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ABSTRACT

THE ROLE OF PERSONAL AND ORGANIZATIONAL FACTORS ON
STUDENT ATTRITION FROM GRADUATE EDUCATION:
"DO OR DIE?"

Ertem, Hasan Yiicel
Ph.D., Department of Educational Sciences

Supervisor  : Assist. Prof. Dr. Gokge Gokalp

September 2018, 335 pages

Holding a graduate degree is a significant achievement as it provides students who
have it with opportunity to become faculty member, to get professional development,
and to gain professional seniority. Despite this appeal, not all who start a graduate
degree program persist or complete the program. The current study aims to develop
and test a model in order to determine the role of personal and organizational factors
on student attrition from graduate education and to investigate graduate student
attrition from the lenses of non-persistent students, persistent students, graduate
school administrators, and advisors. The design of the study was mixed-model
research. Quantitative part was a correlational study while qualitative part was based
on phenomenology and document analysis. The population included graduate
students in research universities. Three-staged clustered random sampling was used
for quantitative part. Purposeful sampling was preferred for the qualitative part of the
study. Quantitative data which were collected via scales were analyzed with
Structural Equation Modelling, Logistic Regression and Hierarchical Regression

Analysis. Qualitative data which were collected through interviews and documents



were analyzed with content and descriptive analysis. The results of the study showed
that persistence of the students was predicted by economic support, program level
and gender. In addition, the structural equation model indicated that personal factors
predicted graduate students’ intentions to leave school while hierarchical regression
analysis showed mediation effect of institutional and goal commitment on these
relationships. Phenomenological part of the study pointed out that personal factors

were more dominant on student attrition than organizational factors.

Keywords: Student Attrition, Higher Education, Graduate Education, Organizational
Climate



0z

KISISEL VE ORGUTSEL FAKTORLERIN LISANSUSTU EGITIM’DE
OGRENCI KAYBI UZERINDEKI ROLU: TAMAM MI, DEVAM MI?

Ertem, Hasan Yiicel
Doktora, Egitim Bilimleri Bolimii

Tez Yoneticisi : Dr. Ogretim Uyesi Gokge Gokalp

Eyliil 2018, 335 sayfa

Lisansiistii egitimden mezun olmak oOnemli bir kazanimdir c¢ilinkii lisansiistii
egitimden alinan derece Ogretim iiyesi olma firsati, mesleki gelisim imkani ve
mesleki kidem edinme gibi katkilar sunmaktadir. Bu gekicilige ragmen lisansiistii
egitim i¢in 1srarct olmayan veya programlarini tamamlamayan Ogrenciler
bulunmaktadir. Bu ¢alisma kisisel ve orgiitsel faktorlerin lisansiistii egitimde dgrenci
kayb1 tlizerindeki roliinii belirlemek i¢in bir model gelistirerek onu test etmeyi ve
ogrenci kaybin1 kalict olmayan Ogrencilerin, kalici  6grencilerin, enstitii
yoneticilerinin ve danigmanlarin gdziinden incelemeyi amaglamaktadir. Bu
caligmanin deseni karma modeldir. Nicel kisim korelasyonel arastirma iken nitel
kisim olgu-bilim arastirmasi ve dokiiman analizi lizerine oturtulmustur. Bu ¢alismada
evren arastirma tiniversitelerindeki lisansiistii 0grencileri kapsamaktadir. Calismanin
nicel kismi i¢in bu evrenden orneklem se¢gmek i¢in li¢ adimda kiimeli 6rneklem
yontemi kullanilmistir. Caligmanin nitel kismi iginse amagli 6rneklem tercih
edilmistir. Nicel veri 6lgeklerle toplanip Lojistik Regresyon Analizi, Yapisal Esitlik

Modeli ve Hiyerarsik Regresyon Analizi ile incelenmistir. Nitel veri ise goriisme

vi



formlar1 ve dokiimanlar ile toplanmis ve igerik analinize ve betimsel analize tabi
tutulmustur. Calisma, o6grencilerin lisansiistii egitimdeki sebatlarinin ekonomik
destek, program diizeyi ve cinsiyet tarafindan yordandigin1 goéstermistir. Ayrica,
Yapisal Esitlik Modellemesi kisisel faktorlerin lisansiistii 6grencilerin okulu birakma
niyetlerini yordadigini gosterirken Hiyerarsik Regresyon Analizi ise kurumsal ve
amacsal bagliligin bu iligkide araci rolii istlendigini gostermistir. Olgu-bilim
calismasi ise kisisal faktorlerin orgiitsel faktorlere kiyasla 6grenci kaybi iizerinde

daha baskin bir rolii oldugunu géstermistir.

Anahtar Kelimeler: Ogrenci Kaybi, Yiiksekogretim, Lisansiistii Egitim, Orgiitsel
Iklim
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CHAPTER 1

INTRODUCTION

1.1 Background of the Study

In Turkish society, some fields are found valuable such that community members use
frequently interesting phrases to show significance of these fields. These phrases
narrate lots of meanings in a few words. To illustrate, people emphasize that health
comes first. Moreover, there is a need to open a separate parenthesis for education.
When people in Turkey face with undesired event, they say that education is must.
Apart from health and education, economics, politics, and religion are other
sociological institutions affecting individuals and communities. All of them are
significant and interrelated to each other but education is a core value and has a

meaningful place in minds and hearts of human beings.

Education has an impact on the entire life of human beings. They spend a
considerable amount of time in school or school-related activities. From pre-school
to higher education, people change and develop biologically, emotionally, and
socially by learning new things. Higher education has a separate and special
significance because human beings feel as free individuals who are independent from
their families in these times. In addition, individuals get a chance to shape their
future in this period. For example, they make decisions about their partners and
occupations in these years. Formally, universities are educational organizations
which contribute to social and academic improvement of the students, prepare

students for their future careers, and build personal skills of the students.

Higher education system in Turkey puts a tripod on purpose of higher education. As

the CoHE (Council of Higher Education in Turkey) stated, aim of higher education is



to improve students in lots of dimensions, to make contributions to state, and to
conduct scientific studies. Definitely, primary purpose focuses on training and
improving students. Higher education system in Turkey mainly consists of two-year
vocational schooling, four-year vocational tertiary education, four-year Bachelor’s
degree, and 5-year or 6-year Medical degree. Completion of latter three degrees
brings an opportunity to be enrolled in 2-year M.S. (Master of Science) with thesis.
Students can enroll in 4-year Ph.D. (Doctor of Philosophy) after M.S degree.

M.S. and Ph.D. education are parts of graduate education in Turkey. There are
480214 M.S. students and 91267 Ph.D. students in higher education system
according to 2016-2017 dataset of the HEC. However, serious amount of these
students are in the passive condition (Ertem & Gokalp, 2016). In other words, the
students neither reregister in the semester nor attend regularly in the courses and
thesis activities although they are enrolled in a graduate program. As a result, a part
of the students do not hold a degree from graduate education. These students do not
persist on keeping themselves in graduate education so that they are called non-
persistent students (Berger, Ramiraz, & Lyon, 2012; Davidson, Beck, & Milligan,
2009; Litalien & Guay, 2015; Spaulding & Rockinson-Szapkiw, 2012; Xu, 2014).
The literature has different names for this process. To name a few, departure
(Lovitts, 2001), college dropout (Tinto, 1975), student attrition (Bean, 1980), college
withdrawal (Pascarella & Chapman, 1983), absenteeism (Moore, Armstrong, &
Pearson, 2008), and intentions to leave (Bean, 1982) are the phrases which are
closely related to each other but not synonymous. The current study picks up these
terminologies under the umbrella term of the student attrition which corresponds to a
process in which the students do not persist on getting a degree and number of
students registering at present semester or attending courses and thesis studies
decreases. Also, the students who experience student attrition process is called a non-

persistent student.

Student attrition is studied generally in a longitudinal process (lIshitani, 2003;
Pascarella & Terenzini, 1980; Tinto, 1975). As a longitudinal process, data are

collected at two different points in time and relate to student attrition by considering



other factors like background of students, organizational factors, and academic skills
of the students. On the other hand, there are also studies investigating student
attrition in a cross-sectional way because of difficulty of handing dropout behavior or
student attrition in a short period of time (Bean, 1982; Litalien & Guey, 2015). These
studies measure the intentions to quit education by referring to the strong relationship
between behavior and intention. According to the results of meta-analysis of Sheeran
(2002), there was a mean correlation of .53 between constructs of behavior and
intention. To summarize, student attrition is studied both longitudinally and cross-

sectionally.

The reasons student attrition from graduate education is higher in recent years in
Turkey may be explained both at the macro-level and at micro-level. Policies related
to higher education may encourage students to first begin graduate education and
then to leave without completing the degree. There have been some amnesty laws to
draw students back in Turkey. The law numbers 6111, 6353, and 6569 which came
into operation between 2011 and 2015 in Turkey gave rights to come back to the
university for students who left education at any time in the past. To illustrate,
related article of law 6111 states the following:

The ones whose education was broken off by considering his or her own will,
those whose lateral transfer from abroad was cancelled after transfer, those
who did not register despite achieving the conditions of the program, and those
who were expelled for whatever reasons except terror crimes during all classes
(included pre-classes) of adaptation, upper secondary education, Bachelor
integration, Bachelor education, and graduate education of higher education
institutions until the effective date of this code can begin their education at
2011-2012 semester providing that they make an application to higher
education institution from where they were expelled within five months
beginning from the validity date of this law according to article 44 of this law.

These laws may both promote students to complete their degrees and encourage
students to leave the education because they may carry hope of coming back again
even if they were expelled. There are some studies showing both positive and
negative effects of amnesty laws on Turkish higher education system. Karakiitiik,
Aydin, Abali, and Yildirm (2008) found that amnesty laws made work of
institutions difficult. On the other hand, a study by Coruk, Cagatay, and Oztiirk

(2016) showed that results of amnesty laws were positive for graduate education. For
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another example, military law of number 1111 gives an opportunity for male students
to complete their military duty 2 years after graduation. The 36™ article of this law
states the following:

Military service of graduates of faculty or college and leavers from faculty or
college may be delayed two years by grounding on the end of their 29-year.
Military service of students who registered in a higher education institution in
postponement period is delayed because of their studentship status...
Deployment date can be delayed till one year for graduates of Master of
Science.

Some students begin graduate education to be able to postpone military service.
Sozer et al. (2002) found that one of the reasons why graduates begin to graduate
education was to postpone military entry. On the other hand, there are hidden
policies influencing higher education. In other words, policies public is aware of but
government does not declare have impact on higher education. One of these policies
is related to employment. Students enrolled in undergraduate and graduate education
are not evaluated as unemployed and so unemployment rates do not inflate. As a
result, the policy-makers encourage students to enroll in graduate education after
undergraduate education. To summarize, macro-level reasons of student attrition are

related to state policies.

In addition to macro-level reasons, it can be stated that huge gap between completers
and non-completers of the graduate education is caused by micro-level reasons.
These reasons for the student attrition are at the university scale. In other words,
reasons arising from organizational side and personal side in a university may cause
student attrition. Lovitts (2001) explains a variety of reasons for student attrition
from individual characteristics to structural contexts of the universities. For example,
organizational climate is a significant term depicting the atmosphere of an
organization, which may be open or closed, warm or cold, and formal or informal so
that organizational climate of institutions has an impact on higher education (Moran
& Volkwein, 1988; Manuela, Cecila, & Joao, 2014; Sokol, Gozdek, Figurska, &
Blaskova, 2015). By extension, a negative organizational climate may be an indicator
for student attrition. Open climate may keep the students in graduate education

whereas closed climate may keep students away from the graduate education. Coso



and Sekayi (2015) investigated retention and preparation for doctoral students for
academic career and found that institutional climate affected the engineering doctoral
students’ preparation for diverse career planning, especially future faculty by
developing teaching abilities. With respect to type of organization, Chaney and Farris
(1991) calculated and compared attrition rates for public and private universities.
They found that attrition rate of public universities was higher than that of private
ones. By considering the departmental differences, Golde (2000) interviewed with
three students from three different departments and found that experiences of attritors
differed by departments. The organizational factors related to student attrition may
be summarized as admission process (Ishitani, 2006), organizational support
(DesJardins, Ahlburg, & McCall, 2002), faculty attitude (Lundquist, Spalding, &
Landrum, 2002), university type (Scott, Bailey, & Kienzl, 2006), and program
characteristics (Spaulding & Rockinson-Szapkiw, 2012). As a result, student attrition

Is affected by organizational factors.

In addition to organizational factors, personal factors have an impact on student
attrition. “Institutional and goal commitment” is closely related to student attrition.
At this point, commitment refers to degree of loyalty towards the goal and institution.
Most of the studies in the attrition and retention literature showed that commitment
was one of immediate antecedents of dropout or attrition (Bean, 1980; Davidson,
Beck, & Milligan, 2009; Spady, 1970; Tinto, 1975). Demographic characteristics
such as age, gender, race, and socio-economic status (Bean & Metzner, 1985;
Braxton, Brier, & Hossler, 1988; Ferreira, 2003; Hossler & Vesper, 1993; Litalien &
Guay, 2015; Lott, Gardner, & Powers, 2009; Pascarella & Chapman, 1983; Stage,
1988; Stage and Hosler, 1989; Terenzini & Pascarella, 1978) affected students’
decisions to leave education. In the context of Turkey, Ozmen and Gii¢ (2013)
investigated the problems that female graduate students experienced. Their study
showed that female students experienced problmes related to births, child care, and
domestic work in their private life so that these problems reflected on their
educational lives. These problems may push them from graduate education. On the
other hand, personality traits are determinants of student attrition. Study by Faunce

(1968) showed that non-completers had weaker interpersonal relationship and



stronger inner tensions whereas completers were more conventional, temperate, and
modest. Moreover, Hall, Kaufmann, Wuensch, Swart, DeUrquidi, Griffin, and
Duncan (2015) conducted a study related to retention of engineering students and
found that conscientiousness which is one of the Big Five Personality Traits was a
significant predictor of retention. Apart from demographics and personality, some
individual characteristics are closely related to student attrition. To name a few, past
performance, academic achievement, and intellectual development were in a relation
with student attrition (Chaney & Farris, 1991; Kahn & Nauta, 2001; Kruzicevic,
Barisic, Banozic, Esteban, Sapunar, & Puljak, 2012). However, academic
performance of the students has a special place for student attrition literature because
researchers have a debate on this topic. In the literature, there are studies both
claiming or finding the relation between attrition and academic or past performance
(i.e. Bean, 1980) and claiming that attrition was independent from academic
performance (i.e. Lovitts, 2001). Additionally, psychosocial factors like
psychological well-being, academic and social integration, and self-esteem (Eaton &
Bean, 1995; Napoli & Wortman, 1998; Golde, 2000) had a role on student attrition.

In summary, personal factors are also related to students’ attrition decisions.

Although student attrition is investigated frequently in international literature, studies
in Turkey focus on more limited context like dropout problem in lower levels
(Biilbiil, 2012; Ozbas, 2010; Simsek, 2011) and unidimensional problems like
attendance, infrastructure, scholarship, family responsibilities, and academician
problems (Coruk, Cagatay, & Oztiirk, 2016; Nayir, 2001; Seving, 2011). Moreover,
President of Gazi University gave an interview to Hiirriyet Newspaper in 2015. He
declared that Institution of Natural and Applied Sciences had 2878 active students
and 3405 passive students by considering 2015 data. Attrition rate corresponds to
almost 55% (Hurriyet, 2015). This attrition rate has served as a warning to this
popular capital city university. In addition, Ertem and Goékalp (2016) conducted a
document analysis study related to attrition rates in graduate education. They found
that three public universities in Ankara had attrition rates of 42%, 26% and one
percent although these universities were in the top 10 universities of Turkey
according to 2015 dataset of URAP (University Ranking by Academic Performance).



Moreover, the results showed that attrition rate was higher for M.S. and male
students. Another dramatic conclusion was that attrition rate for two universities
seems to an upward trend when the last five years are considering. Although these
studies give valuable knowledge about student attrition and graduate education, they
are limited to unidimensional and descriptive data. To summarize, student attrition
from graduate education in the context of Turkey is investigated in a limited,
descriptive and unidimensional way so that there is a need for studies approaching
student attrition in a multidimensional way, setting relationships, and investigating

student attrition in-depth.

1.2 Purpose of the Study

Overall, the current study aims to develop and test a model in order to
determine the role of personal and organizational factors on student attrition from
graduate education and to investigate graduate student attrition from the lenses of
non-persistent students, persistent students, graduate school administrators, and
advisors. More specifically, this study seeks answers for research questions as
follows:

1. In what ways, student attrition is related to personal and organizational

factors?

a. How well do personal factors (gender, marital status, and program
level) and organizational factors (university type, economic support,
and department) predict persistence of the student?

b. How well do personal factors (age, semester, and past performance)
and organizational factors (dimensions of organizational climate)
together with mediating role of institutional and goal commitment
predict intentions to leave graduate education?

2. How is the student attrition perceived by students and faculty members?

a. What have non-persistent students experienced from enrollment to
this day?

b. How do persistent students perceive student attrition?

c. What are the perceptions of graduate school administrators about

student attrition from graduate education?



d. What are the perceptions of advisors about student attrition from
graduate education?
3. What are the attrition rates for the higher education institutions in terms
of program level (M.S. and Ph.D.) and semester (2015-2016, 2016-2017,
and 2017-2018)?

1.3 Significance of the Study

The current study has significance in terms of research, practice, and theory because
results of the study will make a contribution to the higher education field. In terms of
research, this study had an attempt to close a gap related to student attrition in the
context of higher education system in Turkey. The literature in Turkey had studies
related to dropout in lower levels of education such as primary schools, high schools,
and undergraduate education. In the level of graduate education, researcher of the
current study did not come across a study related to drop-out or student attrition.
Indeed, literature on Turkey has studies mostly focusing on graduate education
problems. However, these studies were mostly descriptive. To name a few,
registration problems, lack of attendance, and mismatch between educational life and
occupational life are visible. Moreover, there are studies listing the reasons of
attendance problem in graduate education as academician deficiency, economic
problems, infrastructure problems for library, occupational problems, and thesis and
seminar problems. On the other hand, the literature on Turkey does not have any
studies bringing causal explanations for student attrition. For this reason, the current
study had tried to set relationships between student attrition and personal and
organizational factors. In terms of personal factors, relations of gender, marital
status, program level, age, semester, and past performance to persistence of students
and to their intentions to leave were examined. In terms of organizational factors,
relations of university type, economic support, department, and organizational
climate to persistence of students and to their intentions to leave were investigated.
At the same time, the researcher of the current study recognized that organizational
climate was less studied topic in higher education context. Moreover, there was no
study assessing organizational climate in organizations having graduate education in

Turkey. For education field, frequently studied topic was school climate. The



researcher of the current study did not come across a study focusing on
organizational climate at the graduate education level in the context of Turkey such
that there were only studies investigating organizational climate of higher education
institutions in Turkey. In other words, studies in Turkey do not distinguish higher
education institutions in terms of level of education. Although it is difficult to
seperate graduate level from undergraduate level in terms of academic and physical
sources, they are different in terms of some issues. To name a few, research and
development, relation with advisor, and admission procedures are more apparent.
Therefore, the current study gave an opportunity to assess organizational climate in
the higher education institutions offering graduate education. On the other hand, the
current study combined quantitative and qualitative methods so that findings of both
methods were cross-validated for whether they converged or diverged. With the help
of this approach, there was a chance to evaluate student attrition in a
multidimensional way. Moreover, perceptions and experiences of non-persistent
students, persistent students, graduate school administrators, and advisors were
investigated. The nature of this diversity may give opportunity to engage in
analyzing the research problem considering micro and macro level social and
personal dynamics and to improve common perspectives and approaches of higher
education stakeholder. Overall, this study revealed individual and organizational
factors causing student attrition. All of them may give clues about the quality of

higher education by mapping graduate education.

In terms of practice, the results of the current study presented valuable information
for educators and policy makers about process and structure of graduate education.
By considering the results of the study, they may produce strategies to adapt new
perspectives in the governance and administration of higher education. Investigation
of student attrition from the lenses of persistent students, non-persistent students,
graduate school administrators and advisors may give opportunity to produce more
comprehensive and sustainable strategies in order to deal with student attrition
problem in graduate education. Additionally, HEC and rectors may become aware of
the need to create positive climate in the universities. Results related to

organizational climate may give information about the quality of instruction and



academicians. Inner dynamics of university may be reorganized to develop social
relations among students so that interactions between faculty and students also may
be indicators for social and institutional atmosphere of the universities. More
specifically, student-advisor and student-faculty member relationships may be
improved to decline student attrition rates. Moreover, results related to administrative
climate may give opportunity for university administration to improve leadership
skills of administrators while results related to departmental climate may warn
faculty members such that opportunities provided by departments may be developed.
Additionally, the results of this study may be useful in academician training policies
or target for high number of students with Ph.D. degree in Turkey. In recent days, the
HEC has implemented scholarship for Ph.D. student through project of “100/2000
PhD Scholarship” in order to increase number of students with Ph.D. degree in some
fields. Furthermore, HEC has announced that graduate students will be promoted by
scholarship if they are participated in Scientific Research Projects of universities
(HEC, 2017). Furthermore, HEC had a plan to classify universities as research,
teaching, and regional development oriented universities. Sara¢ (2016), the head of
HEC, stated that universities must become different in terms of their mission and
they must be specialized in their fields such as research, teaching, and regional
development. A year later, President of Republic of Turkey declared research
universities in opening ceremony of higher education as following: Ankara
University, Bogazi¢i University, Erciyes University, Gazi University, Gebze
Technical University, Hacettepe University, Istanbul University, Istanbul Technical
University, Izmir Institute of Technology, and Middle East Technical University. In
this respect, student attrition may be evaluated as an indicator for research
universities because research universities focus on graduate education. The Head of
HEC interviewed with Hirriyet newspaper (2017) and stated that research
universities were selected by considering some criteria like doctoral education,
research culture, and training strong researchers. These descriptions are closely
related to graduate education. Therefore, the results of the current study may give
feedback to research universities about the quality of their graduate education.
Furthermore, student attrition may be evaluated as a signal for shortage of

academicians. And finally, some laws and regulations at macro-level may be
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implemented to promote sustainability in quality of graduate education through

university-community partnership.

Finally, this study made contribution to theory by investigating relationship between
student attrition and personal factors and organizational factors, and exploring
experiences of non-persistent student, persistent students, graduate school
administrators, and advisors from lens of Bronfenbrenner’s Bioecological Theory
(1977, 1986) and Attribution Theory. With respect to Bioecological Theory; relation
between student and departments, interaction between faculty members and advisors,
impact of higher education policies including university and departmental structure,
climate of higher education institutions, and time passing on student attrition which
are related respectively to microsystem, mesosystem, exosystem, macrosystem, and
chronosystem were examined firstly in higher education system of Turkey.
Moreover, roles of both organizational and personal factors on student attrition were
covered within this theory. The current study was the first study testing personal and
organizational predictors of student attrition in literature on Turkey. With respect to
Attribution Theory, reasons of student attrition were evaluated from both student side
and organization side. The current study included four groups of participants and
placed them on a continuum. Non-persistent students and persistent students were on
student side while graduate school administrators and advisors were on organization
side. The researcher expected that non-persistent students and graduate school
administrators were on opposite two ends of the continuum. Moreover, persistent
students and advisors were placed in the middle of continuum. Therefore, the
responses of the questions of whether organizational or individual factors were more
dominant for attrition decisions, and whether onus of responsibility for attrition
behavior was attributed to students or institution by students or academicians may be

now clearer for the context of the current study.

1.4 Theoretical Framework of the Study
Theoretical framework of the current study is based on bioecolgocail theory and
attribution theory. In order to fit causes for attrition into organizational and personal

factors, the study was framed in terms of bioecological theory. Also, attribution
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theory was the second theory to check which participants attributed attrition to

personal or organizational factors.

1.4.1 Bioecological Theory
Bioecological Theory of Bronfenbrenner (1977, 1986) emphasized interactions
between person and environment. These interactions had a role on increasing
academic achievement, decreasing psychological problems, and improving social
relations of the individuals. Personal factors coming from biological side of human
and organizational factors coming from ecological side of environment may have a
role on student attrition. To name a few, socio economic status, religion, ethnicity,
and genetics (Bronfennbrenner & Ceci, 1994) can be considered as personal factors.
On the other hand, organizational factors can be listed as work conditions,
organization structures, and economic influences (Bronfenbrenner, 1986). The
literature has studies examining alienation among higher education students (Rovai
& Wighting, 2005), school dropout (Bowen, 2009), educational attainment
(Marjoribanks, 2003), participation of students with disabilities in school activities
(Eriksson, 2005), academic acculturation of international PhD students (Elliot,
Baumfield, & Reid, 2016) and college retention (Cordell-Mcnulty, 2009) from the

lens of bioecological theory, which were related topics with student attrition.

This theory has five layers which were coherent with the aim of the current study.
Figure 1.1 depicts the layers of the theory. The first layer is microsystem in which
child and its environment are in a relationship. For example, a student may be
influenced by attitudes of the department. The second layer is the mesosystem which
remarks the interaction among elements of environment of the person. To illustrate, a
healthy bridge between family and department may increase academic achievement
of the student. The third layer is exosystem which focuses on societal conditions
such as parental conditions, media, and policies. By considering this layer in higher
education context, persistence of students in higher education is affected from higher
education policies or faculty-based strategies. The fourth layer is macrosystem that is
based on cultural and social interchanges. Organizational climate of faculties or

departments may influence either attrition decisions of students or their retention in
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graduate education. The last system is chronosystem that is related to changes over
time. Increases or decreases in student attrition year by year may be both an example
for this layer and an indicator for sustainable higher education policies. In
conclusion, microsystem, mesosystem, exosystem, macrosystem, and chronosystem

layers of the Bioecological Theory match up with the purpose of the current study.

er's Ecolon:
o® chronosystem

Figure 1.1 Layers of Bio Ecological Theory

1.4.2. Attribution Theory
This theory which is rooted in social psychology is based on perceptions of
individuals such that they try to bring causal explanations for the events or behaviors
(Weiner, 1972). In educational setting, achievement motivation is the core of the
attribution theory. Attribution is implemented in three stage: i) observing behavior,

if) checking behavior whether it is deliberate, and iii) attributing behavior to internal
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or external causes. These attributions which are causal (internal or external)
explanations are classified into locus of control, stability, and controllability. If an
event is attributed to someone’s ability or knowledge, then it is related to internal
locus of control. However, if that event is attributed to external factors, then it is
related to external locus of control. Stability means that whether an event changes
over time or not. Controllability is related to whether an event is controlled by
someone’s own skills or controlled by chance or luck. In addition to stages,
attribution theory has a model of actor-observer (Jones & Nisbett, 1971). According
to this model, actors consider situation while observers focus on actors’ personal

dispositions.

In the current study, researcher aimed to explore whether reasons of student attrition
would be attributed to personal factors or organizational factors. Students and
academicians may think differently about the reasons of student attrition. Similar
concerns are available in other studies in the literature. Lovitts (1996) conducted a
research titled as “Who is Responsible for Graduate Student Attrition- The Individual
or the Institution? Toward an Explanation of the High and Persistent Rate of
Attrition” and claimed that if the attrition rates were standard across time, then
university would be responsible for attrition whereas if the attrition rates did not have
a pattern on attrition, then students would be responsible. On the other hand, the
author shared a finding from the study by Berelson (1960) who found that
responsibility of student attrition was attributed more to students than to the
institution. In another study, Gardner (2009a) conducted a research investigating
attrition attributions by faculty and doctoral student. The results showed that one
third of the students declared departmental issues as cause to attrition whereas no
faculty members mentioned departmental issues. More than half of the faculty
members pointed students’ lack of ability. The current study claimed that if
attribution theory was used in a continuum to investigate attributions of student
attrition from student and organization side, results may be more comprehensive.
Non-persistent students and persistent students were on student side while graduate
school administrators and advisors were on organization side. One end of this

continuum belongs to non-persistent students who were actors while the other end of
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continuum belongs to graduate school administrators who were observers. Non-
persistent students possibly would attribute to organizational factors whereas
graduate school administrators possibly would attribute to personal factors. On the
other hand, persistent students from students-side and advisors from organization-
side were placed in the middle. However, it was expected that they would moderate
student attrition attributions. As a result, attribution theory was useful to examine
differences in perceptions such that either individual or organization was responsible

for student attrition from graduate education.

1.5 Definition of the Terms

Student attrition: a process in which students do not persist on getting a degree and
number of students attending courses decreases. Student attrition includes the non-
persistent students who are described below.

Attrition rate: ratio of not-registered (passive) students in total number of registered

and passive students.

Non-persistent student: student who is not registered, or is not re-registered, or is
disenrolled in the present semester. Moreover, non-persistent students do not attend
courses or thesis studies in a regular way. Also, the students who think to either quit
education or transfer the other organization are evaluated as non-persistent students.
However, the students who were withdrawn because of academic dismissal at the
semester before, the students who will change department in the same higher
education institution, and the ones who will take a break because of any reason like

health report or military duty are not considered non-persistent student.
Persistent student: student who is both enrolled and registered in the program for

relevant semester. Persistent students attend courses or thesis studies in a regular

way.
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Student retention: a process in which students have resistance and persistence to keep
themselves in the system and to have a degree.

Organizational climate: shared perceptions of individuals about the quality or
characteristics of environment which may be working places, learning spaces, or

service areas.

Institutional and goal commitment: quality of willingness to reserve person’s time

and energy for person’s organization quality of being devoted to goal.
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CHAPTER 2

LITERATURE REVIEW

This chapter of the study presents the sections of higher education system in Turkey,
student attrition, organizational climate, and the discussion and summary of literature

review including hypotheses and models.

2.1 Higher Education System in Turkey
The higher education system in Turkey is described in terms of development of,
significance of, and administration and governance of higher education as well as

graduate education.

2.1.1 Development of Higher Education
Higher education in Turkey begins with the completion of secondary education.
Higher education system in Turkey consists the period from two-year vocational
college to the PhD education. The elements of higher education system are explained
in Law of Higher Education (the law no.2547). For example, the purpose of higher
education is to improve students in terms of skills, values, and culture; to develop
Turkish State economically, socially, and culturally; and to improve science and
research activities as they emphasized in article four. Moreover, administration of
higher education is organized in this law. According to this law, administration of
higher education in Turkey is based on trivet: The Council of Higher Education
(CoHE), Inter-university Council (IC), and Higher Education Audit Board (HEAB).
HEC regulates establishment and development of new higher education institutions,
organization of teaching and research activities, training of academicians, and
providing resources for universities as it is declared in article seven. IC regulates the

activities of education, research and publication, and evaluation of academicians’

17



degree as it is declared in article 11. Finally, article eight and nine state that HEAB
supervises higher education institutions and related units, and academicians and their

activities.

Review of historical development of higher education system in Turkey may flash on
recent discussions about higher education. By considering historical development of
higher education in Turkey, it is possible to see the fact that higher education system
dates back to old times. In period of Seljuq Empire, Nizamiye Madrassah which was
established by Nizamilmiilk in Baghdad in 1068 can be evaluated as a higher
education institution (Erdem, 2004). In period of Ottoman Empire, effects of
theology-based Madrassa education had continued with Madrassas of Fatih the
Conqueror and Siileyman the Magnificent until the 18" century. Tekeli (2010)
claimed that Madrassas were the places in which science was not a concern. In 1773,
Sultan 11l Mustafa established the Miihendishane-i Berri-i Humayin (Istanbul
Technique University of today’s Turkey) by imitating Western higher education
system. Moreover, Dariilfinun (Istanbul University of today’s Turkey) was founded
on faculty of arts and science, law, and natural sciences and math in 19" century

(Erdem, 2005). As a result, roots of higher education were hold on older times.

After the wars and collapse of Ottoman Empire, Republic of Turkey arised through a
war of independence. Shortly after announcement of Republic, Madrassas and other
religious schools were forbidden in the law of Tevhid-i Tedrisat. That is the first
attempt to make universities modernist. Atatiirk called Prof. Albert Malche from
Switzerland to implement the first university reform of republic (Namal & Karakok,
2011). As a result, the law no. 2253 (1933) brought new regulations for higher
education system such as establishment of Istanbul University instead of Dariilfiinun,
selection of deans and Presidents, and assignment of Professors. Erdem (2005)
entitled this regulation as a real “university reform” while Giiriiz, Suhubi, Sengér,
Tiirker, and Yurtsever (1994) called this law starting point of modern higher
education system in Turkey. On the other hand, foreign scientist began to come to
Turkey by 1933. Namal (2012) stated that scientists escaping from Nazi Germany

were embraced by Turkey and Turkey benefitted from their experiences in terms of
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higher education policies and practices. Considering pre-republic and republic period
of Turkey, Arap (2010) concluded that higher education system in Turkey had
carried French perspective in pre-republic period while German effect was felt in
higher education by the announcement of republic in 1923 and 1933 university

reform.

In the multi-party period of the Republic of Turkey, higher education experienced
different processes. In 1946, “Law of Universities” (the law n0.4936) in which
universities were described as “high research, science and teaching associations”
came into operation. This law stated terms related to scientific and administrative
autonomy (Official Journal, 1946). By year 1955, Turkish higher education system
focused on regional university concept. Turkey investigated Land-Grant system of
USA and opened region universities. To name a few, Ege University, Karadeniz
Technical University, and Atatiirk University were founded to support social,
cultural, and economic side of respectively Aegean region, Black Sea region, and
East Anatolian Region (Erdem, 2005). In 1973, again a law of university was
regulated with the law number of 1750. This law focused on teaching and instruction
with national values. Moreover, publication term was added to definition of
university in law number of 4936 in 1973. Furthermore, it was the first law
establishing the Council of Higher Education and Higher Education Audit Board
(Offical Journal, 1973). However, these associations were removed by constitutional
court decision in 1975 (Giir & Celik, 2011).

1982 Constitution Act, the current constitution of Turkey, included regulations
related to higher education. The law number of 2547 went into operation in that
period. That was the cornerstone for the higher education system. While the period
beginning with 18" century and continuing until 1980°s was based on perspectives of
continental Europe, the period after 1980 military coup has been based on Anglo-
Saxon model of USA (Erdem, 2004). That period also brought the opening of private
universities. Bilkent University, Ko¢ University, and Kadir Has University were
founded between 1984 and 1992. The law number of 3837 which was regulated in

1992 gave opportunity to open universities and advanced technology institutes in 22
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cities. According to Giiriz (2001), this law was very important because higher

education was expanded over all regions of Turkey.

The period coming from beginning of millenium to the recent days witnessed the
opening of universities in each city and lots of private universities. While there were
a total of 70 universities in 2003 (Giinay, 2013), there are 113 public universities and
72 private universities in 2017 in Turkey (HEC, 2017). Arap (2010) conducted a
study related to newly opened universities and concluded that two reasons for
opening universities were local economic development and political effects. Not only
the number of university has increased in last decade but also huge increments has
been seen on the number of university students, graduates, and academicians. While
there were 2914 higher education students, 321 annual graduates, and 307
academicians in 1924s’ Turkey (Baskan, 2001), there are 7198987 students, 802822
graduates, and 151763 academicians in higher education institutions in 2015-2016
semester (HEC, 2017). On the other hand, Giinay and Giinay (2011) investigated the
quantitative developments in higher education and found that number of
academicians, universities, and students have been increasing constantly while some
indicators giving a clue about quality of education showed a negative condition. For
example, student number per academician was 13.85 in 1984 while student number
per academician in 2011 was 18.86. Moreover, the study showed that although
publication number of Turkey has increased three times more from 2000 to 2010,
Turkey is still behind many developed countries.

In conclusion, higher education system in Turkey has some cornerstones in its
historical development in terms of policies, perspectives, and periods. The first one is
Madrassas which were religion-focused. This perspective was valid in Seljugs and
Ottoman Empire periods. The second one is role-model of European context within
the birth of university term. It was seen in the periods of recent times of Ottoman
Empire and first times of Republic of Turkey. These periods come up to painful
years of Turkey like the world and independence wars, political competitions, and
ideological conflicts. The third one is the effect of Anglo-Saxon system on

administration and governance of higher education system. Anglo-Saxon system
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included the periods of 1982 Constitution Act, 1990s in Turkey, and millennium in
which huge quantitative increments have been lived in higher education of Turkey.

This perspective shows still its effect in Millenium’s Turkey.

2.1.2 Significance of Higher Education
Higher education is valuable for not only shaping the educational life of the students
but also promoting governmental, social, and economical investments of the state
and improving scientific research. In terms of student-benefit, students have many
advantages under favor of higher education. According to Ishitani (2006), higher
education led to gain economic earnings and develop better career options.
According to OECD (2015) report, people with higher level of education had better
job prospects. Furthermore, OECD (2017) report showed that employment rates were
averagely %85, %75, and % 60 for respectively tertiary graduates, upper secondary
graduates or post secondary graduates with non-tertiary, and ones who do not have
an upper secondary degree for the OECD countries by considering 2016 data. In
same dataset, those rates for Turkey were about %75 for tertiary graduates, about
%65 for upper secondary graduates or post secondary graduates with non-tertiary,
and about %55 for ones who do not have an upper secondary degree. On the other
hand, Ergen (2006) stated that higher education had social returns for the individuals
in addition to individual returns. Individual returns were related to differences
between incomes of high school graduates and incomes of university graduates
whereas social returns were related to differences between taxes of educated labor
force and unskilled labor force. Study by Tiirkmen (2002) showed that individual
return rate for a person in higher education was %27.6 while social return rate was
%09.81 (as cited in Golpek, 2011). In Turkish society, higher education is accepted as
a way of getting social status the fact that this condition encourages poor students
from low socio-economic status to continue university in order to get a degree.
Moreover, life satisfaction, life expectancy, and voting were three social benefits
according to OECD (2015). In addition, Golpek (2011) explained some intangible
and social returns such as more positive care on children, lower crime rates, and

more emphasis on women education and occupation. To sum up, higher education
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provides significant economic, individual, and social advantages and returns for

students.

As it is stated in the purposes section of the higher education law, higher education is
a key factor to develop the country in all fields. Erdogan (2001) related economic
development to the fruitfulness of human resource and function of education.
Moreover, Simsek and Kadilar (2010) found that while increase in GDP was
supporting human capital save, human capital was empowering long-term economic
development. The literature has similar studies showing close relationship between
economic development and education (Beskaya, Savas, & Samiloglu, 2010; Cakmak
& Gilimiis, 2005; Geng, Deger, & Berber, 2010; Kar & Agir, 2003; Mercan & Sezer,
2014). On the other hand, a foundation of Turkish Education Association
(TEDMEM) published a report on evaluation of education in 2016 in Turkey. This
report emphasized two important conclusions related to effect of economy on
education. The first one was that rate of spending money for education to GDP was
3.5%. The second one was that Turkey was at the 33™ place among 45 OECD
countries in terms of spending per student. Moreover, spending per student was
3.327 U.S. Dollars which was too below OECD average (10.493 U.S. Dollars). In
addition to economic development, higher education provides opportunities for
social changes and progress. According to Kuyumcu and Erdogan (2008), higher
education has a role on a planned social and cultural change by spreading it in social
base such that decrement in social class differences and increment in social
consolidation and mobility are affected by developments in higher education. In
conclusion, higher education institutions are valuable organizations for the state

because of economic, social, and cultural development.

In terms of science-benefit, higher education institutions have a significant
responsibility and opportunities to improve scientific research activities. In global
world, significance of science has begun to increase because science is a tool to gain
and manage more money. Therefore, position of universities has been replaced
around this perspective. In parallel to this evolvement, the term of Entrepreneur

University gained importance. Odabasi (2006) conducted a research based on

22



entrepreneur university and claimed that university which is affected by global,
national, and organizational dynamics can be entrepreneur in order that they provide
innovative, creative, competitive, fruitful, inventor, and transparent environment. A
similar study was conducted by Ozer (2011) who investigated the reasons why
entrepreneurship became so important for universities and which model could be
suitable for it. The author listed main reasons for becoming Entrepreneur University
as changing global world, university-industry partnership, expectations of knowledge
society, and decrements in income resources. Furthermore, he underlined the
importance of qualitative development of universities, university-industry
cooperation, autonomy, and entrepreneur culture of academicians and students for
the effective model of Entrepreneur University. Research and development activities
are also important for higher education institutions because knowledge emerged with
these activities are put into service of society. According to Oztemel (2013),
universities have three important responsibilities which are production of new
knowledge through research and development, improving present knowledge, and
teaching that knowledge such that even if one of these responsibilities does not work,
then there is no chance of being an effective university. The author claimed that
former two responsibilities are weaker in Turkey so that developing and improving
knowledge may be achieved through innovation and research culture. On the other
hand, Sen (2012) stated that development in science and technology depends on the
education in higher education institutions such that content of higher education
curriculum should be reorganized by considering history of science, philosophy of
science, and logical implications which are based on own culture and experiences.
As a result, higher education allows for doing science and research and in return

community benefits from this process.

2.1.3 Administration and Governance of Higher Education
Law of higher education in Turkey changed in 1960, 1973, and 1982 with three
military coups that took place in these years. Development of higher education went
through painful and anti-democratic periods. Therefore, higher education is one of
the frequently discussed fields in agenda of Turkey in terms of structure and process.

Turkish Higher Education System is based on strict centralized structure in which
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decisions are made at top and are implemented straight down. Moreover, Turkish
higher education has experienced quantitative increments in recent years. Celik and
Giir (2014) stated that higher education system has grown dramatically in recent
years so that excessive centralized structure cannot satisfy this growth. Similarly,
Ozer (2012) emphasized that the current structure of higher education cannot carry
new higher education because of progress in schooling rates, new stakeholders in
higher education, and increase in the number of universities so that there is a need for
quality assurance system. In addition to structural problems, higher education has
some issues related to process such as allocation of resources, academician
inadequacy, and deterioration in personnel rights drawing attention to higher
education. Establishments of new universities, Bologna process, reform attempts of
higher education, problems faced in universities, paradigms for new universities, and
higher education systems are frequently studied topics in higher education field
(Altmsoy 2011; Arap 2010; Kondakgi, 2003; Simsek and Adigiizel, 2012). In
addition, recent years witnessed the foundations of many private universities. Senses
(2007) criticized private universities because they took position in higher education
without providing adequate academician and infrastructure. As a result, all of these
changes in structure and process of higher education increased the significance of

“administration and governance of higher education”.

As a structure, it can be stated that “administration and governance of higher
education” is based on two-stage management in Turkey. In the first stage, the
Council of Higher Education, Interuniversity Council, and Higher Education Audit
Board are placed. These institutions can be named as top management. Head of
Council of Higher Education is assigned by President of Republic for four years. In
the second stage, university management are placed and includes rectorship and its
bottom mechanism. Rectors are also assigned by President of Republic for four
years. Celik and Giir (2014) investigated the history of management of higher
education and concluded that there were many system changes in elections or
assignments of Rectors and Head of Higher Education Council. More recently, votes
of faculty members were determinants of rector election until 2016 whereas

President of Republic are assigning the Rector nowadays by remarking executive

24



order (676 no. Decree Law). To summarize, it can be stated that President of
Republic is the selector while the Head of Higher Education Council and the Rectors

are operators in administration and governance of higher education.

Although the terms of administration and governance have similar meanings, they
are not the same. Sporn (2007) differentiated administration and governance such
that administration is related to structure and process to lead and manage institution
while governance is related to structure and process to make decisions. On the other
hand, there are nuances between government and governance. Government
corresponds to hierarchical and bureaucratic structure but governance refers to
interaction between organizations and individuals in decision-making process
(Yiksel, 2000). Not only changes in Turkey but also changes in international arena
affect higher education. To name a few, diverse and changing environment, inflation
of college costs, dilemmas of student access and retention, fluctuations in economic
prosperities of countries, unpredictable events, public accountability, and impact of
politicians make higher education complex (Altbach, 2006; Bess & Dee, 2008;
Gayle, Tewarie, & White, 2003; Keller, 2007) so that effective administration and
governance become a need rather than an alternative to struggle with these changes.

Reform is the key word for administration and planning of higher education. In order
to implement an effective reform, the critical thing is strategic planning. Strategic
planning can be defined as the process in which purpose and direction are given to
organization to accomplish long-term objectives by using resources effectively. Bess
and Dee (2008) explained five types of model for organizational strategy in higher
education in terms of environmental determinism and perceived organizational
choice. Environmental determinism is to what extent an organization is controlled by
external environment whereas perceived organizational choice is to what extent
members of organizations can choose options. The first model is linear model which
is based on sequential and rational model. The organizations with this model have
higher environmental determinism and lower perceived organizational choice. The
second model is adaptive model that is based on responsiveness to expectations of

external environment. Organizations with adaptive model have higher environmental
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determinism and higher perceived organizational choice. The third one is emergent
model which is based on action emerging from previous behaviors. Organizations
with this model have lower environmental determinism and higher perceived
organizational choice. The fourth model is symbolic model which is based on values,
beliefs, and culture. In this model, environmental determinism is lower while
perceived organizational choice is higher. Finally, post-modern model focuses on

political value and balance of power. To sum up, strategic planning has significance.

Finance of universities has an important place in administration and governance of
higher education. One of the most serious problems of the universities is finance and
this problem is studied by many researchers (Aypay, 2003; Giirliz, 2001; Nerlove,
1975; Simsek, 1999). Hauptman (2007) stated that financial issues in higher
education were interpreted differently by stakeholder. Policy-makers thought about
how much public purse can be separated for higher education by considering also
other sectors such as health, safety, and transportation. Universities had a concern to
teach students and to do research in scarcity of resources. And finally, students and
families worry about how much they will pay for higher education. OECD (2015)
report compared 2000 and 2009 data in terms of some financial indicators. Share of
national weight spending on education was about five percent in 2000 while this
share was about six percent in 2009 for OECD countries. Share of public spending
on education was same with about 13% for the years of 2000 and 2009. However,
share of private spending on education came up 15% in 2009. In order to manage
financial condition of higher education institutions effectively, there is a need for a
tripod: autonomy, accountability, and resource allocation. Estermann, Nokkala, and
Steinel (2011) explained the four types of autonomy by considering classification of
European Universities Association, which were organizational, financial, staffing,
and academic autonomy. Specifically, financial autonomy includes topics related to
public funding, surplus, borrowing money, having own buildings, tuition fees for EU
and non-EU students. Usage of different fundings and outcomes of higher education
have increased the importance of accountability because public attention and scrutiny
fronted to balance between investments on higher education and returns.

Accountability means that governments put obligations to check institution. Neave
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(1998) defined accountability briefly “evaluative state”. El-Khawas (2007) revealed
three themes for accountability, quality assurance, and assessment by investigating
accountability literature: “influence of accountability policies on relationship
between government and higher education, policy analysis, and impact of
accountability policies”. In other words, studies related to accountability focus
mostly on policies. Resource allocation is other important issue for an effective
financial management. Gayle, Tewarie, and White (2003) stated that increase of
income and reduction of expenses made contributions to institutional mission of
universities. Moreover, the authors recommended that responsibility-centered
management that is based on decentralized and dynamic budgeting may be effective

for resource allocation.

Organizational culture is significant for the administration and governance of higher
education. It is assumed that an organization can be managed in an effective way if
its culture is known. Organizational culture was related to perceptions of individuals
about organization and characteristics of the organization. In other words, it can be
stated that organizational culture is the atmosphere which individuals smell and
react. Bergquist and Pawlak (2008) executed six cultures of academy. The first one
was collegial culture that was based on discipline-oriented research, professional
autonomy, and educational quality. The second one was managerial culture that was
based on goals and measurement of performance. The third one was developmental
culture that was based on integration of mind, body, and spirit of individuals. The
fourth culture was advocacy culture which focused on access, equity, power, and
bargaining. The next culture was virtual culture which was visible in dynamic and
flexible environments. Finally, the sixth culture was tangible culture which had
value-based and embedded patterns. On the other hand, there are some organizational
perspectives transmitting culture of academy. Bess and Dee (2008) studied
application of organizational theories to the universities. Three paradigms which
were positivist, social construction, and post-modern perspectives emerged in
organizational theory. Positivist perspective supports the objective reality and
accuracy of scientific method. Social construction perspective assigns a meaning to

social events through communication, interpretation, and perception. Lastly,

27



postmodern perspective emphasizes effects of power, diversity, and paradoxes by
criticizing modernism. In conclusion, three paradigms may be used to understand
aspects of cultures in administration and governance of higher education such that

usage of only one paradigm is not recommended to identify the organization.

Assignment, training, and promotion of academicians have critical importance for
“administration and governance of higher education” as well. In Turkey, higher
education system suffers from both quality and quantity of academician (Dogan,
2013; Giinay, 2011; Senses, 2007; Yal¢inkaya, Kosar, & Altunkaya, 2014). Research
assistants in academia may be evaluated as beginning point to become an
academician. The law of Council of Higher Education defines research assistants as
“teaching assistants who do research, analysis, experiment, and other duties given by
authorized people in higher education organizations”. Research assistants in Turkey
are assigned to academic position with two ways. The first one is 33/a article in
which research assistants have a permanent staff position. The second one is 50/d in
which research assistants have a temporary position. On the other hand, OYP
(Faculty Development Program of Turkey) consisted of 33/a research assistants by
providing budgets for them and some additional opportunities like foreign language
education and study abroad in the previous years. However, positions of research
assistants in OYP converted to 50/d after the coup attempt in 2016 in Turkey. As a
result, a serious amount of research assistants have a temporary position in Turkish
higher education system. Korkut, Yal¢inkaya, and Mustan (1999) conducted a
research and found that temporary position affected performance of research
assistant in work and their perspective of academic career negatively. This condition
is too thought-provoking despite the declaration of Head of Higher Education
Council (Cetinsaya, 2014) about more need for Ph.D. graduates. The ones getting a
PhD degree may be assigned to position of Assistant Prof. Dr. while the ones
showing adequate performance for becoming Associate Prof. Dr. after Ph.D. may be
promoted to Associate Prof. Dr. from Assistant Prof. Dr. In Turkish literature, there
are studies recommending to reorganize criterions for becoming Associate Prof. Dr.
(Bursalioglu, 1996; Demir, Giiloglu Demir, & Ozdemir, 2017; Olcer & Koger, 2015;
Tuzgol Dost & Cenkseven, 2007; Tiirkoglu, 1991). And finally, the ones waiting
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adequate time and showing good performance are assigned to Prof. Dr. position.
However, unfortunately, Professors enter a stabile position and this condition affects
their fruitfulness (Senses, 2007). Moreover, report of Egitim Bir-Sen (2013) showed
that professors give additional courses to earn extra income instead of developing
projects, educating assistants or conducting scientific research because their salary is
too low when compared to salary of other occupation groups. For an overall
perspective, Kalayci (2009) investigated the evaluation methods of academician
performance and found that summative evaluation is the main evaluation method in
Turkey and there is a need for more formative evaluation. To conclude, staffing
postions, promotions, and performance evaluations in academic world may be

organized with active administration and governance of higher education.

2.1.4 Graduate Education
Graduate education is examined in terms of structure and process, significance and

opportunities, problems, future of M.S. and Ph.D. graduates, and its examination.

2.1.4.1 Structure and Process in Graduate Education
In Turkish Higher Education System, graduate education is structured as Master of
Science without Thesis, Master of Science with Thesis, Qualification in Arts,
Integrated Doctorate, and the Doctor of Philosophy. There are some requirements for
being accepted to these degrees. To name a few, graduate exams (like Academic
Staff and Graduate Education Exam and Graduate Record Examinations), oral
exams, English exams (like Foreign Language Exam and Higher Education
Institutions Language Exam), letter of intention, reference letters, and a minimum
GPA. Quantity of some criteria may change in terms of expectations of the
departments. Study by Karakul-Kayahan and Karakiitiik (2014) showed that half of
academicians found central exams essential while most of the academicians found
foreign language and GPA essential but did not find Academic Staff and Graduate
Education exam unnecessary. The students who applied to, are accepted to, and are
enrolled in the graduate program are responsible from some activities such as
courses, proposal defenses, qualification exams, and thesis defenses. A student has to

achieve seven courses, one thesis preparation course or proposal, and defence of
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thesis in order to get M.S. degree. For a Ph.D. degree, a student has to complete eight
courses, qualification exam, thesis proposal defence, and defence of Ph.D.
dissertation successfully. In addition, all activities and whole education period have
maximum duration. To illustrate, normal education period of M.S. is two years while
maximum time to get a M.S. degree is three years. Also, a student in a Ph.D.
program has to complete courses successfully at the latest until the end of fourth
semester, enter qualification exam at the latest fifth semester providing minimum
GPA of 3.00, and defend Ph.D. thesis in front of a jury at the latest in the sixth year
of Ph.D. education (Graduate Education Regulations, 2016). To sum up, structure of
graduate education is based on selection criteria, responsibilities, and durations to get

a degree.

In the graduate education process, there are some issues which are based on
organizational dynamics and individual efforts. Some factors such as academic
activities including teaching and research provided by organization, social relations,
and organizational culture steer the process in graduate education by interacting with
individual characteristics. During the graduate education process, students make
important decisions about different academic activities. It can be stated that this
process begins with course selection that affects career paths and thesis topics of the
students. Ersoz, Kabak, and Yilmaz (2011) conducted a study related to course
selected in graduate education and developed a model in which content of course,
time of course, instructor, experiences of student, sufficiency of course, and theory
and practice determined priorities of the courses. Aktan (2007) investigated global
trends and changing paradigms in higher education. He concluded that student-
centered, electronic, and lifelong learning and interdisciplinary and multidisciplinary
perspectives replaced with traditional and Taylorist approaches in higher education.
Graduate students have an opportunity to download many articles electronically.
Lectures on the graduate education are based on team works and student-centered
approaches. Moreover, institutions giving graduate education emphasize and
promote more interdisciplinary studies in which at least two fields come together by
becoming integrated in terms of concept, method, procedure, terminology, and

knowledge base because interdisciplinary approaches improve some skills like
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holistic view and multiple thinking (Graybill, Dooling, Shandas, Withey, Greve, &
Simon, 2006; Manathunga, Lant, & Mellick, 2006; Simsek & Adigiizel, 2012;
Yildirim, 1996). Therefore, academic activities play a role in the process of graduate

education.

In addition to academic processes in graduate education, social relations including
peer interaction and student-faculty interaction together with organizational culture
are important processes. In social relations, communication process is the key factor.
Olger and Koger (2015) investigated communication of academicians in a public
university and found that face-to-face communication, independent work rather than
group work, formal communication, and mistrustful communication with
administration were more visible in communication process while communication
with other departments, motivation, and organizational commitment were at lower or
limited level. In academia, student-advisor relations also have significance. Study by
Seckin, Aypay, and Apaydin (2014) examined the opinions of graduate students
about the student-advisor relationships and showed that gender of student affected
the “comfortable personality” dimension of ideal advisor-student relationships while
“academic title” affected “honesty” dimension of these relationships. Socialization as
a framework of organizational culture (Tierney, 1988) is also a process in which
newcomers try to become a member of that society. Like families, higher education
institutions which are places for students to be socialized show care for their student.

To summarize, social relations may improve graduate education processes.

2.1.4.2 Significance and Opportunities of Graduate Education
Graduate education, as a level of higher education, can be evaluated as the field in
which individuals pursue their career developments in a systematic way. There are
benefits from the graduate education. To illustrate, the students may become future
faculty, develop themselves in their work, or have more income. On the other hand,
graduate education is important for the universities which claim that they are
researched-based universities because they compete with each other in order to

produce more research and so to gain more resources. In addition, community and
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state may provide opportunities from graduate education such as solution of social
problems and improving policies.

In terms of individual opportunities, the graduate students have a chance to enter
academia as a research assistant. According to the Law of Higher Education,
research assistants are the ones who are teaching assistants for research, analysis,
experiments, and other duties determined by authorized institutions. The regulation
related to selection and assignments of research assistant put two main criteria:
minimum Bachelor degree and maximum 35-year. Apart from these criterions,
higher education institutions put some special conditions such as being student in
M.S. or Ph.D., completing M.S., and getting a degree from a special field. Ergiin
(2001) stated that academicians are trained through M.S. and Ph.D. education so that
scientific research and teaching must be provided effectively for them in these
periods. As a result, graduate education may open the doors of academia. On the
other hand, the students may have a desire to develop themselves. Baser, Narli, and
Gilinhan (2005) conducted a research with preservice teachers and found that they
found undergraduate education insufficient and began graduate education in order to
improve themselves. Similar findings were revealed in the study of Alabas, Kamer
and Polat (2012). They found that personal growth, seniority in occupation, and
desire to be academician were the primary reasons for graduate education. Moreover,
study by Erkilig (2007) showed that socio-economic reasons were more dominant on
graduate education desire than psycho-social reasons. To summarize, individual
opportunities gained due to a graduate degree vary from being an academician to

improving ownself and draw the students to graduate education.

In terms of organizational opportunities, research function of graduate education
provides benefits for the higher education institutions. Published articles, conducted
projects, and thesis studies which are significant outputs of graduate education play
an important role on research and development activities of the universities.
University Ranking by Academic Performance (URAP, 2015) sorted the last five-
year performance of universities in terms of nine criteria such as number of article,

rate of Ph.D. student, and number of Ph.D. student. All of these criteria are related to
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graduate education process. Results showed that the best ten universities were
absolutely same for the period of 2009-2013. This means that universities investing
in research and development activities were placed among the best universities and
in turn used the benefits of this condition for research and development activities.
Head (Acar, 2017) of Turkish Academy of Science spoke to Anatolian Agency about
the scientific publications and declared that Turkish academia produced about thirty-
one thousand publications which correspond to the 17" best row among the all the
countries producing many publications. According to the Scientific and
Technological Research Council of Turkey (2017), number of supported projects
increased to 4198 from 1242 between 2002 and 2016 despite decrements in some
years. Moreover, thesis studies are important for the universities since they provide
significant implications and recommendations to practitioners. In the opening
ceremony of higher education, President of the Republic announced the research
universities which are Middle East Technical University, Ankara University, Gazi
University, Hacettepe University, Bogazi¢i University, Istanbul University, Istanbul
Technical University, Erciyes University, Gebze Technical University, and Izmir
Advanced Technology University (HEC, 2017). According to thesis dataset (HEC,
2017), Middle East Technical University, Ankara University, Gazi University,
Hacettepe University, Istanbul University, and Istanbul Technical University are at
the same time among the top 10 universities which produced the most thesis. To sum
up, organizations benefit from graduate education in terms of research and

development activities.

