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This study aims at examining meritocracy in Turkish education system concerning
the qualifications of effective directors as well as classifying the variables of merit-
based training, appointment and evaluation system of directors according to CHAID
Analysis. In this study quantitative research, 532 valid surveys were evaluated. The
study drew upon CHAID Analysis, which is one of the multivariate analysis
methods used in the classification of variables. Research results showed that these
four independent variables (merit, training, appointment and evaluation system)
related to the merit system are effective in classifying the directors as possessing
high or low merit levels according to their qualifications. One of the most important
results obtained from CHAID Analysis is that a merit-based training system ensures
training of more directors whose merit levels are high. Moreover, it is observed that
a merit-based evaluation system is effective in classifying the directors according to
their merit levels and the directors whose merit levels are high should be appointed
preferentially. Determining the perceptions of the candidates in director training and
appointment process and taking into consideration those who have positive high
perceptions regarding merit while including them into administration system is
important in terms of a healthy and effective education management.
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Bu ¢alisma liyakatli yonetici niteliklerine iliskin Tiirk egitim sistemi’nde meritokrasi,
liyakat esasli yonetici yetigtirme, atama ve degerlendirme sistemi degiskenlerinin
chaid analizi ile smiflandirilmasini amaglamaktadir. Nicel arastirma yaklagiminin
kullanildig1 aragtirma da 532 anket degerlendirmeye alinmistir. Degiskenlerin
smiflandirilmasinda  kullanilan ¢ok degiskenli analiz yontemlerinden chaid
analizinden yararlanilmistir. Arastirma sonuglarina gore, liyakat sistemine iligkin bu
dort bagimsiz degiskenin (liyakat, yetistirme, atama ve degerlendirme sistemi)
yoneticileri niteliklerine gére liyakat diizeyi yiiksek ve liyakat diizeyi diisiik olarak
smiflandirmada etkili oldugu tespit edilmistir. Chaid analizinden elde edilen en 6nemli
sonuglardan birisi liyakath bir yetistirme sistemi ile liyakat diizeyi yiiksek daha ¢ok
yoOnetici yetistirilebilecegidir. Ayrica liyakati temel alan bir degerlendirme sisteminin
de yoneticileri liyakat diizeyine gore siniflandirmada etkili oldugu, liyakat diizeyi
yiiksek olanlarin oncelikli atanmasi gerektigi goriilmistiir. Yonetici yetistirme ve
atama siirecinde adaylarin liyakat algilarinin belirlenmesi ve liyakata iligkin olumlu
yiiksek algiya sahip olanlarin yoneticilik sistemine dahil edilirken dikkate alinmasi
saglikli ve etkili bir egitim ydnetimi acisindan dnem tasimaktadir.
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Introduction

The idea that people can shape their own future through education has been influential in developed countries.
While a direct relationship between education and development is not established in pre-industrial societies, it is
thought that education is directly related to development and income in industrial and information societies. The
fact that people take their rightful place as a result of their actions, activities and the education they receive shows
the direct relation between education and social development. Accordingly, there is a direct relation between the
education a person receives and the social status that he/she achieves. This can only be possible through
meritocracy (Young, 1961, p.11).

Many observants believe that intellectual qualities are significant indicatives of professional success.
Therefore, social class differences related to occupational skills and qualifications are increasing (Weakliem,
McQuillan & Schauer, 1995, p. 271). The gradual disappearance of jobs based on manual labor and the rising
importance of non-manual labor jobs have brought along the problem of workforce. The institutions that ensure
the quality of the workforce are schools, which make it possible to educate the individuals who are necessary for
the skilled workforce using the best way. Documenting these skills will take place in education institutions and
therefore, the ones who are “the most qualified” will be able to achieve the most important social statuses. For this
reason, meritocracy advocates that social success may come from all ranks of society and that the most qualified
and the best should accede (Goldthorpe, 1998).

In the studies done throughout the field, it is found out that assistant directors find the efficiency of directors at the
school sufficient in the dimension of technical competencies in the first row, humanistie competencies in the
second raw and cognitive competencies in the third row respectively. Thus, according to findings, the opinion of
assistant directors about the competencies of school directors come out as that they find the directors sufficient.
However, it is seen that in the dimension of cognitive competency school directors have less sufficiency compared
to other competencies, relatively. Cognitive competency is about decision-making and analytical thinkinh abilities
of the school directors (Aydin, 2000). According to this, analytical thinking abilities of high school directors are
in lower levels compared to other abilities. It is because of that assistant directors may seem school directors as a
responsible implementer for doing everything according to law and regulations. School directors must be able to
find both creative solutions and comply to legislation against the problems occured. It is a need for the managers
taking place in the education system to have an attitude in this manner. According to the research of Asar (2014),
managers see themselves sufficient most in the subscale ‘’communication with people-working efficiently.”” In
the study of Agaoglu and at all (2012), school directors see themselves sufficient most in the dimensions of
communication with people -working efficiently, an effective organizational management, the management of
curriculum and setting, preparation of professional services and an efficient school building and environment.

It is striking to see the existence of studies which mention that meritocratic understanding remains only
experimental and quantitative in literature review and that meritocratic- based practices are few in number (Alon
& Tienda, 2007; Young, 1958). Another finding derived from the studies is that the notion of meritocracy is not
fully comprehended and it has remained as a vague notion. Therefore, it is necessary to determine the opinions of
directors and teachers about the qualifications of efficient directors according to the merit-based training,
appointment and evaluation system of directors. Moreover, it is crucial to present an applicable model proposal
based on the notion of meritocracy in Turkish education system and the merit-based training, appointment and
evaluation system of directors.

Meritocracy is considered as a system in which people’s occupational statuses and the criterion for their career
development are evaluated according to their efforts and skills. In other words, meritocracy is an evaluation system
that sees merit as the criterion (Torun, 2009). The notion of merit is so comprehensive that it encompasses skills,
education and experience. Meritocracy is widely accepted by many people as a principle of justice, because it only
pays attention to relevant data such as skills and success while ignoring irrelevant factors such as ethnic
background and gender (So Hing, Bobocel, Zanna, Garcia, Gee, & Orazietti, 2011, p.433).

Considering the processes of training, appointment and evaluation of education directors, it is expected that
the Ministry of National Education will be the first to benefit from the research results. There might be some
setbacks in the administrative processes of schools because of assigning inefficient people while appointing and
evaluating the education directors without paying attention to their qualifications. That is why this study will raise
awareness by putting forward the importance of meritocracy. It has been perceived lately that applications for the
position of education directors are low. Therefore, this study is crucial in terms of carrying out a merit-based
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promotion system that is in line with the performances of the directors and encouraging education partners to
become education directors by means of improving financial possibilities. Consequently, the present study reveals
significant and applicable results about the merit-based training, appointment and evaluation system of education
directors. It is also important for employing meritocratic directors in each rank of Turkish education system
(principal, vice principal, branch manager, district director of national education and provincial director of national
education) and thus creating positive effects in educational institutions.

Departing from the idea that a merit-based evaluation system is effective in classifying directors according to
their merit levels and that the ones whose merit levels are high should be appointed first.

Itis important in terms of a healthy and effective educational administration to determine the merit perceptions
of the candidates in the process of training and appointing the directors and to pay attention to the ones who have
high positive perception while including them to the administration system.

Accordingly, the aim of the study is to examine meritocracy concerning the qualifications of efficient directors in
Turkish education system and to classify the variables of merit-based training, appointment and evaluation system
according to CHAID analysis. In line with this general aim, an answer tothe following question was sought: To
what extent meritocracy concerning the qualifications of effective directors in Turkish education system and the
variables of merit-based training, appointment and evaluation system of directors is determinative?

Method

Research Design

In this study, relational screening model, which is one of quantitative methods, was used to determine the
relationship between the merit-based training, appointment and evaluation system of directors and the
qualifications of effective directors (Biiyukoztiirk et al., 2010, p. 22; Karasar, 2002, p.81).

Universe and Sample

By using stratified sampling, which is one of random sampling methodsthe number of teachers and directors
that are necessary to be included in the sample group in central districts was determined according to the universe
representation ratesat the first stage of sample selection,. An adequate humber of teachers and directors were
included in the sample group by using simple random sampling method at the second stage (Biiyiikoztiirk et al.,
2010, p.83). The universe of the study comprises of 7950 school directors and teachers.

