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The condition of women interfering negatively with each other's careers is called
Queen Bee Syndrome. This study aims to examine the views of female teachers
working in private schools about queen bee syndrome. This study surveyed 45 female
teachers working in private schools in Istanbul about QBS. Due to the Covid-19
pandemic, the "convenience sampling" method was preferred. The phenomenology
model, one of the qualitative research methods, was used —the data obtained from the
research evaluated by content analysis. As a result of the data analysis, six sub-themes
were clustered under four main themes. As a result of the research, female teachers
found that female administrators were emotional; they have problematic business
relationships, women understand women, and women are good leaders. They stated
that it is easy to work with male managers, they are fair, they can take the initiative,
and male managers behave like bosses. In addition, female teachers expressed that
queen bees are obstructive, jealous, discriminatory, and ignoring. In addition. It has
revealed that female teachers with QBS have negative experiences, and mainly
attribute negative behaviors and characteristics to female school principals. Therefore,
QBS situations that generally lead to the loss of both parties mustn't be experienced in
educational institutions.
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Nitel Aragtirma

Kadimlarin birbirlerinin kariyerlerine engel olma durumu Kralie ar1 Sendromu (KAS)
olarak adlandirilir. Bu aragtirmanin amaci, 6zel okullarda ¢alisan kadin dgretmenlerin
kralige ar1 sendromu ile ilgili goriislerini incelemektir. Arastirmaya, Istanbul’da gesitli dzel
okullarda gorev yapan kadin 6gretmenler katilmistir. Arastirmada, Covid-19 pandemisi
nedeniyle “uygun 6rnekleme” yontemi uygulanmistir ve ulagilan 45 kadin 6gretmenin KAS
ile ilgili goriisleri ortaya konmustur. Bu nedenle nitel arastirma yontemlerinden,
fenomonoloji modeli kullanilmistir. Goriismeler yaklasik 45-50 dakika siirmiistiir.
Arastirmada elde edilen veriler, icerik analizi ile degerlendirilmistir, Veri analizi
sonucunda, 4 ana tema altinda toplam 6 alt tema kiimelenmistir. Arastirma sonucunda,
kadin Ogretmenler kadin yoneticilerin duygusal olduklarmni; problemli is iligkileri
kurduklarini, kadmin kadimi anladigimi ve kadmlarin iyi liderler olduklarini;, erkek
yoneticilerle ¢alismanin kolay oldugunu, onlarin adil olduklarin, inisiyatif alabildiklerini
ve erkek yoneticilerin patron gibi davrandiklarini belirtmislerdir. Bunun yaninda, kadin
Ogretmenler, kralice arilar1 engelleyicidir, kiskangtir, ayrimcadir ve gormezden gelir
seklinde ifade etmislerdir. KAS yasayan kadin &gretmenlerin olumsuz tecriibelere sahip
oldugu, kadin oOgretmenlerin kadin okul miidiirlerine karsi agirlikli olarak olumsuz
davrarus ve ozellikler atfettigi ortaya konulmustur. Dolayisiyla iki tarafin da kaybetmesine
yol agan KAS durumlarinin egitim kurumlarinda yasanmamasi énemlidir.
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Giris

Kadinlarin c¢alisma hayatindaki konumu ge¢misten giliniimiize kadar bir¢ok acidan
tartisilmistir. Kadinlar kariyer yaratma konusunda bir¢ok miicadele vermislerdir. Ancak bu
miicadeleleri bazen bir orgiit politikas1 bazen toplumsal 6nyargilar nedeniyle; bazense hemcinsleri
tarafindan sekteye ugramistir. Baz1 orglitlerde kadin yoneticiler, kadin astlarina erkek astlarindan
daha diismanca yaklasirlar. Kadinlarin birbirlerine kars: gerceklestirmis oldugu bu durum Kralice Ar1
Sendromu (KAS) olarak anilir. Kadin astlarina karsi olumsuz tavir takinan kadin yoneticiler “kralice
arilar’a benzetilirler. Bunun nedeni bir ar1 kolonisinde biitiin giicii elinde bulundurarak diger isci
arilar tarafindan saygi goren bir kralice ar1 gibi davranmalari ve hemcinslerini dislamalaridir. Kadin
yoneticiler, ataerkil calisma ortamlarindan otiirii bulunduklar1 konuma oldukga zor gelmekte ve
bedeller 6demektedirler. Yonetici pozisyonuna geldiklerinde ise empati yaparak diger kadin
calisanlarin kosullarini rahatlatmak yerine onlara sirt cevirmeyi ve bedel 6deten konumuna ge¢meyi
tercih ederler (Nieva ve Gutek, 1981, aktaran Baykal, 2018). Kadin patronlar erkek calisanlar ile daha
yakinken kadin ¢alisanlara daha o6l¢iilii ve ayrima yaklasirlar. Kadinlarin niteliklerini azimsar, erkek
calisanlardan daha yiiksek beklenti icine girerler (Dobson ve Iredale, 2006; Gini, 2001). Dahas, kralige
ar1 diger kadinlarla bag kurmaz, erkeklerle daha fazla ilgilenme ve 6diillendirme egilimindedirler
(Cherne, 2003). Bu arastirma, kadin c¢alisanlarin hemcins yoneticileri tarafindan kariyer
yolculuklarinda engellenme, gormezden gelinme gibi tavirlarini kadin calisan sayisinin yiiksek fakat
kadin yonetici sayismin dikkat gekici sekilde diisiik oldugu egitim Orgiitlerinde incelemeyi

amaglamaktadir.
Kralice Ar1 Sendromu

Staines, Travis ve Jayaratne (1973) kralice ar1 sendromundan yonetici kadinlarin diger
kadinlar1 terfi ettirme konusundaki isteksizligi olarak bahseder. Ellemers ve Barreto (2009) KAS
igerisinde olan kadinlarin sadece kendi mevcut konumlarini korumak ve diger kadinlarin o konuma
ulagsmasina engel olmak igin ¢abaladiklarini belirtmislerdir. Kimi giiglii ve y&netici pozisyonundaki
kadin ¢alisanlar hemcinslerine destek ve yardimci olmaktadirlar. Ancak, ¢alismalar agirlikli olarak-
gii¢ ve iktidar sahibi kadin yoneticilerin, kadin astlarina kars1 destekleyici tavirlar sergilemek yerine

engel olmayz tercih ettiklerini gostermistir (Derks, Laar, Ellemers, ve Groot, 2011).

KAS yasayan kadin yoneticiler basarili bir rol model olmasina ragmen, mentor olmay:
reddetmekte, bilgi ve deneyimleriyle hemcinslerine yardimci olmak icin kullanmak yerine orgiitteki
tek basarili kadin olmay: tercih etmektedirler. Bu sebeple de diger kadin g¢alisanlarin is iliskilerini
bozup, kariyer ilerlemelerini engeller; sosyal ve iligkisel saldirganlik davranislar: gosterirler (Johnson

ve Mathur- Helm, 2011).

Sendrom en ¢ok kadinlarin baskin oldugu ortamlarda (Bune, 2008), firsatlara erisimin sinirl

oldugu yerlerde yaygindir (Davidson ve Cooper, 1992). Ozellikle erkekler tarafindan yonetilen ig
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yerlerinde kadinlar kendilerini hemcinsleriyle daha fazla karsilastirmaktadirlar (Chesler, 2001 s. 338).
Kadin yoneticilerin kadin astlarina sirtlarini ¢evirme, engelleyici davranislar gosterme nedeni kadin
yoneticilerin kendilerini ispat ¢abasi, ortamdaki tek basarili kadin olma diirtiisiidiir. Erkek egemen
calisma topluluklarinda olusan rekabetci havadan etkilenen kadin yoneticiler, kendilerinin en az
erkek yoneticiler kadar sert ve dayanikli olduklarini gostermek icin kadin astlarina acimasiz bir
sekilde davranabilmektedirler (Gini, 2001). Ozen (1998), bu durumu kadinlarin erillesmesi, kadin-
erkek benzesmesi olarak tanimlamaktadir. Eril davranislar gostermeye baslayan kadin yoneticiler, bu
sayede iist basamaklara ¢ikabileceklerini, o basamaklarda tutunabileceklerine inamirlar. Eril liderlik
modelini benimseyen kadin yoneticiler, orgiit igerisinde gii¢ ve otorite sahibi olan erkek y&neticilere
uyum saglamak adina erkek yoneticiler gibi olmaya ve davranmaya calisirlar. Dolayisi ile ¢alisma
ortaminda kadin ¢alisanlara geleneksel bakis agisiyla yaklasan ve bu geleneklere gore davranan erkek

yoneticilerle dikkat ¢ekici sekilde benzer davranmaktadirlar (Kruse ve Prettyman, 2008).

