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Abstract

The purpose of this study is to examine the concept of organizational drift and to reveal how
organizational drift emerges in organizations in strategic, mission, implementation, reliability,
leadership, and ethical dimensions. In the most general sense, institutional drift is the gradual
and seemingly imperceptible deterioration of standards in an organization that cannot be
eliminated because it cannot be detected in time and leads to failure. An organization
experiencing institutional drift moves steadily and gradually away from its intended course in
an imperceptibly slow manner, unpredictably abandons its culture, standards, and work
practices, and falls into disarray as a result of day-to-day decisions that are inconsistent with
institutional goals. It is of great importance for the country's economic, social, political, cultural,
and security systems that the National Education System, which employs more than one-third
of all public personnel and has a size and scope that concerns almost the entire population of
Turkey, continues to operate in accordance with its accepted institutional goals, strategies,
principles and standards written in legal documents. An institutional drift in the education
system will cause drift in other systems of the country. With the radical and continuous changes
in education policies in recent years, coupled with the uncertainty and chaotic environment
created by the COVID-19 pandemic, the possibility that the drift that may occur in the education
system may directly lead to irreparable problems for the present and future of the country and
bring many risks with it requires evaluating educational institutions as high-risk organizations
and taking measures to prevent institutional drift.
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The purpose of this study is to examine the concept of organizational drift and
reveal the processes of organizational drift in terms of mission, strategy, practical
leadership, and ethical dimensions within organizations. Additionally, the study aims
to discuss the consequences of organizational drift for institutions in the context of the
education system and educational organizations.

An organization is a structure established to direct individual efforts towards
achieving predefined common goals. Management, on the other hand, is a process that
brings together individuals to carry out tasks aimed at achieving corporate objectives
through collaboration, organization, planning, coordination, communication,
monitoring, and evaluation efforts (Basaran, 2000).

The founding purpose of educational institutions is to educate community
members according to a specific program and predefined objectives, carried out by
professional individuals. Over the centuries, due to families' inadequacy in meeting
the increasing and complex educational needs of their children, it became necessary
to establish and operate educational institutions for this purpose. On the one hand,
individuals require qualified education for a balanced, healthy, and prosperous life.
On the other hand, society needs well-educated individuals who can effectively fulfill
all functions. Former U.S. President Barack Obama, in his speech to Wakefield High
School students in Virginia Arlington in 2009, stated the following (New York Times,
September 8, 2009):

Each of you has an area where you are good. Each of you has something to offer to
society. And each of you is responsible for discovering what that is within yourselves.
This is achievable with the opportunities that education can provide. You will need the
creativity you develop in schools and classrooms to create new jobs and establish new
companies that will contribute to the development of our economy. We also need each of
you to enhance your talents, skills, and minds. By doing so, you can help solve society's
challenging problems. If you don't do this and you drop out of school, you are not just
giving up on yourself, you are giving up on your country.

As can be seen, the education system is a key structure that, on the one hand,
ensures individuals' intellectual, physical, psychological, social, and intellectual
development and, on the other hand, facilitates the progress and advancement of
society. In this sense, if education systems and the educational institutions, which
form the foundation of this system, drift away from their true purpose and functions
and experience organizational drift, both individuals and societies will have to face
significant challenges.

Concept of Organizational Drift

Managing organizations in accordance with their founding purpose and mission
is crucial for organizational performance. Organizational drift is a phenomenon where
an organization gradually moves away from its core objectives and functions due to
inconsistencies and differentiation between its corporate and functional goals. In this
sense, organizational drift can also be defined as a deviation from the accepted
performance level of the organization. Leach et al. (2012) described organizational
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drift as a gradual deterioration of corporate standards, resulting in a decline in the
organization's performance, failure to detect issues in a timely manner, and eventually
leading to the organization's failure.

One of the most significant signs of organizational drift is when an organization
makes changes in its policies and practices that are not aligned with its corporate
purpose and principles. An organization experiencing organizational drift moves
away from its intended course imperceptibly slowly, but continuously and gradually,
and falls into chaos by unpredictably abandoning its culture, standards, and business
practices as a result of day-to-day decisions that are inconsistent with organizational
goals (Mandis, 2013).

In an organization, it is widely accepted that unwanted situations and disasters
do not suddenly appear but rather pass through periods of incremental and prolonged
unrecognized risk. Turner (1992) refers to this period as the "incubation period,"
during which a gradual drift towards failure occurs due to the accumulation of
underestimated or unnoticed "latent errors” and events resulting from the collective
failure of organizational intelligence. The failure to recognize the growing gap
between objectives and actions in organizations (which may be intentional); decision-
making based on faulty assumptions; ignoring complaints or warning signals from
various layers of society by decision-makers; and reluctance to predict the worst
possible outcomes are also among the factors that accelerate corporate drift (Dekker
& Pruchnicki, 2013). When this situation is accompanied by “organizational silence”,
the drift can accelerate even further, leading to a quicker disaster. Van Dyne et al.
(2003) define organizational silence as "employees concealing their ideas, knowledge,
and opinions related to their work" (p. 1363) instead of expressing them. According
to Pinder & Harlos (2001), employees are dissatisfied with the functioning of the
organization but are unwilling to change the situation or express their true thoughts to
protect themselves. This silence creates an environment that supports drift by
hindering timely warnings or decisive actions on measures necessary for the
organization's operations to align with goals and standards.

Organizational drift is a phenomenon that occurs in various sectors and
organizations. Companies often fail to realize that their performance is gradually
declining, they are rapidly moving away from their objectives, and their standards are
eroding (Dwyer & Edwards, 2009). The organization finds itself drifting far from
where it should be without even noticing it. Although it is not clearly and explicitly
noticed in many organizations, the performance of the organization gradually
decreases, and the system collapses due to organizational drift. Moreover, unless the
organization faces a major failure or disaster, it may not easily recognize the situation
it has fallen into.

Although there are many different reasons for organizational drift to occur in
organizations, the main contributing factors are as follows (Dekker & Pruchnicki,
2013; Hollnagel et al., 2006):
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1) Although it is seen that a challenging internal or external event or situation
has occurred in the organization, the organization does not have the capacity to adapt
to this new situation, and its energy is exhausted.

2) The decisions and actions taken and implemented locally within the
organization are not aligned with global or larger-scale changes.

3) The organization gets stuck in outdated behaviors and strategies previously
successful, and managers continue to use them despite the rapidly changing world
around them.

As seen, today's managers face the biggest challenges in understanding the
external environment, identifying the fundamental issues they will encounter, coping
with political forces, and keeping up with environmental changes and the dizzying
development of information and communication technology (Dwyer & Edwards,
2009). Organizations, which are dynamic structures, may deviate from their goals and
missions due to internal and external changes and pressures. In addition to allowing
organizations to become too old to keep up with environmental changes, inconsistent
changes that deviate from their original mission and goals also lead to organizational
drift. The phenomenon of organizational drift remains hidden for a long time in an
organization due to its slow pace and is usually most prominently noticed by the older
generation of employees in the organization (Redmond, 2005). Senior employees,
who are part of the institutional memory, are the ones who feel and voice this drift in
the organization the most.

Educational Systems and Organizational Drift

A country's education system is a crucial and critical structure shaping its present
and future. The quality of the people trained is the most fundamental determinant of
many variables, such as society’s way of life, economy, culture, production, and
understanding of life. Therefore, the education system should be seen not only as an
educational system but also as a system with an exponential influence that shapes the
structure and functioning of all other systems. In this sense, the management of
education systems is a process that must be handled with great care and realized
without organizational drift.

It is of vital importance that some organizations in the social structure fully fulfill
their functions. Over time, the problems in the National Education system resulting
from rapid decisions, policy changes, and short-term practices have been frequently
addressed not only by the President but also by ministers, bureaucrats, academics,
media members, and the public itself. President Recep Tayyip Erdogan, in a speech,
expressed that although classrooms were built, all teacher appointments were made,
textbooks were distributed for free, tablets were given to students, and the largest
share of the budget was allocated to education, success in education could not be
achieved (Kamudan Haber, March 8, 2016). Such complaints and statements can be
seen as the clearest indicators that the Turkish National Education system has not been
effective enough in achieving its founding objectives, that it has not fully realized its
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mission, and that it has failed to meet the expectations of Turkish society. The
National Education system is not only important for a country from an educational
standpoint. The fundamental reason for this is the effects caused by the education
system being a high-risk organization.

Education Systems as High-Risk Organizations

The National Education system, which employs more than one-third of all public
personnel (1.2 million teachers) and affects almost the entire population of Turkey,
for this, is of great importance for the country’'s economic, social, political, cultural,
and security systems as it operates in accordance with the legal documents containing
accepted corporate purposes, strategies, principles, and standards. The budget of the
Ministry of National Education (MoNE) constitutes 14.6% of the central government
budget for the year 2023 (MoNE, November 3, 2022). In recent years, radical and
continuous changes in institutional structure, educational programs, technological
investments, examination systems, selection and appointment policies for
administrators and inspectors, and teacher employment policies have led to the
National Education system being insufficient to solve the problems it faces, causing
it to drift further away from its goals and principles. In this regard, the possibility of
drift occurring in the Education System may directly lead to irreversible problems and
bring along various risks for the country's present and future, necessitating the
evaluation of educational institutions as high-risk organizations.

Perrow (1984) defined high-risk organizations as interconnected formal
structures that have the potential to drag society into a disaster if the system
malfunctions. Weick (1987) emphasized that high-risk organizations have the most
important characteristic of high trustworthiness, and such organizations should
prioritize reliability above all other goals and objectives. According to Weick et al.
(1999), high-reliability organizations are those that require high efficiency and
effectiveness even under challenging conditions to prevent catastrophic situations.
Roberts (1990) and Bisbey (2014) have argued that such organizations should have
high predictability in their operations, function effectively, and balance a wide variety
of hazards.

Is the MONE an organization that requires high reliability for our country, and
could it lead to disaster for our country if it fails to achieve its goals? What are the
societal and individual costs of organizational drift in the education system, when it
deviates from its strategy, mission, implementation, and ethical standards and
becomes unsuccessful? To answer these questions, it is useful to examine the types of
organizational drift first.

Types of Organizational Drift and Its Impact on the Education System

According to the literature, it is observed that institutions experience various
types of organizational drift. These can be categorized as strategy drift, mission drift,
practical drift, leadership drift, reliability drift, and ethical drift. Below, each type of
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organizational drift will be discussed, and the institutional drift status of the Turkish
education system will be analyzed.

Mission Drift

The vision and mission of an organization are the definition of its existence and
the creation of its future outlook. Vision represents the desired long-term and idealistic
state of an organization. On the other hand, the mission is a roadmap that outlines how
the organization will reach its vision. Missions explain the purpose of the organization
or how it envisions itself as an institution. According to Karakiitiik (2016), the mission
defines "the identity of the organization, what it does for whom, how and why it does
it, why public resources are allocated for this effort, and what the legal responsibilities
of the organization are" (p. 204). The mission, in a sense, is an expression of the tasks
and determination towards achieving the desired vision in the future. When all
employees of an organization share and act upon the vision and mission to a great
extent, the organization can progress more resolutely towards its strategic goals.

However, organizations that deviate from their established mission and
experience confusion face mission drift. Mission drift occurs when there is a mismatch
between an organization's mission objectives and the unintended or undesirable
consequences that arise from this occurrence (Zhao & Grimes, 2017). Additionally,
mission drift refers to an organization deviating from its stated purpose and using its
resources for non-mission-related activities. The term "mission drift" is always used
in a negative context, indicating that an organization has strayed from its core values,
lost focus, and is heading in directions that may harm its primary mission (University
of Cambridge, 2019). This situation causes organizations to move away from their
original mission due to inconsistent objectives and values, causing a shift in focus.

According to Minkoff and Powell (2006), mission drift in an organization can
occur in two forms. Firstly, it can manifest itself as stagnation, where the organization
becomes more conservative due to institutional pressures. Secondly, it can result from
internal pressures, leading to more extreme and proactive changes. However, whether
it occurs due to conservatism or extremism, mission drift happens when organizations
compromise their primary objectives to adapt to external pressures that may
jeopardize their existence (Trembley-Boire, 2014). The traditional method of
analyzing the success or failure of organizations involves evaluating them based on
their objectives. Organizations may encounter some failures in the analysis of their
goals. Especially in the public sector, the failure to achieve the goals set is not because
of poor planning, unexpected events, or environmental reactions, but because of the
adoption of goals that cannot be realized anyway (Bursalioglu, 1971).

The vision of the MoNE is stated as "an education system that raises healthy and
happy individuals who are ready for life". The mission of MoNE is as follows (MoNE,
2015):

To provide an environment and opportunity for raising healthy and happy
individuals who have developed thinking, understanding, research, and problem-
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solving competence; who are equipped with the knowledge and skills required
by the information society; who have internalized the national culture and the
universal values of humanity and democracy; who are open to communication
and sharing; who have developed artistic sensitivity and skills; who have high
self-confidence, self-respect, a sense of right, justice, and responsibility; who are
diligent, entrepreneurial, creative, innovative, and peaceful.

To what extent does the MoNE achieve the established vision and mission
statements? To cultivate individuals with advanced thinking, comprehension,
research, and problem-solving skills, the Ministry has updated curricula at various
intervals. In 2004, the views on the curriculum developed according to the
constructivist approach were expressed by the MoNE’s Board of Education (MoNE,
2005) as follows:

The developed curriculum includes the integration of alternative assessment approaches
based on the constructivist learning approach in measurement and evaluation; ensuring
that lessons are free from rote learning, relevant to real life, enjoyable, and practical; using
activities where teachers guide students rather than directly transferring knowledge;
considering integration with the world and EU standards; enhancing critical thinking,
creative thinking, communication, research, inquiry, problem-solving, and information
technology skills in all subjects. With these improved teaching programs, students will
no longer be passive recipients of information or uncritically accept all kinds of
knowledge, while teachers will move beyond the role of being a mere source of
information.

It is evident that despite being explicitly stated in the mission statement, since
2004, education programs have fallen short of contributing to the mission of fostering
individuals with "developed thinking, understanding, research, and problem-solving
skills." Despite these high expectations, Turkish students' low scores in international
exams such as TIMSS, PISA, and PIRLS have indicated that the education system has
not been successful in achieving its mission. Since 2003, Turkey has lagged behind
the OECD average in many areas.

On the other hand, the MoNE can be considered to be in an institutional drift in
terms of fulfilling its mission, as indicated by the objectives and principles clearly
written in the Basic Law on National Education No. 1739. Saylik et al. (2021, p. 536)
have categorized the problems of the Turkish education system into four different
categories: the frequency and inability to produce long-term results of reforms,
obsolescence, a complex structure, and standardization. Similarly, in Mazlum's study
(2019), it was concluded that “in education, changes that do not rely on rational
grounds, do not find responses at the grassroots level, are not followed up for success,
and result in non-solution with arbitrary and momentary decisions create a vicious
cycle that exacerbates existing problems” (p. 177). In the study conducted by Aydin
and Toptas (2018), participants expressed their views on the education system as
follows:
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"The previous implementation of compulsory education for 8 years spread to the entire
school-age population in the 1970s. Later, the 12-year compulsory education was
transformed into a 4+4+4 system. However, in practice, this new system did not provide
8 years of uninterrupted education, and children had to leave the system after 4 years,
leading to some girls being married at a young age and thus dropping out of the system."
"Exams are abolished overnight, but new exams are introduced. School types are
changing. I think there is chaos in practice." (p. 8).

Furthermore, due to the policies and practices pursued by the National Education
system in scientific education, coeducation, and the privatization of education, it can
be observed that the system has been experiencing mission drift in certain areas in
recent years.