It was considered sufficient to include 367 primary school directors and teachers in the sample group. However,
a large number of surveys were carried out and 532 surveys were evaluated after omitting 43 problematic
surveys.Data was collected three times from the universe duringthe research process. Exploratory factor analyses
of the assessment tools were performed using 507 valid survey data obtained from the first data collection;
confirmatory factor analyses of the assessment tools were performed using 363 valid survey data obtained from
the second date collection. 532 valid survey data obtained from the last data collection were used in the analysis
process.

Data Collection Tools

The scale of qualifications of efficient education directors and two assessment tools that are aimed at
determining the merit criteria in educational administration were used in this study as data collection tools.

The Scale of Qualifications of Efficient Education Directors

507 survey data were used for the exploratory factor analysis. “Kaiser-Meyer-Olkin (KMO) and Bartlett's Test
analyses were performed in order to determine the suitability of data for the exploratory factor analysis. KMO
value was found to be ,915 and Bartlett's Test of Sphericity value was found to be ,000.

An assessment tool that comprises of 4 dimensions and 18 items was obtained as a result of exploratory factor
analysis. The rate of four factors disclosuring the total variance is 69, 79 %. The following results were obtained:
factor loadings of the items in communication dimension (6 items) are between 0,824 and 0,679; factor loadings
of the items in professional competency dimension (5 items) are between 0,837 and 0,659; factor loadings of the
items in leadership skills dimension (4 items) are between 801 and 578; factor loadings of the items in educational
and artistic dimension (3 items) are between 790 and 719. In reliability studies, it was found out that item-total test
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correlation (Cronbach’s Alpha) for communication dimension is 0,91; for professional competency dimension is
0,89; for leadership skills dimension is 0,85; for educational and artistic dimension is 0,66. Item-total test
correlation was found 0,89 in the entire assessment tool.

The assessment tool which was obtained from exploratory factor analysis was reapplied to a sample group of
413 people in order to test whether the assessment tool which was obtained from the preliminary application and
which aims at determining the qualifications of efficient education directors is confirmed as a model. Confirmatory
factor analysis was performed with 363 valid survey data that were obtained from this sample group (Cokluk,
Sekercioglu, &Biiyiikoztiirk, 2010, p.275).

When findings from confirmatory factor analysis are examined, it can be stated that the t values are 10,81 and
above; therefore, all items are at the level of 0,01 can be said to be meaningful (Hair, Anderson, Tatham, &Black,
1998, p.623). The lowest loading value is 0,59. Accordingly, it can be statedthat the loading values of items are
quite high. When the error variance of the observed items are examined, it is perceived that they range between
0,26 and 0,65.

Table 1. Qualifications of Qualified Education Managers Scale Exploratory Factor Analysis Data

EFA Scale Item CS* PC* LS* EAC*
Administrators must make the speaker feel listened. ,824
Administrators must be able to empathise with the speaker. ,791 301
Administrators must have the qualification to motivate teachers. 767 ,364
Administrators must be open to criticism and respectful to thoughts. ,715 305 ,306
Administrators must be able to use information and communication 694 ,359
Technologies effectievly.
Administrators must keep all the communication channel open to workers. ,679 410
Administrators must be coherent in their behaviours. ,837
Administrators must have Professional competence. ,829
An administrator must behave equal and fair to workers, students and parents. ,801
An administrator must be competent with legislation. ,799
An administrator must be devoted. ,659
An administrator creates awareness in improving school climate and culture. ,333 ,801
An administrator must contribute to professional training of teachers. ,310 ,764
An administrator must lead to education. ,730
An administrator’s social aspects must be strong. ,578
An administrator must speak at least one foreign language. ,790
An administrator must have graduate education. ,755
An administrator must have artistic interests. ,719

Eigenvalues 4,02 3,73 2,92 1,89
Variance Explained (%) 22,34 20,72 16,25 10,48
Cronbach Alpha 91 ,89 ,85 ,66

Total Variance Explained =69,79%
Cronbach Alpha=,89

* LS: Leadership Skills, PC: Professional Competencies, CS:Comunication Skills, EAC: Educational and Art
Competencies

When fit indexes that were obtained are examined, it is observedthat the rate of X2/sd (341,59/127=2,69) has
an outstanding compatibility and the RMSEA (0,068) value indicates good compatibility. When other fit
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indexesare examined, it can be statedthat AGFI(0,87) has good compatibility; GFI(0,91), IFI(0,98), CFI1(0,98),
RF1(0,96), NFI(0,96), NNFI1(0,097), RMR(0,02) and standardized RMR(0,049) values have a perfect level of
compatibility. In this context, it can be concluded that the four-dimensional and 18-itemed structure of the scale
ofqualifications of efficient education directors is confirmed as one model by means of two modifications (1-2;
37-38) (Cokluk, Sekercioglu, &Biiyiikdztiirk, 2010, p.271-272, p.304,p.324; Hair, Anderson, Tahtam, & Black,
1998, p.623; Seger, 2015, p.190).

Merit Scale of Educational Administration

507 survey data were used for the exploratory factor analysis. “Kaiser-Meyer-Olkin (KMO) and Bartlett's Test
analyses were performed in order to determine the suitability of data for the exploratory factor analysis; KMO
value was found to be ,854 and Bartlett's Test of Sphericity value was found to be ,000. Principal component
analysis was used in exploratory factor analysis and varimax, which is an orthogonal rotation method, was chosen
as the rotation technique. An assessment tool that comprises of 4 dimensions and 25 items was obtained as a result
of exploratory factor analysis.

The rate of four factors disclosuring the total variance is 50,09 %. The following results were obtained: factor
loadings of the items in training dimension (9 items) are between 0,738 and 0,592; factor loadings of the items in
evaluation dimension (8 items) are between 0,800 and 0,441; factor loadings of the items in meritocracy dimension
(4 items) are between 786 and 577; factor loadings of the items in appointment dimension (3 items) are between
612 and 553. In reliability studies, it was found that item-total test correlation (Cronbach’s Alpha) for training
dimension is 0,84; for evaluation dimension is 0,83; for meritocracy dimension is 0,74; for appointment dimension
is 0,86. Item-total test correlation was found 0,86 in the entire assessment tool (Akgiil &Cevik, 2003, p.435-436).

The assessment tool which was obtained from exploratory factor analysis was reapplied to a sample group of
413 people in order to test whether the assessment tool which was obtained from the preliminary application and
which aims at determining merit principles for educational administration is confirmed as a model. Confirmatory
factor analysis was performed with 363 valid survey data that were obtained from this sample group (Cokluk,
Sekercioglu, & Biyiikoztiirk, 2010, p.275).

When findings from confirmatory factor analysis are examined, it can be statedthat t values are 2,91 and above;
therefore, all items are at the level of 0,01 (Hair, Anderson, Tatham, & Black, 1998, p.623). The lowest loading
value is 0,16. When the error variance of the observed items are examined, it is perceived that they range between
0,23 and 0,97.

Table 2. Educational Management Merit Scale Exploratory Factor Analysis Data

EFA Scale Item T E* M* A*

In the process of administrator training, candidates must be provided with 738
mentor support.

It is significant that administrators must have internship before taking up the ,678
duty.

In the process of training an administrator, trainings must be given about the 672
trends (the management of communication, coordination, legislation,
reconciliation, etc...)

In the process of administrator training, candidates must be expertised in the 669
areas (education and training affairs, techinical affairs, accountance etc...)
suitable with their abilities and demands.

Administrator training must be carried out by experts. ,654 ,302
The evaluation of administrator training process must be carried out by 624

education shareholders (director, asisstant director, teacher, etc...)
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It is significant that training models used in diffirent countries must be benefited
in the process of administrator training.

In the training process, a administrator candidate must have graduate education
in the field of management.

Education shareholders a psychologist, an academician, a financial advisor, a

legist ect...) must be icluded in the process of administrator training.

