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The selection and appointment of school administrators, who are the executives of the education
system and the leadership of the school community, which will improve Tiirkiye in all aspects, should
be done in a fair manner based on merit. It is clear that making appointments in line with the criteria of
merit and qualification will positively affect education and play an important role in bringing vision to
the school. One of the most important pillars of quality in education is that school administrators are
trained and determined in the best way. It is a fact that an effective school administrator leads to an
effective school, and an effective school will positively affect teacher and student success (Sisman,
2008: 119). The effectiveness of a school is measured by the educational success levels of its students,
that is, by the change and development in students' knowledge, skills and behaviors (Ostroff &
Schmitt, 1993: 1345-1361). The most important task in creating an effective school environment is the
responsibility of the school administrator. For this reason, the judgment "A school is as much a school
as its principal", which is accepted by many authorities, is very important in terms of emphasizing the
importance of the school administrator. Studies show that successful educational leaders have strong
effects on school effectiveness and student learning (English, 2006: 461-472).

The way school administrators are determined and appointed in the national education system is
determined by the regulations prepared in line with the National Education Basic Law No. 1739, and
these regulations change almost every year. This shows that the school administrator selection and
appointment system in Tirkiye continues to be an important problem area. Considering the
qualifications sought in persons appointed as administrators, the condition of being a teacher is the
most important and almost the only condition (Aslanargun, 2011: 2657). On the other hand who
attempt to act as an administrator through the existing deficits of the system, add a different dimension
to the existing inadequacies. In a place where there is no specialization it is inevitable to use
appointments as a means of political staffing and to create a basis for factors such as nepotism and

* This article was produced from the first author's master’s thesis.
! Teacher-M EB-muallimbektas@gmail.com-ORCID No: 0000-0003-2879-1361
?Assoc. Prof. Dr.-Siirt University,-yunusavci027@hotmail.com-ORCID No: 0000-0002-1361-1463

94



-‘3’ MSKU Journal of Education
1 ISSN 2148-6999 Volume 11, Issue 1, (2024) May

self-interest. In the end, an appointment system in which merit and competence are not decisive, only
after passing through various stages of elimination, continues to negatively affect the future of society
and schools (Demirtag, 2014: 127).

Research Questions

With this research; In line with the opinions of teachers, school administrators and field experts, it is
aimed to evaluate the current situation of the appointment of educational institution administrators and
to determine some alternative suggestions on this subject. In this context, answers to the following
questions will be sought:

1- What is the school administrator selection and assignment system and its applications? What are the
advantages and disadvantages?

2- What are the expectations and suggestions of teachers, school administrators, national education
directorate administrators and inspectors, and experts in the field of education management regarding
the school administrator selection (appointment) system and practices?

Method

Model of the research

The research is in the qualitative survey model. The main purpose of qualitative research is to provide
a deep understanding of a certain phenomenon (Biiyiikoztiirk et al., 2016: 244). This study was
designed with the phenomenology approach, one of the qualitative research designs. Phenomenology
is an approach that provides a closer look at the facts that are generally known but do not have a
detailed and in-depth perspective about their essence (Yildirnm & Simsek, 2006: 72). The main
purpose of using the phenomenological approach is to reveal in depth the phenomenon of appointing
school administrators, which is frequently encountered by the education community and is often on
the agenda but not understood in depth. In the phenomenology approach design, people who have
experience regarding the focused phenomenon and can reflect these are identified and their personal
experiences are used (Creswell, 1998: 86).

Study group

Maximum variation sampling method, which is one of the non-random purposeful sampling methods
frequently used in qualitative research, was used to determine the study group of the research. The
purposeful sampling method, which emerges in qualitative research, is used to reach in-depth
information in cases where there is rich knowledge (Yildirim & Simsek, 2011: 242). The study group
in the research consists of administrators and teachers of public schools in the city center and
academicians working in the field of educational administration at University. While forming the
working group, it was acted in line with the principle of easy accessibility. Since the education system
and practices in Tiirkiye are determined by Ministry of Education and the same policies and legislation
are applied throughout the country, it was deemed sufficient to limit the research to the province of
city center. Education administrators, teachers and volunteers from field experts were included in the
study. Personal information about the interviewed participants is given in Table 1. In order to facilitate
the analysis of the data in the form of various themes and categories, the participants were specified by
coding. The coding of the personal information of the participant group in the tables in the findings
section and in the sample expressions below is made as follows: Teachers, T1, T2, T3, ...T10, School
administrators; A1, A2, A3, ..., Al10, Directorate of national education administrators/supervisors; N1,
N2, N3, ..., N10 and Field experts; It was coded as F1, F2, F3, ..., F10 and these codes were used in
the citations and quotations made in the findings part of the research.
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Table 1. Personal Characteristics of the Study Group
Professional Administrative Education Union
Order Gender Age Duty Seniority Seniority status Membership
T1 Male 30and Teacher 6-10 years no Bachelor's +
below
T2 Male 30 and Teacher 1-5 years no Bachelor's +
below
T3 Male 31-39 years  Teacher 1-5 years no Bachelor's +
T4 Male 31-39 years  Teacher 11-15 years no Bachelor's +
T5 Male go and Teacher 1-5 years no Bachelor's +
elow
T6 Male 30and Teacher 1-5 years no Bachelor's +
below
T7 Male g(e)IgC\? Teacher 1-5 years no Master’s Degree  +
T8 Male 31-39 years  Teacher 6-10 years no Bachelor's -
30 and no .
T9 Male Teacher 1-5 years Bachelor's +
below
T10 Female 30and Teacher 1-5 years no Bachelor's -
below
Al Male 31-39 years  Administrator  6-10 years 6-10 years Bachelor's +
A2 Male 40-49 years  Administrator  11-15 years 6-10 years Master’s Degree  +
A3 Male 30and Administrator 1-5 years 1-5 years Bachelor's +
below
Ad Male ﬁgé\%j Administrator 6-10 years 1-5 years Bachelor's +
A5 Male 40-49 years  Administrator  16-20 years 16-20 years Master’s Degree  +
A6 Male gglg\r;\? Administrator 1-5 years 1-5 years Bachelor's +
A7 Male 31-39 years  Administrator  6-10 years 1-5 years Bachelor's +
A8 Female ggoud Administrator 21 and over 16-20 years Bachelor's +
A9 Male 31-39 years  Administrator  1-5 years 1-5 years Bachelor's +
Al10 Male gglg\r/]\? Administrator 1-5 years 1-5 years Bachelor's +
N1 Male 31-39 years  Administrator  11-15 years 6-10 years Bachelor's +
N2 Male 31-39 years  Administrator  1-5 years 1-5 years Master’s Degree  +
N3 Male zgoayed Administrator 21 and over 21 and over Bachelor's -
N4 Male 40-49 years  Administrator 21 and over 16-20 years Bachelor's -
N5 Male igoa\‘/ned Administrator 21 and over 6-10 years Bachelor's +
N6 Male 40-49 years  Administrator  16-20 years 11-15 years Bachelor's +
N7 Male 31-39 years  Administrator  16-20 years 11-15 years Bachelor's +
N8 Male 31-39 years  Administrator ~ 11-15 years 1-5 years Bachelor's +
N9 Male 31-39 years  Administrator  11-15 years 6-10 years Bachelor's +
N10  Male ggoeg]ed Administrator 21 and over 6-10 years Master’s Degree -
Field
F1 Male 31-39 years Specialist 11-15 years 6-10 years Doctorate +
F2 Male 31-39 years g'eld. . 11-15 years 11-15 years Doctorate +
pecialist
F3 Male 40-49 years F'eld. . 11-15 years 1-5 years Doctorate +
Specialist
Field
F4 Male 31-39 years Specialist 6-10 years 1-5 years Doctorate -
Field
F5 Male 31-39 years Specialist 16-20 years 1-5 years Doctorate -
Field
F6 Male 40-49 years Specialist 16-20 years 6-10 years Doctorate -
F7 Male 50and FIEId. . 21 and over none at all Doctorate +
above Specialist
Field
F8 Male 40-49 years Specialist 16-20 years 11-15 years Doctorate -
Field
F9 Male 40-49 years Specialist 16-20 years none at all Doctorate -
Field
F10 Male 31-39 years Specialist 11-15 years 1-5 years Doctorate +
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Data collection tool

In this study, data were gathered by interview method. The purpose of the interview method, which is
one of the most frequently used methods in social sciences, is to determine the common and different
aspects of the information given by the interviewed individuals and to make various comparisons
(Yildinm & Simsek, 201: 242). A semi-structured interview form was used in the research It was
aimed to obtain holistic and in-depth information about the participants' opinions and suggestions
about the school administrator appointment system and its practices, how they perceive it and how
they evaluate it. The interviews with the participants were made face-to-face on a voluntary
basis. After a briefing, the interview was conducted with a pre-prepared semi-structured interview
form. A literature review was conducted for the semi-structured interview, and a semi-structured
interview form was created to examine all sub-dimensions of the research as a result of the opinions,
suggestions and feedbacks of two school administrators and faculty members who are experts in the
field of educational administration. In the semi-structured interview form, the purpose of the research
was briefly mentioned and the participants' age, gender, seniority, etc. In addition to these, two open-
ended interview questions were included. The interviews lasted an average of half an hour. The
interviews were conducted face to face in a friendly atmosphere by making an appointment with the
participants beforehand.

Data analysis

Content analysis, a qualitative analysis method, was used to analyze the research data. This analysis
method, which is used to determine how often what is spoken and written is said, and to quantify and
encode qualitative data, is useful for investigating social reality as it enables inferences from the data
obtained (Balc1, 2016). This technique ensures that the data obtained and the inferences to be made are
objective, systematic and quantitative (Yildirim & Simsek, 2006: 243).

Validity and Reliability

The validity in qualitative research depends on the fact that the categories created by the researcher
and the comments made by the researcher reflect the truth and overlap with the actual truths. In
gualitative research, the accuracy of the observations is considered rather than the consistency of
behavior to ensure reliability. For this, it is important to record data in the working environment
(Biiytikoztiirk et al., 2016: 256). Various methods have been improved for the reliability and validity
studies of qualitative research. One of these methods is to include direct quotations from the collected
data. Presenting the data obtained during the interviews to the reader is seen as a method of ensuring
validity and reliability (Yildirnrm & Simsek, 2006: 94). The most important part in qualitative studies is
the interpretation of the researcher. While interpreting, the researcher should avoid using his own
views and interpret in line with the data he has obtained (Creswell, 2002: 147).

In order to determine the suitability, reliability and applicability of the interview form, it was
presented to two faculty members in the field of educational administration. After the necessary
corrections were made, 5 people were interviewed with the semi-structured form for the purpose of
pilot application. After the data obtained were examined with two field experts, the form was given its
final shape and started to be used to collect data in the field. The majority of the data was recorded on
a voice recorder with the permission of the participant, and a very small part of it was recorded in
writing. In the reporting of the data, the opinions of the participants were presented without adding
comments, and the internal reliability of the research was tried to be ensured. It was aimed to ensure
the external reliability of the research by clearly defining the participants in line with the purpose of
the study and including the information of the participants in the study.

