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study revealed diverse insights into how such favoritist practices influence teachers’ attitudes toward
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a set of recommendations was proposed to enhance the potential positive outcomes of favoritism
while preventing its detrimental effects.
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1. Introduction

Favoritism is to grant privileged treatment based on personal relationships (Chervenak & McCullough, 2007).
According to this definition, favoritism may be perceived as a behavior that is intended to benefit the favored
individual. However, the essence of a favoritist relationship involves mutual benefit. For the favored person,
this benefit is often material; meanwhile, for the favoring one, it is generally intangible (Giinay & Ozyer, 2022).
Moreover, the advantages of favoritism benefit not only the individuals who are involved but also those
belonging to the group close to the favored from favoritist practices (Yang et al., 2021). While those who benefit
from favoritism receive privileges, those who are not favored are penalized or neglected (Aydogan, 2012). This
situation represents an unfair punishment for the unfavored and those exposing discrimination and also an
unjust reward for the favored (Demirbilek, 2024). In this sense, favoritism may cause negative emotions such
as hopelessness, anxiety, unhappiness, and pessimism among individuals (Sakgak et al., 2023) and may also
lead to polarization among them. It may decrease individuals’ morale, motivation, commitment, performance,
and sense of trust (Han, 2023). Consequently, favoritism is generally perceived negatively. However, the
concept of favoritism carries both positive and negative connotations. The reason for this duality arises from
the term “favor,” which has both positive and negative meanings. In its negative sense, a “favor” refers to an
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undeserved privileged treatment. In its positive sense, it denotes helping, supporting, or doing something for
the benefit of someone in need (Yang et al., 2021). Due to this positive connotation, favoritism is often confused
with reciprocity, benevolence, and altruism. This confusion may give rise to various ethical dilemmas and
issues (Ozler & Buyukarslan, 2011).

In literature review, favoritism is highlighted that it should be considered as an ethical dilemma. That’s why,
it can lead to both positive and negative outcomes. Particularly in family businesses, favoritism toward family
members may produce positive results such as fostering stronger relations with management and enhancing
performance. However, favoritism is not a welcomed situation in organizations outside the realm of family
firms (Fu, 2015). Although favoritism among family members constitutes in-group favoritism, unlike the
favor-exchange relationship inherent in favoritism, it does not involve reciprocity as suggested by the
principle of “kin altruism.” Favoritist and altruistic behaviors toward family members are generally expected.
From an evolutionary perspective, favoring relatives is considered natural (Burhan, 2020). On the other hand,
favoritism is regarded as unethical since it is associated with discrimination, loss of productivity, reduced job
satisfaction, injustice, and corruption. Nevertheless, in some societies, favoritism is considered necessary,
appropriate, and acceptable from an ethical standpoint because it yields positive outcomes for both
individuals and organizations (Hotho et al., 2020). Drawing attention to the ethical ambiguity of favoritism
and noting that certain favoritist behaviors may not be ethically unjustifiable, Chervenak and McCullough
(2007) emphasized organizational benefit as the primary criterion for determining whether favoritism is
ethically appropriate. They argued that the main reason favoritism is considered unethical lies in the
recruitment of unqualified or incapable individuals. They asserted that favoritism may be exercised in
recruitment and retention processes for qualified individuals who can benefit the organization, and they even
highlighted that favoritism can be an important strategy for hiring and retaining personnel. They justified this
argument on the basis that such favoritism is practiced not for personal gain but for organizational interest.
However, in Tiirkiye, the “Regulation on the Principles of Ethical Behavior for Public Officials and the
Procedures and Principles for Application” underscores that public officials must not use their duties, titles,
or authorities to provide benefits to themselves or others and must refrain from discriminatory or favoritist
behavior (Meri¢ & Erdem, 2013). In this context, favoritism in public institutions constitutes unethical behavior
that public officials are legally obligated to avoid.

Although favoritism is often examined as a practice prevalent in public institutions, it is widespread across all
organizations (Cesur & Erol, 2020). In organizational settings, favoritism occurs when those in authority grant
privileged and biased treatment to certain individuals over others in recruitment and promotion processes
(Mollerstrom, 2022) by employing criteria unrelated to the individuals’ experience, service, knowledge, or
development (Safina, 2015). Such criteria may include kinship, friendship, shared political views, or other non-
professional factors (Aydogan, 2012). These criteria provide the foundation for different forms of favoritism.
In the literature, favoritism is categorized into “personal favoritism” and “political favoritism.” Personal
favoritism includes preferential treatment based on kinship, friendship, hometown connections, being from
the same tribe, or belonging to the same professional group. Political favoritism involves providing unfair
benefits to one’s voter groups based on political alignment. Personal favoritism is divided into nepotism and
cronyism, whereas political favoritism includes service favoritism, patronage, and clientelism. Nepotism is
based on kinship ties, while cronyism relies on close social relationships such as friendship or hometown
connections. Service favoritism refers to prioritizing services that benefit political supporters by leveraging
public resources. Clientelism involves distributing public resources through tenders, privatizations, or similar
means to political supporters. Patronage refers to appointing political allies to high-ranking positions
(Ozkanan & Erdem, 2014).

Favoritism in organizations may occur horizontally or vertically. Horizontal favoritism arises among
individuals with equal status (e.g., business partners, colleagues, friends). Vertical favoritism occurs among
those with differing status and is based on a superior—subordinate relationship in which the subordinate’s
loyalty is exchanged for the superior’s favoritist behavior (Khatri & Tsang, 2003). In vertical favoritism, the
favoring party occupies a higher hierarchical position, while the favored individual is in a lower hierarchical
position and is protected or supported by the superior (Yazici & Can, 2020). In this context, favoritist behaviors
exhibited by school administrators are considered a form of vertical favoritism. Accordingly, favoritism is
described as a managerial flaw (Biite, 2011), whereby school administrators overlook the knowledge, abilities,
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and skills of subordinates and grant privileged access to resources and favorable working conditions based
on personal ties (Yang et al., 2021).

Favoritism in school administration may reduce organizational commitment (Dagh & Akyol, 2019; Ozdemir
& Giindiiz, 2022), organizational justice (Cesur & Erol, 2020; Polat & Kazak, 2014), organizational trust
(Ozdemir & Giindiiz, 2022), motivation (Oz & Arabaci, 2024), and school effectiveness (Polat & Kazak, 2024);
it may also increase organizational cynicism (Genger Celik, 2020), organizational silence (Aydin, 2016; Turhan
& Erol, 2020), organizational dissent (Toytok & Ugar, 2018), and job alienation (Gider & Okgu, 2022). Besides,
it can be clearly observed that the favoritism in school administration may result in low productivity (Li, 2019);
weak school climate and collaboration among teachers (Hina et al., 2026); low job satisfaction (Jackson, 2020);
workplace conflict (Thompson Powell, 2024); negative teaching experiences such as damaged collaborative
learning, educational inequality, teachers” biased attitudes, teacher-student conflicts, learning barriers, unfair
students’ treatments, negative learners’” experiences, and unhealthy academic atmosphere (Mostafaei Alaei &
Alaei, 2023); and the spread of unrest (Joseph & Alhassan, 2023). Therefore, school principals must refrain
from favoritist practices. However, it has been determined that school principals exhibit favoritist behaviors
due to reasons such as obtaining power, gaining respect, pleasing upper management, protecting affiliates,
acquiring benefits, incompetence, or insecurity (Kahraman, 2020; Sakcak et al., 2023). Although teachers may
feel disturbed by school principals’ unfair practices, their tendency to remain silent (Aslan & Orhan Cinar,
2023; Celep & Kaya, 2016; Ozgiiven, 2024) may lead principals to continue their favoritist behaviors. Treating
silence as a reaction to injustice, Pinder and Harlos (2001) argued that employees exposed to principals' unfair
practices may feel obliged to remain silent despite their dissatisfaction. Morrison and Milliken (2000) pointed
out that this compulsion may stem from beliefs that speaking up about organizational problems is either risky
or ineffective in altering the current condition. Accordingly, silence, which is a form of response that occurs
beyond teachers’ volition, can be conceptualized as a “silent scream,” reflecting a situation in which teachers
wish to express their thoughts to change the current condition but are unable to do so. Consulting the
viewpoints of teachers who have personally experienced school principals’ favoritist practices is essential to
ensuring that their “silent screams” are heard. Thus, more comprehensive findings and more realistic,
problem-solving recommendations can be obtained regarding school principals’ favoritist behaviors. The
insights gathered may contribute to evidence-based interventions aimed at creating more inclusive and high-
quality learning environments by mitigating favoritist practices (Han, 2023).

