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ABSTRACT

The aim of our study is to examine the transformative leadership styles of educational
institution administrators and the effects of technological leadership styles on their
organizational commitment. The data of the research were obtained from 2240 teachers
working in primary schools operating under the Ministry of National Education in the city
of Bursa, Yildirim district during the 2016-2017 academic year. The analysis of the findings
was performed with the SPSS versiyon 24.0 program, and Kolmogorov-Smirnov, Shapiro-
Wilk, QQ plot chart, Skewness, Kurtsosis, Levene, t-test, ANOVA, Tukey and Pearson
correlation analyses were performed.

According to the findings of the research, school administrators and teachers become role
models for their followers, focus more on concepts such as efficiency and quality, reveal
transformative, interactive and liberating leadership styles, and their organizational
commitment increases in case of perfection of their professional development, and they
are not motivated about the goals and objectives of the organization, cases where are not
encouraged to approach events, situations and problems with a new and different
perspective, transformational leadership is not shown in today's conditions where change
is experienced in a dizzying way, science and technology are developing and spreading
extremely fast, leadership behavior results are negative and visionary leadership is not
carried out. Organization comminment has been found to decrease.

Keywords: Education, Teacher, Technology, Leadership, Transformational leadership,

Organizational commitment

INTRODUCTION

In schools, which are one of the important
building blocks of the social structure, the
leadership characteristics of the administrators
affect the success and all activities of the
educational institution. Studies conducted in the
last two decades have revealed that the key to
success of managers is competent management
(Karip & Koksal, 1999). Therefore, although the
authorities and responsibilities of all administrators
in matters related to education are found to be
similar, their administration styles are found to vary
(Bass, 2008). For example, administrators' different
interpretations of the legislation which they are
bound, their desire to do what their authority has or
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their reluctance to do arise from the individual
characteristics of the administrator and his/her
upbringing. It is possible for an administrator to
have a substantial effect on the continued activities
of his/her organization. Administrators are
individuals whose obligations impose on other
people and enable those people to show the desired
actions. Therefore, leadership is the gability to
direct individuals to engage in the desired behavior
patterns. It is possible to define impact as one
person following the advice, directions or
instructions of the other person. In this respect, an
individual who advises or gives instructions will be
considered a leader (Drucker, 1988). In this respect,
leadership characteristics of managers are
important for both their individual and
organizational performances.

CONCEPTUAL FRAMEWORK
Transformational Leadership
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Transformational leadership was first Kensal,
defined by Dowton in 1973. It is seen that he voiced
Mc Gregor BURNS in 1978, but these did not attract
attention at that time. According to Burns,
leadership is the process of maximizing the morale
and motivation of the leader and his/her followers.
Later, it was discussed by Bernard BASS et al and
developed into transformational leadership theory
(Sahin, 2006). Transformational leaders attempt to
cerate a conscious personality by making moral
values and ideals such as freedom, justice, equality,
peace and humanity attractive to the followers
(Akbaba, 2003). In the studies conducted after 1973
and in addition to the classical and traditional
leadership  behaviors in  management and
leadership, Burns and Bass reached the view in their
studies that a new distinction should be made in
transformational leadership. This distinction has
revealed transformational leadership styles
towards the future, innovation, change and reform
(Eren, 2011). The main task of the transformational
leader is to ensure that the organization can survive
in the developing and changing world, and to keep
up with changes so that it can survive (Dag &
Goktirk, 2014).

In the last century, organizations have turned
into institutions of a globalizing world.
Technological developments have accelerated,
many companies have grown and new product lines
heve been created. Transformational leaders are
required to deal with the changing external
environmental and organizational conditions and
problems by taking on entrepreneurial,
deliberative, motivating, inspiring, guiding, strategic
and general problems, guiding business managers
and solving problems (Eren, 2003). Leaders with
Transformational Leadership provide a vision to
employees. By making changes in organizational
culture to contribute to this vision, it makes them
believe they can do more than they are currently
doing or potentially think they can. It enables them
to work more efficiently by increasing their
confidence. Since the transformational leader acts
with an eye on the future, he/she can make
significant changes in the performance of the
organization in a short time. Organizational
performance may even decrease a little at the
beginning. There may even be some strong
resistance to change. However, those who show this
resistance then try to adapt to the new environment
(Eren, 2003).

Transformational leaders give the members of
the organizationthe responsibility to develop their
skills and increase their success, thus enabling them
to be more efficient. Transformational leaders
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provide subordinates with the ability to maximize
their desire for change and achieve satisfaction in
meeting their emotional needs (Dag & Goktirk,
2014). Transformational leadership has been
expressed as the ability to create change in the
organization's vision, strategy and culture (Daft,
2000).

“According to podsakoff, transformation leaders
have the following characteristics (Podsakoff et al.,
1990);

1. Define the organizational vision,

2.  Act as asuitable model for followers,

3. Encourage and acknowledge the group's
goals,

4. Expecting high performance from all
members of the group,

5. Provide individualized support to each
member

6. Provide intellectual stimulation

It is stipulated that at least six features must be
present.

Transformational  leadership  has  been
considered by many scholars to be founded on four
basic components (Stewart, 2006; Scandura &
Williams, 2004; Bass, 1997; Koh, et al., 1995; Bass,
1990; Barli, 2010).

1. Charisma

2. Impressive motivation
3. Intellectual stimulation
4. Individualized attention

In fact, as the name suggests, a transformational
leader is someone who changes the beliefs, values,
and needs of their audience. It maximizes the
performance of organizations by realizing change
and renewal within the organizations. It is of great
importance that a vision is created fort he group and
Brail then shared with followers, and it is the leader
who provides this. This is possible if the leader has a
vision and imposes the vision on the audience
(Kogel, 2007).

In other words, the transformational leader acts
for the future. At the same time, he/she should have
a vision and encourage his/her followers to adopt
this vision (Ozden, 2002). Transformational leaders
are not just people who invite their followers to
rething existing practices and createalternative
approaches. In addition, they are people who try to
reveal the originality and initiative by removing
prohibitive restrictions and revealing the change in
the business environment as much as possible
(Moss et al., 2006). As a result, when the conceptual
studies on transformational leadership are
examined, it can be said that they are all focuced on
the human aspects human and the criterion of an
effective leader is meeting human needs and
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ensuring their development. Transformational
leaders stand in front of the group by using ideal
influence, individual attention, and inspiring
motivational behaviors and direct them (Celep,
2004).

Technological Leadership

The technological leadership of the School
Principals stated that the teachers working in the
school were able to use the technology effectively
and meet the needs needed for this, and be a
suitable model if necessary (Bilge, 2013). They are
the people who make the necessary effort to
provide the appropriate environment for the
purchase and use of educational technologies by
school administrators and to ensure that students
benefit from these opportunities (Banoglu, 2011).
The technology leader is the person who helps to
enabel these compotents to function in harmony
and to establish the correct relationship between
them during the implementation of human and
technology components in the application of
technology (Hamzah et al., 2010).

