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ABSTRACT

EXAMINING THE ORGANIZATIONAL CULTURE OF AN EDUCATIONAL
INSTITUTION: A STUDY ON A PRIVATE COURSE CENTER IN ISTANBUL

UNLU, Deniz
M.S., The Department of Educational Sciences, Educational Administration and
Planning

Supervisor: Assoc. Prof. Dr. Serap EMIL

May 2023, 131 pages

With the spread of high-stakes tests in the transition to secondary and higher education
levels, the shadow education market has started to expand. The demand for private
course centers, which are part of shadow education, are started to increase gradually.
As an educational institution and organization, private course centers also are
produced their own culture. For this reason, the aim of the study is to examine the
meaning and key characteristics of the organizational culture that reveals itself in a
private course center by using the experiences of the teachers who make up the
organization. Therefore, basic qualitative research was conducted with nine full-time
teachers working at a private course center in Istanbul. Participants were selected by
convenience sampling. Data were collected through semi-structured interviews and
analyzed through thematic analysis. Content analysis of unstructured observations and
document analysis of the institution’s website were performed to triangulate the data.
According to the findings, it has been determined that artifacts, values, beliefs, and
basic assumptions, which are the levels of organizational culture, create a positive

organizational culture in the institution. The distinctive features that shape the
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organizational culture in positive way are emphasized by the majority of teachers as
open communication, leadership understanding, professional development

opportunities and cooperation.

Keywords: Shadow education, dershane, private course center, organizational

culture



0z

BIiR EGITIM KURUMUNUN ORGUT KULTURUNUN INCELENMESI:
ISTANBUL’DAKI OZEL BIR KURS MERKEZi UZERINE BiR ARASTIRMA

UNLU, Deniz
Yiiksek Lisans, Egitim Bilimleri, Egitim Ydnetimi ve Planlamas1 Boliimii

Tez Yéneticisi: Dog. Dr. Serap EMIL

Mayis 2023, 131 sayfa

Orta ve yiksek Ogretim seviyelerine geciste ulusal merkezi simavlarin
yayginlagsmasiyla golge egitim pazar1 genislemeye basladi. Golge egitimin bir pargasi
olan 6zel kurs merkezlerine olan talep de giderek artmaya basladi. Bir egitim kurumu
ve orgiitli olarak 6zel kurs merkezleri de kendi kiiltiirlerini tiretmektedir. Bu bilgiler
dogrultusunda calismanin amaci, 6zel kurs merkezlerinde kendini gosteren oOrgiit
kiiltiirliniin  anlamm1 ve temel oOzelliklerini, Orgiitii olusturan Ogretmenlerin
deneyimlerinden yararlanarak incelemektir. Bu nedenle, Istanbul’da &zel bir kurs
merkezinde c¢alisan dokuz tam zamanli Ogretmenle temel nitel bir arastirma
yapilmistir. Katilimeilar kolayda 6rnekleme ile segilmistir. Veriler yar1 yapilandirilmis
goriigmeler yoluyla toplanmis ve tematik analiz yoluyla analiz edilmistir. Veri
licgenlemesi i¢in yapilandirilmamis gozlemlerin igerik analizi ile kurumun internet
sitesinin dokiiman analizi yapilmistir. Elde edilen bulgulara gore orgiit kiiltiiriiniin
diizeyleri olan gozlemlenebilir nesneler (artifaktlar), degerler, inanglar ve temel
varsayimlarm kurumda olumlu bir 6rgiit kiiltiirii olusturdugu belirlenmistir. Orgiit

kiiltiirinli olumlu yonde sekillendiren ayirt edici 6zellikler 6gretmenlerin ¢gogunlugu
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tarafindan agik iletigim, liderlik anlayis1, mesleki gelisim olanaklari ve is birligi olarak
vurgulanmaktadir.

Anahtar Kelimeler: Golge egitim, dershane, 6zel kurs merkezi, orgiit kiiltiirt
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To my lovely father who lives our hearts, rest in peace...
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CHAPTER 1

INTRODUCTION

This chapter is divided into five sections. The first section, which is the background of
the study, gives the study's theoretical background. In section two, the statement of the
problem was indicated, aiming to respond to the research question. To help the readers
become familiar with the context, which is important for comprehending what this
research aims to reveal, the purpose of the study is explained in section three. The
significance of the study is discussed in part four to support its necessity. The fifth

section presents a definition of key terms.
1.1. Background of the Study

Educational institutions that keep the society alive and ensure the continuity of the
organization by fulfilling the mission of cultural transfer have different organizational
cultures. The difference and diversity of the content of education from society to
society is due to the difference of social, political and economic values, namely
culture, produced by each society in its own geography (Dogan, 2017). At this point,
states organize the education system according to their needs (Bennet & LeCompte,
1990). A central curriculum approach has been adopted in Turkey as well as in some
countries such as Singapore, China and Japan (Kaya, Cetin & Yildirim, 2012).
Adaption of centralized curriculum is one-way of overwatching societies through
education. (Yildirim Tasti, 2019). Policymakers base their arguments for adopting a
centralized education system on the fact that a centralized curriculum ensures unity of
content covered in schools and therefore allows for high-risk testing. In this context,
the role of shadow education, that is, private courses, while students are preparing for
high-stakes testing exams has been a controversial issue (Yildirim Tasti, 2019). In the
former socialist countries, the origin of private lessons goes back to ancient times.

However, after the 1990s, the private lessons sector started to grow rapidly.
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Worldwide, many students take private tutoring or attend private courses outside of
school. This type of training can be provided through informal channels and can be
varied one-on-one, in small or large groups. Private tutoring institutions are often
called shadow education because they are mimicry of school education (Silova &
Bray, 2006). Extra courses taken by students and training that they usually have for
academic development outside of official school hours are called shadow education

(Bray, 1999).

While shadow education has long been prevalent in much of East Asia (Zeng, 1999),
it has now become widespread worldwide (Mori & Baker, 2010). The rise of shadow
education is the result of neoliberalism, macroeconomic policies that rose in the 1980s
spreading all over the world (Harvey, 2007). With the phenomenon of shadow
education that has expanded with neoliberalism around the world, students have begun
to feel that their schools do not meet all their needs (Chan & Bray, 2014). While the
official curriculum emphasizes creativity and critical thinking, many students have
turned to crowded classroom instruction that focuses on rote learning to pass high-risk
exams. Central examinations revealed that students see schools as inadequate. While
students are pushed towards shadow education with the feeling that the education in
school is insufficient, they are drawn towards this type of education by the marketing

of shadow education providers (Chan & Bray, 2014).

The findings of the international study by Brehm & Silova (2014) revealed that private
lessons and private courses are common in all countries studied, with most of the
students taking private lessons in the last year of secondary education. One of the
biggest reasons for the increasing demand for shadow education is to enable students
to increase their competitiveness in the education market, that is, to increase the
chances of students entering university or high schools. In addition, the intensity of
turning to shadow education is due to the low trust of students and their families in the
quality of education in schools. Shadow education has also been triggered by the
declining socioeconomic status of teachers. In this context, private tutoring becoming
widespread during non-school hours, gives teachers the opportunity to earn additional
income. The current structure of the Turkish education system is based on the
regulation that entered into force on March 3, 1924, which stipulates that all

educational institutions in the country must be placed under state control by the MoNE.
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This structure is based on a centralized system where all regulations are made by the
MOoNE, and developments are implemented in the same way in all schools of the
country, regardless of abilities, needs, and expectations (Basdemir, 2012). In Turkey,
the education system is being affected by neoliberal policies (Yirci & Kocabas, 2013).
Neoliberal policies assume that parents who want their children to attend the
institutions most suitable for their needs prefer institutions with high education quality.
In this regard, the remaining institutions in the competition have to either increase their
quality or be closed (Brathwaite, 2017). As a matter of fact, Turkish education system
focused on academic success thus, families preferred "dershanes" namely "shadow
education" for their children when they think the quality of academic education in

public schools was insufficient (Basdemir, 2012).

Dershanes are private education institutions where students are prepared for national
central exams, or their academic development is supported. With the enactment of Law
No. 6528 published in the Official Gazette No 28941, dershanes were closed down by
March 14, 2014. In the same law, they were allowed to be transformed into basic high
school or serve as private course centers. This transformation caused many discussions
and disagreements in Turkish education. After this law families who did not send their
children to basic high schools preferred to send them to the private course centers for
the preparation of national exams. Private course centers, evolved after the above law
and replaced “dershanes”, provide students private tutoring, especially in mathematics

and science to prepare them for national central exams.

In this context, considering the impact of neoliberal policies on education, the
transformation of dershanes (Law No. 6528 of March 14, 2014) has led to the spread
of a new private education institution. It is important for an institution to increase its
efficiency and maintain its competitiveness in order to survive similar to dershanes. In
the early periods, it was thought that the reason for the existence of these institutions
was their technical superiority and production volumes. Therefore, human resources
in them were also seen as a part of this mechanical system (Robbins & Judge, 2001).
In later periods, it was realized that the reason for the existence of institutions was
based on human resources and the value given to them (Robbins, Decenzo & Coulter,
2001). From this point of view, it is seen that organizational culture has a critical role

in the success and survival of an institution.
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Culture is a concept that people talk about and live together, yet it is a difficult one to
define and limit. If culture is considered "everything created by human beings", it can
be revealed more clearly how broad concept it is. Culture is closely related to many
factors that direct the behavior of individuals in an institution or social space. In the
social structure, there are two sources that regulate human behavior. The first is the
structure of the behavior of the individuals in the group, and the other is the culture of
the group, which are shared beliefs and orientations that unify the members of the
group. In other words, the internal values, behaviors, and habits that affect the structure
of an institution or organization form the organizational culture (Arslan, Kuru & Satici,

2005).

The concept of organizational culture has been discussed for years as a tool to
understand the basic meaning and structure of organizations in institutions (Hoy,
1990). Selznick (1957) emphasized the importance of viewing organizations as
institutions rather than mere rational structures. Keller (1990) defined organizational
culture as a set of values, thoughts, and norms that can be learned and taught through
symbols that shape the behavior of an organization and the overall image of it. For
instance, Ouchi (1981, p. 41) defined organizational culture as "systems, ceremonies,
and myths that communicate the underlying values and beliefs of the organization to
its employees". Besides, Schein (1990) defined organizational culture as the unwritten
rules learned over time to ensure the integration of group members against external
problems and to ensure internal harmony. Organizations have models of attitudes on a
set of shared principles, values, dogma, and symbols. The culture of an institution;
decisions taken, resources used and responses to the problems encountered have a
strong impact on the success of the institution (Lewis, 2002; Reimann & Oedewald,
2002; Schein, 1990; Sirikrai, 2006). Thus, values, norms, beliefs, traditions and
customs, ceremonies and meetings and symbols related to the organization play an
important role in the organizational behavior of individuals working in organizations.
The notion of culture could be examined from two different perspectives for

organizations.

The first perspective toward culture is an instrumental approach. Fundamentally,
culture is examined as a factor that is functional or dysfunctional for organizations.

The second perspective interpretive approach has explained the notion of culture in

4



organizations as 'systems of meanings' (Maslowski, 2001). As Louis (1983) stated, the
system of meanings is the outcome of social interactions between organization
members. More particularly, it symbolizes the organization's unique identity that sets
it apart from other organizations. The differences between the functionalist and
interpretive aspects of organizational culture serve as a basis for the two perspectives.
As Smircich (1983) noted, while functionalists believe that organizations have a
defined culture, the interpretive approach holds that organizations should be
considered as culture. In studies of organizational culture, the functional and
interpretive perspectives are both valuable. The fundamental distinction is that the
functional perspective is more focused on identifying patterns that are functional for
each organization, whereas the interpretive perspective is more effective at identifying
what makes a specific organization special. In other words, the functional perspective
provides additional opportunities for examining organizations based on specific
cultural traits that are thought to be critical to an organization. Consequently, it can be
said that the functionalist perspective is more effective in revealing cultural
mechanisms linked to an organization's effectiveness adopted a functionalist
perspective (Maslowski, 2001). Simon (1987) stated that the difference between
educational organizations and other organizations is organizational culture. Many
studies in the educational administration literature have revealed that school culture
has a significant impact on the success of teaching and learning at school (Yesilyurt,
2009). In brief, it can be said that the biggest goal of educational organizations is
student success. In this sense, the success of an educational institution is closely related
to the teaching success of the teachers working in that institution. Therefore, it is clear
that the specific organizational culture of an educational institution will be effective in
the success of all members of the institution. Private course centers are educational
institutions that provide academic education and where teachers work within the
Turkish Education System. Therefore, in this study, it is aimed to examine what the
organizational culture in private course centers means and what the key characteristics

of this organizational culture are.
1.2. Statement of the Problem

Culture is closely related to many factors that direct the behavior of individuals in an

institution or public space. It is known that organizations that are part of society also
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have their own culture. In other words, the internal values, behaviors, and habits that
affect the structure of an organization form the organizational culture. The unique
culture that directly affects the performance of an institution and its stakeholders also
determines the regulations in that institution. Organizational culture attracts a lot of
attention and is studied in the field of educational administration, as in many different
areas but generally focuses on universities and schools. Organizational culture is said
to play a key role when it comes to the effectiveness and success of schools

(Westhuizen, Mosoge, Swanepoel & Coetsee, 2005).

Private course centers are common in countries where students take high-stakes
national exams in transitioning to a secondary or higher education level (Tansel, 2013).
In our country, private tutoring has been restructured as educational institutions due to
the transformation and expansion of the shadow education market with the effect of
neoliberal policies as a result of national central exams and decisions taken in recent
years. After this transformation carried out by the state, many students and parents still
prefer private course centers. Private course centers provide training as shadow
education organizations serve as educational institutions in our country. Considering
all these issues, it is inevitable that these institutions should be accepted as educational
institutions and organizations. However, there are not enough informative studies on
private course centers in the field of educational administration in our country. From
this point of view, the focus of this study is to examine the meaning of organizational
culture that manifests itself in private course centers and the key characteristics that

make up organizational culture.
1.3.  Purpose of the Study

Educational organizations produce a direct service for people. The activities carried
out in these organizations are based on the intense interaction between the members
of the organization and this interaction shapes the organizational culture.
Organizational culture is thought to be a factor that affects all elements of the
organization and organizational processes and has a significant impact on
organizational processes. From this point of view, the aim of this study is to examine
the meaning of organizational culture that reveals itself in private course centers and

the key characteristics that make up organizational culture.



Private course centers occupy a large place in the growing shadow education market
as a result of factors such as increased competition in high-stakes testing, neoliberal
policies and the transformation of private tutoring (Law No. 6528, 14 March 2014).
Little is known about what kind of organizational culture manifests itself in these
institutions that provide academic education, teachers work, and students receive
education. Organizational culture in educational institutions includes a wide variety of
factors such as common purpose, coordinated effort, division of labor, traditions,
values, routines, expectations, interactions and authority hierarchy. Considering these
factors, this study aims to examine the meaning and key characteristics of the
organizational culture that reveals itself in a private course center in Istanbul, by

making use of the experience of the teachers who make up the organization.
Therefore, the following research question guided this study:

"What are the meaning and key characteristics of organizational culture revealing itself

in private course centers as an educational institution in Turkey?"

1.4.  Significance of the Study

With the enactment of Law No. 6528 on March 14, 2014, "private tutoring houses",
which have a broad market in the Turkish education system, have been transformed
into basic high schools and private course centers. This transformation attracts great
attention in many fields due to its political, economic, and educational consequences.
Despite this interest, one study has been conducted to examine the organizational
culture of private course centers. From this point of view, this study is important to
examine the organizational culture of private course centers and identify their features
as an educational institution. Qualitative studies are valuable as they allow explaining
events in their own context. Scales may not be sufficient to reflect the existing culture
(Schein, 1997). Thus, it is thought that conducting the study with qualitative method
research will make a significant contribution to the field. In this context, it is thought
that the study of organizational culture within the scope of private course centers will
provide a perspective for future research and stakeholders who work as administrators
and teachers in private course centers.

Secondly, the findings will have value as an exploratory study on private course center

teachers' views on the issue of culture in the workplace. With organizational culture,



members of the organization learn what is good and bad for themselves and their
institutions, what is aimed and what is not, and what should or should not be done. In
addition, these organizational values that individuals learn are not only a source of
motivation for themselves but also a roadmap for the organization's goals, policies,
strategies, and actions. In this context, the continuity of the success of organizations
depends on the creation of organizational values and compliance with these values
(Sahin, 2010). Therefore, the results produced by the culture increase the importance
of the study. Based on the opinions of private course teachers, it is aimed to reveal the
key characteristics of the organizational culture of the private course center. Based on
this, it is thought that the research will contribute to the achievement of the goals of
the educational organization in terms of the management of private course centers, the
development of the educational organization in the cultural context and the other
processes affected by the culture. It will also be beneficial in terms of reaching the
goals of these education centers targeting high-stakes tests. In addition, it is aimed that
the research findings give an idea and guide the education administrators to examine
and create their own organizational culture or to keep the current organizational culture
alive. It is hoped that the findings of this study will provide useful information about

the organizational culture of private course centers.

1.5.  Definition of Key Terms

Private Course Center (PCC): “Private education institutions that operate in order
to prepare students and graduates for a higher school or higher education entrance
exams, to train them in the courses they want, to contribute to their knowledge, skills,

abilities and experiences, and to increase their level” (MoNE).

Organizational Culture: “The term considered to be the shared values, beliefs, and
assumptions that exist among employees within a company that helps guide and

coordinate behavior” (Schein, 1983).



CHAPTER 2

LITERATURE REVIEW

This chapter enables an extensive review of the literature on organizational culture
notion and related studies. This chapter is constituted into four sections. In the first
section, the theoretical part, the notion of organizational culture definitions, elements,
levels, and models of its scientific and practical relevance is given. In the second
section, background information about PCCs as educational institutions is provided.
The third section, school culture notion covered in relation to organizational culture,
and related studies were given that backup the notions. The last section covers a
summary of all these notions and educational administration relations with these

notions.
2.1.  Organizational Culture

Every person is a member of some organization or belongs to a certain community or
group. In addition to the personal behaviors, characteristics, and attitudes that we
embody, we also have unique behaviors, characteristics, and attitudes that are
meaningful only to the members of the group or organization. Mintzberg (1983) argues
that every organization or group has a unique spirit, and this spirit creates a unique
culture and that the behavior of the organization cannot be separated from this different
organizational culture. It is not new for researchers to investigate and examine the
informal structure of organizations. Both Elton Mayo and Chester Barnard concluded
that informal structures have a function within organizations of the emotions, values,
beliefs, and norms that emerge from interactions among organization members

(Barnard, 1938; Mayo, 1945).

The reason why this concept has come to the fore in the last 30-40 years particularly

has been the studies carried out to reveal why American companies cannot perform as
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well as rival companies in other countries. Organizational culture studies have gained
momentum, especially due to the appreciated success of Japanese companies and the
changing nature of the corporate industry. During this period, William Ouchi (1981)
published a series of books on the reasons behind the success of Japanese companies.
These studies by Ouchi (1981) were the first of these studies on the concept of
"organizational culture" that will receive intense attention. Researchers like Peters and
Waterman (1982) concluded that a new viewpoint was needed to examine and improve
the symbolic components in organizations in the 1970s and 1980s. Their suggestions
prompted a resurgence of interest in organizational culture. It has been noted by a few
researchers (Basson, Van der Westhuizen, & Niemann, 2002; Gruenert, 2000; Owens,
1991) that it is challenging to define, examine, or alter organizational culture as a
whole since it has intangible or unseen components. Organizational culture has been
discussed in literature and study since the 1970s, notwithstanding the aforementioned
viewpoint. Before telling the managers what to do, it was necessary to know what was
going on within the organization. Studies conducted in this direction revealed the
importance of organizational culture (Schein, 1990). From this point of view, culture
serves as the unifying or normative glue that holds an organization together (Smircich,
1983). Culture is the set of symbols, beliefs, values, practices, and artifacts that define
who they are and how they do things for members in changing working conditions
(Bolman & Deal, 1997). This notion originated in anthropology and had since been

applied in management sciences and educational literature (Westhuizen, 2005).

