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Abstract

Readiness for organizational change has been extensively studied in the extant literature over the
past years, and scholarly attention towards it continues to increase. Turkish researchers also utilize
readiness for organizational change concept to examine the change practices enacted by Ministry
of National Education. The purpose of this study is to conduct a cross-cultural adaptation of Re-
adiness for Organizational Change (RFOC) scale into Turkish education setting. The participants
of the current study included 335 teachers employed at K-12 public schools located in different
provinces of Turkey. To test the construct validity of Turkish-adapted RFOC scale, Confirmatory
Factor Analysis (CFA) was performed. The results of CFA revealed that four-factor RFOC model
provided good fit with the data. The internal consistency estimates of RFOC in terms of Cronbach
Alpha ranged between .69 and .89. The reported estimates indicated that Turkish form of RFOC
scale can be regarded as a reliable and valid instrument to measure change-readiness level of scho-
ol teachers in Turkish context.
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Oz

Degisime hazir olma kavramu literatiirde kapsamli olarak calisiimaktadir ve bu kavrama yonelik aka-
demik ilgi her gecen giin artmaya devam etmektedir. Benzer sekilde, Tirk arastirmacilar degisime
hazir olma kavramun Milli Egitim Bakanlig: tarafindan uygulanmakta olan degisim 6nerilerini in-
celemede siklikla kullanmaktadir. Bu calismanin amaci, Orgiitsel Degisime Hazir Olma (ODHO)
Ol¢eginin Tiirkge’ye uyarlanmasidir. Arastirmaya, Tirkiye’nin fakli illerindeki okul 6ncesi, ilkokul,
ortaokul ve lise tiirlerindeki okullarda gérev yapan 335 6gretmen katilmustir. Tiirkge uyarlamasi yapi-
lan ODHO 6lgeginin yapi gecerligini incelemek amaciyla Dogrulayici Faktor Analizi (DFA) yapilmis-
tir. DFA sonuglarina gore, dort-faktorli ODHO élgegi ilgili veride iyi uyum gostermistir. I¢ tutarlihik
degerleri acisindan ise, ODHO 6lgegine iliskin Cronbach alfa degerleri .69 ve .89 arasindadir. Tlgili
sonuglar, Tiirkge’ye uyarlanan ODHO 6&lgeginin 6gretmenlerin degisime hazir olma durumunu 6lg-
me acisindan gecerli ve giivenilir bir 6lcek oldugunu gostermektedir.
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English Version

Introduction

Contemporary organizations are mostly far away from creating meaningful
and sustainable change (Stouten, Rousseau, & De Cremer, 2018). Therefore, the
scope of unsuccessful change attempts appears to be at alarming levels. (Lewis,
2019; Vakola, 2014). Up to 80% of change implementation efforts yield unsatis-
factory results, 28% of them are cancelled, and 43% are postponed (Cartwright
& Schoenberg, 2006; Knodel, 2004; Washington & Hacker, 2005). To a global
survey conducted by McKinsey, just one-third of organizational change initiati-
ves are regarded as successful by the leaders of the participating organizations in
the respective survey (Meaney & Pung, 2008). Regarding the particular issue of
failure in educational organizations, similar discontent is extensively articulated
in the global literature (Cuban, 1990; Hess, 2010; Payne, 2008) and in Turkish li-
terature (Aksit, 2007; Kondakci, Zayim-Kurtay, & Caliskan, 2019; Toprak, 2017).

The respective ongoing disappointments in change attempts have led the
researchers to explore the dynamics influential in those failures. One of the
most common dynamics has come out as the attitude of organizational members
toward change process (Beer & Nohria, 2000; Bouckenooghe, 2009; Clegg &
Walsh, 2004). Several types of employee attitudes are conceptualized and studied
within the scope of organizational change process such as readiness for change
(Armenakis, Harris, & Mossholder, 1993), openness to change (Bozbayindir &
Alev, 2018; Calik & Er, 2014; Demirtas, 2012; Wanberg & Banas, 2000), cyni-
cism about change (Reichers, Wanous, & Austin, 1997), and resistance to change
(Clarke et al., 1996; Piderit, 2000).

Of all those constructs, readiness for change is the most renowned construct
in the relevant field of study (Bouckenooghe, 2010) in order to explain attitudes
of change recipients in business settings (Bernerth, 2004; Caliskan & Isik, 2016),
governmental organizations (McKay, Kuntz, & Naswall, 2013; Rafferty & Min-
bashian, 2018) and educational organizations (Caliskan, 2011, 2017; Demir-Er-
dogan, 2016; Kondakci, Beycioglu, Sincar, & Ugurlu, 2017; Zayim & Kondakeci,
2015). The definition of readiness for change is given as “readiness is reflected in
organizational members’ beliefs, attitudes, and intentions regarding the extent to
which changes are needed and the organization’s capacity to successfully make
those changes in the environment” (Armenakis et al., 1993, p. 681). A significant
role was attributed to the construct because readiness is associated with the first
step (unfreezing) of three-level change process (Choi & Ruona, 2011) which is
unfreezing, moving and freezing sections respectively (Lewin, 1947). Unfreezing
is to get the employees to abandon their old behaviors, ways of thinking, and sta-
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tus quo. Before making the employees ready (unfrozen) for the subsequent step
(moving), expecting a successful transition (moving or change) seems impossible
to a certain extent. In that sense, understanding the change recipients’ readiness
at the beginning of a change process seems crucial.

Regarding the measurement of readiness for change in organizational chan-
ge process, a number of scales were offered by different researchers (Holt et
al., 2007b; Kondakgi, Zayim, & Caligkan, 2013) and also a theoretical review of
change readiness is conducted, depending on the bulk of studies in the last two
decades (Rafferty, Jimmieson, & Armenakis, 2013). Scholarly attention for un-
derstanding the measurement of change readiness is still prominent (Rafferty &
Minbashian, 2018). With respect to the offered scales to assess individuals’ readi-
ness for change, Readiness for Organizational Change (RFOC) scale developed
by Holt and his colleagues (2007b) has been a prominent scale extensively cited
in the relevant literature. What makes RFOC scale distinctive is that RFOC is a
comprehensive scale developed through the theoretical and empirical accumu-
lation on this concept over the years (Armenakis et al., 1993; Armenakis, Harris,
& Feild, 1999; Holt et al., 2007a), by the authors of the respective theoretical
and empirical works. RFOC scale was structured around four main dimensions;
change-specific efficacy, appropriateness, management support, personal valence.
Each of these dimensions explains one aspect of individual readiness for change
and these dimension are highlighted for their role in successful change imple-
mentation (Armenakis et al., 1999) and for being the components of readiness
concept in a comprehensice review of readiness for change (Rafferty et al., 2013)

Change-Efficacy

Change-efficacy or change related self-efficacy refers to “the extent to which
one feels that he or she has or does not have the skills and is or is not able to
execute the tasks and activities that are associated with the implementation of
the prospective change” (Holt et al., 2007b, p. 238). To put it another way, change
efficacy shows how much organizational members are resilient during the imp-
lementation of change. Therefore, any organization involving members having
low change-efficacy faces with the threat of not coping with the proposed change
plan.

Originally, efficacy term is identified with self-efficacy construct offered by
Bandura (1977). Self-efficacy is explained with four aspects; mastery experience
referring to having opportunities to enact tasks, vicarious experience meaning
modelling someone, and verbal persuasion meaning encouragement or discoura-
gement of individuals for the proposed task, and psychological factors (e.g., fear,
distress, personal attributes) (Bandura, 1977). With a similar perspective, chan-
ge process urges organizational members to have a competency to perform the
offered tasks, this condition is conceptualized as change-efficacy. In the extant
literature, Cunningham et al. (2002) reported that there exists positive correlati-
on between job change self-efficacy and the respective variables; active approach
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to job problem-solving, readiness for change, and participation in re-engineering
whereas negative correlation is reported between job change self-efficacy and
the following variables as; emotional exhaustion, depression, job insecurity, job
interference, and shift work. It can be concluded that change-efficacy is negati-
vely influenced by the adverse conditions.