Aragtirmacilar bu durumu sosyal kimlik teorisi ile a¢iklamaktadirlar (Baykal, 2018; Bickford,
2011; Derks ve digerleri., 2011; Tekyazman, 2019). Kadin yoneticiler tacizkar davranislar neticesinde
kadin ¢alisanlar1 kendinden uzak tutar, psikolojik ya da fizyolojik bir yakinlik kurmaz ve boylelikle
cinsiyet tahakkiimiinii desteklemis olur (Derks, Van Laar, Ellemers, 2016). Bu durumu kendi
cinsiyetlerine bir ihanet olarak goéren Mavin (2006), bu tiir sebeplerle kadin c¢alisanlarin kadin
yoneticiler ile ¢alismayi tercih etmediklerini de belirtmistir. Ellemers, Van Den Heuvel, De Gilder,
Maass, ve Bonvini (2004), KAS’1 yonetici olmay1 basarmis kadinlarin, yetersiz goriinen ve dislanan
diger kadinlardan farkli olduklarimi kamitlamak i¢in kadin galisanlara diismanca davranip erkek

egemen Orglitlerdeki sosyal aglara katilmaya ¢alismasi sonucu ortaya ¢iktigini belirtmisledir.

Faniko, Ellemers, ve Derks (2016), KAS yasayan kadin yoneticilerin biitiin kadin astlarina
kars1 ayni tavir igerisinde olmadiklarini belirtmislerdir. Genellikle zayif ve tecriibesiz gordiikleri, fazla
evcimen bulduklar1 ve basarili olamayacaklarini diisiindiikleri kadin astlarina karsi ¢ok daha
acimasizlardir. Hatta onlardan kendilerini soyutlarlar. Ancak atti§1 adimlar1 kendi attigi adimlara
yakin bulan, basarili olacaginmi hissettigi, geleneksel rollere sahip kadin astlarina karsi ¢ok daha

dostane davranabilmektedirler.
Aragtirmanin Onemi

Arastirmalar, kadinlarin is ortaminda ¢ok sayida engelle yiiz yiize oldugunu saptamistir.
Nergiz ve Yemen (2011), kadinlarin yasadig1 tiim bu engelleri derlemistir. Bu engeller Tablo 1’de

gosterilmistir.
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Tablo 1. Kadmnlarin yasadiklar: kariyer engelleri
Baslik fcerik
Ataerkil toplum Es ve anne olma roliiniin 6ncelikli olmasi belirlenmesi

Cinsiyet temelli ayrisma / Cinsiyetten otiirii toplumsal baskiya maruz kalmasi

ayrigtirma

Maddi imkanlarin o6ncelik Gelirinin kendisine ve cevresine yeterli katki saglayamayacagin
olmasi diistinmesi

Ozgiiven eksikligi Kendini yetersiz gérmesi

Yalnizlik duygusu Basarili ve zirvede olmasimmin kadini yalmizlastiracagini diisiinme
(ailevi ve ig ortaminda)

“Kralice Ar1 Sendromu” Kadin yoneticilerin erkeksilesmesi

Cam tavan sendromu Goriilmeyen engeller tarafindan kariyerinin sekteye ugramasi

Mobbing Kadinin, ¢alisma hayatinda psikolojik siddete maruz kalinmasi ve
vazgegmesi

Genis ag¢1 ile bakabilme Kadinin olaylar1 genis acgiyla degerlendiremeyeceginin diisiiniilmesi

Analitik bakis Kadinlarin analitik bir bakis agisina sahip olmadig: diistincesi

Stereotypes Toplum tarafindan uygulanan 6nyargilar

Bu engeller siklikla kadinlarin is giicii katilimini, gelisimini ve yonetici pozisyonlara
gelmelerini engellemektedir. Okullarda da 6gretmenlerin yasayacaklar1 baskilar, kisilik algisina zarar
veren durumlar, 6gretmenlerin performanslarini olumsuz etkilemektedir ($ahin, 2013). Bunun yamn
sira kralice ar1 sendromunun da igerisinde oldugu egitim sektoriinde performans: olumsuz
etkileyerek ve baski kurarak kadinlarin yoneticisi olmasini engelleyen durumlar mevcuttur. Cilinkii
kadin calisanlarin agirlikta oldugu Milli Egitim Bakanliginda il milli egitim miidiiri, il milli egitim
miidiir yardimcist ve ilge milli egitim miidiirii olarak gdrev yapan toplam 1299 yoOneticinin 1274
erkektir (MEB, 2020). Dolayisiyla, bu yetersiz temsilin nedenleri birgok paradigmadan incelenmelidir.
Mert ve Levent (2020) yaptiklari arastirmada 6zel okullarda c¢alisan kadin 6gretmenlerin devlet
okullarinda calisan kadin 6gretmenlere gore yonetici olma motivasyonlarinin daha yiiksek oldugunu
ortaya koymustur. Bu nedenle bu arastirmada, kadin okul miidiirlerinin kralige ar1 sendromu igerisine
girebilecek davranislar1 6zel okullarda calisan kadin 6gretmenlerin bakis agilari ile ortaya konmustur.
Calisma, kadin yoneticilerin davranislarin1 6zel okullarda galisan kadin 0gretmenlerin goziinden
ortaya koyarak detayli bir bakis agis1 getirmesi agisindan onemlidir. Bu sayede, yonetici olma
konusunda daha fazla motivasyona sahip 6zel okullarda galisan kadin 6gretmenlerin, KAS ya da daha

farkl bir engele maruz kalma deneyimleri ile ilgili ayrintili bir analiz yapilmas: hedeflenmistir.

Dolayisiyla bu calismanin amaci 6zel okullarda calisan kadin Ogretmenlerin kralige ari
sendromu ile ilgili goriislerini incelemektir. Bu ama¢ dogrultusunda asagidaki sorulara yanit

aranmugtir.
1. Ozel okulda ¢alisan kadin 6gretmenlere gore kadin ve erkek yonetici dzellikleri nelerdir?

2. Ozel okulda calisan kadin Ogretmenler kralice ar1 sendromu yasayan yoneticileri nasil

gormektedirler.
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3. Kralige ar1 sendromu nedeniyle yasanan ¢atisma durumlarimin sonuglari nelerdir?
4. Kadinlarin ¢ogunlukta oldugu bir okul yonetimi nasil goriinmektedir?
Yontem
Arastirmanin Deseni

Bu arastirmada nitel arastirma yontemi kullanilmistir. Nitel arastirma katilimcilarin algt ve
deneyimlerini derinlemesine incelemek icin zengin veri toplama, katiimcilarin bakis agilarim
dogrudan 6grenme, anlama ve agiklamak amaciyla kullanilmaktadir (Biiyiikoztiirk, Kili¢ Cakmak,
Akgtin, Karadeniz ve Demirel, 2014). Bu arastirma 6zel okulda gorev yapan kadin 6gretmenlerin
kadin okul miidiirleri ile ilgili var olan diislincelerini ortaya koyma amaci tasimasindan otiirii
fenomonoloji deseni kullanilmistir. Fenomenoloji deseni, farkinda oldugumuz ancak derinlemesine

bilgi sahibi olmadigimiz olaylar ve deneyimlere odaklanir (Yildirim ve $Simsek, 2011).
Calisma Grubu

Aragtirmanin galisma grubu Istanbul’da zel okullarda gérev yapan dgretmenler arasindan
“uygun Ornekleme” yontemiyle belirlenen 45 kadin 6gretmenden olusmaktadir. Uygun 6rnekleme
yontemi, “zaman, para ve isgiicii agisindan var olan sirhiliklar nedeniyle Orneklemin kolay
ulasilabilir ve uygulama yapilabilir birimlerden secilmesidir.” (Biiylikoztiirk, 2012). Arastirmada
Covid-19 pandemisi nedeniyle, arastirmacinin sosyal gevresi araciligiyla daha kolay erisebilecegi

katilimcilara ulagilmistir. Katilimcilara ait kisisel bilgiler Tablo 2’de yer almaktadir.
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Tablo 2. Katilimcilarin demografik dzellikleri