2.1.1. Definitions of Organizational Culture

Like societies, organizations have their own values and traditions that are part of their
cultures. The concept of organizational culture began to be studied in research
communities as a subject related to organizational performance in the 1980s (Schoen
& Teddlie, 2008). Culture is viewed in anthropology as the conceptual basis upon
which researchers attribute their interpretations of the sequence and structure of
personal and communal life experiences. Organizational theory has adopted a similar
explanatory role for culture (Bergquist, 1992). According to Deal and Kennedy (1983),
organizational culture is difficult to define due to its abstraction. Erickson (1987)

stated that although the first formal use of the notion of "culture" belonged to the field
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of anthropology, even they could not meet agree on a common definition. In this

respect, there are different definitions of organizational culture.

Ouchi (1981) defined organizational culture as “systems, ceremonies, and myths that
communicate the underlying values and beliefs of the organization to its employees.”
Schein (1985) describes organizational culture as “the deeper level of basic
assumptions and beliefs that are shared by the members of an organization, that operate
unconsciously, and that define in a basic. In addition, in 1990, Schein defines
organizational culture as the unwritten rules learned over time to ensure the integration
of group members against external problems and internal harmony. Organizational
culture is formed by individuals who interpret historical and symbolic elements
(Tierney, 1988). In other words, organizational culture is based on the shared
assumptions of members of the organization. According to Denison (1996),
organizational culture is the complex structure of an organization that is based on the
values, assumptions, and beliefs of members of the organization. Denison (1990)
concluded that culture is a very important factor in the effectiveness of organizations.
Denison described organizational culture with four basic traits: mission, adaptability,
involvement, and consistency. The balance of the four basic traits is the key to
organizational effectiveness. Common values, norms, assumptions, and beliefs that
provide directions for members' behavior inside an organization make up the invisible
basis of organizational culture. Those participating convey the invisible basis through
their verbal, behavioral, and visual cues (Westhuizen, 2005). From this point of view,
these definitions of organizational culture encompass everything of an organization's
beliefs, values, norms, ideologies, expectations, language, symbols, and stories (Deal
& Kennedy, 1982; Peters & Waterman, 1982; Smircich, 1985). However, according
to Schein (2010), the culture of an organization does not have to be formed over time.
It can be shaped by one or more of the members of the organization, changed with the
changes in the goals over time, and even divided into subcultures. Similarly,
Woszczyna (2014) stated that the organizational culture shapes the behaviors of the
members of the organization and that the organization, which is constantly trying to
achieve success, is in an effort to idealize the experiences it has acquired on a

continuous basis.
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In the relationship between organizational culture and educational management, the
functions of organizational culture can be summarized as follows (Robbins & Judge,
2012):
e [t distinguishes between the two organizations.
o [t fosters a sense of identity among its members.
e It demonstrates the member's commitment to a subject that goes beyond his or
her own interests.
e It guarantees the social system's stability.
e [t serves as a social glue that keeps the organization together by establishing
acceptable guidelines for what individuals should say and do.
e [t serves as a mechanism of control that leads and forms the attitudes and

actions of the members.

Based on these, the key role of the organizational culture of an institution in the
organization emerges. The organizational culture in the institution directly affects the
structure of the behavior and events of the employees, positive or negative changes.
As a result of all these, it is revealed that the organizational culture in the institutions
is the primary factor in the success or failure of the institution (Cameron & Freeman,
1991). Based on the definitions of organizational culture expressed very differently in
the literature, organizational culture; what is accepted, believed, and shared by
individuals in the organization, shapes the thoughts, feelings, attitudes and behaviors
of individuals, characterizes the organization and distinguishes it from other
organizations, shapes and directs the internal and external relations and
communication of the organization ensures harmony with them and ensures unity and
solidarity within the organization. It is possible to define it as the sum of basic
assumptions, stories, myths, symbols, and practices consisting of beliefs, values,
behaviors, and habits that determine the way individuals do business and are

transmitted between individuals (Avci, 2016).

2.1.2. Elements and Levels of Organizational Culture

There are different determinants of organizational culture, and they enable culture to

be revealed, understood, and explained. In order to understand the organizational
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behavior that emerges in an organization, it is important to know and understand the

determinants of organizational culture.

There are various discussions among researchers about what constitutes the basis of
organizational culture and whether the content of this culture can be expressed with
some universal titles. Organizational culture elements that are considered important
have been gathered under approximately 200 titles by researchers working in the field
(Sisman, 2007). However, it is not possible to explain all organizational culture
elements in this context, but some classifications made by researchers can be listed as

follows:

e Deal and Kennedy (1982) explained that the basis of organizational culture was
an interlocking set of six elements: history, values and beliefs, rituals and

ceremonies, stories, heroic figures, and the cultural network.

e Louis (1985) explained elements of organizational culture as artifacts, symbols
(stories, myths, metaphors, architectural features) and shared meanings

(beliefs, emotions, thoughts).

e Duncan (1989) examined elements of organizational cultures and was
classified in two parts as visible items (physical artifacts like monuments to
and pictures of heroes, organizational stories, sagas, myths, ceremonies, and

rituals) and invisible items (assumptions, values, meanings).

e Stoner (1989) explained the elements of organizational culture in three level:

assumptions, values, and visible behavioral elements.

e Hofstede (1998) explained elements of organizational culture as values and
practices (ceremonies, meetings, heroes, language, clothing, communication

styles).

e Hoy and Miskel (2013) explained levels of organizational culture as norms,

values, and tacit assumptions.

Schein (2004) defined organizational culture as “the basic shared assumption patterns
that organizations learn while solving the problems they encounter in the processes of
adaptation to the external environment and internal integration and are taught to new

members of the organization to use in their perception and thinking processes while
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solving such problems”. According to Schein, assumptions are the core components
in the creation of this model. The organizational culture model was formed by

considering these assumptions under three main headings

Assumptions about adapting to the external environment: (1) shared assumptions
about the mission, strategy, and objectives, (2) shared assumptions about mission-
related objectives, (3) shared assumptions about achieving objectives, (4) evaluating
and measuring results related common assumptions and (5) remedial and corrective
strategies are common assumptions. The organization needs consensus to effectively
achieve a goal or mission, as a result, culture reflects the group's effort to cope and

learn; it is the remnant of the learning process.

Assumptions about internal integration: (1) creating a common language and
conceptual categories, (2) defining organizational boundaries and identity, (3) power
and status distribution, (4) rules in relationships, (5) reward and punishment
phenomena, and (6) common assumptions about the management of unexplained
phenomena. It is aimed to ensure integration within the organization by creating a
common language and organizational identity. If internal integration is not achieved,
if members are preoccupied with their position and identity, if they are insecure, if
they do not know the rules and therefore cannot understand what is going on, they
cannot focus on critical issues and goals in the organization. As a result, it is a high
degree of consensus on the management of the issues discussed in this section that
allows members to function comfortably with one another, communicate and
concentrate on their primary mission. Thus, the assumptions about adapting to the
external environment, together with the assumptions that develop around these issues,

form a set of dimensions within which a culture can be studied and defined.

Deeper cultural assumptions: (1) assumptions about reality and truth, (2) about the
nature of time and space, and (3) about human nature, behavior, and relationships.
Organizations develop assumptions about information that determine when they feel
they have enough information to decide. For this reason, the level of knowledge is
important in terms of controlling the knowledge. In addition, the phenomena of time
and space should be considered separately in the processing of information and the
distribution of missions. Rules must be set for the management of time, and it is

necessary to make sure that the members of the organization comply with these rules.
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Again, it is necessary to determine the rules about the place. Finally, Schein
emphasizes the importance of people's relationships with each other. In this context, it
is emphasized that it is important for the organization to achieve the most effective

results for people to fulfill their duties within the framework of trust, love, and respect.

Schein (1997, p.16), organizational culture at many different levels indicated that it
could be examined. Schein used the concept of "level" to emphasize the degree of

observability of organizational culture.

Artifacts Visible organizational
structures and processes

A 4

Espoused .
Beliefs and Strategies, goals,
Values philosophies
l 3
Underlying Unconscious, taken-for-granted
. beliefs, perceptions, thoughts,
Assumptions and feelings

Figure 1. Levels of Culture (Schein, 2004, p. 26)

Levels of culture range from the very concrete and obvious manifestations that one
can “see and feel to the deeply buried and unconscious, basic assumptions that are
defined as the essence of culture”. Between these two levels are the various “espoused
beliefs, values, norms, and rules of behaviors that members of the culture use as a way

of describing the culture to themselves and to others” (Schein, 2004, p. 26).
e Artifacts (Visible Items)

There are observable structures or items (artifacts) on the surface of organizational
culture. Individuals who enter an organization for the first time become aware of the

observable level of the culture and their first impressions arise from their observations
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at this level (Stolp & Smith, 1995, p. 36). At this level, there are components of all
phenomena and events that can be seen, heard, and felt by a foreigner who joins the

organization.

These components are that include the items that make up the physical environment,
language, technology, and products, dress code, the way behavior and emotions are
displayed, myths and stories about the organization, a published values list, observable
rituals, and ceremonies (Schein, 2004, p. 26). On the other hand, one's response to
physical artifacts like structures and office designs can help identify key metaphors
and imagery that capture the essence of a culture (Gagliardi, 1990).

For the sake of analyzing culture, artifacts can also be structural components like
charters, official explanations of how an organization operates, and organizational
charts. These methods through which such behavior has become routine within an
organization are also considered artifacts. The fact that this level of culture is both
simple to observe and extremely challenging to understand is the most essential point

to be made about it (Schein, 2004, p. 26).
Schein exemplifies this situation as follows:

“The Egyptians and the Mayans both built highly visible pyramids, but the meaning
of pyramids in each culture was very different tombs in one, temples as well as tombs
in the other. In other words, observers can describe what they see and feel, but cannot
reconstruct from that alone what those things mean in the given group, or whether they

even reflect important underlying assumptions (Schein, 2004, p. 26).”

From another point of view, Hoy and Miskel (2013) gathered artifacts under the title
of "norms" and called this level "norms". According to Hoy and Miskel, norms directly
affect behavior. Norms, unwritten and informal expectations in an organization help
to understand an organization from a cultural aspect. Norms in an organization become
visible through stories and ceremonies. Norms are the way individuals in an

organization dress and talk, and their responses to pressure, authority, and conflict.
e Espoused Beliefs and Values

Values are the consciously expressed principles that underpin an organization. Values

specify a standard of goodness, greatness, or superiority that guides behavior and
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decision-making and affects what matters to people (Peterson & Deal, 2016). When
an organization is forming, or when the group encounters a new task, issue, or
problem, the first solution offered reflects one of the group members' assumptions
about right or wrong, or what works and what doesn't. The individual who persuades
the other organization members for the proposed solution and makes them accept this
point of view can be defined as the leader of this group in the future. If the leader can
persuade the group to implement own solution proposal, if the solution works and the
organization members have a common perception that it is a success, this perceived
value will first initiate a cognitive transformation process and then turn into shared
beliefs and values (Schein, 2004). Individuals with similar values and belief systems
behave and act alike. In this way, they can coordinate their actions and behaviors more
efficiently. The similarity of value systems provided produces a culture that facilitates
the achievement of the common goals and objectives of the organization (Meglino &

Ravlin, 1998).

Values are frequently referred to as guiding concepts that have contributed to the
effective administration of numerous businesses at the organizational level (O'Reilly
& Chatman, 1996; Schein, 1985). Values are "beliefs" about what is desired. They are
at the next level of analysis and represent the underlying cultural assumptions. Values
frequently describe what individuals should do to succeed in the organization. It is
possible to understand the core values of the organization by asking a person to justify
their behavior. Shared values outline the fundamental nature of the organization and
give it a sense of belonging (Hoy & Miskel, 2013). The cultural elements that
guarantee consistency, resolve, and assumption are fundamental values and beliefs. It
may be argued that they are more powerful than rules and legislation in establishing

and maintaining practices (Sisman, 2007).
e Underlying Assumptions

"Underlying assumptions" are the symbols, values, and beliefs that are not
immediately identifiable yet continue to influence how the organization's members
behave at the deepest, least visible level of organizational culture. In actuality, this
degree could not be even noticed (Stolph & Smith, 1995). As Bowers and Flinders
(1990) indicate "cultural patterns are experienced by the individual as part of a

worldview that is transparent or taken for granted."
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Group members who strongly believe one central tenet will reject any other
propositional action as being incorrect. Basic assumptions, such as theories in the same
domain, tend to be indisputable and are therefore extraordinarily difficult to alter. It is
challenging to learn anything new in this field since challenging basic assumptions
causes significant degrees of fundamental anxiety to be temporarily released,

destabilizing our cognitive and social worlds (Schein, 2004).

As with many basic assumptions, culture determines what should be focused on within
the organization, how to emotionally respond to events, and what steps to take in
certain circumstances. When people form a system of thought based on these
assumptions, they feel comfortable around other people who share those assumptions
and become extremely uncomfortable when other assumptions are at play because they
either don't understand what is going on or misinterpret what other people are doing
(Douglas, 1986). Culture at this level can be thought as “the group’s DNA, so if new
learning or growth is required, the genes have to be there to make such growth possible
and the autoimmune system has to be neutralized to sustain new growth" (Schein,

2004, p. 32).

All individuals must accept the manager's beliefs as their own guiding principles and
behave accordingly in a strong culture. Diverging viewpoints or disagreements are
viewed unfavorably, and efforts are undertaken to eliminate them. Schein's approach,
therefore, places an emphasis on the cohesion and usefulness of culture (Reiman &

Oedewald, 2002).

2.1.3. Models of Organizational Culture

When the literature on organizational culture is examined, it is seen that researchers
have put forward many different ideas and views on how to model organizational
culture. Researchers have tried to model the concept of organizational culture on
various assumptions. This study utilizes in Schein Model as the conceptual framework.
The most prominent other models in the literature were discussed following. These are
the Quichi's Z Culture Model, Deal and Kennedy Model, Peters and Waterman's
Perfection Model, Parsons Model, Denison Model, Cameron and Quinn Model,

Harrison Model, and Hofstede Model.
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In the 1970s and 1980s, as Japanese organizations began to be very successful in the
US, US scholars found that Japanese businesses were managed differently from US
businesses. In his book named Z management theory, Quichi (1981), after explaining
Japanese management practices, which is a unique and participatory culture, explained
how this management style can be adapted to the American style. In this book by
William Ouchi (1981) the theory of Z, which has been described, has emerged as a
result of the comparison of three different types of organizations. One of these three
organizational types is the Japanese (J) organizational model, the other is the American
(A) organizational model, and the third model is the Z model. While doing this, he

considered the value judgments of Japanese and American societies.

Table 1. Theory Z Management Profile, adapted from W. Ouchi, (Theory Z, 1981)

Type A Organization Type J Organization Type Z Organization
(American) (Japanese)
Short-term Lifetime employment Long-term employment
employment
Individual decision Consensual decision making Consensual decision
making making
Individual Collective Individual responsibility
responsibility responsibility
Rapid evaluation, Slow evaluation, promotion Slow evaluation,
promotion promotion
Explicit, formal Implicit, informal control Implicit control with
control with explicit formal measures  explicit formal measures
Specialized career Nonspecialized career paths Moderately specialized
paths career paths
Segmented concern Holistic concern for Holistic concern for
for employees employees employees

Deal and Kennedy (1982) explain the relationship between environment and
organizational culture with four different forms of culture on a two-dimensional
variable. The tough guy, macho culture in emerges in organizations where
environmental uncertainty is high, decisions taken are risky, and feedback from the
environment on success and failure is fast. In this culture, individuals are free to act as
they wish as long as they are successful. Decisions made in the work hard/play hard
culture have a low degree of risk, but feedback from the environment that decisions
are wrong or right is fast. Unlike the macho culture, organized and success-oriented

individuals constitute the heroes of this culture. The bet-your-company culture is the
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type of culture in question for organizations with a high risk of environmental success
but slow feedback from the environment for success. The implementation process of
the decisions made in this culture takes a long time and success is risky and depends
on coincidence. Companies that make production and investment in the field of space
and aviation can be given to represent this culture. The process culture is the culture
of businesses and institutions where feedback from the environment is slow for
decisions with a low risk of environmental uncertainty. In this culture, individuals
work very hard and try not to make mistakes. The most important value in this culture

is to follow the processes that the management believes in the work to be done.

Peters and Waterman (1982) developed a model in which they describe the
characteristics that a successful organization should have. Accordingly, it is stated that
organizations have at least eight different variables. Some of the variables are a high
tendency to take action, ensuring that the subcultures have their own unique
characteristics, ensuring that the members of the organization know what they mean
to the organization, interaction and communication with the missions and
organization, ensuring the organization continues to do the tasks, fewer managerial
layers, preserving the values and rules. It has been stated that an organization that fully
possesses these eight characteristics will be a “perfect organization”. For this reason,

this model is also called the “excellence model”.

Parsons (1961) has gathered the functions that a group must have in order to fulfill
certain tasks and to be an organization under four headings. The four functions in this
model are called adaptation, goal attainment, integration, and latent pattern
maintenance. As long as each of these functions can be performed by an organization,
it can create an organizational culture. The organization must be able to keep up with
the changes arising from the social environment and adapt to them. Success in the
process of achieving goals plays an important role in the continuity of an organization
and in preserving its culture. The culture of an organization should be able to establish
an integration with its subcultures and individuals. This integration is one of the most
important elements in the organization's process of realizing the aforementioned
harmonization and goal-attainment functions. An organization must be accepted by its
constituent elements and its environment. In order to fulfill all these functions, an

organization must have certain values. These values are technical, economic, social,
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psychological, political, aesthetic, moral, and religious values. Parsons (1971) states

that these values shape an organization's subcultures.

Denison and Mishra (1995), in the study “organizational culture and effectiveness”,
stated that there should be harmony between strategy, culture, and environment, and
divided organizational culture into four categories: (1) mission, (2) adaptability, (3)
consistency, and (4) involvement. Adaptation is essential for organizations to use all
their capacity and develop new rules and beliefs to adapt to environmental changes
instantly. In involvement, the path that employees should follow in order to achieve
high performance is emphasized. Consistency emphasizes internal balance and a stable
environment. Mission says that it is necessary to keep up with the rapid change in

organizations that serve the external environment.

Cameron and Quinn (2017) put forward the culture model, which they define as the
competing values model. Four types of culture are defined in the competitive values
model. In the hierarchy (control) culture, the formal rules hold the organization
together. Leaders follow procedures and want to see a model of people working in
harmony, creativity is not encouraged. It is a culture in accordance with Weber's theory
of bureaucracy. In a market (competition) culture, leaders are competitive and tough;
employees are achievement and goal-oriented. In the clan (collaboration) culture, a
cultural model that reminds us of the family environment, values are at the forefront.
There is a culture where people work happily in cooperation and commitment to the
organization is high. In the adhocracy (creative) culture, innovation and commitment
to experience are important. Leaders are innovative and like to take risks. It is a

creative and vibrant culture for employees.

A large part of the cultural values of the country's societies is reflected in the
organizations operating in that country. Therefore, the structures of organizations in
various countries are also different from each other due to cultural differences.
According to Hofstede (1980), organizational culture has five dimensions such as
power distance, uncertainty avoidance, individualism vs. collectivity, masculinity vs.
femininity, and short-term vs. long-term orientation. A large power distance means a
large difference between subordinates and superiors. In this context, as the power
distance between the members of the organization decreases, the number of members

participating in the decision processes increases. As the level of uncertainty avoidance
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increases, the level of adaptation of the organization to innovations and changes also
increases. This situation is directly related to the risk-taking ability of the organization.
The more risks the organization can take, the less uncertainty avoidance it has because
it has a high level of readiness for innovation and change. The position between
individualism vs. collectivity determines the level of the organization in this
dimension. Masculinity vs. femininity is related to the level of distribution of
emotional roles among the members of the organization between the genders. The
more equal this distribution is, the more humanistic feelings prevail in that
organization. Short-term vs. long-term orientation is related to how long the
organizational members can accept their material, emotional and social expectations

to be met late.