In fact, the most important problem of
administrators in schools arises from the fact that
they are not suitably prepared for his issue. School
administrators should guide teachers and enable
them to use technology effectively. To achieve this,
training teachers by providing in-service training if
necessary may be among the technological
leadership tasks of school administrators (Yeh, Chi
and Chiou, 2008). It is know that various factors
such as the rapid development of technology, rapid
changes in education policies in our country, the
increase in the sanctions on technology education
and the expectations from the school cause
increased competition between schools and the
emergence of new educational approaches. All
these rapid developments have caused the roles
expected from school administrators to become
increasingly complex. It is expected that schools will
create better quality learning communities by using
and applying technology more efficiently. As a
result, the importance of technology leadership
among school administrators increases even more
(Afshari et al., 2009).

Modern educational tools developed with state-
of-the-art technology have made a valuable
contribution to education. School administrators
must play a decisive role in the effective use of these
innovations in their schools. This role can be defined
as technological leadership (Yu & Durrington, 2006).
Technological leadership can be defined
management by individuals who provide the
necessary guidance in the efficient use of
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technology in school, influences, directs and
manages students in this regard (Akbaba & Altun,
2004).

Education administrators in schools should be
able to understand and explain technology
applications in decision-making processes, have
awareness of how pedagogy and technology
interact, and know what technology can and cannot
do. It is started that only in this way can individuals
become technology leaders (Can, 2003). School
Administrators do not have clear job descriptions as
technological leaders in any school in our country.
Due to the fact that school administrators are
mostly responsible for the implementation of
technology in schools, the job definition standards
of school administrators have been published by the
International Society for Technology in Education
(ISTE), which is based in the USA. These standards
aim to help school administrators become more
effective teaching leaders in the use of technology
in education in terms of providing a suitable
environment for school administrators to purchase
and use educational technologies, and ensuring that
students can benefit from these opportunities.
NETS-A standards were re-evaluated by ISTE in 2009
and then updated with some changes. The
characteristics sought in technology leaders are as
follows (ISTE, 2009; Hacifazlioglu et al., 2011;
Banoglu, 2011):

1. Visionary Leadership
Digital Age Learning Culture
Excellence in Professional Practice
Systematic Development
. Digital Citizenship

In this research, the NETS-A standards published
in 2009 were taken as basis and the standards were
briefly explained (Hacifazlioglu et al., 2010).

Managers have the opportunity to have an
impact on their followers through the leadership
models they adopt. Impact creation is the name
given to the sum of the stages in which an individual
differentiates the types of behavior. Making an
impact should be understood as a person who can
support the manager in terms of acceptance of the
individuals under his administration, determine the
parties’need for guidance, and can support
employees in achieving their goals. In the business
environment, leaders and employees are in a
constant state of affection. Leading managers in this
communication; They should be successful in
achieving their organizational goals, enhancing the
loyalty of employees to the organization, ensuring
that they reach what they expect and impressing
the employees. This success will allow employees to
evaluate their profession at a high level in their life
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as a result of their activities to gain talent and
become experts in a specific. (Kotter, 2001) defined
this situation as putting forward the professional
identity, spending effort in terms of the professional
class of which he/she is a member, and
commitment to professional purpose, value, rules
and moral principles. In the studies conducted in the
field of professional commitment, it is observed that
there is no consensus on the use of career,
professional and occupation concepts. Feeling
connected to the organization refers to the desire
to continue to belong to an organization, the desire
to make significant effort for the organization, or to
firmly believe and accept the goals and values of the
organization. In other words, the feeling that he /
she is connected to the organization by taking on an
identity focused on the activities, interests and
success of the organization. In some of the studies
conducted to determine the factors that affect the
sense of organizational commitment, the behaviors
of the leader were also explained as a key element
(Cetin, 2004).

Organizational commitment

When we examine the concept of organizational
commitment, it can be said that it is a phenomenon
related to the attitudes and behaviors of the
organization and its employees towards work. In
line with this analysis, the concept of organizational
commitment is also concerned with the employee's
identification with the job, the level of loyalty to the
job and the level of adaptability to the job. In other
words, the aforementioned concept evolves into a
state of psychological commitment in the
organization-employee relationship, and mutual
expectations must be realized in order to talk about
this state of commitment (Demirel, 2009).

Factors affecting organizational commitment
were examined under three headings: personal
factors, organizational factors and external factors
(Akan & Yalgin, 2015).

Personal Factors: A significant amount of
research has been conducted on the relationships
between organizational commitment and personal
factors. As a general statement, it is accepted that
there are close relationships between personal
factors and organizational commitment. In fact, it
has been of great importance in matters such as the
fact that personal factors, organizational goals and
principles become familiar with the amount of time
spent in the organization (Akova & Bayhan, 2015).

1. Job Expectations

2.  Psychological Contract

3. Personal Characteristics

Organizational Factors: Organizational factors
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affecting organizational commitment; include
variables such as the nature and importance of the
job, management style, participation in the
decision-making process, work groups,
organizational culture, role conflict, skill level of
subordinates, job focus, job identity and
organizational rewards. In addition to these, some
researchers have added role ambiguity, job
difficulties, subordinate-superior relations,
advancement and career opportunities, importance
given to employees' needs, wage justice and
supervision relationships to organizational factors
(Bulug, 2009).

. Nature and Importance of the Job

. Management and Leadership

° Wage level

According to previous studies, it is known that
leadership behavior and application styles affect
employees' feelings of organizational commitment
(Wang & Walumbwa, 2007). The employee, who
believes that he/she is not helped by the
organization and the leader who represents the
organization in this context, Show a lower level of
loyalty to the organization. If the personnel working
in the institution are unemployed in the companies
where they are functional or in the sectors in which
the companies are in, there is a lack of capital and
equipment, especially the company they do their
job with, and there is a lack of organizational
commitment (Moss et al., 2006).

In this regard in order for individuals to be
educated and developed in the desired way,
important roles are assigned to educational
institutions and those who manage these
institutions or work as principals in schools. In the
same way that the driver behind the wheel of the
car is effective and responsible in directing the
vehicle; the transformational leadership and
technological leadership of school administrators
are equally effective in ensuring the correct and
successful management of educational institutions,
which are the most sensitive places in terms of
conveying the structural thinking, mission and goals
of education to individuals and ensuring the
organizational commitment of teachers. In our
research on this subject the aim was to determine
the effect of transformational leadership and
technological leadership styles of school principals
on organizational commitment within the
framework of teachers' opinions. In line with the
purpose of the study, answers to the following
questions were sought:

1. Is there a meaningful connection between
the types of leaders who make transformation and
the organizational commitment levels of the School
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2. Administrators?

3. Is there a meaningful connection between
the way the educational institution managers are
technological leaders and the level of commitment
of the teachers to the organization?

4.  The transformational leadership styles of
educational institution administrators show a
meaningful difference within the framework of
teachers' individual qualifications (age, length of
services in the department in which they work,
education level, gender, branch, etc.)?

5. The types of educational institution
administrators being technological leaders Show a
meaningful difference in terms of the individual
qualifications of the trainers (education level,
gender, length of service in the department in wich
they work, branch, etc.)?

