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1. INTRODUCTION

In the rapidly changing environment, it has become necessary for educational institutions to adopt new changes and respond
accordingly to achieve sustainability by discovering opportunities and avoiding threats in the external environment in addition
to optimize the internal capabilities of educational institutions. Accordingly, educational institutions have become in dire need
to pay more attention to capabilities and develop them more than they should be because of its impact on their success and
distinction. Organizational intelligence represents a suitable management method to solve the organization's problems by
unifying its capabilities in its various paths. (Simic, 2005) explains that an intelligent organization is one that harnesses the
intellectual capacity within it to address organizational challenges by integrating its technical skills and personnel. Interest in
intelligent organizations within the educational sector is relatively new. Organizational intelligence is an advanced approach
that enhances an organization’s ability to manage changes, events, and demands effectively, So that organizational intelligence
represents the organization’s ability to mobilize all its available mental powers and focus on the mind’s ability to accomplish
that task (Albrecht, 2002).

Definitions of organizational intelligence focus on several aspects but generally focus on helping organizations accomplish their
missions efficiently: Organizational intelligence is an organization's ability to process, interpret, encode, manipulate and access
information in a purposeful, targeted manner so that it can increase its adaptive potential in the environment in which it
operates (Glynn, 1996). Organizational intelligence is a function of five cognitive subsystems: organizational structure, culture,
stakeholder relations, knowledge management, and strategic processes (Kull, 1997). Organizational intelligence is the extent to
which an organization is able to generate knowledge and use that generated knowledge to adapt strategically to the surrounding
environment. (Halal, 1998). Organizational intelligence is the combination of all the skills that organizations need and use to
exist, these skills; to adapt to changes, to be quick in action and reaction, to be flexible, to be sensitive, to be open-minded, to
use imagination, to renew (Ercetin & Demirbulak, 2002). Simi explains in his definition of the smart organization that it is the
organization that uses its intellectual capacity to solve the organizational problems it faces, by combining its technical
capabilities and its people (Simi, 2005).

Most of the definitions mentioned above for the organizational intelligence refer to: cognitive ability or the sum of the
intelligence of the individuals that make up the organization, or used synonymously with knowledge management or referring
to the optimal use of information resources.
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1.1. Organizational Intelligence Models

Smart organizations aim to create new creative and intellectual trends in business field at the level of the organization as a
whole with the aim of reaching a high level of organizational intelligence. Finding applied models for it in business organizations
with contemporary organizational intelligence orientations to achieve the desired organizational and strategic goals in creating
and sustaining deportation is continuing away from the educational field.

Smart organizations aim to create new creative and intellectual trends in business field at the level of the organization as a
whole in order to reach a high level of organizational intelligence.

Bearing in mind the intellectual and cognitive concepts of the smart organization, which can be described as a contemporary
scientific and cognitive field in the organizational thought and by examining the literature on the subject, it was found that many
researchers touched on the Intellectual development of the smart organization. Thus, (Hanebeck, 2000:30) stated that
organizational intelligence consists of three elements or “components”: (1) the ability to learn, (2) memory, and (3) knowledge.
These components are linked to each other in a continuous cycle. (Matheson & Matheso, 2001:50) referred to nine principles
of a smart organization, each principle represents a coherent theory or standard that governs a set of belief practices that results
in a pattern of behavior. Albrecht (2003) considered that organizational intelligence includes 7 essential characteristics:
“strategic vision, shared fate, appetite for change, heart, alignment and congruence, knowledge deployment, and performance
pressure”. The three above mentioned models and others focused on business filed. In the educational field, Terenzini (1993)
discussed the organizational intelligence in three tracks: (1) : Technical/Analytical intelligence, (2) Issues intelligence, and (3)
Contextual Intelligence (Terenzini, 1993). As for schools, (Ercetin et al., 2007), Potas, Ergetin ve Kogak (2010) and (Ercetin et
al,, 2011), they came in 67 articles distributed in 7 domains as follows: (1) Adapt to changing situations I; (2) Effective contact
with stakeholders; (3) Rapid action and reaction; (4) Sensing and prediction; (5) Imagination and creativity; (6) Flexible in
function and (7) Adapt to changing situations II.

