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ABSTRACT

This research aims to examine the human resource management policies of private special
education institutions and rehabilitation centers based on the managers’ views. The basic
qualitative research design was adopted in the research. The participants of the study
consisted of managers of private special education institutions and rehabilitation centers
operating in the province of Adiyaman. Criterion sampling technique was adopted in
determining the participants. In this context, semi-structured interviews were conducted
with 15 managers of private special education institutions and rehabilitation centers. The
data obtained from the interviews with managers has been analyzed through content
analysis. In the research, the opinions of the institution managers regarding the teacher
employment process of their institutions were discussed under the themes of "employment
criteria”,
Policies for teacher development were examined under the themes of "personal
development" and "professional development", while policies for teacher integration were
examined under the themes of "rewarding". Policies for teacher evaluation were studied
under the themes of "in-house evaluation" and "external evaluation". According to research

employment process," and "problems encountered in the employment process."

results, the policies that shape the employment process are related to the nature of pre-
service education and the professional and academic qualifications of teacher candidates.
Additionally, based on the views of school administrators, it has been concluded that the
shortage of subject experts is one of the problems encountered in the human resources
management process of teacher employment. However, it has been stated that career
planning and policies for professional development are insufficient in the process of teacher
training and development, and teacher evaluation policies are shaped within the
framework of internal and external evaluation criteria.
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Examination of Academic Human Resource Management Policies of Private
Special Education Institutions and Rehabilitation Center

Problem Situation

Special education and rehabilitation centers are institutions that support the development of
individuals with disabilities by using special methods, personnel, tools, and equipment in
accordance with their interests, needs, talents, and skills through the support education programs
determined by the Ministry of National Education (MONE). In special education institutions,
individuals are trained to be able to establish good relationships with others, work collaboratively,
adapt to their surroundings, and become productive individuals. The aim of the education provided
in special education and rehabilitation centers is to

The aim of special education programs for individuals with language and speech disabilities,
along with cognitive, physical, sensory, social, emotional, and behavioral problems, is to
eliminate or minimize the effects of disabilities and maximize their abilities by promoting their
integration into society. These programs focus on developing basic self-care skills and
independent living skills (Ministry of National Education [MONE], 2006).

Special education institutions and rehabilitation centers aim to educate students in a way that
enables them to move independently in social life (Ataman, 2011). The achievement of the objectives
of special education institutions is related to the qualifications of the teachers who will be involved
in this process. The unique nature of the programs of special education institutions and
rehabilitation centers requires teachers working in these institutions to have the necessary
qualifications to provide education in line with the institution's programs (Ataman, 2011). As human
resources are one of the most important factors in ensuring effectiveness in special education
institutions and rehabilitation centers, improving teachers' professional development and working
conditions are considered important (Himmetoglu et al., 2022).

As Calik (2003) stated, in the 21st century, which is dominated by globalization and competition, the
success of organizations depends on the effective utilization and management of human resources
in the rapid change and transformation process. In this context, the success of special educational
institutions in the process of change and transformation seems to depend on the presence of effective
human resource management policies. In order for teachers working in private educational
institutions to maximize their potential and be effective and efficient, it is seen as related to the
human resource management policies of special educational institutions.

Human Resources Management

In the 21st century, human resources with the capacity to produce knowledge and develop
technology have become one of the most important resources for organizations to gain competitive
advantage. Human resources, which have an impact on all organizational processes, are considered
as a strategic element for organizations. The effectiveness of the human resources management
process depends on the efficient and effective use of human resources that are strategically
important for organizations and the maximization of human resources performance. "Human
resources management is the management of all activities carried out to acquire, develop, motivate
and retain a high-performance workforce within an organization" (Barutcugil, 2004, p. 32). Human
resources management starts with planning the number of employees to be employed in each unit
of the organization and it includes activities such as recruitment, onboarding, training, career
planning and management, and relationship management (Ertiirk, 2011).

Human resources management encompasses the activities designed to coordinate human resources
in organizations and provide the necessary human resources for the implementation of
organizational processes (Byars & Rue, 2004). At the core of human resources management are
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organizational objectives. It is stated that the human resources management process includes the
selection, training, development, motivation, and evaluation of employees that will lead
organizations to their goals (Boone & Kurtz, 1988). In addition to the realization of organizational
objectives, it is observed that the human resources management process also focuses on processes
such as employee rights, improvement of working conditions, and motivation. Findikg¢1 (2009), who
made a detailed definition of human resources management, emphasized processes such as job
analysis, job orientation training, promotion, job rotation, termination, socio-cultural activities, and
health services.

Human Resources Management in Education Institutions

Human resources is a strategic resource for educational organizations. "Human resource planning
in schools is a comprehensive process that involves developing a comprehensive strategy to meet
the future human resource needs of the school, regulating and evaluating the entry, exit, and internal
mobility of teachers within the educational organization" (Akyol, 2008, p. 10). School administrators
lead this process (Calik & Sehitoglu, 2006).

School administrators are responsible for the induction and in-service training processes, teachers’
induction and in-service training processes, and their motivations, incentives, and evaluations in the
human resources management process (Taymaz, 2000). Additionally, school administrators have
responsibilities such as explaining the school's goals and philosophy, determining and promoting
its policies, identifying its needs, developing participatory and democratic management in the
school, ensuring effective communication in the school, planning educational activities, and
continuously monitoring and evaluating the work done (Taymaz, 2000). Furthermore, school
administrators have taken on the role of effectively and efficiently managing the teachers” induction
and in-service training, motivation, and evaluation processes, which are the most important
elements of human resources in schools, in line with their school's goals (Calik & Sehitoglu, 2006).
The ability of school administrators to effectively manage human resources in their schools depends
on considering the roles, interests, and needs of teachers and other staff (Erkog, 2000). Additionally,
the communication style of school administrators with teachers and other staff and their ability to
motivate them are important elements of human resources management (Unal, 2000). The
achievement of the goals of special education institutions, gaining a competitive advantage, and
considering the best interests of the student group they serve seem to be related to the employment
process, direction, motivation, and evaluation of the teachers working in the institution, in other
words, the process of human resources management. In this process, the responsibility belongs to
the administrators who will guide the teachers, as in other educational institutions.

Research indicates that the behaviors of special education institution administrators in the human
resources management process have an impact on teachers' organizational commitment and
motivation (Conley and You, 2017; Dipaola et al., 2004). Additionally, teachers working in special
education institutions and rehabilitation centers have roles and responsibilities such as maximizing
the capacities of individuals attending educational institutions, preventing disability from becoming
an obstacle, enabling individuals with disabilities to become self-sufficient, facilitating their
integration into society, and supporting them to become independent and productive individuals
(Ataman, 2011). These roles and responsibilities make the human resources management process
more important in these institutions.

There are numerous studies in the literature on human resources management in educational
institutions (Argon, 2015; Cent, 2007; C)ylek, 2016; Saylan, 2013; Tiirkmen, 2008). However, in
research on the management of special education institutions and rehabilitation centers, it is
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observed that topics such as the problems faced by teachers (Kilig, 2020), problems related to special
education in public schools (Giindiiz & Akin, 2015), problems in special education and rehabilitation
centers (Altinkurt, 2008; Karasu & Mutlu, 2014), supervision of special education and rehabilitation
centers (Acer, 2016), and financial problems of special education and rehabilitation centers (Karal,
2021) are discussed. Furthermore, it is noted that studies on the working conditions of teachers
working in special education institutions (Sapalova, 2013) and the challenges they face in the
teaching process (Berry & Gravelle, 2013) are included. However, it can be seen that there is not
enough emphasis on human resources management policies in studies on special education
institutions and rehabilitation centers.

It seems that the employment, guidance, motivation, and evaluation of teachers working in private
special education institutions are related to the human resources management process in order for
these institutions to achieve their goals, gain a competitive advantage, and prioritize the best
interests of the student group they address. In this process, the responsibility lies with the managers
who will guide the teachers, as in other educational institutions. Indeed, research has emphasized
the impact of the behaviors of managers in private educational institutions on the organizational
commitment and motivation of teachers in the human resources management process (Conley and
You, 2017; Dipaola et al., 2004). However, the role and responsibilities of teachers working in private
special education institutions and rehabilitation centers include maximizing the capacities of
individuals attending educational institutions, preventing turning disabilities into obstacles,
enabling individuals with disabilities to become self-sufficient, ensuring their integration into
society, and supporting them to become independent, productive individuals (Ataman, 2011), which
makes the human resources management process more critical in these institutions.

According to the National Education Statistics published by the Strategy Development Directorate
of the Ministry of National Education, there are 3,118 private special education institutions and
rehabilitation centers in Turkey in the 2021-2022 academic year. The number of teachers working in
these centers is 32,011. The training and development (pre-service training and in-service training),
integration (motivation, encouragement, reward-punishment, discipline, promotion), and
evaluation processes of teachers working in private special education institutions and rehabilitation
centers are important factors that affect the achievement of the institutions' objectives and the
development process of individuals with special needs, making the human resources management
policies of these institutions important. The selection, in-service training process, motivation,
reward-punishment processes, and evaluation of the academic human resources working in private
special education institutions and rehabilitation centers are important for achieving institutional
objectives and developing human resources. Therefore, the research is important in shedding light
on the development and potential enhancement of human resources in these institutions, focusing
on the human resources management policies of private special education institutions and
rehabilitation centers. In this context, the following sub-problems were addressed in the research.

What are the views of private special education institutions and rehabilitation center managers on
their institutions':

e Teacher employment policies,

e Teacher training and development policies,
e Teacher integration policies,

e Teacher evaluation policies.
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Method

Research Model

The research is structured within the framework of qualitative research methods. Qualitative
research (Guba & Lincoln, 1994) is an approach that evaluates the problem under consideration with
an inquisitive and interpretive perspective and utilizes data collection methods such as observation,
interviews, and document analysis. The study adopts the basic qualitative research design, which
focuses on examining how individuals make sense of their lives and experiences (Merriam & Tisdell,
2016).

