biitiinliiglin diger bir erdemidir ve giivenilirligi isaret etmektedir.
Ayrica yapisal biitiinlik nesnelerde statiklige bagli iken insanlarin ve
olusturduklar yapilarin biitiinligii eylemlerinin diger eylemleriyle tutarliligina
dayanmaktadir (Maclntyre, 1987; Musschenga, 2001). Biitiinliik, kisaca Tiirk
kiiltiirtinde de yerini bulan “soziiniin eri olmak” deyimiyle ifade edilebilecegi
gibi ayn1 zamanda benimsendigi ifade edilen degerlerin gercek uygulamalarda
kendisini gostermesi ve igsellestirilmesi, yalandan ve yapmacikliktan (-mug gibi
yapma) uzak olma durumu olarak tanimlanabilir. Okullar agisindan biitiinliik
ise okul yoOnetici ve diger calisanlarinin soziiniin eri olmasi, verdikleri sozleri
tutmasi, benimsedikleri degerleri icsellestirerek faaliyetlerinde gostermesi ve
etik ilkelerini tiim egitimsel ve yOnetimsel siireclerde goz Oniinde
bulundurulmasi olarak ifade edilebilir.

Biitiinlik kavrami, ilgili literatiirde birey, grup ve oOrgiit diizeyinde ele
alinabilmektedir. Bireysel diizeyde incelendiginde biitiinliik, bir bireyin bash
basina varlik olarak biitiinliigiinii daha spesifik olarak, bireyin ¢evresindeki ilgili
paydaslar1 tarafindan gozlenebilir sdylem ve eylemleri arasindaki tutarlilifa
isaret etmektedir. Ayrica bu noktada bireyin dile getirdigi degerleri ile
gerceklestirdigi degerleri ve verdigiyle korudugu sozleri de bireyin davranigsal
biitiinliigii c¢ercevesinde degerlendirilebilmektedir (Simons, 2002). Bireysel
biitiinlitk  okullar acisindan degerlendirildiginde ise, Ogretmenlerin ve
yOneticilerin sOylem ve eylemleri arasindaki tutarhilii, kisaca diiriistlikleri
olarak ifade edilebilir. Ayrica 6gretmenlerin egitimsel agidan simuf igi ve
disindaki egitimsel faaliyetlerinde yillik planlarinda, ziimre ve kurul
toplantilarinda aldiklar1 kararlara uymalar1 ve planlarinin gerektirdiklerini
yerine etkili bir sekilde getirmeleriyle birlikte meslektaslariyla iligkilerinde
diiriistlik ve dogruluk temelinde degerlerini korumasi, meslege giriste kabul
ettikleri etik ilkelere bagl kalmas biitiinliiklerinin gostergesi olarak goriilebilir.
Yoneticilerin bireysel bitliinligii ise gerek okul igi gerekse okul dist
paydaslariyla iligkilerinde verdikleri sozlerine ve aldiklar1 kararlara bagh
kalmasi, yine degerleri ve etik ilkeleri cergevesinde hareket etmesi olarak ifade
edilebilir.

Grup seviyesinde biitiinliik ise, bireysel diizeyde biitiinliikkten ortaya
c¢ikmasina ragmen bir grup Ozelligidir ve dolayisiyla bireysel diizeye
indirgenerek incelenmemelidir. Grup biitiinliigii bir biitiin olarak gruba 6zgii
oldugu icin grubun ilgili paydaglariyla iligkileri agisindan agiklanabilmektedir.
Ancak grup biitlinliiglinde bireysel biitiinliikkte dikkate aliman degerlerden
ziyade sOylem ve eylem tutarliligi daha 6nemli rol oynamaktadir. Ciinkii gruplar
arasi degerler degisebilmektedir ve bazi gruplar degerler silsilesi olusturarak bir
misyon ifadesi veya mottoya sahip olabilirken; diger gruplar boyle bir misyon
istlenmemekte veya motto belirlemeyebilmektedir. Dolayisiyla spesifik
manada, bir biitiin olarak grubun sOylemleri ve eylemleri arasinda tutarlilik
olmasi durumunda, grubun da yiiksek biitiinliige sahip oldugu ifade edilebilir
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(Kozlowski ve Klein, 2000). Grup seviyesindeki biitiinliikk okullar agisindan
degerlendirildiginde ise okullardaki Ogretmenlerin dogal veya zorunlu
stireclerle kendi aralarindaki etkilesimleriyle ortaya cikan meslektas gruplari
agisindan incelenebilir. Ozellikle okullardaki ziimrelerin, ¢alisma takimlarinin
ve dogal arkadag gruplarinin diger gruplarla veya grup icerisindeki grup
iyeleriyle iligkilerinde sOylem, karar ve eylemlerindeki tutarliigi grup
biitiinliigi acisindan 6nemlidir.

