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PREFACE

Professional education is one of the basic elements of financial development. For

this reason, it has to be modernized, should be progressive and change. Dinamism in

the economical, social and technological configuration of the countries requires re -

construction in education. For this reason, pedagoguists and people concerning with

education are always seeking. Projects for change and development for professional

education in TRNC have been developed some of these projects are put in practice

whereas some of them have not yet. Change activities approved by educational

organizations have gained success.

Professional education in the adaptation process of EU should be raised to the

level of EU. In this process, EU promises financial support to the project. Rapid growth

in technology has changed educational methods and techniques.Education is one of the

hardest structure to change. Since change process takes time and recquires a hard work.

Change issues in education should be patiently observed and evaluated in a planned

programme. We should not forget that education is an investment which will come back

the latest. What directs the future of nations are educational institutions.

I give my special regards to my worthy lecturer and advisor Assist. Prof. Dr.

Fatoş SİLMAN, Assist. Prof. Dr. Osman CANKOY, my colleagues who have

participated to my study.

May, 2006 Kürşad SABIRLI
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ÖZ 

ÖRGÜN VE YAYGIN MESLEKİ EGİTİM KURUMLARINDAKİ

YÖNETİCİLERİN ÖRGÜTSEL DEGİŞİME İLİŞKİN GÖRÜŞLERİ

Sabırlı,Kürşad

Eğitim Bilimleri Enstitüsü

Eğitim Yönetimi, Denetimi ve Planlaması Yüksek Lisans Programı.

Danışman: Yrd. Doç. Dr. Fatoş SİLMAN

Mayıs 2006, 97 sayfa

Bu Yüksek Lisans çalışmasının amacı, KKTC Milli Eğitim ve Kültür

Bakanlığı'nın Mesleki Teknik Öğretim Dairesi'ne bağlı eğitim kurumlarında görev

yapan yönetici konumundaki Müdür, Müdür Yardımcıları ve Bölüm Şefleri'nin örgütsel

değişime ilişkin görüşlerini belirlemektir.

Çalışmanın evreni Lefkoşa ilçesindeki Mesleki Teknik Öğretim Dairesi'ne

bağlı eğitim kurumlarında görev yapan yöneticilerden oluşmaktadır.Veriler ilçe

merkezindeki 4 okulun tümüne, amaçlı örneklem metodu ile uygulanan anketten elde

edilmiştir. Toplanan veriler SPSS for Windows programı kullanılarak frekans, yüzde,

aritmetik ortalama, standard sapma ve gruplar arasındaki farklara parametrik olmayan

istatistikler ile bakılmıştır.

Araştırma bulgularına göre mesleki eğitimde değişim arayışlarının temelini

kalitenin artırılması ve örgüt etkililiği oluşturmaktadır.Yöneticiler değişime başlama

sebebi olarak teknolojik gelişmeler ile eğitim politikalarını belirtmişlerdir. Değişimin

bilimsel yöntemleri kullanan tecrübeli ve etkili bir değişim lideri öncülüğünde

yapılması gereği ortaya çıkmıştır. Değişimin başarısı iyi hazırlanmış bir stratejik plan

ile mümkündür. Yöneticiler değişime direnişin çoğunlukla öğretmenlerden

kaynaklandığı görüşündedirler. Değişime direnişin azaltılması için çalışanların

değişim çalışmalarına katılımının sağlanması ve değişim konusunda eğitilmeleri

gereği ortaya çıkmıştır. Avrupa Birliği'ndeki ortak eğitim politikaları gereği mesleki

eğitimin AB standartlarına getirilmesi gerekir.

Anahtar Kelimeler: örgütsel değişim, değişime direniş, mesleki eğitim, toplam

kalite yönetimi.
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ABSTRACT

THE PERCEPTIONS OF THE ADMINISTRATORS ON
"ORGANIZATIONAL CHANGE" IN FORMAL AND INFORMAL

VOCATIONAL SCHOOLS (Nicosia sample).

Sabırlı,Kürşad

Institute of Educational Sciences

Administration and Inspection on Education Master of Arts Program

Supervisor: Assist. Prof. Dr. Fatoş SİLMAN

May 2006, pages 97

Toe purpose of this research is to examine the views of the directors, assistant

directors and division heads who are employed in the vocational-technical schools of

the Turkish Republic ofNorthern Cyprus on "organizational change."