Study Group

The study group consists of 15 school administrators working in private special education
institutions and rehabilitation centers in Adiyaman province. The purposive sampling technique
was adopted to determine the school administrators. Purposive sampling is a method that allows
for the selection of information-rich situations that meet certain criteria and enables in-depth
research (Biiytiikoztiirk et al., 2012). The main criterion for the selection of school administrators was
"having actively participated in the employment, training-development, inclusion, and evaluation
processes with at least one teacher." The demographic variables of the administrators included in
the study group are shown in Table 1.

Table 1
Personal Characteristics of the School Administrators in the Study Group
Variables Subvariables n
Gender Female 2
Male 13
Professional Experience 6-10 Years 4
11-15 Years 8
15 Years and above 3
Administrative Experience 6-10 Years 4
11-15 Years 11
Field Classroom Teacher 6
Preschool Teacher 3
Guidance and Psychological Counseling 2
Hearing Impaired Teaching 1
3

Intellectually Disabled Teaching

Two of the participants are female, and 13 are male. Their professional experience and managerial
experience range from eight to 21 years. Their tenure at their current schools ranges from seven to
17 years. The branches of the institution's managers are defined as classroom teachers, preschool
teachers, guidance counselors, teachers for disabled individuals, and teachers for mentally disabled
individuals.

Data Collection and Analysis

Research data was collected through a semi-structured interview form developed by the researchers.
Semi-structured interviews are a technique where the researcher has a roadmap or a general
framework for the interview process and develops additional questions during the interview to
reveal any missing aspects or to delve deeper into the participant's opinions (Yildirim & Simsek,
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2008). The questions in the interview form were prepared in line with the functions of human
resource management. According to Boone and Kurtz (1998), the human resource management
process is defined in four steps: personnel recruitment, training and development, motivation, and
evaluation. In this regard, the questions in the interview form were created to provide detailed
information about teacher employment, teacher development, teacher integration, and teacher
evaluation processes in special education schools and rehabilitation centers.

The interview form, which was prepared to ensure the validity of the form, was submitted for review
by two expert faculty members in the field of education management and supervision. The field
experts stated that the question "What are the views of school administrators on pre-service teacher
training policies?" should not be included in the form because it is not directly related to the human
resources management process of special education institutions and rehabilitation centers, and
school administrators do not have an impact in this process. In line with this, this question was
removed from the interview form and the form was prepared for implementation.

Approval form was obtained from Adiyaman University Social and Human Sciences Ethics
Committee with the approval form dated 23/01/2023 and numbered 387 for the semi-structured
interview form developed as the data collection tool. Afterwards, a pilot interview was conducted
with two school administrators who were not part of the study group, and the clarity and
comprehensibility of the questions were tested. After the pilot interviews, appointments were made
with school administrators and interviews were conducted with their permission. Audio recording
was taken during the interviews with the permission of school administrators. In the data analysis
stage, transcribing of the audio recordings was done first. The data was analyzed using the content
analysis technique. Content analysis is the process of organizing information related to the key
questions of the research into categories (Bowen, 2009, p.32). In the content analysis process, codings
are made to reveal the underlying concepts of the data and the relationships between these concepts
(Baltaci, 2019).

In the research, first, the responses of the institution managers to the interview questions were
reviewed. Then, in-depth readings were conducted to apply content analysis to determine the
analysis categories and patterns in the data sets. Finally, the data were interpreted based on the
patterns in the data sets.

In content analysis, themes were determined based on the functions of human resource management

“"oa

according to the literature. Four themes were identified: "teacher employment policies”, “teacher

non

development policies," "teacher integration policies," and "teacher evaluation policies.” After
identifying the themes representing the functions of human resource management, the opinions of
school managers regarding human resource management policies were analyzed at a conceptual

level.
Validity and Reliability

Guba and Lincoln (1982) focused on the concept of credibility instead of validity and reliability in
qualitative research. They emphasized the need to establish credibility, dependability,
confirmability, and transferability processes to ensure credibility in qualitative research (Bagskale,
2016). In this study, to establish credibility (internal validity), face-to-face interviews were conducted
during data collection, and the themes and codes were presented to two participants for
confirmatory examination. To ensure transferability (external validity), detailed information about
the participants was provided. To ensure dependability (reliability), both the research method was
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described in detail and the research process and results were reviewed by an expert in the field.

Guba and Lincoln (1994) suggest the involvement of multiple experts/researchers in the process of
data collection, analysis, and interpretation to ensure the accuracy and consistency of the research.
In the data collection phase, one researcher directed the interview questions while the other
researcher took notes on the interview. Additionally, two researchers worked together in the data
analysis and interpretation process. During the analysis stage, the data sets were reviewed together
by the researchers, and they collectively decided on the sub-themes and concepts that would be
under the themes created based on the relevant literature. Thus, efforts were made to ensure the
accuracy and consistency of the research process.

Findings and Interpretation
Employment Policies for Teachers in Special Education Institutions and Rehabilitation Centers

The study first examined the employment policies for teachers based on the views of administrators
of special education institutions and rehabilitation centers. Three sub-themes were created based on
the administrators' views on teacher employment policies. The first sub-theme is employment
criteria, the second is the employment process, and the third is the challenges encountered in the
employment process. The themes, sub-themes, and concepts created based on the administrators'
views on teacher employment policies are shown in Table 2.

Table 2

Theme: Teacher employment policies

Sub Themes Codes

Employment criteria State university graduates are preferred
Prioritizing high quality undergraduate education
Giving importance to work experience
Giving importance to references

AN OV N o ©v|Bb

Giving importance to personal and professional
competencies
Prioritizing education institution needs
Prioritizing education institution goals
Prioritizing education institution culture
Prioritizing candidates who will gain a competitive
advantage

Employment process Respecting employee rights 12

W W a

Giving importance to improving employee rights 9
Providing in-service training opportunities 8
Improving working conditions 7
Problems encountered in the Lack of field experts 13
employment Process Economic problems 11
Employment terminations from work during the semester 6
Problems caused by excessive workload 4

When examining the sub-themes and concepts formed based on the opinions of education
institution managers towards teacher employment policies, it can be seen that the focus is on
teachers' pre-service period, in-service processes, and problems encountered during the service
process. KY2 evaluates their views on employment policies within the scope of employment criteria
as follows:
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We evaluate the education that teachers have received in order to employ our teachers.
Generally, we give priority to teachers who have graduated from state universities, and those
who have graduated from private universities are often not as effective as those who have
graduated from state universities. So, the quality of the undergraduate education that teachers
have received also reflects on us. That's why the undergraduate education of teachers is one
of the main determining factors in employment.

KY7, explaining the employment policies within the framework of problems encountered in the
employment process, states:

There is a significant shortage of trained field experts in special education. Various methods
have been tried or are being tried to fill this gap, but it is still not enough. We have difficulty
finding field experts or experts who have completed various trainings in the field. Not only
that, let's say we find an expert, but then this expert can leave the job during the semester. The
reasons for leaving the job might be being assigned to government institutions, moving to
another city, getting married (especially for female teachers), or going to the military service
for male teachers. This is a big problem for us, as we have to find a new expert within the
semester.

The study aims to examine the employment policies of special education institutions and
rehabilitation centers regarding the recruitment of teachers. The institution managers were also
asked about the qualifications that the teachers should possess. Table 3 includes the sub-themes and
concepts derived from the opinions of institution managers regarding the qualifications that
teachers should have.

Table 3
Theme: Competencies That Teachers Should Possess
Sub Themes Codes n
Professional Competencies Communication skill 13
Awareness of responsibility 12
Teaching methods and techniques 12
Measurement and evaluation methods and 12
techniques
Work discipline 11
Institution responsibility awareness 9
Personal Competencies Conscience 12
Communication skill 9
Honesty 6

Education institution managers have emphasized both professional and personal competencies
when explaining the qualifications that teachers should have. Under the sub-theme of professional
competencies, the concepts that can be addressed are sense of responsibility, institution
responsibility awareness, work discipline, communication skills, teaching methods and techniques,
and assessment methods and techniques. Personal competencies include conscience,
communication skills, and honesty.

KY9 evaluates the competencies that teachers should possess under the sub-theme of professional
competencies.

Our target audience is children with special needs, and teaching them to achieve target
outcomes requires specific methods and techniques. Therefore, we value our teachers having
both the knowledge and practical skills of the necessary methods and techniques in the
process of teaching a subject, a concept, or a behavior to children with special needs.
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Special Education Schools and Rehabilitation Centers' Teacher Development Policies

Within the framework of the second sub-problem of the research, the teacher development policies
of special education schools and rehabilitation centers were examined. In this context, the institution
managers were asked to provide information about their institution's policies regarding teacher
development. This process was examined within the framework of personal and professional
development opportunities for teachers in schools. Table 4 shows the themes and codes created
based on the views of institution managers regarding the activities aimed at ensuring the personal
and professional development of teachers in their institutions.

Table 4
Theme: Teacher Development Policies
Sub Themes Codes n
Providing Professional In-service training 12
Development Online courses 9
Courses opened within the Ministry of National 6
Education
Cooperation with universities 5
Seminars 5
Certificate programs 4
Career planning 4
Providing Personal Development Awareness trainings 9
Online courses 7
Creating a socialization environment 7

When examining the teacher development policies of private educational institutions and
rehabilitation centers, it is seen that this process is generally carried out through seminars and
courses. KY12, which emphasizes the achievement of personal development in the teacher
development process, states that

Developing the teacher only in professional terms alone is not effective. The teacher needs to
be in a good mental state in order to reflect it onto the students. A healthy teacher will have
both physical and mental well-being and will have developed personal skills. If they have not
acquired these skills before, we provide them with training specifically for these skills from
time to time. We collaborate with universities, invite field experts, and encourage teachers to
participate in national or international courses...