1.1.1. Hanebeck 2000 Model: He stated that organizational intelligence consists of three elements or “components”: (1) the
ability to learn, (2) memory, and (3) knowledge. These components are linked to each other in a continuous cycle. After the
organization gains experience and thus learns, this experience must be stored until it can be retrieved at a later time. As it is
stored, the experience becomes part of organizational knowledge and can, in turn, be used for all subsequent learning
experiences. And the cycle repeats itself after that.
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Figure 1. Hanebeck 2000 Model Source: (Hanebeck, 2000:30)

An organization's learnability is the maximum value of organizational learning. Similar to individual learning, which refer the
organization's acquisition of knowledge and experience, but within the context of the organization and will be greater than the
sum of the individual's learning experiences. As for the organizational memories, it is the starting point and the organizational
learning result, and it is not similar to the human mind, and it is not specialized only in one place, but it is distributed across the
organization. As for organizational knowledge, it affects the behavior and actions of everybody within the organization
(Hanebeck: 2000: 31).
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1.1.2. Matheson & Matheso (2001) Model. The nine principles of a smart organization (Figure 2) provide the organizational
context that facilities to implement best practices in the organization and that these principles often work at many levels and
influence the thinking and actions of employees in the organization. It determines who cares or underestimates the adoption or
implementation of best and modern practices, eventually working to compile best practices in the organization. Each principle
represents a coherent theory or standard that governs a set of belief practices that results in a pattern of behavior. The presence
of these principles in the organization provides best practices and behaviors that support and promote effective decision
making, and in their absence, will be reflected in the reality of the organization's work.
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Figure 2. Nine principles of the Smart Organization. Source: (Matheson & Matheso, 2001:50)

1.1.3. Albrecht (2003) Model: Albrecht (2003) considered that organizational intelligence includes 7 essential characteristics:
“strategic vision, shared fate, appetite for change, heart, alignment and congruence, knowledge deployment, and performance
pressure”.
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Figure 3. Seven Indicators of Organizational Intelligence. Source: (Albrecht 2003:13)

1.1.4. Terenzini (1993): discussed the organizational intelligence in three tracks: (1) : Technical/Analytical intelligence,
encompasses practical knowledge or information, along with skills, analytical abilities, and methodological expertise, (2) Issues
intelligence involves understanding the key challenges or decision-making areas that institutions face, as well as the knowledge
of the individuals responsible for managing these challenges, and (3) Contextual Intelligence involves grasping the culture of
higher education broadly, as well as the specific environment of the private campus where the institutional researcher operates
(Terenzini, 1993).
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1.1.5. Erg¢etin, et. al. (2002): discussed organizational intelligence as a need for educational institutions (school), where the two
researchers realized that organizational intelligence is the gateway for educational institutions to maintain adaptation to the
rapid changes, also it has a high capacity in taking decisions and actions, as well as flexibility, with an open mind and the ability
to foresee and renewal. During their study, the educational staff (the examined sample) showed their lack of awareness that the
school is a learning organization, but after the researchers simplified the matter that the school is like any living body that can
learn and develop, they realized that (S. S. Ercetin and Demirbulak, 2002).

On the Arab level, the researcher reviewed the literature and found scarcity of studies that dealt with organizational intelligence
in the educational field. As a result, the researchers aim to provide an added value to the Arab library by translating the
organizational intelligence scale and measuring its validity and reliability so that it becomes available in the Arab researchers
hands in the educational field. The Organizational Intelligence Scale developed by Ercetin, Potas ve A¢ikalin over various years,
will be translated and evaluated.

Such an organizational intelligence scale for educational institutions was first developed by Ercetin in 2001 and 2004 where
Ergetin, developed 7 basic domains as follows: “rapid action and reaction; (2) quickly adapting to changes; (3) flexible in
function; (4) sensitiveness and being predictable; (5) open-mindness; (6) the use of imagination; (7) innovative”. Subsequently,
over the following years, the tool was used and developed to be more suitable for the educational field; (Ergetin et al., 2007),
Potas, Ergetin ve Kogak (2010) and (Ercetin et al.,, 2011), the scale came in 67 articles distributed in 7 domains as follows: (1)
Adapt to changing situations [; (2) Effective contact with stakeholders; (3) Rapid action and reaction; (4) Sensing and prediction;
(5) Imagination and creativity; (6) Flexible in function and (7) Adapt to changing situations II

The purpose of this study is to perform an adaptation of the Organizational Intelligence Scale, which was developed by Ercetin,
Potas ve A¢ikalin in different years (2001, 2004, 2007, 2010, 2011) into Arabic, and to examine its validity and reliability.

