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Abstract: Nowadays, change is inevitable. In order to avoid resistance to change in educational
institutions, it is important for teachers to perceive that these changes are necessary and
important. Inclusive leadership has been shown to have a positive effect on breaking resistance
to change. In work environments where inclusive leadership is dominant, it is observed that
employees feel psychologically strong and their performance increases. The aim of the study
is to examine the effects of individual performance and psychological empowerment of
teachers on the effect of inclusive leadership perceptions on commitment to change among
high school teachers working in the city center of Erzurum in Turkey. According to the research
findings, the effect of inclusive leadership on commitment to change is further strengthened
through psychological empowerment and employee performance. The results of this research
fill a gap in the relevant literature and make important contributions. The study found that in
countries where curricula, regulations, or examination systems frequently change, leaders’
inclusive behaviors are even more effective in ensuring that these change processes are
successfully implemented by building employees’ confidence in their competencies and
enhancing their performance. In summary, principals who are willing and ready to interact with
teachers facilitate the adoption of change in organizations by helping teachers find meaning in
their work, make autonomous decisions, and develop a belief in their own effectiveness.
Keywords: Inclusive leadership, Psychological Empowerment, Commitment to Change,
Employee Performance.

Introduction

Today, organizations have entered a process of change and transformation under the influence
of dynamics such as globalization, digitalization, and the reshaping of social structures. One of
the biggest challenges organizations face is that employees struggle to cope with the
uncertainties they encounter during periods of change and transformation. During this process,
it is important to address employees' questions such as “How will I adapt to change?”, “Why
am | part of this change?”, “Can I contribute to this process?”, and “What kind of support will
be provided to help me adapt to change?” The adoption of change by employees is crucial to
the success of the organization. During times of change, leaders should turn their attention to
their employees and adopt an inclusive leadership approach that values listening to employees,
collective wisdom, and team spirit, rather than an autocratic management style. Youthall
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consulting firm conducted a study on 125 executives titled “The Future of HR in Turkey: 2024
HR Trends” According to the results, in today's world of intense uncertainty and change, when
the key elements for coping with the uncertainties brought by change and achieving success
are listed, establishing a corporate culture focused on inclusivity ranked fourth, with 15.2%
(https://www.youthall.com/tr).

In rapidly changing information societies, the ability of educational institutions to respond to
current needs and maintain quality is a prerequisite for their success. In educational institutions
experiencing frequent changes to curricula, regulations, or examination systems, the effective
implementation of new technologies or processes depends on teachers' embracing and
internalizing the change. In particular, the perception of principals as fair, inclusive,
transparent, and trustworthy individuals in educational institutions softens negative attitudes
toward change and fosters commitment to it. In this context, the inclusive role of leaders is
crucial in overcoming resistance to change.

An inclusive leader works closely with their employees, is open to diverse ideas, and includes
them in decision-making processes. This fosters confidence in their own autonomy and
competence, helping them become psychologically empowered and improve their
performance. Psychologically empowered employees, believing in the inherent benefits of
change, support change and strive for its successful implementation. Furthermore, it is
predicted that employees with improved performance will also have higher levels of
commitment to change.

The study aims to examine the mediating effects of teachers' individual performance and
psychological empowerment on the impact of inclusive leadership perceptions of private, state-
supported private, and public high school teachers working in the Erzurum provincial center
on commitment to change. The relationships between the variables have been examined in
various combinations in the literature, but no study has been found that matches the current
model of this research. In this context, the research is original.

Teachers should not only believe that change is necessary, but also that change must be
sustained and supported. It is anticipated that an inclusive work environment that is
participatory and transparent, enabling teachers to feel valued, secure, and part of the
institution, will increase teachers' intrinsic motivation, confidence in their abilities, and
commitment to change by improving their performance.

Literature Review

Inclusive Leadership

There are numerous approaches that address the phenomenon of leadership from different
perspectives. Leadership studies conducted in the 1930s and 1940s focused on identifying the
personal characteristics that distinguish leaders from other individuals. However, towards the
end of the 1940s, the focus of these studies shifted, and leaders' behaviors began to be
systematically examined. By the 1980s, the limitations of traditional leadership approaches had
become apparent, and the idea of developing new perspectives to complement these theories
emerged. In the 1990s, Modern Leadership Theories appeared in the literature (Aliogullari,
2019). Modern leadership styles have been divided into many different types, such as
transformational (Bass and Avolio, 1990), interactive, charismatic (Bass, 1985), ethical
(Enderle, 1987), servant (Greenleaf, 1977), and political leadership (Ferris et al., 2005). While
these leadership styles influence organizational processes in different ways, the concept of
inclusive leadership has come to the forefront in today's work life with the increasing
importance of diversity and inclusivity.

Inclusive leadership is a leadership style that involves employees in the decision-making
process, respects and approves their ideas, perspectives, and positive contributions. Inclusive
leaders unconditionally accept and appreciate the diverse and unique characteristics of their
employees while doing all of this (Nembhard and Edmondson, 2006, p. 247; Siiriicii and
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Maslake1, 2021, p. 204). An inclusive leader is always open to understanding employees'
thoughts, valuing their ideas, and listening to them with an inclusive attitude (Sentiirk, 2019;
Randel et al., 2018; Brimhall and Palinkas, 2020). This encourages employees to contribute
more ideas and suggestions within the organization by fostering a culture of transparent and
open communication (Shakil et al., 2021; Javed et al., 2018). Employees who share their ideas
and suggestions with each other contribute to the development of the organization's goals and
objectives (Brimhall et al., 2020).

Wuffli (2016, p. 5) emphasizes that inclusive leadership has a dynamic and change-oriented
structure. Inclusive leaders play a critical role in the sustainability of social systems by acting
as a bridge between sectors and cultures in the external environment. Inclusive leaders
empower employees by ensuring that all employees in the organization participate in decision-
making. This behavior has been shown to increase commitment to change within the
organization and contribute to the development of innovative ideas (Ferdman et al., 2020; Qi
and Liu, 2017).

There are three sub-dimensions of inclusive leadership. According to Carmeli et al. (2010),
these include readiness, which refers to the leader being available when employees want to
discuss issues related to their work; openness, which refers to the leader demonstrating an open
and accessible attitude toward employees; and accessibility, which refers to the leader being
available to employees when they need them.

