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Oz

Bu ¢aligmanin amaci, Tiirk Egitim Sisteminde yer alan 6gretmenlik meslegine ve okul y6neticiligine
iligkin kariyer uygulamalarini insan kaynaklar1 yonetimi agisindan incelemek ve bu uygulamalarin
egitim yoneticileri ve Ogretmenler {izerindeki etkilerini belirlemektir. Arastirma, nitel arastirma
yonteminde bir durum caligmasidir. Calisma grubunun belirlenmesinde 6lgiit 6rnekleme yontemi
kullanilmigtir. Arastrmanin  ¢aligma grubunu 2020-2021 egitim-6gretim yilinda Antalya ili
Manavgat il¢esinde bulunan 1 ilkokul, 2 ortaokul ve 1 lisede gorev yapan toplam 8 yonetici ve 8
ogretmen olusturmustur. Arastirma verilerinin toplanmasinda goriisme ve dokiiman analizi teknikleri
kullanilmigtir. Yar1 yapilandirilmis goriisme formu ile toplanan verilerin ¢oziimlenmesinde betimsel
ve icerik analizleri kullanilmistir. Arastirmada katilimeilar, Milli Egitim Bakanlig: tarafindan yapilan
uyum caligmalarinin yetersiz oldugunu, yiikselme uygulamalarimin belirsizlik tasidigini, kariyer
uygulamalarinin adalet ve liyakate uygunluk agisindan yetersiz ve sorunlu oldugunu, kariyer
planlama ve gelistirme alanindaki uygulamalarinin yetersiz ve giidiileyici olmaktan uzak oldugunu

belirtmislerdir.
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Giris

Bir orgiitte 6nceden belirlenmis isleri yapmak igin bir araya gelmis insanlarin orgiitlenmesi ve es
glidiimlenerek eyleme gecirilmesi siireci (Basaran, 1989) olarak tanimlanan yonetimin en 6nemli
basar1 6l¢iiti 6rgiitiin amacina ulasma diizeyidir. Cagdas orgiit yonetimlerinin kalite basar 6lgiitii ise
Blake ve Mouton’ un (1978) yonetsel 1zgarasinda (9,9) noktasi olarak belirttigi ve hem orgiitiin
tretim-is boyutunu temsil eden orgiit 6gesine hem de iliski boyutunu temsil eden insan 6gesine
iliskin hedeflere ulasma diizeyidir. Yonetimin, orgiitii amacina ulagtirmasi orgiitteki mevcut madde
ve insan kaynaklarini etkili ve verimli bir sekilde kullanmasina baglidir. Ancak burada insan
kaynaginin madde kaynagma gore daha kritik bir 6ge oldugu sdylenebilir. Ciinkii madde
kaynaklarinin etkin ve verimli kullanimi ancak bilimsel ve rasyonel yonetim ilkelerine uygun olarak
secilmis, yetistirilmis ve ¢aligtirilmig insan kaynaklarina baghdir. Cagdas yonetim yaklasimlarindan
biri olan insan kaynaklari yonetiminde uygulamalara yon veren ilkeler arasinda liyakat, yansizlik,
aciklik, giivence ve Kkariyer ilkelerinden bahsedilebilir. Bu caligmada, Tiirk Egitim Sistemindeki
kariyer uygulamalari, insan kaynaklari yonetiminin belirtilen ilkeleri arasinda bulunan kariyer ilkesi
cercevesinde incelenecektir. Secilen bir yolda ilerleyerek daha fazla sayginlik, gelir ve prestij
kazanabilmeyi ifade eden kariyer ilkesi (Can, Akgiin ve Kavuncubasi, 2001), gerek orgiitiin gerekse
caliganlarin amaglarini gergeklestirmede dnemli bir isleve sahiptir. Kariyer ilkesi sadece kuramin bir
pargast olarak bilimsel literatiirde yerini almakla kalmamis aymi zamanda Tiirkiye’de kamu
yonetimindeki isleyise rehberlik eden Devlet Memurlar1 Kanunu’nda temel ilkeler arasinda yer
almistir. 2023 Egitim Vizyonu Belgesi’nde (Milli Egitim Bakanlhigi [MEB], 2018) insan kaynaklari
yonetimi boliimiinde sik¢a vurgulanan Kariyer, Ogretmenlik Meslek Kanunu’nda da &n plana cikan

ve tartisilan baglica konu olmustur.

Hayatlarinin 6nemli bir bolimiinii orgiitlerde geciren calisanlar, orgiitsel yasama iliskin
cesitli beklentilerini gergeklestirmek isterken oOrgiitiin de beklentilerini Kkarsilamaya ¢alisirlar.
Ornegin calisanlar, para kazanmanmn yaninda mesleki anlamda yiikselmek, sayginlik kazanmak
isterler. Bunun i¢in ¢alisanlar, gelecekte nerede olabileceklerini bilmek ve kendilerine hedef koymak
isterler (Tunger, 2012). Orgiitler ise, calisanlarin kendini gelistirmesini, yeniliklere uyum
saglamasini ve takim calismalarina katilmasini (Tagliyan, Ar1 ve Duzman, 2011) ve bdylece orgiitiin
varolus nedeni olan orgiit amaclarini gergeklestirmek isterler. Insan kaynaklari yonetimi Kariyer
ilkesini uygulayarak bir yandan orgiitin yukarida belirtilen beklentilerini diger yandan ise
calisanlarin isteklerini karsilamaya c¢alisir. Calisanlar agisindan Kkariyer, 6zel anlamda is
yasamlarinda elde ettikleri gelisme ve ilerleme, genel anlamda ise tiim yasami boyunca elde ettigi
pozisyonlar1 (Bing6l, 2019) iceren bir siirectir. Bu siirecin uygun bir sekilde yiiriitiilebilmesi ise

yonetimlerin amaca uygun bir kariyer yonetimi plan1 uygulamasi ile miimkiindiir.

Kariyer yonetimi, ¢alisanlarin ihtiyaglarini, yeteneklerini ve amaglarin1 gelecek beklentileri

ile dogru sekilde uyumlastirmak ve yine c¢alisanlarin, orgiitsel faaliyetlerin yiiriitilmesi asamasinda
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dogru sekilde transfer edilmesini amag edinen bir siirectir (Bingdl, 2019). Kariyer yonetimi “kariyer

planlamasi” ve “kariyer gelistirme” olmak {izere iki bilesenden olusmaktadir (Aykut, 1998). Kariyer
planlamasi, kisaca kisinin meslegi siiresince belirledigi hedef ve pozisyonlara iliskin gelecek
planlamalarinin yapilmasidir. Birer toplumsal sistem olan egitim orgiitleri, girdisi ve ¢iktisi insan
olan agik sistemler (Hoy ve Miskel, 1996; Kaya, 1993) olarak ¢evreleri ile etkilesimlerinde (Basaran,
2006) dengeyi saglayabilmek (Hodgetts, 1997) i¢in siirekli bir sekilde degisim ve gelisim halinde
olan orgiitlerdir. Bu nedenle, hizla degisen kosullarda ¢alisanlarin kendilerini siirekli olarak giincel
tutmalar1 ve yeniliklere acik olmalar1 i¢in onlara 6grenme firsatlar1 sunmasi (Eres, 2004) agisindan

kariyer gelistirme, egitim orgiitlerinde daha da biiyiik 6nem tagimaktadir.

Kariyer gelistirme, orgiitsel degisime ayak uydurmanin yaninda calisanlara daha bagska
yararlar da saglamaktadir. Ornegin mesleki ve kisisel gelisim yoluyla saglanan Kkariyer gelistirme,
ogretmenlerin kalitesini gelistirerek 6grenci basarisina (Sullivan ve Glanz, 2015) ve bdylece okul
orgiitinin de amacina ulagmasina yardim edecektir. Kariyer gelistirme Orgiitsel hedeflerin
gerceklestirilmesinin yaninda bireyin 6zel gereksinimlerini karsilamasima da katki sunmaktadir.
Kariyer gelistirme ¢alismalar1 gergevesinde g¢alisanlarin ise girdigi andan itibaren, hedefledikleri
amaglara ulagmasi i¢in onlara egitimler verilmesinin ve gelistirme programlari sunulmasinin bireyde
psikolojik olarak doyum sagladigi goriilmiistiir (Aytag, 2005). Ayrica 6gretmenin, kariyer gelistirme
caligmalar1 kapsaminda ¢alisma ve basarisinin takdir edilmesi ve 6diillendirilmesi motivasyonunu

olumlu yonde etkileyebilir (Kaplan ve Giilcan, 2020).

Kariyer planlama ve kariyer gelistirmeden olusan kariyer yonetiminin etkili ve verimli bir
sekilde yiiritiilebilmesi i¢in orgiit yonetimlerinin oncelikle kariyer asamalarmi incelemeleri ve
anlamalar1 gerekmektedir. Bingdl’e (2019) gore bu asamalar: “(1) Is I¢in Hazirlik: Istenilen meslegin
gereklerinin ve bu meslegin saglayacagi yararlarin bilincine varilmasi ve ilk meslek se¢iminin
yapilmasi. (2) Orgiite Giris: Ise sahip olma, ilk bilgiler ve karsilasilan gercekler arasindaki
uyumsuzluklarin ortaya cikisi ve ilk hayal kirikliklar, (3) Ilk Kariyer: Isi 6grenme, kendini kabul
ettirme ve basar1 elde etme ¢abalar1, (4) Orta Kariyer: Pozisyonu koruma, biiyiime ve ilerleme
cabalari, (5) Son Kariyer: Verimliligin stirdiiriildiigii ve is yasamindan ayrilma igin son hazirliklar.”

olmak lizere bes asamada incelenebilir.

Tirkiye ve diinyada yapilan bazi arastirmalar kariyer yonetimi ile cesitli degiskenler
arasindaki iligkileri ortaya koymustur. Adekola (2011), Albayrak (2007) ile Wenxia ve Bo (2008),
kariyer yoOnetimi uygulamalari ile mesleki doyum ve ise baglilik arasinda olumlu bir iliski
bulundugunu belirlemiglerdir. Balyer (2013), yaptig1 arastirmada ekonomik, ideolojik ve politik
faktorlerin yoneticilerin kariyer gelisim kararlarini olumsuz yonde etkiledigi sonucuna ulagmustir.
Irmis ve Bayrak (2001), orgiitlerin kariyer planlamasi ve kariyer yonetimi ile hizli rekabete uyum
saglayabileceklerini belirtmistir. Bakalc1 (2010) ¢alismasinda, iicret yonetimi, performans yonetimi,

calisanlar1 egitme ve gelistirme ve kariyer gelistirme gibi insan kaynaklar1 yonetimi islevleri ile ise
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goniilden adanma arasinda pozitif bir iliski oldugunu saptamistir. Ayni sekilde Karaca’nin (2009)

arastirmasinda, ydneticilerin insan kaynaklar1 yeterliklerinin, 6gretmenlerin orgiitsel bagliliklar1 ile
iliskili oldugu saptanmustir. Torun’un (2007) arastirmasina gore ise ise yeni baslayanlar iglerine daha
fazla sahip ¢ikmakta ve isten doyum saglamakta iken yaglar ilerledik¢e isten ayrilma istekleri

artmakta, is doyumlari ise azalmaktadir.

Tiirkiye’de kamu ¢alisanlarinin ¢alisma usul ve esaslarmi belirleyen Devlet Memurlari
Kanunu’nun “Temel ilkeler” bashkli boliimiinde Kariyer ilkesine yer verilmis ve kariyer, “Devlet
memurlarina, yaptiklar: hizmetler icin liizumlu bilgilere ve yetisme sartlarina uygun sekilde, siniflart
icinde en yiiksek derecelere kadar yiikselme imkdmm saglamak” olarak tanimlanmigtir (Madde:3).
Ayni kanunun 214. maddesinde, devlet memurlarimin yetistirilmesi hususunda ise “Devlet
memurlarmmin yetismelerini saglamak, verimliligini artirmak ve daha ileriki gorevlere hazirlamak
amacwyla uygulanacak hizmet ici egitim, Devlet Personel Baskanligi tarafindan ilgili kurumlarla
birlikte hazirlanacak yonetmelikier déhilinde yiiriitiiliir.” denilmektedir (DMK, 1965). Bir kurumda
caliganlarin o kuruma uyum saglamalarini, istenen performans seviyesine gelmelerini, degisen ve
gelisen kosullarla uyum iginde gerekli beceri ve tutumlar1 kazandirmalarin1 amaglayan ve kurum igi
veya kurum diginda kendilerine yonelik yapilan planh egitim ve gelistirme faaliyetleri (Kayiker ve
Turan, 2017) olarak tanimlanan hizmet i¢i egitim, Tirk Egitim Sistemi’ndeki 6gretmen, yonetici ve
diger caligsanlarin gelisimi i¢in kullanilan en Onemli araglardan biridir. Tirkiye’de egitim
caliganlarinin hizmet i¢i egitimi genel olarak merkez orgiitii tarafindan Hizmeti¢i Egitim Enstitiileri
ve otellerde diizenlenen kurslar ile Il-Ilce Milli Egitim Midiirliikleri tarafindan diizenlenen yerel

hizmet i¢i egitim kurslar1 yoluyla yapilmaktadir.

Calisanlarin ise uyum ve gelisimini hedefleyen egitimlerden bazilari aday &gretmen
yetistirme programi kapsaminda meslege ilk giriste yapilan temel egitim, hazirlayici egitim ve
uygulamali egitim ¢aligmalaridir (MEB, 2016a). Devlet memurlari 6zliik haklar1 kapsaminda, egitim
calisanlarinin 657 sayilh Devlet Memurlar1 Kanunu’nda “Kademe Ilerlemesi” ve “Derece
Yiikselmesi” olarak iki tiir terfileri 6ngoriilmektedir. Milli Egitim Bakanhgi’nda Kariyer yonetimi
uygulamalarinin bir kismi 657 sayih DMK ve 3797 sayili Milli Egitim Bakanhigi Teskilat ve
Gorevleri Hakkinda Kanun hiikiimlerince yapilmaktadir (Eres, 2004). 2005 yilinda yaymmlanan
“Ogretmenlik Kariyer Basamaklarinda Yiikselme Yonetmeligi” ile &gretmenlik meslegi, aday
ogretmenlik doneminden sonra 6gretmen, uzman 6gretmen ve basdgretmen olmak {izere ii¢ kariyer
basamagina ayrilmis (MEB, 2005) ancak yapilan bir sinavda basarili olanlarin maaslarina yansiyan
ciizi miktardaki maddi artig ve unvandan ileri gitmemistir. Kaplan ve Giilcan’ a (2020) gore,
ogretmenlik i¢in kariyer basamaklar1 olusturulmasinin 6gretmenin mesleki gelisimine katkisi olacagi
sonucuna ulasilsa da bu uygulamaya iligkin 2006 yil1 itibariyle devamlilik saglanamamistir. 3.2.2022
tarinli Resmi Gazete’de yayimlanan “Ogretmenlik Meslek Kanunu” ile 6gretmenlik meslegi, onceki

yonetmelikteki gibi aday oOgretmenlik déneminden sonra “Ogretmen, uzman Ogretmen ve
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basdgretmen olmak iizere ii¢ kariyer basamagina ayrilmistir (md 4).” Kanunda belirtilen adaylik

islemleri usuliine gore, bulunduklart basamakta belli bir deneyim (Uzmanlik igin 10 yil,
basogretmenlik i¢in uzman 6gretmenlikten sonra 10 yil) sonrasi alinan egitim programina katildiktan
(Uzman dgretmenlik i¢in 180 saatlik Uzman Ogretmenlik Egitim Programi, baségretmenlik igin 240
saatlik Bagogretmenlik Egitim Programi) ve dngdriilen ¢alismalar1 yaptiktan sonra katildiklar1 yazil
sinavda (yiiksek lisansli 6gretmenler uzmanlik sinavindan, doktorali dgretmenler baségretmenlik
sinavindan muaf edilecek) basar1 saglayan 6gretmenler bir tist kariyer basamagina ¢ikabilecek ve
ogretmenler kariyer basamaklarinda yiikseldik¢e maddi gelirlerinde bir artis olacaktir. Bu kanunda
ayrica her unvan yiikselmesinde bir derece verilecegi ve 2023 yilindan itibaren ek gostergelerin

artacagi ongorilmistir (MEB, 2022)