Strategic Drift

In management science, strategy refers to a conscious set of guidelines that shape
an organization's objectives, plans, and policies and determine the decisions for the
organization's future (Mintzberg, 1978). Mucuk (1994) defines the concept of strategy
as "an intellectual action that includes designs on how to achieve institutional goals
within the framework of the opportunities and threats presented by the constantly
changing external environment for organizations.” For all organizations that seek to
control the uncertainties of the future, adopting a strategic management approach that
includes strategic planning is essential. In this context, According to Aktan (1999),
strategic management means "the development, planning, implementation, and
control of effective strategies for an organization to achieve its objectives” (p. 6).
Three types of strategies are important in management: intended, emergent, and
realized strategies. The intended strategy is what the organization wants to achieve
and is usually detailed in the organization's strategic plan. The emergent strategy
arises when the organization faces unexpected, sudden problems and opportunities.
Emergent strategies can sometimes result in failure, but they can also bring great
success. The realized strategy consists of the part of the intended strategy that the
organization has successfully implemented, along with the emergent strategies
applied (Ketchen & Short, 2011).

In today's world, many organizations must achieve effective strategic
management to adapt to internal and external changes. One of the most important
management challenges is strategic drift. Strategic drift refers to a situation where an
organization's implemented strategies deviate from its vision and mission, leading to
a gradual loss of effectiveness and showing signs of failed change. In other words,
strategic drift is the situation that arises as a result of faulty strategies developed step
by step under the influence of historical and cultural structures in an organization, that
fail to keep pace with the changing environment (Johnson et al., 2008). The most
influential factors in strategic drift in organizations are organizational inertia and
environmental drift.

Institutional inertia is one of the ailments that classical organizations encounter,
and when it reaches excessive levels, it can paralyze the organization. Institutional
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inertia can be described as the state of inaction in which an organization automatically
reacts to significant external changes based on past experiences and strongly resists
change (Hannan & Freeman, 1984). It can emerge in an organization due to
psychological, behavioral, structural, and economic reasons (Moradi et al., 2021).
According to Bursalioglu (1998), one of the most important reasons for inertia is the
tendency to follow previous examples in decision-making and making decisions based
on old patterns. On the other hand, institutionalized habits and prior commitments can
also be considered among the causes of institutional inertia. Although managers try to
accelerate the pace of the organization with their personal efforts, they do not get the
results they hope for, and this situation reduces the organization's ability to make
creative decisions and strategic change.

Furthermore, rapid environmental changes also play an accelerating role in
corporate drift. Aging, outdated organizations that cannot effectively respond to
environmental change demands struggle to adapt to changing conditions.
Organizations, like individuals, need to be able to show a performance that will
respond effectively to change and reach the vitality they need. Organizational vitality
decreases with the aging of the organization, and the chances of the organization's
survival disappear. While organizations were initially established to adapt to the
current environmental conditions, gradually their ability to change decreases and
becomes obsolete because they cannot develop strategies to adapt to environmental
changes and changing conditions, which leads to a kind of institutional drift (Le Mens
et al., 2013).

Environmental drift also plays an important role in the failure of change to be
made in line with realistic strategies and in the rapid change decisions that
organizations make without thinking well as if pressing the panic button.
Environmental drift occurs when competitors introduce superior technologies,
designs, and strategies, and organizations in the follower position are forced to adapt
to these changes. However, aging and obsolete organizations struggle to keep up with
this change due to the pressure of internal inertia. As a result, organizational
performance begins to decline with age. Studies on organizational analysis have
documented that such organizations face the danger of their existence coming to an
end. The decline in organizational performance with aging is often interpreted as a
sign of organizational obsolescence (Le Mens et al., 2015).

As seen, strategic drift accelerates with the implementation of strategies that will
cause an organization to be disadvantaged in competition with the external
environment. If an organization gradually undergoes changes that will lead to losing
its connection with the business world and falling far behind its competitors, it means
it has been exposed to strategic drift. Even marginal adjustments in strategy within
the existing organizational culture can lead to strategic inconsistencies. The renowned
management scientist Peter Drucker explains the impact of organizational culture on
change and strategy with the words "culture eats strategy for breakfast.”" This means
that no matter how good the organizational strategies are, without a corporate culture
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that motivates people to implement them, the strategies will fail (Conmy, 2022). In
this sense, strategic drift is more common in organizations that fail to respond to rapid
and dramatic turbulence in their environment and culture.

Organizations' approaches to change can be either incremental, based on trial-
and-error strategic decisions, or radical and fundamental organizational changes. If
incremental strategic change lags behind environmental change, the organization may
not be in harmony with its environment and may need more radical or transformative
change over time. Indeed, transformative changes tend to emerge when performance
significantly declines (Dwyer & Edwards, 2009). According to Mintzberg and Lampel
(2001) organizations often fail to understand the need to create strategies that will lead
to radical changes instead of incremental ones. In such situations, organizations
frequently change their strategies and start to pursue new opportunities and initiatives.
However, this approach can lead the organization to engage in activities that do not
add strategic value and may even destroy their values, wasting time, attention, and
resources, leading to strategic drift. In the Turkish National Education system,
criticism has arisen from the adoption and implementation of strategies based on
sudden decisions and poorly thought-out plans, likening it to a "puzzle board".

Managers' approaches to change are one of the most significant determinants of
whether an organization experiences strategic drift. When faced with pressure for
change, managers often prefer to use familiar paths to cope with uncertainties and
dilemmas and minimize the challenges they face. This approach can lead to a
dangerous conservatism that prevents incremental change. As a result, managers'
over-reliance on their own experiences and the experiences of others may lead to
limited approaches, initiating strategic drift in the organization (Dwyer & Edwards,
2009).

Organizational theorists often discuss "bounded rationality” or trial-and-error
decision-making models to understand what actually happens in organizations.
According to Simon (1976), managers keep searching until they find a satisfactory
solution to a given problem. Therefore, at the end of the decision-making process, the
satisfactory decision is usually preferred over the optimal decision. In this approach,
to make a decision that is sufficiently good, it is enough for an option to meet
expectations, be feasible, and have produced good results in the past, leading to the
conclusion that the option is acceptable. This result implies a gradual change because
it reveals what was done in the past. However, these incremental strategy
implementations may not be very effective in solving fundamental problems.

Institutions that fail to recognize organizational drift tend to defend themselves
vigorously in the event of any deviation or failure. This defense also increases their
speed of drift. These organizations do not focus on operational standards and criteria
and do not ask themselves, "What am | doing? Is this what | should be doing?" They
fail to anticipate and effectively sense the changes needed to adapt to environmental
demands. The organization cannot proactively identify the change needs that threaten
its existence and cannot reassess its situation. It also fails to see the decay in technical
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standards and the deterioration in employee commitment and focus on work. It cannot
resist and remain independent of destructive external influences and is unable to
perceive the level of external pressures. The absence of compensatory behaviors in
the organization is also influential in terms of organizational drift (Berman et al.,
2006).

The National Education system, despite constantly changing things, has not been
able to make strong decisions that would facilitate the development of human
resources and develop and implement strong strategies that would effectively address
the radical changes happening on a global scale. When some of the important
strategies that concern the whole country are examined, the situation becomes clearer.

The FATIH (Increasing Opportunities and Advancing Technology Movement)
Project, led by the MoNE, first came onto the national agenda in November 2010, and
significant investments were made in the project. The aim of this project was to raise
generations that effectively utilize information technologies with interactive
whiteboards provided to schools, portable computers provided to teachers, and tablets
provided to students. The total cost of the project was expressed as 11 billion 524
million 965 thousand Turkish Liras, and by the end of 2022, 4 billion 770 million TL
had been spent on the FATIH Project, as stated by MoNE officials (Birgiin, January
1, 2023).

Despite being presented as the "project of the century,” audits conducted by the
Turkish Court of Accounts revealed that these significant investments remained
unused. It was determined that the established systems were not used in many schools,
and despite the infrastructure being set up, interactive whiteboards were missing in
thousands of schools, as highlighted by the auditors of the Turkish Court of Accounts
(Birgiin, January 1, 2023). As seen, the FATIH Project, which started with grand
objectives but failed to achieve the intended success and efficiency due to strategic
mistakes, can be considered a strategic drift in the National Education system.

In our country, despite continuous efforts to make changes, the area of teacher
training and employment has been challenging. There is a clear need for a "Teacher
Profession Law" that will enable teaching to gain an identity as a career profession.
The issue of career steps in teaching was regulated for the first time with Articles 1
and 2 of Law No. 5204 dated 30.6.2004 on the Amendment of the Basic Law on
National Education and the Law on Civil Servants. However, the Teacher Profession
Exam conducted by the MoNE in 2006 has not been repeated, and it came back to the
agenda after 11 years. On February 3, 2022, the "Teacher Profession Law", numbered
7354, was accepted. This law consists of twelve articles, and it introduced the
obligation to complete a 180-hour "training program™ for expert teaching and a 240-
hour program for head teachers. It was stated that teachers who score 70 points in
written exams will be eligible to obtain the titles of expert or head teacher. The MoNE
conducted the expert teacher and head teacher exams on November 19, 2022, and the
results were announced on December 12, 2022. 595,598 people applied for the exam,
and 422,368 teachers succeeded in the expert teacher exam. Including those
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exempted, 516,974 teachers have gained the right to become expert teachers. In the
head teacher exam, 66,422 teachers succeeded. Although the exam was conducted in
an extremely easy way, 10,304 teachers failed the specialist teacher exam. About 2%
of teachers were unsuccessful in the exam (Hirriyet, November 24, 2022).

Contrary to expectations, the Teacher Profession Law did not bring the desired
professional arrangements, and the regulations on "expert teacher" and "head teacher"
caused conflict among teachers at a broad level. However, there is a significant need
for systematic and effective strategies in the selection, appointment, and rights of
teachers. Such futile strategic decisions only lead the education system further away
from its objectives.

Practical Drift

Practical drift in an organization refers to the gradual and consistent divergence
of daily practices from written procedures and standards (Snook, 2000). The term
"procedure” is defined by Merriam-Webster (n. d.) as "a settled or established way or
practice of doing something; a series of actions or operations conducted in a certain
way or order, and a set of actions" (p. 1). Especially in public affairs, deviating from
legal, defined, and established procedures and resorting to arbitrary practices become
significant initiators of organizational drift. Here, intentional and knowing deviations
from rules or standards that regulate how behavior should occur within the
organization are involved.

Rules involve restricting individuals' behaviors and encompass specific
prohibitions to maintain order within a group for a particular purpose. Another
characteristic of rules is that they provide clear and explicit expectations for everyone
(Lo, 1995, p. 21). Rules show individuals the paths of action they need to follow and
the consequences they will face. On the other hand, standards are systems that guide
the display of expected behaviors and the avoidance of unwanted ones (Aydin, 2019).
The function of standards in organizations and management is to set examples,
models, levels, or norms to create a measure of what kinds of behaviors and actions
are expected for managers and employees and to determine the results that these
behaviors are expected to produce (Ortmann, 2010). Deviation from standards,
ignoring or skipping them in organizations, tends to lead to an irreversible drift over
time.

All organizations establish, implement, and maintain acceptable procedures to
ensure standard staff behavior. Many organizations assign various roles to their
employees and teams to achieve common goals. In some cases, in order for one team
to succeed in its task, another team must successfully complete the task. These tightly
interconnected teams must follow various protocols and procedures to achieve their
common goals. Sometimes employees may have to deviate from established
procedures to meet the dictates of situational conditions (Bisbey, 2014). While, on the
one hand, this is necessary for flexibility in solving new problems, on the other hand,
it leads to organizational drift away from standards over time. Especially in social
organizations, which cannot fully control their environment, they may be compelled
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to experience institutional drift. Daily problems may require solutions beyond the
approaches anticipated in general objectives. Policy decisions made in the light of
general purposes may fail to demonstrate the adaptability to social changes that
functional decisions display. Functional decisions that take social pressures into
account may push the organization toward new tasks beyond its original objectives
(Bursalioglu, 1970). Practical drift occurs as a result of the routine behavior of
deviating undesirably from written procedures.

In practice, drift is a gradual and unnoticed change that takes place over years,
sometimes spanning generations. Often, it creates a different working method that is
well-known to those within the process but not understood by outsiders or members
of a narrow practice area (Ortmann, 2010). In fact, organizations do not suddenly fall
into this coma state. Employees within the organization are aware of the progression
of the disease. Some may even deliberately hasten this deterioration. The most
noticeable sign of drift in practices is the gradual decline in standards. High-level
standards are intentionally not set, and existing standards are further lowered. The
reason is that achieving progressively lower standards becomes easier, resulting in
less work being done. As a result, fewer mistakes are made, and managers take pride
in this situation (Bursalioglu, 1998). Thus, a false sense of achievement is created,
attempting to conceal the negative consequences caused by drift.

The MoNE has made many decisions that have caused practical drift. These
decisions include facilitating transitions between teaching branches that require years
of specialization, transferring teacher class inspections from inspectors to school
principals, lowering standards for administrative appointments, lowering the quality
of student attendance and evaluations, as well as lowering the exam standards. Many
of these practices are causing irreversible damage to the education system.

According to a study by Can & Sakalli (2023), the proportion of students
enrolled in open high schools to all secondary education students was 10.44% in the
2006-2007 academic year, while this proportion increased to 22.98% in the 2020-
2021 academic year. This change shows that the proportion of open high school
students among all secondary education students has doubled within six years. It is
expected that this number will reach 1.7 million in 2023. The increasing number of
high school students who view formal education as a waste of time and aim to prepare
adequately for university entrance exams by attending open high schools leads to
significant educational problems and contributes to a kind of implementation drift.

On February 11, 2022, the Council of Higher Education (YOK) decided to
eliminate the minimum passing scores of 150 and 180 for the Basic Proficiency Test
(TYT) and Field Proficiency Test (AYT) in associate and undergraduate degree
programs starting from the 2022 Higher Education Institutions Exam (YKS).
Additionally, the exam durations were extended from 135 minutes to 165 minutes
(YOK, 2022). With the removal of the minimum passing scores, the number of
candidates taking the university entrance exam has increased, but the problem of
graduates being unemployed has become even more intractable. Furthermore, YOK's
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decision on January 3, 2023, regarding the provision of pedagogical formation
education during the formal education and training period in areas where pedagogical
formation education can be obtained outside faculties of education, has raised
concerns about the quality of pedagogical formation education (YOK, 2023). The
mass opening of teacher training programs in this manner and the acceptance of
inadequately qualified teachers into the system can also be cited as examples of
practical drift.

Leadership Drift

In the broadest sense, leadership is the capacity to influence and guide a group
of people or employees of an organization to achieve certain goals and objectives; to
take quick and decisive action when necessary; to gain an edge over the competition;
and to inspire others to perform at their highest level (Twin, 2022). Leadership is a
method of social influence that aims to maximize the efforts of others to achieve a
common goal. In this sense, the main characteristics of leadership are as follows: a)
Leadership is about being willing and able to inspire and mobilize others. It is about
social influence, not exercising power, status, or authority. b) Leadership requires the
support and assistance of others. A leader cannot work alone. ¢) Leadership is not a
one-size-fits-all approach. There are many leadership styles and paths a leader can
follow to realize their vision. d) Leadership is about working and guiding others to
achieve a shared goal (Fiverr, 2022).

Why is leadership important in an organization? As the definitions above
suggest, first of all, leaders provide guidance, inspiration, and motivation to their
followers in achieving their goals. They help create a vision and rally people around
a common purpose. Leaders make organizations effective by demonstrating the
competencies necessary to make effective decisions and solve problems effectively.

Leadership refers not only to a set of traits that can be developed but also to a
skill set that can be learned and perfected. Therefore, everyone has the ability to be an
effective leader, and leadership can be used both in business and in different sectors
or organizations. However, many leaders have the disturbing habit of focusing their
attention only on more urgent and novel situations. This loss of attention or loss of
direction, which can happen to all leaders leading organizations, is called leadership
drift. Managers and their organizations drift away from their core leadership tasks (Art
Petty, 2013). Top managers who are unable to manage their organizations and cause
drift are often reluctant and callous. Middle managers turn against each other, and
each tries to destroy the other. Lower-level managers, on the other hand, are fed up or
in a state of cynicism (Bursalioglu, 1998). Leadership drift causes a loss of control in
all areas and levels of the organization and makes the organization drift in a direction
different from its goals.

