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Abstract

This study investigates the relation between secondary school administrators’ transformational and transac-
tional leadership style and skills to diversity management in the school, based on branch teachers’ perceptions.
The relational survey method was used in the study. The sample for the study was comprised of teachers 735
public school teachers from 34 different schools in the city of Siirt during the academic year of 2010-2011. In the
research, "Multifactor Leadership Questionnaire” scale was used to determine the leadership styles of school
administrators and “Questionnaire for Diversity Management” scale was used to indicate the degree of behavior
related to diversity management. In the result of research it was determined that there was a positive and mod-
erate relationship between school administrators’ transformational leadership style and skills to management
diversity. This study it was found that there was a positive and moderate relationship between all dimensions
of transformational leadership and contingent reward sub-dimension of transactional leadership and admin-
istrative practices and policies sub-dimension of diversity management, and between intellectual stimulation
and individual support sub-dimensions of transformational leadership and contingent reward sub-dimension of
transactional leadership and individual attitudes and behaviors, organizational values and norms dimensions
of diversity management. It was also found that there was a negative and weak relationship between manage-
ment by exception (passive) and laissez-faire leadership dimensions of transactional leadership and individual
attitudes and behaviors, administrative practices and policies sub-dimensions of diversity management, and
between management by exception of transactional leadership (passive] and organizational values and norms
sub-dimension of diversity management. Findings of study reveals that practices, such as individual attitudes
and behaviors, managerial practices and politics associated with individualized consideration, dimension of
transformational leaders and contingent, dimension of transactional leadership were significantly predictors of
management skills diversity in schools. Furthermore practices of dimensions of transformational leadership,
individualized consideration, idealized stimulation and of dimensions of transactional leadership, contingent re-
ward significantly predictor dimensions of management diversity in schools in respect to organizational values
and norms.
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Human differences are considered as a phenomenon ~ becomes even more important in the organizational
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Budak, 2008). One of the keys for the organizations
to continue their existence in the changing world
is to show awareness and respect to the diversity
among employees and to regard this diversity as
richness. In this respect, diversity management is
one of the new approaches required (Memduhoglu,
2011a). The employees who gather in order to achieve
organizational goals such as performance, profitability,
productivity and efficiency, on the one hand, try to
adapt to their colleagues and organization, and on
the other, desire to live freely with their differences
(gender, age, physical abilities etc.) and expect these
differences to be respected (Siirgevil & Budak, 2008).
According to Von Bergen, Soper, and Foster (2000),
diversity management entails recognizing, being open
to, and utilizing human differences. The goal is to
create a positive work environment for all employees
and organization. The best way to manage diversity
is to provide a positive work environment for the
people with different backgrounds and make the
relations between these individuals and groups better
(Bhadury, Mighty, & Damar, 2000).

In modern terms, diversity management can be
achieved when differences in organizations are
acknowledged, accepted, and have a place in
its integral structure and turned into a lifestyle
(cultural mosaic) (Treven & Treven, 2007).
Leaders are the persons who can achieve this.
Bottery (2000) emphasizes that the presence of
leaders is important in terms of providing a fairer
and more equal environment and laying the
basis for appropriate democratic ideals (as cited
in Morrison, Lumby, & Sood, 2006). One of the
most significant elements of effective schools is
school administrators and their leadership styles.
Kreitz (2007) highlights that the leaders who
want to manage diversity effectively should adopt
a management approach, other than traditional
management  approaches,  which
everyone in the organization. Administrators with
leadership characteristics are expected to be aware
of differences, free of prejudices, to be educated and
conciliatory and to lead the cultural change in work
environments (Morrison et al., 2006). In today’s
world where great changes occur, new values rise
and the future cannot be predicted, leaders who can
chase a new direction are needed. It is stated that
transformational leadership is the most suitable
leadership style that can adapt to this pace of change
(Celik & Eryilmaz, 2006). Transformational leaders
are able to apply appropriate management styles
and consider situational conditions in the decisions
taken. Adapting to the environmental conditions by
perceiving thesein situand timelyisaveryimportant

