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Abstract

The purpose of this study is to analyze the pluralistic leadership behaviours of school principals in
the Turkish educational context. The exploratory design was used in this study, which employs the
first qualitative, and then quantitative data collection methods. The sample of the study was determi-
ned using the maximum variation sampling technique; hence, 24 school principals and 327 teachers
participated in the study. The data of the study were collected using semi-structured interviews and
the ‘Pluralistic Leadership Scale’, which was developed by the authors. The findings of the study
indicate that (i) school principals desire to participate in the management processes of teachers, (ii)
teachers with leadership qualities and ideals are willing to participate in school administration, (iii)
school principals attempt to investigate the source of the problem to solve problems and conflicts,
(iv) school principals mostly showed pluralistic leadership characteristics regarding their interactions
with teachers, (v) a significant difference was found in acknowledging and discussing the differences
and attendance to management process dimensions based on teachers’ gender, (vi) a significant dif-
ference was found in the interaction among teachers, the interaction between school administration
and teachers, and the use of power dimensions in favour of teachers working at village schools, (vii)
a significant difference was found in the interaction between school administration and teachers
dimension based on age and seniority of teachers. Finally, a significant difference was found in all
dimensions of pluralistic leadership characteristics in terms of the number of teachers working at
schools.
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Oz

Bu calismanin amaci, okul yoneticilerinin cogulcu liderlik davranislarini Tiirkiye baglaminda analiz
etmektir. Bu arastirmada once nitel daha sonra nicel veri toplama yonteminin kullanildig kes-
fedici desen tercih edilmistir. Arastirma drneklemini maksimum cesitlilik 6rnekleme teknigi ile
belirlenmis 24 okul yoneticisi ve 327 6gretmen olusturmustur. Veriler yari-yapilandirilmis goriisme
teknigi ve arastirmaci tarafindan geligtirilen Cogulcu Liderlik Olgegi ile toplanmustir. Calismanin
bulgulari, okul yoneticilerinin en ¢ok 0gretmenler arasi etkilesimle ilgili cogulcu liderlik 6zellikle-
rini sergiledigini gostermektedir. Yoneticilerin gostermis oldugu cogulcu liderlik 6zelliklerinden
farkliliklar1 kabul etme ve tartisma ile yonetim siireglerine katilim boyutlarinda 6gretmenlerin
cinsiyetine gore anlaml bir farklilik bulunmustur. Ogretmenler arasi etkilesim, yonetim ve 6gret-
menler arasi etkilesim, giicii kullanma boyutlarinda kdyde calisan 6gretmenlerin lehine anlaml
bir farklilik vardir. Yonetim ve dgretmenler arasi etkilesim boyutunda 6gretmenlerin yasina ve
kidemine gore anlamli bir farklilik saptanmistir. Cogulcu liderlik 6zelliklerinin tiim boyutlarinda
okuldaki 6gretmen sayist degiskenine gore anlamli bir farklilik bulunmustur.
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Introduction

Developments in the fields of politics, science, economy and technology during
the second half of the twentieth century have profound effects on perspectives about
leadership (Mendenhall et al., 2017). Educational institutions which have an impor-
tant role in societies have also needed to change in the light of global developments.
The change in educational institutions has made it necessary to change the leaders
who manage these institutions. School administrators are expected to keep up with
such changes and innovations, and even to be a pioneer and effective leader in reali-
zing these changes themselves (Altun, 2003). As a result, the leadership view based
on traditional hierarchy has begun to be discussed. In the traditional view of leaders-
hip based on hierarchy and authority, one person dominates management which repre-
sents a privileged and simple form of leadership. Senge (2007) argues that traditional
view of leadership depends on the fact that people are powerless, and they do not have
personal views and power to bring change, and that they think that only a few leaders
could manage to deal with the events. Sezgiil (2010) maintains that in traditional
leadership, there are various undesired factors such as win-lose patterns, schism, gro-
uping and a management style based on fear and control which negatively affect the
productivity and health of both the leader and the employees. Research suggests that
traditional leadership cannot successfully deal with problematic situations at schools
(Bensimon and Neumann, 1993, cited in Kezar, 2000a). Calik and Sehitoglu (2006)
state that classical leadership practices and understanding are unfunctional in
solving problems at schools and that it is quite inefficient in terms of manager-
staff communication. In other words, traditional leadership understanding has begun
to be discussed in all institutions, especially at schools.
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Participatory leadership models were needed due to the inability of leaders-
hip perspective based on hierarchy and authority to overcome the difficulties
faced by institutions. In the participatory leadership model, instead of a single
individual, it is recommended that all employees in the organization should feel
themselves as a member of the leadership process and constant communicati-
on and interaction. Kezar (2000b) outlined the reasons for having such a form
of leadership as follows: Spreading the richness of expertise throughout the or-
ganization, increasing responsibilities and addressing organizational adaptation
problems. Involvement makes individuals accept their responsibility in group ac-
tivities (Davis, 1982). Participation also creates important opportunities for the
individual satisfaction among the followers, encourages individuals to achieve
the goals of organizations and make it possible for them to know one another
better (Aksay and Ural, 2008). Research indicates that educational institutions
tend to adopt the participatory leadership models and that teachers are encou-
raged to involve in school management process (Aksay and Ural, 2008). Kezar
(1998) argues that such leadership models focus on the common goals, mutual
agreement, shared values and compromise, but not on the conflict in groups or
power. Also, trying to reach consensus and focusing on common topics prevents
the development of comprehensive leadership cultures. Various studies are dis-
cussing the capacity of the participatory leadership models regarding polyphony
and diversity which are critical elements in avoiding organizational coherence
problems and in developing a comprehensive organizational culture, and as a
result, the pluralistic leadership models have been developed to reduce organiza-
tional problems about which there are numerous studies (Theoharis & Scanlan,
2015; Waite & Bogotoch, 2017; Waldersee, Simmons & Eagleson, 2017; Wheat
& Hill, 2016; White, Currie & Lockett, 2016). In addition, research suggests that
pluralistic leadership structure can better define reality in many situations (Wal-
dersee et al., 2017).

More individuals can become part of the management processes by adopting
participatory leadership models. However, as argued by Kezar (2000a) involvement
of more individuals in leadership processes does not guarantee a mechanism which
allows for comprehensive leadership. In other words, although involvement exists, it
may not be sufficiently comprehensive. Waldersee et al. (2017) argue that we cannot
focus on individual leaders, but leadership should be a pluralistic pattern. The goal of
developing a pluralistic leadership culture is to eliminate privileged, simple and parti-
al leadership. If multiple leadership descriptions and personal definitions are accepted
and validated, organizations may begin to compare, negotiate and perhaps even find
different perspectives and models valuable (Kezar, 1996). New management para-
digms that emphasize the individuals’ subjectivity and the fact that they cannot be
considered independently of their values require to accept the differences in organi-
zations and to evaluate and manage these differences correctly. School administrators
who are mindful of differences contribute to the formation of a school culture that
embraces everyone at the school and to the development of positive relationships
among school staff (Giil and Tiirkmen, 2018). Memduhoglu (2010) argues that the
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diversity management approach maximizes the full capabilities of employees in orga-
nizations and the potential advantages of diversity and offers organizational practices
in minimizing potential disadvantages, increasing employee satisfaction, improving
communication among employees, and thus increasing organizational performance.
In addition, disapproving or suppressing differences is an important problem that ma-
kes the organization inadequate and inefficient in achieving its goals. When differen-
ces are not managed well, group loyalty decreases among employees, some commu-
nication problems arise, and therefore, conflicts occur in the organization (Balyer and
Giindiiz, 2010). Kezar (1996) emphasized that awareness about differences increases
through pluralistic leadership, which is more comprehensive. This awareness will
help individuals and organizations to acknowledging and discussing the differences.

People working at the school bring different cultures, personality traits and abi-
lities to the school. Such differences may cause disagreements, undesired groupings
and conflicts at schools (Memduhoglu, 2011). School administrators should be awa-
re of the fact that every teacher working at the school is a different individual and
have a different personality, and they should be able to use effective strategies against
conflicts that may arise at schools (Giil and Tiirkmen, 2018). Pluralistic leadership
culture connects individuals, reduces conflicts, and minimizes organizational adapta-
tion problems. In short, pluralistic leadership is an approach that can contribute to the
comparison and evaluation of different perspectives and, ultimately, the consideration
of all individuals’ perspectives, the utilization of all of the various ideas in the orga-
nization, and the negotiation of the various perspectives and consequently, the deve-
lopment of the organization. Dieser (1997) states that understanding and recognizing
the development of cultural identity are essential in being a pluralistic leader. Some
people may feel uncomfortable with embracing and supporting differences. Pluralis-
tic leadership does not give rise to these problems because such leadership wants to
find common ground and embrace differences. Studies on pluralistic leadership have
produced three dimensions of such leadership: acknowledging and discussing the dif-
ferences, attendance to management process, and solving problems and conflicts.

There are individuals with different cultural identities in educational institu-
tions that have many stakeholders such as students, teachers, administrators, pa-
rents, support personnel each of who has different expectations, needs and desi-
res. This situation shows that educational institutions have a pluralistic structure.
In order to achieve success, educational institutions must be able to respond to
the demands and expectations of their stakeholders. Turan, Oz¢imenli and Giiles
(2013) also argue that contemporary developments necessitate the addition of
new dimensions such as encompassing differences to the leadership approaches
and models. It can be said that the management of schools with a pluralistic app-
roach will be a useful approach in meeting the diverse expectations demanded
from educational institutions. Kezar (2000a) remarks that pluralistic leadership
offers unique benefits to educational institutions. For instance, schools may be-
come aware of effective, resourceful leaders or leadership processes that were
previously overlooked. Because up to now, people have not encouraged to ques-
tion the background of dominant leadership schemes. In other words, pluralistic
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leadership provides space for different beliefs about leadership. In such a school,
individuals do not feel pressured to adopt leadership values that bother them.

Organizations that adopt classical management approaches, and leaders who
manage these organizations using such approaches cannot solve the problems they
encounter due to changing environmental conditions. In a rapidly changing, differen-
tiating, multicultural and multi-centred world, the characteristics that must be posses-
sed in order to foresee future are emerging as new leadership skills (Iraz and Simsek,
2002). Therefore, various approaches to leadership have been developed to solve the
problems faced by organizations. Offering a new leadership framework designed to
fully incorporate diverse views and perspectives on leadership into decision-making
processes, the pluralistic leadership offers a new and different approach for us to ret-
hink and design leadership roles and processes at schools. A pluralistic leader, who
accepts and respects differences, values diversity and emphasizes the learning from
differences, is the leadership model necessary for success in this environment of chan-
ge. Therefore, it is important to uncover pluralistic leadership characteristics and to
examine them within the school system. In this study, the pluralistic leadership model
was analyzed in the context of the schools, and a scale related to this leadership model
was developed. Through the scale developed the level of school administrators regar-
ding pluralistic leadership was analysed. The scale developed, Pluralistic Leadership
Scale (PLS), is expected to be a data collection tool that will contribute to the studies
about leadership in educational contexts.

Therefore, the study aims at analysing the pluralistic leadership behaviours
of school administrators. In line with this aim of the study attempts to answer the
following research questions:

1. What are the views of the school administrators about leadership?

2. What are the views of the school administrators about the attendance
to management process of teachers?

3. What are the views of the school administrators about acknowledging
and discussing the differences?

4. What are the views of the school administrators about solving problems
and conflicts?

5. Do the views of the teachers about the pluralistic leadership of the
school administrators significantly differ based on the following variab-
les: gender; the place where the school is, field of teaching, age, seniority,
the number of teachers at school and educational background?

Method

Research Design

The exploratory design was used in this study, which employs the first quali-
tative, and then quantitative data collection methods. The study was designed as
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exploratory sequential research. This design is mixed-method research suitable
for situations in which a new and up-to-date topic is analysed or when measu-
rement tools related to the topic at hand are developed (Creswell, 2015). The
goal of the exploratory sequential design is to explore the research topic and
then to develop a data collection tool based on qualitative findings and finally to
make interpretations based on the quantitative data (Creswell, 2015; Tashakko-
ri & Teddlie, 2010). The qualitative data were collected about the views of the
school administrators about their pluralistic leadership characteristics. Based on
these data and relevant theoretical assumptions (Dyer, Gregersen & Christen-
sen, 2011; Wheeler, 1998), an item pool was developed. The items were tested in
a pilot study to analyse their validity and reliability, which ultimately produced
the data collection tool. At the final step, the data collection tool developed was
administered to the teachers to reveal their views about school administrators’
pluralistic leadership features. Figure 1 summarizes the steps followed in the
study (Creswell, 2015).

Collection Qualitative ) Collection Qualitative X
and results Developing an il . Interpretation
analysis of item pool based analysis of of the
qualitative on the qualitative qualitative quantitative

ki results akin results

Figure 1. Exploratory sequential pattern flowchart.

Participants

The universe of the study consisted of 133 school administrators and 7831
teachers working at 133 pre-school education institutions, primary schools,
secondary schools and high schools during the school years of 2012-2013 and
2013-2014 in the province of Afyonkarahisar. In the qualitative part of the study,
twenty-four schools were chosen using the maximum diversity sampling techni-
que, one of the purposive sampling methods. In the purposive sampling, those
participants who can provide information about the topic at hand are chosen
(McMillan & Schumacher, 2006; Merriam, 2018). In using the purposive samp-
ling method, the gender of school administrators and the type of the school were
taken into consideration. In order to have desired diversity among the partici-
pants, the interviews were done with six female school principals, six female vice
school principals and twelve male school principals. In regard to the diversity
of schools, the following schools were chosen: two pre-school education insti-
tutions, three primary schools, three secondary schools, six grade schools, two
regional boarding schools, five vocational high schools (two technical and vocati-
onal high schools for girls, one health-care vocational high school, one industrial
vocational high school and one commercial high school), one Anatolian teacher
high school, one science high school and one Anatolian high school. Seniority of
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twenty-four school principals participated in the study are as follows: nine with
0-5 years, eight with 6-10 years, four with 11-15 years, two with 16-20 years and
one with 21-25 years. Their administrative experience is as follows: six with 0-5
years, three with 6-10 years, eight with 11-15 years, two with 16-20 years, three
with 26-30 years and two with 31-35 years.

For the quantitative section of the study, a total of 374 teachers participated
in the pilot study. However, fourteen forms were excluded due to inconvenience.
Therefore, the number of participants was 360, 189 female and 171 male. Of the
teachers, 19 were pre-school teacher, 109 classroom teachers, 69 Turkish langu-
age education and social studies teachers, 62 science and mathematics teachers,
47 foreign language teachers, three vocational teachers and 51 teachers of other
subjects. Their age grouping was as follows: 59 aged 21-30, 154 aged 31-40, 107
aged 41-50, 37 aged 51-60 and three aged 61 or older. Their seniority was as
follows: 34 with 1-5 years, 77 with 6-10 years, 82 with 11-15 years, 76 with 16-20
years and 91 with 21 or more years. In terms of the number of teachers at schools
where the participants were working at their distribution was as follows: 104 at
a school with 1-30 teachers, 232 at a school with 31-60 teachers, two at a school
with 61-90 teachers and twenty-two at a school with 90 or more teachers. In re-
gard to educational background, the distribution of the participants is as follows:
two are graduates of two-year higher education, 311 are university graduates and
forty-seven have graduate education.

The participants of the quantitative section of the study were chosen using
the criterion sampling technique. The criterion used was that the participants
should work at the schools where the school administrator involved in interviews
should also work. Table 1 presents the major characteristics of the participants in
the quantitative section of the study. In relation to educational background, four
participants checked the other option stating that they were the graduates of the
health education institute or the teachers’ higher school.

Table 1.
Major Characteristics of the Participants in the Quantitative Section

Characteristics 1 2 3 4 5 6 7 Total

Female Male

Gender n 189 138 327
Pre- Class-  Turkish Mathe- Foreign Voca- Other
Field of study school  room langu-  matics  lan- tional
educa-  teac- age or or guage teac-
tion hing social science  teac- hing
studies  educa-  hing
teac- tion
hing
n 15 61 67 71 40 28 45 327
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Table 1.
Major Characteristics of the Participants in the Quantitative Section (Devam)

Age 21-30 31-40 41-50 51 or
n 67 140 94 older
26 327
Seniority (year) 1-5 6-10 11-15 16-20 21 or
n more
43 73 62 76 73 327
The number of 1-30 31-60 61 or
teachers. n more
136 41 50 327
Two- Un- Gradu-  Other
Educational back- %" dergra-  ate
higher  duate
ground
educa-
n tion
5 279 39 4 327

Urban  Village

Place of the
school

272 55 327

Data Collection Tools

The qualitative data were collected through semi-structured interviews in
which an interview form with twelve open-ended items was employed. Following
the development of the draft form, it was reviewed by field experts. Based on
their feedback, the interview form was finalized. Then it was used in a pilot study
on a sample of one school administrator. The findings of the pilot study were
analysed to see whether or not the items were intelligible. The shortest interview
lasted for sixteen minutes, and the longest one for sixty-two minutes and forty se-
conds. The total period of the interviews with school administrators was thirteen
hours and twenty-one minutes. All interviews were recorded and then, transcri-
bed and transferred into computer. The male participants were coded M, and the
female participants were coded F (for instance, M6: male school administrators
numbered six and F10: female school administrators numbered 10).

In the quantitative part of the study, the Pluralistic Leadership Scale (PLS)
was developed. In developing the items, the related studies were reviewed. In ad-
dition, answers of twenty-four school administrators in the interviews were analy-
sed using the descriptive statistics. As a result of this analysis, some items were
developed. Concerning the content validity of the scale, it was reviewed by field
specialists in terms of style, statements and relevance to pluralistic leadership.
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Then, necessary revisions were made on the items. Five teachers also reviewed
the items in terms of understandability. The revised form of the scale was com-
posed of sixty-seven items. It was a five-point Likert type scale (1= Never, 2=
Rarely, 3= Sometimes, 4= Frequently, 5= Always). The scale was administered
to 360 teachers who were chosen randomly and were working at nineteen schools
in Afyonkarahisar in a pilot study. These participants and their schools were not
included in the later study.

Based on the findings of the pilot study, the final form of the scale inclu-
ded thirty-nine items. The factors and the number of items in each factor are as
follows: the first factor, acknowledging and discussing the differences, includes
fourteen items. A sample item in this factor is as follows: “Different views are
tolerated at our school.” The second factor, attendance to management process,
is composed of nine items, one of which is as follows: “At our school, teachers
take on administrative tasks.” The third factor is called solving problems and
conflicts and includes five items, one of which is given as follows: “Our school
administrators know how to manage conflicts.” The fourth factor, namely inte-
raction among teachers, contains four items, one of which is as follows: “Teachers
work in harmony at our school.” The fifth factor is called interaction between
school administration and teachers. It is composed of four items, one of which is
given as follows: “At our school, the relationships between teachers and school
administrators are formal.” The sixth factor, the use of power, contains three
items, one of which is as follows: “At our school, only those views that are agreed
by our administrators are taken into consideration.”

Data Analysis

The qualitative data were analysed through descriptive statistics. For desc-
riptive analysis, first of all, the interviews, which were transcribed into the com-
puter environment, were transferred to the thematic frame analysis form, which
consists of two main parts. In the first part, the following information was inclu-
ded: the place of interviews, date and hour of the interview, interviewer, inter-
view number and page number. In the second part, the following information
was contained: descriptive index, line number, descriptive data, the comments
of interviewer and page comment. The interviews were written in the descriptive
data column of the interview form without any changes. After the data obtained
were transformed into a written text, the relevant answers were selected next to
each question, and the data that helped the formation of sub-themes were deter-
mined. Next, the interview transcripts in the Descriptive Data section of the form
were read, and the relevant codes to the Descriptive Index section were written.

Based on the answers, the themes were organized, and an interview coding
key was developed. Concerning the reliability, an expert reviewed the interview
texts and interview coding key. The markings made by the author and the expert
on the interview coding key were compared. The reliability coefficient was found
using the formula developed by Miles and Huberman’in (1994): and it was found
to be 90.1%.
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In the quantitative part, the data were analysed using the SPSS. In the process
of identifying the construct validity of the measurement tool, the exploratory factor
analysis (EFA) and principal component analysis were used to develop the factor
structure. In order to seen whether or not the scale was appropriate for the EFA, the
Kaiser-Meyer-Olkin (KMO) sample adequacy test and the Barlett Sphericity test was
employed. The KMO (KMO= .94) value was found to be higher than .60, and the
Barlett test produced significant results () indicating that the use of EFA was possible
(Hair, Anderson, Tatham and Black, 2006). The principal components analysis were
performed to reveal factors in the EFA analyses. To perform the principal component
analysis the stakeholdership rate () was analysed, and one item with a rate under .50
was excluded from the scale. The researcher can subject important factors to an axis
rotation in order to provide “independence, clarity, and significant in interpretation”
by applying a factor analysis technique. As a general rule, steep rotation is recom-
mended if the researcher aims at generalizing the results (Biiylikoztiirk, 2002). In the
study, the Varimax rotation technique was employed to reveal the distribution of items
across factors. Biiytikoztiirk (2011) argues that the limit in factor loadings should be
.30. In the study, there were seven items with factor loadings less than .45. These items
were analysed again, and they were excluded from the scale. Next, whether the items
are overlapping or not was examined by considering the factor loading values under
different factors. Nineteen items of which factor loading differences were under .10
were excluded following the analyses. It is reported that each factor should contain at
least three items which have the same conceptual meaning (Sencan, 2005). Finally,
two factors, each with a single item, were excluded from the scale. In short, a total of
twenty-eight items were excluded from the scale, which may be considered to be the
limitation of the study. While deciding on the number of factors, the criteria of eigen-
value and variance ratio accounted for were used. Following the excluding of items,
the EFA was repeated. The results showed that there were six factors with eigenvalues
higher than one and that these factors included at least three items (Sencan, 2005).
It was also found that these items under these six factors had the same conceptual
meanings. It is reported that the variance accounted for should be at least 50% to be
acceptable in the studies on the development of scales (Beavers, Lounsbury, Richards,
Huck, Skolits and Esquivel, 2013). In the study, this rate was found to be 66.99%.

