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ABSTRACT

THE RELATIONSHIP BETWEEN TEACHERS’ LEARNING
ORGANIZATION PERCEPTIONS AND THEIR ATTITUDES TOWARDS
CHANGE

Yoldas, Sinem Safak
M.S. Department of Educational Sciences

Supervisor : Assist. Prof. Dr. Gok¢e Gokalp

July 2019, 124 Pages

The ability to adapt to change in an organization is enhanced through the learning
organization (Driver 2002). If a school is a learning organization, it makes
inferences from experiences continually and uses this to keep up with the changes
in the environment and creates a system to improve workers. Teachers’
observation of their school as learning organization is significant for success in the
educational process and for adapting to changes in the environment. Moreover,
teachers’ attitudes towards change is important in actually making change happen.
Thus, the purpose of the study was to examine the degree to which teachers
perceive their school to be a learning organization and its relation to their attitudes
towards change. Data were collected from a total of 340 primary and middle
school teachers who are currently working in public schools in Ankara. A
correlational research design was used and data were collected through two
questionnaires; Dimensions of Learning Organization Questionnaire (DLOQ)
developed by Watkins and Marsick (1997) and the Inventory of Attitude toward



Change Survey (IATCS), of Dunham, Grube, Gardner, Cummings and Pierce
(1989). The results of the study indicated that there was a positive strong
relationship between the teachers’ perceptions of overall dimensions of learning
organization and teachers’ attitudes towards change. In addition, promoting
inquiry and dialogue, and providing strategic leadership for learning dimensions of
teachers’ perceptions of learning organization predicted teachers’ attitudes towards

change.

Keywords: Learning Organization, Attitude toward Change
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OGRETMENLERIN OGRENEN ORGUT ALGILARI VE DEGISIME KARSI
TUTUMLARI ARASINDAKI ILISKi

Yoldas, Sinem Safak
Yiiksek Lisans Egitim Bilimleri Boliimii

Tez Yoneticisi : Assist. Prof. Dr. Gok¢e Gokalp

Temmuz 2019, 124 Sayfa

Orgiitlerde degisime adapte olma becerisi 6grenen orgiit olma ile saglanir (Driver,
2002). Eger bir okul Ogrenen orgiit ise o okul tecriibelerinden devaml
¢ikarimlarda bulunur, bunu degisimlere ayak uydurmada ve ¢alisanlarin gelisimini
saglayacak bir sistem olusturmada kullanir. EZitim siirecinin basarili olmasi ve
cevredeki degisimlere ayak uydurabilmeleri i¢in 6gretmenlerin calistiklar1 okullara
yonelik Ogrenen Orgiit algilarn  Onemlidir. Bunun yani1 sira, degisimin
gerceklesebilmesi icin onlarin degisime karsi tutumlar1 da 6nemlidir. Bu anlamda,
caligmamin amaci1 Ogretmenlerin kendi okullarin1 ne kadar 6grenen okul olarak
gordiigii ile bunun onlarin degisime karsi tutumlari ile iliskili olup olmadigini
incelemektir. Bu kapsamda, Ankara’daki ilkokul ve ortaokullarda g¢alisan 340
devlet okulu 6gretmeninden veriler toplanmigtir. Calismada, iliskisel arastirma
deseni kullanilmis ve veriler iki anket kullanilarak toplanmistir: Watkins ve
Marsick (1997) tarafindan hazirlanan Dimensions of Learning Organization
Questionnaire (DLOQ) ve Dunham, Grube, Gardner, Cummings ve Pierce, (1989)
tarafindan hazirlanan the Inventory of Attitude toward Change Survey (IATCS).

Vi



Calisma sonuglar1 6gretmenlerin 6grenen orgiit algisi ile degisime karsi tutumlari
arasinda pozitif yonlii, giicli bir iliski oldugunu gostermistir. Ayrica,
ogretmenlerin 6grenen Orgiit boyutlari algilarindan, 6grenme igin stratejik liderlik
saglanmasi ve diyalog ve sorgulamayi destekleme boyutlart degisime Kkarsi

tutumlarin1 yordamistir.

Anahtar Kelimeler: Ogrenen Orgiit, Degisime Kars1 Tutum
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CHAPTER 1

INTRODUCTION

In this part, background of the study and statement of the problem were placed.
Moreover, purpose of the study was explained, and research question of the
present study was given. Finally, significance of the study was emphasized, and

key terms of the study were defined.

1.1. Background of the Study

Senge (1990, p.3) described learning organizations as “...organizations where
people continually expand their capacity to create the results they truly desire,
where new and expansive patterns of thinking are nurtured, where collective
aspiration is set free, and where people are continually learning how to learn
together.” In his book "The Fifth Discipline”, Senge (1990) mentions about five
disciplines of a learning organization. These are systems thinking, personal
mastery, mental models, shared vision and team learning. Furthermore, Watkins
and Marsick (1993) emphasize that a learning organization is an organization
which has the capacity of learning and transforming. That is, learning
organizations have an ability to learn and to change. In addition, Garvin (1993)
mentions that a learning organization is skilled at creating, acquiring and
transferring knowledge. When it comes to school aspect, Calik (2003), emphasized
that a learning school means a school which is open to innovation and change; and
all members are willing to start to change and try to innovate. Because of this, in a
learning school, all members participate in both learning and reform process
cooperatively and actively. Teacher perspective is very important in learning
organizational studies. Teachers’ observation of their school as learning

organization is significant for success in the educational process and for adapting
1



to changes in the environment. Gii¢li and Tirkoglu (2003) investigated the
learning organization perception level of teachers and school principals in primary
schools in their study. According to the results of their study, mental models and
team learning dimensions are the highest level of a learning organization
perception of teachers while personal mastery dimension is the lowest level.
Moreover, Bilir and Arslan (2016) examined the learning organization perceptions
of the teachers working in secondary education. They found that the learning
organization perception of teachers on their own school was at the “good” level
and the learning organization perception of the teachers working in Anatolian high
schools and technical high schools are significantly higher than teachers working
in religious high schools. Furthermore, Yumusak and Yildiz (2011) studied
whether educational organizations indicate learning organization characteristics by
investigating the learning organization perception of teachers and organizational
barriers which prevent this in Balikesir. Their study revealed that while private
schools have the properties of learning organization, public schools do not. In
addition, Akram, Watkins and Sajid (2013) made a comparison between the
learning cultures of public high and low performing boys and girls high schools in
Pakistan. The results of the study show that high and low performing high schools
indicated significant difference with respect to strategic leadership for learning and
knowledge performance dimensions. Moreover, female principles gave higher
points to their schools in strategic leadership for learning and knowledge
performance than male principles. Also, student achievement, according to the
exam results of that school district, has significant correlation with the strategic
leadership for learning and knowledge performance dimensions. However, there is
no significant difference between high and low performing school neither for boys

nor for girls.

Teachers’ perception of learning organization was studied in different research.
Some of these studies are case studies (Ding-Wang, 2002; Giles &
Caglayandereli, 2012) while others investigate relationships between teachers’

perception of learning organization and job satisfaction (Savas, 2013), teachers’
2



leadership (Moore, 2010), school culture (Ayik & Sayir, 2015) and information
management attitude (Dogan & Yigit, 2014).

Appearance of rapid changes in environmental factors results in increasing of
complications and uncertainty at organizations (Jafari & Kalanaki, 2012).
Organizations’ adaption to change is very significant in that point. The ability to
adapt to change in an organization is enhanced through the learning organization
(Driver, 2002). Change is the process of transforming phenomena into something
different (Print, 1993). Cole et al. (2006) emphasize that change begins with the
individual and indicate the reason of this as resistance or support are ultimately
individual decisions and behaviors. Therefore, possible preventive actions can be
taken and right decisions can be made about the change process and about
determining, planning, implementing, and finally evaluating change if attitudes of
employees toward change in an organization are determined (Kursunoglu, 2006).
Dunham et al. (1989) assert that attitude toward change generally consists of the
cognitions of a person about change, affective reactions to change, and behavioral
tendency toward change. From the same point of view, teachers’ attitude toward
change can be examined as teachers’ cognitions about change, their emotional
reactions to change and their behavioral tendency toward change. Teachers’
attitude towards change is important in actually making change happen. Kin and
Kareem (2016) explained why teachers’ attitude toward change is important for
school: “Teachers are the frontline change implementers in schools and
understanding how they react to change will certainly provide valuable insights
into the mechanisms antecedent to the phenomenon of resistance to school
change.” (p.106). The relationship between learning organization and attitude
toward change was studied for different types of organizations (Sudharatna & Li,
2004; Jafari & Kalinka, 2012; Vaijayanthi, Shreenivasan, Saraswathy &
Jyothishchandra, 2017; Haque, 2008). Haque (2008) investigated the relationship
between overall dimensions of learning organization and employees’ perception of
organizational readiness for change in a business, for-profit organization. Results

of his study showed that there was a strong positive significant relationship
3



between overall dimensions of learning organization and employees’ perception of
organizational readiness for change. In addition, Vaijayanthi et al. (2017)
conducted a similar study in a public sector banking and results of their study also
indicated that there was a strong positive correlation between learning organization
levels and perception of employees with respect to organizational readiness for
change. Moreover, Sudrahatma & Li (2004) studied relationship between learning
organization characteristics and organizational readiness for change in the Thai
Mobile Phone. Results of their study also showed a strong positive relationship
between learning organization characteristics and organizational readiness for
change. In the educational field, Jafari and Kalanika (2012) also examined this
relation and found that there was a significant relationship between dimensions of
learning organization and employees’ readiness for change.

1.2. Statement of the Problem

Literature review revealed that research regarding learning organization was
investigated generally in business sector, more than educational sector. Besides,
empirical studies indicating the relationship between the characteristics of learning
organizations and organizational outcomes are limited in the literature (Jashapara,
2003). Furthermore, Ayik and Sayir (2015) mentioned in their study that although
there are few studies about the teachers’ perception about learning organization in
Turkey, their numbers are inadequate. Moreover, continual changes in educational
system in Turkey make the attitude of people, especially teachers as the
implementers of these changes, toward change important (Kin & Kareem, 2016).
Schools as educational organizations have more significance than other
organizations in the face of rapidly changing world because they prepare people
for society and arrange their connections with their environment (Inand1 & Gilig,
2016). Being able to react more quickly to continual changing environment
presents the significance of requirement for schools to become learning
organization (Fullan, 1995; Fullan 2012). Learning organizations can adapt to

change easier and they incorporate all stakeholders to change and make decisions.
4



Learning organizations are more open to change and this provides employees to
have more positive attitudes towards change (Calik, 2003). Therefore, it was
necessary to study the relationship of teachers’ perception of learning organization
and their attitude toward change. There were some studies investigating the
relationship between learning organization perceptions and attitude toward change
(Sudharatna & Li, 2004; Jafari & Kalinka, 2012; Vaijayanthi, Shreenivasan,
Saraswathy & Jyothishchandra, 2017; Haque, 2008), but this relationship in
Turkish school context was missing in the literature. So, in order to fill the gap in
literature, this study was needed to be conducted. Beyond that, previous studies
which investigated this relationship confused the concept of readiness for change,
which is a type of attitude toward a specific change and means beliefs, attitudes
and intentions of employees with respect to the extent to which change is
requirement and organizational capacity to enhance change successfully
(Armenakis et al., 1993, Choi, 2011), with general attitude toward change concept
using instrument of Dunham et al. (1989), which could be used to understand
cognitive, affective and behavioral attitudes of employees toward change in
general. Higher scores in this instrument means more positive attitude toward
change in cognitive, affective and behavioral perspectives (Dunham et al., 1989;
Kasapoglu, 2010). So, using this instrument on the purpose was necessary for
investigating the relationship between teachers’ perception of learning

organization and their attitude toward change.

1.3. Purpose of the Study

The purpose of the study was to examine the degree to which teachers perceive
their school to be a learning organization and its relation to their attitudes towards
change. The level of teachers’ learning organization perception was examined
according to the Watkins and Marsick (1997)’s seven dimensions of a learning
organization, creating continuous learning opportunities, promoting inquiry and
dialogue, encouraging collaboration and team learning, creating systems to capture

and share learning, empowering people toward a collective vision, connecting
5



organizations to its environment and providing strategic leadership for learning.
Attitudes towards change was examined with respect to the general perspective of
Dunham et al. (1989).

The research question of the present study is: Is there a relationship between

teachers’ perceptions of learning organization and their attitudes towards change?

Specifically, following question was answered in this study. How well teachers'
attitudes towards change is predicted by the degree to which teachers perceive
their school to be a learning organization with respect to creating continuous
learning opportunities, promoting inquiry and dialogue, encouraging collaboration
and team learning, creating systems to capture and share learning, empowering
people toward a collective vision, connecting organizations to its environment and

providing strategic leadership for learning?

1.4. Significance of the Study

Change is compulsory for organizations to sustain their existence because the
world is constantly changing. It is not possible for organizations to keep their
existence without change (Inandi & Gilig, 2016). In order to implement change,
employees’ perception is important. Moreover, educational organizations
especially need to change. Inandi and Gili¢ (2016, p.824) emphasized the
importance of change in educational organizations in their study:

It is important for a healthy society that educational organizations which
are the leading organizations that prepare the individuals for the society
and regulate their relationship with the environment, be open to change and
coherent with such environmental factors as economical, technological,
social and legal circumstances.

They also explained the significance of human factor to implement change in an

educational organization by clarifying that it is impossible to realize change

successfully regardless of teachers’ thoughts and attitudes because teachers are the
6



most important stakeholders for educational organizations. Thus, to study teachers’

attitude toward change is significant to observe the importance of it.

Kools and Stoll (2016) in OECD Education Working Paper, described today’s
schools in which students have to be equipped with the knowledge and skills that
they will benefit from to be successful in an uncertain and constantly changing
tomorrow. Schools are open systems and so, they interact with their external
environment constantly (Lunenburg & Ornstein, 2011, p.20). Being able to react
more quickly to changing external environments, embrace innovations in internal
organization, and ultimately improve student outcomes, schools require to become

learning organization (Fullan, 1995; Fullan, 2012).

In Turkey, education system is centralized. That is, Ministry of National Education
(MONE) is the authority of educational administration in Turkey. All significant
decisions, like educational policymaking, changes in curriculum, assignments of
teachers, are made by Ministry of National Education (MONE), which is in top
level of the organizational structure of Turkish educational system (Ozkan &
Celikten, 2017). In the same way, all important changes are decided by Ministry of
National Education (MONE). On the other hand, teachers are the implementers of
these changes. As a highly centralized education system, in Turkish education
system, teachers are not asked about change initiatives, but they are needed to
implement them. Giving little consideration to the individuals leads to
unsuccessful change initiatives (Demirtas, 2012; Levent, 2016). Research has
shown that only one third of all change initiatives is successful in Turkey (Ertiirk,
2008). Teachers, as individuals in schools, consist of both cognitive and affective
nature of schools; therefore, change initiatives in schools can fail because of

disregarding importance of teachers (Devos & Buelens, 2003).

Teachers’ perception regarding their school as learning organization is significant
for success in the educational process and for adapting to changes in the

environment. School principals have an important role to prepare suitable learning
7



environment and learning culture needed for facilitating schools to become a
learning organization (Fullan, 2001). School principals’ attempts to provide
learning culture for learning organization, put up teachers’, as employees of the
school, being open to change, which is a positive attitude toward change (Gill,
Carrrillo & Fonseca-Pedrero, 2019). Teachers’ perception of learning organization
is very significant, and they need to have positive attitude towards change.
Bouckenooghe (2009) indicates that individuals positive or negative attitudes
toward change affects the success or failure of any change in organizations.
Besides, because of being the most significant stakeholders of the schools,
teachers’ positive attitudes toward change are necessary for the accomplishment of
change initiatives (Inandi & Gilig, 2016). Thus, it is significant to study the
relationship between teachers’ perceptions of learning organization and their

attitude toward change.

1.5. Definition of the Key Terms

Learning Organization: Learning organization is an organization which has the

capacity of continuous learning and transforming (Watkins & Marsick, 1993).

Perception of Learning Organization: Teachers’ perception of a learning
organization regarding seven dimensions of a learning organization, which are
creating continuous learning opportunities, promoting inquiry and dialogue,
encouraging collaboration and team learning, creating systems to capture and share
learning, empowering people toward a collective vision, connecting organizations
to its environment and providing strategic leadership for learning (Watkins &
Marsick, 1999, cited in Lunenburg & Ornstein, 2011)

Change: The process of transforming phenomena into something different (Print,
1993).



Attitude Toward Change: The cognitions of a person about change, affective
reactions of that person to change, and person’s behavioral tendency toward
change (Dunham et al., 1989).



CHAPTER 2

LITERATURE REVIEW

In this review, the concepts of learning organization and attitude toward change,
and their relation was investigated deeply. In the first part of the review, the
meaning of learning organization concept and its relation with learning, the term of
organizational learning, which was generally confused with or used in the place of
learning organization, and educational perspective of organizational learning,
similarities and differences between these two concepts of learning organization
and organizational learning, the concept of learning organization and its relation
with theoretical framework of this study was discussed. Moreover, learning
organization concept was examined in the school perspective. Schools as a
learning organization and teachers’ perspectives of learning organization consist of
this. In the second part of the review, the concept of organizational change, as the
meaning of change term for this study, and employees’ attitude towards change
was examined. Furthermore, organizational change in schools and school
principals and especially teachers’ attitude toward change was discussed. In the
last part of the review, studies which examined the relationship between

perception of learning organization and attitude toward change were discussed.

2.1. Learning Organization

Organizations need to have an ability to learn and change in order to survive in the
face of rapidly changing world. These can be enhanced through becoming a
learning organization. A learning organization is an organization which has the
capacity of the learning and transformation (Watkins & Marsick, 1993). This
concept has been defined in literature in different ways. In order to understand the

concept of learning organization deeply, it is important to understand the concept
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of learning. According to Senge (1997), learning is confused with acquisition of
knowledge. He stated learning as increasing of capacity to acquire important
outcomes (p.6). Furthermore, Marsick and Watkins (1999) express learning as “...
the process that makes the creation and use of knowledge meaningful” (p.12). In
organizations, learning mostly actualizes informally and incidentally (Marsick,
Watkins, Callahan & Volpe, 2006). Marsick et al. (2006) consider informal and
incidental learning in the perspective of experiential learning of John Dewey and
field theory of Kurt Lewin. John Dewey (1928)’s experiential learning is based on
the connection between learning and experiences in education (Kuk & Holst,
2018); moreover, Kurt Lewin (1951)’s field theory explains how behavioral
change occurs through the individuals® interaction with their environment
(Marsick et al., 2006). These are underlying learning perspectives for the
theoretical framework of the learning organization concept of this study. Before
starting to mention the concept of learning organization, it is significant to see its
relationship with the concept of organizational learning because the organizational
learning concept constitutes the base of the concept of learning organization.

2.1.1. Organizational Learning

Organizational learning has started to arouse interest of scholars nearly since
1970°s and it is examined in different perspectives. Argyris and Schon (1978)
explained the learning manner of organizational members with a repetitive process
of action and reflection by emphasizing on collective inquiry. According to them,
organizational learning is a process of individual and collective inquiry which
modifies or constructs organizational theories-in-use. In their study, they stated
that when the errors are detected and corrected in the organization, organizational
learning happens. Argyris (1977) explained error as any characteristics of
knowledge or knowing inhibiting learning. They mentioned about two types of
correction ways: Single-loop learning and Double-loop learning (Argyris &
Schon, 1978). Single-loop learning was described as the detection and correction

process in which the organization carry on its current policies, norms or objectives
11



instead of questioning them. Moreover, if the correction and detection process
includes the questioning and modifying of current policies, norms or objectives,
this process is called Double-loop learning (Argyris & Schon, 1978). In addition,
Levitt and March (1988) described organizational learning as routine based,
engaged in history and oriented to targets. Firstly, they explain routine based as the
relation between situations and procedures which match with them and they
emphasis that it comes from properness more than intention. Secondly, they think
that organizational learning is constructed by past experiences more than future
expectancies. Thirdly, with target-oriented behavior, behavior of organizations was
described as consequences of observations and their relations with expectations of
these observations. Moreover, according to Levitt and March (1988), when
individual learning modifies, creates or replaces organizational routines, it

becomes organizational learning.

In another research, organizational learning was indicated as multilevel which
means that it depends on the learning at individual, group and organizational level
(Crossan, Lane, & White, 1999). Crossan, Lane and White (1999) construct a
framework over that perspective which represents organizational learning
including four processes: intuiting, interpreting, integrating and institutionalizing.
Intuiting was the first of these processes and this process may have an effect on
individuals who are promoter of initiatives and other people who have interactions
with them. The second one was interpreting. It was described as explaining of the
idea through actions or words. Integrating was stated as the third process. The aim
of this process was indicated to improve shared understanding by using dialogues
and actions which construct bridges between individuals. The last process in
institutionalizing. This process involves routinized certain actions and tasks which

had been already defined in an organizational mechanism.

Daft and Weick (1984) mentioned about interpretation system model of
organizations, which was thought as precedence of organizational learning. They

stated that data can be meaningful by interpretation and described organizational
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interpretation as the process which translates events and improves shared
understanding among members. Thus, through this, organizational learning occurs.
In his study, Huber (1991) investigated the literature of organizational learning and
he said that he investigated literature in a broader and more evaluative perspective.
He emphasized on four constructs of organizational learning, which are knowledge
acquisition, information distribution, information interpretation and organizational
memory. According to his research, there are some deficiencies in literature in
terms of knowledge acquisition. Within the scope of knowledge acquisition,
research related to learning from experiences and learning by searching are
abundant in literature but deficiencies of cumulative work and synthesis of work
with respect experiential learning and deficiencies of conceptual work, sequential
empirical work and integration from other research within searching. On the other
hand, about congenital learning, vicarious learning, and grafting, there was little
information. In addition, Huber (1991) stressed that literature is rich and mature
regarding information distribution. However, he emphasized that for information
interpretation, much more empirical work was needed. Furthermore, systematic
investigation was seen necessary for organizational memory. In this way,

organizational learning and decision making could be improved.