According to Harrison (1972), there are certain beliefs that can be considered strong
in organizations, and these beliefs affect the way they work and, accordingly, many
factors. According to Harrison, there are four different organizational cultures. In a
power-oriented culture where autocratic management is applied, the decisions are
taken by a person or a group at the top. Those at the lower levels do not participate in
the decisions, they only implement them. In role-oriented culture, it is aimed to be as
rational and organized as possible. Unlike a power-oriented culture, in a role-oriented
culture, competition and conflict are regulated or modified by agreements, rules, and
procedures. Rights and privileges are carefully defined and adhered to. In task-oriented
culture, achieving the goal is the highest value. The structure of the organization is
shaped and modified to meet the requirements of the task or function to be performed.
Person-oriented culture of organizations exists primarily to meet the needs of their
members. Consensus decision-making methods are preferred. Members are generally

not expected to do things that are inconsistent with their own goals and values.
2.2.  Private Course Centers as an Educational Institution

Private tutoring houses (dershane) are a common concept all over the world, but
especially in East Asia and Asian countries. In order to cope with the competitive
pressures in education systems, families, and students all over the world get support
from private tutoring. Stevenson and Baker (1992) were one of the first to investigate
this issue with the spread of private tutoring. Later, Bray (1999) was drawing the

attention of the international community to private tutoring houses with his numerous
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studies such as Bray (2003, 2009, 2010, 2011), Bray and Kwok (2003), Silova,
Budiene and Bray (2006), Zhang and Bray (2020) and Mori and Baker (2010).
Although the terms "secret market" and "shadow education" are used in the literature
for private tutoring houses, it is always private tutoring. Burch (2009) used the term
"hidden markets” and Bray (1999) used the term "shadow education" to refer to private
tutoring houses developed parallel to the general education system but with different
qualifications. Shadow education is defined as students receiving education outside of
school hours to support their academic development or to prepare for the high-stakes
test (Bray, 1999). High-stakes tests and the increasing influence of neoliberal policies
in the field of education brought about an increase in privatization in education. Many
countries, including the United States, the United Kingdom, China, and Sweden, have
implemented programs to privatize their education systems. In order to appeal to their
customers, private education institutions place more emphasis on student achievement

and are under more pressure to achieve higher levels than public schools (Hanushek,

2015).

Private tutoring houses are particularly common in countries where students enter
national examinations for the transition to a higher education level or from middle
school to high school. In many countries such as South Korea, Hong Kong, Greece,
Japan, and Taiwan, there are national-scale central examinations for the transition to
the next level of education. It is thought that the system of private tutoring in Turkey
developed as a result of such national and high-stakes tests (Tansel, 2013). Shadow
education has become widespread in our country as well as in many countries such as

Singapore, Japan, and the USA (Baker, Akiba, LeTendre & Wiseman, 2001).

Turkish education system consists of formal and non-formal education. The formal
education part is fully centralized, and the Minister of National Education controls all
education levels. An important feature of the Turkish education system is the
application of high-stakes tests to regulate the transition between education levels.
Tevhid-i Tedrisat (The Law of Unification of Education) on March 3, 1924 is the most
important effort in the field of education after the establishment of the Republic of
Turkey. The law gathered all schools under the umbrella of the Board of Education
and Discipline. In 1965, the "Private Schools Law" was enacted, which tries to regulate

the general objectives, principles, teacher qualifications, school facilities, educational
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resources, and duties of private schools. Private tutoring houses were transformed into
basic high schools with the amendment made in Law No. 5580 recently (14 March
2014). Unconverted private tutoring houses continue to serve as "private course
centers" that implement curricula consisting of up to three disciplines submitted for
the approval of the Board of Education. With the change in the law in Turkey, private
tutoring houses continue to exist as educational institutions parallel to formal schools
as private course centers. These enable us to emphasize the subject and importance of

private tutoring houses in the Turkish education system.

The decision to transform private tutoring houses into basic high schools caused fierce
debate. Arabaci and Namli (2014) evaluated the transformation of private tutoring
houses according to the perceptions of principals, teachers, and students. In another
study, school principals' perceptions of the transformation process were examined
(Boydak-Ozan, Polat, Gunduzalp & Yaras, 2015). In a qualitative study conducted by
Sanli (2015), the perceptions of private course center principals regarding the
transformation process were investigated. Tansel (2013) researched the issue of social
justice with private tutoring. Tansel and Bircan (2005 & 2006) investigated the
usefulness of private tutoring and the factors that lead to private tutoring. In addition,
Berberoglu and Tansel (2012) examined the thoughts on the usefulness of teaching in
private tutoring. Altinyelken (2013) upon the request to private tutorings, Nartgun et
al. (2012) conducted studies on the impact of private tutorings on the social and
economic lives of students, and Basturk & Dogan (2010) on the examination of

teachers' opinions about private tutoring.

Ozgen, Kosker and Yalcin (2015) critically questioned whether private course centers
shadow education institutions based on the education policies of the state or whether
they are designed to create social and economic employment. Regardless of the
purpose of the design, it has been observed that the number of classrooms has
increased rapidly over time. This excessive demand for private course centers is due
to the preparation of students for high-stakes testing. In other words, private tutoring
has turned into an educational institution that helps students prepare for high-stakes
testing by allowing them to review the content learned at school and to improve their
exam skills using the root memorization banking education model (Boydak-Ozan,

Polat, Gunduzalp & Yaras, 2015). In addition, close teacher-student relations helped
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the central exam activities by allowing teachers to pay personal attention to each

student (Basturk & Dogan, 2010; Temelli, Kurt & Kose, 2010).

In addition to these, among the studies carried out in the literature for private tutorings
were Morgil, Yilmaz, & Geban (2001), Okur & Dikici (2004), Akgun et al. (2005). In
the world literature, Heyneman (2011) summarized the pros and cons of private
tutoring and explained that it may be contrary to the United Nations Declaration of
Human Peoples. Safarzynska (2013) examined the inequality between men and
women and the production of socioeconomic inequalities that emerged through private
tutoring. Bray, Mazawi, and Sultana (2013) extensively studied private tutoring and
social justice in some Mediterranean countries. Bray (1999), who scanned research on
the usefulness of private tutoring, found mixed results. Therefore, the factors
contributing to the proliferation of private tutoring all over the world are diverse and

their size varies from country to country.

2.3. Literature Review on Organizational Culture in Educational

Organizations

As understood from the studies in the field of theory and practice; there are important
relationships between organizational culture and especially leadership, effective
school, organizational trust, teacher professionalism, job satisfaction, organizational
commitment, and student success. Positive and strong organizational culture affects
healthy and successful teaching and learning, leadership, the working environment in
the institution, communication, the effort made to achieve common goals, trust and
loyalty of the members, and the success of the students in a positive way.
Organizational culture affects the management style in the institution and is also
affected. In this context, the characteristics of the institution's organizational culture
also affect the institution's management style and the institutional success (Schein,
2004). It can be said that this situation is also valid for educational institutions. In this
sense, there is an important interaction between organizational culture and educational

administration (Carpenter, 2015).

In educational institutions where there is a strong organizational culture, the
management of the institution will be more successful in reaching the determined
goals; with a positive and constructive communication environment in the institution

(Griffith, 1999); it is stated that a fair, objective and transparent management style will
25



be found (Berry, 1997). In such an educational institution, teachers will approach their
institutions with a sense of trust and commitment and exhibit organizational
citizenship behaviors while fulfilling their duties (Bogler, 2001; Bogler & Somech,
2005); it is stated that students will make more effort for their success (Burns &
Carpenter, 2008). In an organization with a strong organizational culture, everyone
knows and shares the same principles, beliefs, and values (Wiener, 1988). Those who
work in strong organizations are firmly committed to the core values of the culture.
All employees know the purpose of the organization and work for it. In weak cultures,
employees could not reach a full consensus on the core values of the organization. In
organizations with weak organizational culture, the bond between employees is rather

loose (Robbins, 1994).

Most of the research in Turkish educational institutions is about schools, and in the
studies conducted to determine the perception of organizational culture, generally, a
moderate or high level of positive perception was found regarding organizational
culture. Just as every organizational culture has an impact on the success of that
organization and its members, school culture also has an impact on education and
training at school. The analysis of organizational behavior in educational organizations
is of greater importance than in other organizations because the product of schools is
human, and the upbringing of people depends on being educated in a strong school
culture. Schools are cultural communities rather than a business organization, and it is
not possible to analyze and understand schools entirely from a positivist and rational
point of view. The cultural analysis of schools is more suitable for their characteristics
(Arslan, Kuru & Satici, 2005). For this reason, schools must have their own
organizational survival style or simply culture (Sisman, 2007). Each school assumes
its assumed character as the source of organizational actions over time (Sergiovanni,
1994); rules, beliefs, values, and assumptions (Deal & Peterson, 1999; Leithussad,
1996). School culture, as the character of the school, determines the common mission
and goals of the organization, and these common goals and missions increase

"motivation, consistency, commitment, harmony and productivity" (Atay, 2001).

Firestone and Wilson (1985) provided the first framework in the literature to examine
the organizational cultures of schools. They suggested that three symbol systems

depict the core content of an organization's culture: "stories, icons, and rituals".
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According to Milstein (1999), school culture consists of "shared values, beliefs, a
common mission, heroes, customs, traditions, and a history". Milstein says that school
culture affects the behavior and productivity of individuals and determines the image
of the school before the parents and society. According to Stolp (1995), a deeply
perceived school culture that "contains strong traditions, ceremonies, rituals, and
symbols" positively affects student achievement and motivation, and teachers'

productivity and satisfaction.

Schools have a special situation in terms of organizational culture. In fact, schools are
institutions that produce culture, the school both creates a culture within itself and
transfers the existing social culture from generation to generation. Since schools also
produce their own cultures, we can also distinguish schools from each other by the
cultures they have (Celik, 2002). In order for the school to carry out this transfer, the
school administrator must show effective cultural leadership behaviors (Celik, 2003).
According to Deal and Peterson (2016), "Culture was a key factor in building energy,
trust, and more effective practices in schools." According to research by Rutter,
Maughan, Mortimore, Ouston, and Smith in 1979, school "ethos" is an important
factor in academic success. As with previous studies of effective schools, they found
that underlying norms, values, and traditions play a role in academic advancement.

The key element of success was ethos or culture (Deal & Peterson, 2016).

Research on professional learning communities reinforces the centrality of cultural
elements in school success (DuFour, 2007; Kruse, 1996). According to Deal and
Peterson (2016), "professional learning communities are often characterized by the

following features:
e A collective sense of purpose
e Teacher influence in key decision rituals
e Concerted effort linking instruction to purpose
e Shared dedication to unremitting perfection
e A sense of shared responsibility for student learning"

In addition, Levine and Lezotte (1990) put school climate and culture first when
describing nine characteristics of "unusually effective schools". Deal and Peterson
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(1990) assert that understanding culture is a precondition to making schools more
efficient. Additionally, many academics contend that fostering a positive school
culture is one of the best methods to assure the achievement of educational institutions,
as it is in all organizations. (Ayik, 2007; Celik, 2002). According to Yesilyurt (2009),
the success of a school consists of the sum of the achievements of all individuals in
that school. According to Arifin (2015), there is a positive and significant relationship
between organizational culture and teachers' job satisfaction and performance. The
positive and strong organizational culture perception in the institution will positively
affect the trust and commitment of teachers to their institutions, teachers' job
satisfaction and performance will be high (Arifin, 2015). There is a positive
relationship between school culture and teacher professionalism, and school culture is
a predictor of teacher professionalism (Kilinc, 2014). According to Ozdemir (2012),
knowing the organizational culture in the educational institution and determining it
correctly; is necessary to see how the behavior of employees is affected. Therefore,
different dimensions of school culture need to be better understood by associating
them with different organizational characteristics. This is very important for the

healthy implementation of educational administration.

Many kinds of research in the field of educational administration reveal the interaction
between school culture and leadership. According to Balci (2007), there are important
links between the educational administration in schools and the effectiveness of
schools. According to Sahin (201 1a), instructional leadership, which belongs to school
organizations, has significant effects on school culture. According to the results of
Zembat, Ozdemir-Adak, Turker, Beceren-Ozdemir, and Biber's (2011) research
results, there is a positive, high-level relationship between school administrators'
leadership styles and school culture, and leadership styles are a predictor of school
culture. On the other hand, Sezgin (2010) draws attention to the fact that an excessive
perception of authority at school can harm the emotional commitment of teachers and
that the commitment can only be superficial. In addition, according to Firat (2007),
there are significant relationships between school culture and the value systems of
school principals and teachers. Whatever values the managers adopt, it is observed that
a similar organizational culture is formed in the institution (Karatas, 2009). Balci
(1998), in his research on organizational culture in high schools, stated that high school

administrators showed a high level of task-oriented behavior. In the research of Ipek
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and Terzi (1999), cultural orientation in public high schools emerged as a power
culture. In his study, Terzi (2005) mentioned the existence of a task-oriented culture
in primary schools. The fact that managers are task-oriented also expresses a power-
oriented culture. According to Hofstede's (1980) research results, Turkish society is
among societies with a high level of power distance. It has been observed that the
principals of preschool institutions have a less aggressive-defensive organizational
culture than the principals of high schools and primary schools (Demirkol & Savas,
2012; Meric & Altun, 2018).

In Isik's (2017) research on determining school culture in secondary schools, the
dimension of task culture among the organizational culture dimensions was the
highest. Sahin (2017) revealed that primary school employees have a higher perception
of organizational culture. According to Meric and Altun's (2018) research on
organizational culture in preschool education institutions, the culture of tasks in
preschool education institutions has come to the fore. In the study, it was found that
there is a positive, significant, and high-level relationship between the support culture
in schools and the culture of success. Sisman (1993) stated that administrators and
teachers are in general agreement on basic assumptions. Organizational practices in
primary schools; socialist features of organizational culture such as cooperation,

friendship, trust, cooperation, and support come to the fore.

In the literature, there are some studies that show that there is no connection between
organizational culture and a successful educational institution, albeit a small number.
Negis-Isik and Gursel (2013) stated that student-related variables rather than school-
related variables play an important role in school success. In Onsal's (2012) research,
it was determined that the culture of the schools was only at a level that needed to be

developed, according to the opinions of teachers in public and private primary schools.

All in all, the common findings of studies on organizational culture in the literature
show that organizational culture is related to organizational development (Ugurlu,
2009), leadership styles (Sahin, 2004), organizational commitment (Cakir, 2007),
organizational trust (High, 2009), student success (Demirtas, 2010; Farley, 2007;
Gruenert, 2005) and organizational effectiveness (Curtis, 2005).
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2.4. Summary of the Literature

Organizational culture can be summarized as the “beliefs, assumptions, and shared
values” that help guide and coordinate the behavior of individuals working in an
organization. Organizational culture affects the management style in an institution and
is also affected by the management style in the institution. In this context, the
characteristics of the organizational culture in an institution affect the management
style of the institution and, as a result, the success of the institution. Therefore, there
is an important relationship between organizational culture and educational
management in educational institutions. As a matter of fact, it has been stated that the
organizational culture of educational institutions has a direct impact on many issues,
from the management of education to the leadership styles of the managers, from the
way teachers fulfill their tasks to the success of their students (Deal & Kennedy, 1983;
Goldring, 2002; Hallinger & Leithwood, 1996; O'Hanlon, 1983; Owens, 2001; Stolp
& Smith, 1995).

In the organizational literature of educational administration, the concept of
organizational culture is intertwined with the concepts of school culture. In the field
of educational administration, the institution of "school", which is the main and
common center in the field of education, has been examined and researched in order
to understand and explain the concept of organizational culture. This enabled
researchers to focus on the concepts of organizational culture and school culture. It has
been seen that in schools where there is a strong and positive organizational culture,
the school administration will be more successful in reaching the determined goals and
there will be a positive structuring in the institution in terms of school culture and
organizational climate. It has been stated that in an institutional environment where
organizational culture is strong, teachers' trust, commitment, and sense of belonging
to their institutions will increase, they will exhibit organizational citizenship
behaviors, and they will exert more effort for the success of their students. Most of the
organizational studies in the literature focus on school culture and how teachers
working there perceive organizational cultures. However, there are hardly any studies
examining the organizational cultures of the PCC, or formerly private tutoring houses,

which are legally recognized as educational institutions.
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CHAPTER 3

METHODOLOGY

In this section, the methodological processes are presented in detail. In this context,
the design of the research, research context, participants, data collection process and
instrument, data analysis, the role of the researcher, validity and trustworthiness, and
limitation and delimitations of the research are included. This study aims to discover
the key characteristics that make up the organizational culture that reveals in private
course centers. A basic qualitative research study was adopted to understand and
explain the organizational culture. The reason for choosing this method is that in
organizational culture studies, the qualitative study technique is more appropriate than
the quantitative study technique and includes detailed aspects. The study was
conducted face-to-face with semi-structured interviews with nine teachers working
full-time at a private course center in Turkey. The duration of the interviews is flexible
and not predetermined and is approximately 25-30 minutes for each teacher. The
transcription and analysis processes were carried out by the researcher. Finally, the
limitations of the study, its trustworthiness, and the role of the researcher are discussed

in this section.

3.1. Research Design

The research question of this study is "What are the meaning and key characteristics
of organizational culture revealing itself in private course centers as educational
institutions in Turkey?" In this qualitative research, the basic qualitative design was
used to discover the meaning of organizational culture and some of the key features of
organizational culture in institutions that have been operating under the name of
"private course center" exist since 2015. One of the reasons for choosing the qualitative
method in this research is that the most appropriate method for detailed description
and in-depth analysis of the understanding between a certain group of people is the
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qualitative research method (Creswell, 2017). In addition, qualitative research allows
the flexibility and interpretative capacity of the researcher to analyze enduring insights
and concepts (Creswell, 1999). In addition, according to Yildirim and Simsek (2018),
qualitative research can be defined as research aimed at revealing perceptions and
events in a realistic and holistic way in the natural environment, using qualitative data
collection methods such as observation, interviews and document analysis. A better
understanding of the people attribute to their experiences can be developed with the
aid of qualitative research, which can assist researchers in getting access to the
thoughts and feelings of research participants. It focuses on studying the dialectic
process of the previously posed questions and the provided responses rather than
testing a predetermined hypothesis. In cultural research, qualitative studies are
important because they give the opportunity to explain events in their own context. A
questionnaire may not be sufficient to describe the existing culture. A researcher who
wants to reveal hidden assumptions in the organization should first observe and
interview, then work with organizational members who are willing to reveal their

assumptions (Schein, 2004).

According to Patton (2002), the purpose of basic research is to understand and explain.
The aim of the researcher is to answer a fundamental question in their own field of
study and to contribute to this field. The form of study known as basic research aims
to better our understanding of a certain phenomenon or field of study. Data are
analyzed in this kind of research to look for unknowns and satisfy curiosity. In basic
research, research is conducted to gain new knowledge about a subject rather than any
more practical goal (Calvert, 2006). Based on these, a basic qualitative research
method was chosen for this study and a private course center in a metropolitan city in
Turkey was chosen as a particular instance. The interviews that were based on the
experiences of the teachers about what characteristics of the organizational culture and

how these characteristics reveal themselves in practice were examined.

3.2. Background Information on Research Site

In the data collection process, one of the private course centers in Istanbul was chosen
as the research setting. The study aims to understand and explain the key
characteristics and meaning of the organizational culture that exists in the private

course center as an educational institution. Therefore, this course center was chosen as
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the research setting for this study for several reasons. One of the main reasons is that
the organizational culture structuring first started here, as it is located in one of the
central districts of the city and is the central branch. The second is the familiarity and
easy accessibility of the researcher. The population of this research consists of teachers
working in a private course center in Turkey. This course center has nineteen branches
throughout Turkey that provide training toward high-stakes testing for universities and

high school entrance. It represents itself with almost 300 teachers across the country.