Private Special Education Institutions and Rehabilitation Centers' Teacher Integration Policies

In line with the third sub-problem of the research, the teacher integration policies of private special
education institutions and rehabilitation centers were examined. In this regard, the opinions of
institution administrators regarding their policies on motivating teachers and rewarding/punishing
and disciplining teachers were sought. The institution administrators stated that the
reward/punishment and discipline processes of teachers are carried out within the framework of
regulations. School administrators, particularly emphasizing the rewarding process, stated that
teachers who demonstrate outstanding performance and have high institutional loyalty are
frequently rewarded and that incidents of punishment or discipline are almost non-existent.
Regarding this issue KY11's opinions on this subject,

I observe that the behaviors of teachers towards the school, students, and administrators are
more positive as we motivate them. I believe in the importance of rewarding. One of our basic
policies as an institution is to appreciate and reward successful teachers.
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Teacher Evaluation Policies of Private Special Education Institutions and Rehabilitation Centers

The opinions of institution managers regarding teacher evaluation policies were examined in line
with the fourth sub-problem of the research. Based on the opinions of institution managers, teacher
evaluation policies were discussed under the sub-themes of "internal performance evaluation
criteria" and "external performance evaluation criteria" within the framework of teacher evaluation
criteria (Table 5).

Table 5

Theme: Teacher evaluation policies
Sub Themes Codes n
Criteria for evaluating internal Students' achievement of goals and achievements 9
performance Fulfilling institution responsibilities 8
Criteria for evaluating external Relations with parents 8
performance Service to society 6

Administrators emphasized criteria for teacher performance when explaining teacher evaluation
policies. In this context, concepts that can be discussed under the sub-themes of internal and external
performance evaluation criteria have emerged. KY9, which emphasizes internal performance in the
teacher evaluation process,

We try to evaluate our teachers by focusing on our indispensable students. We observe the
students to decide whether the teachers fulfill their responsibilities. Is there any progress in
the students? Has the student made progress in displaying their abilities? Is the teacher
fulfilling the tasks given to them in the institution? Does the teacher pay attention to working
hours? These are important...

Discussion and Conclusion

In the research, first of all, teacher employment policies were examined within the framework of
human resources management functions of private special education institutions and rehabilitation
centers. Administrators evaluated employment policies within the scope of employment criteria,
employment process, and problems experienced during the employment process. Administrators
stated that they attach importance to the teachers’ being employed and having a qualified
undergraduate education, giving priority to candidates graduating from state universities, caring
that their teachers have work experience, and their personal and professional qualifications are
important. In this regard, it is possible to say that administrators care about merit in the teacher
employment process. Administrators have focused on strengthening institution identity through the
teachers they employ. Similar to research findings, Tan (2015) expressed in his study examining
human resource management principles in secondary education institutions that professional and
personal competencies and school climate are taken into consideration in the employment process.
The research also found that some problems are encountered in the process of teacher employment
in special education institutions and rehabilitation centers. The administrators stated that there is a
shortage of teachers with special education degree, and, as a result, they have difficulties employing
special education subject area teachers. They also mentioned that the employed teachers leave the
institution for various reasons, negatively affecting the education process. Many researchers, such
as Basaran (2001), Himmetoglu et al. (2022), and Mason-Williams et al. (2022), have also emphasized
in their research that there is a shortage of special education teachers and that this negatively affects
the education process. Another result obtained within the scope of the research’s first sub-problem
is the qualifications that teachers should have to be employed in special education institutions and
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rehabilitation centers. According to administrators’ views, it has been concluded that the
qualifications that teachers should have can be discussed under the categories of personal
qualifications and professional qualifications.

In line with the second sub-problem of the research, policies for the development of teachers
employed in private special education institutions and rehabilitation centers were examined. Based
on the opinions of the administrators, it has been concluded that teacher development policies in
private special education institutions and rehabilitation centers focus on professional development
and personal development. It was concluded that administrators directed teachers to in-service
training activities during the teacher development process to ensure professional development. It
was concluded that in order to ensure personal development, various guidance was given on issues
such as healthy living, communication, and time management. However, it has been observed
administrators do not address processes such as career planning and academic support (professional
issues such as burnout, stress, anxiety, and excess workload) to ensure the professional development
of teachers. In their research, Himmetoglu et al. (2022) have found that teachers expect school
administrators to play roles such as providing professional guidance and collaborating with them
to overcome the challenges they face more easily. Furthermore, the same study has also found that
teachers expect moral and motivational support, as well as emotional support, from school
administrators. In her study conducted with teachers, assistant principals, and principals, Argon
(2015) has concluded that the guidance and support provided by the Ministry of Education in the
career planning process of educators regarding the principle of a career in human resource
management is insufficient and that employees make their own career plans.

The research concluded that activities related to rewarding teachers have been emphasized in the
teacher integration process. Almost no mention has been made by school administrators about
discipline and punishment, which are known as the functions of teacher integration. Research shows
that rewarding teachers has a positive impact on demonstrating organizational citizenship behavior
(Aksel et al., 2013), motivation, job satisfaction, job performance, and quality in education (Celebi et
al,, 2015), as well as increasing student achievement (Hung et al., 2014). In the study conducted by
Argon (2015), it was found that the reward system was inadequate and objectivity was lacking in
the human resources management process in schools affiliated with the Ministry of National
Education. This can be explained by different approaches or criteria adopted in the rewarding
process in private educational institutions and state schools.

The research found that the teacher evaluation policies of institutions are shaped within the
framework of internal performance evaluation criteria and external performance evaluation criteria.
The administrators have stated that they evaluate the performance of teachers based on student
achievements, fulfillment of teachers' institutional responsibilities, communication with parents,
and involvement in community service activities. In this regard, it can be said that there is no
standardized teacher evaluation system in schools. Argon (2015) explains the barriers to
performance evaluation in educational institutions as the lack of evaluation experts, lack of concrete
and transparent evaluation standards, lack of visibility of promotion, salary, rank, and grade
progression in the evaluation process, and incorrect evaluation of teacher performance. It also states
that this situation negatively affects the rewarding process. On the other hand, Celikten and Ozkan
(2018) have concluded that the current teacher evaluation system is not functional.

One of the problems encountered in human resource management in special education institutions
and rehabilitation centers in the research is the employment of teachers with special education
degree. In this regard, it is recommended to improve teachers” rights and benefits to ensure the
employment of teachers with a special education degree in special education institutions and
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rehabilitation centers. It has been concluded that policies for the development and training of
teachers working in special education institutions and rehabilitation centers do not address issues
such as career planning and academic support to promote teachers' professional development. In
this respect, it is recommended that institutional administrators be guided to ensure the career
planning process for teachers.

The research was structured within the framework of the opinions of private special education
institutions and rehabilitation center administrators. It is thought that examining the human
resource management policies of private special education institutions and rehabilitation centers
based on teachers' opinions will be important in reflecting different perspectives.

The qualitative research method was adopted in the research. It is thought that applied research to
be conducted in private special education institutions and rehabilitation centers will allow a detailed
examination of institutions” human resources management policies.
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OZET

MAKALE BILGISI

Bu aragtirmanin amaci 6zel 6zel egitim kurumu ve rehabilitasyon merkezi yoneticilerinin
goriislerinden hareketle 6zel 6zel egitim kurumu ve rehabilitasyon merkezlerinin insan
kaynaklar1 yonetimi politikalarinin incelenmesidir. Arastirmada nitel arastirma
yontemlerinden temel nitel arastirma deseni benimsenmistir. Arastirmanin katihmcilari
Adiyaman ilinde faaliyet gosteren 6zel 6zel egitim kurumu ve rehabilitasyon merkezi
yoneticilerinden olusturmaktadir. Katilimcilarin belirlenmesinde 6lgiit 6rnekleme teknigi
benimsenmistir. Bu dogrultuda 15 6zel 6zel egitim kurumu ve rehabilitasyon merkezi
yoneticisi ile yar yapilandirilmis goriismeler gerceklestirilmistir. Yoneticilerle yapilan
gortismelerden elde edilen veriler igerik analizi ile ¢6ztimlenmistir. Arastirmada kurum
yoneticilerinin kurumlarinin 6gretmen istihdami siirecine iligkin goriisleri “istihdam
kriterleri”, “
ele alinmigtir. Ogretmen gelistirmeye yonelik politikalar “kisisel gelisim” ve “mesleki
gelisim” temalar1 altinda; Ogretmen biitiinlestirilmesine  yonelik politikalar
“odiillendirme” ve Ogretmen degerlendirmeye yonelik politikalar ise “kurum ici
degerlendirme” ve “kurum dis1 degerlendirme” temalar1 altinda incelenmistir.
Arastirma sonuglarima gore istihdam siirecine yon veren politikalar hizmet Oncesi
dénemin niteligi ve 6gretmen adaylarinin mesleki ve akademik donanimu ile iligkilidir.
Ayrica kurum yoneticilerinin goriislerinden hareketle 6gretmen istihdamu siirecinde alan

istthdam stireci” ve “istihdam siirecinde yasanan sorunlar” temalar1 altinda

uzmani sayisinin az olmasinin insan kaynagi yonetimi siirecinde karsilasilan sorunlardan
biri oldugu sonucuna ulasilmistir. Bununla birlikte 6gretmen yetistirme-gelistirme
siirecinde kariyer planlamasi ve mesleki gelisime yonelik politikalarin yetersiz oldugu ve
ogretmen degerlendirme politikalarnin kurum i¢i degerlendirme ve kurum disi
degerlendirme kriterleri cergevesinde sekillendigi ifade edilmistir.
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Ozel Ozel Egitim Kurumu ve Rehabilitasyon Merkezlerinin Akademik
Insan Kaynag1 Yonetimi Politikalarinin Incelenmesi

Problem Durumu

Ozel egitim ve rehabilitasyon merkezleri, engelli bireylerin Milli Egitim Bakanligni (MONE)
tarafindan belirlenmis destek egitim programlari ile 6zel yontem, personel, arag ve gereg kullanarak
ilgileri, ihtiyaclari, yetenek ve yeterlilikleri dogrultusunda hayata hazirlanmasini ve toplum i¢indeki
rollerini gerceklestirmek iizere gelisimine destek saglayan kurumlardir. Ozel egitim kurumlarinda
bireylerin bagkalar: ile iyi iligskiler kurabilen, is birligi i¢inde calisabilen ve g¢evresine uyum
saglayabilen iiretici bireyler olarak yetismeleri saglanmaktadir. Ozel egitim ve rehabilitasyon
merkezlerinde verilen egitimin amaci

Dil ve konusma giigliigii ile zihinsel, fiziksel, duyusal, sosyal, duygusal ve davranis
problemleri olan engelli bireylerin engellilik halinin ortadan kaldirilmasin ya da etkilerinin
en az seviyeye indirilerek yeteneklerinin en iist seviyeye ¢ikarilmasi ve topluma uyumlarinin
saglanmasi, temel 6z bakim becerilerinin ve bagimsiz yasam becerilerinin gelistirilmesini,
saglamak icin destek egitimi ¢alismalar1 yapmaktir (Milli Egitim Bakanligi [MONE], 2006).

seklinde ifade edilmektedir. Bir bagka ifade ile 6zel egitim kurumlar1 ve rehabilitasyon
merkezlerinde 6grencilerin toplumsal yasam igerisinde bagimsiz hareket edebilmelerini saglayacak
sekilde yetistirilmeleri amaglanmaktadir (Ataman, 2011).