Yukarida belirtilen bazi gelismelere ragmen kariyer basamaklarinda yiikselme konusunda
devam eden tartigmalar (Kaplan ve Giilcan, 2020) ve Tiirkiye’deki yonetsel uygulamalar kariyer
ilkesinin uygulanmasinda yeterince gelisme saglanamadigi, etkili bir kariyer yonetim sistemi ve bu
sisteme uygun kariyer planlamasinin (Tunger, 2012) olmadig1 ve kariyer konusunda énemli sorunlar
yasandigim gostermektedir. Ornegin, Tiirkiye’de okul yéneticiligi heniiz bilimsel ve profesyonel bir
meslek olarak goriilmemektedir (Balci, 2021; Kayikg¢1, 2001; Onural, 2005). Bu sebeple okul
midiirleri, bir yonetmelikle (MEB, 2014), mudiirliik kadrosuna atanmadan ve genel idare hizmetler
smifi yerine, 6gretmenler gibi egitim 6gretim hizmetleri sinifinda yer alarak (Kayikei, 2021) uygun
gorillen Ogretmenler arasindan gecici bir siire (4 yil) i¢in “miidiir yetkili 6gretmen” gibi
gorevlendirilmektedir. Tiirk Egitim Sisteminde kariyer yOnetiminin en Onemli unsurlar1 olan
calisanlara rehberlik etmek ve orgiit gelisimini saglamak amaciyla il maarif miifettisleri her yil rutin
olarak egitim kurumlarmin rehberlik ve igbasinda yetistirme faaliyetlerini yliriitmekte iken 2016
yilinda yapilan bir degisiklik ile illerdeki Maarif Miifettisleri Kurulu Baskanhklar1 kaldirilmis ve il
maarif mifettiglerinin asli gorevi olan rutin rehberlik ve igbaginda yetistirme gorevleri
sonlandirilmigtir (Kayike1, 2021; MEB, 2016). Bu uygulama ile okul midiirlerinin egitim uzmani
olan il maarif miifettislerince isbasinda yetistirilmeleri olanaksiz hale gelirken, 6gretmenlerin
denetimleri kendileriyle ayni egitimi alan okul midiirlerine birakilmistir. Sendikalarin yonetici ve
Ogretmenlerin kariyer planlarin etkiledigi, siyasi iktidarlara yakin sendikalara iiye olmanin kariyer
hedeflerine ulasmay1 kolaylastirdigi, siyasi iktidara uzak sendikalara iiye olmanin ise kariyer
hedeflerine ulasmay1 zorlastirdigi sonucuna ulasilmistir (Kayikeg1, 2013). Tiirkiye’de Kariyer
Planlama ve Gelistirmeye Dayali Hemsirelik Arastirmalarini inceleyen Karatuzla (2020), kariyer
planlama ve gelistirme faaliyetlerinin kurum bazinda yeterli olmadigini ancak hemsirelerin mesleki
gelisime ve kariyer plani yapmaya agik olduklarini saptamistir. Tiirkiye’de kariyer gelistirmenin bir
araci olarak hizmet igi egitim caligmalar1 alaninda yapilan aragtirmalarda ise hizmet i¢i egitim
faaliyetlerinin igeriklerinin, siire ve sayilarinin yetersiz diizeyde oldugu ve planlama yapilirken

ihtiyaglarin dikkate alinmadig1 saptanmistir (Kayik¢i ve Turan, 2017).
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Her ne kadar MEB 2023 Egitim Vizyonu Belgesi’nde kariyer konusunda, égretmen ve okul

yoneticileri i¢in yatay ve dikey kariyer uzmanlik alanlarinin yapilandirilmasi, 6gretmenler igin
“Ogretmenlik Meslegi Uzmanlik Programi”nin uygulanmasi, okul yoneticiliginin profesyonel bir
uzmanlik alani olarak diizenlenmesi ve bir kariyer basamagi seklinde yapilandirilmasi 6ngoriilse de
(MEB, 2018), aradan gegen siire icerisinde buna iliskin uygulamalar heniiz hayata gegmemistir.
Bunun yaninda bu uygulamalar1 ¢agdas yonetim yaklasimi olan insan kaynaklari yonetimi anlayigina
gore yerine getirecek Milli Egitim Bakanlig1 birimi olan insan Kaynaklar1 Genel Miidiirliigii’niin ad1
klasik yonetim anlayigini temsil eden personel yonetimi anlayigina uygun bir sekilde Personel Genel

Midirliigi olarak degistirilmistir.

Cagdas yonetim anlayis1 olarak insan kaynaklari yonetimi agisindan ele alindiginda Milli
Egitim Bakanligi’nin kritik dneme sahip insan kaynaklari olan 6gretmen ve okul yoneticilerinin
meslege uyum, egitim, gelisim, meslekte yiikselme, Kkariyerlerini planlama ve motivasyon
ihtiyaglarint karsilama gibi kariyer unsurlarimin basariyla yerine getirilmesi biliylik Onem
tasimaktadir. Ancak yukarida da aciklandigi gibi uygulamada kariyer &gelerinin hayata
gecirilmesinde sorunlar yasandig1 ve insan kaynaklar1 yonetimi anlayiginin egitim sisteminde heniiz
sistematik olarak yer almadigi goriilmektedir. Bu ¢alisma, insan kaynaklar1 yonetimi agisindan Tiirk
Egitim Sisteminde yer alan kariyer ¢alismalarina iligkin bilimsel veriler ortaya koymasi ve bu veriler
dogrultusunda insan kaynaklar1 yonetimine dayali kariyer ¢alismalarinin hayata gegirilmesine katki
sunmasi agisindan 6nemlidir. Bu arastirma ayrica, Tiirkiye’de egitim yonetiminin bilimsel temellere
oturmasi ve egitim yoneticiliginin mesleklesmesine katki yapmasi ve aym zamanda bu alandaki

arastirma eksikligini tamamlamaya ¢aligmasi bakimindan énemlidir.

Bu calismanin amaci, Tiirk Egitim Sisteminde yer alan mevcut kariyer uygulamalarinin nasil
gerceklestigini ve bu uygulamalarin ¢alisanlar1 nasil etkiledigini okul yoneticilerinin ve
Ogretmenlerin gorlislerine dayali olarak saptamak ve bu uygulamalari insan kaynaklar1 yonetiminin

kariyer ilkesi a¢isindan degerlendirmektir. Bu amagla asagidaki sorulara yanit aranmistir:
Ogretmen ve okul yoneticilerinin;
1. Milli Egitim Bakanhigi’nin egitim ¢alisanlar1 i¢in hazirladigi uyum saglama ¢aligmalari,

2. Milli Egitim Bakanligi’nin yonetim basamaklarinda yiikselme uygulamalarinin liyakat

ilkesine uygunlugu,

3. Milli Egitim Bakanligi’nin odiillendirme ve yonetim basamaklarinda yiikselme

uygulamalarinin adalet ilkesine uygunlugu,

4, Milli Egitim Bakanligi’nin ¢alisanlarima sundugu kariyer yonetme (kariyer planlama ve

gelistirme) olanaklari,
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5. Milli Egitim Bakanligi’'nin mevcut kariyer sisteminin egitim calisanlar1 iizerindeki

etkileri hakkindaki goriisleri nelerdir?
Yontem

Arastirmada nitel arastirma desenlerinden durum calismasi deseni kullanilmistir. Durum calismasi
“nasil” ve “ni¢in” sorularimi temel alan, arastirmacimin kontrol edemedigi bir olgu ya da olay:
derinlemesine incelemesine olanak veren bir arastirma yontemidir (Yildirim ve Simsek, 2011). Bir
arastirma betimleyici bir soruya (Ne oluyor veya ne oldu?) veya agiklayici bir soruya (Bir seyler
nasil veya neden oldu?) cevap aradiginda ilgili arastirmada durum g¢aligmasi yonteminin kullanimi
uygun olacaktir (Yin, 2017). Bu arastirmada durum ¢aligsmasi yontemi ile kamu okullarinda ¢alisan
okul miidiirii, miidiir yardimcis1 ve 6gretmenlerin Tiirk Egitim Sistemindeki kariyer uygulamalarinin
nasil oldugu ve nasil gerceklestigine iliskin goriislerini, yasadiklart deneyimleri betimlemeleri
yoluyla ifade etmeleri istenmis ve bu betimlemeler insan kaynaklari yonetiminin Kariyer ilkesi

acisindan anlamlandirilmaya ve agiklanmaya ¢alisilmistir.
Calisma Grubu

Arastirma kolay ulagilabilirlik dikkate alinarak arastirmacilarin bulundugu Antalya ili Manavgat
ilgesinde 2020-2021 egitim ve ogretim yilinda MEB’e bagl farkli kademelerden (ilkokul, ortaokul,
lise) maksimum ¢esitlilik dikkate alinarak se¢ilmis 4 kamu okulunda gorevli 4’1 okul midird, 4’4
okul midir yardimcisi ve 8’1 6gretmen olmak iizere toplam 16 katilimci ile yapilmistir. Arastirma
kapsaminda katilimcilarin 2’si kadin, 14’4 erkektir Arastirmada Ogretmen ve okul yoneticiSi
sayilarinin esit olma sebebi mevcut durumda yoneticilik gorevine devam eden yoneticilerin bakis
acilar1 ile daha onceden yoneticilik yapmig ancak yoneticilik goérevini birakmig 6gretmenlerin bakis
acilarinin arastirma problemine iliskin farkli acilardan bulgu saglayacaginin diisiiniilmesidir. Calisma
grubunun belirlenmesinde amagh 6rnekleme yontemlerinden 6lgiit 6rnekleme yontemi kullanilmustir.
Bu o6rnekleme yoOnteminin mantigi calisilacak duruma iligkin 6nceden belirlenmis bazi 6lgiitleri
karsilayan durumlarin ¢aligilmasi ve gézden gecirilmesidir (Patton, 2014). Bdylece calisma grubu da
probleme iligkin belirlenen bu kriterlere uyan kisi, olay, nesne ya da durumlardan meydana gelir.
Durum ¢aligmalar1 ayrintili ve derinlemesine bir arastirma yontemi oldugu igin ¢alisma grubu da
goreli olarak kiiciik olacaktir (Yildirnm ve Simsgek, 2011). Calisma grubunun belirlenmesinde ¢ok
yonli ve doyurucu bilgilere ulasilacagi diistintilerek, farkli cinsiyet ve goérevlere mensup olan ve
meslekte en az 10 yillik mesleki kidemi olan ve Milli Egitim Bakanligi’na bagli kamu okullarmda
ogretmenlik veya yoneticilik yapmig veya yapiyor olmak olgiitleri dikkate alinmistir. Arastirmaya

katilan yonetici ve 6gretmenlerin demografik 6zellikleri Tablo 1’de sunulmustur.

Tablo 1. Yonetici ve Ogretmenlere Iliskin Demografik Bilgiler

Mesleki Kidem  Yoneticilik
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Rumuz Cinsiyet Gorev Kidemi
Y1 Kadin Midiir 16-20 y1l 11-15 y1l
Y2 Erkek Midiir 21 ve ustii 11-15 y1l
Y3 Erkek Miidiir 11-15 yil 6-10 yil
Y4 Erkek Midiir 21 ve ustii 21 ve ustii
Y5 Erkek Midiir Yardimcist 21 ve usti 1-5y1l

Y6 Erkek Midiir Yardimcist 11-15 y1l 6-10 y1l
Y7 Kadin Miidiir Yardimecisi 16-20 y1l 6-10 y1l
Y8 Erkek Miidiir Yardimeisi 21 ve ustii 21 ve ustii
01 Erkek Ogretmen 16-20 y1l 6-10 yil
02 Erkek Ogretmen 21 ve iistii 1-5 yil

03 Erkek Ogretmen 21 ve iistii 6-10 yil
04 Erkek Ogretmen 21 ve iistii 11-15 y1l
05 Erkek Ogretmen 21 ve iistii 6-10 yil
06 Erkek Ogretmen 11-15 y1l 1-5 yil
07 Erkek Ogretmen 21 ve iistii 6-10 yil
08 Erkek Ogretmen 21 ve iistii 21 ve iistii

Veri Toplama Araglari ve Verilerin Toplanmasi

Verilerin toplanmasi goriisme ve dokiiman analizi yoluyla yapilmistir. Goriisme yoluyla elde edilen
veriler i¢in veri toplama araci olarak yari yapilandirilmig gériisme formu kullanilmistir. Veri toplama
aracin1 gelistirebilmek i¢in Once arastirma konusu olan kariyer ile ilgili alanyazin taramasi
yapilmistir. Gerek insan kaynaklar1 yonetiminin kariyer ilkesinin incelenmesi gerekse Tiirk Egitim
Sistemindeki kariyer uygulamalari dikkate alinarak aragtirmanin amacit ve alt problemler
dogrultusunda goriisme sorular1 ve bunlara bagl olarak sonda sorular1 olusturularak goriisme taslagi
formu olusturulmus ve bu taslaklarla ilgili olarak alan deneyimi olan ve egitim yonetimi alaninda
caligmalar yapan iki alan uzmanindan goriis alinmigtir. Uzman goriisleri dogrultusunda son haline
getirilen gorligme formlar1 yoluyla goriismeler gergeklestirilmistir. Katilimeilara gériigme 6ncesinde
bilgilendirme yapilmis, goriismenin igerigi ve goriisme katilim izin formlari ulastirilmistir.
Gorligmeler 2020-2021 6gretim yili bahar doneminde katilimcilari kendi ¢aligma ortamlar: ziyaret
edilerek yiiz yiize gerceklestirilmistir. Her bir gorlisme ortalama 45-60 dakika siirmiigtiir. Verilerin
toplanmas1 ses kaydi alma ve not alma seklinde gerceklestirilmistir. 13 katilmer ile yapilan
goriismeler ses kayd altina alinmistir. 3 katilimer ses kaydi alinmasini istemedigini belirtmis ve bu
katilimcilar ile yapilan gorismelerde elde edilen verilerin tamami arastirmaci tarafindan not alma

yontemi ile kayit altina alinmistir. Daha sonra tiim kayitlar yazili metinler halinde bilgisayar
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ortaminda diizenlenmis ve teyit edilmesi amaciyla katilimcilara tekrar okutularak onaylari alinmastir.

Goriisme formunda yer alan sorulardan bazilar1 sunlardir: “Milli Egitim Bakanli§i’nin egitim
calisanlar1 i¢in hazirladigt uyum saglama calismalar’” hakkindaki goriisleriniz nelerdir? “Milli
Egitim Bakanhigi’'nin yonetim basamaklarinda yiikselme uygulamalarinin liyakat ilkesine

uygunlugu” hakkindaki goriisleriniz nelerdir?

Ayrica, aragtirmada verilerin elde edilmesinde dokiiman analizi yontemi ile “03/02/2022
tarihli Resmi Gazete’de yayimlanan Ogretmenlik Meslek Kanunu, 657 sayili Devlet Memurlart
Kanunu; Milli Egitim Bakanligina Bagli Egitim Kurumlarina Yonetici Se¢cme ve Gorevlendirme
Yonetmeligi (2021); Milli Egitim Bakanligi Personeline Basari, Ustiin Basar1 Belgesi ve Odiil
Verilmesine Dair Yonerge (2013); 02.03.2016 tarihli ve 2456947 sayili Makam Oluru ile yirirlige
giren Aday Ogretmen Yetistirme Siirecine iliskin Yonerge” gibi baz1 dokiimanlar incelenmis ve

analiz edilmistir (Yildirim ve Simsek, 2011).
Verilerin Analizi

Nitel aragtirmalarda veri analizi, 6nce verilerin toplanmasi ve yaziya dokiilmesi, varsa gorsellerle
desteklenmesi; daha sonra toplanan verilerin kodlanmasi ve bunun sonucunda temalarin
olusturulmasi ve en sonunda bu verileri tablo, sekil veya tartigma halinde sunulmasim gerektirir
(Creswell, 2014). Yapilan goriismeler neticesinde elde edilen verilerin analizinde betimsel analiz ve
icerik analizi yontemlerinden faydalamilmistir. Betimsel analiz siirecinde verileri diizenli ve
yorumlanmis bir bi¢imde okuyucuya sunmak adina veriler temalara gore diizenlenmis ve
katilimcilarin  goriislerini net ve tam olarak yansitabilmek igin stk sik dogrudan alintilara
bagvurulmustur. Sonrasinda ise icerik analizi ile 6nce katilimcilardan elde edilen veriler kodlanmis,
karsilastirilmis, aralarindaki benzerlikler belli kavram ve temalar gergevesinde bir araya getirilerek
diizenlenmis ve yorumlanmistir. Bu sayede okuyucularin verileri daha kolay anlamalar1 saglanmaya

calisilmistir (Yildirim ve Simsek, 2011).

Gegerlik ve Giivenirlik

Nitel arastirmalarda, arastirmacimin ¢alistigi konuya iliskin bilgilerin dogru bilgiler olmasi igin
gerekli onlemleri almasi gegerlik anlamina gelirken yaptigi aragtirmanin asamalarini ve toplanan
verilerini bagka arastirmacilarin degerlendirmesine olanak verecek sekilde agik ve detayli olarak
sunmasi giivenirlik anlamina gelmektedir. Gegerlik saglamak i¢in alinan 6nlemlerin ayni zamanda
giivenirlik saglamak i¢in de alinmig 6nlemler oldugu sdylenebilir (Yildirim ve Simsek, 2011). Veri
toplama siirecinde nitel arastirmada gegerligi ve giivenirligi artirmak i¢in belirlenmis inandiricilik,
aktarilabilirlik, tutarlik ve teyit edilebilirlik gibi birtakim stratejilerden faydalanilmistir (Yildirim ve
Simsek, 2011). Arastirmanin i¢ gecerligini (Inandiricilik) artirmak amaciyla énce ilgili alanyazin

incelenmis ve kavramsal bir ¢er¢eve olusturulmustur. Olusturulan kavramsal ¢er¢eve kapsaminda
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hazirlanan sorular egitim ydnetimi alaninda uzman iki 6gretim {iyesince gozden gecirilmis ve

diizenlenmigtir. Katilimcilara sorular sorulmadan 6nce arastirmanin goniilliiliikk esasina dayandigi,
kigisel bilgilerin sakli tutulacagi gibi hususlarda bilgi verilmistir. Goriismelerden elde edilen veriler
yaziya dokiildiikten sonra katilimcilara gonderilmis ve bu verilerin deneyimleriyle uyumlu oldugu
teyit edilmistir. Toplanan verilerin kodlanmasi ve temalarin olusturulmasi siirecinde biitiinliik
saglanmasi adma sik sik alanda uzman kisilerin goriislerine bagvurulmustur. Verilerin sunumu
esnasinda dogrudan alintilara bagvurulmus tema, kod ve verilerin uyumu elestirel bir siizgecten
gecirilmistir. Arastirmanin dis gegerligini (Aktarilabilirlik) saglayabilmek i¢in aragtirmanin modeli,
calisma grubu, veri toplama araci ve verilerin toplanmasi siireci, verilerin ¢ozlimlenmesi ve
yorumlanmasi gibi tiim yol ve yontemler agikga belirtilmistir. I¢ giivenirligin (Tutarlik) saglanmasi
adina veri analizi yapilirken arastirmanin baginda olusturulan kavramsal ¢ergeveden faydalanilmgtir.
Boylece i¢ glivenirligin zenginlestirilmesi hedeflenmistir (LeCompte ve Goetz’ten aktaran Yildirim
ve Simsek, 2011). Ayrica elde edilen veriler ii¢ arastirmaci tarafindan yoruma yer verilmeden
betimsel bir yaklasimla dogrudan sunulmustur. Dis giivenirligin (Teyit edilebilirlik) saglanmasi i¢in
elde edilen ham verilerin bagkalar1 tarafindan incelenebilecek sekilde kayit altina alinmasi ve
saklanmasi bagvurulan onlemlerden biridir (Miles ve Huberman, 1994). Arastirmact elde ettigi
verileri kayit altina almig ve saklamigtir. Aragtirmaci ayrica arastirma siirecindeki konumunu agikca
ifade etmis ve katilimcilar1 agik bi¢imde tanimlamustir. Dig glivenirligin saglanmasi i¢in ayrica veri
toplamanin hangi ortamda gerceklestirildigi belirtilmis, kavramsal gergeve tanimlanmis, veri toplama
ve analizi yontemleri acgik bir sekilde belirtilmistir (LeCompte ve Goetz’ten aktaran Yildirim ve

Simsek, 2011).
Bulgular
Bu boéliimde arastirmanin alt problemlerine iliskin bulgulara yer verilmektedir.