In the relevant literature, there is still limited qualitative evidence focusing specifically on how teachers
experience and interpret favoritist attitudes and behaviors of school principals in their daily professional lives.
It is observed that the effects of favoritism have not been broadly addressed in studies in respect to school
principals’ favoritist behaviors (Ayas & Atmaca, 2023; Bayram et al., 2024; Demirtas & Demirbilek, 2019;
Gokegedag et al.,, 2023; Giindeyerli & Aypay, 2022; ikiz & Polat, 2024; Kabaaga¢ & Yaylaci, 2024; Kahraman,
2020; Kaya, 2022; Sakgak et al., 2023; Tiirk et al., 2023). In particular, the persistence of favoritism in school
contexts raises questions about its impact on attitude toward the school, teaching profession, teacher
performance, colleague relations, relations with students and relations with parents. Moreover, the existing
literature provides insufficient insight into the preventive mechanisms that can be adopted at the school level
to address such practices. Therefore, this study seeks to address this gap. In this study, teachers’ views
regarding school principals’ favoritist attitudes and behaviors were examined. It was focused on school
principals’ favoritist attitudes and behaviors and their impact on teachers’ school-related attitudes,
professional attitudes, performance, relationships with colleagues, parents, and students as well as the
prevention of these attitudes and behaviors. It is anticipated that the findings will contribute to the literature
by increasing awareness regarding favoritist attitudes and behaviors and their consequences, informing policy
decisions aimed at prevention, and guiding school principals” practices.

The purpose of this study is to examine teachers’ views regarding school principals’ favoritist attitudes and
behaviors. In line with this purpose, answers were sought to the following research questions:

e  What are teachers’ views on the favoritist attitudes and behaviors exhibited by school principals?
e  What are teachers’ views on the effects of school principals’ favoritist attitudes and behaviors?

e  What are teachers’ suggestions for preventing school principals’ favoritist attitudes and behaviors?
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2. Methodology
2.1. Research Model

This study employed phenomenology, which is one of the qualitative research designs. The phenomenological
design allows for a rich and detailed description of the phenomenon under investigation. It presents how
individuals experience the phenomenon (Eddles-Hirsch, 2015) and gives meaning to these experiences
(Creswell, 2014). In phenomenology design, it is focused on describing, understanding, and explaining
individuals’ experiences (Sousa, 2014). In this study, the experiences of teachers who have been exposed to
school principals’ favoritist attitudes and behaviors were analyzed. It was focused on describing in detail,
understanding, and explaining how teachers experience school principals” favoritist attitudes and behaviors
and their effects on teachers’ attitudes toward school, professional attitudes, performance, and relationships
with colleagues, parents, and students, as well as how teachers make sense of preventive strategies.

2.2. Research Sample

In this research, maximum variation sampling, one of the purposeful sampling methods, was used. Purposeful
sampling includes individuals who have experience or knowledge related to the phenomenon under study
(Oppong, 2013). In maximum variation sampling, individuals who differ as much as possible according to the
predetermined criteria are selected (Shaheen & Pradhan, 2019). In this way, diverse experiences within the
sample provide deeper insights into the phenomenon being examined (Nyimbili & Nyimbili, 2024). In
determining the study group, diversity was tried to be provided by including teachers varying in gender, age,
professional experience, subject area, and school type in the scope of research. However, the diversity of the
study group in terms of different variables (such as different provinces, regions, socioeconomic contexts, etc.)
is beyond the scope of the study. This may be considered a sampling limitation that restricts the presentation
of comprehensive research findings regarding the phenomenon that has been examined. Details regarding the
study group, composed of 12 teachers working in the city center of Nigde and selected with consideration of
diversity across the relevant variables, are presented in Table 1.

Table 1. Demographic Information of the Study Group

Participant Years of

Code Gender Age Experience Subject Area School Type

P1 Male 43 21 Mathematics Project Anatolian High
School

P2 Male 43 15 Information Technologies Project Anatolian High
School

P3 Female 37 13 English Project Anatolian High
School

P4 Female 39 15 Classroom Teacher Primary School

P5 Female 41 19 Technology and Design Middle School

P6 Male 45 20 Technology and Design Middle School

P7 Female 52 25 Visual Arts Middle School

P8 Female 42 21 Technology and Design Middle School

P9 Female 47 26 Classroom Teacher Primary School

P10 Female 45 24 Psy'chologlcal Counseling and Primary School

Guidance
P11 Female 42 22 Classroom Teacher Primary School
P12 Female 38 15 Classroom Teacher Primary School

Table 1 shows that nine of the participants were female and three were male. Their ages ranged from 37 to 52,
and their professional experience varied between 13 and 26 years. In terms of branches, the study group
consisted of 4 classroom teachers, 3 technology and design teachers, 1 mathematics teacher, 1 information
technologies teacher, 1 English teacher, 1 visual arts teacher, and 1 psychological counseling and guidance
teacher. Five participants worked in primary schools, four in lower secondary schools, and three in upper
secondary schools.

2.3. Data Collection Tools and Procedure

The most suitable data collection method for phenomenological studies is the interview technique. Interviews
allow for an in-depth exploration of the phenomenon under investigation, enabling participants to express

175



International Journal of Psychology and Educational Studies 2026, 13(3), 172-190

their experiences in detail and remain faithful to reality. Interviews may be structured, semi-structured, or
unstructured (Padilla-Diaz, 2015). In this study, semi-structured interviews were conducted using a semi-
structured interview form. First, a literature review was carried out, and a draft interview form was prepared.
The form was then reviewed by an expert to assess the clarity of the questions and their relevance to the
purpose of the study. Minor wording adjustments were made in line with expert feedback. Subsequently, a
pilot interview was conducted. It was ensured that the questions were comprehensible to participants by the
pilot interview. The interview form prepared consisted of two parts. The first part included items regarding
teachers’ personal information (gender, branch, age, professional experience, and school level). The second
part comprised eight questions designed to elicit teachers’ views on principals’ favoritist attitudes and
behaviors.

Data were collected from 12 teachers working in schools in Nigde city center during the 20242025 academic
year through face-to-face interviews. With participants’ consent, a voice recorder was used during the
interviews, which lasted between 8 and 25 minutes. In order to determine whether data saturation had been
achieved, audio recordings were listened to following each interview. The data collection process was
terminated after the interview with the 12th teacher, as data saturation was considered to have been reached
when similar expressions repeatedly emerged in participants’ responses.

2.4. Data Analysis

Content analysis was employed for data analysis. Content analysis is a method through which meaningful
and valid inferences are systematically derived from texts. These inferences offer insights into the source,
content, and audience of the message (Weber, 1989). The researchers had prior teaching experiences in which
they had encountered and witnessed instances of school principals’ favoritist behaviors. For this reason, the
researchers had certain biases regarding school principals’ favoritist behaviors. Throughout the research
process, the researchers adapted a reflexive stance and made efforts to prevent the influence of their
preconceptions on the study findings. The researchers were aware of their biases and suspended them during
the data collection and analysis process. The researcher who conducted the interviews avoided guiding
questions and tried to understand participants’ experiences in order to collect data independently of personal
biases. After each interview, the researcher summarized the conversation and obtained feedback from
participants regarding the accuracy of the understanding of their experiences. This contributed to the
researcher’s understanding of participants’ experiences independently of personal biases. Before analysis,
audio recordings were transcribed verbatim. Participants were coded as P1, P2, ..., P12. Both researchers
analyzed the data independently of their preconceptions. For this purpose, they analyzed participants’
experiences using a holistic approach. The data were independently coded by two researchers, and the inter-
coder reliability was calculated at 95.6%. Inconsistently coded statements were jointly reviewed by both
researchers, and consensus codes were developed. Themes were identified based on similarities among all the
developed codes.

One of the criteria used to assess the reliability of qualitative research is whether similar findings can be
obtained if the study is replicated with the same questions, participants, and contextual conditions. To achieve
this, the research process must be described in detail. Thus, other researchers can follow the same procedures.
In addition, coding and theme development should be carried out by various researchers to ensure consistency
or should be analyzed concurringly by more than one reseracher. For validity, it is essential that data be
analyzed objectively in accordance with their essence and that direct quotations from participants be included
(Rose & Johnson, 2020). Moreover, using purposive sampling methods that include participants or settings
directly related to the research topic contributes to the validity of the study (Arslan, 2022). To ensure the
validity and reliability of this research, all stages of the study were explained in detail. Participants were
selected using maximum variation sampling, a purposive sampling method, to ensure diversity relevant to
the research topic. Codes and themes were generated objectively and collaboratively by two researchers.
Direct quotations from participants were included in the findings.

2.5. Ethical

Prior to data collection, ethical approval was obtained from the Ethics Committee of Nigde Omer Halisdemir
University on 04/03/2025 with decision number 2025/04-06. Subsequently, research permission was granted
for conducting the study in schools affiliated with the Ministry of National Education (MoNE).
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3. Findings
3.1. School Principals’ Favoritist Attitudes and Behaviors

The themes and codes derived from teachers’ views regarding school principals’ favoritist attitudes and
behaviors are presented in Table 2.

