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ABSTRACT

THE MEDIATING ROLE OF KNOWLEDGE SHARING ON THE
RELATIONSHIP BETWEEN DISTRIBUTED LEADERSHIP AND READINESS
FOR CHANGE AMONG PUBLIC SCHOOL TEACHERS

Demir Erdogan, Ceren

M.S., Department of Educational Sciences
Supervisor: Assoc. Prof. Dr. Yasar Kondakg1
September 2016, 101 pages

The purpose of the study was to investigate the mediating role of knowledge sharing
on the relationship between distributed leadership and readiness for change among
public school teachers. The study was designed as a correlational study with one
mediator. The sample of the study was composed of 556 teachers working at
primary, secondary, and high level public schools in Edirne. For data collection,
Distributed Leadership Scale, Readiness for Change Scale, Knowledge Sharing
Scale, and Demographic Information Form were used. Descriptive and inferential
statistical analyses were utilized by SPSS IBM 23 program. Confirmatory Factor
Analysis (CFA) was performed to maintain measurement model fit by Analysis of
Moment Structures (AMOS) 18 software. Mediation Analysis with Structural
Equation Modeling (SEM) was conducted to test the hypothesized model. The results
of the study revealed that knowledge sharing partially mediates the relationship

between distributed leadership and readiness for change.

Keywords: knowledge sharing, leadership, distributed leadership, organizational
change, readiness for change.



0z

DEVLET OKULLARINDA CALISAN OGRETMENLERIN PAYLASILAN
LIDERLIK VE DEGISIME HAZIR OLMA DURUMLARI ARASINDAKI
ILISKIDE BILGI PAYLASIMININ ARACILIK ROLU

Demir Erdogan, Ceren

Yiiksek Lisans, Egitim Bilimleri Bolimii
Tez Danismani: Dog. Dr. Yasar Kondake¢i
Eyliil 2016, 101 sayfa

Bu calismanin amaci, devlet okullarinda ¢alisan 6gretmenlerin paylasilan liderlik ve
degisime hazir olma durumlar arasindaki iliskide bilgi paylasiminin aracilik roliinii
incelemektir. Calisma, aract bir degisken ile birlikte iliskisel bir model olarak
desenlenmistir. Caligmanin 6rneklemi, Edirne’de Milli Egitim Bakanligi’na bagl
ilkokul, ortaokul ve liselerde ¢alisan 556 Ogretmenden olusmustur. Veri toplama
arac1 olarak Paylasilan Liderlik Olgegi, Degisime Hazir Olma Olgegi, Bilgi
Paylagimi Olgegi ve Katilimer Bilgi Formu kullanilmistir. Calisma kapsaminda elde
edilen verilerin betimsel ve yordamsal istatistik analizleri SPSS IBM 23 programi
kullanilarak yapilmistir. Yapr gecerliligini test etmek icin AMOS 18 programi
araciligiyla Dogrulayici Faktor Analizi (DFA) yapilmistir. Calismanin modelini test
etmek icin Yapisal Esitlik Modellemesi (YEM) ile yapilan Aracilik Iliskisi Analizi
uygulanmistir. Calismanin sonuclari, degisime hazir olma ve paylasilan liderlik
arasindaki iligskide bilgi paylagiminin kismi bir aracilik roliiniin bulundugunu ortaya

koymustur.

Anahtar Kelimeler: bilgi paylasimi, liderlik, paylasilan liderlik, 6rgiitsel degisim,

degisime hazir olma.
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CHAPTER |

INTRODUCTION

“Yesterday I was clever, so I wanted to change the world.

Today I am wise, so I am changing myself.”

Mevlana Celaleddin Rumi

“It is not the strongest of the species that survives,
nor the most intelligent that survives.

It is the one that is the most adaptable to change.”

Charles Darwin

1.1 Background of the Study

The world is in steady alteration since its existence and change continuum in the
world force organizations to adapt changes of various types including modifications,
alterations, iterations or transformations. Humankind has experienced countless
changes from ancient times until now. However, frequent and fast pace of change
have occurred in every field, especially in knowledge and technology since 21%
century. Today’s organizations have disparate circumstances due to intensive change
efforts when they are compared with conditions of past times. Thus, old techniques
and strategies must not be implemented; contrarily, organizations should keep up
with change for actualizing enhancement plans (Krantz, 1990). Organizations try to

adapt to daily life necessities, unstable requirements, and altering situations in order
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to survive in the continuously changing world because of inevitability of change
(Geng, 2004). Hence, structure of the organization should be altered with the

changing organizational goals, demands, and qualities of environment (Basaran,

2000).

Various forces including technological advancements, discovered new information,
evolving phenomena about daily routines, and globalization coerce to organizations
for change (Liischer & Lewis, 2008). It can be argued that attitudes about change
will shape status of the futures and changes on individual and society will impose
new changes on the organizations. According to Luthand (1995), organizations are
exposed an incredible power that makes change necessary because of knowledge
explosion and globalization. Sabuncuoglu and Tiiz (1996) stated that organizational
change is an adaptation to the environment where organizations try to survive and so
comprehending and performing change successfully become critical for survival of
the organization. If organizations do not ensure compliance to change interventions,
they are subject to lose the race. Hence, adaptation of swift altering conditions has
become a crucial for organizations in order to not stay outside the rivalry (Neves,
2011).

Educational organizations face the some forces of change originating from their
internal and external environments (Levin, 1993) and they are expected to build
strong ties with society and communicate effectively in order to adopt changes
(Kaya, 1986). Nowadays, demand for quality education have been intensified with
the transition to knowledge society, consequently educational organizations
discovered new administrative and organizational approaches affecting their
functioning (Ozdemir, 2000). Increasing technological innovations, changing student
demography, and cultural, economic, and societal changes force to educational
institutions for adopting change. Therefore, education is influenced by changes
which occur in the environment and it re-creates itself for the development of the
society (Tabancali, 2003).

Internal and external forces of change push Turkish Education System (TES) to
adopt large and small change on a frequent interval. Ministry of National Education

(MONE) in Turkey has performed various change implementations to remedy



educational disruptions. When legislations of MONE are investigated, it can be seen
that there have been conducted many change applications in Turkey since 2000:

= Examination systems in secondary and high school level have been
repeatedly changed with different content and names such as LGS, OSS,
OKS, SBS, YGS, TEOG and LYS.

= Constructivist curriculum and student-centered learning has been integrated
in TES since 2005.

= Knowledge sharing in education has commenced via computerized
environment and it is called e-school.

= Technological and physical substructures of schools have been enhanced to
provide the requisitions of European membership.

* Movement to Increase Opportunities and Technology (FATIH Project) inured
in 2010.

= Gradual education change 4+4+4 has been started to implement in 2012-2013

academic year.

The improvement endeavors in Turkish Educational System has obtained since
Tanzimat (Imperial Edict of Reorganization), but failures occurred or success about
new applications in education could not acquire exactly despite all attempts. There
can be many reasons of ineffective and unsuccessful change attempts. According to
Clegg and Walsh (2004), organizational change initiatives take cognizance of
financial and technical affairs whereas individual presence of organization members
is disregarded. Actually, technological innovations, new instructional materials, and
curriculum have been perceived primary subjects for educational change in TES.
Unfortunately, teachers’ opinions are neglected by change implementers although
individual demeanors and personal attitudes of teachers are significant for the
success of change duration (Kondak¢1, Zayim, & Caliskan, 2013). Indeed, teachers
have some difficulties in accommodating themselves to change implementations in
schools due to the environmental pressure, communication difficulties, top-down
change impositions (Kresowaty, 1997). Actualizing effective organizational change
need to perceive attitudes and behaviors of organization members toward change
implementations (Oreg, Vakola, & Armenakis, 2011). In this instance, presence of

employee readiness for change supports positive attitudes toward change
3



interventions (Self & Schraeder, 2009). Thus, it can be recognized that readiness for
change is related with the victorious results of the change trials.

Leadership and Change

According to the conducting studies about educational enhancement in the world last
20 years, it is obviously seen that leader of school is an important factor to improve
conditions of school environment (Spillane, 2004). School principals start to change
initiations, conduct change implementations and manage whole change continuum
for school enhancement according to alterations in educational system (James &
Connolly, 2000). According to Ozdemir (2012), there is a positive relationship
between effective leadership behaviors in schools and success rate of reaching goals
of educational organization. Conducting successful change management influences
the outcomes of change and attitudes of organization members toward change
process positively (Rafferty, Jimmieson, & Armenakis, 2013). For this reason,
effective leadership implementations have a critical value for successful change in
education. Cameron (2005) also stated that schools which are the head of education
world are complex organizations by virtue of taking collective decisions with the
participation of teachers, students, parents, and administration. Thus, attendance of
all employees in decision making process is desirable behavior because it increases
the loyalty of organization members to the decisions taken (Hicks & Gullett, 1976).
In addition, change attempts can actualize easily, if all stakeholders of the

organization participate in the change course (Hussey, 1998).

It is essential that educational organizations leave aside customary and ordinary
administrative structure, in fact contemporary educational approaches should be
embraced (Cankaya & Karakus, 2010). As it is considered the studies and
expressions of scholars about change and enhancement duration in schools, it can be
recognized that distributed leadership regarded as lodestar due to its nature. The
concept of distributed leadership mentions that leadership behaviors are supported
and shown by all group members instead of only one leader in the organization
(Bolden, Petrov, & Gosling, 2009). Many authors and institutions begin to care
distributed leadership and they start to conduct studies about it. For instance, NCSL
(National Collage for School Leadership) pay attention to distributed leadership on
the leadership applications in schools and CCSSO (Council of Chief State School
4



Officers) has approved the working style of educational institutions as distributed
leadership style (Jacobs, 2010).

Spillane (2012) emphasize that distributed leadership assists to prosper change
course in organizations. In addition, distributed leadership needs communication
network by composing all members’ knowledge and experiences (Harris, 2004).
Knowledge sharing among organization members foster change interventions in the
organization and it is also necessity for effective change continuum (Barnes,
Camburn, Sanders, & Sebastian, 2010). Moreover, the employee readiness level for
change is related with frequency of active participation in decision making in their
organizations (Cohen & Caspary, 2011). Likewise, creating circumstances that
provides teacher participation in decision making about change process leads to
increase teachers’ readiness for change in educational settings (Kondakg1, Zayim, &
Caliskan, 2010). In the light of all these indications, it can be said that knowledge
sharing has a crucial status on the distributed leadership because of its structure
based on incessant contact between group members and its nature that allows the
sharing of information. Additionally, distributed leadership is seen as the solution for
achieving efficacious change duration in schools.

Thus, distributed leadership and knowledge sharing can be considered as
determinants that improve effectiveness and process of educational change
interventions positively in schools. Accordingly, the actual literature about
distributed leadership and organizational change inspired such a study by supposing
there is a mediating role of knowledge sharing on the relationship between

distributed leadership and readiness for change.
1.2 Purpose of the Study

Even though organizational change is inquired by many scholars in business and
educational settings, readiness for change has not been widely investigated in
Turkey. It is indispensable to comprehend teacher’s attitudes towards change
interventions because teachers have a major influence for achieving change
implications at school setting (Ozmen & Sonmez, 2007). Moreover, change attempts
which occur in the education require to changing of teachers who need to apply new

educational approaches and implementations to enhance student success (Parise &
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Spillane, 2010). Especially, distributed leadership that helps to enhance knowledge
sharing in school environment (Jippinen & Maunonen-Eskelinen, 2012) has a
significant role on the change process when it is considered that organizational
change is ineluctable (Duignan & Bezzina, 2006). Therefore, distributed leadership
and knowledge sharing in schools are the agents which are assumed to influence
change attempts in TES.

Considering these discussion on distributed leadership and knowledge sharing, the
purpose of the study was to explore the mediating role of knowledge sharing on the
relationship between distributed leadership and readiness for change among public

school teachers. The study answered the following research question.

Accounting on the mediating role of knowledge sharing, what is the relationship
between distributed leadership and readiness for change among public school

teachers?

Consequently, the study tested the following research hypothesis.

Knowledge sharing mediates the relationship between distributed leadership and
readiness for change among public school teachers.

1.3 Significance of the Study

Frequent change interventions in Turkish Education System are the most prominent
characteristics of education system in Turkey. Regardless the political agenda behind
these frequent and large scale changes, investigations about changes in education
come into prominence with this interrupted alteration period in Turkey. In this study,
it is considered about teachers’ readiness for change because of frequently
eventuating change ventures of TES. Teachers play a significant role in educational
change process in Turkish schools and their positive attitudes toward change
influence results of change interventions. Correspondingly, teachers should be
encouraged to be a component of change process in education for providing teacher
readiness for change. However, previous studies show that there is not enough
attention and concern about the teacher’s role in educational change process in
Turkey (Caligkan, 2011; Kondakg1, Zayim, & Caliskan, 2013; Zayim & Kondakgi,
2014). Actually, it is ignored whether teachers are ready for change or not. It is

6



expected that this study compensate the lack of human aspect in educational change
attempts because failures of change interventions are derived from resistance of the

people who are not ready for change.

Collaboration of school principal, teachers, and other stakeholders has gain
importance during the change implementations in school. Indeed, school principal
should facilitate to create suitable atmosphere for change attempts by actualizing
participatory decision making with teachers. Actually, distributed leadership
approach fosters collaborative work environment and participatory decision making
in schools. This study also deliberates about distributed leadership that can help to
create suitable atmosphere for knowledge sharing in school in order to obtain
teacher’s readiness for change. Related literature demonstrates that distributed
leadership has a great impact on actualizing change endeavors by effectuating human
side of the individuals (Duignan & Bezzina, 2006; Spillane, 2012) but, it was not
enough importance to teacher aspect during the change activities in TES. In addition,
distributed leadership has gained importance in the world for the educational
institutions yet, there is not sufficient research about it in Turkey. Hence, this study is
anticipated to conduce in distributed leadership literature by presenting consequences
of the study.

The literature betrayed that distributed leadership and readiness for change studies in
educational settings are restricted. Accordingly, the findings of the present study are
expected to fill the gap about change initiatives in TES by investigating the
relationship between distributed leadership and readiness for change with the
mediating role of knowledge sharing. In this way, education policy-makers and
MONE can recognize the valuable information that contributes the changes in TES
to realize successful change interventions in education and to prevent waste of

money and time.

In addition, this study includes one mediator knowledge sharing that is one of the
process factors of readiness for change. In fact, present study investigates
meditational effect of process factor knowledge sharing on the relationship between
readiness for change and distributed leadership. Actually, this study is the first
mediation study that conduct distributed leadership, readiness for change, and

knowledge sharing variables in organizational change and leadership literature in
7



educational setting. Thus, the findings of the study will also contribute the related

literature in terms of research.
1.4 Definitions of Terms

The definitions of important terms of this study are explicated as follows.

Change means that “the movement from one state to another” (Hargreaves, 2004, p.
287).

Organizational change is an “any significant alteration of the behavior of patterns of
a large number of the individuals who constitute the organization” (Dalton, 1970, p.
231).

Readiness for change refers to “reflected in organizational members’ beliefs,
attitudes, and intentions regarding the extent to which changes are needed and the

organization’s capacity to successfully make those changes” (Armenakis et al., 1993,

p. 681).

Leadership is an “attempt at influencing the activities of followers through the
communication process and toward the attainment of some goal or goals” (Donelly,

Ivancevich, & Gibson, 1985, p. 362).

Distributed leadership means “generating ideas together; seeking to reflect upon and
make sense of work in the light of shared beliefs and new information; and creating

actions that grow out of these new understandings” (Harris, 2003, p. 314).

Knowledge is defined as “a fluid mix of framed experience, values, contextual
information, and expert insight that provides a framework for evaluating and
incorporating new experiences and information” (Davenport & Prusak, 1998, p. 5).

Knowledge sharing is explained as “process where individuals mutually exchange

their implicit and explicit knowledge to create new knowledge” (Hoof, Ridder, &

Aukema, 2004, p. 119).



CHAPTER II

REVIEW OF LITERATURE

This chapter comprises the definitions, proper literature and past investigations about
present study. This review of literature chapter contains five main parts. The first part
discusses organizational change. The second part includes readiness for change. The
third part explains leadership. The fourth part deals with distributed leadership. The

last part mentions knowledge sharing.
2.1 Organizational Change

The concept of change is defined as the totality of changes occurring within a period
of time (TDK, 2010). Knowledge and understanding for reaching conclusion, using
resources efficiently and its methods & techniques incessantly alter and this change
is a result of the necessities of daily life (Rondeau, Gibson, Ivancevich, & Donnelly,
1992).

An organization is an instrument that directors, managers, and workers utilize to
systemize their exertions to acquire their aims and any desires about their goals
(Jones, 2010). Organizations take some inputs from environment and they transform
them to products or services. Then, they again put into services them for the public
weal. Changes of public expectations affect the structure of the organizations as a
matter of course. One of the most important characteristics of efficient organizations
is the ability of fitting to changing conditions in the current environment. In other
words, the organizations that assimilate to their environment can maintain their entity
(Turan et al., 2014). Organizations have to make innovation and change continuously
to survive, to become more efficient, to reach their goals and to have competitive
capacity (Calik, 2003). Lately, outer world alter much more quickly than
9



organizations perform. Thus, business organizations try to catch up with changes of
external world in order to survive (Burke, 2013). Hence, understanding the handling

process of change is a necessity to rises life standards in every parts of life.

Organizational change contrives to enhance the efficacy of the organizations and it
acts as a planned movement. In addition, strategic global perspective, knowledge of
networks, risk management, negotiation development, creativity, innovation, and
empowerment are some impacts of organizational change (Cawsey, Deszca & Ingols,
2015). According to Erdogan (2002), organizational change includes reform of the
structure to regenerate new suggestions for encountering requirements when the
current situations in the organization are unsuccessful to confront the challenges and
expectations of outside environment. Therefore, organizational change is assumed as

a decision-making and performance process.

