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Ol¢me ve Degerlendirme Uzmanlarinin is Doyumlar: Agiklayici Sirali
Karma Yontemler Arastirmasi

Makale Bilgileri Oz
@CrussMa[k Bu aragtirmanin amaci, 6zel okullarda cahsmig/calisan Slgme ve degerlendirme (OD)
uzmanlarmin is doyumlarmin bazi  demografik degiskenlere gore farklilasip
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9 alt boyuttan olusan “Is Doyum Olgegi”, nitel verilerin toplanmasinda “OD Uzmanlarmin
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Mesleki Deneyim Anketi” kullamlmistir. Is doyum 6lgegi 44, anket ise 22 uzman tarafindan
Anahtar Kelimeler: yanitlanmigtir. Demografik degiskenlere gore alt Ol¢ek puanlarmin  farklhilasip
. y ) farklilasmadig: t testi ve varyans analiziyle incelenmistir. Ankete yanitlarina igerik analizi
Olgme ve Degerlendirme yapimigtir. Uzmanlarin is doyum §lgeginin yiikselme olanaklari alt boyutunda
Uzman, memnuniyetsiz, ticret, denetim, sosyal haklar, performansa dayali 6diillendirme, iletisim alt
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i§ Doyumu boyutlarinda orta diizeyde memnun; calisma arkadaslari ve isin yapisi alt boyutunda

memnun olduklar1 belirlenmistir. Icerik analizi sonucunda, uzmanlarin kurumlardaki
pozisyonlarnin ve gorevlerinin degisiklik gosterdigi ve bir standardimin olmadigs,
Aragtirmasi kurumlarda ¢ogunlukla smav odakli ¢alismalar yapildigi, 6gretmenlerin soru yazma, iist
diizey becerilerin Olgiilmesi, test ve madde istatistiklerini yorumlama gibi konularda
eksiklikleri oldugu, uzmanlarin galismalarmni destekleyen yoneticilerin yaninda OD’yi
yalnizca sinav sonucu olarak goren yoneticilerin de bulundugu belirlenmistir.
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Giris

Bir egitim sisteminin basarisi hakkinda bilgi veren en énemli gosterge 6grenci davranislaridir.
Ogrencilerin bireysel ya da grup olarak derslerdeki dgrenme diizeyleri, grenme eksiklikleri, hangi
davraniglarinin gelistirilmesi gerektigi, duyussal 6zelliklerinin durumu, okul hedeflerine ulasiima
diizeyi vb. durumlari belirleyebilmek igin 6lgme ve degerlendirme (OD) gereklidir. Bu nedenle OD
egitim siirecinin vazgecilmez bir 6gesidir. ODile egitim sisteminin kontrolii saglanmakta, ilgili kisilere
gerekli geri bildirimler verilmekte, 6gretim siireciyle ilgili giicliikleri ¢ozebilecek 6nlemler alinarak
egitimin kalitesi artirilmaya galigilmaktadir. OD siireci okullarda 6gretmenler tarafindan yiiriitiilmekte
ancak bazi 6zel okullar OD uzmam istihdam ederek bu siirecin uzmanlar tarafindan koordine
edilmesini saglamaktadir. OD uzmanlarinin genel olarak, OD hizmetleri ile egitim dgretim siirecinin
kalitesini gelistirmek, psikometrik 6zellikleri yiiksek 6l¢me araglarini gelistirmek ya da kullanilmasini
saglamak, 6l¢me uygulamalariyla ilgili faaliyetleri diizenlemek, 6l¢me sonuglarini degerlendirmek,
paydaslara (yonetici, 6grenci, 6gretmen, veli) 6l¢cme sonuglariyla ilgili geri bildirim saglamak amaciyla

istihdam edilmesi beklenmektedir.

1982’de yapilan XI. Milli Egitim Stirasi’'nda, egitimde OD uzmanlik alan: olarak belirlenmis ve
bu alanda calisacak uzmanlara “Olgme ve Degerlendirme Uzmam” unvani verilmistir (Milli Egitim
Bakanhigi [MEB], 1982). Bu uzmanlig1 verecek kurumlar yiiksekogretim kurumlar1 olacagr igin,
Egitimde OD lisans programi 1982-83 egitim-ogretim doneminde Hacettepe Universitesi Egitim
Fakiiltesinde agilmis, 1997 yilinda egitim fakiiltelerinin yeniden yapilandirilmas: kapsaminda
kapatilmistir (Kutlu, 2003). Bu yillar arasinda egitim fakiiltelerinin 6lgme ve degerlendirme lisans
boliimlerinden mezun olan &grenciler, OD uzmani unvanini alarak egitimin cesitli kademelerinde
uzman olarak ¢alismaya baglamislardir. 1997 yilindan itibaren ilgili béliime 6grenci alimi yapilmamis
ve sonraki yillarda OD uzmanlik egitimi lisans egitimi olarak degil, az sayida {iniversitede yiiksek lisans
ve doktora diizeyinde verilmeye baglanmistir. Giiniimiizde de OD uzmanlik egitimi veren bu
programlarin (yiiksek lisans ve doktora) temel amaci alan uzmani ve akademik personel yetistirmektir.
llgili programlardan mezun olan OD uzmanlariin bir kismi &zel okullarda galismaktadir; fakat bu
iiniversitelerin mezun ettigi uzman sayisi, tiniversitelerin akademik personel ihtiyaglari ile kamu ve
0zel kurumlarin uzman ihtiyaglarini karsilamakta yetersiz kalmaktadir. Bu nedenle Tiirkiye’de 6zel
okullarda ¢alisan uzmanlarinin sayist az olmakla birlikte, egitim 6gretim siireclerinin niteligini artirmak
amaciyla uzmana duyulan ihtiyagc giderek artmaktadir. Kurumlarm OD uzmam ihtiyacim
karsilayabilmek i¢in az sayida iiniversite yine yiiksek lisans ve doktora programlarina ek olarak tezsiz
yiiksek lisans programi agmaktadir. Bu tezsiz yiiksek lisans programlarindan mezun olanlar da yine
OD uzmamn unvanini alarak egitim kurumlarinda galisabilmektedir. Dolayisiyla, okullarda OD uzman
olarak calisabilecek kisilerin ya ge¢mis yillarda lisans egitimini tamamlamis olmasi ya da tezsiz yiiksek
lisans, yiiksek lisans veya doktora programlarini tamamlamis olmas: gerekmektedir. Kurumlarda gorev

alacak uzmanlarin standartlarini belirlemek amacryla OD Uzmani Ulusal Meslek Standards, 5544 sayili
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Mesleki Yeterlilik Kurumu (Mesleki Yeterlilik Kurumu [MYK], 2016) Kanunu uyarinca Egitimde ve
Psikolojide Olgme ve Degerlendirme Dernegi (EPODDER) tarafindan hazirlanmistir; ancak OD Uzman
Ulusal Meslek Standardi'nda OD uzmaninin egitim diizeyleriyle ilgili bir bilgi yer almamaktadir. OD
uzmanlarinin ulusal meslek standardimin belirlenmesiyle, okullarda galisan OD uzmanlarinin ig
tanimlarinin (gorevlerinin), c¢alisma ortamlarmin ve kosullarinin benzer olmasmnin saglanmasi
amaclanmistir. Ciinkii is hayati, bireyin yasaminin 6nemli bir kismini olusturmaktadir. Calisanin isteki
cevresiyle uyum saglamasi, calistign kurumdan beklentilerinin karsilanmasi, isini severek yapmasi,
kisinin mutlu olmasi ve yasamindan haz almasi agisindan oldukca 6nemlidir. Bagka bir deyisle, bireyin
is doyumunun yiiksek olmasi gerek is gerek is disi yasaminda mutlu ve huzurlu olmasimu

saglamaktadir.

Spector (1997), basit olarak is doyumunu insanlarin islerinden hoslanma derecesi, is
doyumsuzlugunu da insanlarin iglerinden hoglanmama derecesi olarak tanimlamaktadir. Is doyumu
bir ¢alisanin isinden aldig1 zevkin derecesiyle ilgilidir. Dogal olarak is doyumunun, isin 6zellikleriyle
calisanin isteklerinin birbirine uydugu durumda gergeklestigi ifade edilmektedir (Fidan vd., 2000).
Kisinin aldig {icretten memnun olmasi, yiikselme firsat: olduguna inanmasi, yoneticileri ile olumlu
iligkiler kurmasi, kurum tarafindan saglanan hak ve 6deneklerden memnun olmasi, ¢abalarinin takdir
gordiiglinii diisiinmesi, is yerindeki kurallarin gerekliligine inanmas, is arkadaslar: ile olumlu iligkiler
gelistirmesi, yaptig1 isten keyif almasi, kurum iginde bilgi akisinin iyi ve yeterli olduguna inanmasi
kisinin yiiksek is doyumunun gostergeleri arasindadir (Spector, 1985). Yiiksek is doyumunun ¢alisan
tizerinde fiziksel ve psikolojik olumlu etkileri olurken, is doyumsuzlugunun ise ¢alisanlarda fiziksel ve
psikolojik olumsuz etkilerinin yaninda isten bikma, devamsizlik, iletisim problemleri ve isi birakma
gibi kurumu da olumsuz etkileyen sonuglari s6z konusu olabilmektedir (Basaran, 1991, 2008). Bu
nedenle, egitimin temel bilesenlerinden olan OD alaninda 6zel okullarda calisan uzmanlarin sayisinin
az oldugu goz 6niinde bulundurularak okullarda galisan OD uzmanlarimin is doyumlarimin saglanmast

Onem arz etmektedir.

Alanyazinda is doyumunu etkileyen faktorler genel olarak isin niteligi, ticret, yiikselme olanagi,
ovgll, calisma kosullari, denetim, ¢alisma arkadaslari, orgiit ve yonetim, orgiit iklimi gibi gevresel
(digsal) faktorler ile yas, medeni durum, cinsiyet, egitim durumu, sorumluluk alma, basarma ve
taninma istegi gibi kisisel (igsel) faktorler olarak belirtilmektedir (Basaran, 1991, 2008). Is doyumunu
acgiklamak iizere siklikla demografik degiskenlerin (yas, cinsiyet, egitim diizeyi, kidem vb.) arastirildig:
goriilmektedir. Demografik degiskenlerin is doyumundaki degisimi agikladigini bulan arastirmalar
mevcut olmakla birlikte (Biiylikgoze ve Ozdemir, 2017; Clark, 1997; Emek vd., 2015; Islam ve Akter,
2019; Kristensen ve Johansson, 2008; Kume, 2020; Shrestha, 2019; Yelboga, 2012) bu degiskenlerin
anlamli bir degisken olmadigini bulan arastirmalar da mevcuttur (Amarasena vd., 2015; Andrade vd.,

2019; Ashraf, 2020; Fields ve Blum, 1997; Koéroglu, 2011; Mohammed vd., 2017; Oshagbemi, 2000).
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Tiirkiye’deki alanyazin incelendiginde egitim alanindaki is doyumu arastirmalarinin daha ¢ok
Ogretmen, Ogretim elemani ve okul yoneticisi gruplariyla yapildig1 (Akin ve Kogak, 2007; Akkamis,
2010; Bayri, 2006; Cerit, 2014; Giindiiz, 2008; Inandi vd., 2013; Koca, 2016; Kocayoriik, 2000; Tuzgol Dost
ve Cenkseven, 2008) goriilmektedir. Okullarda calisan OD uzmanlarinin is doyumlarini belirlemeye
yonelik herhangi bir ¢alismaya rastlanmamakla birlikte, OD uzmanlarinin yaptiklar1 gorevler ve
gorevlerin etkililigini olumsuz yonde etkileyebilecek sorunlar1 ortaya koymak amaciyla yiiriitiilen bir
¢alisma bulunmaktadir (Nartgiin, 1998). Uluslararas: alanyazin incelendiginde de yine Tiirkiye’dekine
benzer sekilde yapilan is doyumu arastirmalarinin ¢ogunlukla 6gretmen, 6gretim eleman1 ve okul
yoneticileriyle (Banerjee vd., 2017; Jesinova vd., 2014; Moore, 2012; Newby, 1999; Nohako, 2018;
Oshagbemi, 1997; Park ve Johnson, 2009; Perrachione vd., 2008; Schulze, 2006; Soodmand Afshar ve
Doosti; 2016; Ssesanga ve Garrett, 2005) yapildig1 belirlenmistir. Bu baglamda okullarda yapilan OD
calismalarinda 6nemli bir etkiye sahip olmasi gereken, 6gretmenlere bu konuda yol gosterebilecek,
egitimin kalitesinin arttirilmasinda képrii gorevi gorebilecek OD uzmanlarimn is doyumlarmin yiiksek
olmasi, okullarin egitim kalitesini yiikseltmek agisindan 6nem tasimaktadir. Bu durum goz oniine
alindiginda, uzmanlarin is doyumlarinin icsel ve digsal faktorlere gore incelenmesi Onemli
goriilmektedir. Bu arastirmadan elde edilen sonuglarm, okullarda calisan OD uzmaninin gérev ve
sorumluluklarinin belirlenmesi, ¢calisma kosullarmin iyilestirilmesi, meslek sayginliginin saglanmasi

gibi konularda yapilacak ¢alismalara 1sik tutmasi beklenmektedir.

Bu aragtirmanin genel amaci, 6zel okullarda caligmis ya da calismakta olan OD uzmanlarinin is
doyumlarin belirlemek ve derinlemesine incelemektir. Aciklayici sirali karma yontem arastirma deseni
kullanilarak yiiriitiilen bu arastirmanin ilk asamasi olan nicel kistmda amag, OD uzmanlarinin ig
doyumlarinin diizeyini ve is doyum diizeylerinin cinsiyet, yas, egitim durumu, ¢alisma y1ili demografik
degiskenlerine gore farklilagip farklilasmadigini belirlemektir. Tkinci asama olan nitel kisimda ise amacg,
nicel kisimdan elde edilen sonuglarin agiklanabilmesi igin OD uzmanlarmin mesleki deneyimlerine
yonelik goriislerini alarak is doyumlarini daha detayli incelemektir. Bu amag dogrultusunda asagidaki

sorulara yanit aranmistir:
Ozel okullarda calisan ya da ¢alismis olan OD uzmanlarinn,

1) Is doyum diizeyleri nedir?

2) Is doyumlari cinsiyet, yas, egitim durumu, calisma yili degiskenlerine gére anlamli farklilik
gostermekte midir?

3) Mesleki deneyimlerine iligkin goriisleri nasildir?

4) Mesleki deneyimlerine iliskin goriislerinden elde edilen nitel sonuglar, is doyum

Olceginden elde edilen nicel sonuglar1 nasil agiklamaktadir?
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Yontem
Arastirma Deseni

Bu arastirmada karma yontem kullanilmistir. Karma yontemin kullanildig: arastirmalarda bir
yontem yerine birbirini destekleyen nicel ve nitel yontemler bir arada ele alinmaktadir. Yontem bu
yoniiyle arastirma problemine iliskin daha kapsamli ¢oziimlemelerin yapilmasma olanak
saglamaktadir (Creswell ve Plano Clark, 2007). Bu arastirmada da nicel bir veri toplama araci olan is
doyum 6lgeginden elde edilen sonuglar dogrultusunda uzmanlarin isteki deneyimleriyle ilgili nitel veri
toplanarak is doyumlar1 agiklanmaya calisildigindan karma yontemler arastirmasi aciklama amaciyla

kullanilmisgtir.

Nicel veya nitel yontemlerden biriyle elde edilen bulgularin, digerinden elde edilen bulgular
agiklamak amaciyla kullanilacag1 desen agiklayici sirali desendir (Sirali nicel—— NITEL). Aciklayict
sirali desen arastirmalarinda, arastirma oncelikle nicel verilerin toplanmas: ve analizi ile baslar. Bu ilk
asamadan sonra nitel veriler toplanir ve analiz edilir. Aragtirmanin ikinci asamasi olan nitel asamada,
birinci agamanin (nicel) sonuclar1 dikkate alimir. Arastirmaci, nitel sonuglarin ilk nicel sonuglar
actklamaya nasil olanak sagladigini yorumlar (Creswell, 2003; Creswell ve Plano Clark, 2020).

Aciklayical sirali desenin gosterimi Sekil 1’de verilmistir.

Iki veri tiriinden elde

Nicel

Nicel veri e Nitel veri edilen sonuglara gére
toplama ve orut toplama ve
= gore nitele — analizi yorumlama —
analizi baglant 1l Derinlemesine

kurma anlayis

Sekil 1. Aciklayicai sirali desen modeli (Creswell ve Plano Clark, 2020)
Calisma Grubu

Bu aragtirmanin evrenini 6zel okullarda gérev yapmis veya yapmakta olan OD uzmanlart
olusturmaktadir. Evrenin tam listesine ulasilamadigindan arastirma grubu kolayda ornekleme yoluyla
olusturulmustur (Fraenkel vd., 2012). Arastirmanin nicel boliimiinde is doyumu 06lgegi 44 uzman
tarafindan yanitlanmistir. OD alaninda herhangi bir egitim almamuis kisiler veri toplama araglarini

cevaplamalarina ragmen uzman sayilamayacag icin degerlendirmeye alinmamustir.