Ogretmen ve okul yoneticilerinin, Milli Egitim Bakanh@’mn egitim calisanlar: icin hazirladig

uyum saglama calismalar1 hakkindaki goriisleri

Ogretmen ve okul yoneticilerinin, Milli Egitim Bakanlig1’nin egitim calisanlari igin hazirladig1 uyum

saglama caligmalar1 hakkindaki goriislerine iliskin bulgular Tablo 2’de verilmistir.

Tablo 2. Ogretmen ve okul yéneticilerinin Milli Egitim Bakanhgi’'mn Egitim Cahsanlart Igin
Hazirladigi Uyum Saglama Calismalar: Hakkindaki Goriislerine Iliskin Bulgular

Alt
Tema Tema  Kodlar-Goriisler Y 6netici Ogretmen
f Atanmis 6gretmenlerle yapilan egitim, Y3, Y5, Y6 02, 03, 05
’gﬂf;’ : c 5 Tepri \'/e.uygulama uyumsuzlugu uyum Y3, Y6 02
E % ; 3, g egitimini zorlastirtyor.
= = 3% Yaparak yasayarak uyumu Y6 01, 03, 06, 07
> Ogreniyoruz.
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Yontemler

Uyum
Mal

Zorlastiran Unsurlar

1cmmnlas

Temel
Egitim

Hazirlayict

Uygulamali Egitim

Egitim

Temel egitim uyuma katki sunuyor.
Temel egitim uyuma katki sunmuyor.

Hazirlayic1 egitim uyuma katki
sunuyor.

Hazirlayic1 egitim uyuma katki
sunmuyor.

Danigman 6gretmenler uyuma katki
sunuyor.

Kalifiye olmayan danisman
ogretmenler uyuma katki sunmuyor.
Aday dgretmen dosyasi hazirlama
uyuma katki sunuyor.

Aday dgretmen dosyasi hazirlama
uyuma katki sunmuyor.

Paydaslarla tecriibe paylasimi ve kisisel ¢abalar,

Yaparak- yasayarak 6grenme yoluyla,

Kisisel ¢abalarla cansiz kaynaklardan

Ogrenerek,

Siirecte hizmet igi egitim alarak,

Mesai arkadaslari ile bilgi paylasarak,

Hizmet esnasinda kurumca yapilan ¢alismalarla,

Goreve baglamadan 6nce yapilan ¢aligsmalarla,

Herhangi bir ¢alisma yapilmiyor.

Bu konuda bir bilgim yok.

Degisikliklerin sikga yapilmasi,

Alt yap1 olmadan degisikliklerin uygulanmast,

Uygulayicilarin fikirlerinin alinmamasi,

Paydaglara verilen egitimin yetersizligi.

Alinan anlik kararlar,

Y1, Y3, Y6, Y7
Y3, Y4

Y1

Y4

Y2,Y3,Y4,Y8

Y1, Y6, Y7

Y2,Y3, Y4
Y1,Y2 Y3, Y4,
Y5, Y6, Y7,

Y8

Y2,Y3, Y4, Y5

Y1, Y5, Y8

Y1,Y2, Y3

Y2,Y3, Y6

Y4,Y6, Y7

Y1, Y3, Y4, Y5,
Y8

Y1,Y2,Y3, Y4,
Y6

Y2,Y3,Y5, Y6

Y3, Y5

Y1,Y2, Y3, Y6

Y2,Y4,Y5, Y7

01, 04
06

01, 04

06
04, 05
01, 02, 03, 05,

06, 08
04, 08

02, 06
01, 02, 03, 04,
05, 06,07, 08

01,02, 05

O1

03, 04, 05, 06

01

08

02, 03, 04, 05,
07,08

06

03, 04, 07, 08

01, 02, 07, 08

01, 02, 06, 07,
08

01

02
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Paydaslarin degisim konusunda Y2, Y4 05, 08
bilgilendirilmemesi,

Tablo 2 incelendiginde katilimci 6gretmen ve okul yoneticilerinin, Milli Egitim Bakanligi’nin egitim
calisanlarina sagladigi uyum calismalar1 hakkindaki goriislerinin “(1). Meslege baslarken yapilan
uyum egitimleri, (2). Yeni bir pozisyona uyum saglamada kullanilan yontemler, (3). Emeklilige
uyum calismalar1 ve (4). Orgiitsel degisime uyumu zorlastiran unsurlar” olmak iizere dort temada
toplandig1 goriilmiistiir. Bununla beraber katilimcilarin meslege baslarken yapilan uyum
caligmalarina iliskin goriislerini de “temel egitim, hazirlayict egitim, uygulamali egitim ve uyum

egitimleri” olmak iizere dort alt temada ifade ettikleri goriilmektedir.

Katilimcilar birinci tema olan “meslege baslarken yapilan uyum egitimleri” konusunda “uyum
egitimleri” alt temasi ile ilgili olarak “atanmis 6gretmen iizerinden yapilan egitimlerin ve teori ile
uygulama arasindaki uyumsuzlugun uyumlarini zorlagtirdigini ve yaparak yasayarak Ogrenme
yoluyla kuruma ve meslege uyum saglamaya g¢alistiklarini” ifade etmislerdir. Katilimcilar, “temel
egitim” alt temasi ile ilgili olarak, “temel egitimin meslege ve kuruma uyumlart konusunda hem
katki sunan yo6nleri hem de katki sunmayan yonleri oldugunu” ifade etmislerdir. Baz1 katilimcilar,
“hazirlayici egitim” alt temas ile ilgili olarak, temel egitim gibi “uUyum konusunda hem katki sunan
yonleri hem de katki sunmayan yonleri oldugunu” ifade etmislerdir. Baz1 katilimcilar “uygulamali
egitim” alt temasi ile ilgili olarak, “danisman Ogretmenlerin uyuma katki sunduklarini, kalifiye
olmayan danigman &gretmenlerin ise uyuma katki sunmadiklarimi” ifade etmislerdir. Yine bazi
katilimeilar “aday 6gretmen dosyast hazirlamanin uyum siirecine katki yaptigii savunurken bazi

katilimcilar ise bunun uyum siirecine katki yapmadigini” ifade etmislerdir.

Bazi katilimcilar ikinci tema olan “yeni bir pozisyona uyum saglamada basvurulan
yontemler” konusunda “paydaslarla tecriibe paylasimi, kisisel ¢abalar, yaparak- yasayarak 6grenme,
cansiz kaynaklardan ogrenerek, hizmet i¢i egitim alarak, mesai arkadaglar1 ile bilgi paylasarak,
hizmet esnasinda kurumca yapilan ¢alismalarla ve hizmet Oncesi yapilan ¢alismalarla meslege ve
kuruma uyum saglamaya ¢alistiklarini” ifade etmislerdir. Katilimeilar ti¢lincti tema olan “emeklilige
uyum caligmalar1” ile ilgili olarak “ herhangi bir uyum ¢alismasi yapilmadigini ya da bu konuda
bilgileri olmadigim1” ifade etmislerdir. Dordiincii tema olan “Orgiitsel degisime uyumu zorlastiran
unsurlar” ile ilgili olarak bazi katilimcilar “degisikliklerin sik¢a yapilmasinin, alt yapi olmadan
degisikliklerin uygulanmasimin, uygulayicilarin fikirlerinin alinmamasinin, paydaslara verilen
egitimin  yetersizliginin, alman anlik kararlarin ve paydaslarin degisim konusunda
bilgilendirilmemesinin  uyum c¢aligmalarinda giicliklere ve sorunlara neden oldugunu”

belirtmislerdir.

“Meslege baglarken yapilan uyum egitimleri” temasmnin bir alt temasi olan “uyum

egitimleri” konusunda goOriis belirten bir katilimer goriislerini su  sekilde ifade etmistir:
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“Atandiginizda, direkt simfta ogretmen olarak basliyorsunuz. Universitedeki égretmenlik stajindan

baska herhangi bir okulda gorev yapmadik, direkt sinifi bize teslim ettiler.” (Y6).

“Meslege baslarken yapilan uyum egitimleri” temasinin bir alt temasi olan “temel egitim”
konusunda goriis belirten bazi katilimeilar goriislerini su sekilde ifade etmistir: “Yildan yila birtakim
degisiklikler oluyor ama ben o temel egitime girene kadar devlet memurlugunun ne oldugunu tam
olarak bilmedigimi gérdiim.” (Y7). “Alacagimiz odiiller, cezalar, 657 deki temel kanunlarimiz
hakkinda hizli hizly bilgiler verildi kisa siire icinde. Haftalara yayisa da bu bizde kalici bir durum
olusturmadi. " (06).

“Meslege baslarken yapilan uyum egitimleri” temasinin bir alt temasi olan “hazirlayici
egitim” konusunda goriis belirten bir katilimer gortslerini su sekilde ifade etmistir: “Sadece bir
seminerle veya bir anlatimla bitirilecek bir konu degil. Sadece danisman ogretmenin yamnda alti

aylik siireyi onunla gegirmesi degil mesele.” (Y4).

“Meslege baslarken yapilan uyum egitimleri” temasinin bir alt temasi olan “uygulamali
egitim” konusunda goriis belirten bazi katilimcilar gorislerini su sekilde ifade etmistir: “Rehber
ogretmenim tecriibeli oldugu igin faydali oldu.” (Y8). “Danisman égretmen atamast oldu. Sadece

kagt iistiinde, evrak iistiinde danisman 6gretmendi.” (03).

“Yeni bir pozisyona uyum saglamada kullanilan yontemler” temas: ile ilgili olarak goriis
bildiren bir katilmci1 gorislerini su sekilde ifade etmistir: “Hayatin icerisinde Ogreniyoruz.
Sorunlarla karsilasinca ortaya ¢oziimler koyuyoruz c¢oziimlerin hangisinin basarili oldugunu

gordiigiimiizde ‘Bu iyidir!” diyoruz.” (Y4).

“Orgiitsel degisime uyumu zorlastiran unsurlar” temasi ile ilgili olarak gériis bildiren bazi
katilimcilar gorislerini su sekilde ifade etmislerdir: “Egitimler yapilmadi degil ancak ‘Ne kadar
verimli ve etkili oldu?’. Sadece mevzuat bazinda bir saatlik bilgilendirici toplantilar seklinde oldu.
Sadece okul miidiirleri bazinda oluyordu.” (Ol). “Okulda uygulayicilart egitirsin, okullarn fiziki
imkdnlart yapmak istediklerinle uyumlu degil mi onlart belirlensin sonra da dersin ki ‘Ben
eksiklerimi fiziki ve mental olarak giderdim, amacim su hedefe ulasmak bu degisikligi yapiryorum’.

Boyle bir yol izlendigini diisiinmiiyorum”(Y5).

“Emeklilige uyum c¢alismalar1’” temasi ile ilgili olarak goriis bildiren bazi katilimcilar
gortislerini su sekilde ifade etmislerdir: “Gordiigiim kadartyla bu konuda herhangi bir ¢calisma yok.
Yani biz emekli oldugumuzda sudan ¢ikmus balik gibi kaliyoruz.” (07). “Emekliligi gelen emekli olur
gider. Hepsi bu.” (05).

Ogretmen ve okul yéneticilerinin, Milli Egitim Bakanhg’mmn yénetim basamaklarinda

yiikselme uygulamalarinin liyakat ilkesine uygunlugu hakkindaki goriisleri
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Ogretmen ve okul yéneticilerinin, Milli Egitim Bakanligi’nin ydnetim basamaklarinda yiikselme

uygulamalarinin liyakat ilkesine uygunlugu hakkindaki goriislerine iliskin bulgular Tablo 3’te

verilmistir.

Tablo 3: Ogretmen ve Okul Yéneticilerinin Milli Egitim Bakanhgi 'mn Yonetim Basamaklarinda

Yiikselme Uygulamalarinin Liyakat Ilkesine Uygunlugu Hakkindaki Gériiglerine Iliskin Bulgular

Alt
Tema Tema Kodlar-Gériisler Yénetici Ogretmen
Sozlii sinav degerlendiricilerinin sahsi Y1, Y4, Y5, 02, 04, 06,
fikirleri yiikselmede etkilidir. Y7, Y8 08
SozIii siav sorulart yonetici yeterligiyle Y1, Y3, Y4, 03
iligkisizdir. Y5, Y7
Sozlii smav siiresi azdir. Y1, Y5, Y6 02
% Sozlii siav igerigi ve sorulari belirsizdir. Y3, Y5 01, 02, O3,
=~ .. ..
:%‘i Sozli 06, 07
g Sinav
j? Sozli sinav degerlendirmesi subjektiftir. Y1, Y2, Y5 02,03
5
.,3 Sozlii sinav puanlama kriterleri Y5, Y8 03, 04
g belirsizdir.
g
3
[a~]
g Diinya goriisliniin uyusmasi atamada Y4,Y8 07, 08
& etkilidir
-
()
E
;:2 S6zlii siav 6ncesinde kimlerin Y5
=
> secilecegi bellidir.
Yazili sinav igerigi liyakati Y1,Y2, Y3, Y5 Ol,02, 07
Yazili  6l¢ememektedir.
Sinav
Yazili sinav yetersiz de olsa liyakate Y1,Y2,Y4,Y7 01,04
katki sunmaktadir.
Dis Siyasi gorisler yiikselmeyi Y4,Y8 01, 07

Etkenler etkilemektedir.
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Sendikal tercihler yiikselmeyi Y4, Y5, Y6 08

etkilemektedir.

Tablo 3 incelendiginde katilimci 6gretmen ve okul yoneticilerinin, Milli Egitim Bakanligi’nin
yoOnetim basamaklarinda yiikselme uygulamalarinin liyakat ilkesine uygunlugu hakkindaki
gorislerinin “(1). Sozli sinav, (2). Yazili siav ve (3). Dig etkenler” olmak iizere ii¢ alt temada

toplandig1 goriilmiistiir.

Katilimcilar birinci alt tema olan “sozli smav” ile ilgili olarak “sozli sinav
degerlendiricilerinin sahsi fikirlerinin yiikselmede etkili oldugunu, siiresinin az, sorularin yonetici
yeterligiyle iliskisiz ve ayrica siav oncesinde kimlerin se¢ileceginin belli oldugunu belirtirken, bazi
katilimcilar da s6zIii sinav igerigi ve sorularinin belirsiz, degerlendirmesinin subjektif oldugunu,
s6zIi sinav puanlama kriterlerinin belirsiz oldugunu ve diinya goriisiiniin uyusmasinin atamada etkili
oldugunu” ifade etmislerdir. Baz1 katilmecilar ikinci alt tema olan “yazili sinav” ile ilgili olarak
“yazilt smav igeriginin liyakati 6lgemedigini ancak, yazili sinavin yetersiz de olsa liyakate katki
sundugunu” ifade etmislerdir. Ugiincii alt tema olan “dis etkenler” ile ilgili olarak ise katilimcilar
“siyasi goriisiin ve sendikal tercihlerin yiikselmede etkili oldugunu” belirtmislerdir.

“Sozli smav” alt temasinda goriis belirten bazi katilimcilar goriislerini su sekilde ifade
etmistir: “Kisilerin sahsi goriigleri, diinya goriisleri, siyasi goriigleri her sey etki edebiliyor yani.”
(YL). “Yeterlikleri ol¢emediler. Anayasamizin iste su maddesine gore iste ‘Damistayda kag kisi

bulunur?’. Bana ne yani. Ben okula miidiirii olacagim.” (03).

“Yazili sinav” alt temasinda goriis belirten bir katilimec1 goriislerini su sekilde ifade etmistir:
“Stmav da tek basina olgiit degil. Yonetmelikler vs. oturup kitabin basinda 6greniyorsun ama

iletisimde geride olanlar gelip yonetici olabiliyor. Bu da sikintili.” (Y5).

“Dis etkenler” alt temasinda goriis belirten bir katilimci goriislerini su sekilde ifade etmistir:
“En biiyiik etken yandaghktir. Fikirlerin uyusmasi da onemli degil, sendika veya menfaat uyusmasi

her sey icin yeterli olabiliyor.” (O8).

Ogretmen ve okul yoneticilerinin, Milli Egitim Bakanhg’mmn odiillendirme ve yonetim

basamaklarinda yiikselme uygulamalarinin adalet ilkesine uygunlugu hakkindaki goriisleri

Ogretmen ve okul yéneticilerinin, Milli Egitim Bakanhigi'min &diillendirme ve yonetim
basamaklarinda yiikselme uygulamalariin adalet ilkesine uygunlugu hakkindaki goriislerine iliskin

bulgular Tablo 4’te verilmistir.