Orgiitsel biitiinliik ise, kurum olarak érgiitiin biitiinliigiinii ifade etmekte ve
Orgiit calisanlarinin etik biitiinliigiine isaret etmekle birlikte orgiitteki calisanlar
arasindaki etkilesimlerin, baskin normlarin, eylemlerin, karar verme siire¢ ve
ilkelerinin ve verilen kararlarin etik kalitesini kapsamaktadir (Hong, 2016).
Biitiinlik, orgiit kiiltiirii, misyonlar ve emirler dogrultusunda tanimlanan kabul
edilebilir davranigsal normlarin uygulanmasini igsaret etmekte ve iyi tanimlanmig
Orgiitsel etik kodlara israrl bir sekilde bagli kalmay1 gerektirmektedir. Palanski
ve Yammarino (2007) ise biitiinliigii kurumun sdylem ve eylemlerinde tutarli
davranmast olarak tanimlarken; Kurtz (2015) orgiitiin kendisine bir dizi rehber
edindigi ilkelere uygun sekilde kendisini yonetmesi olarak ifade etmektedir.
Biitiinliik ayn1 zamanda, Orgiitiin bir misyona, bu misyonu acikca dile getiren bir
dizi temel ahlaki bagliliklara, degerlere ve misyonunu yansitan eylemlere sahip
olmay1 gerektirmektedir. Orgiit soylemleri ve eylemleri (beyan edilen ve
gerceklestirilen degerler, vaatleri tutma) arasinda bir biitiinliik gosterdiginde orgiit
yiiksek bir biitiinliige sahip olmaktadir (Palanski ve Yammarino, 2009).

Orgiitsel ikiyiizliiliigiin karsiti olarak orgiitsel biitiinliik, okullar acisindan
incelendiginde bireysel ve grupsal biitiinliikkte oldugu gibi bir kurum olarak
okulun sdylem ve eylemlerinde tutarliligi; okulun misyonuna, etik ilke ve
degerlerine bagliligi olarak ifade edilebilir. Okullarin biitiinliigi, okulun iligkide
oldugu paydaslar1 (Jgretmenler, veliler, yardimct personel, veliler, diger kamu
kurumlan ve sivil toplum kuruluglan vd.) acisindan ele almabilir. Okulun bu
aktorlerle iligkilerinde tutarliligi, vaatlerini yerine getirirken etik ilkeleri ve
degerlerini goz 6niinde tutmasi biitiinliigiinde 6nemli rol oynamaktadir. Ayrica
bireysel biitiinliikle ilgili baz1 6zellikler aym1 zamanda Orgiitsel biitiinliigiin
karakteristigini olusturmaktadir. Ornegin biitiinliige sahip birey ve orgiitler,
ahlaki prensiplerine iliskin eylemlerinde ve baglhliklarinda kararlilik
gostermektedirler. Biitiinliige sahip bireyler eylemlerinden kaynaklanan
herhangi bir olumsuz sonu¢ i¢in sorumluluklari kabul eden bireylerdir ve
Orgiitlerden olumsuz sonuglarin sorumluluklarini istlenmesi beklenmektedir
(Bowie, 2010). Dolayisiyla bu noktada biitiinliikleri adina kurumsal olarak
okullardan, bireysel olarak da yoneticiler ve Ogretmenlerden eylemlerinden
kaynaklanan olumsuz sonuglarin sorumluluklarini iistlenmeleri beklenmektedir.