Arastirmanin nitel boliimii igin arastirma grubu, ilk asamada nicel verilerin toplandig: kisiler
arasindan amagcli ornekleme yontemiyle segilmistir. Nitel calisma grubunda yer alan bireylerin cinsiyet,
yas, kidem ve egitim durumu degiskenlerine gore dagilimina 6zellikle dikkat edilmistir. Arastirmanin
nitel boliimiindeki anket sorulart 22 uzman tarafindan yanitlanmistir. Tablo 1 nicel ve nitel ¢alisma

gruplarinda yer alan uzmanlarin demografik degiskenlere gore dagilimini gostermektedir.
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Tablo 1. Calisma grubunun demografik degiskenlere gore dagilim

Nicel Calisma Grubu Nitel Calisma grubu
Frekans (f)  Yiizde (%)  Frekans (f)  Yuzde (%)
Cinsiyet Kadin 32 72.7 14 63.6
Erkek 12 27.3 8 36.4
Yas 30 ve alt1 8 18.2 5 22.7
31-40 19 43.2 6 27.3
41 ve lizeri 17 38.6 11 50.0
Isteki deneyim 5 yil ve alt1 12 27.2 8 36.4
6-15 y1l 16 36.4 6 27.2
16 yil ve iistii 16 36.4 8 36.4
Egitim diizeyi Lisans 13 29.5 14 63.6
YL (Ogrenci ve Mezun) 21 47.7 8 36.4
DR (Ogrenci ve Mezun) 10 227 5 22.7
Lisans Fen Bilimleri 7 15.9 4 18.2
mezuniyet alam1  Matematik 8 18.2 3 13.6
Ogretmenlik Dis1 5 114 2 9.1
Temel Egitim 3 6.8 1 45
PDR ve Felsefe 2 4.5 3 13.6
Egitim Bilimleri 19 43.2 9 40.9
Toplam 44 100.0 22 100.0

Tablo 1'de goriildiigli gibi, uzmanlarin ¢ogunlugunu kadinlardan olusmakta, 30 ve alt1 yas
grubunda bulunanlarin oranmin diger yas gruplarina gore daha az sayida oldugu goriilmektedir.
Uzmanlarin ¢ogu 5 yildan fazla mesleki deneyime sahiptir. Uzmanlarin mezuniyet alanlar
incelendiginde Egitim Bilimleri alanindan mezun olanlarin orani diger gruplara gore daha yiiksektir.
Nicel calismaya katilan uzmanlarin yaklasik yarisi (%47,7) yiiksek lisans derecesine sahiptir. Nitel

arastirmaya katilan uzmanlarin yarisindan fazlasi (%63,6) lisans mezunudur.
Veri Toplama Araclar

Arastirmanin nicel verilerinin toplanmasi i¢in Spector (1985) tarafindan gelistirilen, Yelboga
(2009) tarafindan Tiirk kiiltiiriine uyarlanan “Is Doyum Olgegi”; nitel verilerin toplanmasi amaciyla da
aragtirmacilar tarafindan gelistirilen “OD Uzmanlarinin Mesleki Deneyim Anketi” uygulanmugtir.
s doyum olgegi: is Doyum Olgegi, “Ucret”, “Yiikselme olanaklar1”, “Denetim”, “Sosyal haklar”,
“Performansa dayali 6diillendirme”, “Isin yapilma sekli”, “Calisma arkadaslar1”, “Isin yapisi” ve
“Iletisim” olmak {izere dokuz alt boyuttan olusmaktadir. Her bir alt boyutta dért madde olmak {izere
olgekte toplam 36 madde vardir. Her madde “1-Hi¢ katilmiyorum” ile “6-Tamamen katiliyorum”
arasinda derecelendirilmistir. Olcek aslen insan kaynaklari kurumlarinda kullanilmak {izere gelistirilse
de web sitesinde (Spector, 2021) Olgege iliskin sunulan normlar, 6l¢egin hem 6zel hem de kamu
sektoriinde ¢ok gesitli kurumlarda kullanilmasina olanak sagladigimi gostermektedir. Olcekteki
maddelerin bazilar1 olumlu yénde bazilar1 da olumsuz yonde yazilmistir. Dort maddeden olusan 9 alt
boyutun her birinden 4-24 araliginda puan alinabilmekte; alinan yiiksek puanlar, bireylerin is
memnuniyetini temsil etmektedir. Olgekte olumsuz olarak ifade edilen maddelerin toplam puan

alinmadan 6nce ters cevrilmesi gerekmektedir.
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Yelboga (2009) tarafindan Tiirk kiiltiiriine uyarlanan dlgegin yap: gegerligini belirlemek igin
arastirmaci tarafindan a¢imlayici ve dogrulayic faktor analizi yapilmistir. Agimlayic faktor analizi
sonucunda orijinal Olgekteki gibi 6zdegeri birin iizerinde olan 9 alt boyut elde edildigi ve toplam
agiklanan varyansmn %63.75 oldugu belirtilmistir. Dogrulayici faktor analizi sonucunda uyum iyiligi
istatistiklerinin x2/sd=1.67, RMSEA=.043, RMR=.014, SRMS=.048, GFI= .91, CFI=97, NFI=97, IFI=.93 ve
RFI=.92 olarak elde edildigi ifade edilmistir. Maddelerin faktorleriyle iliskisini gosteren standardize
edilmis regresyon katsayilarinin ise .41 ile .88 arasinda degisen degerler aldig1 belirtilmis; bu degerlere
gore, dokuz faktorden olusan is doyum 0Olgegi modelinin Tiirk kiiltiiriine uygun oldugu ifade edilmistir.
Giivenirlik analizlerine gore, 6lcegin her bir alt faktorii i¢in Cronbach alfa katsayilarmin 0.63 ile 0.88
arasinda, test tekrar test giivenirlik katsayilarinin ise 0.70 ile 0.87 arasinda degistigi, tiim Olgek igin

Cronbach alfa katsayisinin 0.78, test tekrar test giivenirlik katsayisinin 0.83 oldugu belirtilmistir.

Bu arastirma icin hesaplanan is doyum 6lgegi alt boyutlarinin Cronbach alfa katsayilar “Isin
yapilma sekli” boyutu harig 0.68 ile 0.88 arasinda degismektedir. “Isin yapilma sekli” alt boyutunun
Cronbach alfa katsayis1 (a<0.70) ¢ok diisiik ¢iktig i¢in, arastirmada bu alt boyut dikkate alinmamustir.
Ayrica orneklem biiyiikliigii yeterli olmadigindan dolay: bu arastirmada 6lgegin yap1 gegerligine dair

kanit toplanamamustir. Bu durum arastirmann bir siirliligidar.

OD uzmanlarinin mesleki deneyim anketi: Arastirmanin nicel kismindan elde edilen bulgular,
arastirmanin anket sorularmin ve nitel calisma grubunun belirlemesine rehberlik etmistir. Nitel
verilerin toplanmasi amaciyla aragtirmacilar tarafindan “OD uzmanlarmin mesleki deneyim anketi”
gelistirilmistir. Bu anketteki sorular, is doyum 6lgeginin alt boyutlar1 dikkate alinarak, nicel kissmdan
elde edilen bulgulari aciklamaya yonelik olacak sekilde hazirlanmistir. Anket formu gelistirilirken nitel
veri toplama araci gelistirme adimlar takip edilmistir. A¢itk uglu sorulardan olusan madde havuzu
olusturulmus, uzman goriisleri alinmis ve aracin pilot uygulamasi yapilmistir. Sorularin agik, anlastlir,
amaca uygun olmasma ve katiimciy1 yonlendirici anlatimlar icermemesine dikkat edilmistir. Anket
sorular;, iki OD uzmamnin ve OD alaminda iki akademisyenin goriisiine sunulmustur.
Akademisyenlerden ve uzmanlardan sorularin anlasilirligi ve uzmanlarin is doyumunu agiklayabilecek
mesleki deneyimleri ile siklikla yasanan sorunlari ortaya c¢ikarmaya uygunlugu agisindan goriis
almmustir. Uzmanlardan ayrica 6n deneme uygulamasi niteliinde anket sorularmni yanitlamalar:
istenmis ve pilot uygulama yapilmistir. Alinan goriisler dogrultusunda sorular yeniden diizenlenerek

uygulamaya hazir duruma getirilmistir.

Ankette oncelikle uzmanlarin kurumlarda gergeklestirdikleri gorevlerin neler oldugunu ve bu
gorevleri uzmanlik alanlarmma uygun goriip gormediklerini belirlemek amaciyla 36 adet gorev
tanimlanmigtir. Gorevler belirlenirken Ulusal Meslek Standardi OD Uzmani “Gorev, 1§1em1er ve

Bagarim Olgiitleri” tablosundan ve uzmanlarin deneyimlerinden yararlanilmistir. Ayrica uzmanlarin
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yapmak istedikleri ¢aligmalar, aldiklar1 egitim, yoneticiler ve 6gretmenlerle olan iletisimleri, 6zliik

haklari, calisma kosullar1 ve varsa yasadiklari sorunlar: ortaya ¢ikarmaya yonelik sorular yoneltilmistir.

Verilerin toplanmasi siirecinde oncelikle is doyum 6l¢eginin ¢evrimici formu hazirlanmis ve
formun yer aldig1 baglanti adresi uzmanlarin bulundugu platformlarda paylasilarak ilgili kisilerin
Olcegi doldurmasi istenmistir. Ayrica, farkl illerdeki 6zel okullarin internet sitelerinden ulasilabilen
uzmanlarin e-posta adreslerine bu baglanti adresleri gonderilmistir. Uzmanlarin is doyum olgegine
verdikleri yanitlarin analizleri gergeklestirildikten sonra nicel ¢alisma grubundaki bireylerin 6zellikle
cinsiyet, yas, kidem, egitim durumu degiskenlerine gore dagilimlar1 dikkate alinarak nitel ¢alisma
grubu olusturulmustur. Ardindan arastirmacilar tarafindan hazirlanan anketin g¢evrimici formu
olusturularak baglant: adresi belirlenen uzmanlarla paylasilmis ve anketi yanitlamalar: i¢in tesvik

edilmistir.
Verilerin Analizi

Nicel veri analizi: Arastirmanin birinci alt amaci olan uzmanlarin is doyum diizeylerinin belirlenmesi
icin is doyum 0Ol¢egindeki sekiz alt boyutun betimsel istatistikleri incelenmistir. Arastirmanin ikinci alt
amacinda uzmanlarin is doyumlariin cinsiyet gore anlamh farklihk gosterip gostermediginin
incelenmesinde t testinden; yas, egitim durumu ve ¢alisma yilna gore anlamli farklilik gosterip
gostermediginin incelenmesinde tek yonlii varyans analizinden yararlamlmistir. Oncelikle analizlerin
varsayimlar: test edilmistir. Normallik varsayimi igin, bagimsiz degiskenin her bir kategorisinde is
doyumu alt boyut puanlarinin carpiklik basiklik degerlerinin kendi standart hatalarma bolimii
incelenmis ve bu oranin mutlak degerinin 1.96’dan kiiciik oldugu belirlenmistir. Carpiklik ve basiklik
katsayilar1 ile bu katsayilarin kendi standart hatalarina oranlari birlikte ele alindiginda veriler
normalden asir1 sapma gostermemektedir (Field, 2018; Pituch ve Stevens, 2016). Gruplarin evren
varyanslarinin homojen olup olmadiginin degerlendirilmesinde Levene Testi sonuglar1 incelenmis ve
varyanslarin tiim degiskenler i¢cin homojen oldugu belirlenmistir (p>.05). Glass vd. (1972) tarafindan
yapilan ¢alismada carpikligin anlamlilik veya gii¢ diizeyi iizerinde yalnizca kiigiik bir etkiye sahip
oldugu; basikligin anlamlilik diizeyi iizerindeki etkileri carpikliga gore nispeten daha biiyiik olmasina
ragmen yine de kiigiik bir etkiye sahip olma egiliminde oldugu belirlenmistir (Aktaran Stevens, 2009).
Ayrica bazi arastirma sonuglarina dayali olarak, normallik varsayimu ihlal edilse de yapilacak olan
parametrik testlerin istatistiksel giiciiniin parametrik olmayan testlere gore daha yiiksek oldugu, Tip I
hataya kars1 daha direngli oldugu, neredeyse tiim durumlarda uygulanabilecegi ifade edilmektedir

(Keselman vd., 2013; Rasch vd., 2011; Rochon vd., 2012; Schucany ve Ng, 2006).

Nitel veri analizi: Arastirmanin iigiincii alt amaci olan, nitel boyut kapsaminda uzmanlarin mesleki
deneyimleri anketine verilen yanitlar igerik analizi yontemiyle ¢Oziimlenmistir. Igerik analizinde
verilerin kodlanmasi, kategorilerin ve temalarin olusturulmasi ve bu kategorilere giren verilerin

tanimlanip yorumlanmasi asamalar1 yer almaktadir. Icerik analizinin ilk asamasi verilerin
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kodlanmasidir. Nitel veri analizinde kodlama, analizin sonraki asamalarina yon veren ilk ve en 6nemli
adimdir. Kodlar, belirli kavram kiimelerini bir araya getirerek smiflandirmay1 saglayan diizenleyici
gostergeler ve arastirma sorulari ile ilgili olan temel kavramlari ifade etmektedir (Yildirim ve Simsek,
2009). Igerik analizinde {ic tiir kodlama yapilabilmektedir ve aragtirmanin kuramsal temelinin olmadig1
durumlarda tercih edilen kodlama tiirii, verilerin okunmas: ile kod listesinin olusturuldugu
“Verilerden ¢ikarilan kavramlara gore kodlama” tiirtidiir (Strauss ve Corbin, 1990, aktaran Yildirim ve
Simsek, 2009). Bu arastirmada anket sorularina verilen yamitlar okunarak kodlar olusturulmustur. Tiim
veriler kodlandiktan sonra, bir kategori listesi hazirlanmistir. Kategoriler, benzerlik ve farkliliklar
dikkate alinarak, birbiriyle iliskili olabilecek sekilde bir araya getirilerek temalar olusturulmustur. Ikinci
alt amacta, uzmanlarin is doyumlarimin farkli demografik degiskenlere gore anlamli farklilik
gostermedigi bulgusuna ulasildig icin nitel verilerin analiz bulgular1 uzmanlarin is doyumlarini genel
olarak diisiiriicii faktorlerin neler olabilecegini actklamak amaciyla toplanmistir. Bu nedenle nitel veri
analizi tiim grup tizerinden gergeklestirilmis farkli demografik degiskenlere gore analiz sonuglarina yer
verilmemistir. Arastirmanin dordiincii alt amaci olan, nitel kissmdaki bulgularin nicel kisstmdan elde
edilen bulgulart nasil acikladiginin belirlenmesinde sirali karma veri analizinden yararlanilarak
birlestirme yapilmistir. Birlestirmenin bir¢ok yolu vardir ve bu arastirmada nicel ve nitel bulgular
sirastyla “Bulgular” bashg: altinda verildikten sonra “Sonug ve Tartisma” baslig1 altinda nicel ve nitel

bulgular birlikte incelenmis ve yorumlanmustir.

Nitel arastirmalarda inamilirlik kavrami nicel arastirmalardaki i¢ gegerligin karsilig1 olarak
degerlendirilmektedir (Yildirim ve Simsek, 2009). Bu arastirmada ¢alismanin bulgulariin inanilirlig:
i¢cin katihmcilarin goriislerinden elde edilen temalar ve betimlemeler ¢alisma grubunda yer alan iki
katilimciya sunulmus ve arastirma bulgularini incelemeleri istenmistir. Bunun yarmi sira arastirmaya
farkli demografik ©zellikteki uzmanlarin katilimi saglanarak, uzmanlarin farkli goriislerinin ve
deneyimlerinin ortaya ¢ikarilmas: amaglanmistir. Arastirma sonuglarinin aktarilabilirligini saglamak
amaciyla, analizler sonucunda olusturulan temalar yorum yapilmadan ayrintili bir sekilde betimlenmis
ve dogrudan alintilarla desteklenmistir. Ayrica nitel galisma grubunun da farkli 6zellikteki bireyleri
temsil edici olmasini saglamaya yonelik amacgli 6rneklemle ile belirlenmesi aktarilabilirligi artirici

faktorlerdendir (Yildirim ve Simsek, 2009).

Nitel arastirmada giivenirligin rolii az olmakla birlikte oncelikli olarak farkli kodlayicilarin
glivenirligi ile ilgilenilir (Creswell ve Plano Clark, 2020). Tiim anket sorularina verilen yanitlarin hepsi
iki uzman tarafindan ayr1 ayr: kodlanmistir. Arastirmada kodlayic giivenirligi icin yapilan kodlamalar
benzerlik ve farkliliklar agisindan karsilastirilmis ve kodlama sonuglarinin genel olarak ortiistiigii (%91)
gozlenerek kodlayicilar arast uyusumun yiiksek oldugu belirlenmistir. I¢ tutarliligi veren kodlama
denetimine gore kodlayicilar arasi goriis birliginin en az % 80 olmasi beklenmektedir (Patton, 2002).
Uyusma saglanmayan kodlamalar icin kodlayicilar tarafindan uzlasma saglandiktan sonra kodlarin

frekanslar1 hesaplanmistir.
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Arastirmanin Etik izinleri

Yapilan bu ¢alismada “Yiiksekogretim Kurumlari Bilimsel Arastirma ve Yayin Etigi Yonergesi”
kapsaminda uyulmasi belirtilen tiim kurallara uyulmustur. Yonergenin ikinci boliimii olan “Bilimsel
Aragtirma ve Yaym Etigine Aykir1 Eylemler” bashg: altinda belirtilen eylemlerden higbiri

gerceklestirilmemistir.
Etik kurul izin bilgileri: Etik degerlendirmeyi yapan kurul ad1 = Ondokuz Mayis Universitesi
Sosyal ve Beseri Bilimler Etik Kurulu
Etik degerlendirme kararinin tarihi= 25.12.2020
Etik degerlendirme belgesi say1 numarasi= 2020/892
Bulgular ve Yorumlar

Bu boliimde verilerin analizi sonucunda elde edilen bulgular ve yorumlar1 arastirmanin alt

problemleri ¢ercevesinde sunulmustur.
Is Doyum Olgegi Verilerinin Analiz Bulgulart

Arastirmanin birinci alt amaci dogrultusunda, uzmanlarin is doyum ©6lgegi alt boyut

puanlariin betimsel istatistikleri Tablo 2’de verilmistir.