Yas Okul kademesi Hizmet y1l1 Medeni durum
K1 34 Ortadgretim 5 Evli
K2 32 Ortatgretim 8 Bekar
K3 43 Ortadgretim 15 Bekar
K4 29 Ortaokul 2 Evli
K5 32 Ikokul 4 Bekar
Ko 35 Ortaokul 4 Evli
K7 30 Ortaokul 6 Evli
K8 31 Ortaokul 3 Bekar
K9 40 Lise 15 Evli
K10 38 Ortadgretim 10 Bekar
K11 31 Ortadgretim 5 Evli
K12 28 Lise 1 Bekar
K13 27 Ikokul 1 Bekar
K14 45 Ortadgretim 8 Evli
K16 29 Ortaokul 6 Evli
K17 32 Ortaokul 10 Bekar
K18 27 Okulodncesi 2 Bekar
K19 26 Lise 3 Evli
K20 29 Okuloncesi 3 Evli
K21 39 Ortaokul 7 Bekar
K22 37 Lise 14 Evli
K23 27 Ortadgretim 4 Evli
K24 27 Ortadgretim 3 Evli
K25 29 Lise 2 Bekar
K26 32 Ortaokul 8 Evli
K27 27 Lise 5 Bekar
K28 31 Ortadgretim 11 Evli
K29 36 Ortadgretim 5 Evli
K30 32 Lise 5 Bekar
K31 28 Lise 4 Bekar
K32 33 Okulodncesi 10 Evli
K33 38 Lise 10 Bekar
K34 29 Ortadgretim 2 Bekar
K35 25 Ortadgretim 3 Evli
K36 30 Ortaokul 4 Bekar
K37 42 Lise 19 Evli
K38 26 Ortadgretim 3 Bekar
K39 29 Ortadgretim 4 Bekar
K40 39 Lise 16 Evli
K41 45 flkokul 10 Evli
K42 44 Tlkokul 17 Evli
K43 29 Okuloncesi 5 Bekar
K44 35 Okuloncesi 10 Evli
K45 33 Lise 7 Bekar

Verilerin Toplanmasi

Kadinlarin kariyer engelleri ve kralige ar1 sendromu ile ilgili alan yazin taranarak ve uzman

goriigleri alinarak yar1 yapilandirilmis goriisme formu olusturulmustur. Goriisme formunda

hazirlanan sorularin agik uglu olmasina 6zen gosterilmistir. Pandemi siireci sebebiyle yiiz yiize
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goriisme yapilamamis olup katilimcilarin istegine bagli olarak ses kaydi alinmistir. Ses kaydini kabul
etmeyen katilimcilara ise goriisme formu tizerinden yazili goriisme ve telefon goriismeleri yapilmustir.
Bu goriismeler yaklagik 45-50 dakika siirmiistiir Arastirmada toplanan veriler yazili nota gecirilmistir.
Yazili notlar titizlikle incelenip sonrasinda Word belgesine aktarilmistir. Goriismelerde katiimcilara
kralige ar1 sendromuna iliskin goriis ve deneyimlerini ortaya ¢ikarmay: amaglayan asagidaki dort acik

uclu soru sorulmustur:
-Kadin ve Erkek Yéneticilerin Ozelliklerini betimleyebilir misiniz?

-Kralige ar1 sendromu otorite pozisyonundaki kadmin astlar1 olan kadinlara daha elestirel
yaklagmas1 olarak tanimlanmaktadir. Cevrenizde bu tanima uyan kadin yoneticilerinizin diger

Ozelliklerini betimleyebilir misiniz?
-Bir kralige ar1 ile ¢alistiginizda, bu durumun olasi sonuglarindan bahseder misiniz?

-Ayni calisma ortaminda birden fazla kadin yonetici ile ¢alistiginizda bu durumun olasi

sonuglarindan bahseder misiniz?
Verilerin Coziimlenmesi

Veriler igerik analizi ile degerlendirilmistir. Icerik analizinde benzer Ogeler tasiyan veriler,
okuyucunun anlayabilecegi bir bigimde detayli ve sistematik olarak incelenir (Leedy ve Ormrod, 2005)
belirli kavramlar ve temalar altinda bir araya getirilerek diizenlenir ve yorumlanir (Yildirnm ve
Simsek, 2011). Arastirmada, oncelikle goriismelerden elde edilen ham veriler tekraren okunmus ve
kodlar elde edilmistir. Kodlardan temalara ulasiimistir. Her bir 6gretmenin cevaplar1 K1, K2, ... K39
seklinde kodlanmistir. Katilimar goriislerine dayanan temalara acgiklik kazandirmak ve anlasilirligini

kolaylastirmak i¢in katilimci ifadelerine yer verilmistir.
Gegerlik ve Giivenirlik

Katilima teyidi: Nitel arastirmalarda inandiricilik ve aktarilabilirlik oldukg¢a 6nemlidir (Erlandson,
Harris, Skipper ve Allen, 1993). Bunu saglamak adina, katilimc teyidine bagvurulmustur. Katilime
teyidinde, katihmcilardan toplanan veriler, arastirmaci tarafindan organize edilerek, ilgili katihmciya
gonderilir ve verilerin test edilmesi saglarir. Bu amagla, goriismelerin sonunda katilimcilarin
aktardiklarmin kisa bir Ozeti yapilarak, katilimcilara gonderilmis ve sdylemlerinin dogruluguna

iliskin teyit alinmustir.

Zaman cesitlemesi: Arastirma siirecinde igerik analizinin gecerligini saglayabilmek icin igerik analizi
farkli bir zamanda yeniden yapilarak zaman gesitlemesi saglanir (Cohen, Manion ve Morrison, 2007, s.
113). Bu arastirmada da, gergeklestirilen analiz, belli bir siire sonra yeniden degerlendirilmis ve veri

seti yeniden diizenlenmistir. Akabinde, arastirma uzman incelemesine sevk edilmistir.
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Uzman incelemesi: Uzman incelemesinde, arastirmaya dahil olmayan bir alan uzmanindan destek
istenir. {lgili uzman verilerin bir boliimii ya da tamamu ile ilgili degerlendirmelerde bulunur ve bu
sayede arastirmaya farkli bakis agilarindan bakilmasi saglanir (Lincoln ve Guba, aktaran Arastaman,
Oztiirk Fidan ve Fidan, 2018). Bu amagla arastirmaya, alaninda yetkin dogent doktor davet edilmis

temalar ve kodlamalar gozden gegirilmis, yeniden organize edilmistir.

Calisma grubu cesitlemesi: Arastirmada calisma grubu tarafindan toplanan verinin gegerligini
saglamak amaciyla calisma grubu cesitlemesine gidilmistir (Gray, Williamson, Karp ve Dalphin,
2007). Yildirim ve Simsek (2011) calisma grubu gesitlemesini ¢alismaya dahil olan katilimcilardan
edinilen verilerin benzer Ozellikler gosteren diger katilimcilar tarafindan da teyit edilmesi olarak
belirtmistir. Bu amagcla arastirmada calisma grubu belirlenirken farkli 6zel okullarda ¢alisan kadin

O0gretmenlere ulasilarak gesitleme saglanmistir.
Arastirmanin Etik Izinleri

Yapilan bu calismada “Yiiksekogretim Kurumlar1 Bilimsel Arastirma ve Yayin Etigi
Yonergesi” kapsaminda uyulmas: belirtilen tiim kurallara uyulmustur. Yonergenin ikinci boltimii
olan “Bilimsel Arastirma ve Yayimn Etigine Aykiri Eylemler” basligi altinda belirtilen eylemlerden

higbiri gerceklestirilmemistir.
Etik kurul izin bilgileri:
Etik degerlendirmeyi yapan kurul ad1 = Istanbul Sabahattin Zaim Universitesi Etik Kurulu
Etik degerlendirme kararinin tarihi= 27/03/2020
Etik degerlendirme belgesi say1 numarasi=2020/03
Bulgular

Veri analizi sonucunda, 4 ana tema altinda toplam 6 alt tema kiimelenmistir. Yoneticilerin
ozellikleri ana temast altinda kadin yoneticilerin 6zellikleri ve erkek yoneticilerin 6zellikleri alt temasi,
kralige ar1 ozellikleri ana temasi altinda yikici 6zellikler alt temasi, kralige ar1 ile catisma sonuglari ana
temas: altinda karsilikli kaybetme alt temas: ve kadin agirlikli yonetim ozellikleri temas: altinda,

engelleyici ortam ve destekleyici ortam alt temalar1 bulunmaktadir.