Inclusive leaders' respect and sincere listening to their employees positively affect their sense
of belonging to their organizations (Aslan et al., 2021; Javed et al., 2021; Santos et al., 2022).
Inclusive leaders create an atmosphere of trust in organizations and encourage their employees
to exhibit innovative behaviors (Carmeli et al., 2010). Creating a trusting environment
encourages employees to exhibit voice behavior. Inclusive leadership style has a positive effect
on increasing the innovative behaviors of new generation employees in changing working
conditions, and psychological capital has been observed to have a mediating effect (Fang et al.,
2019). Inclusive leadership has been observed to positively increase employees' commitment
to the organization (Choi et al., 2015) and work (Chen et al., 2020), as well as the perception
of justice and the learning culture in the organization (Tran and Choi, 2019). This situation
leads employees to feel psychologically safe (Lee and Dahinten, 2021), encouraging them to
demonstrate organizational citizenship (Tran and Choi, 2019) and proactive behaviors (Chang
et al., 2022). Findings also indicate that inclusive leadership increases person-job fit and well-
being (Choi et al., 2017) and reduces turnover intentions (Yasin et al., 2023). These studies
have found that inclusive leadership positively impacts positive business outcomes.
Furthermore, no studies have been found investigating the effects on the external environment,
such as organizational culture, organizational identity, and corporate image.

In their study conducted on 314 academics, Zhenjing et al. (2022) found that inclusive and
supportive leaders enhance employees’ commitment to organizational work-related changes.
Change processes are managed more effectively in a fair and equitable organizational
environment (Fedor et al., 2006). It has been observed that inclusive leadership that ensures
justice increases employees' commitment to organizational change, and this relationship
positively affects their work-focused behavior (Fatima et al., 2021). Another study also found
that inclusive leadership positively affects change behavior in the organization. In summary,
inclusive leaders reduce employees' resistance to change in the organization, help the process
continue, and ensure more successful change implementation (Foster, 2008). In light of all this
information, the following hypothesis was formulated:



Hi: Inclusive leadership has a significant positive effect on employees’ commitment to
change.

Hia: The sub-dimensions of inclusive leadership have significant positive effects on
employees’ commitment to change.

Inclusive leaders contribute to the acceptance and internalization of change processes in
organizations by valuing their employees' opinions, being ready to listen to their problems, and
demonstrating openness and accessibility at all times. In addition, they help employees solve
their own problems by taking their ideas into account when making decisions (Choi et al.,
2017). Employees who actively participate in decision-making processes will initiate and
sustain change, taking on the uncertain outcomes of change processes (Javed et al., 2018). It
has been found that inclusive leaders are more equitable in providing resources to their
employees and have been shown to reduce organizational conflicts arising from individual or
cultural differences (Guo et al., 2022; Jiang et al., 2022; Jolly and Lee, 2021; Qi and Liu, 2017,
Hollander, 2012). However, these studies have not clarified in which organizational cultures
conflicts are reduced to a greater extent.

A positive and significant relationship has been identified between inclusive leadership and
employee performance (Giil, 2021). Managers' inclusive behaviors toward their employees
positively increase their performance (Carmeli et al., 2010; Sabharwal, 2014; Yu, 2019).
According to the results of a study conducted by Qi and Liu (2017) on 329 people in China,
inclusive leadership was found to positively increase team performance. In light of all this
information, the following hypothesis was formulated:

Hs: Inclusive leadership has a significant positive effect on employee performance.

Hsa: The sub-dimensions of inclusive leadership have significant positive effects on
employee performance.

Psychological Empowerment

The concept of empowerment is divided into two different categories: structural empowerment
and psychological empowerment. Structural empowerment focuses on progress made at the
organizational level, while psychological empowerment focuses on employees' perceptions and
feelings about these conditions (Laschinger et al., 2004: 529; Wiens, 2014). According to
Spreitzer (2007), psychological empowerment is defined as “a set of psychological conditions
necessary for individuals to feel a sense of control over their work™ (cited in: Mitchell, 2016).
Psychological empowerment examines how empowerment activities in organizations are
evaluated by employees and addresses their subjective perceptions and interpretations.

A literature review has identified that psychologically empowered employees perceive
themselves as capable of achieving their work. These employees are confident in their own
competencies and abilities. Furthermore, they feel autonomous both in initiating their own
tasks and making work-related decisions (Frazier and Fainshmidt, 2012). These employees,
who feel effective and competent and whose psychological needs are fully met, share their
concerns with management and proactively express their ideas. This allows for the generation
of innovative solutions to organizational problems (Zhang et al., 2022; Al-Bsheish et al., 2019).
Employees who feel they have an impact on their work through psychological empowerment
find their work more meaningful (Al-Bsheish et al., 2019; Polin, 2013). This situation leads to
positive results at both individual and organizational levels and contributes to sustainable
success (Spreitzer, 1996; Boudrias et al., 2014; Conger and Kanungo, 1988).

Psychological empowerment consists of four sub-dimensions: the meaningfulness an
individual finds at work, competence, autonomy, and the impact they bring to their work
(Spreitzer, 1996). According to Spreitzer (1996), competence, one of the sub-dimensions of
psychological empowerment, refers to employees' belief that they have the competence to
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perform their work. Meaningfulness refers to the fact that they find their work meaningful.
Autonomy refers to the process of making their own decisions. Impact refers to the ability to
achieve results that exceed the anticipated outcomes.

Inclusive leaders demonstrate a leadership style that is always approachable and accessible by
embracing open communication with employees who offer innovative ideas. This fosters a
psychologically safe work environment within organizations (Carmeli et al., 2010). Javed et
al. (2018) found that inclusive leadership impacts employees' innovative work behaviors
through psychological empowerment.

Younas et al. (2023) found that inclusive leadership positively impacts employees' attitudes,
ways of thinking, and feelings of psychological empowerment, and that this leadership is
effective in helping employees cope with risks and uncertainties within the organization.
Advantages such as the accessibility of inclusive leaders, the ability of employees to consult
with their leaders when they encounter any problems, and the ability of leaders to engage in
dialogue on an equal footing facilitate two-way communication in organizations. This type of
leadership builds emotional trust based on mutual respect and understanding (Chen et al., 2020,
p. 3).

In a study conducted by Javed et al. (2019) on 390 people working in the cargo sector in the
UK and Canada, it was found that inclusive leadership increases psychological empowerment
among employees. Inclusive leaders are leaders who increase employees' self-efficacy, offer
contributions, and recognize them (He et al., 2021; Khan et al., 2020; Liu et al., 2023; Raub
and Liao, 2012). This approach fosters trust and a sense of influence in employees, thereby
fostering a sense of psychological empowerment. In light of this information, the following
hypothesis was formulated:

H2: Inclusive leadership has a significant positive effect on psychological empowerment.