Tablo 2. Is doyum 6lgegine ait betimsel istatistikler

Alt Boyut X Xort Ss Ranj Varyans Carpiklik SHcapkik Basiklik  SHaasikik
Ucret 1267 1350 510 17  26.00 -0.09 0.36 1.33 0.70
Yikselme 11.34 11.00 415 17  17.25 0.36 0.36 -0.33 0.70
Olanaklar:

Denetim 1491 1550 498 17 2478 0.17 0.36 0.95 0.70
Sosyal Haklar 1456 15.00 528 17  27.84 -0.24 0.36 112 0.70
Odillendirme 1391 14.00 453 16  20.50 -0.03 0.36 -0.80 0.70
i‘;‘ﬁiﬁ;lm 1673 1750 3.87 15  14.95 0.59 0.36 -0.46 0.70
isin Yapist 17.05 1650 480 18  23.07 0.34 0.36 0.74 0.70
fletisim 1559 17.00 444 16  19.74 -0.41 0.36 1.018 070

Tablo 2 incelendiginde, alt boyutlardaki en yiiksek ortalamanin 17.05 ile “Isin yapisi” alt
boyutunda, en diisitk ortalamanin ise 11.34 ile “Yiikselme olanaklar1” alt boyutunda oldugu
goriilmektedir. Spector (2021) tarafindan alt boyutlar i¢in 4 ila 12 puan arast memnuniyetsizlik, 12 ila
16 puan arasi kararsizlik, 16 ila 24 puan aras1 memnuniyet olarak tanimlanmistir. Tablo 2’deki sonuglar
memnuniyet diizeyi agisindan degerlendirildiginde; uzmanlarin “Yiikselme olanaklar1” boyutunda
memnuniyetsiz olduklary; “Ucret”, “Denetim”, “Sosyal haklar”, “Odiillendirme”, ”iletig.im”
boyutlarinda kararsiz olduklary; “Calisma arkadaslar1” ve “Isin yapist” boyutlarinda memnun olduklari

ancak kararsiz tanimlamasinin tavan puanina ¢ok yakin olduklari goriilmektedir.
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Aragtirmanin ikinci alt amaci olan uzmanlarin is doyumlarinin cinsiyete gore nasil degistiginin

belirlenmesinde yapilan t testi analiz sonuglar1 Tablo 3'te yer almaktadir.

Tablo 3. Is doyum 6lgegi alt boyutlarinin cinsiyete gore t-testi sonuclart

Alt Boyut Cinsiyet N X Ss t 5d P
Ucret I};jl:lelllz i’z ﬁ:gg Z;f 092 42 36
Yiiksel lanakl K 2 11. 4.
iikselme Olanaklar: E:illr: i’z 10;3 32? 0.82 42 42
Denetim IgjlilE i’i igg A;ZZ 0.26 42 .79
%.osyal Haklar I;:kdellil i’z 1;1% ZZZ 0.61 42 55
iillendi K 2 14. 44
Odiillendirme Ejlillil 32 13‘26 4.92 0.36 42 72
.Cah§ma Arkadaslan Ig:fell? i’z 1;23 ggg 1.03 42 31
R B VR
wam G 3G M e

Tablo 3 incelendiginde, uzmanlarin is doyum 6lgegi alt boyut puanlar cinsiyete gore anlaml
bir farklilik gostermemektedir (p>.05). Is doyumunun alt boyutu olan {icret, yiikselme olanaklari,
denetim, sosyal haklar, calisma arkadaslari, isin yapisi ve iletisim puanlari cinsiyete gore

degismemektedir.

Uzmanlarin is doyumlarinin yas, egitim durumu ve calisma yilina gore degisiminin
incelenmesinde yapilan tek yonlii varyans analizi yapilmistir. Gruplarin evren varyanslariin homojen
olup olmadiginin degerlendirilmesinde yapilan Levene Test sonuglar1 sonuglar1 Tablo 4'te, varyans

analizi sonuglar1 da Tablo 5’te verilmistir.

Tablo 4. Gruplarin demografik degiskenlere gire Levene Test sonuglar

Yas Egitim Durumu Calisma Yili
L L L
AltBoyut . ev-en-ei. sdi  sd2 . ev.ens sdi  sd . evlen.e;. sd2 P
Istatistigi Istatistigi Istatistigi
Ucret 070 2 41 51 029 2 41 75 0.22 2 41 .80
Yiikselme 061 2 41 55 018 2 41 .84 207 2 41 06
Olanaklar1
Denetim 072 2 41 50 042 2 41 .66 1.78 2 41 18
]
Sosya 028 2 41 76 018 2 41 84 0.24 2 41 79
Haklar
Odiillendirme 093 2 41 40 184 2 41 17 0.75 2 41 48
Cahsma 053 2 41 60 009 2 41 92 0.19 2 41 83
Arkadaslar1
Isin
014 2 41 8 005 2 41 95 0.03 2 41 98
Yaplsl

Iletigim 1.42 2 41 25 0.18 2 41 .84 0.91 2 41 41
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Tablo 4'teki Levene Test sonuglari incelendiginde is doyum o6lgeginin alt boyutlarinda yas,
egitim durumu ve c¢alisma yilina gore gruplarin evren varyanslarinin homojen oldugu belirlenmistir

(p>.05).

Tablo 5. Is doyumunun demografik degiskenlere gore varyans analizi sonuglar:

AltBoyut Yas N 5 F p DEliilrrr?u N g F Ca?ijna r F p

Ucret <30 8 10.75 0.69 51 Lisans 13 11.31 158 22 <5 12 11.58 047 .63
31-40 19 13.21 YL 21 12.38 6-15 16 12.63
>41 17 1294 Dr 10 15.00 >16 16 13.50

Yiikselme <30 8 1238 049 62 Lisans 13 10.54 1.22 31 <5 12 12.25 0.62 .55
Olanaklart 3140 19 11.53 YL 21 11.00 6-15 16 11.50
>41 17 10.65 Dr 10 13.10 >16 16 10.50

Denetim <30 8 1575 1.17 32 Lisans 13 13.77 1.50 24 <5 12 1558 0.83 .44
31-40 19 15.84 YL 21 1452 6-15 16 15.69
>41 17 1347 Dr 10 17.20 >16 16 13.63

Sosyal <30 8 13.88 0.14 87 Lisans 13 11.85 3.08 06 <5 12 13.83 0.15 .86
Haklar 31-40 19 15.00 YL 21 15.09 6-15 16 14.69
>41 17 14.35 Dr 10 16.90 >16 16 14.94

Odiillendirme <30 8 1450 022 81 Lisans 13 12.69 1.01 37 <5 12 14.33 0.07 .93
31-40 19 14.16 YL 21 13.95 6-15 16 13.81
>41 17 13.35 Dr 10 1540 >16 16 13.69

Caligma <30 8 1813 0.64 53 Lisans 13 1523 158 22 <5 12 1750 047 .63
Arkadaslart 3140 19 16.53 YL 21 17.62 6-15 16 16.81
>41 17 16.29 Dr 10 16.80 >16 16 16.06

Isin <30 8 1750 058 57 Lisans 13 1569 1.19 31 <5 12 1842 144 25
Yapisi 31-40 19 17.74 YL 21 17.04 6-15 16 17.56
>41 17 16.06 Dr 10 18.80 >16 16 15.50

Tletisim <30 8 1475 052 60 Lisans 13 1431 0.89 42 <5 12 15.17 0.15 .86
31-40 19 16.37 YL 21 15.86 6-15 16 16.06
>41 17 15.12 Dr 10 16.70 >16 16 15.44

Tablo 5 incelendiginde, uzmanlarin is doyumlar alt boyut puanlarinin yas, egitim durumu ve
calisma yili degiskenlerine gore anlamli bir farklilik gostermedigi goriilmektedir (p>.05). Is doyumunun
alt boyutu olan ticret, yiikselme olanaklari, denetim, sosyal haklar, calisma arkadaslari, isin yapis1 ve

iletisim puanlar1 uzmanlarin yasina, egitim durumuna, ¢alisma yilina gére degismemektedir.
Anket Verilerinden Elde Edilen Bulgular

Aragtirmanin {iglincii alt amaci olan, uzmanlarin mesleki deneyimlerine iliskin goriislerinin
belirlenmesinde uygulanan anket sorularina verilen yanitlarin igerik analizi sonucunda “Isin Dogast,
Alman Egitim, Ogretmenler, Yoneticiler” olmak {izere dort tema olusturulmustur. Temalar ve her tema

altinda yer alan kategoriler Tablo 6’da yer almaktadir.
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Tablo 6. Uzmanlarim mesleki deneyimlerine iliskin olusturulan temalar ve kategoriler

Isin Dogas1 Almnan Egitim Ogretmenler Yoneticiler

1)Yapilan Calismalar 1) Yeterli 1) OD Uzmanlarma Yénelik 1) OD Uzmanlik
Gortig ve Tutumlar Alanina Yonelik Bilgi

2) Yapmak Istenen 2) Yetersiz 2) OD Uzmanlarindan 2) OD Uzmanlarina

Calismalar Beklentileri ve Uzmanlik Alanina

Verilen Onem
3) Calisma Kosullar1  3) Yetersizlik 3) OD Alanindaki
Nedenleri Eksiklikleri

4) Yapilan

Calismalarin

Etkililigini Azaltan

Faktorler

Tablo 6'da yer alan her bir temaya ait analiz sonuglari ayr tablolar haline asagida sunulmustur.
“Isin Dogas1” temasi “Yapilan Caligmalar” kategorisine iliskin bulgular diger kategorilerden ayri
raporlastirllmistir. “Yapilan Calismalar” kategorisinde uzmanlara sunulan 36 gorevi gerceklestirme

durumlar ve bu gorevlerin uzmanlik alanina uygunluguna iliskin goriisleri Tablo 7’de yer almaktadir.

Tablo 7. Uzmanlarim gorevleri gerceklestirme durumu ile uzmanlik alani uygqunluguna iliskin goriisleri

Gergeklestirme Uzmanlik Alanina

Gorevler Uygun Bulma
f f

1. Ogrenci basarisinin belirlenmesine yonelik 6lcme araclarini 1 2

gelistirmek

2. Ogrenci basarisi disindaki 6zelliklerin belirlenmesine 20 1

yonelik 6l¢gme araglar: gelistirmek

3. Uygulama ya da smav takviminin planlamasin1 yapmak 19 21

4. Kurum iginde gelistirilen ya da disaridan temin edilen 20 20

smavlarin uygulanmasin saglamak

5. Kazanumlara uygun madde yaziminda rehberlik etmek 20 22

6. Kazanimlara uygun 6zgiin madde yazmak 14 15

7. Performans gorevi, proje, puanlama anahtar1 vb. hazirlamak 16 16

8. Performans gorevi, proje, puanlama anahtar vb. 1 ”

hazirlanmasinda rehberlik etmek

9. Maddelerin redaksiyonunu yapmak 20 22

10. Madde havuzu olusturulmasini saglamak 20 22

11. Madde havuzunu gelistirmek 19 22

12. Ogretmenler tarafindan yazilan maddeleri bilgisayar 8 6

ortamina aktarmak

13. Ogretmenlerin ve kurumun bilgisayarla ilgili teknik iglerini 6 4

(sekil ¢cizmek, power-point hazirlamak vb.) yapmak

14. Baski (cogaltma) islemini yapacak ilgili kisi ya da kurumla 17 13

iletisime gegmek

15. Baski (¢ogaltma)/zarflama islemini yapmak 14 7

16. Smav uygulama yonergeleri hazirlamak 21 22

17. Smav uygulama siirecinde gorevli gozetmenlerin kurallara 15 14

uygun davranmalarini saglayacak denetimleri yapmak
18. Optik formlar1 optik okuyucuda okutmak 16 11
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19. Optik form kullanilmayan uygulamalardaki (agik uglu, kisa
yanitly, performans gorevi, proje vb.) maddelerin 6gretmenler 15 19
tarafindan okunmasina rehberlik etmek

20. Optik form kullanilmayan uygulamalardaki (agik uglu, kisa

yarutli, performans gorevi vb.) maddeleri okumak 8 10
21. Anket, sinav vb. uygulamalarin veri girislerini yapmak 14 11
22. Madde ve teste ait analizleri yapmak 22 22
23. Ol¢me araclarmm gegerlik ve giivenirlik analizlerini 19 ”
yapmak
24. Kurum i¢indeki uygulama ya da sinav sonuglarini yonetici, ” 1
O0gretmen, 6grenci, veli diizeyinde raporlamak ve paylasmak
25. Kurumun ulusal sinav sonuglarini raporlamak ve ilgililerle 1 91
paylasmak
26. Ogrenme eksikliklerine gore etiit, kurs veya ek ¢alisma 10 -
programi hazirlamak
27. Ogretmenlerin sinif icinde uygulayacag etkinlikleri, 6 g
calisma kagitlarini, ders planini vb. hazirlamak
28. Ogrenci ddevlerinin takibini yapmak 3 10
29. Olgme sonuglarina gore dgrenci gelisimini izlemek 17 18
30. Olgme sonuglarina gére 6grenci gelisimini grenci/veli ile 5 6
goriismek
31. Olgme sonuglarma gore 6grenci basarisini gelistirmek 19 20
amaciyla ziimrelerle toplant: yapmak
32. Kurumdaki personele uzmanlik alanina yonelik egitimler
(soru yazma, sinav sistemi, 6lgme degerlendirmedeki 20 22
yenilikler vb.) vermek
33. Meslegi ile ilgili seminer, konferans, panel, calistay ve

. . 21 22
benzeri faaliyetlere katilmak
34. Okulun yillik/dénemlik ders programini hazirlamak 3 5
35. Kurum icinde olusturulan gesitli komisyonlarda (kitap
hazirlama/inceleme, 6gretim programi gelistirme, kalite 17 20

yonetimi vb.) uzmanlik alanina uygun gorev almak

36. Kurumun ihtiyacina yonelik egitim-6gretim stiregleri

disindaki (personel, 6grenci kaydi vb.) istatistikleri hazirlamak 13 11
ve raporlagtirmak

Tablo 7'ye gore uzmanlarin kurumlarda gerceklestirdikleri gorevlerin oldukga gesitlilik
gosterdigi, kurum igerisinde uzmanlik alanina uygun olan ve olmayan bir¢ok gorev gerceklestirdikleri
goriilmektedir. OD uzmanlik egitimi dikkate alindiginda bu gérevlerin bir kisminin uzmanimnin gorev
taniminda yer almamas: gereken gorevler (6, 7, 12, 13, 15, 18, 20, 21, 26, 27, 28, 30, 34, 36. gorevler)
oldugu, fakat bazi uzmanlarin bu gorevleri de kurumlarda gerceklestirdikleri dikkat cekmektedir.
Gorevler incelendiginde, kurum igerisinde uzmanlarin kendi gorevleri disinda 6gretmen, miidiir
yardimcisi, rehber 6gretmen, bilgisayar teknisyeni, dizgi personeli, memur vb. kisilerin gorevlerini de
yiiriittiikleri, buna ek olarak bazi uzmanlarin bu gorevleri uzmanlik alanina uygun olarak gordiikleri

belirlenmistir.

“Isin dogas1” temasi, “Yapmak istenen calismalar”, “Calisma kosullar’” ve “Yapilan
calismalarin etkililigini azaltan temel sorunlar” kategorilerine iliskin analiz sonuglar1 Tablo 8'de

verilmistir.
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Tablo 8. Uzmanlarin isin dogas: temasina iliskin goriisleri

Kategori Kod

Yapmak Bilimsel ¢alismalar yiiriitmek, calistay, seminer, sempozyum ve hizmet ici 7

Istenen egitim diizenlemek

Caligmalar Egitim uzmanlarinin birlikte calisabilecegi bir birim olusturmak 5
Anket calismalar1 yapmak 4
Ogrencilerin iist diizey diisiinme becerilerinin gelistirilmesine yonelik 4
calismalar yapmak
Madde havuzu olusturma ve gelistirme ¢alismalar1 yapmak 3
Ogrenci gelisimini izlemek ve etkili geri bildirim verilmesini saglamak 3
Farkli OD yéntem ve tekniklerinin kullanilmasini saglamak 2
Calisanlarin performans degerlendirmesiyle ilgili calismalar yapmak 1

Calisma Organizasyon semasindaki konumun uygun olmamasi ve diger egitim 7

Kosullar1 personeliyle benzer kosullara sahip olunmamas:
Calisma kosullar ve 6zliik haklarindan memnun olunmasi 6
Okuldan okula kosullarin farkli olmasi 4
Yapilan is karsilig1 alian ticretin diisiik olmasi 4
Personel sayisinin az olmas: ve fazla mesai yapilmasi 3
Calisma kosullar: ve 6zliik haklarindan genel olarak memnun olunmamasi 2
Gorev tanimlarinin net olmamasi 2

Yapilan Ogretmen ya da yoneticilerin OD alamindaki bilgi eksikligi ve 16

Calismalarin  yeniliklere/gelisime agik olmamasi

Etkililigini OD uzmanlarinin gérev tanimlarinin net olmamas ve yapilan isin 12

Azaltan Temel Onemsenmemesi

Sorunlar Kurumlarin basar1 kaygisi ve sinav odakli olmasi 10
Ogretmenlerle uzmanlar arasindaki isbirligi ve iletisim sorunlar1 8
Birimde ¢alisan personel sayisinin az olmast dolayisiyla is yiikiiniin fazla 8
olmasi
Ozliik haklarinin yeterli olmamasi 5
Organizasyon semasindaki konumun belirsizligi ve yetkilerin sinirl olmasi 4
OD alaninda egitim almayan veya mesleki donanimi yeterli olmayan kisilerin 4
OD uzman olarak kurumlarda yarattig1 olumsuz alg1
Farkli OD yéntem ve tekniklerinin kullanilmamasi 1

Tablo 8 incelendiginde, yapmak istenen ¢alismalar kategorisinde, 22 uzmandan 7’si isinin bir
pargcasi olarak bilimsel ¢alismalar yiiriitmek, calistay, seminer, sempozyum ve hizmet ici egitimler
diizenlemek, 5i birlikte ¢alisabilecekleri bir birim olusturmak, 4’ii anket ¢alismalar1 ve dgrencilerin {ist
diizey diisiinme becerilerinin gelistirilmesine yonelik calismalar yapmak istediklerini ifade etmislerdir.
Ayrica bazi uzmanlar performans degerlendirme, madde havuzu olusturma ve gelistirme, 6grenci
gelisimini izleme, farklh OD araclarmm kullanimin saglama gibi calismalar yapmak istediklerini
belirtmislerdir. Asagida yapmak istenen calismalar kategorisine 6rnek olmas: i¢in bazi uzman

ifadelerine yer verilmistir.
“Alanima 6zgii calistay organize etmek isterim.”