,603

,597

,592

Parents must participate in the evaluation of administrators. ,800
Parent-teacher association must participate in the evaluation of administrators. ,798
Students must participate in the evaluation of administrators. 126
Directly interconnected deparmental managers must participate in the ,681 -,310
evaluation of administrators.
Vice-principals must participate in the evaluation of administrators. ,649
District directorate of national education muts participate in the evaluation of ,620 -,350
administrators.
The performance of administrators must be evaluated according to student ,487
proficiency.
Portfolios must be used while evaluating administrators. 441
Meritocracy is important in term5s of the success of institutions. ,786
In the promotion of professional seniority working hard and skills are ,669
important.
Being a capable administrator is important in terms of the motivation of ,641
workers.
In selecting, assigning and evaluating an administrator, capability is an ,616
important criteria.
In assigning and promoting an administrator, director qualitications are more 577
significant than seniority.
In forming and evaluating written/orel exams implemented to an administrator, ,612
the jury must include education shareholders.
In the oral exam implemented to an administrator, an objective attitude must be ,604
adopted.
The process of oral or written exam implemented to administrator candidates ,553
must be recorded with devices such as cameras etc...
Eigenvalues 4,28 3,69 2,74 181
Variance Explained= (%) 17,11 14,78 10,94 7,26
Cronbach Alpha ,84 ,83 74 ,58

Total Variance Explained=50,09%
Cronbach Alpha=,86

* T:Training, E: Evalution, M: Meritocracy, A: Appointment

When fit indexesthat were obtained are examined, it is seen that the rate of X2/sd (819,34/263=3,12) has a
medium level compatibility and the RMSEA (0,076) value indicates a good compatibility. When other fit indexes
are examined, it can be said that GFI(0,85) has good compatibility; AGFI(0,81), IFI(0,84), CF1(0,83), RFI(0,77),
NFI1(0,80) and NNFI1(0,81), values have a medium level of compatibility. In this context, it can be concluded that
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the four-dimensional and 18-itemed structure of the merit scale of educational administration is confirmed as a
model by means of six modifications (1-2; 2-6; 15-16; 19-20; 43-44; 46;47) (Cokluk, Sekercioglu, & Biiyiikoztiirk,
2010, p.271-272, p.304, p.324; Hair, Anderson, Tahtam, & Black, 1998, p.623; Secer, 2015, p.190).

Data Analysis

CHAID analysis, out of the decision tree methods, was used in order to determine how directors are classified in terms of their
merit levels and what the independent variables (merit, training, appointment and evaluation systems) in this classification
process are..CHAID analysis is one of the multivariable analysis methods and it is used in classifying the variables
(Aksu &Karaman, 2016, p.251- 256; Kili¢ &Giizeller, 2017, p.36). Appeared as a technique that finds the
interaction or combinations in variables, CHAID analysis is an explanatory analysis method used in researches
aiming to determine the relationships between a dependent variable and a series of independent variables (Dogan
&Ozdamar, 2003, p.393; Ratner, 2003, p.114). CHAID analysis was employed in this study in order to visualize
the order of importance of the predictor variables (merit, training, appointment and evaluation systems) on the
dependent variable (merit levels of directors) easily. And also, to perform the classification process easily thanks
to this visual structure (Aksu &Giizeller, 2016, p.103).

Indicating the scale types of variables that are used in CHAID analysis is a necessary assumption. Moreover,
for categorical variables, it is necessary to state how many categories the target variable is divided into and what
these categories are (Aksu &Giizeller, 2016, p.108). For this purpose, the types of variables are indicated in SPSS
program. The dependent variable (merit level of directors) is divided into two categories according to the scores
that are obtained from this scale. The ones who are above the weighted average score are categorized as “High in
Merit” and the ones who are below the weighted average score are categorized as “Low in Merit” (Aksu
&Karaman, 2016, p.251- 256).

Findings

Shown in the Figure 1 below is the CHAID analysis results related to which merit system scores are
determinative to classify directors who have high or low merit levels according to the scores obtained from the
scale of the qualifications of efficient directors as well as the order of importance of these determinatives.
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Figure 1. Decision Tree Model Related to the Performances of Efficient Directors
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Decision tree model related to the performances of efficient directors is given in Figure 1. According to this
model, all of the four continuous independent variables that were tried in the model are seen in the model. It is
noteworthy that the effect of the scores of teachers and directors related to the merit, training, appointment and
evaluation system is seen on the merit levels of directors.

According to Figure 1, it is seen that, in terms of the qualifications of directors, 45,1 % of directors are
classified as low in merit and 54.9 % of them are classified as high in merit. It canalso beviewed that the
independent variable which best describes the merit levels is training which consists of three sublevels Training
scores have the biggest influence in classifying the merit levels of directors as low and high. As a matter of fact,
the variable which best predicts the merit levels of directors and which generates the initial branching of the tree
is the score related to the training system. 88,6 % of people whose scores related to the training system are below
3.88 have low merit levels. While 37,3 % of people whose scores related to the training system are between 3,88
and 4,55 have low merit levels; 16 % of people whose scores related to the training system are above 4,55 have
low merit levels.

When branching generated in the second level of the tree chart is examined, the variable which best predicts
the ones whose training scores are under 3,88 is their merit system scores. The variable which best predicts the
ones whose training scores are between 3,88 and 4,55 is their appointment system scores. The variable which best
explains the ones whose training scores are above 4,55 is their evaluation scores. While 87,5 % of people who
have merit system scores below 4,6 among the ones whose training system scores are below 3,88 have low merit
levels; 80 % of people whose merit system scores are above 4,6 have low merit levels.

60 % of people who have appointment system scores below 3,66 among the ones whose training system scores
are between 3,88 and 4,55 have low merit levels. 36,6 % of people whose appointment system scores are between
3,66-4,66 have low merit levels. 30,8 % of people whose appointment system scores are above 4,66 have low
merit levels. All of the participantswho have evalaution system scores below 2,87 among the ones whose training
systems scores are above 4,55 have high merit scores whereas 16,7 % of people whose evaluation system scores
are above 2,87 have low merit levels.

When branching generated in the third level of the tree chart is examined, it is obvious that evaluation is
the variable which best explains the people who have merit systems scores below 4, 6 among the ones whose
training systems scores are 3,88. Accordingly, it can be seen that 87,5 % of the ones whose evaluation scores are
under 4,55 have low merit levels. Moreover, while the merit level of all of the people whose appointment system
scores are below 3,66 out of the ones who have evaluation scores above 2,87 among the ones whose training
system scores are above 4,55 is; the merit level of 17,4 % of people whose appointment system scores are above
3,66 is low.

Table 3. Classification Table Related to the Status of Success

Low in Merit High in Merit Success Rate
Low in Merit 28 23 54,9%
High in Merit 6 56 90,3%
Total 30,1% 69,9% 74,3%

When Table 3 is examined, it shows how much of the dependent variable is accurately classified according to
the formed model. While 28 of 51 people whose merit levels are low according to the model are accurately
classified as low in merit, 23 people are inaccurately classified as high in merit. In general, it can be concluded
that the model accurately classified 74,3 % of the directors according to their merit levels.

Discussion and Conclusion

According to the overall scores in the study obtained from the scale of qualifications which efficient directors
should possess, CHAID analysis was performed.

The main objective is to determine which of the independent variables that are considered to be influential to
the directors’ merits have a significant effect and to designate the order of importance of these variables.
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It is observed that all the scores of teachers and directors related to the merit, training, and appointment and
evaluation system have a significant effect on the directors’ merits. Accordingly, it is acknowledged that these
four independent variables (merit, training, appointment and evaluation) related to the merit system are influential
in classifying the directors as low and high in merit. In terms of developing and implementing a merit-based system
in administration, it can be noted that there is a need for a training, appointment and evaluation system which
highly relies on merit.

In an study of Kayik¢1, Ozdemir, Ozyildirrm(2015), most of the participants stated that it is not informed to
candidates whether the replies given in the oral exam were correct or not, written, oral or video recordings were
not done, there were rumours about who would succeed before the exam, the ones who succeeded in the exam and
the rumours overlap, so an objective assessment wasn’t done in the oral exam. Thus, it is a significant finding that
both succeeding and failing ones in the exam have similar thoughts. It can be said that candidates evaluate
negatively that pressure groups were influential in the oral exam.