In order to confirm the pattern resulted from the EFA, the Confirmatory Factor
Analysis (CFA) was employed on the quantitative data gathered from 327 partici-
pants. In the DFA, the goodness of fit contained the %/sd rate, RMSEA, GFI, CFI,
RMR and IFI fit index. The results of the CFA showed the fit indices (x> = 1772.59;
sd= 687; y*/sd= 2.580; GFI= .76; CFI= .88; RMR= .05; IFI= .88; RMSEA= 077).
These results indicated that fit levels were low; therefore, based on the modification
index results, four items were modified. Following the modification the CFA fit indi-
ces were found as follows: y2 = 1552.91; sd= 683; y%/sd= 2.273; GFI= .80; CFI= .90;
RMR= 05; IFI= .90 RMSEA= .065. The RMSEA values which are .10 and lower are
sufficient for fit. The rate of y%/sd that is between 2-5 refers to a good fit. Of it is lower
than 2, it refers to the perfect fit. The GFI value increases in parallel to the number
of participants and can be an indication of perfect fit if it is 1 (Joreskog and Sorbom,
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1993). It is reported that the model fit, which is .80 is the limit for acceptable fit level
(Cole, 1987; Gerbing and Anderdon, 1993). If the CFI is higher than 0,90, it refers to
an acceptable fit, and if it is higher than 0.95, it indicates good fit (Y1lmaz and Celik,
2009; Simsek, 2007). If the RMR values are smaller than 0.08, it refers to the good
fit. Besides, if the IFI value is higher than 0.90, it refers to an acceptable fit. The IFI
value higher than 0.95 refers to the perfect fit (Joreskog and Sorbom, 1993). In short,
the model was found to have acceptable fit values.

The reliability analysis of the PLS produced the Cronbach Alpha coefficient
of .97 for the scale as a whole, showing their internal consistency. The Cronbach
Alpha coefficients for the factors are found to be as follows: .94 for acknow-
ledging and discussing the differences, .90 for the attendance to management
process, .92 for solving problems and conflicts, .90 for the interaction among
teachers, .73 for the interaction between school administration and teachers and
.72 for the use of power.

Findings

1. Views of School Administrators About Leadership

In order to reveal the views of school administrators about themselves as
leaders, the following item was asked them in the interviews: “How would you
describe yourself as a leader?” Based on the answers of the participants to this
item, three themes were developed: relations with stakeholders (f=56), personal
characteristics (f=56) and tasks and responsibilities (f=46). The school admi-
nistrators mostly talked about relations with stakeholders and personal charac-
teristics.

The views of the participants about the relations with stakeholders are divi-
ded into two themes: social relations (f=28) and academic relations (f=28). The
following statements indicate how the participants describe themselves in regard
to social relations with stakeholders: “communicating well, being sincere in rela-
tionships, ensuring people’s trust, creating a friendly environment, developing a
bridge between individuals, seeing the school like a family, providing cooperati-
on with parents, providing harmony among teachers, caring about teachers’ satis-
faction, observing communication between teachers, not being upset, not giving
orders, not approaching teachers with anger and giving importance to human
relations.” The school administrators participated in the study mostly stated that
they see their employees as their family by treating them sincerely, ensuring their
trust and establishing good communication with them. On the topic, M6 stated
the following views: s a leader, I see this place as my home, and see it as a family.
1 see my teachers and my employees as part of my family. So I am trying to take care
of everything, not only in school but also outside school.” Another participant, F10,
expressed her views as follows: “I try not to hurt, not to make them sad, not to give
orders and to have my work done according to the rules. Approaching towards pe-
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ople is much more important. Whatever happens, I consider them as human beings.
I see them as a human, even if they civil servants. Position or rank does not matter,
and it does not matter to me. Saying good morning, making the things easier while
doing business, saying good evening, having a good afternoon make those people
much happy.” The following statements indicate how the participants describe
themselves in regard to academic relations with stakeholders: “taking into ac-
count their opinion, managing the school together, setting an example for their
staff, motivating teachers, making the final decision, adopting goals, taking care
of the staff, establishing good balance, guiding teachers, targeting students, stri-
ving for students to be more successful and encouraging students to go to higher
education.” The majority of the school administrators stated that they manage
the school together by taking the opinions of them and motivating them. On this
subject, F1 reported the following views: “I am not a fan of managing alone. I love
to manage together. I think the leader is kile that too. But maybe while making joint
decisions together, the person who makes the final decision can be the leader.” Anot-
her participant, M7, stated the following views on the same topic: “If is nothing
too authoritarian or oppressive. Instead, I have a kind of leadership qualification
that encourages all employees to participate in the management and to share com-
mon ideas with friends.” Another participant, M2, reported the following views:
As a leader, I see the leader as someone who tries to guide teachers, to direct them,
and to show students goals in order to make the school have a good level in terms of
education.” In addition, while most female school administrators expressed views
on social relations with stakeholders, more male school administrators expressed
opinions on academic relations with stakeholders.

The following statements indicate how the participants describe their per-
sonal qualities as leaders: “guide, well-intentioned, fair, open to innovations,
empathetic, patient, leading-edge, persuasive, hardworking, non-offensive, stra-
ightforward, helpful, open to criticism, questioning, self-confident, acting with
principles, honest, compassionate, intuitive, extraordinary, tough, sharing, able
to control their emotions and accommodating.” The school administrators gene-
rally emphasized personal characteristics such as guiding, well-intentioned, fair,
open to innovations, empathetic, patient, leading-edge, persuasive, hardworking,
and straightforward. In this regard, F8 reported the following views: “I have the
quality of directing. I think that I could employ this quality for teachers and students.
In some event, I can lead them.” Another participant, M1, stated as follows: “Fair.
In other words, I am at an equal distance to everyone. You will be fair if you give
people what they deserve. In other words, justice is not provided by giving everyone
a share. In my opinion, you ensure justice by giving one to the one who deserves one
share and three to the one who deserves three shares.” Another participant, M8,
reported the following views in regard to his personal qualities in relation to lea-
dership: “We have to say when they are wrong that they persistently make a mistake.
We have become like this because we always tolerate. Being tolerant is a different
thing from telling the student who is wrong, the truth patiently is a separate thing.
These are two different things. We should not be a society that says yes to everything.
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We should know how to say no when it is necessary. It would be useful to give the
reasons of our objects. We often need to empathize, and we need change to improve.”
It is also found that most female school administrators mentioned their personal
qualities as a leader.

The views of the school administrators about their tasks and responsibilities
as a leader are grouped into two themes: tasks and responsibilities about the
functioning of schools (f=35) and tasks and responsibilities about the work at
schools (f=11). The following statements indicate how the participants describe
their tasks and responsibilities in regard to the functioning of schools: “applying
regulations or rules, dividing labour, controlling, bringing different studies to
school, increasing the efficiency of teachers, directing staff towards common go-
als, making decisions that benefit children, being a good teacher, learning from
the past, reaching goals, carrying out ideas, reaching conclusions, not giving un-
necessary duties, providing the freedom to teachers in their field of study, seeing
school as home, watching over those under his auspices, coming early and going
late, trying to increase the number of social activities and solving problems.” The
participants reported that they mostly apply regulations or rules, divide labour,
control them, bring different studies to school and try to increase the efficiency
of teachers. In this regard, F4 stated the following views: “I am a little rigorous.
1 try to keep everything under control. Things that you do not control come back to
you as a problem. That is why I have to control things. You always have to follow
everything.” The following statements indicate how the participants describe their
tasks and responsibilities in regard to work at schools: “attempting to improve
the school, completing the deficiencies of the school, being sensitive about clea-
ning, giving importance to order, striving to have many departments at the school
and being able to bring the school to a good position.” The school administrators
mostly expressed their responsibilities in relation to the deficiencies, cleanliness
and order of schools. In this regard, F3 stated the following views: “Although the
building of our school was completed just four years ago, it looks more older. I am
very sensitive about cleanliness. Order is very significant for me.” It is found that
most female school administrators expressed views in relation to both functio-
ning and work of schools.

2. Views About the Involvement of Teachers in Management Processes

The views of the school administrators about the involvement of teachers in
management processes are grouped into two categories: (1) eagerness of teac-
hers to involve in management processes and (2) culture that determines teac-
hers’ relations with school administrators.

In the interviews, the following item was asked to the school administrators
to reveal their views about the involvement of teachers in management proces-
ses: “What do you think about teachers’ willingness about the participation in
management processes?” The following statements indicate the views of the par-
ticipants about the involvement of teachers in management processes: “exchange
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of views, teachers’ unwillingness to take part in management processes, partial
willingness/willingness of teachers to take part in the management process, en-
couragement of their participation.” Most of the school administrators stated
that they exchanged views with teachers, but they also added that some teachers
were not willing in this regard. They also reported that younger teachers who
love their profession, who have leadership qualities were willing to participate
in management processes, and that they encouraged them to participate in such
processes. The views of M10 in this regard are as follows: “When making decisi-
ons, teachers should be partners in the process. If teachers contribute to the decisions
to be made, then they take responsibility on them. But we also have teachers who
are afraid of this.” Another participant, K12, reported the following views: “Each
teacher does not want to take part in the management process. If he really works
devotedly, the teacher joins the administrative processes. If he has worked for many
years, the teacher is now trying to take himself back. Also, teachers who love their
profession are at the forefront in this regard.”

In the interviews to reveal the views of the participants about the cultural
atmosphere that guide the relationships of teachers with the school administ-
ration the following item was asked: “What do you think about the culture that
determines the relationship of teachers with the administration at schools affi-
liated to the Ministry of National Education?” Their views about this topic are
summarized as follows: “depending on the personality of the school principal,
friendly, human relations should be at the forefront, within the framework of
regulations, there is teamwork, sometimes cold, regulations are not important,
teachers should be participatory, obeying the regulations, no comment, based
on sincerity at small-size schools, based on formality at crowded schools, it is
about the personality of the teacher, there is unity, sincere in independent kin-
dergartens, long-term administrators distant, teachers are distant, no such cul-
ture, democratic, more formal in other institutions, depending on the gender
of the school principal, problematic.” The school administrators mostly stated
that this situation is related to the personality of the school principals and the
teachers, that humanitarian relations are at the forefront, that they should be
friendly, while relatively few school administrators stated that relations are cold
and occur within the framework of regulations and that such relations are prob-
lematic. In this regard, the views of M7 are as follows: “Teachers’ relationships
with school administration can be cold from time to time. School administrators
represent the state and regulations at schools. While managing people, they have to
manage in accordance with the regulations. Minor conflicts or frictions or unneces-
sary correspondence at work can occur when regulations are not followed.” Another
participant, F11, expressed the following views: “We try to behave according to the
ethical rules in our relationships, not formality. We make them comfortable too. We
are a bit flexible rather than following a very formal procedure. We believe it should
be the same in relationships ... Our relationships are more sincere.” It is found that
female school administrators mostly argued that their relations with teachers are
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friendly, whereas male school administrators stated that their relations with te-
achers are generally within the regulation and distant.

3. Views of School Administrators About Acknowledging and
Discussing the Differences.

The views of school administrators about acknowledging and discussing the
differences are grouped into two categories: the way school administrators make
decisions, and the strategy school administrators follow when there occur diffe-
rent opinions.

The following item was asked to the participants in interviews to reveal the-
ir views about the way they make decisions: “How do you make decisions at
your school?” Their answers to this item produced the following themes: process
(f=49), effect (f=33) and evaluation of the view suggested based on educational
considerations (f=59). The participants mostly stated opinions about the evalua-
tion of the view suggested based on educational considerations.

The views of the school administrators about the process are summarized
as follows: “evaluation of the views, joint decision-making, sharing the views first
with administrators, the decisions supported by the majority are taken, the peop-
le affected by the decision are involved in the process, the legal basis is examined,
the final decision is made by the school principal, and I consult the opinion of the
head of the clan is evaluated.” The school administrators generally stated that in
the decision-making process they collect all the views and then, evaluate them
to reach the decision together, that the decisions are made supported by the
majority and that all parties affected from the decisions take part in the process.
There are few participants indicating that the final decision is made by the scho-
ol principal. It is found that mostly male school administrators expressed views
about the process of decision-making. A participant, M9, stated the following
views: “We consult with friends. Most likely, I apply whatever result is reached, not
unanimously. They call it democracy, but let’s call it consultation, not democracy.
We try to act on the decisions made in consultation.” Another participant, F11,
reported the following views: “We had a European Union’s grant project last year.
First, we made a presentation about it to ask them whether or not they wanted to
participate in something like this. There is no such thing as you should do what I
asked to do. We have a request pattern. When you have a request pattern, of course,
you soften the other side. We worked with our friends who volunteered in the project.
We participated in a project. After all, their consent and their will are very important
to me. We were partners at the decision stage. Each point is discussed, and everyone’s
opinion on the agenda is sought. Absolutely the majority will be settled here. There is
no authoritarian system, and there is a participatory system.”

The views of the school administrators about the effects are summarized as
follows: “I am effective in decision making, we make the final decision as a result
of the consultation, I make the final decision myself, mostly the decision-making
authority is the administrator, I usually convince them, I have control, I do not
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make a decision that I do not believe in, I am flexible, and school administrator
should be able to make the final decision.” Some of them reported that they are
effective in decision making and that they usually convince them and make the
final decision. The others reported that they make decisions after consultations.
Mostly male school administrators reported views about effects. The participant,
M3, expressed the following views: “I believe that I am more or less 100% effective
in making decisions ... I get the opinions of teachers and direct them to what I have
planned. When you make the decision with the team, the implementation of the de-
cision will be successful completely.” The views of another participant, F1, are as
follows: fter talking about what we can decide together, I try to make the last deci-
sion myself because I will be the only person responsible for any positive or negative
outcome that may occur. That is why I think I am effective in decisions. But we think
together in the decision process. But I want to make the final decision alone because
the school principal has responsibility for everything.”

The views of the participants concerning the evaluation of the views sugges-
ted based on educational considerations are summarized as follows: “We explain
what is correct, I do not accept if it is against the regulation, I accept if it is
supported by a majority, I try to convince them, the ideas of the teachers are im-
portant to me, I respect their views, I apply it if it persuades me, I insist on what
I think, I intervene if necessary, I look at the previous activities, I explain why it
should not be, I try to form public opinion, and I ignore their views.” Some of
the participants stated that when the views suggested are against the educational
considerations, and they attempt to reasons for not accepting their views. There
are others who reported that when the views are supported by the majority they
accept these views and that they are respectful for the views of the teachers. In
this regard, both male and female school participants expressed their views. The
participant, E3, reported the following views: “Even if I do not agree with the
views of teachers, but if these views are beneficial for education, children, parents
and our future, I accept their decisions and apply them. I do not make the final de-
cision. Those who say I know, always make mistakes. What should be done not to
be mistaken? If the opinions of the teachers or other staff are positive, it is necessary
to take advantage of it and reach a result, even if it is contrary to my own views. |
consider the opinion of the majority, but it should contribute to the students, school
and parents.” The views of another participant, K11, are as follows: “We try to
explain what is wrong and what is right based on our knowledge and experience.
Patience and tolerance are very important to us. There is no direct sharp opinion. So
you could not ignore their views. Based on our experience and knowledge, we try to
convince the other party if his view is not appropriate.”

In the interviews, the following item was asked to the participants to reveal their
views about the strategy that they employ when there are distinct views about a topic:
“What is your strategy when there are different opinions?” Their answers produced
two themes: process (f=40) and outcome (f=30).

628



Pluralistic Leadership Characteristics

The views of the participants about the process are summarized as follows: “We
take everyone’s opinion; I respect them; I want different opinions; one’s decision may
be superior than others’; we evaluate the appropriate ones; I consult with my vice
first; I discuss why he thinks so; we try to be fair; there is no objection; our teachers
do not freely express their opinions; if they do not agree, they become silent, and I
try not to form different opinions.” They stated that when there occur different views,
they take the views of everyone and that they are respectful to their views. Both male
and female participants expressed their views about this topic. The participant, E2,
reported the following views: “In fact, I enjoy hearing about different views. I listen
to such views completely. I try to understand why such views are suggested. If I am
persuaded about it, I apply it. We usually talk about implementation. I am trying to
learn why they would like to practice like this together with its results and purpose. If
it makes sense, why do not I apply it? One's decision may be superior than others’.”
Another participant, F6, reported the following views: “When different opinions are
suggested, we discuss their pros and cons. I say my opinion, they say their opinions
in front of me, we discuss the pros and cons. We put it into practice accordingly. After
uniting on common ground, there is no problem.”

The views of the participants about outcomes are as follows: “We compro-
mise, we choose the most logical one, we act according to the legislation, we do
what the majority wants, the school principal applies the opinions he finds cor-
rect, if he persuades me, I apply it, we make the final decision, and the decision is
made in relation to the interest of the students.” When different opinions occur,
most of the participants stated that they agree to make the final choice. However,
they stated that they made the choices that are logical, the one that is in accor-
dance with the legislation, the one that is for the benefits of the student, that the
majority deems appropriate. Mostly male school administrators expressed views
about the outcomes ES, “When there are different opinions, we have to do what our
legislation shows. So we find the middle ground and choose the most suitable one.
We compromise, so there is no such thing as uncompromising. We take everyone's
opinion, and we evaluate accordingly.” Another participant, F1, expressed the fol-
lowing views: “We are discussing the positive and negative aspects of such views all
together. We say why and we get ideas from them. Yes, there is such a thing, we do
not say that it will be done. We also take opposing ideas. We also say what we think.
Finally, we find a common point. We reach a result by examining a topic in a long time
without looking at the time. We try to decide which is the best. In fact, the decision of
the majority may not be positive. The decision I can make is often the one that will
be the best for children. The majority decision is sometimes not the best decision for
children. Children's interest is the most significant point.”

4. Views of the School Administrators About Solving Problems and
Conflicts

The views of the school administrators about solving problems and conflicts
are categorized into three groups: harmony among teachers, school administra-
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tors’ approach when there is communication disorder or misunderstanding and
issues that may cause controversy between school administration and teachers.

The following items were asked to the participant during the interviews to
reveal their views concerning harmony among teachers: “How do you evaluate
the harmony among teachers working at the school?” Their views are summari-
zed as follows: “They are harmonious, there is a good communication outside the
school, they are respectful to each other, there is cooperation, there is unity, they
exchange views, there is sharing, the role of the administrator is important, there
is a lack of interest among them professionally, the sense of belonging among the
certain teachers is less, the relationship between the classroom teachers is since-
re, they do not know the corporate culture, they are alone, education leaders are
compatible with each other, civil servant teachers are compatible among them-
selves, departmental rooms create disconnection, there may be groupings, there
is a grouping after 4 + 4 education system, there is disconnection, no sincerity,
their mental structures are different, we are not compatible, and I try to avoid
incompatibility.” Almost all of the school administrators stated that they were
compatible. On the other hand, they stated that there is good communication
outside the school, they respect each other, there is cooperation, unity and love,
and they exchange views. One school administrator reported that their mental
structures are different and that there is no harmony. The views of M10 are as
follows: “There is harmony among the teachers in our school, but unfortunately
sometimes there are problems... Unfortunately, there is competition among them as
some science high school teachers give courses outside. However, 90% of our teac-
hers have good harmony at the school, and there is not much problem. Everyone is
trying to do their duty and is respectful to each other, in solidarity with each other.”
Another participant, K5, expressed her views as follows: “Harmony is good. There
is no grouping. There is respect, and there is love.”

During the interviews, the following item was asked to the participant to
reveal their views about their approach when there is communication disorder or
misunderstanding: “How do you behave when there is communication disorder
or misunderstanding in your school?” Their views are summarized as follows: “I
talk to related persons, I try to find common ground, I investigate its sources, I
get angry first, I approach with tolerance, I meet with the other administrators,
we take measures to prevent it from happening, if it is not about me, I do not
interfere too much, I try to explain the truth, and I consult the counsellor.” The
participants generally stated that they talk to the related persons, try to find com-
mon ground and investigate its reasons. One of the participants, ES, stated the
following views: “I meet with the chief vice and other assistants. We do a case-by-
case consultation among ourselves. We see if the decision we made is not proper, we
attempt to find the right one. Things get better when you listen to people in detail and
look at the issue tolerantly.” The views of another participant, K5, are as follows:
“I get angry when I first hear about it. Then I review the reasons. I try to find out the
source of it.”
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The following item was asked to the participants to identify their views about
issues that may cause controversy between school administration and teachers:
“What are the issues that may cause controversy between school administration
and teachers at the school?” Their views produced two themes: discussion topics
(f=39) and the way to deal with controversy (f=36).

The views of the participants about the discussion topics are summarized as
follows: “Failure to comply with the entrance and exit hours, disrupting the duty
of the shift, duties outside of educational activities, teacher-student relations,
thinking that the duties are not evenly distributed, not dressing in accordance
with the dress code, teachers’ absenteeism, classroom management, teachers not
performing their duties, behaviours that may be a bad example for students, re-
lationships with parents, gossip, having different thoughts about the decisions
made, class sharing and failing to do the task on time.” The school administrators
reported that there are discussions between them and the teachers about not
obeying the entrance and exit times, disrupting the duty of the shift, duties assig-
ned outside and training activities as well as teacher-student relations. The views
of M8 are as follows: “There are rules about school entrance and exit hours stated
in the regulations. There is a concept of school roster. They should follow what is
stated in the regulations.” Another participant, F6, expressed the following views
as follows: “We talk and discuss about topics such as why teachers attended the class
late, why the course attendance was not taken and why they come to school wearing
an inappropriate dress.”