Ozel egitim kurumlarinin amaglarina ulagsmasi bu siirecte gorev alacak 6gretmenlerin niteligi ile
iligkilidir. Ozel egitim kurumlari ve rehabilitasyon merkezlerinin programlarinin kendine dzgii
nitelikte olmas1 kurumlarda gorev yapacak 6gretmenlerin, kurumlarin programlar1 dogrultusunda
egitim verecek nitelikte olmasimi gerektirmektedir (Ataman, 2011). Ozel egitim kurumlar ve
rehabilitasyon merkezlerinde etkililigin saglanmasinda en 6nemli faktrlerden biri insan kaynaklar:
oldugundan oOgretmenlerin mesleki gelisimi ve c¢alisma kosullarinin iyilestirilmesi ©nemli
gortilmektedir (Himmetoglu ve digerleri, 2022).

Calik’in (2003) belirttigi gibi kiiresellesme ve rekabetin hakim oldugu 21. yiizyilda yasanan hizl
degisim ve doniisim silirecinde Orgiitlerin basarili olabilmesi insan kaynaklarinin etkili
kullanilmasina ve yonetilmesine baghdir. Bu baglamda 6zel egitim kurumlarmin da degisim ve
doniisiim siirecinde basariya ulagsmas: etkili insan kaynaklari yonetimi politikalarmin varligina
baglh goriinmektedir. Ozel ozel egitim kurumlarinda gorev yapmakta olan 6gretmenlerin
potansiyellerini en iist seviyeye ¢ikarmalari, etkili ve verimli olmalar: ise 6zel egitim kurumlarinin
insan kaynag1 yonetimi politikalar: ile iligkili goriilmektedir.

Insan Kaynaklar1 Yonetimi

21. ytizyilda, bilgi iiretme ve teknoloji gelistirme kapasitesine sahip olan insan kaynaklari, orgiitlerin
rekabet giicii elde etmelerinde en 6nemli kaynaklardan biri haline gelmistir. Tiim orgiitsel siirecler
tizerinde etkili olan insan kaynaklar: orgiitlerin stratejik bir unsuru olarak degerlendirilmektedir.
Orgiitler agisindan stratejik neme sahip olan insan kaynaklarmin etkili ve verimli kullanilmas ve
insan kaynaginin performansinin en iist diizeye ¢ikarilmasi insan kaynaklar: yonetimi siirecinin
etkililigine bagldir. “Insan kaynaklar1 yonetimi bir organizasyon iginde yiiksek performansli
isglictintin kazanilmasi, gelistirilmesi, motivasyonun saglanmas: ve elde tutulmas: igin yerine
getirilen tim etkinliklerin yonetimidir” (Barutqugil, 2004, s. 32). Insan kaynaklar1 yoOnetimi,
orgiitlerde her birimde gorev alacak g¢alisan sayisinin planlamasiyla baslamakta ve ise alma, ise
alistirma, egitim kariyer planlamasi ve yonetimi, iliski yonetimi gibi etkinlikleri kapsamaktadir
(Ertiirk, 2011).
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Insan kaynaklar1 yonetimi 6rgiitlerde insan kaynaklarini esgiidiimlemek ve orgiitsel siireclerin
gerceklestirilmesinde gerekli insan kaynag1 saglamak icin tasarlanan aktiviteleri kapsamaktadir
(Byars ve Rue, 2004). Insan kaynaklar1 yonetiminin temelinde &rgiitsel amaglar bulunmaktadir.
Orgiitsel amaglar dogrultusunda insan kaynaklar1 yonetimi siirecinin, orgiitleri hedeflerine
ulastiracak isgorenlerin se¢imini, egitimini, gelistirilmesini, motivasyonunu ve degerlendirilmesini
kapsadig1 ifade edilmektedir (Boone ve Kurtz, 1988). Orgiitsel amaclarin gerceklestirilmesinin yam
sira insan kaynaklar1 yonetimi siireci kapsaminda personelin 6zliik haklari, ¢calisma kosullarinin
iyilestirilmesi ve motivasyonu gibi siireglere de odaklanildig1 goriilmektedir. Insan kaynaklari
yonetimine iliskin detayl bir tanimlama yapan Findikg (2009) insan kaynaklar1 yonetimi siirecini
tanimlarken is analizlerinin yapilmasi, is uyum egitimi, terfi, is degistirme, isten c¢ikarma,
sosyokiiltiirel etkinlikler ve saglik hizmetleri gibi siireclere de vurgu yapmustur.

Egitim Kurumlarinda Insan Kaynaklar1 Yénetimi

Insan kaynaklari, egitim orgiitleri igin stratejik Sneme sahip bir kaynaklardan biridir. “Okullarda
insan kaynaklar1 planlamasi okulun gelecekteki insan kaynaklar1 ihtiyaglarin1 karsilamak igin
kapsamli bir stratejinin gelistirilmesi ve 6gretmenin egitim Orgiitiine girisini ¢ikisini ve orgiit ici
hareketliligini diizenleyen ve degerlendiren bir siirectir” (Akyol, 2008, s. 10). Bu siirece okul
yoneticileri liderlik etmektedir (Calik ve Sehitoglu, 2006).

Okul yoneticileri, insan kaynaklar: yonetimi siirecinde 6gretmenlerin adaylik egitimi ve hizmet ici
egitim siireclerinden, giidiilenmelerinden, 6zendirilmelerinden ve degerlendirilmelerinden
sorumludur (Taymaz, 2000). Bununla birlikte okul yoneticilerinin insan kaynaklari yonetimi
siirecinde okulun amaglarini ve felsefesini agiklamak, politikalarini saptamak ve tamitmak,
ihtiyaglarini saptamak, okulda katilimc1 ve demokratik yonetimi gelistirmek, okulda etkili iletisimi
saglamak, egitim ve 6gretim etkinliklerini planlamak ve yapilan ¢aligmalar: stirekli izlemek ve
degerlendirmek gibi sorumluluklar1 bulunmaktadir (Taymaz, 2000). Ayrica okul yoneticileri,
okulda insan kaynaklarinin en énemli unsuru olan 6gretmenlerin adaylik egitimi, hizmet ici egitim,
gldiileme ve degerlendirme siireglerini okullarnin amaglari dogrultusunda etkili ve verimli bir
sekilde yonetmek roliinii tistlenmislerdir (Calik ve Sehitoglu, 2006). Okul yoneticilerinin okullarinda
insan kaynaklarini etkili bir bi¢imde yonetebilmesi 6gretmenlerin ve diger personelin rollerini, ilgi
ve ihtiyaglarmi dikkate almasmna baghdir (Erkog, 2000). Bununla birlikte okul yoOneticilerinin
ogretmenler ve diger personelle iletisim bigimi ve onlar1 motive edebilmesi insan kaynaklari
yonetiminin onemli unsurlarmdandir (Unal, 2000). Ozel 6zel egitim kurumlarinin da amaglarma
gozetilmesi kurumda ¢alisan 0gretmenlerin istihdam siireci, yonlendirilmesi, motive edilmesi ve
degerlendirilmesi bir baska ifade ile insan kaynaklar1 yonetimi siireci ile iligkili goriinmektedir. Bu
stirecte de sorumluluk diger egitim kurumlarinda oldugu gibi 6gretmenleri yonlendirecek olan
yOneticilere aittir.

