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This study aims to examine the reasons for the motivation of teachers who lost their right to
become administrators due to low scores in the oral interview although they received
sufficient grades in the administrator exam and their experiences after being eliminated from
the interview. The study group of the research consists of 22 prospective teachers who were
determined using snowball and criterion sampling methods. The study was designed in an
interpretative phenomenological design. In the study, a semi-structured interview form was
used and the interview questions were prepared after reviewing the literature, taking into
account the sub-objectives and expert opinions, and the data were analyzed with the help of
Maxqda program by following the interpretative phenomenology analysis stages. At the end
of the research, the themes of reasons for wanting to be an administrator, emotions
experienced and impact on work life were reached. Accordingly, it was determined that
teachers wanted to become administrators with the motivation to achieve organizational
change, but the interview method used in the administrator appointment process caused
teachers to develop a lack of confidence in the general functioning and decrease their
motivation to work. In this context, reviewing the process of appointing principals and vice-
principals, weighting the interview in a way that does not invalidate the central examination
score in the process of teachers becoming administrators, will strengthen teachers' sense that
the process is fair and may also prevent political intervention in the appointment of
principals and vice-principals.
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Bu aragtirma, yoneticilik snavindan yeterli not almalarina kargilik sdzlii miilakattan aldig: diisiik
not nedeni ile yonetici olma hakkimi kaybeden 6gretmenlerin yonetici olma motivasyonlarmimn
nedenlerini ve miilakattan elenme sonrasi deneyimlerini incelemeyi amaglamaktadir.
Arastirmanin galisma grubunu kartopu ve dlgiit 6rnekleme yontemleri kullanilarak belirlenen 22
yonetici adayr Ogretmen olusturmaktadir. Arastirma, yorumlayict fenomenolojik desende
desenlenmistir. Aragtirmada, yar1 yapilandirilmis goriisme formu kullamilmis ve goriisme
sorular1 alanyazin taramas: yapildiktan sonra alt amaclar goz oniinde bulundurularak uzman
goriisleri de alinarak hazirlanmis, veriler yorumlayici fenomenoloji analiz asamalar1 izlenerek,
Maxqda programi yardimiyla ¢oziimlenmistir. Aragtirma sonunda; yonetici olmak isteme
nedenleri, yasanan duygular ve is yasamina etki temalarina ulagilmistir. Buna gore, 6gretmenlerin
orgiitsel degisimi saglama motivasyonu ile yonetici olmak istedikleri ancak, yonetici atama
siirecinde kullanilan miilakat yonteminin, 0gretmenlerin genel isleyise dair bir giivensizlik
gelistirmelerine, gorev motivasyonlarinin azalmasma yol actig1 belirlenmistir. Bu baglamda okul
miidiir ve miidiir yardimcilarinin atama siireglerinin yeniden gézden gegirilmesi, 6gretmenlerin
egitim yoneticisi olma siireclerinde miilakatin, merkezi smav puanmm gecersiz kilmayacak
bigimde agirliklandirilmasi, siirecin adaletle yiiriitiildiigii yoniindeki duygular1 giiclendirecegi,
ayrica  egitim  yOneticisi atamalarinda siyasal miidahalelerin Oniinii  kesebilecegi
degerlendirilmektedir.
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Giris

Yirmi birinci ylizyilin hizla degisen sosyal ve teknolojik diinyasi, okullarin degisim
dinamigini giiclendirmektedir. Okul yoneticisi, Bursalioglu'nun (2005) da belirttigi gibi, okulun yasal
lideridir. Okullarin formal yapisinda miidiirlere sunulan bu basat rol, resmi giiciin kullanmilmasina
iliskin bir imkan1 beraberinde getirmektedir. Tiirkiye’de okul yoneticiligi, hiyerarsik yapiya bagh
olarak, giiciin dagitilmas: esasina uygun isleyen bir yapidadir. Leithwood, Harris ve Hopkins’e (2008)
gore okul yoneticileri ders 6gretmenlerinden sonra 6grencilerin basarisi tizerinde rol oynayan en
onemli ikinci etkendir. Okul yoneticileri bu etkilerini; olusturduklar1 ve gelistirdikleri vizyon,
Ogretmenler ve diger ¢alisanlarla kurduklar: yakin iliski ve onlari motive etmeleri, okul miifredatin
takip etmeleri ve okul basarisini arttirma ile saglamaktadirlar. Ayrica Sel¢uk (2019) okullarda yonetim
sorumlulugunu iistlenenlerin, okuldaki tiim insan ve madde kaynaklarini en verimli sekilde
kullanmalar1 gerektiginin ve okullara vizyon ve misyon kazandirarak amaglarina ulasmalar
gerektiginin altini ¢izmektedir. Okullarin toplumsal degisimde oynadiklar: kritik roliin giliclenmesi,
okullardaki yoneticilerin mesleki yetkinlikleri, isteklilikleri ve yoneticiligi asan liderlik becerilerine
sahip olabilmeleri ile miimkiin olacaktir. Leithwood ve digerleri (2008) liderlerin, okullarindaki
politikalar, uygulamalar ve prosediirler hakkinda elestirel bir bakis agis1 benimsediklerinde
muhtemelen daha etkili olacaklarmin altim1 ¢izmektedir. Okul miidiirlerinin, yoneticiligi yapma

konusunda istekli olmalarinin yaninda liderlik becerilerine sahip olmalar etkililiklerini arttiracaktir.

Bartell ve Birch’e (1995) gore, okullar1 basarih bir bicimde gelecek yiizyila tasiyacak
yoneticilerin, okullarin potansiyellerini dogru analiz etmeleri, toplumun ihtiyaclarini iyi anlamalari,
etkili bir liderlik becerisi sergilemeleri ve siirekli olarak kendilerini gelistirmeleri beklenmektedir. Bu
baglamda yoneticiler, biirokratik anlayisin korunakli, prosediirel alanindan ayrilarak gerektiginde
risk alan dinamik bir yonetim anlayisi gelistirmelidirler. Davis, Rogers ve Harrigan (2020),
yoneticilerin okul gelisiminin en 6nemli unsuru oldugunu vurgulamaktadirlar. Bununla beraber Arar
(2018) okullarda yonetici olmanin 6gretmenler arasinda kaygiya yol acan pek ¢ok giicliigii igerdigini
belirtmektedir. Bu baglamda yoneticilik, 6gretmenlik becerileri ile ortiismeyen farkli becerileri
gerektirmesinin yam sira karmagiktir ve biiyitk sorumluluk gerektirir. Bu bakimdan etkili okul

miidiirlerinin gelistirilmesi kadar secilmelerinde belirlenen 6lgiitler oldukga 6nem tasimaktadir.

Cimkir ve Cetin’e (2010) gore etkili okullar, profesyonel bir liderligin sergilendigi okullardur.
Bu durum okullara motivasyonu yiiksek, liderlik becerilerine sahip ve yenilikgilik cesareti
gosterebilecek 0Ozglivenli yoneticilerin getirilmesini zorunlu kilmaktadir. Tiirkiye’de egitim
yoneticileri, okulun amaglarma wuygun olarak yonetilmesinden, degerlendirilmesinden ve
gelistirmesinden sorumludur. Milli Egitim Bakanhig: (2023) yonetmeliklerine gore, ilkokul, ortaokul
veya lise miidiirleri gibi egitim ydneticileri, kamu ve 6zel okullarin hedeflerini belirlemek, bu hedefler

dogrultusunda calisanlar1 orgiitlemek ve yonetmek icin calisan egitim profesyonelleridir. Berber,
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Boliikbasi, Bulut ve Cekiciler (2023) kurumun isleyisinin kurallara gore gerceklestirilebilecegini, ancak
bunu asil yiiriiten kisinin okulun yoneticisi oldugunu belirtmektedir. Bu bakimdan okul yoneticisi

tutumlariyla okulun sundugu hizmet diizeyini etkileyebilmektedir.

Tiirkiye’de uzman bir yonetici istthdami s6z konusu degildir. Milli Egitim Bakanlig1 okullarda
yonetici konumunda gorev yapacak olan kisileri 6gretmenler arasindan se¢mektedir. Pek c¢ok
Ogretmenin basvurusu soz konusu oldugundan bu se¢me siireci merkezi bir sinav ve buna ek olarak
yiiriitiilen birtakim prosediirler cercevesinde yiiriitiilmektedir (Oncii Okul Yoneticileri Dernegi, 2020).
Alireisoglu ve Giiner'in (2023) arastirmas:t Ogretmenlerin kendilerini mesleki olarak tiikenmis
hissetmeleri nedeni ile miidiir yardimcist olmak istediklerini ortaya koymustur. Arastirma ayrica
O0gretmenlerin okullarindaki yoneticilerin hatali uygulamalarinin yonetici olmak isteklerini arttirdigim
belirlemistir. Demirkol, Orhan ve Ozdemir (2022), 6gretmenlerin, yonetime yeni bir bakis agist
getirmek icin yOnetici olmak istediklerini belirlemistir. Bu baglamda 6gretmenlerin yOnetici olma
motivasyonlarinda yonetime iliskin yenilik¢i bakis agilarinin etkili oldugu anlasilmaktadir.
Ogretmenlerin okul yonetimine yenilik¢i amaglarla katilma istekleri Tiirkiye’de liyakat temelli atanma

tartismalari ekseninde siklikla tartigilmaktadir.

Okul yoneticilerinin atanma siireci diinyanin farkl tilkelerinde siyasal miidahalelerin y6netici
belirlemeye etkileri baglaminda arastirmalara konu olmustur. Atamalarin yonetimin istekleri
dogrultusunda yapildig1 Brezilya’da (Mendonga, 2001) okul miidiirlerinin se¢imi dort temel kritere
baglanmistir. Bu kriterler; atama, kamu rekabeti, se¢im ve secici se¢im yoluyla isletilmektedir. Benzer
bicimde Fransa, Almanya, Hong Kong ve Singapur’da da atamalar merkezi yonetim tarafindan
yapilmakta ve miilakat yontemine basvurulmaktadir (Huber ve West 2002). Almanya’da okul
miidiirleri dort alanda degerlendirilmektedir. Bunlar; 6gretim basarilari, yapilandirilmis goriisme
performansi, medya destekli sunum becerileri ve okulda ortaya ¢ikabilecek sorunlara ¢éztim bulma
becerisidir (Bildungsdirektion, 2024). Malta, Romanya, Birlesik Krallik (Ingiltere ve Galler) ve
izlanda'da, okul yoneticisi olabilmek igin 6gretmenlik deneyimi, idari deneyim ve yonetici egitimi
gerekmektedir (Enterieva, 2022). Bu baglamda, yoneticilerin atanmasina iliskin tartismalara farklh
iilkelerde rastlanabilmektedir. Bununla beraber Malta, Romanya, Birlesik Krallik gibi iilkelerde
miilakatin, yoneticilerin yonetim alanindaki yetkinliklerinin Ol¢iilmesinde basvurulan bir yontem

oldugu anlasilmaktadir.

