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Introduction

The concept of "organizational culture" needs to be well understood and evaluated correctly in order to guide
an organization, to reveal the underlying reasons for the behavior of the personnel in the organization, to make
and implement strategically effective decisions (Cameron & Quinn, 2006). Organizational culture emerges in
relation to the national culture, the members of the organization create their own cultural structures by
blending the culture in the society within the organization and affect the organizational culture with a similar
understanding (Hartnell et al., 2011). Culture is described as a power that enables employees working in an
organization to achieve the goals of the organization and connects employees to each other (Kose et al.,, 2001).

The main factors that make up culture are language, religion, beliefs, values, norms, symbols, attitudes,
customs, laws, and moral rules (Taylor, 1958). Culture can be described as habits and behavior patterns that
contain many elements and concern all segments of society. Through culture, people and structures can meet
on common grounds, and organizational culture becomes more active (Nar, 2020). At the same time, all
organizations are formations whose power and influence consist of subcultures, where specific common
understandings are developed depending on experiences, common problems, and interactions (Van Maanen
& Barley 1985). The cultural characteristics of an organization are revealed by the subcultures and values that
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are dominant in organizational practices (Robbins, 2000). Therefore, all cultures come together in universities
in a similar way, organizational culture is experienced in its most intense form and continues to exist as a
cyclical living system. Although studies for academic staff are frequently included in universities in this system,
university students' perspectives on organizational culture are ignored. College students are the core input of
a university. For the orientation of university students, it is necessary to study the experiences of organizational
culture so that they perceive themselves as an important component of the university.

Terminology and Building Blocks of Organizational Culture

The term organizational culture refers to the mental value system that explains the reasons why the members
of the organization think, make decisions, and evaluate (Pettigrew, 1979), the set of thoughts shared by the
members of the organization and the characteristics that distinguish an organization from other organizations
(Hofstede et al., 2010; Robbins, 2000), the deep values, beliefs, and assumptions held by the members of the
organization (Denison, 1990; Watson, 2004). Organizational culture can be broadly defined as "the
accumulation of a group in the process of ensuring its external adaptation and solving internal integration
problems" (McShane & Glinow, 2016; Schein & Schein, 2017). The development of organizational culture in an
institution provides the opportunity for different views and understandings to coexist, and provides a control
mechanism in shaping and directing the attitudes and behaviors of the personnel (Eren, 2012; Sezgin, 2010).
From here, in addition to the unifying aspect of the organizational culture, the continuity of the organization
is ensured with the supervisory function.

Organizational culture is dynamic structures that show continuity, but are focused on change in themselves. In
order to create change, the link between the mental structures that shape the organization, the interactions
between individuals, and the concrete symbolic tools must be taken into account (Detert et al., 2000). The
important approach here is to evaluate the current status of the work carried out in the organization rather
than temporary attitudes, and to position the building blocks of the organizational culture correctly. The
building blocks of organizational culture are indicated in Figure 1:

Observed Unobserved
A

Distinctive behaviors
Artificial (Man-made)

Conscious agreements
and norms

Implicit assumptions

Figure 1. The Building Blocks of Organizational Culture (Cameron & Quinn, 2017; DuBrin, 2019)

Values: Forming the basis of the organizational culture
through the philosophy and values of the organization
Organizational stories with meanings and myths:
Consolidation of management principles in the
organization

Rewards and resource allocations: Determining the place
of resources, finances and rewards in the organization
Rituals: Routine activities carried out within the
organization

Sense of ownership: A culture of owning the organization
as if it were one's own company

Organizational justice: Fairness of the managers of the
organization towards the personnel

In the triangular pyramid in the first part of Figure 1, we go from what cannot be observed to what is observed.
In the second part, the elements of organizational culture are stated with their explanations. While the indirect
assumptions at the base of the pyramid consist of norms and indicate a more abstract concept, they are
embodied by written norms with conscious contracts. On the next step, symbolic objects that can be artificially
observed are placed. When the pyramid narrows and reaches its peak, it becomes more concrete and visible
with human behavior.

From a general point of view, organizational culture is expressed as a subculture of the society in which it is
located (Eren, 2012). Subculture is the set of qualities that distinguish the members of an organization from
other organizations (Hofstede, 2000). Although each subculture has its own lifestyle, values, norms, attitudes,
and behaviors, it also includes some dominant values of the general culture (Ozkalp, 2011). In this context, it
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can be stated that university students have a subculture that comes from different cultural fields and is
influenced by each other. In addition, the student subculture is considered a culture shaped by historical,
economic, and ideological changes, characterized by demographic features, less radical in nature, and open to
social transformation (Rui, 1997). In this way, students transfer cultural elements to each other, rediscover or
consolidate some elements. In order to ensure effectiveness in the organizational culture within the university,
it is necessary to give importance to the student culture and to evaluate their position in the organizational
structure in a good way. Contributions to the organizational culture at the university can be increased by
creating a cognitive learning environment for university students, managing applied learning processes,
providing justice and equality to students, keeping the leadership culture alive by showing the values of
solidarity and originality, and strengthening students' communication skills (Milstein, 1999; Murphy, 2015).

Development of Organizational Culture in Universities

Universities are generally positioned as the highest and privileged level of education in the society, and they
have a flexible structure that is influenced by the society and at the same time feeds the society with cultural
elements. Therefore, universities strongly influence the society by producing new thoughts, values and norms,
come to the fore with their function of serving the society, and are a guide (Turan et al.,, 2005). Organizational
culture in higher education institutions, as in many institutions, is formed in the form of a system of values and
beliefs that shape the thoughts and behaviors of the members of the organization and are dominant in that
organization (GUgcll, 2003). Thus, it can be stated that the value systems of universities have a dominant role in
the creation of organizational culture.

Organizational culture in higher education shows commonalities with other organizational structures. It is
necessary to plan and build the organizational culture step by step. These steps should include a learned or
acquired fact, should be shared by group members, should not be in the form of written texts, should take
place in their mindset, and should be in the form of repetitive behavior patterns (Eren, 2012). In addition,
organizational culture, with all its features, is a phenomenon that gives employees a sense of "identity",
provides unwritten, unspoken principles for continuation in the organization, and helps them keep the social
system they experience in balance (Cameron & Quinn, 2017). It can be stated that each university creates its
university identity with its mission and vision, and even the name of the university contributes to the acquisition
of corporate identity.

National culture, political developments, legal environment, the environment to which universities are affiliated,
organizational uniformity, qualifications of academic staff, priorities of the university, and cultural differences
in university structures play an active role in the organizational culture in universities (Akyol et al., 2020; Celep
& Tulubas, 2015). Although organizational culture covers processes that take a long time, it can lead to the
development of the institution together with internal and external stakeholders in higher education institutions,
acceptability by the socioeconomic environment, and an increase in the job performance of the staff at the
university. In particular, it can be stated that as employees are informed, trained and equipped to do their jobs
in new ways, their culture will change and they will progress further (Desson & Clouthier, 2010). If the dynamic
structure of higher education institutions is put to work, the fact that all staff at the university act together with
the students can lead to the consolidation of the organizational culture through common feelings, beliefs, and
behaviors (Gizer, 2008; Schein, 1992).

There are many benefits of developing organizational culture in universities that turn into practical applications.
By increasing the organizational culture, the motivation of all stakeholders can be ensured, performance levels
can be increased, and the quality assurance system can be activated (Wallace et al., 1999). Culturally, it can lead
to the creation of a positive and healthy culture at the university (Alamur, 2015). Therefore, organizational
commitment is created among all members of the organization, it is advantageous in terms of management,
and it is adapted to changes by organizing the working environment (Fidan, 2011; Hofstede et al., 2010). Thus,
communication improves and the phenomenon of organizational culture is strengthened (Murat & Acikgdz,
2007). As a result, when considered with a holistic approach, universities strengthen their social position with
organizational culture and gain continuity by ensuring the transfer of culture over generations.
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When the literature was examined, it was determined that different researches on "organizational culture" were
included in the country and abroad. In the international literature, it is directly related to organizational culture
(Alvesson, 2012; Ouchi & Wilkins, 1985; Schein, 1990), the relationship between organizational culture and
organizational performance (Jamaludin & Subiyanto, 2023; Shahzad et al, 2012), organizational culture,
motivation, and effectiveness (Kaligis et al., 2023). In the national literature, many studies examine the elements
of organizational culture (Durgun, 2006; Strong, 2003; Kiziloglu, 2017; Kdse et al., 2001; Sezgin & Sénmez, 2018;
Tailor, 2005). On the other hand, in the context of universities, studies have explored various dimensions of
organizational culture (iplik¢i & Sakal, 2014), examined organizational culture within university settings (Akyol
et al, 2020; Erdem et al, 2010; Fidan, 2011; Kesen & Akyliz, 2015), and investigated the impact of digital
transformation on organizational culture (Atabay & Aytekin, 2022; Nalbantoglu, 2021).These researches only
convey the views and experiences of academic staff on organizational culture. However, the opinion of the
students, who are the most numerous stakeholders of higher education, was not consulted. Therefore, it is
aimed to reflect the perspectives of university students, who are the main input and internal stakeholders of
higher education institutions, towards organizational culture in the literature.

The aim of the research is to examine the experiences and opinions of pre-service teachers about the
development of organizational culture at the university. The sub-problems related to the determined objectives
are listed below:

1) What does the organizational culture at their universities mean for prospective teachers?
2) In a university according to teacher candidates,

a) How should the organizational culture be developed?

b) How is the effectiveness of the organizational culture ensured?

3) According to pre-service teachers, what activities can be carried out to increase the organizational
culture in a university?

Method

The study was prepared according to the qualitative research method. Qualitative research involves a
phenomenon that is desirable to be discovered and requires the collection of data in real environments
(Yildinm & Simsek, 2016). Different views and perspectives on newly unearthed phenomena should be created
through open and evolving discovery processes (Creswell, 2017). People are constantly reconstructing their
own information. Based on this approach, each relationship is special, relative, and temporary in itself, and the
information revealed is developed depending on accuracy and meaning (ideographic), information is based on
credit (credibility), transferability can be transferred to other facts (transferability), affirmation, provision, and
documentation (Sonmez & Alacapinar, 2011). In this study, in accordance with the nature of qualitative
research, "organizational culture" was examined factually. The data were obtained by being in the faculty of
education, which is its natural environment. The reason for choosing the faculty of education is that the teacher
candidates have both a theoretical background on the subject of organizational culture and experience the
phenomenon practically in the university environment. Interviews were conducted with different pre-service
teachers and it was aimed to express various opinions about the phenomenon. In addition, research problems
are systematically presented in order to structure the phenomenon in terms of knowledge of pre-service
teachers.

Research Design

The phenomenological (phenomenology) design of the research was taken as a basis. Phenomenological
approaches are used to determine the meaning and experiences of phenomena by focusing on phenomena
that are aware but do not include in-depth understandings (Cropley, 2002). In this context, people's
perspectives, feelings, understandings or perceptions about a concept or phenomenon are expressed, and
human experiences are tried to be understood (Rose et al, 1995; Van Manen, 2007). The essence of the
approach is based on "experiences, essence, loaded meaning, describe" (Creswell, 2020). As data sources,
individuals or groups who experience the phenomenon being investigated and who can reflect this
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phenomenon should be included, and the study should be designed through revealing meanings, interaction,
flexibility, and examination (Blyukoztlrk et al., 2017). The pre-service teachers' experiences gained with their
university life, their different views on the phenomenon, and their reflection of various perspectives shaped the
study. In this context, differentiated examples, explanations, experiences related to organizational culture are
expressed, and meanings and descriptions of organizational culture are presented.

Participant Group

While determining the participant group, the sampling method was selected according to the aims of the
study, and the specific characteristics of the participant group and the number of participants were taken into
consideration. In this study, criterion sampling type was used. In the form of criterion sampling, one or more
criteria can be determined by the researcher (Marshall & Rossman, 2014), and a situation related to the subject
of the research can be discussed (Grix, 2010). The pre-service teachers in the study experience the phenomenon
of "organizational culture" theoretically and practically as internal stakeholders of a particular university. At the
same time, they were preferred as participants of this study because they observed the organizational culture
for a long time. In phenomenological studies, the sample size consists of "5-25" individuals (Patton, 2014). In
this study, 24 pre-service teachers studying in different departments were included. Table 1 presents
information on the group of participants.