The views of the school administrators about the way to deal with contro-
versy are summarized as follows: “I explain the situation, I use authority, I explain
the legal part, we connect to a sweet solution, I try to persuade, I try not to allow
discussion, I empathize, I walk around, I try to eliminate situations that prevent
their work, I empathize, respect, warn and set an example.” Some participants
stated that they usually explain, try to persuade and settle a solution in the event
of discussion, whereas others stated that they used their authority, explained the
legal part, and tried not to allow discussions to occur. One of the participants,
M1, stated the following views: “I explain the situation together with the reasons. I
try to persuade them. I attempt to explain to them the reasons. If we cannot reach a
solution, I explain the legal part of the issue. If we still cannot get along, then there
is nothing to do. Here we have to go to the state of using authorization as the third
step.” Another participant, F6, reported the following views: “We have a reward
and discipline regulation. Within the framework of that regulation, how we can act is
certain, we make decisions at the beginning of the year. We implement the decisions
we make. When these are not implemented, we say why. We talk about it, and we
discuss about it.”

5. Pluralistic Leadership Qualities of School Administrators

In order to test whether or not the data had a normal distribution, the Kol-
mogorov-Smirnov test was employed, and the p-value was found to be significant
for all factors (p<.05) indicating that the data did not have a normal distribution.
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It is also confirmed through the division of the skewness coefficient and kurtosis
coefficient with the standard error of skewness and kurtosis. It is reported that
if the results of this operation are between -1.96 and +1.96, the distribution can
be considered to be normal (Can, 2017). In short, the distribution of the data is
found not to be normal requiring that nonparametric tests should be used in data
analysis.

Descriptive statistics on pluralistic leadership characteristics

As can be seen in Table 2, school administrators mostly use pluralistic lea-
dership qualities during their interactions with teachers. The total mean score
for it is 4.11. The mean scores for the dimensions are found to be as follows: 3.87
for acknowledging and discussing the differences, 3.67 for solving the problems and
conflicts, 3.48 for the attendance to management process. These values suggest
that school administrators mostly exhibit pluralistic leadership qualities. Howe-
ver, the mean scores for the use of power and the interactions between school
administrators and teachers are found to be lower, 3.18 and 3.17, respectively,
suggesting that school administrators sometimes exhibit pluralistic leadership
qualities in relation to these dimensions.

Table 2.
Descriptive Statistics on Pluralistic Leadership Characteristics of School
Administrators

Dimensions n X ss

Acknowledging and discussing the differences 327 3.87 .65
Attendance to management process 327 3.48 72
Solving problems and conflicts 327 3.67 .86
Interaction among teachers 327 4.11 .68
Interaction between school management and teachers 327 3.17 .87
Use of power 327 3.18 93

Gender and pluralistic leadership characteristics

Table 3 presents the results of the Mann Whitney-U test, which was per-
formed to see the effects of teachers’ gender on their views about the pluralistic
leadership characteristics of school administrators.
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Table 3.
Gender and Pluralistic Leadership Characteristics of School Administrators

Dimensions Gender n SO U p

Acknowledging and discussing the =~ Female 189 155.03  14736.00 .04

differences Male 138 17628

Involvement in the management Female 189 151.63 15379.00 .01

process Male 138 180.94

Solving problems and conflicts Female 189 155.35 14676.50 .05
Male 138 175.85

Interaction among teachers Female 189 168.99 12097.50 .25
Male 138 157.16

Interaction between school Female 189 164.59 12929.50 .89

administration and teachers Male 138 163.19

Use of power Female 189 164.07 13028.00 .99
Male 138 163.91

The views of the participants about the pluralistic leadership characteristics
of school administrators significantly differ in relation to the dimensions of a ack-
nowledging and discussing the differences and of the attendance to management
process in favour of male teachers (p <.05).

The place of schools and pluralistic leadership characteristics

Table 4 presents the results of the Mann Whitney-U test, which was perfor-
med to see the effects of the place of schools on the views of teachers about the
pluralistic leadership characteristics of school administrators.

Table 4.
Place of Schools and Pluralistic Leadership Characteristics

Dimensions Placeof N SO U p
schools

Acknowledging and discussing the Urban 272 160.11 8538.50 .09

differences Village 55 183.25

Involvement in the management Urban 272 161.42  8180.50 .27

process Village 55 176.74

Solving problems and conflicts Urban 272 162.52 7883.00 .53
Village 55 171.33
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Table 4.

Place of Schools and Pluralistic Leadership Characteristics (Devamt)

Dimensions Placeof N SO U p
schools

Interaction among teachers Urban 272 156.03 9648.50 .00
Village 55 203.43

Interaction between school Urban 272 159.15 8799.00 .04

administration and teachers Village 55 187.98

Use of power Urban 272 156.83 9431.50 .00
Village 55 199.48

The views of teachers about the pluralistic leadership characteristics of scho-
ol administrators significantly differ in relation to the following dimensions in fa-

» o«

vour those working at village schools: “interaction among teachers”, “interaction
between school administration and teachers” and “the use of power” (p <.05).

Field of study and pluralistic leadership characteristics

Table 5 presents the results of the Kruskal Wallis-H test, which was perfor-
med to see the effects of the participants’ field of study on their views about the

pluralistic leadership characteristics of school administrators.

Table 5.

Field of Study and Pluralistic Leadership Characteristics of School Administrators

Dimensions Field of study n SO sd  Chi- p
square

Acknowledging Pre-school education 15 220.03 6 1415 .03
a1.1d discussing the Classroom teaching 61 186.26
differences

Turkish language- 67 160.72

Social studies 7 147.88

Mathematics-Science 4 173.34

Foreign language 28 135.70

Vocational 45 154.78

Other
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Table 5.
Field of Study and Pluralistic Leadership Characteristics of School Administrators
(Devamu)
Dimensions Field of study n SO sd  Chi- p
square
Attendance to Pre-school education 15 22723 6 14.85 .02
management process Classroom teaching 61 183.29
Turkish language- 67 160.16
Social studies 7 141.99
Mathematics-Science 4 175.46
Foreign language 28 158.55
Vocational 45 150.42
Other
Solving problems and ~ Pre-school education 15 24943 6  20.17 .00
contlicts Classroom teaching 61 183.80
Turkish language- 67 163.93
Social studies 7 147.88
Mathematics-Science 4 162.08
Foreign language 28 156.43
Vocational 45 140.64
Other
Interaction among Pre-school education 15 266.87 6 3292 .00
teachers Classroom teaching 61 196.49
Turkish language- 67 156.43
Social studies 7 146.97
Mathematics-Science 4 157.54
Foreign language 28 136.34
Vocational 45 146.77
Other
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Table 5.
Field of Study and Pluralistic Leadership Characteristics of School Administrators
(Devami)

Dimensions Field of study n SO sd | Chi- p
square
Interactions between Pre-school education | 15 190.80 |6 8.45 21
school management and Classroom teaching | 61 155.20
teachers
Turkish language- 67 170.47
Social studies 7 155.46
Mathematics-Science 40 194.08
Foreign language 28 141.91
Vocational 45 157.83
Other
Use of power Pre-school education | 15 161.67 |6 10.68 | .09
Classroom teaching | 61 179.50
Turkish language- 67 162.72
Social studies 7 146.51

Mathematics-Science 40 195.04
Foreign language 28 137.89
Vocational 45 161.91
Other

The views of teachers about the pluralistic leadership characteristics of
school administrators significantly differ in relation to the following dimensions
based on their field of study: “acknowledging and discussing the differences”,
“attendance to management process”, “solving problems and conflicts” and “in-
teraction among teachers” (p<.05). The Mann Whitney-U test was performed to
see the source of differences. It is found that for the dimension of acknowledging
and discussing the differences, the difference is in favour of pre-school teachers
and classroom teachers (p<.05). In regard to the dimension “attendance to ma-
nagement process,” the difference is again in favour of pre-school teachers and
classroom teachers (p<.05). Concerning the dimension “solving problems and
conflicts” the difference is found to be again in favour of pre-school teachers and
classroom teachers (p<.05). In regard to the dimension of “interaction among
teachers,” the difference is found to be again in favour of pre-school teachers and
classroom teachers (p<.05).
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Age and pluralistic leadership characteristics

Table 6 presents the results of the Kruskal Wallis-H test, which was perfor-
med to see the effects of the age on their views about the pluralistic leadership
characteristics of school administrators.

Table 6.

Age and Pluralistic Leadership Characteristics of School Administrators

Dimensions Age n SO Sd Chi- p
square

Acknowledging and 21-30 67 164.10 3 7.14 .07
discussing the differences 31-40 140 17772

41-50 94 151.76

51 or older 26 134.08
Attendance to management  21-30 67 15891 3 1.75 .62
process 31-40 140 171.35

41-50 94 155.93

51 or older 26 166.73
Solving problems and 21-30 67 15991 3 .79 .85
conflicts 31-40 140 169.35

41-50 94 160.07

51 and older 26 159.92
Interaction among teachers  21-30 67 156.47 3 2.59 46

31-40 140  173.10

41-50 94 159.73

51 or older 26 149.81
Interaction between school 21-30 67 179.11 3 13.42 .00
administration and teachers 34 4, 140 17772

41-50 94 143.25

51 or older 26 126.21
Use of power 21-30 67 167.57 3 6.45 .09

31-40 140 173.48

41-50 94 158.26

51 or older 26 124.54
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It is found that age has significant effects only on the dimension of “Inte-
raction between school administration and teachers” (p<.05). The results of the
Mann Whitney-U test showed that the differences between those aged 21-40 and
those aged 41 are in favour of the former group of the participants.

Seniority and pluralistic leadership characteristics

Table 7 presents the results of the Kruskal Wallis-H test, which was perfor-
med to see the effects of the seniority of the participants on their views about the
pluralistic leadership characteristics of school administrators.

Table 7.
Seniority and Pluralistic Leadership Characteristics

Dimensions Seniority n SO sd  Chi- )4
(year) square
Acknowledging and discussing ~ 1-5 43 15255 4 8.60 .07
the differences 6-10 73 179.99
11-15 62 176.60
16-20 76 167.74
21 ormore 73 140.16
Attendance to management 1-5 43 14050 4 5.16 27
process 6-10 73 176.34
11-15 62 172.23
16-20 76 167.47
21 ormore 73 154.90
Solving problems and conflicts  1-5 43 138.87 4 4.69 32
6-10 73 174.34
11-15 62 173.37
16-20 76 164.22
21 ormore 73 160.27
Interaction among teachers 1-5 43 145.16 4 5.03 28
6-10 73 181.46
11-15 62 166.98
16-20 76 163.63

21 ormore 73 155.49
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Table 7.

Seniority and Pluralistic Leadership Characteristics (Devami)

Pluralistic Leadership Characteristics

Dimensions Seniority n SO sd  Chi- P
(year) square
Interaction between school 1-5 43 187.66 4 12.68 .01
administration and teachers 6-10 73 175.16
11-15 62 178.52
16-20 76 155.91
21 ormore 73 134.99
Use of power 1-5 43 16735 4 8.84 .06
6-10 73 173.69
11-15 62 182.95
16-20 76 162.01
21 ormore 73 138.31

It is found that seniority has significant effects on the dimension of “inte-
raction between school administration and teachers” (p<.05). The results of the
Mann Whitney-U test showed that there is a significant difference in this regard
in favour of those having 21 years or more seniority.

Number of teachers at schools and pluralistic leadership

characteristics

Table 8 presents the results of the Kruskal Wallis-H test which was perfor-
med to see the effects of the number of teachers at schools where the participant
worked on their views about the pluralistic leadership characteristics of school

administrators.
Table 8.

Number of Teachers at Schools and Pluralistic Leadership Characteristics

Dimensions Number of teachers N SO sd Chi- P
at schools square
Acknowledging 1-30 136 192.82 2 38.36 .00
and discussing the 31-60 141 160.11
differences
61 or more 50 96.59
Attendance to 1-30 136 189.21 2 29.94 .00
management process 31-60 141 160.91
61 or more 50 104.13

639



Nuray Yildinm & Selahattin Turan

Table 8.
Number of Teachers at Schools and Pluralistic Leadership Characteristics (Devami)

Dimensions Number of teachers N SO sd Chi- P
at schools square
Solving problems and  1-30 136 187.00 2 24992 .00
conflicts 31-60 141 15896
61 or more 50 115.66
Interaction among 1-30 136 202.15 2 40.41 .00
teachers 31-60 141 14110
61 or more 50 124.81
Interaction between ~ 1-30 136 174.00 2 7.05 .03
school administration 34 ¢, 141 165.43
and teachers
61 or more 50 132.77
Use of power 1-30 136 182.87 2 12.83 .00
31-60 141 158.09
61 or more 50 129.35

As can be seen in Table 8, the number of teachers at schools has significant
effects on all dimensions (p<.05). The results of the Mann Whitney-U test sho-
wed that these significant differences are in favour of those who worked at scho-
ols where 1-30 teachers worked and in favour of those who worked at schools
where 31-60 teachers worked for the dimensions of “acknowledging and discus-
sing the differences”, “attendance to management process” and “solving prob-
lems and conflicts”. In regard to the dimensions of “interaction among teachers”
ad “the use of power,” such significant differences are found to be in favour
of those who worked at schools where 1-30 teachers worked. Concerning the
dimension “interaction between school administration and teachers” this signi-
ficant difference is found to be in favour of “those who worked at schools where
61 or more teachers worked.

Educational background and pluralistic leadership characteristics

Table 9 presents the results of the Kruskal Wallis-H test, which was perfor-
med to see the effects of the educational background of the participants on their
views about the pluralistic leadership characteristics of school administrators.

640



Pluralistic Leadership Characteristics

Table 9.
Educational Background and Pluralistic Leadership Characteristics

Dimensions Educational background N SO sd  Chi- )/
square
Acknowledging Two-year higher education 5 195.00 3 2.11 S5
and (i.lscussmg Undergraduate education 279 165.86
the differences
Graduate education 39 150.74
Other 4 124.62
Attendance to  Two-year higher education 5 24480 3 6.15 .10
management Undergraduate education 279 164.25
process
Graduate education 39 159.31
Other 4 91.00
Solving Two-year higher education 5 22510 3 2.65 45
probllems and Undergraduate education 279 163.46
conflicts
Graduate education 39 163.51
Other 4 129.75
Interaction Two-year higher education 5 25720 3 6.08 A1
among teachers Undergraduate education 279 162.72
Graduate education 39 165.92
Other 4 118.12
Interaction Two-year higher education 5 144.80 3 1.07 78
betw.ef.:n SCI?OOI Undergraduate education 279 164.13
administration
and teachers Graduate education 39 169.64
Other 4 124.00
Use of power Two-year higher education 5 191.60 3 1.10 78
Undergraduate education 279 165.20
Graduate education 39 153.85
Other 4 144.75

As can be seen in Table 9, the educational background of the participants
does not have any significant effects on the dimensions (p>.05).

Discussion, Conclusion and Suggestions

When the views of school administrators about leadership were examined,
it was concluded that relations with stakeholders, personal characteristics, du-
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ties and responsibilities are important in leadership. Concerning the relations
with stakeholders, the school administrators reported that social relations such
as their sincere treatment towards their employees, good communication, and
ensuring people’s trust are important. This finding is consistent with the finding
reported by Altun (2003), indicating that school principals pay attention to both
formal and informal communication. It is also consistent with the findings of
Turan, Yildirim and Aydogdu (2012) who concluded that school principals need
to be open to communication to perform their duties well. However, school ad-
ministrators also think that academic relationships are important, such as taking
people’s opinions, motivating teachers and running the school together. The re-
sults of the study are similar to the findings reported by Altun (2003) suggesting
that school administrators make staff involved in the decision-making process,
become a model for them in regard to work commitment and share responsibility
with staff. School administrators think that personal qualities such as being able
to direct, being fair, empathize, be patient and hardworking are important for le-
adership. This finding is consistent with the findings of Turan et al. (2012) which
state that school administrators should have personal qualities such as fairness,
patience, directive, empathetic and hardworking in order to perform their duties
well. The regulation numbered 2508 which was published in the Declarations
Journal (MEB, 2000) states that school administrators should have certain per-
sonal qualities, including having good interpersonal relationships, being reliable,
fair, patient, honest and indulgent. In regard to tasks and responsibilities, school
administrators stated that tasks such as implementing regulations or rules and
dividing labour are important for leadership. This finding is consistent with the
findings of Calik and Sehitoglu (2006), indicating that school principals generally
act in accordance with the legislation in their practices and support teamwork.
It is also consistent with the findings reported by Altun (2003) which argue that
school administrators create an environment where they can work in coopera-
tion. In the study, it is also found that school administrators consider that the
duties and responsibilities about the school equipment, completing the school’s
deficiencies, giving importance to cleanliness and order are important in terms
of leadership. This finding is consistent with that reported by Demirtas (2014),
which states that school principals deal with school whitewash, paint, plaster and
other similar activities. It is also consistent with the findings of Turan et al. (2012)
suggesting that school principals should need to improve the physical facilities of
the school, provide materials and equipment, and create a healthy and clean en-
vironment. In terms of gender, it is reported that both male and female managers
care equally about their relations with stakeholders, and those female managers
attach more importance to personal characteristics and duties/responsibilities.
In addition, it was concluded that female managers attach importance to soci-
al relations and male managers to academic relations. The reason for this can
be that male managers are task-oriented, while female managers are relations-
hip-oriented in their leadership approach. Park (1996) and Bayhan and Arslan
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(2005) concluded that male managers are task-oriented, while female managers
are relationship-oriented in their leadership approach.

Concerning the involvement in the management process by teachers school
administrators reported that some teachers are not willing to take part in the
management process and that those with leadership qualities and managerial
ideal are willing to join such processes, that they encourage and support them to
participate in management. It is also found that school administrators desire te-
achers’ participation in management processes and that teachers with leadership
qualities or ideals are willing to participate in such processes. This result suggests
that teachers do not see management-related work part of their responsibility.
Similarly, Aksay and Ural (2008) concluded that teachers’ participation in ins-
tructional decisions is higher than their level of participation in managerial deci-
sions. The findings of the present study are also similar to those reported by Uyar
(2007) which suggest that teachers have a say in the meetings at schools, parti-
cipate and express their opinions on issues that are about them, are willing to
participate in management processes, and that school administrators give some
motivation to teachers to participate in management. In addition, Altun (2003)
found that primary school principals employ joint-decision making processes as
much as they give importance to it. In the 43rd article of the National Educa-
tion, Basic Law numbered 1739 teaching profession is defined as a specialized
profession that takes on the education, training and related management duties
of the state. Concerning the gender of the school administrators, it is found that
female administrators mostly described their relations with teachers as friendly,
whereas male administrators described these relations as distant and based on
regulations. This is an indication that female administrators maintain their rela-
tions with teachers friendly, while male administrators are more likely to pursue
these relations based on legislation. The reason for this difference seems to be
the fact that the leadership style of female school administrators is more relation
oriented and male managers’ leadership style is more task-oriented.

In regard to the views of schools administrators about acknowledging and
discussing the differences, it is found that when there are distinct views for them,
the process and the outcomes of these processes are critical for them. When
different opinions are suggested, school administrators reported that they take
everyone’s opinions and respect these opinions, that individuals affected by the
decisions are included in the process of the decision-making. They also added
that they want different opinions, and the most logical one and the one that is
in accordance with the legislation are chosen. They indicated that they mostly
prefer those views which are for the benefit of the student and that they make the
choices that the majority or they themselves consider appropriate. The findings
of the present study are similar to those reported by Polat (2012), suggesting that
the majority of school principals would like to respect differences at schools. In
addition, in the study by Memduhoglu (2007) similarly concluded that according
to teachers high school administrators take into account the differences of the
employees while managing the schools, consider the different expectations of the
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employees, offer an opportunity to exhibit different knowledge and skills and eva-
luate these differences in line with the goals and benefits of the organization and
employees. Similarly, Kezar (1998) concluded that taking into account multiple
definitions of campus leadership ensures the participation of more organizatio-
nal members. In regard to the views of schools administrators about acknowled-
ging and discussing the differences based on their gender, it is found that both
groups pay equal attention to the process. However, male school administrators
give more importance to the outcomes than female participants. The reason for
this difference seems to be the fact that male school administrators adopt a more
results-oriented approach compared to female school administrators. This fin-
ding is consistent with that reported by Helgesen (1990), suggesting that male
school administrators have a results-oriented leadership approach, while female
school administrators have a relation-oriented leadership approach.

Concerning the ways to solve problems and conflicts, the school administ-
rators reported that they talk to and persuade the parties involved in the issue,
try to find common ground between them and to reveal the reasons for conflicts
and attempt to settle the issue. A few administrators reported that they use the
authority in such cases. It is found that the school administrators attempt to find
a solution by talking to the related individuals in solving the problems and conf-
licts. This finding shows that school administrators search for the source of the
problems and try to solve these problems using this information. Similarly, Giil
and Tiirkmen (2018) concluded that managers mostly use the integration stra-
tegy and then, the consensus strategy. The goal of the integration strategy is to
reveal the causes of conflicts and then, to eliminate them (Ertiirk, 1994). In this
regard male and female school administrators are found to have similar views.
In other words, male and female school administrators use similar ways to solve
problems and conflicts.