6. Is there are difference between public
schools and private schools?

In conclusion, in our study, the link between the
different transformational leadership styles and
technological leadership styles demonstrated by
educational institution administrators in their
managerial roles and the organizational
commitment of the movements will be evaluated
based on the opinions of the educators. Our
research has importance in terms of obtaining data
about the types of transformational leaders and
their style of being a technological leader, being
more effective in the business environment by
improving their leadership behavior, and providing
more support to the institution where they are
trained. When the transformational leadership and
technological leadership behaviors of educational
institution administrators are revealed, the effect
on their commitment to the organization will be
determined. It is thought that our study willmake a
valuable contribution to the field of educational
sciences and the concepts of management-
administration in educational institutions, in order
that the administrators of educational institutions
can know their status in the form of organization
that differs and progresses.

METHOD
Research Model

This research is a descriptive study conducted
with the aim of examining the relationship between
the organizational commitment of educators and
the transformational leadership styles and
technological leadership styles of the
administrators of educational institutions according
to socio-demographic variables made with the
relational scanning model.
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Research Universe and Sampling

The universe of the study was composed of 2240
teachers working in primary schools operating
under the Ministry of National Education in Bursa,
Yildirim District during the 2016-2017 academic
year and a sample of teachers from the universe
was reached.

A table showing the socio-demographic
characteristics of the school administrators and
teachers participating in the study is given below.

Table 1. Distribution of School Administrators and
Teachers According to their Socio-demographic
Characteristics (n = 2240)

Frequency (f)Percent (%)

Gender

Female 1393 62,2
Male 847 37,8
Age

20-30 491 21,9
31-39 1053 47,0
40-48 440 19,6
49 and above 256 11,4
Marital status

Married 1747 78,0
Single 485 21,7
Widowed / Divorced 8 4
Educational status

Bachelor2s 1276 57,0
Master’s 684 30,5
Doctorate 280 12,5
Occupational seniority

1-10 years 1694 75,6
11-20 years 330 14,7
21 years and above 216 9,6
Education levels taught

Primary School 822 36,7
Middle School 1005 44,9
High School 413 18,4
School

State School 1900 84,8
Private School 340 15,2

According to the data in Table 1, from the school
administrators and teachers participating in the
research; 62.2% were women and 37.8% were male,
21.9% of them were in the 20-30 age range, 47.0%
of them were between the ages of 31-39, 19.6%
were in the 40-48 age range, 11.4% of them were 49
and over, 78.0% were married, 21.7% were single,
0.4% of them were widowed / divorced, 57.0% of
them had a bachelor’s degree, 30.5% of them had a
master's degree, 12.5% of them had a doctorate,
According to their professional seniority 75.6% of
them had between 1-10 years, 14.7% had between
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11-20 years, 9.6% had 21 years and over. Finally, in
terms of the level of education taught,; 36.7% were
teaching in primary schools, 44.9% in secondary
schools, and 18.4% of them were in high schools,
while 84.8% were teaching in public schools and;
15.2% private schools.

Data Collection Tools

The research data were collected with a
questionnaire, and the details of the sections in the
questionnaire form are given below. The
implementation of the research was deemed
appropriate according to the letter of Governorship
of Bursa Provincial Directorate of National
Education dated 21.02.2018 and numbered
3739156.

Socio-demographic Data Form

The Individual Data Chart was developed by the
researcher, in order to determine the general
profile of teachers and their demographic
characteristics, as well as to examine the
relationship between the transformational leader
types and technological leadership styles of
educational institution administrators and the
organizational commitment levels of educators,
according to various socio-demographic variables.
In the form, there are items related to marital
status, gender, age, seniority in the teaching
profession, education level, the stage of education
and the status of the school where the education is
given.

Multifactor Leadership Questionnaire 5-x short
(MLQ)

The Multi-Factor Leadership Questionnaire
(MLQ-5X) was developed by Bass and Avolio in 1995
in order to measure the types of transformational
and interactivity leaders. In the questionnaire form,
there are 45 questions in accordance with the
preparation of personal leadership report types in
terms of institutional and science-related
investigations (Avolio and Bass, 2004). The
transformation consists of 45 statements in total,
with 20 determining the acting leadership type, 16
identifying the interacting leader type, and 9
identifying the results of the actions to be a leader.
The transformational leadership situation itself,
each part consisting of 4 statements; It consists of
idealized influence (movement), idealized influence
(cited), suggestion and motive realization,
intellectual stimulation and personal assistance. In
the research, the scores of being a transformational
leader sub-scale were calculated, and the
information about the interacting leader status and
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results scale were excluded from the evaluation
content. The Cronbach's alpha reliability coefficient
was calculated as a = .94. (Avolio and Bass, 2004). In
our study, the Cronbach’s alpha reliability
coefficient of the Multifactor Leadership
Questionnaire 5-x short (MLQ) was found to be a =
.90. The use of the scale in our study was given
permission by Mind Garden in 2017.

Technological Competence Scale (TCS)

The scale was originally named "Principals
Technology Leadership Assessment”, with the
support of lowa State University by the American
Research Institute (AIR) and Center for Advanced
Studies (CASTLE). The scale subscales consist of 6
technology use scales known as NETS-A. Cronbach's
alpha coefficient was investigated in terms of
internal consistency reliability by applying the
scores of the scale content validity to be evaluated
by experts. The Cronbach’s alpha reliability
coefficient of the scale was determined as a = .95.
However, the internal consistency reliability
coefficient of the "productivity and professional”
application scale was determined as a = .65 (Castle,
2009).

In our study, the Cronbach's alpha reliability
coefficient of the Education Managers' Technology
Competencies Scale (TCS) was found as a = .94. In
terms of scale scoring, -2 points was given for the
"none" preference, -1 point for the "less"
preference, 0 points for the "partially" preference,
1 point for the "substantial" preference, and 2
points for the "completely" preference. While
scores close to (-2) refer to being a weak,
technological education manager, scores close to
(2) indicate being manager. The fact that the
average score is positive or negative makes it easy
to interpret the educational institution
administrator's lack of personal data and ability
level or opportunity (Castle, 2009).

In the evaluation of the qualification levels, 5
intermediate uses, starting from (-2) reaching to
(+2) and holding 8 intermediate values, were used.
The names of the levels of adequacy by showing
fidelity to the scale of originality, "None" (Average =
between -2 and -1.2), "Little" (Average = between -
1.2 and -0.4), "Partially" (Average = between -0.4
and 0.4), "Significant amount" (Average = 0.4 to
1.2), "Completely" (Average = 1.2 to 2) was
determined as.

When conducting the Turkish translation of the
scale, Banoglu (2012) obtained compulsory
permissions from CASTLE director Scott Mcleod,
and support was requested fort he translation from
two language experts, one of whom graduated from
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the department of English Language and Literature
at Istanbul University. A comparison of the texts
resulting from the translation of the text back into
English was carried out by the translation team. The
reliability status of the "Productivity and
Professional Practice" scale in the scale with its
originality and the approval of the translation team
as a result of the problems in the translation phase
related to culture, this scale is not included in the
Turkish version of the main scale. The scale consists
of 32 items and 5 dimensions in total. In terms of
the scale subscales, the "Visionary" dimension
consists of statements between 1-12, the "Digital
Age Learning Culture" dimension consists of 3 items
between 13-15 the "Excellence in Professional
Development" dimension consists of 8 items
between 16-23, the "Systematic Development"
dimension consists of 3 items between 24-26, the
"Digital Citizenship" dimestion consists of 6 items
between 27-32. The use of the scale in our study
was deemed appropriate according to Koksal
Banoglu's e-mail dated 20.12.2017.