2. METHODOLOGY

This study used Cronbach Alpha coefficient, w a commonly used measure of reliability in social and organizational sciences, to
assess the reliability and construct validity of the Organizational Intelligence Scale (Bonett & Wright, 2015). Additionally,
confirmatory factor analysis (CFA) was utilized, which aims to test hypotheses and employs path analysis diagrams to illustrate
the relationships between variables and factors (Child, 2006).

2.1. Participants

This study targeted 400 teachers from Gaza secondary schools, in the academic year 2018-2019 (FEB, Egitim Istatistik Kitabs,
2017-2018), according to the following variables: gender, international specialization, academic degree.

2.2. Measurement

The Organizational Intelligence Scale, developed by Ercetin, Potas ve Acikalin over various years, (2001, 2004, 2007, 2010,
2011) used in its Arabic form, which was translated by the researcher Shadi Al-Banna and then checked by 3 colleagues who
are experts of Turkish and Arabic languages. Later the scale showed to a sworn translator and got his approval by matching the
translation to the original, see appendix (1). The scale consists of 7 dimensions and 67 items. The researchers included
demographic information in the first section of the questionnaire, while the second section was structured using Likert's five-
level scale.

Table 1.

Organizational Intelligence Scale
Dimensions Items Code
Adapt to changing situations I 6 A1-A6
Effective contact with stakeholders 12 B7-B18
Rapid action and reaction 5 C19-C23
Sensing and prediction 10 D24-D33
Imagination and creativity 8 K34-K41
Flexible in function 5 F42-F46
Adapt to changing situations II 21 G47-G67
All dimensions 67 Code

3. FINDINGS

Based on the nature of the study the researchers used the analytical descriptive method. To achieve the study goals, the
researchers used the "Statistical Package for Social Sciences" program, known for its acronym "SPSS", in addition to the Analysis
of Moment of Structure, known as "AMOS", to test the study hypotheses and ensure their validity.
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To ensure the reliability and construct validity of Organizational Intelligence Scale, Cronbach Alpha coefficient, is one of the
most prevalent and frequently utilized reliability measures in the social and organizational sciences (Bonett & Wright, 2015)

Additionally, confirmatory factor analysis (CFA) was employed, which seeks to validate hypotheses and uses path analysis
diagrams to illustrate the relationships between variables and factors (Child, 2006).

3.1. Reliability coefficients by Cronbach alpha method

Cronbach alpha coefficient was employed to assess organizational intelligence scale’s reliability. The analysis revealed that the
Cronbach alpha coefficient was (0.977) for the entire scale, which means that the organizational intelligence scale has a high
reliability coefficient. Since the scale consists of seven dimensions, the reliability coefficients for the scale dimensions ranged
between (0.838-0.952), which is a high reliability coefficient.

Table 2.

The Reliability Coefficient of the Cronbach Alpha Method
Dimensions Items Cronbach alpha coefficient
Adapt to changing situations I 6 0.853
Effective contact with stakeholders 12 0.894
Rapid action and reaction 5 0.845
Sensing and prediction 10 0.906
Imagination and creativity 8 0.895
Flexible in function 5 0.838
Adapt to changing situations II 21 0.952
All dimensions 67 0.977

3.2. Construct validity, Confirmatory Factor Analysis (CFA)

Confirmatory factor analysis (CFA), also known as structural equation modeling (SEM), i is a validation method that offers a
thorough approach for confirming the measurement model of latent constructs. (CFA) involves specifying a model, estimating
its parameters and evaluating how well the proposed model explains the pattern of observed variances and covariances (Shevlin
& Miles, 1998). Thus in order to reach a scale that simulates reality and is characterized by simplicity and efficiency the
researchers used confirmatory factor analysis, this approach involved examining the relationships between the dimensions and
items of the organizational intelligence scale, assessing how well each dimension is represented, and refining each dimension.
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Figure 4. The structure of organizational intelligence scale

Figure 4. illustrates the confirmatory factor analysis where of the scale consists of seven dimensions, the first dimension; “Adapt
to changing situations I” is saturated with 6 paragraphs, the second dimension; “Effective contact with stakeholders” is saturated
with 12 paragraphs, the third dimension; is “Rapid action and reaction” is saturated with 5 paragraphs, The fourth dimension;
“Sensing and prediction”, is saturated with 10 paragraphs, the fifth dimension; is “Imagination and creativity” is saturated with
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8 paragraphs, the sixth dimension; is “Flexible in function” is saturated with 5 paragraphs, and the seventh dimension; “Adapt
to changing situations II” is saturated with 21 paragraphs.