In regard to the views of teachers about school administrators’ pluralistic
leadership, the mean scores of the dimensions are found as follows: 4.11 for in-
teraction among teachers, 3.87 for acknowledging and discussing the differences,
3.67 for solving problems and conflicts and 3.48 for the involvement in the ma-
nagement process. Therefore, teachers think that school administrators often
exhibit pluralistic leadership qualities in relation to these dimensions. The mean
scores of the other two dimensions are found as follows: 3.18 for the use of power
and 3.17 for the interaction among teachers. Therefore, teachers think that scho-
ol administrators sometimes exhibit pluralistic leadership qualities in relation to
these dimensions. The pluralistic leadership characteristics related to interacti-
on among teachers are related to the creation of a school environment where
teachers work in cooperation and harmony and are respectful one another. In
interviews, nearly all of the school administrators also reported that teachers
work in cooperation and harmony. They also added that there is good commu-
nication outside the school, they respect each other, there are cooperation, unity
and love, and they exchange views. The pluralistic leadership qualities regarding
acknowledging and discussing the differences are about a school atmosphere in
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which different views are desired and welcomed with tolerance and such ideas
and views are freely defended and discussed as well as where the interests of all
groups are respected when making decisions, and equal respect is paid for all
views. During the interviews, the school administrators also stated that they take
views from everyone, and they respect their views which are welcomed by them.
They also added that they put into practice those views which are appropriate.
The pluralistic leadership characteristics related to solving problems and conf-
licts are the creation of a school environment in which administrators try to un-
derstand teachers by empathizing, meet with relevant people when there is a lack
of communication and investigate the reasons for this. In qualitative interviews
with school administrators, they stated that when there is a communication-re-
lated problem or misunderstanding, they generally talk to the related parties, try
to find a common point and investigate the reasons for conflicts. The pluralistic
leadership characteristics of administrators regarding participation in manage-
ment processes are the creation of a school environment where employees are
given authority on managerial issues, teachers are encouraged to participate in
management, teachers take on management tasks, the final decision is made as
a result of negotiations, and where school administrators and teachers manage
together. In the qualitative interviews with school administrators, similar to the
quantitative results, most of the administrators stated that they exchange views
with personnel, encouraged teachers to participate in management processes
and make decisions together by taking and evaluating relevant ideas. The plura-
listic leadership characteristics related to using power are related to not creating
a school environment in which only those different ideas that are suitable for the
school principal are taken into consideration and in case the teachers have ne-
gative relations with the school management, the administrators try to convince
the teachers in line with their own opinions. In qualitative interviews with school
administrators, in parallel with the quantitative results, they generally stated that
they explain, try to persuade the related participants and settle the issues in case
of discussion, while some school administrators stated that they use authority,
explained the legal part, and try not to allow discussion. The pluralistic leaders-
hip characteristics related to the relationship between school administration and
teachers are that the only leader in the school is not the administrator and that
the administrators do not make decisions alone and that the relationship betwe-
en teachers and administrators is not based on a formal school environment. In
qualitative interviews with school administrators, similar to the quantitative re-
sults, they stated that human relations are at the forefront and should be friendly,
while relatively few managers stated that their relations with teachers are distant
and within the framework of regulations and even, troubled. In this context, it
can be said that the pluralistic leadership characteristics of school administrators
are perceived similarly in terms of both teachers and administrators themselves.

When teachers’ views on the pluralistic leadership characteristics of school
administrators were examined by their gender, it is concluded that male teac-
hers found their administrators more effective in terms of accepting differences
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and participating in discussion and management processes. Similarly, Balyer and
Giindiiz (2010) reported that the perception level of male school administrators
and teachers about the management of differences in their institutions is signifi-
cantly higher than their female colleagues, and it can be said that the policy of the
school administrators against their female employees affects this difference. Ho-
wever, Cetin and Bostanci (2011) concluded that male and female teachers think
similarly about their administrators’ managing differences between teachers.
The fact that male teachers are more willing to participate in management can
be synthesized with the result that teachers who have leadership characteristics
related to participation in management processes and are willing to participate
in management suggesting that they find their managers more effective in terms
of participation in management processes.

When the teachers’ views on the pluralistic leadership characteristics of
school administrators are examined according to the place of schools, it is conc-
luded that teachers working in villages consider their administrators more effec-
tive in terms of interaction among teachers and the interaction between scho-
ol administration and teachers. In the study conducted by Yildirim (2008), it is
reported that school principals working in towns and villages see the relations
among staff as harmonious as the strength of village schools and it supports the
findings of the present study. Similar to this study, Ertiirk and Kececioglu (2012)
concluded that teachers working at village schools are more satisfied with their
jobs and their relations with other teachers are warmer. In addition, it was found
that the teachers working in the village thought that their school administrators
used powerless. The opinions of the teachers working in the villages about the
fact that the administrators use less power seem to be related to the fact that
these schools are generally small and the people establish closer relationships.

When teachers’ views on the pluralistic leadership characteristics of scho-
ol administrators were examined based on their field of study, it is concluded
that pre-school teachers consider school administrators more effective in terms
of accepting differences and participating in management processes in contrast
to teachers in the fields of Turkish language education-social studies education,
mathematics and science education, vocational education and other branches.
In addition, classroom teachers consider their administrators more effective in
acknowledging and discussing the differences compared to teachers in the fi-
elds of mathematics and science education and vocational branches. In addition,
classroom teachers are found to consider school administrators more effective in
terms of participating in management processes in contrast to those teachers in
the fields of mathematics and science education. Preschool teachers are found
to consider the school administrators as effective in terms of solving problems
and conflicts and interaction among teachers. In this regard, classroom teachers
follow the pre-school teachers. For this reason, it can be said that pre-school te-
achers and classroom teachers find interaction among teachers more compatible
in contrast to other groups of teachers. Based on all these results, it can be stated
that pre-school teachers see their administrators more effective in terms of ack-

646



Pluralistic Leadership Characteristics

nowledging and discussing the differences, participating in management proces-
ses, solving problems and conflicts, and interaction among teachers. Memduhog-
lu and Ayyiirek (2014) found that differences are respected in kindergartens, and
that differences are taken into account when administrating these schools. The
result of Okgu’s (2014) study on a sample of secondary education teachers that a
management understanding based on differences is not displayed at the desired
level, which fully supports the findings of the present study.

When teachers’ views on the pluralistic leadership characteristics of school
administrators are examined by their age, it is found that those teachers aged 21-
40 consider the relationship between teachers and school administration more
harmonious than those aged 41 or older. This result shows that young teachers
think there is a more harmonious relationship between teachers and the school
administration. This may be due to the lack of experience of younger teachers.
Cetin, Yesilbag, and Akdag (2003) concluded that, in parallel with the findings
of this study, young teachers younger than 35 think more positively about the
dimension of thinking and helping others.

When teachers’ views on the pluralistic leadership characteristics of school
administrators are examined based on seniority, it is found that those teachers
with 21 years or more consider school administrators to be insufficient in regard
to the interactions between school administrators and teachers. This result shows
that non-senior teachers find the interaction between school administration and
teachers more compatible. It also suggests that non-senior teachers think there
is a more harmonious relationship between teachers and school administrators.
The reason for this may be due to the limited experience of these teachers.

When the teachers’ views on the pluralistic leadership characteristics of
school administrators are examined based on the number of teachers at schools,
it is found that for those teachers who work at schools with 1 to 30 teachers com-
pared to for those teachers working at schools with 31 or more teachers the ad-
ministrators accept and discuss differences, they can participate in management
processes, and they solve problems and conflicts. They also reported that school
administrators are effective in regard to the use of power. At large-scale schools,
the effectiveness of school administrators decreases in acknowledging and dis-
cussing the differences, making teachers participating in management processes,
solving problems and conflicts and the relationship among teachers is not very
desired and school administrators use power more. This result indicates that in
small-scale schools with fewer teachers, different opinions and ideas are presen-
ted and discussed more comfortably, teachers at such schools are more willing
and active in participating in management processes, the problems and conflicts
are solved more easily, the relationship among teachers is more harmonious and
sincere, and school administrators use less power. It is found that in contrast
to those working at schools where there are 61 or more teachers consider their
administrators to be inefficient in contrast to those working at schools with 1-60
teachers. It is seen that the relationship between school administrators and te-
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achers does not seem to be very desired at large-scale schools. This result is an
indication about the fact that the relationship between school administration and
teachers is more harmonious and sincere at small-scale schools with fewer teac-
hers. Therefore, it is possible to argue that at such schools, there is the warmer,
more sincere and harmonious relationship among teachers and also, between
teachers and school administrators. Therefore, it is easier to solve problems and
conflicts at such schools. In addition, at these schools, school administrators do
not seem to use excessive power and provide an environment where different
views could be easily expressed. Another potential feature of such schools is that
teachers are much more volunteer to involve in management processes.

To achieve success in school management, there should be features in orga-
nizational culture such as acknowledging and discussing the differences, invol-
ving school staff in management processes and solving organizational problems
and conflicts. If school culture does not contain these and other similar charac-
teristics, it is not possible to talk about a pluralistic leadership culture at schools.
For this reason, it is necessary to accept differences as a source of richness and
to benefit from them at the highest level. In addition, school administrators sho-
uld be given in-service training on acknowledging and discussing the differences,
involving school staff in management processes, and solving organizational prob-
lems and conflicts to provide them with an opportunity to continuously improve
their capacity. School administrators can make efforts to increase teachers’ par-
ticipation in management processes. For this purpose, activities such as coopera-
tion, teamwork, and participation in the decision-making process should be given
more importance. However, during these activities, looking at the actions of indi-
viduals instead of different characteristics such as values, gender, and beliefs may
help to ensure success. The central organization of the Ministry and provincial
education administrations can cooperate with universities to organize scientific
activities at schools concerning contemporary management approaches such as
pluralistic leadership. Qualitative and quantitative studies in the field of educati-
onal management can examine pluralistic leadership from different perspectives.
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Tiirkce Siiriim

Giris

Yirminci yiizyilin ikinci yarisinda yasanan siyasal, toplumsal, bilimsel, ekono-
mik ve teknolojik gelismeler liderlige iliskin bakis a¢ilarin1 da derinden etkilemistir
(Mendenbhall, Osland, Bird, Oddou, Stevens, Maznevski, Stahl, 2017). Kiiresel
gelismeler 15181nda toplumlarda 6nemli role sahip olan egitim kurumlari da degisi-
me ihtiya¢ duymaya baglamigtir. Tunger’e (2011) gore degisim olgusu Tiirkiye’deki
biitiin kurumlar icin artik bir zorunluluk haline gelmistir. Egitim kurumlarinda
yasanan degisim, bu kurumlar1 yoneten liderlerin de degismesini gerekli kilmig ve
hiyerarsiye dayanan liderlik goriisii tartisilmaya baslanmigtir. Hiyerarsi ve otoriteye
dayanan geleneksel liderlik goriisii, bir kisinin yonetime egemen oldugu, ayricalikli
ve basit bir liderligi temsil etmektedir. Senge’e (2007, s. 363) gore geleneksel liderlik
goriisii, insanlarin giicstizliigii, kisisel goriise sahip ve degisim gliclerine hakim ola-
mamalari, sadece birkag biiyiik liderin giderebilecegi aciklara sahip olmalar1 tezine
dayanir. Sezgiil’e (2010) gore de geleneksel liderlikte kazan-kaybet olgusu, klikles-
me ve gruplasma, korku ve kontrole dayali bir yonetim tarzi gerek liderin gerekse is
gorenlerin verimini ve sagligini olumsuz yonde etkilemektedir. Liderlikle ilgili ce-
sitli arastirmalar da geleneksel liderlik goriisiintin bir takim zorluklarin iistesinden
gelmede yetersiz oldugunu gostermektedir (Bensimon ve Neumann, 1993°den akt.,
Kezar, 2000). Bu nedenlerden dolay1, geleneksel liderlik anlayigi biitiin kurumlarda
tartisilmaya baglamstir.

Hiyerarsi ve otoriteye dayanan liderligin kurumlarin karsilastigt zorluklarin is-
tesinden gelmede yetersiz kalmasindan dolay1 katilimer liderlik modellerine ihtiyag
duyulmustur. Kezar (2001), katilime1 liderlik modellerine ihtiya¢ duyulma nedenleri-
ni; uzmanlik zenginligini kurum geneline yaymak, sorumluluklar: arttirmak, orgiitsel
uyum problemlerini ele almak olarak siralamistir. Bu liderlik modelinde tek bir kisi
yerine kurumda yer alan biitiin calisanlarin kendilerini liderlik siirecinin igerisinde
hissetmeleri, siirekli iletisimde ve etkilesimde bulunmalar1 6nemlidir. Bir¢ok arastir-
mac1 da bu modellerin en az tartigmali ve en ¢ok bagarili yol olduguna inanmaktadir.
Bu nedenle, egitim kurumlar1 da katilimer liderlik modellerine dogru yonelmek igin
caba gostermekte, Ogretmenlerin yonetime katilmalari konusunda tegvik edilmek-
tedir. Kezar’a (1998) gore katilime1 modeller genel bir amag, goriis birligi, paylasilan
degerler ve uzlagsmaya odaklanirken; gruplar arasi iligkilere, catismaya veya giice cok
az deginmistir. Ayrica, goriis birligi saglamaya ¢aligmak ve ortak noktalara odaklan-
mak kapsamli liderlik kiiltiirlerinin gelismesini engellemektedir. Giincel alanyazin da,
katilimer modellerin, orgiitsel uyum problemlerini gidermek ve kapsayici bir kiiltiir
yaratmak icin onemli olan cok sesliligi ve ¢esitliligi tasiyip tasimadigini tartismaya
baglamig ve Orgiitsel problemleri hafifletmek i¢in yeni bir yol saglayan ¢ogulcu li-
derlik modelleri giindeme gelmistir. Bu baglamda ¢ogulcu liderlik kavramlastirma ve
yaklagimlaryla ilgili calismalarda da artig gozlemlenmektedir (Theoharis & Scanlan,
2015; Waite & Bogotoch, 2017; Wheat & Hill, 2016; White, Carrie & Lockett, 2016).
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Katilimer liderlik modellerinin uygulanmasiyla yonetim siire¢lerine daha faz-
la insan katilabilmektedir ancak Kezar’a (2000) gore liderlik siireclerine daha fazla
kisi katilmasina ragmen kapsamlilig1 saglayacak bir mekanizma eksikligi s6z konu-
sudur. Bir bagka deyisle, katilim vardir ancak yeterince kapsamli degildir. Cogulcu
bir liderlik kiltiirii gelistirmenin amaci, ayricalikli, basit ve kismi liderlik
temsillerini ortadan kaldirmaya calismaktir. Eger coklu liderlik betimlemeleri ve
kisisel tanimlamalar kabul edilir ve onaylanirsa orgiit katilimcilari karsilagtirma
yapmaya, miizakerede bulunmaya ve belki de farkli bakig acilarini ve modellerini
degerli bulmaya bile baglayabilir (Kezar, 1996).

Bireyin 6znelligini, onun degerlerinden bagimsiz olarak diisiiniilemeyecegini
vurgulayan yeni yonetim paradigmalari, orgiitlerdeki farkliliklari kabul etmeyi ve bu
farkliliklar1 dogru degerlendirip, yonetmeyi gerekli kilmaktadir. Ayrica, farklilikla-
1 onaylamamak veya bastirmak, orgiitiin hedeflerine ulagsmada yetersiz ve verimsiz
olmasina yol acan 6nemli bir problemdir. Kezar (1996) da, daha kapsamli olarak ni-
telendirdigi cogulcu liderlik ile farkliliklarin farkindaligini arttirmayr vurgulamistir.
Bu farkindalik, farkliliklar1 kabul etme ve tartisma konusunda bireylere ve kurumlara
yardimci olacaktir. Cogulcu liderlik kiiltiirii bireyleri birbirine baglayan, ¢atigmalari
azaltan, orgiitsel uyum problemlerini en aza indirgeyen bir kiiltiirdiir. Kisaca, ¢ogulcu
liderlik, farkli bakis acilarinin sunulmasina, karsilastirilmasina, degerlendirilmesine
ve nihayetinde biitiin bireylerin bakis acilarinin dikkate alinmasina, orgiitteki cesitli
fikirlerin tamamindan yararlanilmasina, ortaya ¢ikan gesitli bakis acilarinin miizake-
re edilmesine bunun sonucu olarak da orgiitiin gelisimine katkida bulunabilecek bir
yaklagimdir. Dieser’a (1997) gore ise ¢ogulcu bir lider olmak i¢in kiiltiirel kimlik
gelisiminin anlasilmasi ve fark edilmesi 6nemlidir. Baz1 insanlar, farkliliklari
kucaklamak ve desteklemek kavramlari ile kendisini rahatsiz hissedebilir. Cogulcu
liderlik bu problemlere meydan vermez. Ciinkii bu liderlik hem ortak nokta
bulmay1 hem de farkliliklar1 kucaklamayi ister. Cogulcu liderlikle ilgili alanyazin
incelendiginde, ¢cogulcu liderligin farkliliklari kabul etme ve tartisma, yonetim siireg-
lerine katilim, problem ve catigmalari ¢c6zme olmak iizere ii¢ boyuta sahip bir liderlik
modeli oldugu soylenebilir.

Farkli beklentilere, ihtiyaglara ve arzulara sahip 6grenci, 0gretmen, yonetici,
veli, destek personeli gibi cok sayida paydast olan egitim kurumlarinda birgok farkli
kiiltiirel kimlikte birey bulunmaktadir. Bu durum, egitim kurumlarinin ¢ogulcu bir
yapiya sahip oldugunu gostermektedir. Bagariy1 elde etmek icin egitim kurumlarinin
paydaglarmin talep ve beklentilere cevap verebilmesi gerekmektedir. Turan, Ozci-
menli ve Giiles’e (2013) gore de ¢agcil gelismeler, liderlik yaklagim ve modellerine
farkliliklar1 da kapsayan yeni boyutlarin eklenmesini zorunlu kilmaktadir.
Biinyesinde cesitliligi barindiran okullarin, cogulcu bir anlayigla yonetilmesinin,
egitim kurumlarindan talep edilen ve cesitlilik arz eden beklentileri karsilamada
faydali bir yaklagim olacagi soylenebilir. Kezar’a (2000) gore cogulcu liderlik egitim
kurumlarina egsiz yararlar sunar. Ornegin, okullar 6nceleri gozden kacmus etkili,
becerikli liderler veya liderlik siireclerinin farkina varmaya baslayabilir ciinkii
insanlar egemen olan liderlik semalarinin arka planini sorgulama konusunda
hic cesaretlendirilmemistir. Bagka bir ifadeyle ¢ogulcu liderlik, liderlikle ilgili farkli
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inanclar icin alan saglar. Boyle bir okulda bireyler, onlar1 rahatsiz eden liderlik deger-
lerini benimsemeleri i¢in baski hissetmezler.

Bugiin i¢inde bulunulan cag, farklilasan, cok kiiltiirlii ve cok merkezli bir
diinyada gelecegi 6nceden gorebilmek igin sahip olunmasi gereken ozellikler,
yeni cagin liderlik becerileri olarak ortaya ¢ikmaktadir (Iraz ve Simsek, 2002).
Farkliliklar1 kabul eden, saygi duyan, cesitlilige deger veren, farkliliklardan 6g-
renmeyi vurgulayan cogulcu lider, bu degisim ortaminda basar igin gerekli li-
derlik modelini sunabilir. Bu nedenlerden dolayi, ¢ogulcu liderlik 6zelliklerinin
ortaya ¢ikarilmasi ve Tirkiye baglaminda incelenmesi 6nemli hale gelmektedir.
Bu baglamda, bu arastirmanin genel amaci, okul yoneticilerinin cogulcu liderlik
davraniglarini Tirkiye baglaminda analiz etmektir. Bu genel amaca bagl olarak
asagidaki sorulara cevap aranmistir:

1. Okul yoneticilerinin liderlige iliskin gorisleri nelerdir?

2. Okul yoneticilerinin 6gretmenlerin yonetim siireclerine katilimina ilig-
kin gortsleri nelerdir?

3. Okul yoneticilerinin farkliliklar1 kabul etme ve tartismaya iliskin goriis-
leri nelerdir?

4.  Okul yoneticilerinin problem ve catismalar1 cozmeye iliskin gortsleri
nelerdir?

5. Okul yoneticilerinin gostermis oldugu c¢ogulcu liderlik 6zelliklerine
iliskin 6gretmen goriisleri; 6gretmenlerin cinsiyet, ¢alistiklart okulun
bulundugu yer, brans, yas, meslekteki hizmet siiresi, calistiklart okuldaki
toplam ogretmen sayisi, egitim durumu degiskenlerine gore farklilik gos-
termekte midir?

Yontem

Arastirma Deseni

Bu arastirma; nitel ve nicel arastirma desenlerinin bir arada kullanildigi
karma yonteme dayali bir calisgmadir. Arastirmada, once nitel daha sonra nicel
veri toplama yonteminin kullanildig1 kesfedici desen tercih edilmistir. Creswell
ve Clark’a (2007, s. 77) gore kesfedici desende 6nce galigmanin nitel, sonrasinda
ise nitel kisitmdan elde edilen sonuclara dayanarak nicel kismi tasarlanir ve so-
nuclara ulagilir.

Evren ve Orneklem

Arastirmanin evrenini, 2012-2013 ve 2013-2014 6gretim yilinda Afyonkarahisar
merkez ilce ve merkez ilceye bagh koylerde Milli Egitim Bakanligi’na bagli resmi
133 anaokulu, ilkokul, ortaokul, ilkogretim okulu ve lisede gorev yapan 133 okul
yoneticisi ve 7831 Ogretmen olusturmaktadir. Arastirmanin nitel kisminda amaglh
ornekleme yontemlerinden maksimum cesitlilik 6rnekleme teknigiyle 24 okul belir-
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lenmigtir. Amagli 6rneklemde yer alan katilimcilar, aragtirmacinin kegfetmek istedigi
olgu hakkinda bilgi verici kisilerdir (McMillan ve Schumacher, 2006). Maksimum
cesitlilik orneklem tekniginden yararlanirken yoneticilerin cinsiyetleri ve egitim ku-
rumunun tiird gz oniine alinmistir. Cinsiyet acisindan cesitlilik olusturmak icin
6 kadm okul miidiirii, 6 kadin okul miidiir yardimcist ve 12 erkek okul miidiiriiyle
gorlismeler yapilmigtir. Egitim kurumu acisindan cesitlilik saglamak amacryla 2 ana-
okulu, 3 ilkokul, 3 ortaokul, 6 ilkdgretim okulu, 2 yatili bolge okulu, 5 meslek lisesi
(2 Kiz teknik ve meslek lisesi, 1 saglik meslek lisesi, 1 endiistri meslek lisesi, 1 tica-
ret lisesi), 1 Anadolu 6gretmen lisesi, 1 fen lisesi, 1 Anadolu lisesi 6rnekleme dahil
edilmigtir. Arastirmanin nicel kisminin katilimeilart belirlenirken; daha giivenilir so-
nuclara ulagmak igin, aragtirmanin nitel kisminda goriisiilen yoneticilerin ¢alistigi
okullarda gorev yapan 327 6gretmene ulagilmisgtir.

