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Abstract  

The purpose of this study is to determine the relationship between the influence tactics used by 
secondary school principals and the organizational trust levels of teachers. A correlational survey 
model was used in the study. The study universe of the research consisted of 780 secondary school 
teachers working at public and private secondary schools in the central district of Bolu province 
in the 2020-2021 academic year, and answers were provided from 432 teachers. As a data 
collection tool in the research; “Influence Tactics Scale” developed by Yukl, Seifert & Chavez 
(2008) and adapted to Turkish by Gözü (2012) and “Organizational Trust Scale” developed by 
Yılmaz (2005) were used. According to the result of the research; teachers' perceptions of the 
influencing tactics used by school principals; It has been concluded that they very rarely use the 
tactics of personal appeals, exchange, forming a coalition with others, pressure, and they 
occasionally use the tactics of legitimating, rational persuasion, collaboration, appreciating, 
consulting, ınspirational appeals, apprising. It has been determined that teachers' perceptions of 
organizational trust are at a moderate level across the scale, with sub-dimensions of sensitivity to 
employees, trust in managers, openness to innovation and communication ambient. It was 
observed that there was a moderately significant positive relationship between teachers' 
perceptions of the Influence Tactics Scale and the Organizational Trust Scale. 
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Introduction  
Schools are the first institutions that come by when educational organizations are 

considered. Schools are official and original institutions, whose input and output are human and 
established to train these people (Uğur, 2017; Ergül, 2019). In order for educational organizations 
to achieve their expected goals and objectives, a significant financial resource is allocated to these 
organizations. However, when compared with other elements of the education system, it can be 
said that the main element is the teacher. It is a known fact that the power of influence of the 
teacher is greater with the help of his personal and professional characteristics (Koçak, 2021). The 
effectiveness and efficiency of schools is undoubtedly closely related to the fact that teachers 
working in these institutions have positive perceptions and attitudes towards the schools they work 
in and that they are happy with the environment they are in. One of the most important factors that 
determine the perception and attitudes of a person towards his job, is his thought about how he is 
managed (Alanoğlu, 2019). The duty of the school principal is to use the existing material and 
human resources in the school in the most efficient way possible, to maintain the school in 
accordance with its determined goals and objectives and to ensure its development. The most 
important source to achieve this is the management skills and power of the manager (Başaran, 
2004; Karadaş, 2013). 

In recent years, researchers have focused on behaviors in the process of influencing rather 
than power, especially as the potential to affect employees in organizations. Behaviors of a person 
to influence the attitudes and behaviors of another person are called influencing tactics or skills 
(Çetin, 2017). The concept of influencing can be defined as an externally applied motivational 
action to get the employee to do work in the desired quality and quantity (Başaran, 1996). 
Therefore, the concept of influence is intertwined with the concept of management. Influencing is 
the process of enabling individuals to think positively about themselves as a result of influencing 
the attitudes and behaviors of others (Güney, 2015). It is inevitable to use influence tactics in 
organizations (Robbins, 2001). Because it is necessary to influence the employees in order to make 
efforts towards the organizational goals. For this reason, influencing tactics are a common situation 
in organizations today. From the management point of view, influencing tactics are tools that 
create changes in the attitudes and behaviors of employees in order to fulfill and adopt decisions 
and wishes (Yukl, Seifert, & Chavez, 2008). Therefore, the fact that the manager can reach the 
desired goal and ensure the desired target behavior in his employees may mean that he has the 
right influence tactics and skills or uses them effectively (Güney, 2012; Tekben, 2019). 

As in all organizations, organizational trust is also important in increasing efficiency and 
productivity in schools (Polat & Taştan, 2009). School administrators are primarily responsible for 
creating an environment of trust in schools. Trust in the school administrator can be explained as 
the confidence that school staff will do what the administrators say (Ayduğ, 2014). The school 
administrator's being open, fair and impartial, having effective communication and influencing 
skills, sharing his authority and being interested in the employees increase the trust both in the 
administrator and in the other employees in the organization (İnce, Bedük, & Aydoğan, 2004). 
Having an environment of trust among school personnel will increase the sense of commitment 
within the organization, as well as increase cooperation and creativity, and enable the school to 
reach its vision and mission easily (Tüzün, 2007). 
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The Influence Tactics 
Management processes are grouped into seven groups: decision making, planning, 

organizing, communicating, influencing, coordination and evaluation (Gregg, 1957). The concept 
of influence, which is accepted as one of the stages in management processes, plays an important 
role in increasing the success of the organization as a factor in increasing the effectiveness and 
efficiency of organizations. Because managers use tactics to influence their subordinates in order 
to reach the determined goals of the organizations (Katlav, 2016). Influencing tactic is defined as 
the type of behavior that an individual uses to influence the attitudes and behaviors of the other 
party (Yukl, Chavez, & Seifert, 2005). Influence tactics are purposeful behaviors that individuals 
use to achieve desired results (Castro, Douglas, Hochwarter, Ferris, & Frink, 2003). It is inevitable 
to use influence tactics in organizations (Robbins, 2001). Because it is necessary for the employees 
to influence them in order to willingly spend effort towards the goals of the organization. From 
the manager's point of view, influencing tactics are tools that create changes in the attitudes and 
behaviors of employees in order to adopt and fulfill the decisions and demands (Yukl, Seifert, & 
Chavez, 2008). For this reason, influence tactics are a common phenomenon in today's 
organizations (Tekben, 2019).  

