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Abstract

This study aims to reveal teachers’ opinions regarding ethical and unethical leadership. A phenome-
nological research design was used in the study. Purposeful sampling technique was used to determi-
ne the study group. Interviews were conducted with 20 teachers to collect data. A content analysis was
conducted to analyze the data. According to the findings, teachers defined administrators with moral
personality as ethical leaders. It was also found that school administrators mostly displayed unethical
leadership behaviors in co-worker relationships. Another characteristic of unethical leaders was their
promoting unethical behaviors among co-workers and taking the lead in turning unethicality as a part
of school culture. It is argued that behaviors leading to the emergence of unethical leadership tend to
institutionalize if they do not meet with an obstacle or are supported by organizational environment.
It was recommended that further research focus on how moral person and moral manager compo-
nents of ethical leadership affect each other.
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Oz

Bu caligmanin amaci 6gretmenlerin etik ve etik disi liderlige iliskin gortislerini ortaya koymaktir.
Cahigmada nitel aragtirma desenlerinden fenomenoloji deseni kullanilmistir. Orneklem tiirii ola-
rak amacl 6rnekleme yontemi secilmistir. Veri toplama yontemi olarak goriismeden yararlanilmig
olup bu dogrultuda 20 6gretmenle goriisme yapilmistir. Yapilan goriismelerden elde edilen veriler
icerik analizine tabi tutulmustur. Ogretmenler ahlaki kisilige sahip yoneticileri etik liderler olarak
tanimlamaktadirlar. Okul yoneticilerinin etik dis1 lider davraniglarini en ¢ok meslektas iliskilerinde
yaptiklari tespit edilmistir. Etik disi liderlerin dikkat ¢eken bir diger 6zelligi ise etik dis1 davranis-
lar1 calisanlar arasinda 6zendirmeleri ve etik disihigr kurum kiltiiriiniin pargasina doniistirmede
on ayak olmalaridir. Etik dist liderligin ortaya cikmasina etki eden davranislar herhangi bir engelle
karsilagsmadiklarinda veya Orgiitsel cevre tarafindan desteklendiklerinde kurumsallasma egilimin-
de oldugu soylenebilir. Yoneticilerin ahlaki kisilik ve ahlaki yoneticilik 6zelliklerinin birbirini nasil
etkiledigi konusu tlizerinde arastirmalar yapilabilir.
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Introduction

Leaders play an important role in promoting ethical behavior. Leaders can
determine the goals to be achieved and the behaviors required to achieve the-
se goals. They can make decisions directly affecting employees through tools
such as strategy formulation, performance evaluations and allocating resources
(Brown & Trevino, 2006). Actions supported by leaders convey clear messages
to employees about what values they care about. Employees also tend to display
behaviors encouraged by leaders to achieve the promised rewards. Therefore, it
is usual for employees to seek guidance from leaders when they face ethical prob-
lems (Trevifio, 1986). Similarly, there are researchers who claim that employees
comply with the ethical values of their leaders (e.g., Schminke, Wells, Peyrefit-
te & Sebora, 2002; Schminke, Ambrose & Neubaum, 2005; Weaver, Trevino &
Agle, 2005). For example, leaders, who are sensitive about ethical values, ensure
that employees have ethical awareness and experience less ethical dilemmas by
creating an ethical climate in their organizations while unethical leaders have the
opposite effect (Schminke et al., 2005).

In a similar vein, schools have their own ethical environments, which are
heavily influenced by the way leaders manage; however, these environments are
generally not stable. This is because schools do not merely consist of physical
structures, methods and techniques, standard measurement and evaluation tools
(Blase, 2000). Social differences, contradictions and conflicts infiltrate the scho-
ol environment, turning it into a loosely coupled political system. Stakeholders
such as teachers, administrators, parents, and the education bureaucracy play
their roles in a complex environment regulated by laws, standards, policies and
principles (Ball, 2012). As schools turn into complex organizations, it becomes
difficult to direct different stakeholder groups with different values towards a
specific purpose (Maxcy, 2008). At this point, there is a need for ethical leaders
who can direct a wide variety of groups with different goals and value judgments
to specific goals and create reconciliation mechanisms that can resolve ethical
disputes between them; because ethical leaders can contribute to the establish-
ment of an ethical climate that can shape the actions of school stakeholders with
their behaviors and management styles (Begley, Begley & Stefkovich, 2007).
Empirical studies in the literature also support this point (Carlson and Perrewe,
1995; Schminke et al., 2005).

As it is seen, leaders have important effects on establishing the ethical cli-
mate of their organizations. For this reason, the studies in the literature have
mainly focused on what managers should do in order to be an ethical leader. In
this respect, descriptive studies are mostly about to what extent employees meet
pre-determined standards of ethical leader behaviors (Brown & Trevifio, 2006).
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Thus, conducting studies to describe the current situation about ethical and unet-
hical leadership practices can reveal how teachers define ethical and unethical
leadership and how they experience the effects of these leaders. Such studies can
also provide clues as to what factors are effective in the emergence of ethical and
unethical leadership in schools.

Ethical Leadership

It is possible to discuss the concept of ethical leadership under the dimen-
sions of moral person and moral manager (Trevifo, Hartman & Brown, 2000).
Moral person dimension is about the qualities that an ethical leader has as an
individual. They observe moral values in their actions and interpersonal relati-
onships (Brown, Treviiio & Harrison, 2005). Individuals with strong moral per-
sonality are honest and trustworthy people. They care about how other people
are and they are known as friendly people. Employees are willing to open their
problems to individuals with these characteristics, because they know that such
individuals will lend an ear to them. Moral people are known for being fair and
principled. Finally, these individuals consistently exhibit the same moral behavi-
ors not only in their private but also in business lives (Trevifio et al., 2000).

The moral manager dimension is about how the individuals use the tools
they have as a result of their leadership position to promote ethical behavior in
their organizations. Strong moral managers see themselves as role models. They
make ethical rules visible in their organizations with their behaviors. They set
ethical behavior standards and ensure that they are announced to employees
(Kaptein, 2019). They use reward and punishment when necessary to institutio-
nalize ethical values. In other words, ethical leaders set ethical standards, reward
ethical actions and enforce sanctions to discipline those who do not comply. They
take care of the conformity of the results of their decisions with ethical values
and make fair choices that can be observed and imitated by the organization’s
stakeholders. In brief, there is a harmony between what ethical leaders speak and
do. They first shape up their own behaviors in order to meet the ethical standards
(Trevino, Brown & Hartman, 2003).

In the light of these discussions, it is possible to define ethical leadership as
“displaying morally acceptable behaviors in personal actions and interpersonal rela-
tions and promoting to exhibit such behaviors by organization stakeholders through
two-way communication, reinforcement and decision-making processes” (Brown et
al., 2005). There are researchers who conclude that ethical leadership has posi-
tive effects on employees (Madenoglu, Uysal, Sarier, & Banoglu, 2014; Ugurlu
& Ustiiner, 2011; Schminke et al., 2002). Ethical leaders increase employees’ job
satisfaction, commitment, communication willingness, and willingness to make
constructive contributions. Ethical leadership has significant positive organizati-
onal level effects as well as individual effects. It has a positive relationship with
organizational citizenship and trust (Brown & Mitchell, 2010).

357



Mehmet Hilmi Ko¢ & Tuncer Fidan

Unethical Leadership

Unethical leadership is a concept that has rather emerged as a result of re-
searches about the dark sides of organizations (Skarlicki & Folger, 1997; Tepper,
2000; Dufty, Ganster & Pagon, 2002; Tepper, Duffy, Henle & Lambert, 2006);
because organizations are not environments where ethical values are fully domi-
nant, but micropolitical environments where a wide variety of different groups
compete to reach scarce resources (Ball, 2012). It is often possible to come across
employees who have different understandings of ethics or who have not adopted
the rules even if there is a consensus about ethical rules. For this reason, unet-
hical behaviors such as aggression, deliberate disruption of the organization’s
operation, revenge and going behind others’ backs are not uncommon. Studies
on such behaviors are generally focused on employees; however, there are stu-
dies showing that leaders also exhibit or provoke such behaviors (Tepper, Moss,
Lockhart, & Carr, 2007).

Studies on leadership do not define all of the destructive leadership behavi-
ors as unethical (Brown & Mitchell, 2010; Eisenbeill & Brodbeck, 2014; Resick
et al., 2011), since unethical behaviors refer to actions that are illegal and/or in-
compatible with the moral values of society. Research on the dark sides of orga-
nizations covers some concepts such as abusive supervision, toxic leadership and
tyranny, but it cannot fully cover unethical leadership (Liu, Liao & Loi, 2012).
Of course, these leadership or behavior types can also be regarded as unethical;
however, unethical leadership also extends beyond leaders’ own behaviors. In
some cases, leaders can encourage unethical actions to achieve organizational
goals. Particularly in researches conducted in large commercial organizations,
it was observed that unethical actions mostly took place with the knowledge of
senior managers. In other words, although leaders do not engage in unethical ac-
tions, they encourage such actions through rewarding, ignoring or tolerating. In
this way, they try to benefit from the unethical behavior of the employees (Brown
et al., 2005). For instance, leaders can overestimate the importance of organiza-
tional goals, and lay excessive burden on stakeholders in achieving these goals.
In this way, they can justify unethicality and encourage stakeholders to engage
in unethical actions. Furthermore, researches show that leaders generally attach
more importance to organizational goals than other employees and have higher
self-confidence in engaging in unethical actions (Hoyt, Price & Poatsy, 2013).

As a result, unethical leadership can be defined as “organizational leaders
behaving or making decisions illegally and/or against ethical values, as well as imp-
lementing processes and structures that encourage unethical behaviors among emp-
loyees” (Brown & Mitchell, 2010). Unethical leadership has significant negative
effects on employees. This type of leadership leads to negative effects on emplo-
yees, such as resistance, decrease in psychological well-being and life satisfaction.
Moreover, unethical leadership can disrupt the general functioning of organiza-
tions. Negative effects, such as increased absenteeism, increase in health expen-
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ditures, decrease in productivity and increase in production costs, cause large
financial losses for organizations (Schilling, 2009; Tepper et al., 2006).

The Emergence of Ethical and Unethical Leadership

The factors that lead to the emergence of ethical and unethical leadership
are generally examined from the perspective of social learning theory; because,
together with the individual characteristics of the leaders, environmental influ-
ences can shape ethical or unethical leadership perceptions of followers. It is
possible to discuss these factors under the headings of “individual factors” and
“situational factors”. While individual factors are related to characteristics, such
as personality and motivation, situational factors are related to environmental
characteristics, such as role models and ethical context (Brown & Trevino, 2006).

Individual Factors

Individual characteristics can lead to the emergence of ethical or unethical
leadership. Brown and Trevifio (2006) argue, based on social learning theory, that
factors, such as personality traits, motivation, Machiavellism, level of moral judg-
ment, level of implementing moral values, locus of control and self-monitoring,
lead to the emergence of ethical or unethical leadership.

Personality traits: Personality traits hold an important place in the emergen-
ce of leadership. For example, five-factor personality traits consisting of agree-
ableness, openness to experience, extraversion, conscientiousness and emotional
consistency/inconsistency are closely related to leader behaviors. While open-
ness to experience and extraversion positively affect the effectiveness of leaders,
conscientiousness and extraversion are effective in the emergence of leaders
(Kalshoven, Den Hartog & De Hoogh, 2011). On the contrary, agreeableness
and emotional inconsistency often have weak effects on leadership behaviors.
Furthermore, when it comes to ethical leadership, agreeableness and conscienti-
ousness have positive effects, while emotional inconsistency has a negative effect,
since these traits reflect a collaborative, self-controlled and reliable personality
that is necessary for the emergence of ethical leadership. On the other hand, sin-
ce emotional inconsistency involves fear, anxiety and hostility, it can prevent the
emergence of ethical leadership (Walumbwa & Schaubroeck, 2009).

Motivation: The relationship between motivation and ethical leadership
can be described based on McClelland’s (1987) motivation theory. According
to McClelland (1987), individuals act under the influence of three basic needs,
which are classified as need for power, need for achievement and need for affi-
liation. Individuals, who need to gain power, intend to affect other people. Indi-
viduals, who need achievement, intend to do a job better than previously done.
Individuals, who need to establish affiliations, intend to establish positive rela-
tionships with other people. The need for high power, the need for moderate
achievement and the need for low or moderate level affiliation are considered
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essential for effective leadership (McClelland, 1987). Moreover, there are diffe-
rences between individuals, who tend to use the power in line with their personal
goals, and those, who tend to use it in a limited way to benefit other people.
Individuals, who tend to use power to the benefit of society, often show more
effective leadership (McClelland & Boyatzis, 1982).

Machiavellism: It refers to the use of cheating, deception and opportunism
in interpersonal relations. Unlike ethical leaders, machiavellist leaders tend to
manipulate other people to achieve their goals. They have little trust in people
and are found unreliable by others in return. Machiavellist tendencies often lead
to consequences associated with unethical leadership, unethical and illegal acts.
As influence sources used by machiavellists, such as coercion and manipulation,
are not in line with ethical values, they turn them into unethical leaders (Brown
& Trevifo, 2006).

Moral judgment: Moral judgment refers to differences in individuals’ as-
sessment about right or wrong in certain situations. The cognitive moral deve-
lopment theory of Kohlberg (Kohlberg & Hersh, 1977) is often used to explain
the differences between the reasoning processes individuals use to reach moral
judgments. According to this theory, individuals in the preconventional stage
form their right or wrong judgments with the help of obedience and fear of pu-
nishment or interest and exchange relations. In the decisions of individuals in
the conventional stage, people who are close and cared about, rules, norms and
laws are effective. Individuals in the postconventional stage generally act inde-
pendently of external influences according to their internal values or universal
ethical principles while shaping their judgments about what is right or wrong
(Kohlberg & Hersh, 1977). As the moral judgment levels of leaders rise, they
can analyze interpersonal relationships better, approach problems from different
perspectives and produce more solution alternatives. In other words, as the level
of moral judgment rises, leaders consider ethical principles and other people’s
rights more in their decisions. In the opposite case, leaders are more likely to ex-
hibit unethical behaviors (Turner, Barling, Epitropaki, Butcher & Milner, 2002).

Implementation of moral values: There is a strong relationship between mo-
ral judgment and ethical leadership levels of individuals who can implement mo-
ral values in their daily lives. Accordingly, individuals differ not only according to
their levels of moral judgment but also according to what extent they act under
the influence of ethical principles in their daily decisions. Having a high moral
judgment capacity is not enough to see a person as a role model. This capacity
needs to be reflected in the actions of individuals and thereby be observed by
other people (Brown & Trevifio, 2006).

Locus of control: The locus of control is the perception of individuals’ cont-
rol over the events in their lives. While people with an internal locus of control
have more sense of control over their lives, people with an external locus of cont-
rol tend to link their events to fate or other strong people. Individuals with an
internal locus of control are expected to act more ethically because they have the
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ability to grasp the relationship between their behaviors and the results. External
locus of control is more closely related to unethical behaviors (Trevino, 1986).