Tablo 4. Ogretmen ve Okul Yoneticilerinin, Milli Egitim Bakanligi’mn Odiillendirme ve Yonetim
Basamaklarinda Yiikselme Uygulamalarimin Adalet Ilkesine Uygunlugu Hakkindaki Goriislerine
iskin Bulgular
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Alt
Tem Tem Kodlar-Gériisler Y bnetici Ogretmen
a a
Odiil dagitim kriterlerinin belirsizligi adaleti Y3, Y4, Y5 01,02
zedelemektedir.
» Odiillerin dagitiminda sendikal tercihlerin 03, 05, 07, 08
z j:: etkili olmasi adaleti zedelemektedir.
£ N
ks s
§ E Odiil dagitiminda siyasi goriisiin etki olmasi 02, 05, 07
kS|
2 2 £ adaleti zedelemektedir.
5 £ =
L = bs,
= O QO . . .
i; = Odiillendirmelerde 6zel iliskilerin etkili olmas1 Y7 04, 05
> <
o 19} aralati 7adalamalstadir .
é ﬁ Yonetici atamada son 4 yildan 6nce alinmig 08
kS|
g »-‘E belgelerin gegersizligi adaleti zedelemektedir.
§ § Yiikseltmelerde sendikal tercihlerin etkili Y4,Y8 07
: b
= olmas adaleti zedelemektedir.
E =
p— (G
B < .
5 9 Yazili sinavin esitligi saglamasi ve daha somut Y1 01, 03
g olmasi adalete katki sunmaktadir.
Q
e
=
>

S6zIii puaninin yazili sinav puaniyla esit Y2,Y3, Y7

olmasi adalete katki sunmaktadir.

Tablo 4 incelendiginde katilimci 6gretmen ve okul yoneticilerinin Milli Egitim Bakanligi’nin
odiillendirme ve yiikselme basamaklarinin herkese adil olarak uygulanmasi hakkindaki goriislerinin
“(1). Odiillendirmede adalet ve (2). Yiikselmede adalet” olmak iizere iki alt temada toplandig

gorilmiistiir.

Katilimeilar birinci alt tema olan “6diillendirmede adalet” ile ilgili olarak “6dil dagitim
kriterlerinin belirsiz olmasi, 6diil dagitiminda sendikal ve siyasi etkilerin olmasi, 6zel iliskilerin
odiillendirmeyi etkilemesi ve son 4 yildan 6nce alinmig belgelerin atamalarda degerlendirilmemesi”
gibi durumlarin adaleti olumsuz yonde etkiledigini ifade etmislerdir. Katilimcilar ikinci alt tema olan
“yiikselmede adalet” ile ilgili olarak sendikal tercihlerin tipki “6diillendirmede adalette” oldugu gibi
“yiikselmede adaleti de olumsuz etkiledigini” ifade etmislerdir. Bunun yaninda bazi katilimcilar
“yazili sinavin adalete olumlu katki sundugunu” ifade ederken bazi katilimcilar ise “sozli sinav

puaninin yazili sinav puani ile esit kabul edilmesinin adaleti olumlu etkiledigini” belirtmislerdir.
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“QOdiillendirmede adalet” alt temasinda goriis belirten bir katilime1 gdriislerini su sekilde

ifade etmistir: “Benim okul miidiirii olarak calistigim okulda miidiir yardimcima basari belgesi
verildi. Bana sorulmayr ge¢ basari belgesinde su yaziyordu ‘Okulun basarisinda gosterdiginiz iistiin

gayretten... . Simdi bir okulda basart varsa o oncelikle kimin basarisidir?” (05).

“Yiikselmede adalet” alt temasinda goriis belirten bir katilime1 goriislerini su sekilde ifade
etmistir: “Su andaki sistemde adil bir gsekilde atanacagimi diisiiniiyorum. Tesadiif mii dersiniz
bilmiyorum ama son yapilan yazili sinavlarla miilakat puanlart ayniydi zaten. O zaman da miilakatin

bir anlami kaliyor mu?” (Y7).

Ogretmen ve okul yéneticilerinin, Milli Egitim Bakanhg’min ¢ahsanlarina sundugu kariyer

yonetme (kariyer planlama ve gelistirme) olanaklar: hakkindaki goriisleri

Ogretmen ve okul yoneticilerinin, Milli Egitim Bakanligi’nin galisanlarma sundugu kariyer yénetme
(kariyer planlama ve gelistirme) olanaklar1 hakkindaki goriislerine iliskin bulgular Tablo 5’te

verilmistir.

Tablo 5 incelendiginde katilimer 6gretmen ve okul yoneticilerinin Milli Egitim Bakanligi’nin
caliganlarina sundugu kariyer yonetme (kariyer planlama ve gelistirme) olanaklari hakkindaki

goriislerinin kariyer planlama ve kariyer gelistirme olarak iki alt temada toplandig1 gériilmektedir.

Katilimeilar birinci alt tema olan “kariyer planlama” ile ilgili olarak “ sik yo6netmelik
degisikliklerinin ~ planlamada  belirsizlik  yarattigini, ydnetici atama  yonetmeliklerinin
yayimlanmasinin planlamanin varligina 6rnek oldugunu ve 4+4 tarzi yonetici gorevlendirmenin
mesleki gelecege iliskin belirsizlik yarattigmi” ifade etmislerdir. Ikinci alt tema olan “kariyer
gelistirme” ile ilgili olarak ise bazi katilimcilar “ hizmet i¢i egitimlerin sadece yatay kariyere katki
sundugunu ve hizmet ici egitimlerin yetersiz ve formalite oldugunu” ifade ederken bazi katilimcilar
“kurumlarda kariyer gelistirmeye tesvikin olmadigini” bazi katilimecilar ise “kurumlarda kariyer
gelistirmeye tesvikin yetersiz oldugunu” ifade etmislerdir. Bunlarin yaninda katilimcilarin bazilari
“hizmet i¢i egitimlerin gelisime katki sundugunu ve lisansiistii ve hizmet i¢i egitimlere verilen

puanlarin yonetici atamada degerlendirilmesinin tegvik edici oldugunu” ifade etmislerdir.

Tablo 5: Ogretmen ve Okul Yéneticilerinin, Milli Egitim Bakanhgi’'mn Calisanlarina Sundugu

Kariyer Yénetme (Kariyer Planlama ve Gelistirme) Olanaklar: Hakkindaki Gériislerine Iliskin

Bulgular
Alt
Tema Tema Kodlar-Gériisler Yonetici Ogretmen
c_Cu E % Yonetmeliklerin sikga degismesi planlamada Y1, Y2, Y5, 01, 02,03
Z;} E % belirsizlik yaratmaktadir. Y7
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Yonetici atama yonetmeliginin duyurulmasi Y1, Y2, Y4, 05
planlamanin varligina 6rnektir. Y7
4+4 Yonetici gorevlendirme usulii yonetim Y3, Y5, Y7 01,05

gorevinin devamina iligkin belirsizlik
yaratmaktadir.

Hizmet igi egitimler sadece yatay kariyere katki Y5, Y6, Y8 04, 06, 07,

sunmaktadr. 08
Hizmet igi egitimler yetersiz ve formalitedir. Y2,Y3,Y4, 02,05, 08
Y6
Hizmet i¢i egitimler mesleki gelisime katki Y7 01
N sunmaktadr.
£
g Kurum iginde kariyer gelistirmeye yonelik tesvik Y1, Y2, Y4, 02, 03, 04
< yetersizdir. Y5,Y6,Y7, 05,06
V; Y8
Kurum iginde Kariyer gelistirme tesvik Y1, Y3 Y5 01

edilmemektedir.

Lisansiistli ve hizmet ici egitimler karsiliginda Y7 04
verilen puanlarin yonetici atamada

degerlendirilmesi tegviktir.

“Kariyer planlama” alt temasinda goriis belirten bazi katilimcilar goriiglerini su sekilde ifade
etmistir:  “Yani su an icin bes yil sonra bir sey yapmak istesem yapabilecegime inanwrim, belli bir
yerde gortiriim ama 5 yil icinde nelerin degisecegini kestiremiyorum. Bazi ¢ok seyler hizli

degisiyor.” (Y1).

“Kariyer gelistirme” alt temasinda goriis belirten bazi katilimeilar goriislerini su sekilde ifade
etmistir: “Yonetici oldugum zamanlarda en az 10 kere hizmet ici egitim merkezlerinde egitim aldim.
Kariyer gelisimime katkisi oldu. Ornegin egitim yonetimi, burs, fatih projesi vs. Bunlar
Motivasyonumu arttirdi. Yatay kariyere bir katkist oluyor, isini daha bilin¢li yapmani sagliyor; dikey

kariyere somut olarak bir katkisini gérmedim.” (04). “Formalite genelde. Insanlar éngoriilen saati
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doldurmak i¢in kurslara gidip geliyor. Hizmet ici egitimlerde ¢ok faydali seyler yapiimiyor bence.

Sadece geregi yerine getiriliyor. Ileriye déniik detayli bir calisma oldugunu soyleyemem.” (Y2).

Ogretmen ve okul yéneticilerinin, Milli Egitim Bakanlig’min mevcut kariyer sisteminin egitim

calhisanlari iizerindeki etkileri hakkindaki goriisleri

Ogretmen ve okul yoneticilerinin, Milli Egitim Bakanhgi’nin mevcut kariyer sisteminin egitim

calisanlari {izerindeki etkileri hakkindaki goriislerine iliskin bulgular Tablo 6°da verilmistir.

Tablo 6: Ogretmen ve Okul Yéneticilerinin, Milli Egitim Bakanligi 'nin Mevcut Kariyer Sisteminin

Egitim Cahsanlar: Uzerindeki Etkileri Hakkindaki Goriislerine Iliskin Bulgular

Alt
Tem Tem Kodlar-Gériisler Yonetici Ogretmen
a a
s [lerleme ve atamalarda liyakat eksikligi calisma verimi Y5, Y6 06, 07, 08
- diisiirmektedir.
— 3
k3 S
= S Mesleki gelecegi planlayamamak ¢aligma verimi Y3, Y4
i o
'z 5 diisirmektedir.
3 o s
K= Olumsuzluklara ragmen meslegin vicdani boyutu Y3 01, 07,08
-
S bizleri giidiilemektedir.
&
& Kariyer gelistirmeye tesvikin olmamasi ¢alisma Y5 01,04
<
LE} motivasyonunu diistirmektedir.
25
= = Mesleki gelecegi planlayamamak karamsarlik Y2,Y3,
= w
2 ¢ yaratmaktadir. Y4
Q r—
@ 2
w
§ g Yiikselme uygulamalarinin objektif olmamasi caligma Y1 02
g
Q sevkini kirmaktadir.
5
[S]
3
> Mesleki gelecegi gorememek ise aidiyeti Y5

azaltmaktadir.

Tablo 6 incelendiginde katilimer 6gretmen ve okul yoneticilerinin Milli Egitim Bakanligi’nin mevcut

kariyer sisteminin egitim calisanlar iizerindeki etkileri hakkindaki goriiglerinin “(1) Performansa

etkileri ve (2). Psikolojik etkileri” olmak iizere iki alt temada toplandig1 goriilmiistiir.
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Katilimeilar birinci alt tema olan “performansa etkileri” ile ilgili olarak “yiikselme ve

atamalarda liyakat eksikliginin ve mesleki gelecegi planlayamamanin” ¢alisma verimini
diisiirdiigiinii ifade etmislerdir. Diger bir alt tema olan “psikolojik etkileri” alt temas ile ilgili olarak
ise bazi katilimcilar “olumsuzluklara ragmen meslegin vicdani boyutunun gidiileyici oldugunu”
ifade etmislerdir. Buna karsin bazi katilimcilar ise “ kariyer gelistirmeye tesvikin olmamasi,
ylikselme uygulamalarinin objektif olmamas1” gibi durumlarin motivasyonu diisiirdiiglinii ve ¢alisma
sevkini azalttigini ifade etmislerdir. Diger baz1 katilimcilar ise “mesleki gelecegi gérememenin ise

aidiyeti azalttigini ve karamsarlik yarattigini” belirtmislerdir.

“Performansa etkileri” alt temasinda goriis belirten bir katilimer goriislerini su sekilde ifade
etmistir: “Ben gsahsen kirgimim. Meslegime degil tabi Ki de adaletsizlige, liyakatsizlige, senden

benden yaklagimlarina kirginim.” (O8).

“Psikolojik etkiler” alt temasinda goriis belirten bir katilimei1 goriiglerini su sekilde ifade
etmistir: “ Ben ‘su su calismalart yaparsam bu da degerlendirilir; benim Kariyer basamagi

atlamamda, yeni bir géreve gelmemde bana yardimci olur’ gibi bir diisiinceniz olmuyor.” (Y5).
Tartiyma ve Sonu¢

Bu arastirma Tiirk Egitim Sisteminde yer alan 6gretmenlik meslegi ve okul yoneticiligine iliskin
kariyer uygulamalarim1 insan kaynaklar1 yonetimi agisindan incelemek ve bu uygulamalarin egitim
yoneticileri ve Ogretmenler iizerindeki etkilerini belirlemek amaciyla yapilmigtir. Arastirma
sonucuna gore Milli Egitim Bakanligi’nin, egitim ¢alisanlarina sagladigi uyum calismalarina iligkin
gortslerinin “(1). Meslege baslarken, (2)Yeni bir pozisyona gecerken ve (3). Emeklilige ayrilirken
saglanan uyum ile (4). Orgiitsel degisime uyumda karsilasilan zorluklar” olmak iizere dért temada
toplandig1 goriilmistiir. Katilimcilar meslege baslarken yapilan uyum egitimlerine iliskin goriiglerini
de “temel egitim, hazirlayici egitim, uygulamali egitim ve uyum egitimleri” olmak {izere dort alt
temada ifade etmislerdir. Meslege baslarken 6gretmenlerin aldiklar1 bu egitimlerin biiyiik oranda
“aday Ogretmenlik” siirecini kapsadigi goriilmektedir. Bu siiregte temel egitimin daha ¢ok devlet
memurlugu ile ilgili genel is ve islemleri, hazirlayici egitimin ise daha ¢ok 6gretmenlik meslegi ile
ilgili konulari icerdigi goriilmektedir. Uygulamali egitimin ise o6gretmenlerin temel ve hazirlayict
egitimden sonra sinif ve okul ortaminda damigsman &gretmenleri esliginde yaptiklart uygulamalar
icerdigi anlasilmaktadir. Katilimcilar temel ve hazirlayict egitimin uyumlarina katki sunan ve katki
sunmayan yanlar1 oldugunu belirtmislerdir. Yildirnm (2012), yaptigi arastirmada benzer sekilde
temel egitim uygulamalarinin giincel problemlerden uzak oldugunu ve siirenin yetersiz oldugunu
saptamistir. Bazi katilimecilar uygulamali egitimde basariy1 kendilerine danisman olarak atanan
ogretmenlerin niteligine baglamaktadirlar. ilgili yonetmelik incelendiginde ise aday gretmenlere
atanacak danigsman Ogretmenlerin niteliklerine iliskin somut ve bilimsel Ol¢iitlere uygun kistaslar

olmadig1 goriilmektedir. Bazi1 arastirmalarda (Ozen, Kilicoglu ve Yilmaz Kiligoglu, 2019; Sar1 ve
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Altun, 2015) danigman 6gretmenlerce aday 6gretmenlere saglanan destegin yetersiz oldugu sonucuna

ulasilmistir. 2016 yilinda yapilan bir degisiklik ile Milli Egitim Bakanlig1 aday 6gretmenlere yonelik
olarak meslegin ilk 6 aymn1 6gretmenleri yetistirme siirecine ayirmistir. Bu siirecte adaylara bagimsiz
ders ve nobet gorevi verilemeyecegi belirtilmistir (MEB, 2016a). Yapilan bu degisikligin aday
Ogretmene ihtiya¢ duyulan tecriibeyi kazandirmasi ve katki sunmasi agisindan olumlu oldugu Koése
(2016) tarafindan ifade edilirken; aday 6gretmenlerin adaylik egitimlerini atandiklari okuldan veya
ilden farkli bir yerde almalar1 imkéan1 sunulmas1 hakkinda Ekinci, Bozan ve Sakiz (2019) tarafindan
yapilan aragtirmada ise bu durumun olumsuz olarak goriildiigii sonucu elde edilmistir. Oysa
ogretmenlerin meslege uyum donemi mesleklerindeki en hassas donemlerden birini olusturmaktadir.
Meslegin ilk yillar1 bir 6gretmenin mesleki kariyerinde en ¢ok giiclilk yasanilan yillar olarak
bilinmektedir (Feiman Nemser, 2003; Hammond, 2005). Bazi katilimcilar aday 6gretmen dosyasi
hazirlamanin uyuma katki sagladigini, bazi katilmcilar ise katki saglamadigimi belirtmislerdir.
Uyum egitimleri konusunda bazi katilmcilar teori ve uygulama uyumsuzlugunun uyumu
zorlastirdigini Savunurken bazi katilimcilar ise yaparak yasayarak uyum saglamaya calistiklarimi

ifade etmislerdir.