According to Nadler and Tushman (1989), there are four types of organizational
change: (i) tuning is explained residual change made in expectation of prospect
events in order to enhance the efficiency of the organization, (ii) redirecting or
reorienting includes strategic main alterations in organizations because of planned
programs, (iii) adapting is defined as increasing alterations as a reaction to
environmental changes, (vi) overhauling or re-creating contains striking

modifications as a response to main external affairs.

There are so many forces in the environment which affect organizations. According
to Jones (2010) there are some forces of change such as global, economic, and
political forces that constantly influence organizations and compel them to change
because political and economic collaboration between countries from different areas
of the world cause a progressively significant force for change (Hill, 1994). In
addition, competitive forces are the essential for survival of organizations because
they cause the comparison of the quality, capability, and efficacy of the contenders.
Furthermore, ethical forces arose from changing economic, political, demographic,
and social forces and they are crucial for liable and reliable employees’ attitudes and
behaviors (Shaw & Barry, 1995). Moreover, social and demographic forces
perpetually change in work places and this situation leads to make some alterations
about the motivation of employees and general atmosphere of working environment
to get more efficient services and products (Jones, 2010).
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Administrators constantly confront about how to reply to pressure of change and
there are two types of change that directors may select to aid their organizations
perform intended conditions (Miller, 1982). Firstly, evolutionary change is
progressive, gradual, step-by-step, and barely focused (Lindblom, 1959).
Evolutionary change includes not an extreme or rapid modifying of the main nature
of organization’s policy and design but a continuous effort to enhance, alter and
adopt strategy and formation increasingly to support to changes occurring in the
environment (Nystrom & Starbuck, 1984). Secondly, revolutionary change is
immediate, drastic, and largely focused. Revolutionary change includes a brave effort
to rapidly discover new ways to be efficient. It is seen that radical shift occurs in the
organizations by doing new things, setting new goals, and constructing new structure
(Jones, 2010). Generally, main arguments of the scholars is that evolutionary change
arise progressively and continues stepwise whereas revolutionary change occurs

suddenly and creates radical effects for all parts of the organizations.

According to Jones (2010), organizational change covers redesign of organizations’
structures and cultures to move from their current state to expected state in order to
acquire future goals to raise the effectiveness of organization. The aim of
organizational change is to discover and apply distinguish and advanced methods for
utilizing capabilities and sources to expand an organization’s performance (Porras &
Silvers, 1991). Organizations should take up seriously environmental changes in
order to be long-lasting because surroundings of the organizations are continuously
altering day by day (Argyris, Putman, & Smith, 1985).

2.2 Readiness for Change

Readiness for change is conceived as a requirement for actualizing successful
organizational change because it is a positive employee attitude which supplies
voluntary participation on change initiatives, and it also help to create an essential
circumstances to handle negative manners such as resistance to change. There are a
lot of studies about creation of readiness for change especially in business sector
because workers’ readiness for change is considered as an indispensable provision

for achievement of the change process in the organizations (Armenakis et al., 1993).
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There are many definitions about readiness for change with different organizational
change perspectives. To illustrate, readiness for change is associated with embracing
the change actions and comprehending them as an occasion for enhancement of the
organization (Campbell, 2006). According to Armenakis et al. (1993), readiness for
change influences opinions and behaviors of employees toward to change continuum

which realize in their work place.

According to Piderit (2000) there are three dimensions of readiness for change: (i)
cognitive, (ii) emotional and (iii) intentional. Cognitive readiness is described as the
opinions and faiths of person concerning the positive consequences of the change
attempts for them and organization (Nikolaou, Gouras, Vakola, & Borantas, 2007).
Cognitive domain explore to response to the questions like “Will the change help me
do my job better?” or “Are proposed changes usually better to develop
organization?” In addition, emotional readiness is concerned with sensations of
person toward change efforts in the organization (Bouckenooghe et al., 2009).
Emotional domain seeks to reply to the statements like “I generally don’t like the
change” or “Change usually gives me anxiety”. Finally, intentional readiness is
depicted as the degree of endeavor, enthusiasm and energy that employees desire to
devote in the change process (Bouckenooghe et al., 2009). Intentional domain looks
for the response of expressions like “I would like to devote myself to the process of

change”.
2.2.1 Studies about Readiness for Change in Education

Investigations about readiness for change in educational organizations are meager as
compared with the change studies in education, yet some respectable studies that

were conducted in last five years were listed as follows.

For instance, Kondak¢i, Zayim, and Caligkan (2010) carried out a study for
investigating school principal’s readiness for change by associating with experiences
of school principal, size and level of schools. 167 school principals were the
participants of the study and result of the study demonstrated that both teacher and
school principal participation in change continuum provide to increase readiness to

change in school.
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Helvaci and Kiciroglu (2010) also run a study for analyzing readiness for change
level in elementary schools. Four dimensions of school towards change were
evaluated by the teacher’s perception in Usak. The result of the study showed that
change readiness level of school principal, teachers, parents, technological and

physical substructure of schools have medium level.

Caliskan (2011) investigated the relationship between resilience and readiness for
change which has cognitive, intentional and emotional dimensions. Totally 691
public school teachers composed of sample of the study in Ankara. According to
results of the study, there is a significant association between readiness for change

and resilience of teachers.

Nordin (2012) conduct a study in order to explore effective process of organizational
change in university environment in Malaysia. Therefore, the study data were
gathered from 169 academic personnel in university campus. The result of the study
showed that there is a mediating role of organizational commitment on the
relationship between change readiness of academic staff and leadership manner in

university atmosphere.

Zayim and Kondakg¢i (2014) performed a study to investigate the relationship
between organizational trust and emotional, intentional, cognitive dimensions of
readiness for change among teachers. The results of the study displayed that
teachers’ readiness towards change is associated with perceived trust and
consequences of the study contribute the change interventions which are
implemented by Ministry of National Education (MONE) in Turkey.

Kondakg¢1, Beycioglu, Sincar, and Ugurlu (2015) run a study to explaining the
teacher readiness for change in school setting. Context, process and outcome factors
were investigated to elucidate teachers’ readiness levels to change in terms of
cognitively, emotionally, and intentionally. Trust, job satisfaction, perceived
workload, social interaction, knowledge sharing and participative management
factors on teacher attitudes toward change were examined with hierarchical
regression analysis. According to results of the study, trust was detected as a poor

predictor of readiness for change, but job satisfaction, social interaction, participative
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management and knowledge sharing were observed as the potent predictors of
teacher readiness for change.

Inand1 and Gilig (2016) conduct a study for investigating the teachers’ readiness
level to educational change. Thus, researchers collected data from primary school
teachers in Mersin city. The result of the study demonstrated that there was a
significant association between school culture, participation in decision making and

readiness for change.

Consequently, researches about readiness for change in educational settings
especially in public schools reveal that teachers are voluntary to contribute the
change process in their school and they wanted to participate more in decision
making continuum during the change interventions realization in education. Actually,
they desired to perform active roles in change attempts that occur in their school.
Studies about readiness for change also show that some context, process, and
outcome factors (e.g. organizational commitment, knowledge sharing, trust,
participatory decision making) of readiness for change are significantly related with
teacher attitudes toward change and school principals and policy makers should be
considered on these notions in order to actualize effective change endeavors in

educational system.
2.3 Leadership

From past to present, leadership have been discussed with different perspectives and
frames in the various fields because organizations and groups have needed a leader
for actualizing their goals. Thus, there are many concepts, theories, and definitions
about leadership according to scholars who are study in assorted areas such as
management science, political sciences, psychology, sociology, educational

management, and business administration.

The most frequently asked question about leadership is who is leader? Or what is
leadership? These questions are answered by several distinct aspects. Some scholar
denoted that leadership characteristics come from nature of personality with a birth
(Bass, 2008; Howard, 2001), yet some scholars do not agree with this opinion and

they claim that leadership traits can be learned with experience (Stogdill & Coons,
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1957; Werner, 2000). In addition, some views about leadership suggest that there is
no only one true leadership style on the contrary many situations that needs to
implement various leadership style can occur in the organizations (Fiedler &
Chemers, 1984; Reddin, 1970).

Actually, leadership is considered by different authors (e.g. Bass & Riggio, 2006;
Blanchard & Hersey, 2008; Fiedler & Chemers, 1984; Harris, 2004; Howard, 2001;
Ivancevich & Matteson, 1990; Lunenburg & Ornstein, 2012) in terms of different
visions. And so, it can be said that leadership is difficult notion for explaining its
meaning and there are many studies and definitions about leadership. According to
Stogdill (1974), leadership is a behavior that creates the structure of organization
with the frame of expectations. Demirtas and Giines (2002) claimed that leader can
be stated as a person who coordinate and evaluate life experiences of a group and

utilize the power of group via group activities.

Leader, manager, leadership and management concepts have been discussed by
scholars for a long time. Thus, many various perspectives and opinions about
leadership lead to emerge different leadership theories. Leadership notion can be
studied more comprehensive through the leadership theories that illumine the nature

of leadership.

Firstly, trait theories continued to affect management concept until 1940s. Trait
theories explain the features of effective leaders and many scholars identify personal
traits of competent leaders who are different from non-leaders (Bass, 2008; Goleman,
Boyzatzis & McKee, 2002; Howard, 2001; Lunenburg & Ornstein, 2012; Yulk,
2012). Trait theories argue that individuals must have some special characteristics
coming with birth to be a leader. According to Yavuz (2008), followers desire to see
different physical, psychological, and social characteristics to their leaders and they
hope to recognize distinguish personal traits for leadership position. For instance,
Bernard Bass and Gary A. Yulk listed main characteristics of influential leaders: self-
confidence, intelligence, emotional maturity, background knowledge, integrity,
flexibility, motivation (Bass, 2008; Yulk, 2012).

Secondly, behavior theories had been suggested for investigating behaviors of

leaders between 1940s and 1960s. Behavior theories emphasize the importance of
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behaviors and performances of leaders and underline the significance of relationship
between leaders and their groups rather than the personal traits of leaders (Werner,
2000). Ohio State University study that assigned two leader behaviors as initiating
structure and consideration (Stogdill & Coons, 1957), the University of Michigan
study that defined two different leadership behaviors as production-centered
leadership and employee-centered leadership (lvancevich & Matteson, 1990), and the
University of lowa study that classified three types of leadership as authoritarian,
democratic, and laissez-faire (Lunenburg & Ornstein, 2012) were directed well-

known investigations about behavioral theories of leadership.

Thirdly, contingency theories have emerged between 1960s and 1980s after doubts
about best leader traits or best leader behaviors for effective leadership had
increased. Contingency theories’ advocates (Fiedler & Chemers, 1984; Blanchard &
Hersey, 2008; House, 1996; Reddin, 1970; Vroom & Yetton, 1973) suggest that
there isn’t single efficient leadership style for every special situation contrarily it can
vary according to current conditions. Vroom and Jago (2007) also claim that
contingency theory is antithesis of great man theory and the success of the
organization is affected by specifications of the present situation rather than
behaviors or traits of leaders. Prominent models of contingency theories can be listed
as: Reddin’s 3-D Model of Leadership explain the leadership in terms of three
dimensions that are relationship, task behavior, and effectiveness (Reddin, 1970).
Fiedler’s Contingency Theory supports that leadership style should be match with
most suitable conditions for successful organization (Fiedler & Chemers, 1984).
Situational Theory accentuate the behaviors which show the leader can change
according to subordinates expectations depends on their educational background,
abilities and self-efficacy (Blanchard & Hersey, 2008). To sum up, contingency
approach assert that there can be various behavior models for leadership practices
thereby, leaders should decide to act according to conditions which show changes in

the organizational culture.

Lastly, contemporary leadership theories are considered to actualize organizational
goals with the help of the effects of leader instead of traditional leadership
approaches. Advocates of contemporary leadership theories (Bass & Riggio, 2006;
Graen & Uhl-Bien, 1995; Irby, Brown, Duffy & Trautman, 2002) emphasize the
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facilitator and guide role of the leader rather than the dictator role in the organization
and. Especially in todays’ world; rapid technological developments, decreasing
resources, globalization, rising educational level of workers leads to necessity of
leaders instead of managers in the organization, thereby researchers offers different
leadership styles to response the expectations (Tabak, Sesen, & Tiirkoz, 2012). For
example, Leader-Member Exchange Theory supports that leaders behave differently
according to different workers and they can develop distinguish relationship with
some subordinates (Graen & Uhl-Bien, 1995). In addition, Transformational
Leadership depends on leader’s chancing beliefs, values, and needs of his/her
supporters by inspiring to them and rising awareness of them about their personal
growth and significance of tasks (Bass & Riggio, 2006).

Furthermore, there are many contemporary leadership theories such as quantum
leadership, moral leadership, ethical leadership, charismatic leadership, cultural
leadership, strategic leadership, intellectual leadership and so on. One of the
contemporary leadership theories is distributed leadership which is investigated in

this study.
2.4 Distributed Leadership

Traditional leadership approaches have given place to new and contemporary trends.
Distributed leadership which is taken attention by managers, scholars (Elmore, 2000;
Gronn, 2000; Harris, 2004; Spillane, 2006; Yulk, 1999) and especially educational

leaders is considered as a new perspective among the leadership theories.

Many scholars have shown interest and started investigations about distributed
leadership since the end of 1990s. Thus, there are many descriptions, phrases and
expressions which are stated by different authors about distributed leadership. For
example, distributed leadership does not mean that everyone must be a leader in the
organization but in fact, distributed leadership means sharing leadership
responsibilities among the members of organization (Harris, 2003). According to
Spillane (2005), the practice of distributed leadership does not only imply ability and
knowledge of one leader but also cover the shared perspective which implicates the
members of organization, coaction of people and possible conditions that is, it is a

production of the interaction between leaders, followers with the present
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circumstances. Actually, there is no need of formal description or designation of
leader because all attempts and opinions of members of organization are considered
valuable and significant through distributed leadership perspective (Harris &
Spillane, 2008). Essentially, the concept of distributed leadership gives a chance
about freedom of expression and decision-making authority for people who are not
reside in management staff; in other words, distributed leadership refuses bidding
and control notions in the organization. Especially distributed leadership which is
considered as a cipher agent of educational leadership practices has been
implemented in educational institutions with growing acceleration (Benson &
Blackman, 2011). Schools that promote distributed leadership have active working

teams consists of parents, students, teachers, and administrators (Lambert, 2002).

When distributed leadership literature review has been done comprehensively, it is
seen that there are three distributed leadership models which are expressed by James
Spillane, Peter Gronn, and Richard Elmore. Thus, these authors’ model will be

elucidated to understand the nature of distributed leadership.

According to Spillane (2006), leadership is defined as a communication process
between leader and followers for actualizing the organizational tasks, actually it is
not success or quality of one person in fact it is a cooperation process which depends
on actions of organization members. Spillane’s (2006) distributed leadership model
proposes two aspects: Leadership Practice and Leader-Plus Aspect and he explains
that leadership has 3 dimensions: leaders, followers, and conditions. This formation
is called leadership practice which composes of the totality of leadership practice in
the organization with the interaction between followers and leaders at different times
and circumstances and leader-plus aspect which provides to show leadership
behaviors from the members of organization helps to subordinates for demonstrate
their abilities, cooperation and expertness for contributing enhancement of the

organization (Spillane, 2006).

Peter Gronn also mentions two forms of distributed leadership which are Addictive
Model and Holistic Model (Gronn, 2002). Gronn’s addictive model of distributed
leadership emphasize that leadership role is divided between organization members
according to their expertise areas. That is, each member in the organization has their
special professional knowledge and qualities and these features allow individuals for
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demonstrate leadership behaviors depends on the circumstances. Holistic model of
distributed leadership is considered as an umbrella notion which band together
sharing, cooperation, entitlement, and democracy in the organization (Groon, 2000).
Organizational acquisitions do not bound up with attempts of each individual,
actually success of organization is related with the contribution of all stakeholders to
the entire process of organizational exertion. Therefore, overall contribution is more

valuable and grand than individual efforts in the organization.

Richard Elmore (2000) believes that leadership should be shared between
stakeholders of the schools instead of being dependent only one authority because
distributed leadership is important for the school enhancement. According to Elmore
(2000), schools are responsible for student’s learning and distributed leadership
should be associated with helping the learning of students. Thus, distributed
leadership which provides the development of education quality in schools is
considered as the following five basic principles. Firstly, leadership should take into
account every stakeholder in the schools in order to actualize more effective teaching
process; secondly, leaders and subordinates should be aware of mutual responsibility
for school works; thirdly, school leader should be a model during the application
procedure of distributed leadership; fourthly, learning which occur in individual and
organizational level should be continuous for the educational improvement; lastly,
leadership implementations depend on the different expertise areas of school
members (Elmore, 2000).

2.4.1 Studies about Distributed Leadership in Education

A lot of studies have been conducted about effective leadership style in school
environment in order to improve the quality of education. Distributed leadership is
also seen as a contemporary approach about educational leadership and some
investigations have been handled about it until today. As related literature is
examined, it can be noticed that distributed leadership is the popular subject of

leadership studies in education.

For instance, Combun, Rowan, and Taylor (2003) conducted a study which is titled
“Distributed Leadership in Schools: The Case of Elementary Schools Adopting
Comprehensive School Reform Model”. The result of the study show that school
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leadership composed of a group of people instead of one person. In addition,
comprehensive school reforms enhance the applications of distributed leadership.

Spillane and Sherer (2004) ran a study for elementary schools in Chicago. They
found that the significant determinant of leadership development is school with all
stakeholders not individuals. Authors also point to connection between quality of

education and distributed leadership applications.

Furthermore, Harris (2004) analyzed the relationship between achievement of school
and distributed leadership. He found that successful leaders who adopt distributed
leadership provide school change and improvement by sharing leadership in school
atmosphere and these leaders develop more close-knit relationship with subordinates
than traditional leaders.

Grant (2011) also conducted a study about effectiveness of leaders in public schools.
The results of the study show that there is a meaningful relationship between
distributed leadership and efficiency of leaders.