Orgiitsel biitiinliik, orgiitteki iyi karakterdeki bireylerin varhgmin ve
yonetimsel biitiinligiin 6tesindedir. Dogru ve diiriist bir lidere veya calisanlara
sahip olmak Orgiitsel biitiinliigiin 6n sartidir; ancak biitiinliik orgiitlerde etik
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agidan olumsuz sonuglarin olugsmasini engellemek anlamina gelmemektedir
(Hong, 2016). Dolaysiyla okullarin biitiinliigiinde sadece okul yoneticilerinin
veya Ogretmenlerinin diristligi veya tutarliliklart yeterli olmamakta ve okul
calisanlarmin iginde bulundugu ortamin havasinin son derece deger tasidigi
ifade edilebilir. Zimbardo'nun 1970 yillarda gergeklestirdigi hapishane deneyi
iyl insanlarin seytani baglamda nasil bir seytana donebileceginin en belirgin
kanitlarindan biri olarak karsimiza ¢ikmaktadir. Zimbardo yapay bir hapishane
ortamu yaratarak siradan Ogrencilerden gardiyan ve suclu roliinii oynamalarini
istediginde, Ogrenciler ge¢mis rollerini terk ederek basarili bir sekilde yeni
rollerine adapte olmus ve hatta bir siire sonra artan siddet olaylar1 nedeniyle
deney yarida kesilmek durumunda kalmistir. Bu yeni rollerinde yapay
hapishane ortamindaki iklimin etkisi 6nemlidir (Zimbardo, 2004). Dolayisiyla
okullarda oOrgiitsel biitiinligiin anahtar kavramlarindan birini etik iklim
olusturmaktadir ve biitiinliikk Oncelikli olarak, okulda yoneticilerden diger
Ogretmenlere ve diger calisanlara uzanan, onlarin davranislari ve tutumlari
tizerinde pozitif etki olusturan etik bir iklim yaratmaktan gecmektedir.

Etik iklim, etik olarak dogru davranigin hangi davranig oldugu ve etik
konularin Orgiitte nasil ele alinmasi gerektigine dair paylasilan algilar dizisi
olarak tanimlanmaktadir (Peterson, 2002). Diger bir tanima gore etik iklim,
Orgiitte dogruyu veya yanlisi neyin olusturdugunun, c¢alisanlarin bu dogru ve
yanliglar1 nasil bulacaginin ve oOrgiitte etik davraniglarin belirlenmesinin temel
kaynagidir (Victor ve Cullen, 1988). Etik bir iklime sahip bir oOrgiitiin
karakterlerinden biri Orgiitiin Orgiitsel eylemlere iligkin etik bir bakis agisina
sahip olmasidir. Etik iklime sahip bir 6rgiit iki farkli nitelige sahiptir. Orgiit,
etik konulara iligkin siireglerin yani sira ahlaki davranig olarak yapilandirilan
algilar1 da paylagmakta ve paylasilan algilardan bazilar1 orgiite rehberlik eden
temel degerler olarak goriilmektedir. Ayrica biitiinliige sahip olan bir rgiitiin
temel degerleri kurumsal aktivitelerini yonetmektedir. Bu noktada okullarin
egitimsel ve yoOnetimsel faaliyetlerinde etik bir bakis acisiin ve temel
degerlerinin aktif rol oynamasi beklenmektedir. Ote yandan okullardaki
dogruluk ve diiriistliik prensibinin varligi, karar verme siireglerinde ve verilen
kararlar dogrultusunda eylemlerin gerceklestirilmesi esnasinda etik bir iklim
icin 6nem tasimaktadir. Diger taraftan, okullarda olumlu bir etik iklim
olusturmak igin asagidaki ilkeleri izlemek gereklidir (Bowie, 2010; Palazzo,
2007).