Self-monitoring: Self-monitoring is about the kindness of individuals to-
wards others and how they introduce themselves to others. Individuals with a
high level of self-monitoring skills can easily change the impressions they make
in other people to adapt to the social environment more quickly (Hogue, Le-
vashina & Hang, 2013). On the other hand, low self-monitoring ability leads to
lower adaptability and a tendency to behave in the same manner in different
social environments. High level of self-monitoring facilitates the emergence of
leadership. However, individuals with low self-monitoring are more likely to
emerge as ethical leaders. This is because high level of self-monitoring increases
the likelihood of unethical behaviors such as lying and manipulation (Bedeian &
Day, 2004).

Situational Factors

Situational factors lead to the emergence of ethical or unethical leaders-
hip through interacting with individual factors. Ethical role models, ethical con-
text and moral intensity of the problems encountered are among these factors
(Brown & Trevifio, 2006; Eisenbeifl & Giessner, 2012).

Ethical role models: Not only followers but also leaders can learn a lot from
role models. By observing the behaviors of ethical role models and their results,
they can identify with the role model and internalize his/her moral values and
attitudes. Moreover, role models do not need to be in higher positions than the
individual; even peers or lower level employees can be role models. Individuals
who had ethical role models in the past are more likely to have ethical leadership
characteristics (Eisenbei3 & Giessner, 2012). Personal traits, such as honesty,
fairness and attentiveness, as well as behaviors, such as determining ethical stan-
dards and giving others responsibilities, are among the qualities associated with
ethical role models (Weaver et al., 2005).

Ethical context: Another factor that leads to the emergence of ethical or
unethical leadership is the ethical context of the organization. Research on ethi-
cal context is often focused on ethical culture or ethical climate. Both concepts
focused on the characteristics of the organization that support or do not support
ethical attitudes and behaviors (Trevino, Weaver & Reynolds, 2006). Ethical cul-
ture is an organizational culture element that can differentiate the relationship
between individuals’ moral judgments and ethical/unethical behaviors. In other
words, it covers formal and informal behavior control systems, such as leaders-
hip, authority structures, reward systems, rules and policies, decision making
processes, norms and employee behaviors, that support ethical or unethical be-
haviors in an organization (Trevifio, 1986). Ethical climate can be defined as “a
general perception of organizational practices and processes with ethical content” or
“organizational climate elements that determine what an ethical behavior is in an
organization”. As ethical climate strengthens, ethical decision-making tendencies
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of managers become stronger and the probability of exhibiting unethical behavi-
ors decreases (Fritzsche, 2000).

However, it is not possible to explain the emergence of ethical and unethical
leadership without considering the social value systems and sectoral pressures
that affect the culture and climate of the organizations; because social sensi-
tivity about ethical rules and cultural values about responsibility, justice and
transparency can direct individuals’ internal and external behaviors. In addition,
sector-specific characteristics, such as environmental complexity, content of the
organization’s tasks and stakeholder interests, can shape organizational cultures
(Eisenbeill & Giessner, 2012).

Moral intensity of problems: Ethical awareness is the first step of the ethical
decision making process. In other words, if moral qualities of a question are not
noticed, the moral judgment process does not start. The effective factor in this
regard is the moral intensity of the problems encountered. Moral intensity has
two dimensions: significance level of results and social consensus. Significance
level of the results indicates the possible losses that the problem will cause and
the number of people that these losses can affect. Social consensus expresses
the existence of generally accepted strong ethical norms related to the problem
encountered (Brown & Trevifo, 2006).

As the number of people negatively affected by the decision on ethical issues
increases, it draws the attention of the general public more. In addition, physical
losses attract more attention than economic and psychological losses. The signi-
ficance level of the results is particularly effective in the emergence of ethical le-
adership, because ethical leaders must consider the possible effects of their acti-
ons on other people. When there is a great loss, stakeholders pay more attention
to how decision-makers solve the problems (Singhapakdi, Vitell & Kraft, 1996).

It is possible to say that the decisions that lead to ethical and unethical lea-
dership behaviors are the product of complex processes resulting from the inte-
raction of individual and situational factors. At this point, Jones (1991) develo-
ped a decision model on how the moral intensity of problems shapes individual
behavior. According to this model, the processes of diagnosing moral problems,
establishing moral judgments, establishing intentions on moral issues and reac-
hing a decision to take action or not take action are shaped by the moral intensity
of the problems and organizational factors, such as group dynamics, authority
and socialization (Jones, 1991).

Furthermore, the ethical decision-making process is of great importance to
prevent the emergence of unethical leader behaviors. Aydin (2012) proposes to
think about the problem faced in a multidimensional way in the ethical decision
process before making a sudden decision. Then, the problem should be diagno-
sed in detail, and sufficient and valid information about the problem should be
collected. Besides, producing options related to the desired results can enable
inquiries about the suitability of the results and the actions to be taken to achi-
eve these results. While evaluating the results of the decision, the legality of the
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actions to be taken, the potential reactions of those affected by the result and the
potential effects on the person making the action decision should also be taken
into consideration (Aydin, 2012).

The selection stage is the most important phase of the ethical decision-ma-
king process. Consulting when necessary, thinking about how a virtuous person
will act in the same situation, and questioning how people will react to the de-
cision will alleviate ethical concerns in the decision-making stage. Finally, it is
suggested to make inquiries about the results after a decision is reached and to
implement other decision options when necessary, since it is not possible to pre-
dict the results clearly before implementing the decisions (Aydin, 2012).

If individuals face problems that can lead to great harm and overcome these
problems in a morally acceptable manner, they are regarded as ethical leaders by
their circles (Brown & Trevifio, 2006). On the other hand, decisions that cause
great harm to others can lead to the emergence of unethical leadership. In addi-
tion, the moral intensity of problems, as Jones (1991) also stated, can lead to et-
hical or unethical leadership by interacting with individual and other situational
factors. Leaders working in organizations, where situational factors that support
ethical behavior are strong, can be more prepared for ethical issues and exhibit
ethical leadership behaviors. However, in circles dominated by situational factors
that support unethical or weak ethical characteristics, leaders may find it difficult
to exhibit ethical leadership behaviors, and may even be prone to unethical lea-
dership (O’Fallon & Butterfield, 2005).

As seen, it can be said that ethical and unethical leadership should be exa-
mined together with the contexts in which they arise. In the light of these discus-
sions, the purpose of this study is to determine teachers’ opinions on ethical and
unethical leadership. In line with this general purpose, answers will be sought to
the following questions:

1. How do teachers define ethical and unethical leadership?

2. What are the factors that lead to the emergence of ethical leadership
in schools?

3. What are the factors that lead to the emergence of unethical leadership
in schools?

Method

Information on research design, study group, data collection tool and data
analysis was presented under this heading. In this research, it was aimed to re-
veal first-hand how the teachers’ perceptions and experiences were about the
ethical and unethical leadership behaviors of school administrators by using a
qualitative research method. In this way, it was aimed to reach the essence of the
experiences about the phenomenon (Balci, 2013).
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Research Design

In this research, phenomenology, one of the qualitative research models,
was used. Phenomenology is a research method that allows the researcher to exa-
mine the experiences of a case or event in depth (Yildirim & Simsek, 2018). Pat-
ton (2014) states that phenomenology focuses on how people make sense of their
experiences. Best and Kahn (2017), on the other hand, define phenomenology as
an approach that explains the current situation, or scrutinizes and analyzes the
structure between factors affecting change and development.

In the research, it can be stated that phenomenology is an effective rese-
arch model to analyze the experiences of teachers’ about ethical and unethical
leadership behaviors of school principals. Phenomenology tries to understand
how individuals experience an event, situation or concept, and the internal and
external relations of the concept studied from these experiences through phe-
nomenological researches (Christensen, Johnson & Turner, 2015). Thanks to
phenomenology, we get a chance to analyze the phenomena we have superficial
knowledge in depth (Creswell, 2012).

Participants

In phenomenological studies, the study group should be made up of people
who can reflect their experiences about the focus of the research (Creswell, 2012;
Yildirim & Simsek, 2018). In this study, the research group consists of 20 teac-
hers working in Istanbul Cekmekdy District in the 2019-2020 academic year. Ma-
ximum variation sampling method was chosen among the purposeful sampling
methods. For this, teachers working in primary, secondary and high schools with
different socio-economic environments are included in the study group. More-
over, attention was paid to the participants being of different years of seniority
and gender. Demographic information on participants is presented in Table 1:

Table 1.
Demographic Characteristics of Participants

No Nickname Gender Occupational Seniority Branch
1 T1 Male 12 Science
2 T2 Female 3 Classroom Teacher
3 T3 Male 4 Math
4 T4 Male 18 Physics
5 T5 Male 13 Social Sciences
6 T6 Male 6 Classroom Teacher
7 T7 Female 14 Foreign Language
8 T8 Female 8 Foreign Language
9 T9 Male 17 Science
10 T10 Female 28 Classroom Teacher
11 T11 Female 9 Classroom Teacher
12 T12 Female 13 Math
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13 T13 Male 16 History

14 T14 Female 18 Literature

15 T15 Male 5 Physical Education
16 T16 Female 5 Religion

17 T17 Male 12 Religion

18 T18 Female 24 Foreign Language
19 T19 Female 3 Literature

20 T20 Female 6 Classroom Teacher

As can be seen in Table 1, there were 11 female and nine male participants.
Five of the participants have 1-5 years, four 6-10 years, five 11-15 years, and six
16 years or more seniority. In the research, the principle of the confidentiality
of the private and corporate identities of the participants was adhered and no
information reflecting their identities was given. Instead, each participant was
given a nickname.

Data Collection

The most commonly used data collection tool in phenomenological researc-
hes is the interview (Yildirim & Simsek, 2018). In this study, the data were col-
lected through semi-structured interviews as they allowed the subject to expand
and to create new titles about the subject with different questions throughout
the conversation (Merriam, 2015). While preparing the semi-structured intervi-
ew questions, the related literature was scanned, and interviews were conducted
with three school principals and six teachers working at primary, middle and high
school levels. The questions in the interview form are open-ended questions. In
line with the data obtained, semi-structured interview questions were prepared
by the researchers and examined by a faculty member specialized in ethical le-
adership. There are six questions in the semi-structured interview form. The
interviews were held at the schools, where the teachers worked, during their free
hours. All interviews were audio-recorded. The interviews lasted for 30-40 minu-
tes. The audio recordings were transformed into written format by the researc-
hers and the participants were asked to check the interview recordings; because,
as Guba (1981) states, participant check is the most important criterion used in
ensuring credibility.

Data Analysis

Data collected through interviews were analyzed by using content analysis
technique. Content analysis is a coding process and is done to convert raw data
into standard formats (Hsieh & Shannon, 2005). In order to increase credibility
in the analysis of the data, researcher triangulation was used. In this direction, the
two researchers worked separately by creating two independent groups in coding
and creating themes from data previously converted into written form. Apart from
a researcher, there is an academician and an experienced teacher in each group.
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After the groups created their own codes and themes, they came together and
made comparisons, and the perceptions and comments of the two groups were
compared. A consensus has been tried to be reached at a common point for the
codes and themes created in different formats by the groups (Hsieh & Shannon,
2005). Moreover, it is an important credibility criterion for researchers to hold
frequent sessions while creating codes and themes. This is because the people at-
tending the meeting can transfer their experiences and perceptions to each other
through discussions. In this process, the help of two field experts was received in
order to ensure that the comments of the researchers were reflected in a fair and
balanced manner by using the peer supervision technique (Arastaman, Oztiirk
Fidan & Fidan, 2018). At this point, Lam and Hung (2013) state that researchers’
listening to the criticisms of other people will make them realize the points where
they are biased and privileged. Finally, Miles and Huberman’s (1994) inter-coder
agreement technique was used and agreement was found to be 88%.

Findings

The findings are presented in accordance with the themes derived from the
research questions. These are listed as characteristics of ethical and unethical
leaders, factors leading to the emergence of ethical leaders and factors leading
to the emergence of unethical leaders.

Characteristics of Ethical and Unethical Leaders

The participants were directed the questions “How do you describe ethical
leadership? What comes to your mind when you say ethical leader?” and “When
you think about the administrators you work with, what might be the most unet-
hical leadership behaviors you encounter? Please explain with examples?” and
the answers were gathered under the theme of “Characteristics of Ethical and
Unethical Leaders”. Sub-themes and frequencies related to this theme are pre-
sented in Figure 1.
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p

He / She...

- Keeps an equal distance to
everyone (20)

- Reflects ethics in his/her
behavior (18)

- Applies what he/she says (17)
- Treats with justice (14)

- Acts in a people-oriented way
(14)

- Communicates positively (14)
- Behaves consistently (12)

- Is tolerant (11)

- Does not act on personal

Ethical and Unethical Leadership

M

Who is an Ethical Leader? (f) .\

Who is an Unethical Leader? N

He / She...

- Discriminates (20)

- Engages in favoritism (20)

- Acts arbitrarily (16)

- Does mobbing/threatens (16)
- Engages in ill-treatment (16)
- Sees the school as a place of
business (12)

- Uses violence (8)

- Performs or requests illegal
transactions (8)

- Unfairly raises the student's

ambitions (7) grade or asks for it to be raised (8)
- Does not confuse his/her world ¥ R"'Fe‘.‘"es donation without a
view with his/her work (6) receipt (5)

- Minds his/her work rather than

o) N #

Figure 1. Characteristics of ethical and unethical leaders

When Figure 1 is analyzed, it is seen that the most important features that
the participants see in an ethical leader were keeping an equal distance to ever-
yone, reflecting the ethical principles to his/her behaviors and applying what he/
she says. Regarding the characteristics that should be in an ethical leader, “T4”
said “no teacher should feel discriminated against” while T6 said “should be a role
model for teachers with his/her behaviors. The more ethical he/she behaves, the more
ethical the teachers under his/her command will behave”. Participants also stated
that an ethical leader should have a fair, consistent, tolerant, people-oriented
personality with strong communication skills. He/she also should not act with
personal ambitions and confuse his/her world view with his/her work. About this
subject, “T9” said “should be fair to teachers, students, all employees and stakehol-
ders”, “T10” said “should approach different views with tolerance”, and “T15” said
“should communicate with each individual one-to-one”.