The sample of the study comprised administrators working in four vocational­

technical schools which are part of the Ministry of Educational system. SPSS for

Windows Computer Program, frequency, arithmetic means, standard deviation and

nonparametric tests were used to detect differences between the groups.

Toe findings of the study showed that the reasons for change in vocational­

technical schools are to improve quality and effectiveness in these schools. According

to the participants the success for change depends on an experienced leader who can

make the change possible and an effective strategic planning. They said that the

resistance for change usually comes from teachers and these teachers should be trained

to accept change and participate in the activities as part of the change process. They

finally added that vocational-technical education should be elevated to the EU standards

compatible to EU educational policies.

Keywords: organizational change, resistance to change, professional education,

total quality management.



PARTi

INTRODUCTION

Organizations, in time, tend new seekings to adapt social, cultural, political

and technological changes. Educational institutions need change in order to find out

solutions to their problems, to compete, to supply educational needs of students,

teachers and the society. The developments in 90ies caused fundamental changes in

technology. When the developments in knowledge and communication are taken into

consideration, it can be said that changes in professional education will accelerate.

Change in general, is the name given to turning of any system (people or

organizations), process or ambience into another state (Tokat, 1999); Vardar (2001)

has defined change as a process of creating new ideas, making decisions and putting

them into practice in the surrounding we're in so as to confirm our necessities.

Investigation of steamy machines in the ıs" century speeded up the

developments and revealed industriel society, using of the computer in the 20th

century obtained the transition from industrial society to knowledge society (Özkara,

1999).

Enterprises have to adopt situations experienced outside and inside the

organization. The most important economical change all over the world is the

globalism fact. Globalism, in the simplest terms, binding up the organizations and

people in the world. The organizations should rival and be integrated in the

economical provisions against global economical conditions (Özkalp and Kırel,

2001).
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One of the priorities for change is to get the employees in the work. A system

should be formed to inform the employees whatever the managerial decisions are.

This will give them the opportunity to participate and orientate. If the process is

successfull, both the employees and the company will be successfull. Change should

be realistic and convincing. Otherwise, its application will reduce. Unless the change

is realistic and convincing, it may lead the resisting people and organizations rave

against it (Erdoğan, 2004). Educationalists show a true sensitivity for the aims of

schools. The applications at school affect people personally and professionally. For

this reason, they want to participate in the decisions given there. To achieve

unanimity in giving decisions is a hard work. Personal skirmishes in groups, ia a

main agent for unanimity. With the studies, personal skirmishes in groups may be

lessen. Acceptance of change may be supplied with terms of participation (Aydın,

2000).

The method of modelling purposing source saving, may not give the expected

result becauseorganizationsmay not carry the same features.puttinginto practiceanother

organization's change programme,may not supply taking place of change expectations.

For this reason, existingchange models shouldbe studied and the proper one shouldbe

chosen.Organizations should constitute a programme avaliable to their own systems.

Project of Developping Professional Education, known as METGE, is one of them

and is applied in almost every EU country. In this project; marketing expert, cashier,

waiter, cook, graphicer, printer are some of the labours needed in the works done in

TRNC.

Our professional education has important changes. Professional changes in

other countries should be made use of while materializing these reforms. School,

family and student should be cooperative while the student is being leaded to the

field he'll choose, the student should be guided to the field he has the ability so as to

achieve the aim of the professional education. Change and change organization,

which have been necessary terms, have been a process which organizations will

always be in, not a handicap which they have to overcome in order to survive.

MEYAP Project has been tried to be enforced by the Professional Technical
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Educational Department in order to set professional standarts and cooperate with the

ones who are side to professional education to increase the level of professional

education. The project, as well as serving education of good quality, tries to find a

solution to unemployment, develop increase professional sufficiency, and help

individuals establish their own jobs. The following are planned as project activities;

1. Observation of the graduates

2. Determination of market place educational needs

3. Determination of present conditions of schools

4. Analysis of labour force needs

5. Defining professional levels

6. Establishment of the National Professional Standards Institute

7. Improvement of diploma ve certifikation system

8. Using of the EU and CEDEFOB standarts in the programmes.

In the process of applying the project; determimation of the existent state,

designation of the educational standarts, improvement of the educational

programmes in respect of moduler structure, information and advertisement ile have

been planned (MEYAP, 2005).