1- Okulun ahlaki amacina baglilik,

2- Yalnizca bireysel amaclar1 gergeklestirmekten ziyade sosyal bir birlik
olarak okula bakma,

3- Bir dizi sabit ahlaki ilkelere (diiristliik, dogruluk vd. gibi) ve okulu
yonetmede caliganlara so6z hakki veren ve Onyargilar1 minimuma diistirmeyi
amaclayan prosediirlere uygun yonetim.
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Okullarda orgiitsel biitiinliigiin olusturulmasinda kullanilabilecek diger bir
yontem ise deger temelli karar vermedir. Deger temelli karar vermek okulun
Orgiitsel biitlinliiglinii saglamasi ve siirdiirmesi igin etkili bir mekanizmadir.
Deger temelli karar vermeyi benimsemek ve ona bagh kalmak, oOrgiitiin
misyonundan kararlarinda ve eylemlerinde rehber olmaya kadar Orgiitiin
degerlerinin goniillii olarak dikkate alinmasinda ge¢mektedir. Ayrica Orgiitte
basarili bir sekilde deger temelli karar verme, Orgiitii yonetmekten biitiinliigi
yasatmaya, Orgiitiin tiim seviyelerinde ve yasantisindaki biitiin alanlarda
politikalar1 ve kararlar1 cergevelemelidir. Deger temelli karar vermenin basarili
bir sekilde uygulanmasi, Orgiitiin secimlerinde degerlerine ve bagliliklarina
dayanak olusturmasi oOrgiitsel biitiinliikkle sonuglanmaktadir (Kurtz, 2015).
Dolayisiyla okullardan biitiinliiklerini saglamalar1 adina beyan ettikleri
degerlerini karar verme siireclerinden, okulun gerek egitimsel gerekse
yonetimsel tiim seviyelerinde isteyerek goz Oniinde bulundurmasi ve
benimsenen degerler dogrultusunda adimlar atilmasi beklenmektedir.

Okullarda Orgiitsel biitiinliigiin olusturulmasinda diger belirleyici etken ise
okul liderinin nitelikleri olarak ifade edilebilir. Bireysel biitiinliikte deginildigi
iizere okulda yonetim kademesindeki tiim yoneticilerin bireysel biitiinliikleri
kurumsal biitiinliik acgisinda 6nem tasidig1 gibi deyisle okul liderinin ayrica 6zel
Onem tasimaktadir. Ciinkii okul liderinden kurumsal biitiinliik adina diger
yoneticilerden ve ¢alisanlardan beklemesi, okulda etik iklimin olusturulmasinda
ve yayllmasinda liderden aktif ve Oncii rol oynamasi beklenmektedir. Cilinki
Orgiitlerde ¢alisanlar liderlerin davraniglarint model almaktadir ve liderler etik
davranirlarsa ¢alisanlar da etik davranmaktadir (Calabrese ve Roberts, 2001;
Ugurlu, Sincar ve Cinar, 2013). Ayrica liderin tutarliligi, diristliigi ve
giivenilirligi diinyanin her yerinde degerli liderlik nitelikleri olup; biitiinliigiin
liderin karakterine yansimasidir (Peterson ve Seligman, 2004; Yukl ve Van
Fleet, 1992) ve etkili liderlik prototipine onemli bir katkisi s6z konusudur
(Moorman ve Grover, 2009; Palanski ve Yammarino, 2009; Zhang, Bai, Caza ve
Wang, 2014). Yukarida ifade edilenlere ek olarak biitiinliigiin tesis edildigi
Orgiitlerde ki egitim orgiitleri olan okullar1 da bu Orgiitlere dahil edebiliriz,
calisanlarin orgiite bireysel uyumu gergeklestigi gibi Orgiite olan giivenleri de
artmaktadir (Verhezen, 2008). Ayrica biitiinliikk gosteren orgiitlerde asagidaki
bes temel karakteristigin goriildiigii belirtilmektedir (Iltis, 2005):

1- Calisanlar acik ve giivenilir bir ortamda eylemlerin etik bir sekilde nasil
gerceklestirilecegini tartismaktadir.