Table 2. Themes and Codes Related to School Principals’ Favoritism

Theme Code Participants f
Course scheduling P1, P5, P6, P7, P8 5
Class profile P3, P4, P11, P12 4
Duty roster P7, P8 2
Planned activities P10, P12 2
Area of Favoritism Parent profile P11, P12 2
Leave permissions P1 1
Welcoming important guests P10 1
Additional tasks P12 1
Facilitating work p7 1
Relatives/friends P2, P4, P7, P9 4
Length of service at the school P11 1
Criteria for Favoritism Special circumstances P1 1
Contribution to the school P2 1
Gender P10 1

Table 2 indicates that teachers’ views regarding school principals’ favoritist attitudes and behaviors are
grouped under the themes of “Areas of Favoritism” and “Criteria for Favoritism.”

Area of favoritism

This theme demonstrates the specific domains in which school principals engage in favoritism. These include
course scheduling, class profiles, duty rosters, planned activities, parent profiles, leave permissions, welcoming
important guests, additional tasks, and facilitating certain teachers’ work. Teachers reported that principals did not
act fairly in these areas and behaved in ways that favored certain individuals.

P3: “Of course, I experienced this in some of the institutions where 1 worked previously. A colleague in my
department was given better classes, while I was assigned more challenging ones...”

P7: “Although nothing was personally directed at me, I witnessed certain cases. I saw that individuals close to the
administration were shifted around. To avoid upsetting those they favored, I observed that course scheduling and
duty rosters were arranged in line with these individuals. Or let’s say their work was made easier.”

Criteria for favoritism

This theme reflects the criteria school principals consider when engaging in favoritism. These include
relatives/friends, length of service at the school, special circumstances, contribution to the school, and gender. Teachers
stated that principals tended to favor individuals with whom they had close relationships, those from the same
hometown, friends, people with whom they worked outside school, male teachers, teachers with longer
tenure, those who pursued a master’s degree or had special situations such as maternity leave, and teachers
engaged in project work.

P2: “Since this is a project school, those who work on projects are highly valued. They are supported in every way.
Teachers who do not produce projects or who do not improve themselves do not stay long anyway. But at my
previous school, a vocational high school in Izmir, the principal enjoyed flattery. Rather than rewarding project
work, he showed special attitudes toward those who smiled at him, complimented him, and stayed close to him...”

P11: “Yes, of course. ... I observed that some teachers were approached differently. This does not apply to all
principals, of course. I am referring to favoritism shown toward teachers who had been at a particular school for
years and had already established themselves there.”
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3.2. Effects of School Principals’ Favoritist Attitudes and Behaviors

Teachers’ views on the effects of school principals” favoritist attitudes and behaviors were categorized under
the themes of Attitude toward the school, Teaching profession, Teacher performance, Colleague relations, Relations with
students, and Relations with parents.

Attitude toward the school

The themes and codes derived from the analysis of teachers’ views regarding the effects of principals’ favoritist
attitudes and behaviors on their attitudes toward the school are presented in Table 3.

Table 3. The Effect of School Principals’ Favoritist Behaviors on Teachers’ Attitudes Toward the School

Theme Code Participants f

Not affected P1, P6 2

Coming to school reluctantly P3, P4, P5, P8, P9, P10, P11, P12 8

. Distancing from the administration P2, P4, P7 3
Attitude Toward the School .

Desire to change schools P2, P12 2

Decreased sense of belonging P9, P10 2

Lack of dedication P9 1

Table 3 indicates that the attitudes of two teachers were not affected by school principals’ favoritist attitudes
and behaviors. These teachers stated that they preferred to focus on their professional responsibilities, did not
attach importance to the principals’ favoritist actions, and were not influenced by such behaviors because
teachers’ attitudes toward the school could affect students.

P6: “My attitude would never change. I am a teacher. School means students. Even your own child becomes your
student once you enter the classroom. Or let me put it this way: all students become your own children.”

It was observed that the favoritist attitudes and behaviors of school principals affected the school attitudes of
ten teachers. These effects included coming to school reluctantly, distancing themselves from the administrator, the
desire to change schools, a decreased sense of belonging, and a lack of dedication. Teachers explained that when
principals acted in a favoritist manner, they preferred to keep their distance from the principal, wanted to
transfer to another school, came to school unwillingly, avoided encountering the principal, felt a reduced sense
of belonging, and refrained from undertaking extra duties or additional efforts.

P9: “My attitude certainly changes. First, the sense of belonging disappears; second, I begin to experience the
feeling of not wanting to go to school, as the saying goes. After a certain period, I only do as much as everyone
else. Why should I do more? I move away from the idea of contributing more and only complete my routine duties.”

P4: “I really didn’t want to come to school. I wouldn’t go out during breaks. I usually stayed in the classroom. I
wouldn’t even get tea. I avoided going to the teachers” lounge so I wouldn’t run into the principal. Every time he
saw me, he would say something like “You were three minutes late today.” He constantly said things like that. The
favored teacher would sit next to him. When he saw me, he would say, ‘Come on, youre late for class,” even though
the colleague standing next to him also had a class. I tried not to go to the floor where his office was.”

Teaching profession

The themes and codes obtained by analyzing teachers’ views on the effects of school principals’ favoritist
attitudes and behaviors on teachers’ professional attitudes are presented in Table 4.

Table 4. The Effect of School Principals’ Favoritist Attitudes and Behaviors on Teachers’ Attitudes Toward the Teaching
Profession

Theme Code Participant f
Not affected P1, P2, P5, P6, P8, P11, P12 7
Increased professional commitment P3, P7, P10 3
Professional inadequacy P4 1

Teaching Profession . T
Low professional motivation P4 1
Consideration of resignation P4 1
Lack of dedication P9 1
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Table 4 indicates that seven teachers reported that school principals’ favoritist attitudes and behaviors did not
affect their attitudes toward the teaching profession. These teachers stated that they love their profession,
believe they must perform their duties to the best of their ability, and perceive favoritist behaviors as unrelated
to their professional identity; therefore, they emphasized that such behaviors should not influence their
attitudes toward their profession.

P8: “I don’t think so; it didn’t affect me. Because I considered it an issue originating from the administration. I
never thought that it had anything to do with my profession or my students, and I did not develop a negative
attitude.”

However, it was observed that the favoritist attitudes and behaviors of school principals affected the
professional attitudes of five teachers. These effects include increased professional commitment, feelings of
professional inadequacy, decreased motivation, consideration of resignation, and reduced dedication. Some
teachers explained that they tried to cope with favoritism by focusing on their professional identity and
strengthening their commitment to their work. Others stated that they experienced feelings of inadequacy,
considered resigning, felt demoralized, and ultimately reduced their effort when confronted with favoritism.

P3: “Honestly, I didn’t feel negatively affected. As I mentioned, I became even more committed. I thought I could
overcome this situation by holding on to my profession. Problems would arise elsewhere and at other times as well.
So I tried to cope by embracing my profession wholeheartedly.”

P4: “Of course, it affected me. ... I faced insinuations like, “You can’t do it; what do you even know?’ Naturally,
I started to think that I wasn’t doing my job properly at that time... During that period, I seriously considered
resigning because I assumed the problem was me. .. But then we carried out very successful activities and achieved
great things. This time the opposite happened. Since they thought I could handle every student and turn difficult
situations into positive ones, they started directing every problematic student to my class. This also caused a
decline in my morale.”

Teacher performance

The themes and codes obtained by analyzing teachers’ views on the effects of school principals’ favoritist
attitudes and behaviors on teachers’ performance are presented in Table 5.

Table 5. The Effect of School Principals’ Favoritist Attitudes and Behaviors on Teacher Performance

Theme Code Participant f
Not affected P1, P2, P5, P6, P11 5
Better performance P3, P4, P10 3
Teacher performance L
Unselfless work/Lack of dedication P7, P8, P9 3
Lack of motivation P4, P12 2

Table 5 shows that the favoritist attitudes and behaviors of school principals did not affect the performance of
five teachers. These teachers stated that they did not reflect the problems they experienced in their classrooms,
that they had to fulfill their professional responsibilities, that they forgot about the problems once they entered
the classroom, and that their performance should not be influenced by such issues since it would affect the
students.

P6: “It does not affect my performance. It is not right to view this issue solely as work. Besides, even if we consider
it as work, if we are doing a job, we must do it fully and correctly. The situations we encounter and the relationship
problems we experience should not impact our professional performance.”

It is observed that the favoritist attitudes and behaviors of the school principal affected the performance of
seven teachers. These effects include better performance, lack of dedication, and lack of motivation. The teachers
stated that they became more driven and worked harder because they wanted to prove themselves. They also
mentioned that they avoided taking on extra tasks and responsibilities beyond their duties, experienced a loss
of morale, and felt a decrease in enthusiasm and willingness.