One of the most important results obtained from CHAID analysis is that a merit-based training system makes
it possible to train more directors whose merit levels are high. Moreover, it is seen that a merit-based evaluation
system is effective in classifying the directors according to their merit levels and that the ones who have high merit
levels should be appointed preferentially. In addition to these, another factor which makes the classification
noteworthy is that most of the directors whose perceptions of merit are low also have low merit levels. In this
respect, it is highly important in terms of a healthy and influential educational administration to determine the
merit perceptions of candidates in the process of training and appointment of directors and to include the ones who
have high positive perception in the administration system.
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Liyakat Esash Yonetici Yetistirme, Atama ve Degerlendirme Sistemi
Degiskenlerinin Chaid Analizi ile Siniflandirilmasi

Giris
Insanin egitim aracilig1 ile kendi gelecegini sekillendirebilecegi fikri gelismis iilkelerde oldukga etkili
olmustur. Sanayi dncesi topluluklarda ise egitim ve gelisme arasinda dogrudan bir iliski kurulmazken sanayi ve
bilgi toplumlarinda egitimin gelisme ve gelirle dogrudan iliskili oldugu diisiiniilmiistiir. insanin eylemlerinin,
faaliyetlerinin ve aldig1 egitim sonucunda hak ettigi yere gelmesi, egitimle toplumsal gelisimi arasindaki dogrudan
baglantiy1 gostermektedir. Buna gore kisinin almis oldugu egitimle elde edecegi toplumsal statii ve konum arasinda
dogrudan bir iliski vardir. Bunun da ancak meritokrasi ile miimkiin olabilecegi sdylenebilir (Young, 1961, s.11).

Birgok go6zlemci, entelektiiel vasiflarin mesleki basarida artik daha onemli belirleyiciler olduguna
inanmaktadir. Sonug olarak da mesleki beceri ve vasiflara bagl sosyal sinif farkliligi artmaktadir (Weakliem,
McQuillan ve Schauer, 1995, s. 271). Giiniimiizde el emegine dayanan islerin azalmasi bunun yerine el emegine
dayanmayan islerin éneminin artmasi nitelikli is giicii sorununu da beraberinde getirmistir. Is giiciine nitelik
kazandiracak kurumlar ise okullardir. Okullar sayesinde nitelikli is giicii i¢in gereken bireylerin en iyi sekilde
yetismesi miimkiin olacaktir. Bu yeteneklerin belgelenmesi egitim kurumlarinda gergeklesecek, bdylece “en
nitelikli”ler en onemli toplumsal konumlara gelebileceklerdir. Meritokrasi, bu nedenle toplumsal bagarilarin
toplumun tiim kesiminden gelebilecegini ve en nitelikli ve en iyi olanin i basina gelmesi gerektigini
savunmaktadir (Goldthorpe, 1998).

Alanyazinda yapilan ¢alismalar okullardaki miidiir yardimcilar: okul miidiirlerinin yeterliklerini ilk sirada
“Teknik Yeterlikler”, ikinci olarak “Insancil Yeterlikler” ve {igiincii sirada ise “Kavramsal Yeterlikler” boyutunda
yeterli bulduklar1 goriilmektedir. Bulgular dikkate alindiginda okul miidiirlerinin yeterliklerine iliskin miidiir
yardimcilarinin okul miidiirlerini “Yeterli” buldugu goriisii ortaya ¢ikmaktadir. Ancak kavramsal yeterlikler
boyutunda okul miidiirlerinin diger yeterliklere oranla daha diisiik yeterlige sahip olduklari goriilmiistiir.
Kavramsal yeterlikler okul miidiiriiniin karar verme ve analitik diisiinme ile ilgili yeterlikleridir (Aydin, 2000).
Buna gore lise okul miidiirlerinin analitik diisiinme ile alakali yeterlikleri diger yeterliklere gore daha az
seviyededir. Bunun nedeni olarak okul miidiirlerinin her seyi kanun ve yonetmeliklere gore yapmak ile yiikiimlii
bir uygulayici olarak gdrmeleri olabilir. Okul miidiirleri meydana gelen problemler karsisinda hem mevzuata
uygun davranmalt hem de probleme dair yaratici ¢oziimler bulabilmelidir. Egitim sistemi i¢inde yer alan
yoneticilerimizin bu sekilde tavir sergilemelerine ihtiyag duyulmaktadir. Asar’in (2014) arastirmasina gore ise
yoneticiler kendilerini en fazla “Insanlarla iletisim Kurma-Etkili Bigimde Calisma” alt Slceginde yeterli
gormektedirler. Agaoglu ve digerlerinin (2012) calismasinda okul yoneticileri kendilerini en fazla Insanlarla
Iletisim Kurma-Etkili Bicimde Calisma, Etkili Bir Orgiit Yonetimi, Egitim Programinin ve Ortamlarinin Y dnetimi,
Meslege Hizmet ve Yeterli Bir Okul Binasi ve Cevresi Hazirlama boyutlarinda yeterli bulmaktadirlar.

Alanyazinda, meritokratik anlayigsin sadece deneysel ortamda ve nicel olarak kaldigi, uygulamada ise
meritokrasiyi temele alan uygulamalarin ¢ok az olduguna dair ¢aligmalarin varligi dikkat g¢ekicidir (Alon ve
Tienda, 2007; Young, 1958). Burada meritrokrasi kavraminin tam olarak anlasilmadig1 muglak bir kavram olarak
kaldig1 da ¢alismalarda karsilasilan bir bagka durumdur. O nedenle 6ncelikle Tiirk Egitim Sistemi’nde meritokrasi,
liyakat esasl1 yonetici yetistirme, atama ve degerlendirme sistemi ile liyakatl yonetici niteliklerine iliskin yonetici
ve dgretmen goriislerinin belirlemesi ve Tiirk Egitim Sistemi’nde meritokrasi kavrami ve liyakat esasli yonetici
yetistirme, atama ve degerlendirme sistemini esas alan uygulanabilir bir model O6nerisi sunulmasi &nem
tagimaktadir. Meritokrasi insanlarin sahip olduklart meslekleri ve mesleklerinde yiikselmelerinin 6l¢iitiiniin gayret
ve becerilerinin liyakatinin 6l¢iit olarak degerlendirildigi sistem olarak kabul edilmektedir (Torun, 2009). Merit
(liyakat) kavrami genis bir kavram olup yetenek, egitim ve deneyimi kapsamaktadir. Meritokrasi bircogu
tarafindan ideal bir adalet prensibi olarak kabul gormektedir. Clinkii sadece yetenek, basar1 gibi ilgili girdiler
dikkate alinirken; etnik kdken, cinsiyet gibi alakasiz faktorler sonuglari dagitirken goz ardi edilmektedir (So Hing,
Bobocel, Zanna, Garcia, Gee ve Orazietti, 2011, 5.433).

Bu ¢aligma ile Milli Egitim Bakanliginin egitim yoneticisi yetistirme, atama ve degerlendirme siireclerinden
yararlanmas1 beklenmektedir. Egitim yoneticilerinin atama ve degerlendirmeleri yapilirken yeterliliklerine
bakilmaksizin liyakatsiz kisilerin gérevlendirilmesine bagli olarak okullarda yonetsel siireglerde bazi aksakliklar
yasanabilmektedir. Bu yiizden bu calisma meritokrasi(liyakat)nin 6nemini ortaya koyarak farkindalik
saglayacaktir. Son donemlerde egitim yoneticiligine basvurularin az oldugu goriilmektedir. Bu yiizden bu ¢aligma
yoneticilerin performanslarina bagl olarak terfi sisteminin liyakatli bir sekilde gergeklesmesi ve maddi imkanlarin
iyilestirilmesi ile egitim paydaslariin egitim yoneticisi olmaya cesaretlendirmesi konusuda énem arz etmektedir.
Bu calisma liyakat esasli egitim yOneticisi yetistirme, atama ve degerlendirme sistemine dair donemli ve
uygulanabilir sonuglar ortaya ¢ikarmaktadir. Ayni zamanda Tiirk Egitim Sistemi’nde egitim yoneticiliginin her
kademesinde (miidiir yardimeisi, okul midiirii, sube miidiird, ilge milli egitim miidiirii ve il milli egitim miidiirii)
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meritokratik yani liyakatli yoneticilere gorev verilebilmesi ve bu sayede egitim kurumlarinda olumlu etki
gerceklestirilebilmesi agisindan 6nem tagimaktadir.