In terms of benefits on community and state, graduate education produces policies
and solutions to problems of the country. Head (Sarag, 2017) of HEC explained the
criteria to be identified as a research university (Hurriyet, 2017). One of them was
Ph.D. programs training powerful researchers and contributing to world science and
development of the country. Therefore, Ph.D. education has a powerful emphasis for
the development of the country. Fazliogullar1 and Kurul (2013) investigated Ph.D.
dissertations conducted between 1986 and 2007 and found that most (94.4%) of the
studies were based on positivist approach. In this approach, there is objective reality

but no place for conflict and all problems must be solved by considering observations
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and measurements. Additionally, Ph.D. education has a purpose to train
academicians planning, conducting, concluding, and disseminating the results for
economic and technological development. Therefore, Ph.D. dissertations have
sections of implications and recommendations in terms of practice, theory, and
research. Karayalgin (1988) stated that the society needed academicians who were
trained through graduate education and served the community by providing psycho-
social and scientific benefits. Moreover, Seving (2001) emphasized that graduate
education was the key to developing the country and to raise human capital that the
country needs. Furthermore, graduate education trains the academicians who are
sensitive to social problems, eager to solve problems of community, thrifty at usage
of country resources, and good at production of the needs of the country (Karaman &
Bakirci, 2010; Sayan & Aksu, 2005; Varis, 1972). Similarly, Unal and Ilter (2010)
conducted a research to investigate attitudes of graduate students towards graduate
education. The study showed that graduate students related graduate education to
development of the country, progress in technology, psycho-social, economic and
cultural benefit, national science policy, and modern life. As a result, community and
state have many opportunities coming from graduate education which trains quality
academicians and researchers for the benefit of the country.

2.1.4.3 Problems in Graduate Education
Although graduate education presents opportunities for individuals, organizations,
and the community, graduate education has some structural problems. Determination
of the problems in an accurate way and developing solutions have crucial
significance in order to sustain benefits of graduate education. The problems in
graduate education are caused by different factors which may be classified in four
headings. Firstly, global perspectives like marketization and academic capitalism
affect graduate education negatively. Secondly, local policies or reforms may have a
negative impact on graduate education. Thirdly, organizational factors influence

graduate education. Lastly, individual factors reveal problems in graduate education.

In terms of global impacts, graduate education is suffering from perspectives of

globalization. Sporn (2007) stated that neoliberal policies related to globalization
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such as deregulation, privatization, marketization, and competition have affected
higher education institutions. Even if these effects sometimes show positive results,
they may be problematic for graduate education. Competition which is frequently
seen in capitalist countries cause temporary staffing. For example, a recent law (law
no.7033, 1.07.2017) removed the permanent position of research assistants who are
significant elements of graduate education so that staffing position of research
assistant become temporary. Karaman and Bakirci (2010) evaluated temporary
position as an important problem and stated that becoming research assistant lost
attraction because of lack of assurance. For the Turkish higher education system,
Erdem (2013) criticized globalization such that communities interfered in higher
education institutions because they gave financial support to universities. According
to Senses (2007), the term of university has come down to values of free market so
that higher education has lost the perspective of equality. To sum up, global

perspectives may have a negative influence on graduate education.

In terms of local impacts, laws, reforms, and policies may be roots of problems in
graduate education. According to Karakiitiik and his colleagues (2008), legislative
regulations were not sufficient to improve graduate education. Moreover, the authors
found that student quota for graduate education were not determined by considering
community necessities. Nayir (2011) conducted a research with school principals,
inspectors, and teachers in graduate education and found that participants criticized
graduate education regulations because of permissions such that they could not take
the courses on time. Bozan (2012) investigated the quality of graduate education in
Turkey and reached some conclusions. Although there were increments in the
number of scientific publication after 1980s, same success was not present in term of
the quality of publications and impact factors. Moreover, the number of social
science publications were lower when compared to other fields. Furthermore,
number of researchers in research and development activities were much lower than
average of OECD countries. And finally, the author claimed that because graduate
education was far away from the freedom of thought and democratic environment,
high quality could not be achieved. Arap (2010) investigated newly established

universities by analyzing the parliamentary minutes and discussions in terms of
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higher education. Based on these documents, author stated that new universities
which were called as “Signboard University ” were results of pressures of politicians.
Similarly, Dogan (2013) examined newly-founded universities and criticized that
increments in the number of university because of political reasons could push the
universities back to past. Moreover, the author concluded three important problems:
lack of institutionalization, physical inadequacies, and quality academician
inadequacy. Because of these problems, most of the universities can not open
graduate programs. In conclusion, reforms and policies related to higher and graduate
education system in Turkey have provided a quantitative development but there are
still quality problems.

By considering organizational impacts, graduate education faces problems such as
mobbing, inadequacy for organizational support, and anti-democratic
implementations. Celep and Konakli (2013) investigated mobbing experiences of
instructors in a university and found that mobbing was negatively related to the job
performance and desire to attend work. Moreover, study by Giil, Ince and Ozcan
(2011) showed that emotional burnout and depersonalization were affected by
mobbing attacks towards self-realization and communication. On the other hand,
Akbulut, Sahin, and Cepni (2013) investigated the problems of graduate students in
terms of thesis procedure and found that PhD students had problems about decision
of thesis topic, search for resources, data collection, working environment, and
presentation of reports to “Thesis Monitoring Committee”. Moreover, Aslan (2007)
investigated problems faced by PhD students in a public university. Frequently
remarked academic problems were related to library, infrastructure, and teaching
materials. Similarly, study by Giiven and Tung¢ (2007) showed that students had
problems about computer-internet usage and counseling service. Karakiitiik et al.
(2008) found that graduate school administrators complained about insufficient
academician number for some departments, problematic process of PhD dissertation
monitoring, insufficient opportunities about archiving and open access, high number
of graduate student per advisor, insufficient classrooms, much tuition, budget of
graduate school, and insufficient services like health, sports, and dormitory. Anti-

democratic activities which are seen in higher education institutions may produce
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problems in graduate education as well. Degirmencioglu (2008) explained some
examples like research assistants carrying bags of their advisers, university and
building entrances with turnstile, holes with red carpets, waiters with bow tie,
expensive office automobiles, and priority parking. Instead of investment in research
and development activities, spending money on these types of anti-democratic
actitivies repulse the sense of community. To summarize, there are organizational

reasons behind the problems in graduate education.

Attitudes, preferences, and skills of individuals may also cause some problems in
graduate education by considering individual impacts. Agonism in academia may
give harm to processes in graduate education. Erdem (2013) stated that academic
autonomy depends on not only external forces but also personal animosity, academic
jealousy, and ideological differences of academicians. Thess types of academicians
can not find time to do research due to personal conflicts which are problematic for
graduate education. On the other hand, Aslan (2007) found some social and
economic problems in the lives of Ph.D. students. To illustrate, students preferred not
to involve in social and cultural activities because of money problems. Moreover,
they could not spare time for their friends and families to complete tasks in time.
Giiven and Tung (2007) found that graduate students were not able to attend
scientific conferences, find enough time to do research, and follow the periodicals
because of individual opportunity and preferences. Biiylikoztirk and Kokli (1999)
investigated research competencies of M.S. and Ph.D. students and found that MS
students did not have research competence (i.e. describing research problem,
reviewing literature, interpreting findings, discussing results by justifying theoretical
framework, and writing report) enough. In addition, both students and advisors had
problems in research and statistics section of the theses. Sayan and Aksu (2005)
investigated the problems of graduate students who were not academic staff and
summarized the problems as economy, time, permission, attendance in course, and
counseling. In conclusion, individuals bring along some personal problems which

may affect graduate education negatively.
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2.1.4.4 Future of M.S. and Ph.D. Graduates
The student passing all the stages deserves to get a degree. Graduate students have a
desire to become successful and graduate with a degree. This process is called as
student retention. Student retention depends on some factors like academic
preparedness, academic experience, institutional commitment, academic and social
match, finance, family support, and university support (Thomas, 2002). Getting a
degree brings together some advantages or opportunities for MS and PhD graduates.
As it was stated in the previous sections, graduate education aims to train

academicians and improve the students from other occupations in many fields.

Academicians are trained through graduate education. The ones getting a PhD degree
deserve to be a faculty member. Generally, research assistants who work as
academicians during the graduate education get the opportunity to become faculty
members when they complete PhD successfully. However, PhD graduates out of
academia sometimes can get a chance to be assigned to position of faculty member
providing PhD degree. Faculty Development Program (FDP-OYP) is the most
common way in the recent years to train research assistants through graduate
education. According to Basis and Procedures of Faculty Development Program
(2015), this program mainly aims to train research assistants in graduate education
program of a developed university in order to meet the faculty member need of
developing universities. Yalginkaya, Kosar, and Altunay (2014) investigated views
of research assistants about training process of scholars and found that this process
could not achieve the purpose because of course loads, economic problems,
promotion criteria, lack of support, and matching problem between training process
of scholars and the structure of graduate education. Moreover, study by Karakiitik
and Ozdemir (2011) showed that although research assistants in the FDP were
satisfied with the opportunities provided by FDP, they were complainant about the
economic problems and compulsory service bills. Similar results were found in study
of Celebi and Tatik (2012). The study revealed that research assistants listed
advantages of FDP as permanent staffing, opportunities to improve themselves, and
satisfaction with the program while they listed disadvantages as compulsory service

bills, delay in budget transfer, and dissatisfaction with faculty members and

38



implementation of program. Apart from FDP, another research assistant position is
50/d which does not provide permanent staffing. Turkish literature has the studies
showing drawbacks of 50/d position (Altay & Tekin Epik, 2016; Halici, Otkan, &
Demir, 2017; Kara, Duman, Sevim, & Yildirim, 2014). To summarize, graduate
education gives students opportunity to become research assistant and faculty

member through some procedures.

Not only actors inside university but also outsiders have a chance to get opportunity
from graduate education. Holding a M.S. or Ph.D. degree is attractive for school
teachers, principals, and inspectors. According to decisions of Board of Arbitration
for Civil Servants (2012), the teachers who have a degree with M.S. and Ph.D.
gained rights to take respectively five percent and 15% more additional course fee
than other teachers. Moreover, Regulation of Assignment and Appointment of
Teachers (2015) stated that teachers might apply to change his or her working place
because of education excuse. In addition to these external motivators, the teachers
have internal motivators to enroll in graduate education. Alabas, Kamer, and Polat
(2012) conducted a study with 30 teachers who completed a graduate degree. The
results of the study showed that they chose graduate program to gain advanced
knowledge about their fields and learning new teaching methods while the teachers
showed reasons of enrollment in graduate education as personal development (n=14),
career (n=8), desire to become an academician (n=6), and other reasons (n=2). Bas
(2013) investigated the expectations of teachers from graduate education and found
that prestige, professional development, promotions, and desire to become
academician were the expectations from the graduate education. On the other hand,
Turhan and Yaras (2013) conducted a research in order to learn contribution of
graduate education to teachers, principals, and inspectors. The study showed that the
main reasons for graduate education were specialization and academic career while
contributions of graduate education were solutions to problems of practice of
education, development of leadership behaviors, administrative processes, and
professional development. In conclusion, graduate education contributes to school
teachers, administrators, and inspectors in terms of assignment and promotion,

personal and professional development, and academic career.
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Despite the charm of graduate education, there are students who leave graduate
education after a while. The reasons why the students quit graduate education are
either organizational or individual (Lovitts, 1996). Those students are firstly
described as passive students and after that they become non-completers through the
process. The result of students’ voluntary decisions to leave education is called
student attrition. There are serious consequences of student attrition for both
organizations and individuals. To begin with, organizations lose the human resource,
prestige, and money because they can not keep the students in the program. Also,
individuals face with economic, social, and psychological problems (Lovitts, 2001;
Xu, 2004; Wells, 2003). To sum up, leaving graduate education may produce

undesired consequences for both institutions and individuals in the future.

2.1.4.5 Examination of Graduate Education in Turkey
Graduate education system in Turkey is examined in terms of roles, responsibilities
and expectations, advisor-student relationships, and management of resources. Roles,
responsibilities, and expectations are related to positions of stakeholders. Advisor-
student relationships are based on interaction, cooperation, and communication.

Laslty, management of resources includes effective usage of budget.

Roles, responsibilities, and expectations were derived from regulations. According to
graduate school regulations (2016), students must meet some requirements like
written exam scores and GPA for admission. When the student is accepted to
graduate program, two periods which are course and thesis periods shape educational
achievements of the student. In these periods, advisors are key actors. Within course
period, an advisor must be assigned to each student in order to follow and approve
course loads of the students. In this aspect, Demir and Ok (1996) examined
perceptions of advisors and students about elective courses. Study showed that
advisors and students agreed with the idea of informing each student about the
elective courses. However, they had different expectations related to course
registration. Students emphasized that students in the department had a priority to
select and register courses while advisors had a desire to open more courses for

students coming from other faculties.
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In terms of the thesis period, the student may either change advisor or continue with
same advisor to conduct a thesis study since students have a right to change their
advisor at any time. Bakioglu and Giirdal (2001) investigated role perceptions of
advisors and students in the process of the thesis period. Their study showed
important results. Firstly, advisors did not give written feedback to students.
Secondly, graduate schools did not inform students about student repsonsibilities and
thesis manual or construction. Lastly, students were not affiliated with scientific
organizations. To sum up, stakeholders of graduate education had different roles,

responsibilities, and expectations.

Secondly, graduate education gives a special emphasis on relationship between
advisors and students. Sever and Ersoy (2017) conducted a study to examine
advisorship in doctoral education. Doctoral students stated that their advisors were
supportive, directive, and instructive. Students claimed that there should have been a
balance between student and advisor in terms of relations. According to students,
relationship must be limited to professional dimension. In Turkey, there are problems
related to cooperation. Study by Bakioglu and Giirdal (2001) showed that students
and advisor did not even publish a conference paper together. Summak, Summak,
and Balkar (2010) compared opinions of advisors and students. They found that
students were dissatisfied with the relation with advisor although both advisors and
students had similar expectations. It seemed a dilemma which was related to the fact
that thoughts of students were not transferred to actions.

Finally, management of resources in graduate education has some problems. First of
all, graduate schools do not have a sufficient budget. Karakiitiik et al. (2008) found
that graduate schools suffered from low budgets and lack of resources. Study by
Bakioglu and Giirdal (2001) pointed out that graduate students could not use tangible
opportunities of universities for their thesis studies. Also, they did not have an
opportunity to make copies of needed documents for free. The second issue is related
to distribution of resources. Although there were many huge and magnificient
buildings, these universities have infrastructure, material, and academician problems
(Aslan, 2007; Dogan, 2013; Giiven & Tung, 2007). On the other hand, even within
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the same university, resources are not distributed fairly. Generally, Graduate Schools
of Natural Sciences get more money and resource than Graduate Schools of Social
Sciences in most of the universities. In conclusion, lack of resources and unfair
distribution of resources affect graduate education negatively so that many problems

like student attrition are visible in graduate education.

2.2 Student Attrition

In this section, definition of student attrition, models on student attrition, institutional
and goal commitment, intentions to leave, causes and consequences of student
attrition, retention programs, and student attrition in international context are

presented.

2.2.1 Definition of Student Attrition
Student attrition was theorized in the second half of the 1900s. Spady (1970), Tinto
(1975), and Bean (1980) developed causal model of student attrition by referring to
the suicide propositions of Durkheim (1961). According to Suicide Theory of
Durkheim (1961), suicide occurs when the individual cannot integrate with the fabric
of society. By making analogy with it, students leave the school when they cannot
integrate with social and academic system of the college (Tinto, 1975). Bean (1980)
defined student attrition as a kind of pause in membership of student in a higher
education institution. On the other hand, Spady (1970) related student attrition to
dropouts from higher education. The author supported the sociological model of
dropout process, which is explained by interaction between individual and
environment. Conversely, the researcher of the current study chooses the term
“student attrition” rather than “dropout process” because dropout is attributed
mostly to students’ drawbacks and choices. In other words, “dropout” is evaluated as
giving up of the student due to academic failure. However, leaving the college or
graduate education is a loss or disadvantage for the higher education institution
rather than an excuse for the student. Therefore, in the current study the phrase
“student attrition” is used, which is an umbrella term including voluntary dropout,

non-persistence of students, and intentions to leave. As a result, student attrition can
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be defined as a process in which number of students attending courses decreases
because of any reasons.

The literature has some discussions on what attrition means. Spady (1970) discussed
that one definition of attrition is based on leaving a college in which person is
registered while other definition is based on leaving a college and not receiving
degree from anywhere. Former definition gives an advantage for reliability and
methodologically easy usage but fails to get an actual attrition rate. Latter definition
is useful for social stratification, educational mobility, and human resources.
Therefore, these definitions have both benefits and costs. On the other hand, some
terms have different meanings although they seem alike. To name a few, voluntary
withdrawal, academic dismissal, permanent dropout, and transfer are different
concepts in student attrition. Hackman and Dysinger (1970) differentiated these
terms by using concepts of commitment and academic performance. Academic
dismissal is related to inability to meet academic demands or standards of the college
while voluntary withdrawal is based on own choice which is caused by incongruence
between individual and institution. Also, the students with low commitment and solid
academic performance have a tendency to either transfer to other institution or re-
enroll in same institution at another time while students with low commitment and

low academic performance have a tendency for permanent dropout.

Researches related to student attrition can be examined in three periods. The first
period of student attrition research is based on the attempts to develop models of
student attrition. To name a few, Tinto’s Student Integration Model (1975), Bean’s
Student Attrition Model (1980), Spady’s Sociological Model of Dropout Process
(1970), and Pascarella’s Student-Faculty Informal Contact Model (1980) are the
models explaining student attrition in different dimensions. The second period of
student attrition research tried to investigate attrition rates varying by the field.
Generally, the lowest attrition rates are seen in laboratory sciences because of
requirements for cooperative learning whereas the highest rates are seen in social
sciences and humanities because of their individualized structure (Bair & Haworth,

2004). The third period mostly focuses on the roles of different factors on student
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attrition. To illustrate, departmental culture (Valero, 2001), interpersonal
relationships and motivational resources (Litelien & Guay, 2015), student and faculty
attributions (Gardner, 2009a), and emotional exhaustion (Hunter & Devine, 2016)
have impact on student attrition. In conclusion, the field of student attrition

experienced a progress in terms of theory and practice.

2.2.2 Models on Student Attrition
There are some models or theories explaining student attrition. First of all, Spady
(1970) investigated dropouts from higher education by reviewing and synthesizing
studies in the literature. The author concentrated on sociological side of dropout
process through interdisciplinary approach. In this approach, some sources like
courses and faculty members influenced the interaction between student and
environment. After that, Spady (1971) developed the model of undergraduate
dropout and tested the relationships among variables. According to this model,
undergraduate students’ decisions to leave were related to these variables: “family
background, academic potential, normative congruence, friendship support within
structural relations, intellectual development, grade performance, social integration,

satisfaction, and institutional commitment.”

Tinto (1975) adapted Durkheim’s theory of suicide into voluntarily drop-out.
Interaction between individual and social-academic systems modify the
commitments and this process may result in dropout decisions. According to this
model, students enter higher education with family background, individual attributes,
and pre-college schooling characteristics. The background of the student affect the
development of goal and institutional commitments which are reflections of their
experiences. These commitments lead students to integrate into academic and social
system of the college. Academic system includes grade performance and intellectual
development while social system consists of peer-group interactions and faculty
interactions. The degree of academic and social integration is related to education’s
continuance that influences goal and institutional commitments of the students. And
finally, low commitment is concluded as dropout whereas high commitment ends in

degree completion as it is represented in the figure 2.1. In 1993, Tinto amended this
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model by integrating rites of passage in tribal society (Van Gennep, 1960) and
adding external commitments. In the process of passage, student experiences the
stages respectively as follows: the person separates oneself from previous
environment, the person transits to new community, and the person incorporates to
acquire norms and values of new community. On the other hand, initial and
subsequent commitments are influenced by external commitments like family and

job commitments.
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Figure 2.1 Conceptual Schema for Dropout from College

Bean (1980) likened student attrition to turnover in work organizations and explained
student attrition in a sequential process: some factors decrease life satisfaction of
individual, this decrease increases probability of intentions to leave education, and
process is resulted in dropout behavior. The author criticized the link between suicide
and school dropout which Spady (1970, 1971) and Tinto (1975) set. Moreover, Bean
(1980) stated that those theories were insufficient because of lack of causal
relationships. Therefore, the author developed a causal model which was borrowed
from employee turnover in work settings. According to this causal model,
background variables like performance, institutional variables like opportunity, and

intervening variables like institutional commitment are the determinants of dropout.
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Furthermore, it was concluded that male and female students had different reasons to
leave but institutional commitment was the most important determinant for both
genders. In 1982, Bean updated his model by incorporating intentions to leave and

claiming that intentions to leave was the main indicator for student attrition.

The last model related to student attrition belongs to Pascarella (1980) who
underlined the importance of informal interactions and developed Student-Faculty
Informal Contact Model referring to the studies of Spady (1970, 1971) and Tinto
(1975). The author assumed that informal interaction between students and faculty
was related to commitments and dropout. According to this model, students have
informal (non-class) interaction with faculty society and this interaction may
decrease the probability of dropout by affecting students’ institutional commitments.
In conclusion, all of the models explain student attrition by considering some
determinants and correlates which can be summarized as personal and organizational

factors.

2.2.3 Institutional and Goal Commitment
The literature on student attrition shows that commitments and intentions to leave are
two of the most significant determinants of the student attrition in higher education
(Bean, 1982; Davidson, Beck, & Milligan, 2009; Litalien & Guay, 2015; Pascarella
& Terenzini, 1980; Tinto, 1975). Organizational commitment can be defined as
“thought of as the extent to which employees are dedicated to their employing
organizations and are willing to work on their behalf, and the likelihood that they
will maintain membership” (Jex & Britt, 2008, p.153). On the other hand, Tett and
Meyer (1993) defined intentions to leave as kind of attitude based on conscious and

deliberate willfulness to leave the organization.

Institutional and goal commitment is the topic that is frequently studied as predictors
of dropouts or withdrawal intentions. Mallette and Cabrera (1991) examined the
determinants of decisions to withdrawal from institutions of higher education. The
authors found that final institutional commitment differentiated persisters from the

drop-outs while both final institutional and goal commitment were found significant
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in explaining differentiation between persisters and transfers to other higher
education institutions. In another study, Bennett (2003) investigated factors affecting
undergraduate student dropout rates in a Business department and found that
financial hardship had a direct impact on dropout decisions and a moderating effect
on the relationship between dropout and commitment. The study also showed that
commitment was the predictor of staying in an institution or quitting education there.
Davidson, Beck, and Milligan (2009) investigated factors predicting student attrition

and found that institutional commitment was the best predictor.

2.2.4 Intentions to Leave
Like the current study, studies focusing on student attrition relate “intentions to
leave” to student attrition. In graduate education, Cooke, Sims, and Peyrefitte (1999)
conducted a research to examine relationships among commitment, intentions to
leave, and student attrition. It was found that affective commitment (the term
including university and goal commitment) and intent to remain were predictors of
attrition. Moreover, Cabrera, Nora, and Castaneda (1993) investigated college
persistence by testing a structural equation model about retention and found that
persistence intentions had the strongest direct effect on actual persistence. The study
also revealed that institutional commitment was the strongest predictor of intention to
persist. Furthermore, Bean (1982) developed a causal model that analyzed student
attrition and its predictors. The model showed that intent to leave was the strongest
predictor of dropout. All of these studies proving empirically that there is a close link
between dropout behavior and intentions to leave justified and derived from the
cornerstone studies (Bentler & Speckart, 1981; Fishbein & Ajzen, 1974) which

assumed one-way causal sequence of attitude, intention and behavior.

Apart from the link between dropouts and intentions to leave, the student attrition
literature has studies investigating only intentions to leave. To illustrate, Hunter and
Devine (2016) conducted research with Doctoral students to analyze their emotional
exhaustion and intentions to leave academia. The authors found that supportive
relationships with departments and advisors decreased the intentions to leave and

emotional exhaustion. In addition, advisor experience, and frequency of meetings did
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not affect intentions to leave while emotional exhaustion was positively correlated to
intentions to leave. In another study, Litalien and Guay (2015), examined a model on
dropout intentions from the lens of interpersonal relationships and motivational
resources. The study showed that the students perceiving themselves more competent
and having greater support from other students, advisor, and faculty had less dropout
intentions than ones perceiving themselves as less competent and having less support
from others listed above. The study by Duque (2014) showed that dropout intentions
were influenced negatively by student satisfaction and perceptions of affective
outcomes. To sum up, intentions to leave have causal relationships with negative

outcomes.

2.2.5 Causes and Consequences of Student Attrition
Despite lack of attrition literature in Turkey, international literature on student
attrition mostly focuses on causes and consequences of attrition. There are lots of
reasons for student attrition in higher education. These reasons have both personal
and institutional roots. In addition to causes, leaving from the higher education

institutions brings undesired consequences together.

2.2.5.1 Personal Factors on Student Attrition
Personal factors affecting student attrition and its derivatives may be grouped as
demographics and individual characteristics. In terms of the demographics, gender,
age, socioeconomic status, marital status, and ethnicity have an impact on or related
to student attrition (Ferreira, 2003; Litalien & Guay, 2015; Lott, Gardner, & Powers,
2009). Gender which is one of the most studied topics in student attrition field is an
important predictor for student attrition. Study by Ferreira (2003) showed that female
student attrition was higher than male student attrition. Contrarily, Hassell, Seston,
Eden, and Willis (2007) found that probability of graduation for female students
were higher than that for male students. In addition, Kurtz-Costes, Helmke, and
Ulkii-Steiner (2006) investigated gender issue in Doctoral studies and concluded that
both female and male students had a desire to balance their professional and personal
lives and a commitment to get a degree without quitting education. On the other

hand, Araque, Roldan, and Salguero (2009) conducted a study with students in
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higher education to find out factors on university dropouts. They found that low level
of socioeconomic status, lower academic performance background of parents, and
higher start age to higher education made contribution to increment in the probability
of dropout. In terms of ethnicity, Stratton, O’Toole, and Wetzel (2007) found that
racial or ethnic characteristics were related to attrition for part-time students such
that Hispanics were more likely to make dropout decisions. Lott, Gardner, and
Powers (2009) investigated doctoral student attrition in terms of marital status. The
study showed that the students who were married had more persistence than single
and unmarried ones. In contrast with these studies, Pauley, Cunningham, and Toth
(1999) found that there were no significant relationships between doctoral
completion and gender, marital status, and age. To summarize, demographics of

individuals are related to student attrition.

In addition to demographics, individual characteristics may be linked to student
attrition. It is possible to divide these characteristics into academic performance and
psychosocial development. According to study of Terenzini and Pascarella (1978),
perceptions of academic program, cumulative grade-point average, and perceived
progress in intellectual development which are variables of academic integration
predicted significantly student attrition in freshman years. Chaney and Farris (1991)
investigated undergraduate retention in higher education institutions and found that
poor academic progress were on the third sequence among the most important eight
reasons to make a decision to leave undergraduate education. In addition, Kruzicevic,
Barisic, Banozic, Esteban, Sapunar, and Puljak (2012) conducted research to find out
reasons and predictors of student attrition in the medical field. Kruzicevic et al.
(2012) found that attrition rate was 26% and unsatisfactory academic record was one
of three common reasons for attrition. The study also showed that high school grades
and entrance exam score were the predictors of dropout decisions. Similarly, Ishitani
(2003) found that high school GPA had a significant effect on student retention in
first year of college. In another study, Kahn and Nauta (2001) found that past
performance of the students was significant predictor of persistence in freshmen to
sophomore in college. Study by Araque, Roldan, and Salguero (2009) revealed that

academic performance, success, and average mark were related to dropout behaviors
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of students such that low level of academic performance, success, and mark led to
high probability of dropout. To sum up, academic performance is an indicator for

student attrition.

Psychological and social factors play a role on student attrition. Eaton and Bean
(1995) conducted research to find out psychological and sociological factors in
student attrition and found that these factors which included intentions to leave,
academic and social integration, academic and social approach, academic and social
avoidance, and background characteristics explained 37% variance in student
attrition. In another study, Green (1997) investigated psycho-social factors
influencing PhD dissertation completion. The study showed that procrastination and
dependence decreased the probability of completion of dissertation. Similarly, Napoli
and Wortman (1998) aimed to check effects of psycho-social factors on persistence
and found that psychological measures of conscientiousness, agreeableness,
psychological well-being, self-esteem, social support, student satisfaction ratings,
negative life events, and negative school events explained 21% variance in
withdrawal decisions of the students. Martinez, Sher, Krull, and Wood (2009)
examined student attrition in first-generation college students and found that student
attrition was predicted by drug use, psychological distress, and academic challenges.
On the other hand, Golde (2000) interviewed with three students who left doctoral
education and three themes emerged as the reason of student attrition: relationship
with faculty, relationship with student community, and telling others why they left.
Study by Stallone (2004) showed that faculty-student relations were evaluated as the
most significant factor for the doctoral completion. Spaulding and Rockinson-
Szapkiw (2012) conducted a research with doctoral candidates and underlined the
importance of academic, social, and economic integration into university for doctoral
persistence. As a result, psycho-social factors are closely associated with student
attrition. Apart from personal factors including demographics, academic
performance, and psycho-social characteristics of the students, there are institutional

factors to be considered for student attrition.
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2.2.5.2 Institutional Factors on Student Attrition
In addition to personal factors, there are institutional causes to student attrition. First
of all, admission procedure is shown as a reason for student attrition. Ishitani (2006)
called student attrition as departure from initially enrolled institution and found that
departure of students was positively and significantly related to non-selectivity of
admission. Students in non-selective institutions were 1.4 times likely to leave than
those who attended selective institutions. Chaney and Farris (1991) investigated
admission policies and selectivity in U.S. In terms of admission policy, retention
rates were higher for no-open admission than open admission for some students and
open admission for all students. In terms of selectivity, the institutions rejecting more
students had more retention rate than institutions accepting many students.

Therefore, admission and selectivity are important factors affecting student attrition.

Institutional support is a factor to either continue in education or drop out. This
support may sometimes be visible in tangible forms while sometimes it is based on
human relations. Ishitani (2006) found that students with grants and work-study jobs
had respectively 31% and 41% less probability to depart than students who did not
have any aid. Similar finding was found in the study by DesJardins, Ahlburg, and
McCall (2002). The study showed that grant programs may reduce the student
attrition. In another study, Martinez, Sher, Krull, and Wood (2009) found that lack of
scholarship, lack of loan, and full-time job status predicted student attrition. On the
other hand, social relations have an impact on student attrition. Devos et al. (2017)
conducted a research related to experiences of Doctoral students. The authors found
that peer support and supervisor support had an effect on persistence or attrition but
supervisor support did not give an opportunity to make a clear distinction between
completers and non-completers. Lundquist, Spalding, and Landrum, (2002)
examined impacts of faculty attitudes and behavior on students’ thoughts about
leaving university and found that supporting student needs, responding to phone calls
and emails on time, and being approachable were significant predictors of thought
about leaving. Litalien and Guay (2015) investigated dropout intentions and found
results which were related to both tangible and intangible issues. The study showed

that student-adviser relationships, interaction between student and faculty, and peer
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support played an important role on persistence while scholarship of students
distinguished non-completer students from completer students. Similarly, Pauley,
Cunningham, and Toth (1999) found that level of financial support and supports of
family, peer, faculty, and chairperson were positively related to completion of
doctoral education. To sum up, both tangible and intangible supports are valuable to
keep students in education.

There are also studies depicting differences among departments or institutions in
terms of student attrition. Student attrition differentiates in terms of institution type.
Some of the studies in the literature found that attrition rate in public universities was
higher than that in private universities (Chaney & Farris, 1991; Ishitani, 2006) while
some of them showed that attrition in private universities was higher than attrition in
public universities (Ishitani & DesJardins, 2002; Scoot, Bailey, & Kienzl, 2006).
Elgar (2003) found that doctoral attrition rates are lower for Natural & Applied and
Life Sciences whereas they are higher for Arts & Humanities and Social Sciences.
Similar study was conducted by Araque, Roldan, and Salgueiro (2009) whose study
showed that dropout rates for Humanities (63.5%) was higher than that for Software
Engineering (49.6%) and Economic Sciences (43.6%) for the condition in which
students’ fathers did not complete secondary education. Gardner (2009a) investigated
doctoral student attrition in six different departments by considering attribution
theory. She found that psychology students showed poor advising and negative effect
of departmental politics as reasons for attrition whereas mathematics students
showed academic inability as a reason for attrition. Similarly, Golde (2005)
examined role of department on student attrition form doctoral education and
interviewed with 58 students who left PhD. The results showed that although the
themes which were related to mismatches, poor fittings, and isolation did not
differentiate in terms of departments, the author concluded that structure and culture
of the departments had an impact on student experience which may affect the
decisions of students to quit education. The other factors influencing student attrition
are institutional habitus (Celik, 2017; Thomas, 2002), program characteristics
(Spaulding & Rockinson-Szapkiw, 2012), program culture (Ehrenberg, Jakubson,
Groen, So, & Price, 2007; Stallone, 2004), departmental policies, practices, and
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climate (Valero, 2001). In conclusion, student attrition can be explained by
institutional factors such as climate, departmental differences, and institutional type.
Student attrition caused by either individual or organizational factors brings together

some consequences for both individuals and community.

2.2.5.3 Consequences of Student Attrition
Consequences of student attrition may produce some negative costs for all
stakeholders of higher education. Litalien and Guay (2015) stated that student
attrition touches on not only students but also university and community. Similar
idea was declared by Gardner (2009a) who expressed that high attrition rates mean
high costs for institutions, faculty, and students. Furthermore, Xu (2014) emphasized
that negative costs of student attrition seem as economic, social, and emotional. In
base of attrition from PhD education, Lovitts (2001) stated both personal and labor
market consequences. Personal consequences are related to emotional and
psychological reactions of the students. The students who left PhD may face with
lower self-esteem. Labor market consequences are related to economic conditions
including job acquisition, occupational and salary attainment, and career
advancement. To illustrate, the students who drop out have fewer opportunity for
employment. DesJardins, Ahlburg, and McCall (1999) listed costs of leaving college
as institutional costs including funding decreases and scarce resources, societal costs
including decrement in public revenue, and personal costs including unemployment
and antisocial behavior. To summarize, community, institutions, and students suffer

from attrition.

The literature has uni-dimensional studies which investigated attrition in smaller
scale. According to Pauley, Cunningham, and Toth (1999), student attrition causes
irremediable costs for the programs in terms of admission, advising, planning, and
implementing. Horn, Berger, and Carroll (2004) showed student attrition as a
national concern and found that it produced barriers to upward social mobility and
economic success. Smallwood (2004) stated “high attrition from Ph.D. programs is
sucking away time, talent, and money -- and breaking some hearts, t00”. In terms of

financial consequences, the author found that attrition was expensive for institution
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such that 10% decrement in attrition rate of a university supplied to save 1 million
US Dollars in the stipends of university in a year. Correspondingly, American
Institutes for Research (2010) published a report calculating economic cost of first-
year student attrition and found that a grant of 2.9 billion U.S. dollars in total were
spent for first-year students who did not return in the second year such that this
condition was evaluated as waste of potential and a threat to economic power. To
sum up, it can be stated that financial costs of student attrition dominate other costs

of attrition in researches.

In addition to negative consequences of student attrition, there are optimistic
perspectives about attrition. According to Litalien and Gauy (2015), the ones who
invested a lot of time and energy in education may spare more time and energy on
other parts of their lives after leaving. There are also studies stating that earlier
attrition is not bad such that leaving earlier may be a positive decision for both the
institution and the student (Gardner, 2009b; Golde, 1998; Lott & Gardner, 2008). In
this choice, money, time, and energy will not be wasted a lot. In summary, in spite of
these optimistic perspectives, there is a reality such that student attrition causes

undesired consequences for students, institutions, and community.

2.2.6 Student Retention Programs
Despite the high rate of student attrition, there are some opportunities to reduce
attrition such that retention programs are beneficial to prevent student attrition.
Retention is related to students’ desire and effort about remaining in education. There
are some ways to improve student retention. Bean and Eaton (2002) claimed that
factors affecting leaving or remaining in schools were based on psychological
processes so that they investigated student retention by considering psychological
theories like coping-behavioral theory, self-efficacy theory, and attribution theory.
The authors recommended that service learning, learning communities and freshman
interest groups, freshman orientation seminars, and mentoring programs were
successful retention program because they had effects on coping strategies, self-
efficacy, and locus of control. Chaney and Farris (1991) collected data from higher

education institutions to draw a picture about how these approaches affected student
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attrition. The authors found that 81% of the institutions applied special programs to
increase student retention and most of them were related to selectivity in admission,
financial help for students, academic help to remedy poor grades, and testing and
performance assessments. Crombie, Brindley, Harris, Marks-Maran, and Thomson
(2013) asked “What makes students stay?”” and responded to this question through an
ethnographic study. Crombie et al. (2013) found that practice and mentorship were
the factors affecting student retention in nursing programme. Tinto (2006)
investigated student retention in terms of research and practice and recommended
three ways: institutional action related to understanding why students leave and
persist, implementation for action, and providing equity such that gaps in access to
higher education for poor students should be closed. To sum up, supportive activities

like mentorship, orientation, and academic help are beneficial for student retention.

Socialization is a key factor for student retention. Gardner (2008) investigated the
effect of socialization on student retention and found that attrition and retention
linked to socialization process. Moreover, she concluded that graduate education
experience and socialization processes of underrepresented students in terms of
gender, race, age, enrollment, and familial status did not fit their diversity
backgrounds and lifestyles. In another study, Gardner (2010) found that socialization
processes including support, self-direction, ambiguity, and transition were important
in student retention for both low-completing and high-completing departments.
Furthermore, Bowman, Mazerolle, Pidney, Dodge, and Hertel (2015) conducted a
study with program directors to compare retention rates in Bachelor’s and Master’s
degrees in professional programs. By considering the results of the study, authors
suggested that agents for socialization such as orientation sessions, introductory
courses, social gatherings, program outings, and peer mentoring and purposeful
selectivity may be useful for student retention. In conclusion, socialization process is

significant to keep students in the school.

In the literature, there are empirical studies making implementations related to
retention. Nandeshwar, Menzies, and Nelson (2011) found that family characteristics

like SES, past performance, and test scores had an impact on student retention. By
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considering these findings, the authors recommended financial aid packages, support
programs, incentives for life on-campus, guidance and supplemental instruction to
increase rates of student retention in that context. On the other hand, Cabrera, Nora,
and Castaneda (1993) stated that financial aid, academic advising, considering past
behavior, counseling, and other support services may not be useful in a single-
handed way for student retention but bringing together different student support
services addressing student attrition and institutional research units may be more
beneficial for persistence process. Pleitz, MacDougall, Terry, Buckley, and Campbell
(2015) examined the discrepancy between expectations and experiences of students
in the colleges and found that discrepancy between expectations and experiences in
terms of social and institutional discontinuity predicted student retention. Therefore,
the authors implied that training the students to provide realistic expectations and
expectation-lowering procedure might be beneficial for higher education institutions.
Yorke and Thomas (2003) conducted research to analyze retention of disadvantaged
groups of students in universities. In the study, supportive institutional climate,
emphasis on first year in terms of support and formative assessment, social
dimension of learning activities, and preparedness to respond to continuity of change
were recommended to improve student retention. To summarize, researchers

recommend and imply some retention programs.

2.2.7 Student Attrition in International Context

Student attrition is a problem not only for a limited local area but also for a
widespread international context. The studies in international context focus on both
reasons why the students in higher education take early withdrawal decision and the
ways how the students persist in school in order to get a degree. These studies are
based on the forms of books, book chapters, articles, projects, reports, and theses. As
a result, this section of the current study discusses attrition and retention studies
under four international contexts: European, American, East Asian and Australian,
and Middle East, African and Arabic.
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2.2.7.1 European Context
The topic of student attrition was studied mostly in the context of United Kingdom
(UK) and Italy in the European context. Jones (2008) conducted a research synthesis
in order to examine student retention in UK. By investigating 10 reports, the authors
reached to some conclusion. First of all, studies in UK focused on rates of attrition
and retention. Although OECD reports depict higher rates of retention of UK
compared to other countries, Dodgson and Bolam (2012) found that one out of four
students thought of leaving. Secondly, UK studies on student retention or attrition
focused on causal factors underlying attrition. Yorke and Longden (2008) identified
some factors such as wrong choice, problems with finance, and problems with social
integration. Thirdly, there are some factors improving student retention in UK. The
author synthesized them as “pre-entry and admission procedure, transition support,
curriculum development, social engagement, student support, and data and
monitoring”. Lastly, studies focusing on UK context had a concern about experiences

and implications of early withdrawal for all stakeholders.

Apart from research syntheses, there are empirical articles studying attrition in UK.
Hassell, Seston, Eden and Willis (2007) studied attrition in Pharmacy departments
and found that attrition rates differentiated in terms of institution, gender, and student
type. Attrition rates were between 3.6% and 35.5% for different institutions. Also,
male students were more likely to drop-out than female students. Moreover, attrition
rate for overseas students were higher than that of EU and home students. On the
other hand, study by Smith and Naylor (2001) showed that academic preparedness,
social integration, and unemployment estimated the probability of drop-out. Johnes
and McNabb (2004) examined the reasons why UK students left school and found
that peer groups, quality of match between institution and student, gender, quality in
learning, teaching and research, access to higher education, and staff-student ratio
were determinants of student attrition. In conclusion, social, academic, and economic

issues are visible in UK context.

In addition to UK, it is possible to see attrition studies in Italy and in other EU

countries. Belloc, Maruotti, and Petrella (2010) analyzed attrition rates in a
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university in Italy. The authors found that probability of drop-out was higher for the
students with higher secondary school final mark, the women, the students with
lower academic performance in university, Italian students, and students with high
income, and short time between high school graduation and university enrollment.
Most of these findings are contrary to claims of predominant literature. On the other
hand, Di Pietro and Cutillo (2008) conducted a study in order to see impacts of a
reform which was related to flexible degree program structures in Italian university
and found that the students with high academic performance in high school were less
likely to leave than students with poor academic performance in high school. In
addition, their study showed that the ones who enrolled in university before the
reform were more likely to drop out than the ones who enrolled in the university
post-reform period. In another study, Cingano and Cipollone (2007) investigated
impact of family background on university withdrawal and found that probability of
leaving the university decreased proportionally with increment in years of father’s
education. Similarly, Triventi and Trivellato (2009) conducted research to examine
Italian higher education in terms of performance, participation, and inequality. The
study showed that dropout rate was higher for lower-middle class students. In
addition to Italian context, Jakobsen and Rosholm (2003), Gury (2011), Hovdhaugen
(2009), Lassibille and Gomez (2008) investigated student attrition respectively in
Denmark, France, Norway, and Spain. Generally, results represented that individual
and family backgrounds such as ethnicity, migration, parental education, marital
status, socioeconomic status, and age were linked to student attrition. To summarize,

studies in European literature focused more on individual and family characteristics.

ATTRACT (Enhance the Attractiveness of Studies in Science and Technology) is a
project considering whole Europe in terms of student attrition. By using the findings
of this project, some reports (Kairamo, 2012; Lucas, Gongalves, & Kairamo, 2012;
Rintala, Andersson, & Kairamo, 2012) were published. These studies provided three
important issues related to attrition and retention in Europe: statistics about attrition
in terms of programs, assessment of retention policies, and comparison of Europe
with other contexts. More specifically, Rintala, Andersson, and Kairamo (2012)

emphasized that wrong choice of program was revealed as the most-reported attrition
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reason in ATTRACT project. Moreover, Kairamo (2012) shared data from Belgium,
Finland, Ireland, Italy, Portugal, and Sweden in terms of some topics like
background information, student progression monitoring system, and student
association role. The author stated that most of the dropouts were seen in the first
year and concluded that first year had significance for student retention. Furthermore,
study by Lucas, Gongalves, and Kairamo (2012) showed that the southern countries
in Europe had lower retention rates whereas the northern and central countries had
higher retention rates. The authors also remarked that intrinsic factors were more
dominant on student attrition than institutional factors. In conclusion, like individual
empirical studies, this project showed that personal factors are more visible in

student attrition in Italy.

2.2.7.2 American Context
United States of America (USA) received a larger body of studies about student
attrition and retention. To illustrate, the studies that led to theoretical models and
framework of Spady (1970), Tinto (1975), and Bean (1980) were all conducted in
USA context. By considering the student attrition studies in USA, it is possible to
summarize studies in terms of dissemination type. The first group is the books
(Forest & Altbach, 2006; Lovitts, 2001; Nettles & Millett, 2006) in which student
attrition is analyzed in US context in terms of attrition rate, reasons behind attrition,
and recommendations for retention. Moreover, these books concentrated on PhD
education. To illustrate, Lovitts (2001) published a book named as “Leaving the
Ivory Towers: The Causes and Consequences of Departure from Doctoral Study”.
The author began by emphasizing high rate of PhD attrition as a problem
background. In her methodological procedure, mixed-model was conducted through
surveys with the students, interview with non-completer students and faculty
members, document analysis including attrition rates, and observation of
environment of departments. Next, she explained departure behavior by considering
some theories from sociology, psychology, and economy. After that, the author
concentrated on graduate school experiences of students, which were cognitive
process, academic integration, quality of learning environments, and student-advisor

relationships. And finally, Lovitts concluded with how decision to leave was taken
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and what personal and labor-market consequences were experienced. To summarize,
Lovitts (2001) explained the attrition process by underlying causes and consequences

of attrition.

Secondly, reports belonging to higher education, federal, and state institutions (ACT,
2017; AFT, 2011; NCES, 2003) examine student attrition. Troxel (2010) analyzed
this type of reports through a research synthesis and concluded that synthesis
included three main topics: overview of theoretical frameworks, strategies of
institutions to improve student retention, and pressures from public for
accountability. Furthermore, ACT report (2017) investigated retention rates in terms
of institution type and selectivity of institution. Moreover, Humboldt State
University conducted a research related to retention rate trends for both transfer and
university students in terms of some variables such as semester, gender, and race.
The report showed that retention in the first year, retention of female students, and
retention of overrepresented minority (Caucasian and Asian) seemed higher than that
in the second and third year, that of male students, and that of underrepresented
minority (Hispanic/Latino, African American, Pacific Islander, American Indian,
etc.) for both transfer and university students. In conclusion, reports in US focused
more on retention rates, ways to improve retention, and effects of demographics on

retention.

The third classification is related to journal and articles. Seidman (2007) firstly
edited “The Journal of College Student Retention: Research, Theory & Practice
(CSR)” to exhibit complex side of attrition and retention in higher education in 2007.
This journal has brought attrition and retention literature in many studies. To name a
few, cornerstone studies of Tinto (2006), Bean and Eaton (2001), and Braxton
(1999), which were significant in terms of research, theory, and practice were
published in this journal. In addition to this journal, journals related to higher
education also publish attrition and retention studies. Most of these searched the
impact of race (Carter, 2006; Crede & Borrego, 2014; Heilig & Darling-Hammond,
2008; Ishitani, 2006; Seidman, 2005; Tekian, 1998), gender (Geisinger & Raman,
2013; Ishitani, 2006), family background (Ishitani, 2006) on the retention and
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attrition. There are also studies showing impacts of organizational factors on student
retention such as organizational climate (Crede & Borrego, 2014; Geisinger &
Raman, 2013), type of institution (Chaney & Farris, 1991; Ishitani, 2006), and
program admission conditions (Newton & Moore, 2009). As a result, like reports and
books, articles concentrated on demographics, especially on race or ethnicity. This
condition is usual for US context because it includes many ethnicity as it is

understood from the name which is “United” states.

Demetriou and Schmitz-Sciborski (2011) examined retention in US in terms of
history of the studies related to retention, factors affecting retention, and motivational
theories. The authors noted that literature of 1990s concentrated on the ways
retention would be improved while literature of 2000s focused on collaboration of all
stakeholder of higher education. In addition, they depicted the factors on retention as
academic preparation and engagement, social engagement, financial issues, and
demographics. Finally, authors declared that motivation theories of “attribution,
expectancy theory, goal setting theory, self-efficacy beliefs, academic self-concept,
motivational orientations and optimism” could be applied to retention to empower
the perspective about student retention. To sum up, attrition and retention studies in
US context focused on historical development, attrition rates, causes and
consequences of attrition, ways to improve student retention, and demographics and

in particular to race.

2.2.7.3 Eastern Context
In this section, eastern context includes Australia and two countries placed in Eastern
Asia. The researcher of the current study did not come across studies in English from
some popular Asian countries like Japan and China. To begin with, Australia has a
special place in student attrition in last decades. Since 1994, Australian governments
and universities have made many investments in student retention (Aljohani, 2016).
Therefore, the researchers found opportunity to conduct a lot of studies related to
student attrition and retention. Australian projects focused on the first year
experiences of students in higher education institutions. Adams, Banks, Davis, and

Dickson (2010) conducted “the Hobsons Retention Project” to overview Australian
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tertiary education in terms of student experience and engagement. In the report of
this project, the authors shared finding of the other studies conducted in Australia
about the reasons of attrition, strategies to improve retention, student demographics
affecting retention, student satisfaction, and risk indicators. Furthermore, Adams et
al. (2010) calculated attrition and retention rates which differentiated in terms of
institution, student group, gender, and field by using secondary data sources. To
illustrate, university ten had the highest attrition rate while university six had the
lowest rate. For all universities, attrition rate of domestic students was higher than
international students. In terms of gender, attrition rate of males was higher than that
of females. By considering the field, the field which had the highest rate of
international student attrition was Creative Arts while Information Technologies was
the field having the highest rate of domestic student attrition. And finally, report
summarized the costs of attrition such that total cost of attrition was 1367 million
Dollars while average cost per Australian university was 36 million Dollars. Adams
et al. (2010, p. 18) claimed that “Every 1% drop in attrition would save Australia’s

public universities almost one billion dollars, or up to 32.6 million per university”.

Long, Ferrier, and Heagney (2006) conducted a research project to investigate
attrition from the first-year of undergraduate in 34 universities in Australia.
Responses of 1197 non-completer students showed that the top three reasons among
10 reasons were need for a break, balance efforts school and work issues, and change
in career goals. Furthermore, the students who were older, were from lower SES, had
full-time work, and needed at least 90-minute travel to come to school were more
likely to make a decision to dropout. Moreover, the authors recommended
institutions to inform students about the courses before enrollment, to provide
support services, to assure social environments, to give financial support, to consider
feedback of students, and to monitor attrition and withdrawal. To summarize, reports
of the projects showed that there is a concern to learn first-year experiences, to
elaborate attrition reasons, and to recommend retention strategies in the Australian

context.
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In addition to institutional projects, Australian context have also many individual
studies. Individual studies generally appear in the form of journal article. The
literature has the studies focusing on conceptualization of attrition (Lodge, 2011),
factors affecting timely completion (Jiranek, 2010), improvement of student retention
and ways to decrease attrition rates (Crosling, Heagney, & Thomas, 2009; Maher &
Macallister, 2013; Polesel & Rice, 2012; Scott, Shah, Grebennikov, & Singh, 2008),
demographics (Roberts, McGill, & Hyland, 2012) trends in and factors affecting
student attrition (Grebennikov & Shah, 2012; Krause, 2005; Taylor & Bedford,
2004). The findings of these study showed that student attrition in Australian context
was influenced by a variety of factors including personal and institutional reasons.
On the other hand, Australian offices and researchers give importance to measure
attrition and retention through valid and reliable instrumentation. For this reason,
Radloff, Coates, James, and Krause (2011) developed a survey for measuring quality
of higher education in Australia and were supported financially by Australian
government through University Student Experience Survey Project. The structure of
survey was based on teaching and support, learner engagement, and educational
development. The final version of the survey was claimed as reliable and valid
instrumentation by the developers. Apart from Australian context, Fozdar and Kumar
(2007) investigated the relationship between mobile learning and student retention in
India context and found that mobile learning could be a beneficial method to improve
student retention. Similarly, study by Baruah (2011) showed that usage of electronic
devices and processes in class increased the retention rate for open and distance
education. It can be summarized that Indian context have a concern to improve
retention in open and distance education so that studies reflect this situation. On the
other hand, Sittichai (2012) conducted a study in Thailand. The author investigated
why dropouts were apparent in Thai and found that selected field, security concerns,
lifestyle, time management problems, and relationship conditions were the reasons
for dropout. For the study, security is interesting and quite different from the
Australian context which focuses more on assessment of retention, first-year
experience, reasons for attrition, and ways to improve retention. In addition, this

shows the differentiation in eastern culture.
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2.2.7.4 African and Middle East Context
This section presents the studies from South Africa in African context and the studies
from Saudi Arabia in Middle East context. The studies in African and Middle East
context differ from U.S., European, and Australian context such that contextual
problems such as health, civil war, and safety are more apparent in African and
Middle East context. By considering South African context, Herman (2011)
investigated student attrition from the perspectives of both students and program
leaders. According to program leaders, the reasons for student attrition were personal
reasons, poor supervision, inflexible policy, students’ lack of ability and motivation,
financial problems, and faulty equipment. On the other hand, students declared that
the reasons were mostly related to academic challenges, financial problems, work
commitments, access problems, family obligations, supervision problems, and
problems of South African context. Perceptions of students were coherent with the
perceptions of program leaders in terms of academic, financial, and personal (or
family) issues. However, both students and program leaders did not state a
departmental reason but only students were aware of contextual problems such as
crime and xenophobia. Another study, conducted by De Jager and Gbadamosi
(2010), showed that service quality in higher education was related to students’
intentions to leave. To summarize, contextual factors like health, crime, and quality
policies and personal factors draw attention while institutional factors remain in the

background in student attrition studies of South African context.

Saudi Arabia context is also valuable for the student attrition field. Aljohani (2016)
conducted a research synthesis about student attrition in Saudi Higher Education.
The author stated that although there was low rate of student retention, Saudi
literature did not consider student attrition in a sufficient way. Aljohani (2016)
identified 20 frequent factors on student attrition from rules and policies of
institution to low level of academic advice. The author concluded that these factors
could be summarized as personal, social, academic, and institutional factors.
Moreover, the author emphasized that there was a need to examine gender
differences due to sex-segregated higher education institutions in Saudi Arabia.

However, this recommendation may not give healthy picture about the effects of
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gender because there may be lots of threat to internal validity. Therefore,
investigation of gender differences in same place or condition is more accurate. By
considering the results of the study by Aljohani (2016), it can be concluded that
Saudi context focused more on institutional factors on student attrition and
experienced the research gap related to gender differences. Overall, contextual
situations of both South Africa and Saudi Arabia influence the approaches of the
studies to student attrition. This condition may be reflection of religious, social, and

cultural issues.

2.3 Organizational Climate
This section identifies organizational climate in terms of its definition, its
significance, approaches related to organizational climate, and studies focusing on

organizational climate.

2.3.1 Definition of Organizational Climate
In daily life, people frequently talk about the weather conditions and climate of that
region. To name a few, rainy or sunny weather, warm or cold climate, and open or
closed atmosphere are terminologies related to climate. This climate is also available
for the organizations. In other words, organizational climate may be open or closed.
The term of organizational climate is defined with different perspectives.
Organizational climate can be defined as shared perceptions of individuals about
working environment in the organization (Hoy & Miskel, 1991). Moreover,
Lunenburg and Ornstein (2011) briefly defined organizational climate as quality of
any environment. To summarize, these definitions show that organizational climate

represents the perceptions of individuals about the environment.

In terms of the historical roots of organizational climate, this term was put forward
by researchers in social sciences. Denison (1996) stated that organizational climate
was originated from Lewin’s studies (1951) about the social climate which was
experimentally proved, studies of Litwin and Stringer (1968), and books written by
Tagiuri and Litwin (1968). Tagiuri and Litwin (1968) explained the variety of

organizational characteristics from objective settings to subjective interpretation in
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their book while Litwin and Stringer (1968) concentrated on consequences of
employee perceptions of climate. Moreover, Forehand and Gilmer (1964) made an
attempt to define organizational climate. The authors placed organizational climate
on three characteristics: features that distinguish it from others, its permanence, and
its impact on the individuals’ behaviours (as cited in James & Jones, 1974, p. 1097)
On the other hand, George Sterns recognized climate in organization in 1960’s.
George Sterns preferred to use the term of organizational climate when he had felt
the relationship between individual and organization while he had been studying the
higher education system. After that, this terminology became widespread especially
in business organizations and schools (as cited in Varlack, 2008). Therefore,

organizational climate has gained a sphere of influence.

In addition to definition of organizational climate, its measurement showed important
historical developments. Hoy, Tarter, and Kottkamp (1991) emphasized that in spite
of special place of organizational climate in industrial field, it was measured firstly in
school context. Halpin and Croft (1963) assessed the climate of elementary schools
by administering Organizational Climate Description Questionnaire (OCDQ). They
determined four behaviors for teachers and four behaviors for principals. Behaviors
of teachers were disengagement (reluctance of teachers about working together),
hindrance (feeling of teachers about that they are burdened with unnecessary busy-
work), esprit (moral of teachers), and intimacy (enjoyment of friendly relationships
of teachers). Principal behaviors were aloofness (formal and impersonal
characteristic of principal), production emphasis (directive and task-oriented
supervision by principal), thrust (effort of principal to motivate teachers in addition
to supervise them), and consideration (inclination of principal to create humanistic
relation with others). In conclusion, this construct measured the variance in behaviors
of school principals and teachers so that dimensions of organizational climate

emerged in terms of organizational behavior.