Veri Toplama Araclari

Aragtirma nitel verilerinin toplanmasinda “Yari-yapdandirilmis Yonetici G6-
riisme Formu” hazirlanmis, alan uzmanlarinin goriisiine sunulmus, alinan goriis-
ler dogrultusunda gerekli diizeltmeler yapilmis ve aragtirmanin katilimcilarindan
olan bir yOneticiyle pilot gortisme yapilmustir. Pilot gortismenin yazili dokimu
yapilarak yOneticinin goriisme sorularini anlayip anlamadigr degerlendirilmistir.
Gortismelerde her yonetici icin ayr1 ses kaydi diizenlenmis ve bilgisayar ortami-
na dokiimleri gerceklestirilmistir. GOortisme formlarindaki ilgili yanitlar dogrul-
tusunda temalar diizenlenmis ve goriisme kodlama anahtari ¢ikarilmistir. Aras-
tirmanin glvenirlik ¢alismast i¢in alandan bir uzmana, katilimcilarin goriisme
dokiimleri ve goriisme kodlama anahtar1 verilmistir. Sonrasinda arastirmaci ve
uzmanin goriisme kodlama anahtarina yaptigi isaretlemeler karsilastirilmistir.
Aragtirmanin giivenilirlik hesaplamasi i¢in Miles ve Huberman’in (1994) 6nerdi-
gi uyusum yiizdesi kullanilmistir ve % 90.1 olarak hesaplanmuistir.

Aragtirmanin nicel boyutunda, oncelikle arastirmacilar tarafindan Cogulcu
Liderlik Olgegi (CLO) gelistirilmistir. Olcegi olusturacak maddelere karar verirken
ilgili kaynaklar taranmig, arastirmanin kuramsal cergevesi olusturulmustur. Ayrica,
24 yoneticiyle yapilan goriismelerde yoneticilerin verdikleri cevaplar, betimsel analiz
teknigi kullanilarak incelenmis ve 6l¢cme aracinin madde havuzu icin birtakim bilgi-
lere ulagilmigstir. Hazirlanan maddeler alanda caligan uzmanlar tarafindan bi¢im, ifade
ve cogulcu liderlik gostergesi olup olmadigi agisindan incelenmis ve gerekli diizen-
lemeler yapilmustir.

Maddelerin anlasilir olup olmadiinin belirlenmesi icin, ulasilabilme kolaylig:
olan 5 dgretmenle birlikte maddeler incelenmistir. Son bi¢imi verilen Sl¢me arag-
larinin 6n uygulamasi, Afyonkarahisar il merkezinde seckisiz olarak belirlenmis 19
okulda gorev yapan 374 6gretmene uygulama yapilarak gerceklestirilmistir. On uygu-
lamaya katilan okullar ve bu okullardaki 6gretmenler daha sonra arastirma kapsami
disinda tutulmugtur. On uygulama sonrasi toplanan veriler SPSS paket programiyla
analiz edilmistir. Olcegin kapsam gecerliligini tespit etmek i¢in uzman goriisiine bas-
vurulmustur. Olcegin yap1 gecerliligini tespit etmek icin ise acimlayici faktor analizi
(AFA) teknigi kullanilmastir.
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Olgegin oncelikli olarak, AFA’ya uygun olup olmadigimi anlamak amaciyla
Kaiser-Meyer-Olkin (KMO) 6rneklem yeterliligi testiyle Barlett Sphericity testi ya-
pilmistir. Yapilan incelemede KMO (KMO= .94) degerinin .60’dan biiyiik olmas1 ve
Barlett testinin anlamli sonu¢ vermesiyle () AFA yapilabilecegi anlagilmigtir (Hair,
Anderson, Tatham ve Black, 2006). AFA, temel bilegenler analizi yontemiyle yapil-
migtir. Temel bilesenler analizi yapmak amaciyla paydaglik orani () degerleri ince-
lenmigtir ve bir madde .50 nin altinda paydaglik oranina sahip oldugu i¢in 6l¢ekten
cikarilmigtir. Maddelerin faktorlere dagilimim belirlemek amaciyla temel bilesenler
analizinde en sik kullanilan dondiirme teknigi olan Varimax dondiirme teknigi kulla-
nilmistir. Yapilan AFA sonrasinda 6zdegerleri 1’in iizerinde olan 11 faktor belirlen-
migtir. AFA’da ayn1 yapiyr 6lgmeyen maddelerin ayiklanmasinda faktor yiik dege-
ri 45’in altinda olan 7 madde, faktor yiikleri arasindaki fark .10’un altinda olan 19
madde ve birer maddenin bulundugu iki faktdrdeki 2 madde dlcekten cikartilmustir.
Alanyazin incelendiginde her bir faktor altinda en az ii¢ degiskenin bulunmas: ve bu
maddelerin ayn1 kavramsal anlama sahip olmasi1 gerektigi belirtilmektedir (Sencan,
2005). Daha sonra AFA tekrarlanmisg, 6z degeri 1’in iizerinde olan 6 faktor belirlenmis
ve Olgegin agikladigi toplam varyans miktari %66.99 olarak hesaplanmugtir.

CLOrniin giivenilirlik calismas1 kapsaminda, 6lcegin Cronbach’s Alpha (o) i¢
tutarlilik katsayist .968 olarak hesaplanmigtir. Alt boyutlarin Cronbach alfa degerleri
ise farkliliklart kabul etme ve tartigsma ile yonetim siireclerine katilim faktorleri i¢in
9606, orgiitsel problemleri ve ¢atigmalari ¢ozme, 6gretmenler arasi etkilesim ve giicii
kullanma faktorleri icin .967 yonetim ve 6gretmenler arasi etkilesim faktorii icin .968
bulunmugtur. Bu degerler 6lgek maddelerinin i¢ tutarliligini gostermektedir.

Bulgular

1. Okul Yoneticilerinin Liderlige Iliskin Goriislerinden Elde Edilen
Bulgular

Okul yoneticilerinin liderlige iligskin goriisleri; okul yoneticilerinin lider olarak
kendilerini nasil gordiikleri, okul yoneticilerinin lider olarak gordiikleri kisilerin 6n
plana cikan Ozellikleri, yonetici olduktan sonra olaylara bakis agismin degismesi
olmak iizere ii¢ kategoride toplanmustir.

OKkul yoneticilerinin lider olarak kendilerini nasil gordiiklerine
iliskin goriislerinden elde edilen bulgular

Yoneticilerin lider olarak kendilerini nasil gordiiklerine iligkin goriislerini
belirlemek amaciyla “Bir lider olarak kendinizi nasil tanimlarsiniz?” sorusu yonel-
tilmistir. YOneticilerin goriisleri incelendiginde; paydaslarla iliskiler (f=56), kisisel
ozellikler (f=56), gorev ve sorumluluklar (f=46) olmak iizere ii¢ tema ortaya ¢ik-
mustir. GOrlisme yapilan yoneticiler en ¢ok paydaglarla iligkiler ve kisisel 6zellikler
boyutundan s6z etmiglerdir.
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Yoneticilerin paydaslarla iligkiler boyutuyla ilgili goriisleri paydaslarla sosyal
iligkiler (f=28) ve paydaslarla akademik iligkiler (f=28) olarak 2 alt tema altinda top-
lanmigtir. YOneticilerin lider olarak kendilerini paydaslarla sosyal iligkiler agisindan
nasil gordiikleriyle ilgili goriisleri; “iyi iletisim kuran, iligkilerde samimi olan, insan-
larin giivenini saglayan, arkadagga ortam olusturan, bireyler arasit koprii olusturan,
okulu ailesi gibi goren, velilerle is birligini saglayabilen, 6gretmenler arast uyumu
saglayan, 6gretmenlerin memnuniyetini 6nemseyen, 0gretmenler arasi iletisimi goz-
lemleyen, izmeyen, emir vermeyen, kizginlikla yaklagsmayan, insani iligkilere 6nem
veren” seklindedir. Bu konuda K10 “Kirmamaya, iizmemeye, emir vermeden, incit-
meden, usulii kaidesince yaptirtmaya ¢alistyorum islerimi. Insanlara yaklasimlar
cok daha onemli.” geklinde goriis bildirmistir. Yoneticilerin lider olarak kendilerini
paydaslarla olan akademik iliskiler acisindan nasil gordiikleriyle ilgili gortisleri; “in-
sanlarm goriisiinti alan, beraber yoneten, personeline 6rnek olan, 6gretmenleri mo-
tive eden, son karar1 veren, hedefleri benimseten, personelle ilgilenen, dengeleri iyi
kurabilen, 6gretmenlere rehberlik eden, 6grencilere hedef gosteren, 6grencilerin daha
basarili olmasi icin ¢cabalayan, 6grencileri yiiksekogretime 6zendiren” seklindedir. Bu
konuda E7, “Daha paylasimci, arkadaslarla beraber ortaklasa ortak fikirler cevre-
sinde, biitiin ¢alisanlarin yonetime katilmasini arz eden bir tipte liderlik vasfimiz
var.” seklinde goriis bildirmigtir. Ayrica, paydaslarla sosyal iliskiler konusunda daha
¢ok kadin yoneticiler goriis bildirirken paydaglarla akademik iligkiler konusunda daha
cok erkek yoneticiler gorts bildirmistir.

Yoneticilerin lider olarak kendilerini kisisel 6zellikler boyutu agisindan nasil
gordiikleriyle ilgili goriigleri; “yonlendirebilen, iyi niyetli, adil, yeniliklere acik, em-
pati kuran, sabirli, 6nden giden, ikna edici, ¢aligkan, kimseyi kirmayan, acik sozlii,
yardimsever, idare eden, elestirilere acik, sorgulayici, kendine giivenen, prensipleriyle
hareket eden, diiriist, sefkatli, sezgili, sira dis1, sert, paylasimci, duygularini kont-
rol edebilen, uzlasmact” seklindedir. Bu konuda K8, “Yonlendirme ozelligim vardwr
benim... Belirli olaylarda onden gidebiliyorum.” seklinde goriig bildirmistir. Ayrica,
daha ¢ok kadin yoneticiler kisisel 6zellikler konusunda goriis bildirmistir.

Yoneticilerin gorev ve sorumluluklariyla ilgili goriisleri okuldaki ¢alisma-
larla ilgili gorev ve sorumluluklar (f=35) ve okulun donanimiyla ilgili gorev ve so-
rumluluklar (f=11) olarak 2 alt tema altinda toplanmustir. Yoneticilerin lider olarak
kendilerini okulda yapilan ¢aligmalarla ilgili gérev ve sorumluluklar acisindan nasil
gordiikleriyle ilgili goriisleri; “yonetmelik ya da kurallar1 uygulayan, is boliimii yapa-
bilen, kontrol eden, farkli caligmalar1 okula getiren, gretmenlerin verimini arttirmaya
calisan, personeli ortak hedeflere yonelten, cocuklarin yararina olan kararlar1 alan,
iyi bir 6gretmen olan, gecmisten ders cikartan, kiz 6grencileri hayata katabilen, kiz
ogrencilere sekil verebilen, hedeflere ulastiran, fikir yiiriitebilen, dnce inceleyip sonra
sonuca varan, gereksiz goriilen isler vermeyen, dgretmenlere alanlarinda 6zgiirliik
saglayan, okulu evi gibi goren, sorumlulukta basta, menfaatte sonda olan, himaye-
sindekileri kollayan, erken gelip gec giden, sosyal etkinliklerin sayisini arttirmaya
calisan, sorunlar1 kendisi ¢ozen” seklindedir. Bu konuda K4, “Biraz titizim. Her geyi
cok kontrol altinda tutmaya ¢alistyorum. Zaten kontrol altinda tutmadigin seyler sana
sorun olarak geri doniiyor.” seklinde goriis bildirmigtir. Okul yoneticilerinin lider
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olarak kendilerini okulun donanimiyla ilgili gérev ve sorumluluklar agisindan nasil
gordiikleriyle ilgili goriisleri; “okulun ileriye gitmesi icin ¢alisan, okulun eksiklikleri-
ni tamamlayan, temizlik konusunda hassas, diizene 6nem veren, okulun boliimlerinin
¢ok olmasi icin ¢abalayan, okulu bir yerlere getirebilen” seklindedir. Bu konuda K3,
“Yani bizim bu okulumuz 4 yillik olmasina ragmen bir 10 yillik okulla esitiz. Yani
goriintii olarak fiziki olarak egitim olarak. Temizlik konusunda ¢ok hassasumdir ... Dii-
zene ¢ok onem veririm.” seklinde goriig bildirmistir. Ayrica, hem okulda yapilan
caligmalarla hem de okulun donanimiyla ilgili gorev ve sorumluluklar konusunda
daha ¢ok kadin yoneticiler goriig bildirmistir.

Okul yoneticilerinin lider olarak gordiikleri kisilerin 6n plana
cikan ozelliklerine iliskin goriislerinden elde edilen bulgular

Yoneticilerin lider olarak gordiikleri kisilerin 6n plana ¢ikan 6zelliklerine
iliskin gortislerini belirlemek amaciyla “Okulunuzda lider olarak gordiigiiniiz ki-
silerin hangi 6zellikleri 6n plana ¢ikmaktadir?” sorusu sorulmustur. Yoneticile-
rin gorisleri incelendiginde insani iligkiler (f=31), akademik 6zellikler (f=30) ve
kisisel dzellikler (f=25) olmak tizere {i¢ tema ortaya ¢ikmistir. Goriisme yapilan
yOneticiler en ¢ok insani iligkiler boyutundan séz etmislerdir.

Yoneticilerin lider olarak gordiikleri kisilerin insani iligkiler acisindan 6n
plana cikan Ozellikleriyle ilgili goriigleri; “yonlendiren, iyi iletisim kuran, kendi
fikirlerini sdyleyen, toplulugu bir arada tutabilen, meslektaglarini iyi motive ede-
bilen, meslektaglarina tecriibelerini aktaran, arkadas ortami olusturmaya galigan,
samimi olan, olaylara olgun, yapici, pozitif yaklasan, 6grencilerin sevgisini kaza-
nan, 0grenciyi sekillendiren, fikirler tizerinde tartigabilen, catigmalarda nasil yol
izleyecegini bilen, hitabet yetenegi olan” seklindedir. Bu konuda hem kadin hem
de erkek yoneticiler hemen hemen ayni oranda goriis bildirirken E2, “Lider ola-
rak gordiigiim kisilerin oncelikli ozelligi, meslektaglarini iyi motive edebilen onlara
mesleki olarak yon verebilen kisiler benim icin liderdir... Sosyal, kiiltiirel etkinlikler
yapmaya ¢alisan kigiler benim icin bir liderdir. Arkadag ortanu olusturmaya calisan
kigiler benim igin liderdir.” seklinde goriis bildirmistir.

Yoneticilerin lider olarak gordiikleri kisilerin akademik 6zellikler acisindan
on plana cikan ozellikleriyle ilgili goriisleri; “basarili, degisik fikirlere sahip, go-
rev almaya istekli, kanun ve yonetmeliklere uyan, alaninda bilgiye sahip olan,
arastiran, teknolojiyi kullanabilen, firsatlari iyi degerlendiren, alaninda yetenege
sahip olan, egitim agkin1 arkadaslarina yiikleyen, hedefine yonelen, isini zama-
ninda yapan, meslegini seven, her seyi yapmaktan zevk alan, olumsuzluklardan
olumluluklar yaratan” seklindedir. Bu konuda daha ¢ok erkek yoneticiler goriis
bildirirken E7, “Okulda lider olarak gordiiklerimin prensipli olmasi, igini zama-
nminda yapmast, kanun ve yonetmeliklere uygun ve insana faydall bir sekilde hare-
ket eden, yenilige acik, yenilikleri takip edebilen, teknolojiyi kullanabilen ozellikleri
olanlardwr.” seklinde goris bildirmistir.
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Yoneticilerin lider olarak gordiikleri kisilerin kisisel 6zellikler agisindan 6n
plana c¢ikan ozellikleriyle ilgili goriisleri; “yeniliklere acik, Onyargisiz, kararl du-
rug sergileyen, organize eden, prensip sahibi, 6n plana ¢ikan, atak davranan, adil,
karakterli, sefkatli, otoriter, zeki” seklindedir. Bu konuda daha cok kadin yoneti-
ciler goriis bildirirken K4, “Organizasyonu daha iyi yapiyorlar, zaten ise atuliyorlar,
yapmak istiyorlar, istekli oluyorlar.” seklinde gOriis bildirmistir.

Okul yoneticilerinin yonetici olduktan sonra olaylara bakis
acisinda olusan farkliliklara iliskin goriislerinden elde edilen
bulgular

Yoneticilerin yonetici olduktan sonra olaylara bakig acisinda olusan farkli-
liklara iliskin goriislerini belirlemek amaciyla “Ogretmen iken olaylara bakis agi-
niz ile yonetici olduktan sonraki bakig aciniz arasinda ne gibi farkliliklar olustu?”
sorusu sorulmustur. Okul yoneticilerinin bu konudaki goriisleri; “sorumluluk ar-
tiyor, daha cok seyi diisiinmen gerekiyor, degisiklik olmadi, kolay bir is olmadigini
gorilyorsun, yasa ve yonetmelikleri daha iyi biliyorsun, kontrol etmek gerekiyor,
empati yapmak gerekiyor, olaylara duygusaldan ziyade yasal bakiyorsun, olaylara
daha objektif bakiyorsun, kural koymak zorunda kaliyorsun, biz bilinci gelisiyor,
rehber olmak gerekiyor, insani iligkilere 6nem vermek gerekiyor, siirekli yeni-
lenmen gerekiyor, iyi 0rnek olmak gerekiyor, herkesin goriis ve onerisini almak
gerekiyor, ani karar alamiyor ve uygulayamiyorsun” seklindedir. YOneticiler en
¢ok yonetici olduktan sonra sorumluluklarinin arttigint (f=14) belirtmistir. Bu
konuda E5, “Ogretmenken sadece kendi smifinizla ilgili sorumluluklari veya iste
bir takim okulla ilgili gérevleriniz varsa onlarla ilgili sorumluluk almak zorunda
kaliyorsunuz ama idareci oldugunuz zaman biitiin her gseyin sorumlulugunu siz
aliyorsunuz.” derken K4, “Ben hep idareciligin rahat oldugunu, oturduklarini, ne
is yapwyorlar ki falan diye oyle bakardim ama hic dyle degilmis. Asil sorun insan-
larla kafa patlatmaknus gercekten. Iste gelene gidene laf anlatmakmus, gelen so-
runlart ¢ézmekmis...Simdi siirekli bakarak geziyorum. Nerede eksik var, neresi
yapilacak... Siirekli her seyi kontrol altinda tutmak sorunu olusuyor.” seklinde
goriis bildirmistir.

2. Okul Yoneticilerinin Ogretmenlerin Yonetim Siireclerine

Katihmina Iliskin Goériislerinden Elde Edilen Bulgular

Okul yoneticilerinin 6gretmenlerin yonetim siireglerine katilimina iliskin
goriisleri; 6gretmenlerin yonetime katilmasi ve istekliligi, 6gretmenlerin yonetim-
le iliskilerini belirleyen kiiltiir, 6gretmenlerin siniflardaki 6gretim faaliyetleri
disindaki gorevleri olmak iizere ii¢ kategoride toplanmisgtir.

Ogretmenlerin yonetime katilmasi ve istekliligine iligkin okul
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yoneticilerinin goriislerinden elde edilen bulgular

Ogretmenlerin yonetime katilmasi ve istekliligine iliskin yoneticilerin
goriislerini belirlemek amaciyla “Ogretmenlerin yonetime katilmasi ve istekliligi
konusunda ne diisiiniiyorsunuz?” sorusu sorulmustur. Yoneticilerin 6gretmenlerin
yonetime katilmasi ve istekliligiyle ilgili goriisleri; “goriis alisverisi yapiyoruz, yo-
netime katilma konusunda istekli degiller, bazi 6gretmenler istekli, liderlik 6zellikleri
olanlar katilmaya istekli, yonetime katilmaya istekliler, katilma konusunda tesvik edi-
yoruz, yoneticilik ideali olan 6gretmenler istekli, isteklileri destekliyoruz, yoneticilik
zor oldugu i¢in yoneticilik ideali olan 6gretmen ¢ok az, bayan 6gretmenler istekli
degil, yardim isteyince yaparlar, gen¢ 0gretmenler daha istekli, meslegini sevenler
daha istekli” seklindedir. Yoneticiler en ¢cok goriis aligverisi yaptiklarini (f=13) ve
ogretmenlerin yonetime katilma konusunda isteksiz olduklarini (f=9) belirtmis-
lerdir. Bu konuda E10 “Karar alma noktasinda égretmenleri ortak etmek gerekiyor.
Alinacak kararlara ogretmenler eger katilirlarsa o zaman iizerlerine bir sorumluluk
almus oluyorlar. Ama bundan cekinen ogretmenlerimiz de oluyor.” derken K12, “Her
ogretmen bunu yapmiyor. Eger gercekten ozveriyle calistyorsa ogretmen yonetime
katulvyor. Eger uzun yillar ¢calismissa artik kendini geri plana cekmeye ¢alistyor og-
retmen. Bir de meslegini seven ogretmenler bu konuda on plandalar.” seklinde goriis
bildirmistir.