In this research, the proactive tactics discussed by Yukl (2013) have been extensively 
examined. According to the classification made, rational persuasion; It is the manager's ability to 
help employees to achieve an important task in the organization or to express that the task to be 
done is important and necessary using logical arguments, concrete and valid evidence or 
explanations (Koşar, 2016). Exchange; ıt is an explicit or implicit notification that a request will 
be fulfilled, that an employee will be helped or rewarded in any matter, in order to fulfill a request 
or request or to help with that activity (Yukl, 2013). Inspirational appeals; the person trying to 
influence is trying to influence by trying to touch their feelings, values, ideals in order to make the 
other person do what they want. (Yukl, 2013). Legitimating; ıt is an influencing tactic when the 
manager, while influencing the employees, shows that the requested activity complies with the 
laws, regulations, policies, traditions and rules that are the legal basis of the institution (Kuru Çetin, 
2013). Apprising; information is the manager's telling how the employee will do the requested job 
and what benefit it will provide to the person (Yukl & Tracey, 1992). Pressure; ıt includes the 
manager's frequent reminders, constant checking or aggressive behaviors such as warning and 
threatening in order to persuade the target person to realize the demands of the manager (Yukl, 
2010). Collaboration; collaboration in the organization can be defined as the efforts that include 
the unity and coordination of the employees in order to solve any problem or reach the goal 
(Dillenbourg et al., 1996). Collaboration is defined as the process of harmonizing the ideas of 
employees through interaction (Yener, 2017). Appreciating; it is to say positive things about the 
work or personality of the target individual before making a request or to act in this direction 
(Yukl, 2010). Consultation; the person who wants to impress, encourages the target person to 
develop suggestions or express an opinion on his/her request and encourages him/her to help 
him/herself. Personal appeals; ıt is the state of behaving in a way that appeals to the feelings of 
loyalty and friendship of the person who wants to impress, while asking the other person to fulfill 
a request. In this tactic, while asking for favors, attention is sought based on loyalty and friendship 
or kindness and generosity. Forming a coalitions with others; the person who wants to influence, 
uses the help of others to persuade the other person or uses the support of others as a reason to 
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change the target person's mind (Yukl & Tracy, 1992). As is seen, eleven different influencing 
tactics were created.  
Organizational Trust  

After the second half of the 20th century, trust has been widely studied (Tschannen-Moran 
& Hoy, 2000; Özdemir, 2019) and has found a place in the management literature, and is 
considered as an important condition for effective management and its maintanence (Hoy & Tarter, 
2004). Changing and developing life and working conditions have brought to the fore management 
models in which horizontal mobility, communication and participation are more than hierarchical 
management models. This changing structure has made the concept of trust in organizations one 
of the concepts that are frequently emphasized as a necessity for organizational life (Asunakutlu, 
2002; Güneş, 2020). Since the concept of trust, which is one of the determining factors in bilateral 
relations, has a very important place in organizational life, studies on organizational trust are 
increasing day by day (Yücel & Samancı, 2009). 

Organizational trust is complex and has a complex structure consisting of various variables. 
Unlike personal trust, organizational trust is the trust that focuses on the whole organization, which 
has a much more collective structure than the individual. Organizational trust forms the basis of 
relations within the entire organization in both vertical and horizontal directions (Demircan & 
Ceylan, 2003). When the definitions of organizational trust are examined, it is seen that the 
common points are generally believing and being willing (Yıldız, 2013). They are the thoughts 
developed by individuals working under a certain institutional structure about the reliability of the 
institution (Günaydın, 2001).  

Organizational trust, which is seen as an important factor for employees to reach their 
personal and organizational goals, has been stated to be effective in increasing organizational 
commitment and performance (Okudan, 2018), but also in ensuring coordination, increasing 
productivity and ensuring cooperation (Ouchi, 1989; Artuksi, 2009). Organizational trust; is 
generally examined in four dimensions as trust in organizational managers, employees, each other, 
the organization itself and stakeholders (Bilgiç, 2011). 
Significance of the study 

School principals have to have special skills and take managerial actions to make them 
successful in order to make the necessary contribution to the conduct of educational activities in 
line with the interests of the country and in accordance with the modern education approach. It can 
be said that school principals should be aware of their roles and responsibilities and have 
influencing skills in order to fulfill the roles expected from them effectively and efficiently.  