As seen in Figure 1, it is understood from the participants’ opinions that
unethical leaders engage in relatively more unethical behaviors in human relati-
ons, such as discrimination, mobbing, arbitrariness and ill-treatment that might
cause unrest among employees. It can be stated that the unethical leader beha-
vior that teachers were most disturbed about was the abuse of his/her position in
human relations. Behaving unethically for economic reasons can be said to be the
second most important feature of the unethical leader. However, it is possible to
argue that the unethical behaviors related to interpersonal communication were
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emphasized more than the behaviors carried out for economic reasons. Besides,
unethical leaders not only perform unethical behaviors but also encourage teac-
hers to act unethically on issues such as violating legislation and raising student
grades. Examples of the opinions on the theme are as follows:

“No warning to one of the two teachers making the same mistake, while
constantly disturbing the other... Getting obsessed with one teacher and
opening an investigation unfairly...” T3

Acting arbitrarily. I left because we had an ethical conflict with our principal
in my last school. As a teacher, I do not find it ethical to collect money from
students. For this reason, I had a conflict with our principal. He/she was of-
fending me in front of other teachers saying ‘that teacher collected that amo-
unt whereas you haven’t’. So he/she started to pressure me in other matters.
Like commanding as ‘Bring me that file!’ or ‘Bring me this document!’... He/
she had the mindset that if I can use the teacher, I like him/her; if I can’t then
I will make the school unbearable for him/her.” T7

“Those who see the school as a place of business and create select classes.
Students of high-income parents were gathered in select classes for money.”
Ti4

“School principals make a score about the teachers. Based on their personal
closeness or hometown relations, they were scoring some people high and
some people low.” T19

Factors Leading to the Emergence of Ethical Leaders

Participants were asked “What may the factors that encourage the administ-
rators you work with in your professional life to exhibit ethical leadership beha-
viors be? Please explain with examples?” and the answers were gathered under
the theme of factors that led to the emergence of ethical leaders. Sub-themes and
frequencies related to this theme are presented in Figure 2.
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Situational Factors (f) 1\

Individual Factors (f) 1\
1.Personal Characteristics

- Conscientiousness (12)

- Openness to experience (6)

- Agreeableness (4)

2. Moral Judgment

- Personal values/principles (18)
- Inner conscience of a person
(16)

- Education in the family (15)

- Professional experience (12)

1. School's Ethical Context

- Ethical climate (8)

-School workers with an ethical
culture (8)

2. Social Environment

- Fear of getting complaint (12)
- Ethical stance of the
environment (10)

- Merit (14) - Community pressure (10)
- Education (10) - Education level of the parents
3. Locus of Control “4)

- Having internal locus of control

O AN J

Figure 2. Factors leading to the emergence of ethical leaders

When the findings presented in Figure 2 are examined, individual factors,
such as the personal characteristics of principals, their moral judgments shaped
by the effects of their past experiences and the education they received, as well as
their locus of control were effective in their ethical leadership behaviors. It was
determined that the most influential factor in the principal’s ethical leadership
behavior was the level of moral judgment. It can also be said that the ethical con-
text of the school as well as the impact of the social environment contributed to
the emergence of ethical leaders. Moreover, among the situational factors, it was
observed that there were no findings regarding the pressures arising from the ins-
titutional environment of schools, such as legal regulations about ethics. Some of
the participants’ opinions on the theme of the factors leading to the emergence
of ethical leaders are given below.

“His/her personality pushes him/her to act ethically. He/she grew up in a
good culture and this is effective in his/her ethical leadership behavior. His/
her professional and life experiences are very good. He/she learned how to
behave ethically by working in different schools. He/she served as an admi-
nistrator for a long time and came to this position deservingly.” TS

“Sense of responsibility pushes to act ethically. But, this is an internal ele-
ment. Authority, colleagues and parents are pushing the school principal not
to act ethically, but on the contrary, to act unethically. The school principal
takes shape according to the way society is” T9

“I don’t think people act ethically to maintain their dignity. They can act
ethically with fear of getting complaints. They are afraid that parents will
complain to BIMER or CIMER. While some act ethically although there is
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no pressure, others tend to remain unethical despite the pressure of indivi-
duals and groups around them. So that complaint centers BIMER, CIMER
won'’t give them headache. Because they are afraid of the parents’ compla-
ints.” T17

Factors Leading to the Emergence of Unethical Leaders

Participants were asked “What may the factors that cause administrators
to exhibit such unethical behavior be? Please explain with examples?” and the
answers were gathered under the theme of “Factors Leading to the Emergence
of Unethical Leaders”. Sub-themes and frequencies related to this theme are
presented in Figure 3.

Individual Factors () ]\ Situational Factors (f) N
[ 1. Personal Characteristics

- Perspective on life, values (18)

- Unsettled personality (18)

- Not being open to innovation 1. Ethical Context of the School
and change (8) - Unethical climate (18)

-Ego (6) - Efforts to meet the financial
2. Motivation needs of the school (18)

- Ambition to gain power (14) - A desire to protect colleagues
- Ambition to make a circle (14

- Expectation of financial - Colleague pressures (12)
advantage (14) - For those he/she can't refuse
3. Machiavellism (10)

- Desire to protect the seat (20) - To avoid conflict (8)

- To avoid paying the price (16) - Not being inspected (8)

- Desire to protect interests (16) - System feeding unethical

- Desire to build a team (16) leadership (6)
4. Moral Judgment 2. Social Environment

- Finding it moral to be with the - The structure of society (12)
strong (12) - Pressures from superior

- Not having merit (18) authorities (12)
5. Avoiding to Implement Moral - Parental pressures (8)

Values

- To ensure discipline (10)

\-Eecause it is convenient (9) / \ /

Figure 3. Factors leading to the emergence of unethical leaders

Based on the findings in Figure 3, it can be argued that individual reasons
play an important role in the employees’ orientation towards unethical leaders-
hip, but on the other hand, the school and the environment also constitute a
suitable ground for the emergence of the unethical leader. In other words, it can
be said that individual and situational factors feed each other in the emergence
of an unethical leader. Considering the public schools where the research was
conducted, it can be argued that schools could contain many features that might
lead to the emergence of unethical leaders rather than ethical leaders. Individual
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factors emphasized mostly by teachers are machiavellism, personality traits and
motivation. Accordingly, it can be said that unethical leaders do not have ethical
awareness, the basis of moral judgment process above all, and they use their cur-
rent positions to manipulate other employees in line with their personal goals.
Besides, the findings provided clues to the existence of an institutional environ-
ment supporting unethical leadership rather than ethical leadership. Some of the
participants’ opinions on the theme of the causes of unethical leader behavior
are given below.

“If the school has an ethical culture, the principal will inevitably act ethically
too. However, the environment is more suitable to act unethically. It is more
difficult to act ethically. He/she gets negative reaction when he/she acts et-
hically.” T1

“It is because of the way the leader is chosen. There used to be an exam befo-
re, and they would come deservingly. But now there is no merit, they can no
longer stand upright so that their superior won't give them harm because they
don’t want to lose their seats. Not wanting to lose their seats pushes them to
be unethical leaders.” T8

“The principal is acting unethical in order to build a team or to get a circle or
to keep his/her seat... He/she is acting unethical to avoid paying the price...
Superior authority, colleagues and parents are pushing the school principal
not to act ethically, but on the contrary, to act unethically.” T20

Discussion and Conclusion

Based on the findings, we argue that the most important characteristics par-
ticipants wanted to see in an ethical leader were keeping an equal distance to
everyone and reflecting ethics in his/her behaviors. They also stated that an ethi-
cal leader should have a fair, consistent, tolerant and people-oriented personality
who holds professional values more important than personal values. In the light
of these findings, it can be claimed that the participants defined administrators
with moral personality as ethical leaders. In a similar vein, Treviiio, Hartman and
Brown (2000) defined moral person as honest, trustworthy, friendly, caring about
human relations, fair, principled and consistent. Participants’ emphasis on con-
cepts, such as equality, consistency and fairness, when describing ethical leaders,
is a finding compatible with theoretical discussions and the results of empirical
studies in the literature, especially on organizational justice. For instance, Cro-
panzano, Rupp, Mohler and Schminke (2001) state that earnings in return for
losses, the nature of inter-personal relations, and moral principles emphasizing
compliance with ethical standards are closely related to employees’ perceptions
of organizational justice. Similarly, McCain, Tsai and Bellino (2010) concluded
that as employees’ perception of organizational justice strengthens, they are
more likely to exhibit ethical behaviors.
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However, not only being an ethical role model, but also encouraging fol-
lowers to act ethically are mentioned among the basic components of ethical
leadership (Brown et al., 2005). This is because ethical leaders do not only adopt
ethical values and reflect them on their personal behaviors, but also turn the-
se values into an integral part of decision-making and management processes
(Oguz, 2011; Eisenbeill & Brodbeck, 2014). In this way, they have the opportu-
nity to set ethical behavior standards in their organizations and use reward and
punishment systems when necessary to institutionalize these standards (Trevino
et al., 2003). It can be said that the participants’ conceptualizing ethical leaders-
hip in a personality-based way is due to the fact that “moral person” characteris-
tics are more common in the school environment compared to “moral manager”
characteristics and the institutionalization process of ethics in schools has not
been completed yet (Popoola et al., 2017; Ko¢ & Fidan, 2020). In other words,
even though managers have moral personality, they may be deprived of the sup-
port of environmental factors necessary to turn ethical values into an integral
part of managerial decisions and practices. At this point, Carlson and Perrewe
(1995) state that transformational leaders can shape organizational cultures in
accordance with ethical values, while ethical culture can support ethical behavi-
ors and enable the emergence of ethical leaders.

Similarly, findings of this study imply that ethical leaders emerged as a result
of the interaction of individual factors, such as personality, internal locus of control
and moral judgments developed through past experiences and trainings, with the
internal and external environments of schools. These findings are predominantly
consistent with the relevant study results in the literature (Trevino, 1986; Brown et
al., 2005; Brown & Trevino, 2006; Kalshoven et al., 2011). However, the environ-
mental factors, such as legal regulations, were not mentioned among the factors
leading to the emergence of ethical leaders. In the absence of a strong institutional
environment that supports ethics, administrators may face difficulties where their
commitment to ethical values in their relations with organizational stakeholders is
continually tested (Fisher, Fried, Goodman & Germano, 2009). The need to meet
the demands of stakeholders with different expectations and values by using scarce
resources may lead administrators to struggle between right and wrong (Kaptein,
1998). What is more, even if there is a consensus on ethical issues among internal
stakeholders, this consensus may not always comply with the value system of the
society in which the organization operates and the expectations of external stake-
holders (Trevifo et al., 2006). In other words, the emergence of ethical leaders, in
the absence of a strong institutional environment that supports ethics, depends on
the overlap of the values of internal stakeholders, which are generally provided
through informal means, and the overlapping values should not always be expec-
ted to be compatible with social values and norms (Hill, 2017). Accordingly, we
argue that the emergence of ethical leadership in schools might be possible under
coincidental conditions where appropriate individual and situational factors come
together, since institutional pressures specific to public organizations, such as legal
regulations, that can feed ethical leadership are not always felt strongly in schools.
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This issue can also transform unethical employee behaviors and reactions
to such misconducts into a subject of organizational politics rather than profes-
sional ethics or universal moral principles (Cohen, 2016). For example, partici-
pants defined unethical leadership in schools as leaders who display illegal and
amoral behaviors, such as discrimination, mobbing, arbitrary treatment, accepting
undocumented donation, and violence, and who put their educational duties in the
background because of their tendency to see the school as a place of business and
who encourage school employees to act unethically on issues, such as violating le-
gislation and raising student grades. This definition largely overlaps with Brown
and Mitchell’s (2010) conception of unethical leaders. In addition, participant
teachers argued that administrators performed unethical leadership behaviors
in peer relationships more frequently compared to economic issues. This may be
due to unethical leaders’ not having enough humanitarian competencies. At this
point, Aydin (1998) states that humanitarian competencies include issues, such
as communication skills and their effective use, planned work, teamwork, moti-
vating and rewarding employees, and collaborating. Another remarkable cha-
racteristic of unethical leaders is that they encourage unethical behaviors among
employees and lead the unethicality to become a value in an institution’s culture.
Unethical leaders, who do not have ethical awareness, can use their current po-
sitions to manipulate other employees in line with their personal goals (Brown
& Trevino, 2006). School administrators, who have turned into unethical leaders,
may cause the institutionalization of unethicality in their schools (Trevifo et al.,
2006), since unethical leaders are considered among the most powerful means of
the institutionalization of unethicality (Brown & Trevifio, 2006).

Furthermore, research on unethical leader behaviors indicates that unethi-
cal leadership emerges when coercive pressures, such as legal regulations on et-
hics, and normative pressures, such as moral values, are not influential enough in
organizational settings (Brown & Trevino, 2006; Cohen, 2016). In a similar way,
participants mostly viewed unethical leaders as people who welcome unethical
actions and act with the ambition of gaining power, establishing social networks
and gaining financial advantages. These leaders are also the machiavellists who
do whatever it takes to protect their positions and interests (Belschak, Muham-
mad & Den Hartog, 2018). Thanks to their high level of self-monitoring skills,
they can shape their moral judgments when they think it is necessary according to
the power relations in the school and they can avoid applying ethical rules when
it suits their book (Hogue et al., 2013). Individual characteristics and behaviors
leading to the emergence of unethicality tend to institutionalize when they do not
encounter any obstacles or are supported by the organizational environment; be-
cause the institutionalization of unethicality occurs by repeating unethical beha-
viors over time and turning them into routine actions (Gino & Bazerman, 2009).
As stated by the participants, when school administrators with such individual
characteristics interact with a school context, where an unethical climate and in-
formal relationships prevail, and a social environment, where unethicality is wel-
comed, they turn into unethical leaders. We argue that the findings of this study
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were in line with the results of the previous research in the literature (Eisenbeif3
& Giessner, 2012; Trevifio, 1986).

Theoretical and Practical Implications

This study contributes to the literature of educational administration, as it
revealed current conceptualizations about ethical and unethical leadership. First
of all, it was revealed that the participants put more emphasis on “moral person”
component of ethical leadership than moral manager component. Furthermore,
it was determined how the participants defined unethical school leadership and
it was seen to overlap with other conceptualizations in the literature apart from
educational issues. In addition, it was revealed that the classifications in the lite-
rature regarding the factors leading to ethical and unethical leadership could be
used in educational organizations.

Another contribution to the literature was to reveal that school stakeholders
had an important weight, rather than legal regulations on ethics and organizati-
onal culture, among the factors affecting the emergence of ethical and unethical
leaders. This indicates that, in addition to the social learning theory (Brown et
al., 2005) which is frequently used in ethical leadership studies, stakeholder the-
ory should continue to be used in future studies to determine whether different
stakeholder groups in schools have different ethical and unethical leadership
prototypes; and if so, to determine about which leadership characteristics they
have differences. This is because, in conditions when the institutional environ-
ment elements related to ethics are not felt sufficiently (Gino & Bazerman, 2009)
or when the extremely rigid institutional environment causes ethical blindness by
putting the behaviors of the individuals into certain patterns (Palazzo, Krings &
Hoffrage, 2012), the consensus among the stakeholders becomes the key criteri-
on in ethical issues (Hill, 2017). Also, in such cases, stakeholder groups find the
decisions of leaders, who are compatible with their prototypes, on ethical issues
more reliable (Kalshoven & Hartog, 2009).

In addition, it was seen that unethical conducts that school administrators
exhibited in communicating with employees were the most disturbing unethical
leadership behaviors for teachers. Therefore, organizational communication theo-
ries should also be employed in ethical and unethical leadership studies. Building,
maintaining and changing ethics within an organization belongs to the field of or-
ganizational communication (Seeger, 2001), since employees generally show sen-
sitivity about interpersonal communication and decision making processes while
organizational procedures are executed. Furthermore, people usually have norma-
tive expectations, such as accuracy and respect, in communication (Dogan, 2002).
In other words, members of an organization expect decision-makers to properly
follow the rules regarding the implementation of the procedures and to be infor-
med accurately and adequately about organizational operations (Li, Cropanzano
& Molina, 2015). Similarly, Jensen (2003) states that the reactions of individuals
to others are grounded on understanding what others’ actions or words mean thro-
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ugh organizational communication. Therefore, theory development in ethical and
unethical leadership should take the effect of communication into consideration.