embraces

requirement for continuity of the organizational
structure. Therefore, transformational leadership
reflects the most effective and required leadership
styles (Begeg, 2004). According to Bass (1998),
transformational leaders pay attention to the
potentials and needs of their employees in order
to develop the capacity of others. These leaders
provide environments where individual differences
are respected. Transformational leaders encourage
interaction and attach importance to the individual
interests of employees (as cited in Steward, 2006).
In all leadership styles, it is generally accepted
that administrators with leadership characteristics
are aware of differences, free of prejudices, to be
educated and conciliatory and to lead the cultural
change in organizations and work environments
(Morrison et al, 2006). The studies on the
organizational environment indicate that the reason
for employees’ job stress comes from the behaviors of
organizational administrators (O’'Driscoll & Beehr,
1994). The results suggest that the organizational
environment of employees and the leadership
style of administrators can either encourage or
hinder employees (Duxbury, Armstrong, Drew, &
Henly, 1984). Feinberg, Ostroff, and Burke (2005)
point out that creating environments based on
cooperation in the organization is one of the main
duties of the transformational leadership. Balay
and Saglam (2004) and Memduhoglu (2007) also
indicate that administrators play a critical role
in managing the differences and administrators
should be successful in managing those differences
strategically in order to turn them into advantage.
In this sense, school administrators are responsible
of changing and consolidating the understanding
of different groups regarding the cultural structure
and reflecting this to the common organizational
goals of schools. In order to carry out successful
education and training activities, both teachers
and administrators need to acknowledge these
differences and to develop appropriate methods to
manage the situation (Sharma, 2005). The fact that
schools adopt such management understanding
which cares differences and focuses on learning
from differences contributes to both the individual
development of students and the general success of
schools (Giiles, 2012).

Although there are a large number of research
abroad related to diversity management since
the 1990s, (Cox, 1992; Cox & Blake, 1991; Cox &
Nkomo, 1990; Gilbert & Stead, 1999; Houkamau
& Boxall, 2011; Jackson, Joshi, & Erhardt, 2003;
Loosemore & Lee, 2002; Maldonado, Dreachslin,
Dansky, Souza, & Gatto, 2002; Martins, Miliken,
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Wiesenfeld, & Salgado, 2003; Milliken & Martins,
1996; Richard, McMillan, Chandwick, & Dvyer,
2003; Prieto, Phipps, & Osiri, 2009; Richard, 2000;
Von Bergen et al., 2000; Webber & Donahue, 2001;
Williams & O’Reilly, 1998), research in this field in
Turkey usually carried out on businesses (Aksu,
2008; Atasoy, 2012; Baykasoglu & Dereli, 2005;
Begeg, 2004; Giimiis, 2009; Helvacioglu, 2007; Kaya,
2007; Kayalar & Aytar, 2012; Oncer, 2004; Ozkaya
et al., 2008; Siirgevil, 2008, Stirgevil & Budak, 2008;
Tiryaki, 2008; Toksa, 2012; Yesil, 2009). As regards
educational organizations (Balay & Saglam, 2004;
Balyer & Giindiiz, 2010; Cetin, 2009; Giiles, 2012;
Memduhoglu, 2007, 2011a, 2011b; Memduhoglu
& Ayyiirek, 2014; Yanasma, 2011; Yazici, Basol,
& Toprak, 2009; Yesil, 2009), this subject has
not been explored in detail yet. Furthermore,
the literature research has not put forward a
study dealing with the relationship between the
leadership styles of administrators in our country
and diversity management in schools. This research
explored whether there is a relationship between
the leadership styles of school administrators
and diversity management in schools. Thus, it
is aimed that both application efforts in schools
and the literature will be contributed given that
diversity which is considered as a source of
richness especially in our country can be evaluated
through the leadership behaviors of administrators.
Within the framework of this study, answers to the
following questions were sought. According to the
perception of teachers;

1) Are there relation between teachers’ diversity
management and practices of secondary school
administrators’ leadership style perceived by
teachers?

2) Have practices of school administrators
leadership style, meaningful predictive for
diversity management?

3) How much do secondary school administrators
realize leadership styles?

4) How much do secondary school administrators
realize diversity management?

Transformational Leadership and Transactional
Leadership

Bass (1985) suggested a new model in relation to
leadership based on certain leadership studies. This
suggested model is comprised of two dimensions:
Transformational and transactional leadership.
Transformational leadership is defined as a move
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beyond transactions aimed at designating needs
of the followers and affecting their values in order
to improve their success and satisfaction (Bass,
1985; Korek, Felfe, & Zaepernick-Rothe, 2010).
Burns (1978) defines transformational leadership
as the process in which leaders and followers raise
one another other to higher levels of morality
and motivation. Transformational leadership is
a type of leadership that focuses on innovation,
change and reform. Transformational leader is a
person who realizes his/her employees’ dreams
about future. A leader that shapes the future
on his/her mind with a vision uses four basic
management styles such as idealized influence,
intellectual stimulation, inspirational motivation
and individualized consideration in order to enable
that his/her employees are united under a common
goal (Akgakaya, 2010, p. 150). Idealized impact
is the process through which the leader creates a
mission and vision together with his employees
(Bass & Avolio 1995; Karip, 1998). Motivating with
suggestion is the process through which the leader
creates a powerful common feeling of purpose
with his inferiors using simple emotional elements
(Karip, 1998). Team spirit is activated (Bass, 1989,
p. 107). Intellectual warning expresses developing
the intellect, being reasonable and careful in solving
the problems (Celik, 1998; Karip, 1998). Individual
support is the ability to raise up the employees and
create vision for them for the future (Stordeur,
D’hoore, & Vanderberghe, 2001).