By the 1980’s, organizational climate began to make sensations for different type of
organizations. Zohar (1980) examined safety climate in 20 industrial organizations

by administering organizational climate scale including 40 items. The author found
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that safety climate was related to safety program effectiveness. Related to the climate
in the supermarkets, Batlis (1980) conducted research which showed that
organizational clarity was found as the most significant predictor of job related
anxiety, job dissatisfaction, and propensity leave from job among 11 dimensions of
organizational climate. The study by Welsch and LaVan (1981) showed participative
climate in health-care institutions was positively linked to organizational
commitment. Moran and Volkwein (1988) conducted a study in higher education
institutions and found that sub-units of university had greater impact on
organizational climate than the whole institution does. Roeser and Eccles (1998)
conducted a research in the school in order to investigate school climate perceptions
of adolescent students. The study showed that there was a negative relationship
between positive teacher regard and depressive symptoms, anger, and school truancy.
In another study, Davidson (2003) investigated the relation between organizational
climate and performance at hotels and found positive relationship. In conclusion,
organizational climate is both investigated in a variety of organizations and is
associated with organizational behaviors like job satisfaction, performance, and

commitment.

2.3.2 Significance of Organizational Climate
Organizational climate depicts the atmosphere in any organization like schools,
hospitals, and factories. For all types of organizations, organizational climate is
closely linked to organizational attitudes and behaviors which may result in positive
organizational outcomes. Shanin, Naftchali, and Pool (2013) conducted a study and
found that performance and organizational citizenship behaviors of individuals were
influenced by positive organizational climate. Moreover, authors claimed that
organizational climate was related to loyalty, spirit, and energy of individuals. In a
study by Stetzer, Morgeson, and Anderson (1997), four types of climate for an
effective organization were determined. They were supportive climate to promote
quality, cooperative climate to provide group work, trusting climate to set a healthy
relation between managers and workers, and climate valuing customer service.
Furthermore, organizational climate was closely related to job satisfaction (Taylor &

Tashakkori, 1995). The authors found that organizational climate which included
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leadership, collegiality, and discipline were strongly associated with job satisfaction.
In conclusion, international studies mostly focused on organizational citizenship, job

satisfaction and organizational effectiveness.

Researchers in Turkey investigate the organizational climate by considering
organizational outcomes. Ertekin (1978) conducted a study in governmental
organizations and found that organizational climate both motivated employees and
increased organizational effectiveness. Study by Uysal (2013) showed that there was
a positive relationship between organizational climate and organizational
commitment. In another study, Baykal (2013) investigated the relationship between
leadership and type of climate. The study showed that peaceful climate led to more
tolerant and less authoritative leadership whereas crisis climate led to more rigid
leadership. To summarize, older studies in Turkey focused on motivation and
performance while more recent studies examined the relation between organizational

climate and leadership and commitment.

The literature has also studies showing effects of factors on organizational climate.
Forehand (1968; as cited in Halis & Ugurlu, 2008) explained three factors related to
organizational climate as follows: environmental factors including economic
conditions, unionization, and extent of organization; personal factors including traits,
skills, and values of individuals; and outputs related to motivation, satisfaction, and
productivity. On the other hand, Miller (1980) put forward an analogy describing
organizational climate over weather systems. This analogy consisted of four
requirements which were trade wings, temperature, ceiling level, and standard
barometric pressure. Trade wings were related to purpose and direction of the
organization. Temperature referred to moral of individuals. Ceiling level was related
to loyalty organization. Lastly, standard barometric pressure corresponded to
structure and standards of the organization. In this analogy, appropriateness of trade
wings, temperature, ceiling level, and standard barometric pressure led to positive
organizational climate in which morale, enthusiasm, and performance of the
individuals increased. On the other hand, unmeaningful trade wings, unsuitable

temperature, unnecessary ceiling level, and inadequate standard barometric pressure
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respectively caused wrong direction, dispiritedness, absenteeism, and unstructured

organization, all of which were related to negative organizational climate.

Organizational climate has significance for educational settings. It is possible to
divide educational settings into two groups which are school climate and
organizational climate in higher education institutions. Mendal, Watson, and
Macgregor (2002) investigated the relationship between leadership and school
climate. Their study showed that collaborative school principals contributed more
positively to school climate than other types of principals. Study by Peker (1993)
depicted that student success increased when school climate became more positive.
On the other hand, higher education institutions have more complex structure and
process than schools in lower levels so that organizational climate in higher
education institutions has more and different dimensions. Grobler and Grobler (2015)
conceptualized organizational climate in higher education institutions providing open
and distance learning. The authors found that dimensions of climate were
“leadership, my manager, organizational citizenship, compensation, interpersonal
relationships, and clients, capacity and values. Coso and Sekayi (2015) examined
climate in graduate education institutions. Their study showed that institutional
climate had a positive impact on doctoral students in terms of career planning and
professional development. In another study, Musah et al. (2016) concluded that
performance of academic staff in Malaysia was predicted by organizational climate.
Organizational climate was found significant for the development of students’
creativity (Sokol, Gozdek, Figurska, & Blaskova, 2015). In conclusion,
organizational climate in higher education institutions play a role on leadership,

career planning, performance, and creativity.

2.3.3 Approaches to Organizational Climate
Organizational climate literature presents approaches including constructs. These
approaches explain the climate in any organization with different perspectives. The

next sections represent the most studied approaches.
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2.3.3.1 Open and Closed Climates
Organizational climate was conceptualized in a continuum by Halpin and Croft
(1963). In this continuum, there are six profiles describing a school, which are “open
climate”, ”autonomous climate”, “controlled climate”, “familiar climate”, “paternal
climate”, and “closed climate”. At the same time, this conceptualization formed a
basis for the first assessment efforts of organizational climate although the term
organizational climate was born in the industrial field (Hoy, Tarter, & Kottkamp,
1991). First of all, open climate corresponds to energetic, lively, and satisfying
organization in which people achieve the goals. Autonomous climate refers to
satisfying environment but there is a leader impact to control subordinates.
Controlled climate is formed due to highly task-oriented works and impersonal
relationship. In this profile, openness of climate begins to decrease. Familiar climate
identifies inauthentic behavior because of control mechanism. Paternal climate is
related to low satisfying environment. Finally, closed climate shows up in the
organizations which dissatisfy everybody. On the other hand, Hoy and Miskel (1987)
tried to make this conceptualization simple by remarking characteristics of a
continuum. Open climate which is placed in one end refers to high level of trust,
satisfaction, interaction, and performance whereas closed climate which is placed at

the other end corresponds to low levels of these. Figure 2.2 depicts the six climates in

continuum.
closed ] [ paternal ] [ familiar ] [ controlled ] [autonomous] [ open ]
Lower trust Higher trust
Lower satisfaction Higher satisfaction
Lower interaction Higher interaction
Lower performance Higher performance

Figure 2.2 Six Climates

According to Hoy and Clover (1986), profiles between open and closed climates
could not differentiate climates in a comprehensive way (as cited in Hoy, Tarter, &
Kottkamp, 1991). As a result, the authors identified two additional climates which

were engaged and disengaged climates. In the schools having engaged climate,
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teachers depict high performance and are in supportive relations with each other
while the principals are authoritarian and load unnecessary work on teachers. On the
other hand, teachers are lazy and are in weak relation with each other while the
principals are highly supportive in the schools having disengaged climate. Figure 2.3

represents these climates.

Principal Behavior

Open Closed

Open Open Climate Engaged Climate

Teacher

Behavior

Closed

Disengaged Climate Closed Climate

Figure 2.3 Typology of School Climates (Hoy, Tarter, & Kottkamp, 1991)

2.3.3.2 Organizational Health
In everyday language, health is a term indicating individual’s well-being in terms of
physical, psychosocial, and mental development. Similarly, organizational health is
related to work of components of an organization in an effective way. According to
Tsiu and Cheng (1999), researchers in educational field use organizational health
term to represent school management and interaction of school stakeholders on the
other hand, Aytac¢ (2003) divided organizational health into two groups which were
based on medicine perspective and organizational behavior perspective. In terms of
medicine perspective, researchers related organizational health to physical and
psychological safety of individuals. Researchers with organizational behavior
perspective supported that interaction between the subordinate and the superior

determined organizational health.

Considering organizational health, Miles (1965) put forward organizational health as
a separate research field (as cited in Ardi¢ & Polat¢i, 2007). In order to improve
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organizational health, the author recommended organizations to support individuals,
to value communication, to empower information channels, to form an open culture,
and to provide expertise. Shoaf, Genaidy, Karwowski, and Huang (2007) developed
a model based on organizational health, climate, and culture. As Figure 2.4 depicts,
organizational culture includes both goals and values. In addition, goals have an
impact on values. On the other hand, organizational culture shapes organizational
climate consisting of daily routines like resources, written/verbal practices, and
job/process demands. This relationship between culture and climate is an indicator
for organizational health. Remarking outcomes of this model are effectiveness and
quality of work.

Resources

Written/ l Job/Process

Verbgl Demand
Practice |——p

Organizational
Goals

Central l

Values —_—

e
Individual

—

Health

Climate

Culture

Figure 2.4 Organizational Health Work System Model (Shoaf et al., 2007)

Considering health in the schools, Hoy and Tarter (1997) developed operational
definition of healthy school by administering “Organizational Health Inventory” (as
cited in Lunenburg & Ornstein, 2011, p.70). Organizational health is a metaphor to
conceptualize climate. In this conceptualization, there are three levels which are the
technical/teacher level, the managerial level, and the institutional level. The technical
level concentrates on educational problems and learning environments. This level has
two sub-dimensions which are “teacher affiliation” including togetherness and
enthusiasm of teachers and “academic emphasis” on students’ achievable academic
goals. Secondly, managerial level is based on administrative processes in educational
settings. This level has three sub-dimensions which are “principal influence”

including ability to affect others, “collegial leadership” including friendly and
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supportive behaviors of principals, and “resource support” including instructional
materials in adequate level. Lastly, institutional level sets a bridge between the
school and the community. Its sub-dimension that is “institutional integrity”
corresponds to school’s struggle with illogical demands coming from external world.
As a result, all of the three levels balance school-related activities in a healthy
school.

To summarize, openness and health of an organization include a variety of
organizational dynamics like supportive administrators, enthusiastic teachers, and
hardworking students. In addition, perceptions of experiences of individuals may
change although they are available in the same organization. To illustrate, a
hardworking student may perceive school academically positive other student may
perceive school unnecessary. Or a student may attribute absenteeism to school
administration while school principal may attribute it to characteristic of the student.
Furthermore, demographics of individual and other organizational variables may
shape openness or health of organization. The researchers are in pursuit of

organizational processes and outputs to examine these relationships.

2.3.4 Studies about Organizational Climate
In the educational settings, frequently studied topics are school climate and
organizational climate in higher education institutions. School climate includes the
climate in lower levels such as primary, middle, and high schools while
organizational climate in higher education institutions is related to climate in the
upper levels like faculties and departments. The next two sections present the studies

related to school climate and climate in higher education institutions.

2.3.4.1 School Climate
School climate studies in the literature are based on two issues. The first one is
studies conducted by considering school stakeholders. The second issue is studies
conducted in different levels of schooling. When considering studies related to
perceptions of school stakeholders, it is possible to divide stakeholders into

principals, teachers, students, and parents. Study by Pomroy (2005) showed that
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school principals thought positive school climate was mostly related to participatory
decision making, team identity, and vision. Sentiirk (2010) conducted research
related to school climate and leadership and found that effective leadership style was
closely related to positive school climate. Studies related to school climate
perceptions of principals focus mostly on leadership styles and behaviors of school

principals.

Teachers are one of the most important figures in the schools. Their perceptions of
school climate are investigated in both national and international literature.
Treputtharat and Tayiam (2014) found that school climate had an impact on teachers’
job satisfaction in terms of performance, responsibility, solidarity, award,
achievement, and leadership. Also, study by Yusof (2012) showed that teacher
perceptions of school climate were related to organizational commitment. In the
study of Collie, Shapka, and Perry (2011), the results depicted that professional,
future professional, and organizational commitment of teachers were predicted by
their perceptions of school climate. When considering national literature, studies
focused mostly on the relationship between some demographics and school climate.
To illustrate, Sahin (2004) investigated gender and school climate and found that
female teachers evaluated school more positive than their male colleagues.
Furthermore, experience of teacher was positively correlated with school
effectiveness (Koksal, 1991). To summarize, international researchers study mostly
relationship between school climate and organizational behaviors and attitudes of
teachers like commitment and job satisfaction, studies in Turkey concentrate on the

relationship between demographic variables and school climate.

Students consist of the greatest majority in school context so that investigating their
perceptions has crucial importance. Generally, school climate is linked to academic
achievement and productive and satisfied life conditions of the students (Cohen,
Mccabe, Michelli, & Pickeral, 2009). Moreover, McEvoy and Welker (2000)
concluded that students’ perceptions of efficacy about learning, perceptions of safety,
and perceptions of expectations for achievement were components of effective

schools. Koth, Bradshaw, and Leaf (2008) examined school climate in individual,
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classroom, and school levels. The authors found that race and sex as individual level
factors explained the largest proportion of variance in perceptions of school climate.
Also, their study depicted that teacher characteristics, class size, and concentration of
students with behavioral problems as classroom level factors and school size and
faculty turnover as school level factors predicted school climate significantly. In
conclusion, student perceptions of school climate are nearly related to their

demographics and achievement.

Apart from principal, teacher, and student perceptions of school climate, school
climate is studied with parents at least. Basically, Peterson (2010) stressed that
school climate was in relation with parent and community involvement. Also,
impersonal and bureaucratic school climate may form a threat for parent involvement
(Cochran & Dean, 1991). The study by Seefeldt, Denton, Galper, and Younoszai
(1998) depicted that parent involvement was predicted by parent perceptions of
school climate. In Turkish context, Ertem and Gokalp (2017) investigated parent
perceptions of school climate and found that parent perceptions of social climate,
academic climate, and safety predicted significantly parent involvement with its sub-
dimensions like parenting and decision-making. Therefore, it is clear that there is a

relationship between school climate and parent involvement.

In terms of the school level-focused studies in school climate literature, relation of
school climate with other topics is examined. When considering international
literature, studies mostly focus on school climate in terms of gender and
developmental stages. Roeser and Eccles (1998) investigated adolescents’
perceptions of middle school climate. The authors found that teacher regard was
negatively related to depressive symptoms, truancy over time, and danger. Moreover,
their study depicted that boys showed higher self-esteem, higher anger, and lower
value on education than girls. In addition, there was a decrease in academic processes
while there was an increase in anger and self-esteem in adolescent period. Similar
study was conducted by Kuperminc, Leadbeater, Emmons, and Blatt (1997) who
stated that boys in middle school reported more externalizing discipline problems

than girls in middle school did. On the other hand, Ozdemir, Sezgin, Sirin, Karip,

75



and Erkan (2010) conducted research in elementary schools in Turkey and found that
girls perceived school more positively than boys did. Also, study by Akman (2010)
depicted that perceptions of school climate changed in terms of grade level of
student, gender of student, and education level of mother of student in the elementary
schools. Moreover, Akgiil (2013) emphasized that secondary school students
considered teacher support at a minimum level. In summary, studies conducted in
different school levels represent school climate in terms of gender roles and

demographics and developmental characteristics of the students.

2.3.4.2 Climate in Higher Education Institutions
Higher education institutions are organizations in which interaction of students,
faculty members, and other campus components both shape the climate and are
affected by climate. Considering higher education institutions, there is a link between
higher education dynamics and organizational climate. Some dimensions or
determinants of organizational climate are more remarkable in higher education
context. Study by Sokol, Gozdek, Figurska, and Blaskova (2015) showed that the
most efficient determinants of organizational climate were intellectual stimulation,
organizational integration, structure and process in higher education, and support of
colleagues and teachers. Allen (2003) studied organizational climate in higher
education institutions in terms of security and found that change management,
predictability, openness, participation, nature of change, and type of usage of power
were identified as the factors affecting insecure or secure climate. Similar topic that
is safety was examined by Hofmann, Morgeson, and Gerras (2003) who found that
safety climate moderated the relationship between Leader Member Exchange and
subordinate citizenship. On the other hand, Schneider, Brief, and Guzzo (1996)
studied relation between organizational change and organizational climate and
culture. The authors stated that different organizational climates were beneficial for
sustainable organizational change instead of single climate. To summarize,
organizational climate has some organizational determinants like safety, change, and

citizenship.
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Diversity is a core value for higher education institutions because of internationalized
structure and process in higher education system. Borkowski (1988) emphasized that
university presidents must consider needs of minority students by behaving as
leaders rather than institutional manager. Similar idea was underlined in the study by
Evan-Harvey (1995). The author stated that formation of committees including
people from all units, analyzing culture, knowing students, and promoting student
diversity are some strategies in order to provide positive learning climate in higher
education. More recent study about diversity was conducted by Lee (2003). The
author stressed culture and institutional climate had interrelated impacts on diversity
in higher education. On the other hand, Oregon State Board of Higher Education
(1997) published a detailed report about campus climate that was based on valuing
diversity of race and ethnicity. The results showed that racial diversity was valued
positively by all groups of students. In addition, the campus had diversity-related
courses and activities in which all students were enrolled. Also, most of the students
declared that they felt welcome. And finally, racial or ethnic groups considered the
amount and type of financial supports they received. As a result, climate in higher

education institutions includes and values diversity.

Assessment of climate in higher education institutions is important such that
researchers or institutions conduct studies to learn climate. In the previous century,
Moran and Volkwein (1988) examined organizational climate in nine public
universities. Overall, the authors found that scores on organizational climate varied
among nine institutions. Also, it was revealed that administrator perceptions of
climate were more positive than faculty perceptions of climate. Additionally,
faculties had more positive organizational climate in terms of goal clarity and
performance standards. The other study focusing on climate in higher education
institutions was conducted by Duwve, Columbaro, and Poggiali (1992) and they
found that three highest climate dimensions were respectively empowerment,
available talent, and efficient creation and adoption of change. More recently, Tiwari
(2014) was curious about academic staffs’ perceptions of climate in higher education
institutions. The author found that climate in the institutions were fairly good. Clear

statement of goals, supportiveness of immediate officer, relationship between head
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and staff, and attitude towards work-related problems were the highest scores in
terms of climate. Also, Professors’ perceptions of climate were higher than Associate
and Assistant Professors’ perceptions of climate. In another study, Oliver, Tucker,
Gupta, and Yeo (2008) aimed to develop a scale assessing student engagement and
learning outcomes which were related to organizational climate in university. The
pilot and main studies of the authors validated scale in three dimensions which were
the ways how the students achieved the learning outcomes, level of motivation and
engagement, and overall satisfaction. Generally, the results showed that students’
perceptions were positive on these dimensions. Manuela, Cecilia, and Joao (2014)
examined organizational climate in one higher education institution. Their study
depicted that only satisfaction dimension of climate was significant for organic unit,
career type, and qualifications while leadership dimension of climate was significant
for only organic unit. In conclusion, organizational climate is investigated from the

lens of different university components and focuses on a variety of dimensions.

In the national literature, organizational climate in higher education institutions have
not been studied as much as school climate or that in international literature. Bucak
(2012) conducted research related to academic staff perceptions of organizational
climate in a public university. The authors found that faculty members perceived
superior-subordinate relationship at a medium level and did not differentiate
significantly in terms of gender and position. Kasirga and Ozbek (2008) investigated
organizational climate in the schools of physical education and sports in three public
universities. According to the results of their study, the academicians in university A
and university B perceived more positive quality of research, support from senior
academicians than those in university C did. The academicians in university A and C
had stronger social relationships with other academicians both in-campus and out-
campus than those in university B did. The climate in the university A and C was
described as warm while that in university B was identified as temperate. In another
study, Yiiceler (2009) examined the relationship between organizational commitment
and organizational climate from the lenses of academicians in a public university.
According to the author, organizational climate including organizational policies,

administrator attitudes towards subordinates, physical working environment, and
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social relationships shaped organizational commitment. However, the results of the
study showed that only physical environment had a positive impact on organizational
commitment. Also, there were no significant differences in terms of gender, title, and
academic positions. On the other hand, Yaman (2010) interviewed with the
academicians who were exposed to mobbing. The qualitative design represented that
reasons of mobbing were based on negative perceptions of organizational culture and
climate including negative metaphors and stories, lack of heroes, lack of role-models,
lower level of organizational commitment, formality-based ceremonies, morality
problems, inadequacy in subordinates’ unity, and loss of prestige. In conclusion,
studies conducted in Turkey focus on academicians’ perceptions of organizational
climate in higher education institutions in terms of dimensions of climate and

organizational commitment.

2.4 Summary of Literature Review

So far, the literature has been reviewed in terms of higher education, student attrition,
and organizational climate. This section summarizes and discusses core points of the
literature review of the current study by concentrating on hypotheses. In addition,
models based on the hypotheses are described.

2.4.1 Hypotheses of This Study
Student attrition is a process in which students either leave their educational lives or
do not persist on their education. This condition sometimes occurs when the student
is not re-registered in the semester in spite of program enrollment. On the other hand,
sometimes absenteeism of the student leads to student attrition. Furthermore, if the
student does not persist on holding a degree, then this process may result in student
attrition in the next semesters. Finally, intentions of the student to leave are a part of
student attrition. The current study attributes a meaning to student attrition as an
umbrella term which includes registering condition, persistence, absenteeism, and

intentions to leave.

Despite the charm of graduate education like opportunity to get better career options

and more income, serious number of graduate students are not persisting on
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completing their graduate degree (Litalien & Guay, 2015; Lovitts, 2001; Unver,
Biimen, & Basbay, 2010). Although student attrition is investigated frequently in
international literature, studies in Turkey focus on more limited context like dropout
problem in lower levels (Biilbiil, 2012; Ozbas, 2010; Simsek, 2011), unidimensional
graduate education problems like attendance, infrastructure, scholarship, family
responsibilities, and academician problems (Coruk, Cagatay, & Oztiirk, 2016; Nayr,
2001, Seving, 2011), and descriptive presentations like attrition rates (Ertem &
Gokalp, 2016, Hurriyet, 2015). Student attrition problem in the context of Turkey has
been investigated in a unidimensional, descriptive, and superficial way so that there
is a need to study student attrition in a multidimensional way, to set relationships,

and to examine student attrition in-depth.

The literature on student attrition shows that commitments and intentions to leave are
two of the most significant determinants of the student attrition in higher education
(Bean, 1982; Davidson, Beck, & Milligan, 2009; Litalien & Guay, 2015; Pascarella
& Terenzini, 1980; Tinto, 1975). Institutional and goal commitment is the topic that
is frequently studied as predictors of student attrition (Bennett, 2003; Mallette &
Cabrera, 1991). Furthermore, there are studies investigating relations of “intention to
leave” to other variables like motivation, satisfaction, and emotional exhaustion
(Duque, 2014; Hunter & Devine, 2016; Litalien & Guay, 2015). Intention to leave is
significant and antecedent to detect student attrition because the studies (Bentler &
Speckart, 1981; Fishbein & Ajzen, 1974) proved empirically that there is a strong
link between behavior and intentions. More specifically, intention behavior is
significantly related to dropout behaviors (Bean, 1982; Cabrera, Nora, & Castaneda,
1993). By integrating commitment to “intentions to leave”, Cabrera, Nora, and
Castaneda (1993) conducted a study and found that institutional commitment was the
strongest predictor of intention to persist. Also, study by Cooke, Sims, and Peyrefitte
(1999) showed that university and goal commitment and “intent to remain” were
predictors of attrition. To summarize, institutional and goal commitment, intentions

to leave, and student attrition were shown to be interrelated to each other.
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Student attrition has some causes which may be classified in two groups. The first
group is the personal reasons including demographic variables, individual
characteristics, and psychosocial features. To name a few, gender (Ferreira, 1993),
marital status (Lott, Gardner, & Powers, 2009), age (Metzner & Bean, 1987), the first
year experience (Long, Ferrier, Heagney, 2006), program level (Ertem & Gokalp,
2018), and past performance (Kahn & Nauta, 2001) are related to causes of student
attrition. On the other hand, the second group consists of organizational factors.
Organizational support (Ishitani, 2006), organizational climate (Valero, 2001),
department or field (Araque, Roldan, & Salgueiro, 2009), and university type
(Ishitani & DesJardins, 2002). To sum up, personal and organizational factors have a
role on student attrition. By considering related studies in the literature, the current

study put forward hypotheses as follows:

H1: Personal and organizational factors predict the persistence of students
H1a: Female students have more probability to become non-persistent student.
H1b: Probability of becoming non-persistent student is higher for married
students.
Hi1c: Probability of becoming non-persistent student is higher for Master
students.
H1d: Probability of becoming non-persistent student in non-technical university
is higher than that in technical university.
Hle: Students not taking economic support have more probability to become
non-persistent student than those taking economic support.
H1f: Students in the department of Humanities & Art have more probability to

become non-persistent student than those in the other departments.

H2: Personal factors and organizational factors together with mediating role of

institutional and goal commitment predict intentions to leave graduate education.

H2a: There is a relationship between personal factors and intentions to leave.
H2b: There is a relationship between organizational factors and intentions to

leave.
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H2c: Institutional and goal commitment is related to intentions to leave.

H2d: Institutional and goal commitment is related to personal factors.

H2e: Institutional and goal commitment is related to organizational factors.

H2f: Institutional and goal commitment have a mediating role on the relationship
between personal factors and intentions to leave.

H2g: Institutional and goal commitment have a mediating role on the

relationship between organizational factors and intentions to leave.

2.4.2 Model of This Study
The current study is based on graduate education in the research universities. HEC
has a plan to classify universities as research, teaching, and regional development
oriented universities. Sara¢ (2016), the head of HEC, stated that universities must
become different in terms of their mission and they must be specialized in their fields
such as research, teaching, and regional development. A year later, President of
Republic of Turkey declared research universities in opening ceremony of higher
education as following: Ankara University, Bogazi¢i University, Erciyes University,
Gazi University, Gebze Technical University, Hacettepe University, Istanbul
University, Istanbul Technical University, 1zmir Institute of Technology, and Middle
East Technical University. The head of HEC stated that there were some criteria on
the selection of research universities such as research culture, the quality of Ph.D.
education, and training stronger researchers which are related to graduate education.
In these respects, the current study aims to develop and test a model in order to
determine the role of personal and organizational factors on student attrition from
graduate education and to investigate graduate student attrition from the lenses of
non-persistent students, persistent students, graduate school administrators, and
advisors in the research universities. As a result, the current study focuses on the

models as Figure 2.5 depicts.
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CHAPTER 3

METHODOLOGY

Methodology section of the current study includes the subsections of “design of the
study”, “population and sample”, “instrumentation”, “empirical data and their

collection”, “data analyses”, “limitations of the study”, and “researcher bias”.

3.1 Design of the Study

The design of the current study is mixed-model research. Mixed-model researches
include not only mixed-method but also other stages of a study from problem
statement to discussion of results (Teddlie & Tashakkori, 2003). Mixed designs
consist of both quantitative and qualitative methods in a single study. Considering
mixed-method, this design brings important advantages in order to achieve purposes
of the current study (Creswell, 2012). Firstly, using both quantitative and qualitative
data provides more comprehensive perspectives of research problem than one type of
data. Therefore, strength of one type may offset the weakness of other type.
Secondly, student attrition is a complex phenomenon such that either quantitative or
qualitative method is not enough to examine the student attrition. Thirdly, mixed-
method studies give an opportunity to provide alternative explanations in a study.
Relationships of the variables are confirmed or cross-validated through comparison
of quantitative and qualitative parts. Therefore, converging or diverging points of
both parts may be examined and discussed.

Mixed-model or mixed-method research designs may be classified into types in
terms of priority and sequence. Creswell (2012) listed basic designs as the
convergent parallel desing, explanatory sequential design, the exploratory sequential

design, and the embedded design. For the current study, the convergent parallel
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design was preferred because quantitative and qualitative part had equal priority.
Also, both quantitative and qualitative data were collected simultaneously. By
combining results of both quantitative and qualitative part, whether two parts

converged upon a single comprehension or did not, was controlled.

3.1.1 Quantitative Part
For the current study, quantitative part is based on a correlational study. Gall, Gall,
and Borg (2003) stated that the purpose of correlational study is to discover
relationships among variables by using correlational statistics. It is useful to make
prediction about a criterion variable over relationship between criterion (dependent)
variable and predictor (independent) variable. A questionnaire including scales and
descriptive questions were administered to test the hypotheses of the quantitative part

of this study.

3.1.1.1 Predictor Variables
Predictor variable is the variable that is used to make a forecast about criterion or
outcome variable (Creswell, 2012). Predictor variables of the current study may be

grouped as personal variables, organizational variables, and mediator variable.

Personal variables are as follows:
Age: It is demographic variable in nominal level.
Gender: It is a demographic variable in nominal level.
Marital status: It is a demographic variable in nominal level.
Program level: It is a nominal variable.
Semester: It is an ordinal variable.

Past performance. It is a continuous variable in interval level.

Organizational variables are as follows:
University type: It is a categorical variable.
Economic support: It is a categorical variable.
Department: It is a categorical variable.
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Organizational climate: It is the variable assessing students’ perceptions of
organizational climate in six dimensions which are academic climate, social
climate, departmental climate, administrative climate, advisor-related

climate, and instructor-related climate.

Mediator variable is the variable transmitting impact of predictor variable on
criterion variable (Creswell, 2012). The mediator variable of the current study is as
below:
Institutional and goal commitment: It is mediator variable for the
relationship between personal factors and organizational factors and

intentions to leave graduate education.

3.1.1.2 Criterion Variables
Criterion variable is the variable being predicted (Creswell, 2012). This study has
two criterion variables which might be also named as dependent variables.
“Persistence of students (becoming non-persistent or persistent student)” and

“intentions to leave” are dependent variables of the current study.

Persistence of students: It is the outcome variable showing the studentship

condition.

Intentions to leave: It is another outcome variable measuring the intentions of

the students to quit graduate education.

3.1.2 Qualitative Part
Qualitative part of the current study consists of two designs. The first one is
phenomenology in which a phenomenon based on essence of experiences is studied
(Gall, Gall, & Borg, 2003). It includes both meaning and analysis of meaning. For
the current study, the phenomenon is the student attrition from graduate education. In
order to investigate perceptions and experiences of students and academicians, semi-
structured interview forms were administered. The second design is document

analysis. According to Simsek and Yildirim (2011), document analysis is based on
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analysis of some data sources like textbooks, curriculums, meeting minutes, and
student records. Via document analysis, archival data coming from Council of
Higher Education (CoHE) were used to calculate attrition rates in terms of program
level and semester. Moreover, archival data of database of CoHE and URAP were

used to describe the characteristics of the universities.

3.2 Population and Sample

Population of the current study consists of graduate students in research universities
in Turkey. Ten research universities among 185 universities in Turkey were selected
by considering some criteria like PhD education, researcher training, and research
culture (Sarag, 2017, as declared in Hurriyet). These universities are Ankara
University, Bogazi¢i University, Erciyes University, Gazi University, Gebze
Technical University, Hacettepe University, Istanbul University, Istanbul Technical
University, Izmir Institute of Technology, and Middle East Technical University.

Table 3.1 presents the characteristics of the research universities.

Table 3.1
Characteristics of the Research Universities
University Number of Number of Rate of Number of
Graduate Student per Doctoral PhD
Students Faculty Student Graduates
Ankara University 14062 29.47 0.11 414
Bogazigi University 4457 32.76 0.09 71
Erciyes University 8013 33.63 0.04 118
Gazi University 16862 35.42 0.08 409
Gebze Technical University 4772 27.95 0.13 60
Hacettepe University 12380 25.73 0.09 317
Istanbul University 27382 33.27 0.08 441
Istanbul Technical University 14759 34.84 0.10 173
Izmir Institute of Technology 1713 24.38 0.10 21
Middle East Technical University 8251 33.11 0.12 245
Total 112651 310.56 - 2269
Average 11265.1 31.06 0.09 226.9
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There are 549772 MS students and 95100 PhD students in graduate education
according to 2017-2018 dataset of the Councl of Higher Education (CoHE). Herein,
total number of graduate students is 644872 while research universities have totally
112651 graduate students. The sample was selected randomly from this population in
three stages. For the first stage, list of graduate schools, graduate programs, and
faculties were determined. However, differentiations in the structure and names of
graduate schools were seen. Therefore, common fields which are available in most
research universities were identified. The fields were educational sciences, social
sciences, natural and applied sciences, medical sciences, fine arts, and engineering.
On the other hand, the graduate students in the departments of medicine, dentistry,
veterinary medicine, and pharmacy were excluded because these departments have
different expertise education and graduate education structure. In these departments,
graduate education is based on the results of examination for specialty for medicine,
which is related to career education rather than M.S. and Ph.D. However, the rest of
the departments were nursing and midwifery, nutrition and dietetics, physical
therapy, health administration, and other interdisciplinary fields which were included

in the current study.

For the second stage, the research universities were classified as general and
technical universities. The technical universities including Gebze Technical
University, Istanbul Technical University, Izmir Institute of Technology, and Middle
East Technical University were thrown in a hat while the remaining general
universities were thrown in another hat. By considering their stratification among ten
universities, one technical and two general universities were selected in order to
come up to ideal representative percentage of population which is 25%. Three
universities corresponding to 30% of population were coded as U1, U2, and U3 by
considering ethical concerns. These three universities had on average about 14500
graduate students. Also, rate of number of students to faculty was on average about
33.0. Rate of Doctoral students was on average about 0.08 while average number of
PhD graduates was about 270. It can be stated that all of these values indicated a
representation for the population.
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For the third stage, graduate schools focusing on common fields selected in the first
stage were randomly selected. Afterward, the courses from these fields or
departments were chosen randomly to administer questionnaire to all graduate
students in these courses. Table 3.2 depicts the demographic information about the

participants.

Table 3.2
Frequencies for the Participants
Variable Frequency Percentage (%)
Gender Female 377 57.7
Male 276 42.3
Total 653 100
Age Group 22 and below 10 15
23-28 473 72.4
29-34 137 21.0
35+ 30 4.6
Total 650 99.5
Marital Status Married 106 16.2
Single 545 83.5
Total 651 99.7
Having child Yes 52 8
No 599 91.8
Total 651 99.8
Field Educational sciences 153 23.4
Social sciences 208 31.9
Natural sciences 173 26.5
Medical sciences 64 9.8
Engineering sciences 39 6.0
Fine arts 16 25
Total 653 100
Program Level Master of Science 503 77.0
Doctorate 150 23.0
Total 653 100
Studentship Persistent student 561 85.9
Condition Non-persistent student 92 14.1
Total 653 100
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In the quantitative part of the current study, volunteer 661 graduate students
participated in the study but 8 of them did not provide healthy data for the purposes
of the study. As a result, sample size of quantitative part was 653. Fifty-seven point
seven percent (N=377) of the participants are female while 42.3% (N=276) are male.
Also, age of 72.4% (N=473) of the students is in the range of 23-28 while there are
137 (21%) students in the range of 29-34, 30 (4.6%) parents above age of 35, and 10
(1.5%) parents below the age of 22. In the current study, there were 106 (16.2%)
married students and 545 (83.5%) single students. The study had 52 (8%) students
having a dependent child whereas 599 (91.8%) students who do not have a
dependent child. Thirty-one point nine percent (N=208) of participants were from
social sciences field while rates of those from natural sciences, educational sciences,
medical sciences, engineering sciences, and fine arts were respectively 26.5%
(N=173), 23.4% (N=153), 9.8% (N=64), 6% (N=39), and 2.5% (N=16). Seventy-
seven percent (N=503) of the participants were student in Master of Science while
23% (N=150) of the students were in Doctor of Philosophy. Finally, there were
85.9% (N=561) persistent and 14.1% (N=92) non-persistent students.

The sample in qualitative part of the current study was selected through purposeful
sampling. Confirming sampling, snowball sampling, criterion sampling, and
maximal variation sampling as the types of purposeful sampling were conducted.
The target for the usage of confirming sample was to confirm or to disconfirm
findings coming from quantitative study. For this reason, the researcher took care of
selection one non-persistent student, one persistent student, one graduate school
administrator and one advisor from either same field or same department. The target
for the usage of snowball sampling was to select people who know each other due to
having experienced the same conditions. Thirdly, the researcher preferred to use
criterion sampling since they were some criterions. To illustrate, non-persistent
student was the student who is not registered, or is not re-registered, or is disenrolled
in the present semester. Moreover, persistent students were asked whether they had
non-persistent friends or did not. Also, at least one year of experience were seeked
for graduate school administrators. Furthermore, the advisors who both graduated at

least one student by advising a thesis and had at least one present student to guide. In
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other words, every convenient participant were not invited to the current study.
Lastly, the aim of maximal variation sampling was to provide diversity in gender,
university type, and field. Although some universities and some field were more
dominant than others, inclusion of participants from all groups provided a diversity
in terms of the characteristics of the participants as much as possible as the Table 3.3
depicts. Through the four types of sampling strategies, a sample consisting of 10
non-persistent students, 10 persistent students, 8 graduate school administrators, and
8 advisors were reached. Totally, 36 participants were included in the qualitative part

of the current study.

Table 3.3

Characteristics of the Participants

Demographic Characteristics Frequency

Gender Male 17
Female 19
Total 36

University Ul 10
U2 3
U3 2
U4 2
us 9
U6 7
u7 3
Total 36

Field Educational sciences 16
Natural sciences 7
Engineering sciences 3
Medical sciences 6
Social sciences 3
Fine arts 1
Total 36
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3.3 Instrumentation

The current study has mainly three instruments. The first one is questionnaire
through which quantitative data were collected. Questionnaire has six parts. The first
part is related to demographic of participants. Demographic variables are gender
(male or female), age (22 and below, 23-28, 29-34, 35 and above), marital status
(single or married), having child (yes or no), undergraduate education with
university, department and GPA, graduate education including university, graduate
school, department, program level (MS or PhD), year in program, and period
(lecture, qualification, or thesis). The second part of the questionnaire is related to
economic  support including  the research assistantship, project
assistantship/scholarship/loans, teaching assistantship, public occupation, private
occupation, part-time job, family support and other choice. The third part of the
questionnaire collect data about studentship conditions to differentiate persistent and
non-persistent students. In the fourth part, there are statements about challenging
fields like relations with advisor, program structure, and cultural adaptation. The last
two parts include three scales: graduate education part including scales of “intentions
to leave” and “institutional and goal commitment” and graduate education institution
part including scale of organizational climate, which are explained in the next

sections.

The second one is semi-structured interviews including questions for non-persistent
students, persistent students, graduate school administrators, and advisors. Four
different interview forms had questions related to starting graduate education,
structure and process in graduate education, attrition causes, graduate school
procedures, student-advisor relationships, problems in graduate education, and
change recommendations. The third one is university information forms to collect

archival data on number of students.
The researcher of the current study conducted a pilot study in order to provide

validity and reliability of the scales of organizational climate and intentions to leave.

Moreover, pre-administration of semi-structured interview was done.
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3.3.1 Pilot Study
In the pilot study, both quantitative and qualitative data was collected in order to
check reliability and validity of the data collection tools. The researcher of the
current study identified student attrition problem in Turkey while he was reading a
newspaper. After the literature review, a gap in Turkish context for this topic was
detected. The possible reasons for student attrition were searched and it was
concluded that those reasons might be summarized under two headings: personal and
organizational factors. After the list of these factors had been made, personal and
organizational factors were decided as follows: age, gender, marital status, program
level, academic performance, semester, university type, department, economic
support, and organizational climate. On the other hand, scale for organizational
climate and scale for intentions to leave were decided to be developed by the
researcher. The reason for developing a new scale about organizational climate and
intentions to leave was respectively lack of a scale assessing perceptions of
organizational climate and intentions of students to leave school in graduate

education.

In order to provide economy in terms of transportation, money, time, and energy, one
research university was selected to conduct validity and reliability studies.
Permission process with the attachment of approval of Human Subjects Ethics
Committee of METU was begun in the beginning of September, 2017. However, the
permission of three institutes was taken. Pilot study was conducted in the period of
October-December, 2017. Sample size of pilot study was determined according to
recommendations listed in MacCallum et al. (1999, p.84-85). Therefore, it was
thought that stepping up on 300 would be suitable since organizational climate scale
had 35 items. Finally, data were collected from 302 graduate students in Ankara.
Table 3.4 depicts characteristics of the students in the pilot study.
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Table 3.4

Characteristics of Graduate Students in the Pilot Study

Variable Frequency Percentage (%)
Gender Female 195 64.6
Male 106 35.1
Other 1 3
Total 302 100
Age Group 22 and below 10 3.3
23-28 210 69.8
29-34 66 21.9
35+ 15 5.0
Total 302 100
Marital Status Married 67 22.2
Single 235 77.8
Total 302 100
Having child Yes 30 9.9
No 272 91.9
Total 302 100
Undergraduate GPA 2.5 and below 11 3.6
2.51-3.50 168 55,6
3.51-4.00 123 40.8
Total 302 100
Field Administrative science 44 14.6
Economics 44 14.6
Educational sciences 94 311
International relations 36 11.9
Politics 43 14.2
Psychology 37 12.3
Other 4 1.3
Total 302 100
Program Level Master of Science 182 60.5
Doctorate 120 39.5
Total 302 100
Semester 1-2 148 49.2
3-4 110 36.5
5-6 27 9.0
7+ 17 5.3
Total 302 100
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3.3.1.1 Organizational Climate Scale
Development process, content and validity and reliability processes of organizational

climate scale was described as follows.

3.3.1.1.1 Instrument development process
A scale to measure organizational climate in higher education institutions providing
graduate education was developed by researcher. For the scale development, an item
pool of 30 items was constructed by reviewing literature. After that, opinions of a
group of graduate students were taken through a cognitive interview. ltems were
asked to them in order to check what they understand from each item. In addition to
opinions of graduate students, opinions of 11 experts in this field were asked. For the
content validity, content validity criteria of Veneziano and Hooper (1997) was used.
For this criteria, content validity index determines whether item will be omitted or
not. Also, this index changes according to number of expert. For example, opinions
of 11 experts were taken in the current study so that items having an index below .59
must be omitted. This index is calculated as follows: number of expert giving
positive feedback for that item is divided by total number of experts and 1 is
deducted from this score. In the current study, formula was implemented for each
item and two items having below .59 were omitted. In addition, seven items were
added to questionnaire by considering recommendations of these experts. A
questionnaire form was evaluated by two other experts to check clarity and face and
content validity of scale. Useful changes were applied by considering their
suggestions. After the questionnaire was formed through this process, approval of
Human Subjects Ethics Committee of METU (Middle East Technical University)

was got.

3.3.1.1.2 Content of organizational climate scale
This scale assesses students’ perceptions of school climate. That scale was developed
by the researcher. Before the pilot study, the scale had consisted of five dimensions.,
which were named as peer-group interaction, interactions with faculty and advisor,
academic development, structure and process in graduate education, and

administrative processes in higher education institutions. There were 35 items with
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5-Likert scale ranging from “strongly disagree” to “strongly agree”. To name a few,
“interaction with my friends is affecting affirmatively my academic development”,
“interaction with faculty member affect my academic development positively”,
“there is a communication gap between me and my adviser”, “my academic
development is sufficient to graduate”, “resources left for graduate education in my
department are inadequate”, and “university administration values opinions of

university stakeholders in decision-making process” were some of the items.

3.3.1.1.3 Validity and reliability of organizational climate scale
In order to test validity and reliability of the scale, a factor analysis was performed
on the data gathered through pilot study at the beginning of January, 2018. An
Exploratory Factor Analysis was conducted to evaluate how 35 items developed by
the researcher of the current study were consistent in the Graduate Schools of
Turkey. The original scale of organizational climate has 35 items before pilot study.
Pilot study was implemented in Graduate Schools in Ankara on December, 2017.
Data gathered from the sample had 302 graduate students. This number is consistent
with more than one recommendation in the literature. MacCallum, Widaman, Zhang,
and Hong (1999) represented studies suggesting criteria for sample size in factor
analysis. To name a few, Gorsuch (1983), Guilford (1954), and Cattell ((1978)
recommended respectively minimum 100, 200, and 250 participants in factor
analysis in terms of minimum number of participant. Furthermore, Comrey and Lee
(1992) recommended a rating scale for sample size as follows: “100 = poor, 200 =
fair, 300 = good, 500 = very good, 1,000 or more = excellent.”. On the other hand,
there are sample size recommendations in terms of ratio of number of participant (N)
to number of variables or items (p). Three to six (Cattell, 1978), at least five
(Gorsuch, 1983), and at least 10 (Everitt, 1975) for the ratio of N/p are some
examples to offerings of the authors (as cited in MacCallum et al., 1999, p.84-85).
By considering 35 items and 302 participants in the pilot study, the ratio of N/p was
8.63. As a result, current study met the recommendations of the studies in terms of
both minimum required sample size and minimum ratio of number of participants to

number of variables.
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According to Tabachnick and Fidell (2007), 5% or below of missing data can be
handled in large sample sizes so that number of missing data was emerged in a
statistical package. However, no item had missing data and this is useful to continue
analyses. At the beginning of exploratory factor analysis, multivariate normality
assumption was checked such that Mardia’s test was found significant, p<.05.
Because normality assumption was violated, principal axis factor was chosen as the
extraction method. Direct oblimin was used as rotation to interpret factors because
the factors of the scale were assumed as inter correlated with each other. Within
these selections and requirements of some assumptions and criteria, Exploratory
Factor Analysis was performed. The Kaiser Meyer Olkin (KMO) was .836 and this
was an indicator of a great sample adequacy because it is higher than critical value
.60 (Tabachnick & Fidell, 2007). Also, Bartlett’s Test of Sphericity was significant,
22 (df =595) = 3994.70, p =.00.

Analysis showed that nine factors with eigenvalues exceeding 1 appeared. However,
number of factors were much more than findings of other studies in literature which
stated factors of organizational climate in schools can be summarized as academic
climate, social climate, safety, and environmental and structural climate (Cohen,
Mccabe., Michelli, & Pickeral, 2009). In addition, number of factors was higher than
the predetermined number of factors based on literature review of the current study.
On the other hand, eigenvalue criterion to decide on number of factors criticized
because of overestimation of number of retained factors (Zwick & Velicer, 1986) and
arbitrary decision in terms of differentiating 1.01 eigenvalue from the .99 eigenvalue
(Ledesma & Valero-Mora, 2007). Moreover, Fabrigar, Wegener, MacCallum, and
Strahan (1999) recommended as many as approaches to decide the number of factors.
Furthermore, Tabachnick and Fidell (2007) offered to experiment with different
number of factors till a satisfactory solution was reached. Therefore, scree test and
percentage of variance were checked for decision on the number of factors. As
Figure 3.1 demonstrated, there was an inflection after the sixth factor in scree plot so
that six-factor could be emerged. However, scree test is subjective and based on
judgment of the researchers (Gorsuch, 1983; Tabachnick & Fidell, 2007; Thomson,
2004; as cited in Williams, Brown, & Onsman, 2012, p.7) so that interpretation of
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scree test was not effective by itself. In terms of percentage of variance explained,
Hair, Anderson, Tatham, and Black (2010) offered minimum %50-%60 variance for
the humanities. By considering this recommendation, 51.34% of variance was chosen
and this percentage came up to the sixth factor. As a result, six factor was retained

for the factor structure.
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Figure 3.1. Scree Plot of Organizational Climate Scale

Items 13 and 28 were removed because their factor loadings were nearly same for
two different factors. In other words, those items were not specific to only one factor.
Also, items 8, 20, 22, 24, and 35 were removed because their loadings were below
the critical factor loading that is 0.32 (Tabachnick & Fidell, 2007). Within these
updates, Exploratory Factor Analysis was rerun with principle axis factor as rotation
method and direct oblimin method for rotation technique by choosing six factors.

Table 3.5 shows factor structure and loadings.
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Table 3.5
Factor Structure and Loadings of Organizational Climate Scale

Dimension Item Factor Loadings
1 2 3 4 5 6
Departmental i31 706 071 -114  -028  -006 149
climate
i26 652 025  -011  -156  -002 058
i29 465 021 100 021 096 -031
i30 427 -042 040  -027 070 026
i25 396  -011 161 020  -006 038
Social climate i3 014 844 026  -068  -056 -,148
i5 029 692  -127  -030 100 -,026
i2 009 665 070  -015  -004 054
i1 092 605 08 039  -077 033
i4 095 576  -146  -021 179 -,049
i6 054 441 063 039 009 098
i7 111 374 -005  -011 057 060
Administrative i32 068  -021 732  -088 108 137
climate
i34 126 026 618 029 008 -,001
i33 027 052 591  -046  -064 109
Advisor-related i15  -069 014 063  -872  ,009 069
climate
i14 070  -012  -047  -863 018 -,068
i16  -101 002 08  -751 116 101
i17 277 029 021  -466  -035 032
Instructor-related i9 008 017  -054 056 780 105
climate
i11  -058 ,064 08  -073 666 083
i10  -062 ,060 058  -178 609 -022
i12 227 000  -043 014 545 009
Academic climate i19  -041 015 066  ,028 017 839
i18 034  -064  -030 -012 135 669
i27 216 144  -087  -123  -138 478
i21 029 018 004  -118 046 461
i23 184 149 021 012 184 330
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Six factors explained 57.39% of the common variance. The first factor was labeled as
departmental climate and included items 25, 26, 29, 30, and 31. The second factor
was labeled as social climate and included item 1, 2, 4, 5, 6, and 7. The third factor
was labeled as administrative climate and included item 32, 33, 34. The fourth factor
was labeled as advisor-related climate and included items 14, 15, 16, and 17. The
fifth factor was labeled as instructor-related climate and included items 9, 10, 11, and
12. The last factor was labeled as academic climate and included items 18, 19, 21,
23, and 27.

Pilot study results were also used to represent reliability of the scale. Table 3.6
presents the Cronbach Alpha coefficients of dimensions and whole scale, factors of
scale, and the number of items for each dimension. Five-factor structure had the
reliability of .87 in Cronbach alpha so scale had preferable reliability (Nunnally,
1978). Factor of social climate, academic climate, administrative climate,
departmental climate, advisor-related climate, and instructor-related climate had
respectively internal consistency with .80, .77, .71,. 70, .85, .78 Cronbach Alpha. As
a result, all factors in addition to whole scale had a Cronbach Alpha value above .70
so that scale reliability had an acceptable internal consistency (Field, 2009). In order
to ensure six-factor structure, data collected in the main study (N=653) was analyzed
through Confirmatory Factor Analysis (CFA). The results of CFA are provided in a

detailed way in the results section of the study.

Table 3.6

Dimensions, Cronbach Alpha Values and Number of Items for Organizational
Climate Scale

Factors of Organizational Climate Cronbach’s Alpha Number of Item
Social climate .80 7
Academic climate a7 5
Administrative climate 71 3
Departmental climate .70 5
Advisor-related climate .85 4
Instructor-related climate .78 4
TOTAL .87 28
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3.3.1.2 Scale of Intention to Leave
Development process, content and validity and reliability processes of intentions to

leave was described as below.

3.3.1.2.1 Instrument development process
A scale to measure intentions to leave graduate education was developed by
researcher. For the scale development, the literature studying the relation between
intention and behavior was reviewed. It was detected that intentions were generally
assessed by two or three items in a factor structure. Therefore, five questions similar
to each other were written. After that, opinions of a group of graduate students were
taken through a cognitive interview. Items were asked to them in order to check what
they understand from each item. In addition to opinions of graduate students,
opinions of one experts in this field were asked. By considering recommendations of

students and experts, useful changes were applied.

3.3.1.2.2 Content of scale of intention to leave
There are three statements to assess intentions to leave graduate school. “I am
planning to quit my education in the next semester”, “I am planning to quit my
education before getting a degree”, and “I am planning to get a degree from this
department” are the items. It has 5-point Likert scale in which “1” refers to “strongly
disagree” while “5” refers to “strongly agree”. The reason why intentions to leave
was predicted instead of behavior was that the current study was not longitudinal
because it was difficult to capture student attrition in a short time. In the current
study, intention to leave was used as indicator for voluntary dropout behavior or

student attrition.

3.3.1.2.3 Validity and reliability of scale of intention to leave
In order to test validity and reliability of the scale, data gathered through pilot study
was performed in factor analysis at the beginning of January, 2018. An Exploratory
Factor Analysis was conducted to evaluate how three items developed by the
researcher of the current study were consistent in the Graduate Schools of Turkey.
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Data gathered from the sample had 302 graduate students. This number is consistent
with recommendations of MacCallum, Widaman, Zhang, and Hong (1999).

According to Tabachnick and Fidell (2007), 5% or below of missing data can be
handled in large sample sizes so that number of missing data was emerged in a
statistical package. However, no item had missing data and this is useful to continue
analyses. At the beginning of exploratory factor analysis, multivariate normality
assumption was checked such that Mardia’s test was found significant, p <.05.
Because normality assumption was violated, principal axis factor was chosen as the
extraction method. However, selection a rotation method was not applicable since the
scale had one factor. Within these selections and requirements of some assumptions
and criteria, Exploratory Factor Analysis was performed. The Kaiser Meyer Olkin
(KMO) was .731 and this was an indicator of an acceptable sample adequacy
because it is higher than critical value .60 (Tabachnick & Fidell, 2007). Also,
Bartlett’s Test of Sphericity was significant, »? (df = 3) = 532.02, p = .00. Analysis
showed that one factor with eigenvalues exceeding 1 appeared. Furthermore, scree
test and percentage of variance were checked for decision on the number of factors.
As Figure 4.1 demonstrated, there was an inflection after the first factor in scree plot
so that one-factor could be emerged. In terms of percentage of variance explained,
one-factor structure explained 81.98% variance in intentions. Hair, Anderson,
Tatham, and Black (2010) offered minimum %50-%60 variance for the humanities.

As a result, one factor was retained for the factor structure.

Scree Plot

Eigenvalue
I

Factor Number

Figure 3.2. Scree Plot of Scale of Intention to Leave
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Pilot study results were also used to represent reliability of the scale. Table 3.7
presents the Cronbach Alpha coefficients of items and whole scale. One-factor
structure had the reliability of .89 in Cronbach alpha so scale had preferable
reliability (Nunnally, 1978). Each item had respectively .84, .81, .89 Cronbach
Alpha. As a result, items in addition to whole scale had a Cronbach Alpha value
above .70 so that scale reliability had an acceptable internal consistency (Field,
2009). In order to ensure one-factor structure, data coming from main study (N =
653) was analyzed through Confirmatory Factor Analysis (CFA). The results of CFA

are provided in detail in the results section of the study.

Table 3.7

Cronbach Alpha Values of Items for Scale of Intention to Leave
Item Cronbach’s Alpha

1 84

2 81

3 .89

TOTAL .89

3.3.2 Pre-administration of Semi-structured Interview
Preparation of the forms, implementation of pre-administration, and final forms of

the semi-structured interview were described below.

3.3.2.1 Preparation of the Forms
By considering items in the scales, ideas in the literature, and the structure and
process in higher education system in Turkey, semi-structured interview forms were
prepared for non-persistent students and graduate school administrators. There were
two semi-structured interview forms. One of the interviews gathered information
related to graduate education experiences, causes of attrition, decision to give up, and
recommendations from the lenses of non-persistent students. Moreover, another
semi-structured interview was formed to collect opinions and recommendations of
university administrators. Opinions of one non-persistent student and one

academician were considered in the preparation process.
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3.3.2.2 Implementation of Pre-administration
A semi-structured interview form for students was administered to three non-
persistent students and one vice-director of a graduate school. The first student was
male and from art&humanity field in a non-research university. The second student
was male and from engineering field in a non-research university. The third student
was female and from educational science in a research university. Lastly, vice-
director with three-year administration experience was male and from natural
sciences in a non-research university. Voice of student interviewees were recorded
providing that they had given their consents. However, one vice-director did not
approve voice-recorder so that note-taking method was used. The interviews were

conducted during December 2017 as a prestudy.

The researcher of the current study identified some codes, sub-themes and themes
describing student attrition experiences of non-persistent students. The first theme
was about the start of graduate education. Questions related to decision to start and
feelings about graduate education were asked. The reasons to start in graduate
education were different. Engineering student emphasized professional development
and opportunity for group work. Education student stated a desire to be an
academician. However, Art & Humanity student stated he began graduate education
to delay military duty. The common point among three students were that all of them
felt excitement and positive feelings at the beginning of graduate education. In terms
of the theme of process and structure of graduate education, the frequently stated
codes were motivation, relations with advisors, relations with peers, attitudes of
administrators, attendance problem, course programs, economic support, and family.
For the theme of reasons for student attrition, personal factors were dominant. The
students of education and engineering departments attributed attrition decisions to
themselves whereas student of Humanity & Art department attributed his attrition to
the job. Although all of the participants emphasized the problem with their advisors,
they accepted that they had not shown any effort to solve this problem. When the
reason of this condition were asked, they responded that they did not struggle with
this problem because their occupational responsibilities were more dominant. In

other words, they became non-persistent student because they could not adjust the
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balance between their educational and occupational lives. Finally, the general
recommendations of the participants may be summarized as reorganization of
student-advisor relationships, positive attitudes of administrators towards graduate
education, legal procedures for permissions to participate in graduate education
activities, adjustments of course programs by considering the students working
anywhere, and financial support for the students. All of the participants found the
questions inclusive in terms of experiences of non-persistent students and process

and structure in graduate education.

In order to get opinions of vice-director, questions related to attrition causes and
change recommendations were posed. Delaying military, family conditions, and
economic problems were emphasized. When the organizational causes of attrition
were asked to vice-director, he explained the process in graduate school instead of
talking about organizational causes. He also touched on student attendance problem.
Finally, he recommended many policies from financial support to the responsibilities
of departments. He criticized that departments’ misconceptions produced problems

for graduate schools.

3.3.2.3 Final Forms of Semi-structured Interview
After the analysis of result of pre-administration of interview forms, the researcher of
the current study decided to conduct interviews for persistent students and advisors.
Moreover, there were some updates on forms for non-persistent students and
graduate school administrators. To name a few, order of main questions, content of
alternate questions, and type of questions were changed by considering non-
persistent students. In addition, questions related to consequences were added to
graduate school administrator form. In these processes, again, experts opinions were
taken into account. One expert has studies related to higher education field while the
other expert is competent in qualitative research. As a result, updated semi-structured
interview forms were constructed for non-persistent students, persistent students,
graduate school administrators, and advisors. By comparing the responses of
participants, it was checked differences in perceptions of students and academicians
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such that whether student attrition was attributed to organizational factors or personal
factors.

The interview form for non-persistent student included questions like how you
decided to start graduate education and why you did not persist on education. The
interview form for persistent student included questions like what opportunities
graduate education provided and what support you recommend. The interview form
for the graduate school administrator included questions like what jobs you are doing
in graduate schools and which consequences of student attrition are possible in the
future. And finally, the interview form for advisor included questions like how is the

relationship between you and your students and which problems you experience in

graduate education. The Table 3.8 represents the initial themes for participants.