With the establishment of organizational trust, it is possible to increase the morale of 
individuals in organizations, to encourage them to share with each other, to increase their 
commitment to the existing organization (Yücel, 2006) and to increase their job-related 
performance levels (Butler, 1999). Trust in the manager is an important pillar of organizational 
trust. Managers who undertake the task of management should strive to gain the trust of their 
employees who continue their activities in the institution and to create an environment of trust 
(Gümüşen, 2016). The fact that managers are fair, behaving in a balanced and consistent manner 
towards their employees, and having the ability to manage the organization will help increase the 
trust of the employees in their managers and also help the formation of an organizational trust 
environment (Bryk & Schneider, 2003). In this direction, the correct use of influencing tactics by 
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school principals will ensure teachers' trust in the organization and make extra effort for the 
organization, and will also prevent them from developing negative attitudes and behaviors towards 
the organization (Çevik, 2018). Therefore, in this study, it is thought that it is important and 
necessary to reveal the relationship between the influence tactics used by school principals and 
teachers' organizational trust status and to solve administrative problems. The findings to be 
obtained as a result of the research will contribute to the studies to be carried out in the literature. 
Purpose of the Study 

The purpose of this study is to determine whether there is a significant relationship between 
the influence tactics used by school principals and teachers' organizational trust levels, according 
to teacher perceptions. In order to achieve this purpose, answers to the following questions will be 
sought. 

1. What is the level of teachers' perceptions about the influence tactics used by school 
principals and organizational trust? 
2. Is there a statistically significant relationship between the influence tactics used by the 
school principals and organizational trust of the teachers perceptions ? 
 

Method  
Research Design 

Correlational survey model, one of the quantitative patterns, was used in the research. In 
the survey model, an attempt is made to describe a situation that existed in the past or the present 
as it exists, and the event or objects within their own conditions. In relational studies, on the other 
hand, it is purposed to determine the existence or degree of the relationship between many 
variables (Karasar, 2012). In general, in the researches in the correlational survey model; the stages 
of determining the problem, defining the variables to be included in the research, selecting 
participants, collecting data, analyzing and interpreting the obtained data are followed (Gürbüz & 
Şahin, 2017). 
Research Sample 

The universe of this study consists of 780 secondary school teachers working in public and 
private secondary schools in the central district of Bolu province in the 2020-2021 academic year. 
Since it was purposed to reach the entire universe, sampling was not done. Out of 780 active duty 
teachers in the study universe, 432 were reached and the return rate was 55.38%. According to 
Krejcie & Morgan (1970), the number of returned scales was determined to represent the universe, 
so the return rate of the data obtained in this study was found to be sufficient for the research. 
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Table 1  
Demographics of participants 

 

                                 N  % 

School type Publıc  

Private 

380 

52 

88 

12 

Gender Female 

Male 

249 

183 

57.6 

42.4 

Education Undergraduate 

Graduate 

362 

70 

83.8 

16.2 

Experience 1-5 

6-10 

11-15 

16-20 

21≥ 

74 

111 

99 

76 

72 

17.1 

25.7 

23.0 

17.6 

16.6 

 

                        Total 432 100 

When Table 1 is examined, 380 of the participants were working in public schools 
(87.97%) and 52 were in private schools (12.03%); 249 were female (57.6%) and 183 were male 
(42.4%). As for educational level, 362 teachers had an undergraduate (83.8%), and 70 had a 
graduate degree (16.2%). Finally, 74 of the participants had 1-5 years (17.1%), 111 had 6-10 years 
(25.7%), 99 had 11-15 years (23.0%), 76 had 16-20 years (17.6%) and 72 had 21 years or above 
(16.6%) experience as teachers. 
Research Instruments  

Influence Tactics Scale and Organizational Trust Scale were used as data collection tools 
in the research. Detailed information about the scales is presented below. 
Influenced Behavior Scale for Employees  

Influenced Behavior Scale for Employees which was developed by Gary Yukl and 
colleagues (Yukl, G., Seifert, C. F., & Chavez, C., 2008) and adapted into Turkish by Gözü (2012) 
(Influence Behavior Questionnaire-Target) was used. Yukl et al. (2008) developed the scale in two 
types as influencing (manager) and affected (target). The target version of the scale was used in 
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this study. The reason for this is the assumption that those who are exposed to influencing behavior 
can best describe the behavior they are exposed to (İspir, 2008).  