2- Etik karar vermeyi kolaylastiran prosediirler ve yapisal destekler
gelistirilmektedir. Caligsanlar Orgiite uyumun gri alanlarin arastirmak,
Orgiitteki problemleri ve konular1 aciga cikarmak ve tartismak igin agik
iletisim kanallarina sahiptirler.
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3- Birden fazla is hedefleri icin acik bir kiiltiir, sorumluluk ve baglilik
yaratilmakta ve siirdiiriilmektedir. Calisanlar, gercek sonuglarin 6tesinde
degisik is hedeflerini agikca soyleyebilmektedir. Bu tiir hedefler Orgiitiin
topluma, galisanlara veya ideallerine olan sorumlulugunu igerebilir.

4- Calisan gelisimi degerli hale getirilmektedir. Calisanlarin kisisel ve kariyer
gelisimleri, ise iligkin yeni bilgiler 6grenmesi ve kendini gelistirmesi igin
diizenli firsatlar sunulmaktadir.

Tartisma, Sonug ve Oneriler

Orgiitsel ikiyiizliiliigiin daha cok politik orgiitlerde var olan bir davrams
oldugunu ifade edilse de (Brunsson, 1989), egitim orgiitleri olan okullari
distndiigiimiizde orgiitsel ikiyiizliliige dair birgok 6rnegi vermenin miimkiin
oldugu sdylenebilir. Okullar, i¢ ve dig baskilara maruz kalmakta ve bu baskilar
sonucunda cevresindeki Orgiitlere benzeme c¢abasiyla kurumsallasmaya
calismaktadir. Ornegin, bugiin bircok okul kendi cevresinde érnek aldigi bir
okulun uygulamalarini kendisine rehber edinmekte; degerlerini, normlarini,
hedeflerini ve stratejik planlarint olustururken bu okullara benzemeye
caligmaktadir. Ancak olusturulan deger, norm, hedef ve kararlar dogrultusunda
atilan adimlar Dbirbiriyle tutarliik gosterememekte; retorikten Oteye
gidememektedir. TKY ve stratejik planlama calismalar: bu duruma diger bir
ornek olarak gosterilebilir. TKY ve stratejik planlama g¢aligmalari sonucunda
alman kararlar retorik ifadeler olarak okullarda kendine yer edinmekte, bircok
okulda bu kararlarin hayata gegirilmesi i¢in adimlar atilamamaktadir. Tiirk
egitim sistemindeki TKY ve stratejik planlama calismalarimi degerlendiren
calismalar (Demirkaya, 2007; Memduhoglu, Tastan ve Erdem, 2008;
Memduhoglu ve Ugar, 2012) bu durumun kanit1 niteligindedir. Bu calismalarda
TKY ve stratejik planlama calismalarimin iyi islemedigi, gergekci hedeflerin
olmadig1 ve belirtilen uygulamalarin hayata gegirilemedigi, amacindan uzak ve
kagit ustinde retorik ifadeleri barindirdigi belirtilmektedir. Dolayisiyla bu
durum calisanlarin okullarin1  sorgulamalarina neden olabilmekle birlikte
sOylem ve eylem tutarsizligini diger deyisle ikiylizlilligii hazirlayabilmektedir.
Ancak Tirk egitim sistemindeki okullarin agir1 merkeziyetgi anlayis
cercevesinde yoOnetilmesi; Ozerkliklerinin, biitce olusturmalarinin = ve
kullaniminin smirlt olusu, liderin ve diger yoneticilerin okullarma iligkin karar
alma siirecinde yasadigi sikintilar TKY ve stratejik planlarin kagit iistiinde
kalmasimin dolayisiyla orgiitsel ikiyiizliilik durumunun olagan hale gelmesinin
bir nedeni olarak goriilebilir. Diger taraftan bu noktada Tiirk egitim sisteminde