Leaders who cannot manage their organizations and cause drift are generally
unwilling and indifferent. Middle-level managers, on the other hand, compete with
each other and try to undermine one another. Lower-level managers are either
exhausted or disinterested in their work (Bursalioglu, 1998). Leadership drift leads to
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a loss of control in all areas and levels of the organization and drags the organization
in a direction different from its goals.

According to Bursalioglu (1971), managers often avoid taking on tasks they
consider themselves inexperienced in or have not received proper training for,
preferring tasks in which they feel powerful. These choices they make undoubtedly
have significant effects on the organization's or unit's ability to achieve its goals. This
behavior, especially seen in educational organizations where theoretical knowledge is
insufficient, is a result of leadership based more on authority than competence and
tends to become a tradition.

During the 21-year ruling period of the MoNE, nine ministers have changed, and
each of them has implemented different practices as if running a different political
program. According to Tas (2010), one of the regulations that MoNE has made the
most changes to is the "Regulation on the Appointment and Relocation of Educational
Institution Managers." When looking at the historical process related to school
administration, it can be seen that selecting and appointing educational administrators
in Turkey has not been established on a career and merit principle. According to
Ozdogan's (2023) study, school administrators find appointments through exams fair
but express negative opinions about the appropriateness of the questions asked in the
exams and argue that the exam cannot be considered a reliable tool for selecting
administrators.

According to Ozdogan (2023), school administrators use more negative
expressions regarding appointments via interviews. They stated that the appointment
of administrators through interviews would not be fair, would have low inclusiveness,
and that the interview process would not be reliable. Particularly, the inability to
develop an effective selection and appointment policy within the framework of the
suspicions created by the interview system in the selection and appointment of
administrators in both the central and provincial organizations of MoNE can be
considered as one of the main reasons and indicators of leadership drift.

The continuation of the same problematic approach in the selection and
appointment of school administrators highlights the ongoing leadership drift. The fact
that school principalship is not recognized as a professional specialization and a career
profession, the role of unions in determining administrative appointments, the lack of
organization and relocation processes for school principals based on merit, and the
misuse of the interview system for favoritism are a few factors that demonstrate
leadership drift in the Turkish education system.

The Law on Making Amendments to the National Education Basic Law and
Some Laws and Decree-Laws was approved and enacted by the Grand National
Assembly of Turkey on March 1, 2014. This legislative regulation had a seismic effect
on the MoNE. The media and news outlets reflected this situation as follows
(Cumhuriyet, March 14, 2014):
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With the implementation of the law, approximately 615 top executives in the
central organization of the MoNE were automatically dismissed. Except for the
Undersecretary, the President of the Board of Education, and the Head of
Strategy Development, members of the Board of Education, undersecretary
assistants, general directors, and group leaders were transferred to the advisory
positions referred to as the "pool” with the enforcement of the law. The
provincial organization also experienced the effects of the central organization's
purge. With the implementation of the law, provincial directors of national
education, assistant provincial directors, and even district directors of national
education were all placed in the pool at once. Thus, with the implementation of
the law, the number of organization executives who entered the pool reached
approximately 1000. Additionally, with the implementation of the law, school
directors and deputy directors whose terms exceeded 4 years were dismissed in
June, at the end of the 2013-2014 academic year. This meant approximately
50.000 school administrators.

It is impossible for such a rapid process of dismissals and appointments, from
the top management of the Ministry to school directors, not to lead to leadership drift
in the system. As mentioned above, when the mission and strategic drifts brought
about by this rapid change are combined with the implementation drift caused by the
disappearance of institutional memory, the negative consequences of leadership drift
manifest themselves in the entire education system. Despite the dismissal of thousands
of administrators and the appointment of new ones, there has been no visible
improvement or change in the management of the education system. In an education
system where the principle of merit in selecting and appointing administrators has not
been fully established, it is not difficult to predict that leadership drift will continue to
manifest itself even more strongly.

Reliability Drift

Reliability drift, as explained by Snook (2000), means that when rules do not
match current task demands, individuals adjust their behavior to the requirements of
the new situation. Losing the belief that all types of work and services will be
performed spontaneously in accordance with accepted standards leads to reliability
drift. Such deviations can result in both reliability and safety drift within organizations
(Pettersen & Schulman, 2016).

In the Turkish Language Association dictionary, the concept of trust is defined
as "the feeling of believing and committing without fear, hesitation, or doubt" (Tiirk
Dil Kurumu, 2005). The approach to trust can be categorized into two forms:
"confidence by being sure" and "trust by taking risks." All public institutions and
public servants should be individuals and organizations that can be trusted with
confidence. In the case of trusting and taking risks, there may be serious concerns and
doubts, but one is still compelled to trust. All citizens receiving services should be
able to trust public service-providing institutions and public servants with confidence.
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Fair and reliable public service constitutes the greatest guarantee of "public
trust.”" In this sense, public trust is a prerequisite for good governance (Lewis &
Gilman, 2005). Non-compliance with laws and standards in public life creates a
perception of distrust in the public’s opinion. The main reason for this is the misuse
of authority by those tasked with protecting the public’s interests and resources,
resulting in increased costs and problems. This cost stems from the decrease in public
trust in government institutions and the loss of public resources that should be used to
support economic and social development. In many countries, there is a strong effort
to protect democracy, rebuild trust in government institutions and public officials, and
reestablish integrity measures in public administration. Integrity is an essential value
in family, friendship, and work relationships. Dishonest decisions and actions
undermine trust between parties. No one can trust each other unless honesty and
truthfulness are observed and practiced in behavior. Organizational culture is one of
the most crucial factors in the formation of institutional trust. When trust and respect
prevail in the organizational culture, the respect and trust of society towards the
institution and its members also increase (Schoorman et al., 2007).

Public institutions are organizations that have taken on the duty and
responsibility of providing public services to the public. These services are provided
by politicians, bureaucrats, administrators, various professionals, and auxiliary staff.
The organizations and employees providing these services may not share the same
values, and they may belong to different subcultures. This makes it difficult for
institutions as a whole to be managed and function within the same value system,
which leads to various conflicts between different values. In this sense, public
institutions are dynamic, complex structures that encompass conflicting value
systems. Public servants who provide public services must adhere to their institution's
norms, professional values, and institutional rules. In addition to all of this, public
officials must effectively manage a complex relationship system and meet the needs
and expectations of the people they serve. Leaving public servants to their own values
and consciousness while fulfilling all these important and challenging responsibilities
leads to reliability drift (Lawton et al., 2013).

What is the level of trustworthiness of the MoNE as an organization in the eyes
of the public? Does the public have confidence in schools and trust that their children
will be treated appropriately at school? Are school or dormitory buildings safe? Does
society believe that comprehensive and effective supervision is being conducted? It is
important to answer all these questions and further strengthen the reliability of the
education system. According to the results of the "Government at a Glance 2023"
report published by the Organization for Economic Co-operation and Development
(OECD) at regular intervals, Turkey ranks 45th out of 45 countries in the ranking of
"dissatisfaction with education”. While the average satisfaction rate with education in
OECD countries is around 67%, unfortunately, in Turkey, this rate remains at 21%
(OECD, 2013). Furthermore, according to the Ipsos Global Advisor Survey conducted
in 2019 in 23 countries, while teaching is perceived as the most trusted profession in
Brazil and the United States, it ranks third in terms of trustworthiness in Turkey
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(IPSOS, 2019). Trust in individuals leads to trust in institutions, and trust in
institutions, in turn, creates trust in systems. In this regard, maintaining high standards
and adhering strictly to the principle of meritocracy form the basis of reliability.

Ethical Drift

Ethical drift is a gradual, insidious, and unwitting violation of ethical standards
that can occur frequently in a group, organization, or individual as a result of
environmental pressures. Just as a drifting boat can cover long distances at sea without
any visible change, organizations and individuals experiencing ethical drift
unconsciously move away from fundamental values and ethical principles by
gradually violating ethical standards. Only after a long time and losing their intended
direction do organizations and individuals realize that they have experienced “ethical
drift" (Sternberg, 2012). Organizational drift is largely related to
undisclosed/unpredictable non-compliant behaviors. Encouraging employees to
violate the organization's ethical standards is a significant indicator of corporate drift
(Sternberg, 2012). The "elephant in the room syndrome" is defined as ethical problems
in an organization that are actually very obvious, widespread, and known by everyone
but no one wants to talk about. Everyone knows but pretends not to know. Everyone
sees but pretends not to see. Everyone hears but pretends not to hear. No one wants to
talk about the elephant in the room. Every organization has its elephants in the room,
and unless they are discussed, ethical drift accelerates.

The so-called “slippery slope” effect is another good example of ethical drift.
Taking an initial step that can lead to ethically undesirable outcomes inevitably forces
a person to take subsequent steps as well. Thus, the person enters an irreversible path
and tries to justify each unethical behavior they engage in. Therefore, when you take
an unethical step for any reason, you have slipped on a slippery slope, and even if you
try to recover, you slip again. It is very difficult to get back to the starting point. That
is why the first step, the first concession made to unethical behavior, is crucial.

The greatest danger of ethical drift is that individuals may gradually move away
from ethical standards, even though they believe they still adhere to the same ethical
principles they previously had. By the time they realize this ethical drift, it may
already be too late. We often assume that people who act unethically know that they
should not act in this way or that others can clearly see that the behavior is wrong.
However, people frequently experience ethical drift. Even though others are horrified
by their unethical actions, their reference frames change so slowly that they may not
even be aware that they are behaving unethically (Sternberg, 2012).

Especially when public officials use their institutional power and authority to
benefit themselves or others, they may resort to various justifications. The most
common forms of justifying unethical behavior are as follows: a) Creating false
necessities by saying it is ethical if it is necessary, b) Accepting the behavior as
appropriate if it is legal and permissible, c) Thinking that everyone will benefit in the
end, d) Believing that no one will be harmed, e) Claiming to perform such actions for
noble or sacred purposes (noble cause corruption), f) Saying that if everyone else is
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doing the same thing, it won't matter if they do it too, g) Seeing no harm in benefiting
from certain advantages thinking that they are not getting what they deserve (Aydin,
2022).

What can be done to prevent ethical drift? Firstly, the organization should raise
awareness among its members about ethical drift. Secondly, a culture that has zero
tolerance for ethical drift should be established. Thirdly, all members of the
organization should be cautioned to be careful about ethical drift. Fourthly,
mechanisms should be in place to ensure that ethical drift is identified and investigated
when it occurs. Lastly, individuals or groups displaying unacceptable ethical drift
behaviors should be promptly, visibly, and appropriately penalized. In conclusion,
wisdom serves as the greatest safeguard against ethical drift (Sternberg, 2012).

Ethical risk analysis is a crucial evaluation method for preventing corruption and
strengthening ethical behavior within an organization. When conducting an ethical
risk assessment in a company, the focus is mainly on identifying what went wrong,
areas that may leave the door open to corruption, and situations that could potentially
lead to unethical behavior. The purpose of risk analysis is to distinguish between what
is being done and what should be done in areas with risks of corruption and unethical
conduct. It is essential to gather detailed information about areas prone to corruption
within the organization and devise effective plans to counteract these risks. Risk
analyses related to how human resources, material resources, and finances are utilized
should also be conducted to promote ethical behavior within the organization. Risk
analysis serves as a significant management tool, ensuring that the organization is
managed both effectively and ethically (Aydin, 2017).

In the context of the "Preventing Corruption and Promoting Ethics Technical
Assistance Project," conducted in collaboration with the Public Officials Ethics Board
and the Council of Europe in 2017, workshops on "Ethics Awareness" were organized
for representatives of the MoNE on April 12-13, 2017, and May 25-26, 2017. Based
on the outputs obtained from these workshops and examining global examples, an
Ethics Action Plan was developed specifically for the MoNE (Aydin, 2017). As a
result of the conducted studies, the ethically risky areas of MoONE were revealed as
follows: Tendering and procurement processes, favoritism, personal use of public
resources, merit principle in appointments and promotions, delivery of poor-quality
and negligent educational services, gifts, student registration and acceptance
processes, private tutoring and second jobs, examinations, low salaries for personnel,
lack of transparency, inadequate sanctions for unethical behavior, and pressure from
families. Various recommendations were also provided to strengthen ethical behavior
in these areas (Aydin, 2017).

As in other institutions, the following measures should be taken to prevent
ethical drift in the National Education system (Aydin, 2022):
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1. Increasing the visibility of ethical principles through internal stakeholders
and the public by announcing them, conducting informational meetings, and
conducting media campaigns to raise awareness.

2. Continuous and regular training and development programs on ethical
principles.

3. Developing the ethical leadership skills of senior management and leaders
at all levels of the organization.

4. Digitizing and making transparent the business processes and procedures in
a way that reduces any form of discrimination, favoritism, or abuse of power
that may foster unethical behavior.

5. Establishing and operating ethics consultation boards and hotlines for
ethical dilemma situations.

6. Formulating and implementing clear, explicit, and written policies to
counter any attempts of influence by politicians, higher authorities,
colleagues, the media, and citizens that may compromise ethical behavior.

7. Establishing and strictly implementing merit-based systems for appointing
and promoting qualified individuals that will enhance public trust and
improve service quality.

Discussion, Conclusion and Suggestions

Education systems are responsible for fulfilling the objectives and missions
specified in constitutions, laws, and other legally binding documents. Therefore, they
must avoid any drift that deviates from these objectives and missions. The MoNE
holds great importance for our country's present and future, as it is not only one of the
largest public systems in our country but also employs over one million public
servants, functioning as a widespread organization accessible even in the remotest
corners of the country.

The National Education system should carefully determine and implement
strategies for change and development, fully aware that every decision and strategy it
makes affects the entire nation. Otherwise, strategic drifts will determine the fate of
the children and youth of this country. It is crucial that individuals capable of leading
the National Education system are selected and appointed based on the principle of
merit, and the educational institutions and schools in our country should be operated
in line with their vision. Therefore, the system of selecting and appointing
administrators needs to be re-established.

The National Education system carries a high-security risk, and as such, it
should analyze all internal and external risks thoroughly, adopting an approach that
instills trust in society. Otherwise, a loss of trust in the education system can result in
irreparable consequences in the public eye.

As a public institution, all institutions and schools within the National
Education system should adhere to and fully implement legal and technical procedures
in all actions and operations to avoid drift in practice. The attitude and statements
displayed by all administrators and teachers regarding ethical principles and practices
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largely shape the ethical values acquired by the students. In conclusion, if the National
Education system succumbs to ethical drift, the entire country will be affected.
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Bu ¢aligmanin amaci, kurumsal siiriikklenme kavramini irdeleyerek; orgiitlerde
misyon, stratejik, uygulama, giivenilirlik, liderlik ve etik boyutlarda kurumsal
stirliklenme siireglerini ortaya koymaktir. Ayrica, kurumsal siiriiklenmenin orgiitler
icin ne gibi sonuglar yarattifini, egitim sistemi ve egitim orgiitleri baglaminda
tartigmak da bu ¢alismanin amaglar1 arasindadir.

Orgiit, 6nceden tanimlanmus ortak hedeflerin basarilmasi igin bireysel cabalari,
ortak is hedeflerine yoneltmeyi saglamak amaciyla kurulan bir yapidir. Yonetim ise
kurumsal hedefleri gerceklestirecek isleri yapmak amaciyla bir araya getirilmis
insanlar1 eyleme gecgirmek igin gerekli igbirligi, orgiitleme, planlama, esgiidiimleme,
iletisim, denetim ve degerlendirme islevlerini ger¢eklestirmeye yonelik ¢aligmalardan
olusan bir siirectir (Basaran, 2000).