Yeni bir pozisyona gegerken yapilan uyum caligmalari ile ilgili olarak bazi katilimcilar,
paydaslarla ve diger meslektaglarla tecriibe paylasarak, Kisisel ¢abalarla cansiz kaynaklardan
Ogrenerek, yaparak yasayarak ve hizmet igi egitim alarak uyum saglamaya calistiklarini ifade
etmiglerdir. Milli Egitim Bakanlhigi’nin 6gretmenlerin meslege uyum ve gelisimlerini saglamada
kullandiklar1 en etkili yontemlerden biri hizmet igi egitimdir. Bununla ilgili olarak gerek Ogretmen
Yetistirme Ve Gelistirme Genel Miidiirliigiiniin merkezi olarak actig1 kurslarin gerekse il ve ilge milli
egitim miudirliiklerinin tasrada actiklar1 hizmet i¢i egitim kurslarmin o6gretmen ve okul
yoneticilerinin mesleki gelisim ve uyumlarina katki saglamaya g¢alistigi soylenebilir (Kayikg1 ve
Turan, 2017). Bununla beraber Milli Egitim Bakanligi’nin yeni bir pozisyona gecerken calisanlarina
yeterince egitim verdigi sOylenemez. Bu aragtirma sonuglarint destekler sekilde Akcadag (2014) ve
Yetim ve Toprak¢r (2020), okul yoneticilerinin ¢ogunun herhangi bir egitim almadigini veya
aldiklar1 egitimin yetersiz oldugunu, uyum ve Ogrenmenin daha ¢ok deneme yanilma yoluyla
oldugunu saptarken; Siingii (2012) ve Okgu (2011) ise yoneticilerin goreve basladiktan sonra ve
cogunlukla bireysel ¢abayla kendilerini yetistirdikleri sonucunu elde etmistir. Tarihsel siire¢ iginde
Tirkiye’de egitim yoneticilerinin hizmet 6ncesi egitim almalarin1 ve kariyer planlamasi yapmalarini
ongoren ilk yasal diizenleme 1998 tarihli Resmi Gazete’de yayimlanan yonetmelik olup bu
yonetmelikle yoOnetici se¢iminin ve yiikseltilmesinin daha giivenilir ve gegerli Olgiitlere gore
yapilmasinin hedeflendigi soylenebilir (Kayik¢i, 2001). Bu yonetmelikle yoneticinin bulundugu
kademede en az ii¢ yil gorev yapmasi ve ardindan yapilacak sinavi basarmasi halinde bir iist
kademeye yiikselmesi durumunda bu kademeye iliskin de uyum egitimi alacagi hitkme baglanmustir.

Ancak bu yonetmeligin uygulanmasi kisa siirmiis ve 2004 yilinda yeni bir yonetmelikle yiiriirliikkten
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kaldinlmistir (MEB, 2004). Sistemsel degisiklikler olurken yapilan uyum caligmalar1 konusunda

katilimeilarin ¢ogu egitim sistemini derinden etkileyen degisikliklerin sik bir sekilde ve alt yapi
Olmadan yapilmasinin uyumu zorlastirdigini ifade etmislerdir. Bu arastirma sonucunu destekler
sekilde baz1 arastirmalarda (Cerit, Akgiin, Y1ldiz ve Soysal, 2014; Durmuscelebi ve Bilgili, 2014) 12
yillik kesintisiz egitim sistemi uygulamasinin anlik bir sekilde uygulanmaya konmasi neticesinde
hem okul yoneticileri hem de diger paydaslarin yeterli bilgiye sahip olmadiklar1 ve dgretmenlerin
yeni programin uygulanmasinda sorunlar yasadigi sonucu elde edilmistir. Emeklilige ayrilirken
yapilan uyum calismalar1 konusunda katilimcilar Milli Egitim Bakanligi’nin emekliye ayrilacak olan
egitim calisanlarina yonelik calisma yapmadigin1 ve bunun da kendilerini degersiz hissetmelerine
sebep oldugunu ifade etmislerdir. Simsek ve Biiyiikkidik (2015) tarafindan yapilan bir arastirma
sonucunda, emekliye ayrilan gretmenlerin sikildiklari, yorgunluk hissi yasadiklari, kendilerini ise
yaramaz olarak gordiikleri gibi sonuglar elde edilmistir. Milli Egitim Bakanligi’nin degisimlere

uyum konusunda heniiz istenen seviyede olmadigi sonucu elde edilmistir.

Yapilan bir arastirma (Sabanci1,1999), 6gretmenlerin yiikselme odiillerini 6nemsediklerini
ancak odiillerin 6gretmenlerin gereksinimlerini karsilama ve is doyumlarini saglama yoéniindeki
beklentilerini karsilamaktan uzak oldugunu gdstermistir. Bu aragtirmada yiikselme uygulamalarinin
liyakat ilkesine uygunlugu konusundaki goriisler sozlii sinav yazili sinav ve dig etkenler olarak ii¢ alt
temada toplanmigtir. Katilmecilar 6zellikle s6zli sinavin ylikselme uygulamalarinda liyakat ilkesine
uygun olarak yapilmadigini ya da liyakat ilkesinin hayata gecirilmesinde sorunlara neden oldugunu
belirtmislerdir. Katilimcilar s6zlii sinavda degerlendiricilerin sahsi fikirlerinin degerlendirmede etkili
oldugunu, sozlii siav sorularinin yonetici yeterligi ile iliskisiz oldugunu, siiresinin az oldugunu,
sozIi smav igerik ve sorularmin belirsiz oldugunu, degerlendirmelerin subjektif, puanlama
kriterlerinin belirsiz, adaylarin diinya goriislerinin degerlendiricilerle uyusmasinin belirleyici
oldugunu belirtirken bir katilime1 ise sozlii sinav 6ncesi secileceklerin belirlendigini 6ne slirmiistiir.
Benzer sekilde bu arastirma sonucunu destekleyen cesitli arastirmalar vardir. Dogan, Demir ve Pinar
(2014) tarafindan yapilan arastirma sonucunda, sozlii sinavda insan unsurunun degerlendirme
sistemine dahil olmasinin 6znel bir durum yaratacagi, komisyonda yer alan bireylerin baski altinda
kalip saglikli karar veremeyecekleri sonucu elde edilmistir. Yolcu ve Bayram (2015) tarafindan
yapilan arastirmada, s6zlii sinav igeriklerinin liyakati 6lgmek igin yeterli olmadigi sonucu elde
edilmistir. Ayrica katilimcilardan bazilar s6zlii sinav komisyonundaki kisilerin kendilerine yonelik
olarak, sorularin cevaplanmasina miidahale etmek, otoriter bir tavir iginde olmak, adaylar1 dikkate
almamak gibi davraniglar sergiledikleri gibi hususlara dikkat ¢ekmislerdir. Cemaloglu (2005),
yoneticilikle ilgili olmayan alanlardan yeterlik sinavlarina tabi olunmasinin uygulamanin amacindan
sapmasina sebep oldugunu; Kayikei, Ozdemir ve Ozyildirim (2015), sozlii sinav siiresinin yonetici
yeterliklerini 6lgmek igin yetersiz oldugunu, ayrica sozli sinavda baski gruplarimin etkili oldugunu

ve bunun da olumsuzluklara sebep oldugunu; Aydin Bas ve Sentiirk (2017) ve Sayan ve Yildirim
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(2019), sozli sinav siirecine siyasi faktorlerin dahil oldugunu, dolayisiyla adam kayirmacilik

durumlarinin yasandigini belirtmislerdir. Arastirma sonucunda yazili sinav konusunda ise bazi
katilimcilar yazili smavin liyakati 6lgmedigini belirtirken bazi katilimcilar ise bu sinavin liyakate
katki sundugunu ifade etmislerdir. Bu bulgular1 destekleyen cesitli arastirmalar bulunmaktadir.
Boydak Ozan, Gavcar, Sacakli ve Sahin (2014), bir adayin yonetici yeterliklerine sahip olup
olmadiginin yazili sinav ile belirlenemeyecegini savunurken; Dogan ve digerleri (2014) yaptiklar
arastirmada, bu bulguyu destekler sekilde yazili sinav igeriginin tartismaya acik olsa bile, yazili
sinavin objektif ve adil olmasi sebebiyle degerlendirme igin bir gereklilik oldugunu belirtmislerdir.
Baz1 katilimcilar ise siavlar disindaki dis etkenler olarak siyasi tercihlerin ve sendikal tercihlerin
yikselmede liyakati olumsuz etkiledigini belirtmislerdir. Ayni sekilde Kayik¢1r (2013) ve
Ozdogru’nun (2019) arastirmalarinda yonetici segimi siirecine sendikal ayrimciliklarin ve siyasi

baskilarin etki ettigi sonuglarini elde etmislerdir.

Aragtirmaya katilan 6gretmen ve okul yoneticilerinin 6nemli bir kismi egitim sisteminde gerek
odiillendirme ve gerekse yiikseltme yontem ve uygulamalarinin adaletli olmadigini belirtmislerdir.
Aragtirmada adaletsizlige sebep olan faktorlerin en onemlilerinden birinin siyasi veya sendikal
etkilerin ddiillendirmeyi etkilemesi oldugu, bir digerinin ise 6diil dagitim kriterlerinin belirsizligi
oldugu gorilmistiir. Kiigiikcene ve Aydogan (2018) odiillendirmede tarafsizhigin ¢ok Onemli
oldugunu ifade ederlerken; Helvaci (2010) okul ydneticilerinin etik davranisa iligkin en diisiik
diizeyde davraniglarindan birinin de Ogretmenlerin basarisinin adaletli olarak 6diillendirilmesi
oldugunu belirtmistir. Benzer sekilde Demirtas ve Ozer (2014), Demir ve Pmar (2013) ve Ozmen ve
Komiirli (2010) o6diil dagitim seklinin adaleti olumsuz etkiledigi sonucunu elde etmislerdir.
Arastirmada bir bagka problem olarak 6ne ¢ikan sendikalarin atamalarda etkili olmasi, 6gretmen ve
okul yoneticilerini olumsuz etkilemekte ve adalet duygularin1 zedelemektedir. Atamalarda sendikal
etkiler konusunda Kayike¢1 (2013) tarafindan yapilan arastirmada 6gretmen ve okul yoneticilerinin
iiye olduklar sendika ile meslekte yiikselme beklentileri arasinda anlamli bir iliski oldugu ve
ylikselme beklentisi igindeki yonetici ve Ogretmenlerin iktidara yakin sendikalar1 tercih ettikleri
sonucuna varilmistir. Konan, Bozanoglu ve Cetin (2017) tarafindan yapilan arastirmada da
sendikalarin  yonetici gorevlendirilmesinde etkili oldugu ifade edilmistir. Mevcut durum
degerlendirildiginde esitlik ve yansizlik ilkelerinin dikkate alinmadigi, adaylarin bulunduklari
kosullar agisindan degerlendirilmedigi, avantaj saglayacak sendika, yoneticilik, siyaset ve 0Ozel
iliskiler gibi olumsuz durumlarin esitsizlik yarattigi ve bunun da firsat esitsizligine sebep oldugu
sonucu ortaya c¢ikmaktadir. Bir katilimci yonetici atamada son 4 yildan 6nce alinmis belgelerin
gegersizliginin adaleti zedeledigini belirtmistir. Bu uygulama sadece adaleti zedelemekle kalmaz
ayni zamanda devletin siirekliligi ilkesine de ters diismektedir. Ciinkii hiikiimetler gegicidir ancak

devleti temsil eden kurumlarin siirekliligi vardir.
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Arastirma sonucunda, Milli Egitim Bakanlhigi’nin c¢alisanlarma sundugu kariyer yonetme

(kariyer planlama ve gelistirme) olanaklar1 ile ilgili olarak, yonetici atama yonetmeliklerinin kariyer
planlamasmin bir parcast oldugu ifade edilirken, yonetmeliklerin sik sik degismesi ve 4+4
gorevlendirme usuliiniin yoneticilerin kariyer planlama ve gelistirme ¢alismalarini olumsuz etkiledigi
sonucu elde edilmistir. Ozellikle okul miidiirlerinin miidiirliik gérevini 4 yillik bir siire igin gegici
gorevlendirme yoluyla yerine getirmeleri onlari “midiir yetkili 6gretmen” konumuna getirmistir.
Kadrolu olmadiklar1 ve 4 yil sonra ne olacaklarini bilemedikleri i¢in okul midiirlerinin kariyer
planlamasi yapmalar1 olanaksiz hale gelmistir. Argon (2015) tarafindan yapilan arastirmada insan
kaynaklar1 iglevlerinin yerine getirilmesine engel durumlardan birinin de Kariyer planlamasinin
olmamasi oldugu sonucu elde edilmistir. Gelecegini planlayamayan ve gelecekte ne olacagi belirsiz
olan okul yoneticilerinin okulun siirekliligini saglayacak uzun vadeli projeler iiretmesi ve okulun
vizyonuna yeterli katki saglamasi giigtiir. Ayni sekilde bugiin okul miidiirii olan kisinin 4 y1l sonra ne
olacaginin bilinmemesi onun makam gilivencesi olmadigini gostermektedir. Maslow’un ortaya
koydugu ihtiyaglar hiyerarsisinde gilivenlik ihtiyaci insan yasaminda karsilanmasi gereken birincil
ihtiyaglar arasinda yer almaktadir (Sabuncuoglu ve Tiiz, 1995). Insan kaynaklar1 yonetiminin
ilkelerinden biri olan makam giivencesinden yoksun okul yoneticilerinin kendilerini psikolojik baski
altinda hissettikleri, giivence sahibi olmalarinin ise kaygilarini azaltarak baris ve huzur ortaminda
caligmalarina katki sagladigi belirlenmistir (Englir ve Kayik¢i, 2020). Okul miidiirlerinin
yurittiikleri yonetim goérevinin geregi olarak Devlet Memurlar1 Kanunu’nda yer alan hizmet siniflart
(Madde:3/a) iginde “genel idare hizmetler” sinifi yerine 6gretmenlerin hizmet sinifi olan “egitim
Ogretim hizmetleri “sinifinda yer almalar1 onlarin kariyer gelisimini ve planlamasini engelleyen
onemli bir unsur olarak karsimiza ¢ikmakta ve bu durum egitim yoneticiliginin bir kariyer meslegi

olarak gelismesini de engellemektedir.

Aragtirmada kariyer gelistirme ile ilgili olarak hizmet i¢i egitimlerin dikey Kkariyer
yiikselmesinde dikkate deger katkisinin olmadigi ve hizmet i¢i egitim ¢aligmalarinin yetersiz oldugu
sonuclar1 elde edilmistir. Arastirma bulgularina paralel olarak Ayvaci, Bakirci ve Yildiz (2014),
Tascioglu (2006) ve Ozen (2006) yaptigi arastirmalarda hizmet ici egitim ¢alismalarmin pratige
doniik olmadigi sonuglarmi elde etmislerdir. Kariyer gelistirmenin tesviki konusunda ise
katilimcilarin gogu tesviklerin yetersiz oldugunu ifade etmislerdir. Genel olarak degerlendirildiginde
aragtirmada Kariyer planlama, kariyer gelistirme ve kariyerin tesviki konusunda yapilan ¢alismalarin
yetersizligi 6n plan ¢ikmaktadir. Bununla beraber 3 /2/2022 tarihli Resmi Gazete’de yayimlanan
“Ogretmenlik Meslek Kanunu” ile dgretmenlik mesleginin kariyer basamaklarmin olusturulmast,
kidemin yaninda belli bir egitimin ongoriillerek meslekte yilikselme olanaklarinin getirilmesi ve
ylkselmelere bagli olarak oOgretmenlerin 6zliilk haklarinda ve maddi durumlarinda diizeltmeye
gidilmesinin Ongoriilmesi kariyer ilkesinin uygulamaya yansitilmasi agisindan 6nemli kabul

edilmekte ve ve bunlarin 6gretmenleri lisansiistii egitime tesvik ettigi goriilmektedir. Bu kanun Tiirk
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Egitim Sisteminde 1999 yilinda yiiriirlige girdikten kisa siire sonra ylirlirliikten kaldirilan ve egitim

yoneticilerinin kariyer planlamasi ve gelisimine olanak veren yonetmelikten sonraki en &nemli

kariyer yonetimi adimidir.

Arastirma sonucunda kariyer uygulamalarinin performansa etkileri konusunda daha ¢ok
liyakat ilkesinin yeterince uygulanmamasindan kaynakli ortaya c¢ikan haksiz durumlarin calisma
sevkini ve verimliligini azalttigi, mesleki gelecegi tahmin edebilmenin miimkiin olmamasinin ise
verimsizlige sebep oldugu sonuglari elde edilmistir. Karabag Kose, Tas, Kiigiikcene ve Karatas
(2018) tarafindan yapilan arastirmada katilimcr &gretmenlerin ¢ogu okuldaki motivasyon
diisiikliigiiniin sebeplerinden birinin de liyakatsiz yoneticiler oldugunu ifade etmislerdir. Bunun
yaninda ayni arastirma sonucuna goére okuldaki motivasyon diisiikliigiiniin sebeplerinden bir digeri
ise genel politikalardan kaynakli, gelecegi gérememenin yarattig1 belirsizliktir. Bu aragtirmaya gore
mevcut kariyer sisteminde kariyer gelistirmeye tesvikin olmamasinin ¢alisma motivasyonunu
diistirmesi, yiikkselme uygulamalarinin objektif olmamasmin ¢aligma sevkini kirmasi, mesleki
gelecegi planlayamamak ve gelecegi gorememenin c¢alisanlarda karamsarlik duygusu yaratmasi ve
onlarin ise aidiyet duygusunu azaltmasi mevcut kariyer sisteminin g¢alisanlar {izerindeki Onemli
etkileridir. Yine Cift¢i (2017) tarafindan yapilan yiiksek lisans tez ¢alismasinda ise yonetsel agidan
Ogretmenlerin motivasyonlarint etkileyen durumlardan birinin de liyakatsiz yonetici oldugu sonucu
elde edilmistir. Psikolojik etkiler konusunda ise kariyer yonetimi uygulamalarinin is verimine
olumsuz etki ettigi sonucu elde edilmistir. Buna karsilik arastirmanin bir bagka sonucu olarak bir
kisim katilimer muhtemel olumsuzluklara ragmen 6gretmenlik mesleginin vicdani boyutunun bu tarz
olumsuzluklardan 6nce geldigini bu sebeple her zaman pozitif kalmaya ¢alisilmasi gerektigini ifade
etmislerdir. Demirkol ve Kili¢ (2017) ve Toprake¢i, Bozpolat ve Buldur (2010) tarafindan yapilan
arastirmalarda da benzer sekilde 6gretmenlik mesleginin vicdani boyutunun meslegi sorgulatan,
mesleki davraniglar sergilenmesi siirecinde bir dlgilit ve bir ¢esit 6zdenetim unsuru oldugu ifade

edilmistir.