Figure 5. Shows the outputs of the organizational intelligence structure.
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Figure 5. Outputs of the organizational intelligence scale

As shown in Figure. 5, we want to improve the fitness index, when we make sure of the factor loading, it was found that all
elements had factor loadings exceeding 0.5. Therefore, the researcher can conclude that additional items may be present in the
model and should be reviewed by examining the Modification Indixes (MI).

Additionally, the model contains pairs of correlated errors that indicate redundant items. The correlated error pairs are as
follows: el with e2, e42 with e43, e35 with €36, e26 with e27, e48 with €49, e56 with €57, and e65 with e66.

The researchers have two options:

The first option is to remove one of the redundant items and then re-run the measurement model.

The second option is to designate these two correlated measurement errors of redundant items as "free parameters" and then

re-run the measurement model.

Both the seventh and eighth items in the second variable, the second item in the third variable, the fourth item in the sixth
variable, and the sixth and seventh items in the seventh variable have been deleted.
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Figure 6. The new measurement model after linking errors together as a free parameters

Table 3.
The Fitness Indices for Organizational Intelligence Model
Name of index Fitness = = Decision
Indices £ oS g £
S5 8 s3 S
> & > &=
22% 255
= =] = =]
= =
Absolute Fit
RMSEA RMSEA<0.08 0.06 0.055 achieved
Incremental Fit
CF1 CFI=0.9 0.823 0.864 achieved
Parsimonious Fit
CMIN/DF-CN [5-1] 2.424 2.198 achieved

Tabe (3) shows the fitness indexes of the organizational intelligence model. Construct validity is assessed through the fitness
indexes. The table present the needed fit categories to fulfill it (Awang et al.,, 2018). It is observed that the fitness indexes
improved after constraining the redundant items in the model. Table (3) shows the RMSEA values, which after modification
became 0.055. This indicates acceptance of data according to (Hu & Bentler, 1999) who remarked that RMSEA index smaller

than 0.06 would be a criterion that will suffice. Likewise, the CFI and CMIN / DF-CN values all indicate acceptance of the model
(Cangur & Ercan, 2015)

3.3. Assessing the validity and reliability for the Organizational Intelligence Scale

The following table shows the convergent validity, which was calculated according to the Average Variance Extracted (AVE),
The AVE values exceeding 0.50 indicate the reliability of the measurement model in measuring the construct (Awang et al.,
2015). As for the Factor loading, some items showed a Factor loading lower than the required loading for this scale (0.60),
accordingly, the researchers deleted these variables (B7, B8, C2, F4, G6, G7). According to Awang (2015), the Factor loading for
the newly developed items, should be greater than 0.5 for each item, whereas for an established items, the factor loading should
be 0.6 or higher for every item. Since the Organizational Intelligence Scale is a pre-established scale, the researchers deleted
items that did not exceed 0.60 (Awang, 2015).
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Table 4.
Assessing the Validity and Reliability for the Organizational Intelligence Scale
Variables Items Factor AVE
loading (20.5)
Al 0.61 0.51
A2 0.79
. . . A3 0.70
Adapt to changing situations I A4 0.74
A5 0.75
A6 0.68
B1 0.62 0.5
B2 0.73
B3 0.67
B4 0.67
B5 0.79
Effective contact with stakeholders B6 0.68
B7 deleted
B8 deleted
B9 0.78
B10 0.68
B11 0.68
B12 0.67
C1 0.57 0.52
C2 deleted
Rapid action and reaction C3 0.75
Cc4 0.77
C5 0.78
D1 0.72 0.5
D2 0.72
D3 0.65
D4 0.74
. L. D5 0.66
Sensing and prediction D6 0.69
D7 0.62
D8 0.71
D9 0.72
D10 0.77
K1 0.66 0.51
K2 0.69
K3 0.73
A .. K4 0.78
Imagination and creativity K5 0.76
K6 0.67
K7 0.68
K8 0.75
F1 0.70 0.55
F2 0.76
Flexible in function F3 0.77
F4 deleted
F5 0.74
G1 0.72 0.5
G2 0.67
G3 0.73
G4 0.73
G5 0.71
Adapt to changing situations II G6 deleted
G7 deleted
G8 0.64
G9 0.70
G10 0.72
G11 0.71
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G12 0.72
G13 0.72
G14 0.67
G15 0.73
G16 0.72
G17 0.71
G18 0.73
G19 0.72
G20 0.70
G21 0.65