Egitim orgiitlerinin kurulug amaci, bir toplumun iyelerinin belli bir program
gergevesinde, profesyonel kisiler tarafindan, Onceden belirlenmis hedefler
dogrultusunda egitilmesidir. Yiizyillar boyunca ailelerin ¢ocuklarinin giderek artan ve
karmasik hale gelen egitim gereksinimlerinin karsilanmasinda yetersiz kalmalari
nedeniyle, bu amact gerceklestirecek egitim kurumlarmin olusturulmasina ve
isletilmesine ihtiya¢ duyulmustur. Bir yandan bireyler daha dengeli, saglikli, géneng
dolu bir yasam i¢in nitelikli bir egitime gereksinim duymaktadirlar. Diger yandan da
toplum, tiim islevlerini etkili bir gekilde yerine getirecek iyi yetismis bireylere
gereksinim duymaktadir. ABD eski bagkani Barack Obama, 2009’da Virginia
Arlington’da yaptig1 konusmasinda Wakefield Lisesi 6grencilerine sdyle seslenmistir
(New York Times, 8 Eyliil 2009):

Her birinizin iyi o ldugu bir alan vardir. Her birinizin topluma sunabilecegi bir
sey vardir. Ve her biriniz bunun ne oldugunu kesfetmek i¢in kendinize karsi
sorumlusunuz. Bu da egitimin saglayabilecegi firsatlarla miimkiindiir. Yeni isler
yaratacak ve ekonomimizi gelistirecek yeni sirketler kurmak icin okullarda ve
simiflarinizda gelistirdiginiz yaraticiliga ihtiyaciniz olacak. Yeteneklerinizi,
becerilerinizi ve akliniz1 gelistirmek i¢in her birinize bizim de ihtiyacimiz var.
Boylece toplumun zor problemlerini ¢dzmesine yardim edebilirsiniz. Bunu
yapmazsaniz ve okulu birakirsaniz, sadece kendinizden vazge¢miyorsunuz,
iilkenizi de terk ediyorsunuz demektir.

Goriildiigii gibi egitim sistemi bir yandan bireylerin zihinsel, fiziksel, psikolojik,
toplumsal, entelektiiel gelisimini saglamayi, diger yandan da toplumun geligimini ve
ilerlemesini saglamayu1 listlenen anahtar bir yapidir. Bu anlamda eger egitim sistemleri
ve bu sistemin temeli olan egitim kurumlar1 ger¢ek amag ve islevlerinden uzaklasarak
kurumsal siiriiklenme yasiyorsa, hem bireyler hem de toplumlar biiyiik sorunlarla
yiizlesmek zorunda kalacaktir.

Kurumsal Siiriiklenme Kavrami

Orgiitlerin kurulus amag ve misyonlarina uygun olarak yénetilmesi, orgiitsel
performans agisindan ¢ok dnemlidir. Kurumsal siiriiklenme (organizational drift), bir
orglitiin  kurumsal ve islevsel amaglar1 arasinda uyumsuzluk ve farklilagsma
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olmasindan dolayi, o6rgiitiin asil amaglarindan giderek uzaklasmasidir. Bu anlamda
kurumsal siiriklenme orgiitiin kabul edilen performans diizeyinde meydana gelen
sapma olarak da tanmimlanabilir. Leach vd. (2012) ise kurumsal siiriklenmeyi,
kurumsal standartlarin, orgiitin performansun diigmesine, zamaninda tespit
edilemedigi i¢in sorunlarin giderilememesine, orgiitiin basarisiz olmasina yol acacak
sekilde kademeli bigimde bozulmasi olarak tanimlamislardir.

Kurumsal siiriiklenmenin en 6nemli isaretelerinden biri, orgiitiin politika ve
uygulamalarinda kurumsal ama¢ ve ilkelerine uygun olmayan degisiklikler
yapmasidir. Kurumsal siiriiklenme yasayan bir orgiit, amaclanan rotasindan fark
edilmeyecek kadar yavas bigimde, ancak siirekli ve kademeli olarak uzaklasir ve
kurumsal hedeflerine uymayan giinliik kararlar sonucunda 6ngériillemeyen bigimde
kiiltiiriinii, standartlarini ve is uygulamalarini terk ederek karmasaya diiser (Mandis,
2013).

Bir orgiitte, istenmeyen durumlarin ve felaketlerin birdenbire ortaya ¢ikmadigi,
artarak devem eden ve uzun siire fark edilmeyen risk donemlerinden ge¢ildigi yaygin
olarak kabul edilmektedir. Turner (1992) bunu kulugka doénemi olarak
adlandirmaktadir ve bu donemde, orgiitsel zekanin topluca basarisizlig1 nedeniyle
hafife alinan veya fark edilmeyen "gizli hatalarin" ve olaylarin birikmesi sonucunda
basarisizliga dogru kademeli bir siiriiklenme yasandigin ifade etmektedir. Orgiitlerde
giderek biiyliyen amag ve eylem boslugunun fark edilememesi (bu bilingli de olabilir);
hatali varsayimlar iizerinden karar verilmesi; toplumun c¢esitli katmanlarindan gelen
sikayetlerin veya uyar1 sinyallerinin karar vericiler tarafindan dikkate alinmamasi ve
olabilecek en kotii sonuglari tahmin etme konusunda isteksiz davranilmasi da
kurumsal siiriklenmeyi hizlandiran unsurlar arasindadir (Dekker ve Pruchnicki,
2013). Bu duruma “orgiitsel sessizlik” de eslik ettiginde, siiriiklenme daha da
hizlanarak felaketin ¢abuklagsmasina yol agabilir. Van Dyne vd. (2003, s. 1363),
orgiitsel sessizligi “calisanlarin igleri ile ilgili fikirlerini, bilgilerini ve goriislerini ifade
etmek yerine gizlemeleri” olarak tanimlamiglardir. Pinder ve Harlos’a (2001) gore
calisanlar orgiitiin isleyisinden rahatsizdir, ancak kendisini korumak i¢in bu durumu
degistirmeye, ger¢ek diisiincelerini sdylemeye isteksizdir. Bu sessizlik, orgiitlerde
islerin amaca ve standartlara uygun yiiriimesi konusunda gereken uyarilarin
zamaninda yapilmasi ya da 6nlemler konusunda kararli davranilmasini da engelledigi
icin siiriiklenmeyi destekleyen bir ortam olugmasina yol agmaktadir.

Kurumsal siiriikklenme pek ¢ok farkli sektordeki orgiitlerde ortaya ¢ikan bir
olgudur. Kurumlar performanslarinin yavas yavas diistiigiiniin, amaglarindan hizla
uzaklastiklarinin ve standartlarinin erozyona ugradiginin bilincine varamazlar (Dwyer
ve Edwards, 2009). Kurum kendisini yavas yavas ve fark edemeden, olmas1 gereken
noktadan ¢ok uzaklara siiriikklenmis olarak bulur. Pek ¢ok kurumda agik¢a ve net bir
bi¢imde fark edilmese de kurumsal siiriiklenme nedeniyle orgiitiin performansi yavas
yavas azalir ve sistem ¢okiintiiye ugrar. Ustelik kurum biiyiik bir basarisizliga ya da
felakete ugramadikea, igine diistligii bu durumu kolay kolay fark edemez.
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Orgiitlerde kurumsal siiriiklenme meydana gelmesinin g¢ok farkli nedenleri
olmakla birlikte, siiriklenmeye neden olan baglica etmenler sunlardir (Dekker ve
Pruchnicki, 2013; Hollnagel vd., 2006):

1) Orgiitte icsel ya da digsal zorlayici bir olay ya da durumun ortaya c¢iktig
goriilmesine ragmen Orgiitiin bu yeni duruma uyarlanabilme kapasitesinin olmamasi,
enerjisinin tilkkenmesi.

2) Orgiitte yerel diizeyde alinan ve uygulanan kararlarin, kiiresel veya daha
biiyiik 6l¢ekteki degisimlerle uyumsuz olmasi.

3) Orgiitiin etrafinda hizla degisen bir diinya olmasina karsin, daha énce basarili
olan eski moda davramiglar ve stratejiler arasinda sikisip kalinmasi ve bunlarin
yoneticiler tarafindan siirekli olarak kullanilmasi.

Goriildiigii gibi giiniimiiz yoneticileri i¢in en biiyiik zorluklar, dis ¢evreyi
anlamak, karsilasacaklar1 temel sorunlart belirlemek, politik giiclerle basa ¢ikmak,
cevresel degisimler, bilgi ve iletisim teknolojisinin basdondiiriicli gelismesine ayak
uydurmaktir (Dwyer ve Edwards, 2009). Dinamik yapilar olan orgiitler i¢sel ve digsal
degisimler ve zorlamalar nedeniyle ama¢ ve misyonlarindan sapma gosterebilirler.
Orgiitlerin cevresel degismelere ayak uyduramayacak kadar eskimesine goz
yumulmas: kadar, asil misyonundan ve amaglarindan sapacak diizeyde tutarsiz
bicimde degismelere maruz birakilmasi da kurumsal siiriiklenmeye yol agmaktadir.
Bir orgiitte kurumsal siiriiklenme olgusu, yavas temposu nedeniyle uzun siire gizli
kalir ve genellikle en belirgin sekilde orgiitiin eski kusak isgorenleri tarafindan fark
edilir (Redmond, 2005). Kurumsal hafizanin bir pargasi olan kidemli galisanlar,
kurumda meydana gelen bu siiriikklenmeyi en fazla hisseden ve dile getiren kisiler
olurlar.

Egitim Sistemleri ve Kurumsal Siiriiklenme

Bir iilkenin egitim sistemi, o iilkenin bu giiniinii ve gelecegini sekillendiren ¢ok
6nemli ve bir kritik yapidir. Yetistirilen kisilerin niteligi, o toplumun nasil yasayacagi,
ekonomisi, kiiltiirii, iretimi, yasam anlayis1 gibi pek cok degiskenin en temel
belirleyicisi olmaktadir. Bu nedenle egitim sistemi sadece egitimi degil, diger biitiin
sistemlerin de yap1 ve isleyisini sekillendiren iistel etkiye sahip bir sistem olarak
goriilmelidir. Bu anlamda egitim sistemlerinin yonetimi, bilyiik bir dikkatle ele
alinmas1 ve kurumsal siiriiklenmeye meydan verilmeden gergeklestirilmesi gereken
bir siiregtir.

Toplumsal yap1 iginde bazi orgiitlerin islevlerini tam olarak yerine getirmesi
yasamsal 6nem tagimaktadir. Oteden beri Milli Egitim sistemindeki hizli kararlar,
politika degisiklikleri ve giinii kurtarmaya doniik uygulamalar sonucu egitim
sisteminde yasanan sorunlar, basta Cumhurbaskani olmak {izere sistemi yoOneten
bakanlar, biirokratlar, akademisyenler, medya mensuplar1 ve halkin bizzat kendisi
tarafindan da siklikla dile getirilmektedir. Cumhurbaskani Recep Tayyip Erdogan,
yapmis oldugu konusmada “derslik yapildigini, Ogretmen atamalarinin tamam
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oldugunu, ders kitaplarinin f{icretsiz oldugunu, Ogrencilere tablet dagitildigini,
biitgeden en biiyiikk payin egitime ayrilmasina ragmen egitim konusunda bagarinin
yakalanamadigimi” dile getirmistir (Kamudan Haber, 8 Mart 2016). Bu tiir yakinma
ve aciklamalar, Tirk Milli Egitim sisteminin kurulus amaglarini basarmada yeterince
etkili olamadiginin, {iistlendigi misyonu tam olarak gerceklestiremediginin ve
toplumun beklentilerine karsilik vermekte yetersiz kaldiginin en agik gostergeleri
olarak goriilebilir. Milli Egitim sistemi bir iilke icin sadece egitim agisindan ele
almamayacak kadar onemlidir. Bunun temel nedeni ise Milli Egitim sisteminin
yiiksek riskli bir 6rgiit olmasinin yarattig1 etkilerdir.

Yiiksek Riskli Orgiitler Olarak Egitim Sistemleri

Tiim kamu personelinin iigte birinden fazlasini istihdam eden (1 milyon 200 bin
ogretmen), Tirkiye niifusunun neredeyse tamamini ilgilendiren bir biiyiklik ve
kapsama sahip olan Milli Egitim sisteminin yasal belgelerde yazili olan, kabul edilmis
kurumsal amag, strateji, ilke ve standartlarina bagli olarak ¢aligmalarini
stirdiirebilmesi iilkenin ekonomik, toplumsal, siyasal, kiiltiirel ve giivenlik sistemleri
acisindan da biiyiik 6nem tasimaktadir. Milli Egitim Bakanligi (MEB) biitgesi 2023
yili merkezi yonetim biitgesinin %14.6'sin1 olugturmaktadir (MEB, 3 Kasim 2022).
Son yillarda kurumsal yapi, egitim programlari, teknolojik yatirimlar, sinav
sistemleri, yonetici ve miifettis secme ve atama politikalar1 ile dgretmen istihdam
politikalarinda yapilan radikal ve siirekli degisiklikler, Milli Egitim gibi biiyiik bir
Orgiitiin yasadigi sorunlari ¢6zmekte yetersiz kalmasina; giderek amag ve ilkelerinden
uzaklara siirilklenmesine yol agmaktadir. Bu haliyle Egitim Sisteminde meydana
gelebilecek siiriiklenmenin dogrudan iilkenin bugiinii ve gelecegi agisindan birtakim
onarilmaz sorunlara yol agma ve bir¢ok riski de beraberinde getirme olasilig1, egitim
kurumlarin yiiksek riskli orgiitler olarak degerlendirmeyi gerektirmektedir.

Perrow (1984) yiiksek riskli orgiitleri, sistemin bozulmasi durumunda toplumu
felakete siirtikleme potansiyeline sahip, birbirine bagli, formal yapilardan olusan
sistemler olarak tanimlamistir. Weick (1987), yiiksek riskli orgiitlerin en dnemli
ozelliginin yiiksek giivenilebilirlik oldugunu ve bu tiir 6rgiitlerin, giivenilirligi diger
tiim hedef ve amaglarin iizerinde tutan kuruluslar olmasi gerektigini ifade etmistir.
Weick vd.’ye (1999) gore yiiksek giivenilirlik gerektiren orgiitler, felaketle
sonuglanabilecek durumlar1 6nlemek i¢in zor kosullar altinda bile yiiksek verimlilik
ve etkililige sahip olmasi gereken orgiitlerdir. Roberts (1990) ve Bisbey (2014), bu
tiir orgiitlerin ¢aligmalariin yiiksek ongoriilebilirlige sahip olmasi, etkili caligsmasi ve
cok cesitli tehlikeleri dengelemesi gerektigini ileri siirmiistiir.

MEB iilkemiz i¢in yiiksek giivenilirlik gerektiren ve amaglarini bagaramadiginda
iilkemiz acisindan felakete yol acabilecek bir 6rgilit miidiir? Amag ve hedeflerinden
uzaklasan, strateji, misyon, uygulama ve etik standartlarindan giderek sapma gosteren
ve basarisiz olan egitim sisteminde kurumsal siiriiklenmenin toplumsal ve bireysel
maliyeti nelerdir? Bu sorulara yanit verebilmek i¢in 6ncelikle kurumsal siiriiklenme
tiirlerinin incelenmesinde yarar vardir.
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Kurumsal Siiriiklenme Tiirleri ve Egitim Sistemine Etkisi

Alanyazina gore kurumlarin ¢esitli tiirlerde siiriiklenme yasadiklari
goriilmektedir. Bunlan stratejik siiriiklenme (strategy drift), misyon siiriiklenmesi
(mission drift), uygulama siiriiklenmesi (practical drift), liderlik siiriiklenmesi
(leadership drift), giivenilirlik stiriiklenmesi (reliability drift) ve etik siirtiklenme
(ethical drift) biciminde tanimlamak miimkiindiir. Asagida kurumsal siiriiklenme
tiirleri olan misyon siiriiklenmesi, stratejik siiriiklenme, uygulama siiriikklenmesi,
liderlik siiriiklenmesi, giivenilirlik siiriiklenmesi ve etik siiriklenme tartigilmis ve
Tiirk Egitim sisteminin kurumsal siiriiklenme durumu irdelenmistir.