Appropriateness

Appropriateness means how organizational members feel that the offered
change is proper for the organization, or not (Holt et al., 2007b). The defining
terms of appropriateness are organizational valence of the offered change, the
discrepancy between the current and the projected state, and the perceived indi-
vidual benefit (Armenakis et al., 1993; Cole, Harris, & Bernerth, 2006). Mainta-
ining a good perception of appropriateness towards change may avoid resistance
in change attempts (Self & Schreader, 2009); even more, positive perception of
appropriateness is positively correlated with organizational commitment and job
satisfaction, and negatively correlated with role ambiguity and turnover intenti-
ons (Cole et al., 2000).

Management Support

Management support refers to “the extent to which one feels that the
organization’s leadership and management are or are not committed to and sup-
port or do not support implementation of the prospective change” (Holt et al.,
2007b, p. 239). The perception of employees that their managers are behind the
proposed change is quite important for creating a positive employee attitude
during change process. In relation to this, Bouckenooghe and Devos (2007) re-
ported that support of top management contributes to individuals’ readiness for
change by empowering their commitment and emotional involvement in change
process. Associated with transformational leadership behavior, effective leaders
in transforming their followers to be interested in change process (Podsakoff,
MacKenzie, Moorman, & Fetter, 1990) may reduce negative attitude and cyni-
cism about change (Bommer, Rich, & Rubin, 2005). In the extant literature, the
support of management is mostly associated with effective communication bet-
ween the bottom (organizational members) and up (managers) (Bernerth, 2004;
Vakola & Nikolaou, 2005).

Personal Benefit

Personal benefit (personal valence or personally beneficial) is explained as
“the extent to which one feels that he or she will or will not benefit from the
implementation of the prospective change” (Holt et al., 2007b, p. 238). The per-
ceived individual benefit is considered to be an influential factor to create effec-
tive change messages (Armenakis et al., 1999) because organizational members
rarely reject change proposals with apparent personal gains (Self, 2007). With

666



Readiness for Organizational Change Scale

respect to the factors associated with personal benefit in organizational change
process, McKay et al. (2013) reported that effective communication among or-
ganizational members contributes to the sense of positive personal benefit; also,
higher affective commitment towards the proposed change is associated with hig-
her perceived personal benefit.

Given that change recipients’ readiness towards a proposed change plays
instrumental role for initiating and maintaining a successful change process,
measurement of change-readiness among Turkish teachers seems important
at the beginning of any change-offers done by Ministry of National Education
(MONE) or other governmental bodies. The particular measurement is especi-
ally important, considering that MONE proposes several changes and most of
the time those offered changes are replaced by new ones within a short period of
time. (Aksit, 2007; Giiven, 2007). This cycle of replacements is indicative of fai-
lure and discontent in educational change attempts in Turkish Education System.
Building on the assumptions summarized above, the purpose of this study is to
conduct cross-cultural adaptation of RFOC scale into Turkish education settings
through providing validity and reliability measures.

Method

Sample

This study was carried out with teachers working at K-12 public schools,
from 37 cities of Turkey. The data was collected through convenient sampling du-
ring the spring term of 2018/2019 academic year. Regarding the demographical
characteristics of the participating teachers, a total of 335 teachers took part in
the study. 53.1% of them are female (n = 178) while 46.9% of them are male (n
= 157). Out of the 335 participating teachers, 7.2% were pre-school teachers (n
= 24); 28.4% were elementary school teachers (n = 95); 41.8% were secondary
school teachers (n = 140), and 22.7% were high school teachers (n = 76). The
mean years of experience among the teachers was 12.15 (sd= 8.09), ranging bet-
ween one year and 43 years, with a median value of 10.

Data Collection Instrument

Readiness for Organizational Change Scale (RFOC) was developed by Holt
and his colleagues (2007b) in order to gauge readiness level of individuals to-
wards change attempts initiated in their organization. Originally, RFOC includes
25 items on a seven-point Likert scale (1 = strongly disagree, 7 = strongly agree).
However, within this study, adaption of RFOC scale was done through admi-
nistering the instrument with a 5-point Likert-type scaling in order to ensure a
consistent scaling (5-point Likert-type) with Big Five Inventory which was also
administered to check convergent and divergent validity of RFOC. The respec-
tive transformation in Likert-type scaling was done, depending on the empirical
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suggestions of Lissitz and Green (1975). RFOC scale assesses four dimensions
of individual readiness towards organizational change: appropriateness (10 items;
e.g., “This change makes my job easier.”), management support (6 items; e.g.,
“Our senior leaders have encouraged all of us to embrace this change.”), personal
valence (3 items; e.g., “This change will disrupt many of the personal relations-
hips I have developed.”), and change efficacy (6 items; e.g., “When we implement
this change, I feel I can handle it with ease.”). Regarding the reported reliability
of RFOC scale in its original form, the Cronbach’s Alpha reliability coefficient
ranged between .65 and .80. The reliability scores were as follows: .65 for personal
valence; .79 for management support; .79 for change efficacy; and .80 for approp-
riateness.

Adaptation Process of RFOC

Turkish adaptation of RFOC scale was done through following a series of
steps. First, a permission request for scale-adaptation was obtained from the de-
velopers (corresponding author) of the instrument through e-mail. Then, three
bilingual translators who have had undergraduate degree of English Language
Teaching, translated the original version of RFOC into Turkish. Following this
step, the back translation was done by two different translators. Afterwards, to
get the best combination of three different translated versions of RFOC items,
the translations were evaluated by two experts from the department of Educatio-
nal Sciences and the appropriate items were selected upon the agreement of the
respective experts. Last, some minor modifications were made to contextualize
RFOC items in Turkish context.

Data Analysis

To confirm the original factor structure of RFOC scale within Turkish con-
text, Confirmatory Factor Analysis (CFA) was conducted. In advance of conduc-
ting CFA, the required assumptions (sample size, missing value analysis, absence
of outliers, univariate and multivariate normality, linearity, and multicollinearity)
were checked (Tabachnick & Fidell, 2013). The sample size assumption was met,
depending on the criteria that the number of participants should be ten times
more than the number of items in the scale (Hair, Black, Babin, & Anderson,
2010). For missing value analysis, execution of Little’s MCAR test (Little & Ru-
bin, 1987) revealed that the existing missing cases did not carry any threat for the
study because missing values did not exceed 5% of the total sample (Tabachnick
& Fidell, 2013). Afterwards, univariate outliers were checked and some cases
were detected as outliers, depending on the computed z-scores exceeding the re-
commended value 3.29, as suggested by Tabachnick and Fidell (2013). In additi-
on, multivariate outliers were checked through computing Mahalanobis distance
for each dimension of RFOC. The cases exceeding the critical chi-square (p <
.001) were regarded as multivariate outliers (Tabachnick & Fidell, 2013). Howe-
ver, in order to decide whether the results of the main data analysis differentiate
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with or without outliers, the outlier was kept for comparison. Given that the
factor analysis yielded better fit upon the deletion of the outliers, the particular
outliers were removed from the data. Next, univariate and multivariate normality
were checked and it was seen that multivariate normality assumption was not
met. As a remedy for the multivariate normality problem, Maximum Likelihood
was preferred in CFA analysis depending on the suggestions of Finney ve DiSte-
fano (2006). Checking the plots, it was seen that linearity assumption was met.
Last, the assumption of multicollinearity was satisfied, meaning that bivariate
correlations among the dimensions of RFOC were less than the threshold value
.90 (Tabachnick & Fidell, 2013).

Table 1
Bivarite Correlations between the Dimensions of RFOC

Variables 1 2 3 4

1. Personal Benefit -

2. Change Efficacy A2k -
3. Management Support 22% A5 -
4. Appropriateness S56%* .68%* .62% -

*p < .05, two-tailed. **p < .01, two-tailed.