Sonug olarak aday 6gretmenlerin yetistirilmesinde gorev alacak 6gretmenlerin niteliklerinin
belirlenmesinde somut ve bilimsel kistaslara yer verilmelidir. Buna iliskin olarak uzman
ogretmenlere, alaninda yiiksek lisans ve doktora yapan Ogretmenlere, projelerde yer alan, bilimsel
eserler iireten veya alana yaptig1 katkilar dolayisiyla 6diil alanlara 6ncelik verilmelidir. Yo6neticilige
atama ve ylikseltmelerde subjektif 6l¢iitler ve sendikal tercihler yerine akademisyenlerce hazirlanmis
ve bagimsiz kuruluslar tarafindan (OSYM gibi) yapilan yazili sinavlar ve yine akademisyenlerin de
icinde yer aldigi miilakat sinavlarina yer verilmelidir. Yiikselmelerde, alaninda lisansiistii egitim,
hizmet i¢i egitim, uzmanlik ve basogretmenlik, proje ve diger bilimsel ¢alismalar ile mesleki
performans ve ddiilleri dikkate alan degerlendirmeler yapilmalidir. Egitim yoneticiliginin bilimsel ve

profesyonel bir meslek oldugu ve bunun igin ayri bir egitime ve yeterlik alanina sahip oldugu kabul
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edilerek bu alanda yetismis kisilerden secilmesine 6zen gosterilmeli ve okul miidiirleri okul

miidiirligi kadrosuna atanarak genel idare hizmetleri sinifinda yer almalidir.

Etik Kurul izin Bilgisi: Bu arastirma, Akdeniz Universitesi Sosyal ve Beseri Bilimler Bilimsel
Arastirma ve Yayin Etigi kurulunun 29/03/2021 tarihli ve 144 sayili karart ile alinan izinle
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Abstract

The purpose of this study is to examine the career practices related to teaching profession and school
administration in the Turkish Education System in terms of human resources management and to
determine the effects of these practices on educational administrators and teachers. The research is a
case study, which is a qualitative research method. The criterion sampling method was used to
determine the study group. The study group of the research consisted of 8 administrators and 8
teachers working in 1 primary school, 2 secondary schools and 1 high school in Manavgat district of
Antalya province in the 2020-2021 academic year. Interview and document analysis techniques were
used to collect the research data. Descriptive and content analyses were used to analyse the data
collected with a semi-structured interview form. As a result, it was determined that the participants
thought that the adaptation trainings carried out by the Ministry of National Education regarding
human resources management career practices were insufficient, the promotion procedures were
uncertain, the practices were not in line with fairness and merit, and the Ministry of National

Education was not successful enough in applying career management.
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Introduction

The most important criterion of success of management, which is defined as the process of
organizing and coordinating people who have come together to do predetermined jobs in an
organization is the level of reaching the goal of the organization (Basaran, 1989). On the other hand,
the quality success criterion of contemporary organizational management is the level of reaching the
goals of both the organizational element representing the production-work dimension of the
organization and the human element representing the relationship dimension, which Blake and
Mouton (1978) stated as the (9,9) point in their managerial grid. The management's achievement of
the organization's purpose depends on the effective and efficient use of existing material and human
resources in the organization. However, it can be said that the human resource is a more critical
element than the material resource. Because the effective and efficient use of material resources
depends on human resources that are selected, trained and employed in accordance with scientific
and rational management principles. Merit, impartiality, openness, assurance and career principles
can be mentioned among the principles that guide the practices in human resources management,
which is one of the contemporary management approaches. In this study, career practices in the
Turkish Education System will be examined within the framework of the career principle, which is
among the stated principles of human resources management. The career principle, which expresses
the ability to gain more prestige, income and prestige by advancing on a chosen path (Can, Akgiin, &
Kavuncubasgi, 2001) has an important function in realizing the goals of both the organization and the
employees. The career principle not only took its place in the scientific literature as a part of theory,
but also took place among the basic principles in the Civil Servants Law that guides the functioning
of public administration in Turkey. Career, which is frequently emphasized in the human resources
management section of the 2023 Education Vision Document (Ministry of National Education
[MoNE], 2018), has also been the main topic that has come to the fore and discussed in the Teaching
Professional Law.

Employees, who spend a significant part of their lives in organizations, try to meet the
expectations of the organization while they want to realize their various expectations regarding
organizational life. For instance, employees want to rise professionally and gain prestige as well as
earning money. For this, employees want to know where they can be in the future and set goals for
themselves (Tunger, 2012). On the other hand, organizations want their employees to develop
themselves, adapt to innovations and participate in teamwork (Tasliyan, Ar1 & Duzman, 2011), and
thus realize the organizational goals, which are the reason for the organization's existence. The
human resources management tries to meet the above-mentioned expectations of the organization on
the one hand, and the demands of the employees, on the other, by applying the career principle. For
employees, career is a process that includes the development and progress they have achieved in

their business life in particular, and the positions they have achieved throughout their life in general
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(Bingol, 2019). The proper execution of this process is possible with the application of a suitable

goal-oriented career management plan by the administrations.

Career management is a process that aims to harmonize the needs, abilities, and goals of
employees with their future expectations and to transfer employees correctly during the execution of
organizational activities (Bingol, 2019). Career management consists of two components: “career
planning" and "career development™ (Aykut, 1998). Career planning, in short, is the making of future
plans regarding the goals and positions determined by the person during their profession. Regarded
as social and open system whose input and output are human (Hoy & Miskel, 1996; Kaya, 1993),
educational organizations are constantly in change and development process to maintain balance
(Hodgetts, 1997) in their interactions with their environment (Basaran, 2006). For this reason, in
terms of providing opportunities for employees to keep themselves up-to-date and open to
innovations (Eres, 2004), career development is more important in educational organizations

Career development provides other benefits to employees besides keeping up with
organizational change. For instance, career development through professional and personal
development will help student success by improving the quality of teachers (Sullivan & Glanz, 2015)
and thus help the school organization reach its goal. Career development contributes to the
achievement of organizational goals as well as meeting the individual's special needs. Within the
framework of career development studies, it has been observed that training and development
programs which are provided to the employees to achieve their targeted goals from the moment they
are employed, also provide psychological satisfaction for the individual (Aytag, 2005). In addition,
the appreciation and rewarding of the teacher's work and success within the scope of career
development studies can positively affect their motivation (Kaplan & Giilcan, 2020).

For the career management, which consists of career planning and career development, to be
carried out effectively and efficiently, organizational management must first examine and understand
the career stages. According to Bingol (2019), these stages can be analysed in five stages: “(1)
Preparation for Work: Awareness of the requirements of the desired profession and the benefits of
this profession and making the first choice of profession, (2) Introduction to the Organization: The
emergence of mismatches between having a job, initial information and facts encountered and initial
disappointments, (3)First Career: Efforts to learn the job, gain self-acceptance and achieve success,
(4) Mid-Career: Efforts to maintain position, growth and advancement, (5) Final Career: Final
preparations for maintaining productivity and leaving work.”

Some studies conducted in Turkey and around the world have revealed the relationships
between career management and various variables. Adekola (2011), Albayrak (2007), and Wenxia
and Bo (2008) determined that there is a positive relationship between career management practices
with professional satisfaction and work commitment. Balyer (2013) concluded in his research that
economic, ideological, and political factors negatively affect the career development decisions of

administrators. irmis and Bayrak (2001) stated that organizations can adapt to rapid competition with
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career planning and career management. Bakalc1 (2010) found in her study that there is a positive

relationship between work commitment and the human resource management functions such as wage
management, performance management, training and development of employees, and career
development. Likewise, in Karaca's (2009) research, it was determined that the human resources
competencies of administrators are related to the organizational commitment of teachers. According
to Torun's (2007) research, while newcomers take ownership of their jobs more and are satisfied with
their jobs, their desire to leave their job increases as the age progresses, and their job satisfaction
decreases.

The career principle is included in the "Basic Principles" section of the Civil Servants Law
(CSL, 1965), which determines the working procedures and principles of public employees in
Turkey and career is defined as “providing civil servants with the necessary information for their
services and the opportunity to rise to the highest ranks in their classes, in accordance with the
conditions of their upbringing” (Item: 3). In item 214 of the same law, regarding the training of civil
servants, it is defined that “In-service training to be implemented in order to train civil servants,
increase their efficiency and prepare them for further duties is carried out within the regulations to be
prepared by the State Personnel Presidency together with the relevant organizations.” (CSL, 1965).
In-service training, which is defined as planned training and development activities within or outside
the organization aiming at adapting the employees to the organization, reaching the desired
performance level, and gaining the necessary skills and attitudes in harmony with the changing and
developing conditions (Kayik¢t & Turan, 2017) is one of the most important tools used for the
development of teachers, administrators and other employees in the Turkish Education System. In
Turkey, in-service training of educational employees is generally carried out by the central
organization through courses held in In-Service Training Institutes and hotels, and local in-service
training courses organized by Provincial-District National Education Directorates.

Some of the trainings aiming at the adaptation and development of the employees are the
basic training, preparative training and applied training activities carried out at the first entry to the
profession within the scope of the candidate teacher training program (MoNE, 2016a). Within the
scope of civil servants' personal rights, two types of promotions are envisaged as "Stage
Advancement" and "Rank Advancement" in the Civil Servants Law. Some of the career management
practices in the Ministry of National Education are carried out in accordance with the provisions of
the Civil Servants Law (the Law 657) and the Law 3797 pertaining to Organization and Duties of the
Ministry of National Education (Eres, 2004). With the "Regulation for Promotion in Teaching Career
Levels" published in 2005, the teaching profession is divided into three career stages "Teacher,
Specialist Teacher and Head Teacher" after the candidate teaching period (MoNE, 2005), however, it
did not go beyond an academic title and a small amount of financial increase reflected in the salaries
of those who were successful in an exam. Although it is concluded that the creation of career steps

for teaching profession will contribute to the professional development of the teacher (Kaplan &
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Giilcan, 2020), the continuity of this practice has not been achieved since 2006. With the "Teaching

Profession Law" published in the Official Gazette dated 3.2.2022, the teaching profession is divided
into three career steps as "Teacher, Specialist Teacher and Head Teacher" after the candidate
teaching period as in the previous regulation (Item: 4).” According to the candidate procedures
specified in the law, having a certain experience in their current level (10 years for specialization, 10
years after specialist teaching for head teacher), teachers who achieve success in the written exam
(Master's teachers will be exempted from the specialization exam, and doctorate teachers will be
exempted from the head teacher exam) after participating in the training program(180 hours
Specialist Teacher Training Program for specialist teacher, 240 hours Head Teacher Training
Program for head teacher) and carrying out the prescribed work, will be able to go to the next career
ladder and there will be an increase in their financial income as teachers move up the career ladder.
In this law, it is also foreseen that a degree will be given for each title promotion and additional
indicators will increase by 2023 (MoNE, 2022).

Despite some of the developments mentioned above, the ongoing debates on career
advancement (Kaplan & Giilcan, 2020) and the administrative practices in Turkey show that there is
not enough improvement in the implementation of the career principle or an effective career
management system and career planning suitable for this system (Tunger, 2012). It is also seen that
there are significant problems in terms of career. For instance, school administration is not seen as a
scientific and professional profession in Turkey (Balci, 2021; Kayike1, 2001; Onural, 2005). So, with
a regulation (MoNE, 2014), school managers are appointed as a "principal authorized teacher" for a
temporary period (4 years) from among the teachers who are found suitable, instead of being
appointed to the staff of the directorate in accordance with the general administration services class
(Kayike1, 2021). While the provincial education inspectors were routinely carrying out guidance and
on-the-job training activities of educational organizations every year, to ensure organizational
development and guide the employees, which are the most important elements of career management
in the Turkish Education System, their routine guidance and on-the-job training duties have been
terminated (Kayikg¢i, 2021; MoNE, 2016). With this practice, it became impossible for school
principals to be trained on the job by provincial education inspectors who are education specialists,
and the supervision of teachers was left to school principals who received the same education as
them. It has been concluded that unions affect the career plans of administrators and teachers, being a
member of unions close to political power makes it easier to reach career goals and being a member
of unions that are far from political power makes it difficult to reach career goals (Kayikg1, 2013).
Karatuzla (2020), examining Nursing Research Based on Career Planning and Development in
Turkey, determined that career planning and development activities are not sufficient on an
organizational basis, but nurses are open to professional development and career planning. In studies
conducted in the field of in-service training as a tool for career development in Turkey, it has been

determined that the content, duration and number of in-service training activities are insufficient, and
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the needs are not taken into account while planning (Kayik¢1r & Turan, 2017). Although, in the

MoNE 2023 Education Vision Document, horizontal and vertical career specialization areas for
teachers and school administrators on career foreseen to be restructured, such as "Teaching
Profession Specialization Program" for teachers and organizing school administration as a
professional specialization and to structure it as a career step (MoNE, 2018), the applications related
to these have not been implemented yet. Besides this, the name of the Directorate General for
Human Resources, one of the unit of the Ministry of National Education, which carry out these
applications in accordance with the human resources management as a part of modern management
approach, was changed to Directorate General of Personnel that represents the classical management
approach.

When considered in terms of human resources management as a contemporary management
approach, it is of great importance to successfully fulfil the career elements such as adaptation to the
profession, education, development, career advancement, career planning and motivation needs of
teachers and school administrators, which are critical human resources of the Ministry of National
Education. However, as explained above, it is seen that there are problems in the implementation of
career elements in practice and the human resources management is not yet systematically included
in the education system. This study is important in terms of presenting scientific data on career
studies in the Turkish Education System in terms of human resources management and contributing
to the realization of career studies based on human resources management in line with these data.
This research is also important in terms of establishing the scientific basis of educational
administration in Turkey and contributing to the professionalization of administration of education
and at the same time trying to complete the lack of research in this field.

The aim of this study is to determine how the current career practices in the Turkish
Education System are realized and how these practices affect the employees, based on the views of
school administrators and teachers, and to evaluate these practices in terms of the career principle of
human resources management. For this purpose, answers to the following questions were sought:
What are the views of teachers and school administrators about;

1. Adaptation trainings prepared by the Ministry of National Education for educational

employees?

2. Adequacy of the Ministry of National Education's promotion practices with the principle

of merit?

3. Adequacy of the Ministry of National Education's rewarding and promotion practices with

the principle of justice?

4. Career management (Career planning and development) opportunities offered by the

Ministry of National Education to its employees?
5. The effects of the current career system of the Ministry of National Education on

educational employees?
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Method

The case study design, one of the qualitative research designs, was used in the research. A case study
is a research method based on “how” and “why” questions and allows the researcher to examine in
depth a phenomenon or event that cannot be controlled (Yildirim & Simsek, 2011). When research
seeks to answer a descriptive question (What is happening or what happened?) or an explanatory
guestion (How or why did something happen?), the case study method would be appropriate in the
relevant research (Yin, 2017). In this research, with the case study method, school principals,
assistant principals and teachers working in public schools were asked to express their views on how
the career practices in the Turkish Education System are and how they were realized, by describing
their experiences and these descriptions were tried to be interpreted and explained in terms of the
career principle of human resources management.

Participants

Considering the easy accessibility, the research was conducted with 16 participants in Manavgat
district of Antalya province, where the researchers also located. The participants consist of 4 school
principals, 4 assistant principals and 8 teachers who work in public schools selected by considering
maximum diversity from different levels (1 primary school, 2 secondary schools, 1 high school)
affiliated to the Ministry of National Education in the 2020-2021 academic year. Within the scope of
the research, 2 of the participants were female and 14 were male. The reason of the number of
teachers and school administrators being equal in the research is that it is thought that the
perspectives of the administrators who are on duty and the perspectives of the teachers who used to
be administrators may provide findings from different perspectives about the research problem.
Criterion sampling method, one of the purposeful sampling methods, was used to determine the
study group.

The logic of this sampling method is to study and review situations that meet some
predetermined criteria for the situation to be studied (Patton, 2014). Thus, the working group consists
of people, events, objects or situations that meet these criteria determined for the problem. Since case
studies are a detailed and in-depth research method, the study group may be relatively small
(Yildirnm & Simsek, 2011). Considering that versatile and satisfying information may be reached,
the criteria of being a teacher (having administration experience) or administrator in public schools,
having different genders and having at least 10 years of professional seniority in the profession were
considered for the determination of the study group.

Demaographic characteristics of participants in the research are presented in Table 1.

Table 1. Demographic Information about Administrators and Teachers
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Professional

Administration

Nickname Gender Task Seniority (Year) Seniority (Year)
Y1l Female Principal 16-20 year 11-15 year
Y2 Male Principal 21 and over 11-15 year
Y3 Male Principal 11-15 year 6-10 year
Y4 Male Principal 21 and over 21 and over
Y5 Male Assistant Principal 21 and over 1-5 year
Y6 Male Assistant Principal 11-15 year 6-10 year
Y7 Female Assistant Principal 16-20 year 6-10 year
Y8 Male Assistant Principal 21 and over 21 and over
01 Male Teacher 16-20 year 6-10 year
02 Male Teacher 21 and over 1-5 year
03 Male Teacher 21 and over 6-10 year
04 Male Teacher 21 and over 11-15 year
05 Male Teacher 21 and over 6-10 year
06 Male Teacher 11-15 year 1-5 year
07 Male Teacher 21 and over 6-10 year
08 Male Teacher 21 and over 21 and over

Data Collection Tools and Data Collection

Data collection was done through interviews and document analysis. A semi-structured interview
form was used as a data collection tool for interviews. In order to develop the data collection tool,
firstly, the literature about career, which is the subject of the research, was scanned. Considering
both the examination of the career principle of human resources management and the career practices
in the Turkish Education System, the interview draft form was created by forming interview
guestions and probe questions in line with the purpose of the research and sub-problems. Interviews
were conducted through interview forms, which were finalized in line with two experts’ views. The
participants were informed before the interview, the content of the interview and the interview
participation permission forms were delivered. The interviews were conducted face-to-face by
visiting the participants’ own working environments in the spring term of the 2020-2021 academic
year.