Liyakat1 temel alan bir degerlendirme sisteminin yoneticileri liyakat diizeyine gore siniflandirmada etkili
oldugu, liyakat diizeyi yiiksek olanlarin oncelikli olarak atanmasi gerektigi yoniindeki diigiinceden hareketle,
yOnetici yetistirme ve atama siirecinde adaylarin liyakat algilarinin ile yeterliklerinin belirlenmesi ve liyakata
iligkin olumlu yiiksek algiya sahip ile yeterlilige sahip olanlarin yoneticilik sistemine dahil edilirken dikkate
alinmasi saglikli ve etkili bir egitim yonetimi agisindan dnem tasimaktadir. Bu dogrultuda arastirmanin amaci
liyakatli yonetici niteliklerine iligkin Tiirk Egitim Sistemi’nde meritokrasi, liyakat esasli yonetici yetistirme, atama
ve degerlendirme sistemi degiskenlerinin chaid analizi ile siniflandirilmasidir. Bu genel amag¢ dogrultusunda
“Liyakatlt yonetici niteliklerine iliskin Tirk Egitim Sistemi’nde meritokrasi, liyakat esasli yonetici yetistirme,
atama ve degerlendirme sistemi degiskenlerinin belirleyiciligi nedir?” sorusuna cevap aranmuistir.

Yontem

Caligsmada liyakat esasli yonetici yetistirme, atama ve degerlendirme sistemleri ile liyakatli yonetici nitelikleri
arasindaki iligkiyi belirlemek {izere nicel aragtirma yontemlerinden iliskisel tarama modeli kullanilmistir
(Biiyiikoztiirk, Cakmak, Akgiin, Karadeniz, Demirel, 2010, s.22; Karasar, 2002, s.81).

Evren ve Orneklem

Ornekleminin se¢iminde ilk asamada segkisiz drnekleme ydntemlerinden tabakali drnekleme kullanilarak
evreni temsil etme oranlarina gore Antalya ili 5 merkez ilgelerde (Aksu, Désemealti, Kepez, Konyaalti, Muratpasa)
drmeklem grubuna alinmasi gereken sayida dgretmen ve yonetici belirlenmistir. Ikinci asamada basit segkisiz
ornekleme yontemi kullanilarak yeterli sayida 6gretmen ve yonetici 6rneklem grubuna alimmistir (Biiytlikoztirk
vd., 2010, s.83). Calismanin evreni 7950 okul yoneticisi ve 6gretmenden olusmaktadir.

Calismanin 6rneklem grubuna toplam 367 ilkdgretim okulu yoneticisi ile &gretmenin alinmasi yeterli
goriilmiistiir. Ancak fazla sayida anket uygulatilmig ve sorunlu 43 anket c¢ikarildiktan sonra 532 anket
degerlendirmeye alinmistir. Arastirma siirecinde evrenden ii¢ defa veri toplannustir. {1k veri toplama ¢aligmasi ile
elde edilen gecerli 507 anket verisi kullanilarak 6l¢me araglarinin agimlayici faktor analizleri yapilmus; ikinci veri
toplama calismasindan elde edilen gecerli 363 anket verisi ile 6lgme araglarinin dogrulayici faktor analizleri
yapilmistir. Son veri toplama ¢alismasindan elde edilen 532 gecerli anket verisi ise analiz siirecinde kullanilmistir.
Olgme aracinin kisisel bilgiler boliimiinden elde edilen verilere gore arastirmaya 177 ilkokul ve ortaokul ydneticisi
ve 355 ilkokul ve ortaokul 6gretmeni katilmigtir.

Veri Toplama Araclari

Calismada veri toplama araci olarak “Liyakath Egitim Yoneticilerinin Nitelikleri Olgegi” ile “Egitim
Yoneticiliginde Liyakat 6l¢iitleri”ni belirlemeye yonelik iki 6l¢me araci kullanilmistir.

Nicel veriler iki farkli 6lgme araciyla toplanmustir. Olgme araglarinda Likert tipi besli derecelendirme 6lgegi
kullanilmigtir. Anlamlilik testlerinde, 05 ve, 01 diizeyleri dikkate alinmstir.

Gegerlik ve giivenirlik ¢alismalari i¢in dncelikle 6l¢me aracina iligkin uzman goriisleri alinmigtir. Daha sonra
Ogretmen ve Ogrenci velilerinden olusan 8 kisilik bir gruba okutularak maddelerin anlasilirlik diizeyine iligkin
oneriler degerlendirilmistir. Uzman ve katilimct goriisleri dikkate alinarak gerekli diizeltmeler yapilmis ve 6lgme
araci yonetici ve 0gretmenlerden olusan 568 kisilik bir gruba uygulanmustir. Sorunlu anketler temizlendikten sonra
507 anket verisi SPSS istatistik programi yardimiyla agimlayici faktor analizine tabi tutulmustur.

Liyakath Egitim Yoneticilerinin Nitelikleri Olcegi

Ag¢imlayic1 faktdr analizi igin 507 anket verisi kullamilmigtir. Verilerin agimlayici faktdr analizi igin
uygunlugunu belirlemek tizere “Kaiser-Meyer-Olkin (KMO) and Bartlett's Test” analizleri yapilmig; KMO=,915
ve Bartlett's Test of Sphericity=,000 bulunmustur.

Agimlayici faktor analizinde temel bilesenler analizi kullanilmig, dordiirme teknigi olarak ise dik dondiirme
yontemlerinden varimax se¢ilmistir. A¢imlayici faktdr analizi igin tekrarlanan dondiirmelerde toplam 21 madde
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analizden atilmistir. Agimlayici faktdr analizinin sonucunda 4 boyuttan ve 18 maddeden olusan bir 6l¢gme araci
elde edilmistir. Dért faktoriin birlikte toplam varyans: aciklama oranlar1 % 69,79°dur. iletisim boyutunda (6
madde) yer alan maddelerin faktordeki yiik degerlerinin 0,824 ile 0,679; mesleki yeterlik boyutunda (5 madde)
yer alan maddelerin faktoérdeki yiik degerlerinin 0,837 ile 0,659; liderlik becerileri boyutunda (4 madde) yer alan
maddelerin faktordeki yiik degerlerinin, 801 ile 578 ve egitimsel ve sanatsal yeterlik boyutunda (3 madde) yer alan
maddelerin faktordeki yiik degerlerinin, 790 ile 719 arasinda oldugu saptanmistir. Giivenirlik calismalarinda ise
madde toplam test korelasyonu (Cronbach’s Alpha) iletisim becerileri boyutu igin 0,91; mesleki yeterlik boyutu
icin 0,89; liderlik becerileri boyutu icin 0,85 ve egitimsel ve sanatsal yeterlikler boyutu i¢in 0,66 olarak
bulunmustur. Olgme aracinin biitiiniin de ise madde toplam test korelasyonu 0,89 olarak bulunmustur.

Tablo 1. Liyakath Egitim Yéneticilerinin Nitelikleri Olgegi A¢imlayici Faktdr Analizi Verileri

AFA Anket Maddesi i* MY* LB* ESY*
Yoneticiler kargisindakini dinledigini hissettirmelidir. 824
Yoneticiler kargisindakiyle empati kurabilmelidir. ,791 301
Yoneticiler, 6gretmenleri motive edebilecek nitelige sahip olmalidir. , 167 ,364
Yoneticiler diisiincelere saygili ve elestiriye agik olmalidir. , 715,305 ,306
Yoneticiler, bilgi ve iletisim teknolojilerini etkili sekilde kullanabilmelidir. ,694 ,359
Yoneticiler ¢caliganlarla tiim iletisim kanallarini agik tutmalidir. ,679 410
Yoneticiler davranislarinda tutarli olmalidir. ,837
Yoneticiler mesleki yeterlige sahip olmalidir. ,829
Yonetici iggorenlere/dgrencilere/velilere kars1 adil ve esit davranmalidir. ,801
Yonetici mevzuata hakim olmalidir. , 799
Yonetici 6zverili olmalidir. ,659
Yonetici okul iklimi ve kiiltiiriinii gelistirmede farkindalik yaratir. ,333 ,801
Yonetici 6gretmenlerin mesleki gelisimine katki getirmelidir. ,310 ,764
Yonetici 6gretime liderlik etmelidir. , 730
Y oneticinin sosyal yonii gii¢lii olmalidir. ,578
Yonetici en az bir yabanci dile sahip olmalidir. , 790
Yonetici lisansiistii egitime sahip olmalidir. , 7155
Yoneticinin sanatsal ugraglari olmalidir. , 719

Faktorlerin Ozdegerleri 402 3,73 292 1,89
Varyansi agiklama oranlar1 (%) 22,34 20,72 16,25 10,48
Cronbach Alpha ,91 ,89 ,85 ,66

Toplam Varyansi Ag¢iklama Orani= % 69,79
Cronbach Alpha=,89

On uygulama sonucunda elde edilmis liyakatl egitim yoneticilerinin niteliklerini belirmeye yonelik 6lgme
aracinin bir model olarak dogrulanip dogrulanmadig test etmek amaciyla acimlayici faktdr analizinden elde edilen
Olecme araci tekrar 413 kisilik bir 6rneklem grubuna uygulanmistir. Bu 6rneklem grubundan elde edilen 363 gegerli
anket verisi ile dogrulayici faktor analizi yapilmistir (Cokluk, Sekercioglu ve Bilyiikoztiirk, 2010, s.275).