In addition to moral person characteristics, there are individual and organi-
zational strategies that can be applied for school administrators to achieve moral
manager characteristics of ethical leadership. First of all, it may be recommen-
ded to give school administrators trainings about the behaviors that constitute
ethical and unethical leadership. Moreover, designing these trainings to cover
the management of informal groups, effective communication and courtesy may
increase the effectiveness of the trainings due to the determining roles of stake-
holders on ethical climates of schools.

Furthermore, organizational-level strategies are required to save ethical lea-
dership from being an accidental feature arising from interpersonal relationships.
In order to make ethical values and related legal regulations visible in schools and
turn them into a part of school cultures, it may be recommended to use formal
structures, such as mission and vision statements, school-level ethical contracts,
reward and punishment system, in-school guidelines and boards. Designing these
structures to prevent unethical behaviors and reinforce ethical behaviors can cre-
ate an appropriate environment for the emergence of ethical leaders by enabling
the institutionalization of ethics. Moreover, highlighting ethical role models and
emphasizing ethical values as a part of daily discourse can strengthen the institu-
tionalization process by facilitating the internalization of ethics.

Limitations and Further Research Implications

This study was conducted with a small group of teachers working in public
schools in Cekmekdy district in Istanbul. Therefore, it should be known that its
results may not be generalized to larger samples. This is because the results of the
studies to be conducted with teacher groups residing in different settlements or
with large samples may be different. It may be suggested that further research on
ethical or unethical leadership characteristics of school administrators in the fu-
ture should be conducted with quantitative research methods with larger samples.

In future studies, individual and situational factors that lead school admi-
nistrators towards unethical leadership can be further investigated. The issue of
how moral person and moral manager characteristics of administrators affect
each other can also be elaborated. In this study, it was found that, in addition to
individual factors, situational factors might also be effective in school administ-
rators’ inclination to unethical leadership. Thus, it can be suggested to conduct
studies investigating the relationship between the institutionalization level of et-
hics in schools and the ethical or unethical leadership characteristics of school
administrators. In addition, in this study, it was determined that the internal and
external social environments of schools might play a role in school administra-
tors” exhibiting ethical or unethical leadership behaviors. Therefore, it may be
suggested to focus more on ethical and unethical leadership studies based on
stakeholder theory in future.
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Etik davranisin tesvik edilmesinde liderler 6nemli roller iistlenmektedir.
Liderler ulasilacak hedefler ile bu hedeflere ulasmak igin gerekli olan davranis-
lar1 belirleyebilirler. Stratejilerin belirlenmesi, performans degerlendirmeleri ve
kaynaklarin dagitimi gibi araglar vasitasiyla ¢alisanlar1 dogrudan etkileyen karar-
lar alabilirler (Brown ve Trevifio, 2006). Liderlerin tesvik ettigi eylemler, onlarin
hangi degerlere 6nem verdikleri hakkinda calisanlara acik mesajlar iletmektedir.
Calisanlar da vaat edilen Odiillere ulagsmak icin liderlerin 6zendirdikleri davra-
niglar1 sergileme egilimindedir. Bu nedenle, etik sorunlarla karsilastiklarinda
calisanlarin 6ncelikle liderlerin rehberligine bagvurmasi olagan bir durumdur
(Trevino, 1986). Benzer sekilde, calisanlarin, liderlerinin etik degerlerine uyum
sagladigini ileri siiren arastirmacilar mevcuttur (6r.: Schminke, Wells, Peyrefitte
ve Sebora, 2002; Schminke, Ambrose ve Neubaum, 2005; Weaver, Trevino ve
Agle, 2005). Ornegin, etik degerlere duyarl liderler orgiitlerinde etik iklim olus-
turarak ¢alisanlarin etik bilince sahip olmalarini ve daha az etik ikilem yagamala-

rint saglarken, etik disi lider davranislar: tam tersi bir etkiye sahiptir (Schminke
vd., 2005).

Benzer sekilde, okullar, liderlerin yonetim sekillerini yansitan kendilerine
Ozgi etik cevrelere sahiptir; fakat bu cevreler genellikle istikrarh degildir. Zira
okullar yalnizca fiziki yapilardan, yontem ve tekniklerden, standart dlgme ve de-
gerlendirme araclarindan ibaret degildir (Blase, 2000). Toplumsal farkliliklar,
celigkiler ve catigmalar okul cevresine sizarak onu gevsek yapili politik sisteme
doniistirmektedir. Ogretmenler, yoneticiler, 6grenci velileri ve egitim biirokra-
sisi gibi paydaslar kanunlar, standartlar, politikalar ve ilkeler tarafindan diizenle-
nen karmasik bir cevrede rollerini oynamaktadir (Ball, 2012). Okullar karmagik
orgiitlere donustiikce farkl degerlere sahip paydas gruplarmin belirli bir amac
dogrultusunda yonlendirilmeleri de giiclesmektedir (Maxcy, 2008). Bu noktada,
farkli hedeflere ve deger yargilarina sahip gruplari belirli hedeflere yonlendire-
bilen ve aralarindaki anlagsmazliklar giderebilecek uzlasma mekanizmalari olus-
turabilen etik liderlere gereksinim duyulmaktadir; zira etik liderler davranislari
ve yonetim stilleriyle okul paydaslarinin eylemlerini sekillendirebilen etik iklimin
olusmasina katki saglayabilmektedir (Begley, Begley ve Stefkovich, 2007). Alan-
yazindaki ampirik ¢aligmalar da bu hususu desteklemektedir (Carlson ve Perre-
we, 1995; Schminke vd., 2005).

Gorildiigi tzere, liderler orgiitlerinin etik iklimini olusturmada 6nemli
etkilere sahiptir. Bu nedenle, alanyazindaki calismalar agirlikli olarak, etik bir
lider olmak icin yOneticilerin neler yapmalar1 gerektigine odaklanmistir. Betim-
leyici calismalar ise daha cok ¢alisanlarin etik lider davraniglariyla ilgili onceden
belirlenmis standartlar1 ne diizeyde karsiladiklariyla ilgilidir (Brown ve Trevifo,
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2006). Bu nedenle, etik ve etik digt liderlikle ilgili mevcut durumu betimleme
amagch calismalarin yapilmasi 6gretmenlerin etik ve etik dist liderligi nasil tanim-
ladiklar1 ve bu liderlerin etkilerini nasil deneyimlediklerini gozler 6niine sere-
bilir. Bu tiir calismalar ayn1 zamanda etik ve etik digt liderligin okullarda ortaya
¢ikmasinda etkili olan etkenlerin neler olduguna iligkin ipuglar: sunabilir.

Etik Liderlik

Etik liderlik kavramini ahlaki kisi ve ahlaki yonetici boyutlar1 altinda tartis-
mak mimkiindiir (Trevifio, Hartman ve Brown, 2000). Ahlaki kisi; etik liderin
birey olarak sahip oldugu niteliklerle ilgilidir. Eylemlerinde ve kisilerarasr iligki-
lerinde ahlaki degerleri gozetirler (Brown, Treviiio ve Harrison, 2005). Giiglii ah-
laki kisilige sahip bireyler diiriist ve giivenilir insanlardir. Diger insanlarin ne du-
rumda olduklariyla ilgilenirler ve cana yakin insanlar olarak taninirlar. Calisanlar
bu 6zelliklere sahip bireylere sorunlarini agmakta isteklidir; zira karsilarindaki
insanin kendilerini dinleyecegini bilirler. Ahlaki kisiler adil ve ilkeli olmakla ta-
ninirlar. Son olarak bu kisiler hem 6zel hem de is yasamlarinda tutarl bir sekilde
ayn1 ahlaki davraniglari sergiler (Trevino vd., 2000).

Ahlaki yonetici ise bireyin liderlik konumu geregi sahip oldugu araglari or-
giitte etik davraniglari tesvik etmek i¢in nasil kullandig ile ilgilidir. Giiclii ahlaki
yoneticiler kendilerini rol model olarak goriirler. Davranislariyla etik kurallari
orgiitlerinde gOriniir kilarlar. Etik davranisg standartlarini belirler ve ¢aliganlara
duyurulmasini saglarlar (Kaptein, 2019). Etik degerleri kurumsallastirmak icin
gerektigi durumlarda 6diil ve cezayi kullanirlar. Bagka bir ifadeyle, etik liderler
etik standartlar belirler, etik eylemleri ddiillendirir ve standartlara uymayanlari
disipline etmek i¢in yaptirim uygularlar. Aldiklar1 kararlarin sonuclarimin etik
degerlere uygunlugunu gz 6niinde bulundururlar ve 6rgiit paydaglari tarafindan
gdzlemlenebilen ve taklit edilen adil segimler yaparlar. Ozetle, ahlaki liderlerin
konustuklar ile yaptiklart arasinda bir uyum vardir. Ahlaki standartlari karsila-
mak i¢in Oncelikle kendi davraniglarina ceki diizen verirler (Trevifio, Brown ve
Hartman, 2003).

Bu tartismalarin 1s18inda etik liderligi; “kisisel eylemlerde ve kisilerarasi iligki-
lerde ahlaki acidan kabul edilebilir bir bicimde davranis sergilemek ve bu tiir davra-
nislarin iki yonlii iletisim, pekistirme ve karar verme stirecleri yoluyla orgiit paydaslar
tarafindan sergilenmesini tesvik etmek” seklinde tanimlamak miimkiindiir (Brown
vd., 2005). Etik liderligin calisanlar iizerinde olumlu etkileri oldugu sonucuna
ulagsan arastirmacilar bulunmaktadir (Madenoglu, Uysal, Sarier ve Banoglu,
2014; Ugurlu ve Ustiiner, 2011; Schminke vd., 2002). Etik liderler galisanlarin
is doyumlarini, adanmighklariny, iletigsim istekliliklerini ve yapict katkida bulun-
ma istekliliklerini artirmaktadir. Etik liderlik, bireysel etkilerin yaninda orgiitsel
diizeyde de dnemli olumlu etkilere sahiptir. Etik liderlik orgiitsel vatandaslik ve
giiven ile olumlu yonde iligkiye sahiptir (Brown ve Mitchell, 2010).
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Etik Dis1 Liderlik

Etik digt liderlik, daha ¢ok oOrgiitlerin karanhk yonleriyle ilgili arastirmalar
sonucunda ortaya cikmig bir kavramdir (Skarlicki ve Folger, 1997; Tepper, 2000;
Dufty, Ganster ve Pagon, 2002; Tepper, Duffy, Henle ve Lambert, 2006). Zira
orgiitler etik degerlerin tamamen hakim oldugu cevreler degil, cok farkli sayida
ve cesitlilikteki gruplarin kit kaynaklara ulagsmak icin rekabet ettikleri mikropo-
litik gevrelerdir (Ball, 2012). Etik konusunda farkli anlayislara sahip olan veya
etik kurallar hakkinda bir uzlagma olsa dahi kurallar1 benimsememis ¢aliganlara
siklikla rastlamak miimkiindiir. Bu nedenle saldirganlik, orgiitiin isleyisini biling-
li olarak aksatma, 6¢ alma ve bagkalarinin arkasindan is cevirme gibi etik dis1
davraniglar nadir vakalar degildir. Bu tiir davranislarla ilgili caligmalar genellikle
calisanlara odaklanmustir; ancak liderlerin de bu tiir davraniglar sergiledikleri-
ni veya provoke ettiklerini gosteren arastirmalar bulunmaktadir (Tepper, Moss,
Lockhart ve Carr, 2007).

Liderlikle ilgili calismalar yikici lider davraniglarinin tiimiinii etik dis1 olarak
tanimlamamaktadir (Brown ve Mitchell, 2010; Eisenbeil3 ve Brodbeck, 2014; Re-
sickvd., 2011). Zira etik dis1 davranislar yasadisi ve/veya toplumun ahlaki degerle-
rine uygun olmayan davraniglari ifade etmektedir. Orgiitlerin karanlik yonleriyle
ilgili aragtirmalar istismarci yonetim, toksik liderlik ve tiranlik gibi bazi kavram-
lar1 kapsamaktadir, ancak etik dig1 liderligi tam olarak kapsayamamaktadir (Liu,
Liao ve Loi, 2012). Sayilan liderlik veya davranis tiirleri de etik dis1 sayilabilir;
fakat etik disi liderlik, liderlerin kendi davraniglarinin da 6tesine uzanmaktadir.
Orgiitsel hedeflere ulasabilmek icin bazi durumlarda liderler etik dis1 eylemleri
tesvik edebilmektedir. Ozellikle biiyiik ticari orgiitlerde yapilan arastirmalarda
etik dis1 eylemlerin cogunlukla iist diizey yoneticilerin bilgisi dahilinde gergek-
lestigi gortilmustiir. Bagka bir ifadeyle, liderler kendileri etik dis1 eylemlerde bu-
lunmadiklart halde bu tiir eylemleri odiillendirme, gormezden gelme veya hos
gorme yoluyla tesvik etmektedir. Bu sekilde calisanlarin etik dist davraniglarin-
dan faydalanmaya calismaktadirlar (Brown vd., 2005). Ornegin liderler orgiitsel
hedeflerin 6nemini abartabilirler ve bu hedeflere ulagma konularinda paydas-
lara agir1 sorumluluk yiikleyebilirler. Bu sekilde etik disiligi mesrulastirabilirler
ve paydaslarin etik dist eylemlere girismelerini tegvik edebilirler. Zira yapilan
arastirmalar liderlerin genellikle diger calisanlara gore Orgiitsel hedeflere daha
fazla 6nem atfettiklerini ve etik dist eylemlere girisme konusunda daha yiiksek
ozgilivene sahip olduklarini géstermektedir (Hoyt, Price ve Poatsy, 2013).

Sonuc olarak, etik dis1 liderlik; “érgiit liderlerinin yasadisi ve/veya ahlaki de-
gerlere aykir olarak davranislar sergilemeleri ve kararlar vermeleri, bunun yaninda
calisanlar arasmda etik dist davranisi 6zendiren siire¢ ve yapilart uygulamaya koy-
malart” seklinde tanimlanmaktadir (Brown ve Mitchell, 2010). Etik dis1 liderlik
calisanlar tizerinde 6nemli olumsuz etkilerde bulunmaktadir. Bu tiir liderlik cali-
sanlarda direng, psikolojik iyi olug diizeyinde azalma ve yasam doyumunda diisiis
gibi olumsuz etkilere yol acmaktadir. Bunun yaninda, etik dis1 liderlik orgiitlerin
genel isleyisini aksatabilmektedir. Artan ise devamsizlik, saglik harcamalarinda
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artig, verimlilik diizeyinde azalma ve tiretim maliyetlerinde yiikselme gibi olum-
suz etkiler orgiitlerin bilyiik mali kayiplar yasamalarina neden olmaktadir (Schil-
ling, 2009; Tepper vd., 2006).

Etik ve Etik Dis1 Liderligin Ortaya Cikmasi

Etik ve etik dis1 liderligin ortaya ¢ikmasini saglayan etkenler genellikle sos-
yal 6grenme kurami perspektifinden incelenmektedir. Zira liderlerin bireysel
ozellikleri ile ¢gevresel etkiler birlikte takipgilerin etik veya etik dist liderlik algila-
rin1 sekillendirebilmektedir. Bu etkenleri bireysel etkenler ve durumsal etkenler
basliklar altinda tartismak mimkiindiir. Bireysel etkenler kisilik ve motivasyon
gibi 0zelliklerle ilgiliyken durumsal etkenler rol modeller ve etik baglam gibi cev-
resel ozelliklerle ilgilidir (Brown ve Trevifio, 2006).