Findings

In this section, the findings related to the research questions are discussed. The data obtained
for each question were examined in turn.
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Participant opinions on the current status of the school administrator appointment
system and practices

“How do you evaluate the system and practices of selecting and determining school administrators?”
question was asked and the findings obtained within the framework of teacher answers were given
under various themes. These evaluations are presented in Table 2, Table 3, Table 4 and Table 5,
respectively, for teachers, school administrators, national education administrators and field experts.

Table 2. Opinions of Teachers on the School Administrator Appointment System and Applications

Main theme Sub-Themes Teachers f
Inadequate assignment system and applications T1,T2,T3,T5,T7,T8,T9 7
Written exam does not serve the purpose T1,T4,T5,T7,T10 5
) The interview test does not serve the purpose T6,T7,T8,T9 4
Systemic Management choice is not considered T5,T7 2
Incompetence . . L
(f=22) Insufficient pre-appointment service time T4 1
There should not be an interview in the assistant principal T4 1
Lack of teaching profession law T2 1
I do not find the interview and written exam correct T3 1
Fairness in interviews T2,T3,T4,T5,T6,T7,T8, T9 8
A quali_fied ano! competent administrator cannot be T2.75,76,T7.T8.T9 6
determined by interview
Implementation vam\l;mstrators are appointed in line with their political T10 1
Inc?gpleg;nce Itis pot correct to have a pre-appointment term of service T 1
requirement
Interview commissions are under the influence of different T 1
focuses
I do not find the interview correct T4 1
It is better to have the written exam and interview together T1,T2,T3,T5,T6,T7,T8,A9,T10 9
It is appropriate for the administrators to be chosen from T276,T10 3
among the teachers
Positive Interview criteria are good but application is difficult T2,T5 2
Findings It is a positive situation that the exam is conducted by TATE 5
(f=18) OSYM ,
Rea§sigpment application with Annex1 is a correct T6 1
application
Current interview rate is appropriate T6 1

As seen in Table 2, the main theme that comes to the fore the most is the theme of systemic
inadequacy when we look at the evaluations of the teachers regarding the school administrator
selection and determination system and its applications. It is seen that the sub-theme 'Assignment
system and applications are insufficient' is mostly expressed under this theme. Some of the teacher's
views are as follows:

T2: “This year, the ministry brought the EKYS exam. | support the coming of this exam. Because, as |
said, when those forms were filled and the interview was entered, unfortunately, some places were
under the domination of those interviews. For example, although he was not worthy because of the
friendly relations in the provincial organizations, someone stepped in and the person was appointed
as an administrator. I saw this as the gangrenous part of national education.”

TO: “I honestly think that the current application is better than the application made last year. As you
know, it was only taken by interview last year. The interview is by no means a decisive
system. Because different things go into it. This time, it is seriously damaging for the school to be
administrators and take responsibility for those who do not have merit. The current system is an exam
plus an interview. So that's much better if you ask me.”

According to teachers' opinions, the table showing the themes and sub-themes is compatible with the
participant expressions (Table 2).
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Table 3. Opinions of School Administrators on the School Administrator Appointment System and Its
Applications

School

Main theme Sub-Themes g f
administrators

Inadequate assignment system and applications A2,A7,A8,A10 4

The validity of the interview is problematic A2,A4,A5A10 4

systemic Written exam has a validity problem A2,A7,A9,A10 4

Insufficiency ~ Qualified and competent administrator cannot be determined A4,A7,A10 3

(f=20) Insufficient pre-appointment service time A4,A8 2

There should be only central exam A4,A8 2

Management can be seen as a way out of teaching. Al0 1

Fairness in interviews Al1,A2,A3,A4,A7 5

Application It is not right for different power centers to interfere with AL AL AT 3
insufficiency ~ appointments. o

(f=12) There should be no interview AB,A8,A9 3

Commissions are also insufficient to select qualified administrators. A6 1

L It is better to have the written exam and interview together Al,A3,A4,AT 4

Positive Findings . . .
_ Choosing the administrators from among the teachers is a correct
(f=6) approach A2,A10 2

The most prominent main theme regarding the current status of the school administrator appointment
system and practices in the interviews with school administrators is systemic inadequacy. The most
frequently mentioned situation under this theme is the sub-theme 'Assignment system and applications
are insufficient'. Some of the administrators' opinions are as follows:

A2: “The wind is blowing from this side right now. Because the wind is blowing from this side, | am
the ruler today. But if the wind blows in a different direction tomorrow, maybe | won't be in that
executive group.”

A3: “Written exam is a good practice, but it is not possible to tie everything to the written exam. 1t will
be a more logical choice if the interview is done literally, in line with the desired purpose. Therefore,
there should be a written exam plus an interview.”

A9: “They are trying to figure out whether you will do this job by asking you a few questions on the
spot and whether you know it or not. These people give you points. It is not a very healthy system.”

The themes and sub-themes stated in the table are compatible with the statements of school
administrators (Table 3).

Table 4. Opinions of Field Experts on the School Administrator Appointment System and Its
Applications

Main theme Sub-Themes Field Experts f
. L F1,F2,F3,F4,F5,F6,F7,
Inadequate assignment system and applications F8 F9 F10 10
There is no merit-based appointment system Eé,ES,F&M,FS, 7
Thg appointment system is open to nepotism and F4.F5 F6,F7.F8,F9 6
political interference.
_ Eva!ugtlon criteria of the interview are not F1.F2.F3.FAF5 5
Systemic Incompetence ~ Sufficient
(f=43) L_ack of stable assignment policy is a F3.F4.F6.F5 4
disadvantage
Necessary importance is not given to postgraduate F1.AF8.F10 3
education in appointments
Management is seen as getting rid of teaching. F4,F9,F10 3
Insufficient pre-appointment service time F2,F7,F9 3
The fact that everyone can be an administrator F3.F10 2

simplifies the situation.
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F1,F2,F3,F4,F5,

Fairness in interviews F7 F8.F9 8
In our country, the interview process does not F1,F2,F3,F4,F5, 8
work properly. F7,F8,F9
_ It's_not right for different groups to influence F1.F5.F6.F7.F8.F9 6
Implementation assignments
Insufficient (f=34 Commissions are insufficient to select qualified
( ) administrators | F2,F3,F4,F9,F10 S
Written exam does not measure administrative F3.F5 F9,F10 4
competence
Con_cern e_tbout transparency and auditability in F3.F7 F8 3
the interview
It is better to have the written exam and interview F2,F3,F4,F5,F7, 8
together F8,F9,F10
Choosing among teachers is the right approach. F1,F3,F5F8 4
Positive Detections (f=16) The exam_is conducted by OSYM and its content F1E2 5
is appropriate. '
There is no holistic evaluation in appointments F4 1
In-service training does not serve the purpose F9 1

The main theme that stands out most about the current status of the school administrator appointment
system and practices in the interviews with field experts is the theme of systemic inadequacy (Table
4). It is seen that the most prominent theme under this theme is the sub-theme 'Assignment system and
applications are insufficient'. The opinions of some field experts regarding this are as follows:

F3: “Everyone who is a teacher comes across as a natural administrative stakeholder. The fact that
everyone who is a teacher can be an administrator makes management vulgar. This is an application
that is pregnant with concessions. If there are those who really have administrative competence, these
competence areas can be defined and these skills can be measured, if there are those who are
available to be administrators after these areas, it would be nice if we appoint them as
administrators. When we look at the assignments, there is no assignment to measure some
management skills. In other words, there are some exams, but these exams are only at the knowledge
level.”

F9: “I do not believe that people who come to administrative positions in Tiirkiye come with their
personal skills. With the support of the conditions and those who held the administrative power of the
period, one is getting somewhere. Nepotism is unfortunately an important problem in terms of
education. Recently, we can say that there is at least a democratic method of election in the
appointment system. It is a relatively positive attitude and behavior compared to previous practices. It
can prevent teachers or school administrator candidates from turning to such unethical behaviors at
least. However, there is a problem, that is, evaluating people who have a vital mission such as school
administrators based only on the results of cognitive exams, which may cause some
inconveniences. While | admit that this current system is a partially democratic method, | have some
reservations about its adequacy.”

The themes and sub-themes stated in the table are compatible with the opinions of experts in the field
of educational management.

Suggestions on the school administrator assignment system and its applications

“What are your suggestions about the school administrator assignment system and its
applications?” The findings obtained in the interviews held within the framework of the question are
given under various themes. Prominent suggestions in this regard are presented in Table 5, Table 6,
Table 7 and Table 8, respectively, for teachers, school administrators, National education
administrators and field experts.
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Table 5. Teachers' Suggestions on the School Administrator Appointment System and Applications

Main theme Sub-Themes Teachers f

Written exam and merit-based interview T2,T4,7T7,T8,T9, T10 6

Appointments should be made on the basis of merit and qualification. T2,T5,T7,T8,T10 5

In the interview, the potential and vision of the candidate should be considered. T6,T7,T8,T9,T10 5

Making appointments by independent and competent commissions T2, T3, T10 3

Structural Written exam should measure the competence of the administrator T5,T6 2

Dimension There should be a transparent and fair assignment system T5,T8 2
(f=29) An appointment system should be developed by taking the opinions of all

stakeholders. 5,18 2

There should be no pre-management service period requirement T1 1

You should look at your CV in the interview; The interview should be passed, failed.  T7,T8 1

There should be no interview Tl 1

Educational ~ Candidate must have school administrator application T3,T5,T6,T7,T10 5

Dimension i ! i i

e11) gililrjsitnt?strc;?ggn from among those with a master's degree in educational T278,T10 3

Management should be a separate staff T6,T2 2

Status and The administrator should be given the right to appoint as the administrator T2,T6 2

Personal Rights  The system should be determined as a state policy and there should be continuity. T3 1

(f=7) There should be a teaching profession law. T2 1

There should be questions on education administration and legislation in the exam. T7 1

As can be seen in Table 5, the main theme most frequently mentioned in the context of teachers'
expectations and suggestions for the school administrator appointment system and practices is the
structural dimension theme. It is seen that the most expressed opinions under this theme are the sub-
themes 'Written examination and merit-based interview should be' and 'Assignment should be made on
the basis of merit and qualification'. Some of the teacher's views are as follows:

T5: “Trainings should be carried out by field experts. These trainings should be largely practical. One
pillar of the application should definitely be in schools. Because the person who will gain the
gualification of an administrator will eventually do his duty in schools. So in a sense, it will be
something like a candidate administrator application. It is necessary to establish a cooperation
between national education and Higher Teaching Institution in this regard.”

T7: “Competent people who are involved in this job from the center or come from the university
should go to the school in person and evaluate the administrator candidates during the candidacy
process. What did he do wrong? It is necessary to meet with parents, teachers and other staff working
there. They need to be evaluated. Then, finally, all the works will be evaluated and if he passes that
evaluation, then he will be appointed as a permanent administrator.”

F8: “I think the person's previous work, what he has done before, has he proven himself in this field
and in-service training, has he worked in this field, has he wondered whether he has read books or has
he done research on administrative appointments and placements in other countries, that is? Is it
relevant, that is, whether it is someone who will really contribute to this field, or does it have a vision?

Teachers' suggestions mostly include suggestions in the structural dimension, and teachers' opinions
are consistent with the table (Table 5).