Misyon Siiriiklenmesi

Bir kurumun vizyonu (uzgoriisii) ve misyonu (6zgoérevi), onun kendi varliginin
tanimlamasi ve gelecekteki goriiniimiiniin olusturulmasidir. Vizyon, bir kurumun
gelecekte olmay1 arzuladigi, uzun vadeli ve idealist durumunu tanimlar. Misyon ise,
vizyona giden ve ona nasil ulasacaginizi agiklayan bir yol haritasidir. Misyonlar,
kurumlarin varlik nedenlerini agiklar veya kendilerini ne tiir bir kurum olarak gérmek
istediklerini belirler. Karakiitiik’e (2016) gére misyon, “drgiitiin kimligini, neyi kimin
i¢in, nasil ve neden yaptigini, kamusal kaynaklarin neden bu ¢aba i¢in ayrildigini,
Orgiitiin yasal gorevlerinin neler oldugunu belirtir” (s. 204). Misyon, bir anlamda
gelecekte ulagilmasi istenen vizyona yonelik gorev ve kararlilik ifadesidir. Bir
kurumda tiim ¢aliganlar vizyon ve misyonlari ne derecede paylasirlarsa ve bunlar i¢in
ortak hareket ederlerse, kurum o derecede kararli bi¢cimde stratejik hedeflerine
ilerleyebilmektedir.

Belirledikleri misyondan ayrilan ve karigiklik yasayan kurumlar, misyon
stiriiklenmesi ile karsi karsiya kalmaktadirlar. Misyon siiriiklenmesi, bir orgiitiin
misyon hedefleri ile ortaya ¢ikan sonuglar arasindaki istenmeyen veya beklenmeyen
durumlarin yarattig1 uyumsuzluktur (Zhao ve Grimes, 2017). Diger yandan misyon
stiriklenmesi, bir kurumun c¢aligmalarinin resmi amaglarindan sapmast ve
kaynaklarmi amag¢ dist kullanmasidir. "Misyon siiriiklenmesi" terimi, bir orgiitiin
temel degerlerinden uzaklasarak dikkatinin dagilmasi ve asil misyonuna zarar verecek
sekilde baska yonlere dogru gittigini belirtmek i¢in her zaman olumsuz anlamda
kullanilir (University of Cambridge, 2019). Bu durum orgiitlerin tutarsiz amag ve
degerler nedeniyle kendi misyonundan uzaklagsmasina ve odak kaymasina yol
agmaktadir.

Minkoff ve Powell’a (2006) gore bir kurumda misyon siiriiklenmesi iki bicimde
olabilmektedir. Birincisi kurumsal baskilar nedeniyle daha muhafazakar hale gelerek
duraklama biciminde ortaya cikar. ikincisi ise i¢ baskilar nedeniyle daha asir1 ve
proaktif bir degisim sonucu meydana gelir. Ancak ister tutuculuk ister asirilik sonucu
meydana gelsin, bu yon degistirme ile kurumlar varliklarini tehlikeye atabilecek dis
cevreye uyum saglamak igin asil amaglarindan taviz verdiklerinde misyon
siiriiklenmesi yasarlar (Trembley-Boire, 2014). Orgiitlerin basar1 ya da basarisizligin
analiz etmenin geleneksel yontemi, oOrgiitleri amaclarma gore degerlendirmedir.
Orgiitler, amaglarmin analizinde baz1 basarisizliklarla karsilasabilmektedir. Ozellikle
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kamu sektoriinde belirlenen amaglar kotii planlama, beklenmedik olaylar, ¢evre
tepkileri yiiziinden degil, zaten ger¢eklesemeyecek amaglar benimsendigi igin
basarilamamaktadir (Bursalioglu, 1971).

MEB’in vizyonu “hayata hazir, saglikli ve mutlu bireyler yetistiren bir egitim
sistemi” olarak ifade edilmistir. MEB’ nin misyonu ise asagidaki gibi belirlenmistir
(MEB, 2015):

Diigiinme, anlama, aragtirma ve sorun ¢ézme yetkinligi gelismis; bilgi toplumunun
gerektirdigi bilgi ve becerilerle donanmis; milli kiiltiir ile insanhigin ve demokrasinin
evrensel degerlerini igsellestirmis; iletisime ve paylasima acik, sanat duyarliligi ve
becerisi gelismis; 6z giiveni, 6z saygisi, hak, adalet ve sorumluluk bilinci yiiksek; gayretli,
girisimei, yaratici, yenilikei, barisegl, saglikli ve mutlu bireylerin yetismesine ortam ve
imkan saglamak.

MEB belirlenmis olan bu vizyon ve misyon ifadelerini ne derecede
gerceklestirebilmektedir? “Diisiinme, anlama, arastirma ve sorun ¢ézme yetkinligi
geligmis bireyler” yetistirmek amaciyla Bakanlik tarafindan gesitli donemlerde egitim
programlari giincellenmistir. 2004 yilinda yapilandirmaci yaklagima gore gelistirilen
Ogretim programina iliskin goriisler, MEB Talim ve Terbiye Kurulu Baskanligi
tarafindan (MEB, 2005) su sekilde ifade edilmistir:

Olgme ve degerlendirmede yapilandirmact dgrenme yaklasimma dayali alternatif
degerlendirme yaklagimlarina yer verilmesi; derslerin ezbercilikten uzak, hayatin iginden,
eglenceli ve kullanilabilir olmasi; dgretmenlerin 6grencilere dogrudan bilgi aktarma
yerine sadece yol gosterecegi etkinliklerin kullanilmasi, diinya ile entegrasyon ve AB
standartlarinin g6z 6niinde bulundurulmasi; elestirel diigiinme, yaratic1 diigiinme, iletigim,
aragtirma sorgulama, problem ¢6zme, bilgi teknolojisini kullanma, girisimcilik
becerilerinin tiim dersler i¢in ortak olarak arttirilmasi. Gelistirilen 6gretim programlari ile
birlikte 6grenci artik pasif bilgi alici, ya da her tiirlii bilgiyi kabullenici olmaktan ¢ikacak,
Ogretmen ise sadece bilgi kaynakligi roliinden siyrilacaktir.

Misyon belgesinde agikg¢a belirtilmesine karsin, 2004 yilindan bu yana egitim
programlar1 “diisiinme, anlama, arastirma ve sorun ¢ézme yetkinligi gelismis” birey
yetistirme misyonuna katkida bulunmaktan uzak kalmistir. Bu biiyiik beklentilere
ragmen Tiirk 6grencilerin girmis oldugu TIMSS, PISA ve PIRLS gibi uluslararasi
nitelikteki sinavlardan almis olduklar: diisiikk puanlar, egitim sisteminin {istlendigi
misyonu bagsarmaktan uzak oldugunu gostermis ve Tiirkiye 2003 yilindan bu yana pek
¢ok alanda OECD ortalamasinin altinda kalmustir.

Diger yandan Milli Egitim Bakanligi, 1739 sayili Milll Egitim Temel
Kanunu’nda agikca yazili olan amag ve ilkelerin gosterdigi misyonu yerine getirmek
konusunda da bir kurumsal siiriiklenme iginde sayilabilir. Saylik vd. (2021, s. 536)
caligmalarinda Tiirk egitim sisteminin mevcut durumuna yonelik sorunlari,
reformlarin siklig1 ve uzun vadeli sonug iiretememesi, korelticilik, karmagsik bir yap1
ve tektiplestiricilik olmak iizere dort farkli kategoride toplamislardir. Yine Mazlum
(2019) ¢alismasinda, “egitimde ¢ogu zaman; rasyonel temellere dayanmayan, tabanda
karsilik bulmayan, basariya ulasma durumu takip edilmeyen, keyfi ve anlik kararlarla,
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¢oziim getirmeyen degigikliklerin mevcut sorunlarin daha da agirlagsmasi ile
sonuglanan bir kisir dongii olusturdugu” (s. 177) sonucuna ulagmistir. Aydin ve
Toptas (2018) tarafindan yapilan arastirmada katilimcilar egitim sistemi ile ilgili
goriislerini soyle dile getirmiglerdir:

Daha 6nce 8 yillik zorunlu egitimin okul ¢agindaki niifusun tamamina yayginlagtirilmasi
1970'li yillarda hayata gecirilen bir uygulamaydi. Daha sonra 12 yillik zorunlu egitimin
4+4+4 sistemine doniistiiriilmesi ongoriilmiistiir. Ancak uygulamada bu yeni sistem 8 yil
kesintisiz egitim saglamamis, ¢ocuklar 4 yil sonra sistemden ayrilmak zorunda kalmus ve
baz1 kiz g¢ocuklarinin kiigiik yasta evlendirilmeleri onlarin sistemden kopmasina yol
agmustir”.  “Geceden sabaha smavlar kaldiriliyor ama yerine yeni sinavlar getiriliyor.
Okul tiirleri degisiyor. Uygulamada bir kaos oldugunu diistiniiyorum (s. 8).

Diger yandan Milli Egitim sisteminin bilimsel egitim, karma egitim, egitimin
Ozellestirilmesi gibi konularda izledigi politikalar ve yaptigi uygulamalar sonucunda
son yillarda bazi alanlarda misyon siiriiklenmesi i¢inde oldugu goriilebilmektedir.

Stratejik Siiriiklenme

Yonetim biliminde strateji, bir kurumun amagclarimi, planlarini, politikalarini
bicimlendiren ve kurumun gelecege yonelik kararlarini belirleyen bilingli yonergeler
dizisidir (Mintzberg, 1978). Mucuk (1994) ise strateji kavramini, “kurumlar igin
stirekli bir degisim halinde olan dis ¢evrenin firsatlar1 ve tehlikeleri ¢ergevesinde
kurumsal hedeflerin nasil gergeklestirilecegine iliskin tasarilari iceren diigiinsel bir
eylem” olarak tammlamigtir. Gelecegin belirsizligini kontrol altina almak isteyen
biitiin orgiitlerin stratejik planlamayi da igine alan bir stratejik yonetim anlayisini
benimsemesi gereklidir. Bu kapsamda Aktan’a gore” (1999) stratejik yonetim, “bir
kurumun amaglarma ulagabilmesi i¢in etkili stratejiler gelistirmesi, bunlarin
planlanmasi, uygulanmasi ve kontrolii anlamina gelmektedir” (s.6). Yonetimde ii¢
strateji  tlirii Onemlidir. Bunlar amaglanan, acil ve gerceklesen stratejilerdir.
Amaglanan strateji, kurumun gergeklestirmeyi istedigi stratejidir ve genellikle
kurumun stratejik planinda ayrintili olarak yer alir. Acil strateji, kurumun yiiz yiize
geldigi beklenmeyen, ani sorun ve firsatlarda ortaya cikar. Acil stratejiler bazen
basarisizlikla sonuglanabilecegi gibi bazen de biiyiik basarilar getirebilir. Gergeklesen
strateji ise bir kurumun amagladigi stratejinin basardigi kismu ile uyguladig: acil
stratejilerden olusur (Ketchen ve Short, 2011).

Giintimiizde pek ¢ok orgiit, i¢ ve dis degismelere uyum saglayabilmek i¢in etkili
bir stratejik yonetimi basarmak zorundadir. Yonetimin en 6nemli engellerinden biri
ise stratejik siiriklenme durumudur. Stratejik siiriikklenme, bir kurumun uyguladig:
stratejilerin vizyon ve misyonlarindan uzaklagmasina ve giderek etkisizlesmesine yol
acan, basarisiz bir degisim sergilemesidir. Diger bir ifade ile stratejik siiriiklenme, bir
orgiitte tarihsel ve kiiltiirel yapilarin da etkisi ile adim adim gelistirilen hatali
stratejilerin, degisen gevreye ayak uyduramamasi sonucu ortaya ¢ikan durumdur
(Johnson vd., 2008). Orgiitlerde stratejik siiriiklenmede en etkili faktérler kurumsal
durgunluk ve gevresel siiriiklenmedir.
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Kurumsal durgunluk (atalet-inertia), klasik orgiitlerin yakalandigi hastaliklardan
biridir ve asir1 dereceye ulastiginda kurumu felce ugratir. Kurumsal durgunluk,
orgiitiin 6nemli dis degisiklikler karsisinda ge¢mis deneyimlerine dayanarak otomatik
olarak tepki vermesi ve giiglii bir sekilde degisime direnmesi sonucu yasadigi
eylemsizlik durumu olarak tanimlanabilir (Hannan ve Freeman, 1984). Kurumsal
durgunluk bir orgiitte psikolojik, eylemsel, yapisal ve ekonomik nedenlerle ortaya
cikabilmektedir (Moradi vd., 2021). Bursalioglu'na (1998) gore, kurumsal
durgunlugun en 6nemli nedenlerinden biri de kararlarda 6rnek izlenmesi ve kararlarin
hep eski ornekler iizerinden verilmesidir. Diger yandan kurumlagmis aliskanliklar ve
onceden girilmis yiiklenmeler de kurumsal ataletin nedenleri arasinda sayilabilir.
Yoneticiler her ne kadar kurumun temposunu kisisel c¢abalariyla hizlandirmaya
caligsalar da umduklar1 sonucu alamadiklar i¢in bu durum orgiitiin yaratici kararlar
alma ve stratejik degisim yeterligini diistirmektedir.

Diger yandan hizli ¢evresel degisimler de kurumsal siiriiklenmeyi hizlandirict
bir rol oynamaktadir. Yaslanan, eskiyen ve ¢evrenin degisim taleplerine etkili bigimde
yanit veremeyen kurumlar, ¢evresel degismelere uyum saglamakta zorluk
cekmektedirler. Orgiitlerin de bireyler gibi degisime kars: etkili bicimde tepki verecek
bir performans gosterebilmesi ve gereksinim duydugu zindelige ulagmasi gereklidir.
Orgiitsel zindelik, kurumun yaslanmasi ile azalmakta ve drgiitiin hayatta kalma sansi
da ortadan kalkmaktadir. Orgiitler baslangicta mevcut ¢evre kosullarina uyabilecek
bicimde kurulmusken, giderek cevresel degismelere ve degisen kosullara uyum
saglayacak stratejiler gelistiremedikleri i¢in degisim yetenekleri azalarak eskimekte
ve bu da bir tiir kurumsal siiriklenme yagamalarina yol agmaktadir (Le Mens vd.,
2013).

Degisimin gercekgi stratejiler dogrultusunda yapilamamasi ve orgiitlerin, panik
butonuna basar gibi, iyi diisiiniilmeden hizli degisim kararlar1 almasinda ¢evresel
stiriiklenme de 6nemli bir rol oynamaktadir. Cevresel siiriiklenme, rakiplerin istiin
teknolojiler, tasarimlar ve stratejilerle tanismasi sonucu ortaya ¢ikar ve izleyici
durumundaki orgiitler de bu durumda degisime uyum saglamak zorunda kalirlar.
Ancak yaslanan ve eskiyen oOrgiitler bu degisime i¢sel atalet baskisi yliziinden ayak
uydurmakta zorluk g¢ekerler. Sonu¢ olarak, orgiitsel performans bir noktada yasla
birlikte azalmaya baglar. Bu tiir 6rgiitlerin, yasaminin sona ermesi tehlikesi ile karsi
karstya kaldiklar1 da yapilan drgiit analizi calismalar ile belgelenmistir. Orgiitsel
performansin yasglanmayla birlikte azalmasi, genellikle 6rgiitsel eskimenin igaretleri
olarak yorumlanmaktadir (Le Mens vd., 2015).