Bireysel Etkenler

Bireysel ozellikler etik veya etik dis1 liderligin ortaya ¢ikmasina yol acabi-
lirler. Brown ve Trevifio (2006) sosyal 6grenme kuramina dayali olarak kisilik
ozellikleri, motivasyon, Makyavelizm, ahlaki yarg: diizeyi, ahlaki degerlerin uy-
gulanma diizeyi, kontrol odag1 ve 6z-izleme gibi etkenlerin etik veya etik dis1
liderligin ortaya cikmasini sagladigini ileri stirmektedir.

Kisilik ozellikleri: Kisilik 6zellikleri liderligin ortaya ¢ikmasinda 6nemli bir
yere sahiptir. Ornegin bes faktor kisilik 6zellikleri olan yumusak baslilik, geligime
aciklik, disa doniikliik, sorumluluk ve duygusal tutarsizlik lider davraniglariyla ya-
kindan iligkilidir. Gelisime agiklik ve diga doniikliik liderlerin etkililigini olumlu
yonde etkilerken, sorumluluk ve disa doniikliik liderlerin ortaya ¢ikmasinda etki-
lidir (Kalshoven, Den Hartog ve De Hoogh, 2011). Yumusak baslilik ve duygusal
tutarsizlik ise liderlik davraniglari iizerinde genellikle zayif etkilere sahiptir. Bu-
nunla birlikte, etik liderlik s6z konusu oldugunda yumusak baglilik ve sorumluluk
olumlu yonde etkide bulunurken, duygusal tutarsizlik olumsuz bir etkiye sahiptir.
Zira yumugsak baslilik ve sorumluluk etik liderligin ortaya ¢ikmasi igin gerekli
olan isbirlikgi, 6z-denetimli ve giivenilir bir kisiligi ifade etmektedir. Ote yandan,
duygusal tutarsizlik korku, endise ve diismanligi kapsadigindan etik liderligin or-
taya ¢ikmasini engelleyebilmektedir (Walumbwa ve Schaubroeck, 2009).

Motivasyon: Motivasyon ile etik liderlik iliskisi McClelland’in (1987) moti-
vasyon kuramina dayali olarak betimlenebilir. McClelland’a gore (1987) bireyler
gli¢c kazanma ihtiyaci, basari ihtiyaci ve iligki kurma ihtiyaci seklinde siniflandi-
rilan ii¢ temel ihtiyacin etkisi altinda eylemde bulunmaktadir. Gii¢ kazanma ih-
tiyact olan bireyler diger insanlar1 etkileme amaci tasirlar. Basari ihtiyaci olan
bireyler bir isi daha once yapildigi halinden daha iyi bir sekilde yapmak isterler.
Iliski kurma ihtiyaci olan bireyler diger insanlarla olumlu iliskiler kurmak ister-
ler. Yiksek gii¢c kazanma ihtiyaci, orta diizeyde basari kazanma ihtiyaci ile diisiik
veya orta diizey iliski kurma ihtiyaci etkili bir liderlik igin gerekli goriilmektedir
(McClelland, 1987). Bunun yaninda elde ettikleri giicii kisisel hedefleri dogrul-
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tusunda kullanma egilimindeki bireyler ile diger insanlarin da yararma olacak
sekilde kisith bir sekilde kullanma egilimindeki bireyler arasinda da farkliliklar
bulunmaktadir. Giicii toplumun yararina olacak sekilde kullanma egilimindeki
bireyler genellikle daha etkili liderlik sergilemektedir (McClelland ve Boyatzis,
1982).

Makyavelizm: Kisilerarasi iliskilerde hile, aldatma ve firsat¢iligin kullanil-
masini ifade etmektedir. Etik liderlerin tersine makyavelist liderler kendi hedef-
lerine ulagmak icin diger insanlar1 manipiile etme egilimindedir. Insanlara cok
az giiven duyarlar ve karsiliginda digerleri tarafindan gilivenilmez bulunurlar.
Makyavelist egilimler genellikle etik dis1 liderlik, etik dis1 ve yasadigi eylemler
ile iligkili sonuclara yol agmaktadir. Makyavelistlerin kullandiklar1 zorlama ve
manipiilasyon gibi etki kaynaklari etik degerlere uygun olmadigindan onlari etik
dist liderlere dontstiirmektedir (Brown ve Trevino, 2006).

Ahlaki yargi: Ahlaki yargi bireylerin belirli durumlarda dogru veya yanlis
hakkindaki degerlendirme farkliliklarini ifade etmektedir. Bireylerin ahlaki yar-
gilara ulasmak icin kullandiklart akil ytrttme siirecleri arasindaki farkliliklar
aciklamak i¢in genellikle Kohlberg’in (Kohlberg ve Hersh, 1977) biligsel ahlaki
gelisim kurami kullanilmaktadir. Bu kurama gore gelenek 6ncesi evrede yer alan
bireyler dogru veya yanlisa iligkin yargilarini itaat ve ceza korkusu veya cikar ve
takas iligkileri yardimiyla olustururlar. Geleneksel evredeki bireylerin kararlarin-
da ise yakinlik hissedilen ve 6nem verilen kisiler, kurallar, normlar ve kanunlar
etkilidir. Gelenek sonrasi evredeki bireyler dogru veya yanlisa iliskin yargilarini
sekillendirirken, genellikle dig etkilerden bagimsiz bir sekilde i¢sel degerleri-
ne veya evrensel etik ilkelere gore hareket etmektedirler (Kohlberg ve Hersh,
1977). Liderler, ahlaki yarg: diizeyleri yiikseldikce kisilerarast iligkileri daha iyi
coziimleyebilmekte, sorunlara daha farkli acilardan yaklagabilmekte ve daha faz-
la sayida coziim segenegi iiretebilmektedirler. Baska bir ifadeyle, ahlaki yargi
duzeyi yiikseldikge, liderler kararlarinda etik ilkeleri ve diger insanlarin haklarini
daha fazla goz oniinde bulundurmaktadir. Tam tersi durumlarda ise liderlerin
etik dis1 davranis sergileme ihtimalleri yiikselmektedir (Turner, Barling, Epitro-
paki, Butcher ve Milner, 2002).

Ahlaki degerlerin uygulanma diizeyi: Ahlaki degerleri glinliikk yasamda uy-
gulamaya gecirebilen bireylerin ahlaki yargi ve etik liderlik diizeyleri arasinda
giiclii bir iliski bulunmaktadir. Buna gore bireyler yalnizca ahlaki yarg: diizeyleri-
ne gore farklilagmazlar; bunun yaninda giinliik kararlarinda ne denli etik ilkele-
rin etkisiyle hareket ettiklerine gore de farklilasabilirler. Yiiksek bir ahlaki yarg:
kapasitesine sahip olmak bir kisinin rol model olarak goriilmesi icin yeterli de-
gildir. Bu kapasitenin bireylerin eylemlerine yansimasi ve bdylece diger insanlar
tarafindan da gozlemlenmesi gerekmektedir (Brown ve Trevifio, 2006).

Kontrol odagi: Kontrol odag: bireylerin yasamlarindaki olaylar iizerinde-
ki sahip olduklar1 kontrole iliskin algidir. Icsel kontrol odagina sahip insanlar
yasamlar1 lizerinde daha fazla kontrol hissine sahipken, digsal kontrol odagina
sahip insanlar yasadiklar1 olaylar1 kadere veya diger giiclii insanlara baglama egi-
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limindedir. Igsel kontrol odagina sahip bireylerin daha etik davranmalari bek-
lenmektedir, zira davraniglart ile davraniglarinin sonuclar1 hakkindaki iligkiyi
kavrama yetenegine sahiptirler. Digsal kontrol odagi ise etik digt davranigla daha
yakindan iligkilidir (Trevifio, 1986).

Oz-izleme: Oz-izleme, bireylerin digerlerine karsi nezaketleri ve kendileri-
ni onlara nasil tanittiklariyla ilgilidir. Yiiksek diizeyde 0z-izleme becerisine sa-
hip bireyler toplumsal cevreye daha hizli uyum saglamak icin diger insanlarda
biraktiklari izlenimleri kolaylikla degistirebilirler (Hogue, Levashina ve Hang,
2013). Buna karsilik, disiik diizey 6z-izleme yetenegi daha diisiik uyum ve farkl
toplumsal cevrelerde ayni sekilde davranma egilimine yol agcmaktadir. Yiiksek
diizey 0z-izleme liderligin ortaya ¢ikmasini kolaylagtirmaktadir. Bununla birlik-
te, diisiik 0z-izlemeye sahip bireylerin etik lider olarak ortaya ¢ikmalari daha
olasidir. Zira yiiksek diizey 0z-izleme yalan sOyleme ve manipiilasyon gibi etik
dist davraniglarin sergilenme ihtimalini yiikseltmektedir (Bedeian ve Day, 2004).

Durumsal Etkenler

Durumsal etkenler, bireysel etkenlerle etkilesime girerek etik veya etik dist
liderligin ortaya ¢ikmasini saglamaktadir. Etik rol modeller, etik baglam ve kar-
silagilan sorunlarin ahlaki yogunlugu bu etkenler arasinda sayilmaktadir (Brown
ve Trevino, 2006; Eisenbeill ve Giessner, 2012).

Etik rol modeller: Yalnizca takipciler degil, liderler de rol modellerden ¢ok
sey Ogrenebilmektedir. Etik rol modellerin davraniglarini ve bu davraniglarin
sonuglarini gézlemleyerek rol model olan kisi ile 6zdeslesebilirler, onun ahla-
ki degerlerini ve tutumlarini icsellestirebilirler. Ustelik bu rol modelin bireyden
daha iist konumda yer almasina da gerek yoktur; es veya alt diizeydeki ¢alisanlar
dahi rol model olabilirler. Ge¢miste etik rol modele sahip bireylerin etik liderlik
ozelliklerine sahip olma ihtimalleri de yiikselmektedir (Eisenbeif3 ve Giessner,
2012). Dirtstliik, adaletlilik ve 6zenlilik gibi kisilik 6zellikleri ile etik standartlar
belirleyip digerlerini sorumlu kilma gibi davranislar etik rol modellerle iligskilen-
dirilen nitelikler arasinda yer almaktadir (Weaver vd., 2005).

Etik baglam: Etik veya etik dis1 liderligin ortaya ¢citkmasini saglayan bir diger
etken de Orgiitlin etik baglamidir. Etik baglam hakkindaki aragtirmalar genel-
likle etik kiiltiir veya etik iklime odaklanmigtir. Her iki kavram da Orgiitiin etik
tutum ve davraniglar1 destekleyen veya desteklemeyen ozelliklerine odaklanmig-
tir (Trevino, Weaver ve Reynolds, 2006). Etik kiiltiir, bireylerin ahlaki yargilar
ile etik/etik dis1 davraniglar1 arasindaki iligkiyi farklilagtirabilen orgiit kiltiirt
ogeleridir. Bagka bir ifadeyle, bir orgiitteki etik veya etik olmayan davraniglari
destekleyen liderlik, otorite yapilari, 6dil sistemleri, kurallar ve politikalar, karar
verme siirecleri, normlar ve ¢alisan davraniglari gibi formal ve informal davranig
kontrol sistemlerini kapsamaktadir (Trevifo, 1986). Etik iklim ise “etik icerige
sahip orgiitsel uygulama ve siireclere iliskin genel bir alg1” veya “bir orgiitte etik dav-
ramgin ne oldugunu belirleyen orgiit iklimi ogeleri” seklinde tanimlanabilir. Etik
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iklim giiclendikge yoneticilerin etik karar verme egilimleri de giliclenmekte, etik
dist davranis sergileme ihtimali azalmaktadir (Fritzsche, 2000).

Bununla birlikte, orgiitlerin kiltiirlerini ve iklimlerini etkileyen toplumsal
deger sistemlerini ve sektorel baskilar1 géz 6niinde bulundurmadan etik ve etik
dist liderligin ortaya ¢ikmasini agiklamak miimkiin degildir. Zira etik kurallar
hakkindaki toplumsal hassasiyet ile sorumluluk, adalet ve seffaflik hakkindaki
kiiltiirel degerler bireylerin Orgiit i¢i ve dist davraniglarina yon verebilmektedir.
Bunun yaninda, ¢evresel karmagiklik, orgiitiin gorevlerinin igerigi ve paydas c1-
karlar1 gibi sektorlere 6zgii 0zellikler Orgiit kiiltiirlerini sekillendirebilmektedir
(Eisenbeil} ve Giessner, 2012).

Sorunlarin ahlaki yogunlugu: Etik biling etik karar verme siirecinin ilk ba-
samagidir. Basgka bir ifadeyle, bir sorunun ahlaki nitelikleri fark edilmezse, ahlaki
yargi stireci de baglamaz. Bu hususta etkili olan etken ise karsilasilan sorunlarin
ahlaki yogunlugudur. Ahlaki yogunlugun iki boyutu bulunmaktadir: Sonuglarin
Onem diizeyi ve toplumsal uzlasma. Sonuglarin 6nem diizeyi sorunun yarataca-
&1 olas1 zararlar1 ve bu zararlarin etkileyebilecegi kisi sayisini ifade etmektedir.
Toplumsal uzlasma ise karsilagilan sorunla ilgili genel kabul gormiis giiclii etik
normlarin varligini ifade etmektedir (Brown ve Trevifo, 2006).

Etik sorunlarla ilgili karardan olumsuz etkilenen kisi sayist arttikca toplu-
mun genelinin dikkatini daha fazla ¢ekmektedir. Ayrica fiziksel zararlar eko-
nomik ve psikolojik zararlara gore daha fazla dikkat cekmektedir. Sonuclarin
onem diizeyi 0zellikle etik liderligin ortaya cikmasinda etkilidir, zira etik liderler
eylemlerinin diger insanlar tizerindeki olasi etkilerini géz 6niinde bulundurmak
zorundadirlar. Biiyiik bir zarar s6z konusu oldugunda, orgiit paydaslari karar ve-
ricilerin sorunlari nasil ¢ozdiiklerine daha fazla dikkat kesilmektedir (Singhapak-
di, Vitell ve Kraft, 1996).

Etik ve etik dig1 liderlik davraniglarina yol acan kararlarin, bireysel ve du-
rumsal etkenlerin etkilesimi neticesinde ortaya ¢ikan karmasik siireclerin iiriint
olduklarini séylemek miimkiindiir. Bu noktada, Jones (1991) sorunlarin ahlaki
yogunlugunun bireysel davranislari nasil sekillendirdigine iligkin bir karar modeli
gelistirmistir. Bu modele gore ahlaki sorunlarin teshis edilmesi, ahlaki yargilarin
olusturulmasi, ahlaki konularda niyet olusturulmasi ve eyleme ge¢cme veya gec-
meme yoniinde bir karara ulasilmasi stireclerinin geneli sorunlarin ahlaki yogun-
lugu ile grup dinamikleri, otorite ve sosyallesme gibi Orgiitsel etkenlerin etkisi
altinda sekillenmektedir (Jones, 1991).