Ogretmenlerin yonetimle iliskilerini belirleyen kiiltiire iliskin okul
yoneticilerinin goriislerinden elde edilen bulgular

Ogretmenlerin yonetimle iliskilerini belirleyen kiiltiire iliskin yoneticilerin
goriislerini belirlemek amaciyla “Tirkiye’ de Milli Egitim Bakanligi'na bag-
It okullarda 6gretmenlerin yonetimle iligkilerini belirleyen kultiir hakkinda ne
distiniiyorsunuz? ” sorusu sorulmustur. Yoneticilerin 6gretmenlerin yonetimle
iliskilerini belirleyen kiiltiirle ilgili gortsleri; “yOneticinin kisiligiyle alakali, ar-
kadasca, insani iligkiler 6n planda olmali, mevzuatlar ¢ercevesinde, takim calis-
masi var, bazen soguk, yonetmelikler 6nemli degil, 6gretmenler katilimci olma-
I, yonetmelige uymak gerekiyor, yorum yapmak istemiyorum, kiiciik yerlerde
samimiyete dayali, kalabalik okullarda resmiyete dayali, 6gretmenin Kkisiligiyle
alakali, birlik beraberlik var, bagimsiz anaokullarinda samimi, uzun siire idare-
cilik yapanlar mesafeli, 6gretmenler mesafeli, bir kiiltiir yok, demokratik, diger
kurumlarda daha resmi, miidiiriin cinsiyetine gore degisir, sikintili” seklindedir.
Goriisme yapilan yoneticiler en cok yoneticinin kisiliginin bu iligkiyi etkiledigini
(f=7) ve dgretmenlerin yonetim ile iligkilerinin arkadasga (f=6) oldugunu ifade
etmislerdir. Bu konuda E7 “Ogretmenlerin yonetimle iligkileri zaman zaman soguk
olabiliyor. Idareci bir yerde devleti ve yonetmelikleri temsil ediyor. Kisileri yonetir-
ken, yonetmelikler dogrultusunda yonetmek zorunda kaliyor.” derken K11, “Cok
resmi prosediirden ziyada biraz esnegiz. Iligkilerde de Gyle olmast gerektigine ina-
nwyoruz. .. Iliskilerimiz daha samimi” seklinde goriis bildirmistir. Verilen yanitlar
incelendiginde, 6gretmenlerin yonetimle iligkilerinin arkadasca oldugunu ifade
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eden yoneticiler genelde kadin yoneticilerken soguk ve mevzuatlar cercevesinde
oldugunu ifade eden yoneticiler genelde erkek yoneticilerdir.

Ogretmenlerin simflardaki 6gretim faaliyetleri disindaki gorevlerine
iliskin okul yoneticilerinin goriislerinden elde edilen bulgular

Ogretmenlerin smiflardaki Ogretim faaliyetleri digindaki gorevlerine
iliskin yoneticilerin goriislerini belirlemek amaciyla “Okulunuzda gorev yapan
ogretmenlerin siniflardaki 6gretim faaliyetleri disindaki gorevleri hakkinda bilgi
verebilir misiniz? ” sorusu sorulmustur. Y6neticilerin 6gretmenlerin siniflardaki 6g-
retim faaliyetleri disindaki gorevlerine iligkin goriigleri incelendiginde 6grencinin
gelisimi (f=49), yonetim (f=19) ve 6gretmenin gelisimi (f=3) olmak {izere ii¢ tema or-
taya cikmigtir. Yoneticiler en cok 6grencinin gelisimi boyutundan soz etmislerdir.

Yoneticilerin 6grencinin gelisimi temasiyla ilgili goriisleri; “sosyal ve spor-
tif faaliyetler, kuliip faaliyetleri, rehberlik faaliyetleri, veli iligkileri/veli toplantilari,
proje caligmalari, goniillii faaliyetler, sinavlara hazirlik kurslari, egzersiz ¢alismalart”
seklindedir. Ogretmenlerin, 6grencinin gelisimiyle ilgili gérevleri hakkinda daha
¢ok kadin yoneticiler goriig bildirirken K2 “Yazili sorularini, gozlem sorularini, proje
performans degerlendirme oOlgeklerini hazirltyorlar. Ayrica ogrencilere rehberlik go-
revleri var. Kuliip faaliyetleri var.” seklinde goriis bildirmistir.

Yoneticilerin; 6gretmenlerin, yonetim temasiyla ilgili goriisleri; “komisyonlar,
torenler, belirli giinler ve haftalar, yonetimle ilgili gorevleri ¢ok fazla olamaz, no-
betler, kurullar yoluyla yonetime yardimci oluyorlar” seklindedir. Ogretmenlerin,
yonetimle ilgili gorevleri konusunda daha cok erkek yoneticiler goriis bildirirken E4,
“Okul yonetimiyle ilgili gorevleri ¢cok fazla olamaz. Ancak il bazli etkinlikler var-
dir. Bayramlar, cesitli projeler, program tamitumlart arti mesleki cesitli seminerler
veya il bazinda kutlanacak programlarda ogretmenlerimiz okulu temsilen katilirlar.”
seklinde goriig bildirmistir.

Yoneticilerin; 6gretmenin gelisimi temasiyla ilgili gortisleri; “seminer calig-
malari, hizmet i¢i egitim seminerleri” seklindedir. Ogretmenlerin, Ogretmenin ge-
lisimiyle ilgili gorevleri konusunda sadece erkek yoneticiler goriis bildirirken E1,
“Genellikle hizmet ici egitim seminerleri yani kendilerini yenileme, gelistirmeye ilgili
katilldiklary hizmet ici egitim seminerleri olur.” seklinde goriis bildirmistir.

3. Okul Yoneticilerinin Farkliliklar1 Kabul Etme ve Tartismaya

iliskin Gériislerinden Elde Edilen Bulgular

Okul yoneticilerinin farkliliklar: kabul etme ve tartismaya iliskin goriisleri;
okul yoneticilerinin karar almada izledigi yol, farkli goriisler s6z konusu oldugun-
da okul yoneticilerinin izledigi strateji olmak tizere iki kategoride toplanmustir.
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Okul yoneticilerinin karar almada izledigi yola iliskin goriislerinden
elde edilen bulgular

Yoneticilerin karar almada izledigi yola iligkin goriiglerini belirlemek ama-
ciyla “Okulunuzda karar almada nasil bir yol izliyorsunuz?” sorusu sorulmustur.
Yoneticilerin karar almada izledigi yola iligkin goriigleri incelendiginde siire¢
(f=49), etki (f=33) ve dnerilen gorisiin egitim anlayigina ters olma durumu (59)
olmak lizere ii¢ tema ortaya cikmistir. Goriisme yapilan yoneticiler en ¢cok One-
rilen goriiglin egitim anlayigina ters olma durumu boyutundan sz etmiglerdir.

Yoneticilerin, karar almada siire¢ boyutuyla ilgili gorisleri; “fikirleri alip
degerlendiririz, kararlar1 beraber aliriz, dnce idareci arkadaslarla paylagirim, ¢o-
gunlugun destekledigi kararlar alinir, karardan etkilenen kisiler siirece katilir,
yasal zemin incelenir, son karar1 mudiir bey veriyor, ziimre baskanlar1 ve rehber
ogretmenin fikirlerine bagvururum, herkese uygun olan karar varsa onu gortisii-
riiz, mantiksiz fikirleri goriismeyiz, her fikri degerlendirmeyiz, cogunluk tarafin-
dan talep goren fikirler degerlendirilir” seklindedir. Stire¢ boyutuyla ilgili daha
¢ok erkek yoneticiler goriis bildirirken E9, Arkadaslarla istisare alinz. Biiyiik bir
ihtimalle oy birligi degil de o toplumda ne cikarsa onu uygularim. Istisarede cikan
kararlara gore hareket etmeye calisiyoruz.” seklinde goriis bildirmistir.

Yoneticilerin, karar almada etki boyutuyla ilgili goriisleri; “karar almada
etkiliyimdir, son karari istisare sonucunda veriyoruz, son karari kendim veririm,
¢ogunlukla karar verme yetkisi miidiirde, genellikle ikna ederim, yetki verdigim
birisinin yetkisine karigmam, kontrol bendedir, inanmadigim bir karar aldirmam,
esnegim, idareci aninda karar verebilmelidir” seklindedir. Etki boyutuyla ilgili
daha ¢ok erkek yoneticiler goriis bildirirken E3, “Karar almada asag yukart %
100 etkili oldugum kanaatindeyim... Ogretmenlerin fikirlerini alirim zaten benim uy-
gulayacagim kafamdan gecen seyleri teker teker ciimleleri yonlendire yonlendire is-
tedigim noktaya gelir. Karari ekip ile aldigin zaman kararin uygulanmasit % 100’lere
varmus olur.” seklinde goriis bildirmistir.

Yoneticilerin, Onerilen goriisiin egitim anlayigina ters olmasi boyutuyla ilgili
goriigleri; “Neyin dogru oldugunu anlatiriz, ydnetmelige aykiri ise kabul etmem,
cogunluk evet derse kabul ederim, ikna etmeye ¢alisirim, 6gretmenlerin fikirleri
benim icin 6nemlidir, saygl duyarim, uygularim, beni ikna ederse o diisiincemde
1srar etmem, miidahale ederim, uygulamalara bakarim, neden olmamasi gerek-
tigini aciklariz, kamuoyu olusturmaya calisirim, tepkimi koyarim, dik bir durug
sergilemek gerekiyor, duymamazliga geliyorum” seklindedir. Bu boyutla ilgili
hem kadin hem de erkek yoneticiler hemen hemen ayn1 oranda goriis bildirirken
K11 “Direkt keskin bir fikir yok. Kestirip attirmiyorsun yani... Deneyim, tecriibe ve
bilgilerinize dayanarak da karsi tarafi yanlssa ikna etmeye calistyoruz.” seklinde
goris bildirmistir.
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Okul yoneticilerinin farklh goriisler soz konusu oldugunda izledikleri
stratejiye iliskin goriislerinden elde edilen bulgular

Yoneticilerin farkli gortisler s6z konusu oldugunda izledikleri stratejiye
iligkin gortslerini belirlemek amaciyla “Farkli goriisler s6z konusu oldugunda
nasil bir strateji izliyorsunuz?” sorusu sorulmustur. Yoneticilerin farkli goriisler
s0z konusu oldugunda izledikleri stratejiye iligkin goriisleri incelendiginde siire¢
(f=40) ve sonug (f=30) olmak iizere iki tema ortaya ¢cikmigtir. Y oneticiler en ¢ok siire¢
temasindan s6z etmislerdir.

Yoneticilerin, siire¢ temasiyla ilgili goriisleri; “herkesin goriigiinii aliriz, saygi
duyarim, farkli goriisler olmasini istiyor insan, akil, akildan iistiindiir, uygun olanla-
11 degerlendiriyoruz, dnce miidiir yardimcimla istisare ederim, niye dyle diisiindiigii
hakkinda tartisiyorum, adaletli olmaya calisiyoruz, itiraz olmuyor, 6gretmenlerimiz
ozgiirce fikrini sdylemiyor, hem fikir degilse sessiz kaltyor, farkli goriisleri olusturma-
maya gayret ediyorum, okulda uclar gelistirmemeye gayret ettim” seklindedir. Siireg
temasiyla ilgili hem kadin hem de erkek yoneticiler ayni oranda goriis bildirirken E2,
“Farkl1 goriigleri sonuna kadar dinliyorum. Niye Oyle diisiindiigii hakkinda tartisiyo-
rum. Beni ikna ederse de uyguluyorum... Akil, akildan {stiindiir.” derken K6 “Mev-
zuat benim tek kilavuzum... Farkli goriisler geldiginde artilarini, eksilerini tartigiriz. ..
Ona gore uygulamaya koyariz.” seklinde goriis bildirmistir.

Yoneticilerin, sonug¢ temasiyla ilgili goriigleri; “uzlasiriz, mantiga en uygun ola-
nin1 seceriz, mevzuata gore harekete gegeriz, cogunlugun istedigi olur, miidiir bey
dogru buldugu goriisleri uyguluyor, beni ikna ederse uyguluyorum, son karar1 biz
veriyoruz, 6grencilerin yararina olan karar alinir” seklindedir. Sonug¢ temastyla ilgili
daha ¢ok erkek yoneticiler goriis bildirirken ES, “Farkli diisiinceler oldugunda bizim
mevzuatimiz neyi gosteriyorsa onu yapmak durumundayiz... Orta yolu bulup en uy-
gun olanint segeriz. Uzlagiriz yani uzlasilmayacak diye bir sey yok.” seklinde goriis
bildirmistir.

4. Okul Yoneticilerinin Problem ve Catismalar1 Cozmeye Iliskin
Gorigslerinden Elde Edilen Bulgular

Okul yoneticilerinin problem ve catigmalari ¢ozmeye iligkin goriigleri 6gret-
menlerin arasindaki uyum, iletisim bozuklugu veya yanlig anlagilma var oldu-
gunda okul yoneticilerinin sergiledigi durus, yonetim ve 0gretmenler arasinda
tartismaya neden olabilecek konular, 6gretmenler arasinda tartismaya neden
olabilecek konular olmak iizere dort kategoride toplanmustir.

Ogretmenler arasindaki uyuma iliskin okul yoneticilerinin
goriigslerinden elde edilen bulgular

Ogretmenler arasindaki uyuma iliskin yoneticilerin goriislerini belirlemek
amaciyla “Okulunuzda gérev yapan 6gretmenlerin arasindaki uyumu nasil de-
gerlendiriyorsunuz?” sorusu sorulmustur. Yoneticilerin bu konudaki goriisleri;
“uyumlular, okul diginda da giizel bir iletisim var, birbirine saygililar, igbirligi
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var, birlik beraberlik var, goriis alisverisinde bulunuyorlar, sevgi var, paylagim-
c1, idarecinin rolii onemli, mesleki anlamda aralarinda cekememezlik var, brang
ogretmenlerinde aidiyet duygusu daha az, sinif gretmenleri arasindaki iligki sa-
mimi, insanin oldugu yerde problem olur, kurum kiiltiiriinti bilmezse yalniz kalir,
egitim liderleri kendi aralarinda uyumlular, memur 6gretmenler kendi aralarin-
da uyumlular, boliim odalar1 kopukluk yaratiyor, gruplagma olabiliyor, 4+4’ ten
sonra gruplasma oldu, kopukluk var, samimiyet yok, kafa yapilar1 farkli, uyumlu
degiliz, uyumsuzluk ¢ikmamasi i¢in ¢alistyorum” seklindedir. Yoneticiler daha
¢ok o6gretmenlerin uyumlu olduklarmi (f=17), okul disinda da giizel bir iletisim
oldugunu (f=9), birbirine saygili olduklarini (f=8) belirtmistir. Bu konuda E10
“Okulumuzdaki ogretmenler arasinda uyum var ama bazi diisiincelerde maalesef
stkintilar oluyor... Biraz fen lisesi ogretmenleri disarida boyle kurs verme olaylar
oldugu i¢in kendi aralaninda maalesef rekabet yaganiyor. Tabi bunda da birbirlerine
boyle cekememezlik noktasinda boyle stkintilanimiz da var.” derken K5, “Uyum gii-
zel. Gruplasma yok. Saygi var, sevgi var.” seklinde goriig bildirmistir.

iletisim bozuklugu veya yanhs anlasilma var oldugunda okul
yoneticilerinin sergiledigi durusa iliskin goriislerinden elde edilen
bulgular

Iletisim bozuklugu veya yanls anlasiima var oldugunda yoneticilerin sergi-
ledigi durusa iliskin goriislerini belirlemek amaciyla “Okulunuzda iletisim bozuk-
Iugu veya yanlis anlagilma var oldugunda nasil bir durus sergiliyorsunuz?” sorusu
sorulmugtur. YOneticilerin bu konudaki goriisleri; “Muhataplarla konusurum, or-
tak nokta bulmaya calisirim, neden kaynaklandigini arastiririm, 6nce kiziyorum,
hosgoriiyle yaklasirim, yoneticilerle goriigiiriim, olmamasi igin tedbirler aliyoruz,
benimle ilgili degilse cok da karismam, dogrusunu anlatmaya ¢alistyorum, rehber
ogretmene danisirim” seklindedir. Yoneticiler en ¢cok muhataplarla konustuklarini
(f=21), ortak nokta bulmaya calistiklarini (f=8) ve neden kaynaklandigini arastirdikla-
rin1 (f=7) belirtmistir. Bu konuda E8 “Bas muavini ve diger muavinleri topluyorum...
Kendi aramizda vaka-i istisare yapariz. Bu istiare veya yaptigimizda eger hirsla kalk-
mugsak bazen hemen kendimizi toparliyoruz. Dogrular ¢cikmaya basliyor. Bir bakiyo-
ruz benim verdigim karar yanlissa hemen dogruyu buluyoruz... Detayli dinlediginiz
zaman hos goriiyle baktiginiz zaman olaylar diizeliyor.” derken K5, “Valla ilk duydu-
gumda kazryorum. .. Once sindiriyorum agikgast. Sindirdikten sonra nedenlerini nigin-
lerini inceliyorum... Konusarak halletmeye calisiyoruz.” seklinde goriis bildirmistir.

Yonetim ve 6gretmenler arasinda tartismaya neden olabilecek konulara ilig-
kin okul yoneticilerinin goriislerinden elde edilen bulgular

Yonetim ve Ogretmenler arasinda tartismaya neden olabilecek konula-
ra iligkin yoneticilerin goriiglerini belirlemek amaciyla “Okulunuzda yonetim
ve Ogretmenler arasinda tartismaya neden olabilecek konular nelerdir?” soru-
su sorulmustur. Yoneticilerin bu konudaki goriisleri incelendiginde tartigma
konulari(f=39) ve tartisma durumunda izlenen yol (f=36) olmak iizere iki tema
ortaya cikmuistir.
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Yoneticilerin, tartisma konulari temasiyla ilgili goriisleri; “giris ¢ikig saatleri-
ne uymama, nobet gorevini aksatma, egitim-0gretim faaliyetleri disindaki gorev-
ler, 6gretmen-6grenci iligkileri, gorevlerin esit dagilmadiginin diisiiniilmesi, kilik
kiyafet yonetmeligine uygun giyinmemek, 6gretmenlerin devamsizlik yapmasi,
siif yonetimi, 0gretmenlerin gorevlerini yapmamalari, 6grenciye kotii 6rnek
olabilecek davranislar, ailelerle iligkiler, dedikodu, alinan kararlarla alakali farkli
diistincelerin olmasi, 1. sinif paylagimi, gérevi zamaninda yapmama” seklindedir.
Yoneticiler en ¢ok girig ¢ikis saatlerine uymamanin (f=9), nobet gorevini aksatmanin
(f=7), egitim-ogretim faaliyetleri digindaki gorevlerin (f=4) ve 6gretmen- 6grenci ilis-
kilerinin (f=4) tartisma konusu oldugunu belirtmistir. Bu konuda K6 “Ogretmenler
ve yoneticiler neden derse geg girildi, neden girilir girilmez yoklama alinmadi, neden
etegi tepesinde iken ilgilenilmedi, neden bina icerisinde ¢ocuk ortiisiiyle geziyor mii-
dahale edilmedi gibi konularda konusuruz, tartisiniz.” seklinde goris bildirmistir.

Yoneticilerin, tartigma durumunda izlenen yol temasiyla ilgili goriisleri;
“durumu izah ediyorum, yetki kullaniyorum, yasal kismini izah ederim, tath ¢o-
zlime baglariz, ikna etmeye calisirim, tartismaya mahal vermemeye calistyorum,
empati yaparim, ortamda dolasirim, calismalarint engelleyen durumlari ortadan
kaldirmaya ¢alistyorum, empati yaptirtyorum, saygi duyuyorum, uyariyorum, Or-
nek oluyorum” seklindedir. Yoneticiler en cok durumu izah ettiklerini (f=13), yetki
kullandiklarini (f=5), yasal kismin1 izah ettiklerini (f=4) ve tath bir sekilde ¢coziime
bagladiklarini (f=3) belirtmistir. Bu konuda E1, “Biz durumu izah ediyoruz. Ne-
denlerini, nicinlerini soyliiyoruz... Kendi diigtincemizi ikna etmeye calisiriz dedigim
gibi. Ornegin kitabinuizt acar sundan dolayt bu boyle olmugtur, bu durumdan dolayt
bu hale gelmisizdir gibi anlatmaya calisinz. Anlatamadiginuz takdirde bunun yasal
kismuni izah ederiz. Yine anlasamiyorsak o zaman yapacak bir sey yoktur. Iste orda
artik iictincii asama olarak yetki kullanma durumuna gitmek zorunda kalinz” sek-
linde gorts bildirmistir.

Ogretmenler arasinda tartismaya neden olabilecek konulara iliskin
okul yoneticilerinin goriislerinden elde edilen bulgular

Ogretmenler arasinda tartismaya neden olabilecek konulara iliskin yoneti-
cilerin goruslerini belirlemek amaciyla “Okulunuzda 6gretmenler arasinda tar-
tigmaya neden olabilecek konular nelerdir?” sorusu sorulmustur. Yoneticilerin,
yonetim ve Ogretmenler arasinda tartismaya neden olabilecek konulara iligkin
goriisleri incelendiginde tartigma konular: (f=23) ve tartisma durumunda izlenen
yol (f=39) olmak iizere iki tema ortaya ¢ikmigtir. YOneticilerin, tartisma konulari
temasiyla ilgili gorusleri; “ziimreler arasi ¢ekisme, siniflarindan alinan esyalarin
iade edilmemesi, ders paylagimy, siyasi konular, kiiglik tartigmalar, egitim-0gre-
tim konulari, bir 6gretmenin bagka Ogretmenin Ogrencisine tepki gostermesi,
Tirkiye’nin giincel konulari, 6gretmenler arasinda ¢ekememezlik, birbirlerinin
islerine karigmalari, sosyal faaliyetlerin hazirlanmasi, ayrimcilik, yeni ¢ikan yo-
netmelikler, tartismaya mahal vermiyorum” seklindedir. Yoneticiler en ¢cok ziim-
reler arasi ¢cekismenin (f=4) ve siniflardan alinan egyalarin iade edilmemesinin (f=3)
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tartisma konusu oldugunu belirtmigstir. Bu konuda E7, “Egitim ogretim tartisiliyor.
Tiirkiye’nin giincel durumlan tartisiabiliyor. Bu boyut bizde birbirini kirict boyuta
gitmiyor. Herkes hosgoriiyle kendi fikirlerini kendi seylerini paylasabiliyor.” seklinde
goris bildirmistir.