Transactional leadership, on the other hand, is
a leadership style which guides and motivates
employees and clearly defines the organizational
goals as well as the roles and duties of the employees
(Bateman, 2002, p. 471).

In terms of the conditional award aspect of the
transactional leadership, the leader realizes the
expectations and expected performance mutually
with the employees. He/she awards the positive
behavior of the employees like working in harmony
with the organization and high performance and
punishes the negative behavior like noncompliance
with the rules or low performance (Bass &
Steidlmeier, 1999). There is an efficient exchange
transaction between the employees, which is
comprised of three dimensions: Conditional
reward, management with exceptions and laissez-
faire approach (Celik, 1998; Karip, 1998; Stordeur
et al., 2001). In the conditional reward dimension,
the leader determines the tasks and targets for
his employees. Employees know the rewards they
will be granted when they fulfill the targets. In the
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management with exceptions dimension, the leader
monitors the employees, and intervenes when
employees commit any error. The function of the
leader in this dimension is to avoid deviation from
targets, determine and correct the problematic
areas. In the laissez-faire dimension, the leader
leaves his/her employees in their own way and does
not intervene. He/she avoids making a decision and
shuns his/her responsibilities (Avolio & Bass, 2002,
p. 97; Celik, 1998; Howell & Avolio, 1993; Karip,
1998; Stordeur et al., 2001).

Diversity Management

Diversity management is a management understanding
which has been emphasized often especially after the
1990s. Literally, “Diversity” means difference, variety and
unlikeness. In the literature, the concept of diversity refers
to the difference in the characteristics of individuals in a
society (Balay & Saglam, 2004; Memduhoglu, 2010, p.
200). Diversity represents the multitude of individual
differences and similarities that exist between people
(Treven & Treven, 2007). According to this definition,
diversity is a mixture, a mosaic that incorporates every
person, differences and similarities that exist between
people as well as their characteristics, processes, systems
and variety in the global conditions to which the
organization should respond (Siirgevil, 2008).

Memduhoglu (2010, p. 207) argues that the
main areas of diversity regarding the employees
in organizations may be addressed in three
dimensions. These are: (1) demographic diversity
(race, nationality, ethnicity, gender, region/city, age
and experience, (2) socio-cultural diversity (religion
and philosophical belief, political opinion, adopted
values, educational level, economic situation, (3)
individual diversity (personality, physical and
mental skills, knowledge and abilities etc.). In
this sense, it is normal to have disagreements and
conflicts in work environments where individuals
with such different characteristics meet. Diversity
management provides an environment where
everyone can contribute to the organization and
show all their performance toward the goals of
the organization (Budak, 2008, p. 399). According
to Von Bergen et al. (2000) diversity management
covers recognizing, accepting, respecting, utilizing
and being open to every kind of difference among
the employees. The aim is to establish a positive
work environment for the improvement of all
employees and the organization. Individuals coming
together to realize the organizational objectives
including performance, profitability, efficiency
and effectiveness try to adapt themselves to their

colleagues and the organization and at the same
time, they want to freely display their differences
(gender, age, disability) and expect others to
respect them (Stirgevil & Budak, 2008). Diversity
management regards the differences among
employees as a source of wealth and is based on the
principle of maximizing diversity and individual
differences as an important potential in ensuring
organizational development, realizing manageable
organizational outcomes, and providing equal
opportunities (Morrison et al., 2006).