Bunun yaninda, etik dist lider davranislariin ortaya cikmasini engellemek
icin etik karar verme stireci biiyiik 6nem tagimaktadir. Aydin (2012) etik karar
stirecinde ani bir karara varmadan once karsilasilan sorun hakkinda cok boyut-
lu bir sekilde diisiintilmesini 6nermektedir. Ardindan sorun ayrintili bir sekilde
teshis edilmeli ve sorun hakkinda yeterli ve gecerli bilgiler toplanmalidir. Ayri-
ca ulagilmak istenen sonuglarla ilgili secenekler tiretmek, sonuclarin ve bu so-
nuclara ulasmak icin girisilecek eylemlerin etik ilkelere uygunlugu konusunda
sorgulamalara olanak taniyabilmektedir. Kararin sonuclarini degerlendirirken
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girisilecek eylemlerin yasalligi, sonugtan etkilenenlerin olasi tepkileri ve eylem
kararini veren kisi iizerindeki olas: etkileri de g6z Oniinde bulundurulmalidir
(Aydn, 2012).

Secim asamasi etik karar verme siirecinin en 6nemli asamasini olusturmak-
tadir. Gerektiginde istisarelerde bulunmak, erdemli bir kiginin ayn1 durumda
nasil bir eylemde bulunacagini diistinmek ve verilecek karari insanlarin nasil
kargilayacagini sorgulamak karar verme asamasindaki etikle ilgili endiseleri ha-
fifletebilmektedir. Son olarak, bir karara ulasildiktan sonra da sonuclar hakkin-
da sorgulamalar yapmak ve gerektiginde diger karar seceneklerini uygulamaya
koymak Onerilmektedir; zira kararlar1 uygulamadan once sonuclari net olarak
ongoérmek miimkiin degildir (Aydin, 2012).

Bireyler biiyiik zararlara yol acabilecek sorunlarla karsilastiklari ve bu so-
runlari ahlaki acidan kabul edilebilir bir sekilde astiklar1 takdirde, cevreleri tara-
findan etik liderler olarak goriilmektedir (Brown ve Trevifio, 2006). Ote yandan
digerlerine biiyiik zararlar veren kararlar etik disi liderligin ortaya cikmasini sag-
layabilmektedir. Bununla birlikte, sorunlarin ahlaki yogunlugu, Jones™un (1991)
da belirttigi iizere, bireysel ve diger durumsal etkenlerle etkilesime girerek etik
veya etik disi liderlige yol acabilmektedir. Etik davranisi destekleyen durumsal
etkenlerin gii¢lii oldugu orgiitlerde calisan liderler etik sorunlara karsi daha ha-
zirlikli olabilmekte ve etik liderlik sergileyebilmektedir. Fakat etik dis1 veya zayif
etik 6zellikleri destekleyen durumsal etkenlerin egemen oldugu cevrelerde lider-
ler, etik liderlik sergilemekte zorlanabilmekte, hatta etik dist liderlige egilimli
olabilmektedir (O’Fallon ve Butterfield, 2005).

Goriildiigi tizere etik ve etik disi liderligin, icinde ortaya ¢iktiklar: baglam-
larla birlikte incelenmesi gerektigi sylenebilir. Bu tartigmalarin 151¢1nda, bu ¢a-
lismanin amaci 6gretmenlerin etik ve etik dist liderlige iligkin goriislerinin sap-
tanmasidir. Bu genel amag dogrultusunda su sorulara yanit aranacaktir:

1. Ogretmenler etik ve etik dist liderligi nasil tanimlamaktadir?
2. Okullarda etik liderligin ortaya ¢cikmasini saglayan etkenler nelerdir?
3. Okullarda etik disi liderligin ortaya ¢citkmasini saglayan etkenler nelerdir?

Yontem

Aragtirma deseni, ¢aligma grubu, veri toplama araci ve veri analizine iligkin
bilgiler bu baslik altinda sunulmustur. Bu arastirmada nitel aragtirma yontemi
kullanilarak, 6gretmenlerin okul miidiirlerinin etik ve etik dis1 liderlik davra-
niglarina iligkin alg1 ve deneyimlerinin nasil oldugu ilk elden ortaya konulmaya
calisilmistir. Bu sekilde fenomene iligkin yasanan deneyimlerin dziine ulagsmak
amaglanmistir (Balci, 2013).
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Arastirma Deseni

Bu arastirmada nitel arastirma modellerinden biri olan fenomenoloji kulla-
nilmistir. Fenomenoloji aragtirmacinin bir olgu ya da olaya iligkin deneyimlerin
derinlemesine incelemesine olanak veren bir aragtirma yontemidir (Yildirim ve
Simsek, 2018). Patton (2014) fenomenolojinin insanlarin deneyimlerini nasil an-
lamlandirdiklar tizerine odaklandigini belirtmektedir. Best ve Kahn (2017) ise
fenomenolojiyi var olan durumu aciklama, ya da degisimi ve gelisimi etkileyen
etkenler arasindaki yapiy1 derinlemesine irdeleyen ve analiz eden bir yaklagim
olarak tanimlamaktadirlar.

Arastirmada 6gretmenlerin okul miidiirlerinin etik ve etik dist liderlik
davraniglarina iligkin deneyimlerinin derinlemesine incelenebilmesi acisindan
fenomenolojinin, etkili bir arastirma modeli oldugu ifade edilebilir. Bireylerin
bir olay, durum veya kavramlari nasil deneyimledikleri ve bu deneyimlerden ha-
reketle calisilan kavramin i¢ ve dis iliskileri fenomenolojik arastirmalar yoluyla
anlagilmaya calisilir (Christensen, Johnson ve Turner, 2015). Fenomenoloji sa-
yesinde hakkinda ytizeysel bilgiye sahip oldugumuz fenomenleri derinlemesine
inceleme imkani elde ederiz (Creswell, 2012).

Calisma Grubu

Fenomenolojik calismalarda ¢aligma grubu, arastirmanin odaklandigi konu-
da tecriibeleri olan ve bu tecriibelerini yansitabilecek kisilerden olusturulmali-
dir (Creswell, 2012; Yildirim ve Simgek, 2018). Bu ¢alismada arastirma grubu
2019-2020 egitim dgretim yilinda Istanbul Cekmekdy Ilcesinde gorev yapmakta
olan 20 6gretmenden olugsmaktadir. Arastirmada amagh 6rnekleme tiirlerinden
maksimum cesitlilik 6rnekleme stratejisi kullanilmistir. Bunun igin farkli sosyo-
ekonomik cevrelere sahip ilkokul, ortaokul ve liselerde gorev yapmakta olan
ogretmenler calisma grubuna dahil edilmistir. Ayrica katilimcilarin farkli kidem
yillarindan ve cinsiyetten olmasina 6zen gosterilmistir. Katilimeilara iligkin de-
mografik bilgiler Tablo 1’de sunulmustur:

Tablo 1. )
Katilmcilann Demografik Ozellikleri

Sira No Rumuz Cinsiyet Mesleki Kidem Brans
1 o1 Erkek 12 Fen Bilgisi
2 02 Kadin 3 Simf Ogrt.
3 03 Erkek 4 Matematik
4 04 Erkek 18 Fizik
5 05 Erkek 13 Sosyal Bilgiler
6 06 Erkek 6 Sinif Ogrt.
7 07 Kadmn 14 Yabanci Dil
8 08 Kadm 8 Yabanci Dil
9 09 Erkek 17 Fen. Bilgisi
10 010 Kadin 28 Sinif Ogrt.
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11 o11 Kadin 9 Sinif Ogrt.
12 O12 Kadim 13 Matematik
13 013 Erkek 16 Tarih

14 014 Kadin 18 Edebiyat
15 015 Erkek 5 Beden Egit.
16 016 Kadmn 5 Din Kiiltiiri
17 017 Erkek 12 Din Kiiltiiri
18 018 Kadin 24 Yabanci Dil
19 019 Kadin 3 Edebiyat
20 020 Kadin 6 Sinif Ogrt.

Tablo 1’de goriildigii tizere katilimcilarin 11’1 kadin ve dokuzu erkektir. Ka-
tilimcilarin besi 1-5 yil, dordi 6-10 yil, besi 11-15 yil ve altist 16 yil ve tisti kide-
me sahiptirler. Arastirmada katilimcilarin 6zel ve kurumsal kimliklerinin gizliligi
ilkesine bagl kalinarak kimliklerini yansitici bilgilere yer verilmemistir. Bunun
yerine her katilimciya bir rumuz verilmistir.

Verilerin Toplanmasi

Fenomenolojik arastirmalarda en ¢ok bagvurulan veri toplama araci goriis-
medir (Yildirim ve Simsek, 2018). Bu ¢alismada veriler, konugsma boyunca fark-
It sorularla konunun genislemesine, konu hakkinda yeni bagliklarin olusmasina
firsat verdigi icin yar1 yapilandirilmig goriisme ile toplanmistir (Merriam, 2015).
Yar1 yapilandirilmig goriisme sorulart hazirlanirken ilgili alanyazin taranmus ayri-
ca ilk, orta ve lise kademesinde gorev yapan li¢ okul miidiirii ve alt1 6gretmenle
goriismeler yapilmigtir. Goriisme formunda hazirlanan sorularin agik uglu olma-
sina 6zen gosterilmistir. Elde edilen veriler dogrultusunda yar1 yapilandirilmig
goriisme sorulart arastirmacilar tarafindan hazirlanmis ve etik liderlik konu-
sunda uzman bir 6gretim iiyesinin incelemesi saglanmstir. Yar1 yapilandirilmig
goriisme formunda altr soru bulunmaktadir. Goriismeler 6gretmenlerin gorev
yaptiklar1 okullarda onlarin derslerinin bos oldugu saatlerde gerceklestirilmistir.
Yapilan goriismelerin tamami ses kaydina alinmistir. Goriismeler 30-40 dakika
arasinda siirmustiir. Elde edilen ses kayitlar1 arastirmacilar tarafindan yazili hale
getirilmis ve katilimcilardan goriisme kayitlarini kontrol etmeleri istenmistir.
Zira Guba (1981), katilimer kontroliiniin inandiriciligi saglamada kullanilan en
onemli Olciit oldugunu belirtmektedir.

Verilerinin Analizi

Goriisme yoluyla toplanan veriler igerik analizi teknigi kullanilarak analiz
edilmistir. Ierik analizi bir kodlama islemidir ve ham verileri standart bicimlere
dontistiirmek icin yapilmaktadir (Hsieh ve Shannon, 2005). Verilerin analizinde
inandiriciligl artirmak igin arastirmaci cesitlemesi yoluna gidilmistir. Bu dogrul-
tuda yazili metin haline getirilen tiim verilerden kodlamalar ve temalarin olustu-
rulmasinda iki aragtirmaci birbirlerinden bagimsiz iki grup olusturarak ayr1 ayri
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caligmislardir. Her bir grupta arastirmaci diginda bir akademisyen ve bir dene-
yimli 6gretmen bulunmaktadir. Gruplar kendi kod ve temalarimi olugturduktan
sonra bir araya gelip karsilagtirmalar yapmuislar ve iki grubun alg1 ve yorumlari ki-
yaslanmustir. Gruplarca farkli bigimlerde olusturulan kodlar ve temalar i¢in ortak
bir noktada uzlagsma saglanmaya calisilmistir (Hsieh ve Shannon, 2005). Bunun
yaninda kod ve temalar olusturulurken arastirmacilarin kisa aralikli toplantilar
yapmasi onemli bir inandiricilik dlciitiidiir. Zira toplantiya katilan insanlar dene-
yimlerini ve algilarini tartigmalar yoluyla birbirlerine aktarabilirler. Bu siirecte,
ayrica, meslektag denetimi teknigine de bagvurularak arastirmacilarin yorumla-
rinin katilimer deneyimlerini adil ve dengeli bir sekilde yansitilmasini saglamak
igin iki alan uzmanindan yardim alinmigtir (Arastaman, Oztiirk Fidan ve Fidan,
2018). Bu noktada, Lam ve Hung (2013) arastirmacilarin diger insanlarin elesti-
rilerini dinlemesinin 6nyargili ve imtiyazli davrandiklari hususlari fark etmelerini
saglayacagini belirtmektedir. Son olarak Miles ve Huberman’in (1994) kodlay1-
cilar aras1 goriis birligi teknigi kullanilmis ve % 88 oraninda goriis birligi bulun-
dugu gorilmistir.

Bulgular

Bulgular, arastirma sorularindan tiiretilen temalara uygun olarak sunulmus-
tur. Bunlar etik ve etik dist liderlerin 6zellikleri, etik liderlerin ortaya ¢ikmasini
saglayan etkenler ve etik dist liderlerin ortaya ¢ikmasini saglayan etkenler seklin-
de siralanmaktadir.

Etik ve Etik Dis1 Liderlerin Ozellikleri

Katilimcilara “Etik liderligi nasil tanimlarsiniz? Etik lider deyince ne anli-
yorsunuz?” ve “Birlikte calistifiniz yoneticileri diisiindiigiiniizde, en sik karsilas-
tiginiz etik digi liderlik davraniglar1 neler olabilir. Liitfen 6rneklerle agiklayimiz?”
sorular1 yoneltilmis ve verilen cevaplar “Etik ve Etik Dis1 Liderlerin Ozellikleri”
temasi altinda toplanmigtir. Bu temaya iligkin alt temalar ve frekanslar Sekil 1’de
sunulmaktadir.
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Etik Lider Kimdir? (f) N Etik Dis1 Lider Kimdir? (f) ’\
- Herkese egit mesafede durur
(20) - Aynmeilik yapar (20)
- Etigi davramslarina yansitir (18) - Kayirmacilik yapar (20)
- Soylediklerini kendisi de tatbik - Keyfi davranir (16)
eder (17) - Mobbing yapar/tehdit eder (16)
- Adaletle muamelede bulunur - Kaba davramr (16)
(1_4) - Okulu bir ticarethane gibi goriir
- Insan odakl hareket eder (14) (12)
- Pozitif iletisim kurar (14) - Siddet uygular (8)
- Tutarh davramr (12) - Mevzuata aykiri iglem yapar
- Hosgoriiliidiir (11) veya yapilmasim ister (8)
- Kisisel hirslariyla hareket etmez - Haks1z yere dgrencinin notunu
(7) yiikseltir veya yiikseltilmesini
- Diinya goriisii ile yaptig isi ister (8)
birbirine karigtirmaz (6) - Makbuzsuz bagis alir (5)
- Kisilerle degil isiyle ugrasir (5)

- & % ¥

Sekil 1. Etik ve etik disi liderin 6zellikleri

Sekil 1 incelendiginde katilimcilarin etik liderde gordiikleri en 6nemli 6zellik-
lerin baginda herkese esit mesafede durma, etik ilkeleri davraniglarina yansitma ve
soylediklerini kendisinin de uygulamasi seklinde oldugu goriilmektedir. Etik lider-
de bulunmasi gereken ézelliklerle ile ilgili olarak katilimcilardan “O4” “aynmculik
hissine hicbir 6gretmen kapiumamal” derken “O6” “davraniglaryla égretmenlere rol
model olmali. O ne kadar etik davranirsa emri altindaki ogretmenlerde o kadar etik
davranir” demektedir. Katilimcilar etik liderin ayrica adaletli, tutarh, hoggoriili,
insan1 merkeze alan, iletigsimi giigli, kigisel hirsla hareket etmeyen, diinya goriisii
ile yaptig1 isi birbirine karigtirmayan bir kisilige sahip olmasi gerektigini belirtmek-
tedirler. Bu konuyla ilgili olarak; “09” “Ogretmene, 6grenciye cayciya biitiin ca-
lisanlara ve paydaslara adil olmal”, “O10” “farkl: goriislere hosgorii ile yaklagmast
lazim” ve “O15” “her bireyle birebir iletisim kurmali” demektedirler.