Yapilan arastirmalarda 6zel egitim kurumlari yoneticilerinin insan kaynaklar: yonetimi siirecindeki
davraniglarinin 6gretmenlerin Orglitsel baghliklar1 ve motivasyonlar1 tizerinde etkisi oldugu
vurgulanmaktadir (Conley ve You, 2017; Dipaola ve digerleri, 2004). Bununla birlikte 6zel egitim
kurumlar: ve rehabilitasyon merkezlerinde gorev yapacak 6gretmenlerin, egitim kurumuna devam
eden bireylerin kapasitelerini en iist diizeye ¢ikarmay saglayip, yetersizligi engele doniistiirmeyi
Onleme ve engelli bireyi kendine yeterli hale getirme, topluma kaynasmasini saglama ve bagimsiz
iiretici bireyler olmasini destekleme gibi rol ve sorumluluklarinin olmasi (Ataman, 2011) bu
kurumlarda insan kaynaklar: yonetimi siirecini daha énemli hale getirmektedir.
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Alan yazinda egitim kurumlarinda insan kaynaklar1 yonetimine yonelik ¢ok sayida galisma
bulunmaktadir (Argon, 2015; Cent, 2007; Oylek, 2016; Saylan, 2013; Tiirkmen, 2008). Ozel 6zel egitim
kurumu ve rehabilitasyon merkezlerinin yonetimine yonelik arastirmalarda ise; 0gretmenlerin
karsilastiklar1 sorunlar (Kilig, 2020), devlet okullarindaki 6zel egitimle ilgili sorunlar (Giindiiz ve
Akin, 2015), 6zel egitimde yasanan sorunlar (Altinkurt, 2008; Karasu ve Mutlu, 2014), 6zel egitim ve
rehabilitasyon merkezlerinin denetimi (Acer, 2016), 6zel egitim ve rehabilitasyon merkezlerinin
finansal sorunlar1 (Karal, 2021) gibi konularin ele alindig1 goriilmektedir. Ayrica 6zel egitim
kurumlarinda gorev yapan 6gretmenlerin ¢alisma kosullar1 (Sapalova, 2013), 6gretim siireglerinde
yasadiklar1 zorluklar (Berry ve Gravelle, 2013) gibi konulara yer ver verildigi goriilmektedir. Ancak
ozel ozel egitim kurumu ve rehabilitasyon merkezlerine yonelik arastirmalarda insan kaynaklar:
yonetimi politikalarina yeterince yer verilmedigi goriilmektedir.

Ozel 6zel egitim kurumlarinin da amaglarina ulasabilmesi, rekabet avantaji elde edebilmesi ve hitap
stireci, yonlendirilmesi, motive edilmesi ve degerlendirilmesi bir baska ifade ile insan kaynaklar:
yonetimi siireci ile iligkili goriinmektedir. Bu siirecte de sorumluluk diger egitim kurumlarinda
oldugu gibi 6gretmenleri yonlendirecek olan yoneticilere aittir. Nitekim yapilan arastirmalarda da
ozel egitim kurumlar1 yoneticilerinin insan kaynaklari yonetimi siirecindeki davranislarmimn
ogretmenlerin Orgilitsel baghliklar1 ve motivasyonlar: {izerinde etkisi oldugu vurgulanmaktadir
(Conley ve You, 2017; Dipaola ve digerleri, 2004). Bununla birlikte 6zel egitim kurumlar1 ve
rehabilitasyon merkezlerinde gorev yapacak oOgretmenlerin, egitim kurumuna devam eden
bireylerin kapasitelerini en tist diizeye ¢ikarmayi saglayip, yetersizligi engele dontistiirmeyi 6nleme
ve engelli bireyi kendine yeterli hale getirme, topluma kaynasmasimni saglama ve bagimsiz tiretici
bireyler olmasini destekleme gibi rol ve sorumluluklarinin olmasi (Ataman, 2011) bu kurumlarda
insan kaynaklar1 yonetimi siirecini daha énemli hale getirmektedir.

Alan yazinda egitim kurumlarinda insan kaynaklari yonetimine yonelik ¢ok sayida calisma
bulunmaktadir (Argon, 2015; Cent, 2007; Oylek, 2016; Saylan, 2013; Tiirkmen, 2008). Ozel 6zel egitim
kurumu ve rehabilitasyon merkezlerinin yonetimine yonelik arastirmalarda ise 0gretmenlerin
karsilastiklar1 sorunlar (Kilig, 2020), devlet okullarindaki 6zel egitimle ilgili sorunlar (Giindiiz ve
Akin, 2015), 6zel egitimde yasanan sorunlar (Altinkurt, 2008; Karasu ve Mutlu, 2014), 6zel egitim ve
rehabilitasyon merkezlerinin denetimi (Acer, 2016), 6zel egitim ve rehabilitasyon merkezlerinin
finansal sorunlar1 (Karal, 2021) gibi konularin ele alindigi goriilmektedir. Ayrica 6zel egitim
kurumlarinda gorev yapan ogretmenlerin ¢alisma kosullar1 (Sapalova, 2013), 6gretim siireclerinde
yasadiklar1 zorluklar (Berry ve Gravelle, 2013) gibi konulara yer ver verildigi goriilmektedir. Ancak
0zel Ozel egitim kurumu ve rehabilitasyon merkezlerine yonelik arastirmalarda insan kaynaklar1
yOnetimi politikalarina yeterince yer verilmedigi goriilmektedir.

Milli Egitim Bakanhg Strateji Gelistirme Bagkanligi tarafindan yaymlanan Milli Egitim
[statistiklerine gore 2021-2022 yilinda Tiirkiye’de 3.118 &zel 6zel egitim kurumu ve rehabilitasyon
merkezi bulunmaktadir. Bu merkezlerde gorevli 6gretmen sayisi ise 32.011’dir. Ozel 6zel egitim
kurumu ve rehabilitasyon merkezlerinde gorev yapacak Ogretmenlerin yetistirme-gelistirme
(adaylik egitimi ve hizmet igi egitim), biitlinlestirme (giidiileme, 6zendirme, 6diil-ceza, disiplin,
ylikseltme) ve degerlendirme siireglerinin kurumlarin amaglarina ulagsmasi ve 6zel gereksinimleri
bireylerin gelistirilmesi siirecini etkileyen onemli faktorlerden biri olmasi bu kurumlarin insan
kaynaklar1 yonetimi politikalarmi énemli kilmaktadir. Ozel 6zel egitim kurumu ve rehabilitasyon
merkezlerinde gorevli akademik insan kaynaginin se¢imi, hizmet ici egitim siireci, motivasyonu,
Odiil-ceza stirecleri ve degerlendirilmesine yonelik politikalar kurumsal amaglara ulasilmas:
acgisindan oldugu kadar insan kaynagiin gelisimi agisindan da onemlidir. Arastirma, 6zel 6zel
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egitim kurumlar1 ve rehabilitasyon merkezlerinin insan kaynaklar1 yoOnetimi politikalara
odaklanarak bu kurumlardaki insan kaynaklarinin gelisimi ve potansiyelinin arttirilmas: siirecine
151k tutmasi agisindan 6nemlidir. Bu dogrultuda arastirmada su alt problemlere yanit aranmistir:

Ozel 6zel egitim kurumu ve rehabilitasyon merkezi yoneticilerinin, kurumlarmin;

o Ogretmen istihdamu politikalarma iliskin goriisleri nelerdir?

e Ogretmen yetistirme-gelistirme politikalarina iligkin goriisleri nelerdir?
e Ogretmen biitiinlestirme politikalarina iliskin goriigleri nelerdir?

o Ogretmen degerlendirme politikalarina iliskin goriigleri nelerdir?

Yontem

Arastirmanin Modeli

Arastirma, nitel arastirma yontemleri cercevesinde yapilandirilmistir. Ele alman problemin
sorgulayic1 ve yorumlayici bir bakis agisiyla degerlendirildigi nitel arastirma (Guba ve Lincoln,
1994), gozlem, goriisme ve dokiiman analizi gibi veri toplama yontemlerinin benimsendigi
arastirma metodolojisidir. Arastirmada nitel arastirma yontemlerinden temel nitel arastirma deseni
benimsenmistir. Temel nitel arastirmalar insanlarin yasamlarin1i ve deneyimlerini nasil
anlamlandirdiklarini incelemek amacina odaklanmaktadir (Merriam ve Tisdell, 2016).

Calisma Grubu

Arastirmanin ¢alisma grubunu Adiyaman ilindeki 6zel 6zel egitim kurumu ve rehabilitasyon
merkezlerinde gorev yapmakta olan 15 kurum yoneticisi olusturmaktadir. Kurum yoneticilerinin
belirlenmesinde amagl 6rnekleme yontemlerinden 06l¢iit ornekleme teknigi benimsenmistir. Amaglh
ornekleme, arastirmanin amaci dogrultusunda belli Olgiitleri karsilayan, bilgi agisindan zengin
durumlarin segilmesine ve derinlemesine arastirma yapilmasma olanak veren bir yontemdir
(Biiytikoztiirk ve digerleri, 2012). Kurum yoneticilerinin belirlenmesindeki temel 6lgiit ise “en az bir
Ogretmenin istihdam, yetistirme-gelistirme, biitiinlestirme ve degerlendirme siirecinde aktif olarak
bulunmus olmak” seklinde belirlenmistir. Calisma grubunda yer alan yoneticilere ait demografik
degiskenler Tablo 1’de gosterilmektedir.

Tablo 1
Calisma Grubunda Yer Alan Kurum Yoneticilerine Ait Kisisel Ozellikler
Degiskenler Alt Degiskenler n
Cinsiyet Kadmn 2
Erkek 13
Mesleki Kidem 6-10 Y1l 4
11-15 Y1l 8
15 Yil ve {izeri 3
Yoneticilik Kidemi 6-10 Y1l 4
11-15 Y1l 11
Brans Sinuf Ogretmeni 6
Okul Oncesi Ogretmeni 3
Rehberlik ve Psikolojik Danmigsmanlik 2
Isitme Engelliler Ogretmenligi 1
3

Zihinsel Engelliler Ogretmenligi
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Katillmcilarin ikisi kadmn 13" erkektir. Mesleki kidemleri ve yoneticilik kidemleri sekiz ile 21 yil
arasinda degismektedir. Mevcut okullarindaki ¢alisma siireleri ise yedi ile 17 y1l arasindadir. Kurum
yoneticilerinin branslar1 siif 6gretmeni, okul dncesi 6gretmeni, rehber 6gretmen, isletme engelliler
ve zihinsel engelliler 6gretmeni seklindedir.