H2a: The sub-dimensions of inclusive leadership have significant positive effects on the
sub-dimensions of psychological empowerment.

Commitment to Change

Organizations must effectively manage change processes to adapt to constantly changing
environmental and business conditions. Rogiest et al. (2015) stated that commitment to change
is a necessary element for organizational success and that organizations must have a culture
open to change. Hallin and Marnburg (2007) emphasized that organizations in sectors where
uncertainty is common should view change as an opportunity.

Commitment to change refers to employees' attitudes toward changes occurring in
organizations. Commitment to change is employees' willingness to commit to these changes
without feeling obligated to do so because they believe in the benefits of the steps taken within
the organization during the change process. In other words, it is associated with the extent to
which employees adapt to and embrace organizational change (Herscovitch and Meyer, 2002;
Meyer and Herscovitch, 2001).

Zraiq and Masruki (2024) found that transformational leadership increased employees'
commitment to change. The study also highlighted the need for employees to adopt a more
participatory culture to increase their commitment to change. Jun and Lee (2023) found that
commitment to change mediated the relationship between transformational leadership and
followers' innovative behaviors, and organizational support moderated the relationship
between commitment to change and innovative work behaviors. Xiu et al. (2022) found that
teachers' commitment to change mediated the relationship between distributed leadership and
job satisfaction. The study found that when leadership roles were distributed among teachers,
teachers showed greater commitment to change.

It has been observed that when the outcomes of change are unknown, employees' fear, feelings
of loss of control, and a sense of job loss lead to resistance to change (Mikel-Hong et al., 2024).



The study recommended that leaders implement transparent and effective communication
practices to break down resistance to change in organizations. In this context, the effect of
change leadership, which increases the willingness to adapt to change, on commitment to
change was examined. It was determined that there was a positive relationship between the two
variables, and that psychological empowerment played a mediating role in this relationship
(Mangundjaya; 2019, 2015). According to the research results, organizations should
incorporate psychological empowerment into their practices to successfully implement change.
Research has proven that psychological empowerment positively impacts commitment to
change (Walker, 2021).

Walker's (2021) study of 116 non-managerial employees in the industrial sector in the United
States found that psychological empowerment positively impacted commitment to change. The
study found that the innovation climate within organizations played a mediating role in the
relationship between the two variables. Morin et al.'s (2016) study of 819 employees in the
healthcare sector in Canada found that employee empowerment had a positive effect on
commitment to change. The results of the study can be investigated in different countries and
sectors. In light of all this information, the following hypothesis was formulated:

Hs: Employees’ psychological empowerment has a significant positive effect on their
commitment to change.

H3a: The sub-dimensions of employees’ psychological empowerment have significant
positive effects on their commitment to change.

Inclusive leadership, which enables employees to participate in decision-making and access
information and resources, positively influences commitment to change (Gil et al., 2025). In
their study involving 256 employees in the private sector in Brazil and Spain, Gil et al. (2025)
found that job satisfaction serves as a mediating variable in this relationship. Additionally,
inclusive leadership behaviors have been shown to enhance academics’ tendency to express
their opinions and engage in voice behavior. Liu et al. (2023) found that when academics feel
psychologically empowered, they are more likely to exhibit voice behavior.

Inclusive leaders who create a supportive work environment by involving their employees in
decision-making processes have been shown to increase their employees' likelihood of
exhibiting innovative work behaviors. It has been found that employees' feelings of
psychological empowerment have a positive mediating effect on this likelihood (Javed et al.,
2019). This study, conducted by Javed et al. (2019) in the cargo sector in the UK and Canada,
needs to be tested in different sectors. Furthermore, it has been observed that leaders' inclusive
behaviors increase employee performance (Luo and Huang, 2023), and that performance will
further increase with psychological empowerment. In light of all this information, the following
hypothesis was formulated:

Ha: Psychological empowerment mediates the effect of inclusive leadership on employees’
commitment to change.

Haa: The sub-dimensions of psychological empowerment mediate the effects of the sub-
dimensions of inclusive leadership on employees’ commitment to change.

Employee Performance

Employee performance is the evaluation of employees' efforts in fulfilling their duties and
responsibilities in a way that contributes to the organization's objectives (Kurniawan et al.,
2019). In other words, it refers to employees' efforts to fulfill their duties and responsibilities
appropriately and effectively. Employee performance reveals, through quantitative and
qualitative indicators, the extent to which an employee is skilled and successful, what they
contribute, and what kind of results they can produce (Darvishmotevali and Ali, 2020; Okur,
2007; Triansyah et al., 2023). Therefore, employee performance positively enhances an
organization's competitive strength, enhances organizational success, and positively enhances
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its long-term survival. In the literature review, it was seen that employee performance
positively increases employees' motivation (Kudadiri et al., 2024), job satisfaction (Meswantri
and Lukito, 2024), job commitment (Al Zeer et al., 2023) and leader-member exchange
(Saranya and Deva, 2024).

A study of 339 employees of an Indonesian oil company found that individual commitment to
change increased employee performance (Parish et al., 2008), and a study of 42 civil servants
working in a public relations office in the same country found that civil servants' commitment
to change increased their performance (Wahyudin et al., 2020). According to the research
results, the relationship between performance and commitment to change has been investigated
in different sectors within the same country. This relationship needs to be tested in different
countries and sectors. This study aims to fill this gap. In light of all this information, the
following hypothesis was formulated:

He: Employee performance has a significant positive effect on commitment to change.
Inclusive leadership encourages employees' participation in organizational processes, making
them feel valued. Adopting a fair and inclusive leadership approach in the organization has
been shown to contribute to the healthier management of change processes (Fedor et al., 2006;
Fatima et al. (2021). In a study conducted by Zhenjing et al. (2022) on academics, it was found
that inclusive and supportive leaders develop stronger commitment to work-related changes in
employees. Research shows that inclusive leadership increases acceptance of change among
employees and facilitates the long-term sustainability of change (Foster, 2008). Furthermore,
inclusive leadership is known to increase employee performance (Li and Tang, 2022), and it
may mediate the relationship between inclusive leaders and employee commitment to change.
Inclusive leadership is effective in reducing employee resistance to change. It was predicted
that inclusive leadership practices would be more effective in reducing resistance to change
when employee performance is high. It was predicted that an inclusive leader who shapes the
work environment with a trusting culture will facilitate the process of employees embracing
change and effectively implementing it, as will high employee performance. In this context,
the research model in Figure 1 was created by developing the following hypothesis:

H7: Employee performance mediates the effect of inclusive leadership on employees’
commitment to change.