Sekil I’de goriildiigii gibi, katilimer goriiglerine gore etik disi liderlerin ¢ali-
sanlar arasinda huzursuzluga yol agacak ayrimcilik, mobbing, keyfi ve kaba mu-
amele gibi insani iligkilerde hos karsilanmayan etik dis1 davraniglar1 daha cok
yaptiklari anlagilmaktadir. Ogretmenlerin en ¢ok rahatsiz olduklari etik digi lider
davraniginin insani iligkiler boyutunda konumunu kotiiye kullanmak oldugu ifa-
de edilebilir. Ekonomik nedenlerle etik dist davranma ise etik dis1 liderin ikin-
ci en onemli Ozelligi oldugu sdylenebilir. Ancak iletigim ile ilgili etik dis1 lider
davraniglarinin ekonomik nedenlerle yapilan davraniglara gore daha fazla vurgu-
landigint ileri siirmek mimkiindiir. Ayrica etik digi liderler etik dist davraniglar

387



Mehmet Hilmi Ko¢ & Tuncer Fidan

sergilemekle kalmamakta, mevzuata aykiri islem yapma ve 6grenci notlarimin
yikseltilmesi gibi konularda 6gretmenleri etik dig1 davranmaya tegvik etmekte-
dir. Temaya iligskin aktarilan goriislerden drnekler asagidadir:

Aynt hatayr yapan iki ogretmenden birine hicbir uyarida bulunmaz iken
digerini siirekli rahatsiz etmesi... Bir dgretmeni kafaya takip haksiz yere so-
rusturma agmast...” O3

“Keyfi davranmalar. En son calistigim okulda idarecimizle etik catisma ya-
sadiginuz icin aynldim. Ogrencilerden bir ogretmen olarak para toplamay
ben etik bulmuyorum. Bu nedenle miidiiriimiizle ¢catisma yasadim. Su 0g-
retmen su kadar toplamig sen toplamamissin diye beni 6gretmenler icinde
rencide ediyordu. Bu nedenle baska konularda beni sikistrmaya bagsladi. Su
dosyay: getir su evrak getir gibi... Ogretmeni kullanabiliyorsam seviyorum
kullanamiyorsam okulu ona dar ederim anlayisindaydr.” O7

“Okulu bir ticarethane gibi gorenler. Smiflar olusturulurken se¢cme siniflar
olusturulmasi. Gelir diizeyi yiiksek velilerin ogrenciler para icin se¢me sinif-
lara toplanyordu.” O14

“Okul miidiirleri ogretmenler hakkinda bir puanlama yapiyorlar. Tamamen
kisisel yakinligina gore hemgericilik bagina gore notu birilerine yiiksek verir-
ken birilerine diisiik veriyordu.” O19

Etik Liderlerin Ortaya Cikmasini Saglayan Etkenler

Katilimeilara “Meslek yasaminizda birlikte calistiginiz yoneticilerin etik
liderlik davranislari sergilemelerini tesvik eden etkenler neler olabilir? Liitfen
orneklerle aciklayiniz?” sorusu yoneltilmis ve verilen cevaplar etik liderlerin or-
taya ¢ikmasini saglayan etkenler temasi altinda toplanmistir. Bu temaya iligkin
alt temalar ve frekanslar Sekil 2’de sunulmaktadir.

o
Bireysel Etkenler (f) )\ Durumsal Etkenler (f) T\
[

1.Kigisel Ozellikler

- Sorumluluk sahibi olma (12)
- Gelisime agik olma (6) 1. Okulun Etik Baglami
-Yumusak bﬁShllk (4) - Etik iklim (8)

2. Ahlaki Yarg:
- Kisinin degerleri/ilkeleri (18) calisanlari (8)

- Kisinin vicdam (16) 2. Toplumsal Cevre

“ s Mt agsaviiy) - Sikyet edilme korkusu (12)
- MCSIek' deneyim (12) - Cevrenin etik durusu (10)

- Liyakat (!‘?) - Toplum baskisi (10)

- Aldig egitimler (10) - Velinin egitim diizeyi (4)

3. Denetim Odag

-[gsel denetim odagina sahip
Sekil 2. Etik liderlerin ortaya ¢ikmasini saglayan etkenler

-Etik kiiltiire sahip okul

olma (8)
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Sekil 2°de sunulan bulgular incelendiginde miidiirlerin etik lider 6zellikleri
sergilemelerinde; kisisel 0zellikleri, etik bilinglerinin olugsmasini saglayan gecmis
deneyimleri ile aldiklar1 egitimlerin etkisiyle sekillenen ahlaki yargilari ve sahip
olduklari i¢sel denetim odagi gibi bireysel etkenlerin etkili oldugu goriilmektedir.
Miidiiriin etik liderlik davranigini en cok etkileyen unsurun ahlaki yarg: diizeyi
oldugu tespit edilmistir. Ayrica okulun etik baglami ve toplumsal ¢evrenin etkisi
de etik liderlerin ortaya ¢ikmasima katki sagladigi sdylenebilir. Bunun yaninda
durumsal etkenler arasinda etikle ilgili yasal diizenlemeler gibi okulun kurumsal
¢evresinden kaynakli baskilara iligkin herhangi bir bulgunun yer almadig1 goriil-
mektedir. Etik liderlerin ortaya ¢ikmasini saglayan etkenler temasina iligkin ka-
tilimci goriislerinin bir boliimii asagida yer almaktadir.

“Kisiligi onu etik davranmaya itmektedir. Iyi bir kiiltiirle yetismis ve bu du-
rum onun etik liderlik davraniglart gostermesinde etkili. Mesleki deneyimi
ve edindigi tecriibeler ¢ok iyi. Farkl okullarda calisarak nasi etik davra-
nacagimi ogrenmis. Uzun stire miidiirliik yapmig ve bu konuma hak ederek
gelmis.” O5

“Sorumluluk bilinci etik davranmaya itiyor. Ama bu i¢sel bir unsur. Otorite,
meslektaslar ve veliler okul miidiiriinii etik davranmaya degil tam tersine
etik dist davranmaya itiyor. Toplum nasilsa okul miidiirii de ona gore sekil
alyor”09

“Sayginlhigini korumak igin insanlann etik davrandigim diisiinmiiyorum. Si-
kayet korkusu ile etik davranabiliyorlar. Velilerin BIMER’e veya CIMER’e
sikayet etmelerinden korkuyor. Bazilar hi¢bir baski olmamasina ragmen
etik davranirken bazilarn etrafindaki kisi ve gruplarin baskisina ragmen etik
dist davranmay: siirdiirme egilimindeler. Sikayet sistemi BIMER, CIMER
bunlardan basim agrnimaswn. Velilerin sikayetlerinden korktugu icin.” O17

Etik Dis1 Liderlerin Ortaya Cikmasini Saglayan Etkenler

Katilimeilara “Yoneticilerin bu tiir etik dist davraniglari sergilemelerine
neden olan etkenler neler olabilir? Liitfen orneklerle agiklaymiz?” sorusu yo-
neltilmis ve verilen cevaplar “Etik Dig1 Liderlerin Ortaya Cikmasini Saglayan
Etkenler” temas altinda toplanmustir. Bu temaya iligkin alt temalar ve frekanslar
Sekil 3’te sunulmustur.
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Bireysel Etkenler (f) N Durumsal Etkenler (f) ’\
[ 1. Kisisel Ozellikler

- Hayata bakis agis1, degerleri

(18)

- Oturmams kisilik (18)

- Yenilik ve degisime agik 1. Okulun Etik Baglami
olmama (8) - Etik dis1 iklim (18)

-Ego (6) - Okulun parasal ihtiyaglarim
2. Motivasyon karsilama gabasi (18)

- Giig kazanma hirsi (14) - Meslektaglarim koruma istegi
-Cevre edinme hirsi (14)

- Maddi gikar beklentisi (14) - Meslektas baskisi (12)

3. Makyavelist Egilim - Kiramayacag kigiler igin (10)
- Koltugunu koruma istegi (20) - Catiyma yasamamak igin (8)
- Bedel 6dememek igin (16) - D_enel]t:nm?me (3)_ -

- Cikarimi koruma istegi (16) - Sistemin etik dis: liderligi

- Ekip olusturma istegi (16) beslemesi (6)

4. Ahlaki Yarg: 2. Toplumsal Cevre

- Giigliiniin yaminda olmay1 - Toplumun yapisi (12)
ahlaki bulma (12) - Ust otoritelerin baskis1 (12)

- Liyakat sahibi olamama (18) - Veli baskis: (8)
5. Ahlaki Degerleri

Uyvgulamaktan Kaginma

- Disiplin saglamak igin (10)

\—Kolayma geldigi igin (9) / \ /

Sekil 3. Etik dig1 liderlerin ortaya ¢ikmasini saglayan etkenler

Sekil 3’teki bulgulara dayali olarak, calisanlarin etik disi liderlige yonelme-
lerinde bireysel nedenlerin 6nemli rol oynadigl ancak diger taraftan okulun ve
¢evrenin de etik dig1 liderin olusmasina elverigli bir zemin olusturdugu ileri siirii-
lebilir. Bagka bir ifadeyle, etik dis1 liderin ortaya ¢cikmasinda bireysel ve durumsal
etkenlerin birbirini besledigi ifade edilebilir. Arastirmanin yapildigi kamu okul-
lar1 dikkate alindiginda, okullarin etik liderlerden ¢ok etik disi liderlerin ortaya
¢ikmasina sebep olacak birgok Ozelligi icinde barindirabildigi ileri siiriilebilir.
Ogretmenler tarafindan agirlikli olarak vurgulanan bireysel etkenler; makyave-
list egilimler, kisilik 6zellikleri ve motivasyondur. Buna gore, etik liderlerin her
seyden Once ahlaki yargilama siirecine temel olusturan etik bilince sahip olma-
diklar1 ve mevcut konumlarini kisisel hedefleri dogrultusunda diger caligsanlari
manipiile etme amaciyla kullandiklar1 sdylenebilir. Ayrica bulgular etik liderden
cok etik dist liderligi destekleyecek kurumsal bir ¢evrenin bulunabilecegine yone-
lik ipuglar1 sunmaktadir. Etik disi lider davraniglarinin nedenleri temasina iligkin
katilimci goriislerinin bir bolimii asagida yer almaktadir.

“Okulun etik kiiltiirii olsa miidiir de ister istemez etik davranacak. Ancak
ortam etik dist davranmaya daha miisait. Etik davranmak daha zor. Etik
davrandikca olumsuz tepki goriiyor.” O1
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“Liderin secilme geklinden kaynakl. Eskiden sinav vardi hakkiyla geliyor-
du. Ama simdi liyakat yok tistiim bana zarar vermesin koltugumu kaybet-
meyim diye artik dik duramiyorlar. Koltuk sevdast onu etik digi lider olmaya
zorluyor.” O8

“Miidiir ekip olusturabilmek veya cevre edinebilmek icin ya da koltugunu
koruyabilmek icin etik dist davraniyor... Bedel 6dememek icin etik dist dav-
ranwor... Otorite, meslektaglar ve veliler okul miidiirtinii etik davranmaya
degil tam tersine etik digi davranmaya itiyor.” 020

Tartisma ve Sonug

Aragtirmanin bulgularina dayali olarak, 6gretmenlerin etik liderde gérmek
istedikleri en 6nemli 6zelliklerin herkese esit mesafede durmasi ve etigi davra-
niglarina yansitmasi oldugu ifade edilebilir. Bunun yaninda, katilimcilar etik lide-
rin adaletli, tutarl, hoggoriili, iletigsimi giiglt, insan1 merkeze alan ve mesleki de-
gerleri kisisel degerlerin tstlinde tutan kisi olmasi gerektigini belirtmektedirler.
Bu bulgularin 1s181nda katilimeilarin ahlaki kisilige sahip yoneticileri etik liderler
olarak tanimladiklar1 sdylenebilir. Benzer sekilde, Trevifio, Hartman ve Brown
(2000) ahlaki kisiyi diiriist, giivenilir, cana yakin, insani iligkileri dGnemseyen, adil,
ilkeli ve tutarl kisiler olarak tanimlamiglardir. Katilimcilarin etik liderleri be-
timlerken esitlik, tutarlilik ve adillik gibi kavramlara vurgu yapmalar1 6zellikle
Orgiitsel adalet hakkindaki kuramsal tartisma ve ampirik ¢aligma sonuglariyla
uyumlu bir bulgudur. Ornegin, Cropanzano, Rupp, Mohler ve Schminke (2001)
verilen kayiplara karsilik elde edilen kazang, kisiler ve Orgiitler aras iligkilerin
dogasi ile etik standartlara uyumu 6ne cikaran ahlaki ilkelerin ¢alisanlarin 6r-
giitsel adalet algilari ile yakindan iligkili oldugunu belirtmektedir. Ayni sekilde,
McCain, Tsai ve Bellino (2010) calisanlarin orgiitsel adalet algilar1 giiclendikce
etik davranig sergileme ihtimallerinin de yiikseldigi sonucuna ulagmistir.

Bununla birlikte, yalnizca etik rol model olmak degil, takipcilerin etik dav-
raniglarda bulunmalarini acik bir sekilde tesvik etmek de etik liderligin temel bi-
lesenleri arasinda zikredilmektedir (Brown vd., 2005). Zira etik liderler etik de-
gerleri benimsemek ve kisisel davraniglarina yansitmakla kalmayip, bu degerleri
karar verme ve yOnetim siireclerinin ayrilmaz bir parcasina doniistiiren kisilerdir
(Oguz, 2011; Eisenbeil’ & Brodbeck, 2014). Bu sekilde orgiitlerinde etik davranig
standartlarini belirleme imkanina kavusmakta ve bu standartlari kurumsallastir-
mak icin gerektiginde 6dil ve ceza sistemlerini kullanmaktadirlar (Trevino vd.,
2003). Katilimcilarin etik liderligi kisilik temelli bir sekilde kavramlastirmalari,
okul ¢evresinde “ahlaki kisilik” 6zelliklerinin “ahlaki yonetici” 6zelliklerine gore
daha sik rastlanmasindan ve okullarda etigin kurumsallagsma siirecinin heniiz ta-
mamlanamamasindan kaynaklandigi sdylenebilir (Popoola vd., 2017; Kog ve Fi-
dan, 2020). Zira yoneticiler ahlaki kisilige sahip olsalar da, etik degerleri yonetsel
kararlarin ve uygulamalarin ayrilmaz bir parcasina doniistiirmek i¢in gerekli olan
cevresel etkenlerin desteginden mahrum olabilirler. Bu noktada, Carlson ve Per-
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rewe (1995) dénisiimcei liderlerin 6rgiit kiltiirlerini etik degerlere uygun olarak
sekillendirirken, etik kiiltiiriin de etik davraniglari destekleyerek etik liderlerin
ortaya citkmasini saglayabilecegini ifade etmektedir.