Table 3.8

Initial Themes for the Participant Groups
Non-persistent Persistent Graduate school Advisors
students students administrators

Theme 1 Starting graduate Starting graduate Graduate school Student-advisor
education education procedure relationships

Theme 2 Process and Process and Problems Problems
structure in  structure in  observed in  observed in
graduate graduate graduate schools  graduate
education education education

Theme 3 Causes for Causes for Attrition causes Attrition causes
attrition attrition

Theme 4 Change Change Attrition Attrition
recommendations recommendations  consequences consequences

Theme 5 X X Attrition Attrition

solutions solutions
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3.3.3 Institutional and Goal Commitment Scale.
Scale of institutional and goal commitment was decided to be administered by taking
permission from the developers of the scales. The reason why this scale was selected
was the fact that this scale was proved as valid and reliable in the Turkish context.
Institutional and goal commitment scale has seven-question and 5-likert scale in
which “1” refers to “strongly disagree” while “5” refers to “strongly agree”. It is a
sub-scale of Institutional Integration Scale. To name a few, “ Getting a degree is
important for me”, “Getting higher grades are not important for me”, and “I am sure
that | had a true decision by selecting this university” are some of the items. The
scale was developed by Pascarella and Terenzini (1980) and was adapted to Turkish
context by Tuna (2010). The author found internal consistency of this scale as .75
which was an indicator for acceptable reliability. This scale was not conducted in a

pilot study.

3.3.4 University Information Form
A university information form was prepared by the researcher to get data related to
studentship conditions. This form aims to collect information about the number of
student in terms of spring semesters of 2015-2016, 2016-2017, and 2017-2018
education years in order to evaluate trend about whether there has been increase or
decrease, and program level (M.S. and Ph.D.) in order to compare which one is
higher rates by considering their registration status. Archival data related to number
of students in terms of students’ registration status was used to calculate student
attrition rates in graduate education. In this calculation, that number of non-registered

or passive students was divided by number of total students.

3.3.5 Summary of Instrumentation
Within the results of pilot study of scales and pre-administration of semi-structured
interviews, all instruments were ready for the main study. Table 3.9 summarizes
characteristics of the scales, interview forms, and university information form. A, B,
and C section of Appendices represents respectively questionnaire, interview forms,

and university information form.
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Table 3.9

Summary of Scales, Interview, and Document Analysis

Instrument Dimension Type of Number of  Type of
instrument item/question  question
Scales Questionnaire
Organizational ~Academic 5 Closed and
climate climate 5-Likert
Social 7 Closed and
climate 5-Likert
Departmental 5 Closed and
climate 5-Likert
Administrative 3 Closed and
climate 5-Likert
Advisor- 4 Closed and
related climate 5-Likert
Instructor- 4 Closed and
related climate 5-Likert
Intention  to 3 Closed and
leave 5-Likert
Institutional 7 Closed and
and goal 5-Likert
commitment
Interview Interview
forms schedule
Non-persistent 4 Open and
student form semi-structured
Persistent 5 Open and
student form semi-structured
Graduate 5 Open and
school semi-structured
administrator
form
Advisor form 5 Open and
semi-structured
University Document
information
form
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3.4 Empirical Data and Their Collection

Main study was conducted to achieve the purpose of the current study. Firstly,
approval of Human Subjects Ethics Committee of METU was requested in the
beginning of February, 2018. Along with approval of ethics committee, permission
process for randomly selected graduate schools from research universities was begun
in March, 2018. After permissions and archival data had been got, data of the main

study were collected through March and May, 2018.

All questionnaires were administered to students through face-to-face interaction.
Confidentiality of identities of the students were taken under guarantee. Furthermore,
their willingness for participation in the study were received through consent forms.
In order to encourage graduate students to participate in the study, gift drawing was
conducted. This drawing was announced in both face-to-face administrations after
they completed the questionnaire. For this reason, a space was left at the end of the
questionnaire. To participate in the drawing, nicknames and communication
informations of the students were requested via these spaces. To ensure
confidentiality, participants were wanted to separate space by cutting it and giving it
to researcher. There were mainly two kinds of gifts. Supermarket card included 150
TL to be spent and was distributed to five students by draw. Technology pack was
distributed to 30 students by a draw and included 32 GB USB flash drive,
powerbank, and earphones. Although capacity of the courses selected randomly
consisted of 1500 students, some of them did not accept participation invitation.
Additionally, some of the volunteer participants did not provide healthy dataset.
Some of them left many questions blank while some of them circled more than one
alternatives. As a result, sample size became 653 which were returned from the
students to be analyzed in a healthy way. The number of the students in terms of
university type and field are represented in Table 3.10.
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Table 3.10
Number of Students in terms of University Type and Field

Frequency
General 208
Technical 445
Total 653
Educational Sciences 153
Medical Sciences 64
Natural and Applied Sciences 173
Social Sciences 208
Fine Arts 16
Engineering 39
Total 653

In order to call non-persistent and persistent students for interview, a space was left
at the end of questionnaire to learn who is willing to volunteer to participate in the
interview. Moreover, it was announced that promotions would be given to students
who participated in the interview. Ten non-persistent and ten persistent students were
involved in the study. Stationery pack including pen and pencils, file folders, and
paper was gifted to each participant. Furthermore, advisors and graduate school
administrators were invited in their departments or institutes to conduct interview.
Eight advisors and eight administrators accepted the request and participated in the
study by giving responses to the interview questions. For the interviews, Tape
recorder was used to record voices by taking the permissions of participants. Thirty-
three interviews were conducted face-to-face while only three participants were
interviewed by phone due to long distance between the researcher and participants.
Clearness of the questions were checked by researcher. For this reason, researcher of
the current study used the strategies such as prolonged engagement (setting a trusting
relationship with participant), prevention of premature closure (collecting data until

saturation), and repeatings. Table 3.11 depicts the number of participants.
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Table 3.11

Number of Participant in Interviewing

Frequency of Participants in Qualitative Part

Non-persistent student 10
Persistent student 10
Graduate school director 8
Advisor 8
Total 36

3.5 Data Analyses

Quantitative data were analyzed in statictical package programs. Data collected in
pilot study were analyzed to explore factors by using EFA (Exploratory Factor
Analysis). By considering critical factor loading values, KMO (Kaiser Meyer Olkin)
values, extraction and rotation method, sphericity test, and scree plot of eigenvalue;
factors were emerged and named as it was explained in the instrumentation part. In
addition, Cronbach Alpha and correlation coefficients were calculated to check
reliability of items in the scales. In terms of descriptive statistics, characteristics of
participants, attrition rates, and challenging areas in graduate education were
presented with tables and figures.

With the Confirmatory Factor Analysis, factor structures of the scales of “intentions
to leave” and “institutional and goal commitment” were tested and compared to other
studies to check whether the current study gave compatible results with studies of
adapters of scales or did not. CFA was also performed in order to verify factor
structure of scale of organizational climate. In order to prove construct validity of
scales, some critical values such as RMSEA (Root Mean Square Error of
Approximation), CFl (Comparative Fit Index), and NNFI (Non-Normed Fit Index)
were considered.

Logistic Regression was performed in order to check whether individual
characteristics (gender, marital status, and program level) and organizational factors
(economic support, university type, and department) predicted studentship condition

of becoming non-persistent or persistent student.
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Structural Equation Modelling was performed in order to check whether personal
factors and organizational factors together with mediating role of institutional and
goal commitment predicted graduate students’ intentions to leave from graduate
education or did not. For this reason, Kline’s (2015) four-step testing of model was
followed. In the first step, model specification was implemented by hypothesizing a
structural model. Figure 3.3 represents the Structural Equation Model

Personal factors

Institutional and goal Intention to leave

commitment

Organizational factors

Figure 3.3. Structural Model

Secondly, model identification included that statistical program provided estimation
for the parameters in the model. The third step which is model estimation was
followed by comparing hypothesized model and observed model in statistical
program. And finally, model evaluation was provided with assessment of model with
some fit indices. For both Confirmatory Factor Analyses and Structural Equation
Modelling, criteria of y?/df, RMSEA, NFI, NNFI, and CFl were considered. In
addition, Hierarchical Multiple Regression Analysis was conducted to check

mediation effect of institutional and goal commitment.

In order to analyze qualitative data gathered in interviews, transcriptions of
recordings were completed by the researcher. The data were constructed as written
text after transcription. Thus, content analysis which revealed four types of
categorization was performed. Themes, sub-themes, codes, and sub-codes were used

to investigate interview data.
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In order to increase credibility, transferability, confirmability, and dependability of
the data, researcher of the current study used some strategies like peer debriefing
(asking to colleagues), member check (going to participant), and maintaining a
journal (self-reflection). First of all, the researcher of the study used data
triangulation, member check, and expert opinion to provide credibility. The
interviewing was conducted with not only non-persistent students but also persistent
students, graduate school administrators, and advisor so that data were triangulated.
Moreover, the researcher sent transcribed texts to 10 participants who were randomly
selected to confirm conversation. Six of them returned and approved what they said.
Furthermore, the researcher took the advice of an expert in qualitative research

methods from data collection procedure to the data analysis.

The second issue was to provide transferability which was implemented by thick
description and participants and purposeful sampling. As section E of Appendices
depicts, data were described in a detailed way. Four categories of theme, sub-theme,
code, and sub-code provided detailed description. On the other hand, usage of four
type purposeful sampling as it was explained in the section of population and
sampling served to detailed description of participants.

The third issue was confirmability of the data. It was provided with maintaining a
journal. In other words, the researcher of the current study evaluated himself step by
step. This self-reflection was mostly implemented in coding process. Firstly, the
researcher coded the data through content analysis. In this process, general schema
guided was used, in which themes and some of sub-themes were initially constructed
while rest of sub-themes, and all of codes and sub-codes were produced after content
analysis (Yildinmm & Simsek, 2016). Secondly, the second coding process was
implemented one month later to confirm the initial coding. Within this process, a
consistency between the first coding and the second coding was checked. However,
some additions to codes and combinations of codes were done to increase meaning of

the patterns.
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Lastly, dependability was provided by peer debriefing and expert opinions. The
researcher selected random passages from transcribed texts and sent them to 12
academician or scholars who are experts in qualitative research method. They coded
the passages and sent them back. The researcher compared his codes and codes of the
colleagues. Comparisons showed that there was at least 70% intercoder reliability.
Furthermore, the researcher consulted an expert in order to accept feedback about the
process from data analysis to writing report. While the researcher was writing results

of qualitative data, he considered these feedbacks.

With document analysis, a basic calculation was made to describe attrition rates in
terms of semester and program level. In this calculation, the number of non-
registered students were divided by total number of students, which gave the attrition
rate. By combining both quantitative and qualitative data, divergence and

convergence of analysis results were discussed in discussion section.

3.6 Limitations of the Study

The current study had some limitations which were specific to research design and
some delimitations which researcher put. The most important limitation was
generalizability of the study. The results of the current study were limited to the
research universities in Turkey. Therefore, results can not be representative for other
universities in Turkey and so that the study lacked ecological generalizability.
However, the study had external validity. Findings of the study may be generalized
to research universities because sample were chosen randomly. Another limitation
was willingness of participants and access to non-persistent students. Therefore,
return rate was not as it was targeted. Moreover, participants’ honesty and care had
importance to gather healthy results. Delimitations of the study were participants,
time, and instruments. Students with academic dismissals or students with frozen
registration due to health problems were not evaluated as non-persistent students.
The results of the current study were based on opinions of graduate students,
advisors and graduate school administrators in a restricted time when study was

conducted. Finally, data of this study were gathered via instruments including scales,
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interviews, and document analysis. As a result, the current study might give different
results if different participants, time, and instruments were preferred.

There were risks of facing “threats to internal validity” that means meaningful
inferences may not be drawn about covariation between independent variable and
outcome variable because of any other unintended variables (Shadish, Cook, &
Campbell, 2002, as cited in Creswell, 2012). Some of these threats were tried to be
kept in a minimum level. Threat of data collector characteristics was eliminated by
using one data collector who was the researcher of the current study. Another threat
was data collector bias but it was controlled by making standard process through
planned ignorance. In spite of efforts to eliminate or minimize threats to internal
validity, the current study had some reasonable conditions which might not be under
the control of the researcher and so that these conditions could affect results or put
forward alternative hypothesis. One of them was subject characteristics. The subjects
of this study were graduate students and academicians who might affect relationship
between personal factors and organizational factors and attrition. For example,
differences in socioeconomic status (SES) may bring alternative explanations such
that the undergraduate GPA of student with high SES may not be related to
intentions to leave as that of student with low SES may be related. Also,
academicians may not give accurate answers to show that their universities are doing
their job well. Moreover, the answers provided by the questionnaires are a kind of
self-report technique. This technique might pose a threat as well. To illustrate,
students could select a choice that did not reflect their real opinions due to tiredness,
time deficiency, or desire to seem appealing. Another threat was location. Some of
departments wanted everyone to fill questionnaire in lecture time. This condition
might prevent comfortableness of students in a negative way. Moreover, history was
another threat to internal validity of the current study. Student movements, protests
or other activities might affect the response of the students. In addition, the time data
were collected was the last week of academic calender in some universities. This
condition might have affected the responses of the students. Moreover, some of the
interviews with graduate school administrators and advisor were conducted before

their formal meetings. This situation was also a history threat for the study. To
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summarize, the current study has some limitations, delimitations, and threats to
internal validity. They should be considered while interpreting and evaluating the

results of the study.

3.7 Researcher Bias

The current study was conducted by a researcher who was a graduate student in the
department of Educational Sciences and OYP research assistant. Moreover, the
researcher completed Master thesis and is studying on Doctoral thesis. In other
words, researcher is a persistent graduate student. Furthermore, he conducted many
research related to higher education. In brief, the researcher of the current study has
been in the loop. Therefore, characteristics of the researcher might hava affected
dissertation procedure. In other words, readers should keep researcher bias in the
back of their minds. It is clear that like every researcher, the researcher of the current
study may mislead the research unintentionally. Although the researcher tried to
decrease effect of researcher bias by using right design and right tools, the current

study was open to danger of unintentional interventions.

The researcher avoided to include some variables in the current study intentionally.
Although gender was included in the current study, ethnicity and race and social
class were excluded. Exclusion of these variables were based on the contextual
factors. Political agenda in Turkey rejected the minorities for many years. This
ignorance has reflected on opinions of society. Despite the emphasis on minorities in
U.S,, culture in Turkey did not permit to express differences in terms of ethnicity and
race and social class. The reason for this difference between two countries may be
related to physical appearance of citizens. While there is visible ethnic differences in
U.S., people in Turkey can not be differentiated in terms of ethnicity. Further,
constitutional law in Turkey claims to guarantee rights of all citizens and provide
equality for all classes of society, the people do not want to touch much on social
class inequalities. To illustrate, Google Scholar gave 1060 findings related to race
and ethnicity and 3010 findings related to socioeconomic status in Turkish pages
while there were 31000 findings related to gender. As a result, researcher of the

current study thought that participants would not honest responses to questions
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related to ethnicity and race and social class so that sufficient number of participant
for statistical analyses could not be reached. For the qualitative part of the current
study, the researcher asked indirect questions related to exclusion and inequalities

but participants either had not experienced any exclusion or had hidden real situation.
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CHAPTER 4

RESULTS

This section of the study shows the results of the data analyses. The first part
presents descriptive statistics including educational characteristics and descriptive
findings of organizational climate, institutional and goal commitment, and intention
to leave. The second part gives the findings of confirmatory factor analyses. The next
parts are related to the findings of correlational analyses which are Logistic
Regression, Structural Equation Modelling, and Multiple Hierarchical Regression
Analysis. Towards the end, results of interviewing and results of document analysis
including attrition rates are described in the last parts of the results section. And

finally, the results section is closed with the summary of results.

4.1 Descriptive Statistics

Descriptive statistics was reported in terms of educational characteristics, and levels
of perceptions of organizational climate, institutional and goal commitment and

intentions to leave.

4.1.1 Educational Characteristics

The way the students gain maximal support was asked. Most of graduate students (N
= 632) received financial support of some sort that covers all of their educational
expenses whereas some of the student (N = 21) did not have any financial support.
Twenty-two point four percent (N = 146) of the students had a private sector job
while rates of those having family support, scholarship or loan, research
assistantship, public job, part-time job, and instructorship were respectively 21.7%
(N =142), 14.2% (N = 93), 13.6% (N = 89), 13.6% (N = 89), 6.6% (N = 43), and
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3.2% (N = 21). In addition, 11 students chose “other” section and declared these
support types: tutoring (N = 5), orphan salary (N = 2), self-employed (N = 2), lawyer
office (N = 1), and saving (N =1). Table 4.1 represents descriptive data related to
economic support.

Table 4.1

Frequency for Economic Support
Variable Frequency Percentage (%)
Private sector 146 224
Family support 142 21.7
Scholarship or loan 93 14.2
Research assistantship 89 13.6
Public job 89 13.6
Part-time job 43 6.6
Instructorship 21 3.2
No support 21 3,2
Total 653 100

In addition to economic support, participants were asked challenging areas in
graduate education. The areas the participants identified the most challenging were
respectively balance between work and school (N = 249), structure of program (N =
230), and financial support (N = 220) whereas the areas the participants identified as
the least challenging were respectively cultural adaptation (N = 26), family support
(N = 28), and health problems (N = 31). The others were relations with peers (N =
56), relations with faculty (N = 74), relations with advisor (N = 63), departmental
support (N = 126), harmony between personal targets and program aims (N = 183),
academic development (N = 195), bureaucratic processes (N = 166), balance
between family and school (N = 69), and distance between school and home (N =
139). On the other hand, 13 participants who selected the “other” option included
these problems: time management, difficult courses, access to advisor, unfitting
system, future anxiety, anxiety for finding job, course adaptation, full-time

schooling, courses from unfamiliar fields, foreign language, administrative
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workloads, communication with department chair. Table 4.2 shows the challenging

areas.

Table 4.2

Frequency for Challenging Areas
Variable Frequency
Balance between work and school 249
Structure of program 230
Financial support 220
Academic development 195
Harmony between personal targets and program 183
aims
Bureaucratic processes 166
Distance between school and home 139
Departmental support 126
Relations with faculty 74
Balance between family and school 69
Relations with advisor 63
Relations with peers 56
Health problems 31
Family support 28
Cultural adaptation 26
Other 13

Finally, graduate students’ undergraduate grades and time they spend in graduate
education were asked to the students. The grades of the students (M = 3.18, SD = .38)
changed between 2.00 and 4.00. Also, the time in years (M = 2.32, SD = 1.78) varied
from 1 to 13. Table 4.3 depicts the mean and standard deviations.
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Table 4.3
Means and Standard Deviations of Grade and Time

Variables M SD
Grade 3.18 .38
Semester 2.32 1.78

4.1.2 Results of Organizational Climate

Table 4.4 shows descriptive statistics in terms of level of student perceptions of
organizational climate (M = 4.05, SD = .46). The scale of perceptions of
organizational climate has six sub-dimensions which are social climate, academic
climate, departmental climate, administrative climate, advisor-realted climate, and
instructor-related climate. Student perceptions of academic climate (M = 4.45, SD =
.53) seem to be more positive than those of instructor-related climate (M = 4.21, SD
= .64), advisor-related climate (M = 4.20, SD = .78), social climate (M = 4.08, SD =
.60), departmental climate (M = 3.62, SD = .73), and administrative climate (M =
3.61, SD = .81). Average of overall perceptions of organizational climate (M = 4.02,
SD = .46) is higher than perceptions of administrative climate and departmental

climate whereas it is lower than other dimensions.

Female students (M = 4.12, SD = .42) appear to have more positive perceptions of
organizational climate than male students (M = 3.96, SD = .49). Students whose age
are below 22 (M = 4.17, SD = .35) seem to have more positive perceptions of
organizational climate than those whose ages are in the range of 23-28 (M = 4.08, SD
= .45), above 35 (M = 3.97, SD = .53), and in the range of 29-34 (M = 3.96, SD =
48). Single (M = 4.08, SD = .45) students seem to have more positive perceptions of
organizational climate than married students (M = 3.91, SD = .51). The students who
do not have a dependent child (M = 4.07, SD = .45) appear to have more positive
perceptions of organizational climate than students having a dependent child (M =
3.85, SD = .57). Students from medical sciences field (M = 4.25, SD = .55) seem to
have more positive perception of organizational climate than those from educational
sciences (M = 4.15, SD = .43), engineering sciences (M = 4.13, SD = .48), fine arts
(M =4.07, SD = .43), social sciences (M = 4.02, SD = .46), and natural sciences (M =

3.91, SD = .40) fields. Master students (M = 4.07, SD = .46) appear to have more
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positive perceptions of organizational climate than Ph.D. students (M = 3.98, SD =
45). And finally, persistent students (M = 4.09, SD = .42) appear to have more
positive perceptions of organizational climate than non-persistent students (M = 3.83,
SD =.60).

Table 4.4
Means and Standard Deviations in terms of Organizational Climate
Variable M SD
Gender Female 4.12 42
Male 3.96 49
Total 4.05 46
Age Group 22 and below 4.17 .35
23-28 4.08 45
29-34 3.96 48
35+ 3.97 .53
Total 4.05 46
Marital Status Married 3.91 51
Single 4.08 45
Total 4.05 46
Having child Yes 3.85 .57
No 4.07 45
Total 4.05 46
Field Educational sciences 4.15 43
Social sciences 4.02 46
Natural sciences 391 40
Medical sciences 4.25 .55
Engineering sciences 4.13 48
Fine arts 4.07 43
Total 4.05 46
Program Level Master of Science 4.07 46
Doctorate 3.98 45
Total 4.05 46
Studentship Persistent student 4.09 42
Condition Non-persistent student 3.83 .60
Total 4.05 46
Grand total 4.05 46
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4.1.3 Results of Institutional and Goal Commitment
Table 4.5 shows descriptive statistics in terms of student perceptions of institutional
and goal commitment for demographic variables. Overall, student perceptions of
commitment (M = 4.33, SD = .54) is at high level.

Table 4.5
Means and Standard Deviations in terms of Institutional and Goal Commitment
Variable M SD
Gender Female 441 A48
Male 4.22 .58
Total 4.33 54
Age Group 22 and below 4.53 45
23-28 4.32 .53
29-34 431 .58
35+ 4.43 .50
Total 4.33 .54
Marital Status Married 4.35 52
Single 4.33 .54
Total 4.33 54
Having child Yes 4.32 .55
No 4.33 54
Total 4.33 .54
Field Educational sciences 4.46 .54
Social sciences 4.37 52
Natural sciences 4.20 52
Medical sciences 4.26 .59
Engineering sciences 4.18 .50
Fine arts 4.38 .38
Total 4.33 .54
Program Level Master of Science 4.30 54
Doctorate 441 .52
Total 4.33 54
Studentship Persistent student 4.39 48
Condition Non-persistent student 3.96 .68
Total 4.33 54
Grand total 4.33 .54
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Female students (M = 4.41, SD = .48) appear to become more committed than male
students (M = 4.22, SD = .58). Students whose age are below 22 (M = 4.53, SD =
.45) seem to become more committed than those whose ages are above 35 (M = 4.43,
SD =.50), in the range of 23-28 (M = 4.32, SD = .53), and in the range of 29-34 (M =
4.31, SD = .58). Married (M = 4.35, SD = .52) students seem to be more committed
than single ones (M = 4.33, SD = .54). The students who do not have a dependent
child (M = 4.33, SD = .54) appear to become a little bit more committed than
students having a dependent child (M = 4.32, SD = .55). Students from educational
sciences field (M = 4.46, SD = .54) seem to be more committed than those from fine
arts (M = 4.38, SD = .38), social sciences (M = 4.37, SD = .52), medical sciences (M
= 4.26, SD = .59), natural sciences (M = 4.20, SD = .52), and engineering sciences
(M = 4.18, SD = .50) fields. Ph.D. students (M = 4.41, SD = .52) appear to become
more committed than Master students (M = 4.30, SD = .54). And finally, persistent
students (M = 4.39, SD = .48) appear to be more committed than non-persistent
students (M = 3.96, SD = .68).

4.1.4 Results of Intention to Leave

Table 4.6 shows descriptive statistics in terms of student perceptions of intentions to
leave graduate education for demographic variables. Overall, student intentions to
leave (M = 1.48, SD = .69) is at a low level. Male students (M = 1.59, SD = .79)
report a higher intention to leave than female students (M = 1.40, SD = .58). Students
whose age are in the range of 23-28 (M = 1.50, SD = .69) report a higher intention to
leave than those whose ages are in the range of 29-34 (M = 1.45, SD = .66), above 35
(M = 1.36, SD = .83), and below 22 (M = 1.20, SD = .36). Married (M = 1.52, SD =
.80) students report a bit higher intention to leave than single ones (M = 1.47, SD =
.66). The students having a dependent child (M = 1.57, SD = .89) report a higher
intention to leave than students who do not have a dependent child (M = 1.47, SD =
.67). Students from medical sciences field (M = 1.73, SD = .65) report a higher
intention to leave than those from engineering sciences (M = 1.66, SD = .65), natural
sciences (M = 1.54, SD = .67), fine arts (M = 1.46, SD = .53), educational sciences
(M = 145, SD = .70), and social sciences (M = 1.34, SD = .70) fields. Master
students (M = 1.52, SD = .69) report a higher intention to leave than Ph.D. students
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(M =1.35, SD = .65). And finally, non-persistent students (M = 1.99, SD = 1.03)
report a higher intention to leave than persistent students (M = 1.40, SD = .57).

Table 4.6
Means and Standard Deviations in terms of Intention to Leave
Variable M SD
Gender Female 1.40 .59
Male 1.59 .79
Total 1.48 .69
Age Group 22 and below 1.20 .36
23-28 1.50 .69
29-34 1.45 .66
35+ 1.36 .83
Total 1.48 .69
Marital Status Married 1.51 .80
Single 1.47 .66
Total 1.48 .69
Having child Yes 1.57 .89
No 1.47 .67
Total 1.48 .69
Field Educational sciences 1.45 .70
Social sciences 1.34 .70
Natural sciences 1.54 .67
Medical sciences 1.73 .65
Engineering sciences 1.66 .65
Fine arts 1.46 .53
Total 1.48 .69
Program Level Master of Science 1.52 .69
Doctorate 1.35 .65
Total 1.48 .69
Studentship Persistent student 1.40 57
Condition Non-persistent student 1.99 1.03
Total 1.48 .69
Grand total 1.48 .69
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4.2 Confirmatory Factor Analysis Results for Organizational Climate Scale

A Confirmatory Factor Analysis (CFA) was performed in order to verify the factor
structure that emerged from Exploratory Factor Analysis. It was conducted with data
gathered from 653 graduate students. The results of CFA showed that there was a
significant chi-square value (y2= 1531.02, df = 301, p <.001) with Root Mean Square
Error of Approximation (RMSEA) value of .079, Normed Fit Index value of .92,
Non-Normed Fit Index (NNFI) value of .93, and Comparative Fit Index (CFI) value
of .93. These values were used to check fitness of the factor structure. RMSEA value
below 0.08 was acceptable for goodness of fit. NFI, NNFI, and CFI values were
acceptable because they are in the range between .90 and 1.00 (Hu & Bentler, 1999;
Tabachnick & Fidell, 2007). However, »*/df was above 5.0 and so this value did not
meet the recommendation of Wheaton, Muthen, Alwin, and Summers (1977). As a

result, there was a need for modification.

A modification was implemented by removing item 11 and drawing error
covariances between some items, new values met the criterions to fit the model. The
results of CFA showed that there was a significant chi-square value (y2 = 1485.79, df
= 330, p <.001) with Root Mean Square Error of Approximation (RMSEA) value of
.073, Normed Fit Index value of .95, Non-Normed Fit Index (NNFI) value of .96,
and Comparative Fit Index (CFI) value of .96. NFI, NNFI, and CFI values greater
than .95 indicated a good fit while RMSEA value of .073 and y?/df value of 4.50
showed an acceptable fit (Hu & Bentler, 1999; Tabachnick & Fidell, 2007, Wheaton
et al. 1977). On the other hand, Chi-square had great value. The reasons why chi-
square value was so great are related to high level of correlation between larger
sample size and observed variables such that it is sensitive to larger sample size
(Hooper, Coughlan, & Mullen, 2008; Muthen, 2001). In conclusion, construct
validity of the scale was proven when y%/df, RMSEA, NFI, NNFI, and CFI values

were considered. Table 4.7 depicts the values.
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Table 4.7
Confirmatory Factor Analysis Results for Models of Organizational Climate Scale

Model X/df RMSEA NFI NNFI CFlI
Basic Model 5,07 .079 .92 .93 .93
Modified Model 4.50 .073 .95 .96 .96

The six-factor CFA model of students’ perceptions of organizational climate is
depicted in figure 4.1. As it is represented in this figure, the values of standardized
estimates changed between .28 and .90. Therefore, 27 final items in the scale loaded

significantly on six dimensions.

Figure 4.1 Six-factor CFA Model of Organizational Climate Scale
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4.3 Confirmatory Factor Analysis Results for Institutional and Goal
Commitment Scale

A Confirmatory Factor Analysis was applied in order to verify the factor structure of
scale of institutional and goal commitment scale which was adapted to Turkish by
Tuna (2010). A package program was used to confirm factors. Basic model of CFA
did not fit in the factor structure. Therefore, error covariances between some items
were drawn. As a result, CFA showed that there was a significant chi-square value
(2= 38.79, df = 9, p <.001) with Root Mean Square Error of Approximation
(RMSEA) value of .071, and Normed Fit Index value of .95, Non-Normed Fit Index
(NNFI) value of .96, and Comparative Fit Index (CFI) value of .98 These values
were used to check fitness of the factor structure. y?/df value of 4.31 and RMSEA
value of .071 was an indicator for acceptable goodness of fit (Hu & Bentler, 1999;
Wheaton et al. 1977). Moreover, CFI and NNFI values showed high level goodness
of fit since their values are greater than 0.95 (Tabachnick & Fidell, 2007). As it is
seen in table 4.8, values met the criterions to fit the model. On the other hand,
reliability of the scale was checked through internal consistency. Cronbach Alpha
coefficient of the items were .86 which was a good indicator for reliability. To

summarize, construct validity of commitment scale was proven.

Table 4.8
Confirmatory Factor Analysis Results for Model of Institutional and Goal

Commitment Scale

Model x2/df RMSEA NFI NNFI CFlI

Modified Model 431 071 .95 .96 .98

Considering results for modified model, the single-factor CFA model of institutional
and goal commitment had goodness of fit at a moderate to high level. As it is
represented in figure 4.2, the values of standardized estimates varied between .43 and

.75. Therefore, all items of the scale loaded significantly on the single factor.
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Figure 4.2 Single-factor CFA Model of Commitment Scale

4.4 Factor Analysis Results for Scale of Intention to Leave

A Confirmatory Factor Analysis was applied in order to verify the factor structure of
scale of intentions to leave. When analysis was performed, CFA model showed that
model was saturated and the fit is perfect. Therefore, error covariances between some
items were drawn. As a result, CFA showed that there was a non-significant chi-
square value (¥2= .00, p = 1.00). The single-factor CFA model of intentions to leave
had a perfect goodness of fit. As Figure 4.4 depicts, standardized estimates values

changed between .60 and .84.
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Figure 4.3 Single-factor CFA Model of Scale of Intentions to Leave

4.5 Logistic Regression

Binomial Logistic Regression was conducted to check how well gender, marital
status, program level, economic support, university type, and field predict persistence
of graduate students. The reasons why Binomial Logistic Regression were chosen are
i) dependent variable of the study which is persistence versus non-persistence is
discrete with two-level (0 and 1) ii) the researcher of the current study claims that
predictors have absolutely equal contribution to criterion variable. In terms of types
of the variables, there should be continuous variable or categorical variable with two
levels in multiple regression analysis (Field, 2009) so that there was a need for
dummy coding. However, statistical package forms dummy-coding itself. For this
reason, those levels were set as base category in categorical covariate segment of
Binary Logistic Regression: male, married, no economic support, Master of Science,
technical university, and educational sciences. The dependent variable that is related
to persistence of students was entered at dependent list while predictors were entered
in covariate list in order to check their predictive effects on persistence of graduate

students. Within dummy-coding, 16 predictors (male vs female, married vs single,
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Master of Science vs Doctorate, technical university vs general university, no support
vs research assistantship, no support vs scholarship or loan, no support vs
instructorship, no support vs public job, no support vs private sector, no support vs
part-time job, no support vs family support, educational sciences vs social sciences,
educational sciences vs natural sciences, educational sciences vs engineering
sciences, educational sciences vs medical sciences, and educational sciences vs fine
arts) all of which are categorical and nominal were produced. According to
Tabachnick and Field (2009), assumptions of Logistic Regression are linearity in the
logit, power and sample size, absence of multicollinearity, absence of outliers, and

independent observation.

4.5.1 Assumptions of Logistic Regression
Before performing main analysis, assumptions were checked. Assumption of
linearity in logit was not applicable for the current study because there was no
continuous variable. Therefore, the first assumption was related to power and sample
size. Multivariate criterion that is ratio of observation to predictor should be higher
than 10 with minimum sample size of 100 (Tabachnick & Fidell, 2001) was
acceptable since ratio of 653 observations to 16 predictors is 40.81 which is larger
than 10. In addition, according to Tabachnick and Fidell (2009), no more than 20%
of cells are less than five and all cell frequencies should be larger than one. By
regarding cross tabulation of categorical variables which were gender, marital status,
economic support, program level, university type, and field, all of cell frequencies
were largen than one. By considering gender, marital status, program level, and
university type, all cells provided assumptions while economic support and field had
only one cell which were less than five. As a result, assumptions related to expected

cell frequency was met.

The second assumption, absence of multicollinearity, was checked through Tolerance
values, Variance Influence Factor (VIF) values, and correlation among predictors.
Myers (1990; as cited in Field, 2009) recommended that VIF value must be lower
than 10 while Tolerance values must be larger than .10. The values emerged in

statistical package showed that Tolerance values changed between .79 and .98. while
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VIF values changed between 1.03 and 1.24. Therefore, these values confirmed the
absence of multicollinearity. In addition, Field (2009) stated that correlation
coefficient between predictor variables must not be higher than .90. This criterion
was also provided since there was no correlation greater than .90 between predictor

variables. Overall, absence of multicollinearity was assumed.

The third assumption was absence of outliers. Outliers or influential observations
were checked through Cook’s distance, Leverage statistics, Mahalanobis Distance
and DFbeta. Cook and Weisber (1982; as cited in Field, 2009) recommended that
Cook’s distance (measure of the influence of case) must be smaller than 1. Cook’s
distance in the current study had values generally changing between O and .98.
However, the case 559 had a value larger than 1.0. Only one case exceeding 1.00 was
negligible so that it was not evaluated as a concern. According to Stevens (2009),
cut-off point for Leverage statistics is 3(k+1)/n. Here, n represents the number of
observations while k is the number of predictor variables. Cut-off point for Leverage
statistics of the current study was calculated as .08 by using the formula. On the other
hand, the values of maximum Leverage statistics given by statistical package for case
446 and 385 were smaller than .08 so that these cases violated assumption. Thirdly,
critical chi-squared value was found as 39.25 from the table of Chi-square
distribution with oo = .001 and df = 16 (number of predictors) and this value is cut-off
for Mahalanobis distance. Maximum value of Mahalanobis distance was 16.18
statistical package so there is no value above 40.79. By considering Tabachnick and
Fidell (2007) who stated that cases having a value in excess of critical chi-squared
value are outliers, this assumption was confirmed. And finally, DFbetas were
checked by considering recommendation of Tabachnick and Fidell (2007), DFbeta
values should be smaller that 1.00. Outputs of statistical package showed that values
for DFbeta for only case 263 and 559 were larger than 1.00 so that this criterion was
not provided for participants 263 and 559. However, two cases were negligible

among 653 cases. Totally, absence of outlier was assumed.

In order to check assumption of independence errors, The Durbin-Watson coefficient

test which is provided by statistical package was conducted. According to Durbin
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and Watson (1951), this value must be between 1.00 and 3.00 for the errors to be
unrelated. This study had a 2.04 value of Durbin-Watson so that independency of
errors was assumed. In addition to Durbin-Watson coefficient, the researcher of the
current study guaranteed that all observations were independent from each other
since the researcher was ready in classes and prevented interaction among the

students in data collection process.

4.5.2 Results of Logistic Regression
Logistic Regression was performed in order to seek an answer for research question
that is how well gender, marital status, program level, economic support, university
type, and field predict persistence of graduate students. Findings of a sixteen-
predictor binomial logistic regression indicated that test of full model of binomial
logistic versus null model including only constant was statistically significant, y (16,
N = 653) = 53.68, p = .00. Moreover, explained variance in persistence of students
was %8.10 in terms of R? of Cox and Snell while explained variance in probability of

persistence of students was %14.50 in terms of R? of Nagelkerke.

The results of Logistic Regression were summarized in Table 4.9 which depicts
regression coefficients, standard errors of beta, Wald statistics, df values,
significance, and odds ratios. Wald statistics showed that economic support 1 (no
support vs research assistantship) significantly predicted persistence of students,
Wald’s y? = 7.51, p = .006. According to the model, log of odds of probability of
persistence of student was positively related to economic support 1. Odds of
becoming non-persistent student were 22.04 times more for student having no
support than students having research assistantship as economic support. Therefore,
the strongest predictor was economic support 1. Secondly, economic support 2 (no
support versus scholarship or loan) significantly predicted persistence of the students,
Wald’s x* = 4.00, p = .045. Log of odds of probability of persistence of student was
positively related to economic support 2. Odds of becoming non-persistent student
were 3.51 times more for student having no support than student having scholarship
as economic support. Thirdly, program level significantly predicted persistence of
students, Wald’s y*> = 6.98, p = .008. According to the model, log of odds of
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probability of persistence of student was positively related to program level of the
students. Odds of becoming non-persistent student were 3.16 times more for Master
students than Doctoral students. Fourthly, gender significantly predicted persistence
of students, Wald’s > = 9.00, p = .003. According to the model, log of odds of
probability of persistence of student was positively related to gender of the students.
Odd of becoming non-persistent student were 2.09 times more for male students than

female students. Therefore, the weakest predictor of persistence of the students was

gender.

Table 4.9

Logistic Regression Analysis of Persistence of Students
Model S SE of B Wald df p Odd ratio
Constant -.13 .67 .00 1 .998 .98
Gender (Male vs Female) 74 .25 9.00 1 .003 2.09
Marital status 13 .36 13 1 715 1.14
Program level 1.15 44 6.98 1 .008 3.16
Economic support 1 3.09 1.13 7.51 1 .006 22.04
Economic support 2 1.26 .63 4.00 1 .045 3.51
Economic support 3 .70 .82 73 1 .392 2.02
Economic support 4 71 .60 1.41 1 234 2.02
Economic support 5 .55 .55 .98 1 322 1.72
Economic support 6 -.25 .61 .16 1 .685 .78
Economic support 7 .60 .55 1.18 1 277 1.82
University type .09 40 .05 1 817 1.10
Field 1 .56 .39 2.00 1 157 1.74
Field 2 .62 .38 2.65 1 .103 1.86
Field 3 -.01 57 .00 1 986 .99
Field 4 45 A7 .94 1 332 1.57
Field 5 45 .84 .28 1 596 1.56

On the other hand, marital status (Wald’s y*= .13, p = .715), economic support 3 (no

support vs instructorship; Wald’s y?= .73, p = .392), economic support 4 (no support
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vs public job; Wald’s y* = 1.41, p = .234), economic support 5 (no support vs private
sector; Wald’s y% = .98, p = .322), economic support 6 (no support vs part-time job;
Wald’s »? = .16, p = .685), economic support 7 (no support vs family; Wald’s y* =
1.18, p = .277), university type (Wald’s y*> = .05, p = .817), field 1 (educational
sciences vs social sciences; Wald’s y? = 2.00, p = .157), field 2 (educational sciences
vs natural sciences; Wald’s »? = 2.65, p = .103), field 3 (educational sciences vs
engineering; Wald’s y> = .00, p = .986), field 4 (educational sciences vs medical
sciences; Wald’s 2 = .94, p = .332), and field 5 (educational sciences vs fine arts;

Wald’s y2= .28, p = .596) did not significantly predict persistence of the students.

It was expected that 92 participants were non-persistent students but observed
frequency showed that two of them were non-persistent student. Therefore,
specificity rate (percentage of non-occurrence) was 2.2%. Moreover, 552 participants
were expected to be persistent students and observed frequency showed that all of
them persistent student. Thus, sensitivity rate (percentage of occurrence) was 100%.
As a result, 86.0% was the overall success rate for the full model as it was depicted
in Table 4.10.

Table 4.10
Observed and Predicted Frequencies for Persistence of Students
Observed Predicted
Non-persistent  Persistent % Correct
Non-persistent 2 90 2.2
Persistent 0 552 100.0
Overall % Correct 86.0

The results of Logistic Regression showed that persistence of students was predicted
by economic support, program level and gender. However, kinds of economic
support differentiated in terms of significant contribution. While no support versus
research assistantship and no support versus scholarship or loan significantly
contributed to the persistence of the students, no support versus instructorship, no
support versus public job, no support versus private sector, no support versus part-

time job, and no support versus family support did not significantly predict
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persistence of the students. Probability of becoming non-persistent student increases
more for students having no support than students having research assistantship
support. Probability of becoming non-persistent student increases more for students
having no support than students having scholarship or loan support. Probability of
becoming non-persistent student increases more for Master students than Doctoral
students. Probability of becoming non-persistent student increases more for male
students than female students. On the other hand, marital status, university type, and
field did not make significantly contribution to prediction of persistence. Among the
predictors, the strongest predictor was found as economic support (no support vs
research assistantship) whereas the weakest predictor was gender. By considering
personal and organizational factors, two personal factors (program level and gender)
and one organizational factor (economic support) significantly contributed to the
persistence of students but the strongest predictor was related to organizational
factor. As a result, H1c and H1d were confirmed. However, although relation in Hla
was confirmed, the direction of the relation was found opposite of that in hypothesis.
On the other hand, H1b, H1le, and H1f were not supported by the findings.

4.6 Structural Equation Modelling

In order to seek an answer for the research question that’s how well personal factors
and organizational factors together with mediating role of institutional and goal
commitment predict intentions to leave graduate education, Structural Equation
Modelling (SEM) was conducted. Personal factors included age, academic
performance and semester in years while organizational factors included dimension
of organizational climate, namely academic climate, social climate, departmental
climate, administrative climate, advisor-related climate, and instructor-related

climate. Before the main analysis, there was a need to check assumptions.

4.6.1 Assumptions of Structural Equation Modelling
For the correlational analyses, assumptions of normality, homoscedasticity, linearity,
independence of errors, absence of multicollinearity, and influential observations in
addition to sample size criterion were considered (Field, 2009). To begin with

sample size adequacy, the current study had 653 participants which met the Kline’s
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(2015) recommendation in which there is a need for sample having more than 200

subjects to perform Structural Equation Modelling.

Assumption of normality was assumed by checking shapes of histogram, P-P plots,
Kolmogorov-Smirnov and Shapiro-Wilk tests, and skewness and Kurtosis values. As
it is shown in Figure 4.4, shapes of histogram and P-P plots demonstrated almost

normal distribution.

Normal P-P Plot of Regression Standardized Residual

Histogram
Dependent Variable: intentions

Dependent Variable: intentions

Expected Cum Prob

2 2 04 a8
Regression Standardized Residual Observed Cum Prob

Figure 4.4 The histogram of standardized residuals and the normal probability plot

Results of Kolmogorov-Smirnov and Shapiro-Wilk tests should be non-significant
for normality. Furthermore, skewness values should be close to zero and between -3
and +3 while Kurtosis values should rise to 10 to assume normality (Kline, 2011).
For all items, Kolmogorov-Smirnov and Shapiro-Wilk tests gave significant result so
that normality assumption is violated for this criterion. On the other hand, skewness
values seemed around zero while Kurtosis values varied from -.18 to 5.27. as a
result, univariate normality was assumed. To check multivariate normality, Mardia’s
test was run, p < .05. thus, multivariate normality was violated. Moreover,
homoscedasticity was checked by considering scatter plot. However, most of dots are
dispersed while some of them are conjunctive. Therefore, there is almost no pattern
in the scatterplot that meant assumption was confirmed as it is seen in Figure 4.5. In

addition, linearity was checked by considering partial regression plots and assumed.
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Figure 4.5 Scatter plot and partial regression plots

In order to check assumption of independence errors, The Durbin-Watson coefficient
test was conducted. According to Durbin and Watson (1951), this value must be
between 1.00 and 3.00 for the errors to be unrelated. This study had a 1.61 value of

Durbin-Watson so that independency of errors was assumed. As the other
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assumption, influential observations were checked through Cook’s distance,
Leverage statistics, Mahalanobis Distance and DFbeta. Cook and Weisber (1982; as
cited in Field, 2009) recommended that Cook’s distance (measure of the influence of
case) must be smaller than 1. Cook’s distance in the current study had values
changing between 0 and .09 so this criterion was confirmed. According to Stevens
(2009), cut-off point for Leverage statistics is 3(k+1)/n (here, k is the number of
predictor variable while n is the number of participant). Cut-off point for Leverage
statistics of this study was calculated as .05 by hand and this value was greater than
maximum Leverage statistics which was given by statistical package as .10. By
considering this criterion, cases of 43, 357, 127, 256, and 259 were extreme points.
Thirdly, critical chi-squared value was found as 27.87 by considering table of Chi-
square distribution with oo = .001 and df = 9 (humber of predictors) and this value is
cut-off for Mahalanobis distance. Maximum value of Mahalanobis distance was
65.71 so there were 14 extreme points. Lastly, DFbetas were checked. According to
Tabachnick and Fidell (2007), these values should be smaller that 1.00. Statistical
package output showed that values for DFbeta are smaller than 1.00 so that this
criterion was also provided. The researcher of the current study did not delete any
outliers since two criteria gave pure values while two criteria showed a few outliers.

Totally, it was accepted that there were no influential observation.

As the last assumption, absence of multicollinearity was checked through Tolerance
values, Variance Influence Factor (VIF) values, and correlations of predictor
variables, Myers (1990; as cited in Field, 2009) suggests that VIF value must be
lower than 10 while Tolerance values must be larger than .10. The values from
statistical package showed that while Tolerance values changed between .53 and .97.,
VIF values varied from 1.03 and 1.88. Therefore, these values confirmed the absence
of multicollinearity. In addition, according to Field (2009), correlation coefficient
between predictor variables must not be higher than .90. As Table 4.11 presents,
there were no correlation coefficients higher than .90. overall, absence of

multicollinearity was assumed.
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Table 4.11

Means, Standard Deviations, and Correlation Matrix for Variables

Variables M SD 1 2 3 4 5 6 7 8 9 10

1. Intention 148 .68 1.00
2. Commitment 4.32 .54 -68 1.00
3. Social climate 4.08 .60 -12 .26 1.00

4, Instructor- 421 64 -29 43 45 1.00

related climate

5. Advisor- 421 78 -27 38 37 54 1.00
related climate

6. Academic 445 53 -37 50 43 57 .46 1.00
climate

7. Departmental 362 .73 -19 34 32 36 .38 .31 1.00

climate

8.Administrative 361 .80 -05 .17 27 23 22 .18 .39 1.00

climate

9. Semester in 231 178 -05 .02 -06 -07 -06 -01 -07 .00 1.00
years

10. Academic 318 38 -15 14 -01 .07 -04 07 .09 .08 .13 1.00
performance

4.6.2 Results of Structural Equation Analysis

In structural models, there are two types of approach on data analysis. The first one is
one-step analysis approach in which both structural and measurement model were
analyzed at the same time. The second one is two-step analysis approach which
analyzes structural and measurement model separately (Loehlin, 2004). The
researcher of the current study considered one-step analysis approach since both
Confirmatory Factor Analyses of the scales were performed separately and Structural
Equation Model already set the relations among latent variables.

In order to seek an answer for research questions, Structural Equation Modelling
(SEM) was run in a package program. Due to violation of assumption of multivariate
normality, estimation method of “Weighted Least Squares” with Asymptotic
Covariance Matrix was used in structural model. Although structural model showed
acceptable fit indices (RMSEA = .85, NFI = .90, NNFI = .90, CFI = .92), there were
some updates on the model. After the removal of academic climate because of
negative error variance and drawing error covariance between some of the items,
updated structural model show moderate to high fit, (y?/df = 3.96, RMSEA = .068,

NFI = .93, NNFI = .93, CFI =.95) as it is depicted in Figure 4.6.
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Figure 4.6 Structural Model with Its Standardized Weights and Error Variance

Structural model showed that intentions to leave was predicted significantly by

personal factors and institutional and goal commitment whereas organizational

factors did not cause significantly a change on intentions to leave. Furthermore,

institutional and goal commitment was predicted significantly by both organizational

factors and personal factors. As a result, H2a, H2c, H2d, and H2e were confirmed

whereas H2b was rejected. Figure 4.8 represents these relationships.
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Figure 4.7 Structural Model

4.6.3 Results of Hierarchical Multiple Regression Analysis
The structural model showed that personal factors and organizational factors caused
a significant change on intentions to leave by way of institutional and goal
commitment. Therefore, requirements of mediation effect (Baron & Kenny, 1986)
were performed whether institutional and goal commitment was a mediator variable
or not. These were as follows: i) there must be an effect of independent variable on
mediator variable, ii) there must be an effect of independent variable on dependent
variable, and iii) there must be an effect of mediator variable on dependent variable

while regression coefficient of independent variable on dependent variable decreases.

In order to check mediation effect, Hierarchical Regression Analysis was performed
as its findings are presented in Table 4.12. In the first step, commitment was
predicted significantly by organizational factors (# = .45, p < .05) and personal
factors of semester (5 = -.08, p <.05) and past performance (5 = .12, p < .05) after
controlling for gender (# = .05, p > .05) and marital status (5 = -.11, p < .05).
Therefore, requirement i) was confirmed. In the second step, intentions to leave was
predicted significantly by organizational factors (f = -.26, p < .05) and personal
factors of past performance (5 = -.14, p < .05) after controlling for gender (5 = -.03,
p > .05) and marital status (4 = .06, p > .05). Thus, requirement ii) was also
provided. In the third step, mediator variable of commitment was added to the model

that indicated that intentions to leave was predicted significantly by only
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commitment (f = -.70, p < .05). As a result, significance of both organizational

factors and personal factors were lost so that institutional and goal commitment had a

mediator effect on the relationship of organizational factors and personal factors with

intentions to leave with the confirmation of requirement iii). Overall, H2f and H2g

were confirmed.

Table 4.12

Results of Hierarchical Multiple Regression Analysis
Model B SE g t p R RZ  ARZ  AF
Model 1 .00 A2 014 .014 4.51
Gender .06 .04 .05 1.32 .188
Marital status -16 .06 -11  -2.79 .005
Organizational factor 49 .04 .45 12.89  .000
Past performance A7 .05 A2 3.49 .001
Semester -07 .03 -08 -229 .022
Age .05 .03 .06 1.52 A3
Model 2 .00 49 24 .23 46.880
Gender -04 .06 -.03 - 74 459
Marital status 10 .07 .06 -1.44 152
Organizational factor -37 .05 -26 -6.95 .000
Past performance -25 07 -14 -3.62  .000
Semester .05 .04 .05 1.16 247
Age -08 .05 -06 -159 112
Model 3 .00 .68 A7 46 107.95
Gender -01 .06 .00 -.20 .838
Marital status 01 .04 .00 22 .832
Organizational factor  -07 .05 -05 -1.48 .140
Past performance -09 .05 -05 -179 .075
Semester 01 .03 .01 .39 .694
Age -03 .04 -03 -8l .419
Commitment -8 .04 -70 -20.74 .000
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The results of Structural Equation Modelling and Hierarchical Multiple Regression
showed important conclusion. First of all, personal factors predicted intention to
leave whereas organizational factors did not predict intentions to leave. Institutional
and goal commitment was both predicted by organizational factors and personal
factors and predicted intentions to leave. More specifically, increase in perceptions of
organizational climate causes increase in perceptions of commitment. Moreover,
when perceptions of commitment increased, then intention to leave decreases. On the
other hand, institutional and goal commitment was the mediator for the relation both
between personal factors and intentions to leave and between organizational factors
and intentions to leave. That means increase in personal factors and organizational
factors causes increase in perceptions of commitment, increase in commitment
decreases intentions to leave. Furthermore, increase in past performance decreases

intentions to leave.

4.7 Results of Interviews

In terms of the qualitative part of the study, a phenomenological design was
conducted to investigate attrition experiences of non-persistent students, persistent
students, graduate school administrators, and advisors. A total of 36 participants
were interviewed. For the interviews, four different interview forms were
administered to participants. The interviews were conducted between 24 April 2018
and 10 July 2018. While most of them were face-to-face interviews, there were three
phone interviews. Average duration of interviews was about 20 minutes. During the
interview, both note-taking and recording were implemented at the same time. After
recording was transcribed as text, content analysis was performed to reveal

categories based on themes and codes.

In order to provide credibility, member check was conducted. Participants to whom
transcribed texts were sent confirmed the conversations. In order to provide
transferability, thick description of data was implemented. Codes and theme lists
were presented in Appendix E. In order to provide confirmability, the researcher of
the current study conducted coding two times by leaving one month between them.

This confirmation gave about 100% consistency. However, second coding produced
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eight extra codes. In order to provide dependability, the researcher of the current
study checked the codes coming from 12 experts in qualitative research. Intercoding
results showed that there was about 95% intercoder reliability in the range of
minimum 75% and maximum 100%. Additional codes emerged from intercoding

procedure were put in code and theme list.

4.7.1 Results for Non-Persistent Students
Ten non-persistent students participated in the study. Table 4.13 depicts the
characteristics of the students. Most of the students were female, at Ul university,
and from educational sciences. Only one student was Ph.D. student. In addition, the
researcher gave pseudonyms for each non-persistent students. These nicknames

ranged from NP1 to NP10. Codes and theme lists were presented in E1 section of

Appendix E.
Table 4.13
Characteristics of the Non-Persistent Students
Non-persistent Gender University Program level Field
students
NP1 Female U3 M.S. Educational
Sciences
NP2 Male Ul M.S. Educational
Sciences
NP3 Female us M.S. Medical Sciences
NP4 Female Ul M.S. Educational
Sciences
NP5 Female ul M.S. Natural Sciences
NP6 Female u2 Ph.D. Educational
Sciences
NP7 Female us M.S Natural Sciences
NP8 Female Ul M.S. Natural Sciences
NP9 Female ul M.S Educational
Sciences
NP10 Male U4 M.S Social Sciences
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The interview included questions related to starting graduate education, process and
structure in graduate education, causes for attrition, and change recommendations for
graduate education. These questions also formed the initial themes of the study.
Moreover, sub-questions consisted of some of the initial sub-themes. On the other
hand, some of the sub-themes, all of the codes, and all of the sub-codes were
emerged from the content analysis. Table in E1 section presents the themes, sub-

themes, codes, and sub-codes for the non-persistent students.

4.7.1.1 Theme of Starting Graduate Education
Data coming from interviews showed that ten participants have a variety of
experiences in starting graduate education. Some of these experiences diverges with
each other whereas some of them differentiates from each other. Table 4.14

represents subthemes, frequent codes with their frequencies.

Table 4.14
Subthemes and Frequent Codes for Starting Graduate Education
Subthemes Frequent Codes Frequency
Reasons 17
Desire to be academician 9
Feeling of emptiness 3
Targets 14
Completing Master 8
Feelings 26
Happiness 8
Excitement 9
Program Climate 3
Lack of B.S. education 1
Research 1
Atmosphere of department 1
Similarities and Differences 13
Academic 6
Interaction S

146



When considering why the students started graduate education, most of the
participants started graduate education with a desire to be an academician. To
illustrate, the student NP7 stated as follows:

Firstly, like each university student, we were imitating our faculty members. In
addition, we were hardworking students. Therefore, we wanted to take a
research assistantship position and staying in the university. Our target was to
advance academically. We began to pursue an academic career. For it, Master
of Science was mandatory. Hopefully, we wanted to get a research
assistantship but it was too difficult (NP7)

The second frequent reason was declared as emptiness feeling after graduation. The
student NP4 pointed out that she fell dawn an emptiness after graduation and decided
to begin to Master although she did not have a plan on graduate education. Similarly,
the students underlined their psychological conditions after graduation. The student
NP8 declared as follows:

| did not appreciate any job since | did not do anything in biology. Also, I did
not work in labs. | did not have a desire to advance in academy. This situation
is a problem according to our family elders but each graduate experiences this
feeling of emptiness after graduation. Even if we look at this situation from the
eye of sector, the job had invective offers to each graduate so that graduates
were right to reject these offers in spite of community pressure. Because of
limited number of job, bosses were able to present these bad offers. As a result,
I did not feel good about myself and decided that | could not endure these job
offers and unemployment. My family supported me when | was unemployed
for five or six months. While I was thinking what | could do, I recognized that |
could motive myself to more technical field. For this reason, | started a master
program which was different than my field. | supposed that it would be more
beneficial (NP8)

As the reasons for starting graduate educations, participants gave also different
responses. While NP3 emphasized the recommendations of her friends, NP6 started
graduate education with the guidance of faculty members. Other reasons were effect

of previous internship, curiosity on field, and role model of faculty.

Under the theme of starting graduate education, targets were asked to students.
Although they had different responses, the most frequent response was seen as
completing Master of Science. The other targets were staying at university, research
which serves environment and humanities, improvement of foreign language,

academic progress, research assistantship, and contribution on science.
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The third sub-theme of theme of starting graduate education was related to feelings
of the participants. The common point was positive feelings like happiness and
excitement at the beginning of graduate education. Also, the participants were eager,
diligent, enthusiastic, maturated, and satisfied about graduate education. The students
NP3 expressed as follows:

| was very happy since | was at the place | wanted. | learnt many things from
the faculty members whom | followed from the media. Topics were talked in
media and producing solutions for these topics were very good. Therefore, the
courses were satisfying. | got everything in course period. Maybe, it was the
reason why | did not go on education (NP3)

However, some participant experienced feeling fluctuations that means positive
feelings converted into negative feelings like disgust, learned helplessness,
desperation, and lonelyness. For example, the student NP4 stated that excitement at
the beginning converted into disgust because of many repetitions in the classes. The
other student, NP7, stressed that she had positive feelings at the beginning of the
process but she experienced feelings of desperation and loneliness towards the end of

the process.