stk ve ani yasanan radikal degisimlerin de tizerinde durulmalidir. Yasal ve
zorunlu olarak gerceklesen bu degisimler gerek yoneticilerin gerceklestirmeye
calistiklartyla gelisen uygulamalar1 zorunlu olarak hayata gecirmek zorunda
kalmalarimin gerekse verdikleri vaatleri yerine getirememesinin dolayisiyla
oOrgiitsel ikiyiizliiglin sebebi olabilir.
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Orgiitsel ikiyiizliiliige verilebilecek drnekler sadece bunlarla simirl degildir.
Okul yonetiminin calisanlara verdikleri vaatleri yerine getirememeleri veya bu
vaatlerin tersine farkli uygulamalar1 hayata gecirmeleri; bir seyi (x) yapacagini
ifade etmesine ragmen farkl bir seyi (y) gerceklestirmesi ikiyiizliiliige drnektir.
Tiirkiye’de bu hususta yapilan arastirmalarda (Kiligoglu vd., 2014, Basimda;
Kiligoglu, 2015;) okul yonetiminin verdigi s6zleri korumasi ve uygulamalardaki
tutarsizliklar boyutlarina dair 6gretmenlerin algilar1 okullarda orta diizeyde bir
ikiyiizliliigiin varligini ortaya koymaktadir. Ancak bu caligmalarin aksine
okullardaki etik liderlik davramiglariin  degerlendirildigi calismalarda
(Cemaloglu ve Kiling, 2009; Isik, 2009; Okcu, 2014) 6gretmenler yoneticilerini
en yiikksek ortalamayla diiriistliik boyutunda degerlendirmektedirler. Burada
deginilmesi gereken noktalardan birisi de yoneticiler ve 6gretmenler arasindaki
ilisgkinin O6nemli bir belirleyicisi olan gili¢ mesafesidir (Hofstede, 1993).
Ogretmenlerin, yoneticilerinin vaatleri, kararlar1 ve uygulamalari arasinda
gozledikleri tutarsizliklara ne derecede itiraz ederek karst durma giiciine sahip
olduklarinin veya tutarsizliklara itaat edip etmediklerinin {zerinde
digtniilmelidir. Diger taraftan yoneticilerin vaat, karar ve eylemleri arasinda
tutarsiz davranma veya verdigi sOziinl yerine getirmeme hakkini ne derecede
kendinde bulduklar1 da okullarda ikiytlizliligin ortaya ¢ikisinda onemli bir
etken olabilir. Dolayisiyla yiiksek giic mesafesine sahip Tiirkiye’deki Orgiitler
(Hofstede, 1993; 2001; Yaman ve Irmak, 2010) acgisindan ele alindiginda bu
mesafenin kurumlardaki tutarsizliklarin kabullenilme derecesini
etkileyebilecegi sdylenebilir.

Yukarida belirtildigi tlizere okullardaki Orgiitsel ikiyiizliligiin ortadan
kaldirilmasinda okul liderine dnemli gorevler diismektedir. Liderin etik ilkeleri
benimseyerek dgretmenlere model olmasi, etik ilkeleri tiim kurumsal siireclere
yayarak ve calisanlardan bekleyerek etik iklimin hakim oldugu bir atmosfer
yaratmast okulun Orgiitsel bitiinligiinii gelistirmekle birlikte Orgiitsel
ikiytizliiligiin ortadan kaldirilmasinda dnemli bir deger tasiyacaktir. Ayrica yine
liderin deger temelli karar vermeyi benimseyerek, kurumsal cevresinin ve
kurumun geg¢misinden gelen degerlerini egitimsel ve yoOnetimsel siireglerde
dikkate almasi Orgiitsel ikiylizliligin azaltilmasinda dolayisiyla Orgiitsel
biitiinliiglin kazanilmasinda diger 6nemli bir faktor olarak gosterilebilir.