Table 1. Information About the Participant Group
Type of Department  Class

faculty Branch Level Gender Age Income level Enclave
F:n(2), M: 18:n Mediterranean Region: n
Fi n (1) (2) (2)
Irst . . .
Preschool 19:n Low income: Eastern Anatolia Region: n
3) n (13) 4)
F: nn(?z)l) M: 2?5:;] Aegean Region: n (1)
Education Se;on 21:n Middle Southeastern Anatolia
Faculty Third (6) income: n (9) Region: n (5)
. F:n (4), M: 22:n Central Anatolia Region: n
Mathematics
. n(3) (6) (10
Social 23:n High
Studies ™ income: n (2) Black Sea Region: n (1)

Fourth o e M:  24:n

n (2) (1) Marmara Region: n (1)

The group of participants mentioned in Table 1 consists of students studying at 3 different departments in the
faculty of education of a state university, at education levels from the 1st grade to the 4th grade. There are a
total of 24 teacher candidates in the study, with the numbers F=16 (n), E=8 (n) at all grade levels. The majority
of the participants are female teacher candidates. When the income level of the participants was examined, it
was determined that they mostly had low = 13 (n) and medium = 9 (n) income levels. According to the
settlement information of the participants, although all 7 geographical regions in the country are included, the
highest participation is listed as Central Anatolia Region = 10 (n), South-eastern Anatolia Region = 5 (n), Eastern
Anatolia Region = 4 (n). It can be stated that the participants generally live in the Central Anatolia Region or
nearby regions where the university is affiliated.

Data Collection Tools

A semi-structured interview form was prepared by the researchers to collect the data used in the study. In the
development of the data collection tool, it is aimed to reflect the characteristics of the research subject and to
reach the discipline in depth. The draft form is staged as basing the study on a fact, reviewing the conceptual
information by reviewing the literature on the phenomenon of organizational culture, accessing up-to-date
information, developing sub-problems in line with the aims of the research, ensuring semantic integrity,
maintaining succession and integrity.
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The draft form is prepared by two professors and one assistant. It was created with the opinions of
academicians with the title of member. The question expressions were reviewed and arranged with fixed
options and open-ended answering technique. The form is structured with two main sections: "personal
information" and "theoretical information”. In the first part, 5 statements were included and written answers
were obtained, and for the 5 statements in the last part, the interviews were held in the faculty by face-to-face
interview method. The answers were recorded and transferred to the computer environment. All interviews
were completed in approximately 30 minutes and 60 days. Below are the questions in the semi-structured
interview form:

1) What does organizational culture at the university mean for you? You can answer as follows: “In my
opinion, organizational culture is like/means .......... !

2) How do you define organizational culture at the university?

3) In your opinion, how can organizational culture be improved at the university?

4) In your opinion, how can the effectiveness of organizational culture at the university be ensured?

5) In your opinion, what activities can be carried out to increase organizational culture at the university?

Analysis of Data

The analysis was carried out with the content analysis technique. Content analysis is based on bringing together
similar data with certain concepts or themes, organizing and interpreting them in a way that the reader can
understand (Yildinm & Simsek, 2011). The important point here is that the data are presented systematically.
The basic stages of the content analysis technique are coding the data, revealing the themes, analyses and
interpreting the findings (Kincal, 2013). In the prepared study, first of all, the phenomenon of "organizational
culture tree" is explained with a figure showing the expression of 24 phenomena. Then the other process steps
are indicated in order. As a first operation, participant codes are created and shown in Table 2.

Table 2. Participant Codes
Number of participants, grade levels, and names

1 First grade Acelya 10 Third grade Asya 16 Fourth grade Azra
2 First grade Ayse 11 Third grade Ayca 17 Fourth grade Almira
3 First grade Aykut 12 Third grade Aylin 18 Fourth grade Alara
4  Second grade Arya 13 Third grade  Aybuke 19 Fourth grade Askin
5 Second grade Arzu 14 Third grade  Atakan 20 Fourth grade Aygen
6 Second grade Asena 15 Third grade Atilla 21 Fourth grade Aysel
7  Second grade Asli 22 Fourth grade Aytac
8 Second grade Ahmet 23 Fourth grade Arda
9 Second grade Alper 24 Fourth grade Anil

Each of the 24 participants mentioned in Table 2 was given names beginning with the letter "A". In this way,
the information of the participants was preserved and the comprehensibility of the narration was ensured.
Then, the 3 sub-themes determined were paired with 17 categorical codings. Frequency values were given and
tabulated, and research data were supported by direct quotation. In the last stage, all data were sorted and
interpreted and presented according to semantic information.

Validity and Reliability

"Validity" in qualitative research, taking the necessary measures to reach the right information; "reliability" is
the ability to define the processes in the research, to clearly state the research data in detail, and to evaluate
them by different researchers (Yildinm & Simsek, 2016). The use of direct quotation from data sources is the
detailed description of the data, the preservation of the data, and the reporting of it in a specific and systematic
way (Brantlinger et al., 2005; Creswell, 2020). Validity is based on the ethical conduct of the research (Merriam,
2013), and in this study, the process was carried out in accordance with ethical rules by obtaining an ethical
permission certificate. Participants are provided with information about the study, obtaining participant
consents, protecting their identities, performing coding, and other validity and reliability criteria (Berg & Lune,
2015; Christensen et al., 2015). At the same time, efforts were made to increase reliability by expert review,
detailed reporting, detailed specification of the stages for transferability, use of direct quotation, compilation
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of semantic information in a way that the reader can understand, internal consistency of the data for
consistency, and the ability to generalize for different situations (Merriam, 2013; Patton, 2014). Verifiability is
ensured by the objective reflection of the phenomenon being investigated, research supervision, and
participant feedback, regardless of the researcher's wishes, thoughts, and perspectives of the findings obtained
(Morrow, 2005; Roller & Lavrakas, 2015). Verifiability was obtained by transferring the findings of the study to
the computer environment as it is, stating it in the report in the same way, keeping the records properly,
detailed reporting, and participant feedback. In addition, the COREQ [Consolidated Criteria for Reporting
Qualitative Research] checklist was used; the steps of the process were used to determine the participants of
the study, to organize the study design, to perform data analysis and reporting (Tong et al., 2007). In addition;
other list criteria were met by sampling method, data collection environment, data collection method,
verification of findings by the participant, data recording method, explanation of the derivation of themes, and
inclusion of supporting quotations in the study. Using the Miles and Huberman "Harmony Formula" (Miles &
Huberman, 1994), the agreement ratio between the codes, themes, comparisons of ‘Reliability =
Consensus/Compromise + Disagreementx100' was calculated, and the agreement rate between encoders was
found to be 0.84, and since this ratio was above 0.70, reliability was obtained (Akay & Ultanir, 2010).

Ethical Disclosure

Ethics Committee Approval: This research was conducted with the permission obtained by the Kirsehir Ahi
Evran University Scientific Research and Publication Ethics Social and Human Sciences Board's decision dated
21/03/2024 and numbered 2024/03/24.

Findings
The Organizational Culture Tree Phenomenon

In this study, it is aimed to express the organizational culture experiences of pre-service teachers at the
university during their student life and the essence of their experiences. The experiences and perspectives of
the teacher candidates regarding the organizational culture at the university were evaluated through the
participant discourses. As a result of these inferences, the following figure was created by the author and
identified with the phenomenon of "organizational culture tree". In Figure 2, the phenomenon of the
organizational culture tree is visualized and presented.

( )
Organization tree phenomeno

Figure 2. Teacher Candidates' Experiences of Organizational Culture at the University

According to Figure 2, the organizational culture tree, which shows what organizational culture means, consists
of roots, tree, fruits, and leaves on the tree. Roots express the university itself, and it shows that organizational
culture is also related to the roots. The fruits and leaves on the tree reflect the connotation and perception of
the organizational culture in pre-service teachers.
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The organizational culture tree phenomenon consists of 17 "organizational culture” phenomena expressed by
pre-service teachers. In the organizational culture tree, positive experiences consist of 11 statements and
negative experiences consist of 6 statements. In order to identify the phenomena, students were asked to say,
"l think organizational culture, ........ means." sentence pattern was used. The frequency of use in positive
experiences was determined as "belief" (f:3), "value" (f:3), "interaction" (f:2), "activity" (f:2), "communication”
(f:1), "love" (f:1), "belonging” (f:1), "group” (f:1), "commitment" (f:1), "harmony" (f:1), "history" (f:1). In negative
experiences, the frequency of use is "formality" (f:1), rules (f:1), "difficulty” (f:1), "discipline" (f:1), "not getting
used to it" (f:1), "distance" (f:1). The phenomena of positive experiences are greater than those of negative
experiences. In this context, it can be stated that teacher candidates internalize and adopt the organizational
culture in general.

a) Positive Experiences on the Concept of Organizational Culture

" | think organizational culture means beliefs," Arzu said. Emphasizing the phenomenon of "faith", Aytac said, "/
think organizational culture means our social values, the values of our school." reveals the phenomenon of
“"value". Alper said, "I think organizational culture is to come together. It means activity, it means interaction."
Internalizing the organizational culture with "interaction" in the form of Azra, Azra said, "/ think organizational
culture means having a lot of activities. The more activities there are, the more connected we are to our university."
and reconciles the phenomenon of "activity" with the organizational culture. Atilla said, "/ think organizational
culture means communication. Through communication, we understand each other's feelings and thoughts."
reflects a different perspective and states that the organizational culture will be healthier with the phenomenon
of "communication". Aygen, one of the other participants, said, "I think organizational culture means
commitment. Connecting to the university makes us love the university, and we come to the school more
willingly." It creates the phenomenon of "commitment” in the form of and expresses the need for commitment
for organizational culture.

b) Negative Experiences Towards the Concept of Organizational Culture

Ayse said, "l think organizational culture means discipline. Sometimes too much discipline drives us out of school,
order is essential, but sometimes you have to be flexible." Acelya reveals the phenomenon of "discipline” and
explains that he sees discipline in the form of strict rules. She said, "/ think organizational culture means
difficulty. It must be difficult for so many people to be together in an organization and to share." With his
discourse, he expresses the phenomenon of "difficulty”, arguing that organizational culture in a university
means a large number of people and it will be difficult to bring them together. Ahmed, on the other hand, said,
"I think organizational culture means not being able to get used to it. Even though I'm a sophomore, | still haven't
fully adjusted to college. If the sharing and activities increase, if our professors are guides, maybe we will feel
more belonged to the university." It reflects a different point of view with its view in the form. Since the
participant explains the organizational culture with the phenomenon of "not getting used to it", carrying out
adaptation studies to the organization can provide a better understanding of the organizational culture.

Developing Organizational Culture at the University and Ensuring Its Effectiveness

The opinions of pre-service teachers on the development of organizational culture at the university and
ensuring its effectiveness are presented in Table 3.
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Table 3. Developing Organizational Culture at the University and Ensuring Its Effectiveness

Sub-themes Categorical codes f
Finding the interaction between the lecturer and the student at the
university, the administrative staff of the university and the student, 7

and the student-student interaction sufficient
The university attaches importance to national values and protects its

Developing organizational history 6
culture in the university Meeting educational and social expectations of the university 5
The formation of norms and patterns of behavior that are evident in 5

the university
Feeling yourself as a member of the university 2
The university publishes periodicals 2
Revealing or clarifying the core values and beliefs of the university in 11

order to reinforce the organizational culture

The university's upholding of cultural norms from the past 6
Finding various stories and myths told about the university 3
Giving importance to the historical development of the university 2
Reproduction of different ceremonies and events held at the
university

The university has past or present female/male protagonists 1

The effectiveness of the
organizational culture in
the university

Table 3 is given as a sub-theme under the title of "Creating an organizational culture in the university", which
is the first of the views on the development of organizational culture in universities and ensuring its
effectiveness. This sub-theme is grouped into 6 categories. When the usage cases were examined, it was
determined that interaction-oriented views were in the first place in the creation of organizational culture at
the university. It was emphasized that the interaction was aimed at both staff and students. Alper,

“... At the beginning of the academic year, Ahi rice days, various activities for student inclusion,
competitions, conferences about the history and vision of the university can be organized. With these
activities, interaction increases, and we come together with our teachers. Why our friends prefer this
university, what their goals are and their expectations can be examined. In this way, it will be easier
for us to get used to the university..."

expresses it in the form. Here, the participant associates organizational culture with adaptation to the university
and explains the interaction with many of the activities he proposes. Aylin said, "Physical education, scouting,
music, and folk dances can be done to contribute to the organizational culture. Because such activities provide
unity and solidarity, and increase interaction in group work, people in the organization can have fun and maintain
teamwork." Along with participatory interaction, it also considers activities that feed the national culture.
Referring to the importance of values in organizational culture, Aysel said,

“... For Kirsehir, Ahi is an extremely important value. In order to learn, know, and have a mission to
learn this value, students should be introduced to Ahi. If Ahi rice days are organized in the beginning
of the academic year, they will contribute positively to the adaptation process of newly enrolled
students to the school and the city. The concerts and competitions organized within the scope of this
event will provide entertainment to the students and other staff and contribute to their energetic
start to the semester. In the conferences organized for the promotion of the university, getting to
know our professors, getting to know the university will enable the students to have information
about the university they are studying, and will contribute to the university being heard by others.

It states that the organizational culture will be shaped by giving priority to the basic values and promotion of
the university. Another participant, Atilla, said,

“... Each region in our country has its own unique places to visit and see. It is very important for
young people of university age to see these places. | think it is very important to see different places
and to see the cultural differences there. Organizational culture is like that. First, we have to get to
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know our cultures, then our university. The history of the university we study at dates back to ancient
times. | can say that we have an advantage in this respect.."