H7.: Employee performance mediates the effect of the sub-dimensions of inclusive
leadership on employees’ commitment to change.

Psychological
Empowerment

e Meaningfulness
H: / e Competence
e Autonomy
Inclusive o Effect
Leadership

Commitment to

e Openness
e Readiness H;

e Accecaihility

Change

H7

Employee
Performance

Figure 1: Research model



Method

Purpose of the Research and Sample

It is well known that educational institutions frequently undergo reforms and changes today.
Resistance to changes in education poses a significant obstacle to the implementation of
innovative approaches and leads to a decline in educational quality. In this context, it will be
possible for educational institutions to achieve sustainable success by adapting to these changes
through a people-oriented management approach. A literature review found that inclusive
leadership, which takes differences into account and strengthens employees' sense of
belonging, leads teachers to believe in the benefits of the change process within the institution
and to embrace change wholeheartedly without feeling compelled to do so. Additionally, it was
observed that psychological empowerment and high performance, which make teachers feel
valued and competent, reduce resistance to change.

A study was conducted in Erzurum province to observe how education policies in Turkey are
implemented under different conditions. Educational institutions in Erzurum provide a
representative sample for examining how central change policies are received in Turkey.
Accessibility and the ability to conduct a healthy data collection process are also reasons for
choosing this sample. In this study, the aim was to examine the effect of inclusive leadership
perceptions of teachers working in private, state-supported private, and public high schools in
the Erzurum provincial center on their commitment to change, as well as the role of teachers'
individual performance and psychological empowerment in these effects. Conducting the
research in high schools is important in terms of representing the purpose of the research. A
literature review revealed that no study has examined all these variables together. The research
aims to contribute to the theoretical literature and provide guiding findings for practitioners.
Participants were reached both through a link created in Google Forms and in person. No
comprehensive information could be obtained from the website regarding the number of
teachers working at the Ministry of National Education (MEB) related to the research sample,
and the number 384 is accepted as the minimum sample size sufficient for studies with a large
population (https://www.surveysystem.com/sscalc.htm). A total of 534 surveys were
distributed within the scope of the study, and after excluding outliers and missing surveys, a
total of 481 were evaluated. Because the study employed a descriptive and correlational
approach to understanding the relationships between inclusive leadership and commitment to
change, the primary objective was to obtain contextual data. In such exploratory studies,
convenience sampling is frequently preferred, and the findings obtained from these samples
form the basis for subsequent, generalizable studies.

Participants in this study were given a voluntary participation form to obtain consent. All
information obtained was kept confidential and was not shared with third parties. The necessary
ethics committee approval for the study was obtained from the Erzurum Technical University
Scientific Research and Publication Ethics Committee at meeting number 08, dated July 4,
2024.

Scales and Statistical Techniques Used in Data Analysis

The study employed a 5-point Likert-type survey technique using a convenience sampling
method. The survey consisted of two sections: the first section included demographic
information for the participants, and the second section included questions regarding inclusive
leadership, commitment to change, employee performance, and psychological empowerment.
Data were analyzed using SPSS 21.0 and AMOS 24, and validity and reliability analyses were
conducted, removing missing data and outliers. The data were found to be normally distributed
and within the reference limits (Tabachnic and Fidell, 2013). Confirmatory Factor Analysis
(CFA) was applied to examine the item loadings of the scales, and discriminant validity
analysis was conducted. The consistency, validity, and reliability of the variables were
measured using Cronbach's Alpha, and composite reliability (CR) and average variance
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extracted (AVE) were calculated. Furthermore, the segregation adequacy of the variables for
structural equation modeling was examined.

In confirmatory factor analysis, the Chi-square (x*) parameter calculated for samples larger
than 200 is found to be high, and the Chi-square (x?) test statistic is found to be non-significant
(Bollen, 1989, p. 256; Fornell and Larcker, 1981, p. 40). The confirmatory factor analysis of
the scales used in the study and whether the model fit was within the desired range were
evaluated by examining the Chi-Square (y?/df) value adjusted for degrees of freedom, other fit
indices, and the parameters in the standardized residual covariance matrix (Bayram, 2010, p.
71).

Inclusive leadership scale: Developed by Carmeli et al. (2010), the Turkish validity and
reliability study was conducted by Siiriicii and Maslak¢1 (2021). The scale consists of 9 items
and 3 dimensions: openness (3 items), readiness (4 items), and accessibility (2 items). It
includes statements such as “My manager is open to hearing new ideas” and “My manager is
ready to solve new problems.” Since all items in the scale had factor loadings (>0.50), the CFA
was statistically significant, and no items were excluded from the analysis. The Cronbach's
alpha coefficient of the scale was calculated as ,95.

Psychological empowerment scale: Developed by Spreitzer (1995), the Turkish validity and
reliability study was conducted by Siirgevil, Tolay, and Topoyan (2013). The scale consists of
12 items and four dimensions: meaningfulness (3 items), competence (3 items), autonomy (3
items), and impact (3 items). It includes statements such as “I have a significant degree of
autonomy in deciding how to do my job” and “I have a significant influence on what happens
in my department” Because all items in the scale had factor loadings (>0.50), the CFA was
statistically significant, and no items were excluded from the analysis. The Cronbach's alpha
coefficient of the scale was calculated as ,89.

Commitment to change scale: The emotional commitment to change dimension of the three-
dimensional “commitment to organizational change” scale developed by Hersovitch and Meyer
(2002) was included in the study. The Turkish validity and reliability study of the study was
conducted by Toprak and Aydin (2015), and the scale items in the study were taken from a
study by Aydemir (2017). The six-item, single-dimensional scale includes statements such as
“I believe that the change efforts carried out in my organization are valuable” and the reverse
question “I have doubts that the change efforts carried out in my organization will achieve their
objectives (T)” The factor loading of the reverse question in the scale was not found to be
significant and was removed from the analysis. Since the remaining five items had factor
loadings (>0.50), the CFA was statistically significant. The Cronbach's alpha coefficient of the
scale was calculated as ,96.