Goriildiigii gibi stratejik siiriiklenme, bir orgiitiin dis ¢evre ile rekabette
dezavantajli konuma diismesine yol agacak stratejilerin uygulanmaya baglamasi ile
hizlanmaktadir. Is diinyas: ile baglantisim kaybedecek diizeyde meydana gelen
asamali degigmeler karsisinda Orgiit, rakiplerinden ¢ok uzaga diiserse stratejik
stirliklenmeye maruz kalmig demektir. Bir 6rgiitiin sahip oldugu mevcut kiiltiir iginde
bazi marjinal strateji diizenlemeleri yapilirsa burada da bir stratejik tutarsizlik ortaya
cikabilecektir. Unlii yonetim bilimei Peter Drucker orgiit kiiltiiriiniin, degisme ve
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uygulanacak stratejiler iizerindeki etkisini “kiiltiir stratejiyi kahvalti niyetine yer”
sozleri ile agiklamaktadir. Bunun anlam drgiitsel stratejiler ne kadar iyi olursa olsun,
insanlar1 onu uygulamaya tesvik eden bir kurum kiiltiirii olmadan stratejiler basarisiz
olacaktir (Conmy, 2022). Bu anlamda stratejik siiriiklenme, ¢evredeki ve kiiltiirdeki
hizli ve dramatik ¢alkantiya tepki gdstermeyi basaramayan orgiitlerde daha yaygindir.

Orgiitlerin degisim yaklasimlar1 kademe kademe, deneye yanila verdikleri
stratejik kararlara dayali kademeli degisim (incremental), ya da kokli kurumsal
degisimler biciminde olabilir. Eger asamali stratejik degisim, gevresel degisimin
gerisinde kaliyorsa, kurum g¢evreyle uyumlu olmayabilir ve zaman i¢inde daha koklii
veya donisiimsel bir degisiklige ihtiyag duyabilir. Gergekten de doniisiimsel
degisiklikler performansin 6nemli oOlgiide diistigii zamanlarda ortaya ¢ikma
egilimindedir (Dwyer ve Edwards, 2009). Mintzberg ve Lampel’e (2001) gore
orgiitler agsamali degisimler yerine koklii degisimler yaratacak stratejiler olusturmalari
gerektigini anlamada basarisiz olmaktadirlar. Orgiitler béyle durumlarda sik sik
strateji degistirerek yeni firsatlar ve girisimlerin pesinden kosmaya baslarlar. Ancak
bu yaklasim orgiite stratejik deger katmayan ve hatta degerlerini yok edebilecek
etkinliklere zaman, dikkat ve kaynak harcamaya baslamasina yol agmakta ve stratejik
stiriiklenmeye yol agmaktadir. Tiirk Milli Egitim sisteminde de halk arasinda “yap boz
tahtasina dondii” seklinde elestirilen ve ani kararlara dayali, iyi digiiniilmemis
stratejiler benimsenmis ve uygulamaya konmustur.

Yoneticilerin degisime yaklasimlari, bir Orgiitiin stratejik siirliklenme
yasamasinda en 6nemli belirleyicilerden biridir. Degisim baskisi ile karsi karsiya
gelen yoneticiler, belirsizlik ve ikilemlerle bas edebilmek i¢in karsilastiklar: zorluklar
en aza indirmek amaciyla sadece bildikleri yollart kullanmay1 tercih etmektedirler. Bu
yaklagim, asamali degisimin tehlikeli bir tutuculuk nedeniyle degisimi onleyici bir
etki yaratmasina yol agabilir. Boylece yoneticiler kendi deneyimlerine ve bagkalarina
asir1 giivenerek kisith bir yaklasim sergiledikleri i¢in orgiitte stratejik siiriiklenme
basglayabilir (Dwyer ve Edwards, 2009).

Orgiit kuramcilari, orgiitlerde gercekte ne yasandigmi anlamak icin "smirli
rasyonalite" veya deneme yanilma usulii karar verme modellerinden bahsederler.
Simon’a (1976) gore yoneticiler belirli bir probleme tatmin edici bir ¢éziim bulana
kadar arayislarini siirdiiriirler. Bu nedenle, karar verme siireclerinin sonucunda
genellikle optimum -en uygun Kkarar- yerine tatmin edici karar tercih edilir. Bu
yaklagimda yeterince iyi olan bir karar verebilmek icin, ge¢miste bir kararin
beklentileri karsilamasi, uygulanabilir olmasi ve iyi sonug vermesi, o segenegin kabul
edilebilir oldugu sonucuna ulagmayi saglayacaktir. Bu sonug, eskiden ne yapildigin
ortaya koydugu icin agsamali bir degisme anlamina gelmektedir. Ancak bu asamali
strtateji uygulamalari, koklii sorunlarin ¢oziimiinde fazlaca etkili olamaz.

Kurumsal siiriiklenmenin farkina varamayan kurumlar genellikle her tiirli
sapma ve basarisizlikta, kendilerini giiglii bigimde savunma egilimine girmektedirler.
Bu savunma onlarin kurumsal siiriiklenme hizini da artirmaktadir. Kurumlar islemsel
standartlara ve olgiitlere odaklanmamakta ve kendisine ‘ne yapiyorum? Bu, yapmam



886 Inayet Avdin

gereken sey midir?” sorularini sormamaktadir. Orgiitiin gevresel taleplere uyum
saglamasi i¢in gerekli degisimleri onceden ve etkili bi¢imde hissedememektedir.
Kurum, kendi varligini tehdit eden degisim ihtiyaglarint proaktif bigimde
tamimlayamamakta ve durumunu goézden gecirememektedir. Ayrica teknik
standartlarda ortaya ¢ikan ¢iiriime ve ¢alisanlarin baglilif ile ise odaklanmalarindaki
kotiiye gidisi gérememektedir. Yikict dis etkilere direnebilme ve onlardan bagimsiz
kalabilmeyi basaramamaktadir. Digsal dayatmalarin diizeyini algilayamamaktadir.
Kurumda telafi edici davraniglarin yer almamasi da kurumsal siiriiklenmede etkilidir
(Berman vd., 2006).

Milli Egitim sistemi, siirekli bir seyleri degistirmekle birlikte, insan giiciiniin
gelisimini saglayacak giiclii kararlar1 alamamis, diinya 6l¢eginde yasanan koklii
degisimler karsisinda egitim sistemini etkin kilacak giiglii stratejiler gelistirmek ve
uygulamakta yetersiz ve etkisiz kalmigtir. Tim {ilkeyi ilgilendiren onemli
stratejilerden bazilar1 incelendiginde durum daha agik olarak goriilebilmektedir.

MEB yiiriitiiciiliigiindeki FATIH (Firsatlar1 Artirma ve Teknolojiyi Ilerletme
Hareketi) Projesi, ilk kez 2010 Kasim ayinda iilke giindemine girmistir ve FATIH
Projesine bilylik yatirnmlar yapilmistir. Bu proje ile okullara saglanan etkilesimli
tahtalar, &gretmenlere verilecek tasinabilir bilgisayarlar ve &grencilere verilen
tabletlerle bilisim teknolojilerini etkin kullanan kusaklar yetistirilmesi hedeflenmistir.
Proje tutar1 toplam 11 milyar 524 milyon 965 bin TL olan FATIH Projesi kapsaminda,
2022 yili sonu itibartyla 4 milyar 770 milyon TL harcandigt MEB yetkilileri
tarafindan ifade edilmistir (Birgiin, 19 Ocak 2023).

“Asrin projesi” seklinde sunulan FATIH Projesi ile ilgili olarak Sayistay
Bagkanlig1 tarafindan yapilan denetimlerde, bu biiyiikk yatirimlarin atil kaldig:
belirlenmistir. Kurulan sistemlerin  birgok okulda kullamilamadigi, altyap:
kurulmasina ragmen binlerce okulda etkilesimli tahta bulunmadigi Sayistay
Baskanligi denetcileri tarafindan ortaya konmustur (Birgiin, 19 Ocak 2023).
Gorildigi gibi biiyiik hedeflerle yola ¢ikilan ancak stratejik hatalar nedeniyle
hedefledigi basari ve verimlilige ulasamayan FATIH Projesini, Milli Egitim
sisteminde yasanan bir  stratejik siiriiklenme olarak degerlendirmek yanlis
olmayacaktir.

Ulkemizde uzun yillardir tutturulamayan bir strateji alani da 8gretmen yetistirme
ve istihdami konusudur. Ogretmenligin bir kariyer meslegi olarak kimlik kazanmasini
saglayacak bir “Ogretmenlik Meslek Kanunu”na gereksinim oldugu agiktir.
Ogretmenlikte kariyer basamaklari konusu ilk defa 30.6.2004 giinlii, 5204 say1li Milli
Egitim Temel Kanunu ve Devlet Memurlar1 Kanununda Degisiklik Yapilmasina
Iliskin Kanun'un 1. ve 2. maddeleri ile diizenlenmistir. MEB tarafindan 2006 yilinda
yapilan uzman 6gretmenlik sinavi bir daha tekrarlanmamis ve 11 yil sonra tekrar
giindeme gelmistir. 3 Subat 2022 tarihinde, 7354 sayili “Ogretmenlik Meslek
Kanunu” kabul edilmistir. Oniki maddeden olusan bu kanunda, uzman 6gretmenlik
icin 180 saatlik, basdgretmenlik i¢in de 240 saatlik “egitim programini” tamamlamis
olma zorunlulugu getirilmistir. Yapilacak yazili smavlarda 70 puan alan
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Ogretmenlerin uzman ya da bagégretmen unvani alabilecekleri belirtilmistir. MEB
uzman 6gretmenlik ve bagogretmenlik sinavi 19 Kasim 2022 tarihinde yapilmis ve
smav sonuglart 12 Aralik 2022 tarihinde duyurulmustur. Smava 595 bin 598 kisi
bagvuru yapmig; uzman Ogretmenlik sinavinda 422 bin 368 Ogretmen basarill
olmustur. Muaf tutulanlarla birlikte 516 bin 974 6gretmen, uzman 6gretmen olma
hakkini1 kazanmistir. Basogretmenlik sinavinda ise 66 bin 422 &gretmen basarili
olmustur. Sinavin son derece kolay bir sekilde yapilmis olmasia ragmen 10 bin 304
dgretmen uzman dgretmenlik smavinda basarisiz olmustur. Ogretmenlerin yaklasik
%2'si sinavda basarili olamamustir (Hiirriyet, 24 Kasim 2022).

Ogretmenlik Meslek Kanunu ile umulan mesleki diizenlemeler yapilamadig
gibi “uzman &gretmenlik” ve “basdgretmenlik diizenlemeleri” genis tabanli olarak
Ogretmenler arasinda ¢atigma yaratmistir. Oysa 6gretmenlerin se¢imi, atanmasi, 6zlikk
haklar1 konusunda uygulanacak sistemli ve etkili stratejilere biiyiik bir gereksinim
bulunmaktadir. Bu tiir sonugsuz stratejik kararlar, egitim sistemini amaglarindan hizla
uzaga siiriikklemekten bagka bir ise yaramamaktadir.

Uygulama Siiriiklenmesi

Uygulamada siiriiklenme, bir orgiitte giinlik uygulamalarin yazili iglemlerden
ve standartlardan yavasca ve diizenli sekilde farklilasmasidir (Snook, 2000). Islem
Merriam-Webster (t. y.) sozliigiinde “bir seyi yapmanin yerlesik veya resmi bir yolu
ya da uygulama; belirli bir sira veya sekilde yiiriitillen adimlar dizisi ve bir dizi
eylem” (s.1) olarak tammlanmustir. Ozellikle kamusal islerde yasal, tanimlanmis ve
yerlesik islemlerin atlanarak keyfi uygulamalarin yapilmasi kurumsal siiriiklenmenin
en onemli baslaticisidir. Burada kurum igindeki davranigin nasil ger¢eklesmesi
gerektigini diizenleyen kurallardan ya da uygulamalari diizenleyen standartlardan
bilerek ve kasitli olarak bir sapma sdzkonusudur.

Kurallar bir ama¢ dogrultusunda bir grupta diizeni korumak i¢in bireylerin
davraniglarinin kisitlanmasini ve belli yasaklar1 kapsar. Kurallarin bir diger 6zelligi
de herkes i¢gin agik ve net beklentiler saglamasidir (Lo, 1995, 21). Kurallar, bireylerin
izlemesi gereken eylem yollarini ve yaptirimlari gosterir. Diger yandan standartlar,
beklenen davranislarin  sergilenmesinde ve istenmeyenlerden kagiilmasinda
rehberlik yapan sistemlerdir (Aydin, 2019). Standartlarin kurumlarda ve yonetimdeki
islevi drnekler, modeller, diizeyler ya da normlar koyarak yoneticiler ve galisanlar igin
ne tir davranig ve eylemler beklendigi konusunda bir 6l¢ii yaratmast ve bu
davraniglarin iiretmesi beklenen sonuglari da belirlemesidir (Ortmann, 2010).
Kurumlarda standartlardan uzaklagma, standartlar1 gozardi etme ya da atlama egilimi,
bir siire sonra geri doniigii olmayan bir siiriiklenmeyi de beraberinde getirmektedir.

Biitiin orgiitler standart personel davranislarini saglamak i¢in kabul edilebilir
prosediirler olusturur, uygular ve korurlar. Pek ¢ok orgiit, calisanlarina ve ekiplere
ortak hedeflere ulasmak icin g¢esitli roller verir. Bazi durumlarda, bir takimin
gorevinde basarili olmasi i¢in bagka bir takimin gorevi basariyla tamamlamasi
gerekmektedir. Birbirine ¢ok siki bi¢imde bagli olan bu ekipler, ortak amaglarin
bagarabilmek icin ¢esitli protokol ve prosediirleri izlemek zorundadirlar. Bazen
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calisanlar, durumsal kosullarin yarattigi dayatmalari kargilayabilmek igin belirlenmis
prosediirlerden sapmak zorunda kalabilmektedir (Bisbey, 2014). Bu durum bir yandan
yeni sorunlart ¢6zme esnekligi igin gerekli iken, diger yandan da zamanla
standartlardan uzaklasarak kurumsal siiriiklenmeye yol agmaktadir. Ozellikle sosyal
orgiitler, cevreyi tamamen kontrol edemediklerinden kurumsal olarak siiriiklenmek
durumunda kalmaktadirlar. Giinliik sorunlar, genel amaglarda 6ngoriilen yaklagimlar
disinda ¢oziimler gerektirmektedir. Ciinkii genel amaglarin 1518inda alinan politika
kararlari, sosyal degismelere islevsel kararlarin  gosterdikleri  uyumu
gosterememektedirler. Sosyal baskilar1 dikkate alabilen islevsel kararlar, orgiitii
amaglar1 disinda olan yeni gérevlere siiriiklemektedir (Bursalioglu, 1970). Uygulama
siirliklenmesi, rutin davraniglarin yazili prosediirlerden istenmeyen bigimde
uzaklagmas1 sonucu ortaya ¢ikmaktadir.

Uygulamada siiriiklenme, yillarca siiren, kimi zaman kusaklar boyunca olusan,
uygulamadaki asamali ve fark edilmeyen degisikliklerdir. Cogu zaman, bu siireg
icindekiler tarafindan iyi bilinen ama yabancilarin, yani dar bir uygulama alaninin
iiyesi olmayanlarin anlamadigi, farkli bir ¢alisma yontemi yaratir (Ortmann, 2010).
Aslinda kurumlar bu koma durumuna birdenbire girmezler. Hastaligin kotiiye
gidisinden orgiit icindeki calisanlar haberdardir. Hatta bazilari bu gidisi 6zellikle
hizlandirmislardir. Uygulamalardaki siiriiklenmenin en dikkat c¢ekici belirtisi
standartlarin giderek diismesidir. Zaten bilerek {ist diizeyde standartlar koyulmamaya
baglanir ve var olan standartlar daha da diisiiriilir. Bunun nedeni gitgide diisen
standartlara erisilmesi kolaylagsmakta yani daha az is yapilmaya baglanmaktadir.
Boylece daha az hata yapilir ve yoneticiler bu durumdan kivang duyarlar (Bursalioglu,
1998). Boylece sahte basari algisi yaratilarak, siiriiklenmenin yarattigi olumsuz
sonuglar da gizlenmeye c¢alisiimaktadir.