For theme of starting graduate education, program climate manifested itself as a sub-
theme in which participants concentrated on atmosphere of department,
disadvantages of lack of B.S. education, and research. The student NP2 explained
program climate in his department as follows:

Yes, | thought that | could not improve myself here. The department affected
negatively my development because the department did not have an
undergraduate education for my field. Therefore, | could not keep myself
inside the event. Because of lack of undergraduate education, | was always
working on desk. This situation pushed me to work individually and influenced
me negatively. There were many friends thinking like me. Many of us did not
continue (NP2).

And finally, differences and similarities between undergraduate and graduate
education drew attention. Only one participant, NP4, touched on similarities. She
stated that the concepts and topics were similar. On the other hand, all participants
talked about the differences in terms of interaction and academic perspectives. NP5

concentrated on academic perspectives and stated that graduate education has more
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reading, knowledge, research, and interpretation. The other participant NP7
concentrated on interaction between student and faculty member:

Our faculty members were too difficult. I never forget that when I knocked at
the door, | saw that he was resting and his legs were levitated. | said with huge
respect that | have question if you have time. He slapped me down. However,
my faculty members in graduate education did not behave in this way. They
did not have a negative motivation (NP7).

To summarize, participants had lived some common and mostly different
experiences in the start of graduate education. No doubt, these experiences in the first
years of graduate education shaped their satisfaction in the subsequent years. In other
words, the process and structure of the graduate education caused satisfaction or
dissatisfaction of students.

4.7.1.2 Theme of Process and Structure in Graduate Education
Under the theme of process and structure in graduate education, the questions of
satisfying and dissatisfying factors were asked to non-persistent students.
Participants shared both positive and negative events in their graduate education
lives. However, content analysis showed more negative issues than positive issues.
The common positive points in graduate education were related to social adaptation,
relations with peers, and familial support whereas common negative issues were
visible in relation with advisor, relation with faculty, time, and finance. Courses
content was common for both satisfying and dissatisfying aspects. Table 4.15

demonstrates subthemes and frequent codes.

Table 4.15
Subthemes and Frequent Codes for Process and Structure in Graduate Education
Subthemes Frequent Codes Frequency
Satisfying aspects 35
Family support 10
Social adaptation 5
Relation with peers 5
Course content 5
Dissatisfying aspects 44
Relation with faculty 9
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Table 4.15 (continued)

Subthemes Frequent Codes Frequency
Relation with advisor 8
Time 7
Finance 7
Course content 5

To begin with satisfying aspects, the most frequent area was the family support. All
of the graduate students stated that they were supported by their families. The student
NP8 explained to her family that she was unemployed so her family supported her.
Similarly, NP9 stressed that her family was supportive especially in strained times.
In addition, participants did not experience problem related to social adaptation. Each
participant was satisfied with university, city, housemate, and city people. NP1
emphasized that she loved the university and the city. Moreover, graduate students
had positive relations with their peers. To illustrate, NP2 underlined communication,

conversation, and beautiful environment.

For dissatisfying aspects, common point for many participants was related to relation
with faculty. To name a few, lack of expertise and interest, discrimination, and
negative attitudes towards students dissatisfied the students. NP6 narrated as follows:

The faculty members did not appreciate anything although they did not teach
anything. |1 was upset. Not only | but also other friends were disappointed.
They were not appreciating but they were not sure about what they wanted.
They thought that if the student was in Master, then he or she had to know
everything. It is okay but teach something to me because | came from
undergraduate and | need to be guided. We were writing articles in the lecture
but they did not appreciate them. When we asked where the problem is, they
did not response. Moreover, they were ordering to write article once again.
Therefore, | left (NP6)

Relation with advisor also influenced satisfaction of the students. Mismatch, lack of
communication, lack of guidance and support, and inhormoniousness were the
factors affecting the relationshipp between student and advisor negatively. NP2
explained his complaints about an advisor as follows:

The relations with my advisor was good such that | am still meeting with him.
However, | had different expectations from my advisor. My expectations were
not met. | came from a different department so that | had a need about guidance
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in academic issues. | believed in guidance but my advisor expected that the
students had to work individually. My advisor preferred to give advise at the
end instead of advise at the beginning of process. Therefore, | had many
difficulties in the first steps. | expected support from my advisor but I could not
see it (NP2)

Finance and time were other common fields that caused dissatisfaction. Need for
money or support and lack of affordability were visible in explanations of the
participants. NP2 stated that he could not afford expenses so that he needed
economic support. Similar trouble was mentioned by who NP5 declared that she
wanted economic support through writing support but it did not become real. Time
related problems mostly appeared as busyness and managing both job and school. To
illustrate, NP1 told that managing teaching in a private school, family

responsibilities, and school homework made her life difficult.

The interesting finding related to theme of process and structure in graduate
education was that half of the participants had a negative experience with course
content while other half of the participants were satisfied with course content.
Participants who were dissatisfied generally mentioned number and integration
issues like lack of offered courses, lack of connection among courses, and lack of
integration of courses to field. On the other hand, participants who were satisfied
with course content pointed out outcomes of course content such as expansion of

horizon, development of perspective, and improvement of presentations.

NP2 was dissatisfied with course content. The participant stated connection problem
as follows:

Actually, content of the courses were very positive. | believed that they would
be fruitful. However, when time passed, | saw that inner of course was too
empty. | thought that I could not integrate myself into the field. I could not set
a connection among the courses since they were independent from each other.
In addition, there were not many offered courses such that I could not find an
alternative elective courses for my development. The things related to these did
not satisfy me (NP2)

On the other hand, NP7 was satisfied with course content stated. The participants

explained as follows:
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The satisfying thing was the courses | got in different fields. Those courses
expanded my horizon. | liked to learn new and different things while | was
doing my job for social reality and reflection. I met with different faculty
members who opened my vision. | had math and statistics courses. In addition,
those in Masters improved my perspective. Also, these courses improved my
homework and presentation skills.

In conclusion, graduate students were mostly satisfied with family support, peer
relations, and social adaptation while they were generally dissatisfied with relation
with advisor, relation with faculty, finance, and time related problems. They
differentiated in terms of course content such that satisfaction rate was fifty-fifty.
Dissatisfying aspects also produced a reason for student attrition.

4.7.1.3 Theme of Causes for Attrition
The third theme of the current study was causes for student attrition. The content
analysis showed that organizational factors were more dominant than personal
factors. Job, relation with advisor, relation with faculty, and department were
organizational factors which were frequently stated. On the other hand, other
possibilities and language skills were personal factors frequently stated by
participants. Table 4.16 demonstrates subthemes and frequent codes.

Table 4.16
Subthemes and Frequent Codes for Causes of Attrition
Subthemes Frequent Codes Frequency
Organizational 20
Job 6
Relation with advisor 5
Relation with faculty 4
Department 3
Personal 24
Other possibilities 8
Language skills 3

To begin with, job has some negative impacts on graduate education. Issues related
to permission were the most visible reason in this category. The student NP7

explained this permission process as follows:
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I am a teacher in primary school and am teaching five hour in a day. For DNA
study, | had to go to lab at 9.00 and do experiment until 18.00. | would do this
work each day. No institution would give permission for this experiment. As a
result, | decided to leave school and continue my job since there were
permission problems, divergence between institutions, cut of money, and lack
of encouragement (NP7)

Relation with advisor was another cause for student attrition. The participants
declared that they left due to unwelcome attitudes of advisor, expectations from
advisor, lack of guidance, and lack of support. NP5 was also dissatisfied with her
advisor. She expected the support of advisor but she was disappointed as follows:

First of all, the dissatisfying thing for me was my advisor. To say clearly, my
thesis advisor did not make a contribution to me. Also, my advisor did not
bring me any recommendations. | accept that the student should make a
contribution to yourself but | supposed more support for a Master student.
Also, | expected scientific support and promotions from my advisor. |
expected my advisor to teach and solve problems. However, | could not take
any response to my questions. In addition, my advisor interrogated me about
why | was here. Also, my advisor did not consider my desire to work and to
earn money. | said that | needed money so that | should have written a
project. Instead of supporting me, my advisor told me that you were married
so that your husband might support you. This accusation decreased my desire
on graduate education (NP5)

Relation with the faculty caused student attrition in graduate education. Lack of
encouragement for projects, negative attitude, obsessed faculty, unmeaningful
persistences, putting strict rules, and lack of guidance and feedback are some
negative faculty behaviors. The student NP8 complained about that the academicians
did not encourage students to write projects. The student NP9 criticized the attitudes
of academician as follows:

I am familiar with the abroad education so that | experienced that the faculty
member in abroad consider your field and background while they are teaching
by using current teaching methods. 1 want to clearly state that unmeaningful
persistence of an academician on older teaching methods gives harm on
successful young students. | experienced this negative attitude (NP9)

Department was also a determinant on student attrition. Lack of academic positions
and promotions were the most frequent causes of student attrition. The student NP4
told that lack of academic positions pushed us to both work in another job and come

to school. The student NP8 emphasized promotions as follows:
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Support, support, support. That is the greatest problem. I think that any
graduate students do not have a smooth promotion or guidance. Maybe, the
departments think that if the students are not guided, then they can achieve
difficult aims, get proficiency, and obtain experience. This style can be
evaluated as a teaching method. However, if you do not have any money and
lack of promotion, you can say that why am here in this way. New generation
may be more demanding, is changing many jobs, and is not loyal. New
generation may be criticized in these ways. All of these may be true but if |
saw academic support, | could go on education (NP8)

On the other hand, other possibilities and language skills were the most frequent
personal factors on student attrition. According to the responses of participants, other
possibilities included preparation of central exams, desire to work, and no possibility
for PhD education. To illustrate, NP3 underlined that she preferred to study for the
central exam for selection of public personel instead of graduate education.
Moreover, the other student NP2 believed that the PhD education would not

beneficial for him so that he left the department.

In conclusion, personal and organizational factors caused student attrition from
graduate education. Issues related to job, relation with advisor, relation with faculty
and job drew attention as organizational factors while other possibilities and lack of
language skills were personal factors on student attrition. Taking into consideration
these factors on student attrition and other problematic conditions in graduate

education, change recommendations of participants are valuable.

4.7.1.4 Theme of Change Recommendations
And lastly, the theme of change recommendations had three sub-categorizations.
Recommendations at macro-level, university-level, and individual-level were asked
to non-persistent students in order to improve graduate education. Under macro-level
recommendations, recommendations related to admission procedure, financial
support, and foreign language education were emphasized. In terms of university-
level recommendations, student-oriented processes and encouragement of students
with projects were frequently requested. Lastly, professional development and
commitment were frequently stated individual-level recommendations. Table 4.17

represents subthemes and frequent codes.
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Table 4.17
Subthemes and Frequent Codes for Change Recommendations

Subthemes Frequent Codes Frequency
Macro-level 31
Admission procedure 10
Financial support 10
Foreign language education 3
University-level 20
Student-oriented processes 4
Encouragement of students with project 3
Individual-level 25
Professional development 3
Commitment 2

Non-persistent students recommended to change admission procedure at macro-level.
To name a few, balancing Master quota with academic position number, putting
strict criteria, and flexible language conditions were recommended. Among these
recommendations, holistic evaluation was the most frequent recommendation. The

student NP6 recommended fair and holistic evaluation.

The second macro-level recommendation was financial support. All of the students
touched on economic support in some. Scholarship, money, and tangible differences
were some of the frequently declared phrases. The student NP5 told that both
tangible support and more support should be provided for the graduate student. The
other student NP6 pointed out that:

If you do not have any money, you can not go on to Masters education. This is
my opinion. Lack of money causes to attempt to do impossible. All of the work
depend on money such as going to the library and doing research. You must
spend money in every step. You spend money while you are taking something
and are travelling from someplace to another. All of these are related to money
(NP6)

The third macro-level recommendation was related to foreign language education.
Some of the participants recommended English as teaching language. Apart from
these frequently stated recommendations, each participant suggested original

changes. NP10 recommended a SSCI publication must for entering thesis jury. Also,
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the student NP8 explained utopic campus life and removal of obstacles. Furthermore,
the student NP6 pointed out importance of guidance and recommended guidance
services. The student NP4 claimed that unemployment has a barrier for quality of
graduate education and recommended to solve unemployment problem as follows:

Undergraduate students think that they will be unemployed after graduation. In
order not to say that I am unemployed, they prefer to start graduate education.
In this apsect, increase in alternative employments may solve this problem. The
serious problem of the country is related to unemployment such that recent
graduates are unemployed after graduation. This employment rate is higher for
educational field. If this problem is prevented, then rate of graduates will
increase (NP4).

By considering university-level recommendations, non-persistent student focused on
project supports and encouragement. Moreover, they recommended universities to
follow student-oriented processes. The student NP5 explained the necessity of
projects. Moreover, the student NP6 offered that university administrators and

faculty member should follow student-oriented processes.

Lastly, the non-persistent students brought individual-level recommendations such
that professional development and commitment were the most frequent ones. NP7
stated that commitment has crucial importance in natural sciences such that a person
may work for hours in labs. On the other hand, NP2 underlined the importance of
both professional development and commitment as follows:

As a result, becoming academician includes also learning new things. Doing
academic research should be learnt. | think more people should be integrated in
learning process. In this way, commitment to program will increase. For
example, this is a problem we faced. We kept ourselves far away from
academic world so that our commitment decreased (NP2)

In addition to frequent recommendations, each participant presented unique and
special recommendations. To illustrate, the student NP9 recommended more
understanding from the academicians in order to retain students in the education.
Also, the student NP3 stressed respect as follows:

The matter is not only money. Responsibility, approaches, and respect were
significant. These satisfy people for graduate education. In my opinion, the
most important promotion is respect for knowledge. Tangible issues are of
course real but it should come after respect. Firstly, we respect knowledge.

156



Everyone from administrator to patient relative consider difference between
Master graduate and other one (NP3).

To sum up, change recommendations showed that graduate education can be
remedied and improved by macro-level, university-level, and individual-level
interventions. Holistic evaluation in admission procedure, economic support for
graduate students, and foreign language education were examples to macro-level
recommendations. In order to increase student retention, universities should
encourage students with more project and implement student-oriented processed.
And finally, professional development and commitment were key factors for

individuals in graduate education.

4.7.1.5 Summary
The interviews administered to 10 non-persistent students depicted that there was
spiral in graduate education experiences of non-persistent student from enrollment to
attrition behavior. Most of the students showed reason for graduate education as an
emptiness after graduation. Their targets were to complete Master of Science, which
can be evaluated as a short-term target. Mostly, they experienced feeling fluctuations
from positive ones to negative ones. They complained individualistic atmosphere and
lack of undergraduate education which were barriers to improvement. Differences
between undergraduate and graduate concentrated on academic workloads and
interaction patterns. Except course content, dissatisfaction areas including relation
with advisor, relation with faculty, timewise problems, course content, and finance
were different from satisfactions areas which consisted of social adaptation, relation
with peers, course content, and family support. Organizational causes for student
attrition appeared as relation with advisor, department, job, and relation with faculty
which were parallel to dissatisfaction areas. Moreover, personal causes for student
attrition were generally related to other possibilities like preparation for central
exams and language skills. And finally, change recommendations of non-persistent
students were linked to student attrition causes and dissatisfaction areas such that
finance as a macro-level recommendation, project support as a university-level
recommendation, and professional development as an individual-level

recommendations were related to dissatisfaction or attrition cause respectively in
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terms of economic problems, lack of organizational support, and relation with

faculty.

4.7.2 Results for Persistent Students
Ten persistent students participated in the study. Table 4.18 depicts the
characteristics of the students. Most of the students were at U7 university. Also, there
are seven students from educational sciences. On the other hand, number of males
were equal to number of females. Similarly, number of M.S. students were equal to
number of Ph.D. students. In addition, the researcher gave pseudonyms for each
persistent students. These nicknames ranged from PE1 to PE10. Codes and theme

lists were presented in E2 section of Appendix E.

Table 4.18

Characteristics of the Persistent Students
Persistent students ~ Gender University Program level Field
PE1 Male U5 Ph.D. Educational Sciences
PE2 Female U5 Ph.D. Educational Sciences
PE3 Male U3 Ph.D. Educational Sciences
PE4 Male U6 M.S. Medical Sciences
PE5 Male U6 M.S. Natural Sciences
PE6 Female U1 Ph.D. Educational Sciences
PE7 Female U1 Ph.D. Educational Sciences
PES8 Female u7 M.S. Natural Sciences
PE9 Female u7 M.S. Educational Sciences
PE10 Male u7 M.S. Engineering Sciences

The interview included questions related to starting graduate education, process and
structure in graduate education, causes for attrition, and change recommendations for
graduate education. These questions also formed the initial themes of the study.
Moreover, sub-questions consisted of some of the initial sub-themes. On the other

hand, some of the sub-themes, all of the codes, and all of the sub-codes were
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emerged from the content analysis. Table in E2 section presents the themes, sub-

themes, codes, and sub-codes for the persistent students.

4.7.2.1 Theme of Starting Graduate Education
Questions related to starting graduate education were asked to 10 persistent students.
Subthemes were divided into reasons, targets, feelings, and similarities and

difference. Table 4.19 demonstrates subthemes and frequent codes.

Table 4.19
Subthemes and Frequent Codes for Starting Graduate Education
Subthemes Frequent Codes Frequency
Reasons 27
Desire to be academician 10
Professional development 7
Targets 33
Becoming academician 9
Doing research 6
Feelings 20
Positive 9
Negative 11
Similarities and differences 10
Academic 7

For reasons to start graduate education, two points drew attention. Firstly, the
participants had a desire to be academicians. In this respect, PE1 stated that he
started graduate education in order to become an academician. Similarly, PE7
emphasized teaching, desire to continue educational life, desire to become scientist,
and production of science as the reasons for graduate education. Secondly,
professional development was another reason to start graduate education. PE2
explained this desire as follows:

I graduated from English Language Teaching. While | was graduating |
recognized that | learnt teaching but I need to improve myself. | thought that I
should have improved myself to become more qualified English Teacher. With
this reason, | applied to Curriculum and Instruction and was accepted to the
program. In the same year, | was appointed to a teaching position (PE2)
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Considering targets in graduate education, most of the persistent students put a target
of becoming academician by getting an academic title. PE5 declared that he had a
desire to get academic title through Master and Doctoral education. The other
common target was related to doing research. The student PE6 underlined that she
wanted following of community due to quality researches. In addition to these
common points, less frequent targets were also reflected by the students. To name a
few, contribution to field, feeling good at job, and vision development were more

specific targets.

Under the theme of starting graduate education, feelings of the students
differentiated. Surprisingly, negative feelings were more than positive feelings.
Furthermore, there were feeling fluctuations. This fluctuation was clearly detected in
phrases of the students. To illustrate, the student PE7 explained this transformation
from happiness to becoming bored. Moreover, the student PE9 declared that although

she was very happy at the beginning, she became uneasy when courses began.

In terms of differences between undergraduate and graduate education, all of the
students concentrated on academic issues. Persistent students evaluated
undergraduate education as exam oriented, less reading activities, less research
activities, and teacher-centered while they evaluated graduate education as project-

oriented, more reading activities, more research activities, and student-centered.

To sum up, persistent students had lived some common and mostly different
experiences in the start of graduate education. Reasons for and targets in graduate
education seemed idealistic and this was an expected situation for persistent students.
However, their feelings were in fluctuation. In addition, high number of negative
feeling was surprising for persistent student. Rather than similarities, they focused on
differences between undergraduate and graduate education in terms of academic
activities. All of these experiences in the first times of graduate education shaped

their experiences in the next periods.
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4.7.2.2 Theme of Process and Structure in Graduate Education
Persistent students responded questions related to satisfying and dissatisfying areas
in graduate education and opportunities and disadvantages of graduate education.
Course content, relation with faculty, finance, and bureaucratic barriers were
dissatisfying areas. On the other hand, relation with advisor, family support, and
social adaptation were satisfying areas in graduate education. Participants listed
academic development, perspective development, skill development, and
psychological reflections as opportunities provided by graduate education. Each
opportunity had some codes. To illustrate, academic development included learning
new things and research methods while perspective development included analytic
thinking and usage of multiple perspectives. In addition, skill development included
learning how to use devices while psychological reflections are mostly related to
resilience and stress management. On the other hand, procrastination, becoming
older, time problems, tiredness, and stress were disadvantages of graduate education.

Table 4.20 depicts subthemes and frequent codes.

Table 4.20
Subthemes and Frequent Codes for Process and Structure in Graduate Education
Subthemes Frequent Codes Frequency
Dissatisfying aspects 27
Course content 7
Relation with faculty 6
Finance 5
Bureaucratic barriers 2
Satisfying aspects 29
Relation with advisor 8
Family support 5
Social adaptation 5
Opportunities 27
Academic development 10
Perspective development 8
Skill development 5
Psychological reflections 4
Disadvantages 26
Procrastination 5
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Table 4.20 (continued)

Subthemes Frequent Codes Frequency

Stress 3
Time problems 3
Tiredness 3

2

Becoming older

To begin with, serious amount of persistent students was not satisfied with course
content. Lack of courses, lack of practice, theory-practice incompatibility, and much
theory-based courses were the most frequent problems. In addition, older content,
difficulties, and same circulations were some of specific problems. PE1 stated that he
had concentration problem due to lack of courses related to his research field.
Similarly, PEG6 criticized low number of elective courses and courses with empty

content.

By considering relations with faculty, persistent student pointed out that mobbing,
ego war, lack of feedback, and discriminations were dissatisfiers in graduate
education. In this aspect, PE2 told that she observed an ego war in academy, pressure

on especially newly assigned research assistants.

In terms of finance, persistent students were dissatisfied with economic unfreedom,
lack of scholarship, unemployment, lack of grants, economic problems, and part-time
jobs. PE4 complained about economic problems such as part-time jobs and
unemployment, PE5 emphasized that he had troubles in terms of affordance of some

educational expenses.

The last dissatisfying area frequently stated by persistent students were bureaucratic
barriers. Faculty Development program (FDP-OYP) procedure, unequal workload
distribution, discriminations based on academic positions, injustice, proctor request,
and bad conditions were barriers. PE2 explained extra workloads of a research
assistant as exam proctor, correspondence, and course programs. Besides, PE3
described the permission problem as below:

I met with some bureaucratic barriers. Especially, while | was conducting my
thesis study, | experienced problem related to research permission. | strived to
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take a permission to collect data during five months. Therefore, this situation
caused a time loss. | had no information about bureaucratic procedures (PE3)

In addition to these general dissatisfying areas, there were more specific dissatisfying
areas. To illustrate, the student PE9 stated that she experienced troubles related to
access to her advisor due to administrative duties and bureaucratic workloads of her
advisor. The student PE4 experienced cultural adaptation problem due to being
located with people from higher levels of socioeconomic status. Long distance
between school and home, long working hours, and lack of English were other

dissatisfiers mentioned by the persistent students.

On the other hand, persistent students had satisfaction about some issues. First of all,
the students were satisfied with the relation with advisor. The common points were
interest and devotion of advisor while guidance, research method, communication,
philosophy of subject and education, agreement, regular meetings, feedback, working
together, and selection of topic were more particular points. The student PE1
concentrated on guidance of his advisor while the student PE7 emphasized

agreement with the advisor.

The other satisfying areas frequently stated by students were social adaptation and
family support. The student PE6 underlined that she was adapted socially to new
department because of attitudes of friends. On the other hand, PE9 expressed that her
family supported her in many dimensions. In addition, these common satisfying
areas, relation with faculty, relation with peer, and department environment drew

attention.

The persistent students also talked about the opportunities and disadvantages of
graduate education. In terms of opportunities, learning new things and research
methods were emphasized under academic development while multiple perspective
was underlined under perspective development. The student PE1 stated multiple
perspective as the opportunities while the student PE8 declared learning new things

as opportunities. Distinctly, the student PE4 focused on work experiences while the
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student PE2 concentrated on psychological reflections like resilience and stress
management as opportunities of graduate education. Experiences of PE2 were below:

I improved my perspectives in a more serious way. Experiences in this process
increased my resilience. |1 had serious achievements on time and stress
management. On the other hand, | am feeling well socially since we are here
with similar people. In my opinion, scientific literacy is another acquisition.

On the other hand, procrastination, becoming older, time problem, tiredness, and
stress were the most frequent disadvantages. The student PE1 stated that he had to
postpone many things. Furthermore, student PE9 emphasized physical and
psychological health problems as follows:

Once, it took away many things related to physical health. Since you do not
leave any time for yourself, you can not do sports. To illustrate, you are
looking at computer screen and are reading many time so that your eyes are
deteriorated. You are sitting continuously so that you have back pain. It is
taking away many things from physical health. Also, it is taking away
psychological things. You are exposed to many things which you never met
until today. You are experiencing changes in social schema. All of these are
serious psychological processes because your routines are changing (PE9)

To summarize, the persistent student generally experienced negative meanings in
terms of relation with faculty, course content, finance, and bureaucratic barriers
while they generally experienced positive meanings in terms of relation with advisor,
social adaptation, and family support. On the other hand, the persistent students
evaluated academic development, perspective development, skill development, and
psychological reflections as opportunities provided by graduate education while they
experienced some disadvantages of graduate education like procrastination, stress,
and tiredness. Some of these dissatisfiers and disadvantages may be roots of causes

of student attrition.

4.7.2.3 Theme of Causes for Attrition
Persistent students were requested to answer questions related to causes of attrition.
Relation with advisor, relation with faculty and department were determined as
organizational causes while familial issues, finance, desire to earn money, changes

over time, delaying military, and perceiving graduate education as adisadvantage
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were evaluated as personal causes. Table 4.21 demonstrates subthemes and frequent

codes.
Table 4.21
Subthemes and Frequent Codes for Causes of Attrition
Subthemes Frequent Codes Frequency
Organizational 17
Relation with advisor 8
Relation with faculty 5
Department 2
Personal 35

Familial issues

Delaying military
Economic conditions
Changes over time

Desire to earn money

N N N B N ©

Graduate education perceptions

To begin with organizational factors, relation with advisor was seen as the most
frequent cause on student attrition. Persistent students generally observed
disagreement between advisor and process on topic selection. PE2 complained about
unfreedom for thesis topic selection. The other participant, PE4, declared that she
had a friend leaving school because disagreement with the advisor. Similarly, PE3
underlined the importance of student-advisor relations and told that his friend felt

strange from department due to lack of help by advisor and faculty members.

The second organizational factor was relation with faculty. To name a few,
egocentrism, communication problem, and negative attitudes were some of the
attrition causes. In this respect, PE9 explained her impressions as follows:

The second reason is egocentric attitudes of faculty members. They live in their
world by disregarding everything. For example, let me explain a very simple
event. My friend was student in the Masters program. He found another
Masters program in another country and went there. My friends wrote most of
the thesis in Turkey and were planning to come back to Turkey to defend.
However, she has not defended her thesis for six months. The reason of this
was that the faculty member did not want to read thesis in computer and
wanted printed copy (PE9)
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The third main organizational factor was the department. Especially, lack of
academic positions caused student to leave graduate education. PE7 complained
about lack of academic positions and temporary positions like 50/d research

assistantship.

By considering personal factors, familial issues like marriage, having dependent
child, and responsibilities were causes of student attrition. PE3 pointed out marriage
and having dependent child as the personal factors. Furthermore, changes over time
weas another factor affecting student attrition. PE1 summarized changes over time as
follows:

Namely, the most important factor related to leaving graduate education here is
that students perceive graduate education as a mandatory activity after
undergraduate. Therefore, the student is starting graduate education with this
motivation. They think that they achieve criteria such as interview. Ultimately,
this is a kind of satisfaction. They begin with this motivation and satisfaction.
However, when they enter the process, they see more course, more research,
more articles, more presentation, and thesis study. Students find all of these
processes difficult and leave graduate education by stating that graduate
education is not for me (PE1)

Another interesting point was related to military duty. Most of the persistent students
thought that students were non-persistent since they began graduate education in
order to delay their military duties. The participants PE10 and PE5 showed delaying
military as a reason for absenteeism and student attrition. Perceiving graduate
education as a disadvantage, desire to earn money, and finance which are close topics
to each other were other popular response of students for the attrition causes. PE1
touched on negative perceptions of non-persistent students towards graduate
education as follows:

On the other hand, this process becomes meaningless after a while. The
students think that what | will receive as an advantage when | completed
Master. The ones especially working in our fields are aware of that there is no
advantage of Masters or Doctoral education in terms of price and salary rise.
As a result, they quit the education (PE1)

By considering economic conditions, PE9 stressed that although they registered as
eight students, five of them left school because of the necessity to hold a job at the

same time. PE6 underlined the importance of work as follows:
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| think that the greatest barrier for retention is business lives of the students.
Their business life prevents them to go on education since they are
experiencing economic and tangible problems. They must survive in some.
Therefore, they give up education instead of job. As | said, economic
conditions cause this situation (PE6)

In conclusion, both organizational factors and personal factors cause student attrition.
Organizational factors were generally related to relation with advisor, relation with
faculty, and department while personal factors included familial conditions, changes
over time, delay of military duty, and economic and work conditions. The important
finding was that personal factors were more dominant than organizational factors for

the persistent student.

4.7.2.4 Theme of Change Recommendations
Questions related to change recommendations were asked to persistent students.
These questions drew responses in three levels: macro-level, university-level, and
individual-level. Macro-level recommendations focused on admission procedure,
financial support, and abroad experience. On the other hand, university-level
recommendations were based on course content. However, there was not a common
tendency on individual-level recommendations. In other words, each participant

recommended different solutions. Table 4.22 represents subthemes and frequent

codes.

Table 4.22

Subthemes and Frequent Codes for Change Recommendations

Subthemes Frequent Codes Frequency

Macro-level 21
Admission procedure 5
Financial support 5
Abroad experience 3

University-level 21
Course content 7

Individual-level 13
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Related to the admission procedure, there were many recommendations from
accepting fewer number of students to the criterion of publication. PE1
recommended criteria change such as publication and experience in admission
procedure. A different perspective was explained by PE9. She was against high
number of students, programs, and universities. In this respect, she suggested fewer
number of students in the graduate education.

In terms of financial support, assistantship and scholarship drew attention in a highly
demanded way. PE8 suggested projects, grants, and assistantships for graduate
students. PE5 recommended scholarships:

The most beautiful ones are scholarships and project support. Maybe, increase
in TUBITAK supports will be beneficial for graduate students. The
government may give scholarship. Okey, it is giving but most of the students
are taking scholarship with repayment. These students also took scholarship
with repayment in the undergraduate education. These two debts are
accumulating and cause fatigue on students. Therefore, scholarship should be
non-refundable (PE5)

In terms of abroad experience, opinions of PE9 were valuable. She showed the
exemplary sides of abroad and wished that the younger academicians could go

abroad and come back to teach what they learned.

At the university-level, most of the recommendations were based on course content.
To illustrate, the student PE1 and PE6 concentrated on diversity of the courses by
suggesting sub-field courses. Moreover, the student PE3 and PE7 recommended
improvement of the courses statistics and research methods. Apart from these
recommendations related to course content, there were also more particular
suggestions. To name a few, increase in faculty quality, improvement of
organizational culture, and changing work conditions were specific change
recommendations. The student PE5 recommended change in work conditions since

lab conditions were difficult and open to dangers due to chemical materials.

Finally, individual-level recommendations showed differentiation among
participants. It can be stated that each student had specific and different

recommendations. To name a few, moral support, ethics, peace of mind, prior
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knowledge about program, self-recognition, putting targets, retirement of older
academicians were specific recommendations. The student PE1 summarized

characteristics of a graduate students as eager, directed, and competent.

To sum up, the persistent students’ recommendations generally resembled each other
at macro-level and university-level while individual-level recommendations became
different. Among macro-level recommendations, admission procedure including
quota and criteria changes, financial support including assistantship and scholarship,
and abroad experience drew attention. For university-level recommendations,
changes in terms ot course content were based on improvement of courses of
research methods and statistics and diversity in courses. Lastly, individual-level

recommendations generally were for graduate students’ situations.

4.7.2.5 Summary
The interviews administered to 10 persistent students depicted that themes of the
current study were related to each other. Experiences for each theme from enrollment
to attrition behavior and change recommendations could be evaluated as the bases of
next themes. Most of the persistent students showed reason and target for graduate
education as desire to be an academician. Therefore, reasons and targets were related
to idealistic approach. Mostly, they experienced feeling fluctuations from positive
ones to negative ones. Interesting point here was that negative feelings were more
prominent than positive ones. Differences between undergraduate and graduate
focused on academic issues. To illustrate, undergraduate education was seen as
teacher-oriented and exam-oriented whereas graduate education was evaluated as
student-oriented and project-oriented. Dissatisfaction areas including course content,
relation with faculty, finance, and bureaucratic barriers were different from
satisfactions areas which consisted of social adaptation, relation with advisor, and
family support. In addition, opportunities provided by graduate education were
summarized under academic development, perspective development, skill
development, and psychological reflections while mostly stated disadvantages of
graduate education were related to procrastination, passing time, tiredness, and

stress. Organizational causes for student attrition appeared as relation with advisor,
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department, and relation with faculty which were parallel to dissatisfaction areas.
Moreover, personal causes for student attrition were generally related to familial
issues like marriage, changes over time like recognition of difficulties, delaying
military, finance, desire to earn money, and perceiving graduate education as a
disadvantage. And finally, change recommendations of non-persistent students were
linked to student attrition causes and dissatisfaction areas such that financial support
as a macro-level recommendation and course content as a university-level
recommendation were related to dissatisfaction or attrition cause respectively in
terms of economic problems and lack of courses. Furthermore, individual-level
recommendations did not show a common pattern. From moral support to the ethics,
each student mentioned suggestions to individuals who were either faculty member

or student.

4.7.3 Results for Graduate School Administrators
Eight graduate school administrators participated in the current study. Table 4.23

depicts the characteristics of the administrators.

Table 4.23

Characteristics of the Graduate School Administrators

Administrators Gender University Field

AD1 Male U5 Medical Sciences
AD2 Female U5 Medical Sciences
AD3 Male U5 Educational Sciences
AD4 Male U6 Natural Sciences
AD5 Male U6 Fine Arts

ADG6 Female u2 Educational Sciences
AD7 Male u2 Educational Sciences
ADS8 Male U1 Social Sciences

Most of the participants were male, at US University, and from educational sciences.

In addition, the researcher gave pseudonyms for each administrator. These
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nicknames ranged from AD1 to AD8. Codes and theme lists were presented in E3

section of Appendix E.

The interview included questions related to procedure in graduate schools, problems
observed in graduate education, causes for student attrition, consequences of student
attrition, and solutions for the attrition problem. These questions also formed the
initial themes of the study. Some of sub-themes were also initially available before
content analysis. On the other hand, some of the sub-themes, all of the codes, and all
of the sub-codes emerged from the content analysis. Table in E3 section presents the

themes, sub-themes, codes, and sub-codes for the graduate school administrators.

4.7.3.1 Theme of Graduate School Procedure
The researcher of the current study asked questions to eight graduate school
administrators about the procedure in graduate schools. Table 4.24 represents

subthemes and frequent codes.

Table 4.24
Subthemes and Frequent Codes for Graduate School Procedure
Subthemes Frequent Codes Frequency
Admission 16
Registration 8
Announcements 6
Teaching 13
Student affairs 8
Administration 20

Implementation of laws
Strategic planning

Graduation

N W N ©

Graduates

By considering the responses of administrators, four dimensions which were
admission, teaching, administration, and graduation appeared. For the admission
subtheme, registrations and announcements were frequently stated works. Student

affairs drew attention under the sub-theme of teaching. Administration subtheme a
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variety of duties from implementations of laws to strategic planning. Lastly,

graduation sub-theme was based on graduates’ expectations.

First of all, admission procedure was implemented by graduate schools. Admission
procedure mostly consisted of announcement and registrations. In addition, graduate
schools organized adaptation and orientation activities. AD4 summarized admission
procedure as coordination between student and department, announcement of student
admission, and pursuit of processes. Furthermore, AD1 explained some of these
procedures as follows:

Here, our basic purpose is to provide effective higher education system in
Turkey. We try to adapt this purpose to faculty members in a participative
environment. Moreover, we are implementing orientation activities for
graduate students. We have an orientation program including registration
process to the graduation process. It lasts about two days and also includes
descriptions of the graduate regulations (AD1)

By considering teaching activities, student affairs were one of the most frequent jobs
in graduate schools. In addition, feedbacks, following of thesis procedures, multi-
discipliner workloads, academicians’ rights, and workshops were other teaching
activities. AD6 underlined distribution of roles. Another administrator, ADS5,
remarked digital documentation and following student responsibilities. AD2 stated
that they were conducting workloads related to rights of academic staffing and

multidisciplinary structure of graduate school.

In terms of administration, participants experienced many different jobs in the
graduate schools. To name a few, job descriptions, staffing, bureaucracy, strategic
planning, and implementations of laws are important administrative duties. The
administrator AD3 expressed the importance of director, vice-director, secretary, and
other staff for the procedure in graduate schools. The administrator AD1 pointed out

laws and strategic planning based on following trends and improvements.

The last topic of graduate school procedures was graduation which is the last step of
graduate education. The administrator AD3 stated approval of graduation while the
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administrator AD1 concentrated on effects of graduate school decisions on

graduation of the students.

In conclusion, graduate school procedure included processes related to admission,
teaching activities, administrative jobs, and graduation process. Admission procedure
was implemented with announcements and registration while teaching activities were
mostly based on student affairs. Although administrative duties differentiated, the
most common duty appeared as implementation of laws. And lastly, graduation

included graduates and some decisions.

4.7.3.2 Theme of Graduate School Problems
The question of problems observed in graduate education was asked to graduate
school administrators. Amnesty laws, staffing, and bureaucracy were the most
frequent problems in graduate education. Table 4.25 depicts frequent codes.

Table 4.25

Frequent Codes for Graduate School Problems
Frequent Codes Frequency
Amnesty laws 7
Inadequate number of staffing 4
Bureaucracy 3
Total 25

Amnesty laws were emphasized by many graduate school administrators. AD8
declared that amnesty laws brought unlimited studentship so that workloads of
faculty increased in addition to decrease in the quality of education. AD2 expressed
that the students coming with amnesty laws did not attend courses so that their record
would be deleted again soon after. The other administrator, AD6, explained negative
reflections of amnesty laws as follows:

I think amnesty law will produce problems for us. Workloads of advisors are
currently too much. They can take 12 graduate student. In special cases, this
number can rise to 18. Informally, there are advisors having 20-22 students.
There will be also added students with amnesty laws. Therefore, they can not
take new graduate student although they want to. This is an unbelievable chaos
for graduate education (ADS6).
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On the other hand, AD1 complained about the inadequate number of staffing while
AD3 criticized bureaucracy due to red tape, limitations of regulations, and
bureaupathology. In addition to common points, there were more special problems
observed in graduate school. To name a few, fast changes, time loss, and energy loss

were problematic conditions.

To sum up, graduate school administrators faced with problems in terms of number
of staff, amnesty laws, and bureaucracy. Some of these problematic conditions may

be related to or reflected on student attrition.

4.7.3.3 Theme of Perceptions of Attrition Causes
Researcher asked question to graduate school administrators about student attrition
causes. Both organizational and personal causes emerged. Relation with the advisor
and permission from job appeared as the most frequent organizational factors
affecting graduate education. On the other hand, absenteeism, transfer to other
universities, and familial conditions were remarked as personal causes. Table 4.26

demonstrates subthemes and frequent codes.

Table 4.26
Subthemes and Frequent Codes for Attrition Causes
Subthemes Frequent Codes Frequency
Organizational 21
Relation with advisor 8
Permission from job 8
Personal 24
Absenteeism 7
Transfer to other university 3
Familial conditions 3

Organizational factors on student attrition showed themselves as relation with
advisor, permission from job, relation with faculty, physical opportunities, reflections
on state policies, fee, and undergraduate student attrition. For the subtheme relation

with advisor, the most frequent causes were disagreement and no choice for topic
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selection. AD3 emphasized advisor selection and agreement between student and
advisor for retention of the students in graduate education.

Permission from job was another reason for student attrition. The participants AD7
and AD3 pointed out this situation. They stated that many graduate students had
problems related to taking permission from their jobs. In addition to these frequent
responses, there were more particular organizational factors. To illustrate, reflections
on state policies was one of them. AD7 underlined career steps and stated that if the
students do not experience an advantage of completing Master or Doctorate like
getting a career step, then they would give up the educational lives.

On the other hand, personal factors were closely related to causes of student attrition.
Absenteeism, transfer to other universities, and familial conditions were the
frequently stated causes of student attrition. AD3 indicated marriage, partner
permission, and having dependent as familial factors on student attrition.
Furthermore, ADA4 listed personal causes as absenteeism, delaying military,
supporting from studentship opportunities (lke cheaper transporation), and attrition in
undergraduate education. Besides, AD5 showed transfer to other university as a

reason for student attrition.

Some of the participants declared more specific causes. To name a few, geographical
preference, financial support, lack of commitment, lack of proficiency, and long
distance were examples to personal factors. The administrator AD6 touched on some
of them as follows:

The attrition is more for the ones coming from different city. 1 am sending
emails to student to come to school and register for the semester. However,
they do not consider me. Another reason is related to problems in their research
proficiencies. They can not advance in their thesis study due to lack of
proficiency. There is a need for teaching research methods again (AD6)

In conclusion, the causes of student attrition can be summarized under organizational
factors and personal factors. Relation with advisor and permission from job were the
most frequent organizational factors. On the other hand, frequently stated personal

factors were absenteeism, familial conditions, and transfer to other universities.
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According to observations and perceptions of the graduate school administrators,
personal factors were more dominant on student attrition than organizational factors.
These causes would also result in negative consequences. For this reason,

examination of consequences of student attrition had a significance.

4.7.3.4 Theme of Perceptions of Attrition Consequences
Researcher asked question to graduate school administrators about student attrition
consequences. Responses showed that consequences could be divided into social
consequences and individual consequences. Waste of money, academic loss,
economic loss, lack of experts, and qualified staffing problem drew attention as
social consequences. Frequent individual consequences were time and energy loss
while others were lack of diploma and negative effect on promotion. Table 4.27

presents subthemes and frequent codes.

Table 4.27
Subthemes and Frequent Codes for Attrition Consequences
Subthemes Frequent Codes Frequency
Social 10
Individual 20
Time loss 8
Energy loss 8

In terms of social consequences, there was not a common tendency. Each
administrator emphasized a different dimension. AD4 showed qualified staffing
problem, expertise training problem, and limitations on research as consequences.
AD3 explained macro-level consequences as follows:

If Graduate School of Educational Sciences has many graduates, then it
becomes more powerful. On the contrary, we talk about weaker graduate
school. On the other hand, other institutions have negative consequences. To
illustrate, a school will lack an expert. This is also valid for the society. The
rate of Master and PhD graduate in European Union is too high while this rate
is too low in Turkey. If there is more expert and Doctor in our country, this is
an advantage. Student attrition is a loss with all sides and gives harm to all
stakeholders (AD3)
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In terms of individual losses, energy loss and time loss were frequently stated
consequences. In addition, lack of diploma, negative effect on promotion, barrier for
organizational culture, loss of labour force, and academician and student frustration
were other consequences. AD5 evaluated student attrition as an energy loss while
AD3 perceived it as effort, time, and energy loss. On the other hand, AD6 stated
negative effects of attrition on motivation of newly approved graduate students. AD8
pointed out that student attrition is a barrier for formation of organizational culture
and might be resulted in loss of labour force and academician and student frustration.
To summarize, student attrition had some negative consequences in terms of social
and individual aspects. Social costs were related to economic and academic
consequences while individual costs were energy and time loss. To solve attrition
causes and to deal with negative consequences, attrition solutions would have

importance.

4.7.3.5 Theme of Perceptions of Attrition Solutions

Researcher asked question to graduate school administrators about recommendations
to solve student attrition problem. Macro-level recommendations, university-level
recommendations, and individual-level recommendations were considered. Financial
support among macro-level recommendations drew attention. University-level
recommendations were categorized as course content, faculty, and advisor. The least
number of recommendations was related to individual-level ones. Table 4.28 depicts
subthemes and frequent codes.

Table 4.28
Subthemes and Frequent Codes for Attrition Solutions
Subthemes Frequent Codes Frequency
Macro-level 24
Financial support 9
University-level 10
Faculty 5
Course content 3
Advisor 2
Individual-level 2
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As a macro-level recommendation, financial support was recommended almost by
each administrator. AD7 underlined the necessity of financial support and material
support. In addition to financial support, administrators also recommended more
specific solutions. AD8 recommended quality-control mechanism. AD6
recommended flexible permission process for students in order to conduct more
effective research. AD3 offered lateral transfer between universities in order to deal
with student attrition due to long distance between school and job. AD1 talked about
autonomy. Because of originality and uniqueness, his words were valuable and
significant as follows:

I recommend actually that graduate schools should have administrative and
financial autonomy under the umbrella of the university. In other words,
research resources should be used over graduate schools. If some of the
universities are announced as research universities, they should be rewarded
with extra resources. In this way, Doctoral students will get more projects and
faster results (AD1)

By considering university-level recommendations, responses differentiated such that
each participant concentrated on a dimension. To illustrate, AD1 focused more o n
physical opportunities provided by organizations and recommended research
material for Doctoral students. Moreover, AD2 underlined the importance of
communication between student and academy. AD3 pointed out necessity of
diversity in graduate programs and interdisciplinary programs. AD4 recommended
flexible course program and working hours. Furthermore, the participants AD5 and
ADG highlighted importance of cultural and social activities. To illustrate, AD5
explained that if the universities achieve a social and cultural activity like activities
of ERASMUS in which each student describes cultural aspects of the original
country, then commitments of the students increase so that they stay in the graduate

education.
Lastly, responses of administrators were based on individual-level recommendations.

There were two recommendations which were professional development and healthy

communication.
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In conclusion, most of the macro-level recommendations were based on financial
issues. University-level recommendations had a variety in which the ones related to
course content, faculty, and advisor were remarkable. Finally, individual-level
recommendations were the weakest ones such that they included only professional

development and healthy communication.

4.7.3.6 Summary
The interviews administered to eight graduate school administrators showed that
themes of the current study were generally related to each other. Experiences of
graduate school administrators for most of the themes from graduate school
procedure to attrition solutions could be evaluated as the bases of next themes. For
the graduate school procedure, implementation of laws was an important duty. On
the other hand, there were problems related to laws such as amnesty laws in graduate
schools. Therefore, there was a parallelism between procedure and problems.
Organizational causes for student attrition appeared as relation with advisor and
permission from job while personal causes were absenteeism, transfer to other
universities, and family issues like marriage. These factors were also based on
problems in the graduate schools. To illustrate, amnesty laws were problematic
conditions producing student attrition. By considering consequences of attrition,
social consequences including academic loss, waste of money, economic loss, lack of
experts, and qualified staffing problem and individual consequences based on time
loss and energy lost drew attention. On the other hand, attrition solutions of graduate
school administrators were different from attrition causes and problems except from
relation with advisor. They recommended financial support, changes in course
content, changes in structures of faculty, and individual-level issues although they

did not mention these factors in procedure, problems, and attrition causes.

4.7.4 Results for Advisor
Eight advisors participated in the study. Table 4.29 represents the characteristics of
the advisors. Most of them were at U6 University. Also, number of males were equal
to number of females while engineering, medical, and educational sciences had same

number of participant. In addition, the researcher gave pseudonyms for each advisor.
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These nicknames ranged from V1 to V8. Codes and theme lists were presented in E4
section of Appendix E. The interview included questions related to relations,
graduate education problems, attrition causes, attrition consequences, and solutions.
These questions also formed the initial themes of the study. Moreover, sub-questions
consisted of some of the initial sub-themes. On the other hand, some of the sub-
themes, all of the codes, and all of the sub-codes were emerged from the content
analysis. Table in E4 section presents the themes, sub-themes, codes, and sub-codes

for the advisors.

Table 4.29

Characteristics of the Advisors
Advisors Gender University Field
V1 Female U5 Medical Sciences
V2 Female U5 Medical Sciences
V3 Male U6 Natural Sciences
V4 Female U6 Engineering Sciences
V5 Male U6 Engineering Sciences
V6 Male U1 Educational Sciences
V7 Male U1 Educational Sciences
V8 Female U4 Social Sciences

4.7.4.1 Theme of Relations
In terms of the relation between student and advisor, researcher asked questions to
eight advisors. Social relations and academic relations were visible. Table 4.30

represents subthemes and frequent codes.

Table 4.30

Subthemes and Frequent Codes for Relations

Subthemes Frequent Codes Frequency

Social relations 15

Academic relations 21
Meetings 6
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Social relations between student and advisor had many kinds of positive aspects. To
name a few, empathy, social connections, mutual relations, tolerated behavior,
colleague approach, and togetherness were some examples. V2 emphasized empathy,
good relations, and mutual relations. Furthermore, V4 declared that she approached
her students as they were her colleagues. Besides, V6 stated social connections and

peer relations within activity invitations.

On the other hand, there were few negative aspects which were negative humor and
reluctance of the students. V3 emphasized disappointment about volunteering as
follows:

At the last ten years, advisorship process refers to a disordered structure.
Especially, Master and Doctoral education is based on volunteering in
fundamental sciences. If you are a graduate student in these fields, the only
alternatives for getting a job are universities and some of public institutions.
Since positions in those places have become narrower, the students come to
these departments in order to delay military or support from appointment
opportunity if it is possible. Therefore, this condition is a barrier for student-
advisor relationships (V3)

Related to academic relations, the most frequent response was meetings between
student and advisor. In addition, articles, assignment, thesis studies, seminar, and
interim reports are more specific responses. The meetings of V1 were based on
article critique, homework, and selection of thesis topic. On the other hand, V7
concentrated more on progress in thesis studies. As a result, meetings can be

evaluated as an umbrella term in student-advisor academic relations.

In conclusion, it was possible to see relations between student and advisor in two
respects. The first one was social relations such that generally positive conditions
like empathy and rarely negative conditions like reluctance were available. Secondly,
academic relations were more based on procedural jobs from the courses to thesis

meetings. In these relations, problems would be observed in different dimensions.

4.7.4.2 Theme of Graduate Education Problems
Researcher asked the question of problems faced in graduate education. There was

not any pattern or common problem they stated. In other words, experiences of
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advisors in terms of problems differentiated from each other. However, the
researcher of the study categorized their responses under seven headings: familial
problems, finance, policies, student responsibilities, student expectations,

departmental issues, and access to advisor. Table 4.31 demonstrates subthemes.

Table 4.31

Subthemes and Frequent Codes for Graduate Education Problems

Subthemes Frequency

Familial problems 2
Finance

Policies

Student responsibilities
Student expectations
Departmental issues

Access to advisor

©® P P P PR

Total

To begin with familial conditions, marriage and having dependent child of the
students were problems in graduate education. V4 declared marriage and having
dependent as the attendance problems observed in graduate education. Secondly,
financial conditions of the students were an important problem. V2 concentrated on
financial problems that come with becoming older while V7 pointed out role of their

jobs on absenteeism.

The third problematic condition was related to macro-level policies. V3 explained
lack of academic positions, delaying military, and appointment as follows:

Here, students from physics department left PhD program. | know them very
well. The reason they leave is related to the fact that they are aware of
uselessness of a Ph.D. degree after graduation. Academic position is not given
even to Ph.D. graduates. CoHE began to promote fundamental sciences at
undergraduate level. 1 wish they organize similar promotions at the graduate
level. Otherwise, graduate education in fundamental sciences will collapse
(V3)
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Next, student responsibilities were the other condition that causes problems. V5
criticized his students since his students had lack of focusing and in-depth thinking.
Moreover, V4 complained about being late for thesis defence. Besides, V7 were
dissatisfied with students’ lack of research formation, tendency to use maximum

duration, and selecting a topic to late.

The fifth problem was related to student expectations. According to V3, students get
dissappointed since they thought that completion of Masters or Ph.D. were
unfashionable. Moreover, V8 underlined the importance of expectations of students
related to good advisorship but students were unsatisfied in some cases.

The sixth problem was based on departmental issues which were mostly related to
permissions. V1 complained about troubles of her students. Her students firstly chose
a topic which is specific to prison conditions. However, authorities did not permit the
students to collect data. After that, the advisor and her student changed sampling.
The prison administration did not give permission. Lastly, they did other changes and

were able to collect data after the third attempt.

The last problematic condition belonged to advisors. V6 did self-criticism and
remarked that he was busy due to bureaucratic workloads, administrative duties,

family responsibilities, and associate professorship file.

To sum up, the advisors experienced problems in seven main areas. They were
familial conditions like marriage, finance like job seeking, policies related to
academic positions, student responsibilities, lack of meeting of student expectations,
departmental issues like permission, and access to advisor. Therefore, there would be

a question mark about which ones could be a cause for attrition.

4.7.4.3 Theme of Perceptions of Attrition Causes
In order to draw attention to attrition causes, researcher asked a question to eight
advisors. The causes could be categorized under organizational and personal factors.

Faculty drew attention for organizational cause while attendance problem, delaying
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military, family, and finance were remarkable for personal causes. Table 4.32

respresents subthemes and frequent codes.

Table 4.32
Subthemes and Frequent Codes for Attrition Causes
Subthemes Frequent Codes Frequency
Organizational 10
Faculty 4
Personal 35
Attendance problem 8
Delaying military 5
Family 4
Finance 4

By considering organizational factors, faculty were criticized in terms of non-
availability in courses and lack of guidance. V6 pointed out faculty and program and
told that lack of program quality and lack of faculty guidance pushed the students to
other institutions. In addition to faculty, permission from institution, thesis
completion duration based on departments’ expectations, economic support, and lack

of adequate employment were causes stated by advisor.

Under the personal factors on student attrition, attendance problem, delaying
military, family, and finance were emphasized by more than one advisors. Therefore,
they were common factors. Almost all of the participants stressed that the students
not attending lectures left the school. The participants V1, V2, V3, V4, and V6
showed delaying military as a personal cause on student attrition. The participants
V1, V4, V6, and V7 underlined the importance of familial conditions like marriage
and having dependent child for student attrition. Lastly, finance was a cause to
student attrition. The participants V1, V2, V3, and V5 emphasized the role of finance
on attrition. The advisor A5 pointed out finance as follows:

On the other hand, students who are no coming to lecture were occupied with
seeking a job outside. They have a desire to have a profession. For this reason,
they are preparing for exams selecting public staff or exams selecting academic
personnel. | think they are not available in graduate education since they are
looking for job. It is relaed to economic conditions (V5)
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In addition to common factors, there were the least frequent responses like health
problems, living in another city, lack of focus and lack of effort, and long time
between course and thesis period. V8 stated that if the student left long time between
course period and thesis studies, then the person would experience distrust and
incompetence. On the other hand, V7 remarked that false intentions and low

commitments of students were personal causes on student attrition.

In conclusion, the causes to attrition could be divided into organizational and
personal causes. The advisor declared more personal causes than organizational
causes. Faculty drew attention as an organizational cause while attendance problem,
delaying military, family, and finance were frequently stated personal causes. In

addition to these causes, looking at consequences would be beneficial.

4.7.4.4 Theme of Perceptions of Attrition Consequences
Researcher asked questions about the consequences of student attrition to eight
advisors. The answers had a variety from disruptions in education to barrier for eager
students. Each advisor had different opinions and perceptions. Table 4.33 depicts

frequent codes

Table 4.33

Frequent Codes for Attrition Consequences
Frequent Codes Frequency
Effort loss S
Time loss S
Total 21

To begin with, losses and breaking desires were negative costs of student attrition.
V6 emphasized effort and time loss, loss of public resources, and desire of eager
students as follows:

First, the time passes and is wasted. Loss of effort in student attrition is making
me upset. Ultimately, public resource is wasting since the students were trained
for a time. We do not have a rich country. We tried to develop. Therefore,
public resource should be in more fruitful. When the student left the
organization, public resource and time become lost. They block more eager
students. There is injustice (\V6)
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On the other hand, V7 stressed consequences from the lenses of institution, student,
and faculty. In terms of institution, failure would increase so that investments on the
institution would decrease. In terms of student, the student could not benefit from the
opportunities of graduate education like extra money or promotion. In terms of
faculty, academicians would experience time and energy loss. In addition, lack of
practical reflections on life was the other negative consequence according to V3.

To conclude, consequences of student attrition were based on losses in some
dimensions such that effort loss, time loss, resource loss, and practice loss.
Therefore, bringing solutions to student attrition would be valuable to get rid of

negative costs and losses.

4.7.4.5 Theme of Perceptions of Attrition Solutions

Researcher asked the questions related to attrition solutions to eight advisors. Change
recommendations related to attrition solutions were gathered under macro-level
solutions, university-level solutions, and individual-level solutions. Firstly, macro-
level solutions were classified as finance, student selection policy, admission policy,
societal structure, and philosophy of education. Secondly, university-level solutions
included projects and other specific recommendations like contacts and course
content. Lastly, individual-level solutions did not have a pattern such that advisor
had different responses from volunteering to abroad experience. Table 4.34
demonstrates subthemes and frequent codes.

Table 4.34
Subthemes and Frequent Codes for Attrition Solutions
Subthemes Frequent Codes Frequency
Macro-level 5
Finance 1
Student selection policy 1
Admission policy 1
Societal structure 1
Philosophy of education 1
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Table 4.34 (continued)

Subthemes Frequent Codes Frequency

University-level 10
Projects 4

Individual-level 17

First of all, macro-level solutions were based on finance. Tangible rewards, wages
policy, different kinds of support, scholarship, and research assistantship drew
attention. To illustrate, V2 recommended regular financial support per month.
Another advisor, V5, emphasized scholarships for students both studying in
experimental fields and studying in social sciences. On the other hand, the advisor
A6 underlined the value of research assistantship. He stated that research
assistantship is a motivation resource so that use of these positions should be more

flexible especially for research universities.