“Donanimli bir Ar-Ge kurabilmek, daha ¢ok egitim vermek”

“Sadece bilissel oOzellikler oOl¢iiliiyor, onlarda da agirlikli olarak coktan se¢meli sorular
kullaniliyor. Farkli OD galismalari/soru formatlari ile 6grencilerin diisiinme becerilerindeki
gelisimleri izlenebilir. Sadece kazanim odakl degil beceri odakli ¢alismalara agirlik verilebilir.
Calistigim kurumlarda etkin bir soru bankasi kullanimi yoktu. Farkli formatlardaki sorular
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dikkate alinarak soru bankasin gelistirmek i¢in calismalar yapilabilir. Ogretmen egitimlerine
daha fazla énem verilebilir. Ozellikle puanlama anahtarlarinin gelistirilmesi ve anahtara gore
puanlamanin nasil yapilacag: bilinmiyor.”

Calisma kosullar1 kategorisi incelendiginde, uzmanlarin 7’si organizasyon semasindaki
konumun uygun olmadigini ve diger egitim personeliyle benzer kosullara sahip olmadigmi, 4'i
okuldan okula ¢alisma kosullariin farkhilastigini ve yapilan is karsilig1 alinan ficretin diisiik oldugunu
ifade etmistir. Uzmanlarin 6’s1 ise ¢alisma kosullar1 ve o6zlitk haklarindan memnun oldugunu
belirtmistir. Baz1 uzmanlar gorev tanimlarinin net olmadigini, personel sayisinin az oldugunu ve fazla
mesai yapmak durumunda kaldiklarini belirtmislerdir. Asagida ¢alisma kosullar1 kategorisine 6rnek

olmasi i¢in bazi uzman ifadelerine yer verilmistir.

“Ogretmen de degiliz, idari personel de. Arada bir yerlerde”

“Su anki kurumumda maas orta seviyede, ¢calisma ortamui iyi fakat tek kisi olmak ¢ok yorucu ve
stresli oluyor. OD birimlerinde mutlaka 2 kisi olmali, siirekli kontrol isteyen bir is yapiyoruz.”

“Calisma kosullarim rahat. Rahathgim fark edildigi an manasiz bir gorev veriliyor. Rahat
olmamin sebebi c¢alistigim okulun ciddi akademik hedeflerinin olmamas. Ucretim
diisiik...Ciinkii 6gretmen olarak ne is yaptiginiz bellidir. Olgmeci olarak isiniz net olmadig1 igin
size 2 yillik mezun ticreti vermeye ¢alisiyorlar.. . Istatistik 2. siuf Ogrencisi benim yaptigim isi
rahatlikla yapar. Hatta benim maagimu verirseniz 10 kat iyisini bile yapar.”

“Bu tamamen kurum politikasina bagl olarak degisen bir durum. Aslinda genel olarak fena
degil ancak bir¢ok kurumda 6gretmenlerden daha koétii haklara (maas, izin, ek olanaklar vb.)
sahip olarak calistyoruz. Bizlerin de egitim fakiiltesi mezunu olup iistiine yiiksek lisans yaparak
uzman oldugumuzu unutup, memur diizeyinde haklar vermek isteyebiliyorlar. Aslinda
kurumda 6gretmen ile yonetici arasinda bir pozisyonda yer almamiz gerekirken 6gretmen ile

memur arasinda konumlandiriliyoruz.”

“21 yildir 6zel sektorde egitim hizmetlerinde gorev yapiyorum. Son 8 yildir uzman olarak gorev
yapiyorum. Ankara'da 6zliik haklar: bakimindan en dogru yerde oldugumu diisiiniiyorum.”

Yapilan ¢alismalarin etkililigini azaltan temel sorunlar kategorisi incelendiginde, 22 uzmandan
16’s1 dgretmenlerin ya da yoneticilerin OD alanindaki bilgi eksikligi ve yeniliklere/gelisime acik
olmamasini en temel sorun olarak belirtmislerdir. Uzmanlarin 12’si gorev tanimlarinin net olmadigin
ve yaptiklari isin onemsenmedigini, 10’u kurumlarin basar1 kaygisi ve sitnav odakli olmasinin yaptiklar:
ya da yapmak istedikleri ¢alismalarin engelledigini ifade etmistir. Uzmanlarin 8'i ise, 6gretmenlerle
uzmanlar arasindaki isbirligi ve iletisim sorunlarini, birimde g¢alisan personel sayisinin az olmasi
dolayisiyla is ylikiiniin fazla olmasini sorun olarak gérmektedir. Ayica bazi uzmanlar, organizasyon
semasindaki konumun belirsizligi ve yetkilerin smirli olmasimni, farkli OD yéntem ve tekniklerinin
kullanilmamasini, OD alaninda egitim almayan veya mesleki donanimi yeterli olmayan kisilerin uzman
olarak kurumlarda yarattig1 olumsuz algty1, 6zliik haklarinin yeterli olmamasini yaptiklari ¢calismalarin
etkililigini azaltan sorunlar olarak belirtmislerdir. Asagida yapilan ¢alismalarin etkililigini azaltan temel

sorunlar kategorisine drnek olmasi i¢in bazi uzman ifadelerine yer verilmistir.
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”Ogretmenlerin veri okuryazarligmin olmamasi, OD=sinav algisinin  hakimiyeti, bilissel
siirecler disinda OD calismalarinin gerekli goriilmemesi.”

“Uzmanin yetkisinin az olmasi, daha dogrusu kurumun organizasyon semasindaki yerinin
belirsiz olmasi. Yoneticilerin uzmanlara daha ¢ok giivenip, 6gretmenlere de uzmanlarla birlikte
¢alisma zorunlulugu getirmesi gerekiyor, bu durum keyfi olmamali. Daha ¢ok da 6gretmen
direnci etkililigi azaltiyor, yeni bir seyler yapmak icin ya da sadece gercek anlamda uzmanlik
yapmak i¢in 6gretmenle resmen savas vermek zorunda kaliyoruz...Uzmanlara memur gibi
davranilmas: da motivasyon kirici temel etkenlerden. Bir diger faktor de memur gibi ¢alismay
kabul eden uzmanlarin ya da OD alaninda egitimi olmadig1 halde "optik okutup sinav sonucu
alarak" kurumlarda OD uzmani adiyla calisan kisilerin varlig1.”

“Yoneticilerin sizi bir egitim personeli olarak gormemesi... Birimimizin gorev ve
sorumluluklarinin 6gretmenler ve yoneticiler tarafindan net olarak bilinmemesi. Alan dis1

Ornegin bilgisayar 6gretmeni gibi kisilerin bu birimlerde ¢alisiyor olmas1.”
Uzmanlarin alinan egitim temasina yonelik goriisleri, alinan egitimin “yeterli” oldugunu
diisiinenler ve “yetersiz” oldugunu diisiinenler olmak {izere iki temel kategoride incelenmis, ayr1 bir

kategoride “yetersizlik nedenleri” tanimlanarak analiz sonuglar: Tablo 9'da verilmistir.

Tablo 9. Uzmanlarmn alinan egitim temasina iliskin goriisleri

Kategori Kod f
Yeteri = - 13
Yetersiz =~ ----- 9
Yetersizlik Alman egitimin kuramsal olmasi 4
Nedenleri Ust diizey becerilerin dlciilmesine ydnelik egitiminin yetersizligi 4
Okullarda kullanilan OD yazilimlarina iligskin bilginin ders 3

iceriklerinde yer almamasi

Tablo 9 incelendiginde, meslegi yapabilmek i¢in alinan egitimi 22 uzmandan 13’ yeterli
bulurken 9'u yeterli bulmamuistir. Yeterli bulmayanlarin 4'ii aldiklar: egitimin kuramsal oldugunu ve
iist diizey becerilerin 6l¢tilmesine yonelik alinan egitimin yetersiz oldugunu, 3’ti okullarda kullanulan
OD yazilimlarina iligkin bilginin ders igeriklerinde yer almamasini neden olarak belirtmislerdir.
Asagida yetersizlik nedenleri kategorisine drnek olmasi i¢in bazi uzman ifadelerine yer verilmistir.

“Clinkii Ozellikle giincel bilgisayar programlar1 agisindan yeterli tanitim/bilgilendirme
yapilmadi.”

“Aldigimiz egitim ¢ok kuramsal. Okul uygulamalarina yonelik dersler yok denecek kadar az.
Ders igeriklerinde soru yazma, soru redaksiyonu, DPA gelistirme, proje hazirlama vb.
uygulamalar yetersiz oldugu igin okullarda ¢alisirken sorun yasaniyor. Okullarda kullanilan
OD yazilimlarinin kullanimina iligskin ¢alismalar yapilmiyor.”

“Beceri odakli soru hazirlama, agik uglu sorularin degerlendirmesi (sistematik olarak), anket
gelistirme siireci”

“Ogretmenler” temasi, 6gretmenlerin “OD uzmanlarma yonelik goriis ve tutumlart”, “OD
uzmanlarindan beklentileri” ve “OD alanindaki eksiklikleri” kategorilerine iliskin analiz sonuglar1

Tablo 10’da verilmistir.
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Tablo 10. Uzmanlarinm 6gretmenler temasina iligkin goriigleri

Kategori Kod

OD Uzmanlarina  Isbirlikli calismaya acik olmama ve islerine miidahale olarak 7
Yonelik Goriis ve  algilama

o)}

Tutumlar Uzmanlik alan1 olarak gérmeme

(o)}

OD alaninin gerekliligine iliskin yeterli ve gerekli farkindaliga sahip
olmama

Kuruma gore degiskenlik gosterdigini diigtinme

Isbirlikli calismaya acik olma

Uzmanlik alanina saygi duyma

Uzmanlarin 6grenci diizeyini bilmedigini diisiinme

NN W s

OD Uzmanlik alan disindaki teknik islerin (Sorular: bilgisayar aktarma,
Uzmanlarindan sekil ¢izme vb) yapilmasi
Beklentileri Ogretmenlerin kendi sorumlulugundaki islerin (soru yazma, DPA

o)}

hazirlama vb.) yapilmasi

OD siireglerinde rehberlik edilmesi ve egitimler verilmesi

Islerine miidahale edilmemesi

Genel smavlardaki sonuglarin ve gelisim raporlarinin paylasilmasi
OD Alanindaki Sonug degerlendirme disindaki degerlendirmeleri énemsememe
Eksiklikleri Nitelikli alternatif OD aract hazirlayamama

Nitelikli geleneksel OD araci hazirlayamama

OD sonuglarinin yorumlanamamast ve dgretim siirecinin

B 01 o N3 O g1 O

planlanmasinda kullanilmamasi
Kazanim ve diisiinme siireglerinin uygun sekilde 6l¢iilememesi 4

Tablo 10 incelendiginde, OD uzmanlarma yénelik goriis ve tutumlar: kategorisinde, 22
uzmandan 7’si 0gretmenlerin isbirlikli ¢calismaya agik olmadiklar: ve yapilan herhangi bir 6neriyi ya da
diizeltmeyi onlarin islerine miidahale olarak algiladiklari, 6's1 &gretmenlerin OD uzmanliginin
gerekliligine iligskin yeterli ve gerekli farkindaliga sahip olmadiklar1 ve bunu uzmanhk alani olarak
gormedikleri yoniinde olumsuz goriis bildirmistir. Ayrica bazi uzmanlar, 6gretmenlerin tutumlarinin
kuruma gore degiskenlik gosterdigi ve uzmanlarin 6grenci diizeyini bilmedigini diistindiiklerini
belirtmistir. Bunlarin yamu sira az sayida uzman, 6gretmenlerin uzmanlik alanina saygt duydugu ve
isbirlikli calismaya acik olduklar1 yoniinde olumlu goriis bildirmistir. Asagida 6gretmenlerin OD
uzmanlarina yonelik goriis ve tutumlar kategorisine drnek olmasi icin bazi uzman ifadelerine yer
verilmistir.

“Bizleri optik okuyucu ve sorularini bilgisayara aktarmasi gereken memurlar olarak

goriiyorlar. Proje 6devleri hazirlarken, rubriklerde destek almak istemiyorlar. Kendilerinin

daha hakim oldugunu diisiiniiyorlar. Yazdiklari sorular1 ya da proje 6devlerini diizelttigimizde
bunu gereksiz ve yetersiz buluyorlar...”

“Ogretmenler genel olarak dlgme alanina iliskin tepkisel davranmakta, madde redaksiyon
¢alismalariin mesleki deneyimlerine bir hakaret olarak algilamaktadir. Soru yaziminin sadece
alan uzmanhg gerektirdigini diisiinmekteler. Olgme birimlerinin sadece optik okuyucuyla
sinav okuyan bir birim oldugunu diisiinmekteler ve uzmanlik alanlarimiz hakkinda ayrintili
bilgiye sahip olmadiklarini gozlemlemekteyim.”

“Genellikle 6lcme uzmanlari okullarda pek sevilmiyor. Ogretmenler yazdiklari sorularin kendi
alanlarindan olmayan biri tarafindan incelenmesi ve diizeltme Onerileri getirmesinden ¢ok
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rahatsiz oluyorlar... Okul yOnetimi sinav basarisini ayn1 zamanda Ogretmen basarist olarak
yorumladig1 i¢in smavlarini incelememizden ve soru redaksiyonu yapmamizdan rahatsiz
oluyorlar. Ayrica "ofiste oturan" personel algisi var. En sik karsilastigim climle "tabi siz derse
girmediginiz igin O6grenci seviyesini bilmiyorsunuz" oluyor. Derse girmedigimiz icin
Ogrencilerin hangi becerilere sahip oldugu/olmas: gerektigine yonelik fikrimizin dogru
olmadigin diisiliniiyorlar... Ancak tiim bunlarin yaninda birlikte ¢alismaya baslayinca bir siire
sonra yaptigimiz ise saygi duymaya basliyorlar.”

“Bir genelleme yaparak cevap vermek gerekirse, igbirlikli ve uyumlu paydaslar olarak katki
sagliyorlar.”

“Onlara katki ve destek sagladigimin farkindalar. Olumlu yonde tutum sergiliyorlar.”

Ogretmenlerin OD uzmanlarindan beklentileri kategorisi incelendiginde, uzmanlarin 7’si
uzmanlik alani disindaki teknik islerin (sorular: bilgisayar aktarma, sekil ¢izme vb.) yapilmasinin, 6’s1
Ogretmenlerin kendi sorumlulugundaki islerin (soru yazma, DPA hazirlama vb.) yapilmasinin, 5'i
islerine miidahale edilmemesinin, sadece genel smavlardaki sonuglarin ve gelisim raporlarinin
paylasilmasinuin beklendigi yoniinde olumsuz goriis bildirmislerdir. Bunlarin yani sira 6 uzman
dgretmenlerin OD siireglerinde rehberlik edilmesini ve egitimler verilmesini beklendikleri yoniinde
olumlu goriis bildirmistir. Asagida 6gretmenlerin, OD uzmanlarindan beklentileri kategorisine 6rnek
olmasi i¢in bazi uzman ifadelerine yer verilmistir.

“Her seyi egitim uzmanlarimn yapmasi gibi bir beklenti icerisindeler. Ogretmen grubunun
biiytiik bir kismi1 sadece ders anlatmaktan yana.”

“Smavlarla ilgili uzmanlik gerektiren konulardan daha fazla sinavlarla ilgili kendilerine diisen
islerde beklentileri fazla olurdu.”

“Smavi paketlemek, oturma plani hazirlamak, kendi bos saatini doldurmadan smav
gorevlendirmesi yapmak, sinavi degerlendirme ve sonuglar1 paylasmak, sorularin bilgisayara
aktarilmasi, grafikleri olusturmak ve paylasmak.”

“Onlara rehberlik etmek. Detaylar: aktarmak.”

“Uzman olarak onlara farkli bakis agis1 kazandirmak benden yeni bilgiler edinerek onu ders
igerisinde farkl: alanlarda nasil kullanabileceklerini 6grenmek”

Ogretmenlerin OD alanindaki eksiklikleri kategorisi incelendiginde, uzmanlarin 7’si
ogretmenlerin sadece sonug degerlendirmeyi 6nemsediklerini, siirece yonelik degerlendirmeye 6nem
vermediklerini ya da bu konuda bilgi eksiklikleri oldugunu, 6’s1 nitelikli alternatif OD aract
hazirlayamadiklarimi ayrica 5'i nitelikli geleneksel OD araci hazirlamada da zorlandiklarim ifade
etmistir. Baz1 uzmanlar, 6gretmenlerin OD sonuglarini yorumlamada ve bu sonuglari 6gretim siirecinin
planlanmasinda kullanmada, kazanim ve diisiinme siire¢lerinin uygun sekilde ol¢gmede yetersiz
olduklarini belirtmislerdir. Asagida 6gretmenlerin OD alanindaki eksiklikleri kategorisine 6rnek olmasi
i¢in bazi uzman ifadelerine yer verilmistir.