MEB’nda uygulama siiriiklenmesi yaratan pek ¢ok karara imza atilmistir. Belli
bir bransta uzmanlasmak i¢in yillarca egitim alinmasi gereken dgretmenlik alanlari
arasindaki gecisleri kolaylagtirmak, 6gretmen ders denetimlerinin miifettislerden
ahinip okul miidiirlerine verilmesi, yonetici atama standartlarinin diisiiriilmesi, 6grenci
devam ve degerlendirmelerinde her gegen giin niteligin asagi cekilmesi, sinav
standartlarinin diismesi gibi pek ¢ok uygulama egitim sisteminde onarilmaz yaralar
agmaktadir.

Can ve Sakalli’nin (2023) aragtirmasina gére 2006-2007 egitim dgretim yilinda
acik lisede kayitli olan 6grenci sayisinin tiim ortadgretim 6grencilerine oran1 %10.44
iken, bu oran 2020-2021 egitim 6gretim %22.98 seviyesine ¢ikmustir. Bu degisim,
alt1 y1l icerisinde toplam ortadgretim 6grencileri arasinda acik lise 6grenci sayisinin
oraninin iki kat arttigin1 gostermektedir. 2023'de bu sayinin 1 milyon 700 bin olmasi
beklenmektedir. Orgiin dgretimi zaman kayb1 olarak gdren ve {iniversite smavina
yeterli diizeyde hazirlanmayr amacladiklarimi ifade eden lise &grencilerinin okul
sisteminden kopusu 6nemli egitimsel sorunlar1 beraberinde getirmekte ve bir tiir
uygulama siiriiklenmesine yol agmaktadir.
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Yiiksek Ogretim Kurulunun (YOK) 11 Subat 2022 tarihli karari ile 2022
Yiiksekogretim Kurumlart Smavindan (YKS) itibaren ©6n lisans ve lisans
programlarini tercihte 150 ve 180 olan Temel Yeterlilik Testi (TYT) ve Alan
Yeterlilik Testi (AYT) baraj puanlari uygulamasi kaldirilmis ve sinav siireleri 135
dakikadan 165 dakikaya cikartilmistir (YOK, 2022). Baraj puanlarinin kaldirilmastyla
birlikte iiniversite sinavina girenlerin sayist giderek artmakta ancak diplomali igsizlik
sorunu daha da iginden ¢ikilmaz bir hale gelmektedir. Diger yandan yine YOK
tarafindan 3 Ocak 2023 tarihinde alinan “Ogretmen yetistiren fakiilteler diginda
formasyon egitimi alinabilen alanlarda orgiin egitim ve Ogretim siiresi icinde
pedagojik formasyon egitiminin verilmesine iligskin karar” ile pedagojik formasyon
egitiminin niteligi de sorgulanir hale gelmistir (YOK, 2023). Ogretmenlik formasyon
programlarinin bu sekilde kitlesel olarak agilmasi ve yetersiz formasyonlu
Ogretmenlerin sisteme kabul edilmesi de uygulama siiriiklenmesine 6rnek verilebilir.

Liderlik Siiriiklenmesi

En genel anlamu ile liderlik, bir grup insani ya da kurum ¢alisanlarini belli amag
ve hedefleri gerceklestirme konusunda etkileme ve onlara rehberlik etme;
gerektiginde hizli ve kararli adimlar atma; rekabette Gistiinliik saglama ve digerlerine
ellerinden gelen en yiiksek diizeyde performans gdstermeleri i¢in ilham verme
kapasitesidir (Twin, 2022). Liderlik, ortak bir hedefe ulagmak i¢in bagskalarinin
cabalarini en ist diizeye ¢ikarmayi amaglayan bir toplumsal etki yontemidir. Bu
anlamda liderligin temel 6zellikleri sunlardir: a) Liderlik, bagkalarina ilham verme ve
onlar1 harekete gecirme konusunda istekli ve yetenekli olmakla ilgilidir. Giig, statii
veya yetki kullanmakla degil, toplumsal etkiyle ilgilidir. b) Liderlik, baskalarmnin
destegini ve yardimimi gerektirir. Bir lider tek basina ¢alisamaz. c) Liderlik herkese
uyan tek bir yaklasim degildir. Bir liderin vizyonunu gerceklestirmek igin
izleyebilecegi birgok liderlik tarzi ve yolu vardir. d) Liderlik, paylasilan bir hedefe
ulagmak i¢in ¢alismak ve bagkalarina rehberlik etmektir (Fiverr, 2022).

Bir orgiitte liderlik neden 6nemlidir? Yukaridaki tanimlardan da anlasildigi gibi
oncelikle liderler, hedeflere ulasirken izleyenlere rehberlik, ilham ve motivasyon
saglarlar. Bir vizyon olusturmaya ve insanlari ortak bir amag etrafinda toplamaya
yardimci olurlar. Liderler, etkili kararlar vermek ve sorunlari etkili bir sekilde ¢ozmek
icin gerekli yetkinlikleri sergileyerek orgiitleri etkili kilarlar.

Liderlik sadece gelistirilebilen bir dizi 6zelligi degil, ayn1 zamanda 6grenilebilen
ve miikemmellestirilebilen bir beceri setini de ifade eder. Bu nedenle, herkes etkili bir
lider olma yetenegine sahiptir ve liderlik, hem is hem de farkli sektér veya
kuruluglarda kullanilabilir. Ancak bir¢ok liderin, dikkatini sadece daha acil ve yeni
durumlara odaklamak gibi rahatsiz edici aligkanliklar1 vardir. Kurumlar1 yoneten
biitiin liderler icin s6zkonusu olabilecek bu dikkat kaybi ya da yolunu kaybetme
durumuna liderlik siiriiklenmesi denir. Ana liderlik gorevlerinden uzaklagan
yoneticiler ve kurumlari, asil hedeflerinden baska yonlere siiriklenmektedirler (Art
Petty, 2013). Kurumlarin1 yonetemeyen ve siiriiklenmeye neden olan {ist yoneticiler
genellikle isteksiz ve vurdumduymaz davranirlar. Orta basamaktaki yoneticiler ise
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birbirlerine diiser ve her biri digerini yok etmeye calisir. Alt basamak yoneticileri ise
canindan bezmis ya da igin alayindadir (Bursalioglu, 1998). Liderlik siiriiklenmesi
Orgiitiin  biitiin alan ve kademelerinde kontroliin kaybedilmesine ve Orgiitiin
amagclarindan farkli bir yone dogru siiriiklenmesine neden olmaktadir.

Bursalioglu’na (1971) gore yoneticiler genellikle bir yandan kendilerinin
deneyimsiz oldugu ya da iyi bir egitim almadiklar1 gérevleri tistlenmekten kaginirken,
diger yandan giiclii olduklar1 gorevleri secerler. Sahip olduklari bu tercihler elbette
kurumlarin ya da birimlerin amaglarini gerceklestirme diizeyi tizerinde 6nemli etkiler
yaratir. Ozellikle kuramsal bilgisi yetersiz yoneticilerin gosterdikleri bu davrams,
yeterlikten ¢ok yetkiye dayali yoneticiligin geleneksellestigi egitim oOrgiitlerinde
siklikla goriilebilir.

MEB’de 21 yillik iktidar doneminde dokuz bakan degismis ve her birisi sanki
bagka bir siyasi program yiiriitmiis gibi farkli uygulamalar yapmistir. Tas’a (2010)
gore MEB’in en fazla degisiklik yaptig1 yonetmeliklerden biri, “Egitim Kurumlari
Yéneticilerinin Atama ve Yer Degistirmelerine Iliskin Yonetmelik tir.” Okul
yoneticiligi konusu ile ilgili tarihi siirece bakildiginda, Tiirkiye’de egitim
yoneticilerinin secilmesi ve atanmasi kariyer ve liyakat ilkesine uygun bir sisteme
oturtulamamustir. Ozdogan’in (2023) calismasia gore okul yoneticileri, sinavla
atanmayi adaletli bulmakla birlikte, sinavlarda sorulan sorularin kapsamlari agisindan
uygun olmadigimi belirtmigler ve sinavin yonetici se¢iminde giivenilir bir arag
sayilamayacagina dair olumsuz goriisler bildirmislerdir.

Ozdogan’a (2023) gore okul ydneticileri, miilakatla atanmayla ilgili olarak daha
¢ok olumsuz goriisler igeren ifadeler kullanmiglardir. Y6neticilerin miilakat yapilarak
okullara atanmasinin adaletli olmayacagi, kapsayiciliginin diisiik olacagi ve miilakat
siirecinin giivenilir olmadigm ifade etmislerdir. Ozellikle MEB merkez ve tasra
teskilati yoneticilerinin se¢im ve atamalarinda miilakat sisteminin yarattig1 saibeler
cergevesinde etkili bir segme ve atama politikast gelistirilememesi, liderlik
stirliklenmesinin en 6nemli nedeni ve gostergesi olarak kabul edilebilir.

Okul yoéneticilerinin se¢im ve atanmasinda ayni problemli anlayigin hiikiim
stirmesi, liderlik siiriiklenmesinin hizla devam ettigini ortaya koymaktadir. Okul
miidiirliigiiniin profesyonel bir uzmanlik alant ve bir kariyer meslegi olarak kabul
edilmemesi, sendikalarin yonetici atamalarinda belirleyici bir rol oynamasi, okul
miidiirlerinin  atama ve yer degistirme siireglerinin liyakat temelli olarak
diizenlenmemesi, miilakat siteminin kayirma amagli kullanilmast Tirk egitim
sisteminde liderlik siiriiklenmesini ortaya koyan birka¢ unsurdur.

Milli Egitim Temel Kanunu ile Bazi Kanun ve Kanun Hikmiinde
Kararnamelerde Degisiklik Yapilmasina Dair Kanun, TBMM Genel Kurulu’nda 1
Mart 2014°te kabul edilerek yasalagmistir. Bu yasal diizenleme MEB’nda adeta bir
deprem etkisi yaratmistir. Bu durum medya ve yaymn organlarina asagidaki gibi
yansimistir (Cumbhuriyet, 14 Mart 2014):
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Yasanin yiiriirliige girmesi ile Milli Egitim Bakanlig1 merkez teskilatindaki yaklasik 615
ust yonetici otomatik olarak gorevden alindi. Miistesar, Talim ve Terbiye Kurul Bagkan1
ve Strateji Gelistirme Bagkani hari¢ olmak {izere Talim ve Terbiye Kurulu iyeleri,
miistesar yardimcilari, genel miidiirler ve grup baskanlari yasanin yiiriirliige girmesi ile
havuz olarak tabir edilen miisavir kadrolarina gecirildi. Tasra teskilati da merkez
teskilatta yagsanan tasfiyeden nasibini aldi. Yasanin yiiriirliige girmesi ile il milli egitim
miidiird, il milli egitim miidiir yardimeist hatta ilge milli egitim midiirleri bile bir kalemde
havuza alindi. Boylece yasa ile havuza giren teskilat yonetici sayist yaklasik 1000’°e
ulagmus oldu. Ayrica Yasanin yiiriirliige girmesi ile yoneticilikteki gorev siiresi 4 yil ve 4
yildan fazla olan okul midiirleri ve miidiir yardimcilar1 2013-2014 egitim &gretim yilinin
sona erecegi Haziran ayinda gorevden alindilar. Bu da yaklagik 50 bin kurum yoneticisi
anlamina geliyor.

Bakanlik iist yonetiminden, okul miidiirlerine kadar bu hizli gérevden alma
stirecinin gergeklestigi ve yerlerine yeni yoneticilerin atandigt bir yapida liderlik
siirliklenmesi yaganmamasi olanaksizdir. Yukarida belirtildigi gibi bu hizhi
degismenin getirdigi misyon ve stratejik siiriiklenme, kurumsal hafizanin ortadan
kalkmasinin yarattigt uygulama siiriiklenmesi ile birlestiginde, yasanan liderlik
stirliklenmesinin olumsuz sonuglari tim egitim sisteminde kendini goéstermistir.
Binlerce yoneticinin gérevinden alinmasi ve yerlerine yenilerinin atanmasi ile egitim
sisteminin yonetiminde gozle goriliir bir degisme ve iyilesme olmadig1 da agiktir.
Halen yonetici segme ve atamada liyakat ilkesinin tam olarak yerlesemedigi bir egitim
sisteminde, liderlik siiriklenmesinin daha da giiglii bicimde kendini gdsterecegini
sOylemek zor degildir.

Giivenilirlik Siiriiklenmesi

Giivenilirlik siiriiklenmesi, Snook (2000) tarafindan agiklandigi lizere, kurallarin
mevcut gorev talepleriyle eslesmedigi durumlarda, bireylerin davranislarini ortaya
¢ikan yeni durumun gereklerine gore ayarlamasi anlamina gelir. Her tiir caligma ve
hizmetin kabul edilen standartlara uygun bigimde kendiliginden yerine getirilecegi
inancinin kaybedilmesi, giivenilirlik siiriikklenmesine yol agmaktadir. Bu tiir kaymalar,
orgiitlerde giivenilirlik ve giivenlik siiriiklenmesine neden olabilir (Pettersen ve
Schulman, 2016).

Tirk Dil Kurumu sozliigiinde giiven kavrami, “korku, ¢ekinme ve kusku
duymadan inanma ve baglanma duygusu” olarak tanimlanmistir (Tirk Dil Kurumu,
2005). Giivenebilme yaklasimi “emin olarak gliven” ve “risk alarak giiven” olmak
tizere iki bigimde ele alinabilir. Biitiin kamu kurumlar1 ve kamu gorevlileri, emin
olarak giivenilebilen kisiler ve orgiitler olmalidirlar. Risk alarak giiven durumunda ise
ciddi c¢ekinceler ve kuskular olmasina ragmen giivenmek zorunda kalma hali
sozkonusudur. Hizmet alan tiim yurttaslar, kamu hizmeti veren kurumlara ve kamu
gorevlilerine emin olarak giivenebilmelidir.

Adil ve giivenilir kamu hizmeti, “kamu giiveninin” en biiyiik gilivencesini
olusturur. Bu anlamda kamu giiveni, iyi yonetimin 6n kosuludur (Lewis ve Gilman,
2005). Kamusal yasamda yasa ve standartlara uyulmamasi kamuouyunda bir
giivensizlik algis1 yaratmaktadir. Bunun en 6nemli nedeni kamu yarar1 ve kaynaklarim



892 Inayet Avdin

korumakla gorevlendirilen kisilerin, gdrevlerini kétilye kullanmalart sonucu artan
maliyet ve sorunlardir. Bu maliyet, kamu kurumlarina kars1 toplumun giiveninin
azalmasi ve ekonomik ve sosyal gelismeyi desteklemek i¢in kullanilmas1 gereken
kamu kaynaklarindaki kayiplardan kaynaklanmaktadir. Pek ¢ok iilkede demokrasiyi
korumak, kamu kurumlar1 ve kamu gorevlilerine olan giiveni ve kamu yonetiminde
diiriistliik tedbirlerini yeniden tesis etmek icin yogun bir gayret géze carpmaktadir.
Diiriistliik aile, arkadaglik, is iliskileri agisindan vazgecilmez bir degerdir. Diiriist
olmayan karar ve eylemler taraflarin birbirine olan giivenini zedeler. Davranislarda
diiriistlik ve gergeklik gdzlenmedikge ve uygulanmadik¢a kimse birbirine
giivenemez. Kurumsal giivenin olugsmasindaki en 6nemli unsurlardan biri kurum
kiiltiirtidiir. Kurum kiiltiiriinde giiven ve saygi hakim oldugunda toplumun kuruma ve
meslek elemanlarina olan saygi ve giiveni de artmaktadir (Schoorman vd., 2007).