Themes expressed in various symbolic patterns represent the heart of an organization's
symbolic analysis as culture (Smircich, 1983). The researcher aims to uncover many
themes that represent patterns in symbolic discourse and determine the links between
values, beliefs, and actions in a setting. Therefore, in this study, it is of great
importance to evaluate the institution in light of the mission, vision, principles, and
objectives. The researcher conducted a document analysis on the institution's website
and a content analysis on her observations in order can evaluate the research

environment in the light of mission, vision, principles, and objectives.

The Private Course Center defines its purpose and principles on the website of the

institutions as follows:
e To discover the differences and strengths of students,
e To create awareness in students about responsibility and success,
e Turning the potential of students into success,

e Supporting the intellectual development of students while ensuring their

academic development,

e Carrying out the exam preparation process uninterruptedly in a way that

minimizes the exam stress and anxiety of the students.

Their mission is to guide and accompany the students on the way to the goal they want
to reach while ensuring the academic and intellectual development of the students in
the light of Atatiirk's principles. Their vision is to increase the number of students who
succeed in the high-stakes testing and to be an institution that makes a difference

among the course centers in the field of education.
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The institution provides training and support to teachers who work full-time and are
department heads, on writing questions and producing test content. Teachers who want
to improve themselves on question writing work with the head of their departments.
Teachers carry out this work by allocating a day during working hours, so they do not
charge extra. 10 of the 14 teachers working in the institution are insured and work full-
time. While 4 teachers working part-time work full-time in state schools, they work
here outside of their working hours and are paid for the hours they work. Official and
legally recognized leave and vacation rights are also given to teachers. Based on this
information, it can be said that the institution primarily focuses on student
development rather than a student competition. The values adopted and prominent in
the institution can be explained as Atatiirk's principles, professional development,

communication, cooperation, and helpfulness.

Another reason for determining the research environment is related to the position of
the researcher. The researcher works in a different institution depending on the owner
of the private course center chosen as the research environment. For this reason, the

researcher was able to easily access the institution, make observations and collect data.

3.3. Research Participants

In order to collect the necessary data within the scope of the research, 9 out of 14
teachers working at the selected private course center completed the necessary
interviews. The sampling procedure was chosen as convenience sampling. In the
study, the participants who work part-time at the institution did not include. The
participants were selected between working full-time teachers at the institution.
According to Dornyei (2007), convenience sampling is a type of nonrandom sampling
in which participants from the target population are chosen for the study if they fit
certain identified needs, such as proximity to the research location, availability at a
specific time, ease of accessibility, or a willingness to volunteer. Bernard et al. (2002)
emphasized as being important the capacity to communicate experiences and ideas

articulately, expressively, and reflectively.

Interviews were conducted with teachers who volunteered to participate in the
research. Participants are science, Turkish, social sciences, guidance, and mathematics

teachers who teach at the secondary school level. A single participant group was used
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in this study. The participant group consists of 9 teachers, including 2 mathematics
teachers, 2 Turkish teachers, 2 science teachers, 2 social sciences teachers, and 1
guidance teacher. All of these teachers teach at the middle school level. Three of the
teachers work as the head of the branch and act as a bridge between the teachers and
the administrators. The ages of all of these teachers vary between 24-35, and the
average age of the teachers is around 28. The teaching seniority of the teachers
participating in the research varies between 1-13 years. The average teaching
experience of these teachers is about 6 years. Working experience in private course
centers ranges from 1-13 years. The average year of experience in this institution is
about 2 years. 5 of the participants were female and 4 were male. Age and gender were
also considered while forming a sample of teachers at the outset of the study. As the
researcher contacted participants, it was seen that the study could not accurately
explain the impact of gender and age on organizational culture due to the small number
of participants and the insufficient dataset. To maintain their anonymity, each
participant was given a pseudonym. Thus, as recommended by the ethical guidelines
of qualitative research, the participants' privacy is respected (Creswell, 2017). Table 2

presents the demographic information of the participants.

Table 2. The Demographic Information of The Participants

Experience
Teaching in Current
Participant Experience Institutions  Teaching
Code Gender Age (years) (years) Branches
Social
P1 Female 35 13 3 Sciences
P2 Female 26 4 3 Turkish
P3 Male 29 7 2 Turkish
Social
P4 Female 26 3 2 Sciences
P5 Male 32 8 3 Mathematic
P6 Male 27 4 2 Mathematic
P7 Male 32 8 1 Science
P8 Female 24 1 1 Guidance
P9 Female 24 2 1 Science

3.4. Data Collection Instrument

The most popular qualitative research method is the interview since it gives

researchers the chance to collect accurate information about participants' thoughts and
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motives (Yin, 2011). The increasing comparability of the answers and the ability to
organize and analyze the data are the strengths of this sort of interview, but the
weakness is that the standardized phrasing structure may limit the naturalness and
relevancy of the question-and-answer process (Fraenkel et al., 2012). The purpose of
interviews is to gather information about a variety of topics, including identity,
representations, classification schemes, boundary work, imagined realities, cultural
ideals, and emotional states in addition to behavior. Additionally, conducting
interviews enables and promotes systematic consideration of research design,
particularly comparability across contexts, circumstances, and types of people
(Lamont & Swidler, 2014). Based on these, in order to address the research problem
aimed in this study, the researcher prepared a form with semi-structured question types

and took the advice of four experts.

Schein (2004) suggests that a researcher who studies culture should first make
observations and test their observations through methods such as interviews. The
observation method can be used in research to collect primary data from the research
environment, as well as to verify (triangulation) the data obtained through interview
and document analysis (Merriam, 1998). In this study, the observation method was
used both to obtain data from the research environment and to verify the data. In this
study, the unstructured observation method was preferred with the suggestions made
by Merriam (1998) and Schein (2004). In unstructured observation, the researcher does
not have a standard observation or interview tool (Yildirim & Simsek, 2018). Instead
of testing one or more hypotheses or finding evidence for them, the researcher will try
to describe the culture in which he works in detail (Yildirim & Simsek, 2018). During
the observation process, within the institution, the researcher observed the physical
environment, participants, activities, and interpersonal interaction and conversations
in the environment. The researcher made observations in the principal's office,

teachers' room, canteen, and classrooms for a total of 16 hours.

While preparing the interview questions, Schein's (2004) model describing the three
elements of organizational culture was taken as a basis. There is aimed that the
researcher can determine the organizational culture with all its dimensions by writing
one or more interview questions representing each of the cultural dimensions in the

model. In addition, the cultural studies in educational organizations in the literature
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were examined and the interview questions and themes were diversified. The data
collection tool consists of two stages developed by the researcher based on the

theoretical framework:
1) Demographic information section
2) Organizational culture section

Please see Appendices A to view the interview form for teachers.

3.5. Data Collection Procedures

As stated in the previous section, the researcher first scanned the national and
international literature about the research problem and made observations in the
research setting. Then, the researcher created the interview questions for the teachers
and presented the formed interview questions to four experts from the field in order to
increase the validity and reliability of the research. According to the feedback received
from the experts, the researcher made the necessary arrangements in the interview
questions to make the process more understandable. After the arrangements were
completed, permission and approval were obtained from the Middle East Technical
University Human Subjects Ethics Committee (see Appendices C) prior to the actual
data collection process.

Then, the target population in the institution where the field study will be conducted
was reached through both written and verbal invitations. Before the interviews, the
researcher introduced herself to the participants and conveyed information about the
study, including the interview questions, the purpose, importance, and possible
benefits of the study. In the pre-interview stages, participants were told that
participation in the study was optional and that all information received during the
interviews would be kept confidential. After the pre-interview stages were completed,
a list of participants was formed, and interviews were planned. The researcher
conducted each interview face-to-face with the participants and in an isolated
environment where the participants could express themselves comfortably. Before the

interview, the participants signed the Interview Consent Form (see Appendices B).

The participants were informed that a voice recorder would be used to prevent any

data loss during the interviews. In addition, it was stated to the participants that they
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could not answer the question they did not want to answer, and it was stated that the
recordings kept at the end of the interviews could be listened to by the participants
and, if necessary, it was stated that will remove the undesired statements from the
recording. Thus, it was aimed to prevent the negative effects of the recording device
by aiming to make the participants feel comfortable and safe during the recording.
There was no participant who did not want the use of the voice recorder. Therefore,
the researcher took notes only where it was important. When the interview processes
were over, the researcher also indicated the possibility of contacting the participants
again in case there was a need for additional interviews. The data were collected within
one month at the beginning of the 2022-2023 academic year. The duration of the

interviews varied between 25 minutes and 30 minutes.

3.6. Data Analysis

In this research, data analysis aims to find the elements that make up the organizational
culture by reaching the perceptions and ideas of the participants based on their lived
experiences, rather than generalizing the findings to the universe. The researcher
examined the field notes she received as a result of observation with content analysis
and the data obtained from the website with document analysis. The researcher
followed the thematic coding stages while analyzing the interview data. The data were
collected from the participants who participated in the research voluntarily, with a
voice recorder with their permission. Since confidentiality is essential for all
participants, each participant is coded as a participant and number (P1, P2 ..., P9). First
of all, the interview data collected from the participants were converted from an audio
file to text format in a Word file. Then, in order to draw a general framework about

the data, the interviews were read from beginning to end several times.

Later, coding was done to create the themes. Coding is an inductive process that is
reduced to a small number of themes by dividing the data into parts or parts of the text
before giving meaning to a piece of information (Creswell, 2009). In coding, a
combination of categories that were previously defined in the literature and that
emerged during the research was used. Themes were created by inferring from the
main phenomenon and research questions. The codes under the themes emerged
during the data analysis process. The visual of the steps followed in the coding process

is shown in figure 2 below.
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Figure 2. A Visual Model of the Coding Process (Creswell, 2009)

The researcher then interpreted the meaning of the identified themes. According to
Creswell (2009), “qualitative research is interpretive research”. The researcher
structured codes and themes interpreted the meanings of the coded data and compared
these findings with "information gleaned from literature or theories" (Creswell, 2009).
The codes representing the same theme were brought together and placed under the
appropriate themes. The number of themes under the main themes is different from
each other. After the themes and codes were made meaningful in themselves, they
were tabulated by the researcher. Finally, the data were reported with the cause-effect

relationship between the results.

3.7. The Role of the Researcher

In qualitative studies, the starting point of the research topic and the reasons behind it,
all the procedures that follow each other throughout the research process, the analysis
and publication of the findings, and the role of the researcher are important in the
whole process. Therefore, the researcher needs to reflect on, critique, and describe her
perspective on the research, background on the subject, and how mindset forms for the
whole process. The main purpose of this research is to examine the organizational
culture that exists in a private course center in Turkey and to reveal its characteristics.
Although the researcher has the identity of a teacher, in this study, she appears before
us as a participant observer who does not interfere with the research setting. Although
the researcher's one-year private course center teaching experience draws a framework
for the organizational culture that exists in private course centers, the researcher put
aside her prejudices and took an objective attitude in terms of the reliability of the

study.
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The researcher thinks that organizational culture has a key role in the progress,
development, and stability of an institution. From this point of view, factors such as
the happiness, commitment, motivation, and success of the employees who are part of
an organization are also a reflection of the organizational culture. The researcher, who
set out with the idea that happy, productive, and loyal employees can exist in a positive

culture, placed the concept of organizational culture as the focus of the research.

There are various reasons why the institution, in which the concept of organizational
culture is examined, chooses as a special course center. First of all, the rapid spread of
liberal policies after the 80s seriously affected the educational area. Educational
opportunities, which should be equal and accessible for everyone, have started to
privatize rapidly as well as centralism. This privatization has led to the emergence of
new structures in the educational area. In particular, the high-stakes testing that exist
in the Middle East and Asian countries, there has been an increase in the number of

"nn

many private education institutions with the name of "private tutoring center", "study

"non

center", "private course center" under the umbrella of shadow education. A large part
of the workforce with the identity of teachers in Turkey works in these institutions. In
addition to this reason, many studies in the field focus on the subject of school culture
in organizational studies, and the lack of studies on this subject in the literature has

enabled the researcher to focus on this subject.

There are various reasons for this private course center to be chosen as research setting
by the researcher. The researcher continues to work as a teacher in a different
institution belonging to the founders of this institution. However, the researcher does
not have a working background and direct connection with the setting chosen as the
research environment. From this point of view, she still has familiarity with the people
and environment working at this course center. The researcher's previous familiarity
with this environment enabled her to benefit from his experience and adopt the role of
the interpreter in the analysis process, while also controlling the consistency and
reliability of the obtained data. Secondly, the fact that the course center is a central
branch, its easy accessibility, and accessibility provided the researcher with the
opportunity to participate in activities and make observations easily. The researcher
stayed away from preconceived ideas, instead concentrated on getting both positive

and negative results that did or did not satisfy her expectations. As a result, the
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researcher made integrity the focal point of her investigation. This can be characterized
as subscribing to a research-related ethical standard that promises the researcher will

be truthful regardless of the circumstances (Glanz, 2005).
Bias and preconceived ideas that researcher have for institution as listed below:
e Rote learning is adopted in the private course center.

e The sole purpose of the private course center is for the student to get high

scores on the exams.

¢ In the private course center, the necessary importance and value are not given

to the teacher.

e The academic and physical facilities offered by the private course center to the

teachers are insufficient.

Helfferich (2019) emphasizes that a good interviewer should be a careful researcher,
guide the participants objectively and accurately, have communication skills, and
know how to deal with prior knowledge and personal biases, in addition to technical
skills related to the study. From this point of view, the researcher identified the points
that could have a critical impact on the research process: motivation to conduct the
study, personal biases and assumptions, little familiarity with the institution, and
collecting and analyzing qualitative data. In order to produce an objective and reliable
study under the influence of all these factors, the researcher has developed an identity
in which she approaches all participants in an impartial way, makes the necessary
guidance, is open to all kinds of ideas, is not intrusive and gives importance to

observations.

3.8. The Validity and Trustworthiness of the Study

In qualitative research, the researcher needs additional methods to validate the data
obtained and draw a holistic framework for the concept being examined or researched

(Yildirim & Simsek, 2018). Criteria such as credibility, transferability, dependability,

and confirmability provide the trustworthiness of the research (Arastaman et al., 2018).

Credibility describes the level at which the findings are consistent with reality. For this

reason, the procedures followed in the research method and during data collection
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studies should be chosen among "previously successful samples" (Shenton, 2004).
Therefore, the researcher explained the conceptual framework, data collection process,
and data analysis in detail. In addition, before starting to collect data, to obtain in-depth
information about the research setting and its participants, the researcher examined the
website about the institution and made observations, aimed to eliminate the factors
that could cause distortion of the interviews and comments. On the other hand, the
researcher recorded by making observations in order to reach the generally accepted

characteristics specific to the case and context. (Lincoln & Guba, 1986).

In order to increase the trustworthiness of the research, "triangulation" was used as a
second method. Triangulation is accepted as an effective verification technique and an
alternative attribute enhancement approach (Denzin & Lincoln, 2005; Fraenkel et al.,
2012; Patton, 1987). In order to provide triangulation, the researcher used official web
pages to collect data and made observations in the research setting. In order for the
interview questions to be comprehensible, the opinions of four experts in the field were
taken. In addition, teachers with different characteristics and branches were included
in the study. However, to ensure external validity, detailed descriptions were used.
Triangulation was considered necessary during data analysis as it provides control of

the data using different sources (Fraenkel et al., 2012).

As a third method, "tactics supporting participant honesty" were preferred (Shenton,
2004). Each person who was asked to be interviewed was given the opportunity to
refuse to participate in the research and they were supported to be frank throughout
the interviews. It has been explained that they can withdraw from the study at any time
without giving any reason. To improve and shape their work, researchers may seek the
comments and knowledge of an unrelated colleague (Lincoln & Guba, 1986). As the
fourth method, the researcher used "member checking". The researcher received
opinions and suggestions from a colleague with a graduate degree in the field from the

data collection and data analysis process.

Transferability concerns the level at which findings can be adapted to other contexts
(Shenton, 2004). Lincoln and Guba (1986) favored the concept of transferability
instead of generalizability. Dependability is ensured by reaching the same findings
with the same participants in the same context (Shenton, 2004). The process by which

the findings are obtained should be as clear and reproducible as possible (Arastaman
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et al., 2018). The researcher made detailed descriptions used to ensure transferability
and reliability. The researcher explained the data source, research setting, data
collection process, and data analysis stages in detail. The data obtained were used
without adding any comments and direct quotations were included. Participants were

assured of the confidentiality of their data, information, and identities.

3.9. Limitation and Delimitation of the Study

First of all, there are some limitations in the research due to the nature of qualitative
research. First, since the research design is a qualitative study, the results cannot be
generalized to the entire population and the study does not provide any evidence for
causality (Yin, 2011). Secondly, since the sampling method chosen in the study
includes the convenience sampling procedure, the results cannot be generalized to the

entire population.

As the data collection process takes place in the participants' natural environments,
participants may be exposed to distractions. Second, because the findings depend on
the participants, events, and circumstances in the selected cases, participants' answers
may have been influenced by daily events or their emotions. Another limitation is the
researcher factor. The researcher is the most important tool for collecting and
analyzing data. In this study, data will be collected from only one researcher; therefore,
researcher productivity may vary over time and in different contexts. In addition, the
researcher's biases and previous experience with the case may affect the conclusions

reached.

Finally, the most critical limitations are the power relations and that some teachers
have less than 1 year of working experience within the institution. Data collection tools
will include teachers' thoughts, expectations, and comments about the institution.

Therefore, the discourses of the participants may not reflect their pure thoughts.

While reliability in quantitative research is related to the construction of data collection
tools; In qualitative research, the researcher is the research tool. The trustworthiness
of qualitative research is related to the skill and effort of the researcher. Therefore, the
delimited parameters are controlled by the researcher which alternatives are available

or why these alternatives are rejected.
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The research question of this study is “What are the meaning and key characteristics
of organizational culture revealing itself in private course centers as educational
institutions in Turkey?”. Therefore, all the delimitations mentioned in this study were
made with the aim of making the study more suitable for the scope. For this reason,
the study design was determined as a basic qualitative study in order to achieve the
purpose of the research. Within the scope of this study, the researcher collected data
only from the teachers working full-time at this institution. The gender and branch
diversity of the participants is another delimitation considered by the researcher to
reach unbiased conclusions. As the data collection process is based on interviews with
the help of semi-structured questions, ensuring validity in qualitative research is a
significant challenge. Therefore, another delimitation is that the data will be recorded
carefully, and the continuous verification of data undertake by the researcher during

investigative practice.
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CHAPTER 4

RESULTS

In this chapter, the unstructured observations about the organization of a private course
center and the findings obtained as a result of the analysis of the interviews with 9
teachers in this organization are presented. The first part includes a content analysis of
observations about the institution and organization. Then it is presented the teachers'
feelings and thoughts about the institution and the findings about the reasons for
working in this institution. The next seven themes were examined as the elements that
determine the organizational culture in the private course center which are obtained
from values & norms, goals & missions, rules & regulations, rituals & ceremonies,
communication, leadership & administration, and physical infrastructure. The codes
that make up each item are shown under the theme it belongs to, along with direct
quotations from the participants. In the last part, metaphors that the participants liken
to the institution are presented in order to draw a more concrete framework for the
organizational culture of the institution. The themes based on the findings are given

below in figure 3.
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Figure 3. Themes and Codes on Organizational Culture
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4.1. Observations about the Private Course Center

The private course center is located in the Atasehir district of Istanbul, which is a
residential area for individuals with high socio-economic status. There are working 14
teachers, 1 manager, 1 canteen staff, 1 cleaning staff, and 1 advisory staff in the
institution. The institution is located in the neighborhood, in a quiet place where the
traffic is not heavy. The institution, which has eight classrooms, a teachers' room, and
a canteen, is located on the second floor of a large building. There is also a small
garden in the backyard of the building, which is the teachers' break area. Firstly, there
is an advisory staff at the entrance gate of the course center who greets the visitors.
When entering the institution, it can be said that the presence of the advisory staff is a
symbol used by the institution to make them feel that control and security are provided.
After passing the advisory desk, we come across the principal's room, which consists
of three walls of glass, in the middle of a large area that welcomes us. It has been
observed that students, teachers, and parents can easily enter the principal's office and
express themselves. It has been seen that the principal always takes a close interest in
students and teachers and helps them to solve their problems. While the principal's
room is located in the middle, symbolizes the power and control center within the
organization; it can be said that the three walls which are completely glass symbolize

the low power distance and open communication.