The diversity management approach maximizes
the potential advantages of diversity while
offering practical solutions for the organizations
to minimize the potential disadvantages (Mollica,
2003). However, this understanding is not easy to
put into practice. An organizational culture which
perceives diversity not as a threat but a source of
richness and an organizational structure which
always embraces dialogue will minimize the
potential negative consequences of diversity in
those values (Memduhoglu, 2007; Oncer, 2004).
It is pointed out that a number of changes are
required in the organizational structure of such a
management understanding and to achieve this, it
is essential to create an organizational culture that
corresponds to diversity management (Barutgugil,
2011; Stirgevil & Budak, 2008). This understanding
requires establishing processes which will help
effective diversity management, enabling all
members of organization adopt diversity and
making it a culture shared by everyone as well as
a long period of time and determination (Siirgevil
& Budak, 2008). Sisman (2006) stated that for the
achievement of this aim, democratic education in
schools is very effective in terms of revealing and
maintaining diversity. Moreover, the leader should
support participation and regard himself/herself
as a member of the group, rather than an external
authority to determine the strategies within the
process. Besides, intra-organizational and non-
organizational social value systems should be
understood and common aspects of these systems
should be sought. The leader should also be able to
ensure transfer of powers within the organization
and exchange of information (Denis, Langley, &
Rouleau, 2007) and to regard diversity as a learning
opportunity (Lashley & Lee-Ross, 2003). Therefore
it is said that such a management approach that
gives importance to diversity and is based on
learning from diversities will contribute to both the
students’ individual development and the overall
success of the school (Giiles, 2012).
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Relationship between Transformational and
Transactional Leadership Styles of School
Managers and Diversity Skills Management in
School

Diversities management should direct individuals
who have different qualities and
understandings into the same purpose and
motivate them towards achieving the goals of
the organization (Aksu, 2008). That education
institutions, having workers who possess many
differences such as culture, belief, lifestyle, status,
socio-economic position, etc., encounter problems
is something natural and expected. Therefore,
diversities management is one of the most
challenging problem one manager can encounter
(Van Der Vuuren, Van Der Westhuizen, & Van Der
Walt, 2012). Unless these diversities are managed
effectively within organizations, it is inevitable that
several problems arise (Barutgugil, 2004, p. 228;
Giiles, 2012). Today, diversity management based
on consolidation and cohesion policies are applied
within organizations rather than assimilation
policy in solving problems arising from diversities
(Polat, 2012; Tsui, Egan, & O’Reilly, 1992). What is
important herein is to be able to acknowledge the
diversities, internalize, assess by taking these into
consideration in management of the organization
and constitute a healthy organizational culture
(Oncer, 2004; Speechley & Wheatley, 2001).
Organizational culture must have a structure in
which common values overweigh those related to
single culture (Sarayonli, 2003). Moreover, school
mangers are responsible for making all of the
individuals benefit from the school and develop the
school culture adding value to the school (Ngema,
2009, p. 21). School managers’ awareness of all
aspects of diversities will help people understand
each other better, free from prejudices and lessen
conflicts. In this way, it will lead a stronger social
adaptation at school (Van Der Vuuren et al., 2012).
Managers should establish school policies providing
respect for diversities and appreciation of diversities
in order to manage diversities at schools (Ngema,
2009, p. 13). In his study Polat (2012) emphasizes
that school managers have plenty of workers with
diversities and that these diversities should be

opinions,

managed effectively. He emphasizes that to manage
diversities at school effectively and contribute
rather than disadvantage the organizational
purposes, some values should be imbedded into
the organization (openness to innovation, self-
improvement, democratic attitudes, being fair,
respect for diversities, dignifying people, empathy,
tolerance, honesty, objectivity, equality, truth,
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etc.) and that these values should first be pursued
by school managers and then imbedded into the
organization with effort.

Managers having a sense of leadership are expected
to be aware of diversities, away from prejudices,
educated and mediator and lead cultural shift
in organizations and workplace environments
(Morrison et al., 2006). For the achievement of
successful management of diversities, diversities
should be a part of organization policy and strategy
and have equal importance with other policies and
strategies (Oncer, 2004, p- 5). In this sense, it can
be stated that a sense of leadership responsive to
diversities is a facilitating factor of the process. One
of the leadership styles expressed within this context
is transformational leadership. Transformational
leadership is defined as a leadership behavior in
which moral values are considered important.
This leadership behavior enhances the level of
moral expectancies and humanistic behaviors
of both the leader and the workers thus having a
transformational effect on both sides (Celep, 2004,
pp. 23-24). Transformational leader has a vision
shared among workers and regards individual
diversities among people and stimulates workers
(Lowe & Galen, 1996). Bass (1997) defines the
transformational leader as to enhance the necessity
levels of his/her workers from the level of security
and recognition to the level of self-realization.
Transformational leader reinforces organizational
feeling of confidence (Podsakoff, MacKenzie, &
Bommer, 1996), motivates the workers and even
makes them perform far beyond they can do (Bass
& Riggio, 2006). Jung, Yammarino, and Lee (2009)
state that main feature that makes transformational
leadership from other leadership styles is that it
emphasizes personal values that workers adopt and
regard. According to Sarros, Cooper, and Santora
(2008), transformational leader creates awareness
in their workers’ minds by means of values such
as high ideals and freedom, fairness, peace and
equality. Transformational leader is also the leader
of a democratic school society. Within a democratic
school culture, diverse necessities, wishes and
purposes are met. Everyone constituting the school
society is given opportunity to be active in decision-
making. School managers having transformational
leadership behaviors regard the diversities at
school. He/she has a sense of management based
on learning from diversities. Hereby, he/she can
be effective in meeting the expectancies and
requirements of internal and external environment
of the school. In this sense, a positive relationship
is expected to be between transformational leader
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and diversities management at school, individual
attitudes and behaviors, organizational values
and norms, managerial policies and applications.
Transactional leadership is based on bureaucratic
authority and organizational legitimacy. There are
issues such as tendency based on short-time, rules
and directions, vertical communication, concrete
objectives, power deriving from the position and
excessive adaptation. Transactional leader takes
the preformation of the task and worker obedience
as the focus point and associates the worker
performance with a rigid punishment and reward
system. In short, transactional leader focuses on
daily activities of the organization (Celik, 2003,
p. 161; Erdogan, 2002, p. 50). As transactional
leadership is one that is based on saving the day,
a positive and meaningful relationship among
effective management of diversities at school may
not be expected.