P3: “I always did extra things as well. I preferred to focus on my own work. If I focused on what was happening
around me, my motivation would decrease even more. In fact, I tried to show higher performance. Maybe I wanted
to prove myself, I'm not sure.”
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P7: “I do what I need to do, but I avoid extra responsibilities. Because in a place where I receive negative reactions,
I honestly do not want to face the disadvantages that even the smallest responsibility might bring me. And if I do
something, I prefer to document it officially. I avoid taking on responsibility.”

Relationships with colleagues

Teachers’ views on the effects of school principals’ favoritist attitudes and behaviors on relationships with
colleagues were analyzed, and the resulting themes and codes are presented in Table 6.

Table 6. The Effects of School Principals’ Favoritist Attitudes and Behaviors on Colleague Relationships

Theme Code Participant f
Not affected P1, P5, P6, P8 4
Being distant P2, P7, P10, P11, P12 5
Conflict P4, P9 2
Forming groups/cliques P4, P9 2
Decreased trust P10 1
) ) Decreased respect P2 1
Colleague relationships ..
Competition P4 1
Hostility P9 1
Decreased cooperation P9 1
Resentment P3 1
Anger P3 1
Hatred P4 1

Table 6 shows that the favoritist attitudes and behaviors of school principals did not affect the colleague
relationships of four teachers. These teachers stated that special circumstances might lead to favoritist practices
and therefore should be approached with understanding, that they were not disturbed by such situations, and
that the issue was related to the administrator rather than to colleagues.

P1: “I try not to approach such situations negatively. The person we perceive as receiving favoritism may have a
special circumstance; things may not be as they appear from the outside. There may even be situations we should
not know about. Therefore, I generally avoid investigating too much. I do not believe it is appropriate to evaluate
my relationships with colleagues based on this. Otherwise, it would be prejudice. A colleague whom we believe is
being favored may have a child with a disability or a health problem they do not want to disclose. If a suitable
schedule has been prepared for someone, 1 assume the school administration has taken a special circumstance into
account.”

The findings indicate that the favoritist attitudes and behaviors of school principals affected the colleague
relationships of eight teachers. These effects include being distant, conflict, forming cliques, decreased trust,
decreased respect, competition, hostility, reduced cooperation, resentment, anger, and hatred. Teachers stated that
when favoritism occurred, they distanced themselves from the favored colleague, felt less respect toward
them, experienced resentment and hatred, became angry, engaged in competition, encountered conflicts and
hostility, observed the formation of groups, experienced decreased cooperation, and felt that their trust in
colleagues diminished.

P2: “Of course, it has an effect. First of all, we lose respect for the colleague who is favored. Seeing a behavior we
do not even want to see in students in the teacher of those students deeply affects us. We communicate only about
work-related matters. Beyond that, we keep our distance.”

P4: “We were divided into two groups as favored teachers and non-favored teachers. This was clearly reflected in
class sizes and class quality. A serious competitive environment emerged between the two groups. When we
questioned this, the principal said, ‘I handle the student admissions; do you have an objection?’ Feelings of hatred
toward those who were favored began to form. Because we entered an unfair competition. I insisted that I would
be very successful despite having 55 students, but it did not happen. I was determined, but the circumstances were
overwhelming. Students coming from better backgrounds and those starting from scratch were not the same. There
were arguments and conflicts in the teachers’ lounge.”
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Relationships with students

Teachers’ views on the effects of school principals’ favoritist attitudes and behaviors on teacher—student
relationships were analyzed, and the resulting themes and codes were presented in Table 7.

Table 7. The Effect of School Principals’ Favoritist Attitudes and Behaviors on Teacher—Student Relationships

Theme Code Participant f
Not affected P1, P2, P3, P5, P6, P7, P8, P10, P11, P12 10
Teacher-student relationships  Increased commitment to students P4

Changes in teacher—student interaction P9

Table 7 shows that the most favoritist attitudes and behaviors of school principals did not affect the teacher-
student relationships of 10 teachers. Teachers stated that the problems experienced with school administrators
were related only to the administrators themselves, that students had no responsibility in these issues, and
that it would be inappropriate to reflect conflicts with other individuals onto students.

P12: “When it comes to reflecting it onto the children, the children have no fault. They are not even aware of the
situation. They are sent to school, and there is a teacher with them. Our job is to be affected by these issues as little
as possible.”

It is observed that the favoritist attitudes and behaviors of school principals affected the teacher—student
relationships of 2 teachers. These effects include increased commitment to students and changes in teacher—student
interaction. One teacher stated that in response to the principal’s favoritism, they held on more strongly to their
profession and devoted more time to their students.

P4: “It may vary depending on how I am treated. As I mentioned before, if the favoritism is directed towards my
profession, 1 cling to it even more tightly. I spend more time with my students.”

Another teacher indicated that the favoritist attitudes and behaviors of school principals made the teacher
unhappy and thereby affected interactions with students.

P9: “Speaking specifically for classroom teachers, if a teacher is assigned to a ‘good’ class, what is the criterion
here? Supportive families, children raised accordingly, and the presence of economic means that enrich the learning
environment —this ideal atmosphere will impact the teacher’s happiness. On the other hand, teaching in more
challenging classes where students are harder to reach and parents may be problematic will not provide the same
satisfaction. Yes, teachers may be expected to adapt to every environment and condition, but this certainly affects
relationships with students. The interaction of a happy teacher and that of an unhappy teacher with students will
inevitably differ.”

Relationships with parents

The themes and codes obtained by analyzing teachers’ views on the effects of school principals’ favoritist
attitudes and behaviors on relations with parents are presented in Table 8.

Table 8. The Effects of School Principals’ Favoritist Attitudes and Behaviors on Relationships with Parents

Theme Code Participant
Not affected P5, P10, P11
Maintaining distance P1, P6, P7, P9

Relationships with parents . o
Negative communication P3, P4, P§, P12

[~ S OV I )

Unwillingness to participate in parent-related activities P2

Table 8 indicates that the favoritist attitudes and behaviors of school principals did not affect the relationships
of three teachers with parents. These teachers stated that communication with parents is essential for student
success, and therefore, problems experienced with individuals other than parents would not influence their
relationships.

P5: “In fact, the problems I experience at school do not affect my relationships with parents. Even suggestions
made by parents in an appropriate manner can be helpful.”

It is observed that the most favoritist attitudes and behaviors of school principals affected the relationships of
nine teachers with parents. These effects include maintaining distance, negative communication, and reluctance to
participate in parent-related activities. Teachers explained that when the person favored by the principal was a
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parent, they tended to distance themselves from parents, experienced deterioration in communication, and
became unwilling to participate in activities involving parents.

P2: “The attitude of the administration can be very influential here. Doing something willingly is different from
doing it as a duty. Activities or informational meetings related to parents may be the same in all institutions I
worked in, but here, because I am not subjected to unjust treatment by the administration, I perform them willingly
and without postponing. In other schools, I used to do them merely as a task, and whether in parental
communication or additional responsibilities, I carried them out unwillingly. It is not like that now. If the student
is happy, the parent is happy. Difficulties in parental relations often stem from the administration. If the
administration adopts a fair approach in teacher-parent relations, problems also decrease.”

Pé6: “Situations in which parents are favored can be disturbing. Especially when there is a demanding attitude,
and if you are a classroom teacher, it can create distance between you and the parent. In this regard, both the
administration and parents need to maintain balance. Everyone should know their boundaries because raising our
students is our common goal.”

3.3. Preventing Favoritist Attitudes and Behaviors of School Principals

Teachers’ views regarding the prevention of favoritist attitudes and behaviors of school principals were
analyzed, and the emerging themes and codes are presented in Table 9.

Table 9. Recommendations for Preventing Principals’ Favoritist Attitudes and Behaviors

Theme Code Participant f
Not caring about favoritist behaviors P1 1
Teacher . .
Not acting emotionally P6 1
Not being prejudiced P3, P5, P7 3
Maintaining professional distance in relations with teachers P4, P9 2
School Principal Being objective P5, P9 2
Providing guidance P3 1
Expressing expectations clearly P3 1
Selection based on merit P8, P10, P11 3
Selection through examination P2, P8 2
Having adequate knowledge of psychology P2 1
) .. Selecting experienced individuals P2 1
Appointment Criteria . . .
Selection from outside the region P9 1
Having a probation period in principalship P11 1
Evaluation by teachers P11 1
Selection by teachers P12 1

Table 9 indicates that teachers’ recommendations for preventing school principals” favoritist attitudes and
behaviors are gathered under the themes of Teacher, School Principal, and Appointment Criteria.