In data analysis, item-parceling method was preferred because item-par-
celing is suggested as a remedy for the concerns with respect to small sample
size and non-normality (Bandalos & Finney, 2009) and also Kline (2011) recom-
mends preferring item-parceling method while conducting CFA for the scales
having more than five items. Depending on the respective recommendations, ten
item parcels were created with the dimensions of RFOC. To assess model fit in
CFA, Byrne (2010) recommends using different criteria because of the fact that
each fit index has some limitations. As chi-square statistic is reported to be highly
sensitive to sample size (Kline, 2011), the following goodness of fit indices were
used; Root Mean Square Error of Approximation (RMSEA), Comparative Fit
Index (CFI), Tucker-Lewis Index (TLI), and Standard Root Mean Square Resi-
dual (SRMR). The threshold values for these indices are accepted as CFI values
= .90 (Hoyle & Panter, 1995), TLI values = .90 (Hu & Bentler, 1999), RMSEA
values < .08 (Browne & Cudeck, 1993), and SRMR values < .08 (Hu & Bentler,
1999).
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Results

Construct Validity of RFOC

The factor structure of RFOC was examined with Analysis of Moment Struc-
tures (AMOS 18; Arbuckle, 2009). The analysis of the model revealed that chi-
square statistics yielded significant result, but this statistic is sensitive to sample
size (Kline, 2011). Therefore, other fit indices were checked to assess model fit.
Findings indicated that the model provided a good fit to the data on the basis of
CFI (.97), TLI (.95), RMSEA (.07), and SRMR (.05). (see Table 2). In addition,
based on the obtained CFA results, the factor loadings of 10 parcels for model
1 are displayed in Table 3 (see also Figure 1). The factor loading regarding each
parcel ranges between .60 and .89. Overall, depending on the obtained fit indices
and factor loadings, the CFA model yielded satisfactory results on the four-factor
structure of RFOC scale in Turkish context.

Table 2
Confirmatory Factor Analysis of RFOC Scale

Model X2 df  X%sd CFI TLI RMSEA SRMR
Model 1 79.02 29 273 97 .95 .07 .05
Table 3
Factor Loadings of Item Parcels of RFOC
Dimension Item parcels Standardized estimates
Appropriateness Parcel 1 .89
Parcel 2 .80
Parcel 3 .86
Change Efficacy Parcel 1 .83
Parcel 2 .67
Management Support Parcel 1 73
Parcel 2 74
Personal Benefit Parcel 1 72
Parcel 2 .76
Parcel 3 .60
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Figure 1. CFA model for RFOC. AP = Appropriateness; CE = Change Efficacy;
MS = Management Support; PB = Personal Benefit. P1 = Parcel 1; P2 = Parcel
2; P3 = Parcel 3.

Reliability of RFOC

Upon confirming that the estimates of the model fit are above the satis-
factory threshold values, the internal consistency scores for each dimension of
RFOC and the total scale were calculated depending on Cronbach’s alpha met-
hod (see Table 4). The reliability scores change between .69 and .89. The reliabi-
lity score for management support is almost adequate considering the reliability
cut-off value of .70 (Nunnally, 1978). Also, the extant literature reports that re-
searchers should be cautious while evaluating the internal consistency estimates
with alleged legendary cut-off values (Lance, Butts, & Michels, 2006). In parti-
cular, they should also consider the existence of the following issues; early stages
of research (Nunnaly, 1978), non-normal distribution of the data, the construct’s
data characteristics (Lance et al., 2006; Spiliotopoulou, 2009).
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Table 4
Descriptive Statistics and Reliability Estimates of RFOC Scale

Factors of RFOC Scale M SD o

RFOC Scale 3.62 54 74
Appropriateness 3.58 71 .89
Change Efficacy 3.84 .60 VAl
Management Support 3.38 .67 .69
Personal Benefit 3.67 .87 75

Further Construct Validity

In order to provide further validity for the factors of RFOC scale, conver-
gent and discriminant validity evidences were checked. Convergent and discrimi-
nant validity are sub-categories of construct validity. Convergent validity means
that two similar constructs presumed to be related in the literature, should yi-
eld positive bivariate correlation values; on the other hand, discriminant vali-
dity means that two unrelated constructs in the extant literature should have
negative bivariate correlation values (Kline, 2011). To end this, Turkish version
of Big Five Inventory (Siimer, Lajunen, & Ozkan, 2005; Siimer & Siimer, 2002)
was also administered to the participating teachers during the data collection.
The rationale for choosing BFT is based on the fact that Holt and his colleagues
(2007b) similarly used some personality factors to provide further evidence in the
development of RFOC scale. Also, personality factors may be expected to cor-
relate with RFOC factors (cf. Wanberg & Banas, 2000). As displayed in Table 5,
the bivariate correlations indicate that positive personality factors from BFI are
positively correlated with RFOC dimensions while negative personality factor
(Neuroticism) of BFI are negatively correlated. The relationships between BFI
factors and RFOC factors affirm the assumption that sense of readiness can be
associated with positive employee feelings (Holt et al., 2007b; Wanberg & Banas,
2000).
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Table 5
Bivarite Correlations between the Dimensions of RFOC and Big Five Inventory

Variables 1 2 3 4 5 6 7 8 9
RFOC Variables

1. Personal Benefit 1

2. Change Efficacy A2%% 1

3. Management Support ~ 22**  45%* 1

4. Appropriateness S6F68%F  62%* ]

Big Five Inventory

5. Extraversion 1% 13% .09 .08 1

6. Agreeableness 3% A8 13*  16** 25%% 1

7. Conscientiousness d6*  19**  12% 0 12% 33%F 42%F ]

8. Neuroticism -07  -15*  -14%  -13% -27FF -39%% 37 ]

9. Openness .05 1% .05 .04 A8FE20%* 447 L3071

*p < .05, two-tailed. **p < .01, two-tailed.

Discussion and Conclusion

In this study, Turkish adaptation of RFOC scale (Holt et al., 2007b) was
done through providing validity and reliability estimates. The result of CFA in-
dicated that the RFOC model provided a good fit to the data, with four-factor
and 25 items. The other validity tests (convergent and divergent) conducted with
BFI dimension, also confirmed that RFOC is a valid construct. As supported in
organizational change literature (Holt et al., 2007b; Wanberg & Banas, 2000),
personality factors are found to be correlated with RFOC variables in this study.
Also, the obtained reliability scores support RFOC to be considered as a reliable
measure. In that sense, RFOC can be regarded as a reliable and valid construct
to measure individual readiness among Turkish teachers.

Taking into account the relevant literature, the concepts and theoretical fo-
undations for understanding the process of organizational change (Armenakis
et al., 1993; Armenakis and Bedeian, 1999; Rafferty et al., 2013), support the
dimensions (change efficacy, management support, personal valence, appropria-
teness) that form the framework of RFOC scale. In that sense, in measuring the
concept of change and the concept of readiness for change in particular, RFOC
scale can be considered to be developed as a result of the accumulation of field
knowledge (organizational change) over the years.

The scale is expected to contribute to understanding the vicious cycle of
reform or change attempts (Toprak, 2017), which is one of the most important
problems of Turkish Education System, because individual attitudes are one of
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the major causes of failure in change initiatives (Clegg & Walsh, 2004). Readi-
ness for organizational change, which can also be thought as readiness (prepa-
redness) of individuals, will provide preliminary information to the managers,
practitioners, and researchers about the members of the organization, which are
the most important elements of the change before the change applications are
undertaken.