Organizational Commitment Scale (OCS)

In measuring the organizational commitment of
the trainers, the "Organizational Commitment Scale
(IAS)" scale developed by Balay (2000) was used.
This scale examines organizational commitment in
three sub-scale, namely the identification,
adaptation and internalization subscales examined
by O'Reilly Il and Chatman (1986).

Identification  Subscale: 1t measures the
commitment that occurs when the person is
affected in order to realize the connections that
bring satisfaction.

Compliance  Subscale: It measures the
commitment that occurs when individuals accept
attitudes and behaviors to obtain specified rewards
during the compliance phase, which is the first step
of commitment.

Internalization Subscale: 1t is the scale of the
commitment of the organization and the person
that occurs when their values meet each other. It is
the type of affiliation that organizations choose the
most (O'Reilly Il & Chatman, 1986).

The Organizational Commitment Scale consists
of 27 items. The evaluation of the items is done in 5
point- Likert style. The research participants were
required to choose from the following options for
each statement: (1) | do not agree at all, (2) | agree
a little, (3) | agree moderately, (4) | agree and (5) |
totally agree. The expressions of the subscales are
between 1-8 in Adaptation, between 9-16 in
Identification, and between 17-27 in Internalization.
A lower organizational commitment score indicates
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lower level of organizational commitment, while a
higher level commitment score indicates a higher
level of organizational commitment. Organizational
commitment criteria have been determined as: (1) |
do not agree at all - 1.00 to 1.79; (2) | agree a little -
1.80 to 2.59; (3) | agree moderately - 2.60 to 3.39;
(4) I agree - 3.40 to 4.19; (5) | totally agree- 4.20 to
5.00. The Cronbach's alpha reliability coefficient is a
= .80. In our study, the Cronbach's alpha reliability
coefficient of the Organizational Commitment Scale
(IAS) was found as a = .91.

Research permissions

Permission to conduct the research was
obtained from the Bursa Provincial Directorate of
National Education with the approval number
86896125.605-01 / E.3739156, dated 21.02.2018.
Ethical approval was obtained according to the
letter of the Near East University Scientific Research
Ethics Committee dated 04.03.2019 and numbered
NEU / EB / 2019/272.

Data Collection

The questionnaires were distributed to school
administrators and teachers working in public and
private primary schools operating under the
Ministry of National Education in the Yildinim district
of Bursa province in the 2016-2017 academic year,
and then collected from the teachers.

Statistical Analysis of Data

Statistical Package for Social Sciences (SPSS) 23.0
software was used for the statistical analysis of the
data obtained through questionnaire from used in
the study. The socio-demographic and distribution
of some characteristics of the educational
institution administrators and educators
participating in the study were determined by
frequency analysis. Descriptive statistics regarding
the scores of the school administrators and teachers
from the Education Managers' Technology
Competencies Scale (TCS) and the Organizational
Commitment Scale (OCS) are given. Parametric
hypothesis test types were used in comparing the
socio-demographic  characteristics of school
administrators and teachers with the scores of
school administrators and teachers from the
Education Managers' Technology Competence Scale
(TCS) and the Organizational Commitment Scale
(0OCS), since the data set did not show abnormal
distribution. Conformity of the data set to non-
abnormal  distribution was evaluated by
Kolmogorov-Smirnov, Shapiro-Wilk tests, QQ plot
graph and Levene test for homogeneity of variances
with skewness-kurtosis values. If the independent
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variable consists of two categories, the independent
sample t test was used, and if the number of
categories of the independent variable was greater
than two, the ANOVA test was used. According to
the ANOVA results, in the event of a statistically
significant  difference between groups of
independent variables, the Tukey test, a post-hoc
test, was used to determine from which groups the
difference arose. Correlations between the scores
of the school administrators and teachers from the
Education Managers' Technology Competence Scale

(TCS) and the Organizational Commitment Scale
(OCS) were determined by Pearson correlation
analysis.

Findings

The findings of the study conducted with the aim
of examining the relationship between the
transformational leader types and technological
leadership styles of educational institution
administrators and the organizational commitment
of educators according to socio-demographic
variables are shown below.

Table 2. School administrators and teachers descriptive statistics of educational administrators'
Organizational Commitment Scale (OCS), Multiple Factor Leadership Styles Scale (MLQ-5X) and Organizational

Commitment Scale (OCS) (n = 2240)

Olgekler

n X S Min  Max

— Compliance
— Identification
— Internalization
Organizational Commitment Scale (OCS)

2240 2460 9.16 10 50
2240 3428 9.21 10 50
2240 36.34 862 10 50
2240 32.25 6.83 10 50

— ldealized effect (behavior)
— ldealized effect (attributed)
—  Suggestive motivation
— Intellectual stimulation
— Individual support
Transformational Leadership
Interactive Leadership
Results of Leadership Behaviors
Multiple Factor Leadership Styles Scale (MLQ-5X)

2240  35.55 7.61 10 50
2240 3740 896 10 50
2240 3575 849 10 50
2240 3375 831 10 50
2240 3841 856 10 50
2240 36.17 6.36 10 50
2240  33.13 579 10 50
2240 3764 816 10 50
2240 3538 532 10 50

— Visionary
— Digital Age Learning Culture
—  Excellence in Professional Development
—  Systematic Development
— Digital Citizenship
Technology Competencies Scale (TCS)

2240 3366 7.74 10 50
2240 3590 9.52 10 50
2240  35.23 6.94 10 50
2240 33.27 895 10 50
2240 35,51 875 10 50
2240 3457 6.48 10 50

Table 2 shows the Organizational Commitment
Scale scores for the school administrators and
teachers, with average scores of 24.60+9.16 from
the compliance subscale, 34.2849.21 from the
identification subscale, and 36.34+8.62 from the
internalization subscale. It was found that school
administrators and teachers a minimum of 10 and
maximum 50 points from the overall Organizational
Commitment Scale, and their mean score was 32.25
+6.83.

Multi-factor leadership styles scale is from the
idealized effect (behavior) sub-dimension of the
transformational leadership scale (35.55 + 7.61),
from the idealized effect (attributed) sub-dimension
(37.40 + 8.96), from the suggestion-motivation sub-
dimension (35.75 + 8.49), from the intellectual
stimulation sub-dimension (33.75 + 8.31), It was
observed that the scores for the Cleckler individual
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support sub-dimension were (38.41 + 8.56). School
administrators and teachers received minimum of
10 and maximum of 50 from the overall
transformational leadership scale, and the average
and standard deviation of these scores were found
to be (36.17 + 6.36). It was observed that the multi-
factor leadership styles scale got points from the
interactional leadership sub-dimension (33.13 +
5.79) and the results of leadership behavior sub-
dimension (37.64 £ 8.16). School administrators and
teachers received a minimum of 10 and a maximum
of 50 points on the multi-factor leadership styles
scale, and the average of these scores was found to
be (35.38 £ 5.32).