As can be seen in Table 6, in the interviews with school administrators, the theme of the most
important structural dimension regarding the expectations and suggestions about the school
administrator appointment system and its applications came to the fore. It is seen that the most
prominent sub-themes within the framework of this theme are 'Written examination and interview
must be' and 'Appointments are made by independent and competent commissions'.
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Table 6. Suggestions of School Administrators on the School Administrator Appointment System and
Applications

Main theme Sub-Themes School administrators f
Written exam and interview A1,A5A7,A10 4
Making appointments by independent and competent commissions A5,A6,A10 3
There should be a transparent and fair assignment system Al1,A5 A7 3
Determining the scope of the exams according to the school type Al,A8 2
Sltrrrl:grt]l;rsln Written exam should measure the competence of the administrator A9,A10 2
(f=18) Interview should measure administrative potential A3,A10 2
There should be no interviews or exams, it should be determined by observing in the A6 1

process.
Administrators should be elected with the participation of the school parent union and A2 1

teachers.
Statusand ~ The administrator should be given the right to appoint as the administrator A9 2
Pef50ﬂa| Must have 5 years of service for management A5,A6 2
FE}EE;S Temporary assignment for 5 years, recruitment of administrators A10 1

The opinions of some school administrators on this subject are as follows:

A4: “Of course, there should be a recorded interview to be held at the center by the ministry in the
second stage after the written exam.”

AT7: “Faculty members should be trained at universities on training administrators and graduate
programs should be opened. Every administrator should be subject to this. Of course, this should not
remain only in theory, so it should not be constantly telling. In this practice, certain tests must be put
in place, that is, one's computer skills, one's foresight, and how one sees the future must be revealed in
interviews and certain interviews.

A9: “I think the questions to be asked in the exam are important. They should be asked questions
about the work and transactions they will do in the administration there. After that, he must go
through a 3-month internship process. They should work with someone with experience and that
person should give them grades. If they say that this person can or cannot do it, | think there will be a
much more robust administrative appointment system”.

It is mostly involved in the structural dimension of the administrator appointment system and practices
of school administrators. The ideas of school administrators are compatible with the themes and sub-
themes in the table.

Table 7. Suggestions of Field Experts on the School Administrator Appointment System and Applications

Main theme Sub-Themes Field Experts f
Merit and competency should be considered in the interview F1,F2,F3,F4,F5,F9,F10 7
Written exam and merit-based interview F1,F2,F3,F5,F8,F9,F10 7
Appointments should be made by independent and competent commissions. F1,F2,F3,F4,F5,F7,F9 7
The interview should measure administrative potential and competence F1,F2,F3,F4,F5,F9 6
There should be a transparent and fair assignment system F2,F3,F4,F5,F7,F8 6
Structural It should be aimed to select the most qualified and competent administrator. F4,F5,F9,F10 4
Dimension Other stakeholders should also participate in the executive selection committee. F5,F7,F9 3
(f=52) Different circles should be prevented from interfering with the appointments. F2,F7,F8 3
There should be a transparent, auditable and measurable interview system F3,F10 2
Open-ended questions should be asked in the written exam. F3 1
A multidimensional assignment selection system should be developed F5 1
There should be a separate administrator application and evaluation process for each 5 1
school.

Postgraduate education should be considered more in appointments F1,F4,F5,F6,F7,F8,F10 7
Educational  \jeasurable competence and skill areas for management should be determined F3,F6,F9,F10 4

Dimension . Lo .
(f=16) Pre-appointment service time should be increased F1,F7,F10 3
In the interview, the candidate's studies and training should be looked at. F4,F5 2
Status and There should be a stable state policy on management A3, AF3,F4,F5,F6 4
Personal Rights  The criteria for being an administrator of authorized teachers should be changed. F7 1
(f=6) Positive discrimination should be recognized for female administrators F9 1
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As seen in Table 7, when the opinions of field experts regarding the expectations and suggestions
regarding the administrator appointment system and its applications are examined, it is seen that the
most prominent main theme is the structural dimension. Under this category, it is seen that the most
prominent sub-themes such as 'Interview should look for merit and competence', "Written examination
and interview based on merit' and 'Appointments should be made by independent and competent
commissions'. Some of the participants expressed their expectations and suggestions as follows:

F5: “You must be an administrator with the precondition of being a graduate administrator. In order
to get rid of the concept of nepotism in appointments, more objective criteria should be introduced and
merit should be given importance, and one should be in search of an administrator or an
administrator with the concern of who can really take this school further. Interviewing is a valid
technique, but it depends on the application. A few of the school's stakeholders can take part in the
interview commission. You can see your vision. Experts in the field of education administration can be
used in commissions. Interviewing a delegation, including representatives of non-governmental
organizations, may yield objective results.”

F10: “An objective interview, whether there are really administrative qualifications, human relations
interaction, protocol, professional ethics, administrative ethics in this sense, and at least people with
pre-dispositions and sensitivities should be selected. In situations such as choosing a good school
administrator, the interview is actually very vital. However, it is possible to do the interview exactly,
in an objective way, in a very healthy way, perhaps with video recordings, etc. It should be done
without causing any objection, and it should proceed with a transparent process, free from the cyclical
structures in Tiirkiye. Here, merit will be at the forefront and choosing the best administrator should
be the goal and ideal.”

Discussion, Conclusion and Recommendation

According to the research findings, it has been determined that the school administrator appointment
system in Tiirkiye is inadequate in many ways. It has been observed that almost all of the participants
are in agreement on the flawed structure of the appointment system, the inability to identify qualified
people with administrative skills, and the expectations and suggestions regarding these. According to
the findings obtained in the research about the existing situation and practices of the school
administrator appointment system, it was seen that the appointment system and its applications were
insufficient in determining and bringing qualified administrators to work. It has been stated that the
current form of the written exam and interview is better than the old practices, and it is quite suitable
for the conditions of the country in order to ensure objectivity in appointments. Ada (2000: 136) stated
in her study that the Ministry of Education acts according to the so-called principle of merit in
appointments, but in reality, political preferences are decisive. Sayan and Yildirnm (2019: 23)
conducted a qualitative study with school administrators and teachers on the types of assignments of
school administrators and investigated how the type of assignment affects the lives of
administrators. While it was stated that the administrators appointed by the exam were positively
affected by this situation, it was stated that those appointed by the interview were negatively affected
due to the influence of political groups on the appointment and the thought of nepotism (because they
knew that it was perceived as such by the society).

According to the research data, although the written exam was accepted by the majority of the
participants due to its objectivity, it was not accepted by some participants on the grounds that it had a
validity problem, that is, it did not serve the purpose. Although a multiple-choice test exam is accepted
as a correct practice by many participants, it does not mean anything beyond being an objective
screening tool for selecting a qualified administrator. An appointment system where the interview rate
is twenty percent, it means that administrators are appointed by almost a qualifying exam, without
measuring their administrative potential and competence. From the evaluations of the participants, it is
understood that justice is not observed in the administrator selection interviews and the interview is
not conducted fairly under the conditions of Tirkiye. It was stated that different power groups
interfered with the appointments and this was not true, and the interview process was not operated
correctly under the conditions of Tiirkiye. In addition, it is seen that the validity of the interview is
problematic due to the way the interview was conducted. Partly due to its content and partly because

103



-‘3’ MSKU Journal of Education
¥ ISSN 2148-6999 Volume 11, Issue 1, (2024) May

the commission lost its credibility, it is seen that a qualified and competent administrator could not be
determined. While the absence of a stable administrator appointment policy is seen as a significant
disadvantage, the fact that the appointment system is open to favoritism and political interventions
further reduces the possibility of catching the qualification. The existence of an appointment
regulation that changes almost every year is the most important evidence of the instability in the
appointment policy. The most frequently expressed criticisms by school administrators, national
education administrators and teachers are; The injustice experienced in appointments is the lack of an
objective and transparent basis, and the existence of a system that opens the door to unqualified
appointments. Aslanargun (2011: 2658) stated in his research that for the sake of objectivity and
equality, the appointment of administrators based on score superiority through a multiple-choice exam
cannot solve the problem of not being able to manage schools. He stated that this would only enable
people with memorization skills and experience in solving questions to come to the fore, whereas
different administrative competencies are required to manage the school.

Considering the expectations and suggestions regarding the school administrator appointment system
and practices in Tiirkiye, it has been seen that different suggestions are offered regarding the situation.
When the suggestions are examined, it is concluded that there is an expectation that the system will
stabilize the school administration and develop an appointment system based on merit and
competence. These suggestions and expectations show that new policies regarding the appointment
system should be developed within a new approach based on the training process in order to determine
qualified administrators, and a new vision regarding school administration is needed. It has been seen
that the suggestions that there should be a written exam and an interview based on merit, the creation
of a transparent and fair appointment system, the appointments should be made by independent and
competent commissions, and the appointment should be made on the basis of merit and competence
were almost common opinions. This situation also shows the main weakness in the administrator
determination and appointment system. Such suggestions actually show the weakness of the system
and the inadequacy of its applications. Depending on the suggestions expressed here, it is clearly
revealed on which parameters the assignment system should be determined. Although it cannot be said
that this practice is carried out entirely on the basis of injustice and unlawfulness, it is seen that the
negative perception about the appointment system and its practices is pointed out. Camur (2003) stated
in his study that by adopting the principle of merit, impartiality and equality will be ensured in
appointments and political staffing can be prevented in this way. Sayan and Yildirim (2019: 30-31)
stated that school administrators should be professionalized and have teaching experience, and school
administrators should be chosen from among those who have a master's degree in the field of
education administration. They also stated that the administrator selection exam should definitely be
held and the rate of the interview should be kept lower than the rate of the exam. These data support
the research findings. Altin and Vatanartiran’ (2014:32) study stated that the interview should be done
by competent and independent people who will not implicate the appointed administrators, and will
not give rise to backlash concerns and gossip.

It has been observed that the suggestion of “Administrator Candidate Practice' in the suggestions made
by the teachers regarding the assignment system. This is important in terms of expressing the
application-based expertise in administrator selection. It is quite significant that the majority of the
participants in the research express the necessity of mentoring in the practice of candidate managers,
which means that the candidate administrator does an internship under the guidance of an experienced
administrator. Tetik (2011: 30-39) stated that mentoring is an old method that dates back to ancient
times, and that it was applied in the training of administrators in the Seljuks and the Ottoman Empire,
and that today it is applied systematically in the training of school administrators in many developed
countries such as the USA, England, Canada, Singapore and Finland.

It is suggested that postgraduate education should be taken into account in appointments and that
certificates to be obtained especially in the field of educational administration should be a priority.
This shows that postgraduate education in the field should be taken into consideration in
appointments. Balyer & Giindiiz (2011: 182) stated that the majority of school principals in the USA
have master's or doctorate degrees in management and stated that pre-service and post-service
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management training should be given in Tirkiye and concluded that these trainings would bring
proactivity to school administrators.