The Influenced Behavior Scale for Employees was adapted into Turkish by Gözü (2012). 
While adapting the scale to Turkish, it was first translated into Turkish and then back into English 
and checked. Some tactics and wording have been changed by Gözü (2012) to avoid 
misunderstanding. The internal consistency coefficient was calculated as .92 in the Turkish version 
and .83 in the US version of the scale. 44 statements in the Influenced Behavior Scale for 
Employees measure 11 influencing tactics in groups of 4. Influenced Behavior Scale for 
Employees; It is prepared as a 5-point Likert scale, (1) I do not remember that he/she used this 
tactic for me, (2) he/she rarely uses this tactic for me, (3) he/she uses this tactic for me from time 
to time, (4) he/she often uses this tactic for me, (5) he/she uses this tactic very often for me. In the 
current study, the reliability coefficient of the scale and its sub-dimensions were recalculated as; 
rational persuasion .89, exchange .91, ınspirational appeals .90, legitimating .88, apprising .91, 
pressure .80, collaboration .89, appreciating .92,  consulting .91, to use personal appeals .87, 
forming a coalition with others .88, and the Scale Total was found to be .95. 
Organizational Trust Scale 

The Organizational Trust Scale developed by Yılmaz (2005) includes a total of forty 
questions and four sub-dimensions. In the scale; a 6-point Likert scale was used, in which I never 
disagree, I disagree, I agree a little, I quıte agree, I much agree, I completely agree.   Cronbach's 
Alpha internal consistency coefficient of the scale created by Yılmaz (2005) is determined as .95 
in the dimension of sensitivity to employees, .95 in the dimension of trust in the manager, .92 in 
the dimension of communication ambient, .75 in the dimension of openness to innovation, and .97 
in the whole scale. In the current study, the reliability coefficient of the scale and its sub-
dimensions was recalculated. It was determined as .96 in the dimension of sensitivity to employees, 
.96 in the dimension of trust in the manager, .96 in the dimension of communication ambient, .89 
in the dimension of openness to innovation, and .98 in the whole scale. It has been concluded that 
the reliability values (Cronbach's Alpha) of the affected behavior scale and its sub-dimensions and 
the organizational trust scale and its sub-dimensions are above 0.70. The fact that the Cronbach's 
Alpha reliability coefficient is between .60 and .80 indicates that the scale is reliable (Büyüköztürk, 
2017; Kalaycı, 2016; Lorcu, 2015; Şencan, 2005). In line with this information, it can be concluded 
that the reliability coefficients of the scales are sufficient in the current study. 
Data Collection  

An application was made to the Bolu Abant İzzet Baysal University Ethics Committee for 
research permission and permission was obtained from the Bolu Abant İzzet Baysal University 
Human Research Ethics Committee in Social Sciences with the date of 24.12.2020 and the number 
2020/12 (protocol no. 2020/279). In order to collect the research data, legal permission for the use 
of the scale was obtained from the authors of the scale via Google forms. Online data were 
collected from teachers working in public and private secondary schools in the central district of 
Bolu, with official permission from the Governorship of Bolu. 
Data Analysis  

The Kolmogorov-Smirnov test was conducted to determine which analyze tests would be 
used by testing the normality of the data obtained in the study. The Kolmogorov-Smirnov test is a 
test used to examine the conformity of the data to normality in cases where the group size is more 
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than 50 (Büyüköztürk et al., 2014). For this reason, since the study group was more than 50 
(n=432) Kolmogorov-Smirnov test results were examined (p < 0.05), and it was determined that 
the data did not show normal distribution (Kilmen, 2015) and nonparametric tests were used. 

In the analysis of the data obtained in the research; for the first sub-problem, the standard 
deviation (SD) and arithmetic mean (X̅) values were calculated for the determination of the 
participants' influence tactics and organizational trust perceptions (Büyüköztürk, 2011; Kilmen, 
2015; Pallant, 2007). For the second sub-problem, it was interpreted by performing correlation 
coefficient analysis in order to reveal the relationship between the variables (Büyüköztürk, 2017; 
Kilmen, 2015). Köklü, Büyüköztürk & Bökeoğlu (2006) correlation coefficient values; in case of 
0.00 no correlation, 0.01-0.29 low; 0.30-0.70 medium; they explained it as 0.71-0.99 high and 1.00 
perfect relationship. If the correlation coefficient is positive, it is interpreted that the variables 
increase together, and if it is negative, it is interpreted as an inverse tendency (Cited by Kandemir, 
2021). 
 

Findings  
The first sub-problem of the research is "What are the teachers' perceptions of the influence 

tactics used by school principals and organizational trust?”. For this reason, the arithmetic mean 
and standard deviation findings for the data obtained from the teachers are given below. 
Findings Regarding Influence Tactics Scale and Its Sub-Dimensions  

The arithmetic mean and standard deviation values of teachers' perceptions of influence 
tactics are given in Table 2. 