In Technology Competencies Scale, scores of
33.66 £7.74 were recorded from the visionary sub-
dimension, 35.90 + 9.52 from the Digital Age
Learning Culture sub-dimension, 35.23 + 6.94 from
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the Excellence in Professional Development sub-
dimension, 33.27 + 8.95 from the Systematic
Development sub-dimension and 35.51 + 8.75 from
the Digital Citizenship sub-dimension. It was found

that school administrators and teachers received at
a minimum of 10 and maximum of 50 from the
Technology Competence Scale, and the mean score
was 34.57 £ 6.48.

Table 3. School administrators and teachers; Comparison of the scores obtained from the scales according to

their gender (n = 2240)

Scales Gender n X s t p

Compliance Mol 847 2556 964 3902 00
o 15 2359 972 1
Organizational Commitment Scale (OCS) \|</IV;)Ir:an ;igg :;23 gzg -3.631 .000*
Multiple Factor Leadership Styles Scale (MLQ-5X) Idealized effect Woman 1393 37.75 8.73 2387 .017*

(Attributed)

Male 847 36.82 9.30

*p<0,05

In Table 3, the differences between the scores of
the educational institution administrators and
trainers participating in the research from the
organizational commitment scale, compliance and
identification subscales according to their gender
are statistically significant (p<0.05). The scores
obtained by the male school administrators and

higher than the female school administrators and
teachers. The difference in the scores of school
administrators and teachers got from the idealized
effect (attributed) subscale of the Multi-Factor
Leadership Styles scale of the transformational
leadership scale is statistically significant (p <0.05).
The scores of the female school administrators and

educators for the idealized effect (attributed)
subscale were found to be higher than the male
school administrators and educators.

teachers from the organizational commitment scale
in general, as well as the adaptation and
identification sub-dimensions were found to be

Table 4. School administrators and teachers; Comparison of the scores obtained from the scales according to
their ages (n = 2240)

Age n X S MinMaxF p Difference
20-30 491 2441 882 10 50
31-39 1053 24.24 8.87 10 50
40-48 440 2591 9.47 10 50 3.824 .010* 1-3
49 and o0 5418 1021 10 50
above
20-30 491 33.02 541 10 50
— Multiple Factor Leadership Styles 31-39 1053 32.81 5.64 10 50
Scale (MLQ-5X) Interactive 40-48 440 34.09 6.01 10 50 5.282 .001* 23
Leadership subscales 49 and 256 3294 652 10 50
ebove
20-30 491 3581 6.84 10 50
— Technology Competencies Scale 31-39 1053 34.81 6.96 10 50
(TCS) Excellence in Professional 40-48 440 3540 6.81 10 50 2.778 .040* 1-2
Development subscales 49 and 256 3561 7.23 10 50
above
20-30 491 35.14 6.45 10 50
31-39 1053 34.17 6.51 10 50

— Organizational Commitment Scale
(OCS) Compliance subscales

Technology Competencies Scale (TCS) 40-48 440 3471 6.37 10 50 2.870 .035* 1-2
49 and o6 34889 651 10 50
above

*p<0,05
In table 4, according to the ages of the school
administrators and teachers participating in the

research, it was determined that the difference
between the scores of the Organizational
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Commitment Scale (OCS) compliance subscale was
statistically significant (p <0.05). This difference
arises from school administrators and teachers
between the ages of 20-30 and between 40-48.

It was determined that the difference between
the scores of the interactional leadership subscale
of the multi-factor leadership styles scale was
statistically significant (p <0.05). This difference
arises from school administrators and teachers

between the ages of 20-30, 31-39 and 40-48.
According to the age of the school
administrators and teachers was determined that
the difference between the scores they received for
the technology scale excellence in professional
development subscale and Technology
Competencies Scale (TCS) in general was statistically
significant (p <0.05). This difference arises from
school administrators and teachers between the

ages of 20-30 and 31-39.
Table 5. School administrators and teachers: Comparison of the scores obtained from the scales according to
their marital status (n = 2240)

Marital status n X s Min Max F p Difference
Married 1747 3441 9.02 10 50

Identification Single 485 33.70 9.86 10 50 3.634 .027* 2-3
Widowed / Divorced 8 4156 431 37 50

*p<0,05

In table 5, it was determined that the difference
between the scores of the organizational
commitment scale identification sub-dimension
according to the marital status of the school

administrators and teachers participating in the
study was statistically significant (p<0.05). This
difference stems from single and widowed /
divorced school administrators and teachers.

Table 6. School administrators and teachers comparison of the scores obtained from the scales according to
their education level (n = 2240)

Educational n _

X S MinMaxF p Difference
status
L. . Bachelor's 1276 23.32 9.08 10 50
Organizational Commitment Scale (OCS) o v” 684 2591 878 10 50 31.736 .000% 1>
Compliance subscales 1-3

Doctorate 280 27.22 9.43 10 50
Multiple Factor Leadership Styles Scale Bachelor's 1276 35.65 7.47 10 50

(MLQ-5X) Idealized effect (behavior) Master’s 684 36.08 7.54 10 50 8.898 .000* i::
subscales Doctorate 280 33.83 8.19 10 50
Multiple Factor Leadership Styles Scale Bachelor's 1276 36.34 8.39 10 50 12
(MLQ-5X) Suggestive motivation Master’s 684 35.27 858 10 50 8.841 .000* 13
subscales Doctorate 280 34.21 851 10 50

Multiple Factor Leadership Styles Scale Bachelor's 1276 36.33 6.35 10 50
(MLQ-5X) Transformational Leadership Master’s 684 36.25 6.30 10 50 3.239 .039* 1-3
scales Doctorate 280 35.27 6.53 10 50
Bachelor's 1276 32.88 5.62 10 50
Master’s 684 33.64 6.02 10 50 3.871 .021* 1-2
Doctorate 280 32.98 5.92 10 50

Multiple Factor Leadership Styles Scale
(MLQ-5X) Interactive Leadership scales

*p<0,05

In Table 6, it was determined that the difference
between the scores of the school administrators
and teachers participating in the study from the
organizational commitment scale compliance
subscale according to their educational status was
statistically significant (p<0.05). This difference
stems from the bachelor’'s, master’s and the
doctorate graduate school administrators and
teachers.

According to the educational status of school
administrators and teachers, it was determined that
the difference between the scores they received
from the idealized effect (behavior) subscale of the

Multi-Factor Leadership Styles Scale was statistically
significant (p <0.05). This difference arises from
bachelor’s, master’s and doctoral graduate school
administrators and teachers.

It was determined that the difference between
the scores of the transformational leadership scale
on the suggestion motivation subscale was
statistically significant (p <0.05). This difference
arises from bachelor’s, master’s and doctoral
graduate school administrators and teachers.