As a result, when the research results are evaluated, it can be stated that the school administrator
appointment system is inadequate in every respect. The lack of stability in administrator appointment
policies, constantly changing regulations and the illegal practices they cause in the field create a
serious negative perception among many stakeholders. It has been stated that justice, fairness and
merit are overlooked and not paid attention in practice in the school administrator implementation
system and practices. The administrator appointment system, in which many arbitrary practices are
exhibited, is subject to many criticisms about transparency. Depending on the results of the research,
the following recommendations are presented:

School administrator appointment policies can be determined at the governmental policy level,
including the post-appointment process. A new appointment system that is more stable and based on
administrative competence can be established by strengthening the legal status of administrators.
Central exam practice can be continued to determine the school administrator. As a condition for
entering the central examination, education in the field of education administration (taking
postgraduate education, completing various certificate programs, getting an internship in the field of
education administration, participating in scientific studies and publishing scientific articles, etc.) can
be made. Necessary measures can be taken for the interview commissions to act independently
without being exposed to external interference. It can be ensured that the interview commissions work
according to the principles of transparency and professionalism. Although the interviews contain a
certain subjectivity at their core, various qualification criteria can be taken into account in order not to
leave this situation open to the attempts of favoritism.
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Arastirma Makalesi

Tiirkiye’de Okul Yoneticisi Atama Sistemi ve
Uygulamalarinin Degerlendirilmesi™

Bektas Yildiz!, Yunus Emre Avci?

Ozet

Arastirmamin - amact  Tiirkiye’'de  okul  ydneticisi atama  sisteminin
degerlendirilmesi ve bu konudaki énerileri ortaya koymaktir. Arastirma nitel
tarama  modelinde olup fenomenolojik  yaklasimla  desenlenmistir.
Arastirmamin  ¢alisma grubu; ogretmenler, okul yoneticileri, milli egitim
miidiirliigii yoneticileri ve egitim yonetimi alant uzmanlar: olmak iizere 40
kisiden olusmaktadir. Arastrmada veri toplama araci olarak arastirmaci
tarafindan gelistirilen yart yapilandirilmis gériisme formu uygulanmis ve
toplanan veriler igerik analizine tabi tutulmustur. Arastirma sonu¢larina
gore, Tiirkiye’nin okul yoneticisi atama sisteminin mevcut durumunun yetersiz
oldugu, yazili sinav ve miilakatin yeterliligi dl¢medigi, nitelikli ve liyakatli

Makale Hakkinda
Gonderim Tarihi:27.05.2022

Kabul Tarihi: 10.10.2023
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Anahtar Kelimeler

Okul yéneticisi vonetici belirlemede basarili olunmadig1 goriilmektedir. Miilakatin yetkin ve

Yonetici atama bagimsiz komisyonlarca olumsuz algilara mahal vermeyecek sekilde adaletli

Egitim paydaslar1 vapilmast gerekmektedir. Atama sisteminin genis bir perspektifle belirlenmesi,

Olgubilim arastirmasi yonetici atamalarinda objektif degerlendirme dlciitleriyle adil ve seffaf bir
yénetici atama sisteminin olugturulmasi onerileri 6ne ¢tkmaktadir.

Atif icin: Yildiz, B. ve Avcl, Y. E. (2024). Tirkiye’de Okul Yoneticisi Atama Sistemi

ve Uygulamalarinin Degerlendirilmesi. MSKU Egitim Fakiiltesi Dergisi,
11(1), 94-106. DOI: 10.21666/muefd.1122128

Tirkiye’yi her yoniiyle gelistirecek olan egitim sisteminin yliriitiiciiliigiiniic ve okul toplumunun
liderligini yapan okul yoneticilerinin segme ve atanmalarinin liyakate dayali olarak hakkaniyetli bir
sekilde yapilmas1 gerekmektedir. Atamalarinin liyakat ve ehliyet kriterleri dogrultusunda yapilmasinin
egitim Ogretimi de olumlu ydnde etkileyecegi ve okula vizyon kazandirilmasinda oOnemli rol
oynayacag aciktir. Egitimde kaliteyi ve niteligi yakalamanin en 6nemli sacayaklarindan birisi de okul
yoneticilerinin en iyi sekilde yetistirilmis ve belirlenmis olmasidir. Etkili bir okul yoneticisinin, etkili
bir okula neden oldugu, etkili bir okulun da Ogretmen ve Ogrenci basarilarini olumlu yonde
etkileyecegi bir gergektir (Sigsman, 2008: 119). Bir okulun etkililik diizeyi 6grencilerinin basari
diizeyleri ile yani 6grencilerin bilgi, beceri ve davranislarindaki degisim ve gelisimle 6l¢iiliir (Ostroff
ve Schmitt, 1993: 1345-1361). Etkili okul ortamini olusturmada en 6nemli gorev okul yoneticisine
diismektedir. Bu yiizden bir¢ok otorite tarafindan kabul goren “Bir okul, miidiirii kadar okuldur”
yargist okul yoOneticisinin Onemini vurgulamak agisindan olduk¢a Onemlidir. Basarili egitimsel
liderlerin, okulun etkililigi ve 6grencilerin 6grenmesi iizerinde giiclii etkilerinin oldugunu yapilan
arastirmalar ortaya koymaktadir (English, 2006: 461-472).

Milli egitim sisteminde okul yoneticilerinin belirlenme ve atanma bigimleri 1739 sayili Milli Egitim
Temel Kanunu dogrultusunda hazirlanan yonetmeliklerle belirlenmekte ve bu yonetmelikler neredeyse
her yil degismektedir. Bu durum, Tiirkiye’de okul yoneticisi belirleme, segme ve atama sisteminin
onemli bir sorun alani olarak varligimi siirdiirdiigiinii géstermektedir. Yonetici olarak atanan kisilerde
aranan yeterliliklere bakildiginda 6gretmen olma sarti en &nemli ve neredeyse tek kosuldur
(Aslanargun, 2011: 2657). Yoneticiligi layikiyla yapip yapmama bir tarafa, sistemin mevcut agiklar
iizerinden yoneticilige soyunma girisimleri ise var olan yetersizliklere ayr1 bir boyut kazandirmaktadir.
Uzmanlagmanin olmadigi yerde, bir isin ehlinin yetistirilip isbasma gelmesinin sistemsel olarak
saglanmadigi bir vasatta atamalarin siyasi kadrolasma araci olarak kullanilmasi ve kayirmacilik,
cikarcilik, hemsericilik gibi faktorlerin devreye girmesine zemin olusturulmasi kaginilmaz olmaktadir.

* Bu makale birinci yazarin yiiksek lisans tezinden iiretilmistir.
! MEB, muallimbektas@gmail.com -ORCID No: 0000-0003-2879-1361
2 Siirt Universitesi, yunusavci027@hotmail.com -ORCID No: 0000-0002-1361-1463
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Nihayetinde liyakat ve ehliyetin belirleyici olmadigi sadece ¢esitli eleme asamalarindan gegilerek okul
yoneticisi olunan bir atama sistemi, toplumun ve okullarin gelecegini olumsuz etkilemeye devam
etmektedir (Demirtas, 2014: 127).

Arastirma Sorulari

Bu arastirmayla; 6gretmen, okul yoneticileri ve alan uzmanlarinin goriigleri dogrultusunda egitim
kurumu ydneticilerinin atama uygulamalarinin mevcut durumunun degerlendirilerek birtakim
alternatif 6nerilerin belirlenmesi amaglanmaktadir. Bu baglamda agagidaki sorulara yanit aranacaktir:

1- Okul yoneticisi segme, atama sistemi ve uygulamalari1 nasildir? Avantaj ve dezavantajlari nelerdir?

2- Ogretmenlerin, okul yéneticilerinin, milli egitim miidiirliigii yonetici ve miifettislerinin, egitim
yonetimi alaninda uzman kisilerin okul yoneticisi se¢gme (atama) sistemi ve uygulamalari konusunda
beklenti ve Oneriler nelerdir?

Yontem
Arastirmanin Modeli

Aragtirma nitel tarama modelindedir. Nitel arastirmalarda asil amag belirli bir olgunun derinlemesine
anlagilmasini saglamaktir (Biiytikoztiirk, Kilic Cakmak, Akgiin, Karadeniz ve Demirel, 2016: 244). Bu
calisma nitel arastirma desenlerinden olgubilim (fenomenoloji) yaklasimiyla desenlenmistir.
Fenomenoloji, genel olarak bilinen ancak 6zii hakkinda detayli ve derinlemesine bir perspektife sahip
olunmayan olgulara daha yakindan bakmay1 saglayan bir yaklasgimdir (Yildirim ve Simsek, 2006: 72).
Fenomenolojik yaklagimin kullanilmasimin temel amaci, siklikla karsilagilan ve egitim camiasinin
cogunlukla giindeminde olan fakat derinlemesine vakif olunmayan okul yoneticisi atama olgusunu
tim boyutlariyla derinlemesine ortaya koymaktir. Bu desende odaklanilan olguyla ilgili deneyimi
olan ve bunlar1 yansitabilecek kisiler belirlenir ve bunlarin kisisel tecriibelerinden yararlanilir
(Creswell, 1998: 86).

Cahisma Grubu

Aragtirmanin ¢alisma grubunun belirlenmesinde nitel arastirmalarda sik¢a kullanilan segkisiz olmayan
amacli ornekleme yoOntemlerinden maksimum g¢esitlilik Ornekleme yontemi kullanilmistir. Nitel
arastirmalarda ortaya ¢ikan amacgli 6rnekleme yontemi, zengin bilgi birikiminin oldugu durumlarda
derinlemesine bilgiye ulasmak i¢in kullanilir (Yildirim ve Simsek, 2011: 242). Arastirmada caligma
grubu, Siirt ilinde bulunan kamu okullar1 yonetici ve dgretmenleri ile Siirt Universitesinde egitim
yonetimi alaninda gorevli akademisyenlerden olugmaktadir. Calisma grubu olusturulurken kolay
ulagilabilirlik ilkesi dogrultusunda hareket edilmistir. Tiirkiye’de egitim sistemi ve uygulamalari
merkezi bir yapi tarafindan belirlenmekte ve tiim {ilkede ayni politikalar ve mevzuat uygulanmakta
olmasindan dolay1 aragtirmanin Siirt iliyle sinirh tutulmasi yeterli goriilmiistiir. Egitim yoneticileri,
Ogretmenler ve alan uzmanlarindan goniilli olanlar aragtirmaya dahil edilmislerdir. Goriisme yapilan
katilimcilara iliskin kigisel bilgiler Tablo 1°de verilmistir.