By considering student selection policy, V3 criticized central student selection
system based on multiple choice test technique and recommended that at least
research universities could select the students themselves. He also stated that the
community should have been given up opinion of gettin a job shortly after university.
Furthermore, he brought solutions related to philosophy of education. He
recommended contact with marketing, computer-weighted education, daily life
practices, technology integration, and updated programs. In terms of admission
procedure, changes in authority on open program and in being selective were other

solutions under macro-level according to V5.

Secondly, university-level solutions were mostly related to course content and
projects. V5 recommended to increase quality of seminars and organize public access
thesis defences. V4 suggested that courses and thesis topics should have been
compatible with needs of marketing. And finally, V1 declared that opening Master of
Science program without thesis might be solution for student attrition. On the other
hand, V8 recommended projects. She declared that training researcher as a part of
projects might increase quality in graduate education. Similarly, V7 recommended

projects based on master-apprentice relationship. In addition to course content and
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projects, there were more particular solutions. V6 also recommended a contract
between student and department or faculty. He added that both sides could remember

each other’s responsibilities and expectations in this way.

Lastly, individual-level solutions focused more on cooperation between students and
academicians. V4 recommended academicians to publish articles and paper together
with their students. V3 recommended academicians to update themselves by
considering new perspectives and initiate the students for more reading and problem-
based thinking. He also recommended students to work volunterly and with love in
graduate education. Furthermore, V8 offered advisors to become competent, patient,
quiet, and empathic. Moreover, V4 stated abroad experience for academicians as
follows:

Secondly, the academicians also improve themselves. Firstly, they should go
abroad in order to see how this job is performed in a foreign country. This
country may be undeveloped country. In this way, they motivate themselves by
saying we can do better. Even if this country is developed country, they may
try to transfer system of that country to this country. In my opinion,
international vision will be good (V4)

In conclusion, the advisors brought macro-level, university-level, and individual-
level solution ways for student attrition. While macro-level solutions were more
extensive from student selection policies to financial conditions, university-level
solutions were more limited within emphasis on course content and projects. Besides,

individual-level solutions were more academician-oriented.

4.7.4.6 Summary
The interviews administered to eight advisors depicted that experiences of advisors
on the bases of themes from relations between students and advisor to attrition
solutions were related to each other. To illustrate, thesis studies under the academic
relations appeared also under the problems observed in graduate education due to
lateness. Organizational causes were attributed mostly to faculty while personal
causes were related to attendance problem, transfer to other universities, finance, and
family issues like marriage. These factors were also based on problems in the

graduate education. To illustrate, finance problem and family problems in graduate
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education showed itself as personal causes to student attrition. Consequences of
attrition had a variety of responses from losses to the barrier for eager students.
Lastly, attrition solutions of advisor were based on macro-level recommendations,
university-level recommendations, and individual-level recommendations. Financial
support under macro-level solutions depicted parallelism with problems in graduate
education and attrition causes. Problems related to access to advisor and faculty as an
organizational cause to attrition were mentioned as solutions. As a result, responses
of advisor showed that themes showed consistency in themselves and personal

factors were more dominant than organizational factors.

4.7.5 Conclusion of Interviews

The main purpose in interviewing process was to check attrition attributions of
students and faculty. Student side included persistent and non-persistent students
while faculty side referred to the organization including advisors and graduate school
administrators. In order to decide on attributions, a cross-check was implemented.
Firstly, the direct question of who is responsible was asked to students. In order to
check the responses, codes coming from participants were also considered. The
results of two approaches were consistent with each other.

By considering student side, most of the non-persistent students (N = 8) attributed
attrition to organizational causes. Number of students attributing to organizational
factors (N = 10) were a little more than the number of student attributing to personal
factors (N = 8). By considering organization side, most of the graduate school
administrators (N = 5) attributed attrition to personal factors while all of the advisors
(N = 8) attributed attrition to personal factors. Therefore, number of academicians
attributing to personal factors (N = 13) were much more than the number of
academicians attributing to organizational factors (N = 2). In addition, two persistent
students and one graduate school administrator found responsible both organization
and student equally. Totally, 21 participants attributed student attrition to personal
factors while 12 participants attributed student attrition to organizational factors.

Table 4.35 summarizes attrition attributions.
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Table 4.35
Attirion Attributions

Participants Individual Both Organization
Non-persistent student 2 - 8
Persistent students 6 2 2
Graduate school administrator 5 1 2
Advisor 8 - -
TOTAL 21 3 12

Starting graduate education was a theme for both non-persistent and persistent
students. Desire to become academician was a general reason on starting graduate
education for both non-persistent and persistent students. However, non-persistent
students also showed completing Master of Science as a reason, which can be linked
to non-idealistic target. Therefore, non-idealistic targets could be base for student
attrition behavior. Furthermore, both non-persistent and persistent students
experienced feeling fluctuations. However, diversity in positive feelings of persistent
students were more than that of non-persistent students. This situation could also be
associated with retention of persistent students.

Process and structure in graduate education was the second theme for the students. In
common pattern, relation with advisor was a satisfying aspect for persistent students
while it was a dissatisfying aspect for non-persistent students. Finance and relation
with faculty were dissatisfying aspects for both persistent and non-persistent students

while family support was satisfying area for both.

The third theme was student attrition causes. Relation with advisor, relation with
faculty, and department were organizational factors stated by both non-persistent and
persistent students. Distinctly, non-persistent students emphasized the role of job on
student attrition. In terms of personal factors, responses of non-persistent and
persistent students differentiated completely. Non-persistent student focused on
thinking other possibilities and language skills while persistent students listed many

personal factors from changes over time to family.
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The fourth theme for student side was change recommendations. Macro-level
recommendations of non-persistent and persistent students were similar to each other
such that they recommended changes in admission procedure, financial support,
foreign language, and abroad experience. However, their university-level and

individual-level recommendations were different from each other.

By considering organization side, graduate school administrators concentrated on
admission, teaching, administration, and graduation in graduate school procedure.
The advisors focused on social and academic relations in student-advisor
relationships. Implementation of laws drew attention for graduate school procedure

while meetings were remarkable in student-advisor relationships.

Administrators referred to more dispersed problems in graduate schools like
inadequate number of staffing, amnesty laws, and bureaucracy while advisors
pointed out tidier problems in student-advisor relationships from familial problems to

problems related to student responsibilities.

One of the common themes for both administrators and advisors was attrition causes.
Administrators showed advisor and permission from job as organizational causes
whereas advisors stressed only faculty as organizational cause. However, most of the
general personal causes which were absenteeism, family, and finance were personal
causes for both administrators and advisors. Distinctly, transfer to other university

was stated by administrators while delaying military was emphasized by advisors.

The other common theme for organization side was consequences of student
attrition. Administrators approached on consequences with more extensive
perspective from academic loss to economic loss while advisors explained more
limited consequences. The common point was that both administrators and advisor

depicted energy and time loss as negative costs.

Lastly, attrition solutions were another common theme for administrators and

advisors. Both administrators and advisors offered many macro-level
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recommendations. Financial support was common for both groups. They also
presented university-level recommendations in which course content was declared by
both administrators and advisor. In addition, administrators focused more on faculty
while advisors underlined the importance of projects. Finally, individual-level
recommendations of administrators were too limited such that only professional
approach and communication were available. On the other hand, advisors had many

individual-level recommendations to academicians and students.

To summarize, there are some common points on student attrition causes. Figure 4.8

demonstrates student attrition causes from the eyes of participants.

Advisors

Graduate
students

Delaying
military

Relation with
faculty

Department

Finance

Job

Attandance

Relation
with advisor

Transfer to other university

Administrators

Figure 4.8 Common attrition causes
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4.8 Student Attrition Rates

In the calculation of the student rates, dataset sent by Council of Higher Education
was used. After HEC sent the data of research universities, the researcher calculated
student attrition rates by dividing number of passive student to total number of
students and multiplying it with one hundred. Dataset showed that student attrition
rate for Master was 28.36% while that rate in PhD was 13.62% in 2015-2016.
Student attrition rate for Master was 35.62% while that rate in Doctoral education
was 17.90% in 2016-2017. Finally, student attrition rate was 30.28% while attrition
rate in PhD was 14.55% in 2017-2018. Overall, attrition rates for both Master and
Doctoral education were at an increase till 2016-2017 while there has been a
decrease in 2017-2018. Moreover, attrition rate in Master education was greater than
attrition in PhD for all semesters. Figure 4.9 depicted the attrition rates in terms of

program level and semester.

Attrition Rates (%)

M.S.

2015-2016 2016-2017 2017-2018

Figure 4.9 Attrition rates

193



By considering research universities separately for the 2017-2018 semester, the
highest student attrition rate for Master was seen in U5 with the rate of 59.59%
whereas the lowest rate for Master was in U1 with the rates of U8 with the rate of
0.84%. The highest student attrition rate for PhD was in again U5 with the rate of
36.26% whereas rate for PhD was in again U8 with the rate of 0.57%. Table 4.36

shows attrition rates of research universities in 2017-2018.

Table 4.36

Student Attrition Rates of the Research Universities in 2017-2018
University Master of Science (%) Philosophy of Doctorate (%)
Ul 2.20 0.76
U2 16.33 5.22
U3 34.67 18.49
U4 17.66 3.74
us 59.59 36.26
U6 42.12 11.22
u7 29.77 19.60
us 0.84 0.57
U9 44.73 29.22
u10 34.89 22.20
Average 30.28 14.55

Even if the maximum and minimum attrition rates were left out, student attrition rate
in Masters changed between 44.73% and 2.20% while student attrition rate in PhD
changed between 0.76% and 29.22%. Research universities were selected by
considering a variety of criteria so that it can be stated that these universities are
among top universities of Turkey. In spite of this issue, these student attrition rates
were too high for qualified universities. The researcher wonders what attrition rates

mediocre universities had.

4.9 Summary of Results

The current study had three research questions. The first research question was

related to investigation of relationship between student attrition and personal and
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organizational factors. Analyses showed that organizational factors and personal
factors predicted persistence of students and their intention to leave school. However,
personal factors were more dominant than organizational factors. Gender and
program level drew attention as personal factors related to persistence while financial
support was the statistically significant organizational factor related to persistence.
On the other hand, personal factors and institutional and goal commitment predicted
intention to leave whereas organizational factors did not predict intention to leave. In
addition, institutional and goal commitment was found mediator variable for the both
relationship between intention to leave and organizational factors and personal
factors. The second research question focused on experiences of non-persistent
students, persistent students, graduate school administrators, and advisors. Content
analysis showed that there were both organizational and personal factors related to
student attrition but personal factors appeared more active in student attrition.
Further, although experiences of participants differentiated in terms of student
attrition perceptions, most of personal factors like familial conditions and delaying
military and relation with the advisor as an organizational factor were the common
factors related to student attrition. Finally, the third research question examined the
student attrition rates in terms of program level and semester. Student attrition rate in
Masters was higher than attrition rate in Ph.D. as well as no trend among student
attrition rates of the last three semesters was detected in spite of high attrition rates in
all semesters. Student attrition rates changed between 0.84% and 59.59% for M.S. in
2017-2018 semester while it ranged from 0.57% to 36.26% for Ph.D. in 2017-2018

semester.

In order to seek a convergence or divergence between quantitative and qualitative
procedures, the results were compared and contrasted. Correlational part of the
current study showed that personal factors were more dominant than organizational
factors in terms of the role on the student attrition. Through phenomenological part
of the study, experiences of both student-side and organization-side showed that
personal factors appeared more dominant than organizational factors in student
attrition from the graduate education. Significant variables coming from correlational

study like financial condition and gender emerged also in expressions of participants
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in phenomenological part. Therefore, two parts gave compatible results. In addition,
document analysis showed that student attrition rate in Master were higher than rate
in PhD. Further, in the correlational part of the current study, it was found that
students in Master were more likely to become non-persistent. Therefore, results of
document analysis and results of correlational study confirmed each other.
Additionally, according to Lovitts (2001), if the student attrition rate is in an upward
trend, then organization should be more responsible for the student attrition rather
than the students or vice versa. Document analysis showed that there was not a trend
so that organization appeared less responsible. In this point, a convergence emerged
again. Like both correlational and phenomenological parts, document analysis
showed that personal factors were more dominant. As a result, the current study gave
coherent and consistent results by considering the findings coming from both

quantitative and qualitative part.
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CHAPTER 5

DISCUSSION

In the conclusion part, results of of the study were discussed by considering the
context of the current research and other studies in the literature. Moreover, practical
implications were provided by considering educational issues and higher education
context. Lastly, recommendations were shared in order to both lead other studies and

present solutions to problems in higher education.

5.1 Discussion of the Results

The current study which included both quantitative and qualitative methodologies
showed that there are both personal and organizational factors influencing student
attrition. In addition, personal factors appeared more dominant than organizational
factors in student attrition from the graduate education. The process conducted
through quantitative methodology showed that economic support as an
organizational factor and gender and program level of the student as the personal
factors predicted persistence of the students. Moreover, personal factors including
age, semester, and past performance of the participants predicted intentions to leave
while organizational factors including dimensions of the organizational climate did
not predict intentions to leave. On the other hand, the procedure conducted through
phenomenology depicted that non-persistent students, persistent students, graduate
school administrators, and advisor had different experiences and perceptions related
to student attrition. The non-persistent student and persistent student agreed on
organizational factors such as relation with advisor, relation with faculty, and
department while graduate school administrators and advisors gave similar responses
on personal factors such as absenteeism, family, and finance. In addition, document

analysis based on archival data showed that student attrition rate in Masters was
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higher than attrition rate in Ph.D. as well as increasing trend in student attrition rates
was not observed despite high rates. By comparing and contrasting results of
quantitative and qualitative methodologies, it can be stated that personal factors were
more dominant than organizational factors on student attrition from graduate

education.

5.1.1 Discussion of Scale Development Results
The current study conducted a pilot study to find out factor structure of the
organizational climate scale. Exploratory Factor Analysis showed that the scale had
six factors. After that, in order to verify factor structure of the scale and to test
hypotheses of the study, data were collected through the main study. Confirmatory
Factor Analysis proved six-factor structure of the organizational climate scale.
Within this process, the researcher of the study developed organizational climate
scale. The dimensions emerged with the factor analyses showed consistent results
with the literature focusing on higher education. Borkowski (1988) investigated the
role of university president on institutional climate and found that minority
participation and institutional support were the key activities provided by university
presidents. Moreover, Lee (2002) stressed the importance of influence of institutional
climate on diversity and concluded that climate was essential in promoting degree
attainment of diverse populations. By considering the current study, administrative
climate as a dimension of organizational climate was represented with three items
including democratic participation, supportive activities, and respect for minorities.
Therefore, administrative climate of the scale matched up with the ideas in the

literature.

Coso and Sekayi (2015) examined the relationship between institutional climate and
academic career of engineering students. Their study showed that departmental
culture was important in creating supportive climate in terms of teaching. Similar
conceptualization was made by Duwve, Columbaro, and Poggiali (1992). They
underlined the importance of empowerment in higher education. These findings
related to departmental culture and empowerment were compatible with

departmental climate arising in the current study.
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Academic climate emerged in the current study was also consistent with the other
studies. To illustrate, the concepts of “positive climate for learning” by Evans-
Harvey (1995), “productive climate” by Duwve, Columbaro, and Poggiali (1992),
“functions” by Manuela, Cecilia, and Joao (2014), “adequacy of performance focus”
by Moran and Volkwein (1987), and “intellectual stimulation” by Sokol, Gozdek,
Figurska, and Blaskova (2014) were equivalent to academic climate in the current
study. The studies in the literature stated same ideas with different styles such that
positive climate in higher education institution had an influence on academic

development and performance of the students.

The current study found out three dimensions related to interactions as follows:
social climate, advisor-related climate, and instructor-related climate. This finding
gave both consistent and inconsistent results with the other studies in the literature.
The studies in the literature generally combined relations with advisor, peers, and
faculty member under interpersonal relationship so that the current study diverged
from those studies. To illustrate, Manuela, Cecilia, and Joao (2014) fitted
interpersonal relations on relations with colleagues, peers, departments, and
directors. In addition, Musah et al. (2016) put forward “warmth” construct to
describe department atmosphere including social relations. Therefore, the current
study did not show a consistency with this type of studies in the literature. On the
other hand, the literature had studied approaching social relations like the current
study. Grobler and Grobler (2015) investigated organizational climate in higher
education institutions offering open and distance learning education and found that
interpersonal relationship based on peer relations was one of the six dimensions of
organizational climate. Interpersonal relationship corresponded to social climate of

the current study.

Study by Tiwari (2014) showed a dimension of superior-subordinate relations under
organizational climate of higher education institutions. That dimension depicted a
parallelism with the current study’s dimension called as advisor-related climate and
instructor-related climate. Before the pilot study, the researcher of the current study

had claimed a five-factor structure combining relations with advisor and faculty
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members. However, dimensions of relation with advisor and relation with faculty
member decomposed from each other after the factor analyses. The reason of this
decomposition may be the context of Turkish graduate education. The graduate
students in Turkey assign a different meaning on student-advisor relationships. Some
of the students focused on the personal characteristics of the advisor (Seckin, Aypay,
& Apaydin, 2014) while some considered the informal relationships (Sahinoglu,
Karatas, & Saka, 2016). On the other hand, faculty members are generally evaluated
as knowledge transmitters (Aydogan, 2008; Gizir, 2005; Urii San1, Caliskan, Atan, &
Yozgat, 2013). These different perceptions might separate interaction with advisor
from the interaction with faculty members. As a result, dimensions of organizational
climate scale were consistent with the findings of other studies in higher education

literature.

5.1.2 Discussion of Results of Research Question 1
The results of the current study showed that economic support, gender, and program
level predicted persistence of graduate students. While gender and program level
were personal factors, economic support drew attention as an organizational factor.
First of all, the studies in the literature focused generally on the relation between
gender and student attrition. The current study found that male students have more
probability of becoming non-persistent than female students. In this respect, this
finding of the study was both inconsistent and consistent with the other studies in the
literature. Castello, Pardo, Sala-Bubara, and Sune-Soler (2017) conducted a study to
find out institutional and personal factors affecting university dropouts. The authors
found that female were more likely to dropout than males. Similarly, study by Lott,
Gardner, and Powers (2009) showed that females had more probability for student
attrition than males. Therefore, the current study gave inconsistent results with the
studies in the literature. On the other hand, Hassell, Seston, Eden, and Willis (2007)
investigated the demographics of non-completers in the department of pharmacy.
The researchers found that male students were more risky for dropping out than
female students. Similar results were concluded in other studies showing that male
students were less likely to graduate (Sauer, 1986; Williams, Harlow, & Gab, 1970).

Moreover, Ertem and Gokalp (2016) conducted a document analysis by comparing
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student attrition rates of male and female students. The authors found that attrition
rate of male students were higher than that of female students. As a result, finding of

the current study was consistent with the other studies in the literature.

The reason why there are inconsistencies in student attrition in terms of gender may
depend on the contextual factors. Characteristics of the higher education institutions
may be one of these factors. To illustrate, Johnes and McNabb (2004) examined
student attrition in United Kingdom and concluded that female students had less
probability of voluntary dropouts from larger universities while the male students
were more likely to dropout from universities including academically more qualified
students. On the other hand, the reason of more probability of male students to
become non-persistent student may be situational factors in Turkey. As the
participants in the current study emphasized, laws in Turkey give a right to male
graduates to postpone their military duties if they are registered in a graduate
program. The studies in Turkey showed delaying military as either a graduate
education problem or an expectation related to graduate education (Balci, 2014;
Coruk, Cagatay, & Oztiirk, 2015; Erkilig, 2007). The other reason for this situation
may be tendencies of female towards academic career. Study by Yirmibesoglu
(2016) showed that average number of women academician in Turkey was higher
than that in Europe. In conclusion, military duty and tendencies of female may be
situational factors on why male students were more likely to quit education while
female students were more likely to persist.

It is possible to examine gender differences on student attrition in terms of
inequalities. Jakobs (1996) stated that women have disadvantages on access to higher
education. For the current study, women were more likely to persist on graduate
education. The reason women were more persistent than men may be related to link
between access and persistence. Women facing difficult experiences in order to

access to higher education may show more resistance or persistence to hold a degree.

Program level of the student predicted the persistence of the students. Those in

Master of Science have less persistence than those in PhD education. This finding of
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the current study was parallel to findings of other studies. Study by Ertem and
Gokalp (2018) showed that Master attrition rate of about 29% was higher than PhD
attrition rate of about 15% for the universities in Turkey. The reason for this
condition may be related to contextual factors in Turkey. Unemployment is a serious
problem affecting all segments of society. By considering data of Turkish Statistical
Institute (TUIK, 2016), there was 10.8% unemployment rate while this rate was
19.9% for the age group of 15-24. Therefore, the students may canalize themselves
to graduate education to protect themselves from negative effects of unemployment.
This undesired start may affect their persistence negatively in the first years of the
graduate education. According to Stratton, O’Toole, and Wetzel (2007), decrease in
the employment opportunities may be resulted in dropouts. In addition to
employment, admission processes might be reasons for differentiation between
Master and Doctoral education. First of all, application requirements for Master are
easier and more flexible than those for PhD. In addition, quota left for Master is more
than that for PhD. Moreover, regulations related to graduate education allow students
to study in two Master programs at the same time. On the other side, differences
between Master attrition rate and PhD attrition rate may be caused by differences of
organizational behaviors in the first year of education. The literature has the studies
finding more student attrition in the first years of the education (Biilbiil, 2012; Golde,
1998; Lassibille & Gomez, 2008; Lott, Gardner, & Powers, 2009; Napoli &
Wortman, 1998). The authors linked more attrition in the first years to either lack of
academic and social integration or inadequate organizational commitment. To
summarize, differences in persistence of Master and Doctoral students may be
related to contextual factors and organizational behaviors like organizational

commitment and academic and social integration.

Economic support as an organizational factor was related to persistence of the
students. The current study showed that probability of becoming non-persistent
student increases more for students having no support than students having research
assistantship support while probability of becoming non-persistent student increases
more for students having no support than students having scholarship or loan

support. To summarize, support of research assistantship and support of scholarship
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or loan decreased the probability of becoming non-persistent student when compared
to lack of support. This finding was compatible with the findings of other studies.
Arifin (2018) studied the role of student support service on student persistence and
attrition in open education context. The author found that financial problem was the
third dominant factor on student attrition. Moreover, Metzner and Bean (1987)
examined the undergraduate student attrition and found that finance had a negative
effect on intentions to leave. In addition, the literature had studies showing that
research assistantship and financial supports as scholarship and grants increased
probability persistence of Doctoral Students (Holly & Caldwell, 2012; Wao &
Onwuegbuzie, 2011; West, Gokalp, Pena, Fischer, & Gupton, 2011). As a result,
findings of the current study related to research assistantship and scholarship

mirrored the findings of international studies.

The reason why finance is so important for persistence of the students is related to
educational expenses. Winston (1999) stressed that higher education is a place
producing and selling educational services to the customers through business.
According to Bair and Haworth (2004), problems related to economic and logistic
opportunities are barriers to the progress of the students. In this respect, the students
in higher education institutions need money and support from educational services to
attain a degree. These educational services have a variety from tuition to the
transportation. Especially, non-persistent students experience difficulties in affording
their educational expenses and this process results in student attrition. Motlagh,
Elhampour, and Shakurnia (2008) conducted a study in a medical university in Iran.
Their study concluded that non-persistent students had to work more to afford life
expenses. To sum up, affordability of life and educational expenses through financial
supports has crucial importance for student persistence. Otherwise, non-affordability

of educational expenses may be a cause for student attrition.

Socioeconomic status or inequalities in social class may be a determinant for
financial conditions of the graduate students. Bakis, Levent, Insal, and Polat (2009)
found that one additional year onto father’s education increased 15% possibility of

access to secondary education for boy students and 20% possibility of access to
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secondary education for girl students. In addition. According to Alon (2009), cycle of
exclusion and adaptation linking hierarchy of social class to stratification in post
secondary education escalates class inequalities. In this aspect, inequalities in the
access to financial opportunities or resources may be other reason for persistence in

graduate education.

The structural model depicted that personal factors including age, semester, and past
performance of the student predicted intentions to leave while organizational factors
including dimensions of the organizational climate did not predict intentions to leave.
In addition, institutional commitment both predicted intentions to leave and was
predicted by organizational factors and personal factors. Further, both personal and
organizational factors predicted intentions to leave through institutional and goal
commitment. All of these findings were consistent with the findings of the studies
from the literature. By considering personal factors on intentions to leave, the current
study had similarities with the other studies. To illustrate, age (Castello, Pardo, Sala-
Bubare, & Sune-Soler, 2017; Fike & Fike, 2008; Lott, Gardner, & Powers, 2009),
semester (Bank, Slavings, & Biddle, 1990; Ishitani, 2003), and past performance
(Aulck, Velagapudi, Blumenstock, & West, 2016; Cabrera, Nora, & Castaneda,
1993; Ethnigton, 1990; Ishitani, 2006; Kahn & Nauta, 2001; Seidel & Kutieleh,
2017; Xu, 2014) are the personal factors which the studies in the literature linked to
student attrition. This kind of studies in the literature showed that demographic
variables such as age were studied less in recent years while individual
characteristics like performance were the topics studied more in recent years. It can

be stated that there has been a differentiation in research trend of the student attrition.

Institutional and goal commitment were key factor between personal and
organizational factors and intentions to leave. It mediated the relationship between
these factors and intentions to leave. Moreover, it was the strongest predictor of
intentions to leave. In the literature, there are many studies showing institutional and
goal commitment as the strongest variable for intentions to leave and intention
behavior (Cabrera, Nora, & Castaneda, 1993; Mentzner & Bean, 1987). Therefore,

the current study added more evidence on the relationship between institutional and
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goal commitment by presenting consistent findings with the literature. In conclusion,
the literature on student attrition had a common idea such that increase in
institutional and goal commitment increases intentions to persist and persistence of

the students or vice versa.

The relationship between commitment and student attrition has been discussed since
the mid-20" century. Tinto (1975) put forward a longitudinal model for student
attrition, in which students enter the system with backgrounds and initial
commitments and experience some events. Experiences of the students shape their
institutional and goal commitments which results in either attrition or persistence.
Pascarella and Chapman (1983) tried to validate Tinto’s this model by developing
and testing a model. Their study showed that institional and goal commitment which
were the strongest predictors of voluntary withdrawal decisions had equal direct
effects on persistence. On the other hand, study by Metzner and Bean (1987)
concentrated on non-traditional student attrition. They found that dropout behavior
was predicted by intent to leave whereas goal commitment predicted neither intent to
leave nor dropout. These findings of the authors were contrary to the general idea in
the literature.

Mallette and Cabrera (1991) did a classification among withdrawal behavior of non-
persistent students as follows: transfers, stopouts, and dropouts. The authors
conducted a study to discriminate the students in terms of these behaviors. The study
depicted that institutional commitment differentiated persisters from dropouts while
both institutional and goal commitment differentiated persisters from transfers. The
other study was conducted by Napoli and Wartman (1998) to find out psychosocial
factors related to early departure from higher education institutions. The authors
concluded that institutional and goal commitment had an impact on persistence of the

students. To sum up, there is a close link between commitments and persistence.

Institutional and goal commitment had a criterion role in addition to predictive role
as the current study showed that personal and organizational factors predicted

institutional and goal commitment. The present study gave consistent results with the
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literature. Cabrera, Nora, and Castaneda (1993) developed a model based on
relationships persistence, intentions to persist, commitments, academic and social
integration, GPA, financial attitudes, and support from family and friends.
Considering personal-oriented factors, that model looked like the model of the
current study. The study of the authors found that GPA and intent to persist predicted
persistence while intent to persist was predicted by institutional and goal
commitment. In addition, institutional commitment was predicted by academic
integration, social integration, and support from family and friends while goal
commitment was predicted academic integration and support from family and
friends. Further, Strauss and Volkwein (2004) found that only mission as an
organizational characteristics and personal characteristics such as age, marriage, and
becoming member of an underrepresented population predicted institutional
commitment. As a result, there were personal and organizational determinants of

institutional and goal commitment in the literature.

More recent studies about student attrition are based on the new models investigating
causal effects between endogenous and exogenous factors which derived from the
previous models. Kerby (2015) proposed a new model on voluntary withdrawal
decisions and found that institutional commitment predicted sense of place which
also predicted voluntary dropout decision. Similarly, study by Davidson, Beck, and
Milligan  (2015) showed that institutional commitment and academic
conscientiousness were related to college persistence. On the other hand, there are
more contemporary studies concentrating on sense of belonging rather than
institutional commitment. Tinto (2017) reproduced the term of sense of belonging by
combining engagement and motivation. The author also emphasized that sense of
belonging was linked to persistence of the students. Hausmann, Schofield, and
Woods (2007) found that sense of belonging predicted both institutional commitment
and intentions to persist. Further, intentions to persist were related to institutional
commitment. Similar conceptualization was used by Dewberry and Jackson (2018) in
order to develop a structural model on intentions to leave and actual dropout
behavior. Their study showed that intentions to quit predicted actual dropout

behavior whereas sense of belonging predicted neither intentions nor dropout
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behavior. In conclusion, studies in the literature showed that there was a close link
between organizational commitment and goal commitment, intentions to leave, and

attrition behavior.

5.1.3 Discussion of Results of Research Question 2
Student attrition had different meanings for non-persistent students, persistent
students, graduate school administrators, and advisors. To begin with, non-persistent
and persistent students showed desire to become an academician and professional
development as the reason for starting graduate education. This finding was
consistent with the other studies in the literature. Alabas, Kamer, and Polat (2012)
investigated graduate education reasons of teachers and found that desire to be an
academician was the most frequent singular reason on starting graduate education.
Kahraman and Tok (2016) conducted a research to learn opinions of graduate
students and found that most of the students started graduate education due to
academic career and professional development. Moreover, study by Aslan (2010)
showed that purposes of the students in graduate education were professional
development, scientific research, getting promotions, and following trends which
were also emerged reasons or targets in the current study. The reason why non-
persistent students left school although they had a desire to become academician may
be related to recognition of many graduate students in the system. By comparing the
number of graduate students and the number of newly opening academic positions, it
can be stated that there is a huge gap. Therefore, the students may have been
pessimist about academic positions as time passed by and made a decision to leave.
On the other hand, the current study dissociated from other studies in a way. Non-
persistent students showed completion of Master education as a reason. This reason
was coherent with the nature of student non-persistence since it was a non-idealistic

target and a remark to leave the education.

Non-persistent and persistent students declared many satisfying and dissatisfying
areas related to graduate education. Considering common patterns, relation with
advisor was a dissatisfying area for non-persistent students but it was satisfying for

persistent students. Finance and relation with faculty were remarked as dissatisfying
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areas for both groups of students while family support was only common satisfying
area for all students. Most of the dissatisfying aspects showed themselves as causes
to student attrition. According to students, relation with advisor, relation with faculty,
and department were organizational causes while thinking other possibilities,
language skills, changes over time, and family were some of the personal causes. On
the other hand, graduate school administrators stated advisors and permission from
job as organizational causes on student attrition while advisors emphasized only
faculty as organizational cause. In addition, absenteeism, family, finance, transfer to
other university, and delaying military were personal causes declared by
administrators and advisors. These findings were compatible with the results of other

studies in the both international and national literature.

Smith, Maroney, Nelson, Abel, and Abel (2006) conducted a study in doctoral
programs and found that lack of intellectual stimulation and communication in the
relationship with supervisor was one of the most important motives for student
attrition. In addition, study by Zeng, Webster, and Ginns (2013) showed that
frequency and quality of meetings between advisors and students in addition to
supportive departmental climate were linked to satisfaction levels and attrition rates.
Allen and Dorry (2001) conducted research and found results related to thinking of
other possibilities. They concluded that non-persistent student made their decisions
intentionally to prioritize more pleasant aspects of their personal lives. Permission
from job and balancing school and job were two important issues in student
retention. In this respect, study by McAlpine, Paulson, Gonsalves, and Jazvac-
Martek (2012) showed that personal life and academic life of the students were
interweaving so that the students gave up education due to unbalancing personal life
and academic life. Similarly, Castello, Pardo, Sala-Bubare, and Sune-Soler (2017)
conducted research to examine personal and organizational factors on dropout from
doctoral programs. Their study depicted that balance between work and doctoral
studies was the most important motive for dropping out of doctoral studies.
Moreover, study by Beer and Lawson (2017) concentrated on student attrition
problem in higher education and pointed out that work, family, personal factors,

academic support, and finance were respectively the first five of the most important
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reasons for student attrition. In conclusion, the current study served literature by

presenting parallel results.

In addition to international studies, studies in Turkey concentrated on satisfaction
levels and dropouts in higher education. Biilbiil (2012) investigated dropout reasons
and solutions in higher education institutions in Turkey. The author found that
dropout students emphasized academic integration, social integration, financial
problems, lack of commitment, and family as reasons for dropout while
academicians stressed financial problems, family, and lack of commitment as the
reasons. Moreover, Coruk, Cagatay, and Oztiirk (2016) showed delaying military as
the reason for non-persistence. Additionally, they found that absenteeism was one of
the most frequent problems affecting procedure in graduate schools. Ozmen and
Aydin Gii¢ (2013) conducted a research to find out difficulties in Doctoral education.
The authors found that the Doctoral students experienced the most serious difficulties
in relation with advisor. Further, Aypay, Cekig, and Boyaci (2012) examined student
retention through a qualitative research in which they interviewed with both
persistent and non-persistent students. The authors found the students had criticism
about the relation with faculty. Additionally, the students declared that family
support, social integration, and job opportunities had crucial significance in order to
prevent student dropouts in higher education. Bozpolat (2016) focused on graduate
education with some metaphorical perceptions and found that family was a metaphor
describing improvement of students in graduate education. Baser, Narli and Gilinhan
(2005) investigated problems of teachers enrolling in graduate education and found
that the teachers had problems related to work and graduate schools. Problems
related to work included permission from job and unsuitable school timetable while
problems related to graduate school included time and attitudes of faculty. In the
literature, there are studies describing more particular dissatisfying areas or
difficulties in graduate education. To name a few, problems in advisor selection,
interest of advisor, guidance of advisor permission from school administrators,
problems in research permissions, language skills, and course content were
frequently studied topics (Alabas, Kamer, & Polat, 2012; Sayan & Aksu, 2005;
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Sezgin, Kavgaci, & Kiling, 2011). To summarize, the current study was convergent
with other studies in Turkish context.

The current study had an interesting finding related to advisors. Like the other
studies in the literature, relation with the advisor drew attention as cause for student
attrition in the study. Although non-persistent student, persistent students, and
graduate school administrators emphasized importance of relation with advisor in
student attrition, advisor did not mention this relation for student attrition. The reason
for this may be workloads of advisor. Karakiitiikk, Aydin, Abali and Yildirim (2008)
conducted a study and concluded that number of thesis per advisor was a serious
concern for graduate education. Similarly, Karakiitik and Ozdemir (2011)
investigated Faculty Development Program (OYP) and found that number of
academician was not adequate to implement graduate education activities. In
conclusion, inadequate number of academician increased the number of student per

advisor so that workloads of advisor increased.

Graduate school procedure showed up with processes like admission, teaching, and
administration. Some problems were observed in the implementation of these
procedures from laws and regulations to student affairs. This finding was also visible
in other studies in the literature. Coruk, Cagatay, and Oztiirk (2016) investigated
registration and attendance problem in graduate education and detected some
problems observed in graduate schools. Problems in implementation of amnesty
laws, confusion of documents in student registration, technical problems, and lack of
staffing were some examples to problems. Similarly, Karakiitiik, Aydmn, Abali, and
Yildirrm (2008) conducted a research in graduate schools in order to examine
graduate education problems. The authors found that most of graduate school
administrators complained about amnesty laws, budget of graduate schools, student
quota, informing graduate school in terms of functionality of courses, student support
services, authority of graduate schools, number of academician, and long distance to
the city or district in which university is placed. Furthermore, Akbulut, Sahin, and
Cepni (2013) investigated problems observed in Doctoral thesis procedure and found

that the student had concerns about determination of thesis monitoring committee,
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guidance of committee, interim reports, effectiveness of interim reports, and

contribution of reports on thesis.

The reason why graduate schools have problems may be related to bureaucracy and
centralized structure in higher education. Sozer et al. (2002) conducted a research to
evaluate a graduate schools and concluded that students were not satisfied with
registration due to bureaucratic structure and access to thesis and documentation
services. On the other hand, both negative aspects and positive aspects of centralized
structure of Higher education system in Turkey were emphasized in many studies in
the literature (Celik & Giir, 2014; Mizikaci, 2003; Ozer, Giir, & Talipcan, 2011). To
sum up, graduate schools had specific procedures in which administrators faced with
problems such as amnesty laws, student registration, and thesis monitoring in

implementation process which were based on bureaucracy and centralized structure.

Relations between students and advisor indicated that advisors had a relation with
their student both academically and socially. Moreover, advisors declared many
problems from familial conditions to student responsibilities. They also underlined
the importance of guidance and meetings. All of these conclusions were parallel to
the conclusions of other studies in the literature. Seckin, Aypay, and Apaydin (2014)
conducted a study in order to learn opinions of graduate students about academic
mentorship. The authors found that ideal mentorship consisted of guidance,
relationship, honesty, relaxed personality, time allocation, and student recognition.
Similar construct was emerged in the study by Sayan and Aksu (2005). They found
that problems observed in relation between student and advisor were based on
academic and social issues. Academic issues were lack of guidance, difficulties in
determination of time of academic meetings, and lack of time allocation while social
issues were communication problems, uncomfortable relation, and lack of help. In
the other study, Cakici1 (2006) found that both advisors and students criticized each
others in terms of their responsibilities such that student accused of advisor because
of lack of research proficiency while advisors blamed students due to lack of
research methods. In conclusion, student-advisor relationship was based on social

and academic issues but these relationships included some problems.
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The reason of problems in relationship between advisors and students may be related
to ethical rules. Summak, Summak, and Balkar (2010) stated that guidelines and
regulations may prevent conflicts between advisors and students. In this aspect, they
recommended committees to determine and follow advisorship standards. Similarly,
Demir and Ok (2001) remarked institution policy and standardization about
academic advisorship. On the other hand, international literature focuses on advisor
training. Lycke, Hoftvedt, and Holm (1998) investigated education supervision in
Norway and found that training programs both motivated supervisors and improved
the structure of teaching program. Kiley (2011) concentrated on research supervisor
training in doctoral education. The study showed that seminars and workshops
consisting of clear expectations, monitoring, roles and responsibilities of supervisors,
candidates and institutions, and policies were beneficial for professional
development of advisor and student achievement. Mannson and Myers (2012)
investigated mentoring relationship between doctoral student and advisor. They
concluded that behaviors of appreciation, tasks, protection, courtesy, humor, and
goals were effective in mentoring relationships. In summary, putting rules or
standards and advisor training may solve problems in relationship between students

and advisors.

In addition to attrition causes and problems in graduate education, both graduate
school administrators and advisors emphasized the negative consequences of student
attrition. To name a few, energy and time loss, economic loss, waste of resources,
decreases in research capacities were example to negative costs of student attrition.
Consequences stated in the current study were similar to other studies in the
literature. Wells (2007) concluded that consequences of attrition were visible as
psychological effect of failure on student, lack of financial lost on institutions, and
lack of expertise on profession. Moreover, O’Keeffe (2013) stated that consequences
of student attrition for universities were based on lost of revenue and
misappropriated usage of resources. In conclusion, student attrition had negative

costs as it was declared in the literature.
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By considering irregularities in starting graduate education, problems and
dissatisfying areas observed in graduate education, all negative sides and causes of
student attrition, and negative consequences of attrition, the participants stated
recommendations and solutions in macro-level, university-level, and individual-
level. To name a few, changes in admission process, orientation programs, financial
support, foreign language, abroad experience, updates on course content, increase in
projects, re-organization of faculty, support by advisor and faculty members,
professional development, and communication were recommended. All of these
recommendations were similar to recommendations of other studies in the literature.
In the study of Biilbiil (2013), participants suggested advisor support, faculty and
administration support, and family support to solve dropout. Moreover, Ozmen and
Aydin Gii¢ (2013) offered advisor support, financial support, and improvement of
foreign language for graduate students. Seving (2001) suggested improvement of
human capital in addition to financial aids. Aypay, Cekic, and Boyaci1 (2012)
recommended faculty members to use student-centered teaching methods and
universities to organize orientation programs. Kahraman and Tok (2016) had
recommendations related to course content such that students demanded courses
based on practice rather than theory. Also, Biilbiil (2003) conducted a research to
examine opinions of academicians about admission procedure and found that the
present system had negative conditions. The authors recommended decrease in the
weighted score of central exam and increase in the weighted score of written and oral
exams. To summarize, the current study was compatible with the literature in terms

of recommendations.

5.1.4 Discussion of Results of Research Question 3
Document analysis part of the study revealed that attrition rates changed in terms of
program level and the semester. Rates in Masters was higher than those in Ph.D. In
recent semesters, student attrition for Masters and Ph.D. were respectively about
30% and 15.00%. Along with seriousness in student attrition, these rates stayed
lower than rates in U.S. According to meta-synthesis study of Bair and Haworth
(2004), doctoral dropout rates changed between 31.4% and 82%. In addition, there

was not an increasing or decreasing trend in student attrition rates. However, there
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was a serious increase from 2015-2016 to 2016-2017. The reason of this increase
may be related to macro-level policies. Recently, the government legislated an
amnesty law with the number of 7543 in May 18, 2018. Previously, the amnesty laws
with the numbers of 6559, 6353, 6111, 5806, and 5316 were implemented between
2005 and 2014. These laws stated that a student leaving graduate education for any
reason except from terror have a chance to come back. Therefore, the students might
think that even if they quit graduate education, they would come back later. The
other macro-level policy was related to number of universities. Since 2005, there has
been heavy increase in the number of universities. Each city has university while
large districts have many universities in Turkey. Therefore, opportunity for student

mobility among universities might play a role on increasing of student attrition rates.

5.1.5 Discussion of Theoretical Results

Experiences of non-persistent students, persistent students, graduate school
administrators, and advisors were considered from starting of graduate education to
completion of a degree or decision to give up. For the student-side, responses related
reasons on starting graduate education, dissatisfying and satisfying areas, and change
recommendations reflected the idea behind student attrition causes. For organization-
side, graduate school procedure and problems, advisor relations with students and
problems in these relations, consequences of attrition, and solutions also depended on
the causes on student attrition. In addition to this logical coherence or sequence, the
participants attributed student attrition to some factors.

According to Attribution Theory, the people bring some causal explanations for their
failure of excuses. By considering student-side, student attrition was attributed to
organizational factors. On the other hand, organization-side attributed attrition to
personal factors. This conclusion was consistent with the conclusion of the other
studies. Gardner (2009a) conducted a study including both faculty and students from
six fields. The faculty attributed attrition mostly to lack of student ability, focus, and
motivation while the students attributed to departmental conditions such as lack of
advising and personal factors including marriage, children, and family

responsibilities. Further, causes emerged under personal factors and organizational
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factors were similar to ones revealed in the current study. In addition, mismatch
between values of students and missions of departments as a cause for student
attrition was attributed to departmental culture by the students (Gardner, 2009b;
Manathunga, 2005). As a result, student-side and organization-side might attribute

attrition to different factors.

The current study showed that only non-persistent students attributed attrition to
organizational factors. Persistent students, graduate school administrators, and
advisors attributed to personal factors. This finding was similar to finding of
Barelson (1960, as cited in Lovitts, 2001). Lovitts (1996) presented an evidence for
responsibility for attrition from Barelson (1960) who found that graduate deans,
faculty, and recent Doctoral recipients attributed responsibility of attrition to non-
persistent students due to lack of ability, lack of motivation, and lack of stamina.
Non-persistent student showed lack of finance and disappointment about graduate
study as university’s responsibility of attrition. This conclusion was also compatible
with the Actor-Observer Model of Jones and Nisbett (1971). The authors stated that
situation was featured by actors (non-persistent students for this study) while
personal dispositions of actors were emphasized by observers (persistent students,

administrators, and advisor for the current study).

There were two surprising findings in the current study. Firstly, two non-persistent
students gave responsibility for attrition to themselves. This detail was similar to
study of Herman (2011). The author examined barriers to success through attribution
theory and found that attributions of Doctoral students were mostly based on
personal obstacles such as family commitment, academic challenges, and financial
limitations. Secondly, although faculty and personal factors were shared themes as
student attrition causes by all groups, relation with advisor was emphasized by non-
persistent students, persistent student, and graduate school administrators but
advisors did not mention this issue. These surprising results may be related to
“Person-blame” and “System-blame” ideology of Guimond, Begin, and Palmer

(1989). This ideology was based on socialization process in which self-blame and
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system-blame causal attributions resulted in. Self-blaming of students and system-
blaming of advisors may produce these surprising results in the current study.

When viewed through the lenses of Bio Ecological Theory, the findings of the
current study were compatible with the idea behind the theory. Personal factors on
student attrition like family referred to bio-side of the theory while organizational
factors on student attrition like relation with advisor referred to ecological-side of the
theory. By considering layers of the theory, the current study gave clues about the
context the study was conducted. In the microsystem, the graduate students were in
relation with family, faculty, advisors, and peers. These relations shaped their
satisfaction levels and attrition decisions. In the mesosystem, interaction among
elements around the graduate students affected development of graduate students.
Interaction between peers and faculty and interaction between advisor and faculty
determined student attrition. In the exosystem, societal conditions like policies and
media influenced student attrition. Right to delay military, financial issues, and
amnesty laws were some of the policies affecting student attrition. In the
macrosystem, cultural and social interchanges were related to process and structure
in graduate education. Organizational climate predicted intentions to leave through
commitment as well as effect of departmental culture on student attrition. Finally, in
the chronosystem, changes over time had an impact on student attrition. Increases
and decreases in student attrition rate for the last three semesters and changes in
decisions of the students were examples to change over time. Additionally, feeling
fluctuations of graduate students may be an indicator for chronosystem. As a result,
the findings of the current study presented coherent results with Bio-Ecological

Theory.

5.2 Implications

Higher education system in Turkey has been experiencing many structural reforms in
recent years. Graduate education has taken an important place in this change process.
To name a few, PhD scholarship for prior fields, scholarship for students attending
Scientific Research Projects, and classification of ten universities as research

universities were useful attempts to improve quality of graduate education. However,
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reforms implemented in structural levels may not be a solution for the sustainable
graduate education. Education has two main goals: i) to reduce disparities in access
to education and ii) to reduce disparities in educational quality (Hanushek &
Woésmann, 2007). The former is related to quantity of education while the latter
focuses on quality of education. However, these are not sufficient in post-truth era of
education. Quantity of education and quality of education look like two ends of a
bridge. The road on the bridge is open to positive byways as well as negative
byways. Therefore, keeping the people on the true path has gained more significance
in post-truth era of educational research. In this aspect, researcher of the current
study presents implications for research, theory, and practice by considering results

of the study.

In terms of the research, the current study had an attempt to try to close a gap in
literature by conducting a study related to student attrition in several aspects. First of
all, the current study examined student attrition in the level of graduate education
while the other studies mostly focused on school dropouts. Secondly, problems in
graduate education were described in unidimensional ways such as infrastructure
problems, inadequate number of academician, and lack of resources. However, the
current study approached graduate education in a multidimensional way.
Specifically, reasons on starting graduate education, process and structure in
graduate education, causes and consequences of student attrition, procedures in
graduate schools, and advisors workloads brought a multidimensional frame for
graduate education. Thirdly, the current study examined student attrition or dropout
by setting relationships between student attrition and personal and organizational
factors. Rather than organizational factors, personal factors were found stronger in
relation with student attrition. Fourthly, the current study brought in a scale assessing
organizational climate in graduate education. The results showed that this scale was
valid and reliable in the Turkish context. Therefore, the scholars in higher education
field may administer this scale in their studies. Fifthly, both quantitative and
qualitative research designs were used in the study so that there was a chance for
cross check whether results converged and diverged. The mixed-model showed that

results generally converged such that personal factors were found more dominant on
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student attrition than organizational factors. Finally, the current study gave an
opportunity to investigate student attrition in wider range of perspectives. Therefore,
not only non-persistent students but also persistent students, graduate school
administrators, and advisors were invited to participate in the study. This diversity
may provide a chance to analyze student attrition problem in a more realistic way.
Moreover, it may play a catalyst role on bringing together higher education
stakeholders on common mind. To summarize, the current study pointed out role of
personal and organizational factors on student attrition from graduate education. In
this aspect, all of these implications may provide a starting point on remedying the
process and structure of graduate education.

With regard to theory, the current study showed that Bioecological Theory and
Attribution Theory were beneficial to better examine student attrition in graduate
education context. All layers of Bio Ecological theory were covered by personal and
organizational factors on student attrition. The current study was the first attempt to
classify attrition reasons as personal factors and organizational factors. Bio-side of
theory corresponded to personal factors while ecology-side of the theory was based
on organizational factors. Family support as a segment of microsystem, interaction
between peers and faculty members as a segment of mesosystem, implementation of
amnesty laws as a segment of exosystem, organizational climate and commitment as
a segment of macrosystem, and increases and decreases in attrition rates as a segment
of chronosystem coincided with the core idea of Bio Ecological Theory. On the other
hand, the current study gave wealth results for Attribution Theory. The current study
showed that student-side including non-persistent students and persistent students
attributed student attrition to organizational factors whereas organization-side
consisting of graduate school administrators and advisor attributed it to personal
factors. Most of the personal factors and only one organizational factor (relation with
faculty member) were attributed by all sides. In addition, relation with advisor was
attributed by student-side and only graduate school administrators from organization-
side. Advisors did not attribute student attrition to themselves. Further, none of
advisors attributed to organizational factors while two of graduate school

administrators attributed attrition to organization. All of these results may imply that
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advisors were unaware of specific reasons of student attrition. In this attribution
continuum, non-persistent students were placed in one end while advisors were
placed in other end. This condition has a question mark. In the middle of continuum,
persistent students and graduate school administrators were placed. Graduate school
administrators were closer to advisor such that this was a normal condition for
organization-side. However, distance between non-persistent students and persistent
students were remote. In other words, persistent students were closer to organization-
side in terms of attributions on organizational factors. This discrepancy between non-
persistent and persistent students may be implied as a poor understanding of student

attrition causes.

With respect to practice, the current study had implications related to role of personal
and organizational factors on student attrition. First of all, the current study revealed
role of personal and organizational factors on student attrition. In this aspect, policy-
makers having authority on administration and governance of higher education may
consider these factors. To illustrate, persistence of students in graduate education
may be provided with economic support. Also, the current study showed that
organizational climate in graduate education had constructs of academic climate,
social climate, administrative climate, departmental climate, advisor-related climate,
and instructor-related climate. Administrators, faculty members, and advisors in
higher education institutions may care about these issues if they form a positive
climate in their department. In order to decrease student attrition rates especially in
Master of Science, more sustainable strategies may be implemented. Further, these
strategies may be organized by considering characteristics of the students such as
gender, age, and semester. In addition, the current study showed past performance as
an important indicator for intentions to leave. Therefore, GPA may continue to stay
an important criterion in admission process. Institutional and goal commitment was
found as a key factor in the current study. The higher education institutions may
organize activities in order to keep commitments higher. The other important
implication was related to academician training policies. According to the results of
the current study, there was the problem of both quantity and quality of academician
on the roots of student attrition. The Council of Higher Education (CoHE) and higher
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education institutions may take a required step to remedy this problem. For example,
CoHE may improve 100/2000 PhD Scholarship by increasing priority fields and
amount of scholarship. Also, CoHE may revitalize Faculty Development Program
(OYP). Additionally, scholarships of Scientific Research Projects may be generalized
by standardizing the process for each higher education institutions. Especially,
qualitative part of the current study showed that family and attendance were
important factors on student attrition. Higher education institutions may include
families more in graduate education process since it can be both an advantage for
persistence in terms of support and a disadvantage for persistence in terms of
marriage and having dependents. Besides, departments may take precautions to
increase course attendances. The other important implication was based on delaying
military duty. This legal right has been misused such that some citizenships are
starting graduate education to postpone military duty and becoming non-persistent
student later. The higher education institutions and military authorities may come
together to prevent this misuse. Lastly, the current study showed that relation with
advisor had a crucial importance for persistence of students. Therefore, everyone
from advisor to the president of university may approach to these relationships in a
more rigorous way. Specifically, academicians may be trained in order to develop
their advisement skills. In addition, contracts or memorandums between students and

advisors may be implemented as a graduate education policy.

5.3 Limitations and Recommendations

Like each scientific research, the current study had some weaknesses as well as
strengths. By considering these, the researcher of the current study has some
recommendations which were intended to researchers and practitioners. To begin
with the strengths of the study, mixed-model design was conducted. In this way, both
quantitative and qualitative sides of the study offsetted weaknesses of each other.
Moreover, student attrition was examined in a more comprehensive way through
both types of data. Further, mix of two methodologies brought both alternate
explanations and opportunity for crosscheck. Secondly, data triangulation provided
reliable scores and valid inferences. To implement triangulation, phenomenological

part of the study gathered information from non-persistent students, persistent
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students, graduate school administrators, and advisors. In addition to
phenomenology, document analysis was conducted to calculate student attrition
rates. The third strength of the current study was related to generalizability of results.
Since the sample was selected randomly, the results of the current study can be
generalized to the population. Therefore, the current study had external validity. In
addition, maximum variation sampling as a type of purposeful sampling and thick
description of data within many theme and code lists served as attempt to provide

transferability of qualitative results.

The current study had weaknesses based on limitations as well. Firstly, the findings
of the current study cannot be generalized to other settings since the study was
conducted in three research universities. Therefore, the current study lacks ecological
generalizability. Further studies should consider other contexts in graduate education
and try to compare results. Secondly, the study had limitations based on participants.
Willingness and honesty of participants were important for self-report techniques.
Returning rate was lower than expected conditions such that expected number for
quantitative part was 1500 participants while expected number for qualitative part
was 40 participants. Samples with more participants are recommended to other
researchers. Honesty limitation was tried to be overcome with usage of both
questionnaires and interviews but it did not assure their willingness and honesty on
responses. To deal with this limitations, focus group interviews are recommended to
researchers so that participants may be more open to give sincere responses by
affecting from others. Another important issue related to participants was
characteristics of them. In quantitative part of the study, number of persistent student
was much higher than number of non-persistent student. In qualitative part of the
study, number of students from educational sciences was higher than number of
students from other departments. Also, number of female non-persistent students was
much more than number of male non-persistent student. These distributions in terms
of participant characteristics was a limitation for participant homogeneity. Therefore,
it was not possible to examine differences in terms of field and gender. The
researchers should consider homogeneity in further studies to do some comparisons.

The last limitation based on participants was exclusion of faculty members. Before
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the current study was conducted, the researcher had expected that faculty members
did not have a role on student attrition as much as graduate school administrators and
advisors. However, the study showed that faculty members were important figures
for non-persistent students and other stakeholders. Therefore, it is recommended that
further studies should focus on opinions on faculty members as well. Thirdly, the
current study had limitations related to instrumentation and variables. Although
organizational climate scale was found reliable and valid, some dimensions stayed
less reliable. Administrative climate and departmental climate were the dimensions
both having many deleted items after exploratory factor analysis and lower reliability
coefficients. Therefore, there is a need for confirmation of reliability and validity of
the scale by further studies. Moreover, scale for institutional and goal commitment
and scale of intentions to leave were administered in the study. Studies in the future
should use other scales based on different variables. Additionally, the current study
used demographic variables as personal factors that no one can do anything about.
Therefore, research in the future should concentrate on other personal factors apart
from demographics. To illustrate, self-esteemand motivation may be a good variable
to be examined after controlling for demographic variables. In this aspect, a different
attrition picture may show up. Finally, current study had conceptual limitations. The
most important one was related to conceptualization of student attrition. Student
attrition term included absenteeism, intentions to leave, unregistration, and non-
persistence. Moreover, intentions to leave was used as an indicator for student
attrition. For this reason, actual student attrition or dropout behavior is recommended
to researchers to investigate student attrition. The other limitation was related to
theories. Macrosystem of Bio Ecological Theory stayed weaker when compared to
other layers since organizational factors including organizational climate did not give
statistically significant result directly on intentions to leave in structural model of
quantitative part. Therefore, researchers in the future should take care of dynamics of
macrosystem like culture, beliefs, and values. On the other hand, although the study
gave compatible results with Attribution Theory, positions of persistent student and
advisor were found noteworthy. The researchers should focus on positions of
stakeholders. In addition, student attrition should be examined with other theories

like Exit, Voice, Loyalty, and Neglect Theory from political economy.

222



The current study has recommendations to practitioners. They should consider not
only organizational factors but also personal factors and expectations while they are
making decisions and implementing strategies. Activities to make climate positive
and to increase commitment should be organized. Diversity based on characteristics
of the students from gender to marital status should be respected. Disadvantaged
situation of one group should be compensated with affirmative action. In order to
deal with inequalities, social and academic activities should be implemented.
Connections between students, administrators, advisors, faculty member, and
administrative staff were set for a positive campus life. On the other hand, there
should be cooperation and coordination between higher education institutions and
organizations out of university. And finally, apart from these structural and
procedural recommendations, people’s respecting and valuing each other is the key
which is able to open all doors. In this way, improved and sustainable higher
education institutions with smiling and happy people are not away.
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Degerli Lisansistii Ogrenciler,
Litfen ifadeleri dikkatle okuyup gorislerinizi en iyi yansitacak bicimde tiim sorulan i¢ i ve tar
Bu sorulanin hicbir sekilde dogru ya da yanls cevabi yoktur. Calisma kapsaminda i

APPENDICES

A. QUESTIONNAIRES

Pilot Study

y :
ve yanitlanniz

sadece arastirmaa tarafindan degerlendirilecektir. GénullG ve NIz icin cok teg Gr ederim

Aras. Gor. Hasan Yice!l ERTEM

BOLUM I Liitfen kisisel bilgilerinizi doldurunuz.