Each interview lasted an average of 45-60 minutes. Data collection was carried out in the form of
voice recording and note taking. Interviews with 13 participants were audio recorded. The data
obtained during the interviews with the rest of the participants (3 participants) were recorded by the
researcher using note-taking method. Afterwards, all the records were arranged by computer as
written texts and the participants read again and their consent was obtained for confirmation. Some

of the questions in the interview form are: “What are your views about the adaptation trainings
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prepared by the Ministry of National Education for educational employees? “What are your views

about the adequacy of the Ministry of National Education's promotion practices with the principle of
merit?

In addition, with the document analysis method in obtaining the data in the research, some
documents such as the "The Teaching Profession Law published in the Official Gazette dated
03/02/2022, the Civil Servants Law No. 657; Regulation on Selecting and Assigning Principals to
Educational Institutions affiliated to the Ministry of National Education (2021); Directive on Giving
Achievement, Outstanding Achievement Certificates and Rewards to the Personnel of the Ministry
of National Education (2013); "Directive on the Novice Teacher Training Process"”, which entered
into force with the Authority's Approval dated 02.03.2016 and numbered 2456947, were examined
and analyzed (Yildirim & Simsek, 2011).

Data Analysis

Data analysis in qualitative research necessitate collecting and writing data first, supporting it with
visuals, if any; then coding the collected data and consequent creation of themes and finally
presenting this data in tables, figures or discussions (Creswell, 2014). In the analysis of the data
obtained as a result of the interviews, descriptive analysis and content analysis methods were used.
In the descriptive analysis process, to present the data to the reader in an organized and interpreted
manner, the data were organized according to the themes, and direct quotations were frequently used
in order to clearly and fully reflect the views of the participants. Afterwards, with content analysis,
the data obtained from the participants were first coded, compared, and the similarities between them
were organized and interpreted by bringing them together within the framework of certain concepts
and themes. In this way, it has been tried to ensure that the readers can understand the data more
easily (Yildirim & Simsek, 2011).

Validity and Reliability

In qualitative research, the fact that the researcher takes the necessary precautions to ensure that the
information about the subject he is working with is correct, means validity, while presenting the
stages of his research and the collected data in a way that allows other researchers to evaluate it
clearly and in detail means reliability. It can be said that the measures taken to ensure validity are
also measures taken to ensure reliability (Yildinm & Simsek, 2011). In the data collection process,
some strategies such as credibility, transferability, consistency, and confirmability were used to
increase the validity and reliability in qualitative research (Yildinm & Simsek, 2011). To increase
the internal validity (credibility) of the research, first of all, the relevant literature was examined, and
a conceptual framework was created. The questions prepared within the conceptual framework
created were reviewed and edited by two faculty members who are experts in the field of educational

administration. Before asking questions to the participants, they were informed that the research was
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on a voluntary basis and that their personal information would be kept confidential. After the data

obtained from the interviews were written down, they were sent to participants, and it was confirmed
that these data were compatible with their experiences. To ensure integrity in the process of coding
the collected data and creating the themes, the views of experts in the field were frequently
consulted. During the presentation of the data, direct quotations were applied, and the harmony of
the theme, code and data was critically filtered. To ensure the external validity (Transferability) of
the research, all ways and methods such as the research model, study group, data collection tool and
data collection process, data analysis and interpretation are clearly stated. To ensure internal
reliability (Consistency), the conceptual framework created at the beginning of the research was used
while performing data analysis. Thus, it is aimed to enrich the internal reliability (LeCompte &
Goetz, 1982, as cited in Yildinnm & Simsek, 2011). In addition, the data obtained were presented
directly by three researchers with a descriptive approach without any interpretation. Recording and
keeping the raw data obtained so that it can be examined by others is one of the measures applied to
ensure external reliability (Confirmability) (Miles & Huberman, 1994). The researcher recorded and
stored the data he obtained. The researcher also clearly expressed his position in the research process
and clearly defined the participants. To ensure external reliability, the environment in which data
collection was carried out was also specified, the conceptual framework was defined, and the
methods of data collection and analysis were clearly stated (LeCompte & Goetz, 1982, as cited in
Yildinm & Simsek, 2011).

Findings

In this section, the findings related to the sub-problems of the research are given.

Views of teachers and school administrators about the adaptation trainings provided by the
Ministry of National Education for educational employees

The findings concerning the views of teachers and school administrators about the adaptation
trainings provided by the Ministry of National Education for educational employees are given in
Table 2

Table 2. Findings Concerning the Views of Teachers and School Administrators about the

Adaptation Trainings Provided by the Ministry of National Education for Educational Employees

Subthe

Theme me Codes-Views Administrator Teacher

5 o 2 Training with assigned teachers, Y3, Y5, Y6 02,03, 05

£ ;E_ § Theory and practice mismatch Y3, Y6 02

S O F

E = = complicates adaptation training.

5 g E;_ We learn adaptation by doing/through Y6 01, 03, 06, 07
g a § experience.

[+ 5]

< s}

Basic training contributes to adaptation.  Y1,Y3,Y6,Y7 Ol, 04

ic
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Basic training does not contribute to Y3, Y4 06
adaptation.
Preparative training contributes to Y1 01, 04
[«5)
% 2 | adaptation
— c
§ lf_E Preparative training does not contribute
o to adaptation. Y4 06
Advisory teachers contribute to Y2,Y3,Y4,Y8 04,05
adaptation.
2 Unqualified advisory teachers do not Y1, Y6, Y7 01, 02, 03, 05,
c
'E contribute to adaptation. 06, 08
3 Preparing “candidate teacher file” 04, 08
:E% contributes to adaptation.
Preparing “candidate teacher file” does
not contribute to adaptation. Y2,Y3, Y4 02, 06
Experience sharing with stakeholders/personal Y1,Y2,Y3, Y4, Ol,02, 03, 04,
efforts, Y5, Y6, Y7, Y8 03, 06,07, 08
[
2
§ Learning by doing/through experience, Y2,Y3,Y4,Y5 01,0205
[a
g
i Learning from inanimate sources/personal efforts, Y1, Y5, Y8 01
o
=3
=4 Taking in-service training. Y1,Y2, Y3 03, 04, 05, 06
S
<
o .
S Sharing information with colleagues. Y2,Y3,Y6 01
g
§ Training done by the organization during the Y4,Y6, Y7
S service.
Training taken before service, 08
S Y1,Y3,Y4,Y5 02,03, 04,05,
= % No training is done. Y8 07, 08
£
(24 c
= .8 .
& & | I'have noinformation about this. 06
g
< - Ty Py Py Py
g E Making changes frequently, Y1,Y2,Y3,Y4, 0O3,04,07,08
8 ‘c;u Y6
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Implementing changes without infrastructure, Y2,Y3,Y5 Y6 Ol, 02,07, 08

Not taking the views of the practitioners, Y3, Y5 01, 02, 06, 07,
08

Insufficient training given to stakeholders, Y1,Y2,Y3,Y6 Ol

Instant decisions taken, Y2,Y4,Y5 Y7 O2

Stakeholders’ not being informed about change, Y2, Y4 05,08

As it was given in table 2, the views of the participating teachers and school administrators about the
adaptation trainings provided by the Ministry of National Education to the educational employees are
gathered under four themes as "(1). Adaptation trainings at the beginning of the profession, (2).
Methods used in adapting to a new position, (3). Retirement adaptation trainings and (4). Elements
that make adaptation to organizational change difficult”. In addition to this, it is seen that the
participants expressed their views about the adaptation training carried out at the beginning of the
profession in four sub-themes: "adaptation training, basic training, preparative training, applied
training".

Regarding the first sub-theme "adaptation training”, the participants stated that "trainings
conducted through the assigned teacher and the incompatibility between theory and practice made it
difficult for them to adapt and they tried to adapt to the organization and the profession through
learning by doing". Regarding the "basic training" sub-theme, the participants stated that "basic
training has both contributing aspects and non-contributing aspects regarding their adaptation to the
profession and the organization”. Regarding the sub-theme of "preparative training", some
participants stated that, like basic training, "it has both contributing aspects and non-contributing
aspects”. Regarding the sub-theme of “applied training”, some participants stated that “advisory
teachers contribute to adaptation, while unqualified advisory teachers do not contribute to
adaptation”. Again, some participants stated that “preparing a candidate teacher file contributes to
the adaptation process, while some participants stated that it does not contribute to the adaptation
process”

Regarding the second theme, "methods used in adapting to a new position”, some of the
participants stated that they tried to adapt to the profession and the organization by "sharing
experience with stakeholders, personal efforts, learning by doing/experience, learning from
inanimate sources, receiving in-service training, sharing information with colleagues, studies carried
out by the organization during the service and studies carried out before the service”. Regarding the

third theme, “retirement adaptation trainings”, the participants stated that “no adaptation trainings
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have been carried out or they have no knowledge about it”. Regarding the fourth theme, "factors

making adaptation to organizational change difficult”, some participants stated that "frequent
changes, implementation of changes without infrastructure, not taking the views of the practitioners,
inadequacy of the training given to the stakeholders, instant decisions taken and not informing the
stakeholders about the change cause difficulties and problems in adaptation trainings".

A participant expressed view about "adaptation training", which is a sub-theme of the
"adaptation training at the beginning of the profession”, as follows: “Once appointed, you start
directly in the classroom as a teacher. We did not work in any school other than the teaching
internship at the university, they directly delivered the class to us. ”” (Y6).

Some of the participants expressed views about "basic training", which is a sub-theme of the
"adaptation training at the beginning of the profession”, as follows: “There are some changes from
year to year, but | realized that | did not know exactly what civil service was until I entered that
basic training.” (Y7). “In a short time, information was given about the rewards, penalties, and our
basic laws in 657. Although it spread over weeks, this did not create a permanent situation for us.”
(06).

A participant expressed view about "preparative training”, which is a sub-theme of the
"adaptation training at the beginning of the profession”, as follows: “It is not a topic to be finished
with just a seminar or a lecture. It's not just a matter of spending six months with an advisory
teacher.” (Y4).

Some of the participants expressed views about "applied training", which is a sub-theme of
the " adaptation training at the beginning of the profession", as follows: “It was useful because my
advisory teacher was experienced.”(Y8). “The advisory teacher was appointed. The teacher was
advisor only on paper.” (03).

A participant expressed view about the theme "methods used in adapting to a new position"
expressed views as follows: “We learn in life. When we encounter problems, we come up with
solutions and when we see which solutions are successful, we say: ‘This is good!".” (Y4).

Some of the participants expressed views about the theme of "factors making adaptation to
organizational change difficult" as follows: “It is not that the trainings were not done, but 'How
efficient and effective was it? . It was only in the form of one-hour informative meetings on the basis
of legislation. It was only on the basis of school principals.” (O1). “You train practitioners at
school, determine if the physical facilities of the schools are compatible with what you want to do or
not, and then you say, 'l made up for my deficiencies physically and mentally, my aim is to reach this
goal and I am making this change'. I don't think there is such a path.” (Y5).

Some of the participants expressed views about the theme of “retirement adaptation
trainings” as follows: “As far as I can see, there is no study on this subject. So when we retire, we
are like fish out of water.” (O7). “Those, whose retirement times come, retire and go. That’s all.”
(05).
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Views of teachers and school administrators about the adequacy of the Ministry of National

Education's promotion practices with the principle of merit
The findings concerning the views of teachers and school administrators about the adequacy of the

Ministry of National Education's promotion practices with the principle of merit are given in Table 3.

Table 3: Findings Concerning the Views of Teachers and School Administrators about Adequacy of

the Ministry of National Education's Promotion Practices with the Principle of Merit

Theme Subtheme Codes-Views Administrator ~ Teacher
The personal views of the oral exam Y1, Y4, Y5, 02, 04, 06,
evaluators are effective in promotion. Y7,Y8 08
Oral exam questions are unrelated to Y1, Y3, Y4, 03
managerial competence. Y5, Y7

*GE) Oral exam duration is not enough. Y1, Y5, Y6 02

=

(Y.

O .. .. ..
= Oral exam content and questions are Y3, Y5 01, 02, 03,
2 Oral uncertain. 06, 07
a

© Exam

= .

= (Interview | Oral exam evaluation is subjective. Y1,Y2,Y5 02, 03
§ )

§ Oral exam scoring criteria are unclear. Y5, Y8 03, 04
a

S

s Matching worldview is effective in Y4,Y8 07,08
S

g .

2 appointment.

(T

o

)

s Before the oral exam the ones to be Y5

o

§ selected are predetermined.

Written exam content does not measure Y1, Y2, Y3,Y5 Ol1, 02,07
Written | merit

Exam
Even if the written exam is insufficient, Y1, Y2,Y4,Y7 Ol1, O4

it contributes to the merit.

External | Political views influence promotion. Y4,Y8 01, 07
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Factors

Union preferences influence Y4, Y5, Y6 08

promaotion.

As it was given in table 3, the views of the participating teachers and school administrators about the
adequacy of the Ministry of National Education's promotion practices with the principle of merit are
gathered under three sub-themes as "(1). Oral exam (Interview), (2). Written exam and (3). External
factors™.

Regarding the first sub-theme, "oral exam", the participants stated that "the personal views of
the oral exam evaluators are effective in promoting, the duration of the oral exam is short, the
guestions are unrelated to the managerial competence, and the ones to be selected are predetermined
before the exam, while some participants also stated that the content and questions of the oral exam
are uncertain, the evaluation of the oral exam is subjective, the scoring criteria for the oral exam are
uncertain, and the matching of worldview is effective in the appointment. Regarding the second sub-

3

theme, “written exam”, some participants stated that “the content of the written exam does not
measure merit, but the written exam contributes to the merit even if it is insufficient”. Regarding the
third sub-theme, "external factors", the participants stated that "political views and union preferences
are effective in the promotion".

Some of participants expressed views about "oral exam" as follows: “Personal views,
worldviews, political views of people can affect everything.” (YI). “They could not measure
competence. One question is: According to the following item of our Constitution, 'How many people
are there in the Council of State?'. What is it for me? | will be a principal of a school. ”(03).

A participant expressed view about the "written exam" as follows: “The exam is not an
unique criterion. You learn the regulations etc. from the book at the beginning of service, but for
instance, someone who is not good in communication can become school manager. This is also
problem.” (Y5).

A participant expressed view about the “external factors” as follows: ““ The biggest factor is
partisanship. It doesn't matter if the ideas agree or not, union or benefit can be enough for
everything.” (08).

Views of teachers and school administrators about adequacy of the Ministry of National
Education's rewarding and promotion practices with the principle of justice

The findings concerning the views of teachers and school administrators about adequacy of the
Ministry of National Education's rewarding and promotion practices with the principle of justice are

given in Table 4.
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Table 4. Findings Concerning the Views of Teachers and School Administrators about adequacy of

the Ministry of National Education's Rewarding and Promotion Practices with the Principle of

Justice
Subt
Them  heme Codes-Views Administrator ~ Teacher
e
Uncertainty of reward distribution criteria Y3, Y4, Y5 01,02
undermines fairness.
38
2 The effectiveness of union preferences in the 03, 05, 07, 08
o
2 = distribution of rewards undermines justice.
'S 5
£ §
= & Influence of political view in reward 02, 05, 07
=
= E distribution harms justice.
= S
(7] i
D )
= The effect of private relations in rewarding Y7 04, 05
o harme t1ictina
S Invalidity of documents taken before the last 4 08
§ years in the appointment of administrators
o harms justice.
2
g The effectiveness of union choices in Y4,Y8 07
o
S promotions undermines justice.
s S
« E
s g The fact that the written exam is more concrete
> =¥ e
3 .9 and provides equality contributes to justice. Y1 01,03
= @
D =
< g
™ The fact that the oral exam score is equal to the  Y2,Y3,Y 7
written exam score contributes to justice.

As it was given in table 4, the views of the participating teachers and school administrators about the
adequacy of the Ministry of National Education's rewarding and promotion practices with the
principle of justice are gathered under two sub-themes as "(1). Justice in rewarding and (2). Justice in
Promotion.”

Regarding the first sub-theme, "justice in rewarding"”, the participants stated that "uncertainty
in rewarding criteria, union and political influences in rewarding, private relations that affects the
rewarding, and not evaluating the documents received before the last 4 years, in “appointments”
negatively affect justice. Regarding the second sub-theme, "justice in promotion”, the participants

stated that union preferences negatively affect “justice in promotion”, just as they do in "justice in
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rewarding”. In addition, some participants stated that "the written exam makes a positive

contribution to justice”, while some participants stated that "written exam score’s being accepted as
the oral exam score affects justice positively."

A participant expressed view about "justice in rewarding" as follows: “A4 certificate of
achievement was given to my assistant principal. Besides not asking me anything about the
certificate of achievement, it was written: ‘because of your outstanding effort in the success of the
school...”. Now, if there is success in a school, whose success is it first?” (O5).

A participant expressed view about "justice in promotion” as follows: “ | think I can be
appointed fairly in the current system. | don't know if it's a coincidence or not, but the last written
exam’s score was given as the oral exam score. Does the oral exam make any sense then?” (Y7).
Views of teachers and school administrators about career management (career planning and
development) opportunities offered by the Ministry of National Education to its employees
The findings concerning the views of teachers and school administrators about the career
management (career planning and development) opportunities offered by the Ministry of National
Education to its employees are given in Table 5.

As it was given in table 5, the views of the participating teachers and school administrators
about the career management (career planning and development) opportunities offered by the
Ministry of National Education to its employees are gathered under two sub-themes as “(1). Career
planning and (2). Career development”.

Regarding the first sub-theme, "career planning"”, the participants stated that "frequent
regulation changes create uncertainty in planning, the announcement of regulation for administrator
appointment is an example of planning, and 4+4 years administrator appointment application creates
uncertainty about the professional future". Regarding the second sub-theme "career development",
some participants stated that "in-service training only contributes to horizontal careers and in-service
training is insufficient and formality", while some participants stated that "there is not any incentive
to develop career in organizations or if there, it is insufficient”. In addition to these, some of the
participants stated that “in-service training contributes to development and the evaluation of points,

taken from postgraduate and in-service training at administrator appointment, is incentive.”