Withe the seeking of change, Total Quality Management is the most

important, philosophy of Total Quality Management is tried to be formed in the

educational institutions. Total Quality Management sees everyone as member of the

team and gives a chance to group work.. problems are solved by the help of group

work. At the end, group wor~s and meetings become the best way of the personel

development, learning, communication, producing new ideas and participation.
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1.1. Problem Statement

What are the ideas of the Directors, Asistant Directors, Department Chefs

charged in Professional Technical Educational Department in TRNC about

organizational change?

1.2. Sub Problems

1. What are the ideas of the directors regarding reasons and aims of the

organizational change in professional education?

2. Is there a difference between the ideas of the directors regarding the reasons

and aims of the organizational change in professional educational?

3. What are the roles of the change agent and leader in organizational change?

What are their effects to the organizational change and what features should

have a changing leader?

4. What is the position of Resistance to Change and the methods used for

reducing resistance to change?

5. What are the opinions of the directors regarding resistance to change?

6. What suggestions the directors offer for a chieving organizational?

1.3. Purpose of the Study

This research has been prepeared appropriately for the TRNC Near East

University, Educational Science Institute Educational Management Supervision

Planning and Economics Discipline Thesis preperation regulations. The aim of this

study is to learn the ideas of the Directors, Asistant Directors, Department Chefs

committed to "Professional Technical Educational Institution of TRNC Ministry of

Education and Culture" and find out if there are differences between these ideas.



5

1.4. Assumptions

In the designation of the method of the research, following assumes were

used.

1. Opinions of the directors to whom questionnaires administered are

correct.

2. Samples represent population and measuring tools are suitable.

1.5. Limitations

The investigation in total, is limited in the size of opportunities as following.

1. The data was collected from the schools of the TRNC Nicosia district.

2. The research is limited with the directors of only four schools.

1.6. Definitions

Professional education: Aims to bring up the individual as compatriots

responsible for having and improving the basic knowledge of his job (Doğan,

1997).

Formal Education: Formal Education involves preschool education, primary

school, high school and university (KKTC Milli Eğitim Yasası, 1986)...
Informal Education: Involves the whole education given to the citiziens,

appropriate to general aims and basic principles of Cyprus Turkish national

education, who couldn't make use of formal education or who left formal education

in any rank or who are in any rank of the formal education, together with or outside

formal education (KKTC Milli Eğitim Yasası, 1986).

Organizational Change: Expresses every kind of difference that can take

place in employees of organization, of inferior systems, relations among them and

interaction that can take place between organization and its environment (Demirtaş

and Güneş, 2002).
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School Administrator: The Directors, Assistant Directors, and Department

Chefs who work in professional educational institutions of TRNC Ministry of

Education Professional Education Institution.

Change Employee (Agent): Adviser who help planned changes in the

organization; appointed either from inside or outside of the organization (Demirtaş

and Güneş, 2002).

1.7. Significance of the Study

Becoming difference of the needs of the shareholders in educational system,

besides, rapid growth in science and technology increases the importance of

education, causes new intentions. Educational institutions are always communication

with their surroundings. According to the changes in the environment, they try to

protect their process change their structure. For this reason, they have to keep up

with continuously change conditions. For each organization, different strategies have

to be applied in order to direct change. Change periods are powerful and

problematic. Main factor in change periods is human. Directors, teachers, students

etc. have an influence on change. Consequently, developping a prototype of change

avaliable for every institution is not possible. This research can be expected to

provide assistance to be a sample for revolutionary planned organizational change,

give a clue for researchers to approach to the topic in other dimensions and protect

resistance to change. In orientational education related to TRNC Professional

Education, in the scope of METGE Project and MEYAP Project change studies are

done such as moduler education. In formal and nonformal professional education

institutions, easiness for the colleagues is expected relevant to insufficient

researchment.