Baloglu (2011) conducted a study which is titled “Distributed Leadership: A
Leadership Approach That Should Be Taken Into Account in the Schools”. And the
main purpose of this study is to investigate and clarify the distributed leadership
concept. The results of the study show that distributed leadership gain importance in
the leadership literature and it can be placed at the center of reform movements in

Turkish Educational System within the framework of democratic attempts in Turkey.

Korkmaz and Giindiiz (2011) run a study which is titled “Indicating Levels of
Distributive Leadership Behaviors of Primary School Principals”. According to
result of the study, teachers think that school principal shows distributed leadership
behaviors.

Uslu and Beycioglu (2013) carried out a study to explore the association between
organizational commitment of teacher and distributed leadership behaviors of their
school administrator. 324 elementary school teachers composed of the participants of
the study in Manisa city. The study results suggest that collective leadership,
participative decision making, meetings, trips and prizes should be considered for

school environment in order to enhance organizational commitment of the teachers.
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Yilmaz and Turan (2015) run a structural equation modeling study about distributed
leadership. Hence, the data of the study collected from 352 public high school
teachers in the center of Eskisehir. According to results of the study, organizational
trust influence distributed leadership sensation and distributed leadership affect

organizational support and this leads to the school success.

Adigiizelli (2016) performed a study to explain the association between
organizational trust attitudes of teachers and distributed leadership perception.
Therefore, the data of the study were gathered from 410 teachers who work in public
school at high level in izmir. The study results demonstrated that distributed
leadership is considered as strong predictor of trust in schools and so school
principals should pay attention the distributed leadership notion in order to create

trust among members of the school.

Consequently, the studies about distributed leadership in education indicated that
members of schools such as school principal, students, and especially teachers show
appropriate behaviors and attitudes to distributed leadership. Hence, distributed
leadership notion can be applicable leadership approach in educational settings. For
instance, teachers participates decision making process about school works and they
are willing to share leadership responsibilities with other teachers, school principal,
students’ parents, and students in their school. In addition, distributed leadership is
highly related with some concepts such as school success, effective change
actualization in schools, educational quality enhancement, school administrator
efficacy. In other words, distributed leadership is a necessity for school improvement
and successful educational change. Moreover, organizational commitment and trust

are the facilitators to realize effective distributed leadership in school.
2.5 Knowledge Sharing

Organizations and governments started to set up their future goals according to
knowledge that influence societies, economic ventures, technological innovations
and daily life routines in the world because power of knowledge outrival the other
sources. Thus, many expressions which are related to knowledge have been stated by
scholars (Bolmsten & Anderson, 2002; Davenport & Prusak, 1998; Leonard &
Sensiper, 1998) until today. For instance, information or data is not a meaning of

21



knowledge; in fact, knowledge is an elastic combination which ensure to combining
and assessing the acquired experiences, owned values, professional information, and
expert opinions (Davenport & Prusak, 1998). Additionally, knowledge is a kind of
information which is experienced and applicable for special situations (Leonard &
Sensiper, 1998). According to Alavi & Leidner (2001), knowledge is a humanmade
product which is associated with subjective personal interpretations, individuals’
values, observations and opinions. Knowledge shows itself with the aid of opinions,
experiences, intuitions, perceptions, applications of individuals in the group
(Barutgugil, 2002). In addition, knowledge does not only exist in written documents
but also obtain thoughts of individuals, applications, and processes in the
organization (Bolmsten & Anderson, 2002). According to Zaim (2005), knowledge is
both instrument and outcome because knowledge is used as a tool for reaching
specific result via information; in addition, knowledge means consequence in order

to provide thinking, understanding and creating opinions.

Furthermore, some authors (Ramasamy & Thamaraiselva, 2011; Choi & Lee, 2003)
pay attention to types of knowledge such as explicit and implicit knowledge. Explicit
knowledge can be easily noticed because it includes evidences like words and
numbers (Koskinen, Pihlanto, & Vanharanta, 2003); whereas, implicit knowledge is
more difficult than explicit knowledge in terms of sharing and communicating
(Nickols, 2000).

Humankind experience three different social stages that are listed as (i) agricultural
society depending on physical power of individuals, (ii) industrial society relaying on
skills of people, and (iii) knowledge society being linked brain power and knowledge
(Nazli, 2004). Knowledge has become more significant than natural resources or
labor in today’s world because power of knowledge is considered as a primary
source for economic enhancement of countries. Hence, knowledge is important for
today’s organizations in order to survive in challenging life conditions and
knowledge sharing play crucial role in the success of organizations because of effects

of knowledge society at 21% century.

Knowledge sharing has gained importance for organizations since 1980s. There are
many phrases about knowledge sharing. To illustrate, knowledge sharing is a
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transition of knowledge from one person or group to the other via communication
(Lee, 2001). In addition, knowledge sharing process can be more efficient if
organizational knowledge is handled with systematic way (Nemli, 2007). According
to Matzler et al. (2008), knowledge sharing between employees contributes the
success and performance of the organization. Karaaslan, Ozler, and Kulaklioglu
(2009) also stated that knowledge sharing both provides to enhance learning and
prevents to do similar mistakes which were experienced in the organization.
Knowledge sharing is a series of helping behaviors that includes knowledge

transferring between members of the organization (Connelly & Kelloway, 2003).

Knowledge is in the mind of individuals and it should be shared by the members of
organization because it cannot be known exactly if there is not enough
communication between workers (Wang, 2010). Therefore, many organizations use
reward systems in order to foster organization members to share their experiences
and knowledge with their colleagues (Yu & Liu, 2008). Knowledge sharing
actualizes voluntary helping process between members of organization and so they
can improve their abilities by learning something from their co-workers (Yang,
2007). It is significant to create suitable atmosphere in the organization for properly
functioning knowledge sharing mechanisms (Barutgugil, 2002) because
organizations need to facilitators for realizing demands, expectations, and tasks

quickly.
2.5.1 Studies about Knowledge Sharing in Education

It can be noticed that studies about knowledge sharing are generally interested in
using technology in business organizations for providing knowledge sharing to rise
income as related literature is analyzed (Hou, Sung, Chang, 2009). Actually, there
are not many investigations about knowledge sharing in educational settings. Related

studies about knowledge sharing in education are as follows:

Hew and Hara (2007) run a study which is titled “Empirical study of motivators and
barriers of teacher online knowledge sharing”. Hew and Hara’s (2007) study is
conducted to comprehend the knowledge sharing process between teachers. The

results of the study demonstrated that principlism and collectivism are the major
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motivators for knowledge sharing, but competing priority and lack of knowledge are
the major barriers of knowledge sharing among teachers.

Seonghee and Boryung (2008) managed a study about the main agents for
knowledge sharing among university teaching staff. Data of the study were collected
from faculty members of South Korea. According to results of the study, perception
of significance of knowledge sharing and reward systems are the main factors that
affect knowledge sharing in higher educational institution. However, it is not found
important impact of openness, trust, or collaboration on University level knowledge
sharing.

Rismark and Solvberg (2011) conduct a study about knowledge sharing behaviors in
school setting. Therefore, data of the study collected from secondary schools in
Norway. According to results of the study, knowledge sharing activities should be

fostered in order to enhance professional learning groups in educational settings.

Song, Kim, Chai, and Bae (2014) performed a study to explain the knowledge
sharing implementations and innovative school atmosphere in schools. Thus, the data
of the study were gathered from 38 high schools in Korea. Structural Equation
modeling was utilized to analyze teachers’ reports. The results of the study displayed
that work engagement and knowledge sharing mediates the association between

innovation in schools and knowledge creation.

Consequently, knowledge sharing studies in educational setting demonstrated that
there is a knowledge sharing mechanisms in school setting and teachers share their
knowledge among their colleagues and school principal. In other words, teachers
think that there is a suitable atmosphere for knowledge sharing in their school. In
addition, collective works and reward systems encourage for sharing teachers’
knowledge with other members of the school. And, knowledge sharing fosters the

professional learning groups and help to actualize educational innovations in schools.
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CHAPTER 111

METHOD

In this chapter the methodological procedure of the present study is introduced. The
first section includes the overall design of the study. The second section explains the
research question. The third section introduces the sampling procedure of the study.
The fourth section explains the data collection instruments followed by ethics, the
data collection procedures and data analysis. The last section elucidates limitations of
the study.

3.1 Design of the Study

The purpose of the study was to investigate the mediating role of knowledge sharing
on the relationship between distributed leadership and readiness for change among
public school teachers.

Considering this aim, this study was designed as a correlational study, one of the
quantitative research methods. Based on the relevant literature, knowledge sharing
was identified as the mediator variable for the relationship between independent

(distributed leadership) and dependent (readiness for change) variables.

According to the complexity of social phenomena, mediation studies go beyond
simple documentation of mere relationship between quantitative variables. Hence,
mediation studies elucidates the association between dependent and independent
variables without any manipulation (Fraenkel, Wallen, & Huyn, 2012) and mediator
aids to account how independent variable influences the dependent variable.
Moreover, it is created more meaningful and well-rounded comprehending about the

relationship mechanism of the study with the help of the mediation.
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In this study, mediation design was utilized for elucidating the direct and indirect

effects of knowledge sharing on readiness for change and distributed leadership.
3.2 Research Question

This study was run to handle the following research question:

= Accounting on the mediating role of knowledge sharing, what is the
relationship between distributed leadership and readiness for change

among public school teachers?
3.3 Population and Sampling

In the present study, convenient sampling method was used in order to determine the
participants because of concerns about budget, limited time, and accessibility of
participants. Teachers who are working in public primary, middle, and high schools
in center of Edirne city compose the population of this study, and reaching to them
can be realized only at break times of school.

Some steps were carried to use the data collection duration efficiently. First, list of
the schools were downloaded from Edirne Provincial Education Directorate web site.
Then, primary, secondary, and high level schools (totally 66 schools) are detected
from the list. And, some information about these schools such as name and e-mail
address of school principal, telephone number of school administration, and location
of school were searched. After that, 40 schools were determined for vising to collect
data according to number of teachers, location, and school principal manner and
attention to the study. Finally, data collection procedure started with meeting to the

school principal and continued with talking to the teachers for each school.

Data were collected from 566 teachers during spring semester of 2014-2015
academic year. In Edirne, 14 primary, 14 middle, and 12 high public schools were
visited in order to reach the teachers. To begin with, data screening process was
completed by cleaning the data and checking for errors. After that, data analyses
were done with sample 531 teachers.
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Table 3.1

Distribution of the Study Participants In Terms of School Level

Number of Schools Number of Teachers
School Level
Primary 14 173
Secondary 14 197
High 12 186
Total 40 556

Table 3.1 shows that distribution of the study participants (public school teachers) in
terms of primary, secondary and high level. As can be seen from Table 3.3, 14
primary level schools, 14 secondary level schools, and 12 high level schools
composed 40 public schools in Edirne for this study. In addition, 173 teachers
working on primary level school, 197 teachers working on secondary level school,
and 186 teachers working on high level school generated the participants of the
present study as totally 556 public school teachers. Descriptive statistics results on

the sample of the study are presented in Table 3.2 and Table 3.3:

Table 3.2

Demographic Statistics about Categorical Variables of the Study

Variables N Percent (%)
Gender
Female 344 65.0
Male 187 35.0
Marital Status
Married 450 84.7
Single 74 13.9
Other 7 1.3
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In relation to their gender, acquired data stated that 65.0 % of the participants were
female (n = 344) while 35.0 % of them were male (n = 187). According to the
teachers’ marital status; 84.7 % of the participants were married (n = 450), 13.9 % of
the participants were single (n = 74) and 1.3 % of the participants were other status
(n=7).

Table 3.3

Demographic Statistics about Continuous Variables of the Sample

Variables M SD Min Max
Age Range 40.94 8.99 18 64
Teaching Experience 17.67 9.23 1 44
Tenure 5.52 5.47 1 35
Teacher Number 35.94 22.29 7 118
Student Number 493.75 24551 30 988

Age of teachers ranged between 18 and 64 (M = 40.94, SD = 8.99). Participants’
teaching experiences ranges between 1 and 44 (M = 17.67, SD = 9.23) years. 21
participants who compose 4.00 % of the sample have worked as an intern teacher. In
addition, teachers’ tenure in their present schools which the data were collected for
this study ranges between 1 and 35 (M =5.52, SD = 5.47). During the data collection
procedure; totally 40 public schools were visited. It was seen that every school has
different structure on account of number of teachers and students. The number of
teachers in each school ranged between 7 and 118 (M = 35.94, SD = 22.29) and the
number of students in each school ranged 30 and 988 (M = 493.75, SD = 245.51).

3.4 Data Collection Instruments

In this study three previously developed questionnaires, with a demographic form
were utilized to collect the data. Data collection instruments were comprised,;
Demographic Information Form, Distributed Leadership Scale (DLS) (Ozer &
Beycioglu, 2013), Readiness for Change Scale (RFOC-CEI) (Kondak¢i, Zayim, &

Caliskan, 2013), Knowledge Sharing Scale (KSS; Haser & Kondake1, 2011).
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3.4.1 Demographic Information Form

Demographic information form was developed by the researcher with expert views in
order to collect general information about the participants. There were questions
about gender, age, marital status, teaching experiences, tenures of teachers in their

present schools, the number of teachers and students in their schools.
3.4.2 Distributed Leadership Scale (DLS)

Distributed Leadership is the independent variable of this study. In the present study,
distributed leadership was measured by the Distributed Leadership Scale (DLS) that
was developed by Ozer & Beycioglu (2013). It endeavors to describe teachers’
perceptions on distributed leadership.

The authors of this instrument reported that they reviewed related literature and
former questionnaires on distributed leadership before launching the data collection
instrument. In their pilot study, there were 31 items and the pilot study was
conducted to 157 public primary school teachers in Adiyaman. DLS is a
unidimensional scale. After that, exploratory and confirmatory factor analyses were
done and expert opinions were taken about the content and items. Finally, last
version of DLS could be constructed with diminished items.

DLS consists of 10 items with a 5-point Likert scale, ranging from 1 to 5 (1 = Never,
2 = Rarely, 3 = Sometimes, 4 = Frequently, 5 = Always). For instance, “Our school
principal encourage to the teachers and other stakeholders to participate the decision
making process about school works” is one of the items of DLS. It has a single factor
structure and total score of the DLS would be ranging between 10 and 50. The
computation of the score of DLS is acquired by summing the scores and dividing the
number of items. Higher scores provide that perception about distributed leadership
is high among teachers, yet lower scores indicate that perception about distributed

leadership is low in the school environment.

Internal consistency coefficient determined by using Cronbach Alpha formula was
stated as .92 and test-retest reliability was recorded as .82 (Ozer & Beycioglu, 2013).
Obtained data about reliability and validity analysis reveal that validity and reliability

of the DLS were at an adequate level. DLS can be utilized to estimate teacher’s
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views on the distributed leadership applications as a valid and reliable instrument. In
this study, Cronbach’s coefficient alpha (o) which is the index of reliability for
Distributed Leadership Scale was found to be .93.

3.4.3 Readiness for Change Scale (RFCS)

Readiness for Change is the dependent variable of this study. In the present study,
readiness for change was measured by the Readiness for Change Scale (RFCS) that
was developed by Kondak¢i, Zayim, and Caligkan (2013). It aims to determine
readiness for change levels of teachers, counselors, and administrators working in

schools as an organizational member.

Theoretical framework of readiness for change and previous instruments are
identified for developing 3-dimension RFCS, after the authors completed
comprehend literature review about organizational change. Especially,
Bouckenooghe, Devos, and Broeck’s (2009) Organizational Change Questionnaire-
Climate of Change, Process, and Readiness (OCQ-CPR) was utilized for formation
of RFCS items. In addition, Piderit’s (2000) three-dimensional structure was

operated as a major pattern for construction of RFCS.

As a result of preliminary investigations, pilot study of readiness for change scale
was generated with taking essential revisions by the experts. Then, 700 teachers who
have worked in Ankara were chose as participants of the study to establish validity
and reliability of the scale at the first stage. In the second stage, 603 public school
teachers composed of the participants of the study in order to confirm construction of
Readiness for Change scale. Cronbach alpha coefficients were detected to be .90, .87,
.75 separately for intentional, emotional, and cognitive readiness for change
dimensions (Kondakg1, Zayim, & Caliskan, 2013).

Final Version of RFCS consists of 12 items with a 5-point Likert scale, ranging from
1to 5 (1 = strongly disagree, 2 = disagree, 3 = undecided, 4 = agree, 5 = strongly
agree). For example, “l want to do my best for the success of the change process
which occurs in my school” is one of the items of RFCS. The total score of the RFCS
would be ranging between 12 and 60. The calculation of each of the three dimensions
(cognitive, emotional, and intentional) of RFCS is found by summing the scores and

dividing the item number. Higher scores show that readiness for change level is high,
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on the contrary lower scores demonstrate that readiness for change level is low for
teachers and administrators working in the same school.

There are three dimensions of readiness for change: intentional readiness for change,
emotional readiness for change, and cognitive readiness for change. Intentional
readiness for change dimension is assessed by items 6, 8, 9, 11, and 12 (e.g., “I
would like to devote myself to the process of change”). Emotional readiness for
change dimension is determined by reverse items 3, 7, and 10 (e.g., “I usually do not
like to change”). Cognitive readiness for change is analyzed by items 1, 2, 4, and 5
(e.g., “I would like to see change activities in my school”). In addition, Cronbach’s
alpha coefficients were found to be .91, .87, and .82 respectively for intentional
readiness for change, cognitive readiness for change, and emotional readiness for

change in this study.
3.4.4 Knowledge Sharing Scale (KSS)

Knowledge Sharing is the mediator variable of this study. In the present study,
knowledge sharing was measured by the Knowledge Sharing Scale (KSS) that was
developed by Haser and Kondakg¢i (2011). It seeks to state effectiveness and
availability of knowledge sharing and expansion in the workplace.