Teacher

In this theme, not caring about favoritist behaviors and not acting emotionally were emphasized. Teachers
suggested that they should focus on their work, assuming that there may be a reasonable explanation behind
favoritist behavior, and therefore not give too much importance to it. They also recommended that teachers
who are experts in their profession should not approach their work emotionally and should avoid
personalizing events.

P1: “Everything depends on the teacher. If a teacher strives to improve themselves and does not spend time looking
into others’ lives, they are less affected by the favoritist attitudes of school principals. We should not follow others’
lives. We must perform our duties in the best way with the existing conditions. Sometimes administrators may
know something we don’t, and we should be able to say, ‘It doesn’t concern me.” If everyone does their job properly,
they won’t have time to be affected by such attitudes.”

P6: “Everyone needs to develop a professional standard toward their work. One should avoid acting emotionally.
Individuals who are experts in their field should not view their profession emotionally. They should not personalize
events. After all, the teachers here are experts in their work.”
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School principal

In this theme, not being prejudiced, maintaining distance in relations with teachers, being objective, providing guidance,
and expressing expectations were emphasized. Teachers recommended that school principals should avoid
approaching teachers with prejudice, guide them, and express their expectations clearly so that teachers are
given the chance to perform their work better. They also suggested that principals maintain professional
distance and be objective in order to act fairly toward teachers.

P3: “I think we need to act more professionally. Equal treatment is necessary in every sense —toward students,
teachers, and parents. Approaching situations logically and professionally rather than emotionally —because this
is education and work—would be more appropriate. Every teacher should be given a chance to do their job.
Prejudice must be avoided. Teachers, especially in their early years, should be guided. Expectations should be
communicated in short meetings. If everyone knows what to do, such problems will decrease.”

P5: “Classroom environments should be established equally. The administration should be objective; teachers’
political or ideological views should not matter. A prejudice-free attitude should create an atmosphere of trust.”

Appointment criteria

This theme emphasized selection based on merit, selection through examination, adequate knowledge of psychology,
selection of experienced individuals, selection from outside the region, having a probation period in principalship,
evaluation by teachers, and selection by teachers. Teachers suggested that school principals should be selected
through an exam, have extensive teaching experience to ensure maturity, and be subjected to a probation
period to determine whether they can fulfill the role. They also recommended that principals be evaluated and
selected by teachers. Additionally, they highlighted the importance of understanding human psychology for
effective leadership, the need for merit-based appointments to avoid influence, and selecting principals from
outside the region to ensure objectivity.

P8: “Administrators could go through a thorough interview process during selection. If qualified individuals are
appointed through a good exam or course, such issues would not occur. Administrators shouldn’t be appointed
because they belong to a certain group, but through merit —just as students enter school by taking an exam. When
someone comes to a position through favoritism, they may continue acting in the same way. But someone who
earns their position fairly does not fear losing it. They can stand firm and follow a more honest and proper policy.”

P11: “I think administrators should not be selected solely through exams, scores, or documents shown in the
appendices. There should be a merit-based system. A probation period should also exist to determine whether they
can truly perform this duty. Later, they should be evaluated by teachers. I believe both the Ministry of Education
and teachers should evaluate administrators, considering both complaints and commendations. Teachers should
have more say because we work with administrators directly. Things are not as they seem from the outside.
Everyone has an opinion about a good or bad administrator. In my opinion, the majority is usually right. These
should be taken into consideration, and the ministry should seriously reflect on them if necessary.”

4. Discussion and Conclusion

School principals play a vital role in fostering an ethical climate and culture within schools. It is expected that
principals demonstrate ethical behavior in their decisions and actions by leading the formation of an ethical
school climate and culture and serving as role models through their conduct. Therefore, it is essential for
principals to avoid favoritism, which is unethical. However, this study has revealed that school principals
engage in favoritism based on different criteria across various domains. The findings have shown that
principals display favoritism in areas such as course scheduling, class profiles, duty rosters, planned activities,
parent profiles, leave permissions, welcoming important guests, additional tasks, and facilitating work.
Studies in the literature similarly support the existence of favoritism by school administrators in these areas
(Bayram et al., 2024; Demirtas & Demirbilek, 2019; Giindeyerli & Aypay, 2022; ikiz & Polat, 2024; Kabaagac &
Yaylaci, 2024; Kahraman, 2020; Sakcak et al.,, 2023; Tiirk et al.,, 2023). Accordingly, it can be stated that
principals show favoritism when considering teachers’ needs and requests and that they violate distributive
justice. This inference is supported by previous research. For example, Kahraman (2020) identified that
principals primarily exhibit favoritism in distributive justice. Ayas and Atmaca (2023) found that school
administrators show favoritism in task distribution. Kaya (2022) reported that school leaders act in a favoritist
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manner when considering teachers’ needs and requests and also decreasing their workloads and task
assignments.

It has been found that principals base their favoritism on criteria such as personal relationships, tenure at the
school, special circumstances, contributions to the school, and gender. Research in the literature also supports
that administrators rely on these criteria when engaging in favoritism (Ayas & Atmaca, 2023; Demirtas &
Demirbilek, 2019; Giindeyerli & Aypay, 2022; ikiz & Polat, 2024; Kabaagac & Yaylaci, 2024; Kahraman, 2020;
Kaya, 2022; Tiirk et al., 2023). Favoritism based on these criteria can be explained through several theories.
One of these is Social Identity Theory, which conceptualizes favoritism as in-group favoritism. According to
this theory, individuals classify members as “in-group (us)” and “out-group (them).” It is argued that
individuals are inclined to discriminate against out-group members while favoring those in their own group.
Another theory is Leader-Member Exchange (LMX) Theory, which focuses on the differentiated relationships
between leaders and members. The theory states that leaders do not establish equal-quality relationships with
all members and instead develop higher-quality exchanges with some. It is highlighted in this theory that the
leaders form an interaction with the members who are believed to contribute most to the organization and to
use effectively the limited resources. These members are often determined to grant privileges, such as higher
performance evaluations or promotions (Sakgak et al., 2023). Favoritism based on personal relationships can
be interpreted within the context of social identity theory on account of the fact that principals were found to
favor individuals they feel close to—friends, acquaintances, colleagues from the same hometown, or those
with whom they cooperate outside school—in terms of favoritism. These individuals who are in a sincere
relationship with principals are stated to be considered as a part of the principal’s perceived in-group.
Additionally, the fact that school principals favor teachers who share the same gender as themselves and who
have longer tenure at the school can also be associated with this theory. On the other hand, favoritism based
on contributions to the school aligns with LMX theory, as principals tended to favor teachers who developed
projects and contributed to school-wide initiatives. However, favoritism shown toward teachers with special
circumstances—such as pursuing a master’s degree or having nursing leave —may be interpreted as support
for their legally recognized rights.

This study identified various findings regarding the impact of principals” favoritism on teachers’ attitudes
toward the school, their performance, attitudes toward the profession, and their relationships with
stakeholders (colleagues, students, and parents). It was revealed that favoritism does not affect some teachers
in these areas. One reason for this is that some teachers disregard the principal’s favoritism or respond to it
with understanding. Another reason is that teachers associate the favoritism solely with the principal and do
not relate it to the aforementioned domains. Nevertheless, it was also determined that favoritism affects some
teachers across these areas. These effects were both positive and negative in terms of professional attitudes,
performance, and student relationships. This situation can be explained using Equity Theory. According to
this theory, favoritism toward members perceived as equals may lead non-favored members to feel unfairly
treated. To restore equity, these individuals may either increase their performance or engage in destructive
behaviors (Sakgak et al., 2023). Positive impacts of principals’ favoritism included teachers exhibiting stronger
performance, increased commitment to the profession, and greater dedication to students. However, in the
literature, favoritism was found to lead to a greater commitment of the favored teachers (Martins et al., 2023),
a better relationship (Larson, 1984), and high performances of the favored (DeCotiis & Petit, 1978). In this
study, teachers attempted to cope with favoritism by striving to excel professionally, attaching more
importance to their profession, aiming to benefit students more, and working harder to prove themselves. This
may stem from teachers’ belief that favoritism is linked to professional performance. When favoritism is
perceived as related to professional competence, teachers may feel compelled to demonstrate their capabilities.
Another possible explanation is that teachers attempt to achieve job satisfaction by strengthening their
attachment to their profession. Negative impacts of principals” favoritism included feelings of professional
inadequacy, decreased motivation, considering resignation, reduced effort, and changes in teacher-student
interactions. Studies in the literature similarly demonstrate that favoritism by school administrators negatively
influences teachers” professional attitudes, performance, and teacher—student relationships (Ayas & Atmaca,
2023; Demirtas & Demirbilek, 2019; Giindeyerli & Aypay, 2022; Kahraman, 2020; Kaya, 2022; Sakgak et al.,
2023; Tirk et al., 2023). Accordingly, it can be stated that principals’ favoritist attitudes and behaviors
psychologically harm teachers and decrease their productivity. Studies in the literature also support this view.
For instance, Li (2019) stated that promotion decisions made by school principals in favor of their socially
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connected promotion applicants result in a reduction in other teachers’ effort at work; thus, the negative
spillover effects experienced by teachers who are not favored significantly decrease overall school
productivity. Joseph and Alhassan (2023) stated that appointing teachers according to their political views or
their relationships with the institutional managers rather than their qualifications or competencies increases
unrest and adversely affects organizational performance.