4. CONCLUSION

This study aimed to adapt the organizational intelligence scale, originally developed by Ergetin, Potas ve Ac¢ikalin between 2001
and 2010, into Arabic language. The original scale consists of 7 domains and 67 items in the Turkish language. To translate the
scale into Arabic, first the researcher translated it, then asked three colleagues who are proficient in the two languages, to check
the translation, later it was presented to a sworn translation office to get the final approval stating that the translation matches
the original copy of the scale. The study sample included 400 secondary school teachers in the Gaza Strip during the academic
year 2018-2019. The Cronbach Alpha reliability coefficient was computed for all areas to assess the internal consistency of the
scale, as it showed a high degree of reliability (0.977) , next construct validity was evaluated according to the Confirmatory
Factor Analysis (CFA), and the Average Variance Extracted (AVE). The results confirmed that the Arabic version of the
organizational intelligence scale is both valid and reliable.

This study targeted 400 teachers from Gaza secondary schools, in the academic year 2018-2019 (FEB, Egitim Istatistik Kitabi,
2017-2018), according to the following variables: gender, international specialization, academic degree. The Organizational
Intelligence Scale, originally developed by Er¢etin, Potas ve A¢gikalin over various years, (2001, 2004, 2007, 2010, 2011) used in
its Arabic form, which was translated by the researcher Shadi Al-Banna and then checked by 3 colleagues who are experts of
Turkish and Arabic languages. Later the scale showed to a sworn translator and got his approval by matching the translation to
the original. The scale consists of 7 dimensions and 67 items. The researchers included demographic information in the first
section of the questionnaire, while the second section was structured according to Likert's five-level scale.

The reliability of the organizational intelligence scale was assessed using the Cronbach alpha coefficient, which was found to be
0.977 for the entire scale, which means that the organizational intelligence scale has a high reliability coefficient. Since the scale
consists of seven dimensions, the reliability coefficients for the scale dimensions ranged between (0.838-0.952), which is a high
reliability coefficient. Table (3) shows the RMSEA values, which after modification became 0.055. This indicates acceptance of
data according to (Hu & Bentler, 1999) who remarked that RMSEA index smaller than 0.06 would be a criterion that will suffice.
Likewise, the CFI and CMIN / DF-CN values all indicate acceptance of the model (Cangur & Ercan, 2015). The scale convergent
validity, which was calculated according to the Average Variance Extracted (AVE). The AVE values exceeding 0.50 indicate the
reliability of the measurement model in measuring the construct.

The study aimed to adapt the organizational intelligence scale from the Turkish language to the Arabic language, the scale
consists of 7 variables and 67 items. First, reliability was examined with Cronbach Alpha coefficient 0.97, which indicates that
the organizational intelligence scale reliability is achieved. Then, Construct validity was examined by the confirmatory factor
analysis, and the results indicate an acceptable model data fit of the organizational intelligence scale, except for the (B7, B8, C2,
F4, G6, G7) items which showed a Factor loading lower than the required loading for this scale (0.60). Accordingly, the
researchers recommend that those who want to adopt this scale in their study delete the above mentioned items.
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Appendix 1 ORGANIZATIONAL INTELLIGENCE SCALE IN ARABIC TRANSLATION
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ORGUTSEL ZEKA OLCEGI
Degerli Meslektasim,

S: Her zaman yapilmak igin tim simirlar zorlanmaktadir.

4: Cogu zaman imkanlar elverdigince yapilmaya galisiimaktadir.

3: Bazen yapilmasina ¢aba gosterilmektedir, bazen de olanla yetinilmektedir.
2: Yapilmasi igin ¢aba gosterildigi zamanlar da olmaktadir.