KSS consists of 5 items with a 5-point Likert scale, ranging from 1 to 5 (1 = strongly
disagree, 2 = disagree, 3 = undecided, 4 = agree, 5 = strongly agree). To illustrate,
“There are formal mechanisms to ensure knowledge sharing at my school” is one of
the items of KSS. The total score of the KSS would be ranging between 5 and 25.
Higher scores enucleate that there is an effective application of knowledge sharing in
school. The reliability of KSS is detected a value .83 (Cronbach’s Alpha) (Haser &
Kondakg¢1, 2011). KSS can be run to evaluate the efficacy of knowledge sharing in
schools as a valid and reliable instrument. In addition, Cronbach’s coefficient alpha

that is the index of reliability for Knowledge Sharing Scale was detected to be .88.
3.5 Ethics

This study was conducted with consideration on ethical norms. Therefore, identities

and personal information of the teachers kept confidential. Furthermore, voluntary
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participation was ensured via Voluntary Participation Form (VPF). Actually, 492
teachers wrote their names and signed the VPF before answer the questionnaire in

this study.

The subject of the study, confidentiality, and application process of the questionnaire
are provided via VPF during the data collection process. In this way, participants
were informed about the privacy concerns, application of the survey, and general
framework of the study. In addition, VPF and Demographic Information Form also

provided the aim of the study and contact information of the researcher.
3.6 Data Collection Procedure

Data were gathered from teachers who are working in public primary, middle, and
secondary schools in Edirne during spring semester of 2014 - 2015 academic year by
the researcher. All data were collected in the teacher’s room of 40 public schools
with the permission of the school principals. Some steps were followed in this study
in order to satisfy ethical procedure.

Over the course of all data collection procedure of the present study, requirements
and regulations of the Middle East Technical University Human Subjects Ethics
Committee were considered. Hence, some steps were implemented in the present

study in order to satisfy ethical procedure as follows:

= METU Human Subjects Ethics Committee Approval Letter was gathered
before collection of the data set (Appendix K).

= Then, Directorate of Education gave permission for data collection of the
primary, secondary, and high level public schools in Edirne.

= After that, researcher went to the school administration to make necessary
explanations about the study and take permission from school principals.

= Teachers were informed about the aim of the study before questionnaires and
Voluntary Participation Form were hand out.

Through two weeks period data collection has been done. Teachers were given the

right to leave undone the study during the implementation of the survey in order to
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provide voluntary participation. In addition, the researcher accompanied with the
participants in the course of the study and replied all questions of them for inhibiting
missing data. Questionnaires were mostly answered at break times and lunch time of
the schools in teacher’s room by the teachers. The completion of all items in the

questionnaire took approximately five minutes.
3.7 Data Analysis

The major aim of the present study was to reveal relationship between distributed
leadership and readiness for change by considering the mediating role of knowledge
sharing. Specifically, this study probed knowledge sharing factor as mediator of the
association between distributed leadership and readiness for change among public

school teachers in Edirne.

To analyze the obtained data, several steps were pursued. To begin with, preliminary
analysis was achieved to describe and clarify the data. The data set was checked with
regards to data entering by utilizing frequencies, maximum and minimum scores.
After that, data cleaning was performed and checked the normality assumptions. In
addition, descriptive statistics (means, standard deviation, percentages, etc.) were
managed to define the data.

Moreover, Confirmatory Factor Analysis (CFA) was utilized to demonstrate
measurement model fit and the structural model using the Analysis of Moment
Structures (AMOS) version 18 software. Finally, Mediation Analysis with Structural
Equation Modeling (SEM) was utilized to test the model and to analyze the
relationship among variables through the AMOS software and SPSS IBM 23
program because SEM ensures common and resilient structure for conducting
mediation analysis (Gunzler, Chen, Wu, & Zhang, 2013).

3.8 Limitations of the Study

In this study, there are some limitations as listed:

First, the data were collected from 40 different school settings which have varied
physical structure & appearance, level (primary, middle, and high), instructional &

technological facilities, culture and etc. Thereby, the questionnaires were applied in
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different environments that demonstrate dissimilar conditions. This situation can
cause location threat to internal validity because the atmospheres the instruments

administrated influence the answers of teachers.

Secondly, subject characteristics may be the most prospective internal validity threat
since teachers who were the participants of this study have different demographic
characteristics. For instance, they have different age, gender, marital status,
professional experience in school setting, prior knowledge, life expectations, beliefs,
and attitudes, etc. Thus, their various backgrounds can influence their responses to
the survey.

Thirdly, the sampling consists of public primary, middle, and high school teachers in
Edirne. Thus, the results of the study cannot exemplify every teacher in Turkey.
Actually, utilizing convenient sampling method leads to external threat which

restricts the generalizability of findings of the present study.

Finally, it was used only quantitative methods for analyzing the data and evaluating
the findings in this study. This is another limitation of the present study because lack
of qualitative methods may restrict to comprise more meaningful and holistic picture
about the results. Unfortunately, mix-method could be utilized for this study, yet it

was not done.
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CHAPTER IV

RESULTS

This chapter demonstrates the results of the present study. Mediation analysis with
Structural Equation Modeling (SEM) was conducted to reveal the associations
between study variables via AMOS software and SPSS 23. First, preliminary
analyses which include assumption checks of SEM and descriptive statistics were
elucidated. Then, measurement model a former stage of SEM was conducted for
providing the collective construct validity of the scales. After that, the results of the

mediation analysis were explained for trying out the suggested model.
4.1 Preliminary Analyses

In the beginning of data analysis, preliminary analyses were conducted for the
present study. Preliminary analyses included assumption checks (e.g. missing check,
sample size, normality) for Structural Equation Modeling (SEM) and descriptive

statistics (e.g. standard deviation, mean) of the study.
4.1.1 Assumption Checks

Several tests were conducted to confirm the assumption checks in this study. There
are more assumptions of SEM as it is compared with the other statistical analyses
(Kline, 2011). Thus, a number of assumptions including sample size, missing data
analysis, univariate & multivariate normality, multicollinearity, linearity &
homoscedasticity, and univariate & multivariate outliers (Tabachnick & Fidell, 2007)

were checked before running the SEM analysis.
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4.1.1.1 Sample Size

There are various suggestions concerning the sufficient sample size. To illustrate,
Tabachnick and Fidell (2007, p. 123) ensured a formula (N > 50 + 8m; m = number
of independent variables) for detecting necessary sample size. Additionally,
lacobucci (2010) suggest that sample size should be least 50. Moreover, other
scholars suggest that sample size ought to be at least 200 to run SEM (Byrne, 2004;
Kline, 2011). Hence, the sample size of the present study (N = 531) is adequate to
perform SEM.

4.1.1.2 Missing Data

The questionnaire which comprised in the items was controlled for missing data
before starting the main analysis. In other words, missing or incorrect entries was
checked in the main data of the present study before analyzing the whole data.
Among 556 participants 531 were fill out all the items in the questionnaire and 531

full completed questionnaires were used for data analysis.

Maximum and minimum scores that were gathered from the variables and their
possible frequencies were checked. 25 questionnaires of the 556 have empty parts.
According to Tabachnick and Fidell (2007), there is a crucial problem if missing
values outrun 5% of total data. In other words, missing data might be neglected
unless it is greater than 5% of the data set (Kline, 2011). Fortunately, missing data of
this study (25 out of 556 surveys) did not exceed 5% of overall data. Thus, 531
questionnaires were only utilized for the data analysis except from the 25

questionnaires which is not completed totally.
4.1.1.3 Influential Outliers

Following missing value analysis, outlier (univariate outlier and multivariate outlier)
analyses for the data were conducted. On this matter, univariate outliers (exceptional
worth of only one variable) were controlled via SPSS 23 by assigning standardized z
score (minimum and maximum values of z-scores) values overlapping the range
between + 3,29 and — 3,29 (p < .001, two tailed test) ( Tabachnick & Fidell, 2007).
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Excessiveness of standardized score relies on the sample size. In other words, it is
not unusual holding univariate outliers with large sample size (Tabachnick & Fidell,
2007) and SEM is a kind of multivariate analysis. Thus, multivariate outliers should
be considered rather than univariate analysis. Multivariate outliers (bizarre joining of
the scores of two or more variables) were detected via AMOS by computing
Mahalonobis distance (D?). It is demonstrated that there are some multivariate

outliers in the data set.

Then, analysis was performed both with outliers and without outliers. And it was
recognized that there was no distinction between the model fit indices apart from
x2/df ratio that is sensitive to sample size. Furthermore, new outliers were occurred
when outliers were deleted. Hence, data analyses were conducted with the current

data set with multivariate outliers without removal of cases.
4.1.1.4 Test of Normality

Univariate and multivariate normality assumptions were checked by using AMOS
18. The symmetry of distribution (skewness) and peakedness of distribution
(kurtosis) were checked because skewness and kurtosis indices clarify univariate

normality. Hence, the indexes of univariate normality were showed in the Table 4.1.

Table 4.1

Indicates of Normality for Study Items

Variable Skewness Kurtosis
Readiness for Change 1 -1.085 1.047
Readiness for Change 2 -.856 540
Readiness for Change 3 -.952 .500
Readiness for Change 4 -1.231 2.277
Readiness for Change 5 -1.043 .820
Readiness for Change 6 -.668 278
Readiness for Change 7 -.950 120
Readiness for Change 8 -.945 1.000
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Table 4.1 (continued)

Indicates of Normality for Study Variables

Variable Skewness Kurtosis
Readiness for Change 9 -.810 .760
Readiness for Change 10 -.916 .002
Readiness for Change 11 -.805 1.368
Readiness for Change 12 -1.001 1.235
Distributed Leadership 1 -1.180 1.453
Distributed Leadership 2 -1.574 3.109
Distributed Leadership 3 -1.019 903
Distributed Leadership 4 -.853 .336
Distributed Leadership 5 -1.231 1.588
Distributed Leadership 7 -.800 372
Distributed Leadership 8 -1.068 .809
Distributed Leadership 9 -.871 352
Distributed Leadership 10 -1.297 1.521
Knowledge Sharing 1 =717 -.056
Knowledge Sharing 2 - 773 377
Knowledge Sharing 3 -.889 912
Knowledge Sharing 4 -.862 1.281
Knowledge Sharing 5 -.829 .304

As it is seen Table 4.1, every study variables displayed a normal distribution because
skewness and kurtosis values should be in the range between +3 to -3 (Stevens,
2002).

Furthermore, a Mardia’s test was conducted for checking the multivariate normality.
A coefficient of Multivariate Kurtosis was found o = 128.06. This result
demonstrated that the normal multivariate distribution could not be ensured. As a
solution, bootstrapping (1000 bootstrapped samples at 90% confidence interval)
which is a resampling method (Byrne, 2010) was conducted in the checking process

of measurement and SEM in order to recover the constraints because of non-
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normality. That is, mediation analysis was utilized with bootstrapping in this manner

multivariate normality was provided.
4.1.1.5 Linearity and Homoscedasticity

In the present study bivariate scatterplots were utilized for elucidating linearity and
homoscedasticity. A straight-line intercourse between variables indicates linearity
assumption. Partial plots of residuals show that there is not any non-normal

configuration.

A dependent variable’s image of familiar quantity of variance across the set of
independent variable points out homoscedasticity assumption. Scatterplots
demonstrate no visual indicator and proof of homoscedasticity being violated. Thus,

assumptions of linearity and homoscedasticity assumptions were provided.
4.1.1.6 Multicollinearity

Multicollinearity assumption is critic as researcher use two or more (multiple)
instruments for measuring the same structure (Keith, 2006). Hence, Pearson
Correlation Coefficients were computed for assigning the association among

variables in the present study in order to provide multicollinearity assumption.

Table of correlation matrix demonstrated the correlations among independent
variable (distributed leadership), dependent variables (emotional readiness for
change, cognitive readiness for change, and intentional readiness for change), and

mediator variable (knowledge sharing) were displayed in Table 4.2.
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Table 4.2

Correlation Matrix of the Study Variables

1 2 3 4 5

Distributed Leadership -

Knowledge Sharing 643** -

Emotional RFC .166**  195** -
Intentional RFC 301**  287**  627** -
Cognitive RFC 287**  249**  5Qh** .815** -

**p <.001 level (2-tailed)

According to Kline (2005), the correlation coefficients must not overrun the
critical value .90 in order to ensure multicollinearity. Fortunately, results of the
correlational matrix show that there is not exceeding value of .90. Hence,

multicollinearity assumption was not violated.

4.1.2 Descriptive Statistics

Descriptive statistics of the study variables that include means, minimum &
maximum scores, standard deviation and bivariate correlation among study variables
were examined via SPSS 23 program. The results of the descriptive statistics were
represented at the Table 4.3, Table 4.4, Table 4.5, Table 4.6, and Table 4.7.
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Table 4.3

Descriptive Statistics of the Study Variables

Variable M Min Max SD

Distributed Leadership 41.09 12.00 50.00 7.25
Knowledge Sharing 19.73 6.00 25.00 3.81
Emotional RFC 12.27 3.00 15.00 2.10
Intentional RFC 19.85 7.00 25.00 4.25
Cognitive RFC 16.44 4.00 20.00 2.52

As depicted in the Table 4.3, maximum & minimum scores regarding distributed
leadership were 50 and 12 (MpL = 41.09, SD = 7.25); maximum & minimum scores
for knowledge sharing were 25 and 6 (Mks = 19.73, SD = 3.81); maximum &
minimum scores for cognitive readiness for change were 20 and 4 (Mcoc rrc
=16.44); maximum & minimum scores for emotional readiness for change were 15
and 3 (Memo_rrc =12.27); maximum & minimum scores for intentional readiness for
change were 25 and 7 (MinT_rrc = 19.85). As can be seen from the mean scores by
comparing with minimum and maximum scores, the means of independent variable
(distributed leadership), mediator (knowledge sharing), and dependent variable

(readiness for change) were fairly high.

In addition, Table 4.4, Table 4.5, and Table 4.6 show that descriptive statistics of
distributed leadership scale with 10 items, readiness for change scale with 12 items,
and knowledge sharing scale with 5 items. Item-based mean scores of the study
instruments indicates high values as considering the range of 5-point Likert scale (1
to 5) except from 3 reverse items of readiness for change scale. Three reverse items
were also consistent with the whole descriptive statistics because they notified low

values.
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Table 4.4

Descriptive Statistics for the Distributed Leadership Scale

Items M SD Always* Never**
% %
DL1 4.12 92 38.8 2.1
DL 2 4.32 .85 49.9 1.9
DL 3 4.02 .96 34.8 2.4
DL 4 4.02 94 35.6 1.3
DL5 4.20 90 43.7 1.7
DL 6 3.87 .95 27.3 1.7
DL7 3.94 .95 311 1.9
DL 8 4.12 .95 41.6 1.7
DL9 4.18 .84 41.6 04
DL 10 4.31 .85 50.7 0.8

*: percentage of participants who answered as “Always”

**: percentage of participants who answered as “Never”

According to descriptive statistics of distributed leadership scale, its mean score was
really high (MpL = 41.09, SD = 7.25). Teachers generally chose “frequently” and
“always” options when they answered the distributed leadership scale’s 10 items. To
illustrate, teachers specified that their school principal effort to create school
environment which depends on collaboration with the mean 4.12 (SD = .92).
Similarly, teachers expressed that their school principal provide participatory
decision making process (with teachers and students’ parents) about school works
with the mean 4.02 (SD = .96). In addition, teachers stated that their school principal
work cooperatively with teachers, student, student’s parents and deputy directors in
order to realize aims of the school with the mean 4.20 (SD = .90). Moreover, teachers
reported that they help their school principals about the school works with the mean
4.18 (SD = .84). Likewise, teachers asserted that teachers, students and students’
parents can easily say their recommendations about school to their school principal

with the mean 4.31 (SD = .85).
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Table 4.5

Descriptive Statistics for the Readiness for Change Scale

Items M SD  Strongly Agree* Strongly Disagree**
% %
RFC 1 4.09 92 36.9 1.5
RFC 2 3.99 91 31.3 1.3
RFC 3 (Reverse item) 1.91 91 0.8 37.7
RFC 4 4.30 .75 43.7 0.6
RFC5 4.05 97 37.7 2.3
RFC 6 3.75 97 22.0 2.8
RFC 7 (Reverse item) 1.90 .99 0.9 42.9
RFC 8 3.96 .89 27.3 1.7
RFC9 4.08 81 31.8 0.6
RFC 10 (Reverse item) 1.92 1.00 0.9 42.6
RFC 11 4.10 73 28.2 0.4
RFC 12 3.98 90 29.2 2.1

*: percentage of participants who answered as “Strongly Agree”

**: percentage of participants who answered as “Strongly Disagree”

With respect to descriptive statistics of readiness for change scale, the mean score
was genuinely elevated (Mrrc = 48.57, SD = 8.10). Teachers generally chose “agree”
and “strongly agree” options when they answer the cognitive and intentional
dimensions of readiness for change scale’s 9 items on the other hand, they generally
selected “strongly disagree” and “disagree” options when they replied the emotional
dimension of readiness for change scale’s 3 reverse items. For instance, teachers
expressed that they want to see change activities in their schools with the mean 4.30
(SD = .75). Besides, teachers specified that change interventions occur for
improvement of schools with the mean 4.05 (SD = .97). Additionally, teachers
reported that they want to do their best in order to achieve successful change
continuum with the mean 4.08 (SD = .81). Furthermore, teachers stated that they try

to apply changes in their school with the mean 4.10 (SD = .73). Moreover, the mean
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score of cognitive dimension of readiness for change was found 4.11, the mean score
of intentional dimension of readiness for change was 3.97, and the mean score of

emotional dimension of readiness for change was found 4.009.