It was determined that the difference between
the overall scores of the transformational
leadership scale was statistically significant (p
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<0.05). This difference arises from undergraduate
and doctorate graduate school administrators and

betweenthe
interactional

scores they received from the
leadership scale was statistically

teachers. significant (p <0.05). This difference arises from
It was determined that the difference bachelor’'s and doctorate graduate school
administrators and teachers.
Table 7. Correlations between school administrators and teachers' scale scores (n = 2240)
Organizat D;gllt Excellen Technolo
. . . fonal _ pge &M Systema Digital &Y
Compli Identific Internaliz Commit Visio Professi tic Citizen Compete
ance ation ation ment nary . onal Develop . ncies
ing ship
Scale Culty Develop  ment Scale
(OCs) re ment (TCS)
Complian r 1
ce p
Identifica r ,199" 1
tion p ,000
Internaliz r ,103" ,765" 1
ation p ,000 ,000
Organizat r ,529" ,871" ,860"" 1
ional
Commit
ment p ,000 ,000 ,000
Scale
(OCs)
Visionary " ,096  -,016 -,034 ,014 1
Y b 000 458 1107 1495
Digital r ,125" ,014 -,005 ,052° 787" 1
Age
Learning p ,000 ,512 ,802 ,013 ,000
Culture
EXC::':”C r ,101" 003  -004 040 670" 540 1
Professio
nal o 000 884 868 061,000 000
Develop
ment
SVStimat' r 012 -013  -009 015 326" 2%t g79v 1
Develop ' o57  sag ,660 485,000 ,000 ,000
ment
Digtal 001 015 012 -012 336" 2% e3¢ 700 1
Citizenshi
p p ,953 ,487 ,582 ,559 ,000 ,000 ,000 ,000
Tecg{w'o 085" 010  -021 019 863" 12 04" 6717 705" 1
Compete
ncies
Scale ,000 ,648 ,319 ,362 ,000 ,000 ,000 ,000 ,000
(TCS)
*p<0,05**p<0,01
In Table 7, as a result of the Pearson correlation the organizational commitment of school

analysis conducted to determine the correlations
between school administrators and teachers'
Organizational Commitment Scale and Technology
Competencies Scale scores, it was determined that
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administrators and teachers and their technological
competencies were related. Accordingly, it was
determined that there are statistically significant
and positive correlations between the scores they
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received from the compliance sub-dimension in the
Organizational Commitment Scale and the scores
they received from Identification, Internalization,
Organizational Commitment Scale, Technology
Competencies Scale, Visionary, Digital Age Learning
Culture, Excellence in Professional Development
(p<0.05). It was determined that there are
statistically significant and negative correlations
between Systematic Development and Digital
Citizenship (p<0.05).
It was determined that there were statistically

significant and positive correlations between the
scores they got from the identification sub-
dimension in the Organizational Commitment Scale
and the scores they got from internalization,
Organizational Commitment Scale, Technology
Competencies in general, Digital Age Learning
Culture and Excellence in Professional Development
(p <0, 05). It was determined that there are
statistically significant and negative correlations
between Visionary, Systematic Development,
Digital Citizenship and Technology Competencies
Scale overall (p <0.05).

Table 8. Correlations between school administrators and teachers' scale scores (n = 2240)

s 8 . Ea iz 23 45 e
g F 5, 5% ST 28 18 3 f BF ifr oy g EpgaRlod of
- 3 ¥ 33 s g?E L3 ZSE £ tE £ EE 2fg 585 BE B
¢ 0§ 2 3% 45 F4 3F §I EE 433 2 RIS REE ZE P8
I 3 5 g gv sd HE LE 3 ] a k & A =g ]
Compliance ; !
. . r o™
Identification P Dot
) PO U | 1
Internalization P 000 000
P - 1 1
ocs P om Jo0g oo
[dealized effect P T il | S -1l § 1
(behavior) P 004 Jono 000 000
[dealized effect r s a3 27 203" o 1
{attributed) P 305 000 000 000 oo
. - r 336" -ps? 01 - lsa" Asg™ £ 1
Suggestive motivation. P om a4 952 000 000 )
. . r -41"  -es8"  -ps3t 158" Al A9t ss0™ 1
Intellectual stimulation P om 00 o1z 000 000 ) o
. r 450" -0l - 04" 001 Az A63™ st st 1
Individual suppart P oM 500 Jozz LR Joog g JDog o0
Transformational r Sla1" st Jgm* 0od 40 g0t et et 478" 1
Leadership P 000 005 o1 368 oo Joog Jooe 000 o0
. . r A" st Jaa™ A0 A A0 oe™ 164" A~ A" 1
Interactive Leadership P oM Jo0g oo Joog Joog g Dot o0 000 oo
Results of Leadership r  -,0dd* -85 -039 -p51* Avs™ L AT ) ¥ A =~ 4§ As™ 1
Behaviors 1 P 033 099 63 s oo J00g 000 000 000 oo oo
MLQSY r T 0™ il T Jis* 4T gt st emt e A7 Lo At 1
P o7 Jo0g Joog Joog Joog Dot Dot 00 000 oo Jog A0D
Visi r 49" 016 034 14 s -z o7 Jdes™ A40™ Jas™ ™ a2 =) i 1
lonary P om A58 07 495 Rl 564 Als 00 000 oo Jog A0D 0o
Digital Age Leaming r Js" LTl -00s st -2z -z - 0sg" o™ A" Jos™ b 268" T - o 1
Culture P 0w S 50z 13 00 573 11 D00 00 oo g A0 T T/ 1)
Excellence in r " 003 T 040 -z 006 - 043" 66" 20" 60" Jdor™ 163" 1 i | S ¥ 1
Professionsl 000 554 368 061 35 730 044 202 000 002 000 ] 000 000 000
Development P ; , E 935 k | I J | | oD K E J
) r - -013 B N 1 o5 e 062 003 -1z oo -3z -ne -018 At amt 6wt 1
Systematic Development P 55T 548 660 485 Rkl 586 10 D06 578 986 134 357 97 00 oo 00
- . r 001 - 015 -1z -0z -3z -ms -024 -0 -1 - 30 -8 -3z -837 33" 30™ 634 S0 1
Digital Citizenship p o83 487 582 550 131 83 7 i) AL 151 180 131 081 000 oo 000 000
Tcs ro 8t g1 621 1o -613 00 018 ozt pss pest 13t B [T Q56 se3t  5mt et emt mst 1
P om 548 A10 362 536 663 Abs 200 000 200 200 A0 D00 00 oo 200 200 200
*p<0,05**p<0,01
Table 8, school administrators and teachers; transformational leadership and leadership
Organizational Commitment Scale, Multifactor behavior results decrease.

Leadership Types Scale, Technology Competencies
Scale as a result of the Pearson correlation analysis
performed to determine the correlations between
the scores of the Organizational Commitment Scale
from the adaptation sub-dimension and the
Multifactor Leadership Types Scale are among the
idealized effect (behavior), suggestive motivation,
and intellectual stimulation sub-dimensions, it was
determined that there were statistically significant
and negative correlations between the scores they
got from transformational leadership and
leadership behavior results scales (p<0.05). These
correlations are negative, and as school
administrators and teachers' adjustment scores
increase, the scores of idealized effect (behavior),
suggestive motivation, intellectual stimulation,
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It was determined that there were statistically
significant and positive correlations between the
scores they got from the individual support sub-
dimension, the interactionist leadership scale, the
Multifactor Leadership Types Scale overall, the
Technology = Competencies  Scale  visionary
leadership, digital age learning culture, professional
development sub-dimensions, and the Technology
Competencies Scale overall (p <0.05). These
correlations are positive, and as school
administrators and teachers' adaptation scores
increase, their scores from the Multifactor
Leadership Types Scale, Technology Competencies
Scale, visionary leadership, digital age learning
culture, excellence in professional development
sub-dimensions, and Technology Competencies
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Scale increase.