Moreover, organizational learning sometimes can be confused with organizational
adaptation. Fiol and Lyles (1985) explained the differences between organizational
learning and organizational adaptation in their study. They indicated
organizational learning as the improvement of insights, knowledge and
associations between past actions, the effectiveness of them and future actions. On
the other hand, they defined organizational adaptation as being able to adjust
incrementally in consequence of changes like environmental, goal structure or

others.

Organizational learning has significant positive effects on the performances of the
organizations. According to Jiménez-Jiménez and Cegarra-Navarro (2007),

organizational learning drives the capability of an organization to the requested
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position with respect to this organization’s performance and market orientation
from the current position. The results of the study indicated that the effect of
market orientation on performance is only significant when it is mediated by
organizational learning. Moreover, organizational learning has a positive effect on
performance. In another study, Panayides (2007) examined the influences of
organizational learning on inter-firm relationship orientation in the logistics
service provider—client interaction. The results of the study show that
organizational learning has a positive effect not only on relationship orientation
but also on the improvement of logistics service effectiveness and firm
performance. As can be seen from the studies with different sectors organizational
learning has positive effect on performance. It also has positive effect on

educational organizations’ performance and effectiveness.

Despite the fact that organizational learning has been a topic of many studies in
literature, little research has been done in the area of organizational learning within
a school system (Tobin, Muller & Turner, 2006). In their book, Collinson and
Cook (2007) investigated organizational learning in school systems and they
defined organizational learning as “the deliberate use of individual, group and
system learning to embed new thinking and practices that continuously renew and
transform the organization in ways that support shared aims” (p.8). In that way,
they think that organizational learning has multilevel, needs inquiry, aims to occur
shared understandings among individuals, includes behavioral and cognitive
change and contains embedding new knowledge (Collinson & Cook, 2007, p.32).
Moreover, Collinson, Cook and Conley (2006) mentioned about six conditions
which may stimulate organizational learning in schools and school system: to
prioritize learning for all members, expedite the dissemination of knowledge,
skills, and insights, participate in human relationships, stimulate inquiry, promote
democratic governance and support members’ fulfillment of their capacity.
Especially first condition, which is prioritizing leaning for all members, indicates
the importance of all members learning in schools. According to them, in order to

renew themselves and develop learning for both adults and students, teaching and
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leading in school systems, organizational learning has offered an opportunity to
schools and school systems (Collinson et al., 2006). Thus, they demonstrated why

organizational learning is needed for school and school systems.

Celep, Konakli, Recepoglu (2011) examined the teachers’ perceptions about
organizational learning in their study. In their research, they demonstrated that
mangers’ use of managerial power in change applications, teacher’s liability to the
team work and whether technological advancements are followed have an effect
on the differentiation of teachers’ perceptions about organizational learning.
Moreover, the findings of the research indicate that for realizing organizational
learning, collective learning and practices are significant (Celep et al., 2011). To
sum up, according to research findings, in order to transform school to learning
organizations, motivating individuals in schools to work and learn collaboratively
and to be in line with technological advancements about education can be very

effective.

Principals’ attitude towards teacher affects teachers’ organizational learning. In
their study, Kurland, Peretz and Hertz-Lazarowitz (2010) emphasized on the
relation among school principal’s leadership style, school vision and
organizational learning because they thought that this relation would affect school
improvement significantly. According to the results of their study, they clarified
that if principals establish a clear direction, provide meaningful and shared focus,
intellectual stimulation and individualized attention, play the role of mentor or
coach and listen to their concerns and needs, teachers would be more willing to
participate in complex organizational learning processes. That is, teaching would
be more qualified and so, students’ performance would be improved. Moreover,
they reached the point that if organizational learning mechanisms, which consists
of evaluation, staff involvement, information management and in-school
professional development (Kurland & Hertz-Lazarowitz, 2006; cited in Kurland,

Peretz & Hertz-Lazarowitz, 2010), did not exist, school vision lost its importance
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because it can rise the importance when the principal and other staff like teachers

form it.

Lipshitz, Friedman, and Popper (2006) also used organizational learning
mechanism term and identified this term as the structures which enable the
organization’s members to jointly collect, analyze, disseminate and apply
information and knowledge. According to them, organizational learning
mechanisms, which explain how the organizations learn, are the fundamental

building block of organizational learning.

Caskey and Carpenter (2012) examined the organizational learning of teachers in
middle level schools, which is the part of elementary schools, in their study
including common planning time, professional learning communities, and critical
friend groups. Common planning time, professional learning communities, and
critical friend groups are the organizational models which facilitate teachers’
organizational learning; thus, teacher learning benefits student learning. Common
planning time is the meeting time for interdisciplinary teacher teams who share the
class of the same students. It provides an opportunity for meaningful, context-
specific peer interaction and professional development, and promotes teacher
learning by coordination, communication, collaboration, planning, and interaction
of teachers. Furthermore, in professional learning communities, in order to achieve
better results for their students, teachers committed to working collaboratively in
ongoing processes of collective inquiry and action research (DuFour, DuFour &
Eaker, 2008; cited in Caskey & Carpenter, 2012). Thus, this also promotes their
organizational learning. In addition, Caskey and Carpenter (2012) stated critical
friends group as the professional learning community which educators come
together voluntarily to develop their practice by learning collaboratively. That is,
critical friends group brings practitioners together and so promotes teacher
learning. Caskey and Carpenter (2012) emphasized that in order to realize their

organizational learning, teachers should be aware of the organizational model of
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their learning. In this way, they have a chance to be informed how they improve

their learning.

2.1.2. Organizational Learning and Learning Organization

When the literature is examined, it can be seen that while in some studies,
organizational learning term can be used in place of learning organization term or
vice versa, it is important to distinguish them. According to Tsang (1997)
organizational learning and learning organization could sometimes be used in
place of each other. He stated the differences of them by using their meaning. He
clarified that organizational learning term is utilized for the descriptions of
learning activities in the organization; on the other hand, learning organization
term is used for the type of organization, in which organizational learning occurs
(Tsang, 1997, p.75). It was seen as an ideal form of organization. Similarly, Sun
and Scott (2003) investigated organizational learning and learning organization by
dividing them. They expressed organizational learning, with the same perspective
of Tsang (1997), as descriptive and is connected to the learning processes in the
organization; on the other hand, learning organization as prescriptive and is related
to the practices in the organization. Moreover, Easterby-Smith (1997) implies that
appearance of organizational learning is based on academic research; on the other

hand, learning organization concept appears through the practices.

In his study, Ortenblad (2001) also investigated the differences between
organizational learning and learning organization. At the beginning, he mentioned
about the existing literature, he clarified that studies were not empirical and have
emphasized on two common differences. He said: “...learning organization is a
form of organization while organizational learning is activity or processes (of
learning) in organizations, and that learning organization needs efforts while
organizational learning exists without any efforts.” (p.126). Moreover, learning
organization was stated as a form of organization while organizational learning is

the learning activities or process in the organization (Ortenblad, 2001).
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In addition, Ortenblad (2002) investigated how learning organization term has
been used by practitioners and in previous studies. In this way, he proposed four
viewpoints for learning organization term: old organizational learning, learning at
work, learning climate and learning structure. Firstly, with the scope of
organizational learning, he stated two perspectives: old organizational learning and
new organizational learning. Old organizational learning was explained as the
storage of knowledge in the organizational memory while new organizational
learning was described as collective learning (Ortenblad, 2001). He explained that
new organizational learning was not about the learning of organization unit, it
couldn’t be mentioned about the storage of knowledge in organization memory, so
it couldn’t be used in the same meaning with the learning organization. On the
other hand, old organizational learning reflected the learning of an organization by
storing knowledge in the memory of the organization (Ortenblad, 2002).
Therefore, he used the term old organizational learning as the same meaning with
learning organization. Secondly, according to him, learning organization could be
the same meaning with the learning at work; that is, employees in the organization
learn while they work instead of through courses. Thirdly, he believed that
learning organization could be expressed as learning climate when the
organization facilitates its employees’ learning. Fourthly, he implied that if the
study mentioned about the organic structure which has high flexibility of learning
organization, learning organization could be called as learning structure
(Ortenblad, 2002).

Likewise, Yang, Watkins and Marsick (2004) asserted that organizational learning
and learning organization are related terms but they are in different construct.
According to them, while organizational learning constructively expresses the
collective learning experiences which are utilized for acquisition of knowledge and
improvement of skills, learning organization addresses to the organizations which
are characterized by continuous learning and adaptive properties or work for their
cultivation (Yang et. al., 2004).
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2.1.3. Learning Organization

Learning Organization has started to arouse interest of scholars nearly since 1990’s
(later than the concept of organizational learning) and it is also examined in
different perspectives. In his book "The Fifth Discipline”, Senge (1990, p.3)
clarified the term of learning organization as “...organizations where people
continually expand their capacity to create the results they truly desire, where new
and expansive patterns of thinking are nurtured, where collective aspiration is set
free, and where people are continually learning how to learn together.”. He defined
five disciplines needed for being a learning organization, which are systems
thinking, personal mastery, mental models, shared vision and team learning. First
of all, in system thinking, organization is evaluated as a whole in which all parts
are related and affect each other. It strengths and binds all other disciplines (Senge,
1990; Easterby-Smith, 1997). Secondly, personal mastery is a spiritual discipline
which is “a process of personal commitment to vision, excellence and lifelong
learning” (Lunenburg & Ornstein, 2011, p.22). Senge (1990, p.139) considers that
merely with individuals who learn, organizations can learn. Thirdly, mental
models are generalizations, assumptions which have a high effect on the personal
and organizational behaviors and perceptions. Fourth discipline is shared vision
and it indicates sharing of the future image which is wanted to be realized with all
members in the organization. The last discipline is team learning. This discipline
emphasizes the collaborative learning. (Senge, 1990; Lunenburg & Ornstein,
2011)

Pedler, Boydell and Burgoyne (1989) used the term “Learning Company” in the
place of learning organization in order to bring to mind old meaning of company
and they explained learning organization as an organization that facilitates all of its
members’ learning and transforms itself continuously (Pedler e.t al., 1989). In
order to explain what the learning organization resembles, Pedler, Burgoyne and
Boydell (1991) identified eleven characteristics of it. These are learning approach

to strategy, participative policy making, informing, formative accounting and
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control, internal exchange, reward flexibility, enabling structures, boundary
workers as environmental scanners, intercompany learning, learning climate and

self-development opportunities for all (Pedler el al., 1991 cited Horvat, 2013).

Garvin (1993) mentions that learning organizations are skilled at creating,
acquiring and transferring knowledge and in order to reflect new knowledge and
insights they are a capable of modifying their behavior. He explained the basis of
this definition about a leaning organization and told that his definition is based on
simply “new ideas are essential if learning is to take place.” (Garvin, 1993, p. 80).
Moreover, he stated the five main activities learning organizations skilled at.
These are systematic problem solving, experimentation, learning from their own
past experiences, learning from the experiences and practices of others, and
transferring knowledge throughout the organization (Garvin, 1993). Firstly, in
systematic problem solving they try to solve problems by generating hypotheses,
collecting data to test them, utilizing statistical tools to organize data and make
inferences instead of trusting assumptions and inner instinct. The second activity is
experimentation, which is searching for and testing new knowledge by using small
experiments or demonstration projects. Moreover, learning from their past
experiences is the third activity for organizations. They consider their failures and
successes, evaluate them and record them in accessible forms. Fourthly, learning
from others’ practices is another activity for organizations, others include the other
organizations and customers. The last activity is transferring knowledge
throughout the organizations in a quick and efficient way and this results in

moving experts to the different parts of organization (Garvin, 1993).

Goh (1998) stressed out the definition of Garvin (1993)’s learning organization as
conceptual approach of his study and states that how to become a learning
organization is investigated in that study. In this way, he proposed core strategic
building blocks of learning organization as having a clear mission and vision,
leadership, experimentation, transfer of knowledge, teamwork and cooperation

(see Figure 2.1). These are main organizational characteristics and management
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practices needed for identifying an organization as learning organization (Goh,
2003). First of all, he clarified that if an organization is capable of having a clear
mission and its mission is supported by employees, employees in this organization
can take responsibility and use their energy actively. That is, having a clear and
supported mission is a critical strategic building block required for being a
learning organization. Second, perception of leadership was seen as another
building block to be a learning organization. It is emphasized that leaders have a
perception to empower employees, encourage them to experiment and show strong
commitment. Third, according to Goh (1998), employees’ degree of freedom to
experiment new methods and processes was significant especially when the
organization is faced with problems. So, they should be encouraged in that point.
Fourth, clear, fast and focused communication was stated as very important for
organizations. Transferring knowledge needs to be related to opportunities and
problems of the organization and can be among employees within organization,
from past failures and external environment. Finally, teamwork and group problem
solving were seen as requirement to be encouraged in organizations. In that way,
new and innovative ideas could be produced for the organization and problems
could be solved collectively (Goh, 1998).
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Organization Design Employee Competencies
that Supports and
Learning Knowledge Acquisition

Figure 2.1. Goh (1998)’s Strategic and Foundation Building Blocks of a Learning
Organization (Goh, 1998, p.17)

Watkins and Marsick (1993) emphasized that a learning organization is an
organization which has the capacity of continuous learning and transforming. That
is, learning organizations have an ability to learn and to change. In their learning
organization perspective, learning is informal and incidental. Moreover, they

investigated learning organization at all individual, team and organizational levels
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of learning (Yang, Watkins and Marsick, 2004; Chai & Dirani, 2018). Each of

them consists of the components of learning organization.

In their book, “Sculpting the learning organization: Lessons in the art and science
of systemic change.”, Watkins and Marsick (1993) stressed out seven dimensions
or action imperatives of a learning organization, which are creating continuous
learning opportunities, promoting inquiry and dialogue, encouraging collaboration
and team learning, creating systems to capture and share learning, empowering
people toward a collective vision, connecting organizations to its environment and
providing strategic leadership for learning (see Figure 2.2). These dimensions are
interrelated, and they indicate individual, team and organizational levels of
learning organization (Yang, Watkins and Marsick, 2004). Watkins and Marsick
(2003) stated that the first three dimensions indicate individual and team levels of
learning organization while the remaining dimensions show the organizational
level of one. That is, the way of individuals needs to change during realizing their
own learning and working in groups to share their knowledge is spoken in the first
three dimensions; in addition, how the organization has to change as a social unit
to make sure sharing, capturing and using for change of learning is mentioned in
the remaining dimensions (Watkins & Marsick, 1993). Below each of the

dimensions are described.

1) Creating continuous learning opportunities: Learning is outlined into work so
individuals can learn on the work; openings are given for progressing education
and development (Marsick & Watkins, 2003)

2) Promoting inquiry and dialogue: Individuals increase productive reasoning
skills to express their opinions and to be able to listen and inquire others’ opinions;
the culture supports questioning, feedback, and experimentation (Marsick &
Watkins, 2003).
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3) Encouraging collaboration and team learning: Work is outlined to utilize
groups to access diverse modes of thinking; it is expected that groups learn and
work together; learning and working collaboratively is valued by the culture and
rewarded. (Marsick & Watkins, 2003, p.139).

4) Creating systems to capture and share learning: In order to share learning,
necessary high- and low-technology systems are generated, embedded to work and

maintained; access to these systems is provided. (Marsick & Watkins, 2003).

5) Empowering people toward a collective vision: Individuals are involved in
producing, having and carrying out a shared vision; in order to provide
individuals’ motivation to learn toward what they are responsible to do, the
distribution of responsibility is made close to decision making (Marsick &
Watkins, 2003).

6) Connecting organizations to its environment: Individuals investigate the
environment to find the information which they can utilize to make adjustments
related to work practices; individuals are provided to notice the effect of their
performance over the entire organization; the organization bounds up with its
communities (Marsick & Watkins, 2003).

7) Providing strategic leadership for learning: Learning is modelled, championed
and supported by leaders; learning is used strategically by leadership for business
outcomes (Marsick & Watkins, 2003).
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Figure 2.2. Learning Organization Action Imperatives (Marsick & Watkins, 1999,
p.11)

Researchers working on learning organizations considered that most of the
learning organizations work is prescriptive and empirical studies were missing
because of the deficiency of systematic and useful tools (Tsang 1997; Yang et al.,
2004). For example, Yang et al. (2004) stated that Senge (1990)’s fifth discipline
is a good guide but lack of identification of observable characteristics for being a
learning organization. Moreover, they think that in Pedler et al. (1991)’s
instrument, some of the eleven characteristics coincidence and they are not
distinct, so it can be a good guide for learning organization concept but it is very
difficult to use it in research to diagnose an organization’s characteristics which it
has or does not have on its way of being a learning organization (Yang et al,

2004). In addition, Yang et al. (2004) added that Goh (1998)’s strategic building
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blocks of the learning organization can be used in practice, but they do not contain
the individual or continuous learning, which are the common known elements of a
learning organization. On the other hand, Yang et al. (2004) clarified that learning
organization perspective of Watkins and Marsick (1997) is reasonable for being
constructed as research tool. Their perspective is multidimensional, their
dimensions are distinct but interrelated and they consider individual and
continuous learning. Furthermore, according to learning organization framework
of Watkins and Marsick, organizational learning and learning organization are not
used interchangeably but they think that without knowing how organization
behaves, which indicate organizational learning, it is not possible to understand
learning organization (Sidani & Reese, 2018). Thus, their learning organization

model includes both organizational learning and learning organization research.

Through their seven action imperatives, Watkins and Marsick (1997) proposed an
instrument, Dimensions of Learning Organization Questionnaire (DLOQ), in order
to help organizations to compose their learning organization culture and then, they
improved the instrument and published in their book (Marsick & Watkins, 1999;
Sidani & Reese, 2018). This instrument is systematic and useful. Song, Chermack
and Kim (2013) stated that DLOQ made both academic and practical contributions

to the learning organization research.

In their article, ““Is yours a learning organization?”, Garvin, Edmondson and Gino
(2008) offer three building blocks needed for creating a learning organization: A
supportive learning environment, concrete learning processes and practices, and
leadership behaviors. First, psychological safety, appreciation of differences,
openness to new ideas and time for reflection are stated as four characteristics of
supportive learning environments and these characteristics distinguish this
building block from others. Concrete learning process and practices is seen as
second building block of being a learning organization. It includes information
generation, information collection, information interpretation and information

transfer. The third building block of Garvin et. al. (2008) is leader’s behavior in
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strengthening learning in their organization. Employees in an organization are
encouraged to learn and produce new ideas if their leader creates discussion
environment, ask appropriate questions and listen to their employees carefully
(Garvin et. al., 2008). Likewise, in schools, creating a supportive learning
environment by concrete learning process; generating, collecting, interpreting and
transforming knowledge through each employees’ in the school; and
encouragement of school principals over teachers to learn are essential for schools
to become a learning school.

2.1.3.1. School as a Learning Organization

The concept of learning organizations has appeared in business sector; then, it is
extended to the schools (Retna & Ng, 2016). Increasing educational reforms and
innovational efforts made learning organization considerable in school context
(McCharen, Song & Martens, 2011). Schools as a learning organization have
abilities to respond rapidly to change in their external environment by improving
their capacity (Fullan 1995; Retna & Ng, 2016). In other words, school as a
learning organization is open to innovation and change; and all members are
willing to start to change and try to innovate (Calik, 2003) Middlewood, Beere and
Parker (2005) stressed that the requirement of change and growth in business
sector made learning organization arise and some schools used this perspective to
be successful. Middlewood et.al. (2005) also used the term learning school in their
book to express the school as the learning organization. They consider learning
school as the school of the 21%century and described the characteristics of it by

comparing with the teaching school:

Learning is a process; schooling is a contribution to a life-long learning
process; emotions, instinct, creativity are as important as intellect;
assessment is for learning; learning takes place everywhere; basis for
groupings varies according to learning need; independence is encouraged;
the school’s boundaries are endlessly flexible; students determine own
goals; teachers manage and facilitate learning, pupils and students learn
how to learn and apply this to themselves; teachers are specialists in
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teaching and are learners; teachers have authoritative presence, based on
learning; parents and others contribute to learning. (p.32)

Kools and Stoll (2016) also examined the learning organization literature with
respect to the school aspect and presented the integrated model of school as a
learning organization using the Learning Organization Model of Watkins and
Marsick (Watkins & Marsick, 1999). Through their model, they clarified that if a
school is a learning organization, it has the capability of adjustment to new
environment and change as their members, individually or together, learn how they
actualize their vision (Kools & Stoll, 2016). That is, they emphasized on the
individual, team and organizational levels of learning in schools like Watkins and
Marsick do in their study, and significance of why being a learning organization is
necessary for the schools (Watkins and Marsick, 1999). Learning organization is

an organization which has the capacity of continuous learning and transforming.