Yoneticilerin 6zellikleri: Yoneticilerin 6zellikleri temas:i altinda, 2 alt tema bulunmaktadir. Bunlar
kadin yonetici 6zellikleri ve erkek yonetici 6zellikleridir. Ayrica 7 kod yer almaktadir. Bunlar, kadin
yoneticiler egolu olurlar, kadin yoneticiler duygusal davramrlar, kadin yoneticiler problemli ig
iligkileri kurarlar, kadin kadini anlar, kadin yoneticiler iyi liderlerdir, erkek yoneticilerle ¢alismak
kolaydir, erkek yoneticiler adildir, erkek yoneticiler inisiyatif alir seklindedir. Yoneticilerin 6zellikleri

temast ile ilgili veriler Tablo 3'te sunulmustur.
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Tablo 3. Yoneticilerin ozellikleri temas ile ilgili alt temalar ve kodlar

Ana Tema Alt temalar Kodlar Katilimcilar
K5, K6, K7, K11, K12, K14, K19, K20,
Kadin yoneticiler egolu olurlar K32, K22, K24, K26, K27, K30, K39,

K43
I;é?:;?icilerin Kadmn yoneticiler duygusal K2, K4, K8, K9, K10, K13, K17, K28,
" - davramurlar K29, K33, K34, K36, K38, K40, K41
Ozellikleri Kadin yoneticiler problemli is K18, K23, K25, K31, K35, K37, K42,
L iliskileri kurarlar K44, K45
éonlelt_flﬂe? mn Kadin yoneticiler iyi liderlerdir K1, K3, K15, K16, K19,K21,K24,K27
zelll1Klerl
Erkek yoneticilerle ¢alismak K2, Kd, K8, K9, K10, K13, K15, K16,
Kolaydir K18, K20, K22, K23, K24, K25, K32,
Erkek K35, K37, K43, K44
yoneticilerin L K1, K3, K5, K6, K7, K11, K14, K17,
ozellikleri ~ Lriek yoneticiler adildir K19, K28, K33, K36, K38, K40, K41

K12, K21, K26, K27, K29, K30, K31,

Erkek yoneticiler inisiyatif alir K34, K39, K42, K45

Kodlar, frekans diizeyine gore siralanmustir. Katihmeilarin tizerinde durdugu bir nokta, kadin
yoneticilerin egolu olmasidir. Az sayida katilima ise, kadin yoneticilerin iyi liderler oldugundan
bahsetmistir. Dolayisi ile kadin yoneticilere atfedilen &zellikler agirlikli olarak olumsuz nitelikler

barindirmaktadir. Bazi katilimci cevaplar: asagida belirtilmistir.

K.32: “Kadinlar daha kaprisli, egolu ve hirsh oluyor. Kiskanclik ve ego devreye girdiginde
calismak eziyet haline doniismektedir.”

K.33:” Kadinlarin yo6neticilik noktasinda mahir olmadiklarini, duygulariyla hareket ettiklerini,
adalet, hak-hukuk, anlayis konusunda iyi olmadiklarini gérdiim.”

K.36:” Erkeklerin yonetici olmasindan yanayim. Kadinlar duygusal yonden degerlendirmede
bulunduklari i¢in tarafsiz bir gozlemde bulunamiyorlar.”

K.31:” En az bir kadin yonetici olmali. Kadinsal durumlar1 daha iyi anlayabileceklerini ve
liderlik etme konusunda daha basarili olduklarin diisiiniiyorum.”

Erkek yoneticiler ile ilgili en sik vurgulanan konu, onlarla galismanin kolay oldugu
yoniindedir. Baz1 katilimci cevaplari asagida belirtilmistir.
K.13: “Erkek yoneticilerle calismak daha kolay ¢linkii kadin yoneticiler ¢ok detayci. Her

detayla ilgili yorum yapmalar1 ve her konu hakkinda bilgi sahibi olmalari, ¢alisanin isine
karismalar1 ¢ok rahatsiz edici. Erkek yoneticiler gereksiz detaylara karismiyor.”

K.19: “Erkek yoneticiyle ¢alismak daha kolaydir. Kadin idareciler daha duygusal ve taraf
tutmaya meyillidir. Hoslanmadig1 hemcinslerine kars1 hosgoriilii davranmayabiliyorlar.”

K.17: “Evet, 6nemli. Erkek idareciler inisiyatif alabilirken kadin yoneticiler kurallar disina pek
¢ikamamaktadirlar.”

Kralice ar1 dzellikleri: Kralice ar1 6zellikleri ana temas: altinda, yikic1 6zellikler temasi ve dort kod
bulunmaktadir. Bunlar; engelleyicidir, kiskanctir, ayrimcidir ve gormezden gelir gseklinde
siralanmigtir.  Tablo 4’de veriler gosterilmistir. Kodlar en siklikla bahsedilme diizeyine gore
siralanmigtir. Katilimalarin kralice arimin engelleyici oldugunu vurgulamis, kiskang ve ayrima

oldugunu vurgulamistir.
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Tablo 4. Kralice ar1 6zellikleri ana temas ile ilgili alt tema ve kodlar

Ana tema Alt tema Kodlar Katilimcilar
Enoellevicidir K1, K3, K4, K6, K7, K11, K17, K31, K33, K36,
serey K28, K38, K40, K41, K45
i Kiskanctis K2, K8, K9, K16, K19, K24, K27, K29, K30, K35,
) rali?lflar,l Yikiar 8zellikler ¢ K39, K42, K43
ozetiien K12, K14, K20, K21, K22, K24, K32, K34, K37,
Ayr1mc1d1r Kad

Gormezden gelir K5, K10, K13, K15, K18, K23, K25

Katilimcilara gore kralige ar1 onlar gormezden gelmektedir. Baz1 katiimc cevaplar1 asagida

belirtilmistir.

K.4: “Evet yasadim. Miidiir yardimcim basarili oldugum olaylar1 hep golgelemeye calisiyor.
Go6z oniinde olmam engelliyor. Kétii ne yasadilarsa onu yasatmaya yemin etmis gibiler. Ezile
ezile bir yerlere gelmisler ve simdi onlara yapilan her neyse altlarina yapmaktan
gocunmuyorlar.”

K.35: “Kiskanglik, ezmeye calisma, actk arama ve bu agig1 kullanma durumlarini yasadim.”

K.26: “Kadin yoneticilerin kadinlara ayr1 bir baskisi var. Egosunu tatmin etmeye calismasi,
baski kurmasi, takintili tavirlar1 kurumdan sogumamam ve en sonunda oradan ayrilmama
sebep olmustur.”

K.15: “Evet, yasadim. Sizden hoslanmiyorsa onu basitlestirebiliyor ve tebrik etmek cok
agirlaria gidiyor. Ustiinkorii tebrik eder.”

Kralice ar1 ile catisma sonuglari: Kralige ar1 ile catisma sonuglari ana temasi altinda karsilikli
kaybetme temasi yer almaktadir. Kodlar motivasyonda diisiis, yoneticiyi yetersiz gorme ve 6zgiiveni

kaybetmedir. Tablo 5'te veriler gosterilmistir.

Tablo 5. Kralige ar1 ile ¢atisma sonuglart ana temasi ile ilgili alt tema ve kodlar

Ana tema Alt tema Kodlar Katilimcilar
K1, K3, K8, K13, K17, K18, K20, K22, K23,
Motivasyonda diisiis K25, K26, K28, K30, K31, K33, K36, K37,

Kralige ar ile Kargilikli K38, K40, K42, K43
catisma sonuglar1 kaybetme Yoneticiyi yetersiz K2, K6, K9, K10, K12, K15, K16, K19, K21,
gorme K24, K27, K29, K34, K35, K44

Ozgﬁveni kaybetme K4, K5, K7, K11, K14, K32, K39, K41, K45

Kodlar, frekans diizeyine gore siralanmistir. Katillmcilar c¢atisma sonucunda
motivasyonlarinin diistiigiinii, catismaya giren kadin yoneticiyi yetersiz gordiiklerini ve yine is ile

ilgili 6zgiivenlerini kaybettiklerini belirtmislerdir. Bazi katilimci cevaplar: asagida belirtilmistir.

K.25: “Evet, karsilagtim. Stresiyle nasil basa ¢ikabilecegini bilmedigi i¢in kapana kisilmis bir
kedi misali nereyi tirmiklayacagin bilemezdi. Motivasyonum ¢ok diiserdi ve soru sormamaya
calisirdim. Bir giin bana giiliimsedigi i¢in dans ettigimi hatirhyorum.”

K.6: “Genellikle profesyonel olmadiklarini saklamak, bilgi eksikligini gizlemek ya da asagilik
kompleksi tarzi bir duygu durumunda olduklar1 icin o sekilde davramyorlar.
Profesyonellikten uzak duruyor.”

K.39: “Evet. Bencil bir tavir takindig: igin kotii hissettim. Destekleyici bir tavir beklerdim.
Yetersiz hissettim.”
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Kadin agirlikl1 yonetim 6zellikleri: Kadin agirlikli yonetim ana temasi altinda destekleyici ortam ve
engelleyici ortam temalar1 ve diizenli ortam, gergin ortam, iletisimi kuvvetli ortam kodlar

bulunmaktadir. Tablo 6’de veriler gosterilmisgtir.