“Madde yazimindan degerlendirilmesine, portfolyo siirecinin yonetilmesinden performans
gorevlerinin olusturulmasi ve planlanmasina kadar bir¢ok d6gretmen yeterlik alaninda yapilan
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calismalardan edindigim izlenimler nedeniyle Ogretmenlerin yetersiz oldugunu
diistintiyorum.”

“Genelde rubrik hazirlamada, taksonomi belirlemede ve kazanim eslemede sorun yasiyorlar.”

“Yeni mezun 6gretmenler dahil olmak {izere ister agik uglu ister ¢oktan se¢meli, DY olsun en
temel soru hazirlama ilkelerine bile hakim degiller. Genel amag dgrenciler diisiik puan almasin.
Smav sonuglarinda madde analizleri ile asla ilgilenmiyorlar tek 6nemli olan genel ortalama,
benim subem diger subelerden yukarda mi? Asla iist diizey diisiinme siireclerine yonelik soru
sormuyorlar ne derste ne de sinavlarinda. Proje ve performans gorevi algilar1 da ¢ok yanls,
DPA hazirlama konusunda ise hig bilgileri yok.”

“Yoneticiler” temasi, yoneticilerin “OD uzmanlik alanina yonelik bilgi” ve “OD uzmanlarina

ve uzmanlik alanina verilen 6nem” kategorilerine iligskin analiz sonuglar: Tablo 11’de verilmistir.

Tablo 11. Uzmanlarin yoneticiler temasina iligkin goriisleri

Kategori Kod

OD Uzmanlik Yeterli

Alanina Yonelik Bilgi Yetersiz 15
OD Uzmanlarina ve ~ Uzman goriislerini 5nemseme ve calismalarini destekleme

Uzmanlik Alanina OD uzmaninin ne yapmasi gerektiginin bilmeme ve uzmanlik

Verilen Onem alani olarak gérmeme

Uzmanlik alan1 disindaki (idareci isleri, sorular bilgisayar

aktarma, sekil ¢cizme vb.) beklentiler 6
Uzmanlarin goriislerini éGnemsememe ve yeniliklere acik olmama 5
Yalnizca sinav sonucu bekleme 3
Sinav sonuglarina dayali 6nlemler alma 2

Tablo 11 incelendiginde, OD uzmanlik alanina yonelik bilgi kategorisinde 22 uzmandan 7’si

yoneticilerinin uzmanin kuruma saglayabilecegi katki agisindan yeterli bilgiye sahip olmadiklarim

belirtmistir. Asagida yoneticilerin uzmanlk alanina yonelik bilgi kategorisine 6érnek olmasi igin bazi

uzman ifadelerine yer verilmistir.

“Aslinda OD alanmnin ¢ok 6nemli oldugunu diisiiniiyorlar ama uzmanlarin ne yapmasi
gerektigi ile ilgili bilgileri ¢ok simurli. Sadece sinav hazirlayip, optik okutup sinav sonuglarmi
¢ikarir seklinde bir diisiince hakim.”

“Bizi sorular1 bilgisayara yazma, smavi ¢ogaltma uygulama, sonuglar: bilgisayara girme vb
isleri yapan elemanlar olarak goriiyorlar.”

“Bizlerden ne istemeleri gerektigini bilmeden enerjimizi gereksiz ve alanimiz dis1 ¢alismalarda
harcatiyorlar.”

“Akademik koordinatér OD lisans mezunu. Bir énceki kurumdaki miidiiriim de bu konuda
bilgi sahibi idi. Fakat miidiir yardimclar1 ve ziimre bagkanlarimin yeterli oldugunu
diisiinmiiyorum.”

OD uzmanlarma ve uzmanlik alanina verilen onem kategorisinde ise, uzmanlarm 7’si
g )

yOneticilerin OD uzmaninin ne yapmasi gerektigini bilmedikleri ve OD uzmanligint uzmanhk alani

olarak gormedikleri, 6’s1 yoneticilerin uzmanlk alani digindaki (idareci isleri, sorular1 bilgisayar

aktarma, sekil ¢izme vb.) isleri bekledikleri yoniinde olumsuz goriis bilmistir. Ayrica baz1 uzmanlar

yoneticilerin uzmanlarin goriiglerini 6nemsemediklerini ve yeniliklere agik olmadiklarmi, yalnizca
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smav sonuglarini beklediklerini onun disinda herhangi bir beklentilerinin olmadigini ifade etmistir.
Bunun yani sira 7 uzman yoneticilerin uzmanlarin goriislerini énemsedikleri ve ¢alismalarini destekleri
yoniinde olumlu goriis bildirmistir. Uzmanlarin ¢ok az bir kismi ise yoneticilerin sinav sonuglarina
dayali 6nemler aldiklarini ifade etmistir. Asagida yoneticilerin OD uzmanlarina ve uzmanlik alanina

verilen 6nem kategorisine drnek olmasi i¢in bazi uzman ifadelerine yer verilmistir.

“Smavlarin 1 saat iginde okunup hatasiz bir sekilde raporlanmasi onlar i¢in olduk¢a miithim!

17

Ortaya ¢ikan analiz raporlari yani egitim yonetim sistemleri bence bizden daha 6nemli

“Yéneticiler OD uzmanlarim kurumda derse girmeyen ve masa baginda oturan bos vakti ok
olan personeller olarak gormekte, bu nedenle kurum igerisinde excel bilgisi gerektiren érnegin
basit bir smnif listelerini hazirlama islemlerini bile 6l¢gme birimi yapsin istemekteler. Eger bir
cizelge ya da matematik bilgisi gerektiren isler varsa birimimize yonlendirmekte, ayni zamanda
ornegin ilcede yapilan toplantilara birimi ilgilendirmemesine ragmen derse girmiyor gerekgesi
ile 6lgme uzmanlarini gondermek istemektedir. Kurum igerisinde yapacaginiz arastirma ve
gelistirme ¢alismalarini gerekli gormemektedir. Cogu kez “hocam alt1 iistii optik okuyucu ile
smav okuyorsunuz” ifadesini kullanmaktalar ve siz sorunlarimz dile getirdiginizde “hocam
tamam istiyorsaniz ayrilin bilisim dgretmenimiz yapar dlgme iglerini” demekteler. Olgme
birimleri ile IT birimleri ayni islemleri yapiyor algis1 mevcuttur.”

“Su ana kadar calistigim pek ¢ok okulda OD sonuclari tizerinde yaptigimiz analizler hep
ilgiliyle anlasilmaya calisildi. Okulun gelisimine, karar siireclerine etkisi oldu.”

“Okulda OD ile ilgili maddi olarak ve uygulama anlaminda istedigimiz her seyi yapmamiza
izin veriliyordu ve hep 6niimiiz aciliyordu.”

“OD sonuglara ve benim tarafimdan gelistirilen projelere yonelik geri déniiglerini aninda
veriyorlar. Ona gore siirecte diizenlemeler yapiyorum.”

Aragtirmanin dérdiincii alt amact olan, OD uzmanlarinin is doyumu anketine verdikleri
yanitlardan elde edilen nitel sonuglarin, is doyum 6lgeginden elde edilen nicel sonuglari nasil agikladigy,
verilerin birlestirilmesi ve yorumlanmasi tartisma ve sonug baslhig1 altinda alanyazina dayali olarak ele

alinmigtir.
Tartisma, Sonug ve Oneriler

Nicel arastirma bulgularina gore uzmanlarin isteki yiikselme olanaklariyla ilgili kendilerini
memnun hissetmedikleri, {icret, denetim (yoneticiyle olan iliskilerden saglanan doyum), sosyal haklar,
performansa dayali ddiillendirme, iletisim konularinda memnun olup olmamayla ilgili bir karar
veremedikleri, fakat ¢alisma arkadaslar1 ve isin yapisi konularinda kararsiza yakin olmakla birlikte
memnun olduklar1 belirlenmistir. Tiim alt boyutlarda is doyumunun alanyazindaki bazi ¢alismalara
benzer olarak cinsiyete, yasa, egitim durumuna ve ¢alisma yilina gore gore farklilasmadig goriilmiistiir
(Amarasena vd., 2015; Andrade vd., 2019; Ashraf, 2020; Emek vd., 2015; Fields ve Blum, 1997; Islam ve
Akter, 2019; Koroglu, 2011; Mohammed vd., 2017; Oshagbemi, 2000; Shrestha, 2019; Yelboga, 2012).
Demografik degiskenlerin is doyumundaki degisimi agikladigini bulan arastirmalara gore ise
(Biiyiikgoze ve Ozdemir, 2017; Clark, 1997; Emek vd., 2015; Islam ve Akter, 2019; Kristensen ve

Johansson, 2008; Kume, 2020; Shrestha, 2019) farkli sonuglara ulasilmistir.
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Aragtirmanin nitel boyutundan elde edilen bulgular incelendiginde, uzmanlarin kurumlarda,
uzmanlik gerektiren islerin yan1 sira uzmanlik gerektirmeyen ve 6gretmen, miidiir yardimcisi, memur
ve diger egitim personelinin islerinde de gorevlendirildikleri; uzmanlar arasinda dahi bir uzmanin
gorev taniminda neler olmasi gerektigiyle ilgili bir uzlasmanin olmadig1, bazi uzmanlarin diger egitim
personellerinin gorevlerini kendi gorevleriymis gibi gordiikleri belirlenmistir. Bazi uzmanlarin alan
disindaki gorevleri de benimsemis olmalari, arastirmanin nicel kisminda elde edilen uzmanlarin isin
yapist boyutunda kendilerini memnun hissettikleri bulgusunu agiklamaktadir. Ayrica uzmanlarin ¢ok
farkli gorevleri yapmalary, XI. Milli Egitim Strasi’'nda tanimlanan uzmanin gorevleriyle farklilik
gostermektedir (MEB, 1982). Bu durumun en temel nedenleri arasinda yoneticilerin uzmanlardan
egitim ve Ogretim siireglerini gelistirmek adina ne gibi ¢alismalar bekleyebileceklerini bilmemeleri,
uzmanlarin 6nceden tanimlanmis goérev tanimlarinin olmamasi, kurumlarin organizasyon semasinda
dogru konumlandirilmayan uzmanlarin derse girmedikleri igin egitim personeli olarak degil memur
olarak gériilmeleri, OD alaninda bir egitimi olmamasina ragmen kurumlarda uzman olarak galigtirilan
kisilerin uzmanlik alanina yonelik yanlis alg1 olusturmalar1 ya da ¢alistiklar1 kurumda ¢ogunlukla
teknik isleri yapan, OD alami acisindan gorev yaptiklar: kuruma gerekli ve yeterli katkiy: saglayamayan
uzmanlarin varhg gosterilmektedir. Nartgiin (1998) tarafindan yiiriitiilen galismada da OD
servislerinde OD alaninda egitimi olmayan kisilerin calistigi bulgusuna ulagilmis ancak dénem
itibariyle OD mezunu sayisinin 6zel dershanelerin ihtiyaclarini kargilamaya yetmedigi ve bundan
dolay1 OD servislerinde farkli mezuniyet alanlarma sahip personelin yer aldigi belirtilmistir.
Giintimiizde de benzer durum hala gegerliligini korumaktadir. OD egitimi lisansiistii diizeyde
verilmekte olup, mezunlar ¢ogunlukla akademik kariyer tercih etmekte, 6zel ya da devlet kurumlarinda
calisacak uzman sayis1 yeterli olmamaktadir. Ancak alan egitimi olmayan kisilerin uzman olarak
tanimlanmasi, uzmanlardan beklenen gorevlerin yerine getirilememesi (Nartgiin, 1998) ya da alanin
uzmanlik alani olarak goriilmemesiyle sonuglanabilmektedir. Bu gibi nedenler ayrica aragtirmanin nicel
boyutundaki uzmanlarin yiikselme olanaklariyla ilgili kendilerini memnuniyetsiz hissettikleri
bulgusunu ve denetim (yoneticiyle olana iliskilerden saglanan doyum) boyutunda kararsiz olmalar:
bulgusunu agiklar niteliktedir. Bu durumda, OD alaminda egitimi olmayan kisilerin uzman sifatiyla
calistirllmamasi, uzmanlik egitimi verebilecek {iniversitelerin ve programlarin artirilmasi
onerilmektedir. Buna ek olarak OD anabilim dallarinda okul uygulamalarna déniik (6grenci
basarisinin 6lgiilmesi, temel ve {ist diizey becerilerin 6l¢iilmesi, OD yazilimlari, soru bankasi olusturma
ve gelistirme, kurumlarda OD birimlerinin gorevleri, diger egitim uzmanlari ile isbirligi vb.) se¢meli
derslerin agilmasinin alanda ¢alisacak uzmanlarin daha donanimli olarak yetismesine katki saglayacag:

distiniilmektedir.

Uzmanlar c¢alistiklar1 kurumlarda yalmizca ¢oktan se¢meli sinavlart degerlendirmek
istememekte, farkli soru tiirlerinde, farkli amaglarla kullanilacak sinavlarin hazirlik ve degerlendirme

siireclerinde de aktif rol almak istemektedir. Ayrica kurum igerisinde bilimsel ¢alismalar ytirtitmek,
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O0gretmen egitimleri vermek istemektedir. Ancak kurumlarin basar1 kaygist ve ¢ogunlukla coktan
se¢cmeli smmav odakli olmalar1 yapmak istenen calismalarin Oniindeki engellerden biri olarak
goriilmektedir. Cogu kurumda uzman sayisinin az olmasit dolayisiyla is yiikiiniin ¢ok fazla olmasi
yapilmak istenen ¢alismalarin 6niindeki engellerden biridir. Kurumlardaki uzman sayisinin artirilmasi
ve egitim uzmanlariin (OD, program gelistirme, egitim teknologu, rehberlik ve psikolojik danisma vb.)
bir arada calisabilecegi birimlerin olusturulmasi egitim kalitesinin artmasina katki saglayacaktir.
Uzmanlarin gorev tanimlariin uzmanlarin aldiklar1 egitime ve kurum ihtiyaglarma bagh olarak bir
standardinin belirlenmesi, hem yoneticilere uzmanlardan alabilecekleri destek konusunda bilgi
saglamasi hem de uzmanlik dis1 gorevlendirmelerle is yiiklerinin artmasinin 6niine gecilmesi agisindan
onemlidir. 14.12.2016 Tarih ve 2016/85 Sayili Kararla OD uzmanlarinin meslek standartlar belirlenmis
olsa da (MYK, 2016) hem bu ¢alisma sonuglarina hem de XI. MEB Sura kararlarindaki uzman tanimi ve
gorevlerine (MEB, 1982) bagh olarak bu standartlarin EPODDER tarafindan gozden gegirilmesi
onerilmektedir. Bunun yarn sira EPODDER’in uzmanlarin yeterlikleri ile ilgili kurumlar1 bilgilendirmek
tizere toplantilar yapmalari, yayinlar olusturmalar1 ve paylasmalarinin yoneticiler ve 6gretmenler

agisindan ufuk agici olabilecegi diisiiniilmektedir.

Calisma kosullar1 ve 6zliik haklarindan genel olarak memnun olan ve olmayanlarin sayis: yakin
olmakla birlikte bu durumun kurumdan kuruma degisiklik gosterdigi, mesai saati, ticret, ek olanaklar
gibi konularda belirli bir standardin olmadigi, bazi uzmanlarin kurumdaki diger egitim personeliyle
benzer haklara sahip olmadig belirlenmistir. Bu bulgular arastirmanin nicel kismindan elde edilen,
uzmanlarin {icret, sosyal haklar, performansa dayali 6diillendirme agisindan kararsiz olmalar

bulgusunu agiklar niteliktedir.