The participant associates the organizational culture with cultural differences and considers the history of the
university useful in creating the organizational culture. Ayca, on the other hand, expresses;

“... If we want to create an organizational culture, we must spread our university to everyone. For
this, the most permanent and public-minded activity is the publications that will make a sound.
Symbolic tools may not be available to everyone, not everyone may be able to participate in many
events such as theater and ceremonies, but publications are more permanent. Publications can draw
attention to the university and raise awareness. We can adopt to our school better..."

The participant mentions the importance of periodicals from a different perspective. In this way, she argues
that loyalty to the organization will increase and external stakeholders should also get to know the university.

Table 3 shows the second of the views on the development and effectiveness of organizational culture in
universities as a sub-theme under the title of "effectiveness of organizational culture in the university". This
sub-theme is paired with 6 categories. Considering the use cases, it is stated by the majority of the participants
that making the core values and beliefs of the university clear will provide effectiveness in the organizational
culture. Aykut said, "Ahi culture is widespread in our university. In the Ahi culture, there are virtues such as being
a good person and doing justice to the job. Ahi Evran's words are our core values, they hang in different parts of
our school. This makes the organizational culture effective." shows that values and beliefs are effective in
organizational culture. Asli, another participant, said, "Our spiritual values match the values of our university. |
think universities should pay attention to values." It states that the values of the university cause effectiveness.

The fact that the university embraces cultural norms from the past is found to be effective in the organizational
culture by the participants. Aysel said, "Our faculty has transformed from a teacher training school. That is why
there is discipline in our faculty. Our school has its own behavior patterns and rules." She states that both
effectiveness and continuity will be ensured in the university with norms. Asya said, "Our university represents
a certain culture. Various norms are being formed. In my opinion, this is how the organizational culture is
reinforced." and sees norms as the dominant element in effectiveness.

Activities to Increase Organizational Culture at the University

The opinions of pre-service teachers about the activities aimed at increasing the organizational culture at the
university are stated in Table 4.

Table 4. Activities To Increase Organizational Culture at The University

Sub-thema Categorical codes f
Activities to Organizing trips on and off campus where staff and students can come together 10
increase Conducting more conferences, panels and demonstrations at the university 6
organizational Increasing the symbolic means of representing the university 5
culture atthe  Various activities related to certain days and weeks in the country 3
university Increasing the activities for art and sports activities at the university 2

In Table 4, the opinions of pre-service teachers about which activities can be organized to increase the
organizational culture in their universities are collected in a sub-theme, 5 categories. The most common view
in these categories is that "trips" are seen as the most important activity among students. Ayblike, one of the
participants, said,

“... Although the city we are in is small, it contains many cultures and experiences from the past. It
is possible to come across structures such as museums, complexes, underground cities and even
churches in our city. It has made a name for itself not only historically but also with its natural
beauties. By organizing trips under the name of contributing to the organizational culture, our
university can contribute to the spread of this culture and to the socialization of students by having
fun and seeing. Excursions can be remarkable and attract more students. It can also make its name
known by future generations with the trips to be organized by our university. Our university can
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enrich itself with trips both in terms of its own structure and reaching students, and it can also
contribute to the organizational culture with trips..."

With the stated opinion, the teacher candidate takes into account the position of the province and the region
in order to increase the organizational culture and states that the organizational culture should be integrated
with the national culture. Similarly, Alara expressed that

“...Together with the whole university, nature trips, museum visits, home visits, trips to the families
of martyrs and martyrdoms can be organized. During nature trips, students' environmental literacy
can be improved and they can observe the environment better. On museum trips, they can improve
their historical knowledge by seeing and examining historical objects and objects more closely. On
nursing home trips, we can make them happy and make their days better by making our elders
experience the values such as respect, tolerance and belonging in our culture. Trips and visits to the
families of the martyrs and their martyrdoms are like a debt that we have to pay to the martyrs and
their families. It makes us aware that we need to be aware that they are martyrs for us, for their
homeland, for new generations, for our future. During visits to the families of the martyrs, it makes
us feel that they are not alone and that we should share their pain. These and similar visits bring us
together around shared values and concerns, highlighting that we are part of an inseparable whole.
As members of the new generation and future society, such trips and activities contribute to our
development as conscious and responsible individuals.”

The teacher candidate made a statement that prioritized national values, historical heritage and social values.
More conferences, panels and seminars are among the findings obtained. Ahmet expressed his opinion as;

“... When schools open, various shows can be prepared for both new students and other students to
attract their attention and motivate them. At the beginning of the semester, various informative
conferences can be organized to provide students with information about the school, their
departments, and student psychology. Interdepartmental or general panels can be held at the school
at regular intervals, this situation, in which students are also present, will both motivate the students
as it creates excitement and help students gain the ability to think differently as it is in the mood for
discussion.”

According to this statement, the realization of knowledge-based seminars in the dissemination of
organizational culture creates different perspectives on students and increases motivation.

Participants made different suggestions regarding the use of symbolic tools to increase organizational culture
at the university. Arda said, "The use of symbolic tools by the people of the institution and the frequent use of
banners are good for everyone to recognize and see. It's intriguing and can invite research." Anil said, "In order
to reinforce the organizational culture, a new logo can be made that will attract the attention of students. Then
things like banners, stickers, etc., can be made on this logo and they can be hung in different parts of the university.
In this way, the organizational culture increases at the university and among the students." He expressed his
views as follows. It can be stated that the symbolic tools and images of the university attract the attention of
the students and are found to be in accordance with the spirit of the organizational culture.

Conclusion, Discussion and Recommendations

In this study, which examines the experiences and opinions of pre-service teachers on the development of
organizational culture at the university, it is primarily based on the experiences of the participants. What the
participants understand from the concept of "organizational culture", how they examine the concept, and how
they present different perspectives are identified with a phenomenon. By creating the "organizational tree
phenomenon”, 11 different phenomena related to positive experiences and 6 different phenomenon
expressions related to negative experiences were produced. From positive experiences, it can be stated that
with the phenomenon of "values”, pre-service teachers internalize the organizational culture. Values are among
the elements of organizational culture that are frequently mentioned in the literature (Durgun, 2006; Hofstede,
1994; Mitchell & Yates, 2002). Values play an important role in organizational behavior preferences in
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universities and are a guide (Kdse et al., 2001). In addition, it gives the feeling of being a group and gives group
awareness (Matko & Takacs, 2017).

One of the key phenomena, interaction, aligns with the view in the literature that interactions within
universities—as institutional settings—contribute to the development of organizational culture, particularly
through shared activities (Peters & Waterman, 2006). Similarly, the phenomenon of "belief", which provides an
understanding of organizational culture, is the basic element of organizational culture (Sabuncuoglu & Tiiz,
1998; Young, 2000). According to the phenomenon of "communication", which is one of the positive
experiences, positive emotions increase among the members of the organization (Oztirk & Sahin, 2017).
Therefore, the relations of university students with each other, lecturers, and staff are strengthened, and a basis
is created for organizational culture at the university. One of the negative experiences, "formality”, has been
mentioned in the literature on "rules" (Fralinger & Olson, 2007; Lacatus, 2013). This situation is seen as an
element of pressure according to the students and it can be stated that it will weaken the organizational culture
at the university.

According to the data obtained from the study, the sub-theme of "developing organizational culture at the
university" is matched with 6 categories. The interactions were handled holistically by the participants, and
opinions were expressed as "the academic staff-student at the university, the administrative staff-student of
the university-student, and the student-student interaction was found sufficient". It is stated that the realization
of interactions through promotions will improve the organizational culture (Vasyakin, 2016). Although many
suggestions have been made to ensure the effectiveness of the organizational culture, the most frequently
expressed view has been "revealing or clarifying the basic values and beliefs of the university". Similarly, in the
literature, it is stated that the creation of rituals in universities, the development of a common language by
university stakeholders, and the adoption of a common material or spiritual culture will increase the
effectiveness of the organizational culture (Akyol et al., 2020). "Norms" strengthen the organizational culture
in universities and stand out for their collective and guiding features (Pehlivan, 2001). As mentioned above,
although formality is perceived as a negative situation, the behavior patterns and determined rules in the
university, which emerge with norms, increase compliance with the organizational culture. While the
female/male heroes of the university are not found to be very effective in this study, it is stated in the literature
that this situation has a positive effect on the organizational culture (Daft, 2000).

Activities that can be organized for organizational culture were expressed as "trips", "conferences, panels, and
shows" and "symbolic tools" and were considered particularly important by the participants. With trips, the
university spirit can be strengthened, sharing increases, and therefore organizational culture awareness can be
formed. At the same time, students are offered the opportunity to learn by doing and experiencing, and
permanent increases occur in their learning (Tatar & Bagriyanik, 2012). With the conferences and panels held
at the university, sharing is provided between faculty members and students as members of the same
organization, and it can be instrumental in the development of organizational culture. Symbolic tools, which
are another element of organizational culture, mostly consist of products with logos and various items in
universities. Organizational commitment can be created and organizational culture can be increased with
symbolic tools (Daft, 2000). In particular, designs suitable for new technologies can increase students' interest
in organizational culture.

Another finding obtained from the study is that the socioeconomic structure of the participants shows similar
characteristics to the province or region where the university is located. Universities, which are associated with
a very broad culture, differ from other organizations with their resources, organizational members, ways of
thinking, and systemic structure (Birnbaum, 1988). The fact that students come to the university from a culture
they feel close to and are familiar with the sociodemographic characteristics of the university creates an
advantage in terms of organizational culture.

In this study, "ceremonies" were not found to be very important by the participants. However, ceremonies are
stated in the literature as traditions that are characterized as special events, in which important cultural norms
and values are commemorated and strengthened in the organization (Kiziloglu, 2017). In addition, no opinions
were expressed about "celebrations"”, and through celebrations, students' motivation towards the university
can be increased and organizational culture can be nurtured (Robbins & Judge, 2013). Giving more space to
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both ceremonies and celebrations with students in universities can make positive contributions to the
consolidation of organizational culture.

Below are various suggestions for researchers, practitioners and readers to improve organizational culture in
universities and are presented in order:

e The values of the higher education institution have an important share in the creation of organizational
culture at the university. These values are stated in the mission statements and strategic plans of the
universities. Values, on the other hand, generally include cultural, national, spiritual and sociological values and
are prioritizing and integrating the social development of universities. Therefore, the determined values should
not remain theoretically limited. Administrators should be able to integrate students into university life
together with academics. The values, beliefs and cultural norms of the university should be promoted through
social media and especially reminded on certain days.

e Interaction in universities increases the effectiveness of organizational culture. According to the findings of
the research, university students state that social, sports, and art activities should be given importance both
among themselves and with faculty members at certain times. Faculty members can take on the role of
guidance and counselling in providing interaction. A larger number of conferences, panels and demonstrations
related to academic content or daily life can be organized administratively and on the basis of academics. The
number of activities in special days and weeks can be increased in a way that is specific to the faculty of
education. In addition, the effectiveness of the organizational culture can be increased and the interaction of
the members of the organization can be strengthened by organizing trips inside and outside the university, in
and out of the city.

e Academics at the university should be role models to increase the effectiveness of organizational culture. In
this way, among university students, lecturers begin to be seen as the female or male heroes of that institution
over time and organizational commitment may increase.

e Symbolic tools can be used more frequently to activate the organizational culture at the university. Products
with logos and other items that show the university's own identity and create a sense of belonging can always
be included in the process from university promotion days to graduation.

e More opportunities should be given to innovative and creative thinking to increase common feelings at the
university. University students can be offered environments to reflect their feelings and thoughts by taking part
in student congresses, quality commissions, and student projects more frequently. Thus, it can be contributed
to the development of organizational culture by bringing students together with common feelings, values, and
goals in alternative ways.
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Universitede Orgiit Kiiltiiriiniin Gelistirilmesine Yonelik Deneyimlerin ve
Goriislerin incelenmesi

Fatma Himeyra Yucel’

Makale Bilgisi Ozet
Anahtar Kelime Bu arastirmanin amaci, Universitede 6rgit kiltiriniin gelistirimesine yénelik
Iiewnomen, dgretmen adaylarinin deneyimlerini ve gérislerini incelemektir. Arastirmada nitel
Qgr?tm?n.fa\c.i.aylarl, aragtirma yéntemi, fenomenolojik desen ve icerik analizi teknigi kullanilmistir.
(?rgut k.ulturu, Calismadaki veriler 24 katihmcidan yari yapilandinimis gorisme formuyla elde
U.r.1|vers.|.tve, _ edilmistir. Ogretmen adaylarinin 6rgiit kiltiri olgusuna bakis acilarini yansitmak
Ylksekogretim amaciyla &ncelikle “6rgit kiltiri agaci fenomeni” olusturulmustur. Universite
ogrencilerinin olumlu ve olumsuz deneyimlerinden yola ¢ikilarak 17 fenomen ifadesi
Yiikleme: 04.11.2024 ortaya glkgrllmlsfclr.. En sik kullanilan fenomenler "deggr", ’iinan(;"., ’.’etkilegﬁm", “etkinlik”
olarak belirlenmistir. Ardindan katilimcilarin gorisleri icerik analizine tabi tutulmustur.
Kabul: 18.06.2025 3 alt tema ve 17 kategorik kodlamayla eslestirmeler gerceklestirilmistir. Katilimcilara
goOre Universitedeki orglt kiltirinin gelistiriimesinde “Universitedeki 6gretim
Yayin: 30.06.2025 elemani-6grenci, Universitenin idari personeli-6grenci, 6grenci-6grenci etkilesimleri”

ile “Universitenin ulusal degerlere dnem vermesi ve tarihine sahip ¢ikmasi” dnemli
gorilmus ve siklikla ifade edilmistir. Katimcilar tarafindan 6rgut kdltardnan etkililigini

Arastima Makalesi saglamak Uzere “Universitenin temel degerlerle inanglarinin belirgin hale getirilmesi”
gerektigi calismada cogunlukla belirtilmistir. Universitedeki érgiit kiltirini artirmak
Uzereyse "geziler”, "konferanslar, paneller ve gdsteriler”, "sembolik araclar” seklindeki
cesitli aracilarin artinlarak yayginlastiriimasinin Gniversiteye katki saglayacagi ifade

DOI: 10.17984/adyuebd.1578753 edilmistir. Calismanin sonunda Universitenin karmasik yapisina ragmen gerek
Universitenin olanaklarini kullanarak gerek sosyal medya araciligiyla tniversitede 6rgit
kaltirinun gelistirilmesine iliskin farkli 6nerilere yer verilmistir.