School principals and teachers are the fundamental factors for schools to become a
learning organization. Celep el al., (2011) emphasized that school principals’ and
teachers’ motivation for working collaboratively and following up developments
in educational technology can affect to transform schools to learning schools. In
addition, for adoption of schools to changing environmental factors and so, being a
learning organization, school administration needs to be openminded and
supporter for development and innovation. They should make the school ready for
the change and ready for the learn. That is, they have to facilitate learning
environment and learning culture as needed to be a learning organization (Fullan,
2001). Balay (2012) explained that leaders in learning organizations are effective
and they make learning, creativity and productivity prevalent among the
organizational members. Therefore, leadership style of the school principals is
decisive over schools’ showing the characteristics of learning organization. Lo
(2005) investigated the relationship between principals’ leadership style and
degree of which their schools indicate learning organization characteristics. She

used Senge’s learning organization model and examined learning organization
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through his five disciplines. She found that for schools to make easy becoming a
learning organization, the most significant factor is transformational leadership.
According to Lo (2005), transformational leadership provides school to realize all

five principles needed for becoming learning organization.

Teachers have very significant role on degree of the school showing learning
organization characteristics. Fullan (1995) pointed out the teachers’ role which is
needed for organization’s being a leaning organization. Teachers have to be expert
in “teaching and learning, collaboration, context, continuous learning for
themselves, the change process and moral purpose” (Fullan, 1995, p.233), to be
highly effective for their school in the way of being a learning organization.
Similarly, DuFour (1997) emphasized the importance of teachers’ characteristics
for schools to become a learning organization. He stated that unless teachers
become continuous learners and work in collaboration effectively, these schools

will not produce students who have these properties.

Changes and innovations in the external environment affect school critically.
Schools are open systems and so, they have interactions with their external
environment continually (Lunenburg & Ornstein, 2011). For being able to react
more quickly to changing external environments, embrace innovations in internal
organization, and ultimately improve student outcomes, schools are required to
become a learning organization (Fullan, 1995). That is, schools need to be a
learning school in order to be a 21% century school (Kis & Konan, 2010). For
schools to become a learning organization, all members need to be willing to
change and try to innovate; thus, role of school principal and teachers is very
significant in that way (Calik, 2003). For instance, school principals should make
schools ready to learn. Moreover, school principals’ leadership style has effects on
facilitating schools’ becoming a learning organization (Lo, 2005). Most
importantly, teachers’ role is very critic for schools to be a learning organization

because they are implementers of innovations and changes in the school. Thus,
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teachers’ perception is very effective for schools to become a learning

organization.

2.1.3.2. Teachers Perception of Learning Organization

The transformation process of an organization to the learning organization begins
with learning of its employees (Erdem & Ucar, 2013). Considering the school
aspect, transforming to learning organizations for schools starts with the teachers’
learning. For being a learning organization, learning of everyone in the
organization is significant, so teachers are expected both being a learner and a
teacher in schools (Kerfoot, 2003). Ustiin and Mentese (2012) clarified that
teachers’ self-development is necessary for schools to become a learning
organization because schools learn through the learning of teachers (Senge, 1990).
So, teachers are very crucial for schools especially in terms of becoming a learning

organization.

To be successful in the educational process and adapting to changes in the
environment, teachers should be aware of the significance of learning
organization; so, how teachers perceive their school as learning organization is
very important for schools on the way of being a learning organization. By using
teachers’ perception, schools and teachers can specify the strengths of their school
to prepare the base of becoming learning organization and state the gradually
increasing areas for improvement in this way (Marsick & Watkins, 2003). Ariffin,
Faekah, Awang Hashim and Yahya (2010) examined the effects of personality and
learning organization perception of teachers on their learning at school during their
work. They used the short-adapted version of Dimensions of Learning
Organization Questionnaire (DLOQ) and their study was based on Kurt Lewin’s
Field Theory. According to results of the study, teachers’ personality factors which
are conscientiousness, extraversion, and openness to experience and their
perception that they see their school as learning organization have significant

effect on teachers’ learning at work. In addition, Calik (2003) stressed out the
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meaning of learning organization and the importance of teachers’ perception in his
study. He stated that a learning school means a school which is open to innovation
and change; and all members are willing to start to change and try to innovate.
Because of this, in a learning school, all members participate in both learning and
reform process cooperatively and actively. So, teacher perspective is very
important in learning organizational studies. To sum up, if the teachers are in faith
of that their school stresses continuous learning efforts, promotes inquiry and
dialogues, encourages collaborating and working in team, constituting systems in
which work is embedded to support for sharing learning, involving in a shared
vision and connecting to the environment, this school is seen as a learning
organization (Watkins & Marsick, 1993; Marsick & Watkins, 2003; Ariffin et al.,
2010). Teachers’ perception regarding their school as learning organization is
significant for success in the educational process and for adapting to changes in the
environment. Their perception of learning organization culture affects positively
their organizational commitment (Dirani, 2008; Jo & Joo, 2011) and increase in
their commitment to their organization plays crucial role in teachers’ positive
attitude towards change (Yousef, 1999; Herscovitch & Meyer, 2002; Ugurlu,
Yildirnm & Ceylan, 2017)

2.2. Attitude Toward Change

2.2.1. Change - Organizational Change

All organizations need to change in order to survive and improve. Lewis (2019)
emphasized the necessity of the change as for corrections of failures of the past
and achieving learning and development. Organizational change is described in
literature in different ways. In general, it is “any alteration or modification of
organizational structures and processes” (Zorn, Christensen & Cheney, 1999,
p.10). Carnall (1986) identified organizational change as an attempt or attempts for
modifications of anything related to an organization like structures, aims,

technologies or works of the organization. Herold and Fedor (2018) explained
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organizational change as alterations on substantial routines and strategies which
influence the entire organization. Moreover, Van de Ven and Poole (1995) defined
organizational change as “an empirical observation of difference in form, quality,
or state over time in an organizational entity. The entity may be an individual's job,
a work group, an organizational strategy, a program, a product, or the overall
organization.” (p.512). In addition, Lunenburg (2010) described organizational
change as a transition of an organization from its current position to the desired
position for improving effectiveness of it. Sabuncuoglu and Tiiz (1998) stated the
aim of the organizational change as increasing the efficacy, productivity,
motivation and level of satisfaction in the organization. Demirtas (2012) explained
his view of the most important aim of the organizational change as increasing the
efficacy of the organization.

Organizational change can occur in two ways: organizations can be in change
process without any preparation or they can be prepared for change (Van de Ven
& Poole, 1995; Weick & Quinn, 1999; Correa & Slack, 1996; Gomes, 2009;
Demirtas, 2012). Similarly, Burke (2017) stated that change occurs in organization
perpetually and most of these changes happen without planning. In literature, in
general, organizational change was categorized into unplanned or planned
regarding the nature of change and the way of its occurring (Gomes, 2009;
Bouckenooghe, 2010). Unplanned change is a change that happen unintentionally
in the organization, there is not any prearranged plan to act; on the other hand,
planned change is alteration or alterations which happens intendedly with managed

or programmed actions (Correa & Slack, 1996; Gomes, 2009).

Weick and Quinn (1999) classified organizational change as episodic change and
continuous change. Episodic change is discontinuous and intentional change. It has
strong association with planned and intentional change because of its nature,
which is the requirement of disequilibrium in the current equilibrium state and
transition to the new equilibrium state, like Lewin (1947)’s three step change

model, unfreeze-moving-freeze (Weick & Quinn, 1999; Jack Walker, Armenakis
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& Bernerth, 2007; Bouckenooghe, 2010). On the other hand, continuous change is
ongoing and spontaneous. It is an emergent change and there is no end state for
continuous change. Therefore, it would be more acceptable to mention about the
order of freeze-rebalance-unfreeze for continuous change instead of Lewin’s order
(Weick & Quinn, 1999).

Burnes (2004) investigated emergent change, that is unplanned change, and
planned change approaches in his study. According to him, there is no superiority
of emergent change over planned change, or vice versa. He advised that
organizations should search the most suitable type of changes with respect to types
of their organizations’ contexts instead of trying to label one of approaches as the
best.

The first step for the leader of an organization in a planned change process is the
adoption of an idea and the next step is implementation (Lewis, 2019, p.31). Kurt
Lewin was one of the pioneers of the organizational change research. In 1947, he
proposed three steps which are necessary for a successful planned change process.
These three steps are unfreezing, moving to the new level, and freezing (Lewin,
1947). His Three Step Change Model has simulative effect on the research for
organizational change management. According to him, unfreezing is the first step
and it means unfreezing of the status quo. It aims to prepare people for change by
making them to realize the need and necessity of change and indicating them new
level will be better that the present one (Lewin, 1947). The second step is moving,
which is the implementing of change step, means altering to the new level.
Freezing or refreezing is the third step and it includes to sustain new level, change,
and to make it stable (Lewin, 1947; Rivas & Jones, 2014).

Lippitt, Watson, and Westley (1958) developed a change model by extending the
Three Step Change Model of Lewin (1947). The focus point of their model is the
role and responsibilities of change agent in a planned change process.

Organizational members and change agent make efforts together during the change
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process. According to Lippitt et. al. (1958), change can be managed by seven
steps: Diagnosis of the problem, assessment of the motivation and change
capacity, assessment of the resources and motivation of change agent, choosing
progressive change objects, clarifying the expectations by making the role of
change agent clearly seen, maintaining and sustaining change, and when the
change become a part of organizational culture, terminating the role of change
agent gradually (Lippitt et.al., 1958, p.58-59; Kritsonis, 2005, p.3).

Kotter (1995) stressed out to the role of change agents during the implementation
of change efforts; that is, how organization operates the change process, and
offered eight steps. In order, for a successful change effort: establishing a sense of
urgency by investigating real and potential crisis and opportunities; constituting a
powerful guiding coalition by forming a group who is powerful to guide a change
effort and encouraging them to be a team; creating a vision, which helps make
clear the direction of the change effort; communicating the vision through the
every possible way; empowering other people to act on the vision by taking away
the barriers for change, doing necessary changes for removing the systems or
structures which damage the vision and encouraging to take risks; planning, at
first, and then creating performance improvements; and identifying the employees
who are included in improvements and rewarding them; strengthening
improvements and continuing the necessary changes to energize the process; and
institutionalizing the new approaches by showing and explaining the connection
between performance improvement of organization and new behaviors which are
products of the change effort (Kotter, 1995; Armenakis & Bedrian 1999).

Armenakis and Bedeian (1999) investigated the organizational change literature
between the years of 1990 and 1998; they tried to offer a theoretical framework
and collected all research under the four issues: content issues, contextual issues,
process issues and criterion issues. Firstly, the focus of content issues is the “the
substance of contemporary organizational change” (Armenakis & Bedeian, 1999,

p.295). Secondly, contextual issues take the center of the existent terms in external
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and internal circumstances of an organization. Thirdly, process issues focus on the
actions in the course of acting an intended change. Lastly, criterion issues’ focus is
the outcomes of an organizational change. They summarized that by looking at the
research under content, contextual and process issues, the way of actualizing
organizational change and the reason of occurrence of organizational change can
be understood (Armenakis & Bedeian, 1999). Therefore, this classification has

significance for organizational change literature.

2.2.2. Change in Educational Organizations

Organizational change is necessary for all organizations for their sustainability
because of the constantly changing world. Organizations cannot survive without
change (Inandi & Gilig, 2016). Schools are both affected by change and implement
change because of their implementor characteristics in education (Demirtas, 2012;
Argon & Dilekgi, 2016). Lunenburg (2010) specified the change requirement for
educational organizations, especially for schools, and he explained the reason of
this requirement as educational environment changes continuously and in order to
keep their relevance and effectiveness, adaptation of change for these
organizations is necessary. He added that on the appearance of need of change,
both external and internal forces have ability to create. Schools interact with their
external environment continually because they are open systems, and they should
overcome the forces surrounding them (Lunenburg & Ornstein, 2011, p.20).
External forces were explained as marketplace, law of government and
regulations, technology, labor markets and economic changes while internal forces
were administrative processes and people problems (Lunenburg, 2010, p.2-3). In
the same way, Demirtas (2012) emphasized that “...school as an educational
institution is more open to the environmental forces of change than other
organizations...” (p.18). Kursunoglu and Tanriégen (2009) stated that schools
need to adopt to changes in internal and external environment in order to sustain

its effectiveness.
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Ozdemir (2000) mentioned about two-way interaction between education and
change. According to them, education is affected by the changes in society and it
should renew itself regarding these changes while education has to lead to
innovations in society. Inandi and Gilig (2016, p.824) emphasized the importance

of change in educational organizations in their study:

It is important for a healthy society that educational organizations which
are the leading organizations that prepare the individuals for the society
and regulate their relationship with the environment, be open to change and
coherent with such environmental factors as economical, technological,
social and legal circumstances.

Schools as educational organizations should be open to change; moreover, they
should be pioneer for society and other organizations with respect to change
(Demirtas, 2012, p.22). Thus, the reactions of employees in school consist of the

attitudes of the school toward change.

2.2.3. Attitude Toward Change

Attitude is the arrangements of individuals’ feelings, thoughts and behavioral
tendencies to a situation in their circumstances (Secord & Beckman, 1969, cited in
Vakola & Nikolaou, 2005). In another view, Ajzen (2001) explained that “attitude
represents a summary evaluation of a psychological object captured in such
attribute dimensions as good-bad, harmful-beneficial, pleasant-unpleasant, and
likable-dislikable” (p.28). In organizations, if attitude is toward a change initiative,
Elias (2009) described it as overall positive or negative evaluative determinations
of employees of a change situation in the organization.

Employee’s attitude is very significant for actualizing of successful change effort.
Lines (2005) explained that attitudes towards change of employees are significant
for realizing successful change processes and making change sustainable.
Moreover, Zayim and Kondakci (2015) emphasized the importance of human

factor for a successful change in organizations. They clarified that organizations
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fail the change if they ignore the employees and their attitudes for change. The
significance of individuals® attitude in change effort was studied in different
research (Zayim & Kondakci, 2015; Oreg, Vakola & Armenakis, 2011; Choi,
2011; Bouckenooghe, 2010; Yousef, 2000).

Oreg et al. (2011) explained that when the individual reactions to organizational
change is considered, the significant role of individuals as change recipients over
the determining of the potential of successful change efforts is placed in research
area. Thus, they emphasized the critical role of employees to achieve a successful
change. In their study, they investigated the gquantitative studies in literature with
respect to the individuals’ reactions to organizational change between the years of
1948 and 2007. They categorized them into explicit reactions to change, reactions
antecedents that comprise prechange antecedent and change antecedents and
change consequences (p.461). Firstly, explicit reactions to change includes
cognitive, affective and behavioral attitudes of individuals to change. That is, it
includes how they think, how they feel and how they intend to behave, when they
face with a change situation (Oreg et al., 2011). Cognitive attitudes consist of the
cognitive aspects related to individual attitudes toward change. On the other hand,
affective attitudes include both negative reactions and emotions like stress, anxiety
and fatigue, and positive reactions and emotions like pleasantness, satisfaction
related to change, commitment to change. In addition, behavioral attitudes is
composed of the intentions of individual to behave when they experience change
situation. These are, for example, active participation in a change situation or, on
the contrary, leaving intention. Secondly, antecedent reactions to change includes
characteristics of change recipients, internal context, including supportive
environment, commitment etc., change process and perceived benefit or harm and
change content (Oreg et al., 2011). Thirdly, change consequences, which cover the
reactions after the change situations, contains the categories of work-related and

personal consequences (Oreg et al., 2011).

37



Attitude toward organizational change has been examined in studies in different
concepts. While some studies investigate attitude toward change regarding a
specific change, others examined it is in general perspective. Choi (2011) asserted
the importance of employees’ attitudes toward organizational change and in his
study, he emphasized in four commonly known constructs which indicates their
positive or negative attitudes toward a specific organizational change: Readiness
for change, commitment to change, openness to change and cynicism about
change. He stated that these constructs are the cognitive precursor of the
supportive or resistant behavior of employees toward change (Choi, 2011, p.480).
First, readiness for change was examined in literature as individual readiness for
organizational change and organizational readiness for organizational change with
respect to employees’ perception. Armenakis, Harris and Mossholder (1993)
described individual readiness for organizational change in their study. According
to them, readiness for change is beliefs, attitudes and intentions of employees with
respect to the extent to which change is requirement and organizational capacity to
enhance change successfully (Armenakis et al.,, 1993, Choi, 2011). They
emphasized readiness as the cognitive precursor to the supportive and resistant
behaviors (Armenakis et al., 1993, p.681). In addition, Eby, Adams, Russell and
Gaby (2000) examined organization readiness for change regarding the perception
of employees in their study. Even if it is seen as organizational readiness,
employees’ impressions also appear too. Moreover, this study also indicates
organizations’ ability for change (Eby et al., 2000). Their study stressed that in
order to understand readiness for organizational change, individual perspectives
are very significant. That is, the results of the study showed the importance of
individual attitudes and preferences, work group and job attitudes and contextual
variables as flexible policies and procedures, and logistics and system support in
order to understand readiness for organizational change (Eby et al., 2000).
Second, commitment to organizational change is a positive attitude toward a
specific organizational change. Herscovitch and Meyer (2002) described

commitment to organizational change as “a force (mind-set) that binds an
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individual to a course of action deemed necessary for the successful
implementation of a change initiative” (p. 475). In this way, they proposed three
components which can be the reflection of this force: affective commitment to
change, continuance commitment to change and normative commitment to change.
Affective commitment to change indicates employee’s desire to support change by
believing that it is inherently beneficial. Continuance commitment to change
reflects employee’s awareness of the costs related to undoing to support the
change. Normative commitment to change involves employee’ sense of obligation
to give support for the change. Third, according to Miller, Johnson and Grau
(1994), openness to organizational change is a necessity for realizing a planned
change successfully and it is composition of willingness to provide support for the
change and having positive affect, such as positive feelings, about the potential
yields of the change (cited in Devos, Buelens & Bouckenooghe, 2007). Fourth,
cynicism to organizational change is a type of negative attitude toward a specific
change. Stanley, Meyer & Topolnytsky (2005) defined cynicism to change as “...a
disbelief of management’s stated or implied motives for a specific organizational
change” (p.436).

In their research, Lau and Woodman (1995) emphasized that specific attitudes are
directly affected by the general attitude toward change. Attitude toward change in
general perspective has three dimensions and was proposed as cognitive, affective
and behavioral attitude toward change (Yousef, 2000). Dunham et al. (1989)
assert that attitude toward change generally consists of the cognitions of a person
about change, affective reactions to change, and behavioral tendency toward
change. That is, cognitive, affective and behavioral tendencies toward change are
included. Firstly, the cognitive attitude includes the knowledge which is believed
by an employee as true. Secondly, affective attitude includes the feelings of an
employee. Lastly, behavioral tendencies refer to employees’ intentions to behave
toward change. In a like manner, Elizur and Guttman (1976) asserted three-
dimensional concept which consists of cognitive, affective and intentional or

behavioral attitudes toward change. According to them, cognitive attitude toward
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change indicates the cognitions about change. Affective attitudes toward change
indicates a set of feelings about the change and, intentional or behavioral attitudes

toward change indicates intended actions or actions has already done.

2.2.3.1. Attitude Toward Change Instrument

The Inventory of Attitude Toward Change instrument developed by Dunham et al.
(1989) was widely used in literature. This instrument measure the general attitude
toward change of a person and it consists of the cognitions of a person about
change, affective reactions to change, and behavioral tendency toward change.
Higher values in this instrument meant more positive attitudes towards change
(Dunham et al., 1989; Kasapoglu, 2010).

Some of the previous studies which examined the relationship between perception
of learning organization and organizational readiness for change confused the term
of readiness for change concept with the general attitude toward change, so that
authors of these studies accepted that they used these concepts in the place of each
other (Haque, 2008; Jafari & Kalanaki, 2012). However, readiness for change is a
type of attitude toward a specific change and means beliefs, attitudes and
intentions of employees with respect to the extent to which change is requirement
and organizational capacity to enhance change successfully (Armenakis et al.,
1993, Choi, 2011) while general attitude toward change concept as using
instrument of Dunham et al. (1989), which could be used to understand cognitive,

affective an behavioral attitudes of employees toward change in general.

2.2.3.2. Attitude Toward Change in Schools - Teachers’ Attitude
Toward Change

Toremen (2002) explained the realizing successful organizational change in
schools is significantly related to the all stakeholders’, whose are personnel,

teachers, principal and students, beliefs to change. Moreover, Ozdemir (2000)
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emphasized the significance of employees’ attitude in schools and he stated in
order to achieve successful change in schools, people in schools are more
important factor than process and structure. Furthermore, according to Calik and
Er (2014), teachers’ attitude toward change is essential for both implementing a
successful change and increasing the change capacity of school with human

resources (p.154).

In his study, Demirtas (2012) emphasized the importance of teachers for realizing
successful organizational change in schools. That is, he argued that teachers’
adoption and implementation of change enable the change successful. Moreover,
he added that as well as teachers’ attitude, positive attitude and adoption of school
administration is also significant to implement change successfully. According to
Celik (1997), school principals’ attitudes toward change has an impact on the other

employees’, especially teachers’, attitudes toward change in school.

Kursunoglu and Tanriogen (2009) also stressed that principals have an important
effect on teachers’ attitude toward change. According to them, whether teachers
perceive their principal as instructional leader is related with their attitude toward
change and they think it is important because these leaders can promote change in

schools.

In addition, in their study, Kin and Kareem (2016) explained why teachers’
attitude toward change is important for school. They assert that “Teachers are the
frontline change implementers in schools and understanding how they react to
change will certainly provide valuable insights into the mechanisms antecedent to

the phenomenon of resistance to school change.” (p.106).

During explaining the consistency of attitude toward change in their instrument as
cognitions of a person about change, affective reactions to change, and behavioral
tendency toward change, Dunham et al. (1989), mentioned that attitude toward
change can be investigated with this instrument as a person's cognitions about that
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change, affective reactions to that change and behavioral tendency toward that
change. Therefore, teachers’ attitude toward change can be examined as teachers’
cognitions about change, their emotional reactions to change and their behavioral
tendency toward change.