Kamu kurumlari, kamu hizmetlerini halka sunma gorev ve sorumlulugunu
istlenmis oOrgiitlerdir. Bu hizmetler politikacilar, biirokratlar, yoneticiler, gesitli
profesyoneller ve yardimei personel tarafindan yerine getirilmektedir. Bu hizmetleri
sunan kurum ve c¢alisanlar ayni1 degerlere sahip olmadiklar: gibi farkli alt kiiltlirlere
de ait olabilmektedirler. Bu durum kurumlarin bir biitiin olarak ayni deger sistemi
icinde yoOnetilmesini ve islev gdstermesini zorlagtirmakta ve birbirinden farkli
degerler arasinda cesitli ¢atigsmalara yol agmaktadir. Bu anlamda kamu kurumlari
dinamik, karmasik ve birbiri ile ¢atigan farkli deger sistemlerini biinyesinde barindiran
yapilardir. Kamu hizmetlerini yerine getiren goérevliler kendi ¢alistiklart kurumun
normlarina, profesyonel degerlerine ve kurumsal kurallara uymak zorundadirlar.
Biitiin bunlarin yaninda kamu gorevlileri ¢cok karmasik bir iliskiler sistemini etkili
sekilde yonetmek ve hizmet verdikleri kisilerin ihtiya¢ ve beklentilerini karsilamak
zorundadirlar. Biitiin bu 6nemli ve zor sorumluluklart yerine getirirken, kamu
gorevlilerini kendi deger ve bilingleri ile bas basa birakmak giivenilirlik
stiriklenmesine yol agmaktadir (Lawton vd., 2013).

MEB’nin bir orgiit olarak toplum nazarindaki giivenilirligi ne durumdadir?
Halkin okullara giiveni ve okulda g¢ocuklarina uygun sekilde muamele edilmesi
konusundaki inanct tam midir? Okul ya da yurt binalar1 giivenilir midir? Toplum tam
ve eksiksiz bir denetim yapildigini disiinmekte midir? Biitiin bu sorularin
yanitlanmasi ve egitim sisteminin giivenilirlik agisindan daha da giiglendirilmesi
onemlidir. Ekonomik Kalkinma ve Isbirligi Orgiitii'niin (OECD) diizenli araliklarla
yayinladigr “Bir Bakista Hiikiimet 2023” (Government at a Glance 2023) raporu
sonuclarina gore, “egitimden duyulan memnuniyetsizlik” siralamasinda 45 iilke
arasinda Tirkiye 45. olarak son sirada yer almistir. OECD iilkelerinin egitim
sisteminden memnuniyet oranlar1 ortalama %67 iken, Tiirkiye’de bu oran ne yazik ki
%21’de kalmistir (OECD, 2013). Yine Ipsos Global Advisor Arastirmasina gore 2019
yilinda 23 iilkede yapilan ¢caligmada, Brezilya ve ABD’de en giivenilir meslek olarak
goriilen 6gretmenligin, Tiirkiye’de giivenilirlik agisindan {igiincii sirada yer aldig
belirlenmistir (IPSOS, 2019). Bireylere giiven, kurumlara giiveni, kurumlara giiven
ise sistemlere giiveni yaratir. Bu anlamda yiiksek standartlarin korunmasi ve liyakat
ilkesine sik1 sikiya bagli kalinmasi giivenilirligin temelidir.
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Etik Siiriiklenme

Etik siiriiklenme, gevresel baskilarin bir sonucu olarak bir grup, 6rgiit ya da
bireyde siklikla meydana gelebilen, sinsice ve farkinda olmadan, etik standartlarin
kademeli olarak ihlal edilmesi ile ortaya c¢ikar. Nasil ki siiriiklenen bir tekne
konumunda gozle goriiliir bir degisiklik olmaksizin denizde uzun mesafeler kat
edebiliyorsa, etik siiriiklenme yasayan orgiitler ve bireyler de degistiklerinin farkina
varmadan etik standartlar1 ihlal ederek, temel deger ve etik ilkelerden giderek
uzaklasirlar. Orgiit ve bireyler ancak uzun bir siire gegtikten ve gitmeyi hedefledikleri
asil  yonii kaybettikten sonra “etik  siiriiklenme” yasadiklarinin  farkina
varabilmektedirler (Sternberg, 2012). Kurumsal siiriiklenme, biiyiik 6l¢iide ortaya
cikarilamayan/tahmin edilemeyen uyumsuz davraniglarla ilgilidir. Calisanlarin
kurumun etik standartlarini ihlal etmelerinin tesvik edilmesi, kurumsal siiriiklenmede
cok onemli bir gostergedir (Sternberg, 2012). Bir kurumda aslinda ¢ok acik, yaygin,
herkes tarafindan bilinen ancak hi¢ kimsenin hakkinda konusmak istemedigi etik
sorunlar, “odadaki fil sendromu” olarak tanimlanir. Herkes bilir ama bilmemezlikten
gelir. Herkes goriir ama gormemezlikten gelir. Herkes duyar ama duymamazliktan
gelir. Kimse odadaki fili konusmak istemez. Her kurumun odadaki filleri vardir ve
bunlar konusulmadikga, etik siiriiklenme hizlanir.

Buzda kaymak ya da kaygan zemin etkisi (slippery slope) ad1 verilen durum etik
stiriiklenmeye ¢ok iyi bir 6rnektir. Etik olarak istenmeyen sonuglar dogurabilecek bir
ilk adimin atilmasi, kaginilmaz olarak kisiyi daha sonraki adimlar1 da atmak zorunda
birakir. Boylece kisi artik geri doniilmez bir yola girer ve her seferinde yaptig1 etik
dis1 davraniglar haklilagtirmaya calisir. O nedenle herhangi bir nedenle etik dis1 bir
adim attiginizda yokus asagi buzda kaymis olursunuz ve toparlanmaya calissaniz da
tekrar kayarsiniz. Artik baglangic noktasina donmek ¢ok zordur. O nedenle atilan ilk
adim, yani verilen ilk taviz, etik dist davranigta cok 6nemlidir.

Etik sliriiklenmenin en biiyiik tehlikesi, kisilerin daha dnce sahip olduklart aym
etik standartlara bagli olduklarina inandiklari halde, sinsi bir sekilde etik
standartlardan uzaklasmalaridir. Bu etik siiriiklenmenin farkina vardiklar1 zaman ise
¢ok gec olabilir. Etik dist hareket eden insanlarin, kendilerinin bu sekilde
davranmamalar1 gerektigini bildiklerini ya da baskalarinin bu davranigin yanlis
oldugunu acgikca gorebilecegini varsayariz. Bununla birlikte insanlar, sik sik etik
stiriiklenme yasarlar. Onlarla birlikte siiriiklenen diger kisiler de etik dist eylemler
kargisinda dehsete diistiikleri halde, bu kisilerin referans ¢ergeveleri o kadar yavas
degisir ki etik dis1 davrandiklarinin farkinda bile olmazlar (Sternberg, 2012).

Ozellikle kamu gérevlileri, kurumsal giic ve yetkilerini kendilerine ya da
bagkalarina ¢ikar saglamak icin kullandiklarinda bazi haklilastirma yollarina
bagvurabilirler. En yaygin olarak goriilen etik dig1 davraniglar1 haklilastirma bigimleri
sunlardir: a) Eger gerekli ise etiktir diyerek sahte gereklilikler yaratmak, b) Eger yasal
ve izin verilebilir ise davramisi uygun kabul etmek, c¢) Sonugta herkesin yarari
saglanacak diye diisinmek, d) Kimse zarar gormeyecek diye diisiinmek, e)
Yiice/asil/kutsal amagclar i¢in bu davraniglar1 yaptigini ileri siirmek (noble cause
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corruption) f) Herkes ayn1 seyi yapiyor, ben yaparsam bir sey olmaz demek, g) Hak
ettigini alamadigini diisiinerek bazi faydalar saglamakta sakinca gormemek (Aydin,
2022).

Etik siiriiklenmeyi engellemek igin ne yapilabilir? Oncelikle bir 6rgiitiin
iiyelerini etik siiriklenme konusunda bilinglendirmesi gerekir. Ikincisi, etik
siiriiklenmeye kars1 sifir tolerans iceren bir kiiltiir olusturulmalidir. Ugiinciisii, biitiin
oOrgiit iiyelerinin etik siiriiklenme agisindan dikkatli olunmasi konusunda uyarilmasi
gerekir. Dordiinciisti, etik siiriiklenme ortaya ¢iktiginda bunun tanimlanmasini ve
incelenmesini saglayacak mekanizmalar kurulmus olmalidir. Son olarak, kabul
edilemez etik siiriikklenme davranisi gosteren kisiler ya da gruplar hizli, goriilebilir ve
uygun sekilde cezalandirilmalidir. Sonugta, etik siiriiklenmeye karsi en biiyiik koruma
bilgeliktir (Sternberg, 2012).

Etik risk analizi bir kurumda yolsuzluklarin 6nlenmesi ve etik davraniglarin
giiclendirilmesi i¢in ¢ok dnemli bir degerlendirme tiiriidiir. Etik a¢idan bir kurumda
risk degerlendirmesi yapilirken agirlikli olarak nelerin yanlis gittigi, yolsuzluga agik
kap1 birakan alanlarin ve muhtemel etik dis1 davraniglara yol agabilecek durumlarin
neler oldugu incelenir. Risk analizi, yolsuzluk ve etik disi davranma riski olan
alanlarda ne yapildig1 ve ne yapilmasi gerektigi arasindaki farki ortaya koymak amaci
ile yapilir. Kurumda yolsuzluk yapilma riski olan alanlarla ilgili ayrintili bilgi
toplanmasi1 ve buna kars1 etkili bir planlama yapilmasi risk degerlendirmesi agisindan
cok dnemlidir. insan, madde ve finansman kaynaklarmin nasil kullanildigina iliskin
risk analizleri de kurumlarda etik davranislarin yayginlastiriimasi agisindan mutlaka
yapilmalidir. Risk analizi 6nemli bir yonetim aracidir. Béylece kurumun hem etkili
bigimde hem de etik bir tarzda yonetilmesi saglanir (Aydin, 2017).

Kamu Gérevlileri Etik Kurulu ve Avrupa Konseyi Isbirliginde 2017 yilinda
yiiriitiilen “Yolsuzlugun Onlenmesi ve Etigin Tesviki icin Teknik Destek Projesi”
kapsaminda MEB temsilcileri ile 12-13 Nisan 2017 ve 25-26 Mayis 2017 tarihlerinde
“Etik Farkindalik Caligtaylar" diizenlenerek, bu calistaylarda elde edilen ¢iktilar
iizerinden diinya Ornekleri de incelenerek Milli Egitim i¢in bir Etik Eylem Plam
olusturulmustur (Aydin, 2017).Yapilan ¢aligmalar sonucu MEB’ nin etik agidan riskli
alanlar1 su sekilde ortaya konmustur: fhaleler ve satinalma isleri, kayirma, kamu
kaynaklarmin kisisel kullanimi, atama ve yiikseltmede liyakat ilkesi, kalitesiz ve
Ozensiz egitim hizmeti sunumu, hediye, 6grenci kayit kabul siiregleri, 6zel ders ve
ikinci is gorme, sinavlar, personel iicretlerinin diisiik olmasi, seffaflik eksikligi, etik
dis1 davraniglara yaptinmlarin yetersizligi, ailelerin baskisi. Bu alanlarda etik
davranigin daha da gii¢lendirilmesi i¢in ¢esitli 6neriler de sunulmustur (Aydin, 2017).

Diger kurumlarda oldugu gibi Milli Egitim sisteminde de etik siiriklenmeyi
onlemek i¢in asagidaki onlemler alinmalidir (Aydin, 2022):

1. Etik ilkelerin kurum ig¢i paydaslar ve halk tarafindan ilan, bilgilendirme
toplantilari, medya ¢aligsmalari ile bilinirliginin artirilmasi.
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2. Etik ilkeler konusunda egitim ve gelistirme ¢alismalarinin siirekli ve diizenli
olarak yapilmasi.

3. Kurumun iist kademe liderlerinin ve her kademedeki yoneticilerinin etik
liderlik becerilerinin gelistirilmesi.

4. Etik dis1 davraniglar1 besleyen her tiirlii ayrimcilik, menfaat saglama ve giic
istismarin1 azaltacak bigcimde ig siiregleri ve prosediirlerin dijital hale getirilerek
seffaflagtiriimasi.

5. Etik ikilem durumlari i¢in etik danigma kurullar1 ve hattinin olusturulmasi ve
isletilmesi

6. Siyasetci, iist otorite, meslektas, medya ve vatandaslarin etik davranislart
tehdit eden her tiirlii etkileme girisimlerine kars1 agik, net ve kesin yazili politikalarin
olusturulmasi ve izlenmesi.

7. Toplumun giivenini artiracak ve hizmetlerin kalitesini gelistirecek bigimde
liyakat sahibi kisilerin atanmasi ve yiikseltilmesi igi liyakate dayali sistemlerin
olusturulup, tavizsiz isletilmesi.

Tartisma, Sonuc ve Oneriler

Egitim sistemleri, anayasalar, yasalar ve hukuksal olarak baglayict hiikkiimler
iceren diger belgelerde belirlenmis olan amag¢ ve misyonlar1 yerine getirmekle
gorevlidirler. Bu nedenle bu amag ve misyonlardan uzaga diisecek bir siiriklenmeden
kaginmalidirlar. MEB bir yandan iilkemizin en biiyiik kamu sistemlerinden biri olmasi
ve bir milyondan fazla kamu gorevlisini istihdam etmesi; diger yandan iilkenin en ug
noktasinda bile erisilen yaygin bir orgiit olmasi nedeniyle iilkemizin bugiinii ve
gelecegi acisindan biiyiik bir 6nem tagimaktadir.

Milli Egitim sistemi her tiirlii karar ve stratejisinin biitlin bir iilkeyi etkiledigi
bilinci iginde degisim ve gelisimini saglayacak stratejileri bilyiik bir 6zen ve uzmanlik
icinde belirlemeli ve uygulamalidir. Aksi halde stratejik siiriiklenmeler bu iilkenin
¢ocuk ve genclerinin kaderini belirlemektedir. Milli Egitim sistemine liderlik
edebilecek kisilerin liyakat ilkesi dogrultusunda segilmesi ve atanmasi, iilkemizde
egitimin ve okullarin vizyonuna uygun bir sekilde isletilmesinin 6n kosuludur. Bu
nedenle yonetici segme ve atama siteminin yeniden kurulmasi gerekmektedir.

Milli Egitim sistemi yiiksek giivenlik riski tagiyan bir yapidir ve bu nedenle
her tiirlii i¢ ve dis riskleri iyi analiz ederek, toplumun giivenini saglayan bir yaklasim
icinde olmalidir. Aksi halde giivenilirlik siiriiklenmesi yasayan bir egitim sistemi
kamuoyu nazarmda onarilmaz sonuglar dogurabilir.

Bir kamu kurumu olarak Milli Egitim sistemindeki tiim kurumlar ve okullar her tiirlii
eylem ve islemlerinde yasal ve teknik prosediirleri eksiksiz uygulamali ve uygulama
stiriiklenmesine meydan vermemelidir. Tiim yoneticilerin ve 6gretmenlerin etik ilke
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ve uygulamalar konusunda ortaya koyduklar1 tutum ve sdylemlerinin niteligi,
ogrencilerin de etik degerleri kazanmalarint biiyiik 6lgiide belirlemektedir. Sonug
olarak Milli Egitim sistemi etik siiriiklenmeye ugrarsa, lilke de siiriiklenir
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