Bu sonuglarin yami sira, Ogretmenlerin uzmanlari bir denetleme mekanizmas: olarak
algilamalarinin, OD alanindaki bilgi eksikliklerinin, kendi alanlarindan olmayan uzmanlarm OD
siireglerine katki saglayamayacagi yoniindeki alginin isbirliginde sorun yarattigi goriilmiistiir. Bu
bulgu arastirmanin nicel kismindan elde edilen, uzmanlarin isteki iletisim agisindan kararsiz olmalari
bulgusunu agiklamaktadir. Uzmanlar ve ogretmenler arasinda yasanabilecek iletisim problemleri
birlikte ¢alismanin 6niinde engel teskil etmektedir. Benzer sekilde Wood vd. (1990) OD uzmanlarinin
gecerli ve giivenilir test puanlari elde etmek adina daha ¢ok teorik calismalar yiiriittiigiinii,
Ogretmenlerin ise gilinlitk hayatta karsilarina c¢ikan problemlere pratik ¢oziimler bekledigini, kolay
uygulanabilir ve puanlanabilir test uygulamalarina ihtiyag duydugunu ve bu noktada 6gretmenler ve
uzmanlarin ¢atistigin belirtmektedir. Wood vd. (1990) ayrica, iiniversite diizeyindeki OD uzmanlariin
Ogretmenlerin uygulamada karsilastiklar1 degerlendirme sorunlarini dikkate almadiklarini,
calismalarmin genellikle teorik temelli oldugunu, Madde Tepki Kurami ve genellenebilirlik gibi

kuramlarin sahada kullanilmadigini ve 6gretmenlerle dogrudan temas kurulmadigini belirtmektedir.
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Arastirma bulgularina gore uzmanlar, &gretmenlerin OD alaminda temel diizeyde
eksikliklerinin oldugunu belirtmektedir. Uzmanlarin bu goriisii alanyazinda yer alan 6gretmen ve
Ogretmen adaylarinin OD alaminin bazi konularinda kendilerini ¢ok yeterli algilamadiklarina yonelik
aragtirma bulgulariyla uyum gostermektedir (Acar ve Anil, 2009; Birgin ve Giirbiiz, 2008; Gelbal ve
Kelecioglu, 2007; Karaca, 2003; Kilmen vd., 2007; MEB, 2020; Plake, 1993; Zhang ve Burry-Stock, 1995;
2003). Plake’in (1993) arastirma bulgularina gore dgretmenler hizmet éncesi dénemde OD alaninda
yeteri kadar egitim alamadiklarini diisiinmekte ve degerlendirme siireclerinde kendilerini rahatsiz
hissetmektedir. Wood vd. (1990) iletisim problemlerinin Oniine gegebilmek adina uzmanlarin okul
deneyimlerinin artirllmasini onermekte, uzman ve Ogretmenlerin olumlu iletisim taahhiidiinde
bulunmalarin, aksi takdirde teori ve uygulama arasinda bir koprii kurulamayacagini ifade etmektedir.
Mevcut durumda okullarda gorev yapan uzmanlar igin ise, uzmanlarla yiiriitiilecek hizmet ici
egitimlerle ya da ziimrelerle diizenli olarak yiiriitiilecek calismalarla Ogretmenlerin uzmanlarla
iletisiminin, OD alanina yonelik algisinin ve yeterliklerinin degisebilecegi diisiiniilmektedir. Ayrica
Cobanoglu Aktan ve Cepni (2010) tarafindan da énerildigi gibi egitim fakiiltelerinde OD derslerinin
Ogretmen ihtiyaclar1 gozetilerek, uygulamaya daha fazla agirlik verilerek planlanmasinin, dl¢me aract
gelistirmeye yonelik se¢meli derslerin a¢ilmasmin 6gretmen yeterliklerini artirmada etkili olabilecegi
diisiiniilmektedir. Zhang ve Burry-Stock (1995; 2003) ile Alkharusi vd. (2011) hizmet 6ncesi donemde
Ol¢me ve degerlendirme derslerinin 6nemine deginmekte, Wood vd. (1990) da benzer sekilde 6gretmen
yetistirme programlarinin igeriklerinde degisiklik yapilmasini 6nermektedir. O'Sullivan ve Johnson
(1993) ise performansa dayali olarak gerceklestirilen 6l¢me ve degerlendirme egitiminin, dl¢me ve

degerlendirme 6gretmen yeterliklerini artirmadaki etkisini ortaya koymaktadir.

Yukarida genel olarak ifade edilen sonuglar, yaklasik 25 y1l 6nce Nartgiin (1998) tarafindan 6zel
dershanelerin OD servislerinde gdrev yapan personeller iizerinde yiiriittiigii arastirma bulgulariyla
benzerlik gostermektedir. Nartgiin'iin (1998) arastirmasinda da gorev tanimlarinin belirsizligi, yetersiz
personel say1si, personel yeterliklerinin diisiik olmasi, gretmenlerin OD alaninda yeterli bilgiye sahip
olmamalari ve Ogretmenler ile servis elemanlar1 arasinda yeterli igbirliginin bulunmamasi OD
servislerinin ¢alismalarini olumsuz yonde etkileyen faktorler arasinda oldugu sonucuna varilmistir.
Aradan yaklasik 25 y1l gecmesine ragmen benzer goriislerin ortaya ¢tkmasi goze garpan ve incelenmesi
gereken bir durumdur. Yukarida yapilan 6nerilere ek olarak, OD uzmanlariyla ilgili daha fazla galisma

yapilmasi Onerilmektedir.

1410



KEFAD Cilt 25, Say1 2, Agustos, 2024

Ahi Evran University
Journal of Kirsehir Education Faculty

o/

KEFAD

http://kefad.ahievran.edu.tr

ISSN: 2147 - 1037

ENGLISH VERSION

Introduction

Student behavior is the most important indicator of the success of an education system.
Measurement and evaluation (ME) are necessary to determine students' learning levels, learning
deficiencies, the status of affective characteristics and their change in the process, etc. With ME, the
education system is controlled, necessary feedback can be given to the relevant people, measures can
be taken to solve the difficulties related to the teaching process, and the quality of education is tried to
be improved. The ME process is carried out by teachers in schools, but some private schools employ
ME specialists to coordinate the process. ME specialists are expected to be employed to improve the
quality of the education and training process through ME services. They will be able to develop or
ensure the use of measurement tools with high psychometric properties, organize activities related to
measurement practices, and provide feedback to stakeholders (administrators, students, teachers, and

parents) on measurement results.

In the XIth National Education Council held in 1982, ME in education was identified as a
specialty, and specialists working in this field were given the title of "Measurement and Evaluation
Specialist." Specialists who would guide, manage or supervise teachers were also required to have at
least a master's degree (Ministry of National Education [MoNE], 1982). Since the institutions that will
provide this expertise will be higher education institutions, the ME in Education undergraduate
program was opened at Hacettepe University Faculty of Education in the 1982-83 academic year and
closed in 1997 within the restructuring of education faculties (Kutlu, 2003). Between these years,
students who graduated from measurement and evaluation undergraduate departments of faculties of
education started to work as specialist at various levels of education by taking the title of assessment
and evaluation specialist. From 1997 onwards, no students were admitted to the relevant department,
and in the following years, specialty education in ME was not given as undergraduate education, but
at master's and doctoral level in a few universities. Nowadays, the main purpose of these programs
(master's and doctorate) is to train field specialist and academic staff. However, the number of
specialists is insufficient to meet the academic staff needs of universities and the expert needs of public
and private institutions. Consequently, the number of specialists working in private schools in Turkey

is low. A few universities open non-thesis master's programs in addition to master's and doctoral
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programs to meet the need for ME specialists. Graduates of these non-thesis master's programs can also
work in educational institutions by taking the title of ME specialist. Therefore, the people who can work
as ME specialists in schools should be either people who have completed their undergraduate education
in the past years, people who have completed their master's degree without thesis, or people who have
completed their master's and doctorate programs. The ME Specialist National Occupational Standard
was prepared by the Association of Measurement and Evaluation in Education and Psychology
(EPODDER) in accordance with Law No. 5544 on Vocational Qualifications Authority (VQA, 2016) to
determine the standards of specialists who will work in institutions. However, the ME Specialist
National Occupational Standard does not include any information on the education levels of ME
specialists. By determining the national occupational standard for ME specialists, it is aimed to ensure
that the job descriptions (tasks), working environments and conditions of ME specialists working in
schools are similar. Because professional life constitutes an important part of an individual's life. The
employee's harmony with his/her environment at work, meeting expectations from the organization
he/she works for, and doing his/her job with love is very important in terms of being happy and
enjoying his/her life. In other saying, high job satisfaction ensures that the individual is happy and

peaceful both in his/her work and non-work life.

Spector (1997) defines job satisfaction as the extent to which individuals enjoy their occupations.
Natural job satisfaction is said to be realized when the characteristics of the job and the employee's
wishes are compatible (Fidan et al, 2000). The indicators of high job satisfaction include being satisfied
with the salary received, believing that there are opportunities for advancement, establishing positive
relationships with managers, being satisfied with the rights and allowances provided by the
organization, believing that one's efforts are appreciated, believing in the necessity of the rules in the
workplace, developing positive relationships with colleagues, believing that the flow of information
within the organization is good (Spector, 1985). High job satisfaction has positive physical and
psychological effects on the employee, while job dissatisfaction may have negative effects on the
organization, such as boredom, absenteeism, communication problems, and quitting the job (Basaran,
1991, 2008). Considering the low number of specialists working in private schools in the field of ME,
which is one of the basic components of education, it is important to ensure the job satisfaction of ME

specialists working in schools.

In the literature, the factors affecting job satisfaction are generally stated as environmental
(external) factors such as the quality of the job, wage, promotion opportunities, praise, working
conditions, supervision, colleagues, organization and management, organizational climate, and
personal (internal) factors such as age, marital status, gender, educational status, taking responsibility,
desire to achieve and recognition (Basaran, 1991, 2008). Demographic variables (age, gender, education
level, seniority, etc.) are frequently investigated to explain job satisfaction. There are studies that find

that demographic variables explain the change in job satisfaction (Biiyiikgdze & Ozdemir, 2017; Clark,

1412



KEFAD Cilt 25, Say1 2, Agustos, 2024

1997; Emek et al., 2015; Kristensen & Johansson, 2008; Kume, 2020; Shrestha, 2019; Yelboga, 2012), as
well as studies that find that these variables do not have an effect (Amarasena et al., 2015; Andrade et

al.,, 2019; Ashraf, 2020; Fields & Blum, 1997; Kéroglu, 2011; Mohammed et al., 2017; Oshagbemi, 2000).

Considering the literature in Turkey, it is seen that job satisfaction studies in the field of
education are mostly conducted with the teacher, instructor, and school administrator groups (Akin &
Kogak, 2007; Akkamus, 2010; Bayri, 2006; Cerit, 2014; Giindiiz, 2008; Inandi et al., 2013; Koca, 2016;
Kocayoriik, 2000; Tuzgol Dost & Cenkseven, 2008). Although there is no study to determine the job
satisfaction of ME specialists working in schools, there is a study conducted to reveal the tasks
performed by ME specialists and the problems that may negatively affect the effectiveness of their tasks
(Nartgiin, 1998). When the international literature is examined, it is determined that job satisfaction
studies conducted similar to those in Turkey are mostly conducted with teachers, instructors and school
administrators (Banerjee et al., 2017; JeSinova et al.,, 2014; Moore, 2012; Newby, 1999; Nohako, 2018;
Oshagbemi, 1997; Park & Johnson, 2009; Perrachione et al., 2008; Schulze, 2006; Soodmand Afshar &
Doosti; 2016; Ssesanga & Garrett, 2005). Within this scope, high job satisfaction of ME specialists, who
should have an important impact on the ME studies carried out in schools, who can guide teachers in
this regard, and who can act as a bridge in improving the quality of education, is important in terms of
improving the quality of education in schools. Considering this situation, it is important to examine the
job satisfaction of specialists according to intrinsic and extrinsic factors. This study is important in terms
of guiding the work to be done on issues such as determining the duties and responsibilities of EM

specialists and improving working conditions.

This study aims to identify and examine in depth the job satisfaction of ME specialists who have
worked or are working in private schools. In the quantitative part, which is the first stage of this research
conducted using an explanatory sequential mixed method research design, this study aims to determine
the level of job satisfaction of ME specialists and whether their job satisfaction levels differ according to
the demographic variables of gender, age, educational status, and years of employment. The qualitative
part, which is the second stage, it was aimed to examine the job satisfaction of ME specialists in more
detail by taking their opinions about their professional experiences to explain the results obtained from

the quantitative part. In line with this aim, answers to the following questions were sought:
ME specialists who work or have worked in private schools,
(1) What is their level of job satisfaction?

(2) Does job satisfaction differ significantly according to gender, age, education level, and

occupational experience?

(3) What are their opinions on their professional experiences?
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(4) How do the qualitative outcomes from their perspectives on their professional experiences

explain the quantitative outcomes from the job satisfaction scale?
Method
Research Design

In this study mixed method was used. In mixed-method research, instead of using one method,
quantitative and qualitative methods that support each other are handled together (Creswell & Plano
Clark, 2007). Mixed methods research has different designs that can be used. In this study, an
explanatory sequential design was used (sequential quantitative QUALITATIVE). In explanatory
sequential design research, the research starts with the collection and analysis of quantitative data. After
this first stage, qualitative data are collected and analyzed. In the second stage of the research, the
qualitative stage, the results of the first stage (quantitative) are taken into account. Qualitative results
are interpreted by the researcher as a way of explaining the initial quantitative results. The

representation of the explanatory sequential design is given in Figure 1 (Creswell, 2003; Creswell &

Plano Clark, 2020).
o Interpretation
Quantitative Linking Qualitative based on results
data collection qualitativeto ) | data collection from two types
and analysis quantitative and analysis of data -
results In-depth understanding

Figure 1. Explanatory sequential design model (Creswell & Plano Clark, 2020)
Research Group

The population of this study consists of ME specialists who have worked or are working in
private schools. The people in the research group are ME undergraduate graduates, undergraduate
graduates from different fields, and masters or doctoral students in the field of ME. Although people
without any education in the field of ME answered the data collection tools, their responses were not
evaluated because they could not be considered specialists. Since the complete list of the population
could not be reached, the research group was formed through convenience sampling (Fraenkel et al.,

2012). In the quantitative part of the study, the job satisfaction scale was answered by 44 specialists.

The research group for the qualitative part of the research was selected by purposive sampling
from among the people from whom the quantitative data were collected in the first stage. Particular
attention was paid to the distribution of individuals in the qualitative study group according to gender,
age, seniority, and educational status variables. In the qualitative part of the study, In the qualitative
part of the study, the survey questions was answered by 22 specialists. Table 1 shows the distribution

of specialists in the quantitative and qualitative research groups according to demographic variables.
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Quantitative Research Group

Qualitative Research Group

Frequency Percentage Frequency Percentage
(f) (%) (f) (%)

Gender Female 32 72.7 14 63.6

Male 12 27.3 8 36.4
Age 30 and below 8 18.2 5 22.7

Age 31-40 19 43.2 6 27.3

41 and above 17 38.6 11 50.0
Occupational 5 years and 12 27.2 8 36.4
Experience below

6-15 years 16 36.4 6 27.2

16 years above 16 36.4 8 36.4
Education Bachelor’s 13 29.5 14 63.6
Level Degree

Master’s 21 47.7 8 36.4

Degree

(student and

graduate)

PHD (student 10 22.7 5 22.7

and graduate)
Bachelor’s Science 7 159 4 18.2
Graduation Mathematics 8 18.2 3 13.6
Fields Non-Teaching 5 11.4 2 9.1

(Business

Administration,

Statistics etc.)

Basic Education 3 6.8 1 4.5

Guidance and 2 4.5 3 13.6

Psychological

Counselling

and Philosophy

Educational 19 43.2 9 40.9

Sciences (ME,

Curriculum

and

Instruction)
Total 100.0 22 100.0

As seen in Table 1, it is observed that the majority of the specialists are women, and the

percentage of respondents in the age group 30 and below is lower than the other age groups. Most of

the specialists have more than 5 years of occupational experience. When the graduation fields of the

specialists are examined, the percentage of those who graduated from the field of Educational Sciences

is higher than the other groups. Approximately half (47.7%) of the specialists participating in the

quantitative study had a master's degree. More than half (63.6%) of the specialists participating in the

qualitative study had a bachelor's degree.
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Data Collection Tools

The "Job Satisfaction Scale" developed by Spector (1985) and adapted to Turkish culture by
Yelboga (2009) was used to collect quantitative data, and the "Professional Experience Questionnaire of

ME Specialists" developed by the researchers was used to collect qualitative data.

Job satisfaction scale: The Job Satisfaction Scale consists of nine subscales: "Pay, Promotion,
Supervision, Fringe benefits, Contingent rewards, Operating procedures, Coworkers, Nature of work
and Communication”. There are four items in each subscale, totaling 36 items on the scale. Each item

was graded between "1-Strongly disagree" and "6-Strongly agree".

Exploratory and confirmatory factor analyses were conducted by the researcher to determine
the construct validity of the scale adapted to Turkish culture by Yelboga (2009). Exploratory factor
analysis yielded 9 subscales with eigenvalues above one as in the original scale, and the total explained
variance was 63.75%. As a consequence of confirmatory factor analysis, the goodness of fit statistics was
obtained as x2/sd=1.67, RMSEA=.043, RMR=.014, SRMS=.048, GFI=91, CFI=.97, NFI=.97, IFI=.93 and
RFI=.92. Cronbach's alpha coefficients for each sub-factor of the scale ranged between 0.63 and 0.88, test-
retest reliability coefficients ranged between 0.70 and 0.87, and Cronbach's alpha coefficient for the

whole scale was 0.78, and test-retest reliability coefficient was 0.83.

The Cronbach's alpha coefficients of the subscales of the job satisfaction scale calculated for this
study range between 0.68 and 0.88, except for the dimension "Operating Procedures". Since Cronbach's
alpha coefficient of the subscale "Operating Procedures” was found to be very low (a<0.70), this subscale
was not taken into consideration in the study. Besides, as the sample size was not sufficient, no evidence

could be collected for the construct validity of the scale in this study. This is a limitation of the study.

Professional experience survey of ME specialists: The quantitative part of the research was utilized to
determine the survey questions and the qualitative study group. To collect qualitative data, the "ME
specialists' professional experience questionnaire” was developed by the researchers. The questions in
this questionnaire were prepared to explain the findings obtained from the quantitative part, taking into
account the sub-dimensions of the job satisfaction scale. The steps for developing a qualitative data
collection tool were followed while developing the questionnaire form. An item pool consisting of open-
ended questions was created, expert opinions were taken and the pilot application of the tool was
conducted. The questions were clear, comprehensible, appropriate for the purpose, and did not contain
directive statements. The survey questions were presented to two ME experts and two academics in the
field of ME. Opinions were obtained from academicians and experts in terms of the comprehensibility
of the questions and the suitability of the questions to reveal the professional experiences of the experts
that can explain job satisfaction and the problems frequently experienced. Besides, the specialists were

also asked to answer the questionnaire questions as a pre-test application and a pilot application were
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conducted. The questions were reorganized in line with the opinions received and made ready for the

application.