Table 5: Findings Concerning the Views of Teachers and School Administrators about Career
Management (Career Planning and Development) Opportunities Offered by the Ministry of National

Education to its Employees

Theme Sub Codes-Views Administrato Teacher
them r

e
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Frequent changes in regulations create uncertainty in Y1, Y2, Y5, Ol, 02,
planning, Y7 03
8) .
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o appointment is an example of planning. Y7
g
E .o .o
© The 4+4 years administrator appointment application Y3, Y5, Y7  Ol1,05
2 creates uncertainty about the continuation of the
% management task.
§ In-service training only contributes to horizontal Y5,Y6,Y8 04,06,
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©
(]
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(3] .
= Y6 08
E
3
& In-service training contributes to professional Y7 01
é £ development
s | &
< S
§ % The incentive for career development within the Y1,Y2 Y4, 02,03,
- D - - - - - - . . .
3 - organization is insufficient. Y5,Y6,Y7, 0405, 06
S § Y8
Career development within the organization is not Y1,Y3 Y5 Ol
encouraged.
Evaluating the points taken from in return for Y7 04
postgraduate and in-service training in administrator
appointment is an incentive.

A participant expressed view about "career planning" as follows: “So for now, if I want to do
something in five years, | believe | can do it, | see it in a certain place, but | cannot predict what will
change in 5 years. Some things are changing fast. ” (Y1).

Some of the participants expressed views about “career development™ as follows: “ When | was a
principal, | received training at in-service training centres at least 10 times. It has contributed to my
career development. For instance, educational administration, scholarship, Fatih Project etc. These

increased my motivation. It contributes to the horizontal career, makes you do your job more
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consciously but | have not seen any concrete contribution to vertical career.” (O4). “Formality in

general. People attend the courses to fill the stipulated time. Not useful things are done in in-service
trainings, I think. It just gets done. I cannot say that it is a detailed study going forward.” (Y2).
Views of teachers and school administrators about the effects of the current career system of
the Ministry of National Education on educational employees

The findings concerning the views of teachers and school administrators about the effects of the
current career system of the Ministry of National Education on educational employees are given in
Table 6.

As it was given in table 6, the views of the participating teachers and school administrators
about the effects of the current career system of the Ministry of National Education about the
educational employees are gathered under two sub-themes as "(1). Effects about performance and
(2). Psychological effects”.

Regarding the first sub-theme, "effects on performance”, the participants stated that "lack of
merit in promotions and appointments, and the inability to plan the professional future" reduces
labour productivity. Regarding the "psychological effects" sub-theme, some participants stated that
"despite the negativities, the conscientious aspect of the profession is motivating". On the other hand,
some participants stated that situations such as "not having incentives for career development, lack of
objective promotion practices” reduce motivation and reduce the enthusiasm to work. Some other
participants stated that “not being able to see the professional future reduces their commitment to
work and creates pessimism.”

A participant who expressed view about "effects on performance” expressed views as
follows: “I am just offended. Not at my profession of course, | am offended by injustice,

incompetence and approach to me. ” (O8).

Table 6: Findings Concerning the Views of Teachers and School Administrators about the Effects of

the Ministry of National Education's Current Career System on Educational Employees

Them  Subt Codes-Views Administrator  Teacher
e heme
Lack of merit in promotion and appointments reduces Y5, Y6 06, 07,
labour productivity. 08

The Effects
of the
Effects on
Performance
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Despite the negativities, the conscientious dimension Y3 01, 07,
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motivation.
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8 pessimism.
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°

6 "

2 The fact that promotion practices are not objective Y1l 02

[a

discourages eagerness related to work.

Not being able to see the professional future reduces Y5

the work commitment.

A participant expressed view about “psychological effects” as follows: “There is nothing
something like ’If | do these, this will be evaluated as well. You don't have a thought like 'it will help
me to promote, to come to a new job'” (Y5).

Discussion and Conclusion

This research was carried out in order to examine the career practices of the teaching profession and
school administration in the Turkish Education System in terms of human resources management
and to determine the effects of these practices on educational administrators and teachers. According
to the results of the research, the views of the participants about adaptation trainings provided by
Ministry of National Education to the educational employees are gathered under four themes as "(1).
Beginning of the profession, (2) Moving to a new position, and (3). Adaptation to retirement and (4).
Challenges in adapting to organizational change”. The participants expressed their views about the
adaptation trainings carried out at the beginning of the profession in four sub-themes: "basic training,
preparative training, applied training and adaptation training™. It is seen that these trainings received
by teachers at the beginning of the profession mostly cover the " teacher candidate™ process. In this
process, it is seen that basic training mostly includes general works and procedures related to civil
service, and preparative training mostly includes subjects related to the teaching profession. On the

other hand, it is seen that applied training includes the practices that teachers do in the classroom and



356 T, Giiler, K, Kayik¢1 & A, Sabanci/ Pamukkale University Journal of Education, 56, 336-371, 2022
school after basic and preparative training, accompanied by their advisors. Participants stated that

basic and preparative trainings have aspects that contribute to their adaptation and that do not.
Yildirim (2012) similarly found in his research that basic training practices are far from current
problems and that the duration is insufficient. Some participants attribute the success in applied
training to the quality of the teachers assigned to them as advisor. When the relevant regulation is
examined, it is seen that there are no concrete and scientific criteria for the qualifications of the
advisory teachers to be appointed to the candidate teachers. In some studies (Ozen, Kiligoglu, &
Yilmaz Kilicoglu, 2019; Sar1 & Altun, 2015), it has been concluded that the support provided to
candidate teachers by advisory teachers is insufficient. With a change made in 2016, the Ministry of
National Education allocated the first 6 months of the profession to the teacher training process for
candidate teachers. It has been stated that candidates cannot be given independent lectures and
controlling duties (monitoring students at breaks) during this process (MoNE, 2016a). Kése (2016)
stated that this change is positive in terms of providing the candidate teacher with the needed
experience and contributing while in the study conducted by Ekinci, Bozan, and Sakiz (2019) it was
concluded that to receive their candidate training in a place different from the school or province
they were assigned to is seen as negative. However, the period of adaptation to the profession of
teachers constitutes one of the most sensitive periods in their profession. The first years of the
profession are known as the most difficult years in a teacher's professional career (Feiman Nemser,
2003; Hammond, 2005). Some participants stated that preparing a candidate teacher file contributes
to the adaptation, while some participants stated that it does not. About adaptation training, some
participants argued that the incompatibility of theory and practice made adaptation difficult, while
some participants stated that they tried to adapt by doing and through experience.

Regarding the adaptation trainings carried out when transitioning to a new position, some
participants stated that they tried to adapt by sharing experiences with stakeholders and other
colleagues, learning from inanimate sources with personal efforts, by doing and receiving in-service
training. In-service training is one of the most effective methods used by the Ministry of National
Education to ensure the development of teachers and adaptation to the profession. In this regard, it
can be said that both the courses opened centrally by the General Directorate of Teacher Training
and Development and the in-service training courses opened by the provincial and district national
education directorates try to contribute to the professional development and adaptation of teachers
and school administrators (Kayik¢r & Turan, 2017). However, it cannot be said that the Ministry of
National Education provides adequate training to its employees when transitioning to a new position.
Supporting the results of this research, Ak¢adag (2014) and Yetim and Toprake¢1 (2020) determined
that most of the school administrators do not receive any education or the education they receive is
insufficient, and that adaptation and learning is mostly by trial and error; Siingii (2012) and Okgu
(2011), on the other hand, found that administrators train themselves after starting their profession

and mostly with individual effort. In the historical process, the first legal regulation in Turkey, which
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stipulates that educational administrators receive pre-service training and make career planning, was

the regulation published in the Official Gazette dated 1998, and it can be said that with this
regulation aimed to make the selection and promotion of administrators according to more reliable
and valid criteria (Kayikg1, 2001). With this regulation, it is stipulated that if the administrators work
at the level they are in for at least three years and then if they succeed in the exam to promote to a
higher level, they will also receive adaptation training for this level too. However, the
implementation of this regulation was short-lived and was repealed in 2004 with a new regulation
(MoNE, 2004). Regarding the adaptation trainings carried out while the systemic changes were
taking place, most of the participants stated that the changes that affect the education system deeply
and without the infrastructure make it difficult to adapt. Supporting the result of this research, in
some studies (Cerit, Akgiin, Y1ldiz & Soysal, 2014; Durmusgelebi & Bilgili, 2014), it was concluded
that as a result of the instant implementation of the 12-year uninterrupted education system, both
school administrators and other stakeholders did not have enough information and teachers had
problems in the implementation of the program. Regarding the adaptation trainings carried out while
retiring, the participants stated that the Ministry of National Education does not have any training for
the educational employees who will retire, and this causes them to feel worthless. In a study
conducted by Simsek and Biiyilikkidik (2015), it was concluded that teachers who retired were bored,
felt tired, and saw themselves as useless. It has been concluded that the Ministry of National
Education is not yet at the desired level in adapting to changes.

A study (Sabanci, 1999) showed that teachers care about promotion rewards, but the rewards
are far from meeting the expectations of teachers to meet their needs and provide job satisfaction. In
this research, the views about the adequacy of promotion practices with the principle of merit are
gathered under three sub-themes as oral exam, written exam and external factors. Particularly, the
participants stated that the oral exam was not carried out in accordance with the merit principle in
promotion applications or that it caused problems in the implementation of the merit principle. In the
oral exam, the participants stated that the personal views of the evaluators were effective in the
evaluation, the questions in the oral exam were unrelated to the managerial competence, the duration
was short, the content and questions of the oral exam were uncertain, the evaluations were
subjective, the scoring criteria were uncertain, and the candidates' worldviews were determinative if
they matched the evaluators. One participant also claimed that the candidates to be selected before
the exam are predetermined. Similarly, there are various studies that support this research result. As
a result of a research conducted by Dogan, Demir and Pinar (2014), it was concluded that the
inclusion of the human element in the evaluation system of the oral exam will create a subjective
situation and that the individuals in the commission will not be able to make sound decisions under
pressure. In the research conducted by Yolcu and Bayram (2015), it was concluded that the contents
of the oral exam were not sufficient to measure the merit. In addition, some of the participants

pointed out that the people in the oral exam commission exhibited behaviors such as interfering with
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the answering of the questions, being in an authoritarian manner and ignoring the candidates.

Cemaloglu (2005) stated that being subject to proficiency exams in areas not related to managerial
competence causes the evaluation process deviate from its purpose; Kayik¢i, Ozdemir, and
Ozyildirm (2015) stated that the duration of the oral exam is insufficient to measure managerial
competencies and that pressure groups are effective in the oral exam and this causes negativities;
Aydin Bas and Sentiirk (2017) and Sayan and Yildirim (2019) stated that political factors are
involved in the oral exam process and this makes nepotism inevitable. As a result of the research,
some participants stated that the written exam does not measure merit while some participants stated
that this exam contribute to the merit. There are several studies that support these findings. Boydak
Ozan, Gavcar, Sagakli and Sahin (2014) argue that whether a candidate has managerial competencies
cannot be determined by a written exam; in another study, Dogan et al. (2014) supported this finding
and stated that even if the content of the written exam is open to discussion it is a requirement for
evaluation because the written exam is objective and fair. Some participants, on the other hand,
stated that other than exams, political preferences and union preferences as external factors
negatively affect merit in promotion. Likewise, in the research of Kayik¢i (2013) and Ozdogru
(2019), they found that union discrimination and political pressures affect the administrator selection
process.

A significant part of the teachers and school administrators participating in the research stated that
the methods and practices of both rewarding and promotion in the education system are not fair. In
the research, it was seen that one of the most important factors causing injustice was the effect of
political or union influences on rewarding and the other was the uncertainty of rewarding criteria.
While Kiigiikgene and Aydogan (2018) stated that impartiality is very important in rewarding;
Helvaci (2010) stated that one of the lowest level behaviors of school principals regarding ethical
behavior is the fair rewarding of teachers' success. Similarly, Demirtas and Ozer (2014), Demir and
Pmar (2013) and Ozmen and Kémiirlii (2010) concluded that the way of rewarding affects justice
negatively. The fact that unions are effective in appointments, which stands out as another problem
in the research, negatively affects teachers and school administrators and harms their sense of justice.
In the research conducted by Kayik¢1 (2013) on union effects in appointments, it was concluded that
there is a significant relationship between the union of teachers and school administrators and their
expectations of promotion in the profession and that administrators and teachers who expect to rise
prefer unions close to power. In the research conducted by Konan, Bozanoglu and Cetin (2017), it
was stated that unions are effective in the appointment of administrator. When the current situation is
evaluated, it is concluded that the principles of equality and impartiality are not considered, the
candidates are not evaluated in terms of their conditions, and negative situations such as unions,
management, politics and private relations that will provide advantages create inequality and this
leads to inequality of opportunity. One participant stated that the invalidity of the documents

received before the last 4 years in the appointment of administrator undermines justice. This practice
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not only harms justice, but also contradicts the principle of continuity of the state. Because

governments are temporary but the organizations that represent the state are permanent.

As a result of the research, it was stated that while the regulations for administrator
appointments regarding the career management (career planning and development) offered by the
Ministry of National Education to its employees are a part of the career planning it was concluded
that the frequent changes of regulations and 4+4 years administrator appointment applications affect
the career management negatively. In particular, the fact that school principals fulfil their duty as a
principal for a period of 4 years through temporary appointment have made them "principal
authorized teachers". It has become impossible for school principals to make career planning, as they
are not permanent staff and do not know what will happen after 4 years. In the research conducted by
Argon (2015), it was concluded that one of the obstacles to the fulfilment of human resources
functions is the lack of career planning. It is difficult for school administrators who cannot plan their
future and whose future is uncertain to produce long-term projects that will ensure the continuity of
the school and to contribute adequately to the vision of the school. Likewise, the fact that the person
who is the school principal today does not know what will happen after 4 years shows that she does
not have a guarantee of authority. In Maslow's hierarchy of needs, the need for security is among the
primary needs that must be met in human life (Sabuncuoglu & Tiiz, 1995). It has been determined
that school principals who lack the assurance of authority, which is one of the principles of human
resources management, feel themselves under psychological pressure and that their professional
assurance contributes to them to work in a peaceful environment by reducing their anxiety (Engiir &
Kayikei, 2020). The fact that school principals take place in the “educational services™ class, which is
the service class of teachers instead of the "general administration services" (Item: 3/a) included in
the Civil Servants Law, as a requirement of the administrative duty they carry out, is an important
factor that hinders their career development and planning. This situation prevents the development of
educational administration as a career profession.

In the research, it has been obtained that in-service trainings related to career development
do not have a remarkable contribution to vertical career advancement and in-service training studies
are insufficient. Parallel to the research findings, Ayvaci, Bakirci and Yildiz (2014), Tascioglu
(2006) and Ozen (2006) obtained the results that in-service training studies are not practical.
Regarding the incentive of career development, most of the participants stated that the incentives
were insufficient. When evaluated in general, the inadequacy of studies on career planning, career
development and career promotion comes to the fore in the research. In addition, the provisions of
"Teaching Profession Law" published in the Official Gazette dated 3/2/2022, such as the
establishment of the career steps of the teaching profession, the introduction of opportunities for
promotion after a certain education besides seniority and the improvement on personal rights and
financial situations of teachers depending on the promotions can be accepted important for carrer

principal’s implementation and it is seen that all these encourage teachers to post graduate education.
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This law is the most important career management step in the Turkish Education System after the

regulation that was repealed shortly after it entered into force in 1999 which allows the career
planning and development of educational administrators.

As a result of the research, regarding career practices’ effect on performance it was
concluded that unfair situations arising from the insufficient application of the principle of merit
reduce the job enthusiasm and labour productivity and the inability to predict the professional future
causes inefficiency. In the research conducted by Karabag Kose, Tas, Kiigiikgene and Karatas
(2018), most of the participating teachers stated that one of the reasons for the low motivation in the
school is the unqualified administrators. In addition, according to the same research result, another
reason for low motivation at school is the uncertainty created by not being able to see the future due
to general policies. According to this research, in the current career system the lack of incentives for
career development reduces the motivation to work, the lack of objective promotion practices
discourages work, the inability to plan the professional future and the inability to see the future
create a sense of pessimism in the employees and reduce their sense of work commitment. In the
master's thesis study conducted by Cift¢i (2017), it was concluded that one of the situations affecting
the motivation of teachers in terms of managerial service is unqualified administrators. In terms of
psychological effects, it was concluded that career management practices had a negative impact on
labour productivity. On the other hand, as another result of the research, some of the participants
stated that despite the possible negativities, the conscientious dimension of the teaching profession
comes before such negativities, and therefore it is necessary to always try to stay positive. Similarly,
in the studies conducted by Demirkol and Kili¢ (2017) and Toprake1, Bozpolat and Buldur (2010), it
was stated that the conscientious dimension of the teaching profession is a criterion and a kind of
self-control element in the process of displaying professional behaviors that make the profession
guestionable.

As a result, concrete and scientific criteria should be included in the determination of the
qualifications of the teachers who will take part in the training of candidate teachers.

In this regard, priority should be given to expert teachers, teachers who have master's and doctorate
degrees in their fields, who take part in projects, produce scientific works or receive rewards for their
contributions to the field. Instead of subjective criteria and union preferences in appointments and
promotions to the administration, written exams prepared by academics and conducted by
independent organizations (such as Student Selection and Placing Centre [SSPC]) and interview
exams, which also include academicians, should be included. In promotions, evaluations should be
made taking into account postgraduate education, in-service training, specialization and head
teaching, projects and other scientific studies, and professional performance and rewards.
Considering that educational administration is a scientific and professional profession and that it has

a separate education and competence area, care should be taken to select people trained in this field,
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and school principals should be appointed as permanent staff of school directors and take place in the

general administrative services class.
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