Tablo 6. Kadin agirlikls yonetim 6zellikleri ana temas ile ilgili alt temalar ve kodlar

Ana tema Alt tema Kodlar Katiimcailar
K7, K11, K12, K13, K17, K18, K20, K22,
Kadin Destekleyici Diizenli ortam K25, K30, K31, K33, K34, K35, K36, K37,
agirlikh ortam K38, K44, K45
yOnetim Iletisimi kuvvetli ortam K1, K3, K15, K16, K19, K21, K24, K27

K2, K4, K5, K6, K8, K9, K10, K14, K26,
K28, K29, K32, K39, K40, K41, K42, K43

ozellikleri Engelleyici

Gergin ortam
ortam

Kodlar, frekans diizeyine gore siralanmistir. Katilimcilar kadin agirlikli bir yonetimin diizenli
ve gergin olabilecegini vurgulamislardir. Diizenli olmasi olumlu, gergin olmasi olumsuz bir nitelik
tasimaktadir. Ote yandan olumlu bir 6zellikten bahsederken dahil, katilimcilar kadin y&netici agirlikl
bir yonetimin olumsuz taraflarina mutlaka deginmislerdir. Bazi katilimci cevaplart asagida
belirtilmistir.

K.38: “Kesinlikle diizenli olur ancak ¢alisanlar1 agisindan sikintili bir durum.”

K.18: “Profesyonel ve birbirleri ile iletisimi kuvvetli fakat birbirlerini cekemezler.”

K.3: “Bir yoneticinin digerinin kuyusunu kazmaya calismas: ya da takimda daha fazla rol
almaya calisarak kaos ortamina sebep olmasina neden olabilir.”

Sonuc ve Tartisma

Arastirmanin sonucunda, kadin ve erkek yoneticilerin 6zellikleri, kralige ar1 6zellikleri, kadin
yOneticiyle ¢atisma durumu sonuglar: ve kadin agirlikli yonetim 6zellikleri olmak {izere dort temaya

ulagilmgtir.

Arastirmada, kadin Ogretmenler kadin yoneticilerin duygusal olduklarini; problemli is
iliskileri kurduklarini, kadinin kadini anladigimi ve kadinlarin iyi liderler olduklarini; erkek
yoneticilerle ¢alismanin kolay oldugunu, onlarin adil olduklarini, inisiyatif alabildiklerini ve erkek
yoneticilerin patron gibi davrandiklarini belirtmislerdir. Literatiirde, kadin ve erkek yoneticilerin
liderlik &zelliklerinin farkli olmadigini belirten arastirmalarin (Dobbins ve Platz, 1986) oldugu gibi,
kadin ve erkek yoneticilerin 6zelliklerinin birbirinden farklilastigini ortaya koyan calismalar da
mevcuttur (Park, 1996; Rosener 2006; Sakalli, 2001). Evetts (2000), kadin yoneticilerin kararsiz ve
duygusal davrandiklarini ifade etmistir. Ortaya konan ifadeler bu ¢alismanin sonuglari ile benzerdir.
Bu arastirmada, kadin 6gretmenler kadin okul miidiirlerine agirlikli olarak olumsuz davranis ve
ozellikler atfetmistir. Bickford (2011), kadin calisanlarin kafasindaki kotii kadin yonetici imajinin
erkek egemen is yasantisinda hakim olan goriisten etkilendigini belirtmistir. Siirekli kadinlarin
islerinde duygusal davrandiklarimin belirtilmesi, bu goriislerin kaliplagmis birer 6n yarg olabilecegini
de akla getirmektedir. Ciinkii islerinde duygusal davrandiklarn icin yetersiz olma durumu sadece

yoneticilik s6z konusu oldugunda m1 ortaya ¢ikmaktadir? Benzer sekilde, Burke ve Collins (2001) ve
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Eagly ve Johannesen-Schmidt (2001) kadin ya da erkek yoneticilere ait bu kaliplamis 6zelliklerin,
toplumsal onyargilardan kaynaklanabilecegini belirtmislerdir. Ote yandan insani merkeze koyan
liderlik stilleri giiniimiizde 6n plana ¢ikarken, duygusal davranmanin yetersiz yonetici olma ile

Ozlesmesi de bir celiski olarak goriilebilir.

Kadin 6gretmenler, kralice arilari engelleyicidir, kiskangtir, ayrimcidir ve gormezden gelir
seklinde ifade etmislerdir. Ozcelik (2008) kadin yoneticilerin yogun calisma sartlarinin {istesinden
gelemediklerinde astlarina kars: daha acimasiz davranabilecegine isaret etmistir. Ancak burada alt1
cizilmesi gereken nokta bu davranislarin hemcinsleri tarafindan daha yogun hissedilmesidir. Mavin
(2006), kadinlarin kendi arasinda ast-tist iligkisi kurmakta zorlanmasinin nedenini, kadinlarin
birliktelik igerisinde hareket etmelerini engelleyecek kiskanglik gibi duygularin ortaya ¢ikmasina
baglamistir. Bu arastirmada da kadin 6gretmenler kralice ar1 sendromuna sahip kadin yoneticilerin

engelleyici davrandiklarinin {izerinde durmuslardir.

Kadin 6gretmenler, KAS sonucunda motivasyonlar: diismekte, yoneticilerini yetersiz gormeye
baslamakta ve Ozgiivenlerini kaybetmektedirler. Yoneticilerini yetersiz gormeye baslamalar1 énemli
bir bulgudur. Otorite ve kontrol saglamak, performansi artirmak gibi nedenlerle KAS yasayan
yoneticiler, aksine calisanlar tarafindan yetersiz olarak algilanmalar: ve calisanlarinda 6zgiiven ve
motivasyon kaybina neden olduklarindan performanslarinin olumsuz etkilenmesine sebep
olmaktadirlar. Dolayisiyla, KAS i¢in iki tarafin da kaybettigi faydasiz bir ¢ekisme oldugu yorumunu

yapmak mantiksiz degildir.

Bu arastirmada, kadin 6gretmenler kadin agirlikli bir yonetimden diizenli, gergin ve iletisimi
kuvvetli olarak bahsetmislerdir. Bickford (2011) kadinlarin ¢ogunun is ortaminda daha az sorun
yasayacaklarini diisiindiiklerinden otiirii erkek yoneticilerle ¢alismay: tercih ettiklerini belirtmistir.
Sertkaya, Onay ve Ekmekgi (2013) ise, spor orgiitlerinde kadin ¢alisanlarin hemcinsleri ile ¢alismay
daha ¢ok tercih ettiklerini belirtmistir. Ancak, bu arastirmanin ve diger arastirmalarin sonucu agirlikh
olarak erkek ydneticilerle calismayi tercih eden kadin galisanlardan bahsetmektedir. Ote yandan bu
diisiincenin yillar icerisinde degisebilecegi gercegi de goz ardi edilmemelidir. Ayrica Hurst,
Leberman, ve Edwards (2018), calisanlarin kadin yoneticilerden erkek yoneticilere nazaran daha fazla
anlayis bekledigini, beklentilerinin profesyonel hayatta karsilik bulmadiginda kadin yoneticilere kars:
daha fazla olumsuz tepki ve catisma gelistirdiklerini ortaya koymuslardir. Bu beklenti, kadinlarin
duygusal davranmaktan vazgegip profesyonel olmasini isteme beklentisi ile de gelismektedir. Hem
duygusal davranmayip hem de erkek yoneticilere nazaran daha fazla anlayis ve empati gostermenin
gerceklesmesi zor olabilir. Dolayisiyla, bu anlamda ¢alisanlarin kadin yoneticilerden beklentilerinin

de heniiz olgunlagsmadigim sdylemek miimkiindiir.