Steger and Erwee (2001) have found in their study
that school managers do not have enough awareness
of diversities management. Ngema (2009) has
identified that managers and workers do not have
solid institutional policy for practices made related
to diversities at school and diversities management.
In addition to this, he has revealed that there
is lack of common stakeholder participation in
diversities management and practices. A research
related to whether there is a relationship between
diversities management at school environment
and transformational and transactional leadership
behaviors of school managers has not been found
in literature. In this study, this subject is analyzed.
This research is expected to contribute to make
diversities available at education institutions not
be seen as a problem, an effective management and
thus to organizational management perceptivity
and practices.

Method
Model

The relational survey method was used in the study.
The relational survey method is a research model
which aims at explaining the existence or the level
of change between two or more variables (Karasar,
2007, p. 81).

Population and Sampling

The target population of the study consisted of 735
branch teachers in a total of 34 secondary schools
under the Ministry of National Education, in the

province of Siirt during the 2010-2011academic
year. Valid data was obtained from approximately
67% (n: 490) of the target population. In order to
obtain more reliable data a sample questionnaire was
not developed. 34.7% of the teachers participating
in the research were women and 65.3% were men.
59% of teachers were married, 41% were single.
When the distribution regarding profession rank
variable was analyzed, the number of teachers with
1-5 years of service (45.3%) and 6-10 year length
of service (34.7%) were both is higher than other
groups. The proportion of teachers with 11-15 year
service was 9.4%, those with 16-20 year was 4.8%
and those with 21years and above was 5.8%.

Data Collection Tools
In the research, Bass and Avolios (1995)
“Multifactor Leadership Questionnaire” scale

was used to determine the leadership styles of
school administrators, Balay and Saglam’s (2004)
“Questionnaire for Diversity Management” scale
was used to determine the degree of behavior
related to diversity management. The information
regarding these scales is given below.

Multifactor Leadership Questionnaire (MLQ):
With the aim of determining the leadership styles
of school administrators, permission for the use
of the “Multifactor Leadership Questionnaire
(MLQ)” scale developed by Bass and Avolio
(1995). The questionnaire consisted of 20 items
for transformational leadership with five sub-
dimensions, and 16

leadership  with four
Multifactor Leadership Questionnaire was based
on a five-point Likert scale answered as Not at
all (0), Once in a while (1), Sometimes (2), Fairly
often (3) and Always (4), and scored accordingly.
In addition, the arithmetic average obtained for
each item was evaluated as 0-0.80: “Not at all,” 0.81-
1.60: “Once in a while;” 1.61-2.40: “Sometimes,
2.41-3.20: “Fairly often,” 3.20-4.00: “Always” in
order to determine the level of teachers to display
the attitude in each item. As a result of the factor

items for transactional

sub-dimensions. The

analysis, it was observed that the scale represented
a two-factor structure. The total variance explained
by the first factor called transformational leadership
was 42.320% and the eigenvalue of this factor
was 13.817. The explained variance of the second
factor called transactional leadership was 11.276%
and the eigenvalue of this factor was 3.201. The
total variance explained by both dimensions was
53.596%. As a result of the reliability analysis, it was
observed that the total correlation coefficient of the
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items regarding transformational leadership ranged
between .46 and .85, and Cronbach’s alpha reliability
coefficient of this dimension was found as .96. On
the other hand, the total correlation coeflicient
of the items regarding transactional leadership
ranged between .36 and .72, and Cronbach’s alpha
reliability coefficient of this dimension was found
as .74. Cronbach’s alpha reliability coefficient of
the whole scale was .94. In all dimensions of the
scale, the item-total correlation of 36 items ranged
between .36 and .85.