In addition, structural aspects (content of change) are mostly emphasized
in change studies; but, RFOC is expected to contribute to change literature by
focusing on individual side of change that is ignored in change processes. As sta-
ted by Holt et al. (2007b), RFOC is a scale developed to measure organizational
change at the individual level. In future studies, RFOC scale can be applied to
different samples to further provide validity and reliability. In this study, adap-
tation of RFOC was made only with teachers working at public schools, similar
adaptations could be made with teachers working at private schools.
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Tiirkce Siiriim

Giris

Cagdas orgiitler, siirdiiriillebilir ve igse yarar degisim meydana getirmede
cogunlukla yetersiz kalmaktadir (Stouten, Rousseau ve De Cremer, 2018). Bu-
nun bir sonucu olarak, basarisiz degisim girisimlerinin bilyiikligii endise veri-
ci seviyelerdedir (Lewis, 2019; Vakola, 2014). Degisim uygulamalarinda %80’e
varan oranlarda hosnutsuzluk, %28 diizeyinde vazge¢me, %43 oraninda ise er-
teleme durumu goze carpmaktadir (Cartwright ve Schoenberg, 2006; Knodel,
2004; Washington ve Hacker, 2005). McKinsey sirketi tarafindan kiiresel dlgekte
yiriitiillen bir aragtirmaya gore, orgiitsel degisim girisimlerinin sadece ticte biri,
ilgili ankete katilan kuruluglarin liderleri tarafindan basarilt sayllmistir (Meaney
ve Pung, 2008). Egitim kuruluslarindaki degisimlere iliskin basarisizlik konusun-
da, benzer hosnutsuzluk yabanci alan yazinda (Cuban, 1990; Hess, 2010; Payne,
2008) ve Tiirkiye alan yazininda (Aksit, 2007; Kondakci, Zayim-Kurtay ve Calis-
kan, 2019; Toprak, 2017) yaygin olarak dile getirilmistir.

Degisim girisimlerindeki so6z konusu hayal kirikliklari, arastirmacilari bu
basarisizliklarda etkili olan dinamikleri kesfetmeye yoneltmistir. En yaygin di-
namiklerden biri, Orgiit iiyelerinin degisim siirecine kargi takinmis oldugu tutum
olarak ortaya cikmustir (Beer ve Nohria, 2000; Bouckenooghe, 2009; Clegg ve
Walsh, 2004). Degisime karsi tutum ¢aligmalar1 kapsaminda, calisan tutumlarini
ifade edici gesitli tanimlar yapilmistir. Orgiitsel degisim siireci kapsaminda, de-
gisime hazir olma (Armenakis, Harris ve Mossholder, 1993), degisime agik olma
(Bozbayindir ve Alev, 2018; Calik ve Er, 2014; Demirtas, 2012; Wanberg ve Ba-
nas, 2000), degisime yonelik sinizm (kotiimserlik) (Reichers, Wanous ve Austin,
1997), degisime kars1 direng (Clarke ve digerleri, 1996; Piderit, 2000) gibi ¢esitli
caligan tutumlar1 kavramsallastirilmis ve caligiimistir.

Tim bu kavramlar arasinda degisime hazir olma tutumu, 6zellikle is Orgiit-
lerindeki (Bernerth, 2004; Caliskan ve Isik, 2016), kamu kurumlarindaki (McK-
ay, Kuntz ve Néswall, 2013; Rafferty ve Minbashian, 2018) ve egitim Orgiitlerin-
deki (Caliskan, 2011, 2017; Demir-Erdogan, 2016; Kondakci, Beycioglu, Sincar
ve Ugurlu, 2017; Zayim ve Kondakci, 2015) degisime yonelik birey tutumlarini
aciklamada ilgi ¢eken bir yapr olmustur (Bouckenooghe, 2010). Degisime hazir
olmanin tanimi ise su sekilde yapilmistir: “Degisime hazir olma, degisimin ne
Olciide gerekli olduguna ve Orgiitiin bu degisimleri basarili bir sekilde yapma
kapasitesine iligkin Orgiit {iyelerinin inang, tutum ve niyet yansimasidir” (Ar-
menakis ve digerleri, 1993, s. 681).

Degisime hazir olma kavrami, {ic asamadan olusan ve Orgiitsel degisimi
actklamada yaygin bilinen model “¢dziilme-degisim-yeniden dondurma” (Lewin,
1947) tcliistiniin ilk adimi olan “coziilme” ile iligkilendirilmistir (Choi ve Ruona,
2011). Coziilme, calisanlarin eski davraniglarini, diisiinme bicimlerini ve statii-
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koyu terk etmelerini saglamaktir. Caligsanlari, bir sonraki adim olan degisim i¢in
hazir hale getirmeksizin, basarili bir gegis hareketi beklemek olas1 gozitkmemek-
tedir (Lewin, 1947). Bu anlamda, bir degisim siirecinin baslangicinda degisime
maruz kalanlarin hazir bulunuslugunu tespit edebilmek olduk¢a 6nemlidir.

Orgiitsel degisim siirecinde degisime hazir olma durumunun dlciilmesiyle
ilgili olarak, farkli arastirmacilar tarafindan cesitli dlcekler Onerilmis (Holt
ve digerleri, 2007b; Kondak¢i, Zayim ve Caligkan, 2013) ve son yirmi yildaki
caligmalar temel alinarak, degisime hazir olma durumuna iliskin kavramsal bir
inceleme yapilmistir (Rafferty, Jimmieson ve Armenakis, 2013). Degisime hazir
olmanin nasil dlciilecegine iliskin akademik ilgi hala devam etmektedir (Rafferty
ve Minbashian, 2018).

Bireylerin degisime ne Olciide hazir oldugunu degerlendirmek icin oner-
ilen olgekler ile ilgili olarak, Holt ve meslektaslar1 (2007b) tarafindan gelistirilen
Orgiitsel Degisime Hazir Olma (ODHO) 6lgegi ilgili alan yazinda yogun ilgi
goren onemli bir dlgek olmustur. ODHO 6lcegini benzerlerinden farkli kilan
ise degisime hazir olma kavramini ortaya atan (Armenakis ve digerleri, 1993)
ve yillar icerisinde bu kavrama iligkin teorik ve ampirik birikim olusturan (Ar-
menakis, Harris ve Feild, 1999; Holt ve digerleri, 2007a) yazarlarin caligmalarina
dayanilarak gelistirilen kapsamli bir olgek olmasidir. ODHO o6lgegi yone-
tim destegi, degisim yeterligi, uygunluk ve bireysel yarar olmak iizere dort boyut
etrafinda yapilandirilmistir. Bu boyutlarin her biri degisime hazir olmanin bir
yonuni aciklamaktadir ve bu boyutlarin 6nemi degisim girisimlerinin basarisi
icin (Armenakis ve digerleri, 1999) ve degisime hazir olma yapisini olusturan
bilesenler olmasi yoniiyle (Rafferty ve digerleri, 2013) ilgili alan yazinda 6zellikle
vurgulanmaktadir.

Degisim Yeterligi

Degisim yeterligi veya degisim odakli 6z-yeterlik su sekilde tanimlanmakta-
dir: “Tigili degisimin uygulanmasinda, bireylerin gorev ve faaliyetleri ne olgiide
yerine getirip getiremeyecekleriyle ilgili gerekli becerilere sahip olup olmama
durumuna iligkin hisleridir.” (Holt ve digerleri, 2007b, s. 238). Diger bir ifadeyle,
degisim yeterligi bireylerin degisim siireci acisindan ne 6l¢tide dayanikli oldukla-
11 ile ilgili bir durumdur. Dolayisiyla, degisim yeterligi diisiik bireylerden olusan
bir 6rgiit i¢erisinde, bireylerin 6nerilen degisimin iistesinden gelememesi gibi bir
risk ortaya ctkmaktadir.