Verilerin Toplanmasi ve Analizi

Arastirma verileri arastirmacilar tarafindan gelistirilen yar1 yapilandirilmis goriisme formu
araciligiyla toplanmigtir. Yar1 yapilandirilmis gortismeler arastirmacinin goriisme oncesinde bir yol
haritasina veya goriisme siirecine ait genel cercevesi belirlenmis bir gériisme formuna sahip oldugu,
gorlisme esnasinda eksik kalan yonleri agiga ¢ikarmak ya da katiimcinin goriislerini derinlemesine
almak amaciyla ek sorular gelistirdigi gortisme teknigidir (Yildirim ve Simsek, 2008). Goriisme
formunda yer alan sorular insan kaynaklar1 yonetiminin islevleri dogrultusunda hazirlanmistir.
Boone ve Kurtz (1998) tarafindan insan kaynaklar1 yonetimi siireci personelin ise alimi, yetistirme-
gelistirilmesi, motivasyonu ve degerlendirilmesi olmak {izere dort adimda tanimlanmistir. Bu
dogrultuda goriisme formunda yer alan sorular, 6zel 6zel egitim kurumu ve rehabilitasyon
merkezlerinin insan kaynaklar1 yonetimi politikalarini incelemek {tizere 6gretmen istihdam,
Ogretmen gelistirilmesi, Ogretmen biitiinlestirilmesi ve Ogretmen degerlendirilmesine yo&nelik
siiregler hakkinda ayrintili bilgi sahibi olmay saglayacak sekilde olusturulmustur.

Hazirlanan goriisme formunun gecerligini saglamak amaciyla form, egitim yonetimi ve denetimi
alaninda uzman iki Ogretim {iyesinin incelemesine sunulmustur. Alan uzmanlar1 goriisme
formunda yer alan “kurum yoneticilerinin hizmet 6ncesi 6gretmen yetistirme politikalarina iliskin
goriisleri nelerdir?” sorusunun, 0zel 6zel egitim kurumu ve rehabilitasyon merkezlerinin insan
kaynaklar1 yonetimi siireci ile dogrudan iliskili olmadigini ve kurum yoneticilerinin bu siiregte
etkisinin olmayacagini ifade ettiklerinden formda yer almamasi gerektigini belirtmislerdir. Bu
dogrultuda bu soru goriisme formundan ayiklanarak form uygulamaya hazir hale getirilmistir.

Veri toplama araci olarak gelistirilen yar1 yapilandirilmis goriisme formu igin Adiyaman
Universitesi Sosyal ve Begeri Bilimler Etik Kurulu'ndan 23/01/2023 tarih ve 387 sayili onay formu
alimmistir. Sonrasinda ¢alisma grubunda yer almayan iki kurum yoneticisi ile pilot goriisme
gerceklestirilmis ve sorularin agik ve anlasilirlid1 test edilmistir. Pilot goriismelerin ardindan kurum
yoneticilerinden randevu alinarak goriismeler gerceklestirilmistir. Gortismeler esnasinda kurum
yoneticilerinden izin almarak ses kaydi alinmistir. Verilerin analizi asamasinda oncelikle ses
kayitlarmin transkripsiyonu yapilmistir. Veriler igerik analizi teknigi ile analiz edilmistir. Icerik
analizi, “arastirmanin temel sorulariyla ilgili bilgiyi kategoriler halinde organize etme siirecidir”
(Bowen, 2009, 5.32). Icerik analizi siirecinde kodlamalar yapilarak verilerin altinda yatan kavramlar
ve bu kavramlar arasindaki iliskiler ortaya ¢ikarilmaktadir (Baltaci, 2019).

Arastirmada oOncelikle kurum yoneticilerinin goriisme sorularmma verdikleri yanitlar goézden
gecirilmistir. Sonrasinda detayli okumalar yapilarak analiz kategorilerinin ve veri setlerindeki
Oriintiilerin belirlenebilmesi icin igerik analizi uygulanmistir. Son asamada ise veri setlerindeki
Oriintiiler dogrultusunda veriler yorumlanmuistur.

Icerik analizinde temalar, -alanyazina dayali olarak- insan kaynaklari yonetiminin islevleri
dogrultusunda belirlenmistir. “6gretmen istihdami politikalar1”, “6gretmen gelistirme politikalar1”,
“dgretmen biitiinlestirme politikalar1” ve “6gretmen degerlendirme politikalar1” olmak {izere dort

tema olusturulmustur. Insan kaynaklar1 yoOnetiminin islevlerini temsil eden temalarin
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belirlenmesinden sonra okul yoneticilerinin insan kaynaklari yonetimi politikalarma iliskin
goriisleri kavramsal diizeyde analiz edilmistir.

Gegerlik ve Giivenirlik

Guba ve Lincoln (1982) nitel arastirmalarda gegerlik ve giivenirlik yerine inandiricilik kavramina
odaklanmiglardir. Nitel arastirmalarda inandiricaligin  saglanmasi igin ise inanilirlik,
giivenilebilirlik, onaylanabilirlik ve aktarilabilirlik siireglerinin saglanmasi gerektigini
vurgulamigslardir (Baskale, 2016). Arastirmada, bu stireglerden inanilirhgin (i¢ gegerlik) saglanmasi
amaciyla arastirma verileri toplanirken yiiz ylize goriismeler yapilmis ve tema ve kodlar teyit
incelemesi yapilmak tizere iki katilimcinin goriisiine sunulmustur. Aktarilabilirligin (dis gecerligin)
saglanmasi amaciyla katiimcilara iliskin ayrintili bilgi verilmistir. Giivenilebilirligin (giivenirlik)
saglanmasi amaciyla hem arastirma yontemi ayrintili bir sekilde tanimlanmis hem de arastirma
siireci ve sonuglar1 alan uzmani incelemesine sunulmustur.

Guba ve Lincoln (1994) arastirma siireclerinin dogrulugu ve tutarliliginin saglanabilmesi amaciyla
verilerin toplanmasi, analizi ve yorumlanmas: asamasinda birden fazla uzmanin/arastirmacinin yer
almasini Onermektedir. Arastirmada verilerin toplanmasi asamasinda bir arastirmaci goriisme
sorularmi yoneltirken diger arastirmaci goriismeye dair notlar almistir. Ayrica veri analizi ve
verilerin yorumlanmasi siirecinde de iki aragtirmaci birlikte calismistir. Analiz asamasinda veri
setleri aragtirmacilar tarafindan birlikte gozden gecirilmis ve alanyazina dayali bir sekilde
olusturulan temalarin altinda yer alacak alt tema ve kavramlara birlikte karar verilmistir. Boylece
arastirma stireglerinin dogrulugu ve tutarlihig: saglanmaya calisilmistir.

Bulgular ve Yorum

Ozel Ozel Egitim Kurumu ve Rehabilitasyon Merkezlerinin Ogretmen Istihdami Politikalart

Aragtirmada oncelikle 6zel egitim kurumu ve rehabilitasyon merkezi yoneticilerinin goriislerinden
hareketle 6gretmen istihdami politikalar1 incelenmistir. Okul yoOneticilerinin 6gretmen istihdamu
politikalarina yonelik goriislerinden hareketle {i¢ alt tema olusturulmustur. Birinci alt tema istihdam
kriterleri, ikinci alt tema istihdam siireci ve tigilincii alt tema ise istihdam siirecinde karsilagilan
sorunlar seklinde ifade edilmistir. Okul yoneticilerinin 6gretmen isttihdami politikalarina yonelik
goriislerinden hareketle olusturulan tema, alt tema ve kavramlar Tablo 2'de gosterilmektedir.
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Tablo 2

Tema: Ogretmen istihdam politikalart

Alt Temalar Kodlar

Istihdam kriterleri Devlet {iniversitesi mezunlarindan tercih edilmesi

Nitelikli lisans egitiminin 6n planda tutulmasi

Is tecriibesine 6nem verilmesi

Referanslara 6nem verilmesi

Kisisel ve mesleki yeterliklere 6nem verilmesi

Kurumsal ihtiyaglarin 6n planda tutulmas:

Kurumsal amaglarin 6n planda tutulmasi

Kurum kiiltiiriiniin 6n planda tutulmasi

Rekabet avantaji kazandiracak adaylara dncelik verilmesi
Istihdam siireci Ozliik haklarina saygi duyulmast

W W oI OOy OV N @ v B

O =
N

Ozliik haklarinin iyilestirilmesine énem verilmesi
Hizmet i¢i egitim imkan1 sunulmasi
Calisma kosullarinin iyilestirilmesi

=Ny
(O8]

Istihdam siirecinde yasanan sorunlar Alan uzman eksikligi

—_
—_

Ekonomik sorunlar

(o)}

Donem igi isten ayrilmalar

B

Is yiikii fazlaligina bagh yasanan sorunlar

Kurum yoneticilerinin 6gretmen istihdami politikalarina yonelik goriislerinden hareketle olusturan
alt tema ve kavramlar incelendiginde 6gretmenlerin hizmet 6ncesi donemleri, hizmet igi siirecleri
ve hizmet siirecinde yasanan sorunlara odaklamldigi goriilmektedir. Istihdam politikalarimi
istihdam kriterleri kapsaminda degerlendiren KY2 goriislerini,

Ogretmenlerimizi istthdam edebilmek amaciyla Oncelikle almis olduklart egitimi
degerlendiriyoruz. Onceligi genellikle devlet iiniversitesinden mezun olmus olan
Ogretmenlere veriyoruz, O©zel iiniversitelerden mezun olanlar ¢ogu zaman devlet
iiniversitesinden mezun olanlar kadar etkili olamiyor. Yani 6gretmenin almis oldugu lisans
egitiminin niteligi bize de yansiyor, onun i¢gin istihdamda Ogretmenlerin lisans egitimleri
temel belirleyici etkenlerden biri oluyor.

seklinde ifade etmistir.

Istihdam politikalarini istihdam siirecinde yasanan sorunlar gergevesinde agiklayan KY7 ise,

Ozel egitim alaninda yetismis uzman eksigi ok fazla. Aqig1 kapatmak amaciyla gesitli yollar
denenmis ya da deneniyor ancak yine de yeterli degil, biz alan uzmani bulmakta ya da alana
yonelik cesitli egitimleri tamamlamis uzmanlar: bulmakta zorlaniyoruz. Sadece bu da degil,
diyelim uzman bulduk, bu kez dénem iginde isten de ayrilabiliyor ogretmen. Ya devlet
kurumlarina atamasi oluyor, ya evleniyor ozellikle kadin 6gretmenler i¢in bu durum s6z
konusu ya da erkek 6gretmen askere gidiyor, baska sehre yerlesmek zorunda kaliyor bu
durumda isten ayriliyor. Bu da bizim i¢in biiyiik bir sorun, dénem icinde yeniden uzman
bulmak zorunda kaliyoruz.

seklinde gortis belirtmistir.