Sonug¢ olarak; giiniimiiziin en Onemli problemlerinden biri gii¢ dengelerinin saglikli

kurulamadig: orgiitlerde yasanan huzursuzluktur. Uzun yillar boyunca geride kalan kadin emeginin
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ticretli is glicline katilmasi ve sonrasinda yonetim pozisyonlarinda yer almas: ile kadin yoneticiler
kendilerini ispatlamak i¢in oldukca yogun c¢aba sarf etmek durumunda kalmislardir. Bu durum
kadinlar1 hemcinsleriyle iistii kapali bir rekabet ortamina siiriiklemektedir. Calisma yasaminda
sayilar1 az olmasina ragmen kadin yoneticiler ¢cok dnemli yerlere gelmislerdir ve aralarinda is birligi
olmas1 halinde ¢ok daha Onemli isler gerceklestirmeleri miimkiin olabilir. Kadinlarin yonetimsel
anlamda birbirlerini desteklemeleri ve basarili olmalar: sonucunda kadinlara karsi olan 6n yargilarin
da yikilmasi beklenmektedir. Dolayisiyla kadin yoneticilerin iki tarafin da kaybetmesine yol acan KAS
durumundan biitiin sektorlerde oldugu gibi egitim sektoriinde de kaginmas: gereklidir. Kadin okul
miidiirlerinin kadin 6gretmenleri destekledigi, onlar1 engellemek yerine, mentorluk yaptigi okul
ortamlarimin olusturulmasini saglamak kadin okul miidiirlerine karsi olusturulmus o6n yargilari
kiracagr gibi, kadin 6gretmenlerin kendilerine bir kariyer olusturmasinda onemli bir destek de

olacaktir.
Oneriler

Bu arastirma, agirlikli olarak kadin yoneticilerin 6zel okullarda gorev yaptig1 gozlemi ve bu
okullarda caligsan kadin 6gretmenlerin kadin yoneticilerini nasil gordiigii ile ilgili bir merak iizerine
ortaya cikmis ve son tahlilde kralige ar1 sendromu yasayan kadin yoneticiler iizerine odaklanarak
devam etmistir. Arastirmanin smirlili§l, sadece 6zel okulda c¢alisan kadin Ogretmenlerin
paradigmasina yogunlasmasidir. Dolayis: ile, gelecek arastirmalar kadin yoneticilerin kralice ar
sendromu yasama durumlarimi devlet okulunda ¢alisan 6gretmenleri de dahil ederek arastirir ise, iki
grubun algilari ile ilgili bir kiyas gerceklestirebilir. Bu sayede, calisilan kurum tipinin KAS {izerindeki

etkileri de ortaya konabilir.
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Introduction

The position of women in the workforce has been debated in many ways in the past and
present. Women have gone through many struggles to make a career However, these struggles are
sometimes due to an organizational policy and social prejudices; sometimes, his fellows interrupt him.
In some organizations, female managers are more hostile to female subordinates than male
subordinates. Women's situation against each other is called Queen Bee Syndrome (QBS). Female
managers who have a negative attitude towards their female subordinates are compared to "queen
bees." This is because they have all the power in a bee colony, acting like a queen bees respected by
other worker bees and excluding their fellows. Because of their patriarchal working environment,
women managers find it very difficult to find their position, paying the price. When they get into a
managerial position, they prefer to turn away rather than empathize with other female employees and
mitigate their conditions (Nieva and Gutek, 1981, as cited in Baykal, 2018). While female bosses are
closer to male employees, they approach female employees more restrained and discriminatory
manner. They underestimate women's qualifications and have higher expectations than male

employees (Dobson and Iredale, 2006; Gini, 2001).

Moreover, the queen bee does not bond with other females; they tend to pay more attention to
and reward males (Cherne, 2003). Still, the number of female managers is remarkably low. This
research aims to examine the attitudes of female employees, such as being blocked and ignored by
their fellow managers in their career journeys in educational organizations where the number of

female employees is high.
Queen Bee Syndrome

Staines, Travis, and Jayaratne (1973) refer to queen bee syndrome as the reluctance of
executive women to promote other women. Ellemers and Barreto (2009) stated that women in QBS
only try to protect their current position and prevent other women from reaching that position. Some
powerful female executive employees support and help their fellows. However, studies have shown
that predominantly-powerful female managers prefer to hinder their female subordinates rather than

display supportive attitudes (Derkss, Laar, Ellemers, and Groot, 2011).
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Although female managers with QBS are successful role models, they refuse to be mentors.
They prefer to be the only successful woman in the organization instead of using their knowledge and
experience to help their fellows. For this reason, it disrupts the work relations of other female
employees and prevents their career advancement; they show social and relational aggression

behaviors (Johnson and Mathur- Helm, 2011).

The syndrome is most common in female-dominated environments (Bune, 2008), where access
to opportunities is limited (Davidson and Cooper, 1992). Especially in workplaces run by men, women
compare themselves more with their fellows (Chesler, 2001, p. 338). Female managers turn their backs
on their female subordinates and show obstructive behaviors because of the effort of female managers
to prove themselves and the urge to be the only successful woman in the environment. Influenced by
the competitive atmosphere in male-dominated work communities, female managers may treat their
female subordinates ruthlessly to show that they are at least as tough and resilient as male managers
(Gini, 2001). Ozen (1998) defines this situation as the masculinization of women and the resemblance
between men and women. Women managers, who have started to show masculine behaviors, believe
that they can rise to the upper steps and hold on to those steps. Adopting the masculine leadership
model, female managers try to be and behave like male managers to adapt to male managers who
have power and authority in the organization. Therefore, they behave remarkably like male managers
who view female employees from a traditional perspective and act according to those traditions in the
work environment (Kruse and Prettyman, 2008). Researchers explain this situation with social identity
theory (Baykal, 2018; Bickford, 2011; Derks et al., 2011; Tekyazman, 2019). As a result of abusive
behaviors, female managers keep female employees away from themselves, do not establish a
psychological or physiological intimacy, and thus support gender domination (Derkss, Van Laar,
Ellemers, 2016). Considering this situation as a betrayal of their gender, Mavin (2006) also stated that
female employees do not prefer to work with female managers for such reasons. Ellemers, Van Den
Heuvel, De Gilder, Maass, and Bonvini (2004) stated that QBS emerged due to women trying to join
social networks in male-dominated organizations by being hostile to female employees to prove that

they are different from other women who seem inadequate and excluded.

Faniko, Ellemers, and Derkss (2016) stated that female managers with QBS do not have the
same attitude towards all female subordinates. They are generally much crueler to their female
partners, whom they consider weak and inexperienced, whom they consider too homely, and whom
they believe will not succeed. They even isolate themselves from them. However, they can be much
more friendly towards their female subordinates who find the steps they take close to their steps and

feel that they will be successful and have traditional roles.
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Importance of Research

Studies have found that women face many obstacles in the workplace. Nergiz and Yemen

(2011) compiled all these barriers that women experience. These barriers have shown in Table 1.

Table 1. Career barriers experienced by women

Tittle Contents
Patriarchal society Determining that the role of being a wife and mother .

Gender-based segregation Exposure to social pressure due to gender

Financial means Thinking that her income is not enough to her and her surroundings.

Low self-esteem Feeling inadequate

Feeling of loneliness Thinking that being successful and at the top will make the woman
lonely (in the family and business environment)

“Queen Bee Syndrome” masculinization of female managers

Glass ceiling syndrome Career interrupted by invisible obstacles

Mobbing Exposure of women to psychological violence in working life and
giving up

Wide viewing angle Thinking that women cannot evaluate events from a broad perspective

Analytical view The notion that women do not have an analytical point of view

Stereotypes Prejudices practiced by society

These barriers often hinder women's workforce participation, development, and promotion to
managerial positions. The pressures that teachers will experience in schools and situations that
damage the perception of personality negatively affect teachers' performance (Sahin, 2013). In
addition, some conditions prevent women from being managers by negatively impacting performance
and putting pressure on the education sector, including the queen bee syndrome. Because 1274 of 1299
administrators who work as provincial national education director, provincial national education
deputy director, and district national education director in the Ministry of National Education, where
female employees are dominant, are male (MoNE, 2020). Thus, the reasons for this
underrepresentation among many paradigms need to be explored. Mert and Levent (2020) found that
female teachers working in private schools have higher motivation to be administrators than female

teachers working in public schools.

For this reason, in this study, the behaviors of female school principals that may fall into
queen bee syndrome were revealed from the perspectives of female teachers working in private
schools. The study is important to gain a detailed insight into the behavior of female administrators
from the perspective of teachers working in private schools. In this way, a detailed analysis of the
experiences of female teachers working in private schools who are more motivated to become

administrators will be conducted with QBS or other disability.