Employee performance scale: Developed by Kirkman and Rose (1999), and its Turkish
validity and reliability study was conducted by C61 (2008). The scale consists of four items and
a single dimension, including statements such as “I complete my tasks on time” Because all
items in the scale had factor loadings (>0.50), the CFA was statistically significant, and no
items were excluded from the analysis. The scale's Cronbach's alpha coefficient was calculated
as ,80.

In the study, factor loadings (>0.50; p<0.05) and chi-square values (2<y2/df< 3) for all items
in all scales were found to be at acceptable levels, and accordingly, the CFA results were found
to be statistically significant. Modifications were applied to improve the fit values of the scale
models. The study found that all three scales in the model were consistent with their literature
findings and had good fit values. These values are presented in Table 1.



Table 1: Compliance coefficients of the variables in the model

2/ df g§ y2/df 2 <2/df <3 2,922 2,583 1,123 ,644
GFI >0,90 0,85-0,89 ,960 ,947 ,998 ,997
CFI >0,95 >0,90 ,988 ,980 1,00 1,00
SRMR <0,05 ,06 <SRMR <,08 ,076 ,068 ,012 ,003
RMSEA <0,05 ,06 <RMSEA <,08 ,079 ,046 ,019 ,000

Research Findings

(Source: Meydan, 2011, pp. 72)

In the study, descriptive information regarding participants’ demographic characteristics and
work life was presented using frequency analysis. It was observed that 51.1% of the
participants were female, 65.5% were over 39 years old, and 68.4% held a bachelor’s degree.
The majority of the sample consisted of middle-aged, female teachers with a university
education. Among the teachers, 0.4% worked in private high schools, 1.2% in state-supported
private high schools, and 98.3% in public high schools. Regarding professional status, 79.8%
were specialist teachers, 9.8% were contracted teachers, 9.8% were head teachers, and 0.6%
were paid teachers. Furthermore, when examining years of service, 36.4% of teachers had 0-5
years, 22.2% had 6-10 years, 17.3% had 11-15 years, 10.0% had 16-20 years, and 14.1% had

21 years or more of experience.

Table 2: Average, correlation, reliability, and discriminant validity values of variables

Dimension Avg S.D. 1 2 3 4. 5 6 7 8 9
1.0penness 3,99 .99 (,828)

2.Readiness 4,03 ,96 ,608" (,802)

3.Accessibility 4,01 ,98 ,630" ,602" (,789)

4.Meaningfulness 4,48 77 388" 458" 406" (,788)

5.Competence 443 73 353" 399" 339" 762" (,803)

6.Autonomy 420 .80 ,395" 433" 392" 656" 728" (,781)

7.Impact 3,47 97 352" 378" 3717 288" 309" ,500™ (,837)

8.Employee 4,16 73 315 351" 296" ,644™ 697" ,682" 372" (,777)
Performance

9.Commitment to 3,93 ,84 548" 585" 5577 561" ,4617 ,635™,499™ 592" (,795)
Change

Cronbach’s Alpha (CA) 949 946 900 902 927 864 ,931 ,904 ,923
Composite reliability (CR) 919 935 876  ,897 924 877 ,922 900 ,913
Average Variance Extracted  ,687 644  ,624  ,622 ,645 ,610 ,702 ,604 ,633

(AVE)

***p<0,001 **p<0,01; S.S:standard deviation. Note: The values shown in parentheses are square root values of the AVE
calculated for the scale and are controlled by being higher than the correlation coefficient.
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The analysis revealed that inclusive leadership (avg = 4.01), commitment to change (avg =
3.93), employee performance (avg = 4.16), and psychological empowerment (avg = 4.14) were
all at high levels. The participating teachers evaluated their managers’ inclusiveness as high.
In addition, teachers were found to embrace organizational changes while demonstrating high
levels of performance and psychological empowerment. The reliability of all scales was
calculated, with Cronbach’s alpha values (a) indicating high reliability (>0.7). According to
Table 2, the Average Variance Extracted (AVE > 0.50), Composite Reliability (CR > 0.70),
and convergent and discriminant validity (square root of the AVE) values were computed,
showing that all validity conditions were satisfactorily met.

According to Table 2, the sub-dimension of openness in inclusive leadership showed a
significant and positive relationship with the sub-dimensions of psychological empowerment:
meaning (r = 0.388**), competence (r = 0.353*%*), autonomy (r = 0.395**), and impact (r =
0.352*%*) at the 0.01 significance level. In an open communication environment, teachers feel
more meaningfulness, competent, autonomous, and effective. Furthermore, the openness sub-
dimension was found to be significantly and positively correlated with employee performance
(r = 0.315**) and commitment to change (r = 0.548*%*) at the 0.01 significance level. The
presence of open communication within the organization encourages teachers to voluntarily
participate in change processes and enhances their performance.

Among the sub-dimensions of inclusive leadership, readiness showed a significant and positive
relationship with the sub-dimensions of psychological empowerment: meaning (r = 0.458%%*),
competence (r = 0.399**), autonomy (r = 0.433**), and impact (r = 0.378**) at the 0.01
significance level. In addition, the readiness sub-dimension was found to be significantly and
positively correlated with employee performance (r = 0.351**) and commitment to change (r
= 0.585**) at the 0.01 significance level. When managers are ready and willing to support
teachers, teachers feel psychologically empowered, enhance their performance, and remain
actively committed to change processes.

Among the sub-dimensions of inclusive leadership, accessibility showed a significant and
positive relationship with the sub-dimensions of psychological empowerment: meaningfulness
(r=0.406**), competence (r = 0.339**), autonomy (r = 0.392**), and impact (r = 0.371*%*) at
the 0.01 significance level. In addition, accessibility was found to be significantly and
positively correlated with employee performance (r = 0.296**) and commitment to change (r
=(0.557**) at the 0.01 significance level. Teachers’ easy access to their managers or resources
contributes to their psychological empowerment, enhances their performance, and supports
their active commitment to change processes.

Among the sub-dimensions of psychological empowerment, meaningfulness (r = 0.561%*%*),
competence (r = 0.461**), autonomy (r = 0.635**), and impact (r = 0.499**) showed a
significant and positive relationship with commitment to change at the 0.01 significance level.
Teachers who find their work meaningful and feel competent, autonomous, and effective are
more likely to believe that the changes implemented in the organization are necessary and
appropriate.
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Figure 2: Structural model of the research
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According to Table 2, employee performance (r = 0.592**) showed a significant and positive
relationship with commitment to change at the 0.01 significance level. Teachers’ performance
levels increase the acceptance of organizational changes.