The effects of school principals’ favoritist attitudes and behaviors on teachers’ attitudes toward the school and
their relationships with colleagues and parents are entirely negative. The adverse consequences regarding
teachers’ attitudes toward the school include reluctance to attend school, distancing themselves from the
administrator, desiring to transfer to another school, a decreased sense of belonging, and reduced dedication
to work. This situation may stem from teachers’ tendency to associate the school with the principal. The
negative impacts of school principals’ favoritist attitudes and behaviors on colleague relationships manifest
as distancing themselves from colleagues, experiencing conflicts, the emergence of cliques, diminished trust
and respect toward colleagues, increased competition, reduced collaboration, and feelings of hostility,
resentment, anger, and even hatred toward colleagues. In terms of parent relations, teachers reported
reluctance to participate in parent-related activities, maintaining distance from parents, and communicating
negatively with them. Moreover, the adverse effects of school principals’ favoritist behaviors on colleague and
parent relationships were found to occur particularly when the favored individuals were colleagues or parents
themselves. This may be due to attributing responsibility for the favoritist act to those who benefit from it.
Existing research similarly supports that favoritist practices of school administrators negatively influence
teachers’ attitudes toward the school and their relationships with colleagues and parents (Ayas & Atmaca,
2023; Demirtas & Demirbilek, 2019; Giindeyerli & Aypay, 2022; Hina et al., 2026; Ikiz & Polat, 2024; Jackson,
2020; Joseph & Alhassan, 2023; Kahraman, 2020; Kaya, 2022; Mostafaei Alaei & Alaei, 2023; Sakgak et al., 2023;
Tiirk et al., 2023).

Recommendations regarding the prevention of school principals” favoritist attitudes and behaviors involve
suggestions targeting teachers, school principals, and appointment criteria. Teachers were recommended to
avoid giving importance to favoritist behaviors and refrain from emotional reactions within their professional
roles. In these suggestions, it was particularly emphasized that there may be a legitimate rationale behind such
behaviors. This may contribute to teachers remaining silent in the face of principals” favoritist practices.
Indeed, Ozgiiven (2024) found that teachers often ignore and remain silent about unfair administrative
practices. However, remaining silent may imply acceptance of such behaviors, which could contribute to the
proliferation of favoritism. This is particularly problematic in schools, where future generations are shaped
and appropriate behavioral norms are cultivated. The behaviors demonstrated by school leaders may serve as
negative role models for both teachers and students. Nonetheless, although a certain level of favoritism may
be tolerated, exceeding this tolerance threshold may lead to negative consequences for both individuals and
organizations (Acar & Ertek, 2021). Individuals who initially respond passively to favoritism may develop
negative emotions toward their organizations, administrators, and those who benefit from favoritism when
its adverse effects —such as exclusion or marginalization —intensify (Yildiz, 2021). The findings of the present
study also support this.

Teachers recommended that school principals avoid being prejudiced, maintain professional distance in their
relationships with teachers, act objectively, provide guidance, and clearly articulate their expectations. These
recommendations can be viewed as strategies to prevent favoritist behavior among school principals.
Excessively close relationships between principals and teachers may foster expectations of favoritism, while
overly personal relationships may compromise principals’ objectivity. In addition, providing equal
opportunities to all teachers may support the performance expected from them and prevent bias-driven
favoritism based on contributions to the school. Indeed, regardless of whether individuals are aware of it, their
prejudices can influence their decisions (Han, 2023). Similarly, Gokcedag et al. (2023) identified teachers’
recommendations for combating favoritism in school administration as ensuring equality and fairness,
maintaining neutrality and consistency, respecting human rights, avoiding personalization of problems,
disregarding political views, refraining from perceiving parents as always right, and taking teachers” working
conditions into account.

Teachers also proposed several appointment-related criteria, including selecting school principals based on
merit, appointing them through examinations, requiring sufficient knowledge of psychology, appointing
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experienced candidates, selecting principals from outside the region, implementing probation periods, and
enabling teachers to evaluate or elect school principals. Previous studies similarly support these proposals as
strategies to prevent favoritism among school administrators (Bayram et al., 2024; Glindeyerli & Aypay, 2022;
Kabaaga¢ & Yaylaci, 2024; Kaya, 2022; Tiirk et al, 2023). These recommendations can be regarded as
mechanisms that prevent favoritism during the appointment and evaluation of school principals, thereby
reducing the likelihood of favoritist behaviors. In other words, principals appointed through systems that do
not rely on favoritism may be less likely to engage in favoritist practices. Moreover, principals” psychological
literacy and experience can be considered critical factors influencing their competence in human relations and
management. A lack of training in human management skills may inadvertently lead school principals to
engage in favoritist behaviors (Han, 2023).

5. Recommendations

This study identified evidence regarding the areas in which school principals engage in favoritism and the
criteria upon which these favoritist practices are based. In addition, by examining the effects of favoritism on
school attitudes, professional attitudes, performance, and stakeholder relationships, the study presents
comprehensive insights into the consequences of favoritist behavior. The finding that school principals’
favoritist attitudes and behaviors may lead to both positive and negative outcomes can be considered an
important contribution. This may serve as guidance for school principals in fostering the positive effects of
favoritism while preventing its negative consequences. It may be argued that favoring teachers who contribute
to the school and demonstrate high performance can serve as a source of motivation for other teachers to
enhance their contributions and performance. On the other hand, it is recommended that principals avoid
favoritism based on non-professional criteria such as kinship, friendships, or gender, as these can have
multifaceted negative consequences.

Furthermore, in cases where teachers are favored due to special circumstances (e.g., graduate studies,
maternity leave), the legal basis of these circumstances can be explained to teachers. In doing so, teachers may
refrain from interpreting these practices as favoritism, thereby preventing potential negative effects. To avoid
favoritism, school administrators should maintain equitable relationships with all teachers and base their
decisions, actions, and practices on objective criteria. Regarding the appointment of school principals, it is
recommended that appointments be made based on objective standards and that evaluation mechanisms be
implemented to monitor whether they act fairly throughout their tenure. In this study, the study group
consisted of teachers working in the city center of Nigde and selected to ensure diversity in terms of certain
criteria. Conducting similar studies with research groups formed by ensuring diversity across different
variables (such as provinces, regions, socioeconomic contexts, etc.) may contribute to obtaining more
comprehensive findings regarding school principals’ favoritist behaviors. Additionally, examining the views
of parents and students on principals’ favoritist behaviors may yield more comprehensive insights into its
broader effects.

6. Declarations

This study was presented as verbal presentation at 15th International Baskent Congress on Social, Humanities,
Administrative, and Educational Sciences May 15-17, 2025, Ankara in Turkey.

7. References

Acar, O.K,, & Ertek, M. Y. (2021). Tiirk toplumunda kayirmacilik kiiltiirii (The culture of nepotism in Turkish
society). C. C. Aktan & O. K. Acar (Ed.), Kamu yonetiminde kayirmaciik (Nepotism in public
administration) (pp. 32-62). SOBIAD Hukuk ve Iktisat Arastirmalar: Yayinlar1.