Therefore, the aim of this study is to investigate the opinions of female teachers working in
private schools about queen bee syndrome. To this end, answers to the following questions were

sought:
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1. What are the characteristics of male and female administrators according to female teachers

working in private schools?
2. How do female teachers in private schools see managers with queen bee syndrome?
3. What are the consequences of conflict situations due to queen bee syndrome?
4. What does a female-dominated school administration look like?
Method
Research Pattern

The qualitative research method was used in this study. Qualitative research is used to collect
rich data to examine the perceptions and experiences of the participants in-depth and to learn directly,
understand, and explain the perspectives of the participants (Biiyiikoztiirk, Kilig Cakmak, Akgiin,
Paradeniz, and Demirel, 2014). Phenomenological design was used in this study to reveal the existing
thoughts of female teachers working in private schools about female school principals.
Phenomenological design focuses on events and experiences that we are aware of but do not have in-

depth knowledge about (Yildirim and Simsek, 2011).
Working group

The study group consists of 45 female teachers identified by the "convenient sampling"
method among teachers working in private schools in Istanbul. In the convenient sampling method
the researcher "selects the sample from easily accessible and applicable units due to time, money and
labor limitations" (Buyukozturk, 2012). Due to the Covid-19 pandemic, participants were reached in
the research, which the researcher can get more easily through his social environment. The personal

information of the participants is given in Table 2.
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Table 2. Demographic of participants

Age School Level Seniority Marital Status
P1 34 Secondary education 5 Married
P2 32 Secondary education 8 Single
P3 43 Secondary education 15 Single
P4 29 Secondary education 2 Married
P5 32 Primary school 4 Single
P6 35 Secondary education 4 Married
P7 30 Secondary education 6 Married
P8 31 Secondary education 3 Single
P9 40 High-school 15 Married
P10 38 Secondary education 10 Single
P11 31 Secondary education 5 Married
P12 28 High-school 1 Single
P13 27 Primary school 1 Single
P14 45 Secondary education 8 Married
P16 29 Secondary education 6 Married
P17 32 Secondary education 10 Single
P18 27 Pre-school 2 Single
P19 26 High-school 3 Married
P20 29 Pre-school 3 Married
P21 39 Secondary education 7 Single
P22 37 High-school 14 Married
P23 27 Secondary education 4 Married
P24 27 Secondary education 3 Married
P25 29 High-school 2 Single
P26 32 Secondary education 8 Married
P27 27 High-school 5 Single
P28 31 Secondary education 11 Married
P29 36 Secondary education 5 Married
P30 32 High-school 5 Single
P31 28 High-school 4 Single
P32 33 Pre-school 10 Married
P33 38 High-school 10 Single
P34 29 Secondary education 2 Single
P35 25 Secondary education 3 Married
P36 30 Secondary education 4 Single
P37 42 High-school 19 Married
P38 26 Secondary education 3 Single
P39 29 Secondary education 4 Single
P40 39 High-school 16 Married
P41 45 Primary school 10 Married
P42 44 Primary school 17 Married
P43 29 Pre-school 5 Single
P44 35 Pre-school 10 Married
P45 33 High-school 7 Single

Data Collection

A semi-structured interview form was developed by reviewing the literature on women's

career barriers and queen bee syndrome and taking expert opinions. Care was taken to ensure that the

questions prepared in the interview form were open-ended. Due to the pandemic process, face-to-face
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interviews could not be conducted, and audio recordings were made as requested by participants.
Written and telephone interviews were conducted via the interview form with participants who did
not accept the audio recording. These interviews lasted approximately 45-50 minutes. The data
collected during the research were recorded in written notes. Written notes were meticulously
examined and then transferred to a Word document. During the interviews, participants were asked
the following four open-ended questions to elicit their views and experiences regarding queen bee

syndrome:
-Can you describe the Characteristics of Female and Male Managers?

-Queen bee syndrome is defined as a woman in a leadership position who is more critical of
her subordinates. Can you describe other characteristics of female leaders in your environment who fit

this description?

-When you work with a queen bee, can you talk about the possible consequences of this

situation?

-Can you talk about the possible results of this situation when you work with more than one

female manager in the same working environment?
Data Analysis

The data were evaluated by content analysis. In content analysis, data with similar elements
are examined in detail and systematically in a way that the reader can understand (Leedy and
Ormrod, 2005), organized and interpreted under certain concepts and themes (Yildirirm and Simsek,
2011). In the research, the raw data obtained from the interviews were reread, and the codes were
obtained. The themes were obtained from the participants' opinions based on their answers to the
questions. The responses of each teacher were coded as P1, P2, ... P39. Participant statements are

included to clarify and facilitate understanding of the themes based on participant views.
Validity and Reliability

Participant confirmation: Credibility and transferability are significant in qualitative research
(Erlandson, Harris, Skipper, and Allen, 1993). To ensure this, a participant confirmation was carried
out. Participant confirmation involves the researcher organizing the data collected from the
participants, sending it to each participant, and verifying the data. For this purpose, a summary of the
statements was sent to the participants at the end of the interviews and the accuracy of the statements

was confirmed.

Time variation: To ensure the validity of the content analysis in the research process, the content
analysis is repeated at a different time to provide time variation (Cohen, Manion, and Morrison, 2007,
p- 113). In this study, the analysis performed was reevaluated after a period of time and the data set

was reorganized. Subsequently, the study was forwarded for expert review.
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Expert review: Expert review involves an expert who is not involved in the research. The expert in
question evaluates some or all of the data, thus allowing the research to be viewed from different
perspectives (Lincoln and Guba, cited by Arastaman, Oztiirk Fidan and Fidan, 2018). For this purpose,
a competent associate professor was invited to the research, and themes and codings were reviewed

and reorganized.

Study group variation: In the study, study group variation was used to ensure the validity of the data
collected by the study group (Gray, Williamson, Parp, and Dalphin, 2007). Yildirim and Simsek (2011)
stated that the study group diversification is the confirmation of the data obtained from the
participants included in the study by other participants with similar characteristics. For this purpose,
while determining the study group in the research, female teachers working in different private

schools were reached, and diversity was ensured.
Ethical Permissions of Research

In this study, all rules specified in the Higher Education Institutions Scientific Research and
Publication Ethics Directive were followed. None of the actions listed under the heading "Actions
Contrary to Scientific Research and Publication Ethics," the second part of the directive, were not

performed.t.
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Results

As a result of the data analysis, six sub-themes were clustered under four main themes. Under
the central theme of characteristics of managers, characteristics of female managers and characteristics
of male managers, sub-theme of destructive features under the main theme of queen bee
characteristics, sub-theme of mutual loss under the main theme of conflict results with a queen bee,
and under the theme of female-dominated management characteristics, obstructive environment, and

supportive environment sub-themes.

Managers’ features: There are two sub-themes under the manager's features theme. These are female
managerial traits and male managerial traits. There are also seven codes. Female managers are selfish;
female managers behave emotionally, female managers build problematic business relationships,

women understand women, female managers are good leaders, it is easy to work with male
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managers, male managers are fair, and male managers take advantage of the initiative. Data related to

the theme of characteristics of administrators are presented in Table 3.

Table 3: Sub-themes and codes related to the theme of "Characteristics of Managers.”

Main theme Sub- Codes Participants
themelar
Female managers are egoistic ~ P5, P6, P7, P11, P12, P14, P19, P20,
P32, P22, P24, P26, P27, P30, P39,
P43

Characteristics Female managers act P2, P4, P8, P9, P10, P13, P17, P28,

of Women emotionally P29, P33, P34, P36, P38, P40, P41
F 1 k

Managers emate managers make P18, P23, P25, P31, P35, P37, P42,
problematic business

. . P44, P45
o relationships
Characteristics Female managers are good
of Managers leaders P1,P3,P15,P16, P19,P21,P24,P27

Working with male managers P2, P4, P8, P9, P10, P13, P15, P16,
is easy P18, P20, P22, P23, P24, P25, P32,

Characteristics P35, P37, P43, P44

of Male Male rulers are fair P1, P3, P5, P6, P7, P11, P14, P17, P19,

Managers P28, P33, P36, P38, P40, P41
Male managers take initiative =~ P12, P21, P26, P27, P29, P30, P31,

P34, P39, P42, P45

The codes are organized by frequency. One point that participants emphasized is that female
managers are selfish. A small number of participants mentioned that female managers are good
leaders. Thus, the characteristics attributed to female managers contain mainly negative traits. Below
are some of the participants' responses.P.32: "Women become more inconsistent, self-centered, and

ambitious. When jealousy and ego come into play, work turns into torture."

P.33: "I saw that women are not skilled at management, they act with their emotions, and they
are not good at justice, right-law, understanding."

P.36: "I am in favor of men being managers. Because women evaluate emotionally, they
cannot make an unbiased observation."

P.31: "There must be at least one female manager. I think they can better understand feminine
situations and become more successful in leading."

The most frequently emphasized issue about male managers is that it is easy to work with

them. Some participant answers are given below.

P.13: "It is easier to work with male managers because female managers are very detail-
oriented. It is very disturbing for them to comment on every detail, have information about
every subject, and interfere with the employee's work. Male managers do not get involved in
unnecessary details."