Atama yontemi genellikle siyasi ¢ikarlara gore hiikiimet tarafindan yapilir. Okul miidiiriiniin
secilmesi, okuldaki karar alma siireglerine katilimin 6zellikle ilging bir 6rnegidir ¢linkii 6gretmenlere
dogrudan karar verme giicii saglar ve 6gretmenlerin mesleki uygulamalar1 agisindan 6nemli sonuglar
dogurur. Segimler, 6gretmen giigclendirmenin iki boyutunu gergeklestirme potansiyeline sahiptir: (1)
Ogretmenler ve miidiirler arasindaki gii¢ iliskisini yeniden olusturarak daha esit gii¢ iligkileri

olusturur ve 6gretmenlerin okul yapis1 icindeki roliinii ve (2) kisisel nitelikleri degistirir. Bu baglamda
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okullara yonetici atanmasinda seffaflik, hesap verilebilirlik ve hakkaniyet okul kiiltiiriine farklh
katkilar saglayabilir (Myers, 2008). Yolcu ve Bayram (2015) yonetici seciminde miilakatin yeterli bir
yontem olmadigini belirtmektedir. Yukl (2018) ise atanan liderlerin sahip olduklar: yetki ve konum
glicii nedeni ile astlarinin degerlendirmelerine daha az bagh olduklarimi belirtmektedir. Bu durum
yonetici konumundaki kisilerin daha az risk alan, astlar ile kurdugu iliskide resmiyeti dnceleyen bir
tutum ortaya koymalarina neden olabilmektedir. Bununla beraber Myers (2008) okul yoneticilerinin
toplumsal degisimde ve demokratiklesme siirecinde kilit rol iistlenen aktivistler olmalar1 gerektigini
belirtmektedir. Ancak merkezi politikanin gorevlisi olarak var olan yoneticiler bu 6nciiliik rollerinden
styrilarak kendilerini, merkezi politikalarin savunucusu, okullari da bu politikalarin alani haline
getirebilmektedirler. Oysa Paro (2000), gerek okul yoneticileri ve gerekse egitimcilerin, toplumun bir
mikrokozmosu olarak okulun, demokratik bir toplulugun temel 6zelliklerine sahip olmasi ve bunun
edinildigi yapilar haline getirilmesi i¢in ¢abalamalar1 gerektigine vurgu yapmaktadir. Paro’ya (2000)
gore okullara yonetici atama siireglerinde 6gretmen goniilliigliniin disinda gelistirilen subjektif
uygulamalar, okulda Ogretmenlerin izole edilmeleri, kendilerini balkanlastirilmig(biitiiniin disina
atilmis) gibi hissetmeleri sonucunu ortaya ¢itkaran durumlara yol acabilmektedir. Gratch (2001) bu
durumlarin 6gretmenlerde otoriteye meydan okuma davramsina yol agtigimi belirtmektedir.
Okullardaki tiim siiregler gibi yonetici atamalarinin da katilimci, objektif ve seffaf siirecler olarak
isletilmesinin okul kiiltiiriinii gliclendirecegi ayrica okulun baris¢il bir iklime sahip olmasina katk:

saglayacag1 degerlendirilmektedir.

Okullarda yoneticilerin motivasyonlar1 ve mesleki degerleri olduk¢a 6nemlidir. Yilmaz (2006)
ilkogretim okulu yonetici ve 6gretmenlerinin insana saygi, diiriistlitk, demokrasi ve adalet, esitlik ve
tarafsizlik degerlerine verdikleri 6nemi ortaya koymustur. Cinkir ve Cetin (2010) okuldaki degerler
sistemini olusturmada yoneticinin 6nemli bir sorumlulugunun oldugunu vurgulamaktadir. Bu
bakimdan 6gretmenlerin hangi motivasyonla okul ydneticisi olduklar: onlarin yéneticilik siirecinde
savunacaklari, koruyacaklari ve yayginlastiracaklari degerlerin gostergesi olmasi bakimindan
onemlidir. Ayrica, okul yoneticilerinin atanmasinda uygulanacak seffaf ve esitlik¢i uygulamalar,
degisimin Onciisii niteligindeki okullarin saglikli bir hiyerarsik diizen iginde isleyebilmesine katki
saglayacaktir. Tiirkiye’de uygulana gelen miilakat yonteminin, yonetici adaylarinin mesleki baglilik
ve motivasyonlarina etkisinin arastirilmasi, miilakat yonteminin sonuglarmin goriiniir kilinmasi
agisindan Onem tasimaktadir. Bu arastirma, yoneticilik sinavindan gecerli not almalarina karsilik
sozlii miilakatta gecer not alamayan ve buna bagli olarak ydnetici olma hakkini elde edemeyen
Ogretmenlerin yonetici olma motivasyonlarinin nedenlerini ve miilakattan elenme sonras:

deneyimlerini belirlemeyi amaglamaktadir.
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Yontem
Arastirma Deseni

Calisma nitel arastirma desenlerinden yorumlayici fenomenolojik desende desenlenmistir. Bu
desende 6znel deneyimin ortaya ¢ikarilmasi, agiklanmasi ve aydinlatilmas: amaglanmaktadir. Bireyin
yasamis oldugu deneyimin tiim yonleri, istekleri, duygulari, inang sistemi, bunlarin davranis ve
eylemde nasil ortaya ¢iktig1 vb. konular ele alinir (Eatough ve Smith, 2017). Bu yaklasim, Milli Egitim
Bakanlig1 bagl devlet okullarinda 6gretmen olarak calisan ve milli egitim bakanlig1 egitim kurumlari
yoOnetici se¢gme smavini kazanan ancak yapilan miilakatlardan gegerli puan alamayan yonetici

adaylarinin deneyimlerini ortaya ¢ikarmak igin se¢ilmistir.
Calisma Grubu

Nitel arastirmalarda orneklem biiyiikliigiinii belirlemeye yonelik farkli yaklasimlar vardair.
Ancak Creswell (2007), 3-25 katihmcinin yorumlayict fenomenolojik nitel arastirma igin uygun
oldugunu 6ne siirmiistiir. Bu arastirmanin ¢alisma grubunu kartopu ve 0Olgiit 6rnekleme yontemleri
kullanilarak belirlenen 22 yonetici aday1 olusturmaktadir. Arastirmada, arastirmacilarin mesleki aglari
ve katilimcilarin Onerileri kullamilarak potansiyel katihimcilara ulasilmistir. Katihimecilar, goriisme
sirasina bagl olarak kodlanmistir. Katilimcilarin dahil edilme dlgiitleri (a) OSYM tarafindan 14 Mart
2021 tarihinde yapilan EKYS'ndan baraj puani olan 60 {izerinde puan almak, (b) 13-30 Temmuz 2021
tarihlerinde yapilan sozlii smavi sonrasinda 60 puanin altinda puan alarak yonetici olma hakkini
kaybetmek. Arastirmaya dahil edilen ¢alisma grubuna ait mesleki kidem, yas, ¢alistig1 il, cinsiyet,
O0grenim durumu, sinava iliskin alinan puanlar ve yoneticilik deneyimlerini gosteren tablo Tablo 1’de

sunulmaktadir.
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Tablo 1. Katilimcilarin demografik bilgileri

. EKYS Sozlii
Mesleki . .. Ogrenim Ek 1 ot Yoneticilik
Katilimar Yas I Cinsiyet Sinav Miilakat ..
kidem Durumu puani deneyimi
Puam Puam
K1 13 32 istanbul E Lisans 67.50 12 55 \gekllll
y
K2 11 34 Canakkale K Lisans 71 11 55 \;e;lll
K3 17 38 [stanbul K Y. Lisans 75 18,786 54 Yok
K4 10 42 Canakkale K Y.Lisans 76,25 12,2 55 \iekllll
y
K5 11 36 [stanbul K Lisans 67 22,8 55 Yok
K6 19 44 izmir K Lisans 7125 21,825 57 \ge:ﬂ
y
K7 18 42 Balikesir K Y.Lisans 68,75 26,4 55 Yok
K8 20 35 Istanbul E Lisans 78,75 22 58 9yl
K9 15 37  Diyarbakir E Lisans 75 21 58 \;e;lll
K10 28 48 [zmir E Y. Lisans 70 30 56 Yok
K11 10 37 [zmir E Lisans 70 10 56 Yok
K12 12 34 Yalova E Lisans 71,25 13 59 Yok
K13 13 37 Yalova E Lisans 73,25 12,75 58 Yok
K14 13 36 Istanbul K Y. Lisans 68,75 23,5 55 Yok
K15 10 34 Adiyaman E Lisans 82,5 13,25 58 Yok
K16 10 33 Balikesir E Lisans 80 16 51 \;e;(llll
K17 18 38 Istanbul E Lisans 68 10 56 Yok
K18 16 40 [stanbul E Y. Lisans 73 15 55 Yok
K19 11 32 [stanbul E Lisans 71,25 14,25 55 Yok
K20 20 48 [stanbul E Lisans 67 13,75 52 Yok
K21 2 44 istanbul E Doktora 7225 14,20 55 \;eklll
yl
K22 10 32 istanbul E Lisans 68 12,75 56 \{eylilll

Veri Toplama Siireci

COVID-19 nedeniyle arastirma kapsaminda yapilan goriismeler, arastirmacilar tarafindan
online goriisme platformu(zoom) araciigiyla gerceklestirilmistir. Goriismelerin bu platform
tizerinden yapilma gerekgesi, katihmcilari COVID-19 bulasmasindan korumak ve telefon
goriismesinin yarattig1 gorsel ve sozel olmayan ipuglarinin yakalanamamasi durumunu bertaraf
etmektir. Katilimcilarla randevu alinarak goriismeler yapilmis, goriismeye baslamadan Once
katilimcilara arastirmanin kapsami anlatilmis, arastirmaya katilmaya goniillii olduklarina dair onam
alinmus ve izinleri ile goriisme kayitlarr alinmistir. Goriismeler ortalama 35 ila 45 dakika stirmiistiir.
Veriler yar1 yapilandirilmis goriisme formu kullanilarak toplanmistir. Veriler Ocak 2022'de toplanmis
ve veri doygunlugu ilkesine dayali olarak veri toplama siireci sonlandirilmistir (Merriam ve Tisdell,
2015). Literatiire dayanilarak olusturulan goriisme sorularina iliskin temel soru 6rnekleri sunlardir:
“Bu smava girmeye, yonetici olmaya nasil karar verdiniz? Ik smavda basarili oldunuz sonrasinda

miilakata girdiniz ve basarisiz oldugunuzu 6grendiniz neler yasadiniz, neler hissettiniz?”
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Veri Analizi