Arslan, E. (2022). Nitel aragtirmalarda gegerlilik ve giivenilirlik (Validity and reliability in qualitative
research). Pamukkale Universitesi Sosyal Bilimler Enstitiisii Dergisi, 51, 395-407.
https://doi.org/10.30794/pausbed.1116878

Aslan, 1., & Orhan Cinar, S. O. (2023). C)gretmen algilarina gore okul miidiirii kaynakli orgiitsel sessizlik
iizerine nitel bir aragtirma (A qualitative research on school principal related organizational silence
according  to  teacher  perceptions).  Siirt  Journal = of  Education,  3(2),  1-22.
https://doi.org/10.58667/sedder.1226276

186


https://doi.org/10.30794/pausbed.1116878

Niliifer ILDIRIM & Suzan CANLI

Ayas, S., & Atmaca, T. (2023). Okullarda yasanan kayirmaci davranis Orneklerinin 6gretmenlerin
deneyimlerine gore incelenmesi (Examining the examples of nepotistic behaviors in schools according
to the experiences of the teachers). Erzincan University Journal of Faculty Education, 25(2), 262-278.
https://doi.org/10.17556/erziefd.1143878

Aydin, Y. (2016). Orgiitsel sessizligin okul yonetiminde kayirmacilik ve dgretmenlerin 6z yeterlik algisi ile
iliskisi (The relationship of organizational silence with favoritism in school management and self-
efficacy perception of teachers). Educational Administration: Theory and Practice, 22(2), 165-192.
https://doi.org/10.14527/kuey.2016.007

Aydogan, 1. (2012). The existence of favoritism in organizations. African Journal of Business Management, 6(12),
4577-4586. https://doi.org/10.5897/A]BM11.2692

Bayram, 1., Duyar, Y., Karakose, T., & Kaplan, H. I. (2024). An investigation of teachers' perspectives on
favoritism in schools: Implications for educational policy and practice. Educational Process: International
Journal, 13 (4), 102 114. https://doi.org/10.22521/edupij.2024.134.6

Burhan, O. K. (2020). Nepotism. [Doctoral dissertations]. Leiden University. https://hdl.handle.net/1887/137443

Biite, M. (2011). Kayirmaciligin ¢calisanlar {izerine etkileri ile insan kaynaklar1 uygulamalari iliskisi: Tiirk kamu
bankalarma yonelik bir arastirma (The relationship between the effects of nepotism on the employees
and human resource practices: A research on Turkish public banks). Atatiirk Universitesi Sosyal Bilimler
Enstitiisii Dergisi, 15(1), 383-404.

Celep, C., & Kaya, A. (2016). kdgretim dgretmenlerinin goriislerine gore orgiitsel sessizligin nedenleri (The
reasons of organizational silence according to primary school teachers’ views). Trakya Universitesi
Egitim Fakiiltesi Dergisi, 6(2), 233-246.

Cesur, A., & Erol, E. (2020). Okul yonetiminde kayirmacilik ve orgiitsel adalet arasindaki iliski: Afyonkarahisar
ili 6rnegi (The relationship between favoritism in school management and organizational justice: The
sample of Afyonkarahisar). OPUS International Journal of Society Researches, 15 (25), 3467-3496.
https://doi.org/10.26466/0pus.633508

Chervenak, F. A., & McCullough, L. B. (2007). Is ethically justified nepotism in hiring and admissions in
academic health centers an oxymoron? Physician Executive, 33(5), 42-45.

Creswell, J. W. (2014). Research design. Sage.

Dagli, A, & Akyol, Z. (2019). The relationship between favouritism behaviours of secondary school
administrators and organizational commitment of the teachers. Journal of Education and Training
Studies, 7(7), 35-49. https://doi.org/10.11114/jets.v7i7.4191

DeCotiis, T., & Petit, A. (1978). The performance appraisal process: A model and some testable propositions.
Academy of Management Review, 3, 635-646.

Demirbilek, N. (2024). Academics’ perceptions of favoritism through metaphors. C. Filik Iscen (Ed.). Recent
researches in education sciences-2024 (pp. 183-200). Livre De Lyon.

Demirtas, H., & Demirbilek, N. (2019). Okul miidiirlerinin kayirmaci davraniglarinin 6gretmenlerin orgiitsel
adalet algilar ile miidiire giivene etkisi (The effect of school principals favouritism on teachers
perceptions of organizational justice and trust in school principal). Bingdl Universitesi Sosyal Bilimler
Enstitiisii Dergisi, 9(17), 111-142. https://doi.org/10.29029/busbed.456491

Genger Celik, G. (2020). Kayirmaciigm orgiitsel sinizme etkisi: Istanbul’daki egitim kurumlarinda bir
inceleme (The effect of nepotism on organizational cynicism: A study in educational institutions in
Istanbul).  Journal of Social, Humanities and  Administrative  Sciences, 6(25), 470-483.
http://dx.doi.org/10.31589/JOSHAS.298

Eddles-Hirsch, K. (2015). Phenomenology and educational research. International Journal of Advanced Research,
3(8), 251-260.

187


https://doi.org/10.17556/erziefd.1143878
https://doi.org/10.14527/kuey.2016.007
https://doi.org/10.5897/AJBM11.2692
https://doi.org/10.22521/edupij.2024.134.6
https://hdl.handle.net/1887/137443
https://doi.org/10.26466/opus.633508
https://doi.org/10.11114/jets.v7i7.4191
https://doi.org/10.29029/busbed.456491
http://dx.doi.org/10.31589/JOSHAS.298

International Journal of Psychology and Educational Studies 2026, 13(3), 172-190

Fu, 1. (2015). Favoritism: Ethical dilemmas viewed through multiple paradigms. The Journal of Values-Based
Leadership, 8(1), 6.

Gider, 1., & Okcu, V. (2022). Okul yonetiminde kayirmacilik davranislari ile 6gretmenlerin ise yabancilasma
diizeyleri arasindaki iliski (The relationship between favoritism behaviors and teachers' alienation
levels in school administration). Anatolian Journal of Educational Leadership and Instruction, 10 (2), 48-70.

Gokegedag, O., Coskun, E., Demiray Coskun, M., Ozdemir, A. K., Dada, U., & Dada, B. (2023). Okul
yonetiminde kayirmacilik hakkinda ogretmen goriisleri (Teachers' views on nepotism in school
administration).  International ~ Academic ~ Social =~ Resources  Journal,  8(55),  4023-4030.
http://dx.doi.org/10.29228/ASR]JOU RNAL.71861

Giinay, M., & Ozyer, K. (2022). Tiirk kiiltiirii baglaminda orgiitsel kayirmacilik algisi (OKA) dlgeginin
gegerlilik ve giivenilirlik analizi (Validity and reliability analysis of the perception of organizational
favoritism (POF) scale in the context of Turkish culture). Journal of Organizational Behavior Studies, 2(2),
85-97.

Gilindeyerli, B., & Aypay, A. (2022). Okul yoneticilerinin kayirmaci tutum ve davranislarina iliskin 6gretmen
gortisleri (Teacher views on school administrator clientelist attitudes and behaviors). Anadolu
Universitesi Egitim Fakiiltesi Dergisi, 6(3), 251-276. https://doi.org/10.34056/aujef.1028012

Han, B. (2023). Workplace favoritism: Analysis of causes, consequences, and mitigation strategies. $. Koca &
B. Pekdag (Eds.). International research and reviews in educational sciences (pp. 139-158). Seriiven Yayinevi.

Hina, Z. T., Jawaid, F., & Saifuddin, T. (2026). When leadership becomes unequal: A qualitative study of
favoritism and its consequences in school organizations. Journal of Media Horizons, 7(2), 107-116.

Hotho, J., Minbaeva, D., Muratbekova-Touron, M., & Rabbiosi, L. (2020). Coping with favoritism in
recruitment and selection: A communal perspective. Journal of Business Ethics, 165, 659-679.
https://doi.org/10.1007/s10551-018-4094-9

Ikiz, M., & Polat S. (2024). Okul yoneticilerinin farkli kusaklardan 6gretmenlere yonelik ayrimei ve kayirmaci
davranislar1 (Unequal behavior of school administrators towards teachers from different generations).
Journal of Educational Administration and Policy, 5(2), 9-25.

Jackson, E. L. (2020). A correlational study of perceptions of favoritism, job satisfaction, and job attendance [Doctoral
dissertation]. Liberty University.

Joseph, S., & Alhassan, 1. (2023). Favoritism in higher education institutions: Exploring the drivers,
consequences and policy implications. European Journal of Human Resource, 7(1), 31-45.

Kabaagacg, E., & Yaylaci, A. F. (2024). Okul yonetiminde kayirmaci uygulamalar (Favoritism practices in school
administration). The Journal of Academic Social Science, 12(151), 269-290.
http://dx.doi.org/10.29228/ASOS.75567

Kahraman, U. (2020). Okul miidiirlerinin kayirmacilik davramslari (The school managers favouritism
behaviours). Usak Universitesi Egitim Arastirmalart Dergisi, 6(3), 90-106.

Kaya, A. (2022). Ogretmen perspektifinden okul yoneticilerinin kayirmacilik davraniglari. (Favouritism
behaviors of school administrator from teacher perspective). Mehmet Akif Ersoy Universitesi Egitim
Fakiiltesi Dergisi, (64), 350-378. https://doi.org/10.21764/maeuefd.1097162

Khatri, N., & Tsang, E. W. K. (2003). Antecedents and consequences of cronyism in organizations. Journal of
Business Ethics, 43(4), 289-303.

Larson, ]. R. (1984). The performance feedback process: A preliminary model. Organizational Behavior and
Human Decision Process, 33(1), 42-76.

Li, X. (2019). The costs of workplace favoritism: Evidence from promotions in Chinese high
schools. Manuscript. Hong Kong University of Science and Technology.