Giris

Bir kuruma yon vermek, kurumdaki personelin davranislarinin altinda yatan nedenleri ortaya ¢ikarmak, stratejik
acidan etkili kararlar almak ve uygulamak igin "6rglt kilturd” kavraminin iyi anlasiimasi ve dogru
degerlendirilmesi gerekmektedir (Cameron & Quinn, 2006). Orgiit kiiltiiri ulusal kiltirle iliskili bicimde ortaya
¢ikmakta, 6rgut Uyeleri kendi aralarinda toplumdaki kiltira 6rgit icinde harmanlayarak kendi kiilttrel yapilarini
olusturmakta ve benzer bir anlayisla 6rgit kilttrini etkilemektedir (Hartnell vd., 2011). Kiltdr bir 6rglitte gorev
alan calisanlarin 6rgitin amaclarina ulasmalarini saglayan, calisanlari birbirlerine baglayan bir gii¢ olarak
nitelendirilmektedir (Kése vd., 2001).

Kultlra olusturan baslica faktorler dil, din, inanclar, degerler, normlar, simgeler, tutumlar, 6rf ve adetler, yasalar,
ahlak kurallaridir (Taylor, 1958). Kultir, pek cok 6geyi blnyesinde barindiran, toplumun bitin kesimlerini
ilgilendiren aliskanliklari ve davranis kaliplar olarak nitelendirilebilir. Kilttr araciligiyla insan ve yapilar ortak
paydalarda bulusabilmekte, 6rgit kiiltiiri daha aktif hale gelmektedir (Nar, 2020). Ayni zamanda tiim orgditler
deneyimlere, ortak sorunlara ve etkilesimlere bagli bicimde spesifik ortak anlayislarin gelistirildigi, glict ve etkisi
alt kiltiirlerden meydana gelen bir olusumdur (Van Maanen & Barley 1985). Orgiit ici uygulamalarda baskin
olan alt kilttrler ve degerlerle bir 6rgitiin klttrel 6zellikleri ortaya konmaktadir (Robbins, 2000). Dolayisiyla
Universitelerde benzer bicimde tim kdiltlrler bir araya gelmekte, 6rgit kiltirt en yogun sekliyle yasanmakta,
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dongusel canli bir sistem olarak varligini strdirmektedir. Bu sistem icerisinde Universitelerde akademik
personele ydnelik calismalara siklikla yer verilmesine ragmen Universite 6grencilerinin érgit kultiriine yénelik
bakis acilari géz ardi edilmektedir. Universite &grencileri bir Gniversitenin temel girdisidir. Universite
ogrencilerinin oryantasyonu ve kendilerini Gniversitenin énemli bir bileseni olarak algilamalar icin 6rgit
kaltarine iliskin deneyimlerin incelenmesi gerekir.

Orgiit Kiiltiiriiniin Terminolojisi ve Yapi Taslari

Orgit kiltira terimi, érgit Gyelerinin diisiinme, karar verme, degerlendirme sebeplerini aciklayan zihinsel
degerler sistemi (Pettigrew, 1979), 6rgut Uyeleri tarafindan paylasilan ve bir 6rgiti diger 6rgltlerden ayiran
Ozelliklerle dislincelerin bltlni (Hofstede vd., 2010; Robbins, 2000), érgit Uyelerinin sahip oldugu derin
degerler, inanclar ve varsayimlar (Denison, 1990; Watson, 2004) biciminde tanimlanmaktadir. Orgiit kiiltiiri
genel anlamda "bir grubun dig adaptasyonunun saglanmasi ve i¢ bitiinlesme sorunlarini ¢6zme asamasinda
meydana getirdigi birikimler” seklinde tarif edilebilir (McShane & Glinow, 2016; Schein & Schein, 2017). Bir
kurumda o6rglt kiltarinin gelistirilmesi kendi icinde farkli goris ve anlayislarin birlikte olmasina firsat
vermekte, personelin tutum ve davranislarinin sekillendirilip yo&nlendirilmesinde denetim mekanizmasi
saglamaktadir (Eren, 2012; Sezgin, 2010). Buradan 6rgit kdltlrinin birlestirici yoninln yani sira denetleme
fonksiyonuyla birlikte érgitiin strekliligi saglanmaktadir.

Orgut kiltird, devamlilik gésteren fakat kendi icinde degisim odakli olan dinamik yapilardir. Degisim yaratmak
icinse 6rgutu bicimlendiren zihinsel yapilar, bireyler arasindaki etkilesimler ve somut sembolik araglar arasindaki
bag dikkate alinmalidir (Detert vd., 2000). Burada énemli olan yaklasim gecici tutumlardan daha ¢ok &rgutte
gerceklestirilen islerin mevcut durumlarini degerlendirmek, 6rgit kaltirinin yapi taslarini dogru sekilde
konumlandirmaktir. Orgiit kiltiriiniin yapi taslar Sekil 1'de belirtiimektedir:

Gozlenen Gézlenemeyep Degerler: Orgitiin felsefesi ve degerleri yoluyla 6rgiit
kdlturdnin temelini olusturmasi

Anlamlari ve mitleri olan 6rgiitsel hikayeler: Orgtteki
yonetim ilkelerinin pekistirilmesi

Odiiller ve kaynak tahsisleri: Kaynak, finans ve éddllerin
orgutteki yerini belirlemesi

Rittieller ve ayinler: Orgit icinde gerceklestirilen rutin
faaliyetler

Sahiplenme duygusu: Org(iti kendi sirketi gibi sahiplenme
kaltard

Orgiitsel adalet: Orgiit yéneticilerinin personele kars
adaletli olmasi

Sekil 1. OrgUt Kiltirdndn Yapi Taslart (Cameron& Quinn, 2017; DuBrin, 2019)

Belirgin davranislar

Bilingli s6zlesme ve normlar

Yapay (insan eliyle yapilan) ]

Dolayli varsayimlar

Sekil 1'in birinci kismindaki icgen piramitte gézlenemeyenden gdzlenene dogru gidilmektedir. ikinci kisimda
ise orgut kulttrine iliskin unsurlar agiklamalariyla beraber belirtiimektedir. Piramidin tabanindaki dolayli
varsayimlar normlardan olusup daha soyut bir kavrami gdstermekteyken, bilingli sdzlesmelerle yazili normlarla
bir basamak daha somutlagmaktadir. Bir Ustteki basamakta yapay bicimde dolayisiyla gézlenebilir sembolik
esyalara yer verilmektedir. Piramit daralip tepe noktasina ulasildiginda insan davranislariyla daha somut ve
gorindr olmaktadir.

Genel bir bakis acisiyla ele alindiginda 6rgit kalturd, icinde bulundugu toplumun bir alt kiltiri olarak ifade
edilmektedir (Eren, 2012). Alt kultlr, bir 6rgitin Uyelerini diger orgitlerden ayiran niteliklerin butintdur
(Hofstede, 2000). Her alt kiltlirin kendine 6zgl yasam bigimi, degerleri, normlari, tutum ve davraniglar
olmasina ragmen bu kiltiirler genel kiltiirin bazi baskin degerlerini de icermektedir (Ozkalp, 2011). Bu
baglamda Universite 6grencilerinin farkl kiltirel alanlardan gelen, birbirlerinden etkilenen bir alt kultlre sahip
olduklari belirtilebilir. Ayrica 6grenci alt kiltir(; tarihi, ekonomik, ideolojik degisimlere bagl, demografik
Ozellikler gosteren, daha az radikal, sosyal degisimlere acik bir kiltlr olarak ele alinmaktadir (Rui, 1997).
Boylelikle dgrenciler kiltirel unsurlari birbirlerine aktarmakta, bazi unsurlari yeniden kesfetmekte ya da
saglamlastirmaktadir. Universite icindeki érgit kiltirinde etkililik saglamak icin égrenci kiltiirine énem
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vermek, érgiitsel yapi icindeki konumlarini iyi yénde degerlendirmek gerekmektedir. Universite égrencileri icin
bilissel 6grenme cevresi yaratarak, uygulamali 6grenme sireclerini yoneterek, 6grencilere adalet ve esitlik
saglayarak, dayanisma, 6zglnlik degerlerini gostererek liderlik kaltlrini yasatmak, ogrencilerin iletisim
yeteneklerini glclendirerek Gniversitede orgut kalturine katkilar artinlabilir (Milstein, 1999; Murphy, 2015).

Universitelerde Orgiit Kiiltiiriiniin Gelistirilmesi

Universiteler toplumda genellikle en (st ve ayricalikli egitim kademesi olarak konumlanmakta, toplumdan
etkilenen, ayni zamanda toplumu kdltlrel 6gelerle besleyen esnek bir yapiya sahiptir. Dolayisiyla Universiteler
yeni dislinceler, degerler, normlar treterek giicli sekilde toplumu etkilemekte, topluma hizmet fonksiyonuyla
on plana ¢ikmakta, yol gdsterici pozisyonda bulunmaktadir (Turan vd., 2005). Yiiksekdgretim kurumlarindaki
orgut kaltird pek cok kurumda oldugu lzere 6rgut Uyelerinin disiince ve davranislarini bigimlendiren, o
orgutte hakim olan deger ve inanglar sistemi biciminde olusturulmaktadir (Gugli, 2003). Boylelikle
Universitelerin deger sistemlerinin 6rgut kiltlrinin yaratiimasinda basat role sahip oldugu ifade edilebilir.

Yiiksekégretimde 6rgiit kiiltiiri diger érgiitsel yapilarla ortakliklar géstermektedir. Orgit kiiltiirini adim adim
planlamak ve insa etmek gerekmektedir. Bu adimlar 6grenilmis ya da sonradan kazanilmis bir olguyu icermeli,
grup Uyeleri tarafindan paylasiimali, yazili metinler biciminde olmamali, distince yapilarinda gerceklesmeli,
tekrar edici davranis kaliplari biciminde olmalidir (Eren, 2012). Ayrica orgut kultira buttin 6zellikleriyle birlikte
cahsanlar igin "kimlik” hissini veren, 6rglitte devam edebilmek Uzere yazili olmayan, konusulmayan ilkeleri
sunan, tecrlibe edilen sosyal sistemin dengede tutulmasina yardimci olan bir olgudur (Cameron & Quinn, 2017).
Her Universitenin misyonu ve vizyonuyla birlikte Gniversite kimligini olusturdugu, Universitenin adinin bile
kurumsal kimlik kazanimina katki sagladigi belirtilebilir.

Universitelerdeki érgit kiiltiriinde ulusal kiltir, politik gelismeler, yasal cevre, Universitelerin bagl oldugu
cevre, orgutsel esbicimcilik, 6gretim elemanlarinin nitelikleri, Gniversitenin dncelikleri, Gniversite yapilarindaki
kilturel farkliliklar etkin rol oynamaktadir (Akyol vd., 2020; Celep & Tiiliibag, 2015). Orgt kiilttrii uzun zaman
alan suregleri kapsamakla beraber ylksekdgretim kurumlarinda i¢ ve dis paydaslarla birlikte kurumun
gelistirilmesini, sosyoekonomik cevre tarafindan kabul edilebilirliginin yikselmesini, tniversitedeki personelin
is performanslarinin artmasini saglayabilir. Ozellikle calisanlara islerini yeni yollarla yapmalar icin bilgi
verildikce, calisanlar egitim aldiklarinda ve daha donanimli hale geldiklerinde onlara igerisinde bulunduklari
kaltarin degisecegi ve daha da ilerleyecekleri belirtilebilir (Desson & Clouthier, 2010). Yuksekdgretim
kurumlarinin dinamik yapisi ise kosulursa Universitedeki butin personelin 6grencilerle hep birlikte hareket
etmesi ortak duygu, inanclar ve davraniglar Gzerinden 6rguit kualtirinin saglamlastiriimasini temin edebilir.
(Gizer, 2008; Schein, 1992).