1: Higbir zaman yapilmas: icin caba gosterilmemektedir.

Ornek

“Okulda degisime acik bir kiltiirin - olusturulmas” eylemini gergeklestirmek igin
Okulumuzda “Bazen ¢aba gosterildigini.” disiniiyorsaniz, “Bazen yapilmasina ¢aba
gosterilmektedir, bazen de olanla yetinilmektedir.” ifadesinin say1 degeri olan “3” sayisinin
altindaki kutucuga X isareti koyunuz.

EYLEMLER S |14 |3
Okulda degisime acik bir kiltiran olusturulmas: X

5: Her zaman yapilmak igin tiim simirlar zorlanmaktadir.

4: Cogu zaman imkanlar elverdigince yapilmaya calisilmaktadir.

3: Bazen yapilmasina ¢aba gosterilmektedir, bazen de olanla yetinilmektedir.
2: Yapilmasi igin ¢aba gosterildigi zamanlar da olmaktadir.

1: Higbir zaman yapilmas; icin caba gosterilmemektedir.

. Katkilariz i¢in Tesekkiir Ederiz.
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2
EYLEMLER 5 4 3 2 1

A. Degisen Durumlara Uyum Saglama I

1. Yeni durumlara uyum i¢in heyecan ve cosku yaratabilme

2. Kriz durumlarinda rehberlik yapabilme

3. Okul yoneticilerinin degisim yonetimiyle ilgili olarak yetistirilmesi

4. Okulu etkileyecek yeni durumlarla ilgili akil yiriitme

5. Okul ile ilgili butim iliskilerde empatik davranabilme

6. Okul ortaminda gergeklesen degisimlerin okul iizerindeki olast
ctkilerini kestirebilme

B. Paydaslarla Etkili iletisim

7. Okul igi ve Okul disi iletigimin hizh ve etkili bir bigimde
gerceklestirilmesi

8. Bilimsel ve teknolojik gelismelerin yonetim ve 6gretim etkinliklerine
yansitiimasi

9. Okul personeli ile 6grencileri olumsuz yonde etkileyecek olusumlara
kars1 6nlem alinmasi

10. Okulun ve etkinliklerinin gevreye tamtilmasi

11. Okulda personelin ve ¢grencilerin iligkilerinin izlenmesi, yasantilarinin
gozlenmesi, kritik durumlarda aile ve gevreyle is birligi yapilmasi

12. Okulda bireylerin yeterlik ve yetenekleri dogrultusunda isbolimii ve
isbirligi yapilmasi

13. Gereksinim fazlasi arag-gere¢ vb.nin diger kurumlarla paylagilmas:

14. Ders programlarinin gerektiginde degistirilebilmesi

15. Okulun islerine ve isleyisine duyarhligin gelistirilmesi

16. Okuldaki tiim kurullarin etkili bir bigimde galistinlmasi

17. Okulun iginden ve digindan gelen istek, beklenti ve yakinmalarin
dikkate alinip uygulamaya yansitilmasi

18. Okuldaki bireylerin gorev ve sorumluluk tanimlarinmn
giincellestirilmesi ve ilgililere agiklanmasi
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EYLEMLER

. Eylemde ve Tepkide Cabukluk

. Derslerin bos gegmemesinin saglanmasi

20.

Okulda olaganistit durumlar kargisinda sogukkanlilifin korunmasi

21.

Okulda iglerin yiiritilmesinde ortaya ¢ikan hatalarin zamaninda
dizeltilmesi

22.

Okulda degisime agik bir kitltirtin olusturulmas:

23,

Okulun 6grenen 6rgiit haline getirilmesi

Sezebilme ve Ongorebilme

. Okul yonetiminin tarafsiz olmasi

. Denetimin agirlikli olarak rehberlik ve danismanlik bigiminde

vapilmasi

. Toplumsal gereksinimleri kestirebilme

. Okulda ¢ikmast olasi ¢atigmalar énceden kestirebilme ve yonetebilme.

. Okul digindan gelen tepkileri kestirebilme ve hazirlikli olma

. Fiziksel ortamlarin esnek bir bigimde kurgulanmasi

. Smuf igi etkinliklerin se¢imi ve uygulanmasinda 6gretim elemanina

yetki verilmesi

31

Okulda herkesin duygu ve diisiincelerini agikga ifade edecegi
ortamlann olusturulmasi

32.