Dogrulayict faktor analizinden elde edilen bulgular incelendiginde t degerlerinin 10,81 ve {izerinde oldugu,
dolayisiyla tiim maddelerin 0,01 diizeyinde manidar oldugu sdylenebilir (Hair, Anderson, Tatham ve Black, 1998,
$.623). En diisiik yiik degeri ise 0,59’dur. Bu dogrultuda maddelerin yiik degerlerinin de oldukga yiiksek oldugu
soylenebilir. Gozlenen degiskenlerin hata varyanslari incelendiginde ise 0,26 ile 0,65 arasinda degistigi
gorilmiistiir.
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Elde edilen uyum indeksleri incelendiginde X2/sd (341,59/127=2,69) oraninin miikemmel diizeyde uyuma
sahip oldugu, RMSEA(0,068) degerinin ise iyi uyuma isaret ettigi goriilmektedir. Diger uyum indeksleri
incelendiginde ise AGFI(0,87)’nin iyi uyuma; GFI(0,91), IFI(0,98), CFI(0,98), RFI(096), NFI(0,96),
NNFI(0,097), RMR(0,02) ve standardize edilmis RMR(0,049) degerinin degerlerinin mitkemmel diizeyde bir
uyuma sahip oldugu sdylenebilir. Bu ¢ergevede Liyakatli Egitim Yéneticilerinin Nitelikleri Olgegi’nin 18
maddeden ve 4 boyuttan olusan yapisinin iki modifikasyonla (1-2; 37-38) bir model olarak dogrulandigi
soylenebilir (Cokluk, Sekercioglu ve Biiyiikoztiirk, 2010, s.271-272, 304, 324; Hair, Anderson, Tahtam ve Black,
1998, 5.623; Secer, 2015, 5.190).

Egitim Yéneticiligi Liyakat Olgegi

Agimlayici faktor analizi i¢in 507 anket verisi kullanilmistir. Verilerin agimlayici faktdr analizi igin
uygunlugunu belirlemek iizere “Kaiser-Meyer-Olkin (KMO) and Bartlett's Test” analizleri yapilmig; KMO=,854
ve Bartlett's Test of Sphericity=,000 bulunmustur. A¢imlayic1 faktor analizinde temel bilesenler analizi kullanilmas,

dordiirme teknigi olarak ise dik dondiirme yontemlerinden varimax se¢ilmistir. Ag¢imlayict faktdr analizinin
sonucunda 4 boyuttan ve 25 maddeden olusan bir 6lgme aract elde edilmistir.

Tablo 2. Egitim Yéneticiligi Liyakat Olcegi Agimlayici Faktor Analizi Verileri

AFA Anket Maddesi Y* D* L* A*

Yonetici yetistirme siirecinde adaylara mentor(deneyimli yonetici) destegi 738
sunulmalidir.

Yoneticilerin gorece baglamadan dnce stajyerlik siirecinden gegmesi ,678
onemlidir.

Yonetici yetistirme siirecinde goreve basladiginda karsilasabilecegi durumlara 672
yonelik egitimler (iletisim, koordinasyon, mevzuat, uzlagma yonetimi vb.)
verilmelidir.

Yonetici yetistirme siirecinde adaylar isteklerine ve yeteneklerine uygun 669
alanlarda(egitim-6gretim igleri, teknik igler, muhasebe vb.) uzmanlagmalidir.

Yonetici yetistirme, alaninda uzman kisiler tarafindan yapilmalidir. ,654 ,302
Yonetici yetistirme siirecinin degerlendirilmesi egitim paydaslarinca (miidiir, ,624
miidiir yardimeisi, 6gretmen vb.) yapilmalidir.

Yonetici  yetistirme siirecinde farkli {ilkelerde kullanilan yetistirme 603
modellerinden faydalanilmasi 6nemlidir.

Yetistirme siirecinde, ydnetici adayr yonetim alaninda lisansiistii egitim 597
almalidir.

Yonetici yetistirme slirecine egitim paydaslart (psikolog, akademisyen, mali ~ ,592

miisavir, hukuk¢u vb.) dahil edilmelidir.

Yoneticilerin degerlendirilmesinde velinin katilimi saglanmalidir. ,800
Yoneticilerin degerlendirilmesinde okul aile birliginin katilimi saglanmalidir. ,798
Yoneticilerin degerlendirilmesinde 6grencilerin katilimi saglanmalidir. 126
Yoneticilerin degerlendirilmesinde dogrudan bagli oldugu sube miidiirlerinin ,681 -,310

katilimi1 saglanmalidir.
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Yoneticilerin  degerlendirilmesinde ~ miidiir ~ yardimeilarinin ~ katilimu ,649

saglanmalidir.

Yoneticilerin degerlendirilmesinde ilge milli egitim miidiiriiniin katilimi ,620 -,350
saglanmalidir.

Yoneticilerin  performanslart  dgrencilerin  akademik basarisina  gore ,487
degerlendirilmelidir.

Yonetici degerlendirmesi yapilirken portfolyo kullanilmalidir. 441

Meritokrasi (liyakat) kurumlarin basarisi agisindan énemlidir. ,786
Mesleki kademelerde yiikseliste ¢aliskanlik ve yetenek 6nemlidir. ,669
Yoneticilerin liyakatli olmasi ¢alisan motivasyonu agisindan dnemlidir. ,641
Yonetici segme, atama ve degerlendirmede liyakat 6nemli bir 6l¢iittiir. ,616
Yonetici atama ve terfilerde yonetici nitelikleri kidemden daha énemlidir. 577
Yoneticiye  uygulanan  sdzlii/yazili  sinavlarim  olusturulmasinda/ ,612
degerlendirilmesinde jiiri, egitim paydaslarindan olugsmalidir.

Yoneticiye uygulanan sozlii sinavinda adaylara karst objektif tutum ,604
sergilenmesi 6nemlidir.

Yonetici adaylarina uygulanan sozIlii ya da yazili sinav siireci kamera vb. ,553

cihazlar ile kayit altina alinmalidir.

Faktorlerin Ozdegerleri 428 369 274 181
Varyansi agiklama oranlart (%) 17,11 14,78 10,94 7,26
Cronbach Alpha ,84 ,83 74 ,58

Toplam Varyanst Agiklama Orani= % 50,09
Cronbach Alpha=,86

Dort faktoriin birlikte toplam varyansi agiklama oranlart % 50,09°dur. Yetistirme boyutunda (9 madde) yer
alan maddelerin faktoérdeki yiik degerlerinin 0,738 ile 0,592; degerlendirme boyutunda (8 madde) yer alan
maddelerin faktordeki yiik degerlerinin 0,800 ile 0,441; meritokrasi boyutunda (5 madde) yer alan maddelerin
faktordeki yiik degerlerinin, 786 ile, 577 ve atama boyutunda (3 madde) yer alan maddelerin faktoérdeki yiik
degerlerinin, 612 ile, 553 arasinda oldugu saptanmustir. Giivenirlik ¢aligmalarinda ise madde toplam test
korelasyonu (Cronbach’s Alpha) yetistirme boyutu i¢in 0,84; degerlendirme boyutu i¢in 0,83; liyakat boyutu igin
0,74 ve atama boyutu igin 0,58 olarak bulunmustur. Olgme aracinin biitiiniin de ise madde toplam test korelasyonu
0,86 olarak bulunmustur (Akgiil ve Cevik, 2003, s.435-436).

On uygulama sonucunda elde edilmis egitim yoneticiligi igin liyakat esaslarmi belirlemeye yonelik 6lgme
aracinin bir model olarak dogrulanip dogrulanmadigi test etmek amaciyla agimlayici faktor analizinden elde edilen
Olecme araci tekrar 413 kisilik bir 6rneklem grubuna uygulanmistir. Bu 6rneklem grubundan elde edilen 363 gegerli
anket verisi ile dogrulayici faktor analizi yapilmistir (Cokluk, Sekercioglu ve Biiyiikoztiirk, 2010, s.275).