Diversity Management Questionnaire (DMQ): In
the study, “Diversity Management Questionnaire
(DMQ)” was used. The scale developed by Balay
and Saglam (2004) is a 5-point Likert scale including
28 items. This scale covers three sub-dimensions
(personal attitudes and behaviors, organizational
value and norms and managerial practices and
policies). The items were scaled as “Totally
disagree=1" and “Totally agree=5 In the analysis of
Balay and Saglam, it has been determined that the
items in the scale focus on three separate factors,
and that the scale has a high reliability and validity.
However, in this study, the total variance of the first
factor personal attitudes and behaviors dimension
of the diversity management scale was 9.15 and the
eigenvalue of this factor was 4.321. The explained
variance of the second factor called the organizational
value and norms dimension of diversity was 14.475
and the eigenvalue of this factor was 7.35. The
explained variance of the third factor, managerial
practices and policies was 28.73% and the eigenvalue
of this factor was 12.65. The total variance of these
three factors was 52.35%. As a result of the reliability
analysis, it can be seen that the total correlation
coefficient of the items under the personal attitudes
and behaviors factor of the scale varied between .46
and .69 and the Cronbach’s alpha coefficient of this
dimension was .81. The total correlation coefficient of
the items under the organizational value and norms
factor of the scale varied between .45 and .71 and the
Cronbachs alpha coefficient of this dimension was .87.
The total correlation coefficient of the items under the
managerial practices and policies dimension of the
scale varied between .58 and .70 and the Cronbachs
alpha coefficient of this dimension was .95. Cronbach’s
alpha coefficient of all the dimensions of the scale,
related to the diversity management was measured as
.96. These values prove that the reliability and validity
of the scale is high.

MLQ and MDQ of confirmatory factor analysis with
program AMOS were analyzed. As the result of the
analysis indicates, some fit indices were examined
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in terms of the coherence of the model with the
data. Among the mostly used fit indices x*, GFI,
AGFI, CFI, NFI, IFI, RMSEA and AIC can be listed.
Among these indices, x* is sensitive to sample size
and therefore, it is necessary to use other indices
together with that. In terms of fit indices, criteria like
x*/sd’s being less than 5, and GFIs being greater than
.90, IFT and CFIs being greater than .95 and RMSEAs
being less than .06 are used (Byrne, 1998; Joreskog &
Sérbom, 1993). Moreover, the fact that as fit indices,
GFI, NFI, CFI and AGFI values are greater than .90
and RMSEA values are less than .05 points to the
fact that the model fills the data well (Hu & Bentler,
1999). Fit indices measured in this study with regard
to the fitness of the model, (NFI = .98, CFI = .98, IFI
=.99, RMSEA = .044, x?/ sd = 37.82/ 16 = 2.36 <
5.00), point that the model fits well.

Results for the analysis of the standardized model;
the factor loadings for transformational leadership
are ranged from .66 to .44, while they are ranged
from .54 to .32 for transactional leadership. In
addition, a strong correlation in positive direction
(.67) has been obtained between transactional
leadership scale and transformational leadership
scale. The factor loadings for sub-dimensions of
management of diversity have been found to be in
the range of .41 to .62, .43 to .68 and .45 to .69 for
individual attitudes and behavior sub-dimension,
organizational values and norms sub-dimension
and managerial practices and policies sub-
dimension respectively. The relationship between
sub-dimensions of management of diversity
has been found to be a strong correlation with
positive direction between all sub-dimensions. The
numerical values for the significance of correlation
between sub-dimensions are as follows: between
individual attitudes and behavior sub-dimension
and organizational sub-
dimension (.65), between individual attitudes and
behavior sub-dimension and managerial practices
and policies sub-dimension (.72) and finally
between organizational values and norms sub-
dimension and managerial practices and policies
sub-dimension (.73). In light of these findings, it
has been concluded that both scales are valid and
reliable.

values and norms

Analysis of the Data

Freemans, percentage, arithmetic mean, standard
deviation of data values gathered through scales were
analyzed in SPSS program and confirmatory MLQ
and MDQ factory analysis was conducted by AMOS
22 program. Relation between transformational and
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transactional leadership styles and management
skills diversity in schools was measured through
Pearson moment correlation coefficient. Multi
regression technique was used to clarify at what
extend transformational and  transactional
leadership styles mandate management skills
diversity in schools. The research hypotheses were

tested at the p <.05 and p < .01 level.