Universitelerde 6rgit kiltiriinin gelistirilmesinin pratik uygulamalara déniisen pek ¢cok faydasi bulunmaktadir.
Orgut kiltirinin artinlmasiyla tim paydaslarin motivasyonu saglanabilir, performans diizeyleri artabilir,
kalitede glivence sistemi etkinlestirilebilir (Wallace vd., 1999). Kultiirel agidan ise Universitede pozitif ve saglikli
bir kiltdrin yaratilmasina katki saglanabilir (Alamur, 2015). Dolayisiyla tim orgut Uyeleri arasinda érgutsel
baglhk yaratiimakta, yonetimsel acidan avantajli bulunmakta, calisma ortamini organize ederek degisikliklere
uyum saglanmaktadir (Fidan, 2011; Hofstede vd., 2010). Boylelikle iletisim geliserek orgit kiltlrl olgusu
glclenmektedir (Murat & Acikgdz, 2007). Sonugta butlinsel bir yaklasimla ele alindiginda 6rgut kilturd ile
Universiteler, toplumsal konumunu saglamlastirmakta, nesiller boyunca kultlir aktarimini saglayarak sureklilik
kazanmaktadir.

Alan yazini incelendiginde "6rgut kalttrd” ile ilgili yurt disi / yurt icinde farkli arastirmalara yer verildigi
belirlenmistir. Uluslararasi alan yazininda, 6rgut kaltiri ile dogrudan iliskili (Alvesson, 2012; Ouchi & Wilkins,
1985; Schein, 1990), 6rgut kultird ve orgutsel performans iliskisi (Jamaludin & Subiyanto, 2023; Shahzad vd.,
2012), orgut kaltarld, motivasyon ve etkililigi (Kaligis vd., 2023) calismalarina yer verilmistir. Ulusal alan
yazininda, 6rgit kaltlrinln unsurlarini inceleyen pek ¢ok arastirma (Durdun, 2006; Guigli, 2003; Kiziloglu, 2017;
Kdse vd., 2001; Sezgin & Sénmez, 2018; Terzi, 2005) bulunmaktadir. Universiteleri konu alan arastirmalarda ise
érglt kiltiriinin boyutlarini ele alan (iplikci & Sakal, 2014), tGniversitelerdeki érgit kiltiriini inceleyen (Akyol
vd., 2020; Erdem vd. 2010; Fidan, 2011; Kesen & Akylz, 2015), dijital donlstimlerin 6rgit kilturine
yansimalarini arastiran (Atabay & Aytekin, 2022; Nalbantoglu, 2021) birtakim calismalar bulunmaktadir. Bahsi
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gecen arastirmalar sadece akademik personelin 6rgut kiltlrine iliskin goriis ve deneyimlerini aktarmaktadir.
Fakat ylksekdgretimin en kalabalik paydasi olan 6grencilerin goriisiine basvurulmamistir. Dolayisiyla alan
yazinina yiksekodgretim kurumlarinin temel girdisi ve i¢ paydaslarindan biri olan Gniversite dgrencilerinin 6rgit
kaltarine yonelik bakis acilarini yansitmak amaclanmaktadir.

Arastirmanin amaci, Universitede 6rgut kultirinin gelistiriimesine yénelik dgretmen adaylarinin deneyimlerini
ve goruslerini incelemektir. Belirlenen amaclarla ilgili alt problemler asagida sirasiyla belirtiimektedir:

1) Ogretmen adaylari icin niversitelerindeki 6rgiit kiiltiiri ne anlama gelmektedir?

2) Ogretmen adaylarina gére bir Gniversitede,

a) Orglit kiltiri nasil gelistirilmelidir? b) Orgiit kiltirinin etkililigi nasil saglanir?

3) Ogretmen adaylarina gére bir Gniversitede érgit kiltirinin artinlmasina yoénelik hangi etkinlikler
gergeklestirilebilir?

Yontem

Galisma nitel arastirma yontemine gore hazirlanmistir. Nitel arastirmalar kesfedilmesi arzu edilen bir olguyu
icermekte olup gercek ortamlarda verilerin toplanmasini gerektirmektedir (Yildirrm & Simsek, 2016). Agik ve
gelismeye uygun sekilde kesif strecleriyle yeni ortaya ¢ikarilan olgulara yonelik farkli gorisler ile bakis agilari
olusturulmalidir (Creswell, 2017). insanlarin her defasinda kendi bilgilerini yeniden yapilandirmasi sz
konusudur. Bu yaklasimdan hareketle her bir iliski kendi icinde &zel, goreceli ve gegici olup ortaya ¢ikarilan
bilgiler ise dogruluk anlama bagh gelismekte (ideografik), bilgi kredisine dayanmakta (kredibilite), baska
olgulara aktarilabilmekte (transfer edilebilirlik), olumlama, saglanabilme, belgelendirme ile sekillenmektedir
(S6nmez & Alacapinar, 2011). Bu calismada nitel arastirmanin dogasina uygun olarak “6rgut kiltirid” olgusal
bicimde incelenmistir. Veriler kendi dogal ortami olan egitim fakiltesinde bulunularak elde edilmistir. Egitim
fakiltesinin secilmesinin sebebi, 6gretmen adaylarinin 6rgit kiltird konusuna iliskin hem teorik alt yapilarinin
bulunmasi, hem de Universite ortaminda olguyu pratik sekilde deneyimlemeleridir. Farkli 6gretmen adaylariyla
gorusmeler gerceklestirilerek olguya yonelik gesitli gorislerin ifade edilmesi amaclanmistir. Ek olarak olguyu
O6gretmen adaylarinin bilgi bakimindan yapilandirmalari icin arastirma problemleri sistematik olarak
sunulmustur.

Arastirma Deseni

Arastirmanin deseni olarak fenomenolojik (olgubilim) desen esas alinmistir. Fenomenolojik yaklasimlar farkinda
olunan fakat derinlemesine anlayislari kapsamayan olgulara odaklanarak, olgulara yonelik anlam ve yasantilari
belirleyebilmek Gzere kullanilmaktadir (Cropley, 2002). Bu baglamda insanlarin bir kavram veya fenomenle ilgili
bakis acilari, duygulari, anlayis veya algilari ifade edilmekte, insan deneyimleri anlasiimaya calisiimaktadir (Rose
vd., 1995; Van Manen, 2007). Yaklasimin 6zl “deneyimler, 6z, yiklenmis anlam, betimlemek” Gzerine kuruludur
(Creswell, 2020). Veri kaynaklari olarak arastirilan olguyu deneyimleyen, bu olguyu yansitabilecek birey ya da
gruplara yer verilmeli, anlamlarin ortaya ¢ikariimasi, etkilesim, esneklik ve irdeleme yoluyla calismanin dizayn
edilmesi gerekmektedir (Blytkoztirk vd., 2017). Ogretmen adaylarinin (niversite yasamlariyla kazandiklari
deneyimleri, olguya ait farkl gorusler ileri stirmeleri, cesitli bakis acilarini yansitmalari calismayi sekillendirmistir.
Bu baglamda o6rglt kiltirine iliskin farkhilastinlmis ornekler, agiklamalar, yasantilar ifade edilmis, 6rgut
kdlturine iliskin yiklenen anlamlar ve betimlemeler sunulmustur.

Katilimci Grubu

Katilimci grubu belirlenirken ¢alismanin amaclarina gore érnekleme ydntemi secilmis, katiimcr grubunun belirli
Ozellikleri ile katihmci sayisi goz oniinde bulundurulmustur. Bu ¢alismada 6l¢it drnekleme turd kullaniimistir.
Olciit 6rnekleme biciminde arastirmaci tarafindan bir ya da birden cok kriter belirlenebilmekte (Marshall &
Rossman, 2014), arastirmanin konusuna iliskin bir durum ele alinabilmektedir (Grix, 2010). Calismadaki
o6gretmen adaylari belli bir tniversitenin i¢ paydaslari olarak “6rgit kilttrid” olgusunu teorik ve pratik sekilde
deneyimlemektedir. Ayni zamanda 6rgut kiltlrini uzun stire gézlemlemis olmalarindan dolayi bu ¢alismanin
katihmcilari olarak tercih edilmistir. Fenomenolojik calismalarda 6rneklem buyikligld "5-25" bireyden
olusmaktadir (Patton, 2014). Bu calismada farkli 6gretmenlik programlarinda 6grenim goéren 24 6§retmen
adayina yer verilmistir. Tablo 1'de katiimci grubuna iligkin bilgiler sunulmaktadir.
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Tablo 1. Katilimc Grubuna iliskin Bilgiler

Fakulte Sinif - s . . .
s Programi diizeyi Cinsiyet Yas Gelir diizeyi Yerlesim bolgesi
L K:n (2), 18:n (2) Dusuk gelir: Akdeniz Bolgesi: n (2)
O?:::lsi Birinci E:n (1) 19:n (3) n (13) Dogu Anadolu Bolgesi: n (4)
ikinci K:n (4), 20: n (5) Orta gelir: n Ege Bolgesi: n (1)
Egitim Matematik En(2) 21:n (6) (9) Glneydogu Anadolu Bélgesi: n (5)
Fakiltesi Uciincii K: n (4), 22:n (6) ic Anadolu Bélgesi: n (10)
Sosyal s En(3) 23:n (1) Yuksek gelir: Karadeniz Bélgesi: n (1)
Bilgiler Dordinci KE : ((g)) 24:n (1) n () Marmara Bolgesi: n (1)

Tablo 1'de belirtilen katilimci grubu, bir devlet Gniversitesinin egitim fakiltesinde 3 farkli programda, 1. siniftan
4. sinifa kadar egitim dulzeylerinde 6grenim goren &grencilerden olusmaktadir. Arastirmada tim siniflar
dizeyinde K=16 (n) , E=8 (n) biciminde toplam 24 6gretmen adayi yer almaktadir. Katiimcilarin cogunlugu
kadin 6gretmen adaylarindan meydana gelmektedir. Katihmcilarin gelir dizeyi incelendiginde cogunlukla
disiik=13 (n) ve orta=9 (n) gelir seviyesine sahip olduklar belirlenmistir. Katilimcilarin yerlesim yeri bilgilerine
gore ulkedeki 7 cografi bélgenin timi yer almakla birlikte en fazla katiim i¢c Anadolu Bélgesi=10 (n),
Glineydogu Anadolu Bdlgesi=5 (n), Dogu Anadolu Bdlgesi=4 (n) seklinde siralanmaktadir. Katilimcilarin
genellikle Gniversitenin bagli bulundugu ic Anadolu Bélgesinde veya yakin bélgelerde yasadigi belirtilebilir.

Veri Toplama Araclan

Galismada kullanilan verileri toplamak Uzere arastirmacilar tarafindan yari yapilandiriimis goriisme formu
hazirlanmistir. Veri toplama aracinin gelistiriimesinde arastirma konusunun &zelliklerini yansitmasi ve calisilan
disiplin alanina derinlemesine ulasabilmesi amaclanmistir. Taslak form, calismanin bir olguya dayandiriimasi,
orgut kiltarl olgusuna yonelik alan yazini taramasi yapilarak kavramsal bilgilerin gézden gecirilmesi, glincel
bilgilere ulasiimasi, arastirmanin amacglari yéniinde alt problemlerin gelistirilmesi, anlam butinligunin
saglanmasi, ardisikhik ve butinselligin korunmasi biciminde asamalandirilmistir.

Taslak form “E@itim Yénetimi” bilim dalindaki iki Prof. Dr., bir Dr. Ogr. Uyesi tinvanli akademisyenin gorigleriyle
birlikte olusturulmustur. Soru ifadeleri gdzden gecirilerek sabit secenekli ve agik uclu cevaplama teknigiyle
diizenlenmistir. Form, “kisisel bilgiler” ve “kuramsal bilgiler” bicimindeki iki temel bélimle yapilandiriimistir. ilk
bolimde 5 ifadeye yer verilmis olup yazil sekilde cevaplar alinmis, son bélimdeki 5 ifade icin yiiz ylize goriisme
yontemiyle gorismeler fakiltede gerceklestirilmistir. Cevaplar kayit altina alinarak bilgisayar ortamina
aktarilmistir. Bitin gortsmeler yaklasik 30 dakika sirmis ve tim goérismeler toplam 60 glinlik slrecte
tamamlanmistir. Asagida ise yari yapilandiriimis gérisme formunda yer alan soru ifadelerine yer verilmektedir:

1) Size gore, Universitedeki 6rgit kiltira neyi ifade etmektedir? “Bence 6rgit kalturd, ......... gibidir /
demektir.” seklinde cevaplarinizi belirtebilirsiniz.