Verilerin analiz edilme siirecinde ise yorumlayici fenomenoloji analiz (IPA) asamalar
izlenmistir (Smith,Flowers ve Larkin, 2009). Arastirma verileri Maxqda programu ile analiz edilmistir.
IPA'ya uygun olarak, bu arastirmada izlenen adimlar asagidaki gibidir: (1) Kaydedilen goriismeler
birinci yazar tarafindan kelimesi kelimesine yazilmistir. (2) Arastirma ekibi ses kayitlarini bagimsiz
olarak dinlemis, notlar almis ve transkriptleri tekrar tekrar okumustur. (3) Her arastirmaci,
transkriptlerde ortaya ¢ikan anahtar alintilar1 etiketleyerek kapsaml bir kod kitab1 gelistirmistir. (4)
Koddan olusturulan temalar, dongiisel bir siire¢ kullanilarak alintilar ve transkriptlerle
iligkilendirilmistir. (5) Ana temalar1 belirlemek i¢in alt temalar arasindaki olast iligkiler incelenmistir.
(6) Bu islemler her transkript icin tekrarlanmistir. (7) Arastirmacilar tarafindan ayr1 ayri olusturulan
kodlar ve temalar birbirleriyle karsilastirilarak tamamen fikir birligine ulasilincaya kadar tartisilmistir.
Daha sonra arastirma ekibi, transkriptlerdeki alt temalar1 kavramsal benzerliklerine gore
iligkilendirerek ana temalar1 olusturmustur (Smith ve digerleri., 2009). Bununla beraber arastirma,
Niteliksel Arastirma Raporlama icin Konsolide Kriterlere dayali olarak rapor edilmistir (Tong,
Sainsbury ve Craig, 2007). Bu baglamda arastirma; baslik ve Ozet, kavramsal cerceve, problem
durumu, amag, bagvurulan nitel yaklasim ve paradigma, etik standartlar, verinin hangi yontemlerle
toplandig1 ve analize tabi tutuldugu, yapilan gegerlik ve giivenirlik calismalari, tartisma ile sonugclar,

oneriler ve sinirhiliklarin aktarildig: basliklar altinda sunulmustur.

Nitel arastirmalarda inandiricilik, arastirmacinin elde ettigi sonuglar ile katilimar ifadeleri
arasindaki uyumunu ifade etmektedir (Yildirirm ve Simsek, 2011). Arastirmada inandiricilik igin
goriismeler Ooncesinde arastirmanin amaglari, goriismenin muhtemel siiresi aktarilmistir. Ayrica
aragtirma siiresince katilimcilarin her biri ile 35 dk’y1 asan goriismeler yapilarak uzun siireli etkilesim
saglanmistir. Arastirmanin gegerliligini artirmak amaciyla goriisme yapilan katiimcilarin gesitliligi
saglanmaya calisilmis, ¢alisma grubunun farkli il, brans, mesleki deneyim ve yas gruplarindan
olmasina 6zen gosterilmistir. Ayrica goriismelerden yapilan dogrudan alintilara yer verilmis ve
arastirma sonugclar1 bu bulgulara dayandirilmistir. Arastirmanin i¢ giivenirligini saglamak amaciyla
veriler benzer yontemlerle, ayn1 soru formu kullanilarak toplanmus, verilerin kodlanmasinda tutarlilik
saglanmus, verilerin sonuglarla iliskisi kurulmustur. Dis giivenirligi saglamak amaciyla da her iki
aragtirmacinin arastirmada ulasilan yargi, yorum ve Onerileri ham verilerle karsilastirilip teyit edilmis

(Yildirim ve Simsek, 2011) ve uzlasmas: gergeklestirilmistir.
Arastirmanin Etik izinleri

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

higbiri gerceklestirilmemistir.
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Bulgular

Arastirmada katilimcilarla yapilan goriismelerden yorumlayici fenomenoloji analiz asamalari
izlenerek elde edilmis olan temalar, alt temalar ve katilimcilarin bunlara eglik eden ifadelerini

gosteren kodlar Tablo 2’de gosterilmistir.

Tablo 2. Ana tema, alt tema ve kod listesi

Ana Tema Alt Tema Kodlar ve Katilimcilar

Vekil olarak yaptig1 idareciligi
asaleten yapma istegi(K1, K2,

Orgiitsel destek, K4 K6, K9, K19, K20);
Meslektas destegi(K7, K10)
Bulundugu iste titkenmis
Yonetici olmak isteme Degisim ihtiyaci olma(K6, K12, K18); Pozisyon
nedenleri degistirme(K6, K11, K13, K21)

Daha iyi bir yonetici olacagma
dair inan¢(K1, K4, K5, K7, K10,
K16, K18); Liyakatin
olmadigin diisiinme(K5, K10,
K12, K16, K17)
Takdir edilmemenin yarattig1
kirginlik(K11, K21); Degersiz
hissetme(K6, K7, K10, K15,
K21); Sok olma(K5, K11, K13)
Yasanan duygular Umutsuzluk(K4, K6, K7, K9,
K10, K17);
Tiikenmisglik Motivasyonsuzluk(K7, K15,
K16, K17); Geri ¢ekilme(K7,
K13); Gitmek istedim (K4, K15)
Yaptig isi sevme(K9, K10);
flkelerini takip etme(K10, K15,
Ise adanmuslik K18); Yonetici olarak bagarili
olma (K4, K16); Askla gorev
yapiryorum(K7, K9, K18, K21)
Uyum saglamakta giigliik(K7,
Ise odaklanmakta giigliik K12); Derse girememe(K13,
K21,K7)
Aile destegi(K15, K21);
Meslektas destegi (K5, K7, K9,
K10, K11); Idareci destegi(K9,
K11, K19)

YoOnetim iliskin
memnuniyetsizlik

Hayal kiriklig

Is yasamina etki

Haksizlik sonrasi ¢evre destegi
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Yonetici Olmak Isteme Nedenleri

Yonetici olmak isteme nedenleri ana temasi orgiitsel destek, degisim ihtiyaci, yonetim iligkin
memnuniyetsizlik alt temalarindan olusmaktadir. Katihmcilar yonetici olmaya karar verme siirecinde
meslektas ve okul miidiirlerinin destegini aldiklarini bu siirece tek basina karar vermediklerini ifade
etmektedir. Yonetici olma kararmin arkasinda okul idaresinin desteginin yaninda meslekte yasanilan
tilkkenme duygusunun da oldugu belirtilmektedir. Bir diger sebep ise var olan sistemi degistirme
istegi, ideallerinin olmasi ve yoOnetici atama siirecinde liyakatin olmamasinin getirdigi rahatsizlik

olarak ortaya ¢ikmaktadir.

Arastirmada Orgiitsel destek alt temasi, vekil olarak yaptigr idarecilii asaleten yapma istegi,
meslektas destegi kodlarindan olusmaktadir. Katilimcilar héalihazirda okul idarecisi olarak ¢alistiklarin
bunu asaleten yiiriitmek amaciyla smnava basvurduklarimi belirtmektedir. Okul miidiirtiniin simava
girme ve asaleten gorevi yerine getirme konusunda kendisini destekledigini ifade eden K1
yasadiklarini asagidaki sozlerle ifade etmektedir.

K1: “Gegen yildan beri devam eden bir miidiir yardimciligr gorevlendirmem devam ediyor halen.

Dénem icinde okul miidiiriim benim ¢ok caliskan ve iyi bir idareci oldu§umu soyledi, bana sinava girmem
durumunda idareciligi kadrolu olarak yapabilecegimi soyledi. Onun da telkiniyle sinava girmeye karar verdim.”

Hem okul miidiiriiniin hem de 6gretmen arkadaslarinin kendisiyle calismak istedigini,
gorevini basari ile yerine getirdigini ve onlarin telkini ile sinava girdigini ifade eden K8 bu durumu su
sozlerle ifade etmektedir.

K8: “Arkadagslarin teklifiydi bu. Okulda gorevli 6gretmenlerin teklifiydi bu... Hocam ben bu giine
kadar hep goreviendirmeyle calistyordum. Dolayisiyla goreviendirme, sene sonu olunca da arkadaslar toplanird
benim siirekli devam etmem icin. Ben o sekil devam ederdim... Belki ilk stnav puanimi verseler su an okulumda
en iyi 63retmen olarak gosteriliyorum, en iyi simif bana verildi, nobeti ya da her seyiyle 6rnek gosterilen
biriyim.”

Arastirmada degisim ihtiyaci alt temasy; bulundugu iste tiikenmis olma, pozisyon degistirme
kodlarindan olusmaktadir. K3 uzun siiredir 6gretmenlik yaptigini bunun getirdigi bir titkenmislik
oldugunu ve yoneticilikle beraber ihtiya¢ duydugu degisimi yakalayacagina olan inancini su sozlerle
ifade etmektedir.

K3: “Artik yonetici olmak istedigimi fark ettim yani ozellikle sinif 6gretmenligi cok insani yipratan bir

meslek grubunda ya da branginda diyeyim ciinkii bakici gibi hissetmeye baslamistim kendimi. Daha ¢ok yonetici
olup 06gretmen arkadaglarla ilgilenirsem daha iyi hissedecegimi diistindiim.”

K12 pozisyon degistirmek istedigini ve sinavda basarili oldugunu ancak miilakatta elendigini

su sozlerle ifade etmektedir.

K12: “Artik 6gretmenlikten, simf icerisinden, okul yonetimine gecmek istiyordum. Bundan dolay:
stnava girdim. Basarili bir puan da aldim. Tlde 2. oldum. Ama maalesef olamadik.”

Aragtirmada yOnetime iliskin memnuniyetsizlik alt temasy; daha iyi bir yonetici olacagina dair

inang, liyakatin olmadigimi disiinme kodlarindan olusmaktadir. Katilimcilar kendi yeterliliklerine
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glivendiklerini yOnetici olma konusunda kendilerini gelistirdiklerini baz1 adaylar ise bu konuda
yiiksek lisans egitim aldiklarini ifade etmektedir. K4 bu durumu su sozlerle ifade etmektedir.

K4: “... egitim yonetimini de okuyordum. Yiiksek lisansim da vardi e§itim yonetiminde. Aldigimiz
dersler baglaminda etkili okul yoneticisi nasil oluru gordiik... Okullarimizda bulunan idarecilerin durumlarina

baktigim zaman, niteligine bakti§im zaman ashinda benim onlardan cok daha iyi Ozelliklerde oldugumu fark
ettim.”