Results

In the result of analysis it has been determined
that although there is a positive and moderate
relationship ~ between
transformational leadership style and management
of diversity, there is positive but low level
relationship ~ between school administrators’
transactional leadership and management of
diversity.

school administrators’

Based on the results of this study, It was found that
there was a positive and moderate relationship
between all
leadership and contingent reward sub-dimension
of transactional leadership and administrative
practices and policies sub-dimension of diversity
management, and between intellectual stimulation
and individual support sub-dimensions of
transformational leadership and contingent reward
sub-dimension of transactional leadership and
individual attitudes and behaviors, organizational
and norms dimensions of diversity
management. It was also found that there was
a negative relationship between
management by exception (passive) and laissez-
faire leadership dimensions of transactional
leadership and individual attitudes and behaviors,
administrative  practices and policies sub-
dimensions of diversity management, and between
management by exception of transactional
leadership (passive) and organizational values and
norms sub-dimension of diversity management.
Furthermore, all sub-dimensions of the leadership
styles other than intellectual stimulation, which
is one of the sub-dimensions of transformational

dimensions of transformational

values

and weak

leadership, are significant predictors of sub-
dimensions of diversity management. According
to the perceptions of the teachers, school
administrators display transformational leadership
behavior at a moderate level and transactional
leadership behavior at a low level. The result of the
study indicated, “moderate” level opinions of the
secondary school teachers regarding the three sub-
dimensions of diversity management.

Conclusion, Discussion and Recommendations

In the result of analysis it has been determined
that there is a positive and moderate relationship
between school administrators’ transformational
leadership style and management of diversity. In
particular, it can be concluded that as the level of
transformational leadership behaviors of school
administrators increases their ability to manage
diversity can be more effective. These findings are
in line with expectations. Transformational leader
creates awareness in their workers’ minds by means
of values such as high ideals, freedom, fairness,
peace and equality (Sarros et al., 2008). He outlines
a vision that can be shared among employees,
emphasizes the personal values that employees
adopt and cares for these values. Transformational
leaders exhibit a management approach which is
far away from prejudices and is based on learning
from diversity by caring the diversity in the school
and being aware of diversity. In addition, there is
positive but low level relationship between school
administrators’  transactional leadership and
management of diversity. Transactional leader
focuses on getting done the tasks and obedience
of employees, distributes rewards according to
performances and implements a strict reward
and punishment system. According to research
conducted for this context, it is not possible to say
that there is a meaningful and healthy relationship
between operational leadership behavior and
ability to manage diversity in the school of school
administrators.

Based on the results of this study, when the
relationship between of the
leadership styles of school administrators and sub-
dimensions regarding diversity management was
examined, it was found that there was a positive and
moderate relationship between idealized influence
(attribute),  idealized (behavior),
inspirational motivation and individual attitudes
and behaviors and organizational values and norms,
and between intellectual stimulation, individual