Aslinda, yeterlik kavrami Bandura (1977) tarafindan onerilen 6z-yeterlik
kavramuyla ilgilidir. Oz-yeterlik dort 6zellik ile agiklanmaktadir: bagarilmig de-
neyimler, dolayli 6grenme, sozel ikna ve duygusal durum (6rn., korku, sikinti, bi-
reysel durumlar). Benzer bigimde, degisim siireci orgiit iiyelerini teklif edilen go-
revleri yerine getirme yetkinligine sahip olmaya zorlar, bu kosul degisim-yeterligi
olarak ifade edilir. Tlgili alan yazinda, Cunningham ve digerleri (2002) ise iligkin
degisim yeterligi ile gesitli degiskenler (degisime hazir olma, ise iliskin aktif prob-
lem ¢6zme, degisim miihendisligine katilim) arasinda pozitif bir iligkinin oldugu-
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nu ifade etmistir. Diger taraftan, ayn1 calismada, ise iliskin degisim yeterligi ile
duygusal titkenme, depresyon, is giivensizligi, is miidahalesi ve vardiyali ¢aligma
arasinda ise olumsuz bir iliskinin oldugu ifade edilmistir. Buradan da anlasilacagi
iizere, degisim yeterligi olumsuz kosullardan negatif yonde etkilenmektedir.

Uygunluk

Uygunluk, orgiit tiyelerinin kurumlari i¢in sunulan degisikligin ne Olciide
uygun oldugunu hissetmesi durumudur (Holt ve digerleri, 2007b). Uygunluk kav-
ramina iligkin belirleyici unsurlar, sunulan degisikligin Orgiitsel degeri, mevcut
durum ve gelecekte planlanan durum arasindaki fark ve algilanan bireysel fayda
olarak ifade edilebilir (Armenakis ve digerleri, 1993; Cole, Harris ve Bernerth,
2006). Degisime karsi olumlu bir uygunluk algisi olusturmak degisime karsi di-
renci Onleyebilir (Self ve Schreader, 2009); ayrica, olumlu bir uygunluk algisi,
orgilitsel baglilik ve is doyumu ile pozitif iligkilidir fakat is yerindeki rol belirsizligi
ve isten ayrilma egilimi ile olumsuz olarak iligkilidir (Cole ve digerleri, 2006).

Yonetim Destegi

Yonetim destegi, “Orgiit yonetiminin olast bir degisime yonelik desteginin
veya adanmighiginin var olup olmamasina iliskin durumun ne 6l¢tide hissedildigi”
olarak ifade edilmistir (Holt ve digerleri, 2007b, s. 239). Yoneticilerin, dnerilen
degisikligin arkasinda oldugu algisi, degisim siirecinde olumlu bir ¢alisan tutumu
yaratmak icin olduk¢a 6nemlidir. Bu duruma iligskin olarak, Bouckenooghe ve
Devos (2007) tist yonetimin destegini, bireylerin degisim siirecine olan baglilik-
larin1 ve duygusal katilimlarii giiclendirerek degisime hazir olmasina katkida
bulunur seklinde ifade etmistir.

Doniistimsel liderlik davraniginda oldugu gibi takipgilerini degisim siireci-
ne yoneltmede etkili olan liderler (Podsakoff, MacKenzie, Moorman ve Fetter,
1990) degisime kars1 olumsuz tutumu ve kotiimserligi dnleyebilir (Bommer, Rich
ve Rubin, 2005). Tlgili alan yazinda, yonetim destegi daha ¢ok alt (cahisanlar) ve
st (yoneticiler) arasindaki etkili iletisim olarak ifade edilmistir (Bernerth, 2004;
Vakola ve Nikolaou, 2005).

Bireysel Yarar

Bireysel yarar (bireysel deger veya bireysel faydalilik) kavrami; “Ongiiriilen
degisimin uygulanmasi sonucunda elde edilecek veya edilemeyecek yarar duru-
munun hissedilme Olciisii” olarak ifade edilmistir (Holt ve digerleri, 2007b, s.
238). Algilanan bireysel yarar, etkili bir degisim mesaji olusturmada 6énemli bir
etken olarak 6n plana ¢ikmaktadir (Armenakis ve digerleri, 1999) ciinkii orgiit
iiyeleri goze carpan bireysel bir kazancin oldugu degisimleri nadiren reddeder
(Self, 2007). Orgiitsel degisim siirecinde bireysel yarar ile iliskilendirilen faktor-
ler bakimindan, McKay ve digerleri (2013)’ne gore Orgiit iiyeleri arasindaki et-
kili iletigim, bireysel yarar duygusuna olumlu katkida bulunur; ayrica, 6nerilen
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degisime yonelik duygusal bagliligin yiiksek olmasi, algilanan bireysel yararin da
yiiksek olmasi seklinde bir iligkiyi ortaya ¢ikarmustir.

Degisim alicilarinin, 6nerilen bir degisime hazir olmalarinin basarili bir de-
gisim siirecini baglatmak ve stirdiirmek i¢in 6nemli bir nokta oldugu goz 6niine
alindiginda, Milli Egitim Bakanligi (MEB) veya diger devlet kurumlari tarafin-
dan Onerilen herhangi bir degisiklik teklifi uygulanmadan once, Tiirk 6gretmen-
lerin ilgili degisime ne derece hazir olduklariin 6l¢iilmesi 6nemli gozitkmekte-
dir. Ozellikle MEB’in bircok degisim 6nerdigi ve cogu zaman da bu degisimlerin
yenileri ile yer degistirdigi gercegi gdz oniine alinirsa (Aksit, 2007; Giiven, 2007),
degisime hazir olmay1 6lgmenin dnemini ortaya ¢ikmaktadir. Bu degisim sarma-
I1, Turk egitim sistemindeki basarisiz girisimlerin ve dolayisiyla da hognutsuzlu-
gun gostergesidir. Yukarida ifade edilen varsayimlar ¢ercevesinde, bu caligma-
nin amaci gerekli gecerlik ve giivenirlik kosullarini saglayarak ODHO 6lceginin
Tirkge’ye uyarlanmasidir.

Yontem

Orneklem

Bu arastirma okul Oncesi, ilkokul, ortaokul ve lise diizeyindeki devlet
okullarinda gérev yapmakta olan 6gretmenler ile ylriitilmiistiir. Arastirmaya
Tiirkiye'nin 37 farkli ilinden 335 6gretmen katilim saglamistir. Veriler 2018/2019
akademik yil1 bahar doneminde toplanmugtir. Arastirma verilerin toplanmasinda
seckisiz 6rneklem yontemlerinden kolay ulasilabilirlik yontemi tercih edilmistir
(Buytikoztiirk ve digerleri, 2015).

Calismaya katilanlarin demografik ozelliklerine iligkin olarak katilimcilarin
% 53,1’i (n = 178) kadn iken % 46,9’u (n = 157) erkek dgretmenlerden olus-
mustur. Ogretmenlerin gorev yaptiklari okul diizeyine iliskin olarak, % 7,2’si (n
= 24) okul dncesi 6gretmeni, % 28,4’ (n = 95) ilkokul &gretmeni, % 41,8’i (n
= 140) orta okul dgretmeni ve % 22,7’si (n = 76) lise 6gretmeni olmak tizere
bir dagilim gostermistir. Ogretmenlerin mesleki deneyimi bir ila 43 yil arasinda
degismekte ortanca deneyim siiresi 10 iken ortalama deneyim siiresi ise 12,15 (ss
= §8,09) yil seklinde gbzlemlenmistir.