Var olan okul yoneticileri ile ilgili sikayetleri bulunan katilimcilar nitelikten yoksun bir sistem
icerisinde bulunduklarim1 bu sebeple daha demokratik bir okul iklimi yaratmak amaciyla yonetici
aday1 olmaya kara verdiklerini belirtmektedir. K10 bu istegini asagidaki sozlerle ifade etmektedir.

K18: “Ben idealleri olan bir adamim her zaman genelde sikayetci olurdum yoneticiler soyle ya da boyle
diye yeterli iletisim kurmuyorlar. Ogrencilerin ve G3retmenlerin kendini degerli hissettigi bir okul ortam:
kuramyorlar liyakatsiz yoneticiler var diye siirekli sikayetciydik. Bu kez sikayetci olmak yerine sorumluluk
almaya karar verdim dedim ki kendime bu kadar sikayetciyim bu isi sen yap belki bazi seyleri degistirebilirsin...

daha demokratik bir okul sistemi, 0gretmenlerin karar siireclerine katilabildigi... kendilerini degerli
hissedebilecekleri bir okul sistemi planliyordum.”

Yasanan Duygular

Yasanan duygular ana temas1 hayal kirikligi, tiikenmislik alt temalarindan olusmaktadir.
Katilimcilar puanlan yiiksekken kendilerinden daha diisiik puan alan ve bulunduklar1 bolgede
calisma performanslar1 diisiik olan meslektaslarinin yonetici olarak atanmasi ile hayal kiriklig:
yasadiklarin1 bu hayal kirkliginin sadece kisisel degil orgiit ve {iilke adina da oldugunu
belirtmekteler. Haksizliga ugradiklarini, verdikleri emegin goriilmeyerek magdur edildiklerini ve
kullanilmis hissettiklerini soyleyen katilimcilarin orgiite giiven ve aidiyet duygularmin sarsildig:
goriilmektedir. Biitiin bunlara ek olarak meslege yonelik motivasyonlarinin da diistiigii ve meslege

kiistiikleri goriilmektedir.

Arastirmada hayal kiriklig: alt temasy; takdir edilmemenin yaratti§1 kirginlik, degersiz hissetme, sok
olma kodlarindan olusmaktadir. Katihmcilar miilakat sonucuna inanmakta giigliik ¢ektiklerini ve sok
olduklarmi belirtmektedir. Bulundugu bélgede, MEB'nin yazili sinav ve ek puan degerlendirilmesi
sonrasinda ilan edilen listede en yiiksek puani alan, bununla beraber miilakatta sorulan sorulari
dogru cevaplayan katilimcilarin bu sonuglar cergevesinde atanacaklarindan emin olduklar: buna bagl
olarak yasamlarinda planlamalar yaptiklar1 belirlenmistir. K6 bu durumu asagidaki sozlerle
aciklamaktadir.

K6: Bakiyorum 54 bakiyorum 54 soktayim. Tekrar tekrar girdim o an o giiniin zaten bir yikimdi yani

benim icin ciinkii ev degistirme plamndan tutun da kizimi okula yazdiracagim okul biitiin hayatimi kokten
degistirecektim ben bu miilakatla ashinda... Benim planlarim bir anda tepe taklak oldu...

Yasanan durumu sadece kisisel bir kayip olarak degil ayni1 zamanda sistem ve iilke adina da
bir kayip olarak degerlendiren katiimcilar vyeterliliklerinin kullanamama ve adaletsizligin

kendilerinde hayal kiriklig1 yarattigimi belirtmektedir. K9 kendisinden ¢ok daha diisiik puan olan
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meslektaslarinin ¢evredeki okullara yerlestirilmesini ve kendisinin elenmesinin yarattigi hayal
kirikligini su sozlerle ifade etmektedir.
K9: Buna ragmen hani konsantre olamiyorum. Yani yan bagimda az ilerde okul var 100 metre ilerimde

benden 13 puan diisiik alan bir arkadasum yerlesti... Yani daha iyisi varken daha kitiilerinin kadrolastirilmas:
bence iilke adina da bir kay1... Yani hocam inamn ki hayatimda yasadigim en biiyiik diis kirikligiyd.

Merkezi smavda aldiklari puanin kendi okullarinda hatta illerinde alinan en yiiksek puanlar
arasinda olmasma karsilik miilakatla bu puanin gegersiz kilinmasinin yarattigi saskinlik ve hayal
kirikligr sik¢a vurgulanmaktadir. K15 smava yonelik ¢abasina karsilik miilakatta elenmesi ile ilgili
hayal kirikligini su sozlerle ifade etmektedir.

K15: 82.5 aldim. Yiiksek bir puan aldim. Ve ilde de 0gretmenler ilde de en yiiksek puani alan
ogretmenlerden biri de bendim.... Akabinde esimle beraber tatil plam yaparken o sonucu gordiik ve bizim 58

puanla baraj alt: birakildigini 6grenmis olduk... Ama sonucta bir hayal kirikli§r yasandi. Atlattik ama gercekten
kolay olmadh.

Arastirmada tiikenmislik alt temasy;, umutsuzluk, motivasyonsuzluk, geri cekilme, kodlarindan
olusmaktadir. Katilmclarin yasananlari anlamlandirmada gilicliikk ¢ektigi, depresif hisseden
katilimailarin aile iliskileri ve meslek yasamlarinin olumsuz etkilendigj, ilgi ve istek kaybinin oldugu
goriilmektedir. K7'nin bu deneyimi anlatan ifadelerine asagida yer verilmistir.

K7: benim normal giinliik yasantima ¢ok yansidi bu durum. Aileme kars: tavirlarim, ¢ocuklarima kars

olan tavirlarima yansidi. Meslegime karsi motivasyonumu diisiivdiigii icin bu konu iizerine siinger cekmek
benim ruh saghigim icin daha iyi olacagim diistindiim.

Katilimcilar yasanan adaletsizlik karsisinda caresiz hissettiklerini belirtmektedir. Yasanan
adaletsizligin giderilebilecegi bir mecra bulamadiklarim belirten katiimcilar umutsuzlugun yaninda
meslege yonelik motivasyonlarinin da diistiigiinii belirtmektedir. Bu durumu K15 “Ben artik meslege
kiistiim.” soziiyle ifade ederken K17 yasadiklarmi asagidaki sozlerle ifade etmektedir.

K17: Yasadi§imiz iilkeye dair umutsuzluk... kendimizi ¢caresiz hissettiren bir duygu. Kimi kime sikayet
edeceksiniz duygusu cok agir mesela adaletsizlik. Ortada bir haksizlik olur siz onun pesine diiser diizeltirsiniz

bir sekilde tatmin olursunuz adalet yerini bulduunda insanin vicdam rahatlar ama bunun da olmamas:
gercekten insani yipratan bir sey tabii ki. Bir kere meslege kars: da soguyorsunuz.

Miilakatin basarili ge¢mesine karsilik sonrasinda ortaya c¢ikan sonucun yarattign sok

duygusunu paylasan K13 su sozleri ile sagkinligini ifade etmektedir.

K13: “Ben sonug agiklaninca tam anlamuyla sok oldum, ciinkii bana miilakat: gececegim soylendi, hatta
hangi okulda ¢alismak istedigimi sordular...”

Is Yasamina Etki
is yasamina etki ana temasi ise adanmislik, ise odaklanmakta giicliik, haksizlik sonrast cevre destegi

alt temalarindan olusmaktadir. Katilimcilar sinavda basarili olurken miilakatta elenmelerinin bir

haksizlik olarak degerlendirseler de hem sosyal ¢evrenin destegini hem de ise baglhliklarinin siirece
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adapte olmakta kolaylastirici oldugu goriilmektedir. Bunun yaninda duygusal olarak sarsilan

katilimcilardan bazilari bir siire ise odaklanmakta oldukga giigliik yasadiklarin ifade etmektedir.

Aragstirmada ise adanmislik alt temasi; yaptigr isi sevme, ilkelerini takip etme, yonetici olarak
bagarili olma, askla gorev yapma, kodlarindan olusmaktadir. Katiimcilar sinav sonucunda hayal kiriklig:
yasasalar da gorevlerini en iyi sekilde yapmak i¢in ¢abaladiklarini belirtmektedir. Katilimcilar
cocuklara yonelik sevgi ile birlikte bagl olduklar: ilkeleri ¢ercevesinde gorevlerini yerine getirmeye
calistiklarini ifade etmektedir. K11 bu durumu asagidaki sozlerle agiklamaktadir.

K 11: “...6¢retmenim ve hayallerim dogrultusunda yapmam gereken ne varsa yapilmast igin ¢alismaya
devam ediyorum. Ben ilkelerimi siirdiiriiriim.”

K2 goreve asaleten atanmamasina ve sinav da elenmesine karsin belirsiz siireli de olsa okulun
yonetici ihtiyacini karsilamaya devam ettigini ve yogun bir tempo da ¢alismaya devam ettigini su
sozlerle aciklamaktadir.

K2: “hicbir sey olmamus gibi ¢alisiyoruz hocam. Iki haftadir hi¢ durmadan, ilk defa bugiin izinliyim bu
arada ben. Hicbir sey olmamig gibi calismaya devam ediyorum. Bu arada yani mecburen calistyorum. Ciinkii

okulda isi bilen tek kisi ben kaldim icinde birazcik. Yani miidiiriimiiz yeni geldi, yeni atamayla geldi. Eski
miidiiriim gitti. Diger miidiir yardimcisi olan arkadasim baska yere tayin istedi..”

Arastirmada ise odaklanmakta giicliik alt temasy; uyum saglamakta giicliik, derse girememe
kodlarindan  olusmaktadir.  Katilimecilar  yasananlar  sonrasinda  eski  performanslarinm
gosteremediklerini, smifa girmekte, ders anlatmakta giiglitk yasadiklarini ve bunun bir siire devam
ettigini belirtmektedir. K18 bu durumu asagidaki sozlerle agiklamaktadir.

K18: “...nasil soyleyeyim boyle bir sey yasamak egitim-6gretim bagladr ilk iki hafta konsantre
olamadim... Bir sekilde konsantre olamyordum... Yani simdi uyum saglamaya calistyorum. Magduriyet olmasa

belki dedigim gibi tamamu ile isime konsantre olacaktim. Byle hani dosyast olan, biitiin boyle planlar: olan tuhaf
ogretmenler vardir, onlardan biri benim. Konsantre olamiyorsun...”