In the middle of the teachers' room, there is a very large table and chairs around it.
There is a sofa on one wall of the room and cabinets used by teachers on the other
wall. In one corner, there are computers available to teachers. It was observed that
most of the teachers gathered around the table and chatted during the breaks. It was
observed that all of the teachers were in communication with each other during the
observation period and no negative situation was encountered. During the observation,

the teachers did not use negative statements about the management or each other.

During the observation, a new teacher who joined the team conveyed the following

words to the researcher:

I am one of the new teachers to join the team, but I am happy to be able to
adapt to the team immediately. Everything was clearly stated, our manager

and teachers are very soft spoken.

47



When there is a difference of opinion, there is no tense atmosphere and an

environment where harsh attitudes continue.

[Ekibe yeni katilan ogretmenlerden biriyim ancak ekibe hemen wuyum
saglayabilmek beni mutlu ediyor. Her sey acik bir sekilde ifade edildi,
yoneticimiz ve ogretmenler ¢ok tatl dilli. Fikir ayriligi oldugunda gergin bir

ortam ve sert tavirlarin stirdiigii bir ortam yok.]

Teachers must use white coats and badges with their names in the institution. The use
of the white coat, which is the symbol of teacher identity in schools, is an imitation of
school culture. The classrooms are again designed as a school mimicry. There are
ordered desks, a whiteboard, a teacher's desk, and a projection device. Atatiirk's
portrait in every classroom symbolizes Atatiirk's principles, one of the values existing
in the institution. Next to the classrooms, there is the guidance teacher's room. During
breaks, the room is filled by students in general. The positive communication observed
between the students and other branch teachers and the guidance teacher is a
manifestation of the importance given to the psychological development and success
of the students in the organization. It has been observed that the teachers comply with

the lesson and break hours and working hours.

The observer had the opportunity to observe the 24 November Teacher's Day
celebration and a teacher's birthday celebration. During the ceremonies, it was
observed that the members of the organization were open to communication and
happy. On Teachers' Day, a speech was given to the teachers by the principal,
emphasizing that they are verbally important and valuable. It has been noticed that in
the events and ceremonies held within the organization, factors such as the openness
of communication within the organization, maintaining the boundaries of respect, and
the members of the organization showing value to each other come to the fore. The

principal mentioned the following in his speech on November 24, Teachers' Day:

The success of institutions emerges as a result of the cooperation of competent,
happy, and hardworking people. If the teachers are happy and peaceful, the
students are also happy and successful... I would like to thank my esteemed

teachers for their efforts and congratulate them on their continued success...
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[Kurumlarin basariya ulasmasi alaninda yetkin, mutlu ve ¢aliskan insanlarin
isbirligi sonucunda ortaya ¢cikar. Ogretmenler mutlu ve huzurluysa égrenciler
de mutlu ve bagarilidir... degerli 6gretmenlerime verdikleri emekler igin

tesekkiir eder ve basarilarimin devamin dileyerek tebrik ederim...]

When the document analysis was done for the website of the private course center,
their mission is to guide and accompany students on the way to the goal they want to
reach, while ensuring their academic and intellectual development in the light of
Atatlirk's principles. Their vision is to increase the number of students who are
successful in high-stakes testing and to be an institution that makes a difference among
course centers in the field of education. From this point of view, it can be said that the
understanding existing in the culture of the organization is education and learning-
oriented rather than a competition culture, but the fact that the main purpose of the
organization is to prepare for high-stakes testing. This indicates that the learning part,

unlike schools, cannot be very effective in practice.

4.2.  Feelings and Thoughts about the Institution

The happiness of the employees is affected by the organizational culture in the
institution (Ficarra et al., 2020). Organizational identification is a process that
develops together as well as a result of organizational culture. Employees' perceptions
of organizational culture can affect their level of identification with the organization
(Schrodt, 2002). Here, it is aimed to determine the feelings and thoughts of the
employees about the organization and whether they have a common perception.
Participants were asked how it felt to work in this institution and why they continue to
work in this institution. All of the participants in the study said that working in this
institution made them feel happy and good.

A participant claimed that the working environment and the communication with her

colleagues making him feel happy and good as follows:

I am very happy to work in this institution. It's like a family environment, 1
don’t drag my heels coming to work, on the contrary, it makes me happy.
Everyone comes here missing each other, so I'm happy to work in this
institution. We get along very well with my colleagues and the people working

in this institution and we have no problems. (P9)
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[Bu kurumda ¢alismaktan ¢cok memnunum. Bir aile ortami gibi, ayaklarim geri
geri giderek gelmiyor, tam tersi yani ¢ok mutlu oluyorum. Herkes burada bir
birini ozleyerek geliyor gercekten, yani kurumda ¢alistigim icin memnunum.
Calisma arkadagslarim ve bu kurumda ¢alisan kisilerle gayet giizel anlasiyoruz

hi¢hir sikintimiz yok.] (P9)

As stated by many of the participants, the first source of happiness within the
organization is their colleagues. In the observations made, the communication between
them supports solidarity. It can be said that the solidarity and healthy communication
between them provide organizational identification, and this enables them to have

common perceptions within the framework of organizational culture.

In addition to these, another participant emphasized on organizational culture as the

reason:

First of all, I like the culture of this institution. We have always a healthy
communication. There is respect, love, and values that the institution attaches
importance to. I can say that our corporate manager is also very good. A
courteous manager who tries to solve problems immediately when there is a
problem. In my opinion, it is not possible to get along with everyone at work,
but when there are such good managers, people are satisfied and happy in the

place where they work. (P8§)

[Oncelikle bu kurumun kiiltiriinii begeniyorum. Saghkl bir iletisim icindeyiz
stirekli, onun disinda saygi var, sevgi var, kurumun énem verdigi degerler var.
Kurum miidiiriimiiziin de ¢ok iyi oldugunu séyleyebilirim. Bir sorun oldugu
zaman problemleri hemen halletmeye ¢alisan, kibar bir ydnetici. Bence
herkesle ¢alisilmaz ama boyle iyi miidiirler olunca insan ¢alistigi yerde

memnun ve mutlu oluyor.] (P8)

One of the characteristics that form the basis of organizational culture is the degree of
help and sincerity that managers provide to their employees (Robbins, 1994). The
participant is very satisfied with the manager's attitude, and this is even one of the
reasons for working here. The participant stated that she is satisfied with the
organizational culture she is in. This shows that the manager is one of the factors that

shape the culture in the organization.
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It is understood that the manager tries to bring together those who have similar values
with herself and with the existing culture. The participant stated that they feel happy
because the institution has a positive impact on their career path and professional

development, in addition to reasons such as colleague and working environment:

Frankly, I am very pleased to be in this institution. To be more specific, I see
this as a great advantage since the institution is active both in the publishing
department and in the field, that is, as a course center. I think the institution

has a vision; I feel good because it has improved me. (P3)

[Bu kurumda bulunmaktan ¢ok memnunum agik¢asi. Soyle ki kurumun hem
yvaywmcilik kismi hem sahada yani kurs merkezi olarak da aktif oldugu i¢in bunu
biiyiik bir avantaj olarak goériiyorum. Vizyonu oldugunu diigiiniiyorum

kurumun, beni gelistirdigi igin iyi hissediyorum.] (P3)

Another participant expressed some of the opportunities offered by the institution with

the following words:

1t feels good to work in this institution because it is an institution where I can
add something to my career path while working. I am happy that the institution
provides not only teaching at mathematics but also opportunities such as

question writing, head of department and group leader positions. (P5)

[Bu kurumda ¢alismak giizel hissettiriyor ¢iinkii kariyerimin tistiine bir seyler
katarak c¢alisabildigim bir kurum. Burada sadece matematik ogretmenligi
degil soru yazimi, boliim baskanligi, ziimre baskanligr gibi imkanlari sagladig

icin kurum mutluyum.] (P5)

Participants stated different views (leadership approach, opportunities offered by the
institution, professional development, colleagues, communication, working
environment) as the reasons for continuing to work in the institution. The reasons for
the male participants to continue working at the institution were determined as the
opportunities offered by the institution, professional development and communication,
while the female participants were determined as their colleagues, working
environment and communication. It is seen that the participants are satisfied with being
hardworking and productive. Participants do not have any complaints about workload

or working hours. The fact that the institution offers opportunities to the participants
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in the field of publishing and question writing, unlike other private course centers, can
be interpreted as a symbolic manifestation of the existence of striving to produce and

develop in the organizational culture.

One of the participants explained the reason for continuing to work at the institution

as follows:

The negative conditions I experienced in the previous institution and the
positive conditions here are among the biggest reasons that affected my
continuation in this institution. I can exemplify these positive conditions as
working hours, workload, and salary rate. The amount of workload in my
former institution was excessive and the conditions offered were the same as
here. Let me put it this way, I did four times the work I do here, for a lower

salary and with a more problematic management staff. (P7)

[Onceki kurumda deneyimledigim olumsuz sartlar ve buradaki olumlu sartlar
bu kurumda devam etmemi etkileyen en biiyiik sebeplerden. Bu bahsettigim
olumlu sartlar ozellikle mesai saatleri, calisma ortamu, is yiikii ve maag miktart
diyebilirim. Eski ¢calistigim kurumda is yiikii miktart asir fazlaydr ve sunulan
sartlar burasi ile ayniydi. Soyle séyleyeyim buranin ¢alisma sartlari ve mesaisi
icinde yaptigim isin tam dort katini daha diisiik bir maasa, daha sikintili bir
yonetim kadrosu ile yaptim.] (P7)

Participants who experienced the organizational culture of different private course
centers generally compared their current experiences with their previous experiences.
The participants stated that they were satisfied with the working hours, workload,
working environment and conditions. The participants are satisfied and happy to work

here because the institution gives them what they deserve.

In addition to these reasons, three of the participants stated that the reason for
continuing to work in the institution was the positive and reassuring attitude of the

manager. They consider their manager to be a good colleague and manager:

I would continue to work here thanks to my manager. I think the most important
thing in an organization is the people because I am a person who cares about
communication in my organization. That's why I think my manager is good at

management and communication. (P8)

52



[Miidiiriimden dolayr devam ederim. Bence bir kurumdaki en onemli sey,
kisiler ¢iinkii ¢alistigim kurumda iletisime onem veren biriyim. O yiizden

yoneticimin yonetim ve iletigimde iyi oldugunu diistintiyorum.] (P8)

The attitude of the manager, the fact that they show sympathy, the value they
give both material and moral. Sometimes they think about something you want

to convey before you and speak with you, so there is a fine mindset here. (P1)

[Yoneticinin tutumu, sizin halinizden anlyor olmalari, maddi ve manevi
verdikleri deger, bazen sizin iletmek istediginiz bir seyi onlar sizden once
diistintip sizi ¢agiriyor yani ince bir diisiince yapisi var burada, deger var.]

(P1)

The biggest reason is my manager because he is always understanding towards
me.. There is a sense of trust between us and as they trust me, I want to work

harder. (P2)

[En biiyiik sebebi miidiiriim ¢tinkii bana karst hep anlayisli.. bir giiven noktast

var aramizda onlar bana giivendik¢e ben daha ¢ok ¢calismak istiyorum.] (P2)

As aresult, the participants' feelings and thoughts about the institution show consistent
results. Participants continue to work in the organization in a happy and satisfied way
and the reasons for this are economic incentives, professional development, manager,
communication, colleagues and working environment. While career and professional
development are the most effective reasons for male participants to continue working
in the institution, factors such as manager, colleague and communication are effective
for female participants. It is seen that the culture within the organization encourages
and supports the success of the group. It can be said that the manager is the person
who manages the organization efficiently. It is understood that cooperation and sharing

are high because the environment of trust is provided within the organization.
4.3. Values & Norms

In organizations where values exist in the management approach, a strong emotional
bond is formed within the organization. The stronger the degree of internalization of
values by the organization, the stronger the emotional bond and organizational culture.

Norms show how to behave, relate or how to communicate with others in the
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organization. They are the elements that affect behavior in organizational culture,
institutionalize and strengthen the social system (Celik, 2002). Leaders and
organizational members can support and enhance existing cultural norms and values
and create new ones where there are not. The strength of these greatly influences
whether efforts to improve institutions will have any lasting impact or not (Saphier &

King, 1985).

According to Saphier and King (1985), “some of the core values determined are as

follows:
e (ollegiality
e Trust and confidence
e Professional development of teachers
e Caring
e Honest
e Open communication”

When this theme is examined, it can be said that the participants adopted a cooperative,
respectful, sincere, sensitive, honest and understanding approach in the working
environment. Participants also emphasized the existence of Atatiirk's principles and
ethics as a value within the organization. Atatiirk portrait in classrooms is a symbolic
reflection of this value. The value placed on the academic and intellectual development
of students and teachers was noted by many participants. In particular, open
communication and cooperation highlighted as values emphasized by the majority of
the participants. It can be said that organizational values are created or exist in the
institution according to the perceptions of the participants. Participants adopted these

values and integrated them with their own values.

A participant thinks about structuring in terms of value within the organization that the
key to a successful educational institution is provided by happy teachers. In order to
achieve this, they emphasized that values such as trust, ethics, respect, cooperation,

understanding, and healthy communication are observed within the institution:
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This institution is based on being realistic, that is, it is about striving for the
development of the student until such as the feedback given. Apart from this,
there is an ethics among us as colleagues. We have a relationship based on
trust, respect and solidarity. When someone has an incident and needs help,
the others rush to help immediately. Helping each other is among our values.
That's why we have a solid structure between us. The key to a successful
educational institution is through the happy teachers' room. This happens
when teachers are happy, that is, they are peaceful, they do not have questions
in their minds, and they can easily reach their manager when they have a
problem. For this reason, understanding and communication are among the

things that are valued for us and the management in the organization. (P1)

[Bu kurum gercgek¢i olmaya dayali yani verilen geri bildirimlere kadar
ogrencinin gelisimi icin ¢abalamak séz konusu. Bunun disinda ¢alisma
arkadaslart olarak aramizda bir etik soz konusu. Aramizda giiven, saygi ve
dayanigsmaya dayali bir iligki mevcut. Birinin bir olayr olur, yardima ihtiyact
olur, digeri hemen yardima kogar, yardimlasma da degerlerimiz arasinda. O
yiizden pozitif bir yapilanma séz konusu aramizda. Basarili bir egitim
kurumunun anahtari, mutlu 6gretmenler odasindan geger. Ogretmenler
mutluysa yani huzurluysa, kafasinda sorular yoksa, bir sikintisi oldugunda
miidiiriine rahat¢a ulagsabiliyorsa. Bu sebepten dolayr anlayis ve iletigim

kurumda bizler ve yonetim icin deger verilen seyler arasinda.] (P1)

Another participant stated the following about the ideology of the institution and the

development of teachers-students relationship:

In particular, we attach importance to many values such as 19th of May and
23rd of April at the institution. We have an Ataturk defining the point of view
here. When we address these values, we ensure the development of social
awareness of students as well as their academic development. Apart from
these, the institution offers opportunities to support the development of
teachers. While teaching, I also learn to prepare content and write questions
as a group leader. There is a lot of information sharing and cooperation among
colleagues. We have good communication, keeping in touch is one of the

important values for success for everyone. (P3)
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[Ozellikle kurumda 19 Mayis ve 23 Nisan gibi bircok deSerimize onem
veriyoruz. Burada Atatiirk¢ii bakis agimiz var. Bu degerlere degindigimizde,
ogrencilerin akademik gelisiminin yanminda toplumsal anlamda bilinglerinin
gelismesini de saglyyoruz. Bunlar disinda kurum biz 6gretmenlerin gelisimini
destekleyecek sekilde imkanlar sunuyor. Ben bir ziimre bagkani olarak
ogretmenlik yaparken bir yandan icerik hazirlamayi, soru yazmayi
ogreniyorum. Meslektaslar arasinda bilgi paylasimimiz ve yardimlasmamiz
fazla. Lyi bir iletisimimiz var, iletisimde kalmak herkes igin basarili olmak

adina onemli degerlerden biri.] (P3)

The values and norms that are dominant and shared in the organization are the elements
that provide consensus in the organization, create similarities in behaviors, and predict
the behavior of the members. In support to these, the value attached to the subject of
collaboration and communication by the institution, which focuses on student success

and development, was explained by another participant as follows:

In general, our common values are always education and student oriented. The
academic development of the student is very important. A teacher cannot take
a student from one place to another by himself. This is where the following
comes into play, if the teachers from other branches are not helpful, if they are
not volunteers, what I do will be meaningless. Joint communication with
solidarity, 1 think, is the most important value in this institution, especially
between teachers from different disciplines. If there are no common values
such as open and healthy communication and aim for student development,
there will be no such thing as institution. These parts are heading into a
positive direction in this institution as it should be. If a building does not have

a sound basis, the building will be demolished anyway. (P7)

[Genelde bizim ortak degerlerimiz hep egitim ve dgrenci odakli. Ogrencinin
akademik gelisimi ¢cok onemli. Bir 6gretmen bir ogrenciyi tek basina bir yerden
alip bir yere getiremez. Orada su devreye giriyor eger diger branstan
ogretmenler yardimsever degilse, goniillii degilse benim yaptigimin bir anlami
kalmaz. Dayanigma ile ortak iletigim bence onemli deger bu kurumda oézellikle
farkh disiplinlerdeki 6gretmenler arasindaki iletisim. A¢ik ve saglikl iletisim

ve 6grenci gelisimi gibi ortak degerler yoksa zaten kurum olmaz. Bu kisimlar
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bu kurumda su an olumlu yonde ilerliyor zaten olmasi gereken temel seyler

yani bir binanmn temeli yoksa bina zaten yikilir.] (P7)

The most important focus of the private course centers is the student. The most
important function expected from private course centers is to produce an output at the
desired level. According to the perceptions of the participants, the development and
success of students is related to the success of that institution and teachers. According
to the perceptions of the participants, the success of the institution is due to the high
level of communication skills adopted and the value given to cooperation. This
common idea shows that they act around a common purpose and that teachers are
integrated with the institution. It can be said that an understanding such as “Everything

done in the institution is for the success of the student” prevails in the institution.

4.4. Goals & Missions

Organizational culture helps an organization define the mission and strategy of the
organization, the goals of the organization and the ways to achieve these goals in
adapting to the external environment. Mission is a feature of positive cultures and a
common purpose that unites people (Peterson & Deal, 2009). During the interviews
and observations, it was revealed that the institution has written and verbal aims and

missions, but there is no manifestation of its vision.

In the website of the institution, the aims and mission of the institution are listed as

follows:
e To discover the differences and strengths of students,
e To create awareness in students about responsibility and success,
e Turning the potential of students into success,
e Supporting the intellectual development of students
e Supporting the academic development of students,
e To minimizes the exam stress and anxiety of the students.

According to the statements given on the website, existence of supporting the

academic development of students and turning their potential into success show that
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the main purpose of the institution is student success and development. In addition,
there is a purpose related to the psychological support needs of students, such as
aiming to minimize exam stress and anxiety. The statements of the participants and

the data collected from the institution's website are consistent with each other.