Benzer sekilde, bu calismada Kkisilik, icsel denetim odagi, ge¢mis deneyim
ve egitimler aracilifiyla gelistirilen ahlaki yargilar gibi bireysel etkenlerin oku-
lun ic ve dis cevresi ile etkilesimi neticesinde etik liderlerin ciktigina isaret eden
bulgulara ulasilmistir. Bu bulgular alanyazindaki ilgili calisma sonuglariyla tu-
tarlik gostermektedir (Trevino, 1986; Brown vd., 2005; Brown ve Trevino, 2006;
Kalshoven vd., 2011). Ancak, etik liderlerin ortaya ¢ikmasini saglayan etkenler
arasinda yasal diizenlemeler gibi kurumsal cevre Ogeleri zikredilmemektedir.
Etigi destekleyen giiclii bir kurumsal cevrenin yoklugunda, yoneticiler Orgiit
paydaslariyla iligkilerinde etik degerlere baghiliklarinin siirekli olarak simandigi
zorluklarla karsilasabilmektedir (Fisher, Fried, Goodman ve Germano, 2009).
Kit kaynaklar1 kullanarak farkli beklentilere ve degerlere sahip paydaslarin ta-
leplerinin karsilanmast gerekliligi yoneticilerin dogru ve yanlis arasinda gidip
gelmelerine yol acabilmektedir (Kaptein, 1998). Bunun yaninda, paydaslar ara-
sinda etik konularda uzlasma olsa dahi, bu uzlagsma Orgiitiin icinde bulundugu
toplumun degerler sistemine ve Orgiit dis1 paydaslarin beklentilerine her zaman
uygun olmayabilir (Trevifio vd., 2006). Baska bir ifadeyle, etigi destekleyen giiglii
kurumsal ¢evrenin yoklugunda etik liderlerin ortaya ¢ikmasi, genellikle informal
yollardan saglanan orgiit ici paydaglarin degerlerinin Ortiismesine baghdir ve or-
tisen degerlerin toplumsal degerler ve normlarla her zaman uyum icinde olmasi
beklenmemelidir (Hill, 2017). Buna goére okullarda etik liderligin ortaya ¢ikma-
siin uygun bireysel ve durumsal etkenlerin bir araya geldigi rastlantisal kosul-
larda miimkiin olabilecegi, zira etik liderligi besleyebilecek yasal diizenlemeler
gibi kamu orgiitlerine 6zgii kurumsal baskilarin okullarda her zaman giiclii bir
sekilde hissedilmedigi ileri siiriilebilir.

Bu husus ayni zamanda etik dis1 ¢alisan davraniglarini ve bu davraniglara
yonelik tepkileri mesleki etik veya evrensel ahlak ilkelerinden cok orgiit politi-
kasinin bir konusuna doniistiirebilmektedir (Cohen, 2016). Ornegin, katilimcilar
okullarda etik dis1 liderligi; ayrumcilik, mobbing, keyfi ve kaba muamele, belgesiz
bagis alma ve siddet gibi yasadist ve ahlaki degerlere aykir davranislar sergileyen,
okulu ticarethane gibi gorme egilimi nedeniyle 6gretimsel gorevierini geri plana atan
ve okul calisanlarint mevzuata aykirt islem yapma ve 6grenci notlarum yiikseltme gibi
konularda etik dist davranmaya tesvik eden liderler olarak tanimlamiglardir. Bu ta-
nim biiyiik 6l¢tide Brown ve Mitchell’in (2010) etik dist lider kavramlastirmasiyla
ortismektedir. Bunun yaninda, 6gretmenler yoneticilerin meslektas iligkilerin-
deki etik dig1 lider davranislarint ekonomik konulara gore daha sik yaptiklari-
nt ileri sirmektedirler. Bu husus etik dis1 liderlerin insani yeterliklere yeterince
sahip olmamalarindan kaynaklaniyor olabilir. Aydin (1998) insani yeterlilikleri
iletisim becerileri ve bunlarin etkili kullanimi, planh calisma, takim calismasi,
calisanlarin motive edilmesi ve ddillendirilmesi ve isbirligi yapma gibi konulari
kapsadigini belirtmektedir. Etik disi liderlerin dikkat ¢ceken bir diger 6zelligi ise
etik dist davranislart calisanlar arasinda 6zendirmesi ve kurum kiiltiiriinde etik
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disihigin bir deger haline gelmesine 6n ayak olmasidir. Etik bilince sahip olmayan
etik digt liderler mevcut konumlarim kisisel hedefleri dogrultusunda diger cali-
sanlar1 manipiile etme amaciyla kullanabilmektedirler (Brown ve Trevifio, 2006).
Etik digt lidere doniisen okul yoneticileri bulunduklar okullarda etik disiligin
kurumsallagsmasina sebep olabilmektedirler (Trevino vd., 2006). Zira etik dist li-
derler, etik disihigin kurumsallagmasinin en giiclii araclari arasinda sayllmaktadir
(Brown ve Trevifio, 2006).

Buna ek olarak, etik dis1 lider davranislarina iliskin arastirmalar, etikle ilgili
yasal diizenlemeler gibi zorlayici ve ahlaki degerler gibi normatif baskilarin yete-
rince etkili olamadigl durumlarda etik digi liderligin ortaya ¢iktigini gdstermekte-
dir (Brown ve Trevifio, 2006; Cohen, 2016). Benzer sekilde, katilimcilar etik dist
liderleri genellikle etik dis1 eylemleri hos karsilayan, gii¢ kazanma, ¢evre edinme
ve maddi cikar elde etme hirsiyla hareket eden kisiler olarak géormektedir. Bu
liderler ayn1 zamanda konumlarini ve ¢ikarlarini korumak icin ellerinden geleni
yapan makyavelistlerdir (Belschak, Muhammad ve Den Hartog, 2018). Yiiksek
diizeydeki 6z-izleme yetenekleri sayesinde okuldaki giig iliskilerine gore gerekli
oldugunu disiindiiklerinde ahlaki yargilarini sekillendirebilirler ve islerine gel-
digi zaman etik kurallar1 uygulamaktan kacimabilirler (Hogue vd., 2013). Etik
disiligin ortaya ¢ikmasina etki eden bireysel 6zellikler ve davraniglar herhangi bir
engelle karsilasmadiklarinda veya Orgiitsel ¢evre tarafindan desteklendiklerinde
kurumsallagsma egilimindedir. Zira etik disiligin kurumsallagsmasi, etik disi davra-
niglarin zaman icinde tekrarlanarak rutin eylemlere doniismesiyle gerceklesmek-
tedir (Gino ve Bazerman, 2009). Katilimcilarin da belirttigi iizere bu tiir bireysel
ozelliklere sahip okul yoneticileri etik dist iklim ve okul i¢i informal iligkilerin
etkili oldugu okul baglami ve etik disiligin olagan karsilandig bir toplumsal cev-
reyle etkilestiklerinde etik disi liderlere dontismektedirler. Elde edilen bulgular
alanyazindaki arastirma sonuglariyla paralellik gostermektedir (Eisenbeif3 ve Gi-
essner, 2012; Trevino, 1986).

Kurama ve Uygulamaya Yonelik Etkiler

Bu caligma etik liderlik ve etik dis1 liderlikle ilgili mevcut kavramlastirmalari
ortaya koymasi nedeniyle egitim yonetimi alanyazinina katkilar saglamaktadir.
Ilk olarak, katilimeilarin etik liderligin ahlaki kisilik bilesenine ahlaki yonetici bi-
lesenine gore daha fazla vurgu yaptiklari ortaya konmustur. Bunun yaninda, ka-
tilimcilarin etik dis1 okul liderligini nasil tanimladiklari belirlenmis ve 6gretimsel
konular diginda alanyazindaki diger kavramlastirmalarla ortistiigi goralmistir.
Ayrica etik ve etik dig1 liderlige yol agan etkenlerle ilgili alanyazindaki siniflandir-
malarin egitim Orgiitlerinde kullanilabilecegi ortaya konmustur.

Alanyazina yapilan diger katki ise, etik ve etik digt liderlerin ortaya ¢ikma-
sinda etkili olan faktorler arasinda etikle ilgili yasal diizenlemelerden ve Orgiit
kiiltiriinden ¢ok okul paydaslarinin énemli bir etkiye sahip oldugunun ortaya
konmasidir. Bu husus etik liderlik ¢caligmalarinda siklikla kullanilan sosyal 6gren-
me kuraminin (Brown vd.,, 2005) yaninda, okullardaki farkli paydas gruplarinin
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farkl etik ve etik dis1 liderlik prototiplerine sahip olup olmadiklarini, sahip ol-
duklar: takdirde hangi liderlik 6zelliklerine iligkin farkliliklar oldugunu belirle-
mek amaciyla gelecekteki calismalarda paydas kuraminin kullanilmaya devam
edilmesi gerektigini gdstermektedir. Zira etikle ilgili kurumsal ¢evre 0gelerinin
yeterince hissedilmedigi (Gino ve Bazerman, 2009) veya asir1 kat1 kurumsal gev-
renin bireylerin davraniglarini belirli kaliplara sokarak etik korliige yol actig1 du-
rumlarda (Palazzo, Krings ve Hoffrage, 2012) paydaslar arasindaki uzlagsma etik
konusunda temel oOlgiite doniismektedir (Hill, 2017). Ayrica bu tiir durumlarda
paydas gruplari, kendi prototiplerine uygun olan liderlerin etik sorunlar hakkin-
daki kararlarini daha giivenilir bulmaktadir (Kalshoven ve Hartog, 2009).

Diger taraftan etik dis1 lider davranislar1 arasinda 6gretmenleri en ¢ok okul
miudiriiniin calisanlarla olan iletisiminde yaptig etik dis1 davranislarin rahatsiz
ettigi goriilmektedir. Bu nedenle etik ve etik disi liderlik calismalarinda orgiitsel
iletisim kuramlarindan da faydalanilmas: gerekmektedir. Orgiit icinde etigin insa
edilmesi, siirdiiriilmesi ve degistirilmesi oOrgiitsel iletisimin alanina girmektedir
(Seeger, 2001). Zira orgiitsel igslemler uygulanirken calisanlar genellikle kisile-
rarasl iletisim ve karar verme siirecleri konusunda hassasiyet gostermektedir.
Ayrica insanlar iletisim konusunda dogruluk ve saygi gibi normatif beklentilere
sahiptir (Dogan, 2002). Bagka bir ifadeyle, insanlar karar vericilerin islemlerin
uygulanmasina iligkin kurallar1 diizgiin bir sekilde uygulamalarini ve bu hususta
dogru ve yeterli sekilde bilgilendirme yapmalarint beklemektedir (Li, Cropan-
zano ve Molina, 2015). Benzer sekilde, Jensen (2003) bireylerin diger bireylere
tepkilerinin, diger bireylerin eylem veya sozciiklerinin ne anlama geldiginin or-
giitsel iletisim sayesinde anlasilmasi iizerine temellendirildigini belirtmektedir.
Dolayisiyla etik liderlik ve etik dist liderlikle ilgili kuram gelistirme ¢alismalarinin
iletisimin etkisini gz 6niinde bulundurmasi gerekmektedir.

Okul yoneticilerinin ahlaki kisiligin yaninda ahlaki yonetici 6zelliklerine ka-
vusmalari icin uygulanabilecek bireysel ve orgiitsel stratejiler mevcuttur. Once-
likle okul yoneticilerine etik ve etik dist liderligi olusturan davraniglar hakkinda
egitimler verilmesi onerilebilir. Bunun yaninda, okul paydaslarinin okulun etik
iklimi tizerindeki belirleyici rollerinden dolay: bu egitimlerin informal gruplarin
yonetimi, etkili iletisim ve nezaket konularini kapsayacak sekilde tasarlanmasi
egitimlerin etkililigini artirabilir.

Etik liderligi kisiler aras1 informal iliskilerden dogan tesadiifi bir 6zellik ol-
maktan kurtarmak icin orgiitsel diizeyde stratejilere ihtiya¢ duyulmaktadir. Etik
degerlerin ve ilgili yasal diizenlemelerin okullarda goriiniir kilinmasi ve okul kiil-
tlirlerinin bir parcasina doniismesi icin misyon ve vizyon ifadeleri, okul diize-
yindeki etik sozlesmeler, 6diil ve ceza sistemi, okul ici yonerge ve kurullar gibi
formal yapilarin kullanilmasi 6nerilebilir. Bu yapilarin etik dis1 davraniglar en-
gelleyecek ve etik davraniglar1 pekistirecek sekilde tasarlanmasi etigin kurumsal-
lagmasini saglayarak etik liderlerin ortaya ¢ikabilecegi uygun bir ortam olustura-
bilir. Buna ek olarak etik rol modellerin 6ne ¢ikarilmasi ve etik degerlerin giinliik
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sOylemin parcasi olacak sekilde vurgulanmasi etigin icsellestirilmesini saglayarak
kurumsallagma siirecini giiclendirebilir.

Smirhibiklar ve Arastirma Onerileri

Aragtirma Istanbul Cekmekdy ilcesindeki kamu okullarinda gérev yapan
kiigiik bir 6gretmen grubuyla yapilmistir. Bu nedenle arastirmadan ¢ikan sonug-
larin daha biiyiik 6rneklemlere genellenemeyebileceginin bilinmesi gerekmekte-
dir. Clinki farkli yerlesim yerlerinde ikamet eden 6gretmen gruplariyla yapilan
veya bliylik 6rneklemlerle yapilan ¢alismalarin sonuclari farkl olabilir. Gelecek-
te okul midiirlerinin etik liderlik veya etik digi liderlik 6zelliklerini aragtiran bu
tlir calismalarin daha biiyiik 6rneklemlere sahip nicel arastirma yontemleriyle
yapilmasi Onerilebilir.

Bundan sonra yapilacak calismalarda okul mudiriini etik disi liderlige
yonelmesine sebep olan bireysel ve durumsal faktorler daha da derinlemesine
arastirilabilir. YOneticilerin ahlaki kisilik ve ahlaki yonetici 6zelliklerinin birbiri-
ni nasil etkiledigi konusu tizerinde durulabilir. Bu calismada, okul miidirlerinin
etik dis1 liderlige yonelmesinde bireysel etkenlerin yaninda durumsal etkenlerin
de etkili olabilecegi bulgusuna ulasilmistir. Buradan hareketle, okullarda etigin
kurumsallagsma diizeyi ile okul miidiirlerinin etik veya etik dis1 liderlik 6zellikleri
arasindaki iliskiyi arastiran caligmalarin yapilmasi onerilebilir. Ayrica bu calig-
mada okul mudiirlerinin etik veya etik dist liderlik davranislar1 sergilemesinde
okulun i¢ ve dis toplumsal ¢evresinin rolil olabilecegi tespit edilmistir. Bu neden-
le, gelecekte paydas kuramina dayali etik ve etik disi liderlik ¢alismalarina daha
fazla yogunlasiimasi 6nerilebilir.
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