2) Universitedeki 6rgit kaltirini nasil tanimlarsiniz?

3) Sizce Universitede 6rgut kiltird nasil gelistirilebilir?

4) Sizce Universitede 6rgut kiltarintn etkililigi nasil saglanabilir?

5) Sizce Universitede 6rgut kultirtini artirmak icin hangi etkinlikler gerceklestirilebilir?
Verilerin Analizi

Arastirmada elde edilen veriler icerik analizi teknigi ile ¢cziimlenmistir. icerik analizi birbirine benzeyen verilerin
belirli kavramlar veya temalarla bir araya getirilmesini, okuyucunun anlayabilecegi sekilde organize edilip
yorumlanmasini esas almaktadir (Yildirim & Simsek, 2011). Burada 6nemli olan nokta verilerin sistematik sekilde
sunulmasidir. icerik analizi tekniginin temel asamalari ise verileri kodlamak, temalari ortaya cikarmak, bulgular
analiz ederek yorumlamaktir (Kincal, 2013). Hazirlanan calismada oncelikle “6rgit kiltirt agacl” fenomeni, 24
fenomen ifadesini gdsteren bir sekille aciklanmistir. Ardindan diger islem basamaklari sirasiyla belirtilmistir. ilk
islem olarak katihmci kodlari olusturularak Tablo 2'de gosterilmistir.
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Tablo 2. Katilimci Kodlari
Katilimci sayisi, sinif diizeyleri ve adlar

1 Birinci sinif  Acelya 10 Uclinci sinif Asya 16 Dérdinci sinif Azra
2 Birinci sinif Ayse 11 Uclincii sinif Ayca 17 Dordinct sinif Almira
3 Birincisinif  Aykut 12 Ugtinci sinif Aylin 18 Dérdinci sinif Alara
4 lkinci sinif Arya 13 Uclinci sinif Aybiike 19  Dérdinci sinif Askin
5  ikinci simif Arzu 14 Ugtinci sinif Atakan 20 Dérdinci sinif Aygen
6 Ikincisinif  Asena 15 Uclinci sinif Atilla 21 Dérdiinci sinif Aysel
7 ikinci sinif Asli 22 Dérdinci sinif Aytag
8 ikincisinif  Ahmet 23 Dérdinci sinif Arda
9 ikinci sinif Alper 24 Dordinci sinif Anil

Tablo 2'de belirtilen 24 katiimcinin her birine “A" harfiyle baslayan adlar verilmistir. Béylelikle katilimcilarin
bilgileri korunmus, anlatimin anlasilirigi saglanmistir. Daha sonra belirlenen 3 alt tema, 17 kategorik kodlama
ile eslestirilmistir. Frekans degerleri verilerek tablolar haline getirilmis, dogrudan alintilamayla arastirma verileri
desteklenmistir. Son asamada butln veriler siralanarak anlam bilgisine gére yorumlanmis ve sunulmustur.

Gegerlik ve Giivenirlik

Nitel arastirmalarda “gecerlik”, dogru bilgilere ulagsmak tizere gerekli dnlemleri alma; “"glvenirlik” arastirmadaki
strecleri tanimlama, arastirma verilerini ayrintili olarak agik bir bigcimde belirtme, farkli arastirmacilar tarafindan
degerlendirebilmedir (Yildirrm & Simsek, 2016). Veri kaynaklarindan dogrudan alintilamayi kullanma, verileri
detayl olarak betimleme, muhafaza etme, belli ve sistematik sekilde raporlamadir (Brantlinger vd., 2005;
Creswell, 2020). Gegerlik, arastirmanin etik sekilde ylritilmesine (Merriam, 2013) dayali olup bu calismada etik
izin belgesi alinarak slre¢ etik kurallara uygun sekilde yuritilmustir. Katilimcilara ¢alismayla ilgili bilgi
verilmesi, katilimci onamlarinin alinmasi, kimliklerinin korunmasi, kodlanmanin gerceklestiriimesiyle diger
gegerlik ve guvenirlik kriterleri saglanmaktadir (Berg & Lune, 2015; Christensen vd., 2015). Ayni zamanda
glvenirligi artirmak Gzere uzman incelemesi, ayrintili raporlama, transfer edilebilirlik icin asamalarin detaylica
belirtilmesi, dogrudan alintilamanin kullaniimasi, okuyucunun anlayabilecegdi sekilde anlam bilgilerinin
derlenmesi, tutarlilik icin verilerin kendi iginde tutarli olmasi, farkli durumlara yonelik genellemelere
gidilebilmesi ile saglanmaya calisiimistir (Merriam, 2013; Patton, 2014). Dogrulanabilirlik, elde edilen bulgularin
arastirmacinin istek, distince, bakis agisina bagl olmaksizin arastirilan olgunun objektif olarak yansitiimasi,
arastirma denetimi ve katiimcr geri bildirimi ile saglanmaktadir (Morrow, 2005; Roller & Lavrakas, 2015).
Galismadaki bulgularin oldugu gibi bilgisayar ortamina aktarilmasi, ayni bigimde raporda belirtilmesi, kayitlarin
diizgln tutulmasi, detayli raporlama, katihmci donutleriyle dogrulanabilirlik elde edilmistir. Ayrica COREQ [Nitel
Arastirma Raporlama licin Birlestirilmis Kriterler] kontrol listesinden de faydalaniimis; arastirmanin
katilimcilarinin ~ olusturulmasi, ¢alisma tasariminin  dizenlenmesi, veri analizinin ve raporlamanin
gerceklestiriimesi islem basamaklari kullanilmistir (Tong vd., 2007). Ek olarak; 6rnekleme yontemi, veri toplama
ortami, veri toplama ydntemi, bulgularin katihmci tarafindan dogrulanmasi, veri kaydetme ydntemi, temalarin
tiretilmesinin acgiklanmasi, destekleyici alintilarin calismaya dahil edilmesiyle diger liste dlcutleri karsilanmistir.
Miles ve Huberman “Uyum Formili” (Miles & Huberman, 1994) kullanilarak ‘Glvenirlik=Uzlasma /
Uzlasma+Anlasmazlikx100" kodlar, temalar, karsilastirmalar arasindaki uyum orani hesaplanmis, enkoderler
arasi uyum orani 0.84 olarak bulunmus, bu oran 0.70'in Ustlinde oldugundan 6tlru guvenirlik elde edilmistir
(Akay & Ultanir, 2010).

Etik Bildirim
Etik Kurul izin Bilgisi: Bu arastirma, Kirsehir Ahi Evran Universitesi Bilimsel Arastirma ve Yayin Etigi Sosyal ve
Beseri Bilimler kurulunun 21/03/2024 tarihli 2024/03/24 sayili karari ile alinan izinle yurGtilmustar.
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Bulgular
Orgiit Kiiltiirii Agaci Fenomeni

Galismada lniversitedeki 6gretmen adaylarinin 6grencilikleri boyunca yasadiklari 6rgiit kiltlri deneyimleri ile
deneyimlerinin éziiniin ifade edilmesi amaclanmaktadir. Ogretmen adaylarinin tiniversitedeki 6rgiit kiltiriine
iliskin tecriibeleri ve bakis acilari, katilimci sdylemleri Uzerinden degerlendirmeye alinmistir. Bu ¢ikarimlar
sonucunda yazar tarafindan asagidaki sekil olusturularak "6rgut kiltirt agaci” fenomeni ile katilimci sdylemleri
Ozdeslestirilmistir. Sekil 2'de 6rgit kiltlri agaci fenomeni gorsellestirilerek sunulmaktadir.

[ Orgiit agaci fenomeni ]

Corme D

Sekil 2. Ogretmen Adaylarinin Universitedeki Orgiit Kiiltiiri Deneyimleri

Sekil 2'ye gore orgut kiltlriinin ne anlama geldigini gdsteren orgit kilturi agaci, kokler, agag, agactaki
meyveler ile yapraklardan olusmaktadir. Kékler, Gniversitenin kendisini ifade etmekte, 6rgit kiltirinin kokle
de ilintili oldugunu gostermektedir. Agag kismindaki meyveler ve yapraklar, 6gretmen adaylarindaki 6rgat
kiltirintn cagrisimini ve algilama bicimlerini yansitmaktadir.

Orgut kiiltiri agac fenomeni, 6gretmen adaylar tarafindan ifade edilen 17 “6rgiit kiltiri” fenomeninden
meydana gelmektedir. Orgut kiltiri agacinda olumlu deneyimler 11, olumsuz deneyimler 6 ifadeden
olusmaktadir. Fenomenleri belirlemek icin 6grencilerden "Bence orgut kiltar, ........ demektir.” seklindeki cimle
kalibindan faydalanilmistir. Olumlu deneyimlerde kullanim sikhgr “inang” (f:3), “deger” (f:3), “etkilesim” (f:2),
"etkinlik” (f:2), “iletisim” (f:1), "sevgi” (f:1), “aitlik” (f:1), "grup” (f:1), "baghhk” (f:1), "uyum” (f:1), "tarihce” (f:1)
olarak belirlenmistir. Olumsuz deneyimlerde ise kullanim sikhgr “resmiyet” (f:1), kurallar (f:1), "zorluk” (f:1),
“disiplin” (f:1), "ahisamamak” (f:1), “mesafe” (f:1) seklindedir. Olumlu deneyimlere ait fenomenler, olumsuz
deneyimlere kiyasla daha fazladir. Bu baglamda 6gretmen adaylarinin genel anlamda o&rgit kiltirind
icsellestirdikleri ve benimsedikleri belirtilebilir.

a) Orgiit Kiiltiirii Kavramina Yonelik Olumlu Deneyimler

Arzu, “Bence orglt kiiltiirii, inanclar demektir.” diye belirterek "inang” fenomenine vurgu yapmakta, Aytac,
“Bence Orglit kiltiir, toplumsal degerlerimiz, okulumuzun degerleri demektir.” seklinde “deger” fenomenini
ortaya cikarmaktadir. Alper, “Bence 6rgiit kiiltiirii, bir araya gelmektir. Aktiflik demektir, etkilesim demektir.”
biciminde “etkilesim” ile 6rgit kultlrlind i¢sellestirmekte, Azra, "Bence 6rglit kiiltiirii, etkinliklerin cok olmast
demektir. Ne kadar ¢ok etkinlik olursa (iniversitemize daha ¢ok baglaniriz.” sdyleminde bulunarak “etkinlik”
fenomenini &rgit kiltiriyle bagdastirmaktadir. Atilla, “Bence 6rgiit kiiltiirii, iletisim demektir. iletisimle
birbirimizin duygu ve diisiincelerini anlamts oluruz.” seklinde farkh bir pencereden bakis agisini yansitmakta,
“iletisim” fenomeniyle orgit kilttrinin daha saglikli olacagini ifade etmektedir. Diger katiimcilardan biri olan
Aygen ise, “Bence 6rgiit kiiltiirii, bagliltk demektir. Universiteye baglanmak bize (iniversiteyi sevdirir, okula daha
istekli geliriz.” biciminde "baglilik” fenomenini olusturmakta, 6rgit kultird icin baghhk gerektigini ifade
etmektedir.
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b) érgijt Kiltiirii Kavramina Yonelik Olumsuz Deneyimler

Ayse, “Bence 6rglit kiiltiirti, disiplin demektir. Bazen fazla disiplin bizi okuldan sogutuyor, diizen sart ama bazen
esnek olunmali.” seklindeki gorusiyle “disiplin” fenomenini ortaya ¢ikarmakta, disiplini kati kurallar seklinde
gordugind agiklamaktadir. Acelya, “Bence 6rglit kiilttirti, zorluk demektir. Bu kadar insann bir érglitte bir arada
bulunmasi, paylasim yapmast zor bir durum olsa gerek.” sdylemiyle “zorluk” fenomenini ifade etmekte, bir
Universitede 6rglt kiltlriinun ¢ok sayida insan anlamina geldigini ve bunlari bir araya getirmenin zor olacagini
ileri stirmektedir. Ahmet ise, “Bence 6rgiit kiiltiirti, alisamamak demektir. Ikinci stnifta olmama ragmen hala tam
olarak tiniversiteye alisamadim. Paylasimlar, etkinlikler artarsa, hocalarumiz rehber olursa kendimizi liniversiteye
daha ait hissederiz belki.” seklindeki goriistiyle farkl bir bakis agisini yansitmaktadir. Katilimer 6rgdit kiltarind
"alisamamak” fenomeniyle agikladigindan 6tlirli 6rglte uyum galismalarinin ylrittlmesi 6rgit kdlttriniin daha
iyi anlasilmasini saglayabilir.

Universitede Orgiit Kiiltiiriiniin Gelistirilmesi ve Etkililiginin Saglanmasi

Universitede 6rgiit kiiltiriinin gelistirilmesi ve etkililiginin saglanmasina yénelik 6gretmen adaylarinin gérisleri
Tablo 3'te sunulmaktadir.