Yoneticilerin, tartisma durumunda izlenen yol boyutuyla ilgili goriisleri;
“muhataplarla goriigliriiz, orta yolu buldurmaya calisiriz, ortami yumusatirim,
kendileri hallederler aralarinda, haksiz olana telkinde bulunuruz, kiiciik mesele-
lerse zamana birakirim, herkesin goriisiine saygili oluyoruz, sozlii olarak ikaz edi-
yorum, sakinlesmezlerse sorusturma acariz, egitim liderimin yaninda oluyorum,
memurun da amir olarak kargisindayim, ziimre bagkanlar1 sorunu ¢ozer, empati
yaptirtyorum” seklindedir. Yoneticiler tartigma durumunda izledikleri yol olarak en
¢ok muhataplarla goriistiiklerini (f=10), orta yolu bulmaya calistiklarint (f=7) ve or-
tam1 yumusattiklarini (f=6) belirtmigtir. Bu konuda K2 “Miidahale edip ¢6zmeye
calistyorum elimden geldigince. Sakinlestirmeye ¢alistyorum énce herhangi tartis-
ma varsa. Daha sonra gerekiyorsa toplanti yapryoruz. Blitiin arkadaslar topluyoruz.
Sorunu ortaya koyup ¢ézmeye, anlatmaya ¢alisiyoruz” seklinde goris bildirmistir.

5. Okul Yoneticilerinin Géstermis Oldugu Cogulcu Liderlik
Ozelliklerine Iliskin Ogretmen Goriislerinden Elde Edilen Bulgular

Arastirma verilerinin normal dagilim 0zelligi tastyip tagimadiklari Kolmo-
gorov-Smirnov Testiyle tespit edilmistir ve dagilimlarin biitiin boyutlarda ve de-
giskenlerde normal olmadig1 saptanmis, parametrik olmayan analiz teknikleri
kullanilmistir.

Cogulcu liderlik 6zelliklerine iliskin betimleyici istatistikler

Arastirmaya katilan 6gretmenlerin, yoneticilerinin gostermis oldugu ¢ogulcu li-
derlik 6zelliklerine iligkin, 6l¢cekten aldiklar1 puanlarin aritmetik ortalamasi incelendi-
&i zaman 6gretmenler arasi etkilesim boyutunun en baskin boyut oldugu goriilmekte-
dir. Tablo 1°de de goriildigi tizere 6gretmenler, yoneticilerinin en ¢ok 6gretmenler
aras1 etkilesimle ilgili cogulcu liderlik 6zelliklerini gosterdiklerini belirtmiglerdir.

Tablo 1.
Yoneticilerin Gostermis Oldugu Cogulcu Liderlik Ozelliklerine Iliskin Betimleyici
Istatistikler

Boyutlar n X Ss
Farkliliklar1 kabul etme ve tartigma(Boyutl) 327 3.87 .65
Yonetim siireglerine katilim(Boyut2) 327 3.48 72
Problem ve catismalari ¢cozme(Boyut3) 327 3.67 .86
Ogretmenler arasi etkilesim(Boyut4) 327 4.11 .68
Yonetim ve 0gretmenler arasi etkilesim(Boyut5) 327 3.17 .87
Gicii kullanma(Boyut6) 327 3.18 .93
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Cinsiyet degiskeni acisindan cogulcu liderlik ozelliklerinin
degerlendirilmesi

Tablo 2’de yoneticilerin gdstermis oldugu cogulcu liderlik 6zelliklerine iligkin

O0gretmen goriiglerinin; 6gretmenlerin cinsiyetine gore farklilagip farklilagsmadigini
belirlemek iizere yapilan Mann Whitney-U testi sonuglart sunulmustur.

Tablo 2.
Cinsiyet ve Yoneticilerin Géstermis Oldugu Cogulcu Liderlik Ozellikleri

Boyutlar Cinsiyet n SO U P

Boyutl Kadin 189 155.03 14736.00 04
Erkek 138 176.28

Boyut2 Kadin 189 151.63 15379.00 01
Erkek 138 180.94

Boyut3 Kadin 189 155.35 14676.50 .05
Erkek 138 175.85

Boyut4 Kadin 189 168.99 12097.50 25
Erkek 138 157.16

Boyut5 Kadin 189 164.59 12929.50 .89
Erkek 138 163.19

Boyut6 Kadin 189 164.07 13028.00 .99
Erkek 138 163.91

Yoneticilerin gostermis oldugu ¢ogulcu liderlik 6zelliklerinden farkliliklari
kabul etme ve tartisma ve yOnetim siireclerine katilim boyutlarinda istatistiksel
olarak erkek 6gretmenlerin lehine anlamli bir farklilasma saptanmustir (p < .05).

Okulun bulundugu yer degiskeni acisindan cogulcu liderlik
ozelliklerinin degerlendirilmesi

Tablo 3’de yoneticilerin gostermis oldugu cogulcu liderlik 6zelliklerine
iliskin 0gretmen goriislerinin; 6gretmenlerin ¢alistiklari okulun bulundugu yere
gore farklilagip farklilasmadigini belirlemek iizere yapilan Mann Whitney-U testi so-
nuclar1 sunulmugtur.
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Tablo 3.
Okulun Bulundugu Yer ve Yoneticilerin Gostermis Oldugu Cogulcu Liderlik
Ozellikleri
Boyutlar Okulun N SO U P
Bulundugu Yer
Boyutl Merkez 272 160.11 8538.50 .09
Koy 55 183.25
Boyut2 Merkez 272 161.42 8180.50 27
Koy 55 176.74
Boyut3 Merkez 272 162.52 7883.00 .53
Koy 55 171.33
Boyut4 Merkez 272 156.03 9648.50 .00
Koy 55 203.43
Boyut5 Merkez 272 159.15 8799.00 .04
Koy 55 187.98
Boyut6 Merkez 272 156.83 9431.50 .00
Koy 55 199.48

Yoneticilerin gostermis oldugu cogulcu liderlik 6zelliklerinden 6gretmenler
arasi etkilesim, yonetim ve 6gretmenler arasi etkilesim, giicii kullanma boyutla-
rinda istatistiksel olarak kdyde ¢aligan 6gretmenlerin lehine anlamli bir farklilas-
ma saptanmustir (p <. 05).

Brans degiskeni acisindan cogulcu liderlik 6zelliklerinin degerlen-
dirilmesi

Tablo 4’de yoneticilerin gdstermis oldugu cogulcu liderlik 6zelliklerine iligkin
Ogretmen goriislerinin; dgretmenlerin brangina gore farklilagip farklilagmadigini
belirlemek iizere yapilan Kruskal Wallis-H testi sonuglari verilmistir.

Tablo 4.
Brans ve Yoneticilerin Gostermis Oldugu Cogulcu Liderlik Ozellikleri
Boyutlar Brang n SO Sd Ki-kare p Anlamh Fark
Boyutl  Okul Oncesi 15 220.03 6 14.15 03 13
Sinif 61 186.26 1-4
Tiirkge-Sosyal 67  160.72 1-6
Matematik-Fen 71  147.88 1-7
Yabanci Dil 40 173.34 2-4
Meslek Bilgisi 28  135.70 2-6
Diger 45 154.78

665



Nuray Yildinm & Selahattin Turan

Tablo 4.
Brans ve Yoneticilerin Gostermis Oldugu Cogulcu Liderlik Ozellikleri (Devamz)

Boyut2  Okul Oncesi 15 227.23 6 14.85 02 13

Sinif 61 183.29 1-4
Tirkce-Sosyal 67  160.16 1-6
Matematik-Fen 71  141.99 1-7
Yabanci Dil 40 175.46 2-4
Meslek Bilgisi 28 158.55
Diger 45  150.42

Boyut3  Okul Oncesi 15 24943 6 20.17 00 1213
Sinif 61 183.80 1-4 1-5
Tirkce-Sosyal 67  163.93 1-6 1-7
Matematik-Fen 71  147.88 2-4 2-7

Yabanci Dil 40 162.08
Meslek Bilgisi 28 156.43

Diger 45 140.64

Boyut4  Okul Oncesi 15 266.87 6 32.92 00 1213
Sinif 61 196.49 1-4 1-5
Tiirkge-Sosyal 67  156.43 1-6 1-7
Matematik-Fen 71  146.97 2-3 24
Yabanci Dil 40 157.54 2-5 2-6
Meslek Bilgisi 28  136.34 2-7
Diger 45 146.77

Boyut5  Okul Oncesi 15 190.80 6 8.45 21 -
Sinif 61 155.20

Tiirkge-Sosyal 67  170.47
Matematik-Fen 71  155.46

Yabanci Dil 40  194.08
Meslek Bilgisi 28 141.91
Diger 45  157.83
Boyut6  Okul Oncesi 15  161.67 6 10.68 09 -
Smf 61 179.50

Tirkce-Sosyal 67  162.72
Matematik-Fen 71  146.51

Yabanci Dil 40 195.04
Meslek Bilgisi 28  137.89
Diger 45  161.91
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Yoneticilerin gostermis oldugu cogulcu liderlik 6zelliklerinden farklilikla-
1 kabul etme ve tartisma, yOnetim siireclerine katilim, problem ve c¢atismalari
¢ozme ve Ogretmenler arasi etkilesim boyutlarinda, 6gretmenlerin brangina gore
istatistiksel olarak anlamli bir farklilasma saptanmistir (p < .05). Elde edilen
farkin hangi gruplar arasinda oldugunun saptanmasi amaciyla yapilan Mann
Whitney-U testi sonucunda; farkliliklar kabul etme ve tartisma boyutunda okul
oncesi Ogretmenleriyle tiirk¢e-sosyal, matematik-fen, meslek bilgisi ve diger
branglardaki 0gretmenler arasinda okul Oncesi 0gretmenlerinin lehine ayrica
sinif ogretmenleriyle matematik-fen ve meslek bilgisi brangindaki 6gretmenler
arasinda sinif 6gretmenlerinin lehine anlamli bir farklilasma saptanmistir (p<
.05). Yonetim siireclerine katilim boyutunda okul 6ncesi 6gretmenleriyle tiirkge-
sosyal, matematik-fen, meslek bilgisi ve diger branglardaki 6gretmenler arasinda
okul 6ncesi 0gretmenlerinin lehine ayrica smif 6gretmenleriyle matematik-fen
brangindaki 6gretmenler arasinda smnif 6gretmenlerinin lehine anlaml bir fark-
lilasma saptanmigstir (p < .05). Problem ve g¢atismalar1 ¢6zme boyutunda okul
oncesi 6gretmenleriyle biitiin branglardaki 6gretmenler arasinda okul dncesi 6g-
retmenlerinin lehine ayrica sinif gretmenleriyle matematik-fen ve diger brang-
lardaki 6gretmenler arasinda sinif 6gretmenlerinin lehine anlaml bir farklilagma
saptanmustir (p < .05). Ogretmenler arasi etkilesim boyutunda okul 6ncesi 6g-
retmenleriyle biitiin branglardaki 6gretmenler arasinda okul dncesi 6gretmenle-
rinin lehine ayrica sinif 6gretmenleriyle biitiin branglardaki 6gretmenler arasinda
sinif 6gretmenlerinin lehine anlamli bir farklilasma saptanmustir (p < .05).

Yas degiskeni acisindan cogulcu liderlik 6zelliklerinin
degerlendirilmesi

Tablo 5’de yoneticilerin gdstermis oldugu cogulcu liderlik 6zelliklerine iligkin
Ogretmen goriislerinin; 6gretmenlerin yasina gore farklilagip farklilasmadigini be-
lirlemek iizere yapilan Kruskal Wallis-H testi sonuglari verilmistir.

Tablo 5.
Yas ve Yoneticilerin Gostermis Oldugu Cogulcu Liderlik Ozellikleri

Boyutlar Yas n SO Sd Ki-kare P Anlamh Fark
Boyutl 21-30 67 164.10 3 7.14 07 -

31-40 140  177.72

41-50 94 151.76

51ve 26 134.08
usti
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Tablo 5.

Yas ve Yoneticilerin Gostermis Oldugu Cogulcu Liderlik Ozellikleri (Devamz)

Boyutlar Yas n SO Sd Ki-kare P Anlamh Fark
Boyut2 21-30 67 158.91 3 1.75 62 -
31-40 140  171.35
41-50 94 155.93
51ve 26 166.73
usti
Boyut3 21-30 67 159.91 3 79 85 -
31-40 140 169.35
41-50 94 160.07
51ve 26 159.92
usti
Boyut4 21-30 67 156.47 3 2.59 46 -
31-40 140  173.10
41-50 94 159.73
51ve 26 149.81
usti
Boyut5 21-30 67 179.11 3 13.42 00 13
31-40 140  177.72 1-4
41-50 94 143.25 2-3
Slve 26 126.21 2-4
usti
Boyut6 21-30 67 167.57 3 6.45 09 -
31-40 140  173.48
41-50 94 158.26
S51ve 26 124.54
usti

Yoneticilerin gostermis oldugu cogulcu liderlik 6zelliklerinden yonetim ve 6g-
retmenler arasi etkilesim boyutunda, 6gretmenlerin yasina gore istatistiksel olarak an-
lamli bir farklilagma saptanmustir (p < .05). Yapilan Mann Whitney-U testi sonucunda
s0z konusu farklarin; 21-40 yas araligindaki 6gretmenlerle 41 ve {istii yas araligindaki
Ogretmenler arasinda 21-40 yas araligindaki 0gretmenler lehine oldugu saptanmustir.
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Kidem degiskeni acisindan ¢ogulcu liderlik 6zelliklerinin

degerlendirilmesi

Tablo 6’da yoneticilerin gdstermis oldugu cogulcu liderlik 6zelliklerine iligkin
Ogretmen goriislerinin; 6gretmenlerin kidemine gore farklilagip farklilasmadigini
belirlemek iizere yapilan Kruskal Wallis-H testi sonuglari sunulmustur.

Tablo 6.

Kidem ve Yoneticilerin Gostermis Oldugu Cogulcu Liderlik Ozellikleri

Boyutlar Kidem(yi) n SO sd Ki-kare p Anlamli Fark
Boyutl 1-5 43 152.55 4 8.60 .07 -
6-10 73 179.99
11-15 62 176.60
16-20 76 167.74
21ve tizeri 73 140.16
Boyut2 1-5 43 140.50 4 5.16 27 -
6-10 73 176.34
11-15 62 172.23
16-20 76 167.47
21veiizeri 73 154.90
Boyut3 1-5 43 138.87 4 4.69 32 -
6-10 73 174.34
11-15 62 173.37
16-20 76 164.22
21 vetizeri 73 160.27
Boyut4 1-5 43 145.16 4 5.03 .28 -
6-10 73 181.46
11-15 62 166.98
16-20 76 163.63
21 veiizeri 73 155.49
Boyut5 1-5 43 187.66 4 12.68 .01 2-5
6-10 73 175.16 3-5
11-15 62 178.52 1-5
16-20 76 155.91
21veiizeri 73 134.99
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11;?3;2161;6 Yoneticilerin Gostermis Oldugu Cogulcu Liderlik Ozellikleri (Devamu)
Boyutlar Kidem(yil) n SO sd Ki-kare p Anlamli Fark
Boyut6 1-5 43 167.35 4 8.84 .06 -
6-10 73 173.69
11-15 62 182.95
16-20 76 162.01
21 vetiizeri 73 138.31

Yoneticilerin gostermis oldugu ¢ogulcu liderlik 6zelliklerinden yonetim ve
ogretmenler arasi etkilesim boyutunda, 6gretmenlerin kidemine gore istatistiksel
olarak anlamli bir farklilagsma saptanmustir (p < .05). Yapilan Mann Whitney-U
testi sonucunda soz konusu farklarin; 21 yil ve tizeri kideme sahip olan 6gret-
menlerle 1-5, 6-10, 11-15 yil kideme sahip 6gretmenler arasinda 21 yil ve iizeri
kideme sahip olan 6gretmenler aleyhine oldugu saptanmuistir.

Okuldaki 6gretmen sayisi degiskeni acisindan cogulcu liderlik

ozelliklerinin degerlendirilmesi

Tablo 7’de yoneticilerin gdstermis oldugu cogulcu liderlik 6zelliklerine iligkin
O0gretmen goriislerinin; okuldaki 6gretmen sayisina gore farklilagip farklilasmadigini

belirlemek iizere yapilan Kruskal Wallis-H testi sonuglar1 verilmistir.

Tablo 7.
QkuZiszi Ogretmen Sayist ve Yoneticilerin Gostermis Oldugu Cogulcu Liderlik
Ozellikleri
Boyutlar Okuldaki N SO Sd Ki- P Anlamh Fark
Ogretmen kare
Sayis1
Boyutl 1-30 136 192.82 2 3836 .00 1-2
31-60 141 160.11 1-3
61 ve tizeri 50 96.59 2-3
Boyut2 1-30 136 189.21 2 2994 .00 1-2
31-60 141 160.91 1-3
61 ve tizeri 50 104.13 2-3
Boyut3 1-30 136 187.00 2 24992 .00 1-2
31-60 141 158.96 1-3
61 ve iizeri 50 115.66 2-3
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Tablo 7.
Okuldaki Ogretmen Sayist ve Yoneticilerin Gostermis Oldugu Cogulcu Liderlik
Ozellikleri (Devami)

Boyutlar (")kuldaki N SO Sd Ki- P Anlamh Fark
Ogretmen kare
Sayisi

Boyut4 1-30 136 202.15 2 4041 .00 1-2
31-60 141 141.10 1-3
61 ve tizeri 50 124.81

Boyut5 1-30 136 174.00 2 7.05 .03 1-3
31-60 141 165.43 2-3
61 ve iizeri 50 132.77

Boyut6 1-30 136 182.87 2 12.83 .00 1-2
31-60 141 158.09 1-3

61 ve tizeri 50 129.35

Yoneticilerin gostermis oldugu ¢ogulcu liderlik 6zelliklerinin tiim boyutlarin-
da okuldaki 6gretmen sayisina gore istatistiksel olarak anlamli bir farklilagsma
saptanmistir (p < .05). Yapilan Mann Whitney-U testi sonucunda s6z konusu fark-
larin; farkliliklart kabul etme ve tartisma, yonetim siireclerine katilim ve problem
ve catigmalar1 ¢ozme boyutlarinda 1-30 arasinda 6gretmeni bulunan okullarda ¢ali-
san Ogretmenler lehine ayrica 31-60 arasinda 6gretmeni bulunan okullarda calisan
ogretmenlerle 61 ve iizeri 6gretmeni bulunan okullarda calisan 6gretmenler arasin-
da 31-60 arasinda dgretmeni bulunan okullarda ¢alisan 6gretmenler lehine oldugu
saptanmugtir. Ogretmenler arasi etkilesim ve giicii kullanma boyutlarinda 1-30
arasinda O0gretmeni bulunan okullarda calisan 6gretmenler lehine istatistiksel
olarak anlamli bir farklilagma oldugu saptanmstir. YOonetim ve 6gretmenler arasi
etkilesim boyutunda 61 ve lizeri 6gretmeni bulunan okullarda calisan 6gretmenler
aleyhine istatistiksel olarak anlaml bir farklilagsma oldugu saptanmuistir.

Ogrenim durumu degiskeni acisindan cogulcu liderlik
ozelliklerinin degerlendirilmesi

Tablo 8’de yoneticilerin gostermis oldugu ¢cogulcu liderlik 6zelliklerine iligkin
O0gretmen goriislerinin; 6gretmenlerin 6grenim durumuna gore farklilasip farklilag-
madigin1 belirlemek iizere yapilan Kruskal Wallis-H testi sonuclart verilmistir.
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Tablo 8.
Ogrenim Durumu ve Yoneticilerin Gostermis Oldugu Cogulcu Liderlik Ozellikleri

Boyutlar Ogrenim Durumu N SO sd Ki- D Anlamh
kare Fark
Boyutl Lisans tamamlama 5 195.00 3 211 55 -
Lisans 279 165.86
Lisansiistii 39 150.74
Diger 4 124.62
Boyut2 Lisans tamamlama 5 244.80 3 6.15 .10 -
Lisans 279 164.25
Lisansiistii 39 159.31
Diger 4 91.00
Boyut3 Lisans tamamlama 5 225.10 3 265 45 -
Lisans 279 163.46
Lisansiistii 39 163.51
Diger 4 129.75
Boyut4 Lisans tamamlama 5 257.20 3 6.08 .11 -
Lisans 279 162.72
Lisansiistii 39 165.92
Diger 4 118.12
Boyut5 Lisans tamamlama 5 144.80 3 1.07 .78 -
Lisans 279 164.13
Lisansiistii 39 169.64
Diger 4 124.00
Boyut6 Lisans tamamlama 5 191.60 3 1.10 .78 -
Lisans 279 165.20
Lisansiistii 39 153.85
Diger 4 144.75

Yoneticilerin gostermis oldugu ¢ogulcu liderlik 6zelliklerinin tiim boyutlarinda
ogretmenlerin 6grenim durumuna gore istatistiksel olarak anlamli bir farklilasma
saptanmamustir (p > .05).