Table 4.6

Descriptive Statistics for the Knowledge Sharing Scale

Items M SD Strongly Agree*  Strongly Disagree**
% %

KS1 3.76 1.05 25.8 3.4

KS 2 3.86 .94 25.4 1.9

KS 3 4.03 .86 30.5 1.1

KS 4 4.23 71 36.2 0.2

KS5 3.87 1.01 29.0 2.8

*: percentage of participants who answered as “Strongly Agree”

**: percentage of participants who answered as “Strongly Disagree”

As considering to descriptive statistics knowledge sharing scale, its mean score was
truly high (Mks = 19.73, SD = 3.81) according to the maximum score (Max = 25) of
the scale. Teachers generally chose “agree” and “strongly agree” options as they
completed the knowledge sharing instrument’s 5 items. For example, teachers stated
that they try to directly access the necessary information which they want in their
school with the mean 4.23 (SD = .71).In addition, teachers reported that they know
very well how to get the information which they want in their school with the mean
4.03 (SD = .86). Moreover, teachers expressed that there are knowledge sharing

mechanisms in their school with the mean 3.87 (SD = 1.01).
4.2 Structural Equation Modeling (SEM)

In the present study, Structural Equation Modeling (SEM) was utilized by employing
AMOS 18 in order to investigate the mediating role of knowledge sharing on the
relationship between distributed leadership and readiness for change. The alpha level

44



for each significance test was arranged as .01 for this study. The latent variables
(unobserved indicators) are distributed leadership (exogenous variable), and
readiness for change (endogenous variable). Knowledge sharing is the mediator in

this study.

In SEM structure, oval shapes exemplify latent variables and rectangular shapes
exemplify measured variables. Furthermore, errors of measured variables are
exemplified by circles shapes which include error number. Moreover, Double-headed
arrows indicate covariances or correlations between variables and single-headed
arrows indicate path. Various indicators were utilized and observed in order to decide
statistical results of SEM. For instance, the ratio of chi-square to degree of freedom
(x2/df), the root mean square error of approximation, comparative fit index,

standardized root mean square residual, estimates, and modification indicates.
4.2.1 Measurement Model

Confirmatory factor Analysis (CFA) was utilized to provide the measurement model
fit and structural model checking via AMOS before starting to conduct the SEM.
Measurement model is a preceding act of SEM to maintain whole validity of the
scales which are used in the present study. In this study 5 factors measurement model
that is the CFA pattern to check the association between latent variables via SEM
structure (Byrne, 2010).

Firstly, variables of the present study were drawn with covariances via the properties
of AMOS 18 and the necessary commands were entered in order to conduct
measurement model. Then specific output values are observed carefully. Especially,
the values of model fit indicators (CMIN/DF, GIF, AGFI, CFl, RMSEA, and
SRMS), estimates (standardized regression weights), and modification indicates
(covariances) were checked. However, initial measurement model results showed
poorly fitting model because of exceeding and inapplicable scores of the model fit

indicators.

That is, the CFA model must be healed by implementing some interventions. Thus,
modification indications were controlled and error covariance was created between

highest score ones which pertains the same instrument (i.e., €16 - €17) in cognitive
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dimension of readiness for change scale. Actually, it was detected that this
implementation was also existed in the article of RFCS. In addition, one item (item
6) of the distributed leadership scale was removed the data set because adding error
covariances could not be the solution to remedy model fit indicators. Yet, the original
distributed leadership scale consists of 10 items without any error covariance as
different from it which was utilized for this study. Distinct sample characteristics,
region, conditions and culture may lead to differentiations in DLS for the present

study.

After some changes of the CFA structure, final version of the model was improved
with the values x? = 980.989, df = 288, the ratio of chi square to degree of freedom
(CMIN/DF or x?/df) = 3.406, (Kline, 2005), comparative fit index (CFI) = .932
(greater than .90), the root mean square error of approximation (RMSEA) = .062
(less than .07, and mediocre fit), and standardized root mean square residual (SRMR)
= .0496 (less than .08) (Schumacker & Lomax, 2004). As it was also showed in

Table 4.7, all indicates values of the model provide model fit.

Table 4.7

Summary of Model Fit Statistics for the Measurement Model

Goodness of Fit Indices

X2 df x?/df CFI SRMR RMSEA

Hypothesized Model ~ 980.90 288 3.41 .93 .05 .06

Then, estimates values were controlled and it was observed that all regression
weights were significant and all standardized regression weights were above .40
values. In addition, modification indicates were checked and it was seen that all
errors had values which was below the 50. Consequently, the final version of the

measurement model was displayed in Figure 4.1.
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Figure 4.1 Standardized Regression Weights, squared multiple correlations and latent factor correlations in measurement model

Note. DL = Distributed Leadership, KS = Knowledge Sharing, Cognitive = Cognitive Readiness for Change, Intentional = Intentional Readiness
for Change, and Emotional = Emotional Readiness for Change



4.2.2 Structural Model

The purpose of this study was to discover the association between distributed
leadership and readiness for change by controlling the mediating effect of knowledge
sharing. In this part of the study, structural model of the study was tested and
reported via Table Table 4.8, 4.9, Table 4.10, Table 4.11, Table 4.12, Figure 4.2,
Figure 4.3, Figure 4.4, and Figure 4.5.

Theoretical framework of the study was drawn with AMOS software and the
essential analysis properties were entered to utilize mediation. Output indices were
examined from text view. Specifically, estimates, modification indicates, and model
fit indicators were tested. Yet, first model findings demonstrated that testing model
should be made better by exerting some changes. Hence, values of modification
indications were checked and one error covariance was added between €2 to €4 in
distributed leadership scale as an additional remedy intervention to the measurement
model construction. In addition, Maximum Likelihood estimation was conducted for
assessment coefficients in SEM and the model was tested by utilizing 1000
bootstrapped samples at 90% confidence interval.

Firstly, mediation analysis particularly conducted with 3 dimensions of Readiness for
Change Scale. That is, cognitive readiness for change, intentional readiness for
change, and emotional readiness for change were handled as an endogenous variable

one by one.

In addition, Table 4.8, Table 4.9, and Table 4.10 displayed respectively the goodness
of fit indices of proposed model and Figure 4.2, Figure 4.3, and Figure 4.4 also

demonstrated the proposed models.

Table 4.8

Summary of Model Fit Statistics for the Cognitive Readiness for Change

Goodness of Fit Indices

X2 df x?/df CFI SRMR RMSEA

Hypothesized Model 592.08 131 4.52 .93 .05 .08
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For cognitive RFC model test, x2/df was found to be 4.520, CIF was seen .934,
SRMR was reported as .0506, and RMSEA was observed .081.

Table 4.9

Summary of Model Fit Statistics for the Intentional Readiness for Change

Goodness of Fit Indices

X2 df x?/df CFI SRMR RMSEA

Hypothesized Model ~ 636.36 149 4.27 94 .06 .08

For intentional RFC model test, x2/df was seen 4.271, CIF was found .935, SRMR
was reported as .0576, and RMSEA was detected .079.

Table 4.10

Summary of Model Fit Statistics for the Emotional Readiness for Change

Goodness of Fit Indices

X2 df x?/df CFI SRMR RMSEA

Hypothesized Model ~ 482.37 116 4.16 .94 .05 .08

For emotional RFC model test, x2/df was observed 4.158, CIF was reported .942,
SRMR was seen as .0481, and RMSEA was found .077.

Secondly, mediation analysis performed with total scores of readiness for change
scale and its goodness of fit indices, bootstrapped findings of direct & indirect effects

and hypothesized model were shown with Table 4.11, Table 4.12, and Figure 4.5.
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In the model testing with total scores of RFC, x2/df (the ratio of chi square to degree
of freedom) was found to be 3.809 (x?> = 437.982 and df = 115), SRMR (standardized
root mean square residual) was detected .0492, RMSEA (the root mean square error
of approximation) was seen .073 and CIF (comparative fit index) was found .952 as
they were clarified in the Table 4.11. Moreover, hypothesized model for mediation

analysis was displayed via Figure 4.5.

Table 4.11

Summary of Goodness of Fit Statistics for the Hypothesized Model

Fit Indices Values Interpretation
CMIN/DF 3.809 Adequate fit
CFI .952 Good fit
RMSEA .073 Mediocre fit
SRMR .0492 Good fit

In this study, the structural model depends on mediation; knowledge sharing treated
as mediator for the relationship between distributed leadership and readiness for
change. Thus, bootstrapping techniques were utilized to conduct mediation analysis
for clarifying the mediating role of knowledge sharing on the association between
exogenous and endogenous variables. According to findings of mediation analysis,
standardized effects (direct, indirect, and total) were detected statistically significant

as presented in the Table 4.12
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Table 4.12

Bootstrapped Results of Direct, Indirect, and Total Effects

Path Standardized
Direct Effects

Distributed — Readiness 179

Distributed — Knowledge .642

Knowledge — Readiness A75
Indirect Effect

Distributed — Knowledge — Readiness 112

Total Effect
Distributed — Readiness 201
*p<.05

Regarding the direct effects, mediation analysis findings demonstrated that,
distributed leadership had significant and positive direct effect (.18) on readiness for
change. In addition, the direct effect of knowledge sharing on readiness for change
was statistically significant and positive (.17). And standardized path coefficient
(direct effect) from distributed leadership to knowledge sharing was also statistically
significant and positive (.64). Furthermore, there was a statistically indirect effect of
distributed leadership on readiness for change through the pats of knowledge sharing
(.11). That is, knowledge sharing partially mediated the relationship between

distributed leadership and readiness for change.
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CHAPTER YV

DISCUSSION

In this chapter, the results of the present study are discussed. Then, the implications
for application are presented in terms of the study findings. After that, the
recommendations for future studies are identified by regarding the limitations of the

study.
5.1 Discussion of the Results

The present study was a correlational design that includes mediation. The main
purpose of this study was to explore the mediating role of knowledge sharing
(mediator variable) on the relationship between distributed leadership (exogenous
variable) and readiness for change (endogenous variable) among public school
teachers. Participants of the study were consisted of 556 teachers working at primary,

secondary, and high schools (totally 40 public schools) in Edirne.

Teachers reported that they generally feel their school atmosphere reflecting
distributed leadership. In other words, they thought that their school principal and
other stakeholders of school (teachers, students, student’s parents) behave suitable
for distributed leadership. As descriptive statistics findings of the distributed
leadership instrument were assessed, teachers notified that they work in their schools
with distributed leadership pattern. Consistent with the previous findings (e.g.
Adigiizelli, 2016; Combun, Rowan & Taylor, 2003; Gdoksoy, 2015; Grant, 2011;
Harris, 2004; Korkmaz & Gilindiiz, 2011; Kurt, 2016; Mascall et al., 2009; Spillane
& Sherer, 2004; Uslu & Beycioglu, 2013; Yilmaz & Turan, 2015), the descriptive
statistics results showed that distributed leadership exists in school atmosphere and it
was applicable for educational organizations according to attitudes, expressions and

positive views of teachers about it. As a result, teachers support distributed
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leadership understanding by showing behaviours that help their school principal and
they demonstrate positive attitudes to active participation in school works.
Furthermore, they participate in decision making process about school affairs in

Turkish public schools.

Teachers stated themselves as willing for change in terms of three dimensions of
readiness for change (cognitively, emotionally, and intentionally). Actually, results
of the present study show that teachers were seemed to be ready for change by
considering on three dimensions of readiness for change. Consistent with the
previous findings (e.g. Caliskan, 2011; Inand1 & Gilig, 2016; Kondakg1, Beycioglu,
Sincar, & Ugurlu, 2015; Nordin, 2012; Zayim & Kondak¢i, 2014), the descriptive
statistics results proved that teachers were ready to change implementations and they
showed enthusiastic attitudes toward to change interventions in TES. In other words,
teachers want to participate actively in change process in Turkish Educational
System. Public school teachers desire to play active role in educational change
continuum in Turkey. Moreover, they are emotionally, intentionally, and cognitively

ready for change interventions in their school environment.

Besides, it was found a significant positive correlation between cognitive readiness
for change and intentional readiness for change (r = .82, p < .001). There was also a
significantly positive correlation between intentional readiness for change and
emotional readiness for change (r = .63, p < .001).And, it was found a significantly
positive correlation between cognitive readiness for change and emotional readiness
for change (r = .60, p < .001). As descriptive statistics findings of the readiness for
change instrument was observed, teachers were ungrudging for change process
cognitively, emotionally, and intentionally in their schools. These results were also in
line with readiness for change literature that indicates three dimensions of readiness
for change: (i) cognitive, (ii) emotional and (iii) intentional (Piderit, 2000). In other
words, the findings of this study confirm the Piderit’s theory about readiness for

change.

Teachers declared that there was a suitable atmosphere in their schools for ensuring
knowledge sharing. When descriptive statistics results of the knowledge sharing
instrument were interpreted, teachers thought that their school environment provides

knowledge sharing to them. Consistent with the previous findings (e.g. Hew & Hara,
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2007; Rismark & Solvberg, 2011; Seonghee & Boryung, 2008; Song, Kim, Chai &
Bae, 2014), the descriptive statistics results demonstrated that teachers have
affirmative opinions about knowledge sharing occasion in their school. Actually,
teachers have effective communication network in their schools for reaching the
desired knowledge. There is an active knowledge sharing mechanisms among

stakeholders of schools in Turkish public schools according to teachers’ statements.

Bivariate correlations results indicated that all study variables were positively
correlated with each other. These findings are also rapport with the existent literature
about present study variables (e.g. Barnes, Camburn, Sanders, & Sebastian, 2010;
Heller and Firestone, 1995; Hughes & Pickaral, 2013; Jdppinen & Maunonen-
Eskelinen, 2012; Spillane, 2006). Namely, distributed leadership was significantly
correlated with readiness for change (r = .29, p < .001), distributed leadership also
was significantly correlated with knowledge sharing (r = .64, p < .001), and
knowledge sharing significantly correlated with readiness for change (r = .28, p <
.001). In addition, the main purpose of the present study was detecting the
knowledge sharing effect as a mediator on the association between distributed
leadership and readiness for change. Therefore, mediation analysis with Structural
Equation Modeling (SEM) was operated to inspect this model. According to the
findings of mediation analysis, the suggested model ensured a good fit to the data.
Actually, mediation analysis separately conducted with by considering the 3
dimensions of readiness for change scale at first. In other words, cognitive readiness
for change, intentional readiness for change, and emotional readiness for change
were utilized separately for mediaton analysis. After that, mediation analysis was
also conducted with total scores of readiness for change instrument. Each mediation
analysis show approximately same results. That is, knowledge sharing partially
mediates the relationship between cognitive readiness for change and distributed
leadership, knowledge sharing partially mediates the relationship between emotional
readiness for change and distributed leadership, and knowledge sharing partially
mediates the relationship between intentional readiness for change and distributed
leadership. These findings also proved that the 3 dimension structure of readiness for
change notion. Moreover, mediation analysis that utilize with total scores of
readiness fo change scale also demonstrate that same result. In conclusion, it was

proved that knowledge sharing partially mediates the relationship between readiness
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for change and distributed leadership among public school teachers. These findings
are also in line with existent literature that consider on the associations between
distributed leadership, readiness for change and knowledge sharing in educational
settings. To illustrate; Barnes, Camburn, Sanders and Sebastian (2010) stated that
knowledge sharing is the necessity for successful change process. According to
Heller and Firestone (1995), distributed leadership should be seen as a construct for
the stunningly effective change that is realized with collaboration. Additionally,
Jappinen and Maunonen-Eskelinen (2012) declared that distributed leadership assists
knowledge sharing in schools among teachers. Moreover, Spillane (2006) claim that
distributed leadership emboldens to actualize accomplishment change attempts in
schools. Distributed leadership is a transition to the model which invites all
stakeholders to the decision making process and sharing power instead of one leader
authority (Hughes & Pickaral, 2013). Consequently, the present study ensures the
significant evidence for the essentiality of distributed leadership for creating teacher
readiness for change with the help of the knowledge sharing among teachers working
in Turkish public schools. Furthermore, the findings of the study can be guide for
school principals and MONE in order to prevent abortive change continuum in TES.
The findings of the study demonstrate that participatory decision making can
actualize in Turkish schools with teachers and school principals. Moreover,
collaboration and knowledge sharing between them help to realize changes
interventions of TES in schools. Additionally, organizational change is closely
related with leadership applications in the organizations and the findings of the study
show that actualization of change process also realize with proper leadership notion
in educational organizations. Distributed leadership approach in school environment
facilitate to teacher’s adaptation of change endeavors. Furthermore, there are many
factors that influence readiness for change in organizations. In the present study,
teachers’ readiness for change was investigated with process factor knowledge
sharing and it is seen that creating positive attitudes toward change by providing
teacher readiness for change can be ensured with encouraging knowledge sharing in

school.
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5.2 Implications for Practice

Change process is a challenge and necessity for educational organizations because of
constant forces of change emanating from internal and external organizational
environment. Hence, Ministry of National Education (MONE) has implemented
many change interventions that focus on teaching & learning process, curriculum,
technology integration in Turkish Educational System (TES). In fact, change
endeavors of MONE have occurred frequently in the last decade and great amount of
time and financial resources of government have been spent for the enhancement of
education quality. As a result of this, success of change interventions in TES has
gained importance. In this case, ensuring effective leadership manner in schools and
creating influential communication atmosphere in educational settings become
crucial in order to manage victorious change process. Thus, this study focused on
teachers’ readiness for change, distributed leadership that provides active teacher
participation in educational issues and knowledge sharing that contributes
communication in school environment. Accordingly, the findings of present study
ensure empirical evidences about readiness for change, distributed leadership and
knowledge sharing among teachers. Actually, teacher willingness, confirmation, and
readiness about desired changes should be considered more by policy makers
according to results of the study. Essentially, findings of this study can be a guide for
MONE, policy makers, and school principals in order to realize more effective

change process in TES.