Tablo 3. Universitede Orgiit Kiltiiriiniin Gelistirilmesi ve Etkililiginin Saglanmasi

Alt temalar Kategorik kodlar f
Universitedeki 6gretim elemani-6grenci, Gniversitenin idari personeli-6grenci, 7
Universitede t}grenci-égrenci etkilesiminin yeterli bulunmasi
Srait Universitenin ulusal degerlere nem vermesi ve tarihine sahip ¢ikmasi 6
kUItU?UnUn Universiteye karsi egitimsel ve sosyal beklentilerin karsilanmasi 5
o . Universitede belirgin olan normlar ve davranis kaliplarinin olusmasi 2
gelistirilmesi LT .
Kendini Gniversitenin bir Gyesi olarak hissetme 2
Universitenin siireli yayinlar ¢ikarmasi 2
Orguit kiltirini pekistirmek icin Gniversiteye ait temel degerlerle inanclarin ortaya 11
Universitedeki c.;.lkarllma5| veya belirgin hale getirilmesi
Sraiit Universitenin ge¢misten gelen kiltirel normlara sahip gikmasi 6
kUItUgr]UnUn Universite hakkinda anlatilan cesitli dykiiler ve mitlerin bulunmasi 3
A Universitenin tarihsel gelisiminin dnemsenmesi 2
etkililigi N i .. . T .
Universitede diizenlenen farkli térenler ile etkinliklerin ¢gogaltiimasi 1
Universitenin gecmisteki veya halihazirdaki kadin / erkek kahramanlarinin olmasi 1

Tablo 3'te Universitelerindeki 6rgut kiltirinin gelistiriimesi ve etkililiginin saglanmasi hakkindaki goriislerden
birincisi olan “Universitede orgut kiltirinin gelistiriimesi” basligr altinda alt tema olarak kategorik kodlar
verilmektedir. Bu alt tema 6 kategoride toplanmaktadir. Kullanim durumlari incelendiginde etkilesim agirhkh
goruslerin Universitede 6rgut kiltirindn olusturulmasinda ilk sirada konumlandigi belirlenmistir. Etkilesimin
hem personele, hem de 6grencilere yonelik oldugu vurgulanmistir. Alper,

“... Ogretim yilt basinda Ahi pilav giinleri, 6grenci kaynastirma amacli cesitli etkinlikler, yarismalar,
lniversitenin tarihini, vizyonunu anlatan konferanslar diizenlenebilir. Bu etkinliklerle etkilesim artar,
hocalarimizla da bir araya gelmis oluruz. Arkadaslaruimizin neden bu (liniversiteyi tercih ettikleri,
amaclarinin ne oldugu ve beklentilerine bakilabilir. Bdylelikle tiniversiteye alismamiz kolaylastr...”

seklinde ifade etmektedir. Burada katilimci 6rgut kiltirini Gniversiteye uyumla bagdastirmakta, etkilesimi ise
dnerdigi pek cok etkinlikle aciklamaktadir. Aylin ise, “Orgiit kiiltiiriine katkida bulunmak icin beden egitimi,
izcilik, mizik, halk oyunlart ¢alismalart yapuabilir. Cinkii bu gibi faaliyetler birlik ve beraberlik saglar, grup
calismast icinde etkilesimi artuwrdigu icin oOrglitteki insanlar hem eglenip, hem de ekip calismasint sirdiirebilir.”
biciminde gorisini beyan etmektedir. Katilimc etkilesim ile birlikte ulusal kiltiri besleyen etkinlikleri de g6z
éniinde bulundurmaktadir. Orgiit kiltirinde degerlerin dnemine deginen Aysel ise,

“...Kursehir icin Ahilik son derece 6nemli bir degerdir. Bu degeri 6grenmek, bilmek ve misyon edinmek
icin égrencilere Ahilik tanttilmalidir. Ahi pilav giinleri 6gretim bast yilinda diizenlendigi takdirde yeni
kayit yaptiran dgrencilerin okula ve sehre uyum siirecine olumlu yénde katkt saglayacaktir. Bu
etkinlik kapsaminda diizenlenen konserler ve yarismalar dgrencilerin ve diger personellerin
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eglenmesini saglayacak, dsneme enerjik baslamalarina katkida bulunacaktir. Universitenin tanitumi
amactyla diizenlenen konferanslarda ise hocalarumizi tanimak, lniversiteyi tanimak, dgrencilerin
okudugu lniversite hakkinda bilgi sahibi olmasint saglayacak, lniversitenin baskalart tarafindan
duyulmasna katkt saglayacaktr...”

seklinde Universitenin temel degerlerine ve tanitiimasina oncelik vererek orgut kultlrinin sekillenecegini
belirtmektedir. Diger bir katiimci olan Atilla,

*...Ulkemizde her bélgenin kendine ézgii gezilmesi ve gériilmesi gereken yerleri vardir. Bu yerleri
lniversite ¢cagindaki genglerin gérmesi cok énemlidir. Gerek farklt yerleri gérmek, gerekse oradaki
kiiltiirel farkliliklart gérmek bence cok énemlidir. Orgiit kiiltiirii de béyledir. Once kiiltiirlerimizi
tanimaliyiz, sonra lniversitemizi. Bizim okudugumuz lniversitenin tarihi de ¢cok eskiye dayanmakta.
Bu acgidan avantajlt oldugumuzu séyleyebilirim...”

biciminde belirtmektedir. Katimc, 6rgit kaltirina kalturel farkliliklarla iliskilendirmekte, Gniversitenin tarihini
orgut kaltirinln olusturulmasinda faydali gérmektedir. Ayca ise,

“..Orgiit kiiltiiriinii olusturmak istiyorsak eder (iniversitemizi herkese yaymali, duyurmaliyiz.
Bunun icin en kalict ve herkese duyurulabilecek faaliyet ses getirecek olan yayinlardir. Sembolik
araglar herkesin eline gecmeyebilir, tiyatro, téren gibi katiimlt olacak bircok etkinlige herkes
katilamayabilir ama yayinlar daha kalicidir. Yaywnlarla lniversiteye dikkat cekilebilir, farkindalik
yaratiabilir. Biz de okulumuzu daha iyi benimseyebiliriz...”

biciminde goristini beyan etmektedir. Katilimci farkli bir bakis agisiyla streli yayinlarin nemine deginmektedir.
Bu sayede orgute bagliligin artacagini ve dis paydaslarin da Universiteyi tanimalari gerektigini ileri siirmektedir.

Tablo 3'te Universitelerindeki 6rgut kiltirinln gelistiriimesi ve etkililiginin saglanmasi hakkindaki gorislerden
ikincisi olan “Universitedeki 6rgit kilturinln etkililigi” bashgr altinda alt tema olarak gdsterilmektedir. Bu alt
tema 6 kategori ile eslestirilmektedir. Kullanim durumlar géz 6nlne alindiginda, katiimcilarin cogunlugu
tarafindan Universitenin temel deger ve inanclarinin belirgin hale getirilmesinin 6rgit kilturinde etkililik
saglayacagi belirtiimektedir. Aykut, “Universitemizde Ahilik kiiltiirii yaygindir. Ahilik kiiltiiriinde iyi insan olmak,
isin hakkint vermek gibi erdemler vardir. Ahi Evran’in sézleri bizim temel dederlerimizdir, okulumuzun farkli
yerlerinde astlidir. Bu da orglit kiiltiiriini etkili yapar.” bigimindeki gorisiyle 6rgut kiltirinde deger ve
inanclarin etkili oldugunu gostermektedir. Katilimcilarindan bir digeri olan Asli, "Bizim manevi degerlerimizle
niversitemizin degerleri uyusuyor. Bence Uiniversiteler degerlere énem vermelidir.” seklinde Universitenin
degerlerinin etkililie sebep oldugunu belirtmektedir.

Universitenin gecmisten gelen kiltiirel normlara sahip cikmasi katimcilar tarafindan érgiit kiltiriinde etkili
bulunmaktadir. Aysel, “Fakiiltemiz dgretmen okulundan doéntismiis. Bu ylizden fakiiltemizde disiplin var.
Okulumuzun kendine gére davrants kaliplart var, kurallart var.” bicimindeki goriislyle normlarla Universitede
hem etkililik, hem streklilik saglanacagini ifade etmektedir. Asya ise “Universitemiz belli bir kiiltiirii temsil
etmekte. Cesitli normlar olusmakta. Bana gére érglit kiiltiirii boyle pekisiyor.” seklindeki gorislyle normlari
etkililikte baskin unsur olarak gérmektedir.

Universitede Orgiit Kiiltiiriiniin Artirllmasina Yénelik Etkinlikler

Ogretmen adaylarinin tniversitede 6rgiit kiltiiriniin artirimasina yénelik etkinliklerle ilgili gérisleri Tablo 4'te
belirtiimektedir.

Tablo 4. Universitede Orgiit Kiltiiriiniin Artirilmasina Yénelik Etkinlikler

Alt tema Kategorik kodlar f

) Kampus igiyle disinda personel ve 6grencilerin bir araya gelebilecegi gezilerin 10
Universitede dizenlenmesi

Orgut kiltirinin Universitede daha fazla sayida konferans, panel ve gosterilerin gerceklestirilmesi 6

artirilmasina Universiteyi temsil eden sembolik araglarin artirilmasi 5

yonelik etkinlikler Ulkedeki belirli glin ve haftalarla ilgili cesitli etkinlikler yapilmasi 3

Universitede sanat ve spor faaliyetlerine ydnelik etkinliklerin artiriimasi 2
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Tablo 4'te 6gretmen adaylarinin Universitelerindeki 6rgit kilttirindn artinlmasina yonelik hangi etkinliklerin
dizenlenebilecegi hakkinda aktardiklari gérusler bir alt tema, 5 kategoride toplanmaktadir. Bu kategorilerdeki
en yaygin olan goris “geziler” 6grenciler arasinda en 6nemli etkinlik olarak gorilmektedir. Katiimcilardan biri
olan Aybiike,

“...Bulundugumuz sehir kiiciik olmasina ragmen gecmisten gelen bircok kiiltiir ve yasantiy icinde
barinduirir. Miize, kiilliye, yer alti sehirleri hatta kilise gibi yapilara bulundugumuz sehirde rastlamak
mimkiindiir. Sadece tarihi olarak degil dogal giizellikleriyle de adint duyurmustur. Universitemiz
orglit kiiltiriine katkt adt altinda geziler diizenleyerek hem bu kiiltiiriin yayimasina hem de
ogrencilerin eglenerek, gezip gorerek sosyallesmesine katkida bulunabilir. Geziler dikkat cekici
olabilir ve daha fazla égrenciyi kendine cekebilir. Universitemizin diizenleyecedi geziler ile gelecek
nesillere de adint duyurabilir. Universitemiz hem kendi yapist hem de 6grencilere ulasmast acisindan
gezilerle kendisini zenginlestirebilir, 6rgtit kiiltiiriine de aynt sekilde geziler ile katkida bulunabilir...”

biciminde ifade etmektedir. Belirtilen goris ile 6gretmen adayi 6rgit kaltirini artirmak icin ilin ve boélgenin
konumunu dikkate almakta, 6rgut kultirinin ulusal kiltirle battnlestirilmesi gerektigini belirtmektedir. Alara
da benzer sekilde,

“...Tim dUniversite ile birlikte doga gezileri, miize gezileri, huzurevi gezileri, sehit ailelerine ve
sehitliklere geziler diizenlenebilir. Doga gezilerinde 6grencilerin cevre okuryazarliklar: gelistirilebilir,
cevreyi daha iyi gozlemleyebilirler. Miize gezilerinde ise tarihi nesneleri, objeleri daha yakindan
gorerek ve inceleyerek tarih bilgilerini gelistirebilirler. Huzurevi gezilerinde ise bizim kiiltiiriimiizde
olan saygi, hosgord, aidiyet gibi degerleri oradaki bliyiiklerimize yasatarak onlart mutlu edebilir,
glinlerini glizellestirebiliriz. Sehit ailelerine ve sehitlikleri yapilan geziler ve ziyaretler bizim sehitlere
ve ailelerine 6dememiz gereken bir bor¢ gibidir aslinda. Onlarin bizim icin, vatanlart icin, yeni
nesiller icin, gelecegimiz icin sehit olduklarinin bilincinde olmamiz gerektiginin farkinda olmamuzi
saglar. Sehit ailelerine yapilan ziyaretlerde ise onlarin yalniz olmadiklarini, acilarint paylasmamiz
gerektigini bize hissettirir. Bu ve bunun gibi ziyaretler bizleri ortak bir degerde, konuda birlestirir ve
ayrilamaz bir parca oldugumuz gésterir. Yeni nesiller ve gelecegin bireyleri olarak bizleri bilincli bir
bireyler olarak yetismemize, en cok da béylesi geziler ve etkinlikler yardimct olacaktur bizlere...”

seklinde gorisini bildirmektedir. Ogretmen adayi ulusal degerleri, tarihi zenginlikleri, toplumsal degerleri
onceleyen bir agiklamada bulunmustur. Konferans, panel ve seminer etkinliklerinin daha fazla gerceklestirilmesi
elde edilen diger bulgulardandir. Ahmet,

“..Okullar agldiginda hem yeni gelen G6grenciler, hem de diger dgrenciler icin onlarin ilgilerini
cekmek ve motive olmalart acisindan cesitli gosteriler hazirlanabilir. Dénem baginda cesitli
konferanslar verilerek hem okul ile ilgili hem de 6grencilerin okuduklart béliimlerle ilgili veya égrenci
psikolojisi hakkinda bilgilendirici konferanslar verilebilir. Belirli araliklarla okulda béliimler arast
veya genel paneller yapuabilir , égrencilerin de bulundugu bu durum hem heyecan yarattigt icin
Ggrenciyi motive edecektir, hem de tartisma havasinda oldugu icin dgrencilerde farkli diisiinme
yetenegi kazandurilmasina yardimct olacaktur...”

seklinde gorisini ifade etmektedir. Bu ifadeye gore 6rgut kiltlrinin yayginlastiriimasinda bilgiye dayali
seminerlerin gerceklestirilmesi 6grenciler Uzerinde farkli bakis acilan olusturmakta ve motivasyonu
artirmaktadir.