Arastirmada haksizlik sonrasi ¢evre destegi alt temasy; aile destegi, meslektas destegi, idareci
destegi kodlarindan olusmaktadir. Katilimcilar ailelerinin, meslektaglarinin ve okul idarecilerinin
yapilan seyin haksizlik oldugunu ifade ettiklerini belirtmektedir. Cevrelerinden goérdiikleri bu destek
yasanan haksizlik karsisinda yalniz olmadiklar1 duygusu hissetmelerine ve iyilik halini arttirmaya yol
agmustir. K20'nin bu deneyimi anlatan ifadelerine asagida yer verilmistir.

K20: “Okul miidiiriim elendigimi duyunca komisyona da bunu yapan kisilere de galiz kiifiirler ettiler.
Haksizhiga ugradigum diisiindiiler. Okuldaki 0gretmen arkadaslarimun hepsi de gegmis olsun bunu hak

etmedigimi soylediler Esim olanlara ¢ok iiziildii. Annem kiz kardesim gibi yakin akrabalarim iiziildiiler. Yakin
arkadaglarim iiziildiiler...”

Yasanan haksizliga inanmakta giigliik ¢ektiklerini ve sosyal ¢evresinin bu durumu aragtirmak

i¢in ¢abaladigini ifade eden K19 bu durumu su so6zlerle ifade etmektedir.

K19:“Sok oldular sana nasil 55 verir dediler. Hatta bir okul miidiir arastirmus. Kendi okul miidiiriim
cok ofkelendi bu duruma ciinkii benimle calismayr cok istiyordu. Cok kizdr inamilmaz kizdi. Zaten okulda
yonetici yok. Diger taraftan baska bir okul miidiirii ki kendisi Egitim-Birsen li bu duruma sasirtp yukaridan
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birilerine sormus. Cevremdeki kisiler ciddi bir haksizlik olarak nitelediler bu durumu. Yani ashinda bir yerlerde
rahatsiz olan insanlarin oldugunu bilmek de icimi rahatlatiyor.”

Tartisma

Merkezi sinav sistemi ile yapilan yonetici se¢me sinavindan gegerli puan aldiklar: halde s6zlii
miilakattan yeterli puani alamayan 6gretmenler ile gerceklestirilen bu arastirma sonucunda; yonetici
olmak isteme nedenleri, yasanan duygular, is yasamina etki ana temalarina ulasilmistir. Arastirmanin
birinci ana temas: olan yonetici olmak isteme nedenleri ana temas: orgiitsel destek, degisim ihtiyaci,
yonetime iliskin memnuniyetsizlik alt temalarindan olusmaktadir. Katilimcilarin, meslektas ve okul
yoneticilerinin tesvikleri sonrasinda yonetici olmaya karar verdiklerini bu teklifi mesleki titkenmislik
ve ideallerini yasam gecirmede yoneticiligi yeni bir firsat olarak gordiiklerini belirtmektedirler. Giinay
ve Ozbilen’in (2018) katilimc1 dgretmenlerin biiyiik bir boliimiiniin mesai saatlerinin uzunlugu ve
mesleki doyumun saglanamamasi nedeni ile yonetici olmak istemediklerini, sinirh bir katilimcinin ise
okulda demokratik bir kiiltiir olusturma ve egitimin kalitesini arttirma istegi nedeni ile yonetici olmak
istediklerini belirlemistir. Yilmaz, Ciilha ve Tasdemir (2022) ise 6gretmenlerin yonetici olma idealine
sahip olduklarini buna bagh olarak; okula katki saglama ve hizmet etme motivasyonuna sahip
olduklarini, yonetimde kendini daha etkili ve iyi hissettiklerini, 6rnek y&netici olma istegi tasidiklarini
belirlemistir. Sharp, Malone ve Walter (2002) ile Bingiil ve Hacifazlioglu (2011) bireylerin bir fark
yaratmak ici yOnetici olmak istediklerini belirlemistir. Benzer bicimde Yolcu ve Bayram (2015)
ogretmenlerin kendilerini yeterli gérmeleri ve farkli bir yonetim anlayisina sahip olmalar1 nedeni ile
yonetici olmak istediklerini belirtmektedir. Ucgar (2019) 6gretmenlerin kariyer yapma motivasyonu ile
yonetici olmak istediklerini belirlemistir. Bingiil ve Hacifazlioglu (2011), 6gretmenlerin kendilerini
yoneticilik igin yeterli gordiiklerini belirlemistir. Ayn1 arastirma yoneticilik egiliminin mesleki kideme
bagh olarak arttigin1 ortaya koymaktadir. Arastirmamiz benzer bicimde 6gretmenlerin yoneticiligi,
mesleki deneyimlerini aktarmak ve farkli bir yoneticilik anlayisini hayata gegirmek igin istediklerini
ortaya koymaktadir. Arastirma bu yamyla katiimca Ogretmenlerin, yonetime iliskin
memnuniyetsizliklerini ve egitim kurumlarinda degisimin Onciisii olma isteklerini ortaya
koymaktadir. Arastirma ayrica, 6gretmenlerin 6onemli bir kisminin miidiir yardimcisi olmadan bu
pozisyonu once veya halihazirda vekaleten yiiriittiiklerini ortaya koymaktadir. Bu durum yoneticiligi
deneyimlemenin yonetici olma egilimini giliclendirdigini ortaya koymaktadir. Helvac1 (2015), siirekli
ve hizla degisen diinyada okul yoneticilerinin, okullarin bu degisime uygun gelisimlerinde
yoneticilerin 6nemli roller {istlendiklerini belirtmektedir. Bu bakimdan &rgiitlerin degisen ve 6grenen
orgiitler olmalarinda yoneticinin rolii yadsinamaz. Degisim istegi icinde olan, liyakat esash bir segme
siireci sonrasinda miilakat gibi siibjektif degerlendirmelere acik bir yontemle yonetici adaylarinin
elenmis olmalar1 okullarin degisim yoOniindeki dinamiklerine ket vuran bir miidahale olarak

degerlendirilmektedir.
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Arastirmanin ikinci ana temasi yasanan duygular ana temasy; hayal kirikligi, tiikenmislik alt
temalarindan olusmaktadir. Katilimcilar, merkezi sinavdaki basarilarina karsilik miilakat siirecinde
basarisiz bulunduklarini ve bu durumun yarattigi hayal kirikligini1 belirtmektedirler. Katilimcilar,
sinav puanlar1 ve mesleki deneyime bagli olarak hesaplanan ekl puanlarindan yola ¢ikarak miidiir
yardimcist olarak atanacaklarina kesin goziiyle baktiklarimi belirtmektedirler. Bununla beraber eski
Milli Egitim Bakani Ziya Sel¢uk’un bu dogrultudaki beyanlar: nedeni ile miilakatin eleyici olmayacag:
yoniinde inanglarinin var oldugunu belirtmektedirler. Bu baglamda katiimcilardan K9'un “miilakat
puanimi goriince smav puanim ve ek puanimla ilde siralamanin basinda yer aldigim icin yine de
atanabilirim diye diisiindiim, 60 alt1 alanlarin tercih haklarmi kaybettiklerini bilmiyordum” ifadesi
yasanan sagkinlig1 gosterir niteliktedir. Ogretmenlere smav basarilarimi gegersiz kilacak bir miilakat
puan1 verilmis olmasinin hayal kirikligi, saskinlik, tiziintii ve takdir edilmemenin getirdigi kirginliga
yol actig1 belirlenmistir. Benzer bicimde Mikulave digerleri (1998), orgiitlerde haksiz olarak kabul
edilen uygulamalarin, uzun siireli ve yogun duygular uyandirdigini belirlemistir. Ayrica yonetici
atamada liyakatsizligin yarattig1 duygulara iliskin sonuglar, literatiirle (Pérez-Rodriguez, ve digerleri.,
2019; Cropanzano, ve digerleri., 2007) tutarli bulunmustur. Recepoglu ve Kiling (2014) ile Sayan ve
Yildirim (2019) Tiirkiye'de okul yoneticisi yetistirme ve segme konusunda keyfi denebilecek 6znel
degerlendirmelerin varligma isaret etmektedir. Ozellikle sdzlii miilakatla bu keyfi uygulamalarin
arttig1 vurgulanmaktadir. Bu uygulamalarin, nitelikli 6gretmenleri yonetici olarak atamadan cok,

ogretmenlerin hayal kiriklig1 yasamalarina neden olan bir esitsizligin oniinii agtig1 anlasilmaktadir.

Aragtirmanin iglincii ana temasi is yasamina etki ana temasy; ise adanmishk, ise
odaklanmakta giigliik, haksizlik sonrasi ¢evre destegi alt temalarindan olugsmaktadir. Bu baglamda
katiimalarin, yonetici atama siirecinde karsilastiklar1 ve ayrimcilik olarak degerlendirdikleri
tutumlarma bagh olarak islerine geri donmek, islerine odaklanmak konusunda giicliik yasadiklar:
ancak buna karsilik islerine bagliliklarini siirdiirdiikleri, ilkelerinden vazge¢medikleri goriilmektedir.
Katilimcilarin  yasadiklar1 siire¢ sonunda meslektaglarindan ve okul yoneticileri tarafindan
desteklendikleri yasadiklari olumsuz duygularin meslektaslarinca kabul goérdiigii anlasiimaktadir.
Cornelis, Van Hiel ve De Cremer (2006) baskasina adil davranmanin kisinin kendi duygu ve
davranislar {izerinde diizenleyici bir etkisi oldugunu belirtmektedir. Bu baglamda, adaletsizlige
ugradigimi diistinen Ogretmenlerin meslektaslar1 tarafindan desteklenmesinin okullarda farkli bir

dayanigsma agini olusturdugu degerlendirilmektedir.
Sinirliliklar, Oneriler ve Sonug

Arastirma, merkezi sinav sonrasinda yeterli puan alan ancak miilakatta yonetici olma sansini
kaybeden yonetici adaylar: {izerinde yiiriitiilmiistiir. Benzer bicimde merkezi sinavda bekledigi puamn
alamayan Ogretmenlerin motivasyonlart ve ydneticilige iliskin goriisleri bu arastirmaya dahil

edilmemistir. Bu durum arastirmanin smirligini olusturmakla beraber gelecekteki arastirmacilar i¢in
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arastirma alani olarak Onerilmektedir. Yonetici atama siirecinde uygulanacak miilakatlarin siibjektif
degerlendirmeler ve suiistimallerden arindirilabilmesi icin kayit altina alinmasi, sorulan sorularin
adaylarin sorun ¢6zme ve mesleki deneyimleri ile yoneticilik vizyonlarii yansitabilecekleri nitelikte
olmasma Ozen gosterilmesi Onerilmektedir. Bununla beraber miilakati gerceklestirecek heyetin,
miilakat teknikleri konusunda uzmanlasmis olmalari, miilakatin miimkiinse birden fazla oturumda
gerceklestirilmesi Onerilmektedir. Miilakatlarin hesap verilebilirlik ve seffaflik ¢ercevesinde, miilakat
sonrasindaki itirazlarin yetkili kurullarca degerlendirilmesi, bu degerlendirmelerin adaylarin tiim
bilgilerinin gizlenerek yiriitiilmesi Onerilmektedir. Ayrica miilakatlarin itirazlar sonrasinda
yenilenmesi durumunda farkli komisyonlarca tekrarlanmasinin, kisisel yanliik hatalarim
Onleyebilecegi degerlendirilmektedir. Miilakat degerlendirmesinin, merkezi smmav puanini gegersiz

kilacak agirlikta olmamas: 6nerilmektedir.
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Introduction