Table 2  

Teachers' perception levels towards the scale of influence tactics and its sub-dimensions 

Scale and Dimensions X̅ SS 
Rational persuasion 3.36 .88 
Exchange 2.33 1.1 
İnspirational appeals 3.06 .93 
Legitimating 3.38 .89 
Apprising 2.95 1.0 
Pressure 2.50 .87 
Collaboration 3.20 .92 
Appreciating 3.15 1.0 
Consulting 3.10 .91 
Personal appeals 2.26 .97 
Forming a coalition with others 2.39 .93 
Scale total 2.88 .64 

Note. 1.00-1.79 ''I don't remember ever using this tactic'', 1.80-2.59 ''H/S uses this tactic very rarely'', 2.60-3.39 ''H/S 
uses this tactic from time to time'', 3.40-4.19 ''H/S uses this tactic often'' , 4.20-5.00 ''H/S uses this tactic very often''. 

When Table 2. is examined, the perception levels of teachers towards influencing tactics 
are rational persuasion (X̅=3.36), exchange (X̅=2.33), inspirational appeals (X̅=3.06), legitimating 
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(X̅=3.38), apprising  (X̅=2.95), pressure (X̅=2.50) , collaboration (X̅=3.20), appreciating (X̅=3.15), 
consult (X̅=3.10), personal appeals (X̅=2.26), forming a coalition with others (X̅=2.39) and total 
scale (X̅=2.88) points. Based on this finding, “H/S rarely uses this tactic” in the dimensions of 
reciprocating, using pressure, using personal appeals, and forming coalitions with others; rational 
persuasion, inspirational appeals, legitimating, apprising, collaboration, appreciating, consulting, 
were found to be at the level of " H/S uses this tactic from time to time". 
Findings Regarding the Organizational Trust Scale and its Sub-Dimensions 
 
Table 3 

Teachers' perceptions of organizational trust scale and its sub-dimensions 

Scale and Dimensions X̅ SS 
Sensitivity to employees 3.88 1.08 
Trust in managers 4.23 1.18 
Openness to innovation 3.97 1.20 
Communication ambient 4.28 1.19 
Scale total 4.08 1.09 

                Note. 1.00-1.83 ''I never disagree'', 1.83-2.67 '' I disagree, 2.67-3.50 ''I agree a little'', 3.50-4.33 ''I quıte agree 
'', 4.33-5.17 ''I much agree '', 5.17 -6.00 “I completely agree”.  

In Table 3, the findings regarding the arithmetic averages and standard deviations of the 
answers given by the teachers for the sub-dimensions of the organizational trust scale and the 
generality are given. According to the findings, the perception levels of teachers are ‘ I quıte agree’ 
in the sensitivity to employees (X̅=3.88), trust in managers (X̅=4.23), openness to innovation 
(X̅=3.97), communication ambient (X̅=4.28) and scale total ( X̅=4.08). Considering the dimensions 
of organizational trust, the highest value belongs to the communication ambient, then trust to the 
manager, openness to innovation, and the lowest average belongs to the dimension of sensitivity 
to employees. 
Findings Regarding the Second Sub-Problem 

In the context of the second sub-problem of the current study, the relationship levels 
between the teachers' perceptions of influence tactics and their perceptions of organizational trust 
were discussed. In order to reveal these relationship levels, Spearman correlation coefficient values 
were found and the relationship levels between the variables are presented in Table 4. 
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Table 4  

Spearman rho correlation analysis results for the relationship between teachers' perceptions of 
influence tactics and their perceptions of organizational trust 

**p<.01 Note. correlation coefficient values; 0.00 no relationship, 0.01-0.29 low; 0.30-0.70 medium; 0.71-0.99 high, 
1.00 perfect (Köklü, Büyüköztürk & Bökeoğlu, 2006). 

When Table 4 is examined, according to the Spearman rho correlation coefficient, in the 
sub-dimension of rational persuasion of teachers' perceptions of influencing tactics between the 
sub-dimension of organizational trust's sensitivity to employees (r= .632; p<.01), the dimension of 
trust in the manager (r= .707; p<.01), openness to innovation dimension (r= .649; p<.01), 
communication ambient dimension (r= .631; p<.01) and overall organizational trust scale (r= .685; 
p< .01) were found to have positive high-level statistically significant relationships. 

In the sub-dimension of exchange, employee sensitivity dimension of organizational trust 
(r= .288; p<.01), trust in manager dimension (r= .188; p<.01), openness to innovation dimension 
(r= .252; p<.01) , communication ambient dimension (r= .146; p<.01) and overall organizational 
trust scale (r= .225; p< .01) were found to have positive low-level statistically significant 
relationships. 