With regard to practice, firstly, MONE should enhance the integration of teachers in
educational change planning process because teachers are voluntary for active
participation in change interventions according to the results of the study. In
addition, school principals should also create more decision making activities with
teachers about school changes due to the teachers’ willingness the change activities
in their school. The findings of the study show that teachers want to play active role
in change continuum in their school, thereby teacher training programs can be

organized about change implementations to increase teacher readiness for change.

Additionally, distributed leadership that supply active teacher accession to the school
affairs is demanded by teachers so, policy makers should be consider on distributed
leadership approach in school in order to obtain more teacher readiness for change.
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Results of the study demonstrate that there is a positively significant correlation
between readiness for change and distributed leadership. Therefore, distributed
leadership programs or seminars can be designed and applied for school principals
and teachers for creating collaborative working conditions in schools and providing

successful change interventions in TES.

Moreover, empirical evidences of this study indicated that knowledge sharing among
members of the school is crucial for the collective working environment and being
ready for change implementations in school atmosphere. Knowledge sharing
partially mediates the relationship between distributed leadership and readiness for
change in terms of the findings of the present study. Hence, school principal should
create and foster knowledge mechanisms in school and MONE can form online

knowledge sharing platforms about change endeavors in education.
5.3 Recommendations for Future Research

The current study was the investigation to discover the mediating role of knowledge
sharing in the relation between distributed leadership and readiness for change
among public school teachers. Hence, findings of the study should be regarded as
estimable contribution to the relevant literature. However, some recommendations

can be suggested for future researches based on the limitations of this study.

Firstly, one of the shortcomings of the study was about sampling because present
study was utilized with a sample of teachers from public schools (primary,
secondary, and high level public schools) in Edirne. Yet, this sample selection may
restrict the representativeness of the results (Fraenkel et al., 2012). Thus, further
studies can be also conducted in private schools and other cities (from multiple
regions) in Turkey in order to increase generalizability of the findings. Actually,
random sampling procedure which ensures more holistic picture about results can be

utilized for sampling to create more representativeness for future studies.

Secondly, another limitation of the study was about research design because present
study only consider on the findings of quantitative data. Indeed, qualitative research
design can also be conducted for evaluating the readiness for change in educational
settings, examining distributed leadership construct and knowledge sharing

atmosphere in schools with distinguished measurement techniques. Mix-method
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research design should provide more comprehend evaluations and meaningful

assessment about study findings for further studies.

Thirdly, distributed leadership is contemporary leadership approach that ensures
facility for working all stakeholders of the school with collaboration. Essentially,
school principal, assistant directors of school principal, teachers, school counselor,
students, parents of students and the other members of school should be the
participants of further studies about distributed leadership instead of just teachers.
Thereby, the studies that include all stakeholders of school can be more suitable for
the nature of distributed leadership and reflect more expressive findings.

Fourthly, in this study, Demographic Information Form includes some questions in
order to gather general information about public school teachers. For instance,
teachers answer their teaching experiences, marital status, and tenure before reply the
questionnaire. However, there is not any question about teachers’ previous leadership
activities or their change implementation trainings. Background knowledge and
previous experiences about leadership notion and change process can influence the
results of the study because two variables of this study are distributed leadership and
readiness for change. Hence, researchers can consider on previous leadership
experiences and educational change practices of teachers for future studies in order

to obtain more meaningful findings.

Fifthly, in this study, the association between distributed leadership and readiness for
change was investigated with one mediator knowledge sharing. It is seen that there
are many factors that affect readiness for change and there are many internals which
are related with distributed leadership as related literature can be reviewed.
Knowledge sharing is not a single agent that influences the relationship between
distributed leadership and readiness for change. Thus, future studies can add more
mediators for investigating the correlation between readiness for change and
distributed leadership in order to represent extensive perspective.

Lastly, this study may suffer from common method bias, as the data on all three
variables were collected from a single respondent group with a self-report instrument
(Podsakoff, MacKenzie, Lee & Podsakoff, 2003). Hence, Podsakoff et al. (2003)
have suggested various solutions in order to diminish impacts of common method

bias. In this study, concerns of teachers were reduced by emphasizing that there is
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not accurate response for the items of questionnaire. In addition, items were prepared
properly as much as possible in order to prevent uncertainty of teachers and
confidentiality was also ensured for this study. Therefore, researchers can consider
on varied data collection techniques to eliminate common method bias for future

studies.
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APPENDICES

Appendix A : Demographic Information Form

Degerli katilimci,

Bu calismanin amact Milli Egitim Bakanligi'na bagli okullarda ¢alisan 6gretmenlerin

paylasilan liderlik ile degisime hazir olma durumlar1 arasindaki iligskiyi incelemektir.

Anket sorularint igtenlikle doldurmaniz dogru sonuglara ulasilmasini saglayacaktir.
Liitfen sorular1 bos birakmamaya ve sadece tek bir segenek isaretlemeye Ozen

gdsteriniz. Tlginiz ve galismaya katilimimiz icin tesekkiir ederim.

Kisim I. Bu kisimdaki maddeler sizinle ilgili genel bilgileri ortaya ¢ikarmayi
amaglamaktadir. Liitfen her bir maddeyi okuyarak sizin i¢in en uygun segenegi

Ars.Gor. Ceren Demir

Egitim Bilimleri Béliimii, ODTU

e posta: cedemir@metu.edu.tr

isaretleyiniz. Liitfen her bir maddeyi cevapladiginizdan emin olunuz.

1. Cinsiyetiniz Q Erkek Q Kadin

2. Yasiniz Liitfen belirtiniz ..........ccoe........

3. Medeni durumunuz Q Bekar QEvii Q
Diger

4. Ogretmenlik deneyiminiz

Liitfen yil olarak belirtiniz

5. Kag yildir bu okulda gorev yapiyorsunuz?

Liitfen y1l olarak
belirtiniz...........cccooouee.

6. Ogretmen olarak statiiniiz nedir?

U Basogretmen O Uzman U
Stajyer
U Sozlesmeli a Vekil

7. Okulunuzdaki 6gretmen sayist

Luatfen belirtiniz........oeeeeeeeeeeeeennnnn..

8. Okulunuzdaki 6grenci sayis1

Litfen belirtiniz........cccccoeeeeecennnn.
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Appendix B: Distributed Leadership Scale

Kisim I1. Bu kisimda liderlige yonelik 10 ifade bulunmaktadir. Liitfen her bir ifade
i¢in okulunuzda ne siklikla gergeklestigi tizerine diisiiniiniiz ve (1-Hi¢bir Zaman) ve
(5-Her Zaman) olmak iizere 1’den 5’e kadar sizin i¢in en uygun olan secenegi (X)
ile isaretleyiniz.

Hicbir
Zaman
Nadiren
Her zaman

1. Miidiiriimiiz, paylasima dayali bir okul ortam1
olusturma konusunda ¢aba gosterir.

@ | Bazen
| Cogunlukla

[EEN
N
a1

2. Miidiiriimiiz, 6gretmenlerin egitim-6gretimle 1
ilgili konulardaki cabalarini destekler.

N
w
s
(6]

3. Miidiiriimiiz, okula iligskin karar alma
stireglerine diger paydaslar1 da (6rn. 1 2 3 4 5
Ogretmenleri, 6grencileri, velileri) dahil eder.

4. Miidiiriimiiz, okulda karsilasilan bir sorunun
¢Oziimii siirecinde, isin niteligine, kisilerin
bilgi ve deneyimlerine bakarak diger okul 1 2 3 4 )
tiyelerinin (6gretmenler, 6grenciler, veliler,
vb.) katilimini saglar.

5. Miidiirtimiiz, okulun amaglarina ulagmasi igin
diger okul paydaslari ile (miidiir yardimcilari,
v o e . N e e 1 2 3 4 5
Ogretmenler, 6grenciler, veliler) isbirligi icinde
calisir.

6. Ogretmenler okulun yonetimsel islerine katki 1 2 3 4 5
saglamak konusunda isteklidirler.

7. Ogretmenlerin, okulda gerceklesen tiim
degisim ve gelisme ¢abalarina etkin olarak 1 2 3 4 5
katilmalar1 saglanir.

8. Miidiirlimiiz, okul islerini diger okul {iyeleri ile

etkilesim halinde yerine getirme konusunda 1 2 3 4 5
isteklidir.

9. Ogretmenler okul yoneticilerine yardimet 1 5 3 4 5
olurlar.

10. Ogretmenler, 6grenciler ve veliler goriis ve 1 5 3 4 5

onerilerini okul miidiiriine rahatlikla soylerler.
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Appendix C: Readiness For Change Scale

Kisim III. Bu kisimda sizlerin degisime hazir olma durumunuza yonelik 12 ifade
bulunmaktadir. Degisim, Milli Egitim Bakanligi’nin tasarlayip uyguladigi ulusal
captaki yapisal ve islevsel degisimleri ifade etmektedir. En son ilkdgretim diizeyinin
yeniden yapilandirilmasi, okul yoneticilerinin atanmasina iligkin esaslarin degisimi,
okullarda teknoloji entegrasyonunu oOngoren FATIH projesi bu degisimlerin
baslicalaridir. Liitfen anketteki ifadeleri degerlendirirken yukarida belirtilen yapisal
ve islevsel degisimleri géz Oniine aliniz ve her bir ifade i¢in (1-Hi¢ Katilmiyorum)
ve (5- Tamamen Katiliyorum) olmak tizere 1°den 5’¢ kadar sizin i¢in en uygun
olan se¢enegi (X) ile isaretleyiniz.

s B 5| &
s s § = c B
2 oz S| 858|258
E E| Z| =55
s B = | ES&
2R = < S | G &
== B~ R4 M| X
1. Degisimi yenileyici bulurum. 1 2 3 4 5
2. Degisim, isimi daha iyi yapmama yardimci 1 9 3 4 5
olur.
Degisim genellikle hosuma gitmez. 1 2 3 4 5
4. Okulumda degisim faaliyetlerini gérmeyi arzu
. 1 2 3 4 5
ederim.
5. Onerilen degisimler genellikle kurumda daha
o LS 1 2 3 4 5
1yiyl yakalamak i¢indir.
6. Kendimi degisim siirecine adamak isterim. 1 2 3 4 5
7. Degisim, ¢alisma sevkimi kirar. 1 2 3 4 5)
8. Degisim isimde daha fazla gayret etmem
o o 1 2 3 4 5
yoniinde tesvik edicidir.
9. Degisim siirecinin basarisi i¢in elimden geleni
o 1 2 3 4 5
yapmak isterim,
10. Degisim genellikle bana huzursuzluk verir. 1 2 3 4 5
11. Yapilan degisimleri uygulamaya ¢aligirim. 1 2 3 4 5)
12. Degisim okulumdaki eksikliklerin 1 2 3 4 5

giderilmesine yardimci olur.
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Appendix D: Knowledge Sharing Scale

Kisim IV. Bu kisimda okulunuzdaki bilgi

paylasimina yonelik 5

ifade

bulunmaktadir. Liitfen her bir ifade i¢in (1-Hi¢ Katilmiyorum) ve (5- Tamamen
Katihlyorum) olmak iizere 1’den 5’¢ kadar sizin i¢in en uygun olan segenegi (X) ile

isaretleyiniz.

s E e| e
s s § s | c B
= B ~ s |25
EE| Z| z|5z
oS T £| B |ET
2= = G R | 8=
T X < M| X
1. Bu okulda genis bir bilgi paylasimi1 mevcuttur. 1 2 3 4 5
2. Bu okulda ihtiya¢ duydugum bilgiye hizli bir
. A 1 2 3 4 5
sekilde ulasabilirim.
3. Bu okulda hangi bilgiyi nereden alacagimi ¢ok
o 1 2 3 4 5
iyi bilirim.
4. Bu okulda ihtiya¢ duydugum bilgiye dogrudan 1 5 3 4 5
ulagmaya caligirim.
5. Bu okulda bilgi paylagimini saglayacak resmi 1 5 3 4 5

mekanizmalar vardir.
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Appendix E: Voluntary Participation Form

Gonilli Katilim Formu

Bu ¢alisma Orta Dogu Teknik Universitesi Egitim Bilimleri Béliimii Egitim
Yonetimi ve Planlamasi programi yiiksek lisans 6grencisi Ars. Gor. Ceren Demir
tarafindan yiiksek lisans tezi kapsaminda Dog. Dr. Yasar Kondak¢1 danigmanliginda
yiriitiilmektedir. Calismanin amaci, Milli Egitim Bakanligi'na bagli okullarda ¢alisan
O0gretmenlerin paylasilan liderlik ile degisime hazir olma durumlar arasindaki iliskiyi
incelemektir.

Calismaya katilim tamamen goniilliilik esasina dayalidir. Anketlerde, sizden
kimlik belirleyici higbir bilgi istenmemektedir. Cevaplariniz kesinlikle gizli
tutulacak, sadece arastirmacilar tarafindan degerlendirilecek ve elde edilecek bilgiler
bilimsel amaclarla kullanilacaktir.

Anket, genel olarak kisisel rahatsizlik verecek sorulari igermemektedir.
Ancak, katilim sirasinda sorulardan ya da caligma ile ilgili herhangi baska bir
nedenden Otlirii kendinizi rahatsiz hissederseniz cevaplama isini yarida birakip
cikmakta serbestsiniz.  BoOyle bir durumda anketi uygulayan kisiye, anketi
tamamlamadigimizi sdylemeniz yeterli olacaktir. Anket sorularini cevaplamak
yaklagik 10 dk siirmektedir. Uygulama sonunda, bu calismayla ilgili sorulariniz
cevaplanacaktir.

Anketin her bir kismindaki ifadeleri okuyup, kendi durumunuzu,
gbzlemlerinizi ve diislincelerinizi gdz Oniine alarak sizi en iyi yansitan tercihleri
isaretlemenizi ve yanitlanmamais bir ifade birakmamanizi rica ederim.

Calisma hakkinda daha fazla bilgi almak i¢in Egitim Bilimleri B6liimii’'nden
Ars. Gor. Ceren Demir ile iletisim kurabilirsiniz.

Ilginiz ve ¢alismaya katildiginiz igin simdiden tesekkiir ederim.

Aras. Gor. Ceren Demir

ODTU Egitim Bilimleri Béliimii

Egitim Yonetimi ve Planlamas1t ABD

e-posta: cedemir@metu.edu.tr Tel: 0312 210 4034

Bu calismaya tamamen goniillii olarak katiliyorum ve istedigim zaman
yarida kesip c¢ikabilecegimi biliyorum. Verdigim bilgilerin bilimsel amaclh
yayumlarda kullanilmasint kabul ediyorum. (Formu doldurup imzaladiktan sonra
uygulayiciya geri veriniz).

Ad Soyad Tarih [mza
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Appendix F: Distributed Leadership Scale Permission Letter

MAIL / ADRES

Kadir Beycioglu
Dokuz Eylul University

Buca Faculty of Education

Ugur Mumen Cad.
135. Sk. No:j5
35150 Buea, Izmir / TURKEY

PHONE / TEL
+50.232.420 48 82 [ 12261

FAX +go0.232.420 48 95

E-MAIL
beycioglu@gmail.com

11 Arahk 2014

Saymn Ceren Demir,
Orta Dogu Teknik Universitesi / Ankara

Oneelikle okullarda paylasilan liderlige iliskin calismamiza gostermis
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Appandix G: Readiness For Change and Knowledge Sharing Scale Permission
Letter

[l METU Squirrelmail %

€ = C 8 https//sqrl.metu.edu.tr/src/webmail.php

Klasorler Gorintiilenen Klasor: Trash
Son Giincelleme: Mesa) Yaz Adresler Klasérler Secenekler Ara Yardim

Car 1:10 pm

(E-posta Kontrolii Yap
Arsma Sonuglan | Okunmams | Sil

Gelen Kutusu Konu: Olcek kullanim fzni
dm?s i Gonderen: "Yasar Kondaker" <kyasar@metu.edu.tr>
sent-mai . . . s
Trash (Temizle) Tarih: 17 Subat 2015_ Sals. 5:13 pm

Alcr: "Ceren Demur” <cedemir@metu.edu tr=
Oncelik: Normal
Segenek]er: Tiim Baglsklan Géster | Yazdinlabilir Sekilde Gdster | Bunu dosya olarak indir | HTML olarak gdster

Sayin Ceren Demir,

Tarafimizca gelistirilmis olan Degisime Hazir Olma ve Bilgi Paylasim
tlceklerini, yiksek lisans tez calismanizda kullanmanizda herhangi bir
sakinca yoktur.

Basarilar dilerim

Yasar KONDAKCI, PhD

Assoc.Prof. in Educational Administration & Planning
Department of Educational Sciences

Faculty of Education

Middle East Technical University

Dumlupinar Boulevard ©6309 Cankaya

Ankara TURKEY

T 498 312 218 7967

P: +9@ 312 210 4877
E-mail: kyasarfimetu.edu.tr

Eklentiler:

untitled-[2] html 0.9k [ text/tml ]
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Appendix H: Consent Letter of the Institution
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Appendix I: Consent Letter of the Institution
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Appendix J:

Research Permission Document

T.C.
MILLI EGITIM BAKANLIGI

Egitimi Aragtirma ve Geligtirme Dairesi Bagkanhgs

ARASTIRMA DEGERLENDIRME FORMU

~ T~

A Soyad | Coan DEMIR

Kurumu / Unwersiles: | Ovta Dodu Teknik Universites:

ﬁnamnn Yapilacak Edme

£ Kurerw ve amtn&wmwmwnwm\n

| MIEGHim Batartigina Bajh Okularda Galrgan Oetmeniern
Aragew Komusu | Payl Uderik ve Dedigime Hazir Oima Durumian Arasindaki
Rigiide Bigi Paylagiminin Araclik Roll

xu:n:’:\:m Var( X/ Yok({ )

Aragl Odev |, .

o m"’" Yilkesk Lisars Taz

o Arkt Form (3 Sayla)

g:“n;‘lmnl:eok l Orta Dogu Teknik Universtesi

KOMISYON GORUS0
1- Anketn uygulanmas: Sirasinds gonliuiK ikesine uyuimas: e5ashin

Komisyon karan | Oybirdgl / Oygokiadu e slinmiste.