2.3. Relationship between Teachers’ Learning Organization Perception and
Their Attitudes towards Change

Studies on the relationship between learning organization and attitudes towards
change are too few and most of them conducted in the business field. Sudharatna
and Li (2004) investigated the relationship between learning organization
characteristics and organization’s readiness to change in mobile phone service
industry in Thailand. Results of the study indicated a substantial relationship
between readiness to change and the learning organization characteristics of
cultural values, leadership commitment and empowerment, communication,
knowledge transfer, employee characteristics, and upgrading of performance. In
addition, Vaijayanthi et al. (2017) examined the seven dimensions of learning
organization and tendency of the organization to change in a public sector banking
unit. They stated that they clarified seven dimensions of learning organization
through the learning organization literature. Also, they stressed that they used the
term readiness for change to measure attitude toward change. Results of the study
showed that the correlation between learning organization levels and perception of
employees with respect to organizational readiness for change. Moreover, Haque
(2008) investigated the relationship of dimensions of learning organization and
employees’ perception of organizational readiness for change by the instrument of
Inventory of Attitude toward Change of Dunham et al. (1989) in a service-
oriented, for profit organization. He also stated that he used the term of readiness
for change in the place of attitude toward change. He found that there is a strong
positive significant relationship between overall dimensions of learning

organization and employees’ perception of organizational readiness for change. In
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addition, results of his study indicated that providing leadership has the highest

correlation with readiness for change.

On the other hand, Jafari and Kalanki (2012) examined the relationship between
the dimensions of learning organization and the staff’s readiness to change in the
educational field. Their sample includes both teachers and administrative
personnel in an educational complex in Tehran. They also clarified that they used
the term of readiness for change in the place of attitude toward change They found
significant relationship between the dimensions of a learning organization and
staff’s readiness to change. In addition, in his study, Calik (2003) emphasized the
benefits of learning organization for schools and he clarified that learning schools
are open to change and innovation, and members of the school begin to change and
try to innovations voluntarily. This signs to their positive attitude towards change.

2.4. Summary of the Literature Review

Attitudes towards change of employees are significant for realizing successful
change processes and making change sustainable (Lines, 2005). In schools,
teachers’ adoption and implementation of change enable the change successful
(Demirtas, 2012). Therefore, teachers’ attitude toward change is essential for both
implementing a successful change and adopting to change (Calik & Er, 2014).
Fullan (2012) considered that change in complex systems, like schools, is full of
surprises and therefore, schools need to be learning organization to be able to cope
with the unknown. Being able to react more quickly to changing external
environments, embrace innovations in internal organization, and ultimately
improve student outcomes, schools require to become learning organization
(Fullan, 1995; Fullan, 2012). Teachers’ perception regarding their school as
learning organization is significant for success in the educational process and for
adapting to changes in the environment. Their perception of learning organization
is very significant, and they need to have positive attitude towards change.

Bouckenooghe (2009) indicates that individuals positive or negative attitudes
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toward change affects the success or failure of any change in organizations. Thus,
it is significant to study the relationship between teachers’ perceptions of learning

organization and their attitude toward change.
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CHAPTER 3

METHODOLOGY

In this study, the relationship between teachers’ learning organization perceptions
and their attitudes towards change was examined. The levels of teachers’ learning
organization perception was examined according to the Watkins and Marsick
(1997)’s seven dimensions of a learning organization, creating continuous learning
opportunities, promoting inquiry and dialogue, encouraging collaboration and
team learning, creating systems to capture and share learning, empowering people
toward a collective vision, connecting organizations to its environment and
providing strategic leadership for learning. In addition, Dunham et al. (1989) assert
that attitude toward change generally consists of the cognitions of a person about
change, affective reactions to change, and behavioral tendency toward change.
Teachers’ attitudes towards change were assessed using Dunham et al. (1989)’s
scale. Research question addressed in this study is: Is there a relationship between

teachers’ perception of learning organization and their attitudes towards change?

3.1. Research Design

In the present study, correlational research design was used. Correlational research
design is used to investigate the relationship between two or more variables
regardless of manipulation (Fraenkel, Wallen & Hyun, 2011). Dimensions of
Learning Organization Questionnaire (DLOQ) developed by Watkins and Marsick
(1997) with Turkish version adapted by Yildiz (2011) and the Inventory of
Attitude toward Change Survey (IATCS), of Dunham et al. (1989) with the
Turkish version adapted by the researcher were used as data collection tools in this

study.
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3.2 Population and Sample

The target population consisted of teachers working at public primary and middle
schools in Ankara while accessible population consisted of teachers working at
public primary and middle schools in Cankaya, Yenimahalle and Altindag which
are the central districts of Ankara. Primary and middle schools are the foundation
of educational system and they must have supreme level of learning organization
characteristics (Ustiin & Mentese, 2012). Primary school refers to grades from the
first to fourth and middle school refers to grades from the fifth to the eighth. There
are 193 public primary school and 173 public middle schools in these districts of
Ankara (MEB, 2018). In order to collect data from these schools, necessary
official permissions were taken from Directorate of National Education in Ankara.
Samples were selected from these schools randomly in two stages by using cluster
random sampling and individual random sampling. Cluster random sampling is a
random sampling in which groups as clusters are selected randomly (Fraenkel,
Wallen & Hyun, 2011). In this study, each cluster is composed of all teachers in
each school. Primarily, for pilot study of the instrument of the Inventory of
Atittude Toward Change, 18 schools were selected randomly among all schools in
these districts. The aim of this study was explained in each school and their
permissions were asked. After that, by using simple random sampling, 94 primary
school teachers (42%) and 128 middle school teachers (58%) were selected
randomly from each of these 18 schools which permitted to conduct the study.

Demographic information of the samples in pilot study was given in Table 3.1.
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Table 3.1.
Demographic Information of Participants of Factor Analysis

Variable F % M SD
School Level Primary School 94 42

Middle School 128 58

Total 222 100
Gender Female 155 70

Male 67 30
Graduate Education None 183 82

Master 37 17

Doctorate 2 .90
Age (in year) 42.70 9.65
Tenure (in year) 18.95 10.26

Experience in Current

School (in year) 6.15 5.17

Secondly, for the main study, 118 more samples were also selected from the
schools in those districts randomly in two stages by using cluster random sampling
and individual random sampling. The aim of this study was explained in each
school and their permissions were asked. After that, by using simple random
sampling, 49 primary school teachers (41.5%) and 69 middle school teachers
(58.5%) were selected randomly from each of these 13 schools which permitted to
conduct the study. According to Thabane et al. (2010), sampling of pilot study
may be incorporated in the sampling of the main study and this may improve the
effectiveness of the instrument. Therefore, it is suitable to incorporate use the
samples of pilot study within the main study’s sample. Thus, being 143 of them as
primary school teachers (42%) and 197 of them as middle school teachers (58%),
340 samples were used in the main study and their demographic information was

given in Table 3.2.
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Table 3.2.
Demographic Information of Participants of the Main Study

Variable F % M SD
School Level Primary School 143 42

Middle School 197 58

Total 340 100
Gender Female 242 71

Male 98 29
Graduate Education  None 284 84

Master 53 16

Doctorate 3 .90
Age (in year) 44.84 9.83
Tenure (in year) 21.41  10.71
Experience in Current 6.48 5.40

School (in year)

Lastly, after deletion of the outliers, sample size became 331. 42% of the
participants were teachers in primary schools (N=140) and 58% of them were from
middle schools (N=191). In addition, 71% (N=236) of the participants were female
while 29% (N=95) of them were male. Age of the participant varies between 25
and 66 (M=44.84; SD=9.89). The average year of teachers’ experience was 21.38
with the standard deviation of 10.77. Moreover, the range of the years of teachers’
experiences in their current school changes from under a year to 26 (M=6.52;
SD=5.45). Also, majority of the participant teachers, which composed of 84%
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(N=281), did not have any graduate education; however, 14% (N=47) of them had
master’s degree and .90% (N=3) of them had doctorate’s degree (see Table 3.3.).

Table 3.3.
Demographic Information of Participants of the Participants After the Deletion
of Outliers

Variable F % M SD
School Level Primary School 140 42

Middle School 191 58

Total 331 100
Gender Female 236 71

Male 95 29
Graduate Education  None 281 84

Master 47 16

Doctorate 3 .90
Age (in year) 44.84 9.89
Tenure (in year) 21.38  10.77

Experience in Current

School (in year) 652 545

3.3. Instrumentation and Measurement

In this study, data was collected through the demographic questionnaire,
dimensions of learning organization questionnaire and attitudes toward change
scale. First section of the instrument was for teachers’ demographic information.
Teachers’ gender (female/male), age, tenure (in year), year of experiences in their
current school, department of graduation and graduate education status
(none/master/doctorate) were included in this section. The second and last section
of the instrument were dimensions of learning organization questionnaire and

attitude toward change scale, respectively.
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3.3.1. Dimensions of Learning Organization Questionnaire

Dimensions of Learning Organization Questionnaire (DLOQ) was developed by
Watkins and Marsick (1997). This questionnaire gives information about how an
employee perceives his/her organization regarding how well learning is supported
and used in the organization at individual, team and organizational levels (Watkins
& Marsick, 1997). This questionnaire was used with the Turkish version adapted
by Yildiz (2011). The questionnaire had 43 questions like the original version.
First seven questions were to assess continuous learning, questions 8 through 13
were for dialogue and inquiry, questions 14 through 19 were for team learning,
questions 20 through 25 were for embedded system, questions 26 through 31 were
for empowerment, questions 32 through 37 were for system connections and last
six questions were for provide leadership. For scoring, average of responses to the
questions under each dimension was calculated. Questions were also adapted to
school context by Yildiz (2011). Some phrases in the questions were changed in
the school context; for example, “in my school” took the place of “in my
organization”. This questionnaire was designed as a 5-point Likert Type scale and
answers could be given as from strongly disagree (1) to strongly agree (5). There
were no reversed items. Yildiz (2011) checked the validity and reliability of this
questionnaire and approved. For the validity of the instrument, before he did factor
analysis, he obtained the result of KMO= .82 and a significant Bartlett’s test of
sphericity result (p < .05), which meant he could do factor analysis. As a result of
factor analysis, he observed that all factor loads are high enough for each item
under each factor, these values changed between .69 to .88. This approved the
validity of instrument. In addition, for the reliability of the instrument, he obtained
Cronbach’s Alpha reliability coefficient as .97 for internal consistency
(Tabachnick & Fidell, 2007). This indicated that this instrument is highly reliable.
In addition, the reliability of this instrument was checked for the present study and
the result also indicated to high reliability because Cronbach’s Alpha reliability
coefficient was obtained as .96.
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3.3.2. Attitudes Toward Change Scale

The Inventory of Attitude toward Change Survey (IATCS) was developed by
Dunham, Grube, Gardner, Cummings, and Pierce (1989). This instrument was
designed to examine an individual’s behavioral, emotional and cognitive reactions
toward change. 18 questions were placed in the instrument and a 5-point Likert
Type scale was used. Answers could be given as 1 (strongly disagree) to 5
(strongly agree). It included three subscales, which are cognitive, affective, and
behavioral and each dimension had 6 items. For scoring, average of responses of
all questions was calculated. Higher scores meant more positive attitude toward

change (Dunham et al., 1989; Kasapoglu, 2010). There were 5 reversed items.

This scale was translated and adapted to Turkish and school context in this study.
All items were translated to Turkish under supervision of two experts in the field.
Reliability and validity of the scale were checked. For piloting, data were collected
from 222 teachers working in primary and middle schools. For content validity of
the instrument, firstly, opinions of two experts in this field were taken, and the
scale was regulated through their comments. After that, Confirmatory Factor
Analyses (CFA) and Exploratory Factor Analysis (EFA) were used for construct
validity of the instrument. Then, reliability analysis was done to check internal
consistency (Tabachnick & Fidell, 2007).

3.3.2.1. Factor Analyses for Attitude Toward Change Scale

Confirmatory Factor Analysis was conducted by using AMOS 26.0 in order to
validate factor structure of the instrument after translation to Turkish. Factor
structure of the instrument included 18 items and 3 factors. The model chi-square,
Root Mean Square Error of Approximation (RMSEA), Comparative Fit Index
(CFI), and Tucker-Lewis Index (TLI) could be regarded to assess the model fitness
(Brown, 2006). As a result of the analysis, chi-square value is significant
(¢2=455.487; p=.000) but Root Mean Square Error of Approximation (RMSEA)
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value of .11, Comparative Fit Index (CFI) value of .86, Goodness of Fit Index
(GFI) value of .80 and Tucker-Lewis Index (TLI) value of .84 indicate non-fit
model. Browne and Cudeck (1993) stated that RMSEA value higher than .10
indicates poor fit of the model. Moreover, values of CFl, GFI and TLI are
suggested to be higher than .90 to have a good fit model (Hu & Bentler, 1999). In
order to understand the reason of the problem, whether this problem caused by
noncompatible items with factors or overlapping of factors for items, exploratory
factor analysis was conducted.

Before started to interpret exploratory factor analysis, results of Kaiser-Meyer-
Olkin (KMO) and Bartlett’s test of sphericity results were checked in order to
understand whether factor analysis could be done or not. KMO and Bartlett’s test
of sphericity evaluates the sufficiency of sampling (Pallant, 2007). Bartlett’s test of
sphericity needs to be significant (p<.05) and KMO value, which ranges between 0
and 1, is offered as minimum .6, in order to be able to realize factor analysis
(Tabachnick and Fidell, 2007). In this study, KMO value is .92 and Bartlett test of
sphericity is significant (p=.000). That meant factor analysis could be done.
Principle component analysis indicated existing three components with the
eigenvalues which exceeds one explained a total of 63.13% of the variance.
Results of the analysis showed that items 3, 7, 10 and 12 overlapped in two factors
and items 13 and 18 placed under the different factors which was stated before by
Dunham et al. (1989). Thus, these items were removed from the scale. After that,
exploratory factor analysis was run again. Result of new analysis showed that three
component solution of the eigenvalues explained a total of 64.70% of the variance.
Suitable factor structure was obtained. Factor structure and factor loads were

shown in Table 3.4 and scree plot was given (see Figure 3.1.).
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Table 3.4.
Factor Structure and Factor Loads of Attitude Toward Change Scale

Component
1 2 3

atcql4 .85

atcqls 81

atcql6 .80

atcql7 .66

atcql .76

atcq2 .70

atcq3 .66

atcqd .63

atcgs .63

rev_atc9 .82
rev_atc8 .80
rev_atcll .70

Scree Plot
Z 3

o0

Component Number

Figure 3.1. Scree Plot of Eigenvalue about Attitude Toward Change Instrument
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Finally, confirmatory factor analysis was rerun to confirm the fit of the new model.
Factor structure of the new model included 12 items and 3 factors. Chi-square is
significant (y2=112.484; p=.000) with Root Mean Square Error of Approximation
(RMSEA) value of .074, Comparative Fit Index (CFI) value of .95, Goodness of
Fit Index (GIF) value of .92 and Tucker-Lewis Index (TLI) value of .93. For
RMSEA value, values between .05 and .08 show fair fit (Browne & Cudeck,
1993). In addition, values of CFI, GFI and TLI are suggested to be higher than .90
to have a good fit model (Hu & Bentler, 1999). Thus, this model could be
interpreted as a good fit model. Figure 3.2. showed that all values of standard
estimates are above .40. That is, all items have significant relations with their

factor.

For the reliability of the instrument, Cronbach’s Alpha reliability coefficient was
observed as .89 for internal consistency (Tabachnick & Fidell, 2007). This
indicated that the reliability of this instrument is high (see Table 3.5.).

Table 3.5.
Reliability Statistics

Cronbach's Alpha Based
Cronbach's Alpha on Standardized Items N of Items
.89 .90 12
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Figure 3.2. Three-factor CFA Model of Attitude Toward Change Instrument with

Standardized Estimates

3.4. Data Collection

Firstly, the official permission from the Directorate of National Education of
Ankara, Turkey was obtained. Then, all schools which were selected by cluster
sampling in central district of Ankara were visited, the aim of the study was

explained, a copy of the official permission obtained from the Directorate of
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National Education of Ankara, Turkey was given, and their permissions were
asked. After that, teachers were informed, and their consent were taken. After this
process, both Dimensions of Learning Organization Questionnaire (DLOQ)
developed by Watkins and Marsick (1997) and the Inventory of Attitude toward
Change Survey (IATCS) were given to each teacher and wanted to be filled as
soon as possible. They were allowed to fill the questionnaire within the same week

which they have.

3.5. Data Analysis

Data was analyzed via SPSS 22.0 and both descriptive and inferential statics were
used. Standard multiple regression analysis was conducted to analyze whether
teachers’ attitudes towards change is predicted by the degree to which they

perceive their school to be a learning organization.
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CHAPTER 4

RESULTS

In this chapter, demographic characteristics of participants, descriptive statistics of
the variables, Pearson correlation analysis results, and mainly standard multiple

regression analysis results were presented.

4.1. Demographic Characteristics of Participants

Demographic information of participants was given in this part. Data were
collected from the 340 teachers working in primary and middle level public
schools in Ankara. 42% of the participants were teachers in primary schools
(N=143) and 58% of them were from middle schools (N=197). In addition, 71%
(N=242) of the participants were female while 29% (N=98) of them were male.
Age of the participant varies between 25 and 66 (M=44.84; SD=9.83). The average
year of teachers’ experience was 21.41 with the standard deviation of 10.71.
Moreover, the range of the years of teachers’ experiences in their current school
changes from under a year to 26 (M=6.48; SD=5.40). Also, majority of the
participant teachers, which composed of 84% (N=284), did not have any graduate
education; however, 16% (N=53) of them had master’s degree and .90% (N=3) of
them had doctorate’s degree (see Table 4.1).
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Table 4.1.
Demographic Information of Participants of the Main Study

Variable F % M SD
School Level Primary School 143 42

Middle School 197 58

Total 340 100
Gender Female 242 71

Male 98 29
Graduate Education None 284 84

Master 53 16

Doctorate 3 .90
Age (in year) 44.84 9.83
Tenure (in year) 21.41  10.71

Experience in Current

School (in year) 648 540

4.2. Results of Descriptive Data Analysis

What extent the degree to which teachers perceive their school to be a learning
organization with respect to creating continuous learning opportunities, promoting
inquiry and dialogue, encouraging collaboration and team learning, creating
systems to capture and share learning, empowering people toward a collective
vision, connecting organizations to its environment and providing strategic
leadership for learning predict teachers' attitudes towards change is the purpose of
the present study. Dimensions of Learning Organization Questionnaire (DLOQ)
developed by Watkins and Marsick (1997) and the Inventory of Attitude toward
Change Survey (IATCS), of Dunham et al. (1989) were used as data collection
tools in this study and both of them are 5-point Likert Type scales, in which
answers are given as 1 (strongly disagree) to 5 (strongly agree). 3 points indicate

average.
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Descriptive statistics was given regarding the dimensions of teachers’ perception
of learning organization and teachers’ attitudes towards change. The results of
descriptive statistics showed that the mean score of overall learning organization
perceptions of teachers was high (M=3.59; SD=.59) and also the mean scores of
each dimension, which are creating continuous learning (M=3.43; SD=.67),
promoting inquiry and dialogue (M=3.67; SD=.63), promoting collaboration and
team learning (M= 3.60; SD= .67), creating systems to capture and share learning
(M=3.51; SD=.64), empowering people toward a collective vision (M=3.57,
SD=.73), connecting organizations to its environment (M=3.60; SD=.71), and
providing strategic leadership for learning (M=3.75; SD=.71), are above 3.
Moreover, promoting inquiry and dialogue (M=3.67; SD=.63), promoting
collaboration and team learning (M= 3.60; SD= .67), connecting organizations to
its environment (M=3.60; SD=.71), and providing strategic leadership for learning
(M=3.75; SD=.71) had higher mean scores than the mean score of overall learning
organization perceptions of teachers (M=3.59; SD=.59). Among all of them,
teachers’ perception of their schools as learning organization regarding promoting
inquiry and dialogue (M=3.67; SD=.63) and providing strategic leadership for
learning (M=3.75; SD=.71) has the highest mean scores. On the other hand, the
mean score of teachers’ attitudes towards change seemed relatively high (M= 3.98;
SD=.53). Higher score meant they have more a positive attitude towards change
(Dunham et al., 1989; Kasapoglu, 2010). Results of the descriptive analysis was
given in Table 4.2.
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Table 4.2.
Descriptive Statistics

Mean Std. Deviation
Attitude Toward Change 3.98 53
Learning Organization Perception 3.59 .59
Continuous Learning 3.43 .67
Dialogue and Inquiry 3.67 .63
Team Learning 3.60 .67
Embedded Systems 3.51 .64
Empowerment 3.57 73
Systems Connections 3.60 71
Provide Leadership 3.75 71

4.3. Standard Multiple Regression Analysis

In this study, standard multiple regression analysis was used to evaluate how well
the degree to which teachers perceive their school to be a learning organization
with respect to creating continuous learning opportunities, promoting inquiry and
dialogue, encouraging collaboration and team learning, creating systems to capture
and share learning, empowering people toward a collective vision, connecting
organizations to its environment and providing strategic leadership for learning
predict teachers' attitudes towards change. Fraenkel, Wallen and Hyun (2011)
explained that multiple regression is used to investigate the correlation between a
criterion variable, which is the dependent variable, and a number of predictor
variables, which are independent variables. In the present study, teachers’ attitudes
towards change is the criterion or the dependent variable while each seven
dimensions of teachers’ perception of learning organization, which are creating
continuous learning opportunities, promoting inquiry and dialogue, encouraging
collaboration and team learning, creating systems to capture and share learning,

empowering people toward a collective vision, connecting organizations to its
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environment and providing strategic leadership for learning, are the predictor or

independent variables.