Tablo 1. Calisma Grubunun Kisisel Ozellikleri

Sira Cinsiyet  Yas Gorev Mesleki Kidem Yoneticilik Kidemi  Ogrenim Durumu Sendika
01  Erkek 30 ve alti Opretmen 6-10 yil Yok Lisans Var
02 Erkek 30 ve alt1 Ogretmen 1-5yil Yok Lisans Var
03 Erkek 31-39 yas Ogretmen 1-5yil Yok Lisans Var
04  Erkek 31-39 yas Ogretmen 11-15yd Yok Lisans Var
05  Erkek 30 ve alti Opretmen 1-5 yil Yok Lisans Var
06  Erkek 30 ve alti Opretmen 1-5 yil Yok Lisans Var
07  Erkek 30 ve alt1 Ogretmen 1-5 yil Yok Yiiksek Lisans Var
08 Erkek 31-39 yas Ogretmen 6-10 y1l Yok Lisans Yok
09 Erkek 30 ve alt1 Ogretmen 1-5 yil Yok Lisans Var
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010 Kadin 30 ve alt1 Ogretmen 1-5 y1l Yok Lisans Yok
Y1  Erkek 31-39 yas Yonetici 6-10 yil 6-10 yil Lisans Var
Y2 Erkek 40-49 yas Yonetici 11-15y1l 6-10 y1l Yiiksek Lisans Var
Y3 Erkek 30 ve alt1 Yonetici 1-5y1l 1-5y1l Lisans Var
Y4  Erkek 30 ve alt1 Yonetici 6-10 y1l 1-5y1l Lisans Var
Y5  Erkek 40-49 yas Yonetici 16-20 y1l 16-20 y1l Yiiksek Lisans Var
Y6  Erkek 30 ve alt1 Yonetici 1-5y1l 1-5y1l Lisans Var
Y7  Erkek 31-39 yas Yonetici 6-10 yil 1-5y1l Lisans Var
Y8  Kadm 50 ve iistii Y onetici 21 ve {istii 16-20 y1l Lisans Var
Y9 Erkek 31-39 yas Yonetici 1-5y1l 1-5y1l Lisans Var
Y10 Erkek 30 ve alt1 Yonetici 1-5y1l 1-5y1l Lisans Var
M1  Erkek 31-39 yas Yonetici 11-15 y1l 6-10 yil Lisans Var
M2  Erkek 31-39 yas Yonetici 1-5y1l 1-5y1l Yiiksek Lisans Var
M3 Erkek 50 ve istil Yonetici 21 ve istil 21 ve istil Lisans Yok
M4 Erkek 40-49 yas Yonetici 21 ve iisti 16-20 y1l Lisans Yok
M5  Erkek 50 ve iisti Yonetici 21 ve iistl 6-10 y1l Lisans Var
M6  Erkek 40-49 yas Yonetici 16-20 y1l 11-15y1l Lisans Var
M7 Erkek 31-39 yas Yo6netici 16-20 yil 11-15 y1l Lisans Var
M8  Erkek 31-39 yas Yonetici 11-15 y1l 1-5y1l Lisans Var
M9  Erkek 31-39 yas Yonetici 11-15 y1l 6-10 yil Lisans Var
M10 Erkek 50 ve iistil Yonetici 21 ve iisti 6-10 y1l Yiiksek Lisans Yok
Al Erkek 31-39 yas Alan Uzmanm1  11-15 y1l 6-10 y1l Doktora Var
A2 Erkek 31-39 yas Alan Uzman1  11-15 yi1l 11-15 yil Doktora Var
A3 Erkek 40-49 yas Alan Uzman1  11-15 y1l 1-5 yil Doktora Var
A4 Erkek 31-39 yas Alan Uzman1 ~ 6-10 yil 1-5 yil Doktora Yok
Ab Erkek 31-39 yas Alan Uzman1 ~ 16-20 y1l 1-5 yil Doktora Yok
A6 Erkek 40-49 yas Alan Uzman1  16-20 yil 6-10 y1l Doktora Yok
A7 Erkek 50 ve iistii Alan Uzman1 21 ve iistil Hig yok Doktora Var
A8 Erkek 40-49 yas Alan Uzman1  16-20 yil 11-15 yil Doktora Yok
A9 Erkek 40-49 yas Alan Uzman1 ~ 16-20 y1l Hi¢ yok Doktora Yok
Al10 Erkek 31-39 yas Alan Uzman1 ~ 11-15 y1l 1-5 yil Doktora Var

Veri toplama araci

Bu arastirmada goriisme yontemiyle veriler toplanmustir. Sosyal bilimlerde en sik kullanilan
yontemlerden biri olan goriisme yonteminde amag¢ goriisme yapilan bireylerin verdikleri bilgilerin
ortak ve farkli yonlerini belirlemek ve ¢esitli mukayeseler yapmaktir (Yildirim ve Simsek, 2011: 242).
Yar1 yapilandirilmis goriisme tekniginin kullanildigi bu arastirmada okul ydneticisi atama sistemi ve
uygulamalarina iliskin katilimcilarin ne diislindiikleri, nasil algiladiklari, nasil degerlendirdiklerine
yonelik gorlis ve Onerilerine biitiinciil ve derinlemesine ulasilmasi hedeflenmistir. Katilimcilarla
yapilan goriismeler goniillillik esasina dayali olarak yiliz yiize yapilmistir. Goriisme kisa bir
bilgilendirme yapildiktan sonra, 6nceden hazirlanmisg yar1 yapilandirilmig goriisme formu ile
yapilmistir. Yar1 yapilandirilmig gorligme icin literatlir taramasi yapilmis olup egitim yonetimi
alaninda uzman iicer okul ydneticisi ve Ogretim lyesinin gorlis, Oneri ve doniitleri neticesinde
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arastirmanin tim alt boyutlarini irdeleyecek bir yari yapilandirilmis gériisme formu olusturulmustur.
Yar1 yapilandirilmis goriisme formunda arastirmanin amacina kisaca deginilerek katilimcilarin yas,
cinsiyet, kidem vb. kisisel bilgilerine yer verilmis olup bunlara ek olarak da iki adet agik uglu goriisme
sorusuna yer verilmistir. Goriismeler ortalama yarim saat stirmiistiir. Goriigsmeler katilimcilarla daha
once iletisime ge¢ilerek randevu alinmak suretiyle yiiz ylize samimi bir havada yapilmistir.

Veri analizi

Arastirma verilerinin ¢oziimlenmesinde nitel bir analiz yontemi olan “igerik analizi” kullanilmstir.
Konusulan ve yazilanlarin ne siklikta sdylendigini saptamaya ve nitel verilerin nicellestirilerek
kodlanmasina yarayan bu analiz yontemi elde edilen verilerden ¢ikarimlarda bulunulmasin
sagladigindan sosyal gergegin arastirllmasina yaramaktadir (Balci, 2016). Bu teknik, elde edilen
verilerin ve yapilacak c¢ikarimlarin, objektif, sistemli ve niceliksel olmasini saglar (Yildirim ve
Simgsek, 2006: 243).

Gegerlik ve giivenirlik

Nitel aragtirmalarda gegerlilik, aragtirmacinin olusturdugu kategoriler ile yaptigi yorumlarin gercegi
yansitmasina ve gerceklesen dogrularla oOrtiismesine baglidir. Nitel arastirmalarda gilivenilirligi
saglamak i¢in davranis tutarliligindan ¢ok yapilan goézlemlerin dogruluguna bakilmaktadir. Bunun i¢in
caligilan ortamda veri kaydetmek onemlidir (Biiylikdztirk vd., 2016: 256). Nitel arastirmalarin
giivenirlik ve gegerlilik calismalart igin cesitli yontemler gelistirilmistir. Bu yontemlerden biri de
toplanan verilerden dogrudan alintilara yer verilmesidir. Okuyucuya goriismelerde elde edilen verilerin
sunulmasi gegerligi ve giivenirligi saglamanin bir yontemi olarak goriilmektedir (Yildirim ve Simsek,
2006: 94). Nitel calismalarda en Onemli kisim aragtirmacinin yorumlamasi igidir. Arastirmaci
yorumlama yaparken kendi gorislerini ise kogmaktan sakinmali, elde ettigi veriler dogrultusunda
yorum yapmalidir (Creswell, 2002: 147).

Gorligme formunun amaca uygunlugunu, giivenilirligini ve uygulanabilirligini tespit etmek {izere
egitim yonetimi alaninda iki 6gretim tiyesine sunulmustur. Gerekli diizeltmeler yapildiktan sonra yari
yapilandirilmis form ile pilot uygulama amaciyla 5 kisiyle goriisme yapilmistir. Elde edilen veriler iki
alan uzmani ile incelendikten sonra forma son sekli verilmis ve sahada veri toplamak igin
kullanilmaya baslanmistir. Veriler biiylik ¢ogunlugu katilimcinin izni alinarak ses kayit cihazina
kaydedilmis, ¢ok az bir kismi ise yaziyla kayit altina alimmustir. Verilerin raporlastirilmasinda
katilimcilarin  goriisleri yorum katmadan sunularak arastirmanin i¢ giivenirligi saglanmaya
caligilmistir. Katilimcilarin agik bir sekilde g¢aligmanin amaci dogrultusunda tanimlanmasi ve
calismada katilmcilarin bilgilerine yer verilmesiyle aragtirmanin dis giivenirliginin saglanmasi
hedeflenmistir.

Bulgular

Bu boliimde arastirma sorularina iligkin bulgular ele alinmistir. Her soru ile ilgili elde edilen veriler
sirastyla incelenmistir.

Okul yoneticisi atama sistemi ve uygulamalarinin mevcut durumu

‘Okul yoneticisi segme, belirleme sistemini ve uygulamalari nasil degerlendiriyorsunuz?’ sorusu
gergevesinde yapilan goriismelerde elde edilen bulgular cgesitli temalar altinda verilmistir. Bu
degerlendirmeler 6gretmen, okul yoneticisi, MEM egitim ydneticileri ve alan uzmanlari i¢in ayr1 ayr
olmak tizere sirasiyla Tablo 2, Tablo 3, Tablo 4 ve Tablo 5’te sunulmustur.

Tablo 2’de goriildiigii lzere, okul yoneticisi segme belirleme sistemi ve uygulamalarina iliskin
ogretmen degerlendirmelerine bakildiginda en fazla 6ne ¢ikan ana tema sistemsel yetersizlik temasidir.
Bu tema altinda en ¢ok ‘Atama sistemi ve uygulamalar1 yetersiz’ alt temasimin ifade edildigi
goriilmektedir.
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Tablo 2. Okul Yéneticisi Atama Sistemi ve Uygulamalarina fliskin Ogretmenlerin Gériisleri

Ana Tema Alt Temalar Ogretmenler f
Atama sistemi ve uygulamalari yetersiz 01,02,03,05,07,08,09 7
Yazil1 stnav amaca hizmet etmiyor 01,04,05,07,010 5
Miilakat sinavi amaca hizmet etmiyor. 06,07,08,09 4
Sistemsel o
Yetersizlik Yoneticilik secimi énemsenmemektedir 05,07 2
(f=22) Atama Oncesi hizmet siiresi yeterli degil 04 1
Miidiir yardimciliginda miilakat olmamali 04 1
Ogretmenlik meslek kanununun olmamasi eksiklik 02 1
Miilakat ve yazili stnavi dogru bulmuyorum 03 1
Miilakatlarda adalet gozetilmiyor 02,03,04,05,06,07,08,09 8
Miilakatla liyakatli ve ehliyetli yonetici belirlenemiyor 02,05,06,07,08,09 6
Uygulama .
Yetersizligi Yoneticiler siyasi goriisleri dogrultusunda atanmaktadirlar 0o10 1
(f=18) Atama Oncesi hizmet siiresi sart1 olmas1 dogru degil 01 1
Miilakat komisyonlar: farkli odaklarin etkisi altinda kaliyor 02 1
Miilakat: dogru bulmuyorum 04 1
Yazili smav ve miilakatin birlikte olmas1 daha iyidir 01,02,03,05,06,07,08, 9
Yoneticilerinin 6gretmenler arasindan secilmesi uygundur 02,06,010 3
'(I?(!LSJ[r)T:tIIL:er Miilakat kriterleri iyi ancak uygulama sikintili 02,05 2
(f=18) Smavin OSYM tarafindan yapilmasi olumlu bir durumdur 04,06 2
Ek1 ile yeniden atama uygulamasi dogru bir uygulama 06 1
Mevcut miilakat oran1 uygundur 06 1

Ogretmen goriislerinden bazilar1 soyledir:

02: “Bu sene bakanlik EKYS sinavini getirdi. Bu sinavin gelmesini destekliyorum. Ciinkii dedigim
gibi o formlar doldurulup o miilakata girilince o miilakatlarda maalesef bazi yerlerin tahakkiimii
altinda oluyordu. Daha ¢ok mesela tasra teskilatlarinda dost arkadas iliskisi oldugundan dolayt layik
olmamasina ragmen birileri devreye giriyor ve kisi yonetici olarak ataniyordu. Ben bu durumu milli
egitimin kangren olan kismi olarak gériiyordum.”