Mutaif Uyerin Garekges,

Adi ve Scyadi:

KOMISYON
L6 032055 26032015 2£ 03015
K Kan Oye
W Ab Ayla DIKMEN

GELIK )
$.Nurat And Lisesi Md Yrd,

(s oy

Sosyal Biimbr Lisesi Ogn
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Appendix K: Middle East Technical University Human Subjects Ethics
Committee Approval Letter
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Appendix O: Turkish Summary

TURKCE OZET

DEVLET OKULLARINDA CALISAN OGRETMENLERIN PAYLASILAN
LiDERLIK VE DEGISIME HAZIR OLMA DURUMLARI ARASINDAKI
ILISKIDE BIiLGI PAYLASIMININ ARACILIK ROLU

1. GIRIS

Kiiresellesme, teknolojinin hizla gelismesi, kesfedilen yeni bilgiler, giinliik hayatla
ilgili evrimlesen olgular orgiitlerde degisimi zorunlu kilan bazi etmenlerdendir
(Liischer & Lewis, 2008). Orgiitler toplumun beklentilerini karsilayabilmek igin
kendi biinyelerinde degisiklik i¢ine girmektedirler ve etkili orgiitlerin en 6nemli
ozelliklerinden birisi degisen kosullara uyum saglayabilme becerisidir, baska bir
deyisle kendi g¢evresini ve degiskenlik gOsteren hayat sartlerin1 en iyi sekilde
Oziimseyen oOrgiitler varliklarimi siirdiirebilmektedirler (Turan et al., 2014). Bu
sebeple, gliniimiiz yasam kosullarinda oriitlerin hayatta kalabilmesi i¢in Orgiitsel
degisim kritik bir hale gelmistir (Sabuncuoglu & Tiiz, 1996). Orgiitler degisen
durumlari, giinliik hayatin ihtiyaclarini, ve degiskenlik gdsteren gereksinimleri Grgiit
biinyesine adapte etme egilimindedirler ¢ilinkii stirekli degisen diinyada degisim artik
kaginilmaz bir hale gelmistir (Geng, 2004). Ozellikle is orgiitleri ve 6zel sektdr
firmalar1 uzun siire varliklarin1 koruyabilmek i¢in dis diinyanin getirmis oldugu

degisimleri yakalama gabasi igerisindedirler (Burke, 2013).

Orgiitsel degisim yalnizca ticari firmalar ve is sektdrii i¢in gergeklestirilmesi gereken
bir ihtiya¢ degildir. Egitim kurumlari da kendi i¢ yapisindan ve disaridan
kaynaklanan degisime zorlayic1 bazi faktorlerle karsi karsiyadirlar (Levin, 1993).
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Diinyada, egitim kurumlar da siirekli meydana gelen ve dikkate alinmasi ihtiyag
haline doniisen degisim riizgarindan oldukga etkilenmektedirler. Benzer bir sekilde
Tirk Egitim Sistemi de meydana gelen degisim hareketlerine ayak uydurma ihtiyaci
igcerisindedir ve bu sebeple Milli Egitim Bakanlig: tarafinda sikc¢a giindeme gelen ve
uygulamaya konulan pek ¢ok degisim hareketi mevcuttur. Ozellikle Milli Egitim
Bakanligi’nin son 15 yildaki mevzuatlar1 incelendiginde fazlaca degisim
uygulamasmin giindeme geldigi agikca goriilebilmektedir. Tiirkiye’de 2000’1
yillarin  basindan itibaren egitim sisteminde go6zlemlenen baslica degisim
hareketlerini Orneklendirelecek olunursa; siirekli ismi ve igerigi degistirilen orta
ogrenime ve yiiksek dgrenime gecis smavlarr (LGS, OSS, OKS, SBS, TEOG, LYS
vb.), 2005 yilindan itibaren Tirk Egitim Sistemine kaynastirilmaya c¢alisilan
yapilandirmaci miifredat ve 6grenci merkezli 6grenme, okullardaki bilgi paylasimin
bilgisayar ortami ile giiglendirmeye calisan e-okul uygulamasi, 2010 yilindan
itibaren okullarda teknoloji kullanimini yayginlastirmay1 hedefleyen FATIH projesi,
2012-2013 egitim Ogretim yilinda uygulamaya gecilen 4+4+4 egitim sistemi

bunlardan baslicalaridir.

Tiirk egitim sistemindeki tim bu degisim uygulamalari ile birlikte 6gretmenlerin bu
degisim siirecinde onemli bir role sahip olduklar1 diisiiniilmektedir. Basarili bir
degisim gerceklesmesi icin Ogretmenlerin bu siiregle ilgili diisiinceleri ve tavirlari
g6z oOniinde bulundurulmasi gerekir ancak oOgretmenlerin egitim sistemindeki
degisimlere karsi olan tutumlar1 ve davramislar1 ithmal edilmektedir (Kondaket,
Zayim, & Caligskan, 2013). Aslinda 6gretmenlerin degisim girisimlerine karsi olan
tutumlarin1 kavramaya calismak mecburidir ¢linkii 6gretmenler okul ortaminda
degisimlerin basariya ulasmasinda biiyiik bir etkiye sahiptirler (Ozmen & Sénmez,
2007). Etkili bir orgiitsel degisim gergeklestirmek i¢in Oncelikle Orgiit tiyelerinin
degisime karst olan tutumlarmi anlamaya ihtiyag vardir (Oreg, Vakola, &
Armenakis, 2011). Bu durumda, degisim hareketlerine goniillii katilim ile iligkili olan
degisime hazir olma kavrami Orgiitlerin gelismesi icin bir firsat yaratmaktadir
(Campbell, 2006). Diger bir deyisle, orgiit liyelerinin degisime hazir olmasi degisim
siirecine karsi pozitif tutumlart destekler (Self & Schraeder, 2009). Bdylelikle,
degisim hareketleri en az direncle meydana gelir ve degisime hazir olan Orgiit
tyelerinin  olumlu tutum ve davranislariyla birlikte basarili  bir  sekilde

gerceklesebilir. Bu sebeple, Tiirk Egitim Sisteminde degisim girisimlerinin basariyla
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sonuglanmasi isteniyorsa Oncelikli olarak Ogretmenlerin bu degisim siirecine hazir

olma durumlari g6z 6niinde bulundurulmalidir.

Orgiitlerdeki degisim ydnetimini basarili bir sekilde yiiriitmek degisim girisimlerinin
sonuclarina ve orgiit iiyelerinin degisime karsi hazir olma tutumlarina pozitif bir
sekilde etki eder (Rafferty, Jimmieson, & Armenakis, 2013). Buna ek olarak,
okullardaki etkili liderlik davranislari ile egitim kurumlarinin amaclarina ulasmadaki
basar1 oram arasinda pozitif bir iliski vardir (Ozdemir, 2012). Bu sebeple, egitim
orgiitlerinin  geleneksel ve siradan yonetim yapist yerine c¢agdas liderlik
yaklagimlarin1 benimsemeleri gerekmektedir (Cankaya & Karakus, 2010). Paylasilan
liderlik kavram1 tam da okul ortami igerisinde olumlu etkiler yaratabilecek, ozellikle
egitimdeki degisim hareketlerinde 6gretmenlerin aktif katilimini destekleyen cagdas
liderlik yaklagimlarindan biridir. Paylasilan liderlik yaklagiminda sadece yonetimin
degil ayn1 zamanda tiim orgiit iiyelerinin ¢abalar1 ve diislinceleri degerli bulunur
(Harris & Spillane, 2008). Paylasilan liderligi destekleyen okullar 6gretmenlerden,
yoneticilerden, Ogrencilerden ve velilerden olusan aktif calisma takimlarina

sahiptirler (Lambert, 2002).

Paylagilan liderlik, orgiitlerdeki degisim siirecinin  basarili  bir  sekilde
gerceklesmesine ve sonuclanmasina yardimcr olur (Spillane, 2012). Ayrica,
paylasilan liderlik kavrami tiim paydaglarin bilgi paylagimi ile gergeklesen orgiit ici
iletisim aglarina ihtiya¢ duyar (Harris, 2004). Paylasilan liderlik anlayisiyla birlikte
okullarda bilgi paylasimi ortami daha ¢ok desteklenir bir hale gelir (Jdppinen &
Maunonen-Eskelinen, 2012). ilaveten, calisanlarin degisime hazir olma durumlari
orgiit i¢1 almman kararlarda aktif bir sekilde yer almalariyla iliskilidir (Cohen &
Caspary, 2011). Ayn sekilde, okullarda da 6gretmenlerin karar alma mekanizmasina
katilmimi saglamak onlarin okullarda gerceklestirelecek olan degisimlere hazir

olmalarina yardimci olur (Kondakg1, Zayim, & Caligskan, 2010).

Sonug olarak, okul ortaminda gerceklesen bilgi paylasiminin ve paylasilan liderligin
egitimdeki degisim siirecinde onemli etkilere sahip oldugu diisiiniilmektedir. Bu
sebeple, giincel literatiir taramasi sonucunda bu ¢alismanin konusunun 6gretmenlerin
degisime hazir olma durumlart ve paylasilan liderlik arasindaki iliskide bilgi

paylasimin aracilik rolii lizerine olmasina karar verilmistir.
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1.1 Calismanin Amaci

Bu arastirmanin amaci, Milli Egitim Bakanligi’na bagli devlet okullarinda g¢alisan
Ogretmenlerin paylasilan liderlik ve degisime hazir olma durumlar arasindaki

iliskide bilgi paylasiminin aracilik roliinii incelemektir.
1.2 Calismanin Onemi

Son zamanlarda c¢ok sik degisikligin meydana geldigi Tiirk Egitim Sisteminde,
Ogretmenler bu degisim siireclerinin isleyisinde ve degisim faaliyetlerinin basarili
sonuglara ulasmasinda hatir1 sayilir bir yere sahiplerdir. Bu sebeple 6gretmenlerin
egitim sistemindeki degisimler hakkindaki goriisleri Onem arzetmektedir. Bu
calisgmada, daha Dbasarili degisim uygulamalari gergeklestirmek amaciyla
Ogretmenlerin degisime hazir olma durumlar {izerinde durulmustur ¢ilinkii daha 6nce
yapilan arastirmalara bakildiginda 6gretmenlerin degisim siireglerindeki goriislerinin

thmal edildigi fark edilmistir.

Bunun yani sira, okul miidiirlerinin 6gretmenler, 6grenciler, veliler gibi okulun diger
paydaslari ile isbirligi icerisinde calistig1 ve okul ile ilgili kararlarin tiim bu paydaslar
tarafindan ortak bir fikir birligiyle alindigi paylasilan liderlik anlayisinin hakim
oldugu okullarda degisim faaliyetlerinin daha kolay ve etkili bir sekilde meydana
geldigi bilinmektedir. Diinyada paylasilan liderligi benimseyen egitim kurumlarinin
sayilar giin gectik¢e artmaktadir ama tilkemizde bu liderlik anlayis1 heniiz yeni yeni
hayata gecmeye baglanmistir. Bu c¢alisma, Tiirk okullarinda paylasilan liderligin ne

Olclide benimsenip uygulandigina 1s1k tutacaktir.

Ilgili literatiir incelendiginde, dgretmenlerin egitim sistemindeki degisimlere hazir
olma durumar1 ve paylasilan liderlik ile ilgili aragtirmalarin sinirli sayida oldugu fark
edilmistir. Bu ¢alismanin sonuglarinin ise Tiirk okullarindaki paylasilan liderlik ile
Ogretmenlerin egitim sistemindeki degisim faaliyetlerine hazir olma durumlan
arasindaki iliskiyi aydinlatarak ligili alan yazmindaki eksikligi giderecegi
beklenmektedir. Boylelikle, bu calismanin sonuglarindan elde edilen bilgiler
sayesinde Milli Egitim Bakanligi tarafindan Tiirk Egitim Sistemi’ndeki degisim
girisimlerinin daha basarili olabilmesi i¢in dnlemler alinabilinir ve yeni uygulamalar

giindeme gelebilir.
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Ilaveten, bu calisma paylasilan liderlik ile Ogretmenlerin degisime hazir olma
durumlar arasindaki iliskide bilgi paylasiminin aracilik roliinii incelemektedir ve bu
Ozelligi sayesinde bu degiskenler ile birlikte arcilik iligkisi {izerinde duran ilk ¢alisma

olarak ilgili alanda yeni yapilacak arastirmalar i¢in 151k tutmaktadir.

2. YONTEM

Calismanin bu boliimii arastirmanin deseni, Orneklem, calismada kullanilan veri
toplama araglari, veri toplama stireci, verilerin analizi ve ¢alismanin sinirliliklar ile

ilgili kistmlardan olugsmaktadir.

2.1 Arastirmanin Deseni

Calisma, araci bir degisken ile birlikte iliskisel bir model olarak desenlenmistir. Bu
calismadaki araci degisken bilgi paylasimidir ve paylasilan liderlik ile 6gretmenlerin
degisime hazir olma arasindaki iliskide bilgi paylasunin aracilik roli

incelenmektedir.
2.2 Orneklem

Caligmanin 6rneklemi, Edirne’de Milli Egitim Bakanligi’na bagli ilkokul, ortaokul
ve liselerde calisan 556 O0gretmenden olugsmustur ve orneklem kolay ulasilabilirlik
yontemi ile se¢ilmistir. 14 ilkokuldan 173 6gretmen, 14 ortaokuldan 197 6gretmen ve
12 liseden 186 6gretmen ile ¢alismanin verileri toplamda 40 devlet okulundan elde

edilmistir.

2.3 Veri Toplama Araclar

Bu ¢aligsmada; Paylasilan Liderlik Olgegi (PLO; Ozer & Beycioglu, 2013) , Degisime
Hazir Olma Olgegi (DHOO; Kondakg¢1, Zayim & Caliskan, 2013), Bilgi Paylagimi

Olgegi (BPO; Haser & Kondake1, 2011) ve Katilime1 Bilgi Formu veri toplama araci

olarak kullanilmstir.
2.3.1 Paylagilan Liderlik Ol¢egi

Paylasilan liderlik bu calismanmn bagimsiz degiskenidir. Paylasilan Liderlik Olgegi

ogretmenlerim paylasilan liderlik algilarini dlgmek amaciyla Ozer ve Beycioglu
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(2013) tarafindan gelistirilmistir. Olgek 5 dereceli yamt formuna sahip 10 maddeden

olugsmaktadir. Cronbach alfa i¢ tutarlilik katsayis1 .92 olarak rapor edilmistir.

2.3.2 Degisime Hazir Olma Olgegi

Degisime hazir olma bu calismanin bagimli degiskenidir. Degisime Hazir Olma
Olgegi ogretmenlerin  degisime hazir olma diizeylerini belirlemek amaciyla
Kondak¢i, Zayim ve Caligkan (2013) tarafindan gelistirilmistir. 3 alt boyutu olan
Olgek 5 dereceli yanit formuna sahip olup 12 maddeden olusmaktadir. Cronbach alfa
i¢ tutarlilik katsayilar1 sirasiyla biligsel boyutta degisime hazir olma i¢in .87, niyet
boyutunda degisime hazir olma i¢in .90, ve duygu boyutunda degisime hazir olma

i¢in .75 olarak rapor edilmistir.
2.3.3 Bilgi Paylasim Olgegi

Bilgi paylastmi bu calismanin rac1 degiskenidir. Bilgi Paylasimi1 Olgegi isyerinde
bilgi paylasiminin mevcut durumunu ve etkisini aragtirmak i¢cin Haser and Kondake1
(2011) tarafindan gelistirilmistir. Olcek 5 dereceli yanit formuna sahip olup 5
maddeden olusmaktadir. Cronbach alfa i¢ tutarlilik katsayist .83 olarak rapor

edilmistir
2.3.4 Katilma Bilgi Formu

Katilimcr bilgi formu arastirmaci tarafindan hazirlanmistir. Katilimeilarin kisisel ve
mesleki bilgilerine iliskin demografik sorular igeren bir formdur (Katilimci Bilgi
Formu i¢in bknz Ek A).

2.4 Veri Toplama Siireci

Bu arastirma icin 6ncelikle Orta Dogu Teknik Universitesi Insan Arastirmalar1 Etik
Kurulu’ndan ve Milli Egitim Bakanligi’ndan izin alinmistir. Daha sonra her bir okul
icin okul miidiirlerinden gerekli onay alindiktan sonra anket 6gretmenler odasinda
ogretmenlerin  gontilli  katilmi ile uygulanmistir. Anket dagitilmadan Once
ogretmenlere goniillii katilim formu verilmis ve 6n bilgilendirme yapilmistir. Anket
uygulamasi yaklasik 5 dakika stirmiistiir. Calismanin verileri 2014-2015 bahar

doneminde toplanmustir.
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2.5 Verilerin Analizi

Arastirma kapsaminda ilk olarak elde edilen verilerin betimsel ve yordamsal istatistik
analizleri SPSS 23 programi kullanilarak yapilmistir. Daha sonra yap1 gegerliligini
test etmek icin AMOS 18 programi kullanilarak Dogrulayict Faktor Analizi
uygulanmistir. Son olarak, Onerilen modeli test etmek icin Yapisal Esitlik

Modellemesi (YEM) ile yiiriitiilen Aracilik iliskisi Analizi yapilmistir.
2.6 Calismanmin Simirhliklar:

Her arastirmada olabilecegi gibi bu ¢alismanin da bazi sinirliliklar: vardir. Ilk olarak,
40 farkli okul ortaminda toplanan veriler dogal olarak birbirinden farkli ortam ve
durumlart igermektedir. Yani, katilimeilarin farkli kosullar altinda anket maddelerini
degerlendirmeleri farkli cevaplar vermelerine sebep olmus olabilir. Ikinci olarak,
calismanin 6rneklemi toplamda 556 6gretmenden olusmaktadir ve her bir katilimer
farkli yas, mesleki deneyim, ge¢mis yasanti ve tutumlara sahiptir. Bu farkliliklar da
yine katilimcilarin anketteki maddelere cevaplarimi farli yonde etkileyecektir.
Calismanin diger bir smurliligi ise verilerin yalnizca Edirne ilinden toplanmig
olmasidir ¢linkii ¢aligmanin sonuglart tiim tilke genelini temsil etmeyecektir. Son
olarak, ¢alismada yalnizca nicel aragtirma yontemleri kullanilmistir oysaki nitel
arastirma yontemleriyle birlestirilmis bir calisma yiiriitiilmiis olsaydi sonugclarla ilgili

daha anlamli bir yargiya varilabilinirdi.