Scale and Dimensions 
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Rational persuasion .632** .707** .649** .631** .685** 

Exchange .288** .188** .252** .146** .225** 

İnspirational appeals .590** .602** .568** .537** .602** 

Legitimating .429** .468** .397** .454** .461** 

Apprising .587** .563** .539** .543** .586** 

Pressure -.419** -.456** -.391** -.442** -.455** 

Collaboration .637** .679** .617** .613** .668** 

Appreciating .399** .456** .427** .379** .434** 

Consulting .620** .606** .630** .584** .636** 

Personal appeals .164** .100** .183** .107** .134** 

Forming a coalition with others .101** -.030** .085** .007** .034** 

Influence Tactics Scale .530** .489** .513** .449** .515** 
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In the inspirational appeals sub-dimension, the employee sensitivity dimension of 
organizational trust (r= .590; p<.01), the manager trust dimension (r= .602; p<.01), the dimension 
of openness to innovation (r= .568; p<. 01), communication ambient dimension (r= .537; p<,01) 
and overall organizational trust scale (r= .602; p< .01) were found to have positive, moderate, 
statistically significant relationships. 

In the sub-dimension of legitimating, the employee sensitivity dimension of organizational 
trust (r= .429; p<.01), the manager trust dimension (r= .468; p<.01), the dimension of openness to 
innovation (r= .397; p<.01) , communication ambient dimension (r= .454; p<.01) and overall 
organizational trust scale (r= .461; p< .01) were found to have positive, moderate, statistically 
significant relationships. 

In the sub-dimension of apprising, the employee sensitivity dimension of organizational 
trust (r= .587; p<.01), the manager trust dimension (r= .563; p<.01), the dimension of openness to 
innovation (r= .539; p<.01), It was found that there were positive, moderate, statistically significant 
relationships between the communication ambient dimension (r= .543; p<.01) and the overall 
organizational trust scale (r= .586; p< .01). 

In the sub-dimension of pressure, sensitivity to employees dimension of organizational 
trust (r= -.419; p<.01), trust to manager dimension (r= -.456; p<.01), openness to innovation 
dimension (r= -.391; p<.01), the communication ambient dimension (r= -.442; p<.01) and the 
overall organizational trust scale (r= -.455; p< .01) were found to have negative, moderate, 
statistically significant relationships. 

In the sub-dimension of collaboration, the dimension of sensitivity to employees (r= .637; 
p<.01), the dimension of trust in the manager (r= .679; p<.01), the dimension of openness to 
innovation (r= .617; p<.01) , communication ambient dimension (r= .613; p<.01) and overall 
organizational trust scale (r= .668; p< .01) were found to have positive, moderate, statistically 
significant relationships. 

In the appreciation sub-dimension, the employee sensitivity dimension of organizational 
trust (r= .399; p<.01), the manager trust dimension (r= .456; p<.01), the dimension of openness to 
innovation (r= .427; p<.01) , communication ambient dimension (r= .379; p<.01) and overall 
organizational trust scale (r= .434; p< .01) were found to have positive, moderate, statistically 
significant relationships. 

In the consultation sub-dimension, the employee sensitivity dimension of organizational 
trust (r= .620; p<.01), the manager trust dimension (r= .606; p<.01), the dimension of openness to 
innovation (r= .630; p<.01) , communication ambient dimension (r= .584; p<.01) and overall 
organizational trust scale (r= .636; p< .01) were found to have positive, moderate, statistically 
significant relationships. 

In the sub-dimension of using personal appeals, the employee sensitivity dimension of 
organizational trust (r=.164; p<.01), the dimension of trust in the manager (r= .100; p<.01), the 
dimension of openness to innovation (r= .183; p<.01) ), communication ambient dimension (r= 
.107; p<.01) and overall organizational trust scale (r= .134; p< .01) were found to have positive 
low-level statistically significant relationships. 

In the sub-dimension of forming a coalition with others, there are negative low-level 
statistically significant relationships between the organizational trust in the manager dimension 
(r= -.030; p<.01), the employee sensitivity dimension (r= .101; p<.01), innovation positive low-
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level statistical analysis between openness dimension (r= .085; p<.01), communication ambient 
dimension (r= .007; p<.01) and overall organizational trust scale (r= .034; p< .01) significant 
relationships were found. 

Teachers' perceptions of the overall influencing tactics scale, and organizational trust's 
sensitivity to employees (r= .530; p<.01), trust in administrators (r= .489; p<.01), openness to 
innovation dimension (r= .513; p<.01). It was found that there were positive, moderate and 
statistically significant relationships between communication ambient dimension (r= .449; p<.01) 
and overall organizational trust scale (r= .515; p< .01).   

 
Discussion and Conclusion  

Results for Regarding the Influence Tactics Scale and Its Sub-Dimensions 

According to the results of the research, it was determined that the perception levels of the 
teachers towards the influencing tactics used by the school principals were moderate. It was seen 
that the sub-dimension " personal appeals " has the lowest average according to teacher perceptions 
from the sub-dimensions of influencing tactics, and the sub-dimension with the highest average, 
is  " legitimating ".  