09: “Simdiki yapilacak wuygulamanin gecen sene yapilan uygulamadan daha iyi oldugunu
diistiniiyorum agikcasi. Gegen sene sadece miilakatla alintyordu bildiginiz gibi. Miilakat kesinlikle
belirleyici bir sistem degildir. Ciinkii isin icerisine farkli seyler giriyor. Bu sefer de liyakat sahibi
olmayan kigilerin idareci olmasi ve o sorumlulugu almasi ciddi anlamda okul igin hasar verici oluyor.
Simdiki yapilacak sistem ise sinav arti miilakat. Yani bana sorarsaniz bu ¢ok daha iyi.”

Tablo 32. Okul Yoneticisi Atama Sistemini ve Uygulamalarina liskin Okul Yéneticilerinin Goriileri

Ana Tema Alt Temalar OKkul Yoneticileri f

Atama sistemi ve uygulamalari yetersiz Y2,Y7,Y8,Y10 4

. Miilakatin gegerliligi sorunludur Y2,Y4,Y5,Y10 4
Sistemsel

Yetersizlik Yazili sinavin gecerlilik sorunu var Y2,Y7,Y9,Y10 4

(f=20) Liyakatli ve ehliyetli yonetici belirlenemiyor Y4,Y7,Y10 3

Atama Oncesi hizmet siiresi yeterli degil Y4,Y8 2

Sadece merkezi sinav olmali Y4,Y8 2
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Yoneticilik 6gretmenlikten kurtulma yolu olarak goriilebilmektedir Y10 1
Uygulama Miilakatlarda adalet gozetilmiyor Y1,Y2,Y3, Y4 YT 5
Yetersizligi Farkli gii¢ odaklarimin atamalara miidahale etmeleri dogru degil Y1,Y4,Y7 3
(f=12) Miilakat olmamali Y6,Y8,Y9 3

Komisyonlar nitelikli yonetici segme de yetersiz Y6 1
Olumlu Tespitler ~ Yazili sinav ve miilakatin birlikte olmasi daha iyidir Y1,Y3,Y4, Y7 4
(f=6) Yoneticilerinin §gretmenler arasindan secilmesi dogru bir yaklasim Y2,Y10 2

Bazi yoneticilerin goriisleri soyledir:

Y2: “Riizgdr su an bu taraftan esiyor. Riizgdr bu taraftan estigi i¢in ben bugiin yoneticiyim. Fakat
riizgdr yarin farkl bir yonden eserse belki de ben o yonetici grubunda olmayacagim.”

Y3: “Yazili sinav iyi bir uygulama oldu ama her seyi de yazili sinava baglamak olmaz. Miilakat tam
anlamiyla yani istenilen amag dogrultusunda yapilirsa daha mantikly bir secim olur. O nedenle yazili
simav artt miilakat olmali.”

Y9: “Sana ayakiistii birka¢ soru sorup bunu bilip bilemeyecegin tizerinden bu igi yapip yapmayacagini
anlamaya ¢alisiyorlar. Bu kigiler sana puan veriyor. Cok saglikly bir sistem degil bana kalirsa.”

Tablo 4. Okul Yoneticisi Atama Sistemini ve Uygulamalarina Iliskin Alan Uzmanlarmin Goriisleri

Ana Tema Alt Temalar Alan Uzmanlarn f
Atama sistemi ve uygulamalar1 yetersiz Al,A2,A3,A4,A5 A6,A7, 10
Liyakate dayali bir atama sistemi mevcut degil Al,A2,A3,A4,A5, 7
Atama sistemi kayirmaciliga ve politik miidahalelere ~ A4,A5,A6,A7,A8,A9 6
Sistensel Yetersizlik Mﬁlakatln degerlendirme Ol¢iitleri yeterli degil Al,A2,A3,A4,A5 5
(f=43) Istikrarli atama politikasinin olmamasi bir A3,A4,A6,A5 4
Atamalarda lisansistii egitime gerekli 6nem Al1,A8 A10 3
Yoneticilik 6gretmenlikten kurtulma olarak A4,A9,A10 3
Atama Oncesi hizmet siiresi yeterli degil A2,A7,A9 3
Herkesin yonetici olabilmesi durumu A3,A10 2
Miilakatlarda adalet gdzetilmiyor Al,A2,A3,A4A5, 8
Ulkemizde miilakat siireci dogru islememektedir Al,A2,A3,A4, A5, 8
Uygulama Yetersizligi ~ Farkli gruplarin atamalara etki etmeleri dogru degil Al,A5 A6,A7,A8,A9 6
(f=34) Komisyonlar nitelikli yonetici se¢mede yetersiz A2,A3,A4,A9,A10 5
Yazili sinav yonetici yeterliligini 6l¢miiyor A3,A5,A9,A10 4
Miilakatta seffaflik ve denetlenebilirlikle ilgili kaygi A3,A7,A8 3
Yazili sinav ve miilakatin birlikte olmasi daha iyi A2,A3,A4,A5 A7, 8
Ogretmenler arasindan secilmesi dogru bir yaklasim Al,A3,A5 A8 4
Olumlu Tespitler (f=16) Sinavin OSYM tarafindan yapilmasi ve icerigi uygun  Al,A2 2
Atamalarda biitiinselci bir degerlendirme mevcut degil A4 1
Hizmet ici egitimler amaca hizmet etmiyor A9 1

Tablo 4’e¢ bakildiginda, alan uzmanlartyla yapilan goriismelerde okul yoneticisi atama sistemi ve
uygulamalarinin mevcut durumuyla ilgili en ¢ok 6ne ¢ikan ana tema sistemsel yetersizlik temasidir.
Bu tema altinda en fazla 6ne ¢ikan temanin ‘Atama sistemi ve uygulamalari yetersiz’ alt temas1 oldugu
goriilmektedir. Bununla ilgili baz1 alan uzmanlarinin goriisleri su sekildedir:
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A3: “Ogretmen olan herkes dogal bir yonetici paydast olarak karsimiza ¢ikiyor. Ogretmen olan
herkesin yonetici olabiliyor olmast yéneticiligi bayagilastiriyor. Bu tavizlere gebe bir uygulamadir.
Eger gergekten yoneticilik yeterliligi olanlar, bu yeterlilik alanlart tamimlanabilir ve bu beceriler
olgiilebilir, bu alanlardan sonra yoneticilik yapmaya miisait olanlar varsa bunlart bizim yonetici
olarak atamamiz giizel olurdu. Atamalar konusuna baktigimizda bir takim ydnetim becerilerini
olgmeye doniik bir atama yok. Yani bu, birtakim sinaviar oluyor ama bu sinaviar: sadece bilgi
diizeyindedir.”

A9: “Tirkiye’de yonetsel pozisyonlara gelen kisilerin kigisel becerileriyle geldiklerine inanmyyorum.
Daha ¢ok kosullarin, donemin yonetim erkini elinde bulunduranlarin destegiyle bir yerlere geliniyor.
Kaywrmacilik maalesef egitim agisindan onemli bir sorundur. Son donemde atama sisteminde en
azindan demokratik bir se¢cme yonteminin oldugunu séyleyebiliriz. Onceki uygulamalara nazaran
gorece olumlu bir tutum ve davramistir. Ogretmenlerin ya da okul yéneticisi adaylarinin hi¢ olmasa
boyle bir takim etik disi davranislara yonelmelerini engelleyebilir. Ancak soyle bir sorun var yani okul
yoneticisi gibi ¢ok hayati bir misyonu yiiklenen insanlarin sadece biligsel sinav sonuglarina gore,
bunun iizerinden degerlendirilmesi birtakim sakincalar da dogurabilir. Ben bu mevcut sistemin kismen
demokratik bir yontem oldugunu kabul etmekle birlikte yeterliligi konusunda biraz gekincelerim var.”

Okul yoneticisi atama sistemi ve uygulamalari konusunda oneriler

‘Okul yoneticisi atama sistemi ve uygulamalar1 konusunda Onerileriniz nelerdir?” sorusu c¢ergevesinde
yapilan goriismelerde elde edilen bulgular ¢esitli temalar altinda verilmistir.

Tablo 5. Okul Yoneticisi Atama Sistemi ve Uygulamalar1 Konusunda Ogretmenlerin Onerileri

Ana Tema __Alt Temalar Ogretmenler f
Yazili sinav ve liyakati esas alan miilakat olmali 02,04,07,0809, 010 6
Liyakat ve ehliyet esasina gore atama yapilmali 02,05,07,08,010 5
Miilakatta adayin potansiyeline ve vizyonuna bakilmali 06,07,08,09010 5
Yapisal Atamalarin bagimsiz ve yetkin komisyonlarca yapilmasi ?2, "C')3,0IO 3
Boyut Yazili siav yoneticinin yeterliligini l¢meli 05,06 2
(f=29) Seffaf ve adil bir atama sistemi olmali 05,08 2
Tum paydaslarin goriisleri alinarak bir atama sistemi gelistirilmeli 05,08 2
Yoneticilik oncesi hizmet siiresi sart1 olmamali 01 1
Miilakatta 6zge¢mise bakilmali; miilakat gecti, kald1 seklinde 07 1
Miilakat olmamali 01 1
Egitsel Aday yonetici uygulamasi olmali 03,05,06,07,010 5
Boyut Egitim yonetiminde yiiksek lisans yapanlar arasindan se¢ilmeli 02,08,010 3
(f=11) Miilakatta adayimn yoneticilikle ilgili yaptig1 calismalara bakilmali 07,08 2
Aday yonetici siirec icerisinde objektif olarak degerlendirilmeli 03, 1
Yoneticilik ayr1 bir kadro olmali 06,02 2
Statii ve L . . . o i
Oliik Yoneticive idareci olarak tayin hakk: verilmelidir 02,06 2
Haklar1 Sistem devlet politikasi olarak belirlenmeli ve siireklilik olmali 03 1
(f=7) Osretmenlik meslek kanunu olmali 02 1
Sinavda egitim yonetimi ve mevzuat agirlikli sorular olmali 07 1

Tablo ’te goriildiigli lizere, 0gretmenlerin okul ydneticisi atama sistemi ve uygulamalarina yonelik
beklenti ve Onerileri baglaminda en fazla dile getirilen ana tema yapisal boyut temasidir. Bu tema
altinda en ¢ok ifade edilen goriislerin ‘Yazili sinavi ve liyakati esas alan miilakat olmali” ve ‘Liyakat
ve ehliyet esasina gore atama yapilmali® alt temalar1 oldugu goriilmektedir. Ogretmen gériislerinden
bazilar soyledir:
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O5: “Egitimler alan uzmanlari tarafindan gerceklestirilmeli. Bu egitimler biiyiik bir oranda
uygulamaya doniik olmali. Uygulamanin bir ayag kesinlikle okullarda olmal. Ciinkii yénetici vasfint
kazanacak kigi nihayetinde gorevini okullarda yapacak. Dolayisiyla bir anlamda aday yonetici
uygulamasi gibi bir sey olacak. Milli egitim ile YOK arasinda bu konuda bir is birliginin saglanmasi
gerekiyor.”