Cinsiyet: [] Erkek [ Kadin [ Diger Lisansiisti egitim alinan;

Yas:[]22veams []23-28 []29-34 []35 ve istd Universite: [ ]Deviet []Vakif (5zel)

Medeni durum: [] Evii []eekar ita Sl

Ebeveynlik durumu:[_]Cocuk sahibi [] Cocuk sahibi degil Program: [ Yiiksek Lisans [] poktora

Lisansnotu: [ ]25vealn []251-3.50 []351400 Dénem: [ 1-2 Dénem []3.-4. Dénem
[s.-6.p6nem [17.ve dstia dnem

BOLUM 1I: Bu bélamde li asti egitim aldig kurumla ilgili algilanniz igin 35 ifade, lisansista egitimle ilgili gelecek

planiariniz igin 1 soru varder. Latfen her bir ifade icin algilanmz: en iyi yansitan tek bir katithm derecesini isaretleyiniz.

1 = xesinlikle katilmiyorum; 2 = Katilmiyorum; 3 = Kararsiam; 4 = Katilyorum; 5 = Kesinlikle katihyorum
1. Uni i i diger disi yapan ogrencilerle yakin kurarim. 5
2. Universitemdeki kendi disiplinimde calisma yapan 6grencilerie yakan arkadasliklar kuranm.

3. Univers i arkad: negeli vakit gegirinm.
4. Universitemdeki arkadaslanmia olan esimi kademik isimimi olumiu etkiler.
olan etkilesimim sosyal gelisimimi olumlu etkiler.
isiph de calisma yapan ogrencilerle arkadashk kurmak bana zor gelir.
iplinimd yapan 6grenciler benden wzak dururlar.
1m benden daha farkh tutuma sahiptir.
kalesimi k isimimi olumlu etkiler.
ilesimim sosyal isimimi olumiu etkiler.

imim karyer planianimi olumiu etkiler.

12. Ogretim elemanlan akademik tiretkenliZime katki saglamaz.

13. Ogretim elemanlan akademik ihtiyaclanma deger vermez.

14. Danismanim olan 6gretim tyesi beni akademik olarak destekler.

15. Danismamim olan 62retim Gyesi ile yi iliskiler kuranm.

16. Danis olan 62 uyesi ile ilesimim beni mutlu eder.

17. Danismanim olan S&retim Uyesi ile iletisim kopukluZu sorunu yaganm.
18. Akademik deneyimim bana yeni bakis aglan kazandinir.

19 ik birikimim pr Gzimunde bana fayda sagiar.

20. il igimim mezun ol icin gerek diazeydedir.

21 Akademik etkinliiderde in en iyisini gahg

22. Ak ik perfor bekiedigim diizeyin altindadir.

23. etkinlikder gelisimime katki saglamaz.

24. solimimdeki lisansustd egitim ile ilgili haklarmdan ve yasal dizenlemelerden haberdanm.

25. Bolumiimdeki lisansustu egitime basvuru kosullan yeterlidir.

26. SErenci seciminde 6Zretim uyeleri adil davramir.
27. 8olimi; 3 i Gstu egitimde E farkinday
28. solimumdeka i usti egiti G&retim uyeleri isbirlikci calismays tesvik eder.

29. Bolimiimdeki lisansustd egitime ayrilan kaynaklar yetersizdir.

30. 86lumu usti eg isyukd gereginden fazladsr.

31. Bolimd i lisandistd egitim da GrettiZim caligmalar adil bicimde degerlendiriimez.

32. Universite yonetimi karar alma surecinde tniversite paydaslanmn fikirlerine deger verir.

33. Universite ydnetimi spor, sanat ve kiiltur etkinlikleri diizenlemeye Gzen gosterir.

34. Universite yonetimi din, dil ve irk gibi farklilikiara sayg) duyulan bir ortam olusmasina gayret eder.

B ] | ] | | ] ] | ] | [ f e |
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35. Uni fte idari p yoneti surecleri yavas yuratir.
Lisansisti egitim hayatinizla ilgili geleceginiz igin ne disaniiyorsunuz?
Oondm: i dol - birakmawi distindyorum. 1 2 3 a 5
Mezun o once ¢ e birakmays dusundyorum. | 1 2 3 a4 5
Bu bélumden mezun olmay dusunuyorum. 1 2 3 a 5

Anket bitmigtir, ilginz ign tegekkir ederim ©
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Main Study

Degerli Lisansistii Ogrenciler,
Lutfen ifadeleri dikkatle okuyup goriglerinizi en iyi yansitacak bicimde tim sorulan igtenlikle ve tarafsizca
yanitlayiniz. Bu sorulann higbir sekilde dogru ya da yanlis cevabi yoktur. Calisma kapsaminda bilgileriniz gizli
tutulacak ve yanitlanniz sadece aragtirmac tarafindan degerlendirilecektir. Gonalld katiliminiz ve katkilariniz igin
cok tegekkir ederim.
Araz. Gér. Hasan Yicel ERTEM
BOLUM I: Liitfen kisisel bilgilerinizi doldurunuz.

Cinsiyet: [ Erkek [ Kadin [] Diger
Yas: [J 22veas [J2328 [ 2534 [ 35 ve iista
Medenidurum:  [] Evii [C]Bekar
Ebeveynlik durumu: [ ] Cocuk sahibi [[] Cocuk sahibi degil
Lisans egitimi alinan;
Universite: Bolam: Not ortalamasi: /4.00 veya __ /100
Lisansiistd egitim alinan;
Universite: Enstitii: Balim:,
Program : [] Yiiksek Lisans N i
[ Doktora Kag yildir bu programdasiniz {Yiiksek Lisans veya Doktora Programi)?:____
Dénem: [ Ders donemi [] Yeteriik donemi []Tez dénemi

BOLUM Ii: Liitfen lisansiistii eSitim masraflarnizi karsilama yolunuzu (ekonomik destek tiirii) belirtiniz (eger birden fazla
secenek size hitap ediyorsa liitfen sadece en fazla kazamim sagladiginz yolu seginiz).
[] Arastrma géreviiligi []Proje asistanlifi/burs/dgrenim kredisi [_] Ogretim goreviiligi
[JKamu alisam (6gretmen, miihendis, v.b.) [] Ozel sektor calisani [JYan zamanhis  [] Aile
[ Diger (litfen belirtiniz): []Destek yok

BOLUM Iik: Liiften &rencilik durumunuz ve hedeflerinizle ilgili sizi en iyi yansitan secenek ya da secenekieri isaretleyiniz
(Birden fazla segenek isaretieyebilirsiniz).
[ | ponem kaydim var ve derslere/tez ¢alismalanna diizenli katiim saglyorum
Dénem kaydim var ama derslere/tez caligmalarina dizenli katilim saglamiyorum
Donem kaydim yok/kaydimi yenilemedim
Kaydmm: kendi istegimle sildirdim
e Yo e S et e e
|| Egtime bu balimde devam edecegim
Egitime bu Gniversitenin bagka balimiinde devam edecegim
Egitime bagka bir Universitede devam edecegim
Egitime ara verecegim
Egitime hicbir sekilde devam etmeyecegim
BOLUM IV-Liitfen lisansiistii eitiminizde en fazla zorlandiginizi diisiindiiginiz alanlan isaretieyiniz (Birden fazia
secenek isaretleyebilirsiniz, zorlandiginiz herhangi bir alan yoksa bu balimi bog birakabilirsiniz).
[ ] Arkadaslar ite iliskiler
Ogretim dyeleri ile iligkiler
: Danigman ile iligkiler
Baliim tarafindan sagianan drgiitsel destek {seminer, uyum, oryantasyon, v.b.)
Program yapis: ve isleyisi {ders icerikleri, beklentiler, v.b.)
Kalturel uyum
Kigisel hedefler ile bolim amaglan arasindaki uyum
| Akademik gelisim (yaymn, kongre katilins, 8dev ve sorumlulukiar, v.b.)
Biirokratik/idari stiregler
Eke e d ',’kaynak _:
|| Aile destegi (tesvik, motivasyon, v.b.)
N Egitim ve zile arasindaki denge (cocuk bakimi, ev isleri, v.b.)
|| Egitim ve is arasindaki denge {uzun calisma saatleri, is stresi, derslere katilim iin izin, v.b.)
Universite ve ev arasindaki uzaklik
|| saguk problemieri
| | Diger (lutfen belirtiniz: )

Sayfa 1 Litfen arka sayfadan devam ediniz...
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BOLUM V: Asagidaki ifadeler igin sizi en fyi yansitan tanimlama derecesini isaretleyiniz (Toplam 10 ifade vardir, litfen
her bir ifade icin sadece bir numaray yuvarlak igine alimiz)

1 = Kesinlikle katiimiyorum; 2 = Katiimryorum; 3 = Kararsizim; 4 = Katilryorum; 5 = Kesinlikle katiryorum
1. Bu tniversiteyi secmekle dogru bir karar verdigmden eminim. Eld RS S
2. Gelecek yil da bu Universiteye devam edecek gibiyim. 1|2 |3 |4 |5
3. Bu balumde olmak istedigim konusunda emin degilim. 1|2 |3 |4 |5
4. Universiteden mezun olmak benim igin Gnemlidir. 112 |3 |4 |8
5. Bu balumden mezun olmak benim icin nemli degildir. 2 R2slENis
6. Iyi notlar almak benim icin Gnemli deZildir. 1|2 (3|4 |5
7. Girdigim bolimden mezun olup olmamak konusunda kararsizim. 11|12 |3 |4 |5
8. Oniimiizdeki doi di [« ', § Illllhnm J;” ","'um 1 2 3 a4 5
9. Mezun olmadan dnce ¢aligmal birakmay dustinay T E2 IS [l 35
10. Girdigim bélimden mezun olmay diigiintiyorum. 1|2 (|3 |4 |5

BOLUM VI: Latfen, lisansastii egitim aldiginiz kurum ile ilgili deneyim, fikir veya algilannezi en iyi yansitan katilim

derecesini igaretieyiniz (Bu bdlimde 28 soru vardir, her bir ifade igin litfen tek bir numarayi isaretieyiniz).

1 = Kesinlikle katiimiyorum; 2 = Katilmiyorum; 3 = Kararsam; 4 = Katilryorum; 5 = Kesinlikle katiyorum
1. Universitemdeki diger disiplinlerde ¢alisma yapan ogrencilerle yakon arkadagliklar kuranm. a4

2. Universitemdeki kendi disiplinimde ¢alisma yapan ogrencilerle yakin arkadagliklar kuranm.

3. Universitemdeki arkadasianmia negeli vakit gecirirm.

4. Universitemdeki arkadaglanmia olan etkilesimim akademik gelisimimi olumiu etkiler.

5. Universitemdeki arkadast: la olan etkilesimim sosyal geligimimi olumlu etkiler.

6. Universitemdeki diger disip de ¢aligma yapan ogrencilerle arkadaghk kurmak bana zor gelir.
7. Universitemdeki kendi disiplinimde calisma yapan 6grenciler benden wzak dururlar.

8. Ogretim el 1yla etkilesimim akademik gelisimimi olumlu etkiler.

9. Ogretim elemanlariyla etkilesimim sosyal geligimimi olumiu etkiler.

10. OEretim elemanlanyla etkilesimim kariyer planiarimi olumiu etkiler.

. OFretim elemanian akademik iretkenligime katla saglamaz,

i1
12. Danismanim olan G2retim dyesi beni akademik olarak destekler.
13. Danigmanim olan d2retim tyesi ile iyi figkiler kuranm.

. Danigmanim olan GZretim tyesi ile etkilegimim beni mutiu eder.

14
15. Danismanim olan GZretim dyesi ile iletisim kopukluzu sorunu yasanm.
16. Akademik deneyimim bana yeni bakis agilan kazandinir.

17. Akademik birikimim problem ¢ozumunde bana fayda saglar.

18. Akademik etkinliklerde elimden gelenin en iyisini yapmaya ¢aliginm.

19. 8olimimdeki lisansisti egitimde tamamlamam gereken sorumiuluklanmin farkindayim.

20. Akademik etkinlikler gelisimime katki saglamaz.

21. Bolimiimdeki lisansustii egitime d2renci segiminde 6retim tyeleri adil davranir.

22. Bolimiimdek i ustii egitime bagvuru kosullan yeterfidir.

23. Bolimiimdeki lisansustii egitime aynlan kaynaklar yetersizdir.

24. Bolumumdela li ustl egitimin isyiku gereginden fazladur.

25. olimiimdeki lisaniistii egitim kap da urettigim ¢aligmalar adil bicimde degerlendirilmez.
26. Universite yonetimi karar alma strecinde tniversite paydaslanmin fikirlerine deger verir.

27. Universite ydnetimi spor, sanat ve kiiltur etkinlikleri diizenlemeye Gzen gdsterir.
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28. Universite yonetimi din, dil ve irk gibi farklilkiara saygi duyulan bir ortam ol gayret eder.

Anket bitmigtir, ilginiz icin tesekktr ederim®

Calismaya katihm saglayanlar arasinda yapilacak hediye ¢ekilisine katiimak istiyorsaniz sayfanin en alt kismindaki kutucugun sol
sUtununa rumuz ve e-posta ya da telefon numarani yaziniz. Bu calisma kap da goriigmeye (miil ) katilmak istiyorsaniz
sayfanin en altindaki kutucuZun sag siitununa e-posta ya da telefon numaranizi yaziniz.

B T D OR BRSSO
EZer bu alani doldurduysaniz liitfen bu kism diger sayfaya zarar vermeyecek sekilde yirtarak/keserek uygulayiciya veriniz

Cekiliz igin rumuz { ) ve dletizim ) | Gérigmeye katilim igin iletizim

Cmidm 3
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B. SEMI-STRUCTURED INTERVIEW FORMS

Kalic1 olmayan 6grenciler igin yari-yapilandirilmig goriisme sorularidir:

1. Lisansiistii egitime baslamaya nasil karar verdiniz?

Neden lisansiistii egitim

Hedefler

2. Lisanststii egitime bagladiginizda ne hissettiniz?

Bir 6nceki egitim hayatinizla kiyaslar misiniz?

3. Lisansiistii egitimde memnun oldugunuz ve memnun olmadiginiz seyler nelerdi?

Ders igerikleri
Danigman ile iligkiler
Is

Aile

Yonetimsel siiregler
Biirokrasi

Ekonomik destek
Sosyal iligkiler

Kiiltiirel uyum

4. Derslere devam etmemeye/kayit yenilememeye neden olan etkenlerden bahseder misiniz?

Bunlarla basa ¢ikma stratejisi gelistirdiniz mi?

Bireysel faktorler mi yoksa drgiitsel faktorler mi basi ¢ekiyor?

5. Elinizde sihirli bir degnek olsa lisansiistii egitimde hangi olumlu degisimleri yapardiniz?

Bu degisimler saglansa lisansiistii egitime kaldiginiz yerden devam eder miydiniz?
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Kalic1 68renciler i¢in yari-yapilandirilmis gériigme sorularidir:

1. Lisansiistii egitime baslamaya nasil karar verdiniz?
Neden lisansiistii egitim?
Hedefler?
Hisler
Benzerlik farkliliklar
2. Lisanststii egitimde zorlandiginiz alanlar oldu mu? (bunlarla nasil basa ¢iktiniz?)
Ders igerikleri
Aile
Is
Danigman ile iliskiler
Yonetimsel siiregler
Biirokrasi
Ekonomik destek
Sosyal iligkiler

Kiiltiirel uyum

3. Lisansiistii egitim size ne katt1 ya da sizden ne gotiirdii?
Arastirma becerileri

Uzmanlik

4. Derslere devam etmeyen ya da kayit yenilemeyen arkadaslarinizla ilgili gézlemleriniz
nelerdir?

Size gore onlar mi daha ¢ok sorumlu yoksa boliim mii?

5. Elinizde sihirli bir degnek olsa lisansiistii egitimde hangi olumlu degisimleri yapardiniz?

Bu degisimler saglansa arkadaslarinizin donecegini/derslere devam edecegini diigiiniir miisiiniiz?
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Enstitii yoneticileri icin goriigme sorularidir:

1. Enstitiideki lisansiistii egitim siirecinden ve enstitii igleyisinden bahseder misiniz?
I¢ siiregler
Karar alma mekanizmalart

Ogrenci durumlari

2. Lisanststii egitimde en fazla karsilagtiginiz sorunlar nelerdir?
Ogrenciden kaynaklanan sorunlar nelerdir?
Anabilim dallarindan kaynaklanan sorunlar nelerdir?
Politika ve yonetmelikten kaynaklanan sorunlar nelerdir?
Lisansiistii egitimde 6grenci kaybi hakkinda ne diisiiniiyorsunuz?
Ogrenci kayb ile ilgili arastirmalarimz oldu mu?
Hangi sonuglara ulastiniz?
Umdugunuz oran mi, umdugunuzdan fazla mi, umdugunuzdan az n?
Sizce bu oranlar bir sorun teskil ediyor mu? Neden?
3. Ogrenci kaybinin nedenleri hakkinda ne diisiiniiyorsunuz?
Kisisel nedenler hakkinda ne diistiniiyorsunuz?
Orgiitsel nedenler hakkinda ne diisiiniiyorsunuz?
Hangi tiir nedenler sizce daha 6nemli?
4. Lisansiistii egitimde 6grenci kaybinin en 6nemli sonuglari ne olabilir?
Kisisel sonuglar?
Orgiitsel sonuclar?
Sosyal sonuglar?
Ekonomik sonuglar?

5. Ogrenci kaybini en diisiik seviyelere indirmek igin neler yapilabilir?
Politika onerileri
Kurumsal 6neriler

Kisisel oneriler
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Damsmanlar i¢in goriisme sorularidir:

1.

Danigmant oldugunuz 6grencilerle nasil bir iligkiniz var?

Hangi alanda sikint1 yastyorlar?

Empati kuruyor musunuz?

Siz hangi sikintilar1 yastyorsunuz?

Lisansiistii egitimde genel olarak gozlenlediginiz problemler nelerdir?
Ogrenci kayb ile ilgili bir gdzleminiz oldu mu?

Nasil fark ettiniz?

Bu durumun istiine gittiniz mi?

Ogrenci kaybinin nedenleri hakkinda ne diisiiniiyorsunuz?

Kisisel nedenler hakkinda ne diisiiniiyorsunuz?

Orgiitsel nedenler hakkinda ne diisiiniiyorsunuz?

Hangi tiir nedenler sizce daha 6nemli?

Lisansiistii egitmde 6grenci kaybinin en 6nemli sonuglart ne olabilir?
Kisisel sonuglar?

Orgiitsel sonuglar?

Sosyal sonuglar?

Ekonomik sonuglar?

Ogrenci kaybini en diisiik seviyelere indirmek icin neler yapilabilir?
Politika onerileri

Kurumsal dneriler

Kigisel oneriler
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C. UNIVERSITY INFORMATION FORM
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D. PERMISSIONS

INFORMED CONSENT FORM
GONULLU KATILIM FORMU (NiCEL)

Bu ¢alisma Aras. Gor. Hasan Yiicel Ertem tarafindan Doktora tez ¢alismasi kapsaminda yiiriitiilmekte
olup lisansiistii egitimde O6grenci kaybi ile iliskili orgiitsel ve kisisel etkenleri ortaya c¢ikarmayi
amaglamaktadir. Caligmanin sonuglari Doktora mezun sayisi, akademisyen yetistirme ve lisansiistii
egitimin kalitesi gibi son yillarda sik¢a dile getirilen yiiksek 6gretim reformlaria yonelik politikalara
151k tutacaktir. Calismaya katilim tamamiyle goniilliiliik esasina dayalidir. Ankette, sizden kimliginizi
ortaya cikaracak hicbir bilgi istenmemektedir. Cevaplariniz tamamiyle gizli tutulacak ve sadece
arastirmacilar tarafindan degerlendirilecektir. Elde edilecek bilgiler Doktora tezinde kullanilacaktir.
Anket, alt1 bliimden olusmaktadir. Birinci béliimde kisisel bilgileriniz istenmektedir. Ikinci bdliimde
lisansiistii egitim masraflarim karsilama yolunuz sorulmaktadir. Ugiincii bélimde dgrencilik
durumunuzla ilgili se¢enekler vardir. Dordiincii bolimde sizi lisansiistii egitimde en fazla zorlayan
alanlar1 doldurmaniz istenmektedir. Beginci boliimde lisansiistii egitiminizle ilgili ifadeler vardir. Son
boliimde ise egitim aldigini kurumla ilgili algilarinizi 6grenmeye yonelik ifadeler mevcuttur. Anketi

doldurmaniz ortalama 10-15 dakika stirmektedir.

Anket, genel olarak kisisel rahatsizlik verecek sorulari igermemektedir. Ancak, katilim sirasinda
sorulardan ya da herhangi bagka bir nedenden &tiirii kendinizi rahatsiz hissederseniz anketi
tamamlamamakta Ozgiirsiiniiz. Boyle bir durumda anketi uygulayan kisiye, anketi tamamlamak
istemediginizi sOylemeniz yeterli olacaktir. Anket sonunda, bu c¢alismayla ilgili sorulariniz
cevaplanacaktir. Bu ¢aligmaya katildiginiz i¢in simdiden tesekkiir ederiz. Calisma hakkinda daha fazla
bilgi almak i¢in Egitim Bilimleri Boliimii Ogretim Uyelerinden Yrd. Dog. Dr. Gék¢e GOKALP (Oda:
EF321; Tel: 210 40 33; E-posta: ggokalp@metu.edu.tr) ya da Aras. Gor. Hasan Yiicel ERTEM (Oda:
309; Tel: 210 40 46; E-posta: hertem@metu.edu.tr) ile iletisim kurabilirsiniz.

Bu calismaya tamamen goniillii olarak katilyyorum ve istedigim zaman yarida kesip
ctkabilecegimi biliyorum. Verdigim bilgilerin bilimsel amach yayimlarda kullanmilmasini kabul

ediyorum. (Formu doldurup imzaladiktan sonra uygulayiciya geri veriniz).

Ad Soyad Tarih  ———fef--- Imza



INFORMED CONSENT FORM
GONULLU KATILIM FORMU (NiTEL)

Bu calisma Aras. Gor. Hasan Yiicel Ertem tarafindan Doktora tez calismasi kapsaminda yiiriitiilmekte
olup lisansiistii egitimde O6grenci kaybi ile iliskili orgiitsel ve kisisel etkenleri ortaya g¢ikarmayi
amaglamaktadir. Caligmanin sonuglari Doktora mezun sayisi, akademisyen yetistirme ve lisansiistii
egitimin kalitesi gibi son yillarda sikga dile getirilen yiiksek 6gretim reformlarina yonelik politikalara
151k tutacaktir. Caligmaya katilim tamamiyle gonilliilik esasina dayalidir. Goriismede sizden
kimliginizi ortaya ¢ikaracak hicbir bilgi istenmemektedir. Cevaplariniz tamamiyle gizli tutulacak ve
sadece arastirmacilar tarafindan degerlendirilecektir. Elde edilecek bilgiler Doktora tezinde

kullanilacaktir. Gériismenin tamamlanmasi ortalama 15-20 dakika siirmektedir.

Goriisme formu, genel olarak kisisel rahatsizlik verecek sorulart icermemektedir. Ancak, katilim
sirasinda sorulardan ya da herhangi baska bir nedenden o6tiirii kendinizi rahatsiz hissederseniz
goriigmeyi tamamlamamakta 6zgiirsiiniiz. Bdyle bir durumda goriismeyi uygulayan kisiye, gériismeyi
tamamlamak istemediginizi sOylemeniz yeterli olacaktir. Goriigme sonunda, bu calismayla ilgili
sorularmiz cevaplanacaktir. Bu c¢aligmaya katildiginiz igin simdiden tesekkiir ederiz. Caligma
hakkinda daha fazla bilgi almak igin Egitim Bilimleri Boliimii Ogretim Uyelerinden Yrd. Dog. Dr.
Gokge GOKALP (Oda: EF321; Tel: 210 40 33; E-posta: ggokalp@metu.edu.tr) ya da Aras. Gor.
Hasan Yiicel ERTEM (Oda: 309; Tel: 210 40 46; E-posta: hertem@metu.edu.tr) ile iletisim

kurabilirsiniz.

Bu calismaya tamamen goniillii olarak katiliyorum ve istedigim zaman yarida kesip
ctkabilecegimi biliyorum. Verdigim bilgilerin bilimsel amaclh yayimlarda kullanilmasint kabul

ediyorum. (Formu doldurup imzaladiktan sonra uygulayiciya geri veriniz).

Ad Soyad Tarih Imza
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APPROVAL OF RESEARCHERSTO USE QUESTIONNAIRE

Konu: Ynt: Olgek Kullamm fzni
Génderen: "Manz Ece Tun" <mana tuna@tedu edu r>
Tarih: 15 Haziran 2017, Persembe, 4:26 pm
Ahet: "hertem@metu edut” <hertem @metu edu o>
Normal
Secenekler: Tim Bachiklan Goster| Yazdinlabilir Sekilde Goster | Bunn dosys olarsk indir | HTML olarsk sbster

Hasan Hocam Merhaba,

Ekte dlcegi, aciklamalari, gecerlik-givenirlik kamitlarini bulabilirsiniz. Olegi
kullanmak icin ayrica Pascarella ve Terenzini'den izin istemenize gerek yok cinki
onlar da bana ydnlendiriyorlar.

Bir sorunuz olursa yine bana sorabilirsiniz. Basarilar diliyorum.

Iyi calismalar.

Mana Ece Tuna

Gonderen: hertem@metu.edu.tr <hertemimetu.edu.trs
Gonderildi: 15 Haziran 2017 Persembe 14:27:26
Kime: Mana Ece Tuna

Konu: Olcek Kullamam izni

Merhabalar Sayin Mana Ece Hocam,

Pascarella ve Terenzini'nin gelistirdigi ve sizin gecerlik-gir
calismas: yaptaginiz Kurumsal Bitinlesme Olcekleri'ni Lisansisti Egitimde
Ogrenci Kayb1'n1 konu alan Doktora tez calismamda kullanmay: planliyorum.
Bunun icin hem dlcege hem de sizin gerekli izin ve onaylariniza ihtiyacim
var. Olcegi kullanmamy uygun gérdiginiz takdirde bana bir Grnegini
gonderebilir misiniz? Ayrica dlcegi Tirkiye'de kullanmam konusunda
Pasceralla ve Terenzini'nin de iznini almam gerekiyorsa nereyle/kimle
iletisime gececegim konusunda beni bilgilendirirseniz sevinirim.

Cok tesekkir eder, kolayliklar dilerim...

Hasan Yiicel ERTEM

Aras. Gor.(Research Assistant)

Egitim Bilimleri (Educational Sciences)
0DTU(METU)

UYARI: Bu e-posta ve ekleri sadece gonderilen adres sahiplerine aittir. Bu mesajin
yanlislikla tarafiniza ulasm:s olmas: halinde, litfen gondericiye derhal bilgi
veriniz ve mesaji sisteminizden siliniz. TED Universitesi bu mesajin icerigi, ekleri
ve zamaninda, glvenli ve hatasiz gonderimi ile ilgili olarak hukuksal hicbir
sorumluluk kabul etmez.

NOTIFICATION: The information contained in this e-mail and any files transmitted
with it are intended solely for the use of the individual or entity to whom they are
addressed. If you received this message in error, please immediately notify the
sender and delete it from your system. TED University doesn't accept any legal
responsibility for the contents, attachments, security of this message

ERlentile:
untitled-{1.2) hml 34k [texhom ]

KBO-Tamami-Tiirkce-Son doc 106k [ application/msword ]
‘mersin-sunumun aciklaman doc 46 [ application msword |
KBO-Mersin Sumusu-son pdf 369k [ application’pdf ]

274



APPROVAL OF ETHICS COMMITEE
PILOT STUDY

UYOULAMALI ETIK ARASTIRMA MERKEZ]

APPLIED ETHICS RESEARCH CENTER ,/' MIDDOLE EAST TECHNICAL UNIVERSITY

(" ORTA DOBU TEKNIK UNIVERSITESI

DUMLUFINAR BULVARI 06800
CANIAYA ANKARA/TURKEY

T-+903
F.+90 3 ’
ueam@metu edu.tr

“Say: 28620816 LUy S5

09 AGUSTOS 2017
Konu; Degerlendirme Sonucu

Gonderen: ODTU Insan Arastirmalan Etik Kurulu (IAEK)

ligi: insan Arastirmalan Etik Kurulu Basvurusu

Sayin Yrd. Dog. Dr, Gékge GOKALP ;

Danismanhgini yaptigimiz Hasan Yiicel ERTEM’ in “Kisisel ve Orgiitsel Faktérlerin Lisansiistii Egitim’de

Ggrenci Kayb:r Uzerindeki Rolii: T mi, Devam mi?” baghikh arastirmasi insan Arastirmalan Etik
Kurulu tarafindan uygun gérillerek gerekli onay 2017-EGT-146 protokol numarast ile
02.10.2017 - 30.12.2017 tarihleri arasinda gegerli olmak iizere verilmistir.

Bilgilerinize saygilarimla sunanm.

C N B

Prof. Dr. $. Halil TURAN

Bagkan V
Prof. Dr. Ayhan SOL Prof. Dr. Ayhan Glirbiiz DEMIR
Uye Uye
Do¥” 58 NDAKC
Uye
7/ ,
Yrd. Dog. Dr. Plnar KAYGAN Yrd150¢. Dr. Emre SELCUK
Uye Uye
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APPROVAL OF ETHICS COMMITTEE
MAIN STUDY

%ESLEAI\::{I:I::::;:::f;é:u;:::xﬂi "\ ORTA DOGU TEKNIK UNIVERSITESI
? _) MIDDLE EAST TECHNICAL UNIVERSITY

DUMLUPINAR BULVARE 06800
CANKAYA ANKARA/TURKEY
T-+90 312 210 2294

F- +90 312 210 7959
usamidmelu.edu tr

saliv28E20818 # LA

27 SUBAT 2018

Konu: Degerlendirme Sonucu

Gonderen: ODTU Insan Arastirmalan Etik Kurulu (IAEK)

ligi: insan Aragtirmalan Etik Kurulu Bagvurusu

Sayin Yrd. Dog. Dr. Gokee GOKALP ;

Danismanliini yaptiiniz doktora drencisi Hasan Ylcel ERTENY in “Kisisel ve Orglitsel Faktérlerin
Lisansiistii Egitim’de Ogrenci Kaybi Uzerindeki Rolii: Tamam mi, Devam mi? * bashkl arastirmas:
Insan Arastirmalan Etik Kurulu tarafindan uygun gorilerek gerekli onay 2018-EGT-025 protokol
numaras fle 12.03.2018 - 30.07.2019 tarihleri arasinda gecerll olmak zere verilmistir,

Bilgilerinize saygilarimla sunarim.

prof. Dr. S. Halil TURAN

Bagkan V
Prof. Dr. Ayhan SOL Prof. Dr. Ayhan Gitbiz DEMIR
Oye Uye /
Dog. Of. Zana GITAK
L e
Yrd. .”g?l’mar KAYGAN Yrd. Dog. Dr. Emre SELQUK
Uye Uye
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E. CODES AND THEMES

E1. Codes and Themes for Non-Persistent Students

Themes

Sub-themes

Codes Sub-codes

Starting graduate
education

Reasons

Targets

Feelings

Desire to become academician
Friends
Previous internship

Emptiness feeling after
graduation

Curiosity on field

Job disapproval

Field change

Opinion of faculty

Guidance of faculty

Role model of faculty
Academic career

Desire on reading and learning
Staying at university

Research for environment and
humanities

Improvement of foreing
language

Academic progress

Research assistantship

Completing Master of Science

Contribution on science

Positive Eager
Excited
Diligent

Enthusiastic
Maturated
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Happy

Satisfied
Negative Disgust
Learned
helplessness
Desperate
Lonely
blind
Program climate Individualistic atmosphere Not improving
yourself
Lack of BS Not keeping in
action
Solo-study
Desk job
Less number of
studies
Canalizing to research topic
Differences Formal vs sincere
(Undergraduate
vs graduate) Coercive vs comfortable
Classical approach vs
interpretative approach
Less heavy vs more heavy
Less research vs more research
Less reading vs more reading
Strict rules vs self-discipline
More difficult faculty vs less
difficult faculty
Difficult access to faculty vs
easy access to faculty
Similarities Concepts
Lack of support
Lack of contribution
Lack of encouragement
Process and Structure  Dissatisfying Relation with advisor Mismatch
in graduate education  aspects Lack of

communication
Inharmoniousness

Relation with faculty Lack of expertise
Lack of interest
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Familial conditions

Spatial problems

Time-wise problems

Course content

Decrease in concentration

Physical opportunities

Bureaucracy

Finance

279

Discrimination
Perceiving
students lazy
Disappointment
Negative attitudes
Idle classes
Low motivation
Perceiving
student helper
Teaching style
Not catching
frequency
Memorizing

Moving house

Busyness
Sparing time
Managing many
things

Both studentship
and job

Uninterested
courses
Memorizing
Lack of
integration of
courses into field
Lack of
connection
among courses
Less number of
offered courses
Lack of updated
articles
Homework
Lecture method
Irrelevant content
Hollow content
Technical courses

Lab conditions
Small places

Staffing
Lower
Postponing

Need for support
Lack of
affordability
Need for money
Unemployment



Satisfying aspects

Lack of organizational support
Lack of English languae

Less course more time

Chance for group-working

One-to-one interaction with
faculty members

Social adaptation Love for city
Love for
university
Housemate
Love for people

Relations with peers Working with
friends
Beautiful
friendship
Positive attitudes
from others
Conversation

Finance Affording
expenses
Economic
support

Relation with advisor Comfortable
advisor
Setting
communication
Freedom in
selection

Course content Diversity in
courses
Expansion of
horizon
Development of
perspective
Math and
statistics
presentations

Interest in sports

Department Opinion about
field
Lab work
Beautiful
atmosphere
Departmental
support
Opportunity for
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Relation with faculty

Freedom
Familial support

Volunteer jobs

Understanding school

administration

practice
Opportunity for
observation

Opening vision

Causes for non-
persistence

Organizational

Relation with advisor

Course content

Department

Job
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Unwelcome
Lack of advisor
support

No preference for
topic

Not meeting of
expectations
related to advisor
Lack of guidance
Wanting easy
students

Repeating
Forgetting
English
Formula

No academic
staff position
Bureaucratic
conditions
Mismatch
between program
and targets
Disappointment
on expectations
from program
Complex
structure
Rejection of
applications

No preference for
advisor selection
Need for job
Not promotive
Expectations
Unsatisfaction in
terms of science

No permission
Money cut
Rejection by
manager



Tiredness

Relation with faculty Obsessed faculty
Memory-oriented
faculty
Strict rules
Blaming with
laziness
Negative attitudes
Lack of feedback
Lack of guidance
Disappointing
Discrimination
Displeasure
Lack of
encouragement
for projects
Persistence
Demode methods

Exclusion
Prejudice

Mismatch between job and

school

Personal Familial conditions Moving house

Adaptation
efforts
Stress of family
patronage
Bored family

Personal fault

Mental alienation

Pullback (Not challenging)

Thinking possibilities Preparation for

central exam
Desire to work
No possibilities
for healthy PhD
education

Spending effort and time

Making personal decision

Deficiencies in documents

Lack of target

Lack of belonging

Statistics anxiety

Balancing school, job, and
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social life
Perceiving diploma unncessary
Health problems

Language skills

Lack of English
proficiency

Change
recommendations

Macro-level

Societal structure

Admission procedure

Financial support

Coordination between HEC and
university

Supervision
Solving unemployment

Foreign language education

Job descriptions
Guidance service

Utopic campus life

Removing obstacles
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Perceptions about
job after BS
Perceiving MS
lux

Balance between
academic
positions and MS
quota

Strict criteria
Flexible language
criteria

Holistic
evaluation

More academic
position
Scholarship
Money
Tangible
difference
Promotion
Support for
master students
Increase in
opportunities

English as
teaching
language

Interaction
Communication
Mutual
satisfaction

Scientific
limitations



University-level

Individual-level

Attitude of
faculty
Financial
impossibility
Promotion
problems

Planning process

Encouraging organization

Putting stages

Orienting

Guidance

Technical support

Access to equipment

Departmental commitment

Organization of advisor-student
relations

Including people in academic
processes

Diversity in the courses

Encourage students for
projects

More guidance for Master
students

Student-oriented process
Interrogating project budgets
More eager people

Updated programs

Respect for knowledge
Teacher as advisor
Knowledge interchange
Differences in responsibilities
Differences in approach
Working hard (Professors)

More understanding faculty
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Positive faculty attitude

Professional development for
faculty members

Expanding alternatives
(students)

Valuing students (Professors)
No discrimination

Changing perceptions about
Professors

Promotive advisor
Supportive advisor

Understanding from
academicians

Selection of good academician
Commitment
Long work hours

Compatibleness between field
and job

E2. Codes and Themes for Persistent Students

Themes Sub-themes Codes Sub-codes
Starting graduate Reasons Desire to be academician
education

Attractiveness

Professional development
Dream

High grade average

Emptiness after graduation

Not thinking to be teacher
Academic career

Liking teaching

Role model of faculty

Desire to continue to educational

life
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Targets

Feelings

Satisfying department
Career planning

Becoming academician

Contribution to field
Groundwork

Feeling good at job
Master diploma

Inquiry

Making dreams real
Becoming good teacher

Vision development

Harmonizing theory with practice

Becoming instructional leader

Learning and teaching
Continue to PhD

Doing research
Popularity

Getting followers
Leaving a mark

Abroad experience
Professional development

Positive
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Getting
academic title
Becoming
Professor
Continue to
academia

Proud
Fruitful
Comfortable
Joyous

Good

Happy
Excited
Adapted
Idealistic



Differences
(Undergraduate
vs Graduate)

Negative Depressed
Deficient
Novice
Strange
Tired
Unhappy
Having anxiety
Complicated
Uneasy
Boring
Teetered

More intense courses vs less
intense courses

Exam oriented vs project
oriented

Less reading vs more reading
Less research vs more research

Learning based on passing exam
vs permanent learning

Theory vs practice

Strict vs soft

More people vs less people
Practical vs theoretical courses

Teacher-centered vs student
centered

Process and Structure
in graduate education

Dissatisfying
aspects

Course content Multiple course
content

Lack of courses
Lack of
practice

Lack of lessons
Same
circulations
Theory-
practice
incompatibility
Difficult courses
Routine
Tiredness due to
irrelevant
courses

Much theory-
based

Lack or research
Many work-load
Older content
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Relation with faculty Mobbing
Ego war
Method critique
Lack of
feedback
Negative
attitude
Much
expectation
Discrimination

Relation with advisor Access to
advisor
Administrative
duties
Bureaucratic
workloads

Social relations Competitive
Insincere
Division of
conversation
Individualistic

Department Secretary
Document
preparation
Advising
students
Correspondence
Course program
preparation
Proctor
Focusing on
field
Workloads
Course program
Discrimination

Finance Economic
unfreedom
Lack of
scholarship
Unemployment
Part-time job
Economic
problems
Lack of grants

Societal perceptions Unnecessary
graduate
education
Time loss
Misconceptions
related to
military
Socio economic
status
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Long distance

Bureaucratic barriers

Long working hours

Lack of English skills

Satisfying Course content
aspects

Relation with advisor

Relation with faculty
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Cultural
adaptation

OYP procedure
Not equal
workload
Discrimination
on academic
positions
Injustice
Proctor request
Bad conditions
Permission for
data collection

Lack of speking
skills

Learning new
things

Full content
Guidance of
advisor
Research
method
Philosophy of
subject
Philosophy of
education
Selection
Communication
Interested
Agreement
Devotion
Working
together
Detailed
feedback
Regular
meetings
Selection of
thesis topic

Faculty quality
Positive attitude
Teaching
method

Attitude towards
attendance
Student-
centered
Helpful

Listener
Colleague



Opportunities

Relation with peers

Tolerance of school principals

Help for thesis correction

Department

Social relations

Finance

Family support

Reputation of being research

assistant

Flexible working hours

In-depth research

Academic development
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perception
Interaction

Comfort

Good relations
Adaptation
Love

Democracy
Freedom
Love

Social
adaptation
Cultural wealth
Information
exchange
Social wealth
Cultural
adaptation

Economic
support
Salary
Assistantship

Promotion by
family

Dr. title
Scientific
literacy
Learning new
things
Production of
thesis
Research
methods
Statistical
analysis

Clear the way
Accommodation
of knowledge
Philosophy of
field

Learn to search
Learn to teach
Basic



Disadvantages

Perspective development

Skill development

Psychological reflections

Administrative duties

Procrastination

No time for hobbies

Not enjoying life
Older

Mind busyness
Time problem
Tiredness

Extra loads

Confusion
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knowledge
Thesis
production
Working alone

Analytic
thinking
Multiple
perspective
Critical
perspective
Horizon

Certificate
Interest

Work
experience
Work search
Learning how to
use devices
Communication
Social relations
Effort
Resilience
Stress
management
Time
management
Enhancing
environment
Learning
patience
Self-control
Human
management

Putting off
holiday
Thesis delaying



Stress
No time for family
Energy on work-load

Physical health

Psychologcail health

Eye problem
Back pain

Incurring
Socialization
scheme
Routine change

Causes for non-
persistence

Organizational

Personal

Relations with advisor

Relations with faculty

Job

Department

No advantage of graduate

education

Familial issues
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Access
Communication
Topic choice
Disagreement
Not wanting
students

Time deficiency
No help

Workloads
Ego

No help
Negative
attitudes

No learning
from faculty
Communication
problem
Egocentric
Usage of
permissions

Permission from
work

Interaction with
principals

Work life

Lack of
academic
position
Competitive
environment
Anti-democratic
environment
Lack of extra
payment

50/d position

Marriage
Having
dependent child



Changes over time

Delaying military
Desire to earn money

Perceiving graduate education
as a disadvantage

Perceiving program difficult

Failure

Antipathy towards faculty

Time limitation

Finance

Adaptation problems
Managing both job and school

Perceiving graduate education

compulsory

No prior knowledge

No focusing on courses
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Responsibilities

Decrease in
personal
satisfaction
Motivation loss
Decrease in
motivation
Becoming
meaningless
Recognition of
difficulties
Recognition of
mismatch
Recognition of
disadvantages
Overestimation
Disappointment

Lack of time
management
Not sparing
time

Economic
problems
Unemployment
Financial
trouble

Work obligation
Economic
concerns



Change Macro-level Societal structure
recommendations

Admission procedure

Financial support

Setting system for abroad
experience

Job description of research
assistants

Decision within democracy
Supervision mechanism

Academician training
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Valuing
graduate
education
Breaking abroad
perceptions
Changing
perceptions
Differentiating
MS and PhD
graduates from
others

No hierarchy
between student
and faculty

Less number of
students

Less number of
program
Difficult criteria
Changing
interviews
Criterion of
experience
Criterion of
publication
Change on
application
conditions
Quality

Promoted
salaries
Opportunities
Scholarship
instead of loans
Scholarship
Help
Economic
supports
Part-time jobs
Increasing job
opportunities
Student
assistantship
Research
assistantship



University-level

Autonomy

Consistency among programs
Decrease in numbers University
Master

programs
Master students

Courses for sub-
fields
Considering
student
expectations
Developing
research and
statistics

More practice
Increasing
number of
courses
Research-based
courses
Diversity

Course content

Faculty quality

Increasing organizational
commitment

Improving organizational culture
Changing perspectives of faculty
Adjusting potential of advisor

Seeking ways to increase student
desire

Changing working conditions
Fairness

Preparing students for graduate
Easy transition to graduate

Equal distribution of research
assistant

Project support
Funding students

Increase in promotion
opportunities
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Individual-level

Student desire to graduate
education

Moral support

Retire of older academician
Ethics

Putting targets

Peace of mind

Self-recognition

Putitng target

Project writing

Not decrease in motivation
Dealing with commercial presses

Prior knowledge about program Knowing

faculty
Knowing
courses
Knowing fields

Abroad experience

E3. Codes and Themes for Graduate School Administrators

Themes Sub-themes Codes Sub-codes
Procedure in graduate  Admission Announcements
schools Orientation
Adaptation
Registrations
Teaching Feedback Advisory
Course on time
Course content
Evaluation
questionnaire
Share
Recovery
Following Thesis
Thesis Monitoring
Committee

Student files

Software integration
Digital documentation
Distribution of roles
Petition

Student affairs
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Administration

Graduation

Special student
Exemption

Multi-discipliner
Academician rights
Workshops

Transparency
Job descriptions
Staffing
Secretary
Bureaucracy
Coordination
Discipline
Student opinion
Finance
Strategic planning Increasing
commitment
Touching on students
Problem solving via
phone

Follow of new
developments
Follow of international
trends

Strict legislation
Strict regulations
Strict directives

Implementation of laws

Graduates
Decisions

Problems observed in
graduate education

Inadequate number of staff
Technical problems
Amnesty laws
Disconnection

Problematic regulations
Loads of advisors

Cancel of registration
Permission from schools
Research permission

Fast changes in legislations

Time loss
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Energy loss

Bureaucracy

Limiter legislation

Bureau pathology
Red tape
Documentation
Complexity

Causes for non-
persistence

Organizational

Personal

Faculty

Advisor

Physical opportunities

Reflections on state policies

Fee
Permission from job

Student attrition in
undergraduate

Absenteeism

Transfer to other
universities

Familial conditions

Geographical preference
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Debate

Negative attitudes
Attitudes of contrary
staffs

Not following
improvements
Weaker science
Remove of pedagogic
formation opportunity
Not meeting of
expectations by faculty
Lack of subfield

Disagreement
No choice for selection

Lack of research
material

Inadequate physical
environment

Lack of lab necessities

Lack of assistantship
position

Lack of attractiveness
Career stesp

Marriage

Partner permission
Having dependent
Preferring place of
family

Metropolitan city
Sea

Social life

Larger city



Financial support Economic condition
Economic cause
Job search

Lack of commitment

Freezing registration

Delaying military

Lack of adaptation

Perceiving graduate
education useless

Professional life Personal decision
Working at a job
Life necessities
Appointment

High expectations related to
graduate education

Not meeting of expectations
Long distance

Lack of proficiency

Consequences

Social

Waste of money Waste of heat
Waste of light
Waste of cleaning
Waste of security

Academic loss Limited research
Lack of academic
expertise
Weak graduate schools
Occupying faculty
Occupying physical
environment
Low quantity
Low quality

Economic loss

Labour force loss
Decrease in standards
False role-model

Lack of experts

Qualified staffing problem

Barrier for organizational
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culture

Individual Time loss

Energy loss

Lack of diploma

Negative effect on promotion

Academician frustration

Student frustration

Solution ways Macro-level Financial support Increasing

scholarship
opportunities
Employment
Economic support
Promotions

University-level

Priority in public jobs
Changing perception of state

Making easy to open
graduate programs

Increasing the number of
academicians

Credit transfer
Lateral transfer
Cooperation

Not intervention on
organizational culture

Flexible policy
Quality-control mechanism
Permission for teachers
Title

Easy bureaucratic process

Increase in supported fields

Autonomy

Course content Flexible course
program
Interdisciplinary
Diversity
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Faculty Flexible working
conditions
Abolishing strict rules
Organizing activities
increasing
consciousness

Helper personnel
Removal of barriers
Increasing
commitment

Serious orientation
program

Cultural introduction
activities

Coming together
students and
academicians

Project support
Ceremonies

Social activities
Communication
Freedom

Consistent behavior
Peripheral service for
students

Supervisory

Advisor Selection by students
Job descriptions

Not reflection of

conflicts
Individual-level Professional approach
Healthy communication
E4. Codes and Themes for Advisors
Themes Sub-themes Codes Sub-codes
Student-advisor Social relations Empathy
relations

Good relations
Mutual relations
Controlling

Hobby

Social connections
Colleague approach
Tolerated behavior
Togetherness
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Academic

Special interest
Overcoming obstacles
Reluctant students
Negative humor
Peer support
Socialization
Joint study
Article
Assignments
Thesis

Planning
Guidance
Flexibility
Regular works
Invitation to activities
Article critique
Handbook reading
Meetings
Self-evaluation
Seminar

Interim reports

Comfortable course environment

Problems observed in
graduate education

Familial problems Marriage
Having
dependent child

Finance Job seeking
Financial
problems
No possibility
for assistantship

Policies Escaping from
military
Amnesty laws
Appointment
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Student responsibilities

Student expectations

Departmental issues

Access to advisor

Lack of
academic
positions
Temporary
positions
OYP recall

Lateness on
thesis
completion
Close students
Delaying
Postponing
Focusing
problem
Problem of
thinking deeply
Come short of
studies
Hand-over
Lack of
concentration
Lack of
research
formation
Usage of
maximum
duration

Late topic
selection

Not meeting
Perceiving
graduate
education
disadvantaged
Perceiving
graduate as
earning money
Good
advisorship

Waiting for
acceptance of
projects
Relations with
other
institutions
Research
permission
Plan B
Permission
Much time in
labs

Busyness
Not available in
office
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Timelessness
Administrative
duty

Family
Preparation for
associate
professorship
Extro worloads

Causes for non-
persistence

Organizational

Personal

Permission from institution

Thesis completion duration

Faculty Not available in
lecture
No guidance
Transfer to
other
universities

Economic support

Lack of adequate employment

Poor quality program

Permission from job

Attendance problem

Delaying military

Not sparing time

Finding money

Lack of focus

Lack of effort

Lack of commitment

False intention

Dispensation

Intrust feeling

Writing skills

Incompetence feeling

Living another city

Health problem

Family Pregnancy
Having

dependent
Birth
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Finance Seeking job
Finding money

Economic
condition
Preparation for
exams

Perceptions about lack of demand

Perspective about graduate

education

Consequences Disruptions in education

Deficient skills in students

Loosening in graduate education

Lack of practical reflections on life

Effort loss

Time loss

Increase in failure rates

Decrease in investments

Loss of advantages

Reflections on ecosystem

Injustice

Loss of public resources

Barrier for eager students

Solution ways Macro-level Finance Tangible

rewards
Wages policy
Support
Financial
support
Scholarship
Tangible
support
Research
assistantship
Increase in
research
budgets
Software and
hardware
support
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University-level

Student selection policy

Societal structure

Philosophy of education

Admission procedure

Course content
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Removing
testing
Student
selection by
research
universities
Removing
central exam
system
Reorganizing
high school
system

Giving up
thought of
public job after
graduation

Contact with
marketing
Considering
needs of
marketing
Computer-
weighted
education
University for
not everyone
Daily life
practices
Technology
integration
Updating
programs
Increase in
number of
academician
Training
support

Not giving
authority of
opening
program to each
institution
Being selective

Seminar quality
Practice
oriented thesis
Thesis
compatible with
marketing
Thesis defense
open to public
Courses
suitable for
marketing



Individual-level

MS without

thesis

Increase in

elective courses
Projects Output

Master-

apprentice

relationship
Changing student profile

Professional development for
faculty

Decrease in faculty workloads

Contract between student and
department

Permission from institutions
Volunteer

Love

Compliment for academician

Researching new methods
(Professor)

Update of academicians
Competent academician
Emphatic academician
Patient academician
Quiete academician
Shake-out of academician
Initiating student reading

Encouraging problem-based
thinking

Intellectual structure

Paper writing with students
Article writing with students
Abroad experience

Contract between student and
faculty

307



F. CURRICULUM VITAE

HASAN YUCEL ERTEM

Middle Easr Technical University

Faculty of Education

Departmernt of Educational Sciences

EDUCATION
September 2015- ongoing

February 2013- June 2015

September 2005-February 2011

hyertem@gmail.com

Ph.D.

Middle East Technical University
Faculty of Education

Department of Educational Sciences

Major of Educational Administration

and Planning

M.Sc.

Middle East Technical University
Faculty of Education

Department of Educational Sciences

Major of Educational Administration

and Planning

B.Sc. (M.Sc. without thesis)
Middle East Technical University
Faculty of Education

Department of Secondary Science and

Mathematics Education

Major of Physics Edcuation

308


mailto:hyertem@gmail.com

WORK EXPERIENCE
2013 June-ongoing YOK-OYP Research Assistant

Middle East Technical University
Faculty of Education

Department of Educational Sciences

2013 February-2013 June YOK-OYP Research Assistant
Biilent Ecevit University
Eregli Faculty of Education
Department of Educational Sciences

2012 September-2013 February Vice-Principal
Van Bagkale IMKB High School

2011 October-2012 August Physics Teacher
Van Bagkale IMKB High School

PUBLICATIONS

Articles in International Journals (ESCI)

Ertem, H. Y., & Gokalp, G. (2018). Velilerin okul iklimi ve veli katilimi algilarinin
velilerin egitim durumu ve ¢ocuklariin 6grenim kademesine gore
incelenmesi. Hacettepe University Journal of Education. DOI:
10.16986/HUJE.2018040670

Articles in National Journals

Ertem, H. Y., & Gokalp, G. (2016). Fizik egitimi arastirma gorevlilerinin yeni fizik
ogretim programi (2013) hakkindaki algilari. Abant Izzet Baysal
Universitesi Egitim Fakiiltesi Dergisi, 16(1), 95-120.

Ertem, H. Y., & Gokalp, G. (2017). Velilerin okul iklimi algis1 6l¢egi'nin Tiirkce'ye
uyarlanmasi. Journal of Kirsehir Education Faculty, 18(2), 155-173.

309



Chapters in National Books

Ertem, H.Y., Engin-Demir, C., & Gékalp, G. (2017). Ogretmen adaylarmnin kariyer
planlamasi: bir ihtiyac analizi calismasi. In Akbaba-Altun, S., Oriicii, D.,
Beycioglu, K.,. Kondake1, Y., and Kosar, S. (Eds), Egitim yonetimi
aragtirmalar: (pp.221-232), Pegem, Ankara.

Ertem, H.Y. & Gdkalp, G. (2016), “Sayilarin dili: lisansiistii egitimde okul terki”, in
Beycioglu, K., Ozer, N., Kosar, D. and Sahin, 1. (Eds), Egitim yonetimi
arastirmalart (pp. 239-250.), Pegem, Ankara.

Presentations in International Conferences

Ertem, H. Y., & Gokalp, G., (2018). The development of organizational climate
scale: what about graduate education?. Paper presented at the conference of
European Conference on Educational Research, Bolzano.

Ertem, H. Y., Gokalp, G., & Kaya-Kasikgi, S. (2018). Student attrition from
graduate education in turkey: different departments and different voices.
Paper presented at the conference of European Conference on Educational

Research, Bolzano.

Oldag, Y. I., Kondakg1, Y., Ertem, H. Y., & Capa-Aydin, Y. (2018). Regional
differences in satisfaction of international students in a non-traditional
destination. Paper presented at the conference of European Conference on

Educational Research, Bolzano.

Kaya-Kasikge1, S. Ertem, H. Y., & Gokalp, G. (2018). Knowledge production of
inclusion and exclusion in education in turkey: a content analysis of research
on key concepts. Paper presented at the conference of European Conference

on Educational Research, Bolzano.

310



Ertem, H. Y. & Gokalp, G. (2018). Role of organizational factors on student attrition
from graduate education from Turkey. Paper presented at the conference of
AERA 2018 Annual Meeting, New York.

Ertem, H. Y., Gokalp, G., & Kaya-Kasike1, S. (2017). Barriers to academic freedom:
a bottom up approach through systematic review. Paper presented at the

conference of European Conference on Educational Research, Copenhagen.

Ertem, H. Y. & Gokalp, G. (2017). How well school climate predicts parent
involvement. Paper presented at the conference of European Conference on

Educational Research, Copenhagen.

Kondake1, Y., Kaya-Kasiker, S., & Ertem, H. Y. (2016). What went wrong in
technology integration policy of Turkey: A review of Research? Paper
presented at the conference of European Conference on Educational

Research, Dublin.

Ertem, H. Y. & Gokalp, G. (2015). Relationship between school climate perceptions
of parents and their involvement in schooling. Paper presented at the
conference of AERA 2015 Annual Meeting, Chicago.

Gokalp, G., Caliskan, 0., Zayim, M., Ertem, H. Y., & Kaya-Kasike1, S. (2015).
Experience of being a Faculty Development Program research assistant at a
large university in Turkey. Paper presented at the conference of AERA 2015
Annual Meeting, Chicago.

Ertem, H. Y. & Gokalp, G. (2014). Perceived psychological contract breach of

research assistants in METU. Paper presented at the conference of ECER
2014, Porto.

311



Presentations in National Conferences

Ertem, H. Y. & Gokalp, G. (2018). Lisanstistii egitimde orgiitsel iklim, orgiitsel
baghlik ve ayrilma niyetleri iizerine bir yapisal esitlik modellemesi.. Paper
presented at 13th International Congress on Educational Administration,

Sivas

Gokalp, G., Ertem, H. Y., & Oldac, Y. 1. (2017). Lisansiistii dgrencilerin akademik
destek intiyaclari. Paper presented at the International Higher Education

Studies Conference, Antalya.

Ertem, H. Y. & Gokalp, G. (2017). Velilerin egitim diizeyleri ile cocuklarinin
ogrenim kademesinin velilerin okul iklimi ve veli katilimi algisina etkisi.
Paper presented at 12th International Congress on Educational
Administration, Ankara.

Ertem, H. Y., Engin-Demir, C., & Gokalp, G. (2017). Ogretmen adaylarinin kariyer
planlamasu: bir ihtiya¢ analizi ¢alismast. Paper presented at 12th
International Congress on Educational Administration, Ankara.

Ertem, H. Y., Engin-Demir, C., & Gokalp, G. (2017). Bélgesel esitsizliklerin
ekonomik temelleri: egitime yansimalar. Paper presented at 12th International

Congress on Educational Administration, Ankara.

Kondake1, Y., Oldag, Y. I., & Ertem, H. Y. (2017). Uluslararasi égrencilerin
Tiirkiyeyi tercih nedenleri ve Tiirkiye deki deneyimleri tizerine nitel bir
calisma. Paper presented at 12th International Congress on Educational
Administration, Ankara.

Ertem, H. Y. & Gokalp, G. (2016). Sayilarin dili: lisaniistii egitimde okul terki. Paper
presented at 11. Ulusal Egitim Yonetimi Kongresi, Kusadasi.

312



Kondake1, Y., Demir, C., Ertem, H. Y., & Oldag, Y. 1. (2016). Uluslararas:
ogrencilerin Tiirkiye deki akademik ve sosyal yasam doyumlari. Paper

presented arl1. Ulusal Egitim Yo6netimi Kongresi, Kusadasi.