Orgiitsel ikiyiizliiliik, orgiitte sadece orgiitiin yonetim diizeyinde ele alinan
bir olgu degildir. Orgiitiin diger calisanlarinin bu olumsuz davranisin ortaya
citkmasinda katkis1 s6z konusu olabilmektedir. Bu noktada okullarda yoneticiler
haricinde calisanlar olarak Ogretmenlerin, okulun amaclar1 dogrultusunda
hareket edip etmedikleri, okulun ve gevresinin degerlerini yansitip yansitmadigl
ve en Onemlisi 6gretim programinin hedeflerine uygun hareket edip etmedikleri
orgiitsel ikiyiizliilik acisindan énem tagimaktadir. Ozellikle 2005-2006 6gretim
yiliyla birlikte uygulamaya konulan yapilandirmaci yaklagima dayali 6gretim
programinin Tirk egitim sistemindeki okullarda ne derecede basariyla
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uygulandigi, 6gretmenlerin ‘yaparak yasayarak’ 6grenme ilkesini temel alarak
ezberci egitim anlayisindan ne derecede uzaklastigi soru isaretidir. Bu hususta
yapilan arastirmalar (Arslan, Orhan ve Kirbas, 2010; Ciftci, Stinbiil ve Koksal,
2013; Rengber, 2008) Ogretmenlerin yapilandirici yaklagima dayali ogretim
programina dair olumsuz tutum besleyerek programin gerektirdiklerini ve
icerigini kismen yerine getirdiklerini ortaya koymaktadir. Ancak yapilandiric
yaklagimla yiritilen programlarin degerlendirilmesinin merkezi sistem
tarafindan sirekli degisim gosteren c¢oktan secmeli test sinavlariyla
degerlendirilmeye calisilmasi ve kendisinden yapilandirict 6gretim programini
uygulamasi beklenen 6gretmen adaylarinin ve sistemdeki 6gretmenlerin ezberci
bir anlayisla yetistirilmesi siireci iizerinde durulmasi gereken noktalardir.
Ayrica Ogretmenlerin okullarinda gergeklestirdikleri 6gretim yili basindaki
kurul toplantilarinda ve ziimre toplantilarinda alinan kararlara ne derecede
uyduklari, bu kararlarin kagit istiinde kalip kalmadigir yoksa bu toplanti ve
planlamalarin ge¢mis yillardakinin tekrari olarak seremonik siiregler mi oldugu
sorgulanmasi gereken diger hususlardir (Kucuk, Ayvaci ve Altintas, 2004;
Sahin, Maden ve Gedik, 2011). Kilicoglu vd.nin (2014, Basimda) ve
Kilicoglu'nun (2015) ¢alismalarinda 6gretmen kaynakl ikiytizliiliigiin okullarda
her ne kadar diisiik diizeyde oldugu tespit edilse de bu durum ikiyiizliiliigiin
egitim oOrgiitlerinde var olan bir olgu oldugunu; iistesinden gelinmesi veya en
aza indirilmesi gereken bir Orgiitsel davranis sorunu oldugunu gostermektedir.