Okul iginde ve disinda yagananlardan 6grenme

33.

Okulda kurallarmn uygulanmasinda kesinlik ve ényargidan uzak
olunmasi

s es ee

Hayal Giiciinii Kullanabilme ve Yaraticihk

. Ogrencilerin bireysel gelisim donemlerinde yasamalari olas

degisimleri algilayabilme, hazirlikli olma

. Ogrencilerin hayal gucini gelistirici ders i¢i ve di1 etkinlikler

diizenleme

36.

Ogrencilerin ve okul personelinin hayal gicint gelistirmeye engel olan
kural ve yonergelerin degistirilmesi

37

Personeli ve 6grencileri yaratici ¢ziimler iiretme konusunda
cesaretlendirme

38.

Yonetici, ogrenci ve diger paydaslann hayal giglerini projelendirme ve
bunlan ¢dillendirme

39.

Yaratic1 dustincelerin somut tiriinlere déniigebilmesi i¢in uygun fiziki
kosullann olusturulmasi

40.

Ogretim elemanlariin kitap, makale vb konularda bilimsel
iiretkenliklerinin 6zendirilmesi

41.

Okulda ortak vizyon olusturma ve paylasma

Orgitsel Zeka Olgegi
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EYLEMLER

F.

isleyiste Esnek ve Rahat Olabilme

42.

Ogrenci isleri, alim-satim, gevre ile iliskiler, sosyal etkinlikler, program
vb siireglerde buirokratik islemlerin azaltilmast

. Egitim ve ogretime iliskin yeni projelerin gelistirilmesi

. Egitim ve ogretime iliskin politikalarin okul yonetimi tarafindan

Ogretim tyeleri ve 6grencilerin de katilimi saglanarak belirlenmesi

. Bagarih okullardan 6rek alinmas:

. Okulda her duruma iliskin degisik eylem planlarinin gelistirilmesi ve

denenmesi

@

Degisen Durumlara Uyum Saglama II

. Okul performans 6lgiitlerinin, sapmalarn belirlenmesini

kolaylastiracak bigimde tammlanmas ve stirekli performans
degerlendirilmesi

48.

Okuldaki tiim gorevlere iliskin alternatif kisilerin belirlenmesi

49.

Okulun gevredeki orgitlerle isbirligi yapabilmesi

50.

Yasa ve yonetmeliklerde yer almayan durumlar igin ¢6zim tretebilme

i

Gezi, gozlem, deney, proje vb etkinliklerle yaraticthgin gelistirilmesi
ve ddiillendirilmesi

52

Okulda herkesin risk alabilmesi ve riski yonetebilmesi

. Kitle iletigim araglarim takip etme

54.

Fiziksel alt yapimn etkili ve verimli kullanilmas:

55.

Egitim arag gereglerinin etkili ve verimli kullaniimas:

56.

Cevredeki kurum yéneticilerinin okulun basarili olmasina katkida
bulunmalarina olanak saglamak

57.

Okulun seminer, konferans, proje vb galismalarla gevredeki kurumlarin
bagarili olmasina katkida bulunmas:

58.

Degisimlerin yasal yonetsel diizenlemelere yansitilmasi

59.

Ogretim elemanlarinin; hizmet igi egitim, lisanststa egitim vb.
etkinliklerle bilgi, beceri ve yeterliklerinin gelistirilmesi

60.

Mezunlarin izlenmesi ve alman geri bildirimlerle yeni politikalarin
olusturulmasi

61.

Parasal kaynaklari kullaniminda okul yonetiminin etkin olmas:

62.

Paydaslann destegini saglama

63.

Okuldaki karar siireglerinde bilimsel arastirmanin esas alinmasi

64.

Okulun huzurlu bir ortam olarak algilanmasim saglama

65.

Okulun i¢ ve di degerlendirmeye agik olmasi

. Okulda bilginin, deneyimin ve duygunun paylagilmast

67.

Okulda karar alma siireglerine bireylerin katilmalart
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H.

Yukaridaki Maddelere Eklemek Istediginiz Baska Maddeler Varsa
Liitfen Ayagidaki Bosluga Yazarak Puanlaymiz.
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