According to this result, it can be said that the perception levels of teachers towards the 
influencing tactics used by school principals are close to the medium level throughout the scale, 
but it is not at the desired level and should be increased. As it can be understood from the findings, 
the influence tactics used by the managers mostly include the moderate tactics. In addition, it can 
be expressed that harsh tactics sometimes accompany these moderate tactics. The fact that teachers' 
perceptions are quite high, especially in the dimensions of legitimating and rational persuasion, 
can be interpreted as the fact that school principals act on the axis of rules and regulations in their 
superior-subordinate relations. On the other hand, it can be said that the reason for the teachers' 
perceptions of the dimensions on exchange and using personal appeals is quite low, due to the fact 
that school principals generally exhibit official attitudes and manners in their relations with 
teachers (Marangoz, 2020). Another finding obtained from the research is that school principals 
rarely use the tactics of  pressure, and  forming coalitions with others. Based on this finding, it can 
be said that school principals generally avoid harsh influence tactics. In other words, it can be said 
that school principals avoid harsh influence tactics in order not to cause negative situations and to 
increase teachers' commitment to their schools; therefore they rarely resort to harsh influence 
tactics (Tekben, 2019). Based on the data obtained, it can be claimed that school principals do not 
benefit from a single influencing tactic in the in-school influencing mechanism, but rather 
influencing is carried out through more than one tactic. Considering the studies in the literature, 
Doğan (2019) in his study on influencing tactics on teachers concluded that teachers think that 
school principals use motivation tactics the most among the influencing tactics and that they use 
pressure tactics the least, and teachers’ perception levels are moderate. Tükel (2018) conducted a 
research on the relationships between family and social policies, youth and sports club managers' 
perceived influence and job performance, and it was seen that managers' perceptions of influencing 
tactics were moderate. In his study, Marangoz (2020) examined the opinions of school principals 
and teachers on the influencing tactics used by school principals, and concluded that the teachers 
who participated in the research thought that the tactic most used by school principals was 



 

Journal of Educational Leadership and Policy Studies (JELPS) Volume 7 Fall 2023 Issue                                  13 
 

legitimating, and the tactics they used the least were the tactics of using personal appeals and 
forming coalitions with others. In his research, Bülbül (2019) found that, according to the opinions 
of teachers, the most frequently used influencing tactic by school principals was rational 
persuasion, and the least used influencing tactics were using personal appeals, inspirational 
appeals, and forming coalitions. Pehlivan (2018) examined the relationship between the influence 
tactics used by primary school administrators and teachers' organizational commitment, and it was 
determined that the most used influence tactics by school administrators were legitimating, and 
the least used influence tactics were exchange and using personal attraction. In his study, Dağlı 
(2015) investigated the relationship between the influence tactics used by school principals 
working in primary schools and teachers' organizational citizenship behaviors and school 
awareness, it was determined that according to the opinions of teachers, the tactic of legitimating 
was used the most and the tactic of exchange was used the least.  Friedman & Berkovich (2020) 
in their study investigating the political behavior and strategies of school administrators showed 
that school principals exhibit two main influence prototypes, and they have a mixed type and 
strategy based on soft influence tactics combining soft and hard influence tactics. Alshenaifi 
(2016) found that among the concepts of upward influence and social change, rational persuasion 
and loving approach were used the most, while tactics such as initiative, coalition and exchanging 
of interests were used less. Cerado & Rivera (2015) examined the effect of the influencing tactics 
behaviors of the administrators on the leader member change, in which the school principals' level 
of use of influencing tactics was at a moderate level and they frequently used behavioral 
influencing tactics such as inspirational appeals, rational persuasion, consultation, collaboration, 
and tactics that feed the emotional aspects of the employees. He found that he responded more 
positively. These results can be said to support the results of the research. 
Results for Regarding the Organizational Trust Scale and its Sub-Dimensions 

In line with the data, it was concluded that teachers' views on organizational trust were at 
the level of "I quite agree" across the scale, on the sub-dimensions of sensitivity to employees, 
trust in the manager, openness to innovation, and communication environment. It has been seen 
that the sub-dimension with the lowest average according to the perceptions of teachers among the 
organizational trust sub-dimensions is 'Sensitivity to employees' and the sub-dimension with the 
highest average is 'Communication ambient'. 