Veri Toplama Araci

Orgiitsel Degisime Hazir Olma (ODHO) 6l¢egi, Holt ve digerleri tarafindan
(2017b), orgiitsel degisime hazir olmayi calisan (birey) diizeyinde Ol¢gmek
amaciyla gelistirilmistir. ODHO o6lcegi toplam 25 maddeden olusmaktadir ve
ODHO’nun 6lceklendirme bicimi ise orjinal formunda yedi-arahikli Likert tipi
(1 = Hi¢ Katdmiyorum, 7 = Tamamen Katiliyorum) seklinde tasarlanmustir.
Fakat, bu calismada kullanilan diger Olcek (Bes Faktor Kisilik Envanteri) ile
Olceklendirmede benzerligi saglamak ve literatiirdeki yaygin kullanimin beg-
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aralikll Likert tipi seklinde olmasi nedeniyle bes-aralikli Likert tipi formunda
uyarlama yapilmustir. Olgeklendirme degisikligi konusunda Lissitz ve Green
(1975)’in onerileri dikkate almarak karar verilmisti. ODHO 6lcegi dort
faktorden olusmaktadir; uygunluk (10 madde; 6rn., “Bu degisim isimi kolaylasti-
r1r.”), yonetim destegi (6 madde; 6rn., “Milli Egitim Bakanligi, bu degisimi benim-
sememiz i¢in bizi tesvik etmektedir.”), bireysel yarar (3 madde; 6rn., “Bu degisim,
gelistirmis oldugum Kkisisel iligkilerimin bircogunu aksatacak.”), degisim yeterligi
(6 madde; 6rn., “Bu degisimi uyguladigimizda, bunun iistesinden kolaylikla gele-
cegimi diisiiniiyorum.”). ODHOya iliskin Cronbach alfa giivenirlik degerleri .65
ve .80 arasinda rapor edilmistir. Faktorlere iligkin giivenirlik katsayilar1 bireysel
yarar icin .65, yonetim destegi icin .79, degisim yeterligi icin .79 ve uygunluk icin .80
olarak hesaplanmugtir.

Uyarlama Siireci

ODHO’nun Tiirkgeye uyarlama siirecinde bir dizi islem takip edilmistir. Tlk
olarak, ol¢egi gelistirenlerden e-posta yoluyla 6lgek kullanim izni talep edilmistir.
Daha sonra, lisans derecesi Ingilizce Ogretmenligi olan ii¢ cevirmen tarafindan
Olcegin Tiirkceye gevirisi yapilmistir. Sonrasinda ise iki farkli cevirmen tarafindan
geri ceviri islemi yapilmig ve Olgegin ceviri tutarliligl incelenmistir. Bir sonraki
adimda ise, ODHOya iliskin farkl ceviri cesitlerinden en uygun cevirileri sec-
mek i¢in, Egitim Bilimleri alaninda uzman olan iki farkli kisinin 6nerileri dikkate
aliarak uygun maddelerin secilmesi islemi yapilmistir. Son olarak ise, Tiirk egi-
tim sistemine 6zgii durumlar ve baglamlar dikkate alinarak 6lgek lizerinde bazi
kiigtik degisiklikler yapilarak 6lgek veri toplamak icin hazir hale getirilmistir.

Veri Analizi

ODHO 6lgeginin orjinal faktor yapisini test etmek igin, Dogrulayict Faktor
Analizi (DFA) yapilmistir. DFA 6ncesinde, gerekli varsayim testleri (6rneklem
sayisl, kayip veri analizi, tek degiskenli uc¢ degerler, cok degiskenli uc degerler,
tek degiskenli normal dagilim, cok degiskenli normal dagilim, dogrusallik ve
coklu baglantr) kontrol edilmistir (Tabachnick ve Fidell, 2013). Orneklem bii-
yiiklig varsayimi, Olcekte yer alan maddelerin 10 kati kadar katilimer olmasi
kosulu (Hair, Black, Babin ve Anderson, 2010) dikkate alindiginda, karsilanmig
gozikmektedir.

Kay1p veri analizi i¢in yapilan Little MCAR testi (Little ve Rubin, 1987) so-
nuclarma gore, varolan kayip veri ¢aligma icin sorun olusturmayacak diizeydedir
¢linkii toplam verinin %5’ini gecmeyen kayip veri sorun olarak goériilmemistir
(Tabachnick ve Fidell, 2013). Tek degiskenli u¢ degerler incelenmis ve hesapla-
nan z-degerlerinden esik deger olarak kabul edilen 3.29’u gegen bazi verilerin ug
deger olabilecegi degerlendirilmistir (Tabachnick ve Fidell, 2013). Ayrica, ¢ok
degiskenli uc¢ degerler de kontrol edilmis. U¢ degerlerin veri setinden ¢ikarilip
¢ikarilmamasina iligkin karar, analizlerin uc degerlerden etkilenip etkilenmedigi
dikkate alinarak verilmistir. U¢ degerleri cikarmanin analizleri etkiledigi gozlem-
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lendigi i¢in ug degerlerin ¢ikarilmasina karar verilmistir. Daha sonra, tek degis-
kenli ve cok degiskenli normallik kontrol edilmis ve ¢ok degiskenli normallik ile
ilgili sorun oldugu gozlemlenmistir. Cok degiskenli normallik sorunu icin 6neri-
len, Maksimum Cesitlilik ile DFA yapilmasi kararlastiriimistir (Finney ve DiSte-
fano, 2006). Grafiklerin incelenmesi sonucunda, dogrusalliga iligkin bir sorunun
olmadig1 gozlemlenmis. Son olarak, coklu baglanti varsayimina iliskin olarak
ODHO 6lgeginin boyutlar arasi korelasyon degerlerinin .90 altinda olmasi ne-
deniyle, coklu baglanti varsayiminin karsilandigina karar verilmistir (Tabachnick
ve Fidell, 2013).

Tablo 1 .
ODHO Boyutlart Arasindaki ki Degiskenli Korelasyon

Degiskenler 1 2 3 4
1. Bireysel Yarar -

2. Degisim Yeterligi 4D R

3. Yonetim Destegi 22% 454 -

4. Uygunluk S6%* .68 .62%* -

*p < .05, **p < .01

Verilerin analizinde, madde-parselleme yontemi tercih edilmistir ¢linkii
madde-parselleme Ozellikle kii¢iik 6rneklem sayis1 ve normal olmayan veri gibi
durumlarda 6nerilmistir (Bandalos ve Finney, 2009). Ayrica, Kline (2011) dlgek-
lerde bes maddeden daha fazla olan boyutlar icin DFA yapma durumunda mad-
de-parsellemeyi 6nermistir. lgili 6neriler dikkate alinarak ODHO 6&lceginden
toplamda 10 parsel olusturulmustur.

Yapilan DFA sonuclarinin model uyumu agisindan yorumlanmasinda, her
bir uyum indeksinin sinirhliklarinin olabilecegi belirtilmis ve farkli kriterler kul-
lanilmasi 6nerilmistir (Byrne, 2010). Ozellikle ki-kare istatistiklerinin 6rneklem
sayisindan etkilendigi dikkate alindiginda (Kline, 2011) DFA sonuclarinin Yak-
lagtk Hatalarin Ortalama Karekokii (RMSEA), Orantili Uyum Indeksi (CFI),
Tucker-Lewis Indeksi (TLI) ve Standardize Edilmis Kok Ortalama Kare Artik
(SRMR) gibi olgiitler ile degerlendirilmesi 6nerilmistir. Bu uyum indeksleri i¢in
onerilen esik degerler ise CFI i¢in = .90 (Hoyle ve Panter, 1995), TLI i¢in =
.90 (Hu ve Bentler, 1999), RMSEA icin < .08 (Browne ve Cudeck, 1993), and
SRMR i¢in < .08 (Hu ve Bentler, 1999) seklinde rapor edilmistir.
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Sonuclar

ODHO Olcegi Yap1 Gecerligi

ODHO 6lgeginin yap1 gegerligi analizi AMOS (Analysis of Moment Struc-
tures) 18 versiyon ile yapilmistir (Arbuckle, 2009). Analiz sonuglaria gore, ki-
kare istatistigi anlamli cikmistir fakat bu istatistigin 6rneklem sayisindan etki-
lendigi ifade edildigi icin (Kline, 2011) model uyumuna iligkin karar diger uyum
indeksleri dikkate alinarak belirlenmigtir. Analiz sonuclarina gore, iyi bir model
uyumunun saglandigr anlagiimaktadir. Uyum indeks degerleri CFI (.97), TLI
(.95), RMSEA (.07) ve SRMR (.05) olarak ger¢eklesmistir (bkz. Tablo 2). Ayri-
ca, ilgili modele iligkin 10 parsele ait faktor yiikleri Tablo 3’te verilmistir. Faktor
yiikleri .60 ve .89 araliginda degismektedir. Elde edilen uyum indeksleri ve faktor
yiikleri dikkate alindiginda, ilgili DFA modelinin dort-faktorlic ODHO yapisini
destekledigi anlagilmaktadir.