The rapidly changing social and technological world of the twenty-first century reinforces the
dynamics of change in schools. As Bursalioglu (2005) points out, the school administrator is the legal
leader of the school. This dominant role given to administrators in the formal structure of schools
brings along an opportunity to exercise official power. In Turkiye, school administration is based on a
hierarchical structure that operates in accordance with the principle of distributing power. According
to Leithwood, Harris, and Hopkins (2008), school administrators are the second leading factor on
students’ achievement after teachers. School administrators achieve these effects through the vision
they set and develop, the close relationship they establish with teachers and other employees, their
motivation, their follow-up with the school curriculum, and their ability to increase school
achievement. Furthermore, Selcuk (2019) underlines that those who assume the responsibility of
administration in schools should make the most efficient use of all human and material resources in
the school and achieve their goals by bringing vision and mission to schools. Reinforcing the critical
role that schools play in social transformation would be possible only if school administrators possess
professional competencies, willingness, and leadership skills that go beyond administration.
Leithwood et al., (2008) underline that leaders are likely to be more effective when they adopt a critical
perspective on policies, practices, and procedures in their schools. Besides their willingness to be

administrators, their ability to possess leadership skills would also improve their effectiveness.

According to Bartell and Birch (1995), administrators who will successfully lead schools into
the upcoming century are expected to correctly analyze the potential of schools, understand the needs
of society best, demonstrate effective leadership skills, and continuously improve themselves. In this
context, administrators should develop a dynamic administration approach that takes risks, when
necessary, by breaking away from the sheltered and procedural space of the bureaucratic
understanding. Davis, Rogers, and Harrigan (2020) emphasize that administrators are the most
important element of school development. However, Arar (2018) notes that becoming a school
administrator involves many difficulties that raise anxiety among teachers. In this regard,

administration is complex and requires great responsibility as well as different skills that do not align
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with teaching skills. From this point of view, the criteria determined for the selection of effective

school administrators as well as their development are highly important.

According to Cmkir and Cetin (2010), effective schools are those where professional
leadership manifests itself. This necessitates the appointment of highly motivated, self-confident
administrators who possess leadership skills and are capable of encouraging innovation. In Turkiye,
educational administrators are responsible for managing, evaluating, and developing schools in
accordance with their objectives. According to the Ministry of National Education (2023)’s regulations,
educational administrators such as primary, secondary, or high school principals are educational
professionals who work to set the goals for public and private schools and to organize and manage
staff members in accordance with these goals. Berber, Bolitkbasi, Bulut, and Ekiciler (2023) state that
an educational institution can function following the rules, but the person who actually runs it is the
school administrator. From this point of view, school administrators can affect the level of service

provided by the school with their attitudes.

In Turkiye, it is not possible to employ a specialized administrator. The Ministry of National
Education selects those, who will serve as school administrators, from teachers. Since many teachers
apply, this selection process involves a centralized exam as well as several procedures (Leading School
Principals Society, 2020). The research by Alireisoglu and Giiner (2023) revealed that teachers were
willing to become vice principals as they feel themselves professionally exhausted. Their study also
reported that teachers’ willingness to become administrators intensified due to the malpractices of the
administrators in their schools. Demirkol, Orhan, and Ozdemir (2022) determined that teachers were
willing to become administrators to bring a new perspective to administration. In this context, it
appears that teachers’ innovative perspectives on administration are effective in their motivation to
become administrators. Teachers’” willingness to participate in school administration for innovative

purposes has been frequently discussed in merit-based appointment debates in Turkiye.

The appointment process of school administrators has been the subject of studies in different
countries across the world on the effects of political interference on the appointment of administrators.
In Brazil, where appointments are based on the demands of the government (Mendonga, 2001), the
selection of school principals depends on four main criteria. These criteria are operated through
appointment, public competition, selection, and selective recruitment. Similarly, appointments in
France, Germany, Hong Kong, and Singapore are made by the central government, and the interview
method is used (Huber and West 2002). In Germany, school principals are evaluated in four areas.
These are teaching achievements, structured interview performance, media-supported presentation
skills, and the ability to find solutions to problems that may come up in school (Bildungsdirektion,
2024). In Malta, Romania, the United Kingdom (England and Wales), and Iceland, teaching experience,

administrative experience, and administrator training are required to qualify as a school administrator
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(Enterieva, 2022). In this sense, discussions on the appointment of school administrators can be found
in different countries. Additionally, it is understood that the interview is a method used in countries
such as Malta, Romania, and the United Kingdom to assess the competencies of administrators in the

field of administration.

The method of appointment is usually applied by the government according to political
interests. The election of the school principal is a particularly interesting example of participation in
decision-making processes in the school as this empowers teachers directly to make decisions and
brings important consequences for teachers” professional practices. Elections have the potential to
accomplish two dimensions of teacher empowerment: (1) They rebuild the power relationship
between teachers and principals, generate more equal power relations, and change the role of teachers
within the school structure; and (2) personal qualities. In this sense, transparency, accountability, and
equity in the appointment of school administrators may make different contributions to school culture
(Myers, 2008). Yolcu and Bayram (2015) state that interviewing is an insufficient method for selecting
administrators. Yukl (2018) states that appointed leaders are less dependent on the evaluations of their
subordinates due to their authority and power of position. This may lead administrators to take fewer
risks and adopt an attitude that prioritizes a formal relationship with their subordinates. Moreover,
Myers (2008) states that school administrators should be activists who assume a key role in the process
of social transformation and democratization. However, administrators who stand as the officers of
central politics can step out of these pioneering roles and turn themselves into the defenders of central
politics and schools into the field of these politics. However, Paro (2000) emphasizes that both school
administrators and educators should make efforts to transform the school, as a microcosm of society,
into structures that embodies the basic characteristics of a democratic community. According to Paro
(2000), subjective practices developed by ignoring teacher volunteerism in the processes of appointing
administrators to schools as well as their isolation in the school can lead to circumstances that they feel
as if they have been balkanized (expelled from the entire community). Gratch (2001) states that these
circumstances lead teachers to defy authority and evaluates that participatory, objective, and
transparent processes in the appointment of administrators, like all other processes in schools, would

reinforce the school culture and contribute to a peaceful climate in schools.

The motivation and professional values of administrators are crucial in schools. Yilmaz (2006)
demonstrated the importance attached to the values of respect for humanity, honesty, democracy and
justice, equality, and impartiality by elementary school administrators and teachers. Cinkir and Cetin
(2010) emphasize that the administrator holds an important responsibility in establishing the values
system in the school. In this sense, the motivation for which teachers become school administrators is
important as it is an indicator of the values that they will advocate, protect, and disseminate in the
process of administration. Moreover, transparent and equitable practices to be applied for the

appointment of school administrators would contribute to the functioning of schools —the pioneers of

1108



KEFAD Cilt 25, Say1 2, Agustos, 2024

transformation—in a sound hierarchical order. Investigating the effect of the interview method, which
has been applied in Turkiye, on the professional commitment and motivation of prospective
administrators is significant for visualizing the outcomes of the interview method. This study aims to
determine the causes of the motivation to become an administrator and the post-interview experiences
among the teachers who failed the oral interview although they passed the administrator exam,

leading to their disqualification as administrators.
Method
Design of the Study

The study was conducted with the interpretative phenomenological design—one of the
qualitative research designs. This design aims to uncover, explain, and clarify the subjective
experience. All aspects of the individuals’ experience and their wishes, emotions, belief system as well
a show they manifest themselves in behavior and action are discussed (Eatough and Smith, 2017). This
approach was selected to find out the experiences of prospective administrators who were working as
teachers in public schools affiliated to the Ministry of National Education and passed the
administrative selection exam of the Ministry of National Education for educational institutions but

failed to get a passings core in the interviews.
Sample Group

There are different approaches to determining the sample size in qualitative research.
However, Creswell (2007) suggested that 3-25 participants are adequate for interpretative
phenomenological qualitative research. The sample group of this study consisted of 22 prospective
administrators who were determined using snowball and criterion sampling methods. In the study,
potential participants were reached by using the professional networks of the researchers and the
recommendations of the participants. The participants were coded according to the interview order.
The inclusion criteria of the participants were (a) getting a score above the threshold level of 60 points
in the ASEEI (Administrator Selection Exam for Educational Institutions) held by SSPC (Student
Selection and Placement Center) on 14 March 2021 and (b) losing the right to become an administrator
by getting a score below 60 points after the oral exam held on 13-30 July 2021.Table 1 shows the
professional seniority, age, province of work, gender, educational background, scores obtained in the

exam, and administrative experience of the sample group included in the study.
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Table 1. Participants’ demographic characteristics

. pkys  Addit o .
. . Educatio ional . Managerial
Code Seniority  Age Province Gender Exam Interview .
nal Status 1 experience
Score . Score
point
K1 13 32 istanbul M Lisans  67.50 12 55 Deputy
6 years
D
K2 11 34 Canakkale F Lisans 71 11 55 eputy
3 years
K3 17 38 Istanbul F Master 75 18,786 54 No
K4 10 42 Canakkale F Master 76,25 12,2 55 1 year
K5 11 36 Istanbul F Licence 67 22,8 55 No
K6 19 44 fzmir F Licence 71,25 21,825 57 Deputy 9
month
K7 18 42 Balikesir F Master 68,75 26,4 55 No
K8 20 35  istanbul M Licence 78,75 2 58 Deputy 9
years
K9 15 37  Diyarbakir M Licence 75 21 58 Deputy 9
years
K10 28 48 [zmir M Master 70 30 56 No
K11 10 37 [zmir M Licence 70 10 56 No
K12 12 34 Yalova M Licence 71,25 13 59 No
K13 13 37 Yalova M Licence 73,25 12,75 58 No
K14 13 36 [stanbul F Master 68,75 23,5 55 No
K15 10 34 Adiyaman M Licence 82,5 13,25 58 No
K16 10 33 Balkesir M Licence 80 16 51 Deputy 3
Years
K17 18 38 Istanbul M Licence 68 10 56 No
K18 16 40 Istanbul M Master 73 15 55 No
K19 11 32 Istanbul M Licence 71,25 14,25 55 No
K20 20 48 [stanbul M Licence 67 13,75 52 No
K21 2 44 istanbul M PhD 7225 14,20 55 Dep;try !
y
. 1
K22 10 32  istanbul M Licence 68 12,75 56 De;;try