O7: “Merkezden gelen bu isin icerisinde olan ya da iiniversiteden gelmis isin ehli insanlarin bizzat
okula gidip adaylik siireci icerisinde yonetici adaylarini degerlendirilmesi gerekir. Neleri yanlis yapti.
Velilerle, oOgretmenlerle ve orada c¢alisan diger personellerle goriisiilmesi lazimdir. Onlarin
degerlendirmesi lazimdir. Ardindan son olarak tim c¢alismalar degerlendirilecek ve o
degerlendirmeden de gecerse o zaman kadrolu olarak idarecilige atamasi gerceklestivilecek.”

O8: “Bence kisinin onceki calismalarina, daha énce neler yaptigina, bu alanda ve hizmet ici
egitimlerde kendini kanitlamis mi, bu alanda ¢alismalari var mi, merak edip kitaplar okumus mu veya
baska iilkelerdeki yoneticilik atamalariyla yonetici segme ve yerlestirilmeleri ile ilgili arastirma
yapmus mi, yani ilgili mi, yani bu alana gergekten katki saglayacak biri mi, vizyonu var mi bunlara
bakilmali.”

Tablo 63. Okul Yoneticisi Atama Sistemi ve Uygulamalar1 Konusunda Okul Yéneticilerinin Onerileri

Ana Tema Alt Temalar Okul Yoneticileri f
Yazili sinav ve miilakat olmal Y1,Y5,Y7,Y10 4
Atamalarin bagimsiz ve yetkin komisyonlarca yapilmasi Y5,Y6,Y10 3
Yapisal Boyut Seffaf ve adil bir atama sistemi olmali Y1,Y5Y7 3
Sinavlarin kapsaminin okul tiiriine gore belirlenmesi Y1,Y8 2
(f=18) Yazili sinav yOneticinin yeterliligini 6l¢meli Y9,Y10 2
Miilakat yoneticilik potansiyelini 6l¢meli Y3,Y10 2
Miilakat ve sinav olmamali, siire¢ icerisinde gézlemlenerek Y6 1
Yoneticiler okul aile birligi ve §8retmenlerin katilimiyla secilmeli Y2 1
Statii ve Ozliik Yoneticiye idareci olarak tayin hakki verilmelidir Y9 2
Haklar1 Yoneticilik icin 5 yillik hizmeti olmali Y5,Y6 2
oo 5 vil gecici gorevlendirme yoneticilik yapanlarin kadroya Y10 1

Tablo ’da goriildigi gibi, okul yoneticileriyle yapilan goriismelerde okul yoneticisi atama sistemi ve
uygulamalar1 konusunda beklenti ve onerilerle ilgili en ¢ok yapisal boyut anan temasi 6ne gikmustir.
Bu tema gercgevesinde en fazla 6ne ¢ikan alt temalarin “Yazili sinav ve miilakat olmali’ ve ‘Atamalarin
bagimsiz ve yetkin komisyonlarca yapilmasi® oldugu goriilmektedir. Bu konuda bazi okul
yoneticilerinin goriisleri soyledir:

Y4: “Tabii yazili sinavdan sonra ikinci agamada bakanlik¢a merkezde yapilacak kayit altina alinmig
miilakat olmali.”

Y7: “Yonetici yetistirme tizerine tiniversitelerde ogretim tiyeleri yetistirilmeli ve yiiksek lisans
programlart agiimali. Her yonetici buna tabi olmali. Tabii ki bu sadece teoride kalmamalr yani siirekli
anlat anlat olmamali. Bu pratikte de belli sinavlara tabi tutulmali yani kiginin bilgisayar yetenegi,
kisinin 6ngoriisii kisinin gelecege bakisinin nasil oldugu da miilakatlarda ve belli goriismelerde ortaya
konulmali.”

Y9: “Bence sinavda sorulacak sorular onemli. Orada idarecilikte yapacaklar: ig ve islemler ile ilgili
sorular sorulmali. Ondan sonraki siirecte 3 aylik bir staj siirecinden gegmeli. Tecriibeli birisinin
yaninda ¢alismali ve o kigi de onlara not vermeli. Bu insan yapabilir veya yapamaz derlerse bence ¢ok
daha saglam bir yonetici atama sistemi olur”.
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Tablo 7. Okul Yéneticisi Atama Sistemi ve Uygulamalar1 Konusunda Alan Uzmanlarinin Onerileri

Ana Tema Alt Temalar Alan Uzmanlar f
Miilakatta liyakat ve ehliyete bakilmali Al,A2 A3,A4,A5A9A10 7
Yazili sinav ve liyakati esas alan miilakat olmali Al,A2,A3,A5A8,A9,A10 7
Atamalar bagimsiz ve yetkin komisyonlarca yapilmali AL A2, A3,A4A5ATA9 7
Miilakat yoneticilik potansiyelini ve yeterliligini 6lgmeli Al,A2,A3,A4,A5 A9 6
Seffaf ve adil bir atama sistemi olmali A2,A3,A4,A5 A7,A8 6
Yapisal Boyut  Ep, Jiyakatli ve ehliyetli yoneticiyi segme hedeflenmeli A4,A5,A9,AL10 4
(f=52) Yonetici belirleme komisyonuna diger paydaslar da katilmal AS5,A7,A9 3
Farkli ¢evrelerin atamalara miidahale etmeleri 6nlenmeli A2,A7,A8 3
Seffaf, denetlenebilir ve 6lgiilebilir bir miilakat sistemi olmali A3,A10 2
Yazili sinavda agik u¢lu sorular sorulmali A3 1
Cok boyutlu bir atama segme sistemi gelistirilmeli A5 1
Her okul i¢in ayr1 yonetici bagvuru ve degerlendirme siireci olmali A5 1
Atamalarda lisansiistii egitimi daha ¢ok dikkate alinmali Al,A4,A5A6,A7,A8AL0 7
Egitsel Boyut  ygneticilik igin dlgiilebilir yeterlilik ve beceri alanlar belirlenmeli A3,A6,A9,A10 4
(f=16) Atama Oncesi hizmet siiresi artirilmali Al,A7,A10 3
Miilakatta adayin ¢alismalarina ve aldig1 egitimlere bakilmali A4,A5 2
Statii ve Ozliik  Yoneticilikle ilgili istikrarli bir devlet politikasi olmali A3, A4,A5,A6 4
Hakdan Miidiir yetkili 6gretmenlerin yonetici olma kistaslart degistirilmeli A7 1
(=6) Kadin yoneticilere pozitif ayirimcilik taninmali A9 1

Tablo 7°de goriildiigii gibi, yonetici atama sistemi ve uygulamalarina iligkin beklenti ve Onerilerle
ilgili alan uzmanlarinin goriislerine bakildiginda en ¢ok 6ne ¢ikan ana temanin yapisal boyut oldugu
gorlilmektedir. Bu tema altinda en fazla ‘Miilakatta liyakat ve ehliyete bakilmali’, ‘Yazili simnav ve
liyakati esas alan miilakat olmali” ve ‘Atamalar bagimsiz ve yetkin komisyonlarca yapilmali’ alt
temalarinin 6ne ¢iktig1 goriilmektedir. Katilimcilardan bazilari beklenti ve Onerilerini soyle ifade
etmislerdir:

AS: “Lisansiistii yoneticilik 6n kosuluyla yonetici olunmali. Atamalarda adam kayirmacuik
anlayisindan kurtulmak icin daha objektif, daha nesnel kriterler getirilmeli ve gergekten liyakate onem
verilmeli, kim bu okulu ger¢ekten daha ileriye gotiirebilir endisesiyle bir idareci belirleme veya bir
yonetici arayist i¢inde olunmali. Miilakat gecerli bir teknik ama uygulama sekline bagh. Okulun
paydaslarindan birkag kisi miilakat komisyonunda yer alabilir. Vizyonuna bakilabilir. Egitim yonetimi
almindaki uzmanlardan faydalanilabilir komisyonlarda. Sivil toplum kuruluglarinin temsilcilerinin de
oldugu bir heyetin miilakat yapmasi objektif sonuglar dogurabilir.”

Al10: “Objektif bir miilakat, gercekten yénetsel vasiflarin olup olmamasi, insan iliskileri etkilesim,
protokol, mesleki etik, yonetsel etik bu anlamda ¢ok onemli donamimlari ve en azindan oén
yatkinliklari, hassasiyetleri olan insanlarin secilmesi gerekiyor. Iyi bir okul yoneticisi secme gibi
durumlarda miilakat aslinda cok hayatidir. Ancak miilakatin tam da hakkimi vererek yapilmasi,
objektif bir sekilde, ¢ok saghkli bir sekilde belki video kayitlariyla vb. herhangi bir itiraz konusu
olmasina meydan vermeden yapilmasi, Tiirkiye'deki konjonktiirel yapilardan ¢ok arimik, seffaf bir
stiregle ilerlemesi gerekiyor. Burada liyakat on planda olacak ve en iyi yoneticiyi se¢gme hedefi ve
ideali olmali.”

Tartisma Sonu¢ ve Oneriler

Arastirma bulgularina gore Tiirkiye’de okul yoneticisi atama sisteminin bir¢ok yonden yetersiz oldugu
tespit edilmistir. Atama sisteminin kusurlu yapisi ve yoneticilik kabiliyetine ve becerilerine sahip
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nitelikli kisilerin belirlenmesi konusundaki yetersizlik ve bunlarla ilgili beklenti ve 6neriler konusunda
katilimer alt gruplarin (6gretmen, okul yoneticisi, MEM yoneticileri ve Alan uzmanlar1) tamamina
yakiinin bir uzlagi i¢inde oldugu gorilmiistiir. Okul yoneticisi atama sisteminin var olan durum ve
uygulamalartyla ilgili arastirmada elde edilen bulgulara goére, atama sistemi ve uygulamalarinin
nitelikli yoneticiyi belirleyip is basina getirmede yetersiz oldugu goriilmiistiir. Eski uygulamalara
kiyasla yazili smavin ve miilakatin mevcut seklinin daha iyi oldugu ve atamalarda objektifligi
saglamak icin llke sartlarina olduk¢a uygun oldugu belirtilmistir. Ada (2000: 136) calismasinda
MEB’in atamalarda sézde liyakat ilkesine gore hareket ettigini ancak gergekte siyasi tercihlerin
belirleyici oldugunu belirtmistir. Sayan ve Yildirim (2019: 23) okul yoneticileri atama tiirleriyle ilgili,
okul yoneticileri ve Ogretmenlerle yaptiklari nitel ¢aligmada atama tiiriiniin yoneticilerin kisisel
hayatlarina nasil etki ettigini arastirmistir. Sinavla atanan yoneticilerin bu durumdan olumlu
etkilendikleri belirtilirken, miilakatla atananlarin siyasi gruplarin atamaya etkisi ve adam kayirma
yapildig1 diisiincesinden dolay1 (toplum tarafindan Oyle algilandigini bildikleri i¢in) olumsuz
etkilendikleri belirtilmistir.