Tablo2
ODHO Oilgegi Dogrulayict Faktor Analizi Sonuclar

Model X2 df X?%/sd CFI TLI RMSEA SRMR
Model 1 79.02 29 2.73 .97 .95 .07 .05
Tablo 3

ODHO Olgegi Maddelerine Iliskin Parsellerin Faktor Yiikleri

Faktorler Madde Parselleri Standardize Edilmis Degerler
Uygunluk Parsel 1 .89
Parsel 2 .80
Parsel 3 .86
Degisim Yeterligi Parsel 1 .83
Parsel 2 .67
Yonetim Destegi Parsel 1 .73
Parsel 2 74
Bireysel Yarar Parsel 1 72
Parsel 2 .76
Parsel 3 .60

681



Omer Caliskan
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Sekil 1. ODHO icin DFA Modeli. UY = Uygunluk; DY = Degisim Yeterligi;
YD = Yonetim Destegi; BY = Bireysel Yarar. P1 = Parsel 1; P2 = Parsel 2;
P3 = Parsel 3.

Olcek Giivenirligi

Model uyumu sonuglarinin gerekli esik degerlerin iizerinde oldugunun goz-
lemlenmesi sonrasinda, ODHO’nun her bir boyutu icin ve tiim 6lcek icin Cron-
bach alfa yontemi ile i tutarlilik puanlar1 hesaplanmustir (bkz. Tablo 4). ODHO
Olceginin giivenirlik degerleri .69 ve .89 arasinda gézlemlenmistir. Yonetim Destegi
boyutu icin hesaplanan giivenirlik degerinin .69 olmasi, Nunnally (1978) tarafin-
dan belirtilmis olan kabul edilebilir esik degerin .70 oldugu dikkate alindiginda,
giivenirligin bu boyut icin hemen hemen saglandigi seklinde yorum yapilabilir.
Ayrica, alan yazinda da belirtildigi izere arastirmacilarin ¢ok bilinen giivenirlik
deger esiklerini yorumlamada dikkatli olmalari belirtiimektedir (Lance, Butts ve
Michels, 2006). Ozellikle, arastirmanin ilk evrelerinde elde edilmis bir giivenirlik
degeri var ise (Nunnally, 1978), normal olmayan dagilim ve 6l¢ek yapisinin veri
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(6rneklem) ozelliklerine 6zgii bir durumu s6z konusu ise (Spiliotopoulou, 2009)
aragtirmacilar sonuglar dikkatle yorumlamalidir ve esik degerler konusunda tu-
tucu olunmamalidir (Lance ve digerleri, 2006; Spiliotopoulou, 2009).

Tablo4 .
ODHO Olgegi Betimsel Istatistik ve Giivenirlik Degerleri

ODHO Olcegi Boyutlari X SS o

ODHO Oilcegi 3.62 54 74
Uygunluk 3.58 71 .89
Degisim Yeterligi 3.84 .60 71
Yonetim Destegi 3.38 .67 .69
Bireysel Yarar 3.67 .87 75

Yap1 Gecerligine Iliskin Diger Sonuclar

ODHO 6lgegine iliskin farkli gegerlik hesaplamalari yapmak amaciyla,
oOrtiistiiriicii (convergent) ve ayristirict (discriminant) gecerlik durumlar1 da
kontrol edilmistir. Ortiistiiriicii ve ayristiric1 gegerlik, yap1 gecerligi kapsaminda
ele alian bir gecerlik belirleme tiiriidiir. Ortiistiiriicii gecerlik, literatiirde birbiri
ile iligkili oldugu varsayilan iki benzer yap1 veya Olcege iliskin elde edilecek kore-
lasyon degerlerinin pozitif yonlii olarak beklenmesi durumudur. Ayristiric: geger-
lik ise, literatiirde birbiri ile negatif iligkili oldugu varsayilan yapilarin korelasyon
sonuclarinin, ayn: sekilde negatif yonlii olarak beklenmesi durumudur (Kline,
2011). Bu amagla, Bes-Faktor Kisilik Envanteri’nin (BFKE) Tiirkce versiyonu
(Siimer, Lajunen ve Ozkan, 2005; Siimer ve Siimer, 2002) katilimcilara uygu-
lanmigtir. Bu uyarlama ¢alismasinda, 6zellikle BFKE nin secilmesindeki gerek-
¢e benzer bicimde ODHO 6lgeginin gelistirilmesi asamasinda Holt ve digerleri
(2007b) tarafindan kisilik faktorlerinin ODHO icin yap1 gecerliginde kullanmig
olmasina dayanmaktadir. Kisilik 6zelliklerinin ODHO faktorleri ile iliskili olabi-
lecegine iligkin durum Wanberg ve Banas (2000) tarafinda da belirtilmistir.

Tablo 5’ten anlagilacag: iizere, pozitif kisilik ozellikleri (Disadoniikliik,
Uyumluluk, Sorumluluk ve Aciklik) ODHO faktorlerinin hemen hemen tamami
ile pozitif ve anlamli bir iligkiye sahip iken negatif kisilik 6zelligi olan Duygusal
Dengesizlik ile negatif yonlii ve ¢ogunlukla anlamli bir iligki icerisindedir. Lite-
ratiirde de ifade edildigi lizere, orgiitsel degisime hazir olma durumunun orgiit
¢aliganlarinin olumlu duygulari ile pozitif bir iliskisinin oldugu (Holt ve digerleri,
2007b; Wanberg ve Banas, 2000) bu sonuglar ile dogrulanmuistir.
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Tablo 5 '
ODHO ve BFKE Arasindaki Iki Degiskenli Korelasyon

Degiskenler 1 2 3 4 5 6 7 8 9
ODHO Degiskenleri

1. Bireysel Yarar 1

2. Degisim Yeterligi A42%% 1

3. Yonetim Destegi 22%% 45% ]

4. Uygunluk S6%F 0 .68%F .62 1

BFKE Degiskenleri

5. Digadoniikliik 17 13% .09 .08 1

6. Uyumluluk 3% a8 13* 16** 25%F 1

7. Sorumluluk d6* 9% 2% 12% 0 33%F 42%% 1

8. Duygusal Dengesizlik ~ -.07  -15% -14* -13* -27%* .39%* _37%* 1

9. Aciklik .05 1% .05 .04 A8FE 0 20%F 447 S30%% 1

*p < .05.%p < 0L

Tartisma ve Sonug

Bu calisma kapsaminda, Holt ve digerleri (2007b) tarafindan gelistirilen
ODHO 6lgeginin Tiirkce uyarlamasi yapilmis ve gerekli gecerlik ve giivenirlik
kanitlar1 sunulmustur. Yapilan DFA sonuglarina gore, orjinal formunda oldugu
iizere ODHO o6lgegi 25 madde ve dort-boyutlu yapiy1 desteklemektedir. Olgege
iliskin, Bes Faktor Kisilik Envanteri ile elde edilen diger gegerlik tiirleri olan or-
tlistiiriicii (convergent) ve ayristirici (discriminant) gegerlik analizleri de ODHO
Olceginin gecerligini desteklemistir. Degisim literatiiriinde de belirtildigi lizere
(Holt ve digerleri, 2007b; Wanberg ve Banas, 2000), kisilik 6zelliklerinin ODHO
degiskenleri ile iligkili olabilecegi ifade edilmistir. Ayrica, elde edilen giivenir-
lik degerleri 6lgegin kullanim1 acisindan herhangi bir problem olmadigini ortaya
koymustur. Bu anlamda, 6lcek gegerli ve giivenilir bir 6lgme araci olarak Tiirk
ogretmenlerin degisime hazir olma durumlarimi 6lcmede kullanilabilir.