Data Collection Process

Due to COVID-19 pandemic, the interviews under the study were held by the researchers
through an online interview platform (Zoom). The rationale for holding the interviews on that
platform was to protect the participants from COVID-19 infection and to eliminate the inability to
catch visual and non-verbal clues provided by a phone call. The participants were interviewed by
scheduling an appointment, informed about the scope of the study before beginning the interviews,
and gave their consent to participate in the study, and the interviews were recorded upon their
consent. The interviews lasted for 35 to 45 minutes on average. The data were gatheredusing a semi-
structured interview form. The data were collected in January 2022, and the data collection process
was finalized based on the principle of data saturation (Merriam andTisdell, 2015). Examples of basic
interview questions prepared based on the literature are as follows:”"How did you decide to take this
exam and become an administrator? You succeeded in the first exam, then you attendedthe interview

and learned that you failed. What did you go through? How did you feel?”
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Data Analysis

The stages of interpretative phenomenological analysis (IPA) were followed in the data
analysis (Smith, Flowers, and Larkin, 2009). The data were analyzed using the Maxqda software. The
steps followed in this study, according to IPA, were as follows: (1) The first author verbatim
transcribed the recorded interviews. (2) The research team independently listened to the audio
recordings, took notes, and read the transcripts over and over again. (3) Each researcher developed a
comprehensive codebook by labelling key quotes that came out of the transcripts. (4) The themes
generated from the code were associated the quotes and transcripts using acyclical process. (5)
Possible relationships between sub-themes were examined to identify main themes. (6) This process
was repeated for each transcript. (7) The codes and themes generated separately by the researchers
were compared with each other and discussed until a full agreement was reached. The research team
then created the main themes by relating the sub-themes in the transcripts according to their
conceptual similarities (Smith et al., 2009).Moreover, the study was reported based on the
Consolidated Criteria for Qualitative Research Reporting (Tong, Sainsbury, and Craig, 2007). In this
context, the study was presented under the following headings: title and abstract, conceptual
framework, problem statement, purpose, qualitative approach and paradigm used, ethical standards,
methods of data collection and analysis, validity and reliability studies, discussion, conclusions,

recommendations, and limitations.

In qualitative research, credibility refers to the agreement between the results drawn by the
researcher and the participants’ statements (Yildirnm and Simsek, 2011). For credibility, the
participants were informed about the purpose of the study and the possible duration of the interview
before the interviews. Moreover, each participant was interviewed for more than 35 minutes to
achieve long-term interaction throughout the study. For the improvement of the validity of the study,
the participants were tried to be diversified, and attention was paid for the sample group to be
selected from different provinces, branches, professional experience, and age groups. Furthermore,
direct quotes from the interviews were included, and the study results were based on these findings.
For establishing the internal reliability of the study, the data were collected using similar methods and
the same questionnaire; consistency was achieved when coding the data; and the relationship between
the data and the results was established. For external reliability, the judgments, interpretations, and
recommendations of both researchers were compared and confirmed with the raw data (Yildirim and

Simsgek, 2011) and reconciled.
Ethical Considerations

In this study, all the rules set out in the “Directive on Scientific Research and Publication
Ethics of Higher Education Institutions” were followed. None of the steps listed under the second

section of the Directive, “Actions Contrary to Scientific Research and Publication Ethics,” were taken.
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Approval details of the ethics committee: Name of the ethics review board = Head of Ethics

Committee at the Rectorate of Istanbul Sabahattin Zaim University, Republic of Turkiye

Resolution date for ethical approval=31.12.2021

Number of the Ethical Approval Certificate= E-20292139-050.01.04-20438

Findings

Table 2 shows the themes, sub-themes, and codes showing the participants’ statements, which

were obtained from the interviews with the participants by following the stages of interpretative

phenomenological analysis.

Table 2. Main theme, subtheme and code list

Main Theme Subtheme

Code List ve Participant

organizational support,

His desire to carry out his
administration as a deputy in a
dignified manner (P1, P2, P4
P6, P9, P19, P20); Peer support
(P7, P10)

Reasons for Willingness to

Become an Administrator need for change

Being burnt out in your current
job (P6, P12, P18); Change
position (P6, P11, P13, P21)

dissatisfaction with
administration

Belief that you will become a
better manager (P1, P4, P5, P7,
P10, P16, P18); Don't think you
have no merit (P5, P10, P12,
P16, P17)

disappointment

Emotions Felt

Resentment of not being
appreciated (P11, P21); Feeling
worthless (P6, P7, P10, P15,
P21); being shocked (P5, P11,
P13)

burn out

Despair (P4, P6, P7, P9, P10,
P17); Lack of motivation (P7,
P15, P16, P17); Retreat (P7,
P13); I wanted to go (P4, P15)

dedication to the job

Loving the job(P9, P10); To
follow the principles (P10, P15,
P18); Succeeding as a Manager
(P4, P16); I serve with love (P7,
P9, P18, P21)

Impact on Work Life
difficulty in focusing on work

Difficulty adapting (P7, P12);
Not being able to attend class
(P13, P21,P7)

environmental support after
injustice

Family support (P15, P21); Peer
support (P5, P7, P9, P10, P11);
Manager support(P9, P11, P19)
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Reasons for Willingness to Become an Administrator

The main theme of reasons for willingness to become an administrator consists of the sub-
themes of organizational support, need for change, and dissatisfaction with administration. The
participants stated that they were supported by their colleagues and school principals in the process of
deciding to become an administrator, and they did not decide this process on their own. Besides the
support of the school administration, it was stated that the exhaustion felt due to the profession was
also behind the decision to become an administrator. Another reason was the desire to change the
existing system, having ideals, and the discomfort caused by the lack of merit in the process of

appointing administrators.

In the study, the organizational support sub-theme consists of the codes of the willingness to
be an acting administrator as a principal and colleague support. The participants stated that they were
currently working as school administrators and they applied for the exam in order to take it as
principal. P1, who stated that the school principal supported him in taking the exam and fulfilling his
duty as a principal, expressed his experiences in the following words:

P1:”I have been working as a vice principal since last year. During the semester, my school principal

told me that I was a very hard-working and good administrator and told me that if I took the exam, I could
become a permanent administrator. At his suggestion, I decided to take the exam.”

P8, who stated that both the school principal and his fellow teachers wanted to work with
him, he fulfilled his duty successfully, and he took the exam with their suggestion, expressed this with
the following words:

P8:”This was the suggestion of friends. This was the suggestion of the teachers at the school... Until
today, I was always working on assignments. Therefore, when I was assigned, at the end of the year, my friends
would convene to keep me going. I would continue like that... Maybe if they awarded me my first exam score, 1

would be considered the best teacher in my school; I would have been assigned the best class; I would have been
set a role model in watch duty and everything else.”

In the study, the sub-theme of the need for change consists of the codes of burnout in the
present job and changing position. P3 stated that she had been a teacher for a long time and this had
resulted in burnout and that she believed that she would be able to catch the change she needed as an
administrator with the following words:

P3:”1 realized that I am really willing to become an administrator; I mean, especially classroom teaching

is an exhausting occupational group or branch because I began to feel like a caretaker. I thought I would feel
better if I became more of an administrator and took care of my fellow teachers.”

P12 stated that he wanted to change his position and was successful in the exam but was
disqualified in the interview.
P12:”I wanted to shift from teaching, in the classroom to school administration. That’s why I took the

exam. I got a successful score. I was ranked second in the province. But unfortunately, I could not become an
administrator.”
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In the study, the sub-theme of dissatisfaction with administration consists of the codes of belief
that they would be a better administrator and thoughts that there is no merit. The participants stated that
they were confident in their own qualifications and they improved themselves in becoming
administrators. Some candidates also stated that they held a master’s degree in this field. P4 described
this situation with the following words:

P4:”... I was also studying educational administration. I also hold a master’s degree in educational
administration. We learned how to be an effective school administrator through the courses we attended... When

I examined the conditions and qualifications of the administrators in our schools, I realized that I was actually
much better than them.”

The participants, who complained about the existing school administrators, stated that they
were in a system that lacked quality, so they decided to become prospective administrators in order to
establish a more democratic school climate. P10 described this willingness as follows:

P18:”I am a guy with aspirations; 1 would always complain that administrators communicate
insufficiently because they always have excuses. They fail to establish a school climate where students and
teachers both feel valued. We had always been complaining that there were unqualified administrators. I decided
to assume responsibility this time instead of complaining. I told myself that I had been complaining so much. Do

this job. Maybe you can change some stuff. I was planning a more democratic school system, a school system
where teachers can be involved in decision-making processes... a school system where they can feel valued.”

Emotions Felt

The main theme of emotions felt consists of the sub-themes of disappointment and burn out. The
participants stated that they were disappointed when their colleagues who scored lower than them
and had low work performance in their region were appointed as administrators even though their
scores were high. This disappointment was not only personal but also on behalf of the organization
and the country. It was observed that the participants who stated that they have been treated unfairly,
they have been victimized by ignoring their efforts, and they have felt misused lost their trust and
sense of belonging to the organization. Additionally, their motivation toward the profession decreased

and they became resentful toward the profession.

In the study, the sub-theme of disappointment consists of the codes of resentment caused by non-
appreciation, feeling worthless, and getting shocked. The participants stated that they had difficulties in
believing the results of the interview and were shocked. It was determined that the participants who
scored the highest in the list announced by MoNE in their region after the written exam and
additional score evaluation and answered the questions asked in the interview correctly were sure that
they would be appointed based on these results and therefore made plans in their lives.P6 expressed
this situation with the following words:

Pé: I was shocked. I looked at it, it was 54, again and again. I logged in over and over again, and that
moment of that day was destructive for me because I was going to change my whole life radically with this

interview, whether it was the plan to change my house or the school I was going to enroll my daughter in... My
plans were turned upside down suddenly...
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The participants, who considered the situation not only as a personal loss but also as a loss on
behalf of the system and the country, expressed that they were disappointed by the inability to use
their qualifications and the injustice. P9 described his disappointment that his colleagues with much
lower scores were placed in neighboring schools and he was disqualified as follows:

P9: Even so, I cannot concentrate. 1 mean, a friend who scored 13 points less than me placed 100 meters

ahead of me at a school nearby. I mean, I think it is also a loss for the country that the worse ones are being
placed when there are better ones... I mean, believe me, it was the greatest disappointment I have ever felt in my

life.