Dogrulayic1 faktor analizinden elde edilen bulgular incelendiginde t degerlerinin 2,91 ve iizerinde oldugu,
dolayisiyla tiim maddelerin 0,01 diizeyinde manidar oldugu sdylenebilir (Hair, Anderson, Tatham ve Black, 1998,
s.623). En diisiik ytik degeri ise 0,16°dir. Gozlenen degiskenlerin hata varyanslari incelendiginde ise 0,23 ile 0,97
arasinda degistigi goriilmiistiir.

Elde edilen uyum indeksleri incelendiginde X2/sd (819,34/263=3,12) oraninin orta diizeyde uyuma sahip
oldugu, RMSEA(0,076) degerinin ise iyi uyuma isaret ettigi goriilmektedir. Diger uyum indeksleri incelendiginde
ise GF1(0,85)’nin iyi uyuma; AGFI(0,81), IF1(0,84), CF1(0,83), RFI(0,77), NFI(0,80) ve NNFI(0,81) degerinin
degerlerinin orta diizeyde bir uyuma sahip oldugu sdylenebilir. Bu ger¢evede Egitim Yoneticigi Liyakat Olgegi’nin
25 maddeden ve 4 boyuttan olusan yapisinin alti modifikasyonla (1-2; 2-6; 15-16; 19-20; 43-44; 46;47) bir model
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olarak dogrulandigi sOylenebilir (Cokluk, Sekercioglu ve Biyiikoztirk, 2010, s.271-272, 304, 324; Hair,
Anderson, Tahtam ve Black, 1998, s.623; Seger, 2015, 5.190).

Verilerin Analizi

Yoneticilerin liyakat diizeyi bakimindan nasil siniflandirildiklar: ve bu simiflandirilma isleminde etkili olan
bagimsiz degiskenlerin (liyakat, yetistirme, atama ve degerlendirme sistemleri) neler oldugunu belirlenmesi
amaciyla karar agaci yontemlerinden CHAID analizi kullanilmistir. CHAID analizi ¢ok degiskenli analiz
yontemlerindendir ve degiskenlerin siniflandirmasinda kullanilmaktadir (Aksu ve Karaman, 2016, ss.251- 256;
Kilig ve Giizeller, 2017, s.36). Degiskenlerdeki etkilesim veya kombinasyonlar1 bulan bir teknik olarak ¢ikmis
CHAID analizi bir bagimli degigken ile bir dizi bagimsiz degisken arasindaki iligkilerin belirlemeye yonelik
arastirmalarda kullamlan agiklayici bir analiz yontemidir (Dogan ve Ozdamar, 2003, 5.393; Ratner, 2003, s.114).
Calismada CHAID analizi kullanilmasinin nedeni, yordayici degiskenler olan liyakat, yetistirme, atama ve
degerlendirme sistemlerinin bagimli degisken olan ydneticilerin liyakat diizeyi iizerindeki 6nem sirasin1 gorsel
olarak kolayca gorebilmek ve bu gorsel yapi sayesinde siniflama isleminin kolayca yapilabilmesini saglamaktir
(Aksu ve Giizeller, 2016, s.103).

CHAID analizinde kullanilan degiskenlerin 6lgek tiirlerinin belirtilmesi gerekli olan bir varsayimdir. Ayrica
kategorik degigkenler i¢in hedef degiskenin kag¢ kategoriye ayrildigt ve bunlarin neler oldugunun da belirtilmesi
gerekmektedir (Aksu ve Giizeller, 2016, s.108). Bu amacla degiskenlerin tiirleri SPSS programinda belirtilmistir.
Bagimli degisken olan yoneticilerin liyakat diizeyi bu 6l¢ekten elde edilen puanlara gore iki kategoriye ayrilmistir.
Agirlikli ortalama puaninin iistiinde olanlar “Liyakati Yiiksek™; altinda olanlar ise “Liyakati Diisiik” olarak
kategorize edilmistir (Aksu ve Karaman, 2016, s5.251- 256)

Bulgular

Likayat sahibi yoneticilerin nitelikleri dl¢egi puanlarina gore liyakat diizeyi yiiksek ve diisiik olan yoneticileri
smiflandirmak igin hangi liyakat sistemi puanlarinin belirleyici olduguna ve bu belirleyicilerin 6nem siralarina
ilisgkin CHAID analiz sonuglar1 Sekil. 1’de gosterilmistir.

YOMETICILIYAKAT

Node 0
Catagory L)
-------- I W Livakat Glpk 481 51
| Liyakab Diglk | W Livakot Viloek 549 82
1 1 Livshat Vi) Total 1000 113

atigtime
Adj. P-valee=0 000, Chi-squae=97 0G5, dm2

3880 (2559, 4.856) > 4500
Mode 1 Nede 2 Hede 3
Category b n Category k.3 n Category ] [
W Liyshab Diglk 882 25 W Liyskat Diplk 373 22 B Liyskats Dapl 180 4
W Lipaah visask 133 4 W Uiyakath Yioek 827 37 W Livakat Yigak 840 21
Taotal 2457 9 Tetal 522 W Tetal AN
= 1= =
Liyahat Atama Degedendime
Adj, Pvalue=0,010, Chissquare=0.878, di=1 Ag). Povaboe=0 000, Chisquare=13.038, d2 Adj. Povalue=0,004, Chi-square=12,222, &1
- ﬂlﬂm » -\lﬂn L Jluv BMI.l‘\MTJ » 4.|637 - 2|.8?5 ¥ 2.|ﬂ?5
tode d Hode & Node 8 Node 7 Node 8 Noded Node 10
Catagory % 0 Catagory % n Catagesy % n Catugoey LY Catugory LY Category % n Category *
W Lt gl 975 21 B Upyahah Dl 500 4| |9 Lyskat Diplc 800 3| | Liyakat Dipk 388 15| (W lpakanDipk 308 4| (W lipsabDipk 00 0 W Liyshab Diglk 187 4
B Liyshah Vikoe 1285 3 B Liyahath Vidoek 200 1 B Uiyt Yibosk 800 2| (M Livsbhot Yidoek 634 26| W Livakab Yidlsek 662 9 B Liyabkats isek 1000 1 B Liyakats Yisek 833 20
Tatal Mz M Total a4 5 Total a4 & Total 3/3 4 Todal 115 13 Tatal 08 1 Teal M2 24
5| I, H
Dagertundinme Atama
Adj. Pvalue=0, 003, Chisquares12 887, d=1 Adj. Powalue=0,005, Chi-squases10 872, di=1
zxd[sno xa]{nn <=3 887 »3,087
tode 11 Hede 12 Node 13 Node 14
Category i3 ] Category % _n Categery % n Categosy *
W liyakot Dk 875 21| |WiipsabDigk 00 0 Byt Diglhe 00 0| |®liysah Digh 174 4
W Livakat vidgek 125 3 W Liyakat vidgek 00 0 B Liyabat Yidaosk 1000 1 B Liakat Yotk 620 19
Tetal M2 24 Tedal 00 0 Total 08 1 Total me 3

Sekil 1. Liyakatli Yéneticilerin Durumuna {liskin Karar Agaci Modeli

Sekil 1°de liyakath yoneticilerin durumuna iliskin karar agact modeli verilmistir. Bu modele gére modele
sokulan dort siirekli bagimsiz degiskenden dérdii de modelde yer almaktadir. Ogretmen ve yéneticilerin liyakat,
yetistirme, atama ve degerlendirme sistemine iliskin puanlarinin yoneticilerin liyakat durumu iizerindeki etkisi
manidardir.
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Sekil 1’e gore yonetici niteliklerine gore %45,1’inin liyakat1 diistik, %54,9 unun ise liyakatinin yiiksek olarak
smiflandirildigr goriilmektedir. Liyakat diizeyini en iyi agiklayan bagimsiz degiskenin ii¢ alt diizeyden olusan
yetistirme oldugu goriilmektedir. Yoneticilerin liyakat diizeyinin diisiik ve yliksek olarak siniflandirilmasinda en
biiyiik etkiye yetistirme puanlar sahiptir. Nitekim yoneticilerin liyakat diizeyini en iyi yordayan ve agacin ilk
dallanmasini olusturan degisken yonetici yetistirme sistemine iligkin puanlardir. Yetistirme sistemine iligkin
puanlart 3,88’in altinda olan kisilerin %88°6’sinin likayat diizeyi diisiiktiir. Yetistirme sistemine iliskin puanlar
3,88 ile 4,55 arasinda olanlarin %37,3 1iniin likayat diizeyi diisiikken; yetistirme sistemine iliskin puanlar1 4,55’in
iistiinde olanlarin %16’°sin1n likayat diizeyi diisiiktiir.