In the questionnaire, first of all, 36 tasks were defined to determine what tasks the specialists
perform in the institutions and whether they see these tasks as appropriate to their fields of specialists.
National Occupational Standard ME Specialist "Tasks, Operations and Achievement Criteria" table and
the experiences of the specialists were utilized while determining the tasks. Besides, the specialists were
asked about the research they wanted to conduct, the training they had received, their communication
with administrators and teachers, their personal rights, working circumstances, and any challenges they

encountered.

In the data collection process, firstly, the online form of the job satisfaction scale was prepared,
and the link to the form was shared on the platforms where the specialists were present, and the relevant
people were asked to fill out the scale. Moreover, specialists who could be reached through the websites
of private schools in different provinces were sent these links to their e-mail addresses. Followed by the
researchers created an online form of the questionnaire and shared the link address with the qualitative

research group.
Data Analysis

Quantitative data analysis: Regarding the first sub-objective of the study, the descriptive statistics of
the eight subscales in the job satisfaction scale were examined to determine the job satisfaction levels of

the specialists.

In the second sub-objective of the study, a t-test was used to examine whether the job
satisfaction of the specialists differed significantly according to gender; a one-way analysis of variance
was used to examine whether they differed significantly according to age, education level, and years of
service. First, the assumptions of the analyses were tested. For the normality assumption, the ratio of
the skewness and kurtosis values of the job satisfaction subscale scores in each category of the
independent variable to their standard errors was examined, and it was determined that the absolute
value of this ratio was less than 1.96. The data do not deviate excessively from normal (Field, 2018;
Pituch & Stevens, 2016). To evaluate whether the population variances of the groups were
homogeneous, Levene's Test results were analyzed, and it was determined that the variances were
homogeneous for all variables (p>.05). Glass et al. (1972) found that skewness has only a small effect on
the level of significance or power, while kurtosis tends to have a small effect on the level of significance,
although its effects on the level of significance are relatively larger than skewness (as cited in Stevens,
2009). In addition, based on some research results, it is stated that even if the normality assumption is
violated, the statistical power of parametric tests is higher than non-parametric tests, is more resistant
to Type I error, and can be applied in almost all cases (Keselman et al., 2013; Rasch et al., 2011; Rochon
et al., 2012; Schucany & Ng, 2006).
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Qualitative data analysis: Within the scope of the qualitative dimension, which is the third sub-
objective of the study, the answers given to the questionnaire on the professional experience of the
specialists were analyzed by content analysis method. Coding the data is the first stage of content
analysis. When there is no theoretical basis for the research, the preferred type of coding is "coding
according to the concepts extracted from the data,” where the code list is created by reading the data
(Strauss and Corbin, 1990; as cited in Yildirim & Simsek, 2009). Codes were created by reading the
answers given to the survey questions. After all, the data were coded, a list of categories was prepared.
The categories were grouped in a way that could be related to each other, taking into account similarities

and differences, and themes were formed.

The results of the analysis of the qualitative data were gathered to explain the factors that may
decrease the job satisfaction of the specialists in general since it was found that the job satisfaction of the
specialists did not differ significantly according to different demographic variables in the second sub-

objective.

In the fourth sub-objective of the study, which is to determine how the findings in the qualitative
part explain the results obtained from the quantitative part, a combination was made by using
sequential mixed data analysis. In this study, quantitative and qualitative findings are given under the
title "Results," respectively, and then quantitative and qualitative findings are analyzed and interpreted

together under the title "Conclusion and Discussion."

In qualitative research, the focus is on validity rather than reliability to determine whether the
explanations of the researcher and participants are accurate, reliable, and credible. In this study, the
themes and descriptions obtained from the opinions of the participants were presented to the two
participants in the study group in order to ensure the credibility of the findings of the study and they
were asked to examine the research findings. In addition, it was tried to ensure the participation of
specialists with different demographic characteristics in the research. The fact that the qualitative
research group was determined with purposeful sampling explains this situation (Yildirim & Simsek,
2009). In addition, in order to ensure the transferability of the research results, the themes created as a

result of the analyzes were described in detail without comment and supported by direct quotations.

Instead of reliability in quantitative research, the concept of consistency is used in qualitative
research (Yildirim & Simsek, 2009). Although the role of reliability in qualitative research is small, it is
primarily concerned with the reliability of different coders (Creswell & Plano Clark, 2020). All responses
to all survey questions were coded separately by two experts. Coding for coder reliability in the study
was compared in terms of similarities and differences, and it was observed that the coding results
generally overlapped (91%), indicating a high level of inter-coder agreement. According to the coding

audit that provides internal consistency, the consensus among coders is expected to be at least 80%
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(Patton, 2002). Encoders obtained consensus on the non-matching encodings before calculating the

frequency of the codes.
Ethic Permissions of the Research

In this study, all the rules specified within the scope of "Higher Education Institutions Scientific
Research and Publication Ethics Directive" were complied with. None of the actions specified under the
title of "Actions Contrary to Scientific Research and Publication Ethics", which is the second part of the

directive, have been taken.

Ethical board permission details: Name of the board performing the ethics assessment= Ondokuz

Mayis University Social and Humanities Ethics Committee
Date of ethics assessment decision = 25.12.2020
Ethics assessment document number= 2020/892
Findings and Interpretation
Findings Obtained from Job Satisfaction Scale Data

The descriptive statistics of the specialists' job satisfaction scale subscale scores in line with the

first sub-objective of the study are given in Table 2.

Table 2. Descriptive statistics of job satisfaction scale

Subdimension X XM Sd Range Variance Skewness SEskewness Kurtosis SEkurtosis
Pay 1267 1350 510 17 26.00 -0.09 0.36 1.33 0.70
Promotion 11.34 11.00 415 17 17.25 0.36 0.36 -0.33 0.70
Supervision 1491 1550 498 17 24.78 017 0.36 -0.95 0.70
Fringe Benefits 1456 15.00 528 17 27.84 0.24 0.36 112 0.70
Eg:vz?gsm 13.91 1400 453 16 20.50 -0.03 0.36 -0.80 0.70
Coworkers 1673 1750 3.87 15 14.95 -0.59 0.36 -0.46 0.70
Nature of Work  17.05 1650 4.80 18 23.07 -0.34 0.36 0.74 0.70
Communication 1559 17.00 4.44 16 19.74 0.41 0.36 1.018 070

According to Table 2, the highest mean in the subscales was 17.05 in the "Nature of work"
subscale, and the lowest mean was 11.34 in the "Promotion" subscale. Spector (2021) defined 4 to 12
points as dissatisfaction, 12 to 16 points as ambivalence, and 16 to 24 points as satisfaction. When the
results in Table 2 are evaluated in terms of satisfaction level, it is seen that the specialists are dissatisfied
in the dimension of "Promotion"; they are undecided in the dimensions of "Pay", "Supervision", "Fringe

benefits", "Contingent rewards", "Communication"; they are satisfied in the dimensions of "Coworkers"

and "Nature of work" but they are very close to the ceiling score of the definition of undecided.

Table 3 shows the results of the t-test analysis conducted to determine how the job satisfaction

of the specialists, which is the second sub-objective of the research, varies according to gender.
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Table 3. T-test results of job satisfaction according to gender

Subscale Gender N X 5d t 5d P

Pay ij:lljle i’i ﬁ’:gi Z:;? 092 42 36
Promotion Female 32 11.66 4.35 082 42 42

Male 12 10.50 3.61
Supervision i;:;:le i’i igz é;? 0.26 42 .79
Fringe Benefits ij;r;:le iﬁi Eié Zig 0.61 42 55
Contingent Rewards i;:;:le i’z 1;126 igz 0.36 42 72
k F 1 2 17. 4.

Coworkers 1\;:11: e :;)2 15‘22 322 1.03 42 31
Nature of Work i;;?:le i’i 12?3 ég 0.46 42 .65
Communication ij:ll:le i’z 1:22 :gg 0.16 42 .88

When Table 3 is examined, the sub-dimension scores of the job satisfaction scale of the
specialists do not show a significant difference according to gender (p>.05). The scores of remuneration,
promotion opportunities, supervision, social rights, colleagues, job structure and communication,

which are sub-dimensions of job satisfaction, do not vary according to gender.

One-way analysis of variance was performed to examine the change in job satisfaction of the
specialists according to their age, education level and working years. The results of Levene's Test to
evaluate whether the universe variances of the groups are homogeneous are given in Table 4 and the

results of the analysis of variance are given in Table 5.

Table 4. Levene Test results of groups according to demographic variables

Age Educ. Level Oc. Ex.
Levene Levene Levene
1 f

Subscale Statistic db dbp Statistic dfidfz P Statistic dfr - df P

Pay 0.70 2 41 51 0.29 2 41 .75 0.22 2 41 .80

Promotion 0.61 2 41 55 0.18 2 41 .84 2.97 2 41 .06

Supervision 0.72 2 41 50 0.42 2 41 .66 1.78 2 41 .18

Fringe Benefits 0.28 2 41 .76 0.18 2 41 .84 0.24 2 41 .79

Contingent 093 2 41 40 184 2 41 17 075 2 41 48
Rewards

Coworkers 0.53 2 41 .60 0.09 2 41 92 0.19 2 41 .83

Nature of Work 0.14 2 41 .87 0.05 2 41 .95 0.03 2 41 .98
Communication 1.42 2 41 25 0.18 2 41 .84 0.91 2 41 41

When the Levene's Test results in Table 4 are examined, it is determined that the universe
variances of the groups according to age, educational status and working years in the sub-dimensions

of the job satisfaction scale are homogeneous (p>.05).
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Table 5. One-way analysis of variance results of job satisfaction according to demographic variables

Educ. _

Subscale Age N X F p Level N X F p OcEx. N X F p
Pay <30 8 1075 0.69 .51 Bach. 13 11.31 158 22 <5 12 11.58 047 .63
Deg.
31-40 19 13.21 MD 21 12.38 6-15 16 12.63
>41 17 12.94 PhD 10 15.00 216 16 13.50
Promotion <30 8 1238 049 .62 Bach. 13 1054 122 31 <5 12 1225 0.62 55
Deg.
31-40 19 11.53 MD 21 11.00 6-15 16 11.50
241 17 10.65 PhD 10 13.10 216 16 10.50
Supervision <30 8 1575 1.17 .32 Bach. 13 1377 150 24 <5 12 1558 0.83 .44
Deg.
31-40 19 15.84 MD 21 14.52 6-15 16 15.69
>41 17 13.47 PhD 10 17.20 216 16 13.63
Fringe Benefits <30 8 13.88 0.14 .87 Bach. 13 11.85 3.08 .06 <5 12 13.83 0.15 .86
Deg.
31-40 19 15.00 MD 21 15.09 6-15 16 14.69
241 17 14.35 PhD 10 16.90 216 16 1494
Contingent <30 8 1450 022 .81 Bach. 13 12,69 1.01 37 <5 12 14.33 0.07 .93
Rewards Deg.
31-40 19 14.16 MD 21 13.95 6-15 16 13.81
241 17 13.35 PhD 10 15.40 216 16 13.69
Coworkers <30 8 1813 0.64 .53 Bach. 13 1523 158 22 <5 12 1750 047 .63
Deg.
31-40 19 16.53 MD 21 17.62 6-15 16 16.81
241 17 16.29 PhD 10 16.80 216 16 16.06
Nature of Work <30 8 17.50 0.58 .57 Bach. 13 15.69 1.19 31 <5 12 1842 144 .25
Deg.
31-40 19 17.74 MD 21 17.04 6-15 16 17.56
241 17 16.06 PhD 10 18.80 216 16 15.50
Communication <30 8 14.75 0.52 .60 Bach. 13 1431 089 42 <5 12 1517 0.15 .86
Deg.
31-40 19 16.37 MD 21 15.86 6-15 16 16.06
241 17 15.12 PhD 10 16.70 216 16 15.44

When Table 5 is examined, it is seen that the sub-dimension scores of the job satisfaction of the
specialists do not show a significant difference according to the variables of age, educational status, and
working years (p>.05). The scores of remuneration, promotion opportunities, supervision, social rights,
colleagues, job structure and communication, which are sub-dimensions of job satisfaction, do not vary

according to the age, education, years of service of the specialists.
Findings from Survey Data

As a consequence of the content analysis of the answers given to the survey questions applied
to determine the opinions of the specialists regarding their professional experiences, which is the third
sub-objective of the research, four themes were formed as "Nature of Work, Training Received,

Teachers, and Administrators." The themes and categories under each theme are presented in Table 6.
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Table 6. Themes and categories related to specialists’ professional experience

Nature of Work Tran.ung Teachers Administrators
Received

1)Works Carried Out 1) Sufficient 1) Opinions and Attitudes 1) Information on
Towards ME Specialists ME Specialization

2) Works to be Carried 2) Insufficient 2) Expectations from ME 2) Importance

out Specialists Given to ME
Specialists and
Specialization

3) Working Conditions 3) Reasons for 3) Shortcomings in ME Field
Insufficiency
4) Factors reducing the
Effectiveness of
Studies

The results of the analysis of each theme in Table 6 are presented in separate tables below. The
findings related to the "Nature of Job" theme and the category "Studies Conducted" are reported
separately from the other categories. The status of performing the 36 tasks presented to the specialists
in the category of "Studies Conducted" and their opinions on the suitability of these tasks to their

specialty is presented in Table 7.

Table 7. Specialists’ opinions on the status of performing the tasks and the relevance of the specialty

Tasks Realization Finding Suitable
for the Specialty
f f
1. Developing measurement tools for determining student 21 22
achievement
2. Developing measurement tools (questionnaires, scales, 20 21

inventories, etc.) to determine characteristics other than
student achievement

3. Planning the application or exam schedule 19 21
4. To ensure the application of exams developed in-house or 20 20
outsourced exams

5. Guidance in writing items in accordance with the learning 20 22
outcomes

6. Writing original items in accordance with the learning 14 15
outcomes

7. Preparing performance tasks, projects, rubrics, etc. 16 16
8. Guiding in the preparation of performance tasks, projects, 21 22
rubrics, etc.

9. Proofreading the items 20 22
10. Ensuring the creation of an item pool 20 22
11. Improving the item pool (removing unqualified items from 19 22
the item pool, adding qualified items, etc.)

12. To transfer the items written by the teachers to the 8 6
computer environment

13. Performing the computer-related technical work of the 6 4

teachers and the institution (drawing shapes, editing videos,
preparing power-point, etc.)

14. Contacting the relevant person or organization that will 17 13
carry out the printing (duplication) process
15. To make printing (diplication)/enveloping process 14 7
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16. Preparing exam practice guidelines 21 22
17. Performing inspections to ensure that the proctors in 15 14
charge during the exam administration process act in

accordance with the rules

18. Scanning the optical forms on the optical reader 16 11
19. Guiding teachers to read the items in applications that do 15 19
not use optical forms (open-ended, short-answer, performance

tasks, projects, etc.)

20. Reading items in applications that do not use an optical 8 10
form (open-ended, short-answer, performance task, etc.)

21. Performing data entries of applications such as surveys, 14 11
exams, etc.

22. Analyzing the item and test 22 22
23. Analyzing the validity and reliability of measurement tools 19 22
24. Reporting and sharing the results of practices or exams 22 21

within the organization at the level of administrators, teachers,
students and parents

25. Reporting the national exam results of the institution and 21 21
sharing them with the relevant parties

26. Preparing a study, course, or additional study program 10 7
according to learning deficiencies

27. Preparing activities, worksheets, lesson plans, etc. that 6 8
teachers will implement in the classroom

28. Following up on student homework assignments 3 10
29. Monitoring student progress according to measurement 17 18
results

30. Discussing student development with students/parents 5 6
according to measurement results

31. Holding a meeting with the teachers to improve student 19 20

achievement according to the measurement results

32. Providing training (question writing, exam system, 20 22
innovations in measurement and evaluation, etc.) to the staff

in the institution in their specialty

33. Participating in seminars, conferences, panels, workshops, 21 22
and similar activities related to the profession

34. Preparing the school's annual/semesterly curriculum 3 5
35. Taking part in various commissions (book 17 20

preparation/review, curriculum development, quality

management, etc.) established within the institution in

accordance with the specialty

36. Preparing and reporting statistics other than education and 13 11
training processes (personnel, student enrollment, etc.) for the

needs of the institution

As can be seen in Table 7, among the defined tasks, there were no tasks that were not performed
by specialists. Considering the specialization training received, it is noteworthy that some of these tasks
are tasks that should not be included in the job description of the specialist (tasks 6, 7, 12, 13, 15, 18, 20,
21, 26, 27, 28, 30, 34, 36), but some specialists also perform these tasks in institutions. When the tasks
were examined, it was determined that the specialists also carried out the tasks of teachers, vice

principals, counselors, computer technicians, typesetting personnel, office staffs, etc. in addition to their
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own tasks within the institution and that some specialists considered these tasks as appropriate to their

specialty.

The results of the analysis of the "Nature of job" theme, "Intended tasks", "Working conditions,"

and "Main problems that reduce the effectiveness of the work" categories are given in Table 8.