Ozel egitim kurumu ve rehabilitasyon merkezlerinin gretmen istihdami politikalarinin incelenmesi
amaciyla kurum yoneticilerine istthdam edecekleri Ogretmenlerin sahip olmas:i gereken
yeterliliklerin neler oldugu da sorulmustur. Tablo 3’de Ogretmenlerin sahip olmasi gereken
yeterliklere iliskin kurum yoneticilerinin goriislerinden hareketle olusturulan alt tema ve kavramlar
yer almaktadir.

149



Cengiz Alper Karadag ¢ Nazife Karadag

Tablo 3
Tema: Ogretmenlerin sahip olmas: gereken yeterlikler
Alt Temalar Kodlar n
Mesleki Yeterlikler Tletisim becerisi 13
Sorumluluk bilinci 12
Ogretim yontem ve teknikleri 12
Olgme degerlendirme yontem ve teknikleri 12
Is disiplini 11
Kurumsal sorumluluk bilinci 9
Kisisel Yeterlikler Vicdan 12
Iletisim becerisi 9
Diiriistlitk 6

Kurum yoneticileri istihdam edilecek 6gretmenlerin sahip olmasi gereken yeterlikleri agiklarken
mesleki yeterlikler ve kisisel yeterliklere vurgu yapmislardir. Mesleki yeterlik alt temasi altinda ele
almabilecek kavramlar; sorumluluk bilinci, kurumsal sorumluluk bilinci, is disiplini, iletisim
becerisi, 0gretim yontem ve teknikleri ile 6lgme degerlendirme yontem ve teknikleri seklindedir.
Kisisel yeterlikler ise vicdan, iletisim becerisi ve diirtistliiktiir.

Ogretmenlerin sahip olmasi gereken yeterlikleri mesleki yeterlikler alt temas1 altinda degerlendiren
KY9,

Bizim hedef kitlemiz 6zel ¢ocuklar, 6zel ¢ocuklarin hedef kazanimlara ulagtirilmas: 6zel
yontem ve teknikleri gerektiriyor. Bu nedenle 6gretmenlerimizin oncelikle 6zel ¢ocuklara bir
konuyu, bir kavrami, bir davranisi 6gretme siirecinde gerekli yontem ve tekniklerin hem
bilgisine hem de uygulama becerisine sahip olmasini 6nemsiyoruz.

seklinde gortis belirtmistir.
Ozel Ozel Egitim Kurumu ve Rehabilitasyon Merkezlerinin Ogretmen Gelistirme Politikalar1

Arastirmanin ikinci alt problemi dogrultusunda 0zel 6zel egitim kurumu ve rehabilitasyon
merkezlerinin 6gretmen gelistirme politikalar1 incelenmistir. Bu kapsamda kurum yoneticilerinin,
kurumlarmin dgretmen gelistirmeye doniik politikalar1 hakkinda bilgi vermeleri istenmistir. Bu
siire¢ okullarda 6gretmenlere doniik kisisel ve mesleki gelisim imkanlari gergevesinde incelenmistir.
Tablo 4'de kurum yoneticilerinin kurumlarinin, ogretmenlerin kisisel ve mesleki gelisimini
saglamaya yonelik etkinliklere iliskin goriislerinden hareketle olusturulan tema ve kodlar
gosterilmektedir.

Tablo 4
Tema: Ogretmen Gelistirme Politikalart
Alt Temalar Kodlar n
Mesleki Gelisimin Saglanmasi Hizmet ici egitim 12
Online kurslar 9
Milli Egitim Bakanlig1 biinyesinde agilan kurslar 6
Universitelerle igbirligi 5
Seminerler 5
Sertifika programlari 4
Kariyer planlamasi 4
Kisisel Gelisimin Saglanmasi Farkindalik egitimleri 9
Online kurslar 7
Sosyallesme ortami olusturmak 7

150



Ozel Ozel Egitim Kurumu ve Rehabilitasyon Merkezlerinin Akademik
Insan Kaynag1 Yonetimi Politikalarinin Incelenmesi

Ozel egitim kurumu ve rehabilitasyon merkezlerinin 6gretmen gelistirme politikalari
incelendiginde bu siirecin genellikle seminerler ve kurslar yoluyla stirdiiriildiigii goriilmektedir.
Ogretmen gelisim siirecinde kisisel gelisimin saglanmasina vurgu yapan KY12,

Ogretmeni sadece mesleki agidan gelistirmek tek bagina etkili olmaz. Ogretmenin ruh hali iyi
olacak ki bunu 6grencilere de yansitabilsin. Saglikli olacak 6gretmen hem fiziksel hem ruhsal
acidan, kisisel becerileri gelismis olacak. Bu becerileri daha 6nce kazanmamaigsa bu becerilere
yonelik egitimler aldiriyoruz biz zaman zaman. Universitelerle isbirligi yapiyoruz, alan
uzmanlarinmi davet ediyoruz, ulusal ya da uluslararasi kurslara katilmalar1 i¢in 6gretmenleri
tesvik ediyoruz...

seklinde goriis belirtmistir.

Ozel Ozel Egitim Kurumu ve Rehabilitasyon Merkezlerinin Ogretmen Biitiinlestirme
Politikalar

Aragtirmanin iiclincii alt problemi dogrultusunda o6zel egitim kurumlar1 ve rehabilitasyon
merkezlerinin Ogretmen biitiinlestirme politikalar1 incelenmistir. Bu dogrultuda kurum
yoneticilerine, kurumlarinin 6gretmenlerin giidiilenmesi ve O0gretmenlere doniik 6diil/ceza ve
disiplin uygulamalarina yonelik politikalarma iliskin goriisleri sorulmustur. Kurum yoneticileri
ogretmenlerin odiil/ceza ve disiplin siireclerinin yonetmelikler cercevesinde siirdiiriildiigiinii
belirtmistir. Ozellikle ddiillendirme siirecine vurgu yapan okul yoneticileri {istiin bagar1 gdsteren ve
kurumsal bagliliklar1 yiiksek olan 6gretmenlerin sik sik 6diillendirildigini ve ceza ya da disiplin
olaylarinin neredeyse hi¢ yasanmadigini ifade etmislerdir. Bu konuda KY11 goriislerini,

Ogretmenleri motive ettikce onlarin davramslariin, okula yénelik, dgrencilere yonelik,
idarecilere yonelik davraniglarinin da daha olumlu oldugunu gézlemliyorum. Bunun icin
odiillendirmenin 6nemine inaniyorum. Kurum olarak temel politikalarimizdan biri basar:
gosteren 6gretmenin takdir edilmesi, odiillendirilmesidir.

seklinde ifade etmistir.

Ozel Ozel Egitim Kurumu ve Rehabilitasyon Merkezlerinin Ogretmen Degerlendirme
Politikalar

Aragtirmanin  dordiinci  alt problemi dogrultusunda kurum yoneticilerinin  6gretmen
degerlendirme politikalarina iliskin goriisleri incelenmistir. Kurum yoneticilerinin goriislerinden
hareketle 6gretmen degerlendirme politikalar1 ogretmen degerlendirme Olgiitleri cergevesinde
“kurum ici performansin degerlendirilmesi” ve kurum dis1 performansin degerlendirilmesi” alt
temalar1 altinda ele alinmistir (Tablo 5).

Tablo 5

Tema: Ogretmen degerlendirme politikalar:
Alt Temalar Kodlar n
Kurum i¢i performansin Ogrencilerin hedef-kazanimlara ulasma durumu 9
degerlendirmesi dlgiitleri Kurumsal sorumluluklarin yerine getirilmesi 8
Kurum dis1 performans Veli ile iligkiler 8
degerlendirilmesi olgiitleri Topluma hizmet 6

Kurum yoéneticileri 6gretmen degerlendirme politikalarii agiklarken 6gretmen performansina
yonelik Olgiitlere vurgu yapmuslardir. Bu kapsamda kurum i¢i ve kurum dis1 performansin
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degerlendirilmesi &lgiitleri alt temalari altinda ele alinabilecek kavramlar ortaya ¢ikmistir. Ogretmen
degerlendirme siirecinde kurum i¢i performansa vurgu yapan KY9,

Ogretmenlerimizi degerlendirirken odak noktamizda vazgegilmezimiz dgrencilerimiz yer
aliyor, 6gretmenin sorumluluklarini yerine getirip getirmedigine 6grencileri gézlemleyerek
karar vermeye calisiyoruz, ogrencide ilerleme var mi, Ogrenci yapabilecegi becerileri
sergilemede yol almis mi, 6gretmen kendine kurumda verilen gorevleri yerine getiriyor mu,
mesai saatlerine dikkat ediyor mu, bunlar énemli...

seklinde gortis belirtmistir.