Martins, R. D., Pauli, J,, & Guadagnin, A. (2023). Perception of favoritism in Brazilian small private
colleges. Management in Education, https://doi.org/10.1177/08920206231207718

188


http://dx.doi.org/10.29228/ASRJOU%20RNAL.71861
https://doi.org/10.34056/aujef.1028012
https://doi.org/10.1007/s10551-018-4094-9
http://dx.doi.org/10.29228/ASOS.75567
https://doi.org/10.21764/maeuefd.1097162
https://doi.org/10.1177/08920206231207718

Niliifer ILDIRIM & Suzan CANLI

Merig, E., & Erdem, M. (2013). ilkogretim okullarinda gorev yapan ogretmenlerin algilarina gore okul
yonetiminde kayirmacilik (According to the perceptions of primary school teachers favoritism on school
management). Educational Administration: Theory and Practice, 19(3), 467-498.

Mollerstrom, ]J. (2022). Favoritism and cooperation. Public Choice, 191, 293-307. https://doi.org/10.1007/s11127-
019-00716-1

Morrison, E. W., & Milliken, F. J. (2000). Organizational silence: A barrier to change and development in a
pluralistic world. Academy of Management Review, 25(4), 706-725

Mostafaei Alaei, M., & Alaei, M. (2023). EFL teachers’ perceptions of academic favoritism: A questionnaire
development and  validation  study.Issues in  Language  Teaching, 12(2),  343-370.
https://doi.org/10.22054/ilt.2024.76704.815

Nyimbili F., & Nyimbili L. (2024). Types of purposive sampling techniques with their examples and
application in qualitative research studies. British Journal of Multidisciplinary and Advanced Studies:
English ~ Lang., Teaching,  Literature,  Linguistics & — Communication,  5(1),  90-99.
https://doi.org/10.37745/bjmas.2022.0419

Oppong, S. H. (2013). The problem of sampling in qualitative research. Asian Journal of Management Sciences
and Education, 2(2), 202-210.

Ozler, N. D. E., & Buyukarslan, B. A. (2011). The overall outlook of favoritism in organizations: A literature
review. International Journal of Business and Management Studies, 3(1), 275-285.

Oz, S., & Arabaq, 1. B. (2024). Anaokulu miidiirlerinin kayirmaci davramslari ile 5gretmenlerin motivasyonlari
arasindaki iligki (The relationship between nepotistic behaviors of kindergarten principals and teachers'
motivation). Anatolian Turkish Journal of Education, 6(2), 184-195.

Ozdemir, 1. H., & Giindiiz, Y. (2022). Okul yoénetimindeki kayirmaciligin érgiitsel giiven ve drgiitsel baglilik
ile olan iliskisinin 6gretmen algilarina gore incelenmesi (Examining the relationship of favoritism on
school administration with organizational trust and organizational commitment according to teachers’
perceptions).  Journal of the Human and  Social  Science  Researches, 11(2), 800-826.
https://doi.org/10.15869/itobiad.927248

Ozgiiven, H. (2024). Egitim kurumlarinda 6gretmenlerin adil olmayan davramslar kargisindaki tutumlari
(Attitude of teachers towards unfair behavior in educational institutions). International Journal of
Leadership Training, 9(1), 1- 23. https://trdoi.org/10.26023458/uled.1425097

Ozkanan, A., & Erdem, R. (2014). Yonetimde kayirmaci uygulamalar: Kavramsal bir cergeve (Favoritism
applications in management: A conceptual framework). Journal of Siileyman Demirel University Institute
of Social Sciences, 2(20), 179-206.

Padilla-Diaz, M. (2015). Phenomenology in educational qualitative research: Philosophy as science or
philosophical science. International Journal of Educational Excellence, 1(2), 101-110.

Pinder, C. C., & Harlos, K. P. (2001). Employee silence: Quiescence and acquiescence as responses to perceived
injustice, Research in Personnel and Human Resources Management, 20, 331-369.

Polat, S., & Kazak, E. (2014). Okul yoneticilerinin kayirmaci tutum ve davranislari ile 6gretmenlerin orgiitsel
adalet algilar1 arasindaki iligski (The correlation between school principals’ favoritist behaviors and
attitudes and teachers’ perception of organizational justice). Educational Administration: Theory and
Practice, 20(1), 71-92. https://doi.org/10.14527/kuey.2014.004

Polat, O., & Kazak, E. (2024). Okul yoneticilerinin kayirmaci tutum ve davranislarinin okul etkililigi tizerine
etkisi (The effect of favoritism attitudes and behaviors of school administrators on school effectiveness).
Kocaeli University Journal of Education, 7(1), 289-311. http://doi.org/10.33400/kuje.1411587

Rose, J., & Johnson, C. W. (2020) Contextualizing reliability and validity in qualitative research: Toward more
rigorous and trustworthy qualitative social science in leisure research, Journal of Leisure Research, 51(4),

432-451, https://doi.org/10.1080/00222216.2020.1722042

189


https://doi.org/10.1007/s11127-019-00716-1
https://doi.org/10.1007/s11127-019-00716-1
https://doi.org/10.37745/bjmas.2022.0419
https://doi.org/10.15869/itobiad.927248
https://trdoi.org/10.26023458/uled.1425097
https://doi.org/10.14527/kuey.2014.004
http://doi.org/10.33400/kuje.1411587
https://doi.org/10.1080/00222216.2020.1722042

International Journal of Psychology and Educational Studies 2026, 13(3), 172-190

Safina, D. (2015). Favouritism and nepotism in an organization: Causes and effects. Procedia Economics and
Finance, 23, 630-634. https://doi.org/10.1016/52212-5671(15)00416-5

Sakgak, A., Arslan, Y., & Polat, S. (2023). Favouritism behaviours of school principals: Teachers” perceptions
on the causes and consequences of favouritism in Turkey. Educational Studies, 49(6), 877-895,
https://doi.org/10.1080/03055698.2021.1917340

Shaheen, M., & Pradhan, S. (2019). Sampling in qualitative research. M. Gupta, M. Shaheen, & K. Reddy (Eds.),
Qualitative techniques for workplace data analysis (pp. 25-51). IGI Global. https://doi.org/10.4018/978-1-
5225-5366-3.ch002

Sousa, D. (2014) Validation in qualitative research: General aspects and specificities of the descriptive
phenomenological method. Qualitative Research in Psychology, 11(2), 211-227,
https://doi.org/10.1080/14780887.2013.853855

Thompson Powell, C. M. (2024). The effects of procedural justice on conflict caused by leader favoritism in the
workplace (Order No. 31637753). [Doctoral dissertation]. National University.

Toytok, E. H.,, & Ucar, A. (2018). The effect of administrators' behaviors that involves favoritism on
organizational  opposition. Journal ~ of = Education  and  Training  Studies, 6(3a),  68-77.
https://doi.org/10.11114/jets.v6i3a.3160

Turhan, M., & Erol, Y. C. (2020). Ogretmen goriislerine gore egitim Orgiitlerinde kronizm, sessizlik ve sinizm
arasindaki iliski (The relationship among cronyism, silence and cynicism in educational organizations
according to teachers' views). Hacettepe University Journal of Education, 35(4), 874-886.

Tiirk, K., Aydin, M., Cilesiz, M., & Giiney, 1. (2023). Ogretmen goriislerine gore okul yonetimde kayirmaci
uygulamalar iizerine nitel bir ¢alisma (A qualitative study on favoritism in school administration
according to teachers' views). International Academic Social Resources Journal, 8(47), 2294-2301.
http://dx.doi.org/10.29228/ASR]JOU RNAL.68363

Weber, R. P. (1989). Basic content analysis. Sage.

Yang, 1., Horak, S., & Kakabadse, N. K. (2021). An integrative ethical approach to leader favoritism. Business
Ethics, the Environment & Responsibility, 30, 90-101. https://doi.org/10.1111/beer.12309

Yazici, M., & Can, S. (2020). Etik problem olarak kurumlarda orgiitsel kayirmacilik (Organizational favoritism
as an ethical problem in institutions). Academic Review of Humanities and Social Sciences, 3(2), 212-244.

Yildiz, G. (2021). Tiirk kamu yonetiminde kayirmacilik sorunsali (The problem of nepotism in Turkish public
administration). C. C. Aktan & O. K. Acar (Ed.). Kamu yonetiminde kayirmacilik (Nepotism in public
administration) (pp. 96-121). SOBIAD Hukuk ve Iktisat Aragtirmalari Yayinlari.

190


https://doi.org/10.1016/S2212-5671(15)00416-5
https://doi.org/10.1080/03055698.2021.1917340
https://doi.org/10.4018/978-1-5225-5366-3.ch002
https://doi.org/10.4018/978-1-5225-5366-3.ch002
https://doi.org/10.1080/14780887.2013.853855
https://doi.org/10.11114/jets.v6i3a.3160
http://dx.doi.org/10.29228/ASRJOU%20RNAL.68363
https://doi.org/10.1111/beer.12309