Arastirma verilerine goére yazili sinav, objektifligi saglamasindan dolay1 katilimecilarin ¢ogunlugu
tarafindan kabul gérmesine karsin bazi katilimcilar tarafindan, gecerlilik sorunu oldugu yani amaca
hizmet etmedigi gerekgesiyle kabul gormemistir. Coktan segmeli bir test smavi birgok katilimci
tarafindan dogru bir uygulama olarak kabul edilse de nitelikli bir yonetici segme hususunda objektif
bir eleme aract olmanin Otesinde bir anlam ifade etmemektedir. Miilakatin oraninin yiizde yirmi
oldugu bir atama sisteminde yoneticilerin neredeyse bir eleme sinaviyla, yoneticilik potansiyeli ve
yeterlilikleri Ol¢iilmeden, adaylarin yoneticilik becerilerine haiz olup olmadiklarina bakilmadan
atandiklar1 anlami ¢ikmaktadir. Ve bu durum isin 6ziiniin 1skalandigini gostermektedir. Katilimcilarin
degerlendirmelerinden yonetici belirleme miilakatlarinda adalet gézetilmedigi ve miilakatin Tiirkiye
sartlarinda hakkaniyetle yapilmadigi anlagilmaktadir. Farkli gii¢ odaklarinin atamalara miidahale
ettikleri ve bunun dogru olmadigi, miilakat siirecinin Tirkiye sartlarinda dogru bir sekilde
isletilmedigi ifade edilmistir. Arastirma bulgularinda, miilakat komisyonunun farkli yapilarin etkisinde
kaldig1, bagimsiz hareket edemedigi ve yonetici belirlemede yetkin olmadigi, bundan dolay1
giivenilirligini yitirdigi goriisii 6ne ¢ikmigtir. Ayrica miilakatin yapilis sekli ve kismen igeriginden
dolay1 kismen de komisyonun giivenilirligini yitirmesinden dolay1 gegerliliginin sorunlu oldugu, biitiin
bunlardan dolayr da liyakatli ve ehliyetli yonetici belirlenemedigi seklindeki degerlendirmelerin
yapildigi goriilmektedir. Istikrarli bir yonetici atama politikasinin olmamasi énemli bir dezavantaj
olarak goriiliirken atama sisteminin kayirmacilia ve politik miidahalelere agik bulunmasi niteligi
yakalama ihtimalini daha da azaltmaktadir. Neredeyse her y1l degisen bir atama yonetmeliginin varlig
atama politikasindaki istikrarsizligin en 6nemli kanitidir. Bilfiil gorev yapan okul yoneticileri ile
MEM yoneticilerinin ve potansiyel yonetici adayr olan Ogretmenlerin en ¢ok dile getirdikleri
elestiriler: atamalarda yasanan adaletsizlikler, objektif ve giiven verici seffaf bir zeminin olmayisi (son
atama harig), liyakat ve yeterligin yerine kayirmaci bir anlayisa kapi aralayan bir sistemin varligidir.
Aslanargun (2011: 2658) yaptig1 arastirmada objektiflik ve esitlik adina yoneticilerin ¢oktan se¢meli
bir sinav araciligryla puan lstiinliigline dayali olarak atanmalarinin okullarin yonetilememe sorununu
¢bzemeyecegini belirtmistir. Bu durumun sadece ezber yetenegi olan ve soru ¢ézme deneyimi fazla
olan kisilerin 6ne ¢ikmasini saglayacagini, oysa okulu yonetmek i¢in farkli yonetsel yeterliliklerin
gerektigini belirtmistir.

Tiirkiye’de okul yoneticisi atama sistemi ve uygulamalariyla ilgili beklenti ve Oneriler konusunda
arastirmanin bulgularina bakildiginda, mevcut durumun degerlendirmesi kisminda yapilan olumsuz
birgok degerlendirmenin de ¢o6ziimii niteliginde Onemli Onerilerin sunuldugu goriilmistiir. Ayni
zamanda okul ydneticiliginin sistemsel olarak bir istikrara kavusmasi, liyakat ve ehliyeti esas alan bir
atama sisteminin gelistirilmesi yoniinde bir beklenti i¢inde olundugu sonucuna varildigi sylenebilir.
Bu oOneri ve beklentiler nitelikli yonetici belirlemek igin yetistirme siirecini temele alan yeni bir
yaklasim igerisinde atama sistemiyle ilgili yeni politikalarin gelistirilmesi gerektigini ve okul
yoneticiligiyle ilgili yeni bir vizyona ihtiya¢ oldugunu gostermektedir. Yazili sinav ve liyakati esas
alan miilakatin olmasi, miilakatta yoneticinin potansiyeline ve vizyonuna bakilmasi, seffaf ve adil bir
atama sisteminin olusturulmasi, atamalarin bagimsiz ve yetkin komisyonlarca yapilmasi, liyakat ve
ehliyet esasina gore atama yapilmasi gerektigi Onerilerinin neredeyse ortak goriis seklinde dile
getirildigi goriilmistiir. Bu durum, yonetici belirleme ve atama sisteminde temel zaaf noktasini da
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gostermektedir. Burada atama sisteminin hangi parametreler ekseninde belirlenmesi gerektigi de net
olarak ortaya ¢ikmaktadir. Bu oneriler ¢ercevesinde bakildiginda yonetici belirleme siireciyle ilgili
adalet, hakkaniyet, seffaflik, objektiflik, liyakat ve ehliyet gibi temel degerler ve ilkelerin, bu isin
birinci dereceden tiim paydaslari tarafindan bu kadar siklikla dile getirilmis olmasi sistemin kuruldugu
temelin zayifligin1 ve uygulamalardaki yetersizligini gdstermektedir. Her ne kadar bu isin tiimiiyle
haksizlik ve hukuksuzluk temelinde yiiriitiildiigli sdylenemese de atama sistemi ve uygulamalar
konusunda var olan olumsuz algiya isaret edildigi goriilmektedir. Camur (2003) yaptig1 c¢alismada
liyakat ilkesinin benimsenmesiyle atamalarda tarafsizlik ve esitlik saglanacagini ve siyasi
kadrolasmanin da bu yolla Onlenebilecegini belirtmistir. Sayan ve Yildinm (2019: 30-31)
caligmalarinda okul yonetici kadrosunun profesyonellestirilmesi ve 6gretmenlik deneyiminin olmasi
gerektigini belirterek okul yoneticilerinin egitim yoneticiligi alaninda yiiksek lisans yapanlar arasindan
secilmesi gerektigini belirtmiglerdir. Ayrica mutlaka yonetici segme sinavinin yapilmasi gerektigini ve
miilakatin oraninin simavin oranindan daha diisiik tutulmasi gerektigini belirtmiglerdir. Bu veriler
arastirma bulgularint destekler mahiyettedir. Altin ve Vatanartiran (2014:32) ¢aligsmalarinda miilakatin
atanan yoneticileri tohmet altinda birakmayacak, torpil endisesine ve dedikodulara mahal vermeyecek
yetkin ve bagimsiz kisiler tarafindan yapilmasi gerektigini belirtmislerdir.

Ogretmenler tarafindan atama sistemiyle ilgili sunulan 6nerilerde en ¢ok ‘Aday yonetici uygulamasi
olmalr’ 6nerisinin 6ne ¢iktig1 goriilmiistiir. Bu durum yonetici se¢ciminde uygulamaya dayali uzmanlik
talebini ifade etmesi bakimindan 6nemlidir. Yonetici adayinin tecriibeli bir yoneticinin rehberliginde
staj gbérmesi anlamina gelen mentorliigiin yani aday yonetici uygulamasinin arastirmaya katilanlarin
cogunlugu tarafindan ifade edilmesi olduk¢a anlamlidir. Tetik (2011: 30-39) mentorliigiin tarihsel
olarak da c¢ok eskilere dayanan kadim bir yontem oldugunu, Selguklularda ve Osmanli’da ydnetici
yetistirmede uygulandigim belirterek, bugiin ABD, Ingiltere, Kanada, Singapur ve Finlandiya gibi
gelismis bir¢ok {ilkede okul yoneticisi yetistirmede sistemli olarak uygulandigini ifade etmistir.

Atamalarda lisansiistii egitimin daha ¢ok dikkate alinmasi, yoneticilerin yonetim alaninda yiiksek
lisans yapanlar arasindan secilmesi, atama Oncesi yoneticilik egitimiyle ilgili belirli sertifikalarin
alinmasi ve en nitelikli yoneticinin atanmasinin hedeflenmesi gerektigi onerileri yoneticilik egitiminin
atamalarda g6z ardi edilmemesi gerektigini gostermistir. Balyer ve Giindiiz (2011: 182) ABD’de okul
miidiirlerinin biiyiik ¢gogunlugunun yonetim alaninda yiiksek lisans veya doktora derecelerine sahip
olduklarimi belirtmis ve Tiirkiye’de hizmet dncesi ve hizmet sonrasi yoneticilik egitimi verilmesinin
gerekliligi belirtilerek, bu egitimlerin okul yoneticilerine proaktiflik kazandiracagi sonucuna
varmiglardir. Konan ve digerleri (2017: 156), okul yoneticilerinin sahip olmalar1 gereken yeterliklerin
belirlenip lisans ve yiiksek lisans egitimleriyle, zaruri durumlarda hizmet i¢i egitimlerle
kazandirilabilecegini belirtmiglerdir.

Sonug olarak gerek arastirma bulgularina gerekse de alanyazina bakildiginda bilgi c¢agi olarak
adlandirilan 21. yiizyilin ilk ¢eyregini tamamlamaya dogru gidilen bu siiregte, Tiirkiye nin bir anlamda
tiim geleceginin sekillendigi, toplumun her meslek grubunda ve her tabakasinda rol alacak tiim insan
giiclinlin yetistirildigi en énemli kurumlar olan okullarin yoneticilerinin atama sisteminin her agidan
yetersiz oldugu goriilmektedir. Yonetici atama politikalarinda belirli bir istikrarin saglanmamis
olmasinin en belirgin sonucu olarak siirekli degisen ve bir anlamda ‘dikis tutmayan’ yonetmelikler ve
bunlarin sahada dogurdugu hukuksuz uygulamalar birgok paydasta ciddi anlamda olumsuz algi
olusturmus bulunmaktadir. Egitimde kazandirilmasi hedeflenen en 6nemli degerlerden olan adalet ve
hakkaniyet ile neredeyse tiim atamalarda esas olarak belirlenmis ve kabul gormiis temel ilkeler olan
liyakat ve ehliyetin atama sistemi ve uygulamalari siirecinde ¢ok fazla goz ardi edildigi ve uygulamada
karsilik bulmadig1 yapilan degerlendirmelerdendir. Keyfi bir¢ok uygulamaya maruz kalan, bir takim
giic cevrelerinin ve dig etkilerin torpil ve iltimas girisimlerine ve buradan giic devsirmelerine agik
bulunan atama sistemi seffaflik konusunda birgok elestiriye maruz kalmaktadir. Bundan dolay,
atamada miilakattan ziyade merkezi bir smavin belirleyici olmasi ve miilakatin oraninin azaltilmis
olmas1 objektifligi saglamak, negatif algilar1 izale etmek agisindan gorece olumlu bir yaklasim ve
benimsenen bir uygulama olarak kabul gordiigii anlagilmaktadir.

Yazarlarin Katki Oram
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Bu makalede her iki yazarin katki oran1 %50°dir.

Cikar Catismasi

Arastirmada ¢ikar catigmasi teskil edebilecek bir durum goriilmemistir.
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