672



Cogulcu Liderlik Ozellikleri

Sonuc, Tartisma ve Oneriler

Okul yoneticilerinin liderlikle ilgili goriisleri incelendiginde; paydaslarla ilig-
kiler, kigisel 6zellikler, gérev ve sorumluluklarla ilgili 6zelliklerin liderlikte 6nem-
li oldugu sonucuna ulasilmistir. Paydaglarla iligkiler incelendiginde; yoneticiler iyi
iletisim kurma, insanlarin giivenini saglama gibi sosyal iligkilerin 6nemli oldugunu
ifade etmektedirler. Altun’un (2003), midiirlerin formal ve informal iletisime 6nem
verdikleri bulgusu ayrica Turan, Yildirrm ve Aydogdu’nun (2012) yoneticilerin
gorevlerini iyi bir sekilde yerine getirmek i¢in iletisime agik olmasi gerektigi bulgusu,
arastirma sonuclariyla ortiismektedir. Bununla birlikte, yoneticiler insanlarin gorii-
stinii almak, personeline 6rnek olmak gibi akademik iligkilerin de dnemli oldugunu
diistinmektedir. Altun’un (2003) yoneticilerin karar verme stirecine personeli kattik-
lar1, isine baglilikta model olduklari, personelle sorumlulugu paylastiklar bulgular:
arastirmanin sonuglariyla benzerlik gostermektedir. Kisisel 6zellikler incelendiginde;
yoneticiler yonlendirebilme, adil, empati kurabilme, sabirli ve ¢aliskan olma gibi ki-
sisel ozelliklerin 6nemli oldugunu diisiinmektedirler. Turan ve digerlerinin (2012),
yoneticilerin gorevlerini iyi bir sekilde yerine getirmek ig¢in; liderin adil, sabirls,
yonlendirici, empatik, ¢aligkan gibi kisisel 6zellikler barindirmalar: gerektigi bulgusu,
aragtirma sonuglartyla ortiismektedir. 2508 sayilt Tebligler Dergisi’'nde (MEB, 2000)
yayimlanan yonetmelikte de okul midiiriiniin iyi insan iligkileri kurmak, giivenilir,
adil, sabirl1, diiriist ve anlayisli olmak gibi kisisel ozellikleri yer almaktadir. Gorev
ve sorumluluklar incelendiginde; yoneticiler yonetmelik ya da kurallar1 uygulamak
ve is bolimil yapabilmek gibi okulda yapilan c¢aligmalarla ilgili gorev ve sorumlu-
luklari 6nemli oldugunu diistinmektedir. Calik ve Sehitoglu’nun (2006) miidirlerin
uygulamalarinda genelde mevzuata uygun davrandigi ve takim calismasint
destekledigi bulgusu ayrica Altun’un (2003) yoneticilerin isbirligi i¢inde galigabilme
ortami yarattig1 bulgusu, arastirma sonuglariyla uyusmaktadir. Bununla birlikte, okul
yoneticileri okulun ileriye gitmesi igin ¢aligmak, okulun eksikliklerini tamamlamak,
temizlik ve diizene 6nem vermek gibi okulun donanimiyla ilgili gorev ve sorum-
luluklarin 6nemli oldugunu diistinmektedir. Demirtas’m (2014) miidiirlerin okulun
badanasi, boyasi, sivast vb. iglerle ugrastiklar: bulgusu ayrica Turan ve digerlerinin
(2012) miidiirlerin okulun fiziki imkanlarim gelistirmeleri, malzeme ve donanim sag-
lamalari, saglikli ve temiz bir ortam olusturmalar: gerektigi bulgusu da arastirmanin
sonuglartyla ortiismektedir. Yoneticilerin goriisleri cinsiyetlerine gore incelendiginde;
paydaslarla iliskileri hem kadin hem de erkek ydneticilerin ayni derecede dnemsedigi,
kisisel 6zellikler ve gorev/sorumluluklari ise kadin yoneticilerin daha ¢ok 6nemsedigi
sonucuna ulasilmistir. Ayrica, paydaslarla sosyal iligkiler konusuna kadin, paydaslarla
akademik iligkiler konusuna ise erkek yoneticilerin daha ¢ok vurgu yaptigi goriilmiis-
tiir. Bu bulguya dayali olarak; kadin yoneticilerin sosyal iligkilere, erkek yoneticile-
rin ise akademik iligkilere 6nem verdigi sonucuna ulagilmistir. Bu baglamda, kadin
yoneticilerin liderlik tarzinin daha cok iligkili yonelimli, erkek yoneticilerin liderlik
tarzinin ise daha ¢ok gorev yonelimli oldugu sdylenebilir.

Okul yoneticilerinin, Ogretmenlerin yonetim siireclerine katilimiyla ilgili
gorisleri incelendiginde; yoneticilerin bazilari 6gretmenlerin yonetime katilma ko-
nusunda istekli olmadiklarini bazilar1 da liderlik 6zellikleri olanlarin ve yoneticilik
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ideali olanlarm istekli olduklarini, yonetime katilma konusunda tesvik ettiklerini ve
isteklileri desteklediklerini diigsiinmektedir. Ayrica verilen yanitlar incelendiginde;
ogretmenlerin yonetimle iliskilerinin arkadasga oldugunu ifade eden yonetici-
ler genelde kadinken, soguk ve mevzuatlar ¢ergevesinde oldugunu ifade eden
yoneticiler genelde erkek yoOneticilerdir. Bu da kadin yoOneticilerin 6gretmen-
lerle iliskilerini arkadasca erkek yoneticilerin ise daha cok mevzuatlara gore
stirdirdiginiin gostergesi olarak kabul edilebilir. Bu baglamda; yoneticilerin
Ogretmenlerin yonetim siireclerine katilimini arzuladigi, liderlik 6zellikleri veya
yoneticilik ideali olan 6gretmenlerin yonetime katilma konusunda istekli oldugu
sonucuna ulagilmistir. Bu sonug da, 6gretmenlerin yonetimle ilgili igleri kendi sorum-
luluk alanlarinda gormedigini gostermektedir. Uyar’in (2007), okuldaki toplantilarda
Ogretmenlerin yeterince soz sahibi oldugu, kendilerini ilgilendiren konularda yone-
time katilip fikirlerini belirttikleri ifadelerine biiyiik Olciide katildiklari; yonetime
katilma konusunda istekli olduklar1 ve yoneticilerin yonetime katilma konusunda
ogretmenleri gudiiledikleri ifadelerine de diisiik diizeyde katildiklari bulgusu
arastirmanin sonuclariyla benzerlik gostermektedir. Ayrica; 6gretmenlerin siiflar-
daki 6gretim faaliyetleri digsinda 6grencinin gelisimi, yonetim ve ogretmenin geligi-
miyle ilgili gorevleri oldugu sonucuna ulagiimigtir. Ogretmenlerin en fazla 6grencinin
geligimiyle ilgili gérevlerinin bulundugunu belirten yoneticiler, yonetimle ilgili gorev
olarak komisyonlar, torenler, belirli giinler ve haftalar, nobetler ve kurullar yoluyla
yonetime yardimci olduklarimi belirtmiglerdir. Bu sonu¢ da, 6gretmenlerin yonetime
katilimimin mevzuatlar ¢ercevesinde ve sinirli bir alanda oldugunu gostermektedir.
Aksay ve Ural (2008),bu arastirmaya benzer olarak, 6gretmenlerin 6gretimsel karar-
lara katilma diizeylerinin, yonetimsel kararlara katilma diizeylerinden daha yiiksek
oldugu sonucuna ulagmigtir. 1739 sayili Milli Egitim Temel Kanununun 43. Madde-
sinde de ogretmenlik meslegi; devletin egitim, 6gretim ve bununla ilgili yonetim go-
revlerini {izerine alan 6zel bir ihtisas meslegi olarak tanimlanmaktadir. Yo6neticilerin
goriisleri cinsiyetlerine gore incelendiginde; 6gretmenlerin siniflardaki 6gretim
faaliyetleri disindaki gorevlerinden, 6grencinin gelisimiyle ilgili gorevleri kadin,
yonetim ve 0gretmenin gelisimiyle ilgili gorevleri ise erkek yoneticilerin daha ¢ok
onemsedigi sonucuna ulagilmigtir. Bu baglamda kadn yoneticilerin 6gretmenleri daha
¢ok ogrencinin gelisimiyle ilgili sorumlu gordiigii erkek yoneticilerin ise yonetim ve
Ogretmenin gelisimiyle ilgili sorumlu gordiigii soylenebilir.

Okul yoneticilerinin farkliliklar: kabul etme ve tartigmayla ilgili goriisleri ince-
lendiginde; farl goriisler s6z konusu oldugunda yasanan siire¢ ve bu siire¢ sonunda
ulagilan sonucun 6nemli oldugu sonucuna ulagilmistir. Farkli goriisler s6z konusu ol-
dugunda yasanan siire¢ incelendiginde; yoneticiler herkesin goriisiinii almanin ve her
goriise saygl duymanin 6nemli oldugunu, farkli goriisler olmasini istediklerini ve
aklin akildan istiin oldugunu diisinmektedir. Polat’m (2012) miidiirlerin biiyiik
cogunlugunun farkliliklara saygi degerinin okulda paylagilmasi gerektigini diigiinmesi
bulgusu aragtirmanin sonuglariyla paralellik gostermektedir. Ayrica Memduhoglu’nun
(2007) yaptig1 calismada, bu arastirmaya benzer olarak, lise yonetici ve 6gretmenleri,
yoneticilerin okullart yonetirken ¢alisanlarin farkliliklarimi dikkate aldiklarini, cali-
sanlarin farkli beklentilerini g6z 6niinde bulundurduklarini, farkl: bilgi ve becerileri-
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ni sergileme firsatt sunduklarini, bu farkliliklart 6rgiitiin ve calisanlarin amaclart ve
yararlar1 dogrultusunda degerlendirdiklerini belirtmislerdir. Kezar’in (1998) yaptigi
calismada da, kampiis liderliginin ¢oklu tanimlamalarimin dikkate alinmasinin, daha
¢ok orgiit iiyesinin katilimini saglayabildigi sonucu arastirmanin sonuglariyla para-
lellik gostermektedir. Yoneticilerin goriisleri cinsiyetlerine gore incelendiginde;
farkli goriisler s6z konusu oldugunda yasanan siireci hem kadin hem de erkek
yoneticilerin ayn1 derecede 6nemsedigi, yasanan siire¢ sonunda ulasilan sonucu
ise erkek yoneticilerin daha ¢cok 6nemsedigi sonucuna ulasilmistir. Bu baglamda,
erkek yoneticilerin farkli goriisler so6z konusu oldugunda daha ¢ok sonu¢ odakli bir
yaklasim sergiledigi soylenebilir.

Okul yoneticilerinin, problem ve catigmalarin ¢oziimiiyle ilgili goriisleri incelen-
diginde; yoneticiler muhataplarla konustuklarini, ortak nokta bulmaya calistiklarini,
neden kaynaklandigini arastirdiklarini diisiinmektedir. Bu baglamda; yoneticilerin
problem ve catigsmalar1 ¢cozmek i¢cin muhataplarla konusarak ¢6ziim yolu bulmaya
calistiklart sonucuna ulagilmigtir. Bu sonu¢ da, okul yoneticilerinin problem ve ca-
tismalart ¢cozmek igin sorunun kaynagini arastirip ¢6zmeye calistigini gostermekte-
dir. Giil ve Tirkmen (2018), bu arastirmaya benzer olarak, yoneticilerin daha ¢ok
timlestirme stratejisini kullandigi bunu uzlagsmanin izledigi sonucuna ulagmistir.
Tiimlestirmede amag; ¢atismanin esas sebeplerini bularak onlari tamamen ortadan
kaldirmaktir (Ertiirk, 1994).

Okul yoneticilerinin gostermis oldugu g¢ogulcu liderlik 6zelliklerine iligskin
ogretmen gorisleri cinsiyetlerine gore incelendiginde, erkek 6gretmenlerin ¢cogulcu
liderlik 6zelliklerinden farkliliklar1 kabul etme ve tartisma ile yonetim siirecleri-
ne katilim agisindan yoneticilerini daha etkili bulduklar1 sonucuna ulagilmistir.
Balyer ve Giindiiz (2010), bu arastirmayla benzer olarak, erkek yonetici ve 0g-
retmenlerin kurumlarindaki farkliliklarin yonetimini algilama diizeylerini, kadin
meslektaglarindan anlaml derecede yiliksek bulmustur. Ancak Cetin ve Bostanci
(2011) kadin ve erkek 0gretmenlerin, yoneticilerini 6gretmenler arasindaki fark-
liliklar1 yonetmeleri konusunda benzer diisiindiikleri sonucuna ulagmistir. Yone-
tim siireglerine katilimla ilgili, liderlik 6zellikleri olan ve ileride yonetici olmay:
diistinen 6gretmenlerin yonetime katilma konusunda istekli oldugu sonucu ile
erkek 0gretmenlerin yonetim siireglerine katilim acisindan yoneticilerini daha
etkili bulduklar1 sonucu sentezlendiginde; erkek dgretmenlerin yonetime katil-
ma konusunda daha istekli oldugu soylenebilir.

Okul yoneticilerinin gostermis oldugu c¢ogulcu liderlik 6zelliklerine iligkin
ogretmen gorisleri gorev yaptiklar: yere gore incelendiginde; kdyde calisan ogret-
menlerin, 6gretmenler arasi etkilesim ile yonetim ve 6gretmenler arasi etkilesim
acisindan yOneticilerini daha etkili bulduklari sonucuna ulagilmistir. Ayrica koy-
de calisan 6gretmenlerin yoneticilerinin giicti daha az kullandigini disiindiikleri
sonucuna ulagilmistir. Bu baglamda, kdyde calisan 6gretmenlerin yonetimle ve
kendi aralarinda daha az sorun yasadigi; yoneticilerinin de bu nedenle daha az
giic kullandigi sdylenebilir. Ertiirk ve Kegecioglu (2012), bu arastirmayla benzer
olarak, kOy okullarinda bulunan 6gretmenlerin islerinden daha memnun olduk-
lar1 ve 6gretmen iligkilerinin daha sicak oldugu sonucuna ulagmislardir.
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Okul yoneticilerinin gostermis oldugu c¢ogulcu liderlik 6zelliklerine iligkin
Ogretmen goriisleri branslarina goére incelendiginde; okul 6ncesi 6gretmenlerinin;
Tiirkce-sosyal, matematik-fen, meslek bilgisi ve diger branslardaki 6gretmenlere
kiyasla yoneticilerini farkliliklar1 kabul etme ve tartisma ile yonetim siireclerine
katilim acgisindan daha etkili gordiigii sonucuna ulasilmistir. Ayrica siif ogret-
menlerinin; matematik-fen ve meslek bilgisi branslarindaki 6gretmenlere kiyasla
yoneticilerini farkliliklar1 kabul etme ve tartisma acisindan daha etkili gordugu
sonucuna ulagilmistir. Bununla birlikte, sinif 6gretmenlerinin matematik-fen 6g-
retmenlerine kiyasla yOneticilerini yonetim siireglerine katilim acisindan daha
etkili gordiigii sonucuna ulasilmistir. Okul 6ncesi 6gretmenlerinin; diger biitiin
branslardaki 6gretmenlere kiyasla yoneticilerini problem ve catigmalar1 ¢cozme
ile 0gretmenler arasi etkilesim agisindan daha etkili gordigi ayrica sinif 6g-
retmenlerinin de; okul 6ncesi 6gretmenligi disindaki diger biitiin branslardaki
ogretmenlere kiyasla yoneticilerini 6gretmenler arasi etkilesim acisindan daha
etkili gérdiigli sonucuna ulasilmistir. Bu nedenle, okul 6ncesi ve sinif 6gretmen-
lerinin 6gretmenler arasi etkilesimi daha uyumlu buldugu soylenebilir. Tiim bu
sonuclara dayali olarak okul 6ncesi 6gretmenlerinin farkliliklar1 kabul etme ve
tartisma, yonetim siireclerine katilim, problem ve catismalar1 ¢dzme ve Ogret-
menler arasi etkilesim agisindan, yoneticilerini daha etkili gordiigii soylenebilir.

Okul yoneticilerinin gostermis oldugu c¢ogulcu liderlik &zelliklerine iligkin
ogretmen gorisleri yaglarina gore incelendiginde; 21-40 yas araligindaki 6gretmen-
lerin; 41 ve iizeri yas araligindaki 6gretmenlere kiyasla yoneticilerini yonetim ve
Ogretmenler arasi etkilesim agisindan daha etkili gordiigii sonucuna ulagilmistir.
Bu sonug da gencg 6gretmenlerin, 6gretmenler ve yonetim arasinda daha az sorun
yasadigini ve aralarinda daha uyumlu bir iligki oldugunu disiindigiini goster-
mektedir. Bu durum deneyim azligindan kaynaklaniyor olabilir. Cetin, Yesilbag
ve Akdag (2003), bu arastirmaya paralel olarak, “digerlerini diistinme ve yardim”
boyutuyla ilgili 35 yas alt1 geng 6gretmenlerin daha olumlu diisiindiikleri sonu-
cuna ulagmiglardir.

Okul yoneticilerinin gostermis oldugu g¢ogulcu liderlik 6zelliklerine iligkin
ogretmen goriisleri kidemlerine gore incelendiginde; 21 yil ve iizeri kideme sahip
ogretmenlerin; 1-15 yil kideme sahip olan 6gretmenlere kiyasla yoneticilerini yo-
netim ve ogretmenler arasi etkilesim acisindan daha yetersiz gordiigli sonucuna
ulagilmistir. Bu sonug da kidemli olmayan 6gretmenlerin yonetim ve 6gretmenler
arasi etkilesimi daha uyumlu buldugunu gostermektedir. Bu sonu¢ da, kidemli
olmayan dgretmenlerin, 6gretmenler ve yonetim arasinda daha az sorun yasadi-
g1 ve aralarinda daha uyumlu bir iligki oldugunu diisiindiigiinti gostermektedir.
Bunun nedeni de, yas degiskeninde oldugu gibi, kidemlerinin ve dolayisiyla de-
neyimlerinin az olmasindan kaynaklaniyor olabilir.

Okul yoneticilerinin gostermis oldugu c¢ogulcu liderlik 6zelliklerine iligkin
Ogretmen goriisleri okuldaki 6gretmen sayisina gore incelendiginde; 1-30 arasinda
O0gretmeni bulunan okullarda calisan 6gretmenlerin; 31 ve tlizeri 6gretmeni bulu-
nan okullarda ¢alisan 6gretmenlere kiyasla yoneticilerini farkliliklar: kabul etme
ve tartisma, yonetim siireclerine katilim, problem ve ¢atismalari ¢cozme, Ogret-
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menler arasi etkilesim ve giicii kullanma boyutlari agisindan daha etkili goérdiigi
sonucuna ulagilmistir. Ayrica 31-60 arasinda 6gretmeni bulunan okullarda cali-
san 0gretmenlerin, 61 ve lizeri 6gretmeni bulunan okullarda calisgan 6gretmenle-
re kiyasla yoneticilerini farkliliklar1 kabul etme ve tartisma, yonetim siireglerine
katilim, problem ve catigmalar1 ¢cozme acisindan daha etkili gordiigii sonucuna
ulagilmistir. Okullarda ¢alisan 6gretmen sayist arttikca okul yoneticilerinin fark-
liliklar1 kabul etme ve tartigma, yonetim siireclerine katilim, problem ve catis-
malar1 ¢cozme konusundaki etkililiginin azaldigi, 6gretmenler arasindaki iligkinin
olumsuz yonde etkilendigi ve yoneticilerin giici daha ¢ok kullandiklar1 goriil-
mektedir. Bu sonu¢ da daha az 6gretmeni olan kiiciik dlcekli okullarda farkl
goriig ve fikirlerin daha rahat bir sekilde ortaya konulup tartisildiginin, 6gret-
menlerin yonetime katilma konusunda daha istekli ve aktif oldugunun, problem
ve catigmalarin daha kolay ¢oziildiigiintin, 6gretmenler arasindaki iligkinin daha
uyumlu ve samimi oldugunun ayrica yoneticilerin de daha az gii¢ kullandiginin
bir gostergesi olarak kabul edilebilir. 61 ve tizeri 6gretmeni bulunan okullarda
¢alisan 6gretmenlerin; 1-60 arasinda 6gretmeni bulunan okullarda ¢alisan 6gret-
menlere kiyasla yoneticilerini yonetim ve 0gretmenler arasi etkilesim agisindan
daha yetersiz gérdigii sonucuna ulagilmigtir. Okullarda ¢alisan 6gretmen sayisi
arttikca yonetim ve O0gretmenler arasindaki iligkinin olumsuz yonde etkilendi-
&i goriilmektedir. Bu sonug da daha az 6gretmeni olan kiiciik 6lgekli okullarda
yOnetim ve ogretmenler arasindaki iliskinin daha uyumlu ve samimi oldugunun
bir gostergesidir. Tiim bu sonuclara dayanarak, az sayida 6gretmeni olan kiigiik
Olgekli okullarda; 6gretmenlerin kendi aralarinda ayrica 6gretmenlerle yoneti-
ciler arasinda daha sicak, samimi, uyumlu bir iligkinin oldugu buna bagl olarak
problem ve c¢atismalarin ¢oziimiiniin kolay oldugu, yoneticilerin giicii daha az
kullandigy, farkli goriislerin daha rahat bir gekilde tartisildigi ve 6gretmenlerin
yonetime katilma konusunda istekli oldugu séylenebilir.

Okul yonetiminde basart igin Orgiit kiiltiiriine farkliliklar kabul etme ve tar-
tisma, ¢alisanlar1 yonetim stireclerine katma, Orgiitsel problemleri ve ¢atismalari
¢Ozme gibi olgular hakim olmalidir. Eger kiiltiir bu 6zelliklere sahip degilse ¢o-
gulcu liderlik kiltiriinden s6z etmek mimkiin degildir. Bu nedenle, degisime
kars1 direncten ziyade farkliliklart zenginlik olarak kabul edip, bunlardan en iist
diizeyde faydalanilmalidir. Ayrica sistem icinde yer alan okul yoneticilerine fark-
Iiliklar1 kabul etme ve tartisma, calisanlar1 yonetim siireglerine katma, orgiitsel
problemleri ve catigmalar1 ¢dzme gibi konularda hizmet Oncesi, hizmet ici ve
hizmet sonrasi egitimler verilerek siirekli gelisim imkanlar1 sunulmalidir. Okul
yoneticileri yonetim siireclerine 0gretmenlerin katilimini daha yiiksek olciide
saglamak icin caba sarf edebilir. Bu amacla da isbirligi, takim calismasi, kararlara
katilimi saglama gibi uygulamalara daha fazla 6nem verilmelidir. Ancak bu uygu-
lamalar esnasinda bireylerin degerleri, cinsiyetleri, inanglari gibi farkli 6zellikleri
yerine eylemlerine bakmak basariy1 saglamada yardimci olabilecektir.
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