Table 8. Specialists’ opinions on the nature of job theme

Category Code

N

Intended Conducting scientific studies, organizing seminars, symposiums, and
Tasks in-service training
Establishing a unit where education specialists can work together
Conducting survey studies
Conducting studies to develop students' higher-order thinking skills
Creating and developing an item pool
Monitoring student progress and providing effective feedback
Ensuring the use of different ME methods and techniques
Conducting studies on performance evaluation of employees

N~ N W W s O

Working Inappropriate position in the organization chart and not having
Conditions similar conditions with other education personnel

Satisfaction with working conditions and personal rights

Varying conditions from school to school

Low wages received for the work performed

The low number of personnel and overtime work

General dissatisfaction with working conditions and personal rights

Lack of clear job definitions
Factors Lack of knowledge of teachers or administrators in the field of ME and 16
Reducing the  not being open to innovations/development
Effectiveness  Lack of clear job descriptions of ME specialists and underestimation of 12
of the Studies  the work done

Success anxiety and exam-oriented institutions 10

NN W &0

Problems of cooperation and communication between teachers and 8
specialists

High workload due to the low number of personnel working in the 8
unit

Inadequate personal rights 5
Uncertainty of position in the organization chart and limited powers 4
The negative perception that people who are not trained in the field of 4
ME or who do not have sufficient professional equipment created in
institutions as ME specialists

No use of different ME methods and techniques 1

When Table 8 is examined, in the category of intended tasks, 7 out of 22 specialists stated that
they would like to conduct scientific studies, organize workshops, seminars, symposiums, and in-
service training as part of their work, 5 of them would like to create a unit where they can work together,
4 of them would like to conduct surveys and studies to develop students higher order thinking skills.

"I would like to organize a workshop specific to my field."

"Establishing a well-equipped R&D and providing more education.”

"Only cognitive traits are measured, and these are predominantly multiple-choice questions.
The development of students' thinking skills can be monitored with different ME
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activities/question formats...Studies can be carried out to improve the item bank by considering
questions in different formats. Teacher training can be given more importance."

When the working conditions category was examined, 7 of the specialists stated that the
position in the organization chart was not appropriate and that they did not have similar conditions
with other education personnel, 4 of them stated that the working conditions differed from school to
school and that the wages received for the work done were low. 6 of the specialists stated that they were
satisfied with their working conditions and personal rights.

"The salary in my current organization is moderate, and the working environment is good, but
being the only one is very tiring and stressful. There must be 2 people in ME units."

"My working conditions are comfortable. When they consider that I am free, they give me
similar jobs such as student automation, guard duty, question solution, and so on. The reason
why I am comfortable is that the school I work at does not have serious academic goals...Since
your job as specialist is not clear, they try to give you the wage given to 2-year graduates...This
is because many ME specialists are graduates of statistics, history, and literature working for

minimum wage."

"It depends entirely on the policy of the institution. It is actually not bad in general, but in many
institutions, we work with worse rights (salary, leave, etc.) than teachers. We are actually
positioned between teachers and office staffs when we should be in a position between teachers

and administrators."
"...S0 1 think I am in the right place in terms of personal rights in Ankara."

When the main problems reducing the effectiveness of the studies were analyzed, 16 out of 22
specialists stated that teachers' or administrators' lack of knowledge in the field of ME and not being
open to innovations/development were the main problems. 12 of the specialists stated that their job
definitions were not clear and their work was not valued, while 10 of them stated that the institutions'
success anxiety and exam-oriented focus prevented the work they did or wanted to do. On the other
hand, 8 of the specialists consider the problems of cooperation and communication between teachers
and specialists and the high workload due to the small number of personnel working in the unit as
problems.

" ME=dominance of the perception of exams, ME studies are not considered necessary except
for cognitive processes."

"The lack of authority of the specialist, or more precisely, the unclear place of the specialist in
the organization chart of the institution. Mostly teacher resistance reduces effectiveness; we
have to fight with teachers to do something new or just to do real expertise... Treating specialists
like office staffs is one of the main demotivating factors. The fact that their rights are not the
same as teachers is also demotivating for the specialist. Another factor is the existence of
specialists who accept to work as office staffs or people who work as ME specialists in
institutions by "reading optics and getting exam results" even though they have no education
in the field of ME."

"The fact that administrators don't consider you as an education staff..The duties and
responsibilities of our unit are not known by teachers and administrators. People out of their
field, such as computer teachers, are working in these units."
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The opinions of the specialists on the theme of the training received were analyzed in two main
categories: Those who thought that the training received was "sufficient" and those who thought that it
was "insufficient," and the "reasons for insufficiency" were defined in a separate category and the results

of the analysis are given in Table 9.

Table 9. Specialists’ opinions on the received training theme

Category Code f
Sufficient ~  --—--- 13
Insufficient =~ ----- 9
Reasons of The theoretical nature of the education received 4

i~

Insufficiency Insufficiency of training for the measurement of high-level skills
Lack of information about the ME software used in schools in the 3
course content

When Table 9 is examined, 13 out of 22 specialists found the training received to practice the
profession sufficient, while 9 did not find it sufficient. Of those who did not find it sufficient, 4 of them
stated that the training they received was theoretical and the training received for the measurement of
high-level skills was insufficient, and 3 of them stated that the information about the ME software used
in schools was not included in the course content.

"Because there was not enough promotion/information, especially in terms of current computer
programs.”

"The training we receive is very theoretical. There are hardly any courses on school practices.
Since practices such as question writing, question editing, project preparation, etc., are
insufficient in the course content, there are problems when working in schools. There are no
studies on the use of ME software in schools."

"Skill-oriented question preparation, evaluation of open-ended questions, questionnaire
development process"

The results of the analysis of the "teachers" theme, teachers' "opinions and attitudes towards ME

"non

specialists,”" "expectations from ME specialists," and "shortcomings in the field of ME" categories are

given in Table 10.
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Table 10. Specialists’ opinions on the teacher’s theme

Category Code
Opinions and  Not being open to collaborative work and perceiving it as interference 7
Attitudes in their work
Towards ME  Not considering it an area of expertise 6
Specialists Not having sufficient and necessary awareness of the necessity of the 6
ME field
Thinking that it varies according to the institution 4
Being open to collaborative work 4
Respect for the specialty 3
Thinking that specialists do not know the level of students 2
Expectations  Performing technical works outside the specialty (transferring 7
from ME questions to the computer etc.)
Specialists Performing the work that teachers are responsible for (writing 6
questions etc.)
Guidance and training in ME processes 6
Non-interference in their work 5
Sharing results of general exams and progress reports 5
Shortcomings Ignoring evaluations other than summative evaluation 7
in the field of ~ Failure to prepare a qualified alternative ME tool 6
ME Failure to prepare a qualified traditional ME tool 5
ME results cannot be interpreted and used in planning the teaching 4
process
Failure to measure gains and thinking processes appropriately 4

When Table 10 is examined, in the category of opinions and attitudes towards ME specialists, 7
out of 22 specialists stated that teachers were not open to collaborative work and perceived any
suggestion or correction as interference in their work, 6 of them stated that teachers did not have
sufficient and necessary awareness of the necessity of ME specialization and did not consider it as a
specialty.

"They consider us as optical readers and clerks who have to transfer their questions to the

computer. They do not want to get support in preparing project assignments and

rubrics...When we correct their questions or project assignments, they find it unnecessary and
inadequate..."

"... I observe that they think that the measurement units are just a unit that reads exams with
an optical reader and that they do not have detailed information about our specialty."

"Usually, ME specialist is thought of as an "office sitting" staff member. Because we don't attend
the class, they think that our idea of what skills students should have is not correct...But besides
all that, when we start working together, after a while, they start to respect what we do."

"To generalize, they contribute as collaborative and cohesive stakeholders."

When the category of teachers' expectations from the ME specialist was examined, 7 of the
specialists stated that they are expected to do work (transferring questions to a computer, drawing
figures, etc.) outside of their area of expertise. In addition to these, regarding teachers' expectations for

guidance and training in ME processes, 6 specialists expressed positive opinions.
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"They expect education specialists to do everything. Most of the teacher group is in favor of just
lecturing."

"Packing the exam, assigning the exam without filling his/her free time, evaluating the exam
and sharing the results, transferring the questions to the computer..."

"Guiding them."

"Giving them a different perspective as a specialist, learning new information from me, and
learning how they can use it in different areas in the lesson."

When the category of teachers' shortcomings in the field of ME was examined, 7 of the
specialists stated that teachers only cared about summative assessment, did not give importance to
process-oriented assessment, or lacked knowledge in this regard, 6 of them stated that they could not
prepare qualified alternative ME tools and 5 of them stated that they had difficulty in preparing
qualified traditional ME tools.

"They generally have problems in preparing rubrics, determining taxonomy, and mapping

objectives."

"Since they have grown up according to the exam system in our country, they find it difficult to
get out of the score-based measurement approach.”

"Including newly graduated teachers, they do not even know the most basic principles of
question preparation, whether open-ended, multiple-choice, TF. They never deal with item
analysis in the exam results; the only thing that matters is the overall average. They never ask
questions about higher-order thinking processes, neither in class nor in their exams..."

Table 11 presents the results of the analysis of the "Administrators" theme, the categories of
"knowledge about the specialty of the administrators" and "importance given to the specialty and their

specialization.”

Table 11. Specialists’ opinions on the administrators theme

Category Code
Knowledge of Sufficient 7
ME Specialty  Insufficient 15
Importance Valuing expert opinions and supporting their work 7
Givento ME  Not knowing what the ME specialist should do and not considering it 7
Specialists and as a specialty
Specialty Expectations outside his/her specialty (administrative work, 6
transferring questions to the computer etc.)
Ignoring the opinions of specialists and not being open to innovations 5
Waiting only for exam results 3
Taking measures based on exam results 2

When Table 11 is examined, 7 out of 22 specialists in the category of knowledge about the field
of ME specialty stated that their managers did not have sufficient knowledge in terms of the
contribution of the specialist to the organization.

"They actually think that the field of ME is very important, but their knowledge about what

specialists should do is very limited. There is an idea that they just prepare the exam, read the

optics and print out the exam results."
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"We are considered as employees who do the work of typing the questions into the computer,
duplicating and administering the exam, entering the results into the computer, etc."

"Academic coordinator has a bachelor's degree in ME. However, I don't think that the deputy
principals and the heads of the class are sufficient..."

In the category of importance given to ME, specialists, and their specialty, 7 of the specialists
had negative opinions that the administrators did not know what the ME specialist should do and did
not consider ME specialization as a specialty, and 6 of the specialists had negative opinions that the
administrators expected tasks outside their specialty (administrative tasks, transferring questions to
computer, etc.). In addition to this, 7 specialists expressed positive opinions about the importance of the
opinions of the specialists and their support for their work.

"It is very important for them that the exams are read and reported accurately within 1 hour! In

my opinion, the resulting analysis reports, i.e.,, education management systems, are more

important than us!"

"Managers consider ME specialists as staff who do not teach in the institution and have a lot of
free time sitting at a desk, so they want the measurement unit to carry out even simple tasks
that require excel knowledge, such as preparing class lists. Research and development work in-
house is not deemed necessary...”

"In many of the schools I have worked in so far, our analysis of ME results has always been
understood with interest. It had an impact on the school's development and decision-making

processes."

"We were allowed to do anything we wanted to do with ME at school, both financially and
practically, and we always paved the way."

The fourth sub-objective of the study, which is how the qualitative results obtained from the
responses of ME specialists to the job satisfaction questionnaire explain the quantitative results obtained
from the job satisfaction scale, the combination and interpretation of the data are discussed under the

title of discussion and conclusion based on the literature.
Discussion and Conclusion

According to the results of the quantitative research, it was determined that the specialists are
dissatisfied in the dimension of "Promotion"; they are undecided in the dimensions of "Pay",
"Supervision", "Fringe benefits", "Contingent rewards", "Communication"; they are satisfied in the
dimensions of "Coworkers" and "Nature of work" but they are very close to the ceiling score of the
definition of undecided. Findings similar to the literature were obtained for demographic variables
(Amarasena et al., 2015; Andrade et al., 2019; Ashraf, 2020; Emek et al., 2015; Fields & Blum, 1997; Islam
& Akter, 2019; Koroglu, 2011; Mohammed et al., 2017; Oshagbemi, 2000; Shrestha, 2019; Yelboga, 2012).
According to the studies that found that demographic variables explain the change in job satisfaction

(Biylikgoze & Ozdemir, 2017; Clark, 1997; Emek et al., 2015; Islam & Akter, 2019; Kristensen &
Johansson, 2008; Kume, 2020; Shrestha, 2019), different results were reached.
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When the qualitative findings were examined, it was observed that experts in institutions; were
also doing the works of people as teachers, assistant principals, office staff etc. In addition, it was seen
that there was no consensus among the specialists about what the job descriptions should be. There was
no consensus, even among specialists, about what should be included in the job description of a
specialist. Some specialists considered the duties of other education staff as their own duties. In the
study conducted by Nartgiin (1998), it was found that people with no education in the field of ME were
working in the ME services, but it was stated that the number of ME graduates was not sufficient to
meet the needs of private tutoring centers and therefore, the ME services were staffed by personnel with
different graduation fields. This is still the case today. The education of ME is given at the graduate
level, and graduates mostly prefer academic careers, and the number of specialists working in private
or public institutions is not sufficient. Defining people with no field training as specialists may result in
the inability to fulfill the tasks expected of specialists (Nartgiin, 1998), or the field may not be considered
a specialty. These considerations also explain the quantitative finding that the specialists were
unsatisfied with the promotion chances and the qualitative finding that they were ambivalent regarding
supervision. It is recommended that people who do not have training in measurement and evaluation
should not be employed as specialists and that universities and programs that can provide
specialization training should be increased. In addition, it is thought that opening elective courses in
ME departments for school applications will contribute to the training of specialists who will work in

the field.

In the institutions where they work, specialists do not only want to evaluate multiple-choice
exams but also want to take an active role in the preparation and evaluation processes of exams with
different question types and for different purposes. They also want to conduct scientific studies and
provide teacher training within the institution. In most institutions, the low number of specialists and,
therefore, the high workload is one of the obstacles to the desired studies. Having more specialists in
institutions and creating units where education specialists can work together will contribute to
improving the quality of education. Determining a standard for the job descriptions of specialists based
on the training they receive and the needs of the organization is important both in terms of providing
information to managers about the support they can receive from specialists and in preventing an
increase in workload through non-specialized assignments. Although vocational standards for ME
specialists have been determined by VQA (2016), it is recommended that these standards be reviewed
by EPODDER based on both the results of this study and the definition and duties of specialists in the
XIth MoNE Council decisions (MoNE, 1982).

Although the number of those who are satisfied and dissatisfied with working conditions and
personal rights, in general, is close, it has been determined that this situation varies from institution to
institution, there is no certain standard in issues such as working hours, wages, additional

opportunities, and some specialists do not have similar rights with other education personnel in the
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institution. These findings explain the quantitative study's conclusion that specialists are indecisive on

wages, social rights, and performance-based compensation.

In addition to these conclusions, it was observed that teachers' perception of specialists as a
supervision mechanism, their lack of knowledge in the field of ME, and the perception that specialists
who are not from their field cannot contribute to ME processes create problems in collaboration.
According to the quantitative part of the study, this finding explains the finding that specialists are
undecided in terms of communication at work. Communication challenges between ME (Measurement
and Evaluation) specialists and teachers create a significant barrier to effective collaboration. As
highlighted by Wood et al. (1990), a notable discrepancy exists between the preferences of ME specialists
and teachers. While ME specialists tend to engage in more theoretical studies, aiming for valid and
reliable test scores, teachers seek practical solutions for the daily challenges they encounter. Teachers
require easily applicable and scoreable test applications, leading to a conflict of expectations between
them and the experts. Wood et al. (1990) further asserts that university-level ME specialists often
overlook the assessment challenges faced by teachers in real-world settings. Their studies
predominantly lean towards theoretical foundations, with theories such as Item Response Theory and
Generalizability Theory not being commonly applied in practical contexts. Additionally, there is a lack
of direct communication between university-level ME specialists and teachers, exacerbating the gap

between theory and practice.

According to the research findings, specialists state that teachers have basic deficiencies in the
field of ME. This opinion of the specialists is in line with the findings of the studies in the literature that
teachers and pre-service teachers do not perceive themselves to be very competent in some aspects of
ME (Acar & Anil, 2009; Birgin & Giirbiiz, 2008; Gelbal & Kelecioglu, 2007; Karaca, 2003; Kilmen et al.,
2007; MoNE, 2020; Plake, 1993; Zhang & Burry-Stock, 1995; 2003). Plake's (1993) research reveals that
teachers express a sense of inadequacy in their pre-service training regarding ME, leading to discomfort
in evaluation processes. Wood et al. (1990) advocates for an enhancement of specialists’ school
experiences to mitigate communication challenges, emphasizing the importance of positive
communication between specialists and teachers as essential for bridging the gap between theory and
practice. For specialists presently engaged in school settings, it is hypothesized that in-service training
sessions with experts or participating in regular group studies could potentially influence teachers'
communication with specialists, reshape their perception of the Measurement and Evaluation (ME)
field, and enhance their professional competencies. As suggested by Cobanoglu Aktan and Cepni
(2010), it is thought that planning ME courses in faculties of education by considering teacher needs,
giving more weight to practice, and opening elective courses for developing measurement tools can be
effective in increasing teacher competencies. Zhang and Burry-Stock (1995; 2003) as well as Alkharusi
et al. (2011) underscore the significance of incorporating measurement and evaluation courses during

the pre-service period. In alignment with these perspectives, Wood et al. (1990) recommends
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modifications to the content of teacher training programs. Furthermore, O'Sullivan and Johnson (1993)
illuminate the positive impact of performance-based measurement and evaluation training in

enhancing the competencies of teachers in the field of measurement and evaluation.

In Nartgiin's (1998) study, it was concluded that unclear job descriptions, insufficient number
of staff, low staff competencies, teachers' lack of sufficient knowledge in the field of ME, and the lack of
sufficient cooperation between teachers and service staff were among the factors that negatively affected
the work of ME services. The emergence of similar views despite the passage of nearly 25 years is
striking and worth examining. In addition to the recommendations made above, further studies on ME

specialists are recommended.
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