Within the scope of the structural equation analysis, the relationships between the variables
were tested according to the full mediation model. Since the assumption of normality was
generally not met for the significance of the indirect effects present in the model, a simulation
test with Bootstrap (taking into account a 95% confidence interval and using at least 5000
replicate samples) was provided as an alternative to the Sobel test (Preacher and Hayes, 2008,
p. 884-885).

As aresult of the analysis, the model fit indices (p < 0.05) and chi-square (y*/df =2.785) values
for the latent variables in the path model were within acceptable reference limits, indicating
that the model was significant. The model fit indices -GFI (0.9891), CFI (0.942), SRMR
(0.0719), and RMSEA (0.0755)- were also within acceptable reference limits, demonstrating
that the model was valid. The number of direct effects among the variables included in the
structural model is presented in Table 3.

Table 3: Structural model direct effect coefficient

. Std. .
Independent Dependent Estimate Estimate V4 P Hypothesis
Openness 2> Employee Performance  -,459 -,269  -13,770 #** Supported
Openness > Impact -,185 -,160 -4,413  k** Supported
Openness > Autonomy -,531 -,263  -14,429 *** Supported
Openness > Competence -,563 -,280  -16,907 *** Supported
Readiness - Employee Performance 1,488 ,825 29,339 wkx Supported
Readiness > Impact ,808 ,660 16,211 *** Supported
Readiness > Autonomy 1,797 ,842 31,930 *** Supported
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Readiness > Competence 1,795 ,845 33,235 k®* Supported
Accessibility > Employee Performance  -,788 -,432  -19,891 *** Supported
Accessibility > Impact -,219 -,177 -4,751  wx* Supported
Accessibility > Autonomy -917 -,425  -21,066 *** Supported
Accessibility > Competence -,937 -,436  -23,367 *** Supported
Readiness -> Meaningfulness 1,629 ,851 30,880 w** Supported
Openness > Meaningfulness -,508 -,280  -15,125 *** Supported
Accessibility > Meaningfulness -, 786 -,406  -19,975 *** Supported
Eﬁ;ﬁgm > Commitment to Change ~ 479 711 4655 ***  Supported
Impact - Commitment to Change ,175 ,176 - 5,075 **%  Supported
Autonomy - Commitment to Change ,355 ,623 2,925  ,003** Supported
Competence - Commitment to Change  -,467 -817 -2,761 ,008** Supported
Meaningfulness - Commitment to Change ,500 ,788 2,880  ,004** Supported

Openness - Commitment to Change 247 ,215 811 417  Rejected

Readiness - Commitment to Change  -,467 =385 -475 ,635 Rejected

Accessibility - Commitment to Change ,458 373 ,908 ,364 Rejected
#p<0,05 **p<0,01 ***p<0,001.

Within Model 1 (Inc. L. — Psych. Emp. — Commitment to Change), the first condition for
conducting the Baron and Kenny mediation test—the statistical effect of the independent
variable on the dependent variable—was examined. The effects of the sub-dimensions of
inclusive leadership on commitment to change (Openness: 0.215; Readiness: -0.385;
Accessibility: 0.373) were found to be non-significant (p > 0.05). Therefore, hypotheses Hi
and Hia were rejected.

Baron and Kenny's second condition was found to have a significant direct effect on the
independent variable, inclusive leadership and its sub-dimensions (openness, readiness, and
accessibility), on the mediator variable, psychological empowerment sub-dimensions
(meaningfulness, competence, autonomy, and impact) (p<0.05). Therefore, hypothesis H2 was
supported.

The openness sub-dimension of inclusive leadership was found to have negative effects on the
sub-dimensions of psychological empowerment: meaningfulness (B = -0.280), competence (3
= -0.280), autonomy (P = -0.263), and impact ( = -0.160). In contrast, the readiness sub-
dimension of inclusive leadership showed positive effects on the sub-dimensions of
psychological empowerment: meaningfulness (f = 0.851), competence (B = 0.845), autonomy
(B=0.842), and impact ( = 0.660). Additionally, the accessibility sub-dimension of inclusive
leadership was found to have negative effects on the sub-dimensions of psychological
empowerment: meaningfulness (f =-0.406), competence ( = -0.436), autonomy ( = -0.425),
and impact (p =-0.177). Therefore, hypothesis Hza was supported.

It was also observed that the mediator had a statistically significant and direct effect on the
dependent variable, thus fulfilling the third condition of Baron and Kenny (p < 0.05). Among
the sub-dimensions of psychological empowerment, meaningfulness (f = 0.788), autonomy (
= 0.623), and impact (B = 0.176) had positive effects on commitment to change, whereas
competence (B = -0.817) had a negative effect. Therefore, hypotheses H3 and Hza were
supported.

In the study, the fourth and final condition, which examines whether the mediator has a full or
partial mediation effect in the model, was tested. While the effects of inclusive leadership and
its sub-dimensions (openness, readiness, and accessibility) on commitment to change were not
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significant, the model became significant when psychological empowerment was included in
the analysis. A full mediation role was observed in the model, with 7 out of the 12 developed
hypotheses among the sub-dimensions found to be significant. The openness sub-dimension
was found to have a negative full mediation effect on commitment to change through
meaningfulness (f =-0.254; p <0.05) and autonomy ( =-0.188; p < 0.05). The readiness sub-
dimension showed positive full mediation effects on commitment to change through
meaningfulness (B = 0.814; p <0.05), autonomy ( = 0.637; p < 0.05), and impact (f = 0.141;
p <0.05). The accessibility sub-dimension also exhibited full mediation effects on commitment
to change through meaningfulness (B =-0.393; p <0.05) and autonomy ( =-0.325; p <0.05).
Accordingly, Hs and H4a were supported. The mediations in the research model are presented
in Table 4.