4.3.1. Pearson Correlation Analysis

Teachers’ attitudes towards change (M= 3.98; SD=.53) was observed higher than
their learning organization perceptions (M=3.59; SD=.59). Table 4.3 indicated
means and standard deviations of teachers’ attitude toward change and teachers’

perception of learning organization.

Table 4.3.
Mean and Standard Deviations of teachers’ attitude toward change and
teachers’ perception of learning organization.

Variable N M SD
Attitude Toward Change 340 3.98 53
Learning Organization 340 3.59 .59
Perception

4.3.1.1. Checking of Outliers

Analyses related to relationship between variables are very sensitive to outliers
(Pallant, 2007) so, outliers were checked. Tabachnick and Fidell (2007) stated that
deleting outliers from data set is a good way for correlational studies. First, z-
scores was used for checking. Tabachnick and Fidell (2007) explained that if the z-
score values are more than 3.29 (p<.001), this signs to potential outliers. In this
study, 5 values of the z-score values are detected as more than 3.29 and cases with
these values were stated as outliers and they were deleted from the data set.
Secondly, Mahalanobis distances was used to check outliers. This analysis was
handled by multiple regression program (Pallant, 2007). In this study, there were 7
independent variables so critical chi-square value was 24.32 (Tabachnick & Fidell,
2007). Mahalanobis distance values were checked form data set and 4 of these

values were identified as exceeding 24.32. Pallant (2007) asserted that
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Mahalanobis distance values exceeding critical chi-square values were potential
outliers. Thus, 4 cases with these values were stated as outliers and they were also
removed from the data set. To sum up, 9 cases were identified as outliers and they
were deleted from the data set.

4.3.1.2. Results of Pearson Correlation Analysis

The correlational analysis showed a positive strong significant relationship
between teachers’ attitudes towards change (M= 3.98; SD=.53) and teachers’
learning organization perceptions (M= 3.62; SD=.54), r=. 52, n=331, p<.01, two-
tailed. Moreover, there are also a positive significant relationships between
teachers’ attitudes towards change (M= 3.98; SD=.53) and continuous learning
(M= 3.46; SD=.65), r=.35, p<.01; teachers’ attitudes towards change (M= 3.98;
SD=.53) and promoting inquiry and dialogue (M= 3.70; SD=.60), r=.44, p<.01,
teachers’ attitudes towards change (M= 3.98; SD=.53) and promoting
collaboration and team learning (M= 3.64; SD=.62), r=.45, p<.01; teachers’
attitudes towards change (M= 3.98; SD=.53) and creating systems to capture and
share learning (M= 3.54; SD=.60), r=.44, p<.01; teachers’ attitudes towards
change (M= 3.98; SD=.53) and empowering people toward a collective vision (M=
3.60; SD=.68); r=.44, p<.01); teachers’ attitudes towards change (M= 3.98;
SD=.53) and connecting organizations to its environment (M= 3.65; SD=.66),
r=.48, p<.01; and, teachers’ attitudes towards change (M= 3.98; SD=.53) and
providing strategic leadership for learning (M= 3.80; SD=.65), r=.49, p<.01,
n=331, two-tailed. Correlation matrix showed these correlational coefficients of
the variables (see Table 4.4 & Table 4.5).
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Table 4.4

Descriptive Statistics of Variables after Deletion of Outliers

N M SD

Attitude Towards Change 331 3.98 53
Learning Organization 331 3.62 54
Perception
Continuous Learning 331 3.46 .65
Dialogue and Inquiry 331 3.70 .60
Team Learning 331 3.64 .62
Embedded Systems 331 3.54 .60
Empowerment 331 3.60 .68
System Connections 331 3.65 .66
Providing Leadership 331 3.79 .65
Table 4.5.
Correlation Matrix of Variables

Variables 1 2 3 4 5 6 7

1. Attitudes

toward Change

2. Continuous .35

Learning

3. Dialogueand 44 .75

Inquiry

4. Team Learning .45 .64 .62

5. Embedded 44 59 .61 75

Systems

6. Empowerment .44 .62 .56 .78 15

7. System 48 .59 .59 75 .76 81

Connections

8. Providing 49 .55 .55 75 .69 74 79

Leadership
p<.01
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4.3.2. Results of Standard Multiple Regression Analysis

4.3.2.1. Assumptions of Multiple Regression Analysis

Before starting the multiple regression analysis, assumptions were checked.

4.3.2.1.1. Sample Size

In order for the generalizability of the results, sample size should be checked.
Green (1991) gave the formula to check the required number of sample size: N>
50 + 8m, “m” is number of independent variables (cited in Tabachnick & Fidell,
2007). In this study, the number of independent variables is 7, so, sample size
should be more than 106. Thus, the sample size of this study was suitable for using

multiple regression analysis (N=331).

4.3.2.1.2. Variable types

In order to be able to provide this assumption, predictor variables have to be
quantitative or categorical and dependent variable has to be quantitative and
continuous (Field, 2009). In this study, dimensions of teachers’ learning
organization perceptions, which are creating continuous learning opportunities,
promoting inquiry and dialogue, encouraging collaboration and team learning,
creating systems to capture and share learning, empowering people toward a
collective vision, connecting organizations to its environment and providing
strategic leadership for learning, are predictor variables and they are continuous
and quantitative. In addition, teachers’ attitude toward change is dependent
variable and it is quantitative and continuous. So, this assumption was also

provided.
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4.3.2.1.3. Multicollinearity

In order to conduct multiple regression analysis, multicollinearity, which exists
when the correlation between predictor variables is too high, should not exist.
Multicollinearity was checked by scanning correlation matrix, checking variance
inflation factor (VIF) and tolerance value (Field, 2009). First, according to Field
(2009), correlation among predictor variables should not be too high; that
correlations should not be above .90. In this study, there is not any correlation
coefficient value above .90 regarding correlation among predictor variables (see
Table 4.6). Then, VIF values need to be below 10 and tolerance value have to be
higher than .10 for absence of multicollinearity. In the present study, VIF value
changed from 2.63 to 4.21 but there is no any VIF value higher than 4.21. In
addition, tolerance value changed from .24 to .38, but there is no any tolerance
value lower than .24. Thus, multicollinearity did not exist in this study, this

assumption also provided.

4.3.2.1.4. Normality, Homoscedasticity, Linearity, Outliers,
Independence of Residuals

Normality of residuals were checked through histogram and normal probability
plot (P-P). Shapes of the histogram and normal probability plot indicated normal
distribution (see Figure 4.1 & Figure 4.2) so normality assumption was not

violated.
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In order to check homoscedasticity, scatterplot was used. The distribution of
residuals should be concentrated to the center (Tabachnick & Fidell, 2007). In this
study, when distributions of the residuals on the scatterplot was checked, it was
seen that homoscedasticity was not violated (see Figure 4.3.). In addition, linearity
was also checked through scatterplot. According to Tabachnick and Fidell (2007),
nonlinearity occurs when the overall scatterplot is curved, so distribution of
residuals needs to be rectangular and noncurved to provide the assumption of
linearity. In this study, this assumption is also provided (see Figure 4.3).
Moreover, outliers were checked also from the scatterplot of the standard multiple
regression analysis (see Figure 4.3). Outliers are defined as standardized residuals
of less than -3.3 or more than 3.3 (Tabachnick & Fidell, 2007). Thus, in this study,
almost no outliers were observed from scatterplot. Tabachnick and Fidell (2007)
stated that a few outliers do not need to take any action. So, this assumption was also

not violated.
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Figure 4.3. Scatter plot

In multiple regression analysis, it assumed that autocorrelation does not exist
(Field, 2009). That is, residuals should be independent. In order to test this,
Durbin-Watson test was used. According to Field (2009), Durbin-Watson value
should be between the values of 0 and 4. In the present study, Durbin-Watson
value is 1.80 (see Table 4.6); therefore, independence of residuals assumption was

also provided.

4.3.2.2. Findings of Multiple Regression Analysis

Research question of this study was: Is there a relationship between learning
organization perceptions of teachers and their attitudes towards change?

In this study, it was attempted to answer specifically this question: How well the
degree to which teachers perceive their school to be a learning organization with
respect to creating continuous learning opportunities, promoting inquiry and

dialogue, encouraging collaboration and team learning, creating systems to capture
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and share learning, empowering people toward a collective vision, connecting
organizations to its environment and providing strategic leadership for learning

predict teachers' attitudes towards change?

Standard multiple regression was conducted to answer the research question.
Criterion or dependent variable was teachers’ attitudes towards change while
independent or predictor variables are dimensions of teachers’ learning
organization perceptions, which are creating continuous learning opportunities,
promoting inquiry and dialogue, encouraging collaboration and team learning,
creating systems to capture and share learning, empowering people toward a
collective vision, connecting organizations to its environment and providing
strategic leadership for learning. Preliminary analyses were conducted to check no
violation of the assumptions of normality, linearity, multicollinearity and

homoscedasticity.

The result of the multiple regression analysis was given in Table 4.6 and Table 4.7.
The results of the multiple regression indicated that overall regression model was
significant and the seven predictor variables, which are creating continuous
learning opportunities, promoting inquiry and dialogue, encouraging collaboration
and team learning, creating systems to capture and share learning, empowering
people toward a collective vision, connecting organizations to its environment and
providing strategic leadership for learning explained 29% of the variance in the
criterion variable, which is attitudes towards change (R?= .29, F (7, 323) = 19.23,
p <.0005). Overall dimensions of learning organization were significant predictors
of teachers’ attitude toward change. Beta value indicated how independent variable
contributed to the equation (Pallant, 2007). Specifically, two beta coefficients were
statistically significant (p<.05). These values belonged to the predictors which
were dialogue and inquiry (f =.23, p=.002) and provide leadership (5 =.23,
p=.006). That is, dialogue and inquiry and provide leadership were predictors
which made the statistically significant strongest unique contribution to the

equation (Pallant, 2007).
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Table 4.6.
Model Summary of Standard Multiple Regression

Model R R? AR? F Durbin-Watson
1 54 .29 .28 19.23* 1.80

*p<.0005

Table 4.7.

Results of Standard Multiple Regression Analysis of Attitude towards Change

Variables B SE B t p
Continuous Learning -.07 .06 -.09 -1.18 24
Dialogue and Inquiry 21 .07 23% 3.06 .00
Team Learning .04 .08 .05 53 .59
Embedded Systems .03 .07 .04 46 .65
Empowerment .00 .07 .00 -.00 999
System Connections 12 .08 15 1.60 A1
Providing Leadership 19 .07 23* 2.75 .01

*p<.05
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CHAPTER 5

DISCUSSION

In this part, the results of the study were discussed by taking into consideration of
the present research and previous studies in the literature. Furthermore,

implications, recommendations and limitations were stated.

5.1. Discussion of the Results

The general purpose of this study was to investigate the relationship between
teachers’ perception of learning organization and their attitude toward change.
Specifically, this study mainly examined how well the degree to which teachers
perceive their school to be a learning organization with respect to creating
continuous learning opportunities, promoting inquiry and dialogue, encouraging
collaboration and team learning, creating systems to capture and share learning,
empowering people toward a collective vision, connecting organizations to its
environment and providing strategic leadership for learning predict teachers'
attitudes towards change. In order to answer the research question of this study,
correlation research design was used. Data were analyzed by standard multiple
regression analysis. Overall results of the present study showed that there was a
positive strong relationship between teachers’ perception of learning organization
and their attitudes towards change. Moreover, results showed that promoting
inquiry and dialogue, and providing strategic leadership for learning dimensions of
teachers’ perceptions of learning organization predicted teachers’ attitudes towards

change.

The findings of the current study are supported by the studies that are conducted

mostly in fields other than education. In a study conducted by Haque (2008)
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results showed that there is a strong positive significant relationship between
overall dimensions of learning organization and employees’ perception of
organizational readiness for change as found in the present study. In addition,
results of his study indicated that providing leadership has the highest correlation
with readiness for change. Although their study was supposed to examine the
relationship between learning organization perception and readiness towards
change, they actually used Dunham at al. (1989)’s measure which assesses
attitudes toward change in general indicating that the readiness was used in place
of attitudes towards change. A similar study with the same instrument of attitude
toward change was conducted by Vaijayanthi et al. (2017) in a public sector
banking and results showed that there is a strong positive correlation between
learning organization levels and perception of employees with respect to
organizational readiness for change. Moreover, Sudrahatma & Li (2004) also
clarified that there was a strong positive relationship between learning
organization characteristics and organizational readiness for change in the Thai
Mobile Phone Company as a business sector. They stated as supporting the views
of the present study, if organizations show high levels of learning organization
properties, their readiness for change have to be high. So, they reached to the point
which is similar to the point of the present study in the school perspective that
learning organization characteristics are vital instruments for companies in order to
survive and adapt to change in the rapidly changing world. They emphasized that
especially learning organization characteristic related to leadership had the highest
relationship with organizational readiness for change. Providing leadership was
also one of the highest predictors for the attitudes toward change in the present
study.

On the other hand, findings of the study conducted by Jafari and Kalanika (2012)
in the educational field also supported the present study and results indicated that
there was a significant relationship between dimensions of learning organization
and employees’ readiness for change. They found that employees’ readiness for

change is predicted by their perception of dimensions of learning organization in
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line with the current study’s finding. They also used Dunham at al. (1989)’s
measure which assesses attitudes toward change in general indicating that the
readiness was used in place of attitudes towards change. To sum up, findings of
the previous studies were consistent with the results of the present study indicating
that there was a positive significant relationship between overall dimensions of
learning organization and employees’ attitudes toward change. Providing
leadership of learning was found as a strong predictor of attitude toward change

like in the present study.

Promoting dialogue and inquiry, which was found as a significant predictor in this
study, is a culture-based dimension of learning organization (Lunenburg &
Ornstein, 2011). In this dimension, employees are voluntary and free to discuss
issues and ask questions, and also open to critiques (Lunenburg & Ornstein, 2011).
Therefore, organizational culture and type of the organization, types of business or
educational organization, plays a significant role on having this dimension of
learning organization. In the study of Yildiz (2011), which was done in the public
and private schools in Balikesir, Turkey, it was also stated that dialogue and
inquiry and providing strategic leadership dimensions of learning organization has
the highest mean scores within all seven dimensions both in public and private
schools. The descriptive results of his study were consistent with the ones of the

present study.

Kim, Egan and Tolson (2015) mentioned the multicollinearity problem of
Dimensions of Learning Organization Questionnaire (DLOQ) was placed in
different research. In the present study, only two dimensions of the perception of
learning organization, which are providing strategic leadership for learning and
promoting inquiry and dialogue, were found significant. Moreover, some values of
correlation between the independent variables was observed to be relatively high.
This could be a sign that some independent variables overlapped and so, the
finding that only two dimensions was found significant can be due to this overlap

between the other subdimensions of the measure.
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The attitude toward change instrument used in this study, which is Inventory of
Attitude toward Change, was used in some of the previous studies which examined
the relationship between learning organization perceptions and employees’
perception of organizational readiness for change in order to measure employees’
perception of organizational readiness for change. Authors asserted that they used
the concept of readiness for change in the place of attitude toward change with
same meaning (Haque, 2008; Jafari & Kalanaki, 2012). This shows that there is a
confusion of readiness for change concept and the concept of general attitude
toward change, and differences in the meaning of these concepts were ignored.
Readiness for change is a type of attitude toward a specific change and means
beliefs, attitudes and intentions of employees with respect to the extent to which
change is requirement and organizational capacity to enhance change successfully
(Armenakis et al., 1993, Choi, 2011). On the other hand, general attitude toward
change concept as used in the instrument of Dunham et al. (1989), could be used to
understand cognitive, affective and behavioral attitudes of employees toward
change in general. In this instrument, higher scores mean more positive attitude
toward change in cognitive, affective and behavioral perspectives (Dunham et al.,
1989; Kasapoglu, 2010).

5.2. Implications

5.2.1. Implications for Theory

This study offered theoretical implications. The relationship between teachers’
perception of dimensions of learning organization and their attitude toward change
was investigated and significant relation was found through some predictors. This
study contributed to literature theoretically by identifications of these predicators
of teachers’ attitude towards organizational changes indicating dimensions of
learning organization in the teacher perspective. Providing strategic leadership for
learning, and dialogue and inquiry dimensions of the learning organization were

the predictors of teachers’ attitudes towards change.
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Another theoretical implication of this study was related to misusing of the
concepts of readiness for change and attitudes towards change. The attitude toward
change instrument used in this study, which is Inventory of Attitude toward
Change, was used in some of the previous studies which examined the relationship
between learning organization perceptions and employees’ perception of
organizational readiness for change in order to measure employees’ perception of
organizational readiness for change. Authors asserted that they used the concept of
readiness for change in the place of attitude toward change with same meaning
(Haque, 2008; Jafari & Kalanaki, 2012). This indicated that there was a confusion
of readiness for change concept and the concept of general attitude toward change,
and differences in the meaning of these concepts were ignored. Researchers have
to pay attention to the differences of these concepts. They need to use readiness for
change concept when they mentioned about attitude toward a specific change and
focused on beliefs, attitudes and intentions of employees with respect to the extent
to which change is requirement and organizational capacity to enhance change
successfully (Armenakis et al., 1993, Choi, 2011). On the other hand, if they
mentioned about cognitive, affective and behavioral attitudes of employees toward
change in general, or level of positiveness of general attitude toward change
concept, it is necessary for them to use attitude toward change concept as
constructed in the instrument of Dunham et al. (1989). This confusion was noted in
this study. The confusion may be caused by the researchers’ understanding of the
terms attitude toward change and readiness for change (Weiner, Amick & Lee,
2008). Weiner et al. (2008) emphasized that conceptualization of readiness for

change is different from the one of general attitudes towards change.

5.3.2. Implications for Research

This study has contributions to the research in the educational field with the work
of validity of the instrument of Dunham et.al (1989)’s Inventory of Attittude
toward Change. Previous studies using this instrument in the studies related to

Turkish schools checked only content validity of the instrument by offering
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experts opinions, but factor analysis was not done (Kursunoglu & Tanriogen,
2009; Kasapoglu, 2010). In this study, after Turkish translation of the instrument
was conducted, as well as checking content validity of the instrument by receiving
experts’ opinion, both exploratory and confirmatory analyses were conducted to
check the construct validity of the instrument for its adaptation. This issue was
related to adapting instrument to Turkish but ignoring the contextual or cultural
differences so possibly some of the previous studies that were being conducted
were not measuring what they think they were measuring. This also highlighted
the importance of rather than automatically barrowing concepts from the West
(Kay & Foster, 1999), it was necessary to take care to develop theories and

concept taking into consideration Turkish culture.

5.3.3. Implications for Practice

In a rapidly changing environment, organizations need to adapt to change for their
survival. Being learning organization is very important in that point because
learning organizations can adapt to change easily through their continuous learning
ability. School principals have an important role in the way of becoming their
school as a learning organization. They have to facilitate learning environment and
learning culture as needed to be a learning organization (Fullan, 2001). As well as
the changes in the environment, in the face of changes stated by Ministry of
National Education, they need to provide teachers to have more positive attitudes
towards change. This study indicated empirical evidence and contributes to school
principals as practitioners in the way of which dimensions of learning
organizations predict the attitude toward change of teachers. So, to ease the
process of adapting to changes that take place school principals may provide
strategic leadership and put emphasis on dialogue and inquiry which will

positively influence teachers’ attitude towards change.

75



5.3. Limitations and Recommendations

As well as the strengths of it, this study has some limitations. The first limitation is
that this study was done only with the teachers in Cankaya, Yenimahalle and
Altindag districts of Ankara. In order to make generalizations, new studies can be
done in different part of Ankara or different cities. The second one is that this
study was conducted only in public schools, but private schools also need to be
explored. A comparative study may be conducted. In terms this notion of learning
organization it may be of interest to find out how all stakeholders’, who are
principals, parents and even students, perceive the schools do they see them as
learning organizations. The third one is that sample size is relatively small. The
population and sample of this study was 340 teachers of public primary and middle
schools in these three districts of Ankara. With larger sample size, this study can
be repeated, and results can be compared. Fourthly, the Inventory of Attitude
Toward Change scale of Dunham et al. (1989) was translated and adapted to
Turkish and used for the first time in this study. The adapted instrument may be
used in the future studies to increase its validity and reliability. Moreover,
instruments related to organizational change are inadequate. Qualitative studies
need to be conducted first to understand how this concept functions in our context
which may provide avenues for developing a scale from the ground up that
captures attitudes towards change in our context. Fourthly, this study was a
quantitative study and it may have some limitations which may have appeared
because of the nature of this kind of studies. Qualitative studies would be needed
to receive in-depth information about to what extent our schools can be considered
learning organizations and what are the experiences of teachers in terms of the
extent to which their schools show properties of a learning organization and how

they approach change.
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APPENDICES

A. QUESTIONNAIRES

Pilot Study

Saygideger Ogretmenim,

Bu olgek 6gretmenlerin 6grenen orgiit algisi ile onlarin degisime yonelik
tutumlar1 arasindaki iliskiyi belirlemek amaciyla hazirlanmistir. Ogrenen 6rgiit,
ogrenme ve doniisiim kapasitesine sahip orgiittiir. Ogrenen okullar degisime ve
yenilige agik ve calisanlart da bu konuda goniillii okullardir. Buna ek olarak,
egitim-Ogretim  slirecindeki  degisikliklere  yonelik  Ogretmen  algilarinin
belirlenmesi bu degisikliklerin gergeklesmesi igin ¢ok énemlidir. Hazirlanan 6l¢ek
ti¢ bolimden olusmaktadir. Birinci bolimde demografik bilgileriniz, ikinci
boliimde 6grenen Orgiit alginiz, ligiincii boliimde ise degisime yonelik tutumunuz
Olgilmektedir. Arastirmamin amacina ulagsmasi igin oOlgeklerin  maddelerini
dikkatle okumanizi, igtenlikle ve eksiksiz cevaplamanizi rica ederim. Toplanan
veriler bilimsel arastirmalar diginda higbir yerde kullanilmayacaktir. Katiliminiz

icin tesekkiir ederim.