sub-dimensions

influence

support and contingent reward and individual
attitudes and behaviors and organizational values
and norms dimension. Furthermore, it was found
that there was a positive and moderate relationship
between administrative practices and policies and
all dimensions of transformational leadership
(idealized (attributed),
influence (behavior), inspirational motivation,
intellectual stimulation, individual support) and
contingent reward which is the sub-dimension
of transactional leadership. It was also observed
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that there was a negative and weak relationship
between management by exception (passive) and
laissez-faire and individual attitudes and behaviors,
administrative practices and policies dimension,
and between management by exception (passive)
and organizational values and norms. Where
school administrators display transformational
leadership behaviors they manage diversity better.
Balay and Saglam (2004) and Memduhoglu (2007)
all support that administrators have a key role
in managing diversity and where they do so it
is an advantage. Von Bergen et al. (2000) stated
that when the diversity in the organization is
managed well, morale and job satisfaction of the
employees increase, individual and organizational
effectiveness is enhanced, communication among
the employees improves, and disputes are resolved
rapidly,. Houkamau and Boxall (2011), also
demonstrate that there is a positive relation between
the policies and practices of diversity management,
and organizational commitment, confidence in
the organization, and the job satisfaction of the
employee. All sub-dimensions of the leadership
styles, other than intellectual stimulation, explain
approximately 14% of the total variance in the
individual attitudes and behaviors dimension
regarding diversity management in schools, 18%
of the total variance in the organizational values
and norms dimension, and approximately 27% of
the total variance in the administrative practices
and policies dimension. Accordingly, all sub-
dimensions of the leadership styles, other than
intellectual stimulation, were significant predictors
of the three sub-dimensions regarding diversity
management. Finding of study reveals that there
was strong correlation between transformational
leadership of school principals and individualized
consideration, a dimension of transformational
leadership, in other words, as school principals
spend more time with teachers, strive to develop and
orientate them and when school leaders consider
teacher as valuable stakeholders and try to develop
their strong aspects. Thus, it may be asserted that
school leaders’ transformational behaviors are
strongly associated with diversity management.
Similarly, when leaders perform more transactional
acts in respect to contingent reward, in other words,
when school principals express their satisfaction
and happiness for teachers’ performance, and when
they courage teachers with motivating recitals,
make them working with enthusiasm, appreciate
teachers’ performance and when they openly
clarified what teachers will get in case they reach
planned, desired goals and finally when teachers
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are sure of that their leaders are respectful and open
to individual diversity. In this research, it can be
concluded that school administrators can manage
diversity in schools in a more effective manner as
a result of adopting especially transformational
leadership behaviors. When school principals lead
school with idealized influence, a sub dimension
of transformational leadership, that is to say, when
leaders endeavor for school, when they consider
clarification the meaning, goal of school, when
they speak out about significant organizational
values and norms of school, when they also
consider ethical and moral outcomes of decision
they make, they will probably be more successful
in leading their schools. When principals show
more idealized influence and individualized
consideration behaviors, it may be easier to
establish a working climate, having trust, freedom
of expression, being respectful to each other
and off bias. Consequently, practices associated
with dimension of transformational leadership
behaviors gives teachers sense of purpose through
collaboration realizing specific goals, in such
working place where followers, are respected, love
each other, where they share some common ethical
values and norms, where they respect each other’s’
diversities and where toleration is dominant,
organizational health and followers’ well-being is
not hard to get. So school leaders must struggle to
establish such organizations. Thus, it might asserted
that the more dimensions of transformational the
principal is, the more academic optimism there will
be within the school. Alike, is it possible to reveals
that there is a strong relation between schools
administrators behaviors and teachers satisfaction,
because practices associated with contingent
reward, individualized consideration and idealized
influence enhances managerial practices and
politics in schools. This means that such leaders
consider diversity as means of wealthy, and they
always act in sense of responsibility. Furthermore,
teachers with different aspect are not exposed
to discrimination, gender discrimination is not
allowed, in such organizations all followers are
treated equally, political view or tendencies couldn’t
be means of privilege and discrimination. Leaders
take followers’ performance and effectiveness into
account not their political view, followers’ opinion
about any topic and issue are made much of by
principals of school, teachers are equally provided
by advantages of organization.

Based on the results of this study, according to the
perceptions of the teachers, school administrators
display transformational leadership behavior at
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a moderate level and transactional leadership
behavior at a low level. This supports many studies
carried out in Turkey on this subject (Bulug,
2009; Cemaloglu, 2007a, 2007b, 2007c, 2011;
Cetiner, 2008; Dursun, 2009; Eryilmaz, 2006;
Karip, 1998; Korkmaz, 2005, 2007; Kurt, 2009;
Okgu, 2011; Yildirim, 2006) concluded that school
administrators display transformational leadership
behaviors more than transactional leadership
behaviors. According to the findings of research,
secondary school teachers reported that the three
sub-dimensions regarding diversity management
were “medium-level”; the opportunity for teachers
to display their knowledge and skills on diversity
management was medium-level,  diversities
were not evaluated at desired level in line with
individual/organizational ~goals and benefits;
organizational values and norms regarding diversity
management could not be established precisely;
diversity was taken into account at medium-level
in the administrative actions and practices and
as a consequence, a management understanding
based on diversity was not presented at desired
level and precisely. In their study of administrators
and teachers Balyer and Giindiiz (2010) found out
that they expressed positive opinion, at the “agree”
level, for the sub-dimension personal attitude
and behaviors but “lower” level with the sub-
dimensions of organizational value and norms, and

managerial practices and policies. They determined
that according to the opinions of the teachers, the
administrators generally are not at a sufficient level
to manage the diversity of the employees. Cetin
and Bostanci (2011), found that teachers regard
the “diversity management” as the least realized by
the administrators. In the study of Memduhoglu
(2007) on administrators and teachers, it was
determined that they had positive opinion for all
three dimensions at the “agree” level. The following
recommendations are made in accordance with the
results of this research:

With the aim of providing school administrators
with transformational leadership skills, school
administrators should adopt transformational
leadership understanding which is a participative,
democratic and modern leadership style. In
schools, an organizational climate approaching
diversity with tolerance and allowing employees to
protect their ethnical and cultural heritage should
be established. School administrators should treat
all employees objectively. All the members of the
school should implement practices strengthening
the interaction among the school stakeholders. This
study should be carried out at different educational
levels (primary and higher education, etc.) using
different methods (qualitative) and different data
collection tools (such as observation, meeting and
interview, etc.).
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