Table 4: Significance test of mediator hypotheses in the model

Coef  Min. Max. P Hypothesis
Openness > Meaningfulness> -,254  -,611 -,067 ,016*  Supported
Commitment to Change
Openness > Competence = Commitment 263 126 345 248 Rejected
to Change
Openness > Autonomy > *
Commitment to Change -188  -,608 -,067 ,018 Supported
Openness—=> Impact> Commitment to 032 -073 i 128 Rejected
Change
Openness > Employee P. > "
Commitment to Change -,220 -,507 -,076 ,012 Supported
Readiness->Meaningfulness—> Commit 814 226 1,586 019¢  Supported

ment to Change

Readiness -> Competence ->

Commitment to Change -,838 -1,539 -,534 ,302 Rejected

Readiness > Autonomy >

*
Commitment to Change ,0637 ,219 1,267 ,013 Supported
Readiness > Impact> Commitment to 141 080 230 007+% Supported
Change
Readiness > = Employee P. > ., 435 1,142 ,003** Supported

Commitment to Change

Accessibility =  Meaningfulness>
Commitment to Change

Accessibility > Readiness >

-,393  -1,148 -,158 ,006%* Supported

Commitment to Change ,438 ,023 ,988 ,258 Rejected
Accessibility> Autonomy > x
Commitment to Change -,325 -,874 -,128 ,008 Supported
Accessibility 2 Impact-> Commitment to 038 -.098 005 139 Rejected
Change

Accessibility - Employee P. - 377 -741 176 005%* Supported

Commitment to Change
*p<0,05; **p<0,01.
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In the study, the first condition for conducting the mediation test with the second mediator
(Inclusive Leadership — Employee Performance — Commitment to Change) was supported
by hypothesis H1, which examines the effect of inclusive leadership on commitment to change.
The second condition, assessing the direct effects of the sub-dimensions of inclusive leadership
(Openness: -0.269; Readiness: 0.825; Accessibility: -0.432) on employee performance, was
found to be significant (p < 0.05). Accordingly, hypotheses Hs and Hsa were supported. The
third condition of the mediation test, which examines the direct effect of employee performance
on commitment to change, was also found to be positive and significant (B = 0.711; p < 0.05).
Therefore, hypothesis He was supported.

The fourth and final condition of the study revealed that employee performance has a
significant mediating effect on the impact of inclusive leadership and its sub-dimensions
(openness, readiness, and accessibility) on commitment to change. A full mediation role was
observed in the model, with all three developed hypotheses found to be significant.
Specifically, openness had a negative full mediation effect on commitment to change through
employee performance ( =—0.220); readiness had a positive full mediation effect (f = 0.712;
p < 0.05); and accessibility had a negative full mediation effect (f = —0.377; p < 0.05).
Accordingly, hypotheses H7 and H7a were supported. The mediations in the research model
are presented in Table 4.

Conclusion

In recent years, changes in the education sector, such as changes in curricula, the integration of
digital tools into the education system, and the transition to active learning methods, have
played a critical role in helping institutions become innovative, effective, and efficient. The
role of leaders in the adoption of changes within institutions has become increasingly
important. Inclusive leadership contributes to the creation of an environment where differences
can coexist, collaboration is strengthened through differences, and flexibility and adaptability
towards common goals are encouraged. Accepting all individuals within the institution despite
their differences, ensuring equality in decision-making, and making teachers feel valued
facilitates the adoption of change processes.

It is clear that high schools within educational institutions are constantly changing, both
structurally and culturally. Conducting the research in high schools is important in terms of
representing the purpose of the study and producing meaningful findings specific to the field.
It is predicted that inclusive leadership reduces resistance to change within the institution and
that teachers' psychological empowerment and individual performance have a mediating effect
in this relationship. No study in this direction was found in the literature review, and it is clear
that the results obtained will contribute significantly to the literature.

A two-variable mediation model was developed within the scope of the study. The results of
the analysis showed that inclusive leadership did not have a positive effect on commitment to
change. This finding contradicts the supportive results of most studies in the literature (Fatima
et al., 2021; Foster, 2008). The lack of significance in this relationship is closely related to the
research sample. The Turkish education system has a hierarchical structure, and decisions are
mostly made by central authorities. Teachers have limited or no decision-making authority in
the education system (Celikten et al., 2019). Schools' dependence on central directives
(external regulations) and their centralized structure have made them dependent on the center
(Tasar, 2009). Since change processes in high schools are often shaped by external regulations
(e.g., Ministry of Education policies, curriculum changes), the impact of leadership styles is
perceived as limited.

Even if the leader within the institution has an inclusive attitude, structural barriers,
organizational climate, and negative past experiences with change are factors that cause
teachers to remain resistant to change processes. Furthermore, teachers may see themselves as
implementers rather than decision-makers and are not influenced by leaders' attitudes when it
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comes to implementing changes. This shows that factors other than leadership styles are
influential in participation in change within institutions. This situation indicates that teachers
have negative feelings toward changes in the system and lack belief in change. Teachers who
do not believe in the benefits of change have low commitment to it. However, the constant
changes in the education system and the fact that these changes occur in short intervals prevent
teachers from integrating into the changes (Polat, 2021). In this case, policymakers need to
sustain the changes created in the system in the long term.

The analysis revealed that inclusive leadership has a positive impact on employee performance
through psychological empowerment. This research finding is consistent with other research
findings (Carmeli et al., 2010; Khan et al., 2020; Liu et al., 2023; Sabharwal, 2014). The
readiness sub-dimension of inclusive leadership was found to have a significant positive impact
on all sub-dimensions of psychological empowerment (meaningfulness, competence,
autonomy, and impact) and employee performance. When teachers want to consult their
principals about their problems, their principals' readiness fosters a sense of psychological
empowerment. High school principals are recommended to be available when help is needed.

The openness and accessibility sub-dimensions of inclusive leadership were found to have a
significant negative impact on all sub-dimensions of psychological empowerment
(meaningfulness, competence, autonomy, and impact) and employee performance. This
finding differs from other studies in the literature. These dimensions describe the leader's
openness to new ideas and suggestions from employees in line with organizational goals and
their accessibility to discuss problems. Previous studies have shown that high school principals
are afraid to take risks and do not take innovative steps (Aramaz and Celikten, 2025).
Furthermore, it is known that a culture of silence exists in schools (Bayar and Bozduman,
2022). In an organizational culture where the open expression of ideas is perceived negatively,
a leader's openness and accessibility will also be perceived negatively. A school principal’s
openness to discussing new methods for school improvement leads teachers to feel
psychologically powerless in a climate of silence.