I., 11. Ve 11l. Boliimler icin 6l¢cek maddelerini okuduktan sonra size en

uygun olanin karsisina (X) isareti koyunuz ve gerekli bosluklari1 doldurunuz.

. DEMOGRAFIK BIiLGILER

1) Cinsiyetiniz: Kadm ( ) Erkek ( )
2) Yasimz: ..................
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3) Mesleki deneyiminiz: ................... (Y1l olarak belirtiniz)

4) Su an ¢ahstigimz kurumda kag yildir calismaktasimz: ...................
5) Mezun oldugunuz boliim: ...
6) Lisansiistii Egitim Durumu:

Lisansiistii egitim almadim/almiyorum ()  Yiiksek Lisans ( )  Doktora ( )

II. OGRENEN ORGUT BOYUTLARI ANKETI

No | Maddeler

Hic¢
Katilmiyorum
Katilmiyorum

Kararsizim
Katiliyorum
Tamamen
Katillyorum

1 | Personel, yapilanlardan ders alabilmek i¢in
hatalarini agiklikla tartigir.

2 | Personel, gelecekte yapacaklar1 gorevlerde
ihtiya¢ duyacaklari yetenekleri rahatlikla
tanimlayabilir.

3 | Personel, 6grenmek igin birbirine yardime1
olur.

4 Personel, 6grenmelerini destekleyecek her
tirlii maddi ve manevi destegi gortir.

5 | Personele, 6grenme i¢in yeterli zaman
tahsis edilir.

6 | Personel, gorevleri esnasinda Karsilastiklar
problemleri birer 6grenme firsat1 olarak
gortir.

7 | Personel, 6grenme igin odillendirilir.

8 Personel, birbirine diiriist ve agik geri
besleme verir.

9 Calisanlar, konusmaya baglamadan 6nce
karsisindakinin goriisiinii dinler.

10 | Personel, “neden” sorusunu agiklikla
sorabilir.

11 | Kisi kendi gortslerini sdylediginde,
digerlerinin de diisiincesini sorar.
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12

Personel, birbirine saygilidir.

13

Personel, karsilikli giiven ortami saglamak
icin zamanini harcar.

14

Okulum, kendi hedeflerini ihtiyaglar
dogrultusunda uyarlama serbestisine
sahiptir.

15

Okulumda, tiim tiyelere makam veya diger
ozelliklerine bakilmaksizin esit davranilir.

16

Okulum, hem gorevlerine hem de grubun
nasil ¢alistiina odaklanir.

17

Okulum, elde edilen bilgilere ya da grup
tartigmalarina gore goriislerini gézden
gegirir.

18

Okulum, okulca elde ettigi basarilari igin
odillendirilir.

19

Okulum, organizasyonun onun dnerilerini
dikkate alacagindan emindir.

20

Okulum, o6neri sistemleri ya da gesitli
toplantilarla iki yonli bir iletisim ortami
saglar.

21

Okulum, kisilerin ihtiya¢ duydugu bilgiyi
kolayca ve hizla verir.

22

Okulum, personelin yetenekleri ile ilgili
giincel bir veri tabani tutar.

23

Okulum, halihazirdaki ve beklenen
performans arasindaki fark: tespit edecek
olgme sistemleri kurar.

24

Okulum, problemlerden elde ettigi derslerin
tiim personel tarafindan 6grenilmesini
saglar.

25

Okulum, 6grenme i¢in harcanan
kaynaklarin ve zamanin degerlendirmesini

yapar.

26

Okulum, personelin inisiyatif almasini
onaylar.

27

Okulum, personele gorev verirken gesitli
secenekler sunar.

28

Okulum, personeli okulun vizyonuna katki
yapmaya tesvik eder.
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29

Okulum, personelin gorevlerini yaparken
ihtiya¢ duyacaklar1 kaynaklar tizerinde
kontrol sahibi olmalarini saglar.

30

Okulum, kabul edilebilir risk alan personeli
destekler.

31

Okulum, farkl1 birimlerin vizyonlari
arasinda ihtiyaca gore siralama yapar.

32

Okulum, personelin isi ile ailesi arasinda
denge kurmasina yardim eder.

33

Okulum, personelin genis ¢apli bir
perspektifle diistinmesini tesvik eder.

34

Okulum, alinacak kararlarda astlarinin
fikirleri de dahil olmak iizere tiim
personelini, ortak karar noktalarina
getirmeye calisir.

35

Okulum, alinan kararlarda personelin
moralini g6z 6niinde bulundurur.

36

Okulum, ortak ihtiyaglar1 karsilamak igin
farkli organizasyonlarla birlikte caligir.

37

Okulum, personelin bir problemi ¢ozerken
tim kurum iginden cevap ve destek
almasini tesvik eder.

38

Y oneticiler, 6grenme firsatlar1 ve egitim
icin gelen talepleri genellikle desteklerler.

39

Yoneticiler, okulun hedefleri, gelecekle
ilgili planlar1 ve hedefleri hakkinda giincel
bilgileri paylasir.

40

Yoneticiler, okulun vizyonuna ulagsmada
tiim calisanlarin katkilarini ortaya
koymalarina imkan verir.

41

Yoneticiler, astlarini yetistirmek igin ¢aba
gosterir.

42

Yoneticiler, siirekli olarak 6grenme icin
firsat ararlar.

43

Yoneticiler, okulun faaliyetlerinin
benimsenen degerlerle uyumlu olmasini
saglarlar.
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DEGISIME YONELIK TUTUM OLCEGI

Kesinlikle

Katilmiyorum

Katilmiyorum

Karasizim

Katiliyorum

Kesinlikle
Katiliyorum

Degisim genellikle okuluma yarar saglar.

Meslektaslarimin ¢ogu degisimden
faydalanur.

Degisim ¢ogu zaman meslegimde daha
Iyi performans gostermeme yardimci
olur.

Okuldaki diger galisanlar degisimi
destekledigimi diisiinir.

Degisim genellikle okuldaki yetersiz
durumlarin iyilesmesine yardimci olur.

Genellikle degisimden faydalanirim.

Okuldaki degisimleri sabirsizlikla
beklerim.

Degisimden hoglanmam.

Degisim beni sinirlendirir.

10

Degisim beni motive eder.

11

Degisimlerin ¢ogu rahatsiz edicidir.

12

Degisimlerin ¢ogunu memnun edici
bulurum.

13

Genellikle yeni fikirlere kars1 direng
gosteririm.

14

Yeni fikirleri denemeye egilimliyimdir.

15

Genellikle yeni fikirleri desteklerim.

16

Siklikla durumlara iligkin yeni
yaklagimlar oneririm.

17

Degisimi desteklemek igin ne
gerekiyorsa yapmaya niyetliyimdir.

18

Genellikle yeni bir fikir denemekten
cekinirim.
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Main Study

Saygideger Ogretmenim,

Bu olgek 6gretmenlerin 6grenen Orgiit algisi ile onlarin degisime yonelik
tutumlar1 arasindaki iliskiyi belirlemek amaciyla hazirlanmistir. Ogrenen o6rgiit,
ogrenme ve doniisiim kapasitesine sahip orgiittiir. Ogrenen okullar degisime ve
yenilige acik ve calisanlari da bu konuda goniillii okullardir. Buna ek olarak,
egitim-ogretim  siirecindeki  degisikliklere  yonelik  6gretmen  algilarinin
belirlenmesi bu degisikliklerin ger¢eklesmesi i¢in ¢ok 6nemlidir. Hazirlanan 6lgek
tic bolimden olusmaktadir. Birinci bolimde demografik bilgileriniz, ikinci
boliimde 6grenen orgiit alginiz, t¢lincii boliimde ise degisime yonelik tutumunuz
Ol¢iilmektedir. Arastirmamin amacina ulasmasi ig¢in olgeklerin  maddelerini
dikkatle okumanizi, igtenlikle ve eksiksiz cevaplamanizi rica ederim. Toplanan
veriler bilimsel arastirmalar disinda hicbir yerde kullanilmayacaktir. Katiliminiz

icin tesekkiir ederim.

I., 11. Ve 11l. Boliimler icin 6l¢cek maddelerini okuduktan sonra size en

uygun olanin karsisina (X) isareti koyunuz ve gerekli bosluklari1 doldurunuz.

I. DEMOGRAFIK BILGILER

1) Cinsiyetiniz: Kadm ( ) Erkek ( )

2) Yasimz: ..................

3) Mesleki deneyiminiz: ................... (Y1l olarak belirtiniz)

4) Su an ¢ahstigimz kurumda kag yildir calismaktasimz: ...................
5) Mezun oldugunuz boliim: ...
6) Lisansiistii Egitim Durumu:

Lisansiistii egitim almadim/almiyorum ( )  Yiiksek Lisans ( )  Doktora ( )
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II. OGRENEN ORGUT BOYUTLARI ANKETI

No | Maddeler
5 § E |E |c E
s| s |S |E |gE
=zl e 22 &S
“EE|E |E EE
AERKCRERE
Y | X
1 Personel, yapilanlardan ders alabilmek i¢in
hatalarini agiklikla tartigir.
2 | Personel, gelecekte yapacaklari gorevlerde
ihtiyag duyacaklari yetenekleri rahatlikla
tamimlayabilir.
3 Personel, 6grenmek igin birbirine yardimci
olur.
4 | Personel, 6grenmelerini destekleyecek her
tiirlit maddi ve manevi destegi goriir.
5 | Personele, 6grenme igin yeterli zaman tahsis
edilir.
6 Personel, gorevleri esnasinda karsilastiklar
problemleri birer 6grenme firsati olarak
gorur.
7 Personel, 6grenme i¢in ddiillendirilir.
8 Personel, birbirine diiriist ve agik geri
besleme verir.
9 Calisanlar, konusmaya baglamadan 6nce
karsisindakinin goristini dinler.
10 | Personel, “neden” sorusunu agiklikla
sorabilir.
11 | Kisi kendi gorislerini sdylediginde,
digerlerinin de diisiincesini sorar.
12 | Personel, birbirine saygilidir.
13 | Personel, karsilikl1 giiven ortami saglamak
i¢in Zzamanini harcar.
14 | Okulum, kendi hedeflerini ihtiyaglar
dogrultusunda uyarlama serbestisine
sahiptir.
15 | Okulumda, tiim liyelere makam veya diger
ozelliklerine bakilmaksizin esit davranilir.
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16

Okulum, hem gorevlerine hem de grubun
nasil ¢alistigina odaklanir.

17

Okulum, elde edilen bilgilere ya da grup
tartigmalarina gore goriislerini gdzden
gegirir.

18

Okulum, okulca elde ettigi basarilari igin
odullendirilir.

19

Okulum, organizasyonun onun 6nerilerini
dikkate alacagindan emindir.

20

Okulum, o6neri sistemleri ya da gesitli
toplantilarla iki yonlii bir iletisim ortami
saglar.

21

Okulum, kisilerin ihtiya¢ duydugu bilgiyi
kolayca ve hizla verir.

22

Okulum, personelin yetenekleri ile ilgili
giincel bir veri tabani tutar.

23

Okulum, halihazirdaki ve beklenen
performans arasindaki farki tespit edecek
6l¢me sistemleri kurar.

24

Okulum, problemlerden elde ettigi derslerin
tiim personel tarafindan 6grenilmesini
saglar.

25

Okulum, 6grenme igin harcanan kaynaklarin
ve zamanin degerlendirmesini yapar.

26

Okulum, personelin inisiyatif almasini
onaylar.

27

Okulum, personele gorev verirken gesitli
secenekler sunar.

28

Okulum, personeli okulun vizyonuna katki
yapmaya tesvik eder.

29

Okulum, personelin gorevlerini yaparken
ihtiya¢ duyacaklari kaynaklar tizerinde
kontrol sahibi olmalarini saglar.

30

Okulum, kabul edilebilir risk alan personeli
destekler.

31

Okulum, farkli birimlerin vizyonlar1
arasinda ihtiyaca gore siralama yapar.

32

Okulum, personelin isi ile ailesi arasinda
denge kurmasina yardim eder.

99




33

Okulum, personelin genis ¢apli bir
perspektifle diistinmesini tesvik eder.

34

Okulum, alinacak kararlarda astlarinin
fikirleri de dahil olmak tizere tim
personelini, ortak karar noktalarina
getirmeye calisir.

35

Okulum, alinan kararlarda personelin
moralini g6z onilinde bulundurur.

36

Okulum, ortak ihtiyaglar1 karsilamak igin
farkl1 organizasyonlarla birlikte caligir.

37

Okulum, personelin bir problemi ¢dzerken
tim kurum iginden cevap ve destek almasini
tesvik eder.

38

Yoneticiler, 6grenme firsatlar1 ve egitim i¢in
gelen talepleri genellikle desteklerler.

39

Yoneticiler, okulun hedefleri, gelecekle ilgili
planlar1 ve hedefleri hakkinda giincel
bilgileri paylasir.

40

Yoneticiler, okulun vizyonuna ulagsmada
tiim c¢alisanlarin katkilarini ortaya
koymalarina imkan verir.

41

Yoneticiler, astlarini yetistirmek i¢in ¢aba
gosterir.

42

Yoneticiler, stirekli olarak 6grenme i¢in
firsat ararlar.

43

Yoneticiler, okulun faaliyetlerinin
benimsenen degerlerle uyumlu olmasini
saglarlar.
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III. DEGISIME YONELIK TUTUM OLCEGI

Kesinlikle

Katilmiyorum

Katilmryorum

Karasizim

Katiliyorum

Kesinlikle

Katiliyorum

Degisim genellikle okuluma yarar saglar.

Meslektaslarimin ¢ogu degisimden
faydalanir.

Okuldaki diger ¢alisanlar degisimi
destekledigimi diisiiniir.

Degisim genellikle okuldaki yetersiz
durumlarin iyilesmesine yardimeci olur.

Genellikle degisimden faydalanirim.

Degisimden hoslanmam.

Degisim beni sinirlendirir.

Degisimlerin ¢ogu rahatsiz edicidir.

O | 0| N OO O

Yeni fikirleri denemeye egilimliyimdir.

Genellikle yeni fikirleri desteklerim.

11

Siklikla durumlara iligkin yeni
yaklasimlar oneririm.

12

Degisimi desteklemek igin ne
gerekiyorsa yapmaya niyetliyimdir.
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B. INFORMED CONSENT FORM

ARASTIRMAYA GONULLU KATILIM FORMU

Bu aragtirma, Orta Dogu Teknik Universitesi Egitim Yonetimi ve Planlamast Programi Yitksek
Lisans Ogrencisi Sinem Safak Yoldas tarafindan yiritilmektedir. Bu form sizi aragtirma kogullart hakkinda
bilgilendirmek icin hazirlanmugtr.

Cahsmanin Amaci Nedir?

Calizmanm amacy, Garetmenlerin Ggrenen Gretit algsst ile onlarn degizime yonelik tuumlan
arasindaki iligkiyi pozlemlemektir.

Bize Nasil Yardima: Olmaniz Isteyecegiz?

Hazirlanan olgek fig bolimden olusmaktadir. Birinet bolimde demografik bilgileriniz, kinei
boliimde grenen Gredit alpmiz, figlined bolimde ise degisime yonelik tumunuz olgilmektedir.
Aragtirmanmin amacina ulagmasi igin Gleeklerin maddelerin dikkatle okumanizi, ictenlikle ve eksiksiz
cevaplamanizi rica ederim

Sizden Topladigimz Bilgileri Nasil Kullanacagiz?

Aragtirmaya katiliminiz tamamen gonilliilik temelinde olmalidir. Cevaplariniz tamamuyla gizli
tutulacak ve sadece aragtirmacilar tarafindan degerlendirilecektir. Katilumerlardan elde edilecek bilgiler toplu
halde degerlendirilecek ve sadece bilimsel yayimlarda kullamilacaktir. Caligmanin hichir boliminde
katilimeilarin kigisel bilpilert kullanilmayacaktir.

Katithmumizla ilgili bilmeniz gerekenler:

Calisma, genel olarak kigisel rahatsizlik verecek sorular veya uyoulamalar icermemektedir. Ancak,
veri toplama surecinin herhangt bir azamasinda, sorulardan ya da herhanot bagka bir nedenden 6tird
kendinizi rahatstz hissedersentz calismay yarida birakmakta serbestsiniz. Béayle bir durumda calismayt
uygulayan kisive ¢alismadan gikmak istediginizi soylemek yeterli olacaktir.

Aragtimayla ilgili daha fazla bilgi almak isterseniz:

Bu galismaya katildigmiz i¢in simdiden tegekkiir ederim. Calisma haklinda daha fazla bilgt almak
i¢in Orta Dogu Teknik Universitesi Egitim Yonetimi ve Planlamast program 3rencisi Sinem Safak Yoldag
(E-posta: 148913 @metu.edu tr, Tel: 05367753497) ve dantgmant Orta Dogu Teknik Universitesi Egitim
Bilimleri Bolimi Ogretim Uyesi Yrd. Dog. Dr. Gokee Gokalp (E-posta: geokalp@metu.edu.tr) ile iletisim
kurabilirsiniz.

Yukarudaki bilgileri okudum ve bu calismaya tamamen giniillii olarak katiliyorum.

(Formu doldurup imzaladiktan sonra uygulayierya gert veriniz).

Isim Soyad Tarih Imza

102



C. PERMISSIONS OF RESEARCHERS TO USE QUESTIONNAIRES

Dimensions of Learning Organization Questionnaire (DLOQ)

Konu: Re: DLOQ_permission
Gonderen: "Karen Watkins" <kwatkins@uga edu>
Tarih: 22 Ocak 2019, Sali, 9:50 pm
Ahcr: "sinem karabacak@metu.edu.tr” <sinem karabacak@metu.edu.tr>
Oncelik: Normal
Secenekler: Tim Basliklan Goster| Yazdurslabilir Sekilde Goster | Bunu dosya olarak indir

You have our permission to use the DLOQ for research purposes. You must maintain our
authorship on any version you use- see the attached technical manual for this
information. I have also attached a version used in Pakistan in schools for your
information.

Best Regards,

Karen

Karen E. Watkins, Ph.D.

Professor, Learning, Leadership & Organization Development
Department of Lifelong Education, Administration & Policy
The University of Georgia

850 College Station Road [Room 406]

Athens, GA 30602 USA

Work (706)542-2214 [to leave a message]

Cell (706) 340-6791

On 1/22/19, 4:42 AM, "sinem.karabacak@imetu.edu.tr" <sinem.karabacak@metu.edu.tr>
wrote:
Dear Prof. Watkins
I am a master student at Middle East Technical University in Turkey. This
year, I am preapering my master thesis. In my thesis, the relationship
between teachers' learning organization perceptions and their attitudes
toward change is examined.
If you give your permission and share a copy of it with me, I would like
to use your "Dimensions of Learning Organization Questionnaire™ in my

study.

Thank you so much,
Greetings,

Sinem Safak Yoldas
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Turkish Adapted Version of Dimensions of Learning Organization
Questionnaire (DLOQ)

aTva_Liswesy | ICRp=ITy SZUCORL | DuInany

Konu: Re: 83renen drgiit boyutlar: anketi izin ve orijinali
Gonderen: Doc. Dr. Harun YILDIZ <harunyildiz@bandirma.edu.tr=
Tarih: 2 Aralik 2018, Pazar, 4:36 pm
Alier: "sinem.karabacak@metu.edu.tr” <sinem karabacak@metu.edu.tr>
Oncelik: Normal
Secenekler: Tim Bagliklan Goster | Yazdurilabilir $ekilde Goster | Bunu dosya olarak indir | HTML olarak ggster

Sayin Sinem Safak Yoldas,

Tez icerisinde yer alan Olgek uyarlamasini ataif vererek kullanabilirsiniz.
Olcegin tam hali ve giivenilirlik ve gecerlilik hilgileri tez icerisinde yer
almaktadair.

Calismalarinizda basarilar dilerim.

Doc¢.Dr. Harun YILDIZ

2 Aralik 2018 Pazar tarihinde, <sinem.karabacak@metu.edu.tr> yazdi:
Saygideger Hocalarim Tyi Ginler,

Orta Dogu Teknik Universitesi Egitim Yénetimi ve Planlamasi yiiksek lisans
Ggrencisiyim. Assist. Prof. Dr. Gokce Gokalp danismanliginda tez
siirecindeyim ve tezimde "Ogretmenlerin Ozrenen Orgiit Algisi ile Onlarin
Degisime Karsi Tutumu Arasindaki Tliski"yi incelemekteyim.

Bu konuda yaptigim okumalar sirasinda "Egitim Orgitleri Ggrenen
Organizasyon Ozellikleri Gostermekte midir? Kamu ve Ozel Ilkdgretim
Okullarinin Balikesir 11i Orneginde Karsilastirmali Bir Analizi' adl:
makalenizde Watkins ve Marsick’in Ogrenen Orgiit Boyutlari Anketini
Tiirk¢e've uyarlayip kullandiginizi gdrdiim.

Siz de uygun girlrseniz ve kullandiginiz haliyle anketinizi, gilivenirlilik
ve gecerlilik calismalarini benimle

paylasabilirseniz anketinizi tezimde kullanmak istemekteyim.