In the interviews, most of the participants defined the mission and goals of the

institution as follows:

Our common goal is to prepare these children without any damage, with the
least amount of distress, who are in adolescence, in such a way that they do
not have any trauma in the exam, and to make them pass the exam. If we can't,
it is important how we answer the questions like “At what level did they start
from and where are they now?", "Did they have personal and academic
development?", "If they had a self-confidence problem, were they able to
overcome them?”, “If they had a teacher fear, were the able to overcome it?”.
In other words, our common goal is to make students graduate from secondary

school by enabling them to develop academically and socially. (P1)

[Bizim ortak amacimiz en az sikintiyla, hasarsiz bir sekilde ergenlik doneminde
olan bu ¢ocuklar: sinav onlarda travma kalmayacak sekilde hazirlayip, sinavi
kazandirmaktir. Eger sinavi kazandiramiyorsak, “Nereden aldik ve nereye

’

getirdik?”, “Kisisel ve akademik gelisimi oldu mu?”, “Ozgiiven sikintisi
yastyorsa bunlart yikabildi mi?”, “Ogretmen korkusu varsa bunu asabildi
mi?” seklinde sorulara ne cevap veriyoruz bu onemli. Yani ortak amacimiz
ogrencileri akademik ve sosyal agidan gelisim gostermelerini saglayarak

ortaokuldan mezun etmektir.] (P1)

Participants stated that their goal is to be able to overcome anxiety-inducing high-
stakes testing without traumatizing students. Since they are aware that not every
student can achieve the success they want, they aimed to develop the students
personally and intellectually. Another participant stated that while aiming for a full
score on high-risk test exams, they tried to notice the different characteristics of the
students. It can be interpreted as a reflection of a score-oriented education approach
with the consideration of making progress instead of sacrificing the students who

cannot make the desired progress academically:
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The common goal of all of us is to make students get 500 full points in the exam.
We want to show the students how they can achieve something, and we try to
instill moral values, as teachers. Some students have potential, and we are
progressing very well academically; On the other hand, when we look at the
student with whom we did not progress very well academically, we see that we
have added something in his/her social life, family life, thoughts, and the
structure of his/her ideas. It is important for us to be able to realize the different
characteristics of students, to strengthen them in that direction and to be able

to say that we have contributed to their educational lives. (P4)

[Hepimizin ortak amaci 500 tam puan ¢ikarmak. Biraz 6grencilere bir seyleri
nasil basarabileceklerini gostermek istiyoruz biraz da ahlaki degerleri biz
ogretmenler olarak asilamaya ¢alisiyoruz. Bazi ogrencilerin potansiyeli var
akademik anlamda ¢ok iyi ilerliyoruz;, akademik olarak ¢ok iyi
ilerleyemedigimiz ogrenciye ise bir bakiyoruz sosyal hayatinda, aile
hayatinda, diigiincelerinde, fikirlerinin yapismmin olusumunda bir seyler
katmusiz. Bizim i¢in énemli olan ogrencilerin farkl ozelliklerini fark ederek,

onlart o yonde gii¢lendirip, egitim hayatina katkimiz oldu diyebilmek.] (P4)

It is understood that the participants did not approach these high-stakes testing with a
competition-oriented mindset, they did not pay special attention to successful students
only, but one participant stated that they tried to show a fair attitude to each student

while achieving their goals:

The common goal is accessibility to every student. Without discriminating
anybody by their potentials, supporting them by treating everyone equally and
eventually to make every student succeed. Ensuring the development of

Students in a fair manner. (P6)

[Ortak amag, her ogrenciye ulasilabilirlik. Her 6grenciyi basartya ulastirmak
aslinda hi¢ kimseyi ayirt etmeden, senin potansiyelin bu, senin potansiyelin bu
demeden herkese esit davranarak destek olmaya ¢alismak. Adaletli sekilde

ogrencilerin gelisimini saglamak.] (P6)
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Another participant stated that there are different approaches in the
organization, such as the task of reading a book, for the mental development

of students as well as their academic development:

Putting aside academic development, I attach great importance to students’
book readings. For example, we also communicate with our Turkish teachers
about this issue. Helping and developing is both our common goal and a
common value. The common aim of the institution is to make the path to success
on the path of education easier for students and to be a role model for them.

(P9)

[Akademik gelisimi bir kenara koyarak ben 6grencilerin kitap okumalarina ¢ok
onem veriyorum. Mesela, Tiirk¢e ogretmenlerimizie de iletisime gegiyoruz bu
konuda. Yardimlagsmak ve gelismek bizim hem ortak amacimiz hem ortak bir
degerimiz Kurumun ortak amaci aslinda egitim yolunda basariya giderken

yvolu ogrencilere kolaylastirmak, ve onlara rol model olabilmek.] (P9)

When the values adopted in an organization are examined, it is possible to say that the
values shape the mission and goals of the organization. The common adoption of
values within the organization facilitates mutual harmony and provides a common
collaboration among participants and serves the same purpose (Jones, 1998). One of
the basic conditions of adapting and being adopted by the group or organization is to
share common goals and objectives (Simsek & Celik, 1998). According to the data
collected, it was seen that the participants gathered around common goals and
objectives and that the values exist and they manifest themselves in serving the
organization and supporting the common goals and objectives. The goals such as
ensuring the intellectual and academic development of the students, minimizing the
stress and anxiety related to the exam, and working for the success of the students were
emphasized by the participants. However, the goal of discovering the strengths and
different sides of the students was not mentioned by the participants. It is possible to
say that the individual and organizational goals are compatible within the organization
and there is an effort and consensus in order to achieve the goals more effectively and

efficiently.
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4.5. Rules & Regulations

Another way of learning about an organization's culture is by examining the
organization's rules and regulations. Organizations build rules on organizational values
to determine acceptable and unacceptable behavior. These rules and regulations also
show what the organization values. Rules and regulations, which are physical symbols,
reflect the claims and goals of the organization as an indicator of organizational
culture, common behaviors, and practices that unite the members of the organization
and strengthen the meaning of being a member of a special group (Ouchi, 1989).
According to Schein (1990), when one enters an organization, its artifacts are observed
and felt. Organizational symbols are important to read organizational life. This
category includes everything from physical organization, dress code, the way people
communicate with each other, emotional intensity, and other phenomena, to more
permanent archival manifestations such as company records, philosophy statements,

and annual reports, and products.

According to the data collected from the participants, the unwritten rules and

regulations in the institution are such as,

working hours

lesson hours

dress codes

class rules

¢ maintaining boundaries in communication with students and parents.
Participants expressed these artifacts as follows:

I can list them as wearing aprons in the institution, attending the classes on
time, maintaining the limit of communication with the students, not leaving the

students without a teacher in the class. (P5)

[Kurum iginde onliik giymek, derslere vaktinde girmek, ogrencilerle iletisim
stmwrint  korumak, ogrencileri derste Ogretmensiz birakmamak seklinde

swralayabilirim.] (P5)
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Wearing aprons is a common rule. We don't come to class with food and drink,
it's a classroom rule. There is the K12 system, we have to use this system
actively. The K12 system is a system where we can follow the exam results,
progress, and studies of the students. The information here also is monitored
by the parents. Apart from this, dress code, communication and parlance

within the institution, and respect are also common unwritten rules. (P7)

[Onliik ortak bir kuraldir. Derse yiyecek ve icecekle girmeyiz, bu bir sinif
kuralidir. K12 sistemi var bu sistemi aktif olarak kullanmak zorundayiz. K12
sistemi de ogrencilerin sinav sonuglarini, gelisme durumunu, etiitlerini takip
edebildigimiz bir sistem. Buradaki bilgilendirmeler velilere de ulasiyor. Bunun
disinda kilik kiyafet, kurum igindeki iletisim ve konusma tarzi, saygr durumu

bunlar da yazili olmayan ortak kurallar.] (P7)

While the participants were talking about the rules within the organization, they stated
that they had to wear white coats within the organization. This rule is a symbolic
indicator of the employees who have the identity of a teacher in the organization and

is one of the special symbols for educational organizations.

We comply with the arrival and departure times to the institution. We wear
aprons in the institution. We pay attention to hair, make-up, clothing, and self-
care. We communicate with students in a way that we do not have physical
contact, without getting too close. We comply with class times; we do not enter
the classroom with distractions such as phone and food. We use resources such
as computers and projections in order to teach effectively in the classroom.

(P2)

[Kuruma gelis-gidis saatlerine uyuyoruz. Kurum igerisinde onliik giyiyoruz.
Sa¢, makyaj, givim ve 6z bakim konularma dikkat ediyoruz. Ogrencilerle ¢cok
vakinlasmadan, fiziksel temas kurmadigimiz sekilde iletisime gegiyoruz. Ders
saatlerine uyuyoruz, swmniflara telefon yiyecek gibi dikkat dagitict ogelerle
girmiyoruz. Sinif icerisinde etkin ders isleyebilmek icin bilgisayar, projeksiyon

gibi kaynaklardan yararlaniyoruz.] (P2)

Most of the participants mentioned the existence of regulations such as classroom

rules, working hours, being clean and well-groomed, dress code and communication
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rules. Most of the participants think that these rules are necessary for discipline and

unity.

Things like our entry-exit times, our dressing style, what will be done in the
trial exams, the course rules, what will be explained in the etudes are all
determined. It is obligatory to comply with the academic calendar. If
permission is to be taken, it is clear from whom to get permission. We try to
help each other in times of need by being especially careful about
communication in the institution. We pay attention to our communication with
students, everyone in the institution treats and should treat each other with

respect. (P1)

[Giris-¢ikis saatlerimiz, giyim tarzimiz, deneme sinavlarinda neler yapilacagi,
ders kurallari, etiitlerde ne anlatilacagi gibi seylerin hepsi belirlidir. Akademik
takvime uyulmak zorunludur, izin alinacaksa kimden izin alinacagi bellidir.
Kurumda iletisim konusunda ozellikle dikkatli davranarak, ihtiya¢ aninda
birbirimize yardimct olmaya ¢alisiyoruz. Ogrencilerle iletisimimize dikkat

ediyoruz, kurum iginde herkes birbirine saygili davranmr, davranmalidir.] (P1)

Rules and regulations, which are observable artifacts that shape organizational culture,
are visible symbols about the organization's culture. It can be said that the common
adoption of these symbols helps to create a common understanding within the
organization. There was no difference of opinion and understanding between male and
female participants for practices and rules. It can be said that the norms and values in
the organizational culture are also reflected in the rules and regulations. Participants
expressed a common opinion on the rules and regulations listed as behaving
respectfully in the institution, wearing an apron, obeying the working hours, dressing
in accordance with the dress code, paying attention to the course hours and rules, being

sensitive to communication and cooperation.

4.6. Rituals and Ceremonies

Rituals and ceremonies are activities that provide moral support and motivation to
people in organizations. These social events connect organizational members and

shape unwritten cultural values (Peterson & Deal, 2009). The purpose of the
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ceremonies is to reinforce and transfer the cultural values within the organization, and

to increase loyalty among the members of the organization.

The participants stated that they participated in the ceremonies held in the institution

and collective meetings and events organized on special days with the following

words:

Every year, on 24th of November, we have an event such as dinner or breakfast
as an institution on teachers' day. We also make commemorations and
celebrations on other socially important days such as 23" of April, 19th of May
and 29th of October. At the end of the year, we decorate the institution together
and have a New Year's Eve party, give each other gifts, and have cake. At the
end of the semester, we celebrate graduation with the students. Especially on
the birthday of each teacher, birthday we have a birthday cake. Special things
are done for each teacher, which makes us feel valuable and increases our
motivation. It makes me happy that these events are held, so we have the

opportunity to share something outside of work with my colleagues. (P1)

[Her sene 24 Kasim 'da 6gretmenler giiniinde muhakkak kurum olarak yemek,
kahvalti gibi bir etkinligimiz olur. Diger 23 Nisan, 19 Mayis ve 29 Ekim gibi
toplumsal onemi olan giinlerde de anma ve kutlamalar yapariz. Yil basinda
kurumu birlikte siisleriz ve yil basi partisi veririz, hediyelesiriz, pasta keseriz.
Donem sonlarinda ise 6grencilerle bir mezuniyet kutlamas: yapryoruz, pasta
kesiyoruz. Ozellikle her dgretmenin dogum giiniinde pasta kesilir, her
ogretmen igin ozel seyler yapilir bu da bizi degerli hissettiriyor, motivasyonu
arttiriyor.  Bu  etkinliklerin ~ yapilmasi  beni mutlu ediyor, ¢alisma

arkadaslarimla is disinda bir seyler paylasma firsatimiz oluyor boylelikle.]
(PI)

For example, we have celebrations on teacher's day. We have little giveaways
on New Year's Eve. We have cakes on our special days. Of course, these
increases sharing and motivation. It has a positive effect on my perspective for

the institution. (P6)

[Mesela ogretmenler giiniinde kutlamalarimiz  olur.  Yilbasinda ufak

hediyelesmelerimiz olur. Ozel giinlerimizde pasta keseriz. Tabi bu paylasimi
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ve motivasyonu artirtyor. Benim kuruma bakisimi olumlu yonde etkiliyor.]

(P6)

Participants stated that ceremonies were organized within the institution on November
24, April 23, May 19 and October 29. Special and official days carry symbolic values
and importance. It can be said that these dates celebrated within the organization are a
manifestation of the values existing in the organizational culture and embody these
values. Since these dates are important for the participants, taking place in the
organizational culture, the participants stated that their motivation and commitment
increased. In addition, most of the participants supported the rituals and ceremonies
and said that celebrations and ceremonies should be increased as it would further

reinforce the social communication within the organization:

There are very nice events such as birthdays, teacher's day, new year
celebrations and end of year events in the institution. In fact, I think that the
activities should occur more frequently. I think it would be even better in terms

of communication. (P8)

[Dogum giinleri, 6gretmen giinii, yilbasi kutlamasi, sene sonu etkinlikleri gibi
cok giizel etkinlikler oluyor kurumda. Hatta etkinliklerin biraz daha
arttirmasi gerektigi fikrindeyim. Iletisim acisindan bence daha da iyi olur.]

(PS)

Fairholm (1994) stated that the purpose of the ceremonies is to ensure the continuity
of the organizational order, to ensure the adaptation of the new members to the
organization, to convey symbolic messages to the members of the organization and to
develop social commitment. Apart from the social activities, the participants talked
about the meetings organized for teaching and learning purposes. Before each new
academic year, both branch and general assembly meetings are held to make annual
and monthly plans. Participants think that taking collective decisions regarding the
practices and targets to be realized throughout the year is important in terms of
achieving the goals of the organization. It was observed that the participants were
willing to participate in ceremonies and rituals and had positive thoughts. In addition,
it can be said that these activities provide motivation to the participants, increase their
loyalty to the institution, and help them to adapt to values and norms and to

communicate.
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The observations made by the researcher also support the findings obtained from the
interviews. Based on the observations, the willing participation of the participants in
the activities and the sharing of common feelings reflect that they have adopted the
organizational culture they are in. When the researcher shared this judgment with the

teachers, most of the teachers stated that they agreed with the researcher.

4.7. Communication

The idea of communication as a symbolic form or a cultural product and the thought
of culture as a dynamic metaphor for comprehending organizational behavior and
events are closely linked (Brown & Starkey, 1994). The nature and behaviors of the
organization, as well as the events inside it, are both to develop from and to affect
patterns of interaction amongst organization members that make up communication
(Fisher, 1983). In order for individuals working in an institution to express their ideas
clearly, communication channels must be open and effective, and the organization's

management should allow all forms of communication.

Almost all of the participants stated that the communication system in the organization
was of a quality that would enable them to express their ideas clearly. For this reason,
it can be said that the communication within the organization is not only a process that
provides information exchange, but also a function that regulates the activities of the
organization, ensures cooperation, motivates the participants, and feeds the
organizational culture. It has been observed that under the leadership of managers with
communication skills, information can be transferred easily with effective
communication networks, and they can reach their goals more easily by ensuring

interdepartmental cooperation.

One of the participants stated that although there are differences of opinion and
hierarchy between the institution and the stakeholders, they were able to resolve them
with open communication. They think that the coaching system, where every teacher

in the institution has students as their advisor, facilitates communication:

First of all, as teachers, we have a teachers' room where we have good
communication, understanding and cooperation. Everyone is helpful, of course
there may be divergence during the semester, but these are normal things.

There are also different perspectives in the branch, but we also solve problems
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by talking together. The management is also very understanding, I can say this
both for my manager in my own institution and for the founders. It is very nice
and important for them to be understanding, to share every thought with us, to
give us that communication and trust without putting the subordinate-superior
relationship  as an obstacle. The fact that the parents are also conscious
increases the frequency of communication with them. Communication with
students is generally good. In particular, we are in better communication with
the students we coach. I have nine students that I coach, I follow them in every
field, both psychologically and academically, I try to support and guide them.
In general, I can say that since every student has a coach teacher, a balance is

established and there is no problem. (P3)

[Oncelikle ogretmenler olarak kendi icimizde iletisimimiz iyi, anlayish ve ig
birliginin fazla oldugu bir ogretmenler odamiz var, yardimsever herkes, donem
igerisinde tabii ki fikir ayriliklar: olabiliyor ama bunlar normal seyler. Brans
olarak farkh bakis agilari da var ancak problemleri de beraber konugsarak
¢ozeriz. Yonetim de gercekten ¢ok anlayish, bunu hem kendi kurumundaki
miidiiriim i¢in hem kurucularim igin séyleyebilirim. Anlayisli olmalari, her
diistinceyi bizimle paylasmalari, bize aradaki ast-iist iliskisini engel olarak
koymadan o iletisimi vermeleri, o giiveni vermeleri ¢ok giizel ve onemli.
Velilerin de bilingli olmalar: onlarla iletisimin sikligini arttirtyor, gergekten
takip ettikleri i¢in her seyi bize sorabiliyorlar bizimle rahatlikla iletisime
gecebiliyorlar, bu konuda da aktif bir iletisim var diyebilirim. Ogrencilerle ise
iletisimler genelde iyi. Ozellikle kogu oldugumuz 6grencilerle daha iyi iletisim
halindeyiz. Kog¢luk yaptigim dokuz adet ogrencim var, onlart psikolojik ve
akademik anlamda her alanda takip edip, destek olup, rehberlik etmeye
calisiyorum. Genele baktigimizda her ogrencinin ko¢ 6gretmeni oldugu icin de

denge kuruluyor, bir sorun olmuyor diyebilirim.] (P3)

While the majority of the participants have positive thoughts about the manager-
teacher, teacher-student communication within the institution, it has been observed
that they have different ideas for the parent-teacher relationship. They think that it is

unnecessary for parents to sometimes try to communicate more than necessary:
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In the shortest and most concise way, I can say that we have an open, sincere
and complementary communication within the organization and problems can
be solved without tension. We can say that we are like a family. Everyone
supports when new friends join among us so that they can adapt immediately.
There is a good solidarity between us. When there is a problem related to my
own group, 1 first report it to the head of the department, and the head of the
department reports it to the manager or the owner of the institution. Our
manager responds to all our needs and treats us with care. We can also always
communicate with parents. Our communication is even more than it should be.

(P6)

[En kisa ve oz sekilde diyebilirim ki kurum igindeki iletisim agik, samimi,
tamamlayict ve gerginlik olmadan problemler c¢oziilebiliyor. Aile gibiyiz
diyebiliriz. Aramiza yeni katilan arkadaslarin da hemen uyum saglamasti igin
herkes destek olur. Aramizda giizel bir dayamisma var. Kendi ziimrem ile
alakall bir problem oldugunda ilk 6nce boliim baskanina, boliim baskant da
yoneticiye ya da kurum sahibine iletiyor. Yoneticimiz her tiirlii ihtiyacimiza
cevap verir ve ilgili davranir. Velilerle de her zaman iletisim kurabiliyoruz.