Ilgili alan yazin dikkate alindiginda, 6rgiitsel degisim siirecini anlamaya
yonelik kavramlar ve teorik temelledirmeler (Armenakis ve digerleri, 1993; Ar-
menakis ve Bedeian, 1999; Rafferty ve digerleri, 2013), ODHO Olceginin cerge-
vesini olusturan boyutlari (bireysel yarar, yonetim destegi, degisim yeterligi ve
uygunluk) desteklemektedir. Bu anlamda, degisim kavramini ve 6zelde degisime
hazir olma kavramimni 6lgmede ODHO 6lgegi yillar igerisinde olusan alan (6rgiit-
sel degisim) birikiminin bir sonucu olarak degerlendirilebilir.

Olgegin, Tiirk Egitim Sistemi'nin en 6nemli sorunlarndan olan reform
veya degisim kisir dongisiinii (Toprak, 2017) anlamaya yonelik katki saglamast
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beklenmektedir, ciinkii degisim girisimlerindeki basarisizigim  6nemli
nedenlerinden biri de birey tutumlaridir (Clegg ve Walsh, 2004). Bireylerin
hazir bulunuglugu olarak da ifade edilebilecek olan degisime hazir olma
durumlari, girisilen degisim uygulamalar: 6ncesinde yoneticilere, uygulayicilara
ve aragtirmacilara degisimin en 6dnemli unsuru olan Orgiit iiyeleri hakkinda 6n
bilgi sunacaktir. Ayrica, degisim ¢aligmalarinda daha ¢ok yapisal konulara dikkat
cekilmektedir fakat ODHO degisim siireclerinde goz ardi edilen birey faktorii-
niin anlasiimasi ve incelenmesi adina degisim literatiiriine katki saglayacaktir.
ODHO, Holt ve digerleri (2007) tarafindan da belirtildigi iizere, birey diizeyinde
orgilitsel degisimi Olcme amaciyla gelistirilis bir olcektir.

Gelecek calismalarda, ODHO o6lgegi farklh 6rneklemlere uygulanarak ge-
cerlik ve giivenirlik saglamasi yapilabilir. Bu calisma kapsaminda sadece devlet
okullarinda calisan 6gretmenler ile bir uyarlama yapildigi icin 6zel okul ¢alisani
ogretmenler ile de benzer uyarlamalar yapilabilir.
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EK-1

ORGUTSEL DEGIiSIME HAZIR OLMA OLCEGI (ODHO)

Bu boliimde, “......... degisimi” konusuna iligkin diisiincenizi almaya yonelik yonelik
25 ifade bulunmaktadir. Liitfen her bir ifadeyi okuyarak, (1 = Hic katilmiyorum) ve (5
= Tamamen katiliyorum) olmak iizere 1’den 5’e kadar size en uygun segenegi (X) ile

¢ok fazla zaman harcadigimizi diistiniiyorum.

isaretleyiniz.
2
R
g g £
g 2
2 =
=
Bu degisimin, okullar i¢in faydali olacagimni diistintiyorum. | 10 | 20 | 30 | 40 | 50
Ml!ll Egltlm Bakan!lgl, bu degisimi benimsememiz igin waloalsalal sa
bizi tesvik etmektedir.
Bu degisimden dolayi, bu isteki gelecegim sinirlandirilmig wal.alsalal so
olacaktir.
Kafam.a koyarsam, bu degggn haya.lt.a. gecirildigi zaman wal:alsalal sa
gerekli olacak olan her seyi 0grenebilirim.
Tlim st di}.Z(?y yi’)r‘lhetlcﬂ.er. (MEB Bakani ve diger yetkili- walalialal sa
ler), bu degisimin dnemini vurgulamaktadir.
]?u df:g1§1m uygulandig1 zaman, bana bir fayda saglayaca- wal.alsalal so
gina inanmiyorum
Bu f:leg1§1m uygulanglglnda, m.eslegl.mdekl konumuma/ waloalsalal sa
statiime zarar geleceginden endise ediyorum.
Bu degisim isimi kolaylastirir. 10 (20|30 (40| 54
De.g1.§1.ml. gerg@kleg,tlrdlg%mm{? ygpl}n}am gﬂereken bazi is- waloalsalal sa
leri, iyi bir sekilde yapabilecegimi diisiinmilyorum
MEB, olfullara bu QGglglmln gerceklesecegine dair acitk walalialal sa
bir mesaj vermektedir.
Bu degisimi yapmamizin gecerli nedenleri var. 1920|3040 | 54
Okullar adina karar veren iist diizey yetkililer (Bakan ve
diger yetkililer), bu degisim ¢abasini tiim giicleriyle des- | 1 | 20 | 30 [ 4Q | 50
teklemektedir.
Bu deg1§1n?, Milli Egitim Bakanligi'nin dncelikleri ile 61- maloalsalal sa
tismektedir.
Milli Egitim Bakani, bu degisime kendisini adamustir. 1a| 20|30 (40| 5Q
Ust diizey yoneticilerimizin (MEB Bakani ve diger yetki-
liler) uygulanmasini bile istemedigi bu degisim i¢in, bizim | 10 | 20 | 30 | 40 | 50
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Bu boliimde, “......... degisimi” konusuna iligkin diisiincenizi almaya yonelik yonelik
25 ifade bulunmaktadir. Liitfen her bir ifadeyi okuyarak, (1 = Hic katilmmyorum) ve (5
= Tamamen katiliyorum) olmak iizere 1’den 5’e kadar size en uygun segenegi (X) ile

isaretleyiniz.
g
1
s 5 5
£ EE
= g =
E =3
£ -2
o
dBlll: degisimin yapilmast icin, bircok mantikli gerekce var- al.alzalal sa
Bu degl§.1rr% uyguland.lglnda, isime uyum saglamada zorluk waloalsalal sa
¢ekecegimi zannetmiyorum.
Bu degisim, okullarimizin verimliligini genel anlamda ar- wal.alsalal so
tiracaktir.
Bu degisim i¢in harcadigimiz zaman bagka bir sey i¢in har- maloalsalal sa
canmall.
Bu deg1.§1r.mn calismasini saglayacak olan gerekli beceri- waloalsalal sa
lere sahibim.
Boyle bir .deg1§1m1 baglatmak, bizim icin ¢ok fazla anlam wal.alsalal so
ifade etmiyor.
Gecmis deneyimlerim, bu degisim hayata gecirildikten
sonra bagarili bir performans sergileyecegime dair bana | 10 | 20 | 30 | 40 | 50
gliven veriyor.
Milli Egitim Balfan%lg'l (MEB), bu vdeg1§1.m1 bgnlmserse wal.alialal sa
uzun vadede benim igin ige yarayacagini hissediyorum.
]?u degisim, gelistirmis oldugum kisisel iligkilerimin birco- 1al.alzalaal sa
gunu aksatacak.
Bu degisimi uyguladigimizda, bunun iistesinden kolaylik- wal:alsalal sa

la gelecegimi diisiiniiyorum.
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ODHO Olceginin Kullanimina Iliskin Bigiler

ODHO 6lcegi, uygulanmakta veya yakin zamanda uygulanacak olan egitime
iligkin bir degisim girisimi ile iligkilendirilerek kullanilabilir. Dolayisiyla, dl¢ek
yonergesinde bulunan “......... degisimi” ifadesindeki bosluga, belirli bir degisim
konusunun yazilmasi gerekir. Aksi takdirde, yanitlayanlar agisindan 6lcek soru-
lar1 belirsizlik barindirabilir.

ODHO Faktorler Faktér Maddeleri

Degisim Yeterligi 4,9R, 17, 20, 22, 25

Uygunluk 1,6R, 8, 11, 13, 16, 18, 19R, 21R, 23
Yonetim Destegi 2,5,10,12, 14, 15

Bireysel Yarar 3R, 7R, 24R

Not: Yaninda “R” yazili maddeler ters kodlu (Reverse) maddelerdir. Veri analizi 6ncesi,
bu maddeleri diiz madde formatina geviriniz.

692