Yardiminiz ve ilginiz icin simdiden tesekkiir ederim.

Iyi Calismalar,

Sinem Safak YOLDAS

MW VMY Y Y Y VY VYV VY Y Y VY VYV Y VY Y
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Inventory of Attitude toward Change Survey (IATCS)

IVITIA| LASITS) | AL RIS ULTAL [ UL ans

Konu: Re: Attitude Towards Change Instrument Permission
Gonderen: "Randall B Dunham" <randall.dunham@swisc.edu=
Tarih: 10 Aralik 2018, Pazartesi, 6:13 am
Aler: "sinem karabacak@metu.edu.tr" <sinem karabacak@metu.edu.tr>
Oncelik: Normal
Secenekler: Tiim Basliklar Gaster | Yazdinilabilir Sekilde Géster | Bunu dosya olarak indir | HTML olarak gdster

Greetings Sinem,

You have my permission to use my instrument for your research. I would be
interested in your findings. I have attached a copy of the instrument and of an
Excel spreadsheet that shows the scoring process.

Good luck,
Randy

Randall B. Dunham

Emeritus Professor of Management and International Business
Faculty Director, Executive Global Learning Experiences
University of Wisconsin-Madison
randall.dunham@wisc.edu<mailto:randall.dunham@wisc.edu>

On Dec 9, 2018, at 1:17 PM,
sinem.karabacak@metu.edu.tr<mailto:sinem.karabacak@metu.edu.tr> wrote:

Dear Prof. Randall Dunham

I am a master student at Middle East Technical University in Turkey. This
year, I am preapering my master thesis. In my thesis, the relationship
between teachers' learning organization perceptions and their attitudes

towards change is examined.

If you give your permission, I would like to use your "Attitude towards
Change Instrument" in my study.

Thank you so much,
Greetings,

Sinem Safak Yoldas
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D. APPROVAL OF METU HUMAN SUBJECTS ETHICS COMMITTEE

UYGULAMALI ETIK ARASTIRMA MERKEZI \ ORTA DOGU TEKNiK UNIVERSITESI
APPLIED ETHICS RESEARCH CENTER ‘
'/ MIDDLE EAST TECHNICAL UNIVERSITY

R BULVARI D681
ARA/TURKEY

uaam metuudo

say: 28620816 / 52\
11 ARALIK 2018

Konu: Degierlendirme Sonucu

Gonderen: ODTU insan Arastirmalan Etik Kurulu {JAEK)

ligi: Insan Aragtirmalan Etik Kurulu Bagvurusu

Sayin Dr.Ogretim Uyesi Gokge GOKALP

Danismanligin yaptigimiz Sinem Safak YOLDAS'in “Oretmenlerin Ogrenen Orgit Algisi ile Degisime

Kargt Tutumlan Arasindaki {ligki” baglikli aragtirmasi Insan Arastirmalari Etik Kurulu tarafindan uygun
gorilerek gerekll onay 2018-EGT-156 protokol numarasi ile aragtirma yapmasi onaylanmistir,

@

Prof, Dr. Tiilgf GENGO!

Saygilanmla bilgilerinize sunanm.

Bagkan
Prof, Dr. Ayhan SOL prof. Dr. Ayhan Glirbiiz DEMIR
Uye Uye
f Lk'j/ N}! A ‘/
Prof.Dr. Yasar KQNDAKG! ( 1) Lo VAl Emre TURGUT
Uye . Oye
=z // '
gy "l
Dog. Dr. Emre SELCUK Doc.Dr, Uyesi'Pinar KAYGAN
Uye Uye
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E. APPROVAL OF DIRECTORATE OF NATIONAL EDUCATION OF
ANKARA

T.C.
ANKARA VALILIGI
Milli Egitim Madirlugi

Sayt  : 14588481-605.99-E.2009188 29.01.2019
Konu : Aragtirma izni

ORTA DOGU TEKNIK UNIVERSITESINE
(Ogrenci Isleri Daire Bagkanlig1)

ligi: a) MEB Yenilik ve Egitim Teknolojileri Genel Midirlagiiniin 2017/25 nolu Genelgesi.
b) 10/01/2019 Tarihli ve E.77 sayil yazimiz.

Universiteniz Egitim Bilimleri Anabilim Dali Egitim Yonetimi ve Planlamasi yiiksck
lisans programi Ggrencisi Sinem SAFAK YOLDAS'!n "Ogretmenlerin Ogrenen Orgiit
Algisi ile Degisime Kargi Tutumlart Arasindaki [liski" konulu uygulama talebi
Midirligimizce uygun gérilmils ve uygulamann yapilacafn flge Milli Egitim
Miidiirliiklerine bilgi verilmistir.

Goriisme formunun (3 sayfa) arastirmacilar tarafindan uygulama yapilacak sayida
¢ogalulmas: ve galismanin bitiminde bir dmeginin (cd ortaminda) Midirligimiz Stwrateji
Geligtirme Subesine génderilmesini rica ederim.

Serkan TOPBAS
Vali a.
Milli Egitim Miidiirii V.

=
(ektrontk \rnzzd

N Ash 1 b:,fﬂid“

290.1.9 (120135

Adres: Emnivet Mah, Alparstan Torkes Cad. 4/A Bilgi im0 KARAGUZEL
Yenimahalle ANKARA

Elektrunik AZ: www meb. gov.ir Tel: 0(312)212 3606
copastit; isttistik 0640 meb gov.r Faksz 0(3121 22102 ¢
B evesk givenli elebmmoaik imea ik haps: [re— 1682-80e9-3923-9b8d-468a kodi ik teyit adiietilir
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F. TURKISH SUMMARY / TURKCE OZET

Giris

Ogrenen orgiit, 6grenme ve doniisiim kapasitesine sahip olan orgiittiir (Watkins &
Marsick, 1993). Okul agisindan diislintildigiinde, 6grenen okul yenilesmeye ve
degisime acik ve tiim iiyelerinin degisime baslama konusunda goniillii oldugu ve
yenilesme icin ¢aba gosterdigi okuldur (Calik, 2003). Bu sebeple, 6grenen bir
okulda tiim tyeler 6grenme ve reform siireglerine is birligiyle ve aktif olarak
katilirlar. Ogrenen &rgiit calismalarinda dgretmenlerin algist ok énemlidir. Egitim
stirecinde basarinin saglanmasinda ve c¢evredeki degisimlere uyum saglamasinda
ogretmenlerin okulunu G6grenen okul olarak gérmesi Onemli bir yere sahiptir.
Ogretmenlerin &grenen orgiit algis1 farkli arastirmalara konu olmustur. Alan
yazinda, bazi1 ¢alismalar vaka ¢alismast (Ding-Wang, 2002; Giiles &
Caglayandereli, 2012) iken bazilar1 da dgretmenlerin 6grenen Orgiit algist ile is
tatmininin (Savas, 2013), 6gretmen liderliginin (Moore, 2010), okul kiiltiiriiniin
(Ayik & Sayir, 2015) ve bilgi yonetimi tutumlarinin (Dogan & Yigit, 2014)

iliskisini incelemistir.

Cevresel faktorlerde ortaya cikan ani degisimler orgiitlerde belirsizliklerin ortaya
cikmasina yol agmaktadir ve bu noktada orgiitlerin degisime uyum saglamasi ¢ok
onemlidir (Jafari & Kalanaki, 2012). Orgiitlerde degisime adapte olma becerisi
Ogrenen Orglit olma ile saglanir (Driver, 2002). Degisim bireyle baglar (Cole,
Harris ve Bernerth, 2006). Bu sebeple, eger ¢alisanlarin orgiitteki degisimlere karsi
tutumu belirlenirse, degisim siireci ile ilgili gerekli onlemler alinabilir ve gerekli
planlamalar, uygulamalar ve degerlendirmeler yapilabilir. Dunham ve
arkadaglarina (1989) gore, genel anlamda degisime karsi tutum, bireyin degisime

yonelik bilissel, duygusal tepkisi ve davranigsal egilimidir. Benzer sekilde,
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ogretmenlerin genel anlamda degisime karsi tutumlari, onlarin degisime Kkarsi
bilissel ve duygusal tepkisi, ve degisime kars1 davramssal egilimidir. Ogretmenin
degisime karst tutumu degisimin gerceklesmesi i¢in dnemlidir ¢iinkii 6gretmenler
okullarda degisimi uygulayanlarin basinda gelmektedir (Kin ve Kareem, 2016).
Alanyazinda, Ogrenen oOrgiit ve degisime karsi tutum arasindaki iliski farkli
sektorlerdeki orgiitlerde incelenmistir (Sudharatna & Li, 2004; Jafari & Kalinka,
2012; Vaijayanthi, Shreenivasan, Saraswathy & Jyothishchandra, 2017; Haque,
2008).

Alanyazin taramasi gosteriyor ki, Ogrenen oOrgiit ile ilgili arastirmalar egitim
sektorlerinden ¢ok, genellikle is sektoriinde incelenmistir. Ayrica, Ogrenen
orgiitlerin 6zellikleri ve orglit ¢iktilar1 arasindaki iliskileri inceleyen ampirik
calismalarin sayis1 yetersizdir (Jashpara, 2003). Ogretmenlerin &grenen oOrgiit
algis1 ile ilgili birka¢ caligma bulunmasina ragmen, bu calismalarin sayisi
yetersizdir (Ayik & Sayir, 2015). Egitim sisteminde siiregelen degisimler,
degisimin uygulayicisi olarak Ogretmenlerin degisime karsi tutumunu oOnemli
kilmaktadir (Kin & Kareem, 2016). Okullar ani degisimler karsisinda, bireyleri
topluma hazirladiklar1 ve onlarin ¢evre ile iliskilerini diizenledikleri i¢in diger
orgiitlerden daha 6nemlidir (Inandi &Gilig. 2016). Bu degisimlere kars1 daha hizli
tepki verebilmeleri, okullarin dgrenen okul olma gerekliligini ortaya koymustur
(Fullan, 1995; Fullan, 2012). Ogrenen okullar degisime daha aciktir ve bu da
calisanlarinin degisime yonelik daha pozitif tutuma sahip olmalarini saglar (Calik,
2003). Bu sebeplerle, Ogretmenlerin Ogrenen Orgiit algist ve degisime karst
tutumlar1 arasindaki iliskiyi incelemek gereklidir. Alan yazinda bu iligkiyi
inceleyen bazi ¢alismalar bulunmaktadir ancak Tiirkiye’deki okullar baglaminda
bu iligki eksiktir ve alanyazindaki bu boslugu doldurmak gereklidir. Bunun da
Otesinde, bu iligkiyi inceleyen onceki ¢alismalar, degisime hazir olma kavramu ile
genel anlamda degisime karsi tutum kavramini, Dunham ve arkadaslarinin (1989)
hazirladig1 anket olan genel anlamda degisime yonelik tutum anketini kullanarak

karistirmistir. Bu sebeple, bu anketi amacma uygun kullanarak bu iliskiyi
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inceleyen c¢alisma yapmak gerekliligi ortaya ¢ikmistir. Bu baglamlardan yola
¢ikarak ¢alismanin amaci, 6gretmenlerin okullarini ne derece 6grenen orgiit olarak
algiladiklar1 ile degisime karsi tutumlari arasindaki iligkiyi incelemektir.
Ogretmenlerin dgrenen orgiit algilarr, Watkins ve Marsick (1997)’in yedi boyutlu
Ogrenen Orglit modeli ile incelenmistir. Bu boyutlar, siirekli 6§renme ortami
yaratmak, diyalogu ve sorgulamayi desteklemek, takim halinde 6grenme ve is
birligi konusunda cesaretlendirmek, 6grenmeyi yakalayan ve paylasan sistemler
olusturmak, ortak bir vizyon dogrultusunda bireyleri giliglendirmek, orgiit ile
cevresin arasinda baglanti kurmak ve 6grenme igin destekleyici stratejik liderlik
saglamaktir. Degisime karsi tutum Dunham ve arkadaslari (1989)’nin genel

perspektifine gore incelenmistir.

Bu calismanin arastirma sorusu sdyledir: Ogretmenlerin 6grenen orgiit algilari ile

degisime kars1 tutumlari arasinda iliski var midir?

Ozel olarak, takip eden soruya bu calismada cevap aranmistir: Ogretmenlerin
stirekli 6grenme ortami yaratma, diyalogu ve sorgulamayi destekleme, takim
halinde 6grenme ve is birligi konusunda cesaretlendirme, 6grenmeyi yakalayan ve
paylasan sistemler olusturma, ortak bir vizyon dogrultusunda bireyleri
giiclendirme, oOrgiit ile cevresin arasinda baglanti kurma ve Ogrenme igin
destekleyici stratejik liderlik saglama G6grenen Orgiit boyutlari algilari, degisime

yonelik tutumlarini ne derece yordar?

Tirk egitim sisteminin merkeziyet¢i yapist 6nemli degisim kararlarinin Milli
Egitim Bakanlig tarafindan alinmasini éngérmektedir (Ozkan & Celikten, 2017).
Degisimlerin uygulayicist olan 6gretmenlerin goriislerine daha az dnem vermek
degisim girisimlerinin basarisiz olmasina yol agmaktadir (Devos & Buelens, 2003;
Demirtas, 2012; Levent, 2016). Egitim siire¢lerinde basariy1 saglamak ve ¢evrede
gerceklesen degisimlere adapte olma konusunda ogretmenlerin kendi okullarina
yonelik 6grenen okul algilar1 ¢ok onemlidir. Okul miidiirleri de 6grenen oOrgiit
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olmay1 kolaylastiracak 6grenme gevresini ve Kiiltiiriinii hazirlama konusunda
onemli bir role sahiptir (Fullan, 2001). Okul miidiiriiniin bu c¢abalar1 c¢alisanlarin
degisime daha pozitif tutum sergilemelerini saglayacaktir (Gill, Carrrillo &
Fonseca-Pedrero, 2019). Ogretmenlerin degisime yonelik pozitif tutumlarr da
degisim girisimlerinin basarili olmasim saglayacaktir (Inand1 & Gilig, 2016). Bu
sebeplerle, o6gretmenlerin Ogrenen Orgiit algist ve degisime karsi tutumlar

arasindaki iliskiyi calismak onemlidir.

Alanyazin

Ogrenen Orgiit

Degisen ve gelisen diinyada tutunabilmeleri i¢in orgiitlerin 6grenme ve degisme
becerisinde olmalar1 gerekir. Bu da &grenen Orgiit olma ile saglanabilir (Driver,
2002). Watkins ve Marsick (1993)’e gore dgrenen Orgiit 6grenme ve doniisiim
kapasitesine sahip orgiittiir. Ogrenen orgiit kavramini incelemeden 6nce bu
kavramdan daha Once ortaya ¢ikan ve bu kavramin temelini olusturan Orgiitsel
ogrenme kavramindan bahsetmek gerekmektedir. Argyris ve Schon (1978)’e gore
orglitsel 6grenme gecerli orgiitsel teorileri bigimlendiren ve yapilandiran, bireysel
ve kollektif sorgulama siirecidir. Onlara gore orgiitsel 6grenme, orgiitteki hatalarin
tespit edilmesi ve diizeltilmesi ile gergeklesir. Alan yazinda, okul baglaminda
orgiitsel 6grenme konusunda az sayida c¢alisma yapilmistir. Collinson, Cook ve
Conley (2006)’in ¢alismalarinda orgiitsel 6grenmenin okul ve okul sistemleri igin
firsat oldugu belirtilmistir. Celep, Konakli ve Recepoglu (2011) 6gretmenlerin
orgiitsel ogrenmeye yonelik algilarimi incelemistir ve yoneticilerin degisim
uygulamalarindaki tutumlarinin, 6gretmenlerin takim ¢alismasina yatkinliklarinin
ve teknolojik gelismeleri takip edip etmemelerinin 6gretmenlerin rgiitsel 6grenme

hakkindaki algilarimi etkiledigini belirtmiglerdir. Alanyazin incelelndiginde, bazi
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caligmalarda  oOrgilitsel Ogrenmenin  Ogrenen  Orgiit yerine  kullanildigi
gbzlemlenmistir. Ancak bu kavramlar1 ayirmak &nemlidir. Ogrenen 6rgiit kavrami
orgiitsel 6grenmeden daha sonra ortaya ¢ikmustir. Senge (1990) 6grenen Orgiit
olmak igin gerekli bes disiplini agiklamistir. Bu disiplinler system diisiincesi,
kisisel hakimiyet, takim halinde 6grenme, zihinsel modeler, paylasilan vizyondur.
Pedler, Boydell ve Burgoyne (1989) 6grenen orgiitii siirekli olarak tiim tiyelerinin
ogrenme ve doniisiimlerini kolaylastiran Orgiit olarak tanmimustir. Watkins ve
Marsick (1997)’e gore Ogrenen Orgiit 6grenme ve doniisiim kapasitesine sahip
orgiittir. Gelistirdikleri anket literatiirde diger anketlerle karsilastirildiginda daha
makul olarak goriilmektedir ¢iinkii ¢ok boyutlu bir yapidadir, bireysel ve siirekli
O0grenmeyi goz Oniinde bulundurur ve bunlar 6grenen oOrgiit olmanin temelini
olusturmaktadir, calismalarinda 6grenen orgiit ve orgiitsel 6grenme kavramlarini
birbirleri yerine kullanmamis ancak orgiitsel 6grenme kavramini bilmeden ve
anlamadan Ogrenen Orgiit kavraminin agiklanamayacagini belirtmislerdir (Yang,
Watkins, & Marsick, 2004). Ogrenen orgiit olarak okul ¢evresindeki degisimleri
hizli cevap verebilme yetenegindedir (Fullan 1995; Retna & Ng, 2016).
Ogretmenlerin rolii ¢ok kritiktir ¢iinkii onlar degisimin uygulayicisidir (Kin &
Kareem, 2016). Ogretmenler kendi okullarmin siirekli 6grenme ortamu yarattigi,
diyalogu ve sorgulamayi destekledigi, takim halinde ogrenme ve is birligi
konusunda cesaretlendirdigi, Ogrenmeyi yakalayan ve paylasan sistemler
olusturdugu, ortak bir vizyon dogrultusunda bireyleri gii¢lendirdigi, orgiit ile
cevresi arasinda baglanti kurdugu ve 6grenme igin destekleyici stratejik liderlik
sagladig1 goriisiindeyse, bu okul Ogrenen oOrgiit olarak goriilir (Watkins &
Marsick, 1993; Marsick & Watkins, 2003; Ariffin, Faekah, Awang Hashim &
Yahya, 2010)
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Degisime Karsi Tutum

Orgiitsel degisim alanyazinda farkli sekillerde tanimlanmistir. Genel anlamda
orgiitsel degisim, oOrgiit yapisinin ve Orgiitteki siireclerin herhangi bir sekilde
degistirilmesi anlamina gelmektedir (Zorn, Christensen & Cheney, 1999).
Lunenburg (2010) orgiitsel degisimi, bir organizasyonun etkinligini arttirmak i¢in
mevcut konumundan istenen pozisyona gegisi olarak tanimlamistir. Orgiitsel
degisim iki sekilde gerceklesebilir: orgiitler herhangi bir hazirlik olmadan degisim
stirecinde olabilirler veya degisime hazirlanabilirler (Van de Ven & Poole, 1995;
Weick & Quinn, 1999; Correa & Slack, 1996; Gomes, 2009; Demirtas, 2012).
Planlanmamis degisim, orgiitlerde istemeden gergeklesen bir degisikliktir, onceden
belirlenmis herhangi bir plan yoktur; 6te yandan planlanan degisim, yonetilen veya
programlanan eylemlerle yapilan degisiklik veya degisikliklerdir (Correa ve Slack,
1996; Gomes, 2009).

Siirekli degisen diinyada tim Orgiitlerin siirdiiriilebilirligi igin orgiitsel degisim
gereklidir. Orgiitler degismeden yasayamaz (Inandi ve Gilig, 2016). Okullar hem
degisimden etkilenir, hem de egitimdeki uygulayici 6zellikleri nedeniyle degisimi
uygular (Demirtag, 2012; Argon ve Dilek¢i, 2016). Lunenburg (2010), egitim
kurumlar1 igin, 6zellikle okullar igin, degisimin gereksinimini belirtmis, ve bu
gereksinimin nedenini egitim ortaminin siirekli degistigini ve gecerliligini ve
etkinligini devam ettirmek igin bu orgiitlerde degisime adapte olmanin gerekli
oldugu seklinde agiklamigtir. Degisim ihtiyacinin ortaya ¢ikmasinda, hem i¢ hem
de dis gliglerin etkisi oldugunu ekledi. Okullar agik sistemler olmalar1 sebebiyle
dis gevreleriyle siirekli etkilesim igindedir ve onlari ¢evreleyen giiglerin istesinden
gelmeleri gerekir (Lunenburg ve Ornstein, 2011). Kursunoglu ve Tanriogen
(2009), okullarin etkililiklerini stirdiirmeleri i¢in i¢ ve dis ¢evrelerindeki
degisiklikleri benimsemeleri gerektigini belirtmislerdir. Okullar degisime agik

olmalidir; ayrica, degisim konusunda toplum ve diger kuruluslara Onciiliik
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etmelidirler (Demirtas, 2012). Bu nedenle, okuldaki c¢alisanlarin tepkileri okulun

degisime kars1 tutumlarindan olugsmaktadir.