This result can be explained by the fact that there are similar findings in the sub-dimensions 
and the scale, and that teachers have a moderate perception of organizational trust in the schools 
where they work. It can be said that the level of trust in the organization is related to the behavior 
and attitudes of the managers in the organization, the way of communication between people, the 
attitudes of the employees to each other and the management styles adopted by the managers. The 
weakness of the Organizational trust  in an organization; ıt may be due to the perception that they 
are not cared for because they do not fulfill what is promised by the manager or the organization, 
the managers do not comply with the principle of transparency, or the employees are not 
sufficiently included in the decision-making processes. It can be said that teachers are more 
sensitive to issues related to trust in accordance with their professional principles, and the lack of 
trust in the school they work in will greatly reduce the efficiency and quality of teachers' work 
(Bil, 2018), because organizational trust refers to the belief in the process of making and 
implementing fair, tolerant and ethical decisions within the organization (Kochanek, 2005; 
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Tschannen-Moran & Hoy, 2000). Administrative activities such as involving the employees in the 
decision, taking their opinions, rewarding and being fair in similar decisions and practices affect 
organizational trust significantly (Morgan & Hunt, 1994; cited by Memduhoğlu & Zengin, 2011), 
For this reason, it can be said that teachers' organizational trust perceptions are not at the desired 
level and ıt should be increased. When the studies in the literature are examined; Tiryaki (2020) 
concluded that the physical education teachers participating in the research generally have high 
organizational trust levels. It has been determined that among the sub-dimensions of the scale, 
teachers have the highest level of participation in the communication ambient dimension. Karasu 
(2020) found in his study that teachers' perceptions of organizational trust are mostly at the level 
of agree, among the trust dimensions, teachers trust the communication ambient the most, then this 
dimension is followed by trust in managers and lastly, trust in sensitivity to employees. In 
Özdemir's (2020) study, according to the findings of the organizational trust scale, it was seen that 
secondary school teachers had a moderate level of organizational trust. Kandemir &  Nartgün 
(2019) found that private school teachers' highest averages in the sub-dimensions of organizational 
trust scale were in the dimension of trust in the manager, and the lowest average in the dimension 
of sensitivity to employees. Other dimensions are communication ambient and openness to 
innovation, respectively. In the study of Gülay (2018), it was seen that the organizational trust 
levels of the teachers were mostly at the level of agree, and the trust levels of the teachers were 
highest in the dimensions of trust in the manager and the lowest in the dimensions of trust in 
stakeholders. As a result of the study conducted by Akyavuz (2017), it was found that teachers' 
organizational trust is at a moderate level. Ayduğ (2014) in his  research, which examines the 
relationship between the organizational health of primary schools and the organizational trust 
levels of teachers, found the level of organizational trust to a large extent. As a result of the research 
conducted by Taşdan (2012), it was stated that teachers' perceptions of organizational trust 
regarding their schools were high, but that organizational trust perceptions were moderate in terms 
of school stakeholders. These results confirm the findings of the study. 
Results for Relationships Between Influence Tactics and Organizational Trust  

In the context of the second sub-problem of the current research, the relationship between 
the variables in the research was revealed. According to the data obtained, the following 
conclusions were reached: There is a positive directional moderate statistically  significant 
relationship between; ınfluence tactics scale and its sub-dimensions (rational persuasion, 
exchange, inspirational appeals, legitimating, apprising, collaboration, appreciating, consulting,  
personal appeals, forming coalitions with others) and organizational trust scale and sub-
dimensions (employee sensitivity, trust in the manager, openness to innovation, communication 
ambient). It was concluded that there is a moderate negative relationship between the sub-
dimension pressure of influencing tactics and the organizational trust scale and its sub-dimensions 
(sensitivity to employees, trust in the manager, openness to innovation, communication ambient), 
and there is a weak negative relationship between the tactic of forming a coalition with others and 
trust in the manager. When the results obtained are evaluated, it is stated that as teachers' 
perceptions of influencing tactics increase, their perceptions of organizational trust will increase; 
It can be stated that as teachers' perceptions of influencing tactics decrease, their perceptions of 
organizational trust will also decrease. 
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Recommendations  
In this section, recommendations for researchers and practitioners in this field are given 

according to the results of the research. 
Recommendations for Practitioners 

Within the scope of in-service training for managers, awareness on influencing tactics can 
be increased with courses and seminars. 

The use of soft influence tactics by school principals may contribute to strengthening 
relations with teachers and increasing school success. 

Influencing tactics should be suitable for their purpose and also appropriate to the 
expectations of the employees. 

It is more effective to use influencing tactics alone, not in combination with tactics that are 
compatible with each other. In the use of influence tactics, the cost, risks, positive and negative 
consequences must be taken into account. 

The success of influencing tactics depends on the choice of the appropriate tactic as well 
as the style of application of the influencing tactics by the manager. 

Activities such as teamwork, social events, projects, ceremonies, etc., which will allow 
employees to get to know each other in order to ensure trust among employees can be arranged. 

The rules applied to teachers and their reasons should be explained clearly, the flow of 
information should be conveyed accurately and regularly, resources and awards should be 
distributed in a fair and transparent manner. 

Considering the importance of communication in increasing organizational trust, in-service 
activities can be given importance to improve communication skills for school administrators and 
teachers. 
Recommendations for Researchers 

The present research was conducted for secondary school teachers. Scales can be used to 
conduct research  in different education levels such as preschool, primary school and high school. 
The present research was applied in the province of Bolu. More general results can be obtained by 
conducting the research across Türkiye. 
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