The Turkish education system has an extremely centralized and bureaucratic structure (Tasar,
2019). Schools are part of a system that operates under the command of central units. Decision-
making processes in these institutions are centrally rather than locally driven. In such a
structure, managers' “openness” and ‘“accessibility” behavior can mean conveying the
expectations and instructions of the central authority to teachers. These dimensions of
inclusiveness negatively impact teachers' psychological powerlessness and their performance.
The literature review found that teachers' psychological strength and high performance
positively affect their voluntary participation in institutional change processes. The research
results are consistent with other research findings (Morin et al., 2016; Walker, 2021; Wahyudin
etal., 2020). Hypotheses H3 and Hg were accepted. High-performing teachers adapt more easily
to change processes. Furthermore, the effects of the meaningfulness, autonomy, and impact
variables, which are among the sub-dimensions of psychological empowerment, on
commitment to change were found to be positively significant, while the competence sub-
dimension was found to be negatively significant. Teachers who can make their own decisions,
find their work meaningful and important, and influence the outcomes of their work participate
in change processes without resistance. It is a well-known fact that teachers lack initiative and
autonomy in the Turkish education system (Kara, 2025). In an education system dominated by
a hierarchical order, teachers know that their participation in decision-making is limited.
Within this culture, teachers who perceive themselves as competent and successful may
perceive change as “imposition”. The perception that change is unnecessary or mismanaged
reduces commitment to change in teachers with high perceived competence. Policymakers are
recommended to work to ensure teacher participation in decision-making and implementation
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processes. Changes are recommended to ensure that teachers are not only implementers but
also actively participate in the education and training process, taking the initiative.

The study found that inclusive leadership has a mediating effect on commitment to change
through psychological empowerment and employee performance. The openness and
accessibility sub-dimensions of inclusive leadership had a negative mediating effect on
commitment to change through meaningfulness and autonomy sub-dimensions of
psychological empowerment, while the readiness variable had a positive mediating effect on
commitment to change through meaningfulness, autonomy, and impact variables. The
openness and accessibility variables were found to have a negative mediating effect on
commitment to change through employee performance, while the readiness variable had a
positive full mediating effect on commitment to change through employee performance.
Principals who are ready to communicate with teachers foster the adoption of change in
organizations by encouraging teachers to find their work meaningful, make their own
decisions, and develop a belief that they are effective in their work. In addition, principals who
are ready to communicate with teachers positively change teachers' motivation and
performance towards their work, reinforcing positive attitudes towards changes in schools and
increasing the level of commitment to change.

While teachers perceived school principals' “readiness” (being available to listen and talk) as
positive, teachers perceived their “openness” (being open to new ideas) and “accessibility”
(being accessible) as negative. It was found that school principals' openness to innovative ideas,
transparency in communication, and accessibility did not have the expected impact and were
perceived negatively. Research has shown that these dimensions are not internalized in a
balanced way by teachers. When teachers want to consult on something, they find it realistic
for principals to be physically and mentally ready. In an education system such as Turkey's,
which is centralized and offers limited autonomy and participation, teachers may believe that
their opinions will not be taken seriously, that the desired change will not occur, or that their
problems will not be solved. In schools with a high power distance, such as those in Turkey,
managers asking teachers to express their opinions or allowing all information to be discussed
may create uncertainty and pressure for teachers. Therefore, principals should establish a
positive and trust-building communication style. In this way, a sense of shared decision-making
should be established in education and teaching.

This study, conducted in high schools, observed that inclusive leadership alone does not
increase commitment to change; commitment to change is achieved only when teachers are
psychologically empowered and their performance is supported. In this context, in order for
inclusive behaviors to be effective in the adoption of change, an organizational climate must
be created that encourages teachers' participation in decision-making processes, grants
autonomy, and supports the belief that they can make a difference in the institution and their
sense of achievement. In countries experiencing frequent changes in curriculum, regulations,
or examination systems, the effective implementation of these change processes in the field
depends on teachers embracing and internalizing the change and developing positive attitudes
toward it. In high schools, which are at the center of social transformation, principals must be
willing and ready to foster an environment of effective communication and collaboration with
teachers and lead the way in building this organizational climate. School principals must
structure their behaviors in line with teachers' expectations.

A review of the literature revealed that no study had been conducted that included all of these
variables. The research results appear to fill a specific gap in the relevant literature and make
important contributions. At this point, some recommendations are offered to high school
principals:

e It is recommended that high school principals adopt an inclusive leadership approach. In
this regard, they should be provided with in-service training focused on leadership skills that
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embrace diversity, encourage participation, ensure fairness, and offer support. Given the
rapidly evolving dynamics of change today, fostering an inclusive leadership style centered on
collaboration and shared responsibility should be actively promoted through such training
programs.

e Principals should implement practices that foster teachers’ sense of professional
competence, effectiveness, and meaningfulness in their work. They can assume the role of
mentors who support and guide teachers. Within the scope of mentoring, principals should
develop effective strategies to promote inclusive leadership by establishing transparent
communication, setting common goals, and building trust with teachers

e Principals should be more actively involved in the teacher change process. Teachers' past
experiences and opinions on change should be considered, and any negative attitudes toward
change should be overcome. Teachers must develop faith in the change process—in other
words, internalize the necessity and purpose of change—and demonstrate active participation,
not passive acceptance. To achieve this, schools should clearly explain why change is
necessary, and training and development programs should be implemented to increase
commitment to change.

e Research findings also demonstrate the importance of teacher performance. Making
teachers' achievements visible can foster a sense of accomplishment. To achieve this, principals
should provide teachers with positive feedback that acknowledges their individual successes.
A learning organization culture open to development, where achievements are made visible,
should be established in schools. In high schools, both individual development and the overall
effectiveness of the institution should be supported.

Research Limitations and Recommendations for Future Studies

e Teachers may have lost faith in the effectiveness of change due to feelings of uncertainty,
burnout, and insecurity. Researchers are advised to conduct studies that include these variables.
e In future studies, similar research can be conducted on primary and secondary school
teachers to examine the effects of inclusive leadership at different education levels.

e The impact of inclusive leadership on commitment to change can be examined in different
sectors.

e Studies can be conducted to examine the effects of inclusive leadership on students'
motivation and academic achievement.

e Studies can be conducted to investigate the effects of inclusive leadership on the external
environment, such as organizational culture, organizational identity, and image.

e The reasons for the negative effects observed in the "openness" and "accessibility"
dimensions can be examined in more depth through qualitative interviews or focus groups.
This could allow us to identify the cultural, organizational, or individual factors underlying
these negative perceptions of teachers.

e The effects of cultural and demographic factors on the research model can be examined.
Their impact on commitment to change can be investigated in detail. The differences in the
research model caused by factors such as gender, the effects of different age groups, and
whether one attends a private or public high school can be studied.

e Longitudinal research can be conducted on variables. This allows us to observe how a
particular phenomenon (e.g., inclusive leadership behavior) has evolved over time, whether it
has changed, and under what conditions it has changed.

Note: This article was presented orally at the MBAcademy International Business
Conference in Barcelona
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