Tartigsma ve Sonug

Aragtirmada Oncelikle 6zel 6zel egitim kurumu ve rehabilitasyon merkezlerinin insan kaynaklar:
yonetimi islevleri cercevesinde 6gretmen istihdam politikalar1 incelenmistir. Kurum yoneticileri
istihdam politikalarin1 istihdam kriterleri, istihdam siireci ve istihdam siirecinde yagsanan
problemler kapsaminda degerlendirmistir. Kurum yoneticileri istihdam edilecek 6gretmenlerin
nitelikli lisans egitimi almis olmasini Onemsediklerini, devlet {iniversitelerinden mezun olan
adaylara oncelik tanidiklarini, 6gretmenlerinin is tecriibesine sahip olmasii 6nemsediklerini ve
kisisel ve mesleki niteliklerinin 6nemli oldugunu ifade etmigslerdir. Bu dogrultuda &gretmen
istihdam stirecinde kurum yoneticilerinin liyakati 6nemsediklerini sdylemek miimkiindiir. Kurum
yoneticileri istihdam edecekleri 6gretmenler aracilifiyla kurumsal kimligi giiclendirme amacina
odaklanmiglardir. Arastirma sonuglar: ile benzer sekilde Tan (2015), orta 6gretim kurumlarinda
insan kaynaklar1 yonetimi ilkelerini inceledigi arastirmasinda istihdam siirecinde mesleki ve kisisel
yeterliklerin ve okul ikliminin g6z oniinde bulunduruldugunu ifade etmistir. Arastirmada ayrica
ozel egitim kurumu ve rehabilitasyon merkezlerinde 6gretmen istihdami siirecinde birtakim
problemlerle karsilagildig1 sonucuna da ulagilmigtir. Kurum yoneticileri alan mezunu 6gretmeni
sayisinin az oldugunu ve buna bagli olarak kurumlarinda alan mezunu 6gretmeni istihdam etme
siirecinde sorun yasadiklarini, istihdam edilen Ogretmenlerinse c¢esitli nedenlerle kurumdan
ayrildiklarini ve bu durumun egitim-6gretim siirecini olumsuz etkiledigini belirtmislerdir. Basaran
(2001), Himmetoglu ve digerleri (2022) ile Mason-Williams ve digerleri (2022) gibi pek ¢ok
aragtirmaci da 6zel egitim alani 6gretmenlerinin sayica az oldugunu ve bu durumun egitim-6gretim
stirecini olumsuz etkiledigini aragtirmalarinda vurgulamiglardir. Arastirmanin birinci alt problemi
kapsaminda ulagilan bir diger sonug ise 6zel 6zel egitim kurumu ve rehabilitasyon merkezlerinde
istthdam edilecek Ogretmenlerin sahip olmasi gereken yeterliliklerdir. Kurum yoneticilerinin
goriisleri dogrultusunda 6gretmenlerin sahip olmasi gereken yeterliliklerin kisisel yeterlilikler ve
mesleki yeterlilikler kapsaminda ele alinabilecek yeterlilikler oldugu sonucuna ulasilmaistir.

Aragtirmanin ikinci alt problemi dogrultusunda ozel 6zel egitim kurumu ve rehabilitasyon
merkezlerinde istihdam edilen Ogretmenlerin gelistirilmesine yonelik politikalar incelenmistir.
Kurum vyoneticilerinin goriislerinden hareketle 6zel 6zel egitim kurumu ve rehabilitasyon
merkezlerinde 0gretmen gelistirme politikalarinin mesleki gelisim ve kisisel gelisim konularina
odaklandig1 sonucuna ulagilmigtir. Ogretmen gelistirme siirecinde kurum y&neticilerinin mesleki
gelisimin saglanmasi amaciyla O0gretmenleri hizmet ici egitim faaliyetlerine yonlendirdikleri
sonucuna ulagilmistir. Kisisel gelisimin saglanmasi amaciyla ise saglikli yasam, iletisim ve zaman
yonetimi gibi konulara yonelik cesitli yonlendirmelerin yapildig1 sonucuna ulasilmistir. Ancak
kurum yoneticilerinin 6gretmenlerin mesleki gelisimini saglamaya yonelik kariyer planlamas: gibi
siireclere ve akademik destek (tiikenmislik, stres, kaygi, is ylikii fazlalig1 gibi mesleki konular)
konusuna deginmedikleri goriilmiistiir. Himmetoglu ve digerleri (2022) arastirmalarinda
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Ogretmenlerin, yasadiklari zorluklarin iistesinden daha rahat bir sekilde gelebilmek i¢in okul
yoneticilerinden kendilerine mesleki anlamda rehberlik saglama ve kendileri ile isbirligi icinde olma
gibi roller istlenmelerini bekledikleri sonucuna ulagsmislardir. Ayrica yine ayni arastirmada
Ogretmenlerin, okul yoneticilerinden moral ve motivasyon ve duygusal baglamda destek
bekledikleri sonucuna ulagmislardir. Argon (2015) 6gretmen, miidiir yardimcis1 ve miidiirlerle
yliriitmiis oldugu arastirmasinda insan kaynaklar1 yonetiminin ilkelerinden olan kariyer ilkesine
iliskin egitimcilerin kariyer planlamasi siirecinde Milli Egitim Bakanligi'min yonlendirme ve
desteginin yeterli olmadigy; ¢alisanlarin kendi kariyer planlarmi yaptiklar: sonucuna ulagmstir.

Aragtirmada oOgretmen biitiinlestirme siirecinde o6gretmenlerin 6diillendirilmesine yonelik
etkinliklerin 6n plana ¢ikti$1 sonucuna ulasilmistir. Kurum yoneticileri, 6gretmen biitiinlestirmenin
islevleri olarak bilinen disiplin ve ceza konularina neredeyse hi¢ deginmemislerdir. Yapilan
aragtirmalarda oOgretmenlerin oOdiillendirilmesinin Orgiitsel vatandaghk davranigini sergileme
iizerinde olumlu yonde etkisinin oldugu (Aksel ve digerleri, 2013), motivasyonu, is tatminini, is
basarisini, egitimde kaliteyi (Celebi ve digerleri, 2015) ve 6grenci basarisini arttiran bir faktor oldugu
(Hung, Badejo ve Bennett, 2014) vurgulanmaktadir. Argon (2015) arastirmasinda Milli Egitim
Bakanligma bagli okullarda yiiriitmiis oldugu insan kaynaklar1 yonetimi siirecinde 6diillendirme
sisteminin yetersiz oldugu ve degerlendirmede objektifligin olmadig1 sonucuna ulasmistir. Bu
durum odiillendirme siirecinde 6zel egitim kurumlar1 ve devlet okullarinda farkli yaklasimlarin
veya farkl kriterlerin benimsenmesi ile agiklanabilir.

Arastirmada kurumlarin Ogretmen degerlendirme politikalarmin kurum ic¢i performans
degerlendirme kriterleri ve kurum dis1 performans degerlendirme kriterleri ¢ergevesinde
sekillendigi sonucuna ulagilmistir. Kurum yoneticileri 6gretmenlerin  performansinin
degerlendirilmesine o6grenci kazanimlarini, Ogretmenlerin kurumsal sorumluluklarini yerine
getirme durumlarmi, veli ile iletisim bigimlerini ve topluma hizmet etkinliklerini
degerlendirdiklerini belirtmislerdir. Bu dogrultuda kurumlarda standartlastirilmis bir 6gretmen
degerlendirme sisteminin olmadigimni sdylemek miimkiindiir. Argon (2015) da egitim kurumlarinda
insan kaynaklar1 yonetiminin islevlerinden performans degerlendirmenin oniindeki engelleri
degerlendirme wuzmanlarinin olmamas;; somut ve sgeffaf degerlendirme standartlarmin
gelistirilmemesi; terfi, ticret, derece, kademe ilerlemesinin degerlendirme siireciyle ilgili
goriinmemesi; Ogretmen performansinin dogru bir sekilde degerlendirilmemesi gibi faktorlerle
acgiklamaktadir. Ayrica bu durumun 6diillendirme stirecini de olumsuz etkiledigini belirtmektedir.
Celikten ve Ozkan (2018) ise mevcut ogretmen degerlendirme sisteminin islevsel olmadigi sonucuna
ulagmusgtur.

Arastirmada Ozel 0Ozel egitim kurumu ve rehabilitasyon merkezlerinde insan kaynaklar
yonetiminde karsilasilan problemlerden birinin alan mezunu O&gretmen istihdami oldugu
goriilmektedir. Bu dogrultuda 6zel 6zel egitim kurumu ve rehabilitasyon merkezlerinde alan
mezunu Ogretmenlerin isttihdamini saglamak amaci ile Ogretmenlerin ozliik haklarinda
iyilestirilmeler yapilmasi onerilmektedir.

Ozel 6zel egitim kurumu ve rehabilitasyon merkezlerinde gorev yapan 6gretmenlerin gelistirilmesi
ve yetistirilmesine yonelik politikalarda 6gretmenlerin mesleki gelisimini saglamaya yonelik kariyer
planlamas1 ve akademik destek sunulmasi gibi konulara yer verilmedigi sonucuna ulagilmigtir. Bu
acidan kurum yoneticilerine, 6gretmenlere yonelik kariyer planlamas: siirecini saglayabilmeleri
adma rehberlik edilmesi getirilebilecek oneriler arasinda yer almaktadir.

Arastirma 0zel 6zel egitim kurumu ve rehabilitasyon merkezi yoneticilerinin goriisleri gercevesinde
yapilandirilmistir. Ozel 6zel egitim kurumu ve rehabilitasyon merkezlerinin insan kaynagi
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yOnetimi politikalarinin 6gretmenlerin goriislerine dayali olarak incelenmesinin farkli bakis agilarim
yansitmasi agisindan énemli olacag: diisiiniilmektedir.

Arastirmada nitel arastirma yontemi benimsenmistir. Ozel 6zel egitim kurumu ve rehabilitasyon
merkezlerinde yiriitiilecek uygulamali arastirmalarin kurumlarin insan kaynaklar1 yonetimi
politikalarinin detayli incelenmesine olanak verecegi diistiniilmektedir.

Etik Kurul Onay:: Bu aragtirmanin etik kurul onay1, Adiyaman Universitesi Sosyal ve Beseri Bilimler Etik
Kurulu'ndan 23.01.2023 tarihinde 387say1l1 karar ile alinmstir.

Aragtirmacilarin Katki Orani: Birinci Yazar verilerin analizi, sonug¢ ve tartisma boliimlerinde daha aktif
calismistir. Tkinci Yazar literatiir taramasi ve verilerin toplanmasi asamasinda daha aktif galismistir.

Catisma Beyani: Yazarlar potansiyel bir ¢ikar catismasi olmadigini beyan etmektedir.
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