It was determined that there were statistically
significant and negative correlations between the
scores of school administrators and teachers
obtained from the Identification sub-dimension of
the Organizational Commitment Scale, the
Multifactor Leadership Types Scale, motivation by
suggestion, and the interactionist leadership scale
(p <0.05). These correlations are negative, and as
the identification scores of school administrators
and teachers increase, their scores on suggestion
motivation and interactive leadership scale
decrease.

The Multifactor Leadership Types Scale It was
found that there were statistically significant and
positive correlations between the scores they
received from the idealized effect (behavior),
idealized effect (attributed) and intellectual
stimulation sub-dimensions, and the overall
transformational leadership and Multifactor
Leadership Types Scale (p <0.05). These correlations
are positive, and as the identification scores of
school administrators and teachers increase, their
scores on the Idealized effect (behavior), idealized
effect (attributed), intellectual stimulation,
transformational leadership, and Multifactor
Leadership Types Scale increase.

It was determined that there were statistically
significant and negative correlations between the
scores obtained by school administrators and
teachers from the internalization sub-dimension of
the Organizational Commitment Scale, intellectual
stimulation and individual support sub-dimensions
of the Multifactor Leadership Types Scale (p <0.05).
These correlations are negative, and as school
administrators and teachers' internalization scores
increase, their scores on intellectual stimulation and
individual support scales increase.

It was determined that there are statistically
significant and positive correlations between the
sub-dimensions of the Multifactor Leadership Types
Scale, idealized effect (behavior), idealized effect
(attributed), the transformational leadership and
interactional leadership scales of the Multifactor
Leadership Types Scale and the overall scores of the
Multifactor Leadership Types Scale (p <0.05). These
correlations are positive, and as school
administrators and teachers' internalization scores
increase, their scores from the scale of idealized
effect (behavior), idealized effect (attributed),
transformational leadership and interactional
leadership, and the Multifactor Leadership Types
Scale increase.

It was determined that there were statistically
significant and negative correlations between the
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scores of school administrators and teachers
obtained from the Multifactor Leadership Types
Scale from the sub-dimensions of suggestion
motivation and intellectual stimulation and the
Leadership behavior results scale (p <0.05). These
correlations are negative, and as the organizational
commitment scores of school administrators and
teachers increase, their scores from the sub-
dimensions of motivation by suggestion and
intellectual stimulation, and the Leadership
behavior results scale, decrease.

From the overall Organizational Commitment
Scale, the Multifactor Leadership Types Scale, the
idealized effect (behavior) and idealized influence
(attributed) sub-dimensions, the interactional
leadership scale, the Multifactor Leadership Types
Scale, and the Technology Competencies Scale sub-
dimension is statistically significant among the
scores they got from the digital age learning culture.
and positive correlations were found (p <0.05).

These correlations are positive, as school
administrators and  teachers' organizational
commitment scores increase, from the overall
Organizational Commitment Scale, from the
idealized effect (behavior) and idealized effect
(attributed) sub-dimensions of the Multi-Factor
Leadership Types Scale, from the interactionist
leadership scale, from the Multi-Factor Leadership
Types Scale, Technology The sub-dimension of
Leadership Competencies Scale increases in the
scores they get from digital age learning culture.

In Table 9, when the regression analysis results
of the scores obtained from the Multiple Factor
Leadership  Styles scale and Technology
Competencies scale of the school administrators
and teachers participating in the research are
predicted from the Organizational Commitment
Scale;

School administrators and teachers; Regression
model related to predicting organizational
commitment scores of scores from Idealized Effect
(Attributed), Suggested Motivation, Intellectual
Stimulation, Transformational Leadership,
Interactional Leadership, Leadership Behavior
Results, Multiple Factor Leadership Styles Scale,
Visionary Leadership and Professional Development
Scales It was determined that it explained 21.2% of
the variance (p<0.05).

Organizational commitment scores of school
administrators and teachers; If the idealized
influence (attributed) scores increase by 1 unit, it
increases by 1.94 unit, if the interactionist
leadership scores increase by 1 unit, it increases by
3.39 units, if the scores of multiple leadership styles
increase by 1 unit, it increases by 7.96 units, and if
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the scores of excellence in professional
development increase by 1 unit, it increases by 0.90
units.

It was determined that organizational
commitment of school administrators and teachers
decreased by 1.45 units in not being motivated by

suggestion, 0.93 units decreased in not performing
intellectual stimulation, 5.86 units decreased in not
performing transformational leadership, 1.19 units
decreased in negative leadership behavior results,
and 0.49 decreased in not performing visionary
leadership.

Table 9. School administrators and teachers regression model for predicting organizational commitment by
scores from the Multi-Factor Leadership Styles Scale (MLQ-5X), Technology Leadership Competencies Scale

(TCS) (n = 2240)

Non-Standardized

Standardized Coefficientst

Coefficients p
B SH Beta

(Constant) 2,479 ,112 22,088 0,000*
Idealized effect (behavior) 0,32 0,23 0,36 1,379 0,168
Idealized effect (attributed) 1,94 0,22 2,54 8,664 0,000*
Suggestive motivation -1,45 0,23 -,1,80 -6,290 0,000*
Intellectual stimulation -0,93 0,25 -1,13 -3,772 0,000*
Individual support -0,04 0,25 -0,05 -,164 0,870
Transformational Leadership -5,86 0,50 -5,45 -11,6280,000*
Interactive Leadership 3,39 0,27 2,87 12,416 0,000*
Results of Leadership Behaviors -1,19 0,28 -1,42 -4,326 0,000*
MLQ-5X 7,96 0,61 6,20 12,978 0,000*
Visionary -0,49 0,19 -0,55 -2,588 0,010*
Digital Age Learning Culture 0,18 0,29 0,25 ,628 0,530
Excellence in Professional Development0,90 0,46 0,92 1,958 0,050*
Systematic Development -0,29 0,24 -0,38 -1,215 0,225
Digital Citizenship -0,15 0,26 -0,19 -563 0,574
TCS -0,44 0,78 -0,42 -,569 0,569
*p<0,05, R2=0,212

DISCUSSION, CONCLUSION AND the low internalization understanding in civil
RECOMMENDATIONS servants stems from the fact that there are more

In this study, the effect of school administrators'
transformational leadership and technological
leadership styles on teachers' organizational
commitment was examined according to teachers'
views. As a result of the study, it was seen that the
transformational leadership and technological
leadership styles of school administrators positively
affected teachers' organizational commitment and
that there were significant relationships.