Agag grafiginde ikinci seviyede olusan dallanmalar incelendiginde yetistirme puani 3,88’in altinda olanlari en
iyi yordayan degisken liyakat sistemine iliskin puanlardir. Yetistirme sistemine iligkin puanlar1 3,88 ile 4,55
arasinda olanlar1 en iyi yordayan degisken ise atama sistemi puanlaridir. Yetistirme sistemine iligkin puanlar
4,55’in Uistiinde olanlar1 en iyi agiklayan degisken degerlendirmedir. Yetistirme sistemine iliskin puanlart 3,88’in
altinda olanlardan 4,6’ min altinda liyakat sistemi puanina sahip olanlarin %87,5’inin liyakat diizeyi diisiikken;
4,6’1n1n iistiinde liyakat sistemi puanina sahip olanlarin ise %80°inin liyakat diizeyi diigiiktiir. Yetistirme sistemine
iliskin puanlar1 3,88 ile 4,55 arasinda olanlardan 3,66’1nin altinda atama sistemi puanina sahip olanlarin %60’ nin
liyakat diizeyi diigiikken; atama sistemine iligkin puanlari 3,66-4,66 arasinda olanlarin %36,6’1sinin liyakat diizeyi
diisiik; atama sistemine iliskin puanlar1 4,66’ 1sinin {istiinde olarin ise %30,8’inin liyakat diizeyi diisiik ¢ikmistir.
Yetistirme sistemine iliskin puanlari 4,55’in istiinde olanlardan 2,87’inin altinda degerlendirme sistemi puanina
sahip olanlarin tamamimin liyakat diizeyi yiiksek iken; 2,87’inin iistiinde degerlendirme sistemi puanina sahip
olanlarin %16,7’isinin liyakat diizeyi diistik ¢ikmustir.

Agag grafiginde iigiincii seviyede olusan dallanmalar incelendiginde yetistirme sistemine iliskin puani 3,88’in
altinda olanlardan 4,6 1nin altina liyakat sistemi puanina sahip olanlari en iyi ac¢iklayan degiskenin degerlendirme
oldugu goriilmektedir. Buna goére degerlendirme puani 4,55’in altinda olanlarin %87,5’inin liyakat diizeyinin
disiik oldugu gorilmektedir. Bunun yaninda yetistirme sistemine iliskin puanlart 4,55’in istiinde olanlardan
2,87’inin iizerinde degerlendirme puanina sahip olanlarin atama sistemine iliskin puanlart 3,66’1nin altinda
olanlarin tamaminin liyakat diizeyi iken atama sistemine iligkin puanlari1 3,66’ min tistiinde olanlarin % 17,4 {inlin
liyakat diizeyi diistiktiir.

Tablo 3. Bagar1 Durumuna Iliskin Siniflama Tablosu

Liyakat1 Digiik Liyakat1 Yiiksek Basarn Yiizdesi
Liyakat1 Diigitk 28 23 54,9%
Liyakat1 Yiiksek 6 56 90,3%
Toplam 30,1% 69,9% 74,3%

Tablo 3 incelendiginde kurulan modele gore bagimli degiskenin ne kadarmin dogru olarak simiflandirildigi
goriilmektedir. Modele gore liyakat diizeyi diigiik 51 kisiden 28’inin liyakat1 diigiik olarak dogru siniflandirilirken
23 kisi liyakati yiiksek olarak yanlis sekilde siniflandirilmistir. Modelin genel olarak yoneticilerin % 74,3’tini
liyakat diizeyine gore dogru siniflandirdig: belirlenmistir.

Tartiyma ve Sonu¢

Arastirmada liyakatl yoneticilerin sahip olmasi gereken nitelikler 6l¢eginden elde edilen toplam puanlara gore
yonetici liyakati izerinde etkisi oldugu diisiiniilen bagimsiz degiskenlerden hangilerinin anlamli bir etkiye sahip
oldugunu ve bu degiskenlerin 6nem sirasini belirlemek amaciyla CHAID Analizi gergeklestirilmistir. Ogretmen
ve yoneticilerin liyakat, yetistirme, atama ve degerlendirme sistemine iligkin puanlarinin hepsinin yonetici liyakat:
iizerinde anlamli etkiye sahip oldugu goriilmiistiir. Buna gore liyakat sistemine iliskin bu dort bagimsiz degiskenin
(liyakat, yetistirme, atama ve degerlendirme sistemi) yoneticileri niteliklerine gore liyakat diizeyi yiiksek ve liyakat
diizeyi diisiik olarak smiflandirmada etkili oldugu tespit edilmistir. Bu dogrultuda yoneticilikte liyakat esasli bir
sistem gelistirebilmek ve uygulamaya koyabilmek agisindan liyakati temele alan ve dziimseyen bir yetistirme,
atama ve degerlendirme sistemine ihtiya¢ duyuldugu sdylenebilir.

CHAID analizinden elde edilen en 6nemli sonuglardan birisi liyakatl bir yetistirme sistemi ile liyakat diizeyi
yiksek daha cok yonetici yetistirilebilecegidir. Ayrica liyakat1 temel alan bir degerlendirme sisteminin de
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yoneticileri liyakat diizeyine gore siiflandirmada etkili oldugu, liyakat diizeyi yiiksek olanlarin 6ncelikli atanmasi
gerektigi gorilmistiir. Tiim bunlarin yani sira liyakata iliskin algilar1 diisiik olan ydneticilerin gogunlugunun
liyakat diizeyinin de diisiik olmas1 siniflandirmay1 manidar kilan bagka bir durumdur. Bu agidan ydnetici yetistirme
ve atama siirecinde adaylarin liyakat algilarinin belirlenmesi ve liyakata iligkin olumlu yiiksek algiya sahip
olanlarin yoneticilik sistemine dahil edilirken dikkate alinmas1 saglikli ve etkili bir egitim yonetimi agisindan dnem
tagimaktadir. Bununla birlikte liyakatli yetistirme, atama ve degerlendirmenin yapilabilmesi i¢in objektif
degerlendirmelerin yapilmasi gerektigi sdylenebilir. Kayik¢1, Ozdemir, Ozyildirim’in (2015) yilinda yaptig1 bir
calismada katilimcilarin biiyiik ¢cogunlugu, sozlii sinavda verilen cevaplarin dogru olup olmadiginin adaylara
bildirilmedigini, yazili, s6zlii ya da gorintiilii kayit yapilmadigini, sinavdan 6nce kimlerin basarili olacagina
yonelik sdylentilerin oldugunu, sinavdan sonra basarili olanlar ile daha Onceki sdylentilerin biiyiik 6lgiide
ortiistiiglinii dolayisiyla s6zIi sinavda objektif bir degerlendirme yapilmadigint belirtmiglerdir. Bu konuda s6zli
sinavda hem basarili ve hem de basarisiz olan katilimcilarin benzer diisiinmesi 6nemli bir bulgudur. Katilimcilarin,
sozli siavda baski gruplarinin etkili olmasini olumsuz olarak degerlendirdikleri sdylenebilir.

Arastirmacilara yonelik, liyakat esasli 6gretmen yetistirme, atama ve degerlendirme sistemi iizerine bir caligma
yapilmasi onerilebilir. Uygulayicilara yonelik ise, Egitim yonetimi ve denetimi alaninda yiiksek lisans ve doktora
mezunu is gorenlere daha fazla pozitif ayrimcilik saglanarak yonetim kademelerinde gorev almalari tesvik
edilmelidir.

TesekKkiir ve Bilgilendirme

Bu ¢aligma, Ramazan GOK’iin Dr. Ogr. Uyesi Tiirkan AKSU danigmanliginda yapmis oldugu * Tiirk Egitim
Sisteminde Meritokrasi ve Liyakat Esasli Yonetici Yetistirme, Atama, Degerlendirme Sistemi ile Liyakatli
Yoénetici Niteliklerinin Incelenmesi: Bir Karma Yéntem Arastirmas1” baslikli doktora tezinden iiretilmistir.
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