Ertem, H. Y. & Gokalp, G. (2015). Velilerin okul iklimi algisi 6l¢eginin Tiirkce 'ye
uyum ¢alismasi. Paper presented at 10. Ulusal Egitim Y6netimi Kongresi,

Gaziantep.

Ertem, H. Y. & Gokalp, G. (2013). Fizik egitimi arastirma goérevlilerinin yeni fizik
programi (2013) hakkindaki algilari: bir durum ¢aligsmast. Paper presented at

8. Ulusal Egitim Y6netimi Kongresi, Istanbul.

Ertem, H. Y. (2013). Fizik 6gretmenlerinin yapilandirmaci ogretim programini
uygulama yeterlilikleri tizerine bir durum ¢aligmasi. Paper presented at 1.
Ulusal Fizik Egitimi Kongresi, Ankara.

PROJECTS
Projet Title: Kisisel ve Orgiitsel Faktorlerin Lisansiistii Egitimden Ogrenci Kaybi
Uzerindeki Rolii: Tamam m1 Devam mi?
Position: Researcher (May 2018-ongoing)
Project Coordinator: Assist. Prof. Dr. Gokge Gokalp
Project Number: METU-BAP-502-2018-2762

Projet Title: Tiirkiye’de Uluslararas1 Ogrenci Hareketliligi: Uluslararas1 Ogrencilerin
Yasam Doyumlar1 ve Yiiksekdgrenim i¢in Tiirkiye’yi Tercih Sebeplerinin
Modellenmesi
Position: Scholar (May 2015-January 2017):

Project Coordinator: Assoc. Prof. Dr. Yasar Kondake1
Project Number: TUBITAK 1001 Project; 114K721

313



G. TURKISH SUMMARY / TURKCE OZET

Giris

Tiirk toplumunda belirli alanlar diger alanlara goére daha degerli bulunmaktadir. Bu
deger, toplumun deyimlerinde ortaya ¢ikmaktadir. “Her seyin bast saglik” ve “egitim
sart” bunlara 6rnek olarak gosterilebilir. Egitim toplumsal kurumlar arasinda 6zel bir
yere sahiptir. Egitim insanlarin tiim hayatlarini etkileyen bir siirectir ¢iinkii insanlar
okul oOncesi egitimden yiiksekdgretime kadar hayatlarmin biiylik bir boliimiinii
egitimle ilgili etkinliklerde gecirmektedir. Yiiksekogretim, bu egitim siireglerinin
arasinda 6zel ve anlamli bir yere sahiptir. Insanlar bu dénemde kendilerini daha
bagimsiz hissederler. Ayrica, geleceklerini sekillendirebilecekleri ortami bulurlar. Bu
durum bazen es bulma bazen de mesleki kariyere karar verme seklinde kendini
gosterir. Daha resmi ifade ile yiiksekdgretim kurumlari bireylerin akademik ve sosyal
yonlerini gelistiren, onlara bir kariyer ¢izen ve cesitli becerilerini gelistirebilecekleri

imkanlar sunan egitim-6gretim kurumlaridir.

Tiirkiye’de yiiksekdgretimin amact iiglii sacayagi iizerine oturtulmustur. Ogrencileri
bir¢cok boyutta gelistirmek, devlete katki saglamak ve bilimsel ¢aligmalar yiirlitmek
amaglanmaktadir. Yiiksekogretim sistemi yapisal olarak incelendiginde 2 yillik
Meslek Yiiksek Okullari, 4, 5 ya da 6 yillik Fakiilteler yiiksekogretimin genel
cercevesini olusturmaktadir. En az 4 yillik lisans egitimi sonrasi ise lisansiistii egitim
verilmektedir. Lisansiistii egitim genel olarak Yiiksek Lisans ve Doktora egitimini

igermektedir.

Yiksekogretim Kurulu Bagkanligi’nin verilerine gore 2016-2017 egitim-6gretim
yillarinda 600.000°e yakin kayith lisansiistii 6grenci bulunmaktadir. Maalesef, bu

ogrencilerin 6dnemli bir kism1 ya kaydini1 yenilememekte ya da derslerine katilim
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saglamamaktadir. Ertem ve Gokalp (2016) yaptiklar1 ¢alismada ciddi sayida pasif
Ogrencisi olan iiniversiteler tespit etmistir. Sonug olarak, egitimlerine devam etmeyen
bu tip 6grenciler herhangi bir derece alamamakta ve kalic1 olmayan 6grenci olarak
tanimlanmaktadir (Berger, Ramiraz, & Lyon, 2012; Davidson, Beck, & Milligan,
2009; Litalien & Guay, 2015; Spaulding & Rockinson-Szapkiw, 2012; Xu, 2014).

Ogrenci kaybi uluslararasi alan yazinda énemli bir yer tutmakta iken Tiirkiye alan
yazininda kapsamli bir arastirmaya rastlanmamustir. Tiirkiye’deki calismalar daha
¢ok alt okul diizeylerindeki okul terkine (Biilbiil, 2012; Ozbas, 2010; Simsek, 2011),
devamsizlik, altyapi problemi, burs sorunlari, akademisyen yetersizligi ve aile
sorumluluklart gibi lisansiistii egitimdeki tek boyutlu problemlere yogunlasmistir
(Coruk, Cagatay, & Oztiirk, 2016; Nayir, 2001, Seving, 2011). Diger taraftan,
lisanstistii egitimdeki pasif 6grenciler 2015 yil1 itibariyle dikkat ¢ekmeye baglamistir.
Dénemin Gazi Universitesi Rektorii Fen Bilimleri Enstitiisii’ndeki pasif dgrencilerin
oraninin %55 oldugunu demeg¢ vermistir (Hurriyet, 2015). Ertem ve Gokalp (2016)
ise U¢ biiyiik devlet liniversitesindeki pasif 6grenci oranlarimi %42, %26 ve %]l
olarak bulmustur. Bu ¢alismalarin hepsi 68renci kaybr ile ilgili degerli sonuglar verse
de tek boyutludur ve betimleyici olmaktan 6teye gidememistir. Dolayisiyla Tiirkiye
baglaminda, lisansiistii egitimde 6grenci kaybimi c¢ok boyutlu, derinlemesine ve

nedensel iligkiler ¢ercevesinde inceleyecek calismalara ihtiyag vardir.

Ogrenci kaybim arastiran calismalar genellikle bunun nedenlerine egilmektedir. Bu
nedenleri Orgiitsel ve kisisel nedenler altinda toplamak miimkiindiir. Lovitts (2011)
kisisel karakterlerden iiniversitelerin yapisal niteligine kadar bir¢ok etkenden soz
etmektedir. Orgiitsel iklimin acik ya da kapali olmasi (Moran & Volkwein, 1988;
Manuela, Cecila, & Joao, 2014; Sokol, Gozdek, Figurska, & Blaskova, 2015),
tiniversitenin devlet ya da vakif {iniversitesi olmasi (Chaney & Farris, 1991) ve
kurumun destek saglamasi ya da saglamamasi (DesJardins, Ahlburg, & McCall,
2002) orgiitsel etkenlere 6rnek olarak gosterilebilir. Diger taraftan, yas, cinsiyet, irk
ve sosyoekonomik konum gibi demografik degiskenler (Bean & Metzner, 1985;
Braxton, Brier, & Hossler, 1988; Ferreira, 2003; Hossler & Vesper, 1993; Litalien &
Guay, 2015; Lott, Gardner, & Powers, 2009; Pascarella & Chapman, 1983; Stage,
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1988; Stage and Hosler, 1989; Terenzini & Pascarella, 1978) ve ge¢cmis performans,
akademik basar1 ve entelektiiel gelisim gibi bireysel nitelikler (Chaney & Farris,
1991, Kahn & Nauta, 2001; Kruzicevic, Barisic, Banozic, Esteban, Sapunar, &
Puljak, 2012) kisisel etkenlere 6rnek verilebilir.

Bu c¢alisma, lisansiistii egitimde 6grenci kaybi lizerinde kisisel ve orgiitsel etkenlerin
rollinii arastirmaya yonelik bir model gelistirmeyi ve test etmeyi ve kalici olmayan
Ogrenci, kalict 6grenci, enstitii yoneticisi ve danisman goziinden 6grenci kaybini
incelemeyi amaglamaktadir. Bu baglamda ¢alismanin aragtirma sorular1 asagidaki
gibidir:

1. Ogrenci kaybr kisisel ve orgiitsel etkenlerle ne sekilde iliskilidir?

a. Cinsiyet, medeni durum ve program diizeyini iceren kisisel etkenler ile
tiniversite tlrl, ekonomik destek ve alani igeren Orgiitsel etkenler
ogrencilerin kaliciligini ne derece yordamaktadir?

b. Yas, donem ve gegmis performansi iceren Kisisel etkenler ile orgiit
ikliminin boyutlarin1 iceren oOrgiitsel faktorler, kurumsal ve amagsal
baglilik araciliginda ayrilma niyetlerini ne derece yordamaktadir?

2. Ogrenci kayb1 6grenciler ve 6gretim iiyeleri tarafindan nasil algilanmaktadir?

a. Kalict  olmayan ogrenciler program kaydindan  bugiine ne
deneyimlemistir?

b. Kalic1 6grenciler 6grenci kaybi hakkinda ne diisiinmektedir?

c. Enstitii yoneticilerinin 6grenci kayb1 konusunda algilar1 nasildir?

d. Danismanlarin 6grenci kayb1 konusundaki algilart nasildir?

3. Ogrenci kayip oranlar1 program (Yiiksek Lisans veya Doktora) ve donemlere

(2015-2016, 2016-2017 ve 2017-2018) gore hangi diizeydedir?

Bu amaclar ¢ergevesinde, ¢alismanin arastirmaya, uygulamaya ve kurama belirli
katkilart olacaktir. Arastirma boyutunda, ¢aligma alan yazindaki énemli bir boslugu
doldurma konusunda bir adim atacaktir. Ogrenci kaybinin lisansiistii diizeyde
derinlemesine, ¢cok boyutlu ve nedensel iliskiler kurarak incelenmesi alan yazina
onemli katki sunacaktir. Uygulama boyutunda lisansiistii egitimde kalitenin ve

stirekliligin saglanmas1 hususunda iiretilecek strateji ve politikalara 151k tutacaktir.
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Kuramsal olarak ise, Biyo-Ekolojik Kuram ile Yiikleme (Atfetme) Kurami bireysel
ve Orglitsel etkenlerin farkli bakis agilarina gore yiiksekdgretim baglaminda

incelenmesi ile kuramsal zemin tartigmalarina olanak taniyacaktir.

Biyoekolojik kuram ile Yiikkleme Kurami bu caligmanin kuramsal c¢ergevesini
olusturmaktadir. Bronfenbrenner (1977, 1986) Biyoekolojik Kuram’da birey ile
cevresi arasindaki etkilesime dikkat ¢ekmektedir. Bu etkilesim bes katmanda kendini
gostermektedir: mikrosistem, mezosistem, ekzosistem, makrosistem ve kronosistem.
Bu ¢alisma i¢in kuramin biyo kismi kisisel etkenlere karsilik gelmekteyken ekolojik
kismu ise orgiitsel kisimlara denk gelmektedir. Diger taraftan Yiikleme Kurami ise
bireysel istemedikleri sonuglarla karsilastiklarinda bunlar1t  degisik etkenlere
atfetmesini konu almaktadir (Weiner, 1972). Bu ¢alisma i¢in 6grenci grubu ile orgiit
(danisman ve enstitli yoneticisi) grubunun 6grenci kaybini hangi etkenlere atfettigi

incelenmektedir.

Alanyazin

Tiirkiye’de Yiiksekogretim Sistemi

Tiirkiye’de yiliksekogretim lise egitiminin (orta 6gretim) sona ermesiyle baslar ve iki
yillik Meslek Yiiksek Okulundan dort yillik Doktora egitimine kadar gegen siireyi
ifade eder. Yiiksekogretimin isleyisi 2547 sayili kanun ile saglanmaktadir. Bu
kanunun dordiincli maddesine gore yliksekogretimin amaci 6grencileri beceri, deger
ve kiiltiir ekseninde gelistirmek, devleti ekonomik, sosyal ve kiiltiirel yonlerden

ileriye gotiirmek ve bilim ve arastirma faaliyetlerini desteklemektir.

Tirkiye’de yiiksekdgretimin tarihgesi ¢ok eskiye dayanmaktadir. Erdem’e (2004)
gore Selguklu Devleti zamaninda 1068 yilinda yilinda Bagdat’ta kurulan Nizamiye
Medreseleri bir tiir yiiksekdgretim kurumudur. Osmanli Imparatorlugu zamaninda ise
medreseler yliksekogretim kurumu islevi gérmekte olup buralar bilimden ziyade din
ile ilgili ogretilerin yapildigr yerlerdir (Tekeli, 2010). Tiirkiye Cumhuriyeti’nin
kurulus zamanlarinda da yiiksekdgretime ayr1 bir deger verilmistir. Medreselerin

kaldirilarak Tevhid-i Tedrisat kanununun ilan edilmesi, yabancit uyruklu bilim
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adamlarinin iilkeye davet edilmesi onemli gelismelerdir. Giiriiz, Suhubi, Sengor,
Tiirker ve Yurtsever (1994) 1933’te ilan edilen ve i¢inde Dariilfiinun yerine Istanbul
Universitesi’ni kurulmasmi &ngdren madde olan 2253 sayili kanunu Tiirkiye’deki
modern yiiksekdgretim anlayiginin ilk adimi olarak gérmektedir. Namal (2012) ise
Ikinci Diinya Savasi sirasinda Almanya’dan gelen bilim adamlarmin  Tiirk
yiikksekdgretimine yaptigi katkiyr vurgulamaktadir. 1973 yilinda ilk Yiiksekogretim
Kurulu’nun kurulup 1975°te kapatilip (Giir & Celik, 2011) 1982 Anayasa’s1 ile
tekrar kurulan ve giiniimiizde islevine devam eden Yiiksekogretim Kurulu Baskanlig

(Erdem, 2004) yiiksekogretim ile iligkili diger tarihsel gelismelerdir.

YiiksekOgretim sadece insanlarin hayatlarini sekillendirmekle kalmaz, devletin
sosyal ve ekonomik yapilarini tesvik eder ve bilimsel ¢aligmalara katki sunar.
Ishitani (2006) yiliksekogretimin ekonomik kazanimlarina ve kariyer imkanlarina
dikkat ¢ekmektedir. OECD (2015) raporuna gore yiiksek diizey egitime sahip olanlar
olmayanlara gore daha iyi is kosullarina sahipken yine ayn1 kurumun 2017 raporuna
gore ise yliksek Ogretim mezunlart i¢in is bulma orami %85 ve list ortadgretim
mezunlari i¢inse %60’tir. Golpek (2011) ise yiiksekdgretimin sosyal faydalarin
cocuklara daha fazla bakim, daha diisiik su¢ oranlar1 ve kadinlarin egitimine ve
caligmasina daha fazla vurgu olarak gostermektedir. Diger taraftan, iiniversitenin
bilime ve girisimcilige katkis1 alan yazinda sikga tartisilmaktadir (Odabasi, 2006;
Ozer, 2011; Oztemel, 2013; Sen, 2012). Sonug olarak, yiiksekdgretimin kazanglari
toplumdan devlete her kurumu ve bireyi ilgilendirmektedir. Bologna siireci, reform
tesebbiisleri, akademisyenlerin 6zliik haklarindaki tirpanlamalar, yeni {iniversiteler
icin paradigmalar, akademisyen yetersizligi ve vakif iniversitelerinin durumu
yiiksekogretimde sikga calisiimaktadir (Altinsoy 2011; Arap 2010; Kondake1, 2003;
Senses, 2007; Simsek and Adigiizel 2012).

Yiiksekogretimin yonetimi ve ydnetisimi belli kanunlar cergevesinde yapilmakta
olup Tiirkiye’deki yoOnetim sisteminden etkilenmektedir. Tiirkiye’de kat1 bir
merkeziyet¢i yap1 vardir ve bunun negatif etkileri yiiksekogretim arastirmacilarina
konu olmustur. Celik ve Giir (2014) yiiksek6gretimin son zamanlarda etkileyici bir

sekilde gelistigini ama merkeziyet¢i yapinin bu gelisimi tatmin etmedigini ifade
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etmistir. Ozer (2012) ise okullagsma oranlarindaki artis, yiiksekdgretimdeki yeni
aktorler ve liniversite sayisindaki artistan dolayr mevcut yapinin yeni yiiksekogretimi
tastyamadigimi  dolayisiyla Kalite Giivence Sistemi’ne ihtiyag duyuldugunu
belirtmistir. Tiirkiye’de yliksekogretim iki dilizeydeki kurumlar tarafindan
yonetilmektedir. Ik diizeyde Yiiksekdgretim Kurulu Baskanligi, Universitelerarasi
Kurul ve Yiiksekogretim Denetleme Kurulu bulunmaktadir. ikinci diizeyde ise
tniversite rektorleri gelmektedir. Her iki diizeyde de ekonomi biiyiik dikkat
cekmektedir (Aypay, 2003; Giirliz, 2001; Hauptman, 2007; Nerlove, 1975; Simsek,
1999).

Yiiksekogretimin 6nemli bir diizeyi olan lisansiistii egitim son yillarda oldukea ¢ekici
hale gelmistir. Akademisyen olma imkéani1 (Ergiin, 2001), mesleki gelisim imkan
(Baser, Narli, & Giinhan, 2005) ve kisisel gelisim (Erkilig, 2007) lisansiistii cazibe
nedenlerinden bazilaridir. Diger taraftan kurumlar da lisansiistii egitimden fayda
saglamaktadir. Arastirma sayist fazla olan {iniversiteler siralamalarda daha onlerde
yer almaktadir. URAP (2015) fniversiteleri bes yillik performanslarina gore
siralarken makale sayisi, Doktora Ggrencisi sayist ve Doktora 6grenci oranmi gibi
dokuz adet kriteri gz 6niine almigtir. TUBITAK (2017) verilerine gore 2002 yilinda
desteklenen proje sayist 1242 iken bu sayr 2016 yilinda 4198’e yiikselmistir.
Dolayisiyla lisansiistii egitime yatirim yapan iiniversiteler daha ¢ok arastirma imkéani

ile karsilagmis, bu da onlara yatirim ve ekonomik destek olarak geri donmiistiir.

Lisansiisti  egitim sundugu firsatlarin  yaninda belirli  problemlerle de
karsilagsmaktadir. Sporn (2007) rekabet, Ozellestirme ve liberallesme gibi
kiiresellesme etkinliklerinin  yiiksekogretimi istenmedik sekilde etkiledigini
savunmustur. Karaman ve Bakirci (2010) gegici akademik kadro pozisyonlarinin
arastirma gorevliligine olan ilgiyi azalttigini bulmustur. Bozan (2012) ise lisansiistii
egitimdeki kaliteyi elestirmistir. Yazara gore, 1980°li yillardan sonra akademik
yayinlar sayr olarak artmasina ragmen bu yiikselis yaym kalitelerinde ve etki
faktorlerinde gozlemlenmemistir. Nayir (2011) lisansiistii egitim alan okul
miidiirlerinin, miifettislerin ve Ogretmenlerin yeterince esnek olmayan lisansiistii

egitim yonetmeliklerinden sikayet¢i olduklarini bulmustur. Diger taraftan, mobbing
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(yildirma), kurumsal destek eksikligi ve demokratik olmayan uygulamalar lisansiistii
egitimde karsilagilabilecek diger sorunlardir (Celep & Konakl, 2013;
Degirmencioglu, 2008; Karakiitilk, Aydin, Abali, & Yildirim, 2008). Sonug olarak

lisansiistii egitimde belli problemler goze ¢arpmaktadir.

Ogrenci Kayb1

Ogrenci kayb1 egitimin tiim diizeylerinde goriilmekle birlikte kisaca bireylerin
ogrenciliginin degisik nedenlerle sona ermesi olarak tanimlanabilir. Yiiksekogretim
baglamindaki 6grenci kaybi1 degisik modeller tarafindan incelenmistir. Spady (1970),
Tinto (1975), Bean (1980) ve Pascarella (1980) gelistirdikleri modellerde
Durkheim’in (1961) intihar girisim modelini 6rnek almiglardir. Buna gore tiniversite
hayatina uyum saglayamayan bireyler okulu terk etmektedir. Spady (1970) terk
olayina sosyolojik agidan yaklasmis ve 6grencinin gevresi ile etkilesiminden hareket
eden bir model ortaya koymustur. Tinto (1975) 6grenci kaybinin boylamsal bir
siiregte oldugundan hareketle sirasiyla 6grencinin ge¢mis nitelikleri, ilk baglhliklar,
akademik ve sosyal sistem deneyimleri, akademik ve sosyal uyum, son baglliklar ve
terk karar1 ile modelini oturtmustur. Bean (1980) ise okul terkini i birakma ile
iligkilendirerek memnuniyetin birakma niyetlerini ve davranmisini etkiledigini
bulmustur. Son olarak Pascarella (1980) 6grenci ile boliim arasindaki gayri-resmi
iliskilerin roliine dikkat ¢ekmis, siif dis1 etkilesimlerin okulu birakma ihtimalini

diislirecegini savunmustur.

Ogrenci kayb siirecinde kurumsal ve amagsal baglilik ile ayrilma niyetlerinin énemi
cok biyiktir. Alan yazindaki bir¢gok c¢alisma ogrenci kaybimin en kuvvetli
onciillerinin kurumsal ve amagsal baglilik ile ayrilma niyetleri oldugunu gostermistir
(Bean, 1982; Davidson, Beck, & Milligan, 2009; Litalien & Guay, 2015; Pascarella
& Terenzini, 1980; Tinto, 1975). Cabrera, Nora ve Castaneda (1993) ogrenci
kaliciligy ile ilgili yaptig1 ¢alismada yapisal esitlik modellemesi kullanmis ve bu
modelde kaliciligi en fazla yordayan degiskenin kalicilik niyetleri; kalicilik
niyetlerini de en fazla yordayan degiskenin baglilik degiskeni oldugunu bulmustur.
Hunter ve Devine’in (2016) Doktora 6grencileriyle yiiriittiigii calisma bolim ve

danigsman tarafindan saglanan destegin 6grencilerin birakma niyetlerini diistirdiigiinii
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gostermistir. Litalien ve Guay (2015) de benzer sekilde destegin okul terki niyetini

diisiirdiigiinii bulmustur.

Ogrenci kaybinin nedenleri ve sonuglar1 da alan yazinda sikliklar tartisilmaktadir.
Ferreira (2003) ¢alismasinda 6grenci kaybinin kadinlarda erkeklere gore daha yiiksek
oldugunu bulurken Hassell, Seston, Eden ve Willis (2007) ise kadinlarin okulu
bitirme ihtimallerinin daha fazla oldugunu bulmustur. Kahn ve Nauta (2001) ise
gecmis performans ile Ogrenci kaliciligl arasindaki iliskiyi incelemis ve gegmis
basarinin anlamli bir yordayict oldugunu bulmustur. Golde (2000) ii¢ kalict olmayan
Ogrenci ile gorigmeler yapmis ve 6grenci kaybi nedenlerinin danismanla iliskiler,
ogrencilerle iliskiler ve terk sebeplerini baskalarina anlatma oldugunu bulmustur.
Martinez, Sher, Krull ve Wood (2009) tarafindan ytiriitiilen ¢aligma burs, kredi ve
tam zamanlt is gibi ekonomik desteklerin 6grenci kaybini yordadigini gostermistir.
Elgar (2003) ise 6grenci kaybinin boliimlere gore degisip degismedigini arastirmis ve
giizel sanatlar ile sosyal bilimlerde 6grenci kayip oranlarinin daha yiiksek, fen
bilimlerinde ise bu oranin daha diisiik oldugunu bulmustur. Diger taraftan, Lovitts
(2001) 6grenci kayiplarinin duygusal ve psikolojik igerikli olumsuz kisisel sonuglar
oldugunu vurgularken Xu (2014) ise 6grenci kaybinin olumsuz duygusal, sosyal ve
ekonomik sonuclar doguracagini belirtmistir. Bu olumsuz sonuglardan kurtulmak ve
ogrenci kaybini diisiirmek icin belli yontemler tavsiye edilmektedir. Danigmanlik,
uyum ve sosyallesme egitimleri, destek ve akademik yardimlar bunlardan bazilardir.
(Bowman, Mazerolle, Pidney, Dodge, & Hertel,2015; Chaney & Farris, 1991;
Gardner, 2008).

Orgiit Tklimi

Giinliik hayatta insanlar siirekli hava durumundan ve yasadiklar1 bolgenin ikliminden
bahsederler. Iklim, ayn1 zamanda orgiitler igin de gegerli bir kavram olup acik iklim
olumlu iligkilerin oldugu kurumlari, kapali iklim ise olumlu iliskilerin bulunmadig:
kurumlar1 temsil etmektedir. Hoy ve Miskel (1991) orgiit iklimini bir kurumda
calisanlarin 1§ yerleri ile ilgili paylastiklar1 algi olarak tanimlamaktadir. Lunenburg
ve Ornstein’e (2011) gore ise oOrgiit iklimi kisa caligma ortaminin kalitesi ile

iliskilidir.
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Orgiit ikliminin tarihsel gelisimi incelendiginde dlgme ¢abalar1 dikkat ¢ekmektedir.
Orgiit iklimi endiistriyel alanlar icin 6nemli olmasina ragmen 6rgiit iklimini 6lgmeye
yonelik ilk adimlar egitim bilimleri alaninda atilmistir (Hoy, Tarter, & Kottkamp,
1991). Halpin ve Crof (1963) ilkdgretim okullarinda 6rgiit iklimini “Orgiit Iklimi
Betimleme Olgegi” ile 6lgmiis ve dgretmenler igin dort, okul miidiirleri igin dort
olmak iizere toplam sekiz davranis ortaya ¢ikarmistir. Ayrica bir kurum igin alti tip
orgit iklimi tiiri 6onermekle birlikte bunlar acgik iklimden kapali iklime dogru
siireklilik igindedir. Acik iklim enerji ve yasam dolu, tatmin edici ve insanlarin
amaglarii basarabildikleri kurumlarda goriiniirken kapali iklim ise diisik gliven
ortami ve kimsenin tatmin olmadigi kurumlarda ortaya c¢ikmaktadir. 1980’11 yillar
itibariyle de degisik tiirdeki Orgiitler, kurumlarinin iklimini olgmeye agirlik
vermiglerdir. Ornegin Welsch ve LaVan (1981) saghk kurumlarindaki iklimi
6lgmeye yonelik ¢aligma yiirtitmiisken Moran ve Volkwein (1988) ise yliksekdgretim

kurumlarindaki iklimi 6l¢meyi denemistir.

Orgiit iklimi kavrami birtakim 6rgiitsel davranmis ve tutumlarla yakindan ilgilidir.
Shanin, Naftchali ve Pool (2013) yaptiklar1 aragtirmada performansin ve oOrglitsel
vatandashigin olumlu orgiit ikliminden etkilendigini bulmustur. Taylor ve
Tashakkori’nin (1995) calismasina gore ise oOrgiit iklimi is tatmini ile iliskilidir.
Mendal, Watson ve Macgregor’un (2002) calismasi isbirlik¢i liderlik stili gosteren
okul midiirlerinin okullarinin olumlu iklimine diger tiir liderlik stili gdsteren okul
yoneticilerine gore daha fazla katki verdiklerini gostermistir. Coso ve Sekayi (2015)
lisansiistli egitim veren kurumlarda Orgiit iklimini arastirmis ve Doktora
ogrencilerinin kariyer planlamalar ile profesyonel gelisimlerinin orgiit ikliminden
etkilendigini bulmustur. Schneider, Brief ve Guzzo (1996) orgiit iklimini degisim
siireciyle iligkilendirmis ve tek bir iklim yerine birden fazla tiir iklim barindiran
kurumlarda siirdiiriilebilir degisimin daha kolay gerceklesebilecegine isaret
etmislerdir. Yiiceler (2009) Tiirkiye’deki yiiksekogretim kurumlarindaki orgiit
iklimini incelemis ve oOrgiit ikliminin Orgiitsel politikalari, yonetici tutumlarini,
fiziksel caligma ortamini ve sosyal iliskileri icerdigini ve ayni zamanda Orgiitsel

baglilig1 sekillendirdigini bulmustur.
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Alanyazinin Tartismasi ve Ozeti

Kurumsal ve amagsal baglilik (Bennett, 2003; Mallette & Cabrera, 1991); cinsiyet,
yas, medeni durum, program diizeyi, donem ve ge¢mis performans gibi kisisel
faktorlerin (Ferreira, 1993; Kahn & Nauta, 2001; Long, Ferrier, Heagney, 2006);
ekonomik destek, tniversite tiirli, alan ve oOrgiit iklimi gibi orgiitsel faktorlerin
(Aragque, Roldan, & Salguaero, 2009; Ishitani, 2006; Ishitani & DesJardins, 2002;
Valore, 2001) 6grenci kaybi, ayrilma niyetleri ve 6grenci kaliciligi gibi degiskenlerle
iliskileri alan yazinda sik¢a calisilmistir. Bu baglamda, calismanin hipotezleri

asagida siralanmistir.

HI: Kisisel ve orgiitsel faktorler 6grencilerin kaliciligini yordamaktadir.
Hla: Kadin 06grencilerin kalict olmamaktaki ihtimalleri erkeklere gore daha
fazladir.
H1b: Evli 6grencilerin kalict olmamaktaki ihtimalleri bekarlara gore daha fazladir.
Hlc: Yiikksek Lisans Ogrencilerinin  kalict  olmamaktaki  ihtimalleri

Doktora’dakilere gore daha fazladir.

H1d: Teknik olmayan {iniversitedeki dgrencilerin kalici olmamaktaki ihtimalleri
teknik tiniversitelerdekilere gore daha fazladir.

Hle: Orgiitsel ekonomik destek almayan ogrencilerin kalici olmamaktaki
thtimalleri orgiitsel bir ekonomik destek alanlara gore daha fazladir.

HI1f: Insani ve edebi bilimlerdeki dgrencilerin kalict olmamaktaki ihtimalleri diger

boliimlerdekilere gore daha fazladir.

H2: Kigsisel ve orgiitsel faktorler kurumsal ve amagsal bagliligin aracilik etkisi ile
lisansiistii egitimden ayrilma niyetlerini yordamaktadir.
H?2a: Kisisel faktorler ile ayrilma niyetleri arasinda bir iliski vardir.
H2b: Orgiitsel faktorler ile ayrilma niyetleri arasinda bir iliski vardir.
H2c: Kurumsal ve amagsal baglilik ile ayrilma niyetleri arasinda bir iligki vardir.
H2d: Kurumsal ve amagsal baglilik ile kisisel faktorler arasinda bir iligki vardir.

H2e: Kurumsal ve amagsal baglilik ile orgiitsel faktorler arasinda bir iligki vardir.
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H2f: Kurumsal ve amagsal baglilik; kisisel faktorler ve ayrilma niyetleri
arasindaki iliskide aracilik rolii iistlenmektedir.
H2g: Kurumsal ve amagsal baglilik; orgiitsel faktorler ve ayrilma niyetleri

arasindaki iliskide aracilik rolii tistlenmektedir.

Yontem

Desen

Bu c¢aligmanin deseni karma model aragtirmasidir. Karma model arastirmalar1 sadece
yontemi degil problem ifadesinden tartigmaya kadar diger tim kisimlari karmalar
(Teddlie & Tashakkori, 2003). Calismanin nicel boyutu iliskisel arastirmaya dayali
iken nitel boyutta hem olgu-bilim hem de belge incelemesi vardir. iliskisel
aragtirmaya konu olan bagimsiz degiskenler; kisisel faktorler (yas, cinsiyet, medeni
durum, ge¢mis performans, program diizeyi ve donem) ve OoOrgiitsel faktorler
(ekonomik destek, {niversite tiirli, alan ve orgilit iklimi boyutlar1) olarak
siniflanabilir. Ayrica aract degisken kurumsal ve amagsal bagliliktir. Son olarak

bagimli degiskenler ise 6grenci kalicilig1 ve ayrilma niyetleridir.

Evren ve Orneklem

Bu c¢alismanin evrenini arastirma {iniversitelerindeki lisansiistli 0grenciler
olusturmaktadir. Iliskisel arastirma i¢in drneklem bu evrenden kiimeleme ile rastgele
secilmisken olgu-bilim arastirmasi i¢inse amaclt 6rneklem yontemi kullanilmistir.
Sonug¢ olarak nicel kisim i¢in 653 nitel kisim iginse 36 kisi calismaya katilim

saglamistir.

Veri Toplama Aracglar

Bu c¢alisma temel olarak ii¢ tane Slgme aracina sahiptir. Ilk dlgme araci icinde
betimleyici sorular ile ii¢ tane &lgek olan bir ankettir. Ikinci dlgme araci kalict
olmayan Ogrenciler, kalic1 dgrenciler, enstitii yoneticileri ve danismanlar igin ayr1
ayrt hazirlanmis dort gorlisme formudur. Son Olgme araci ise arastirma
tiniversitelerindeki 6grencilerin kayit durumlarina gore sayilar1 6grenmeye yonelik

tiniversite bilgi formudur.
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Anketin ilk kisimlar1 katilimcilarin demografik bilgileri ile 6grencilik durumlari,
destek tiirleri ve yasanilan zorluklar1 6grenmek i¢in hazirlanan betimleyici sorulardan
ibarettir. Diger kisimlari ise sirasiyla kurumsal ve amagsal baglilik, ayrilma niyetleri
ve Orgilt iklimi olcekleridir. Kurumsal ve amagsal baglilik olgegi Pascarella ve
Terenzini (1980) tarafindan gelistirilen, Tiirk¢e’ye uyumu Tuna (2010) tarafindan
yapilan ve Tirkiye kosullarinda gecerli ve giivenilir oldugu kanitlanan bir dlgektir.
Olgek tek boyutta yedi maddeye sahip olup 5°li Likert diizenindedir. Ayrilma
niyetleri ve Orgiit iklimi Olgekleri arastirmas: tarafindan gelistirilmistir. Test
gelistirme siireclerinin tamamlanmasiyla her iki Olgek de pilot galismaya tabi
tutulmustur. Pilot ¢alismanin sonunda ayrilma niyetleri Ol¢eginde herhangi bir
giincelleme yapilmamstir. Olgek tek boyutta, iic maddeli ve 5°1i Likert diizeninde
olup gecerli ve gilivenilirdir. Diger taraftan, Ac¢imlayic1i Faktor Analizi bulgulari
dikkate alindiginda orgiit iklimi 6l¢eginde su bulgulara rastlanmstir:

e Yedi tane madde esik faktor yliklerini karsilamamis ve ¢ikarilmastir.

e Olgek 6 boyutta 57.39% varyans agiklamis ve boyutlar “akademik iklim”,
“sosyal iklim”, bolim iklimi”, “yonetimsel iklim”, “6gretim {iyeleriyle
iligskilere dayali iklim” ve “danigmanla iliskilere dayali iklim” olarak ortaya
cikmistir.

e Olgek giivenirligi .87 olmakla birlikte boyutlarin giivenirligi .70 ile .85

arasinda degismektedir.

Goriisme formlart dort degisik grup i¢in hazirlanmis olup her gruba ait degisik
sorular icermektedir. Genel temalar; lisansiistli egitime baslama, lisansiistii egitimde
yapt ve siireg, lisansiistii egitimi birakma nedenleri, lisansiistii egitimi birakmanin
sonuglari, degisim Onerileri, enstitii isleyisi ve danismanlarin 6grencileriyle iligkileri
olarak siralanabilir. Ayrica iiniversitelerin dgrenci kayip oranlarini hesaplamak i¢in
tiniversite bilgi formu hazirlanmistir. Bu formda kayitli 6grenci sayisi, kaydini
sildirmis O6grenci sayist ve kaydini yenilemeyen O8renci sayisi gibi arsiv verisi

istenmektedir.
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Gorgiil Veri Toplama Siireci

2017 yil1 sonunda bir devlet iiniversitesinde gerceklesen pilot calisma sonunda anket
ve goriisme formlarinda giincellemeler meydana gelmis ve Etik Kurul izinleri ile
kurumsal izin siirecleri ana ¢alisma i¢in tekrar baslatilmistir. 2018 yili mart ayz ile
mayis ay1 arasinda nicel veri, ayn1 yilin mayis ayi ile temmuz aylari arasinda ise nitel
veri toplanmigtir. Calismaya goniillii olarak katilanlarin kisisel bilgileri arastirmaci

tarafindan garanti altina alinmistir.

Veri Analizi Siireci

Pilot ¢alismada agimlayici faktor analizi igin ve istatistiksel program kullanilmstir.
Ana calismada dogrulayict faktér analizi, yapisal esitlik modellemesi, lojistik
regresyon ve hiyerarsik regresyon i¢in ¢ok degiskenli analizleri yapan iki farkli
istatistiksel paket analiz programlart kullanilmistir. Ana ¢aligmada betimsel sorulara
verilen yanitlar frekans veya ortalama ve standart sapma degerleri ile tablolastirilarak
ya da sekillestirilerek sunulmustur. Ardindan ¢alismanin hipotezlerini test etmek i¢in
cikarimsal istatistikten faydalanilmistir. Lojistik regresyon, yapisal esitlik modeli ve
hiyerarsik ¢oklu regresyon analizi yapilmistir. Bu testler i¢in normallik, bagimsiz
gozlem ve homojenlik gibi bir¢ok varsayim incelenmis, alfa degeri .05 olarak
alimmistir. Nitel boyutta ise, icerik analizi ile alt kod, kod ve alt temalar ortaya

cikarilmistir.

Arastirmamin Simirhiliklar

Caligmanin en Onemli smirligi ekolojik genelllenebilirlikle ilgilidir. Calisma
aragtirma Universitelerinde yapildig1 i¢in Tirkiye’deki daha biiyiik bir kismi
kapsayan, arastirma iiniversitesi olmayan diger liniversitelere bu ¢alismanin sonuglari
genellenemez. Diger taraftan katilimer niteligi, zaman ve beklenmedik olaylar gibi
calismanin i¢ gecerligini tehdit eden unsurlar ¢alisma i¢in ayni1 zamanda bir sinirlik

olusturmaktadir.
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Bulgular

Betimleyici Istatistik

Lisansiistii dgrencilerin egitim masraflarin1 karsilama yollarinda en fazla
karsilagilan ekonomik destek tiirii 6zel sektorlerde calisma (N = 146) ve aile
destegidir (N = 142). Yirmi bir kisi hi¢bir destegi olmadigini belirtmistir.
Lisansiistii 6grencilerin en fazla zorlukla karsilastigi alanlar sirasiyla is ve
okul arasindaki denge (N = 249), programin yapist (N = 230) ve ekonomik
destektir (N = 220). En az zorlukla karsilasilan alanlar ise kiiltiirel uyum (N =
23), aile destegi (N = 26) ve saglik problemleridir (N = 31).

Lisansiistii 6grencilerin orgiit iklimi algis1 (O = 4.05, SS = .46) kurumsal ve
amagsal baglilik algisindan (O = 4.33, SS = .54) daha diisiik goriinmektedir.
Lisanstistli 6grencilerin okuldan ayrilma niyetleri (O = 1.48, SS = .69) diistik

diizeyde goriinmektedir.

Dogrulayic1 Faktor Analizi

Analiz i¢in y2/df, RMSEA, NFI, NNFI ve CFI kritik degerler olarak ele
alinmistir.

Orgiit iklimi 6lgeginin alti faktdrlii yapist kabul edilebilir diizeyde uyum
saglamig ve Olgegin gilivenirlik ve gegerligi kanitlanmustir, ¥2/df = 4.50 ,
RMSEA = .073, NFI = .95, NNFI = .96, CFI = .96,

Kurumsal ve amagsal baglilik 6lgeginin tek faktorlii yapisi kabul edilebilir
diizeyde fit etmis ve 6l¢egin giivenirlik ve gecerligi saglanmistir, x2/df = 4.31
, RMSEA =.071, NFI = .95, NNFI = .96, CFI = .98,

Ayrilma niyetleri dlgeginin tek faktorlii yapisi mitkemmel diizeyde uyum

saglamistir, 2 = .00, p = 1.00.

Lojistik Regresyon Sonuclari

Ekonomik destek Ogrenci kaliciligmmi en kuvvetli yordayan degiskendir.
Destek almayan 6grencilerin arastirma gorevliligi destegi olanlara gore kalici
olmama ihtimalleri daha fazladir, Wald’s y2 = 7.51, p = .006. Yine ayni

sekilde destek almayan 6grencilerin burs destegi alan dgrencilere gore kalict
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olmama ihtimalleri daha fazladir, Wald’s ¥2 = 4.00, p = .045. Hle
dogrulanmistir.

Ogrencilerin cinsiyeti 6grenci kalicihigini yordanustir. Erkek 6grencilerin
kadin 6grencilere oranla kalici olmama ihtimali daha fazladir, Wald’s 2 =
9.00, p=.003. Hla yon olarak dogrulanmamastir.

Ogrencilerin program diizeyi 6grenci kaliciligim yordamustir. Yiiksek Lisans
Ogrencilerinin Doktora 0Ogrencilerine gore kalici olmama ihtimali daha
yiiksektir, Wald’s 42 = 6.98, p =.008. Hlc dogrulanmistir.

Sonug olarak H1b, H1d, H1f ve Hlg hi¢bir sekilde dogrulanmamisken Hla
iligki olarak dogrulanmis ama iligkinin yoni itibariyle dogrulanmamustir. Hlc

ve Hle ise dogrulanmustir.

Yapisal Esitlik Modellemesi Sonuclar:

Yapisal model kabul edilebilir uyum indislerine sahip olup model kabul
edilebilir diizeyde uyum saglamistir, x2/df = 3.96 , RMSEA = .068, NFI = .93,
NNFI =.93, CFI = .95.

Ayrilma niyetleri kisisel faktorler tarafindan anlamli olarak yordanirken
orgiitsel faktorler tarafindan anlamli olarak yordanmamustir.

Kurumsal ve amagsal baglilik ayrilma niyetlerini anlamli olarak yordamustir.
Hem kisisel hem orgiitsel faktorler kurumsal ve amagsal baglilig1 yordamigtir.

Sonug olarak H2a, H2¢, H2d ve H2e dogrulanirken H2b ise reddedilmistir.

Hiyerarsik Regresyon Sonuclari

Kurumsal ve amagsal baglilik; orgiitsel faktorler (8 = .45, p < .05) ve gecmis
performans (f = .12, p < .05) ile donemi (f = -.08, p < .05) iceren kisisel
faktorler tarafindan yordanmustir.

Ayrilma niyetleri; oOrgiitsel faktorler (6 = -.26, p < .05) ve gecmis
performans1 (f = -14, p < .05) igeren kisisel faktorler tarafindan
yordanmustir.

Ayrilma niyetleri; kurumsal ve amagsal baglilik (= -.70, p < .05) tarafindan

yordanmustir.
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Sonug olarak kurumsal ve amacsal bagliligin kisisel faktorler ve orgiitsel
faktorlerin ayrilma niyetleriyle arasindaki iliskide aracilik rolii {istlendigi

ortaya ¢cikmis ve H2f ve H2g dogrulanmustir.

Goriisme Sonuclari

Kalic1 olmayan ve kalici olan Ogrenciler danigsman ile iligkileri, 6gretim
tiyeleri ile iliskileri, boliim ve isle ilgili sorunlar1 6grenci kaybina etki eden
orgiitsel nedenler olarak gosterirken kisisel nedenler diger ihtimallerin
diistiniilmesi, ailevi sorumluluklar, zaman i¢inde meydana gelen degisimler
ve yabanci dil becerileri olarak siralanmaistir.

Enstitli yoneticileri ve danigmanlara gore 6grenci kaybina neden olan orgiitsel
faktorler; damisman ile iliskiler, 6gretim {iiyesi ile iliskiler ve calisilan
kurumdan izin alamama iken kisisel faktorler devamsizlik, aile, ekonomik
durum, askerligi erteleme ve diger iiniversitelere gecis yapma istegidir.
Ogrenci tarafinin yarist 6grenci kaybm orgiitsel nedenlere (N = 10)
atfederken Ogrenci kaybini kisisel nedenlere (N = 8) atfedenlerin sayist
azimsanmayacak kadardir.

Orgiit tarafinin biiyiik cogunlugu 6grenci kaybini kisisel etkenlere (N = 15)
atfetmektedir.

Sonug olarak 6grenci kaybini kisisel etkenlere atfeden katilimei sayist (N =
21) orgiitsel nedenlere atfeden katilimcr sayisindan (N = 12) fazladir. Ug

katilimci 6rgiitsel ve kisisel faktorleri es degerde sorumlu tutmustur.

Ogrenci Kayip Oranlar

Ogrenci Kayip oranlar yiiksek olmasina ragmen bir artis ya da azalis egilimi
icinde degildir.
Ogrenci kayip oranlar1 son ii¢ y1l i¢in de Yiiksek Lisans’ta Doktora’ya gore

daha fazladir.
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Sonu¢

Tartisma

Calismanin hem nicel kism1 hem de nitel kismui kisisel etkenlerin orgiitsel etkenlere
gore ogrenci kaybinda daha etkili oldugunu gostermistir. Iliskisel tarama
aragtirmasinda kisisel faktorlerden cinsiyet ve program diizeyinin anlamli olarak
ogrenci kaliciligin1 yordadigi; gecmis basari, donem ve yasi igeren kisisel faktorlerin
de ayrilma niyetlerini yordadigi bulunmustur. Ayrica 6grenci kaliciliginin orgiitsel
faktor olan ekonomik destek tarafindan yordanirken oOrgiitsel faktorlerin ayrilma
niyetlerini anlamli olarak yordamadigi ortaya ¢ikmistir. Kurumsal ve amagsal
bagliligin kisisel faktorler ve orgiitsel faktorlerin ayrilma niyetleri ile iligkisinde
aracilik rolii oldugu ortaya ¢ikmistir. Olgu-bilim arastirmasinda ise 6grenci tarafinin
ogrenci kaybini orgiitsel nedenlere atfettigi, orgiit tarafinin da 6grenci kaybini kisisel
nedenlere yiikledigi sonucuna ulagilmistir. Her iki tarafin sonuglari birlestirildiginde

kisisel faktorlerin daha baskin ¢iktig1 goriilmiistiir.

Pilot ¢aligma siireciyle gelistirilmeye baslanan orgiit iklimi 6lgegi ile ilgili bulgular
alanyazinla uyumlu haldedir. Barkowski (1988) kurumsal iklim olusturmada
tiniversite rektorlerinin roliinli aragtirmis ve rektorlerin azinlik katilimi ile kurumsal
destege olan etkisini bulmustur. Bu c¢alismadaki yonetimsel iklim boyutundaki
demokratik katilim, c¢esitlilik ve destek ile ilgili maddeler yazarin bulgusu ile
ortiismektedir. Bu calismada ortaya ¢ikan bir diger boyut olan boliim iklimi ile ilgili
sonuclar da Coso ve Sekayi’nin (2015) calismasi ile uyumludur. Onlarin ¢aligmasi da
boliim kiiltiirliniin  destekleyici kurum iklimindeki olumlu etkisini gostermistir.
Akademik iklim de alanyazindaki diger calismalar tarafindan Onemsenen bir
boyuttur. Evans-Harvey’in (1995) 6grenme igin olumlu iklimi; Duwve, Columbaro
ve Poggiali’nin (1992) iretim odakli iklimi ve Sokol, Gozdek, Figurska ve
Blaskova’nin (2014) entellektiiel diirtiisi bu c¢alismadaki akademik iklime denk
gelmektedir. Diger taraftan bu ¢alismada ortaya cikan etkilesim ile ilgili olan ii¢
boyut (sosyal iklim, Ogretim {iyeleriyle etkilesime dayali iklim, danismanla
etkilesime dayali iklim) da alan yazin ile paralellik gostermektedir (Grobler &
Grobler, 2015; Manuela, Cecilia, & Joao, 2014; Musah et al., 2016; Tiwari, 2014).
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Calismanin sonucunda cinsiyetin, ekonomik destegin ve program diizeyinin 6grenci
kaliciligin1 - yordadigi bulunmustur. Bu sonuglar genel olarak alan yazinla
ortiismesine ragmen alan yazindan ayrilan noktalar da barindirmaktadir. Ornegin bu
calisma kadinlarin erkeklere gore daha fazla kalici olmama ihtimaline sahip
oldugunu iddia etmesine ragmen bulgular tam tersi bir sonu¢ ortaya koymus ve
hipotez cliriitiilmiistiir. Calisma bu sonugla Hassell, Seston, Eden ve Willis’in (2007)
calismasiyla parallellik gosterirken Castello, Pardo, Sala-Bubara ve Sune-Soler’in
(2017) calismasiyla ise tezatlik gostermektedir. Cinsiyetle ilgili bu farkli sonuglarin
nedeni arastirmanimn yapildigi baglamlardaki farkliliklarla aciklanabilir. Ornegin,
Johnes ve McNabb (2004) biiyiik tliniversitelerdeki kadin 6grencilerin daha fazla okul
terki ihtimaline sahip olduklarini bulmusken akademik olarak ¢ok sayida kaliteli
Ogrencilerin  bulundugu {iiniversitelerde ise erkek Ogrencilerin okul terki
ihtimallerinin daha fazla oldugunu bulmustur. Tirkiye baglaminda, erkek
Ogrencilerin kalicilik ihtimallerinin daha diisiik ¢ikmasi ise askerlikle ilgili olabilir.
Bu calisma gibi alanyazindaki bir¢ok calisma da (Balci, 2014; Coruk, Cagatay, &
Oztiirk, 2015; Erkilig, 2007) dgrencilerin askerligi ertelemek igin lisansiistii egitime
basladiklarini bulmustur. Diger taraftan orgiitsel ekonomik destegin kalici1 olmama
ihtimalini distirdiigli sonucu (Holly & Caldwell, 2012; Wao & Onwuegbuzie, 2011;
West, Gokalp, Pena, Fischer, & Gupton, 2011) ile Yiiksek Lisans’ta kalict olmama
thtimalinin yiiksekliginin lisansiistii egitimde ilk donemlerde kalici olmama
thtimalinin yiiksekligi ile iligkili olmas1 (Biilbiil, 2012; Golde, 1998; Lassibille &
Gomez, 2008; Lott, Gardner, & Powers, 2009; Napoli & Wortman, 1998) alan
yazinla uyumlu haldedir.

Calismanin yapisal modeli yas, donem ve geg¢mis performansi igeren kisisel
faktorlerin ayrilma niyetlerini yordadigini gostermistir. Calismanin bu sonucu
alanyazindaki diger calismalarla benzerlik gostermektedir. Yas (Castello, Pardo,
Sala-Bubare, & Sune-Soler, 2017; Fike & Fike, 2008; Lott, Gardner, & Powers,
2009), donem (Bank, Slavings, & Biddle, 1990; Ishitani, 2003) ve gecmis
performans (Aulck, Velagapudi, Blumenstock, & West, 2016; Cabrera, Nora, &
Castaneda, 1993; Ethnigton, 1990; Ishitani, 2006; Kahn & Nauta, 2001; Seidel &
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Kutieleh, 2017; Xu, 2014) alan yazinda &grenci kaybi ile iliskilendirilen bireysel
niteliklerdir.

Calismanin diger bir dnemli sonucuna gore ise kurumsal ve amagsal baglilik; kisisel
faktorler ve orgiitsel faktorlerin ayrilma niyetleri ile iliskilerinde araci degiskendir.
Diger bir ifade ile orgiitsel ve bireysel faktorlerdeki degisim kurumsal ve amagsal
baglilig1 etkilemekte, kurumsal ve amagsal bagliliktaki bu degisim de ayrilma
niyetlerini etkilemektedir. Calismanin bu sonucu alan yazinla uyumlu haldedir. Alan
yazindaki c¢alismalar genellikle okul terki davranisinin en kuvvetli yordayicilarinin
ayrilma niyetleri ile kurumsal ve amagsal baglilik oldugunu bulmuslardir (Bean &
Mentzner, 1987; Mallette & Cabrera, 1991; Napoli & Wartman, 1998). Diger
taraftan bu caligmada Orgiitsel faktorler ile kisisel faktorlerin kurumsal ve amagsal
baglilig1 yordadigi bulunmustur. Bu sonug¢ da alan yazin ile benzerlik tasimaktadir.
Ornegin, Cabrera, Nora ve Castaneda (1993) bagliligin akademik ve sosyal uyum ile
arkadag ve aileden gelen destek tarafindan yordandigini; Strauss ve Volkwein (2004)
ise baghiligin yas, medeni durum ve bir azinlik mensubiyeti olma durumundan

yordandigini bulmustur.

Caligmanin nitel kisminda ise ogrenci kaybinin c¢ogunlukla kisisel etkenlere
atfedildigi goriilmiistiir. Bu sonu¢ alan yazindaki diger ¢alismalarla benzerdir
(Gardner, 2009a; Herman, 2011; Lovitts, 1996). Ayrica, danisman ile iliskiler,
ogretim lyesi ile iliskiler, boliim ve isle ilgili sorunlar 6rgiitsel faktorler olarak dikkat
cekerken askerligi erteleme, devamsizlik, ailevi sorumluluklar, diger alternatiflere
yonelme ve baska liniversitelere gegis kisisel etkenler olarak géze ¢arpmaktadir. Bu
sonuclar alanyazin ile uyumludur. Danigman ile iligkiler (Zeng, Webster, & Ginns,
2013), is ve okul arasindaki denge (Castello, Pardo, Sala-Bubare, & Sune-Sole,
2017), diger segenekleri degerlendirme (Allen & Dorry, 2001), ailevi sorumluluklar
(Beer & Lawson, 2017), askerlik erteleme (Coruk, Cagatay, & Oztiirk, 2016),
ogretim lyesi ile iligkiler (Aypay, Ceki¢, & Boyaci, 2012) alan yazinda 6grenci
kayb1 ile iliskilendirilen bazi degiskenlere ornek olarak gosterilebilir. Dokiiman
analizinde ise 6grenci kaybinin son ii¢ yilda i¢inde yiiksek oranlarda oldugu, artis ya

da azalis egilimi tasimadig1 ve her defasinda Yiiksek Lisans i¢in daha yiliksek oldugu
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bulunmustur. Bu yiiksek oranlar makro diizeydeki politikalarla agiklanabilir. Ornegin
son 10 yilda 6559, 6353, 6111, 5806 ve 5316 numarali af kanunlar1 ¢ikmistir. Bu
kanunlar okulu birakan ogrencilere geri donlis hakki vermekte olup bu hak
ogrencilerin egitime devamu igin bir engel olarak degerlendirilebilir. Benzer olarak,
stirekli yeni tiniversiteler agilmasi, liniversiteler ve boliimler aras1 gecislerin kolaylig

bu yiiksek oranlarda etkili olabilir.

Cikarim

Bu ¢alismanin sonuglart ile ilgili olarak arastirma, kuram ve uygulama boyutunda
belirli ¢ikarimlar getirilebilir. Arastirma boyutu ile ilgili olarak bu ¢alisma lisansiistii
egitimde 6grenci kaybinda rolii olan kisisel ve oOrglitsel etkenleri ortaya cikararak
alan yazindaki 6nemli bir boslugu doldurma hususunda bir girisimde bulunmustur.
Bu baglamda ¢alismanin 6grenci kaybina ¢ok boyutlu yaklasmasi, nedensel iligkiler
kurmasi, orgiit iklimi ile ilgili gegerli ve giivenilir bir dlgek gelistirmesi, nicel ve nitel
arastirma desenlerini bir arada kullanmasi ve bir¢cok paydasin goriisiine basvurarak
olaya genis bakis agisiyla bakabilme imkani sunmasi nedenleri ile alanyazina
arastirma boyutunda katkilar sunmustur. Kuram boyutu ile ilgili olarak da orgiitsel ve
kisisel faktorlerin Biyoekolojik Kuram’in bes katmam ile iligkilendirilerek
incelenmesi ve farkli paydas goriislerinin  Yikleme Kurami baglaminda
degerlendirilmesi kuramsal tartigmalara katki saglamistir. Son olarak, uygulama
boyutunda tiim paydaslarin goriislerinin alinmas1 ve 6grenci kaybinda rolii olan
kisisel ve Orgiitsel faktorlerin ortaya c¢ikarilmasi kaliteli ve siirdirtlebilir bir
lisansiistii egitimin saglanmasi hususunda politika yapict ve uygulayicilarina 151k

tutacaktir.

Simirhiiklar ve Oneriler

Bu caligmanin sonuglar1 gbz oOniine alindiginda arastirmacilara ve uygulayicilar
belirli Oneriler getirilebilir. Arastirmacilara yapilan en Onemli Oneri ekolojik
gecerligin saglanmasina yonelik olarak benzer calismalarin daha farkli tiirdeki
tiniversiteleri de igine alarak yapilmasidir. Ayrica, belli noktalarda katilimci
cesitliligi saglanamamustir. Bu smirlilign ortadan kaldiracak sekilde daha farkh

alanlardan, tniversitelerden, meslek gruplarindan, yas gruplarindan ve benzeri

333



degisik gruplardan katilimcilarin oldugu c¢alismalar ortaya koyulmalidir. Diger
taraftan her ne kadar g¢alisma sonuglart 6lgme araglarinin giivenilir ve gegerli
sonuglar verdigini gosterse de benzer ¢aligmalar farkli 6lgek ve dlgme yontemleriyle
yapilabilir. Arastirmacilara son Oneri ise kavramlarla ilgilidir. Bu calisma genel
olarak ayrilma niyetlerini konu almistir. Gelecekteki caligsmalarin bizzat ayrilma
davranigin1  gosteren Ogrencilerin odaga konularak yapilmasi Onerilmektedir.
Uygulayicilara yapilacak en 6nemi Oneri ise karar verme ve uygulama siire¢lerinde
kisisel ve orgiitsel faktorleri bir arada diislinerek buna gore strateji belirlemeleridir.
Ayrica kurumlararasi isbirligi ve uyumlu calisma da birgok sorunu ¢ozebilme
potansiyeline sahiptir. Son olarak unutulmamalidir ki karsilikli saygi ve deger verme
tim kapilar1 agacaktir. Yiizleri giilen ve mutlu insanlar barindiran, gelismis ve

stirdiirtilebilir bir yiiksekdgretim uzakta degil.
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