According to the research results; In terms of
organizational commitment of school
administrators and teachers, internalization was the
highest, and compliance was the lowest perceived
dimension. This situation can be interpreted as
teacher values are in harmony with school values
and school values are effective on teachers'
attitudes and behaviors. Sigri and Basim (2006)
obtained similar results in their research. According
to the results of the research; The organizational
commitment of private sector employees for
internalization was also significantly higher than
civil servants. It is possible to state that the basis of
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uncertainties in the duties of civil servants. It can be
stated that the higher participation in the decision
in the private sector is due to the greater sense of
ownership of the organization. Besides, different
from the findings obtained from the research, Atik
and Ustiiner (2014), Téremen and Yasan (2010),
Ulutas (2011), Karatas and Giiles (2010), Dursun
(2011), Cetin (2004), Eraslan (2004) and In the
studies conducted by Tokgdéz (2011), it was
observed that the highest perceived dimension was
the individual interest dimension, while the lowest
perceived dimension was the motivation by
suggestion dimension.

According to the gender of educational
institution administrators and trainers; There is a
statistically significant difference in terms of
organizational commitment scale overall,
organizational commitment scale compliance and
identification subscales. Similar to our study, in the
variable related to gender; The studies of Akbolat,
Istk and Yilmaz (2013), Turan (2007), Agca and Ertan
(2008), Toremen and Yasan (2010) are consistent
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with our research results. In the studies conducted
by Avci (2015), Dag and Goktiirk (2014) and Tosten
Avci and Yildinm (2018), no significant difference
was found. It was observed that the male and
female educators who participated in our study
gave similar answers about organizational
commitment, adaptation and identification, and
idealized influence. This is thought to be due to the
fact that the research group was educators. These
results were found to be consistent with our
research. Stating that gender is among personal
characteristics, Kardes (2009) stated that different
personal characteristics have different results on
loyalty to the organization. Tsui and Chang (1999)
also stated in their study on loyalty to organization
that the gender variable revealed a significant
difference on it. At the same time, Boylu et al.
(2007), Sama and Kolamaz (2011), Demirkol (2014),
and Sonmez (2017) revealed that the participants'
views on organizational commitment do not differ
according to gender. Similarly, in this study, it was
concluded that the gender variable did not make a
significant difference on teachers' organizational
commitment. Considering the studies examining
the relationship between organizational
commitment and gender, it is seen that there is no
consensus on the degree of organizational
commitment of women and men (Kursunoglu et
al.2010). Yalgin and Iplik (2007) 's Ayen et al.
According to the citation from (1993), it has been
suggested that male employees are more
committed to the organization because they mostly
work in better positions and with higher wages than
women. This situation does not make sense in
public schools as the wages of teachers in public
schools do not vary according to gender.

Again, Ayen et al. (1993) put forward by gender,
as women prioritize their roles within the family,
their institutions remain in the background. (Trans.
Yalcin & iplik, 2007). Contrary to these views, Angle
and Perry (1981), Mathieu and Zajac (1990) stated
in their research that women's commitment is
higher than men (Trans. Géren & Sarpkaya, 2014).
According to the data obtained, organizational
commitment of men and women according to their
gender does not change in this study.

In the research carried out by Akbolat, Isik and
Yilmaz (2013), a significant difference was not
observed. In addition to this situation, when the
time elapsed about the profession is examined; In
the studies of Akbolat, Isik and Yilmaz (2013) and
Avci (2015), there was no difference in the level with
meaning. The educators in our study are generally
thought to be young educators, to be idealistic, to
feel connected to their schools and to follow
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technological developments. This situation is
considered as promising for our education future.
These results were found to be consistent with our
research.

In the study carried out by Kose et al. (2004), it
was determined that single individuals seek renewal
more than married ones. It is understood that single
people increase their leadership qualities in their
search for innovation compared to married ones.
Although most of the educators who participated in
our study were married, it was understood that our
single teachers had more specific opinions about
our study subject. The reason for this is family
responsibility, which suggests that it is more
dominant among married teachers. Identification in
terms of educational levels of school administrators
and teachers, internalization, organizational
commitment in general, idealized influence (cited),
intellectual stimulation, personal help, leadership
behavior results, multiple leadership styles, being a
visionary leader, learning cultural structure of the
information age, During the development of the
profession, excellence, systematic development
and the increase of knowledge, which is the
common product of the society, thanks to
technology, the state of being a citizen based on its
expansion and the technology competence scores
of education administrators are similar. School
administrators and teachers with a doctorate had
higher scores on compliance, graduate graduates on
idealized influence (Behavior) and interactional
leadership, and undergraduate graduates had
higher scores on inspirational motivation and
transformational leadership than others.

According to Turan (2007), educators; They
mostly agreed that their administrators in
educational institutions have transformational
leadership qualities at all scales. In the study of
Aktas, Tark Aktas and Erol (2015) regarding the
determination of the educator's thoughts on the
levels of elementary education administrators
demonstrating transforming leadership behavior
styles, educators expressed their opinion about the
transformational leader style of educational
institution administrators. The aim of the study
conducted by Tas and Cetiner (2011) is to evaluate
the instructor understanding of the educational
institution administrators regarding the level of
behaviors of the transformative leader type of
charisma, suggestion, intellectual warning and
personal assistance scales. As a result, educators
acknowledge that the administrators of educational
institutions have the transformative leadership
qualities in themselves, and they think that they are
the most transformative leaders associated with
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intellectual stimulation.

In the study conducted by Dag and Goktiirk
(2014), which is called leadership in classroom
management and the contribution of leadership to
classroom management, when looking at the level
of educational institution administrators holding
the qualities of being transformational leaders, it
can be stated that educational institution
administrators consider them competent in this
matter, based on their level of participation. These
results were found to be consistent with our
research.

As a result, the devotion of educators to the
organization they work in is considered to be the
most sensitive factor in achieving success as an
organization (Dick & Metcalfe, 2001; Beck & Wilson,
1997). People with high levels of organizational
commitment demonstrate strong attitudes and
tendencies and commitment to the organization
(Chow, 1994). Employees with low loyalty cannot
show enough success. They are less involved in
realizing group commitment, which they fall behind
in their work related to their duties. The low
organizational commitment causes rumors,
objections and complaints and damages the
organization. Trust in the organization is ending, it
becomes difficult to adapt to new situations that
arise, and the organization is at loss (lzgar, 2008).

Recommendations

e The reasons why teachers' opinions about
the digital transformation realization levels of
education administrators are not positive should be
investigated. Thanks to the results to be found in
this framework, education administrators should be
able to show the digital transformation features to
teachers more.

. The reason for the negative opinions of the
teachers about the advocacy of digital
transformation of educational administrators is
found to be related to the competence of the school
administrator, trainings should be carried out in this
context.

. It should be ensured that the education
level of candidates for educational administrators
be increased.

. The sample group of the research section
of this article is limited in number. In order to obtain
clearer and more comprehensive results on the
subject of the study, country-wide research is
required.

. Legislative arrangements should be made
to support school administrators to reveal their
digital transformation features in the face of the
restrictions they may encounter while performing
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their administrative duties.

° Teachers 'organizational commitment and
educational administrators' opinions should be
determined in terms of revealing their digital
transformation requests.

° Digital transformation trainings that will
improve educational institutions should be
provided by increasing the allocation for education
and training.
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