Calisanlarin tutumlari, basarili degisim cabalarinin gergeklestirilmesi igin ¢ok
onemlidir. Lines (2005) calisan degisimine karst tutumlarinin basarili degisim
stireglerini gerceklestirmek ve degisimi siirdiiriilebilir kilmak i¢in 6nemli oldugunu
aciklamistir. Ayrica, Zayim ve Kondakei (2015), organizasyonlarda basarili bir
degisim i¢in insan faktoriiniin 6nemini vurgulamiglardir. Calisanlar1 ve degisime
yonelik tutumlarint  gérmezden gelirlerse, Orgiitlerin degisimi basarisizliga
ugrattiklarini agikladilar. Bireylerin degisim cabalarindaki tutumunun 6nemi farkl
arastirmalarda incelenmistir (Zayim & Kondakci, 2015; Oreg, Vakola &
Armenakis, 2011; Choi, 2011; Bouckenooghe (2010); Yousef (2000).

Oreg ve digerleri (2011) orgiitsel degisime bireysel tepkiler goz oniine alindiginda,
basarili degisim c¢abalarinin potansiyelinin belirlenmesinde bireylerin degisim
alicis1 olarak 6nemli rollerinin aragtirma alanina yerlestirildigini agiklamiglardir.

Boylece galisanlarin basarili bir degisime ulasmada kritik roliinii vurgulamiglardir.

Orgiitsel degisime karsi tutum farkli kavramlardaki ¢alismalarda incelenmistir.
Baz1 ¢aligmalar belirli bir degisimle ilgili degisime karsi tutumu arastirirken,
digerleri genel bakis acisiyla incelemistir. Choi (2011), calisanlarin Orgiitsel
degisime yonelik tutumlarin énemini ortaya koymus ve calismasinda, belirli bir
orgiitsel degisime karsi ¢alisanlarin olumlu ya da olumsuz tutumlarimi gdsteren
yaygin olarak bilinen dort yapiyr vurgulamistir: Degisime hazir olma, degisime
baglilik, degisime aciklik ve degisim konusunda siniklik. Bu yapilarin, ¢alisanlarin
degisime yonelik destekleyici ya da direncli davranmislarinin biligsel Onciisii

oldugunu belirtmistir (Choi, 2011).

Lau ve Woodman (1995) yaptig1 arastirmada, belirli bir degisime karsi olan

tutumlarin, degisime karsi genel tutumdan dogrudan etkilendigini vurgulamistir.
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Genel perspektifteki degisime karsi tutum ii¢ boyuttadir ve bilissel, duyussal ve
degisime kars1 davranissal tutum olarak Onerilmistir (Yousef, 2000). Dunham ve
arkadaglar1 (1989), degisime karsi tutumun genellikle bir insanin degisim
konusundaki bilislerinden, degisime duyulan duygusal tepkilerinden ve degisime
yonelik davranis egilimlerinden olustugunu ileri siirmektedir. Yani, degisime karsi
biligsel, duyussal ve davranis egilimleri genel perspektifte degisime kars1 tutumu

olusturmaktadir.

Dunham ve arkadaglari (1989) tarafindan gelistirilen Degisime Karsi Tutum
Envanteri alanyazinda yaygin olarak kullanilmistir. Bu 6l¢me araci, bireyin
degisime kars1 genel tutumunu oSlger ve bireyin degisim hakkindaki bilislerinden,
degisime yonelik duygusal tepkilerinden ve degisime kars1 davranissal egiliminden
olugmaktadir. Bu enstriimandaki daha yiliksek degerler degisime karst daha olumlu

tutum anlamina gelmektedir (Dunham vd., 1989; Kasapoglu, 2010).

Ogrenen orgiit algis1 ile degisime kars1 orgiitsel hazir olma arasindaki iliskiyi
inceleyen Onceki calismalardan bazilari, degisime hazir olma terimini genel
degisime kars1 tutumla karistirmigtirlar ve bu ¢alismalarin yazarlar1 bu kavramlari
birbiri yerine kullandiklarini kabul etmislerdir (Haque, 2008; Jafari ve Kalanaki,
2012). Ancak, degisime hazir olma, belirli bir degisime yonelik bir tutum tiiridiir
ve degisimin basarili bir sekilde gelistirilmesi i¢in degisimin gerekliligi ve orgiitsel
kapasiteye iligkin olarak calisanlarin inanglari, tutumlari ve niyetleri anlamina gelir
(Armenakis vd., 1993; Choi, 2011). Diger taraftan, Dunham ve arkadaslarinin
(1989) gelistirdigi enstriimanla degisime kars1 tutum, ¢alisanlarin biligsel, duyussal
ve davranigsal anlamda genel olarak degisime karsi tutumlarini incelemek igin

kullanilabilmektedir.

Toremen (2002), okullardaki basarili orgiitsel degisimin, degisime inancglar1 olan
tiim paydaslarla, yani degisime inanci olan personel, 6gretmenler, okul miidiirii ve
ogrencilerle onemli dlgiide iliskili oldugunu aciklamistir. Ozdemir (2000),
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calisanlarin okullardaki tutumunun 6nemini vurgulamis ve okullarda basarili bir
degisim saglamak icin okullardaki insanlarin, siire¢ ve yapidan daha 6nemli bir
faktor oldugunu belirtmistir. Calik ve Er (2014)’e goére 6gretmenlerin degisime
kars1 tutumu, hem basarilt bir degisim uygulamak hem de okulun insan kaynaklari
ile degisim kapasitesini artirmak i¢in ¢ok Onemlidir. Buna ek olarak, Demirtas
(2012) c¢alismasinda, okullarda basarili Orgiitsel degisimi gerceklestirmede
ogretmenlerin 6nemini vurgulamistir. Dunham ve arkadaslarinin (1989) bakis
acistyla Ogretmenlerin degisime karsi tutumu, o6gretmenlerin degisimle ilgili
bilisleri, degisime duyussal tepkileri ve degisime kars1 davranis egilimleri olarak

incelenebilir.

Ogretmenlerin  Ogrenen Orgiit Algisi ve Degisime karst Tutumlar
Arasindaki Tliski

Ogrenen organizasyon ve degisime kars1 tutumlar arasindaki iligki iizerine yapilan
calismalar ¢ok az sayidadir ve bunlarin ¢ogu is alaninda yiiriitiilmiistiir. Sudharatna
ve Li (2004), Tayland'daki cep telefonu servis endiistrisinde, Ogrenen orgiit
ozellikleri ile organizasyonun degisime hazir olma durumu arasindaki iliskiyi
arastirmistirlar. Calismanin sonuglari degisime hazir olma ile Orgiitiin 6grenen
orglit 6zellikleri arasinda 6nemli bir iliski oldugunu gostermistir. Haque (2008),
Dunham ve arkadaslarinin (1989) Degisimine Karst Tutum Envanteri araciyla kar
amaci giiden hizmet odakli bir orgiitte, 6grenen Orgiit boyutlar1 ile ¢alisanlarin
orgiitsel degisime hazir olma algilarinin iliskisini arastirmistir. Ayrica, degisime
karsi tutum yerine degisim i¢in hazir olma terimini kullandigin1 belirtmistir.
Ogrenen orgiitiin genel boyutlar: ile calisanlarin orgiitsel degisime hazir olma
algilar1 arasinda giiglii ve pozitif bir iliski oldugunu bulmustur. Ayrica,
calismasinin sonuglari, 6grenme icin destekleyici stratejik liderlik saglamanin
degisime hazir olma ile en yiiksek korelasyona sahip oldugunu gostermistir. Diger
yandan, Jafari ve Kalanki (2012), 6grenen oOrgiitiin boyutlart ile calisanlarin

degisime hazir olmalar1 arasindaki iliskiyi egitim alaninda incelemistir.
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Ogretmenleri ve idari personelleri drneklem olarak sec¢mislerdir. Onlar da
degisime karst tutum yerine degisim i¢in hazir olma terimini kullandiklarini
aciklamiglardir. Arastirmalarinin sonucunda, calisanlarin 6grenen oOrgiit algilar
boyutlar1 ile degisime hazir olmalart arasinda anlamli bir iliski oldugunu
bulmusturlar. Ayrica, Calik (2003) ¢alismasinda, 6grenen Orgiit olmanin okullar
icin yararlarim vurgulamis ve Ogrenen okullarin degisime ve yenilige agik
oldugunu ve okul iiyelerinin goniillii olarak degismeye ve yenilesmeyi denemeye
basladigin1 vurgulamigtir. Bu da, degisime yonelik olumlu tutumlarina isaret

etmektedir.

Yontem

Arastirma Deseni

Bu calismada iliskisel arastirma deseni kullanilmistir. Iliskisel arastirma deseni,
manipiilasyondan bagimsiz olarak iki veya daha fazla degisken arasindaki iligkiyi
aragtirmak i¢in kullanilir (Fraenkel, Wallen ve Hyun, 2011). Watkins ve Marsick
(1997) tarafindan gelistirilen Ogrenen Orgiit Boyutlar1 Anketi (DLOQ), Yildiz
(2011) tarafindan Tiirkge’ye uyarlanmis haliyle ve Dunham ve arkadaslarinin
(1989) Degisime Yonelik Tutum Olgegi (IATCS) arastirmaci tarafindan Tiirkge’ye

uyarlanan haliyle bu ¢alismada veri toplama araci olarak kullanilmigtir.

Evren ve Orneklem

Calismanin hedef evreni Ankara ilindeki devlet ilk ve orta okullarinda calisan
ogretmenler iken ulasilabilir evren Ankara'nin merkez ilgeleri olan Cankaya,
Yenimahalle ve Altindag'daki devlet ilk ve orta okullarinda ¢alisan 6gretmenlerden
olusmaktadir. Calismanin 6rneklemi bu evrenden iki adimda ve rastgele se¢im
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yontemiyle secilmistir. Once rastgele secim ydntemiyle okullar secilmis, daha
sonra segilen her bir okuldan rastgele se¢im yontemiyle 6gretmenler segilmistir.

Toplam 340 6gretmenden veri toplanmaistir.

Veri Toplama Araclar ve Olgiimler

Bu calismada veriler demografik anket, 6grenen orgiit boyutlar1 anketi ve degisime
karsi tutum o6lcegi ile toplanmistir. Watkins ve Marsick (1997) tarafindan
gelistirilen Ogrenen Orgiit Boyutlar1 Anketi, Yildiz (2011) tarafindan Tiirkce’ye
uyalanmig haliyle kullanilmisti. Anket 43 maddeden olusmaktadir ve 5°li Likert
tipi Olgek kullanilmigtir. Yildiz (2011) anketin gegerlilik ve giivenilirlik
caligmalarin1 yapmustir. Bu anket i¢in, gilincel calismada yapilan givenilirlik
caligmas1 sonucu da Yildiz (2011)’in caligmasindakiyle benzer olarak yiiksek

giivenilirlikte ¢ikmistir.

Diger taraftan, Dunham, Grube, Gardner, Cummings, ve Pierce (1989) tarafindan
gelistirilen Degisime Yonelik Tutum Olgegi arastirmaci tarafindan Tiirkce’ye
cevirilmis ve uyarlama c¢alismalar1 yapilmistir. Olgek 18 sorudan ve bilissel,
duyussal, davranissal olmak iizere {i¢ alt boyuttan olusmaktadir. Her bir boyutta 6
soru bulunmaktadir ve olcek 5°li Likert tipidir. Oncelikle olgek arastirmaci
tarafindan Tiirkge’ye ¢evrilmis ardindan Tirkge ¢eviri igin gegerlilik ve
giivenilirlik caligsmalar1 yapilmistir. Kapsam gecerliligi i¢in ¢evirilen anket Egitim
Yonetimi ve Planlamasi alaninda c¢aligmalar yapan iki uzmanin goriislerine
sunulmus ve tekrar diizenlemeler yapilmistir. Ardindan, devlet ilk ve
ortaokullarindan secilen 222 &gretmenle pilot calisma yapilmistir. Olgegin yapi
gecerliligi i¢in pilot caligmadan elde edilen veriler dogrultusunda Dogrulayict ve
Acimlayic1 Faktor analizleri yapilmistir. Yapilan faktor analizleri sonucunda 6
madde ol¢ekten c¢ikarilmistir. 12 maddeden olusan modelin son halini kontrol

etmek i¢in de tekrar Dogrulayici Faktor Analizi yapilmis ve modelin uyumunun iyi
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oldugu gozlemlenmistir. Ayrica, Ol¢egin i¢ tutarliligi da giivenilirlik analizi ile

kontrol edilmis ve 6lgegin gilivenilirliginin yiiksek oldugu saptanmustir.

Veri Analizi

Pilot ¢calismada kullanilan a¢imlayict faktor analizi i¢in SPSS 22.0, dogrulayici
faktor analizi icin AMOS 26.0 kullanilmistir. Ana ¢alismada, standart ¢oklu
regresyon analizi kullanilmistir. Bu analiz i¢in ve bu anizin éncesinde kontrol

edilen varsayimlar i¢in yine SPSS 22.0 kullanilmistir.

Sonuglar

Katiimcilarin Demografik Ozellikleri

Ankara’da devlet ilkokul ve ortaokullarinda c¢alisan 340 Ogretmenden Veri
toplanmistir.  Katilimeilarin 143’1 ilkokul, 197’si ortaokulda c¢alismaktadir.
Katilimcilarin yag1 25 ile 66 arasinda degismektedir. Mesleki tecriibe siirelerinin
ortalamasi 21.41°dir. Katilimcilarin 284’1 herhangi bir lisansiistii egitim almamus,

53’1 yiksek lisans yapmis, 3’1 ise doktora yapmaistir.

Betimleyici Veri Analizi Sonugalari

Ogretmenlerin genel dgrenen orgiit algilarmin ortalama puani (0=3.59; $5=.59) ve
her bir boyutun ortalama puani, siirekli 6grenme ortami yaratmak (0O=3.43;
SS=.67), diyalogu ve sorgulamayi desteklemek (0=3.67; SS=.63), takim halinde
ogrenme Ve is birligi konusunda cesaretlendirmek (O= 3.60; SS= .67), 6grenmeyi
yakalayan ve paylasan sistemler olusturmak (0=3.51; SS=.64), ortak bir vizyon

dogrultusunda bireyleri gii¢clendirmek (0=3.57; SS=.73), orgiit ile ¢evresi arasinda
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baglant1 kurmak (0=3.60; SS=.71), and 6grenme igin destekleyici stratejik liderlik
saglamak (0=3.75; S5=.71) 3’iin iistiindedir. Ogretmenlerin dgrenen orgiit algisi
boyutlarinin tamaminin arasindan diyalogu ve sorgulamayi desteklemek (0=3.67;
SS=.63) ve o6grenme i¢in destekleyici stratejik liderlik saglamak (O=3.75; SS=.71)
boyutlar1 en yiliksek ortalama degerlerine sahiptir. Diger taraftan Ogretmenlerin
degisime kars1 tutumunun ortalamasi oldukga yiiksektir (O= 3.98; SS=.53). Daha
yiiksek degerler degisime karsi daha olumlu tutumu gostermektedir (Dunham vd.,
1989; Kasapoglu, 2010).

Standart Coklu Regresyon Analizi Sonuclari

Bu ¢aligsmada, 6gretmenlerin degisime yonelik tutumlart yordanan ya da bagiml
degiskendir; Ogretmenlerin siirekli Ogrenme ortami yaratmak, diyalogu ve
sorgulamay1 desteklemek, takim halinde o6grenme ve is birligi konusunda
cesaretlendirmek, 6grenmeyi yakalayan ve paylasan sistemler olusturmak, ortak
bir vizyon dogrultusunda bireyleri giliglendirmek, orgiit ile gevresin arasinda
baglanti kurmak ve 6grenme icin destekleyici stratejik liderlik saglamak algilari,

yordayici veya bagimsiz degiskenlerdir.

Varsayimlar

Tiim varsayimlar saglanmis ve u¢ degerler veri setinden ¢ikarilmstir.

Pearson Korelasyon Analizi

Pearson Korelasyon Analizine goére, Ogretmenlerin 6grenen oOrgiit algist ve

degisime kars1 tutumlari arasinda anlamli, pozitif ve giiclii bir iliski vardir, r=. 52,
n=331, p<.01.
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Standart Coklu Regresyon Analizi Bulgulari

Coklu regresyon analizi sonuglar1 genel regresyon modelinin anlamli oldugunu
gostermistir ve silirekli 6grenme ortami yaratmak, diyalogu ve sorgulamayi
desteklemek, takim halinde 6grenme ve is birligi konusunda cesaretlendirmek,
O0grenmeyi yakalayan ve paylasan sistemler olusturmak, ortak bir vizyon
dogrultusunda bireyleri gii¢clendirmek, orgiit ile ¢evresin arasinda baglanti kurmak
ve Ogrenme icin destekleyici stratejik liderlik saglamak boyutlart bagimli
degiskendeki, yani degisime kars1 tutumdaki, varyansm %29’unu agiklamistir (R
=.29, F (7, 323) = 19.23, p < .0005). Genel olarak ogrenen orgiit boyutlart,
ogretmenlerin degisime karsi tutumlarinin anlamli yordayicisidir. Spesifik olarak,
iki Beta katsayisi istatistiksel olarak anlamli bulunmustur. Bu degerler diyalogu ve
sorgulamay1 desteklemek (f = .23, p = .002) ve destekleyici stratejik liderlik
saglamak (f = .23, p = .006) yordayicilarina aittir.

Tartisma

Calismanin sonuglart Ogretmenlerin tiim Ogrenen oOrgiit algist boyutlariyla
degisime karsi tutumlart arasinda anlamli, pozitif ve giigli bir iliski oldugunu
gostermektedir. Ayrica, sonuglar gosteriyor ki diyalogu ve Sorgulamayi
desteklemek ve destekleyici stratejik liderlik saglamak boyutlarinin, 6gretmenlerin
degisime kars1 tutumlarim1 yordadigini gostermistir. Bu ¢alismanin sonuglar1 daha
once yapilan ¢alismalarla desteklenmistir (Haque, 2008; Vaijayanthi vd., 2017;
Sudrahatma & Li, 2004; Jafari & Kalanika, 2012). Bu ¢alismada, 6nemli bir
yordayici olarak bulunan diyalogu ve sorgulamayi desteklemek, 6grenen orgiitiin
kiiltiir temelli bir boyutudur (Lunenburg ve Ornstein, 2011). Bu boyutta, ¢alisanlar
sorunlar1 tartismak ve soru sormak i¢in goniillii ve 6zgiirdiir, ayrica elestirilere de

aciktir (Lunenburg ve Ornstein, 2011). Bu nedenle, 6rgiitsel kiiltiir ve orgiitiin tiird,
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is veya egitim Orgilitii olmasi, Ogrenen organizasyonun bu boyutuna sahip
olmasinda 6nemli rol oynamaktadir. Buna ek olarak, degisime hazir olma kavrami
ve degisime karst genel tutum kavrami arasinda, bu kavramlarin anlamlarindaki

farkliliklarin g6z ardr edilmesinden kaynaklanan bir karigiklik vardir.

Cikarimlar

Bu ¢alisma, teori, arastirma ve uygulama i¢in bazi ¢ikarimlarda bulunabilmektedir.
Teorik c¢ikarimi olarak, bu caligma Ogretmenlerin degisime karsi tutumlarinin,
Ogrenen Orgiit boyutlar1 agisindan yordayicilarinin belirlenmesiyle alanyazina
teoratik olarak katki saglamaktadir. Ayrica, degisime hazir olma ve degisime karsi
genel tutum kavramlari, ve yapilan ¢aligmalarda bu kavramlarin anlamlarinin
ihmal edilmis olmasi bu ¢alismada not edilmistir. Arastirma ¢ikarimi olarak, bu
calisma egitim alanindaki arastirmalara Dunham ve arkadaslariin (1989)
Degisime Yonelik Tutum Olgeginin kapsam ve yap1 gecerlilik calismalariimn
yapilmasiyla katki saglamistir. Bu da 6l¢egin dogrudan Batidan alinmasi yerine,
Tirk kiltirii goéz oOniinde bulundurularak konsept ve teori gelistirmenin
gerekliliginin altim1 ¢izmektedir. Uygulama ¢ikarimi olarak, bu ¢alisma ampirik
kanitlar gostermistir ve uygulayict olarak okul miidiirlerine, 6grenen Orgiitlerin
hangi boyutlarda Ogretmenlerin degisime yonelik tutumlarimi yordadiklar

konusunda katki saglamstir.

Smirhliklar ve Oneriler

Bu calisma giiglii yonlerinin yami sira bazi sinirhiliklara sahiptir. Oncelikle ¢aligma
sadece Ankara’nin Cankaya, Yenimahalle ve Altindag ilgelerindeki 6gretmenlerle
yapilmistir. Genelleme yapilabilmesi i¢in yeni ¢alisma farkl ilgelerde veya farkli
sehirlerde denenebilir. Bunun yani sira, g¢alisma sadece devlet okullarindaki
ogretmenlerle yapilmistir. Ozel okullarda da ya da okulun farkli paydaslariyla da

caligmalar yapilabilir. Diger bir sinirlilik 6rneklemin kiigiik olmasidir. Daha genis
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orneklemlerle galisma tekrarlanabilir. Ayrica, ¢alismada 6lgegin Tiirkge geviri ve
tiirk okul baglaminda gecerlilik calismalar1 yapilmustir. Olgegin giivenirlilik ve
gecerliliginin arttirilmasi igin, Olgek gelecekteki c¢aligmalarda kullanilabilir.
Bunlarin disinda, orgiitsel degisim alaninda veri toplama araglarinin sayisi
yetersizdir. Olgek gelistirme baglaminda niteliksel ¢alismalarin  yapilmasi
gereklidir. Hatta, niceliksel ¢alismalar dogas1 geregi bazi sinirliliklara sahiptir ve

daha derin bilgiler almak igin niteliksel ¢aligmalarin yapilmasi 6nerilmektedir.
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