Son olarak deginilmesi gereken nokta ise Tiirkiye’de her gegen giin artan
0zel okullarin sayisidir ki 2015-2016 egitim-0gretim yili itibariyle Tiirk egitim
sistemindeki 14 milyon 540 bin 6grencinin 1 milyon 174 bin’i 6zel okullarda
egitim-0gretimine devam etmektedir. Okul sayis1 agisindan ele alindiginda ise
yine 2015-2016 egitim ogretim yili itibariyle toplam 9 bin 581 ozel ogretim
kurumunun (okul oncesi, ilkokul, ortaokul ve lise) resmi okullara orani yaklasik
olarak yuzde 18,5 civarindadir (MEB, 2016). Bugiin gelinen noktada egitim
giinden giine metalagarak bir pazar haline doniismekte ve hiikiimetlerin neo-
liberal politikalar1 bu duruma hiz kazandirmaktadir (Kilicoglu, 2017). Ancak
egitimin piyasaci, sermayeci, neo-liberal politikalarla her gecen giin daha fazla
Ozellestirilmesi ve ticarilestirilmesi; MEB’in genel amac ve ilkeleri arasinda yer
alan sosyal adaleti, firsat ve imkan esitligini saglamasini zedeleyebilmektedir.
Bu dogrultuda bir yandan her 6grenci icin sosyal adaleti, firsat ve imkan
esitligini saglamakla yiikimli bir sistemin fiziksel, teknolojik ekipman ve
donanim agisindan geligsmis, kaliteli okullar yaratmak yerine maddi tesviklerle
aileleri 6zel okullara yonlendirmesi ve diger taraftan sosyo-ekonomik agidan
dezavantajli 0grenciler aleyhine ugurumu her gecen giin arttirmasina ortam
saglayacak uygulamalar icerisine girmesi birbiriyle celismektedir. Ote yandan
dersanelerin 6zel okullarin dontisme siirecindeki gerceklestirdigi uygulamalarin
da ne derecede gercek uygulamalara doniigebildigi veya salt varliklarim
sirdiirebilmek adina bu kurumlarin bakanligin kendilerinden bekledigi
uygulamalar1 mevcut yapilarina basariyla m1 yoksa gOstermelik mi adapta
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edebildigi sorgulanmas: gereken diger noktalardir.

Egitim oOrgiitlerinde orgiitsel ikiyiizliiliigiin azaltilmasinda Oncelikle okul
yonetimi ve liderine dnemli gorevler diismektedir. Yukarida deginildigi iizere
okul yonetimi ve lideri, orgiitsel biitiinliigii saglamak adina okulda etik bir iklim
olusturmak, etik ilkeleri egitimsel ve yoOnetsel siireclerde goz Oniinde
bulundurmak ve deger temelli karar vermeyi kullanma dogrultusunda adimlar
atabilir. Ayrica okul yonetimi 6gretmenlere, 6grencilere ve okul cevresine vaat
ettiklerini, aldiklar1 kararlar1 yerine getirmelidir. Soylem ve kararlarin aksi
yonde eylemlerden kaginmali, gostermelik ve samimiyetsiz uygulamalardan
kagmarak tutarli uygulamalari hayata gecirmeye cahismalidir. Ote yandan
Bakanlik Merkez Teskilat1 okullarda ikiytizliilligiin ortaya cikabilecegi stratejik
planlama ve TKY siireglerinin daha etkili islemesi igcin okullarin hukuksal ve
finansal engellerini ortadan kaldirarak karar alabilme, kaynak saglama ve
kullanma gibi konularda okul yOnetimine ve liderine daha fazla Ozerklik
saglayabilir. Okullarin vaat ettiklerinin gercek hayata uygulanabilirligini kontrol
etmek tizere ise etkin bir hesap verebilirlik ve kontrol siirecini hayata gecirerek;
vaat edilenlerin kagit {istiinde retorik ifadeler olarak kalmasinin Oniine
gecebilir. Bununla birlikte MEB 6zel okullasma uygulamalarini tekrar gézden
gecirerek her Ogrenci icin okullarda sosyal adaleti ve firsat esitligini saglama
calismalarimi dikkate alabilir. Diger taraftan okul yoneticileri ve 6gretmenler
okulda gerceklestirilen toplantilarda demokratik siireclerle alinan kararlari
hayata gecirmede kararli olmali;; 6gretmenler ise sinif i¢i uygulamalarinda
okulun amacina hizmet edecek sekilde egitsel aktivitelerini gerceklestirmeli ve
yapilandirict  yaklagimin gercek anlamiyla hayata gecirilmesinde caba
gostermelidir. Bu noktada Ogretim programimin degerlendirilmesi ve
yapilandirici yaklagima uygun 6gretmen yetistirme siirecinin tasarlanmasini akla
getirecektir ki YOK ve MEB gibi aktorler bu hususta ortaklasa aktif bir rol
oynayabilir.
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