3. BULGULAR

Oncelikli olarak yanlis veya eksik girilmis verilerin kontrolii yapilmis ve gerekli
varsayimlar saglandiktan sonra analizler 531 katilimcidan olusan veri seti lizerinde
gerceklestirilmistir. Daha sonra yap1 gecerliligini test etmek i¢in Dogrulayic1 Faktor
Analizi uygulanmistir. Caligmadaki bagimsiz, bagimli ve araci degiskenlerin
ortalamalari, standart sapmalari, frekanslari, yiizde oranlari, minimum ve maksimum
degerleri betimsel analiz yontemi aracilifiyla hesaplanmistir. Arastirmadaki
degiskenlerin arasindaki iliskileri belirlemek amaciyla da korelasyon analizi
uygulanmistir. Son olarak, Yapisal Esitlik Modeli iizerinden yiiriitiilen Aracilik
Iliskisi analizinin sonuglarmi yorumlayabilmek igin bazi model uyum indeksleri

hesaplanmistir. Ornegin; CMIN/DF (Ki-kare/serbestlik derecesi) 3.809, SRMR degeri
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.0492, RMSEA degeri .073 ve CIF degeri .952 olarak rapor edilmistir. Arastirmanin
modelini test etmek icin hesaplanan uyum indekslerinin kabul edilebilinir degerlere

sahip oldugu goriilmiistiir.

Arastirma kapsamninda yiiriitiillmiis olunan istatistiksel ve aracilik iligkisi analizleri
sonuglarina gére bazi bulgular elde edilmistir. Ik olarak, Milli Egitim Bakanligi’na
bagl ilkokul, ortaokul ve liselerde ¢alisan 6gretmenlerin Tiirk Egitim Sistemi’nde
gergeklesen degisim hareketlerine goniillii olarak katilmak istedikleri saptanmustir.
Ogretmenlerin egitim sisteminde degisime hazir olma durumlan ile ilgili anket
maddelerine verdikleri cavaplar goz oOniine alindiginda, O6gretmenlerin degisim
faaliyetlerini okullarin goérmek istedikleri ortaya c¢ikmustir. Yani, c¢alismanin
katilimcist olan devlet okullarinda ¢alisan 6gretmenler kendi okullarinda degisim
aktivitelerini goérmeyi arzu ettiklerini belirtmiglerdir. Degisimin yenileyici
bulunmasina dair anket sorusuna ogretmenler tarafindan olumlu anlamda yiiksek bir
cevap alimmugtir. Ogretmenler okullarinda gergeklestirecelek degisim faaliyetlerinin
kendi bireysel islerini yapmada yardimci olacagini diisiinmektedirler. Buna ek
olarak, ogretmenler egitim sisteminde Onerilen degisimlerin kendi c¢alistiklar
okullarda daha iyi kosullar1 ve egitim sistemini yakalamak igin gergeklestigine
inanmaktadirlar. Ayrica Ogretmenler, kendilerini okullarinda meydana gelecek
degisim siirecine adamak istediklerini belirtmektedirler. Ogretmenler meydana
gelecek degisimlerin kendi bireysel islerinde daha ¢ok calismalari ve caba
gostermeleri yoniinde motive edici oldugunu diistinmektedirler. Egitim sisteminde ve
okullarinda uygulamaya geg¢ilen degisim c¢aligmalarinin basariyla sonuglanmasi i¢in
gayret sarfedebileceklerini  belirtmislerdir.  Ilaveten, &gretmenler —degisim
caligmalarinin  okullarindaki bazi eksikliklerin telafisi i¢in gerekli olduguna
inanmaktadirlar. Ogretmenler okullarininda yiiriitiilen degisim faaliyetlerinde aktif
bir sekilde rol almak istemektedirler. Diger bir deyisle, 6gretmenlerin biligsel, niyet
ve duygusal boyutlarda egitim sisteminde uygulamaya gecilecek degisimlere hazir

olduklar1 gézlenmistir.

Arastirmada saptanan diger bir bulgu ise 6gretmenlerin goriislerine gore Tirkiye’de
Milli Egitim Bakanligi’na bagli ilkokul, ortaokul ve liselerde paylasilan liderligin var
oldugudur. Yani, Ogretmenlerin okul miidiirleri ile aralarindaki iletisimi, okul
islerinin yiiriitiliis seklini ve okul ile ilgili kararlara katilim siireclerini g6z 6niinde

bulundurduklarinda verdikleri cevaplar géz oniinde bulunduruldugunda paylasilan
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liderlik anlayisinin benimsendigi ve yasatildigi bir okul ortamina sahip olduklar
¢ikarimi yapilabilinir. Ogretmenler, miidiirleri sayesinde paylasima dayali bir okulda
calistiklarmi ifade etmislerdir. Ogretmenler, okul islerine dair kararlarin aliminda
idarecilerle birlikte 6gretmenler ve veliler gibi okulun diger paydaslarimin da dahil
olduklarmi belirtmislerdir. Ogretmenler, egitim Ogretim faaliyetleriyle ilgili
canbalarinin okul midiirleri tarafindan desteklendigini  diisiinmektedirler.
Ogretmenler okullarinda gerceklesen tiim degisim etkinliklerine ve ydnetimle ilgili
islere katilim saglamak konusunda istekli olduklarini ifade etmislerdir. Ayrica
ogretmenler, okul isleriyle ilgili goriislerini okul miudiirleriyle rahatca
paylasabildiklerini belirtmislerdir. Tiim bu paylasilan liderlige dair Ogretmen
goriiglerine istinaden, Tiirk devlet okullarinda paylasilan liderligin var oldugu ve
yasatildign ¢ikarimi yapilabilinir. Ogretmenlerin paylagilan liderlige dair anket
maddelerine verdikleri cevaplar dogrultusunda, okullarda paylasilan liderlik

faaliyetlerinin oldugu sdylenebilinir.

Bu calsmada ortaya ¢ikan diger bir sonug ise okul kiiltiirii icerisinde bilgi paylasimin
etkili bir sekide gerceklestigidir. Calismanin anketini cavaplayan Milli Egitim
Bakanligi’na bagli ilkokul, ortaokul ve liselerde calisan Ogretmenler kendi okul
ortamlarinda okul islerine ve giindemine dair bilgi paylasimi ile ilgi mekanizmalarin
var oldugunu ve istediklere bilgiye kolayca ulasabildiklerini ifade etmislerdir.
Ornegin, dgretmenler kendi calistklar1 okullarda genis bir bilgi paylasimmin var
oldugunu belirtmislerdir. Ayrica Ogretmenler okul sinirlart dahilinde istedikleri
bilgiye istedikleri zaman ulagabileceklerine inanmaktadirlar ve bu bilgiye nasil

erisebileceklerini iyi bildiklerini belirtmislerdir.

Son olarak, aracilik iliskisi analizinin sonuclar1 degisime hazir olma ve paylasilan
liderlik arasindaki iligkide bilgi paylasiminin aracilik roliiniin bulundugunu
gostermistir. Devlet okullarinda galisan Ogretmenlerin bilissel, niyet, ve duygusal
boyutlarda degisime hazir olma durumlari ile paylasilan liderlik arasindaki iligskide
bilgi paylasimimin aracilik rolii vardir. Milli Egitim Bakanligi’na bagli ilkokul,
ortaokul ve liselerde ¢alisan Ogretmenlerin egitim sistemindeki degisimlere hazir
olma durumlan ile okullarinda yasatilmakta olan paylasilan liderlik arasindaki

iliskide bilgi paylasiminin kismi bir aracilik roliintin oldugu saptanmistir.
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4. TARTISMA

Bu ¢alismanin amaci1 Milli Egitim Bakanligi’na bagl ilkokul, ortaokul ve liselerde
calisan 6gretmenlerin paylasilan liderlik ve degisime hazir olma durumlar1 arasindaki
iliskide bilgi paylasiminin aracilik roliinii sorgulamaktir. Bu baglamda, paylasilan
liderlik ile degisime hazir olma durumu arasindaki iliskide bilgi paylagiminin aracilik

rolii YEM kullanilarak test edilmistir.

Arastirmanin bulgular1 devlet okullarinda ¢alisan 6gretmenlerin egitim sisteminde
meydana gelen degisim uygulamalarina katilim konusunda istekli olduklarini ortaya
koymustur. Ogretmenlerin okullarinda gerceklesecek degisim faaliyetlerine aktif
katilim gostermeyi istemektedirler. Bu bulgular alandaki benzer diger ¢alismalar ile
paralellik gostermektedir (Inandi & Gilig, 2016; Kondakg¢i, Beycioglu, Sincar,
Ugurly, 2015; Zayim & Kondake1, 2014).

Ayrica, calismanin sonuglar1 Tiirkiye’deki devlet okullarinda paylasilan liderlik
anlayisinin uygulamaya gegirildigini ortaya koymustur. Ogretmenlerin okullarindaki
karar alma siirecleri, okul paydaslar ile iletisimleri ve isbirlikleri {izerine verdikleri
yanitlar gbz Oniine alindiginda paylasilan liderligin devlet okullarinda varligim
stirdlirdiglinti sdyleyebiliriz. Bu sonug alan yazinindaki diger arastirmalar ile uyum
icerisindedir (Adigiizelli, 2016; Goksoy, 2015; Korkmaz & Giindiiz, 2011; Kurt,
2016; Uslu & Beycioglu, 2013; Yilmaz & Turan, 2015).

Bunlara ek olarak, Milli Egitim Bakanhigi’na baglh devlet okullarinda bilgi
paylasiminin 6gretmenlere yeterli gelecek sekilde mevcut oldugu da calismanin
bulgularindandir. Tlkokul, ortaokul ve liselerde ¢alisan 6gretmenler okul ortamlarinda
istedikleri bilgiye rahat¢a ve hizli bir sekilde ulasabildiklerini ifade etmislerdir. Bu
bulgu da alan yazinindaki benzer arastirmalar ile bagdasan bir durum igerisindedir

(Rismark & Solvberg, 2011; Song, Kim, Chai & Bae, 2014).

YEM’de yiiriitiilen aracilik iligkisi analizinin sonuglar1 devlet okullarinda calisan
O0gretmenlerin degisime hazir olma durumlar ve okullarindaki paylasilan liderlik
arasindaki iligkide bilgi paylastmmin aracilik roliiniin  bulundugunu ortaya
koymustur. Alan yazinindaki ¢alismalar incelendiginde, bu arastirmadaki degiskenler
arast iligkilerin de benzer sonuglari isaret ettigi goriilmiistiir. Ornegin, bilgi paylasimi
basarili bir degisim siirecinin gergeklesmesi i¢in var olmasi gereken onemli bir

olgudur (Barnes, Camburn, Sanders ve Sebastian, 2010). Diger bir yandan okullarda
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benimsenen ve uygulanan paylasilan liderlik anlayis1 6gretmenlerin arasindaki bilgi
paylasimin1  destekler (Jippinen and Maunonen-Eskelinen, 2012). Ilaveten,
paylasilan liderlik ayn1 zamanda okullarda degisim faaliyetlerinin etlili ve basaril1 bir

sekilde meydana gelmesine yardimci olur (Spillane, 2006).

Sonug olarak, bu calisma paylasilan liderligin okullardaki bilgi paylagiminin da
kolaylastirict etkisiyle birlikte devlet okullarinda ¢alisan 6gretmenlerin Tiirk Egitim
Sistemi’nde meydana gelen degisikliklere hazir olmalarim1 kolaylastirdigini ve bu
sayede egitim sisteminde ger¢eklesen degisimlerin daha basarili sonuglanacagini
ortaya koymaktadir. Calismanin bulgular1 okullarda daha etkili bir degisim stireci
gerceklestirmek isteyen Milli Egitim Bakanlig1 i¢in yardimci olacaktir.

4.1 Gelecekteki Calismalar icin Oneriler

Bu calismanin 6rneklemi Edirne ili Milli Egitim Baknligina baglh ilkokul, ortaokul
ve liselerde calisan 6gretmenler tarafindan olusmaktadir. Calismanin sonuglarinin
daha genellesmesi i¢in devlet okkullarinin yami sira 6zel okullarda ¢alisan
Ogretmenlerin de katilimci olarak secilmesi ve Tiirkiye’deki bagka diger bolge ve

illerinde calismaya dahil edilmesi gerekmektedir.

Ayrica, bu ¢alismada yalnizca nicel aragtirma yontemlerine yer verilmistir. Nicel
aragtirma yontemlerinin yani sira nitel aragtirma yontemleri de kullanilmis olsaydi
calismanin bulgulartyla ilgili daha anlamli ¢ikarimlar yapilabilinirdi. Gelecekte bu
degiskenler ile calisma yiiriitecek olan arastirmacilar nicel ve nitel arastirma
yontemlerini birlikte kullanmaya 6zem gosterirlerse elde ettikleri sonuglar daha

anlamli olacaktir.

llaveten, paylasilan liderlik kavrami okuldaki tiim paydaslarn birkikte isbirligi
igerisinde calistiklar1 ve okul islerine iligkin kararlarin beraberce alindigi bir
anlayistir. Bu sebeple okul miidiirleri, 6gretmenler, veliler ve dgrenciler okul ile ilgili
konularda birlikte hareket ederler. Ancak bu ¢alismada paylasilan liderlik olgusuyla
ilgili sadece Ogretmenlerin goriislerine yer verilmistir. Ileride yapilacak okul
ortamindaki paylasilan liderlikle ilgili arastirmalarda okulun diger paydaslarinin

goriislerinin de alinmasi paylasilan lifderligin dogasini daha iyi yansitmig olacaktir.

Bunlara ek olarak, bu calismada katilimcilarin kisisel bilgilerine ulagsmak igin

katilimer bilgi formu kullanilmistir. Katilimer bilgi formu 6gretmenlerin meslekte
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ka¢ yildir var olduklari, calistiklar1 okullardaki goérev siireleri, okullarinda kag¢ adet
Ogretmen ve Ogrenci bulundugu gibi sorulart icermektedir. Ancak Ogretmenlerin
mezun olduklar1 liniversite boliimlerinden, su an 6gretmenlik yapmakta olduklari
branslarindan, diger mesleki ve bireysel deneyimlerinden bahsedilmemektedir. Yani
Ogretmenlerin yanitladigi kisisel bilgiler yetersizdir ¢linkii bu caligmada egitim
sistemindeki degisimler, 6gretmenlerin bu degisimlere kars1 tutumlari, 6gretmenlerin
degisim faaliyetlerine hazir olma durumlari, okullarindaki liderlik anlayisi,
paylasilan liderligin bu degisim siirecindeki rolii, okullardaki bilgi paylasiminin bu
iliskideki roli iizerinde durulmaktadir. Fakat 6gretmenlerin daha dnce egitimdeki
degisim uygulamalarina dair bir egitim aldiklarina veya tecriibe ettiklerine dair bir
bilgi yoktur. Aymi sekilde, dgretmenlerin daha Once ziimre baskanligi veya okul
midirliigi gibi liderlik gérevlerinde yer aldiklarina dair bir 6n bilgi de alinmamustir.
Oysaki, Ogretmenlerin degisim faaliyetleri ve liderlik gorevleriyle ilgili ge¢mis
yasantillarinin ¢alismanin sonuglarint etkileyecegi beklenmektedir. Bu sebeple

gelecekte yiiriitiilecek aragtirmalarda bu konular géz 6niinde bulundurulmalidir.

Son olarak, bu ¢aligma okullardaki paylasilan liderlik ile 6gretmenlerin degisime
hazir olma durumlan arasindaki iligskide bilgi paylasiminin roliinii incelemektedir
fakat ilgili literatiire bakildiginda bu iliskide bilgi paylasiminin disinda bagka aract
degiskenlerinde olabilecegi farkedilmistir. Gelecekte Ogretmenlerin  egitim
sistemindeki degisimlere hazir olma durumlar1 ve okullardaki paylasilan liderlik
uygulamalari arasindaki iligkiyi incelemek isteyen arastirmacilar farkli ve ¢oklu araci

degiskenler ile ¢caligmalarini yiiriitebilirler.
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Appendix P: Tez Fotokopisi Izin Formu

ENSTITU

Fen Bilimleri Enstittsi

Sosyal Bilimler Enstitlisii v

Uygulamali Matematik Enstitiisti I:I

Enformatik Enstitiisiu

Deniz Bilimleri Enstitiisi

YAZARIN

Soyadi : DEMIR ERDOGAN
Adi : CEREN
Boliimii : EGITIM BILIMLERI

TEZIN ADI (ingilizce) : THE MEDIATING ROLE OF KNOWLEDGE SHARING
ON THE RELATIONSHIP BETWEEN DISTRIBUTED LEADERSHIP AND
READINESS FOR CHANGE AMONG PUBLIC SCHOOL TEACHERS

TEZIN TURU : Yiiksek Lisans v Doktora

1. Tezimin tamamindan kaynak gosterilmek sartiyla fotokopi alinabilir.

2. Tezimin igindekiler sayfasi, 6zet, indeks sayfalarindan ve/veya bir
boliimiinden kaynak gosterilmek sartiyla fotokopi alinabilir.

3. Tezimden bir (1) yil siireyle fotokopi alinamaz. v

TEZIN KUTUPHANEYE TESLiM TARIHi:
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