Iletisimimiz olmasi gerekenden daha da fazla hatta.] (P6)

Although the participants had a positive relationship with their managers, they stated
that they wanted to see a more hierarchically organized structure with the following

words:

The communication of teachers within the institution is sincere and there is
cooperation. As for communication with the management, I think it is
necessary to pay attention to the part where the principal's office can be
frequently visited by the teacher, and that it is not a place where everything
can be talked, but a slightly higher authority. I think there should be more
formal and serious conversations out there. The hierarchical structure needs
to be established with very clear lines, of course there is, but I do not think it

is enough, we can say that it needs to be configured. (P5)
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[Kurum icinde ogretmenlerin iletisimi samimi ve is birligi mevcut. Yonetimle
iletisim konusunda ise miidiiriin odasi oOgretmen tarafindan stk stk
ugranabildigi, sik sik her seyin konusabildigi yer degil de biraz daha tist merci
oldugu kismina dikkat edilmesi gerekiyor bence. Orada daha resmi ve ciddi
konugsmalarin olmasi gerektigini diigiiniiyorum. Hiyerarsik yapinin ¢ok net
cizgilerle kurulmasi gerekiyor, tabii ki var ama yeterli oldugunu

diistinmiiyorum, yapilandiriimasi gerekiyor diyebiliriz.] (P5)

Although there is a general consensus among the participants, some participants think
that the hierarchy within the organization is insufficient in terms of communication
and that the power distance should be increased. When teachers have a problem, they
do not find it appropriate to ask the manager for a solution before going to the head of
the department or trying to solve the problem among the teachers. In addition, the
participants stated that they had difficulties in communicating with the parents. They
mentioned that the parents put too much pressure on the students or that they could
disturb the teachers by calling them late at night. They stated that this was due to

various reasons such as the difference in education level and success anxiety.

Our teachers’ room is really nice. Sometimes there are conflicts but those
conflicts are resolved through communication. If I have to give an opinion
about the management, our manager is a very understanding person, he
always tries to help us but this help can turn into a disadvantage after a while.
1 think there should be a clearer hierarchy and ruleset in communication and
problem solving. When a problem occurs, it must be handled within the
subordinate-superior chain. Problems can occur if this is not obeyed. The part
that makes me unhappy in the institution is the parents. They try to be very
involved in the process, but they don't know anything about it. They see the
students as robots, they complain about students are being depressed but they
are the ones who make them and they also expect us to get them back into
shape. Our communication with the students is solid if their parents do not

intervene. When the parents are involved, we face difficulties. (P4)

[Bizim ogretmenler odamiz gergekten ¢ok giizel. Arada uyusmaziiklar oluyor,
o uyusmazliklar da iletisimle ¢oziiliiyor. Yonetim hakkinda ise bizim

miidiiriimiiz ¢ok anlayish biri ve siirekli bize yardimci olmaya ¢alisiyor ama
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bu yardimci olmalar bir yerden sonra dezavantaja da doniisebiliyor. Daha
belirgin bir hiyerarsi ve kurallar olmasi gerektigini diistintiyorum iletigim ve
problem ¢ozme kisminda. Bir sorun olustugunda ast-iist zinciri dahilinde
halletmek gerekiyor. Buna uyulmadigi zaman sorunlar olusabiliyor. Kurumda
beni mutsuz eden kisim veliler, siirece ¢ok fazla dahil olmaya ¢alisiyorlar ama
siire¢ hakkinda hicbir sey bilmiyorlar. Ogrencileri bir robot olarak
gortiyorlar, psikolojileri bozuluyor diyorlar bozanlar kendileri, bizim
toparlamamizi bekliyorlar. Ogrencilerle iletisimiz velileri araya girmedigi

taktirde ¢ok giizel, velileri girince onlarla sikintiya ugruyoruz.] (P4)

In general, it can be said that the members of the organization have a common culture
and adopt a common communication style suitable for this culture. It has been
determined that the participants have positive and negative thoughts about distance
perceptions in intra-organizational communication and communication with parents.
The researcher observed that there was a positive communication between the teachers
in the observations he made in the institution and in the teachers' room. It was observed
that during the breaks, the teachers gathered in the teachers' room and almost all of
them interacted with each other. The observations made by the researcher support the

findings obtained from the interviews.

4.8. Leadership & Administration

Leaders have an important role in the creation, development, and maintenance of
organizational culture (Schein, 2004). The behavior of an organization's leader
strongly influences the perception of organizational culture among its members
(Block, 2003; Chodkowski, 1999). Leaders can use many functions within the
organization to convey what they believe, care about, or want to their members. Some
of these functions are how it solves problems, how it distributes resources, the reward
system, the values and beliefs maintained in the organization, how it motivates
employees, what it does in favor of employees, the institutional structure, and the
rituals of the organization (Schein, 2004). According to the data obtained from the
participants, it was seen that the employees were satisfied with the leadership
understanding and style of their managers. A few of the participants cited their

manager as the reason for continuing to work in the institution:
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One of the biggest reasons why I continue to work in this institution is my
manager. Because I think one of the most important things in an organization
are the employees and the manager. I love the way my manager approaches

and communicates with us (P8)

[Bu kurumda ¢alismaya devam etmemin en biiyiik sebeplerimden biri
miidiiriimdiir. Ctinkii bence bir kurumda en onemli seylerden biri ¢aligan
kisiler ve yonetici. Yoneticimin bize yaklagimint ve iletisim seklini ¢ok

seviyorum.] (P8)

The participants felt safe in the organization and stated that this was because their

managers trusted and gave them confidence:

Currently I do not have a plan to leave this institution since it is a comfortable
and safe space for me. My manager is another big factor. He is always very
understanding towards me and there is a trust between us, the more he trusts

me, the more I want to work. (P2)

[Bu kurum benim igin konforlu ve giivenli alan oldugu icin su an igin terk
etmeyi diigiinmiiyorum. Diger biiyiik bir etken de miidiiriim. Bana karst hep ¢ok

anlayisli ve aramizda bir giiven var, o bana giivendik¢e ben daha ¢ok ¢calismak

istiyorum.| (P2)

Participants are thinking that they are professionally being developed within the
organization acquire new positions and identities, especially thanks to their leaders'

support for professional development:

Both my manager and the management provide opportunities to help us
improve ourselves. 1 first started to work as a teacher here, but then I shifted
to question writer and finally I became the department chair. So, our manager

helps us to move forward in many ways. (P3)

[Hem miidiiriim hem yonetim kendimizi gelistirmemiz i¢in yardimct olacak
sekilde imkanlar sagliyor. Burada once 6gretmen olarak ¢alismaya basladim
ancak sonra soru yazarligina bagladim ve sonra boliim baskanligi geldi. Yani

miidiiriimiiz bir¢ok konuda ilerlememiz i¢in yardimci oluyor.] (P3)
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Some participants emphasized that their manager is understanding, helpful and a good

problem solver:

Our manager does not miss our special days, personal issues, and problems,
he is interested and careful. He will help you as much as possible in many

matters, you will feel that he values you. (P5)

[Miidiiriimiiz ozel giinlerimizi, kisisel durum ve problemlerimizi atlamaz,
ilgilenir, onem gosterir. Bir¢ok konuda olabildigince yardimci olur, size deger

verdigini hissedersiniz] (P5)

Participants give importance to communication and understanding in the environment
in which they work. Decisions taken within the organization are made with a collective
consciousness. The fact that the principal includes teachers in the decision processes

makes the participants feel valuable within the organization:

If a decision is made, even if it concerns teacher A and student B, all remaining
teachers are also informed. In other words, if a decision is made, it is generally
a consensus. Our manager involves us in solving a problem or situation to

ensure a common decision and attitude. (P1)

[Bir karar aliniyorsa, bu A ogretmeni ile B 6grencisini ilgilendiriyor olsa bile
geriye kalan tiim ogretmenlere de bilgi verilir. Yani bir karar aliniyorsa
genelde ortak hareket edilir. Miidiiriimiiz bir problem veya durumu ¢ozerken

ortak bir karar ve tutum saglamak icin bizi de siirece dahil eder.] (P1)

When the data collected from the participants are examined, it can be said that the
manager does not see the organization as a machine according to the characteristics it
represents in the organization and gives importance to the thoughts, feelings and values
of the participants. It is seen that this approach contributes to the values, goals and

unity within the organization.

I can say that our manager is the backbone of this institution. I see that he did
the best he could for us in every way. He doesn't put the teachers on the back
burner. Normally, the private sector is student and parent-oriented, but there
is no such thing here. Our manager really trusts us, helps us, and stands behind

us so we can work comfortably here. He is really self-disciplined, coordinated
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and has a great command of his job, and he does it very well, and we feel it

here. (P9)

[Miidiiriimiiz bu kurumun bel kemigi diyebilirim. Bizim i¢in her ag¢idan
yapabileceginin en fazlasini yaptigim goriiyorum. Ogretmenleri geri plana
atmiyor. Normalde ozel sektorde ogrenci ve veli odakli ilerler isler ancak
burada boyle bir sey yok. Miidiiriimiiz gercekten bize giiveniyor, yardimci
oluyor ve arkamizda duruyor boylelikle biz de rahat calistyoruz burada.
Kendisi gercekten disiplinli, koordine ve isine ¢ok hdkim ve ¢ok iyi yapryor
burada biz de bunu hissediyoruz.] (P9)

The reasons for the positive perceptions of the participants towards their management
and managers; participants have healthy communication with their leaders, have
professional development opportunities, have a low power distance, provide a working
environment based on mutual trust and cooperation, establish informal relations with
their leaders, adopt the culture they are in, and have a helpful, respectful and
understanding social environment can be described as. In other words, it can be said
that the participants have positive thoughts about their managers, leadership
understanding, and management. In addition, the researcher had the opportunity to
observe the communication of some participants with their managers. Within the
framework of the conversations, it can be said that a caring, understanding, and
problem-solving-oriented attitude was displayed on the part of the manager. The

observations also support the data provided by the participants
4.9. Physical Infrastructure

The physical environment and architecture of organizations express what is important
to the organization. The physical environment is not only an objective phenomenon
but also a crucial set of symbols (Rafaeli & Worline, 2000). Students and teachers
spend most of their time in a physical environment consisting of walls, classrooms,
and spaces. Physical facilities are also a source of motivation for employees (Peterson
& Deal, 2016). Therefore, it is aimed to determine the opportunities that the
organization has and the level of benefiting from these opportunities by the employees

of the organization.
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Participants generally find the physical materials provided by the institution sufficient
for the realization of education and training. They also emphasize the adequacy of the

technological materials used in the course.

We have a computer belonging to our group. Each classroom has a computer,
smartboard, and projector. Although we generally use the whiteboard, since
our field is science, the shape and visual must be seen clearly, so it is important
to have these opportunities. Having our own publishing, books and essays is

also a great advantage. (P7)

[Ziimremize ait bir bilgisayar var. Her sinifin bir bilgisayari, akilli tahtasi ve
projeksiyon cihazi var. Her ne kadar beyaz tahtada anlatsak da alanimiz fen
oldugu i¢in sekil, gorsel net bilinmek zorunda bu yiizden bu imkanlarin olmasi
onemli bir sey. Kendimize ait yayin, kitap ve denemelerin olmasi da biiyiik

avantaj.] (P7)

The participants stated that the educational materials and books used in the institution
were specially produced with the brand of the course center. The institution's
production of educational materials with its own brand can be considered among the
material symbols. It is an externalized, visible and tangible manifestation that

represents the "symbolic image" of this organization.

We have a computer for each classroom. Whatever we want is provided
for technological tools. Our technological equipment and resources required
for the course are good and sufficient for now. Our resources are very up-to-
date and in line with the scope of the ministry of education. Adequacy of

resource not only makes education easier, but also makes us less tired. (P4)

[Her sinifa ozel bilgisayarimiz var. Teknolojik anlamda ne istiyorsak temin
ediliyor. Ders i¢in gerekli olan teknolojik ekipmanlarimiz ve kaynaklarimiz
gayet iyi ve yeterli su an i¢in. Kaynaklarimiz ¢ok giincel ve egitim bakanliginin
kapsamina uygun. Kaynaklarin yeterliligi hem egitimi kolaylastiriyor hem de

bizi daha az yoruyor.] (P4)
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One participant described the general physical facilities of the institution as follows:

In terms of physical conditions, our extracurricular times are spent in the
teachers’ room. We have most of the things we need in the room, I can say that
it is comfortable. We have equipment from coffee machine to toaster. We have
projectors in our classrooms, we have computers, the classrooms are well it.
We do not have a problem in terms of technology. Our materials for the course
are up to date and good. In addition to these, we also have a backyard where
we can take a break when we want to get some fresh air. We have a kitchen,
where we can easily meet our basic needs. In addition, our institution is in a

very central location, easy to reach. (Pl)

[Fiziksel sartlar anlaminda ders disi zamanlarimiz 6gretmenler odasinda
gegiyor. Odada ihtiyacimiz olan bir¢ok sey aslinda var, konforlu oldugunu
soyleyebilirim. Kahve makinamizdan tutun, tost makinamiza kadar mevcut.
Swiflarimizda projeksiyonlar var, bilgisayarlarimiz var, siniflar iyi 151k aliyor.
Teknoloji anlaminda sikinti yasamiyoruz. Ders i¢in materyallerimiz giincel ve
iyi. Bunlara ek olarak, hava almak istedigimizde, mola yapabilecegimiz arka
bah¢emiz de mevcut. Mutfagimiz var, orada da yine temel ihtiya¢larimizi
rahatlikla karsilayabiliyoruz. Ayrica, kurumumuz ¢ok merkezi bir konumda,

ulasimi rahat.] (P1)

The adequacy of the facilities in the teachers' room and the existence of different areas
such as the kitchen and garden increase the comfort of the participants in the
organization. While many participants emphasized the adequacy of their resources and
technological opportunities, they stated that they had a shortage of classrooms this year

as the number of students increased.

There could have been slightly more classroom at the institution. It could have
been comfortable when it is crowded during the studies but there is no problem
other than that. The areas in the institution where we have rest and meet our

basic needs are very clean and adequate. (P9)

[Kurumda biraz daha fazla sinif imkdnmi olabilirdi. Etiitlerde ¢ok yogunluk

yvasandiginda rahat olabilirdi ¢alisma agisindan, onun disinda bir sitkinti yok.
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Kurumdaki dinlenme ve temel ihtiyaglarimizi karsiladigimiz alanlar gayet

temiz ve yeterli.] (P9)

In addition to the lack of classrooms, two participants stated that there is a need for
personal lockers, which can be evaluated as a negative in terms of physical facilities,

and that the lockers provided are insufficient.

In fact, there are not much of a problem in physical facilities. Only thing is that
teachers don't have their own lockers, that's a huge problem. I really think it is
a big problem for female teachers. There were no leaf test cabinets, a cabinet
is provided temporarily, but it is not a cabinet that meets our expectations.

Other than that, there is nothing I see physically inadequate. (P5)

[Fiziksel imkanlarda ashinda ¢ok sikinti olan durumlar yok. Sadece
ogretmenlerin kendine ait dolabr yok, bu ¢ok biiyiik sorun yani. Kadin
ogretmenler i¢in gergekten bence biiyiik bir sorun, iste yaprak test dolaplar
yoktu, idareten bir dolap geldi ama ¢ok boyle karsilayacak dolap degil, onun
disinda ama fiziksel olarak yetersiz anlamda gorebildigim bir sey yok.] (P5)

It can be said that the participants generally have common ideas about physical
facilities. Participants stated that there are problems such as lack of classrooms,
adequacy of educational materials and technological tools and not responding to some
needs. As a result of the adequacy and quality of the educational materials of the
institution and the adequacy of the technological tools used for education, it can be
said that the organization focuses on student success. The researcher's observations
about the physical facilities of the institution also support the statements of the

participants.

4.10. Metaphors on the Private Course Center

In order to reveal the feelings and thoughts of the participants towards the organization
and organizational culture more clearly, the distinguishing feature of the institution
was asked, and the institution was asked to be metaphorized. 6 out of 9 participants
gave examples of analogies. While three of the participants likened the institution to
"home", the other participants presented metaphors in the form of “hourglass”,
“basketball team” and “ship”. When the data collected on metaphors are examined, we

can say that the participants base their organizations on factors such as acting for a
76



common purpose and feeling safe and happy. The metaphors and explanations of the

participants about the institution are shown in Table 3.

Table 3. Metaphors and Statements of Participants about Institutions

Participants Metaphors Statements

I see it as "my home". Because even if the shift
P1 Home is over, if there is something to be done, I can

stay on my own with self-sacrifice and I feel

comfortable when I come to the institution.

P2 Home “Home” for me. Because the working
environment and conditions make me feel
comfortable and relaxed. I can compare this
place to my home.

I would liken this place to an hourglass. It starts

P4 Hourglass  flowing at the beginning of each year and ends
at the end of the year. You turn it over and it
starts again. The same system, the order,
nothing changes, we just continue with different
students.

P6 Home My home. I spend more time here than at home.
I can't be happy in a place where I don't feel
comfortable. If I'm happy, I feel like home.
There is a family atmosphere here.

Basketball is a team effort, in basketball you
P8 Basketball  throw balls at each other, there is a common
team purpose. The goal is the ball there, we and the
students are team players who try to achieve
success by passing from one place to another in
cooperation with each other.

We are in a stormy sea and there is a race. We
can think of this place like a ship. We make

P9 Ship students learn to be captains. The ship is
protective in the sea, while providing a
comfortable space for movement, it also allows
you to go in any direction you want by crossing
this stormy sea.

It can be said that there is a general consensus on the characteristics that the

participants stated as distinctive for the institution. According to the participants, the
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most important feature that distinguishes the institution from other institutions is that
it provides professional development. In addition, the characteristics such as the
existence of a healthy communication and social environment in the organization, the
management understanding and style of the leader, the existing management style in
the institution, and the values advocated by the institution, understanding, and
helpfulness were emphasized by the participants. Table 4, which includes data on the
distinctive features of the institution according to the participants, is shown below.
According to these characteristics obtained from the data, it can be said that the

existing organizational culture in the institution is positive and strong.

Table 4. Distinctive Property of the Institution According to the Participants

Participants Property

P1 Provide professional development

P2 Provide professional development

P3 Provide professional development and communication

P4 Provide professional development and leadership style

PS5 Existing management understanding and values

P6 High institution quality and communication

P7 Provide professional development and existing management
understanding

P8 Leadership style and communication

P9 Collegiality and communication

In summary, according to the findings obtained from the research results, the feelings
and thoughts of the participants about the institution are positive. Participants
generally have common ideas about common values, norms, goals, and practices. The
perceptions of the participants regarding the rituals and ceremonies that take place in
the institution are positive. It has been discovered that an open, healthy, and low power
distance communication channel has been created for the communication relations
between administrators, teachers, and students within the institution. The manager's
understanding of management and leadership is one of the important factors affecting
the organizational culture in the institution by arousing loyalty and trust in the
institution by the participants. The physical infrastructures provided and owned by the
institution are seen at a sufficient level among the participants. Finally, some of the
participants liken the institution to their home, emphasizing that the culture of the

institution makes them feel comfortable and safe.
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CHAPTER 5

DISCUSSION AND CONCLUSIONS

In this section, the results obtained within the scope of the research are discussed. The
aim here is to discuss the obtained results around the research question and present
them with suggestions. The research question of this study is "What are the meaning
and key characteristics of organizational culture taking place or revealing itself in
private course centers as educational institutions in Turkey?". For this reason, the study
aimed to examine the meaning and key characteristics of the culture that reveals itself
in a private course center in Istanbul, by making use of the experience of the teachers
who make up the organization. The researcher aimed to explain how the organizational
culture in a private course center manifests itself and what elements it carries, based
on observations and interviews in general. Initially, the results of Schein's arguments
about the organizational culture model and elements of organizational culture are
discussed. Next, findings that enable us to define the existing culture in the
organization, apart from Schein's ideas, are presented. At the end of this section,
relevant implications are given to both educational organizations' leaders and members

and future researchers.

5.1.  Discussion of the Findings

The discussion starts with inferences about how the participants perceive the
organizational culture in their institutions and with which elements the organizational
culture manifests itself. Considering the definitions of organizational culture in the
literature within the framework of this study, organizational culture can be
summarized as ideas, principles, behaviors, and values shared by all employees of the
organization. Similarly, Avci stated (2016) that it is possible to define it as the sum of
basic assumptions, stories, myths, symbols, and practices consisting of beliefs, values,

behaviors, and habits that determine the way individuals do business and are
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transmitted between. Even though these are not expressed in written form, they show
themselves in the behavior patterns and work processes of the employees.
Organizational culture represents the unwritten but felt and experienced symbolic
aspect of the organization. Although there are differences in the definitions of
organizational culture, all of the following characteristics are found in a culture

(Lunenburg & Ornstein, 1996).
e Members show common and consistent behavioral characteristics,
e Members share common norms and values,
e Having a guiding philosophy and rules,
e The communication of members with each other.