P.19: "It is easier to work with a male manager. Female managers are more emotional and tend
to take sides. They may not be tolerant towards their fellow citizens that they do not like."

P.17: "Yes, it is important. While male administrators can take the initiative, female
administrators cannot go beyond the rules."

Queen bee features: There are destructive features and four codes under the central theme of queen

bee features. These; are listed as obstructive, jealous, discriminatory, and ignoring. Table 4 shows the



Mert, P.

data. Codes are listed by most frequent mention level. Participants emphasized that the queen bee was

obstructive and stressed that she was jealous and discriminatory.

Table 4. Sub-themes and codes related to the main theme of queen bee characteristics

Main theme Sub-theme Codes Participants
Unsupportive P1, P3, P4, P6, P7, P11, P17, P31, P33, P36, P28,
P38, P40, P41, P45
Queen bee Destructive Jealous P2, P8, P9, P16, P19, P24, P27, P29, P30, P35,
features features P39, P42, P43
Discriminatory P12, P14, P20, P21, P22, P24, P32, P34, P37, P44
ignored P5, P10, P13, P15, P18, P23, P25

According to the participants, the queen bee ignores them. Some participant answers are

given below.

P.4: "Yes, I have. My deputy director always tries to overshadow the events in which I am
successful. As a result, I get out of the picture. It's like they have vowed to keep everything
they have been through alive. They got to a place where they were crushed to death, and now
they do not mind doing what's being done to them."P.35: "I have experienced jealousy
situations, trying to oppress, searching for and exploiting this gap."

P.26: "A female administrator exerts a different pressure on women. Trying to satisfy his ego,
the pressure he exerted, and his obsessive attitude led me to feel alienated from the institution
and eventually leave."P.15: "Yes, I have lived. If my manager does not like you, she can make
it easy, and it's too hard to congratulate her. Glorious congratulations."

Conflict with the queen bee occurs: the main theme of the conflict with the queen bee is the
theme of mutual loss. As shown in Table 5, the codes decrease in motivation, see the manager as

inadequate, and lose their self-confidence.

Table 5. Sub-themes and codes related to the main theme of conflict results with queen bee

Main theme Sub-theme Codes Participants
Decrease in P1, P3, P8, P13, P17, P18, P20, P22, P23, P25,
motivation P26, P28, P30, P31, P33, P36, P37, P38, P40,
Conflict results P42, P43
] Mutual loss .
with queen bee Seeing the manager P2, P6, P9, P10, P12, P15, P16, P19, P21, P24,
as incompetent P27, P29, P34, P35, P44

Losing Confidence P4, P5, P7, P11, P14, P32, P39, P41, P45

Codes are ordered by frequency. Participants indicated that their motivation had decreased as
a result of the conflict. They viewed the female leader who had conflict as inadequate. They also lost

their confidence in the job. Below are some of the participants' responses.

P.25: "Yes, I came across it. My manager did not know where to scratch because she did not
know how to deal with her stress, like a trapped cat. My motivation was very low, and I tried
not to ask questions. I remember dancing one day because he smiled at me."

P.6: "Usually, they act that way to hide their unprofessionalism, to hide their lack of
Knowledge, or because they have an inferiority complex. He stays unprofessional."

P.39: "Yes. I would expect a supportive attitude. I felt bad for taking such a selfish attitude. I
felt inadequate.”
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Women-dominated management features: Under the main theme of women-dominated
management, there are supportive and obstructive environment themes and codes of a stable

environment, tense environment, and healthy communication environment. Table 6 shows the data.

Table 6. Sub-themes and codes related to the main theme of women-dominated management characteristics

Main theme Sub-theme Codes Participants
Women- Tidy environment P7, P11, P12, P13, P17, P18, P20, P22, P25,
Supportive P30, P31, P33, P34, P35, P36, P37, P38,
dominated environment P44, P45
management Healthy communication  p1, p3, P15, P16, P19, P21, P24, P27
o Tense atmosphere
characteristics  Unsupportive P2, P4, P5, P6, P8, P9, P10, P14, P26, P28,

environment P29, P32, P39, P40, P41, P42, P43

The codes are ordered by frequency. Participants emphasized that a female-dominated
administration can be neat and tense. Being orderly is positive and being anxious is negative. On the
other hand, when discussing a positive characteristic, participants also mentioned the negative aspects

of a female-dominated administration. Below are some of the participants' responses.

P.38: “It will be regular, but it is a troublesome situation for its employees.”

P.18: “They are professional and have strong communication, but they cannot attract each
other.”

P.3: “It can cause chaos when one manager tries to undermine the other or by trying to take
more roles in the team.”

Conclusion and Discussion

As a result of the research, four themes were reached, namely the characteristics of male and
female managers, queen bee characteristics, results of conflict with female managers, and female-

dominated management characteristics.

In the study, women teachers noted that female administrators are emotional; they have
problematic business relationships, women understand women and they are good leaders. They
stated that it is easy to work with male managers, they are fair, they can take the initiative and male
managers behave like bosses. In the literature, some studies show that the leadership characteristics of
male and female managers do not differ (Dobbins and Platz, 1986), and some studies show that the
characteristics of male and female managers differ from each other (Park, 1996; Rosener 2006; Sakalli,
2001). Yests (2000) stated that female managers behave indecisively and emotionally. The statements
made are similar to the results of this study. In this study, female teachers attributed predominantly
negative behaviors and characteristics to female school principals. Bickford (2011) stated that the
dominant view influences the bad female manager image in the minds of female employees in male-
dominated business life It is repeatedly claimed that women behave emotionally at work, which also
suggests that these views may be stereotypical prejudices. Because they behave emotionally at work,

are they only deficient when it comes to management? Similarly, Burke and Collins (2001) and Eagly
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and Johannesen-Schmidt (2001) stated that these stereotypical characteristics of male or female
managers might result from social prejudices. On the other hand, while leadership styles that put
people in the center come to the fore today, it can be seen as a contradiction that emotional behavior is

associated with being an inadequate manager.

Ozgelik (2008) pointed out that female managers may act more cruelly towards their
subordinates when they cannot cope with the intense working conditions. However, the point
underlined here is that their fellows feel these behaviors more intensely. Mavin (2006) attributes why
women have difficulty establishing a superior-subordinate relationship among themselves due to the
emergence of feelings such as jealousy that will prevent women from acting together. In this study,
too, female teachers emphasized that female administrators with queen bee syndrome acted as
inhibitors. The female teachers expressed that the queen bees are obstructive, jealous, discriminatory,

and ignoring.

As a result of QBS, female teachers lose their motivation, begin to see their administrators as
inadequate, and lose self-confidence. It is an essential finding that they start to see their managers as
insufficient. Managers who experience QBS for reasons such as providing authority and control and
increasing performance, on the contrary, cause their performance to be negatively affected as they are
perceived as inadequate by their employees and cause a loss of self-confidence and motivation in their
employees. Therefore, it is not unreasonable to interpret QBS as a useless contest where both sides

lose.

In this study, women teachers described a female-dominated administration as orderly, tense,
and communicative. Bickford (2011) found that most women prefer to work with male managers
because they believe they will have fewer problems in the business environment. Sertkaya, Onay, and
Ekmekci (2013), on the other hand, stated that female employees in sports organizations prefer to
work with their fellows more. However, this research and other studies mainly mention female

employees who choose to work with male managers.

On the other hand, this idea may change over the years and should not be ignored. In
addition, Hurst, Leberman, and Edwards (2018) revealed that employees expect more understanding
from female managers than male managers. They develop more negative reactions and conflicts
against female managers when their expectations are not met in professional life. This expectation also
contradicts the expectation that women want to stop being emotional and become professional. They
are not emotional and showing more understanding and empathy than male managers can be a
challenge. So, in this sense, we can say that employees' expectations of female managers are not yet
mature. As a result, one of today's most critical problems is the unrest experienced in organizations
where the balance of power cannot be adequately established. Women managers had to make great

efforts to prove themselves, with the participation of women's labor left behind for many years to the
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paid workforce and then taking place in management positions. This situation brings women together

with their fellows.
Suggestions

This research emerged out of curiosity about the observation that predominantly female
administrators work in private schools and how female teachers in these schools view female
administrators. In the final analysis, we focused on female administrators with queen bee syndrome.
The limitation of this study is that it focuses only on the paradigm of women teachers working in
private schools. Thus, if future studies examine the queen bee syndrome of female administrators by
including public school teachers, a comparison can be made between the perceptions of the two

groups. This may also reveal the impact of the type of institution on QBS.
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