Although their scores in the central exam were among the highest in their schools and even in
their provinces, the astonishment and disappointment caused by the invalidation of these scores
through the interview were frequently emphasized. P15 described his disappointment about the
disqualification in the interview despite his efforts for the exam with the following words:

P15: [ scored 82.5. 1 got a high score. And I was one of the teachers who scored the highest in the
province... Then, while planning a vacation with my wife, we noticed that result and learned that we had

dropped below the threshold with 58 points... But ultimately, we were disappointed. We got through it, but it
was not really easy.

In the study, the sub-theme of burnout consists of codes of hopelessness, demotivation, and
withdrawal. It was observed that the participants had difficulty in making sense of what happened, the
family relationships and professional lives of the participants who felt depressed were negatively
affected, and there was a loss of interest and desire. The statements of P7 that describe this experience
are as follows:

P7: This affected my ordinary daily life a lot. This affected my attitudes toward my family and my

attitudes toward my children. Since this situation demotivates me in my profession, I thought it would be better
for my mental health to clean the slate on this issue.

The participants stated that they felt helpless against injustice. The participants, who stated
that they could not find a remedy for the injustice they had suffered, expressed that they lost their
motivation toward their profession as well as their hopelessness. While P15 described this situation
with the words “I am now resentful against the profession,” P17expressed his experiences with the
following words:

P17: Hopelessness for the country you live in... a sense that makes us feel helpless. The sense of who to
complain to whom against, for example, injustice, is grave. An injustice happens, you chase after it, you fix it

somehow, you feel satisfied, and your conscience relieves when justice has been served, but the lack of justice is of
course something that really tears you down. First of all, you lose your interest in the profession.

P13, who shared his shock at the outcome of the interview, despite the successful completion

of the interview, expressed his astonishment with the following words:

P13:”I was literally shocked when the outcome was announced because I was told that I would pass the
interview; they even asked me the school I would like to work in...”
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Impact on Work Life

The main theme of impact on work life consists of the sub-themes of dedication to the job,
difficulty in focusing on work, and environmental support after injustice. It was observed that although the
participants considered their disqualification in the interview an injustice despite their success in the
exam, both the social and environmental support and their dedication to the job facilitated their
adaptation to the process. Besides, some of the emotionally shaken participants stated that they had

great difficulty in focusing on work for a while.

In the study, the sub-theme of dedication to the job consists of the codes of loving their job,
following their principles, succeeding as an administrator, and working with passion. The participants stated
that even though they were disappointed with the results of the exam, they made efforts to do their
best in their duties. The participants stated that they tried to fulfill their duties based on the principles
they followed along with their love for children. P11 described this situation with the following
words:

P 11:”..I am a teacher and I keep working to do whatever I have to do in the direction of my dreams. I
uphold my principles.”

P2 explained that although she was not appointed as a principal and was disqualified in the
exam, she kept on meeting the administrative needs of the school, albeit for an indefinite period of
time, and continued to work hard at an intensive pace.

P2:”“We work like nothing happened. We have been working non-stop for two weeks, and today is the
first day off for me, by the way. I keep working as if nothing has happened. By the way, I mean I have to work. I
am the only remaining teacher in the school who has some knowledge of the job. I mean, our new principal has

just arrived with a recent appointment. My former principal has left. My friend, the other vice principal, asked
for a reassignment...”

In the study, the sub-theme of difficulty in focusing on work consists of the codes of difficulty
in adapting and inability to attend class. The participants indicated that they were unable to perform as
they used to after what had happened, they had difficulty in attending class and teaching lessons, and
this persisted for a while.P18 described this with the following words:

P18:”...how can I put it? After experiencing something like this, the first two weeks when the education
started, I could not concentrate...Somehow, I could not concentrate... I mean, now, I am trying to adapt. If I had

not been exposed to injustice, maybe, as I told you, I would have fully concentrated on my job. You know, there
are weird teachers who have files and have all these plans; I am one of them. You can’t even concentrate...”

In the study, the sub-theme of environmental support after injustice consists of the codes of
family support, colleague support, and administrator support. The participants indicated that their families,
colleagues, and school administrators told them that what was done was unjust. Such support from
their circle helped them feel that they were not alone against injustice and improved their well-being.

The statements of P20 that describe this experience are as follows:
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P20:"When my school principal heard that I was disqualified, they swore at both the commission and
the people who did it. They thought I was unfairly treated. All my fellow teachers at school told me that I did not
deserve that. My wife was very upset about what had happened. My close relatives, like my mother and sister,
were upset. My close friends were very sorry...”

P19, who stated that they had difficulty believing in this injustice and their social circle made
efforts to seek into this situation, described this situation with the following words:

P19:“They got shocked and asked how they could assign 55 to you. Even a school principal sought into
it. My own school principal was furious because he really wanted to work with me. He was incredibly pissed off.
After all, the school lacks an administrator. On the other hand, another school principal, who is a member of
Egitim-Birsen, was shocked by this case and asked somebody higher up. People around me described this

situation as a great injustice. I mean, I feel relieved to know that there are people who are genuinely
uncomfortable somewhere.”

Discussion

As a result of this study, which was conducted with teachers who got passpoints in the
administrative selection exam held with the central exam system but failed in the oral interview, the
main themes of reasons for willingness to become an administrator, emotions felt, and impact on work
life were obtained. The first main theme of the study— the reasons for willingness to become an
administrator— consists of the sub-themes of organizational support, need for change, and
dissatisfaction with administration. The participants stated that they decided to become
administrators after the encouragement of their colleagues and school administrators and they
considered this offer a new opportunity for professional burnout and realizing their ideals. Giinay and
Ozbilen (2018) found that most of the participating teachers were unwilling to become administrators
due to the length of working hours and lack of professional satisfaction, while a limited number of
participants were willing to become administrators due to the desire to build a democratic culture in
the school and enhance the quality of education. Yilmaz, Ciilha, and Tasdemir (2022) determined that
teachers had an ideal of becoming administrators and, accordingly, were motivated to contribute to
and serve the school, felt more effective and better in administration, and were willing to set a role
model as administrators. Sharp, Malone, and Walter (2002) as well as Bingiil and Hacifazlioglu (2011)
found that individuals were willing to become administrators to make a difference. Likewise, Yolcu
and Bayram (2015) reported that teachers were willing to become administrators as they perceived
themselves to be competent and adopted a different understanding of administration. Ugar (2019)
determined that teachers were willing to become administrators based on their motivation to build a
professional career. Bingiil and Hacifazlioglu (2011) determined that teachers considered themselves
competent for administration. The same study suggested that the tendency to become an
administrator increased depending on professional seniority. Similarly, the present study indicated
that teachers are willing to become administrators in order to pass on their professional experiences to
others and to accomplish a different understanding of administration. The study revealed the

participating teachers’ dissatisfaction with the administration and their willingness to be the pioneers
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of change in educational institutions. Furthermore, a great majority of the teachers had held this
position before becoming vice principals or had already been serving as such. This suggested that
experiencing administration reinforced the tendency to become an administrator. Helvaci (2015)
indicates that school administrators assume major roles in the constantly and rapidly changing world
and in the development of schools toward such change. From this point of view, the role of the
administrator in transforming organizations into changing and learning ones is undeniable.
Disqualification of prospective administrators through a metho which is open to subjective
evaluations such as interviews after a merit-based selection process is considered an intervention that

hinders the dynamics of schools toward change.

The second main theme of the study—emotions felt—consists of the sub-themes of
disappointment and burnout. The participants indicated that despite their success in the central exam,
they were deemed unsuccessful in the interview process and expressed their disappointment over
their failure. The participants stated that they were confident that they would be appointed as vice
principals based on their exam scores and their additional one point calculated based on their
professional experience. However, they also stated that they believed the interview would not be
eliminative due to the statements of former Minister of National Education, Ziya Selguk, accordingly.
In this sense, the statement of one of the participants, ’9,”Once I read my score on the interview, I
believed that I could still be appointed based on my exam score and additional score given my
ranking at the top of the list in the province; I did not know that those who scored below 60 forfeit
their right of preference.” shows his astonishment. It was determined that awarding teachers an
interview score that invalidated their exam achievements led to disappointment, confusion, sadness
and resentment due to non-appreciation. Likewise, Mikulave et al., (1998) found that practices which
are considered unfair in organizations evoked long-lasting and intense emotions. Moreover, the
results on the emotions aroused by the lack of merit in appointing administrators are compatible with
the literature (Pérez-Rodriguez, et al., 2019; Cropanzano et al., 2007). Recepoglu and Kiling (2014) and
Sayan and Yildirim (2019) point out the existence of subjective evaluations that can be called arbitrary
in the training and selection of school administrators in Turkiye. It has been emphasized that these
arbitrary practices have increased, especially with oral interviews. It has been found that these
practices, rather than appointing qualified teachers as administrators, pave the way for an inequality

that leads teachers to disappointment.

The third main theme of the study— impact on work life— consists of the sub-themes of
dedication to the job, difficulty in focusing on work, and environmental support after injustice. In this
regard, it was observed that the participants had difficulties in returning to their jobs and focusing on
their work due to the attitudes which they came across during the administrative appointment process
and they perceived as discrimination; however, they maintained their commitment to their jobs and

did not give up their principles. It was found that the participants were supported by their colleagues
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and school administrators at the end of the process they went through and that the negative emotions
they felt were acknowledged by their colleagues. Cornelis, Van Hiel, and De Cremer (2006) state that
treating others fairly has a regulatory effect on one’s own emotions and behaviors. In this sense,
supporting teachers who feel that they have been treated unfairly by their colleagues was considered

to establish a different network of solidarity in schools.
Limitations, Recommendations, and Conclusion

The study was conducted on prospective administrators who got sufficient points after the
central exam but lost the chance to become administrators in the interview. Likewise, the motivation
of teachers who failed to score the expected points in the central exam and their opinions on
administration were excluded in the study. Although this constitutes a limitation for the study, this is
also recommended as a research field for future researchers. In order to avoid subjective evaluations
and misconduct, it is recommended that the interviews held during the administrative appointment
process be recorded, and the questions asked to reflect the problem-solving and professional
experience of the candidates and their administration vision should be paid attention. Furthermore, it
is recommended that the interview committee should be specialized in interview techniques, and the
interview should be held in more than one session if possible. It is suggested that post-interview
objections be evaluated by authorized committees to ensure accountability and transparency and
these evaluations should be carried out by concealing all information about the candidates. Moreover,
in case the interviews are repeated after objections, different commissions should repeat the
interviews to avoid errors of personal bias. It is recommended that the interview scores should not be

weighted to the extent that it would invalidate the central exam score.
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