Universitede 6rgit kdltirinin artinlmasi icin sembolik araclarin kullaniimasiyla ilgili olarak katiimcilar farkli
onerilerde bulunmustur. Arda, “Yapilan sembolik araglarin kurum kisileri tarafindan kullanidmas:, pankartlarin
stk kullanilmast herkesin tanimast gérmesi agisindan iyidir. Merak uyandurir ve arastirmaya davetiye ¢ikarabilir.”
Anil, “Orgiit kiiltiiriinii pekistirmek tizere 6grencilerin ilgisini cekecek yeni logo yapulabilir. Sonra bu logo lizerinde
pankart ¢calismalart ¢tkartmalar gibi seyler yapilabilir ve (niversitenin farkl yerlerine bunlar asilabilir. Béylelikle
liniversitede ve Ggrenciler arasinda 6rgiit kiiltiirii artar.” seklinde gérislerini dile getirmistir. Universiteye ait
simgesel ara¢ ve imgelerin 6grencilerin dikkatini ¢ektigini, 6rgit kultlrinin ruhuna uygun bulundugu
belirtilebilir.
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Sonuglar, Tartisma ve Oneriler

Universitede 6rgit kiltirinin gelistiriimesine yénelik 6égretmen adaylarinin deneyimlerini ve gorislerini
inceleyen bu c¢alismada oncelikle katilimcilarin deneyimlerinden yola ¢ikilmistir. Katihmcilarin “6rgtt kaltari”
kavramindan ne anladiklar, kavrami nasil irdeledikleri, farkli bakis acilarini sunmalari bir fenomenle
dzdeslestirilmistir. “Orgiit agaci fenomeni” yaratilarak olumlu deneyimlere iliskin 11, olumsuz deneyimlere
iliskin 6 farkli fenomen ifadesi Gretilmistir. Olumlu deneyimlerden “degerler” fenomeni ile 6gretmen adaylarinin
orglt kalturinG igsellestirdikleri ifade edilebilir. Degerler alan yazininda siklikla belirtilen 6rgut kaltari
unsurlarindan (Durgun, 2006; Hofstede, 1994; Mitchell & Yates, 2002) birisi olup elde edilen verilerle
uyusmaktadir. Degerler Universitelerde drgutsel davranis tercihlerinde dnemli bir rol oynamakta ve yol gdsterici
bulunmaktadir (Kose vd., 2001). Ayrica grup olma hissini yasatmakta, grup bilincini kazandirmaktadir (Matké &
Takacs, 2017).

Diger fenomenlerden biri olan “etkilesim” fenomeni, alan yazinindaki kurum olarak Universitelerde
etkilesimlerin 6rglt kiltirine katki sagladigi, benzer bicimde etkinlikler yoluyla etkilesim kuruldugu gorusiyle
ortismektedir (Peters & Waterman, 2006). Benzer bicimde 6rglt kaltiriinin anlasiimasini saglayan “inang”
fenomeninin 6rgt kiltarindn temel unsuru oldugu (Sabuncuoglu & Tiiz, 1998; Young, 2000) belirtiimektedir.
Olumlu deneyimlerden olan “iletisim” fenomenine gore ise 6rglit Uyeleri arasinda olumlu duygular artmaktadir
(Oztiirk & Sahin, 2017). Dolayisiyla tiniversite dgrencilerinin kendi aralarindaki, dgretim elemanlari ve personelle
iliskileri gliclenmekte, tniversitede 6rgit kiltird igin zemin olusturulmaktadir. Olumsuz deneyimlerden olan

“resmiyet”, "kurallar” ile ilgili alan yazininda (Fralinger & Olson, 2007; Lacatus, 2013) yer verilmektedir. Bu durum
ogrencilere gore baski unsuru olarak goriilmekte olup Universitedeki 6rglt kilturini zayiflatacagr belirtilebilir.

Galismadan elde edilen verilere gore “liniversitede orgiit kiltirindn gelistirilmesi” alt temasi 6 kategoriyle
eslestirilmektedir. Etkilesimler katilimcilar tarafindan bitlnsel olarak ele alinmis, “Universitedeki 6gretim
elemani-6grenci, Universitenin idari personeli-6grenci, 6grenci-6grenci etkilesiminin yeterli bulunmas!”
seklinde gorlsler beyan edilmistir. Etkilesimlerin tanitimlar yoluyla gerceklestiriimesinin 6rgit kalttrind
gelistirecegi belirtiimektedir (Vasyakin, 2016). Orgit kiltiriinin etkililigini saglamada pek c¢ok 6éneri
getirilmekle beraber “Universiteye ait temel degerlerle inanglarin ortaya cikarilmasi veya belirgin hale
getirilmesi” en sik dile getirilen goris olmustur. Alan yazininda da benzer sekilde Universitelerde ritteller
olusturulmasinin, tniversite paydaslarinca ortak dil gelistirmenin, ortak maddi ya da manevi kultiri benimsenin
orglt kilturinln etkililigini artiracagi ifade edilmektedir (Akyol vd., 2020). “Normlar”, Universitelerde 6rgit
kilturintn glglenmesini saglamakta, kolektif ve yon gosteren 6zellikleriyle 6n plana ¢ikmaktadir (Pehlivan,
2001). Yukarida belirtildigi tzere resmiyet olumsuz bir durum olarak algilanmasina ragmen normlarla ortaya
ctkan Universitedeki davranis kaliplari ve belirlenmis kurallar 6rgit kiltirtiine uyumu artirmaktadir. Her ne kadar
bu ¢alismada Universitenin kadin /erkek kahramanlari pek etkili bulunmasa da alan yazininda tam tersine bu
durumun 6rgut kilturine olumlu yénde etki sagladigi (Daft, 2000) belirtilmektedir.

non "o

Orgut kiiltiriine yénelik diizenlenebilecek etkinlikler “geziler”, “konferanslar, paneller ve gésteriler”, “sembolik
araglar” seklinde ifade edilmis, katilimcilara gore daha onemli bulunmustur. Gezilerle Universite ruhu
glclenebilir, paylasimlar artar ve dolayisiyla 6rgtt kilturl bilinci olusabilir. Ayni zamanda 6grencilere yaparak
yasayarak 6grenme firsati sunulur, kalici 6grenmelerinde artislar meydana gelir (Tatar & Bagriyanik, 2012).
Universitede gerceklestirilen konferans, panel ve konferanslarla ayni érgiitiin tyeleri olarak égretim Uyeleriyle
dgrenciler arasinda paylasim saglanir, érgiit kiltiriiniin gelismesine araci olunabilir. Orgiit kiiltiriinin baska
bir 6gesi olan sembolik araclar, tniversitelerde cogunlukla logolu Urtinlerden, cesitli esyalardan meydana
gelmektedir. Sembolik araclarla érgiitsel baghlik yaratilabilir, rgit kiltiri artinlabilir (Daft, 2000). Ozellikle
yeni teknolojilere uygun tasarimlar 6grencilerin 6rguat kiltiriine olan ilgilerini artirabilir.

Calismadan elde edilen bir diger bulgu ise katilimcilarin sosyoekonomik yapisinin dniversitenin
bulundugu il veya bdlgeye benzer O6zellikler gostermesidir. Oldukca genis bir kiltirle bagdastirilan
Universiteler, kaynaklariyla, 6rgit uyeleriyle, distince bigimleriyle, sistemik yapisiyla diger orgltlerden
ayrilmaktadir (Birnbaum, 1988). Ogrencilerin kendilerine yakin hissettikleri bir kiiltiirden Gniversiteye gelmeleri,
Universitenin sosyodemografik 6zelliklerine asina olmalari 6rgit kiltlrld agisindan avantaj yaratmaktadir.
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Hazirlanan bu calismada “torenler” katihmcilar tarafindan pek 6nemli bulunmamistir. Oysa térenler, alan
yazininda orgltte onemli kiltirel normlarla de@erlerin anilarak saglamlastirildigi, 6zel olaylar bigiminde
nitelendirilen gelenekler olarak belirtiimektedir (Kiziloglu, 2017). Ayrica "kutlamalar” ile ilgili gorus bildirilmemis
olup, kutlamalar yoluyla 6grencilerin Universiteye olan gudilenmeleri artirilabilir, 6rgit kiltiri beslenebilir
(Robbins & Judge, 2013). Universitelerde hem térenlere, hem de dgrencilerle birlikte kutlamalara daha fazla
yer verilmesi 6rgit kaltlrinin pekismesine pozitif katkilar saglayabilir.

Asagida Universitelerdeki 6rgut kalturina gelistirmeye yonelik arastirmacilar, uygulayicilar ile okuyucular igin
cesitli 6neriler gelistirilmis olup sirasiyla sunulmaktadir:

e Universitede 6rgiit kiltiriinin olusturulmasinda yiiksekdgretim kurumunun degerleri énemli bir paya
sahiptir. Bu degerler Universitelerin misyon bildirgelerinde ve stratejik planlarinda belirtiimektedir. Degerler ise
genellikle kaltirel, milli, manevi, sosyolojik degerleri icermekte olup (niversitelerin toplumsal gelisimini
onceleyici ve bitlnlestirici niteliktedir. Dolayisiyla belirlenen degerler teorik olarak sinirli bir bicimde kalmamali;
yoneticiler, akademisyenlerle birlikte dgrencilerin (iniversite yasamlarina entegre edilebilmelidir. Universitenin
degerleri, inanclar, kiltirel normlar sosyal medya aracihgiyla tanitilmali, belirli ginlerde &zellikle
hatirlatiimalidir.

e Universitelerdeki etkilesim &rgit kdltirinin etkililigini artirmaktadir. Arastirma bulgularina gére Gniversite
ogrencileri, hem kendi aralarinda hem de 6gretim Uyeleriyle belirli zamanlarda bir araya gelebilecekleri sosyal,
spor, sanat etkinliklerine dnem verilmesi gerektigini belirtmektedir. Ogretim Uyeleri etkilesim saglamada
rehberlik ve danismanlik rolini Ustlenebilir. Yonetsel olarak ve akademisyen bazinda daha fazla sayida
akademik icerikli veya glindelik hayatla ilgili konferans, panel, gosteri diizenlenebilir. Egitim fakiltesine 6zgu
bicimde 6zel gunlerle haftalardaki etkinliklerin sayisi artinilabilir. Ayrica Gniversite igi-disi, sehir ici-disi geziler
diizenlenerek drgit kaltlrinun etkililigi artinlabilir, 6rgiit Gyelerinin etkilesimi gliclendirilebilir.

e Universitedeki akademisyenler érgiit kiltirinin etkililigini artirmak icin rol model olmalidir. Boylelikle
Universite 6grencileri arasinda 6gretim elemanlari zamanla o kurumun kadin ya da erkek kahramanlari olarak
gorulmeye baslanir ve 6rgltsel bagllik artabilir.

e Sembolik araclar Universitede érgiit kiltiriini aktiflestirmede daha sik kullanilabilir. Universitenin kendi
kimligini gosteren, aidiyet hissi yaratan logolu Urlnlere ve diger esyalara Universite tanitim ginlerinden
mezuniyete kadar olan slrecte her zaman yer verilebilir.

e Universitede ortak duygularin artirnlmasina yénelik yenilikci ve yaratici disiincelere daha fazla firsat
verilmelidir. Universite 6grencilerine 6grenci kongrelerinde, kalite komisyonlarinda, égrenci projelerinde daha
sik yer verilerek duygu ve duslincelerini yansitma ortamlari sunulabilir. Boylece alternatif yollarla, 6grencilerin
ortak duygu, deger ve amacglarla bir araya gelmesiyle 6rgit kiltirtnin gelistirilmesine katki saglanabilir.
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