While these characteristics do not fully define an organization's culture, it is an
indication organizational culture worth examining here. In the study, it was concluded
that all of the participants were helpful to each other shared common norms and values
in collegiality and adopted an open communication style within the organization. The
similarity of value systems provided produces a culture that facilitates the achievement
of the common goals and objectives of the organization (Meglino & Ravlin, 1998).
Starting from here, in this study, adopting behaviors as a value within the organization

and exhibiting them as a common behavior has made the culture here worth discussing.

If something is shared in organizations, the existence of culture can be mentioned. At
the root of all organizational processes there are some basic elements that help us
understand what is going on in or around the organization. Organizational culture
shapes and manifests itself with these basic elements. In order to understand
organizational culture, it is necessary to know the culture levels. Culture levels and
elements belonging to Schein (1990) was used as basic underlying assumptions,
values, and observable artifacts. Schein (1984) states that there are elements such as
the structure of the organization, observable behaviors, and the purpose of the
organization as observable artifacts on the surface of organizational culture.
Observable artifacts can be detected easily, and organizational culture analysis can
start from these elements. The difficulty in culture analysis is to reach the level of

culture, which is defined as the basic assumptions in the organization.
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As a result of the interviews with the members of the organization, first of all, the
values and norms within the organization should be defined. Then, by answering
questions such as the reason for the functioning of the organization, the factors that
motivate the members, and the source of the behavioral norms, it is possible to reach
the concept of basic assumptions, deep in the organizational culture. Similarly, Louis
(1985), explained elements of organizational culture as artifacts, symbols (stories,
myths, metaphors, architectural features), and shared meanings (beliefs, emotions,
thoughts). Hofstede (1998) explained elements of organizational culture as values and
practices (ceremonies, meetings, heroes, language, clothing, and communication
styles). Hoy and Miskel (2013) explained levels of organizational culture as norms,

values, and tacit assumptions.

Schein (1990) emphasized that preferring open-ended interviews would be more
beneficial than questionnaires in order to examine the cultural dimensions of an
organization. In this way, a person's perceptions, thought processes, emotions, and
general basic underlying assumptions that are considered natural can be deciphered
more easily through more intense observation and more focused questions. But being
able to deeply understand and decipher an organization's basic assumptions requires
longer processes, experiences, and observations. Therefore, in this study, the more
superficial and concrete manifestations of the dimensions of the organizational culture

existing in the course center could be discussed better.

The underlying assumptions and beliefs are the indisputable facts that shape the
thoughts, feelings, and behaviors of the members of the organization and that
constitute the presuppositions such as right or wrong that they reflect on the life of the
organization (Schein, 1988). From this point of view, when the perceptions of the
participants regarding the underlying assumptions and beliefs dimension are
examined, it is seen that the manager in the organization approaches the mistakes made
by the teachers with tolerance and understanding. In addition, the absence of any
mention of inequality or injustice within the organization by the participants shows
that the power distance within the organization is low. Some of the participants even
stated that the existing vertical hierarchy should be increased. The low power distance
in the vertical hierarchy can be shown as the result of the leadership style of the

principal and the working low number of teachers because of the boutique educational
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institution (lack of human resources). In addition, the idea of collegiality, cooperation,
and collaborative decision-making is also part of the organizational culture. Sezgin
(2010) draws attention to the fact that an excessive perception of authority in
organizations can harm the emotional commitment of teachers and that the
commitment can only be superficial. Therefore, it is possible to say that the
participants feel a deep emotional commitment to their organizations since they do not

feel authority and pressure on them.

Assumptions are so strongly adopted within an organization that most of the time the
members of the organization are not even aware of them. Assumptions can also drive
values as they gain validity over time. Many researchers working on organizational
culture agree that shared values and norms are key elements in defining an
organization's culture. Values and norms are shaped by the symbols that express them.
How you feel when you enter an organization gives a symbolic sense of what is
important to that organization and the people there. Seeing happy people with healthy
communication in the observations made within the organization is actually a
manifestation of a positive culture here. The presence of Atatiirk's portrait in the
classrooms is a symbol of Atatiirk's principles, which the institution has adopted as a
value. The fact that teachers prefer the second plural person in their daily conversations

and talk to each other symbolizes the respect within the organization.

When we look at the perceptions of participants on the theme of values and norms, it
is seen that teachers have a common attitude toward shared values and the
implementation of these values. Values and norms are cultural elements that provide
consistency and assumption within the organization. In this research, it has been seen
that the values and norms that dominate the organization are the academic
development of students and teachers, understanding, trust, respect, cooperation, open
communication, ethics, and common goals. In an organization with a strong
organizational culture, everyone knows and shares the same principles, beliefs, and
values (Wiener, 1988). Similarly, Aslan, Ozer, and Bakir (2009) conducted a study
with administrators and teachers regarding school culture, they were seen trust,
respect-love, cooperation, and target unity as common values. It can be said that the
management approach with values is adopted in the organizational culture. In

organizations where there is a management-by-values approach, there is a strong
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emotional bond is formed. A strong emotional bond also increases organizational
commitment (Celik, 2002). When the basic assumptions, values, and norms of the
organization are examined, it is seen that the relations of the members of the
organization are built on trust and commitment, and act with the feeling of cooperation
and solidarity. According to Schein (1990), supportive culture is characterized by
people's sense of commitment and solidarity. In a supportive culture, members
influence each other through helping, interpersonal relationships, cooperation, and
trust is emphasized (Arli, 2011). Thus, in this research, it is possible to talk about the

existence of a supportive culture in the organizational culture.

As Schein (1985) emphasized, definitions of success reflect the goals of educational
organizations. At the center of an organizational culture there is its mission and goals,
and the focus of thought and actions of all members (Peterson & Deal, 2016). Goals
and missions explain what actions need to be taken within the organization and
motivate members by showing what is important and what will be rewarded. The main
purpose adopted by all members of the organization in the research is to support both
the academic and intellectual development of the students and to reduce the stress and
anxiety of the students to achieve success. In their study, Bray and Lykins (2012) drew
attention to the fact that education in private course centers is seen as a fundamental
tool for “winning” in a competitive environment and is related to the creation of
competition and differences. Mawer (2018) said that high-stakes testing preparatory
schools aimed competition in education. Several researches highlighted the harmful
effects of excessive competition on psychological and mental health (Amano, 1995).
According to the data obtained from the participants and observations, a competition-
oriented understanding is not dominant in the existing culture in the organization. This
difference is seen to have a positive culture as an outlier case due to some
characteristics of the private course center organization examined. The fact that the
participants work for a common purpose can also be considered a manifestation of a
positive culture. Thus, the fact that the organization does not focus solely on the
competition can be considered as a reflection of the basic underlying assumptions and
values of the organization on the goals of the organization. However, the main focus
of private course centers is to focus on high-stakes testing as opposed to schools. From

this, it can be said that the teaching-learning focus is missing.
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In a study supporting this, Ozan, Polat, Gunduzalp & Yaras (2015) stated that private
course centers are educational institution that helps students prepare for high-stakes
testing by allowing them to repeat the content learned at school by using rote

memorization.

Lok and Crawford (2004) found in their study that organizational culture affects
organizational commitment and employee happiness. Happy employees are more
productive; therefore, organizations benefit by making organizational members happy
by trying to improve organizational climate and culture (Zelenski et al., 2008). Fidan
(2020) found a happy school and stated that it is related to success, physical facilities,
communication, and leadership. Schein (1990) included many factors such as physical
facilities, architectural structure, dress code, rules, regulations, communication of
people with each other, ceremonies, rituals, archives, and products in the category of
observable artifacts. In this research, the perceptions of the participants about the rules,
regulations, rituals and ceremonies, and physical facilities observed in the organization
as artifacts are positive. The participants considered the existence of certain rules and
regulations as necessary and did not express any negative thoughts about them.
Working hours, dress code and class rules in the organization are the cultural symbols
that unite the organization under one umbrella. While teachers' wearing white coats
during working hours symbolizes their teacher identities, teachers' behavior in
accordance with the rules symbolizes the discipline and order values of the

organization.

According to Deal and Kennedy (1982), understanding the rules and practices in an
organizational culture enables members to know what is expected of them.
Organizational ceremonies and rituals include commemoration, celebration,
retirement, graduation ceremonies, dinner meetings, picnics, special days, weeks, and
holidays (Yurttakal, 2007). According to Pettigrew (1979), rituals and ceremonies
emphasize what is important and valuable and provide a common understanding
among organizational members. Participants stated that ceremonies such as Teachers'
Day, new year celebrations, holidays, and birthday celebrations were held throughout
the year, and as a result, the participants said that they felt happy and valuable. In
addition, ceremonies and rituals increase communication within the organization,

which positively feeds the organizational culture and makes the participants happy.
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Ceremonies such as Teachers' Day, new year, national holidays, and birthday
celebrations celebrated within the organization symbolize the values of the
organization, and through these symbols, the values and understandings of the

organization are transferred to an outsider.

Physical facilities are another source of information about the organization's goals. In
the research, it is important that the educational materials, technologies, and physical
environment offered to teachers and students are sufficient in order to achieve the aim
of ensuring the academic development of students, which is one of the primary
objectives of the organization. This was expressed by the participants, and it was
concluded that the technological opportunities provided by the institution and the
quality of the educational materials satisfied them. The use of books and contents
bearing the brand and logo of the institution as educational materials appear as a
cultural symbol that exhibits the unique identity of the institution. Based on the
statements of the participants, it can be said that ensuring resource adequacy increases
the productivity and commitment of the participants to the institution. Similarly, Kilinc
(2014) found that, in a school culture study, there is a positive relationship between
organizational culture and teacher professionalism, and school culture is a predictor of
teacher professionalism. Some of the participants stated that some of their basic needs

were inadequately met.

On the other hand, the elements emphasized by the participants in the research and
playing a role in shaping the organizational culture are communication and leadership.
Communication is the superficial manifestation of the complex relationship of basic
assumptions, beliefs, and values in organizational culture. Symbols in organizational
communication are also important for members existing in the organization. From a
cultural perspective, communication can be interpreted as cultural artifacts that
embody and reflect the culture of an organization (Beyer & Trice, 1988). In addition,
the culture of an organization is an important factor affecting attitudes toward
communication style and related processes (Brown, 1994). In the research, it was seen
that open communication based on trust, cooperation and communication with low
power distance between members, students, and managers dominate within the
organization. Close teacher-student relations help the central exam activities by

allowing teachers to pay personal attention to each student (Basturk & Dogan, 2010;
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Temelli, Kurt & Kose, 2010). The most important element in achieving the goals of
organizations, namely success, is the existence of an understanding-based
communication and relationship in institutional relations. For this reason, the existence
of bottom-up, top-down open communication within the organization is observed in
positive organizational cultures. Simsek (2005) showed in his research that
communication skills and views on school culture change together and that there is a

relationship between school principals' communication skills and school culture.

The creation, management and change of organizational culture is closely related to
the leadership behaviors of the managers of the institution. Schein (2004) expressed
organizational culture and leadership as "two sides of a coin". Deal and Peterson
(2002) stated that leaders in successful schools have two important roles in forming a
shared vision and shaping culture. In the study, all of the participants stated that their
principals were understanding, supportive of teachers' development, respectful and
reliable, caring teachers, low power distance, and involved teachers in decision-
making processes. Although some participants said that the leader of the organization
should increase the power distance, they expressed that they were satisfied with the
manager. From this point of view, a positive culture is effective in the organizational

culture and the teachers of the organization adopt the culture with this leadership style.

Cultural leadership is a type of leadership that a manager uses to achieve the purpose
of the organization (Sergiovanni, 1984). From this point of view, it can be said that the
organizational manager is effective for developing the organizational culture in a
positive way, strives to improve the quality of education, and ensures the sustainability
of teachers' commitment and satisfaction to the organization. Similarly, Lima (2006),
in his study, found that while effective school principals create a positive school
culture; they are the people who involve teachers in the decision-making process, focus
on the collaborative learning and teaching process in collaboration with teachers, and
communicate openly. Similarly, Onoye (2004) found that successful schools have a
school culture that focuses on academic achievement, teachers work in cooperation in
decision-making processes and teamwork, administrators show leadership
characteristics, and there is benevolence and commitment. According to the Zembat,
Ozdemir-Adak, Turker, Beceren-Ozdemir, and Biber's (2011) research results, there

is a positive high-level relationship between school principals' leadership styles and
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school culture, and leadership styles are a predictor of school culture. According to
participants' perceptions, it can be said that a manager has educational leadership
characteristics which are the process of enlisting and guiding the potential of teachers,
students, and parents toward achieving common educational aims. However, since the
focus of the private course center is on high-stakes testing and the teaching-learning
focus is lacking, it can be said that instructional leadership characteristics that support
the development of teaching and learning are lacking. According to Sahin (2011a),
instructional leadership, which belongs to school organizations, has significant effects

on school culture.

When the metaphors of the participants for the institution are examined, there are
distinctly different perceptions among the participants. Many participants likened the
institution to their "home". It can be said that the members of the organization
internalize and adopt the social environment, their colleagues, their goals and values,
and they are provided a comfortable and safe space like a "home" in the organization
they are in. It can be said that the participants, for whom the analogies of "ship",
"basketball team" and "hourglass" are made, have adopted institutional values and
goals such as purpose, cooperation, and discipline. In a similar study, Owens and
Steinhoff (1989b) examined the basic assumptions, values, norms, history, traditions,
ceremonies, and rules that control the organizational culture of an educational
organization. The participants perceived school as family and home, and the school

principal was seen as a father, sibling, friend, and coach.

As aresult, within the scope of this study, the basic assumptions, values, norms, goals
and missions, rules and regulations, rituals and ceremonies, communication, leaders
and management, physical facilities, what organizational culture means or manifests
itself in private course centers are examined. Participants drew attention to the
cooperation, professional development, open communication and leadership
characteristics of their organizations within the scope of organizational culture. The
findings of the study emerged as an outlier and positive case in contrast to the private
course centers where the focus on competition is dominant in the literature. It can be
said that the absence of a culture in which the understanding of competition is
dominant in the institution increases the happiness of the teachers and their

commitment to the institution. The satisfaction and happiness of the teachers in the
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organization is a predictor for the success of the students. This enables the organization
to achieve its goals and survive among other institutions in the shadow education
market with the success of students. Unlike other institutions, it can be said that it gives
its teachers the opportunity to develop in the field of writing questions and producing
educational content, and the leadership and characteristics of the organization make
this organization different from private course centers focused on interest and
competition. Based on all these, it can be concluded that the features such as
understanding and compromise, opportunity for development, joint decision making,
trust, non-pressured control, cooperation and collegiality, and tolerating mistakes in a

private course center organization create a happy and positive culture.

5.2. Implications for all Educational Institution Leaders and Members

Positive organizational cultures that are consciously created, managed, adopted and
shared by employees provide an advantage in terms of achieving the goals of the

organization and guide employees in solving internal and external problems.

As a result of the study, the following suggestions are presented to the leaders of the

educational organization in order to create and share a positive organizational culture.

e [Establishing an understanding, two-way and open communication with

teachers

e Involving teachers in the decision-making process by demonstrating a

transparent management approach

e Organizing celebrations and ceremonies on special and meaningful days for

the organization
e Making members of the organization feel valued and trusted
e Defining organizational goals and missions clearly

e To have a fair attitude by treating all teachers in the organization with equal

power distance

e To exhibit a management approach that foresees team understanding and

cooperation
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5.3.

To decide practices that will enable teachers to develop and progress in the

professional field

To provide teachers with up-to-date resources and opportunities on these issues

by following the legislation and technology

To increase the satisfaction of teachers by investigating the reasons for their

commitment to the organization and their motivation sources
Providing in-service training to teachers about a strong corporate culture

Implications for Future Research

Even though the study focused on examining the revealing organizational culture in a

private course center according to the perceptions of teachers, several other findings

could be produced with this study.

As a result of this study, the following different research areas are presented as

suggestions:

This study can provide empirical results on how teachers working in a private
course center experience organizational culture. However, this study included
only one private course center. Since the study is qualitative research, the
results of the research cannot be generalized. Quantitative studies can be
conducted with more specialized course centers to increase the generalizability

of the results.

This study was conducted by focusing on teacher perceptions. However, there
are also administrators, students, and parents in educational institutions. For
this reason, it is recommended to conduct more research, including at the
student and administrator levels. Students may be considered as part of the

study to provide broader and more reliable research on the subject.

The research was conducted in Istanbul. In order to examine the different
cultural formations that may arise due to location differences, comparative
studies can be made between private course centers located in different

locations and can be viewed from a wider perspective.
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The sample size in this study was relatively small due to the small number of
teachers working in the institution and the fact that it is a boutique institution.
Different results may be obtained for another sample with a larger number of

teachers.

Due to the nature of the qualitative studies, the study is based on the comments
and observations of the researcher and the participants. Spreading the research
time over a longer period of time can provide more detail for examining the

research question as it will increase the amount of data collected.

In order to provide an in-depth understanding of organizational culture,
research can be associated with other organizational theories, terms, and
concepts such as organizational climate, organizational success, organizational

commitment, and learning organizations.
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APPENDICES

A. THE INTERVIEW FORM FOR TEACHERS

Demografik Bilgiler

Goriisme Sorulari

1) Bu kurumda ¢alismak size nasil hissettiriyor, anlatir misiniz?

2) Bu kurumda ¢aligmaya devam etmenizin sebepleri nelerdir, diislincelerinizi

paylasir misiniz?

3) Kurum ig¢inde gergeklesen iletisimi nasil tanimlarsiniz, kurum i¢i iletisim

hakkinda ne diisiiniiyorsunuz?

e Ogretmenlerin kendi arasindaki iletisim ve is birligi hakkinda ne

diistinliyorsunuz?

e Yonetim ve ¢aliganlar arasindaki iletigim ve is birligi hakkinda ne

diistinliyorsunuz?
e Velilerle gergeklesen iletisim ve is birligi hakkinda ne diistiniiyorsunuz?

e Ogrencilerle gerceklesen iletisim ve is birligi hakkinda ne

diistinliyorsunuz?

4) Sizce kurum igerisindeki iletisimde hiyerarsinin bir etkisi var mi1? Bir sorun
veya problem oldugunda nasil ve kime dile getiriyorsunuz, varsa

deneyimlerinizi paylasir misiniz?
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5) Kurumunuzda diizenli olarak yiiriittiigiiniiz aktiviteler ve etkinlikler var mu,
bu aktiviteler sizin kuruma olan bakisinizi etkiliyor mu? Etkiliyorsa nasil
etkiliyor, deneyimlerinizi paylagabilir misiniz? (Kurumsal diizeyde durumlar,

kutlamalar, etkinlikler, basarilar gibi.)

6) Kurumda yonetim tarafindan yapilan ve sizi ¢aligmaya motive eden
uygulamalar var mi, varsa bunlar nelerdir? (Maas, ¢alisma ortami, ¢alisma

arkadaslari, kurum hedefleri, gelisim imkanlar1 ve diger imkanlar gibi.)

7) Kurumun sundugu fiziksel imkanlarin yeterligi hakkinda ne diisiiniiyorsunuz?
Kurumda sunulan fiziksel imkanlara erigimle ilgili deneyimlerinizi paylasir

misiniz?

8) Size gore kurumunuzda paylasilan ortak degerler nelerdir, bu degerlere

yonelik yapilan ortak uygulamalara 6rnekler verebilir misiniz?

e Ortak degerlerin 6grenme, 6grencilerin basarist ve gelisimine iliskin

katkis1 hakkinda ne soylersiniz?
9) Kurumunuzdaki orta¢ amaci nasil tanimlarsiniz?

10) Kurumunuzda ortak kurallar var midir? Varsa nelerdir, 6rnek verebilir

misiniz?
11) Bu kuruma 6zel bir dil kullanimi1 var mi1?
12) Sizce bu kurumda ¢alismak profesyonel gelisiminizi nasil etkiledi?

13) Farkli kurumlarda calisan kisilere kurumunuz hakkinda neler soylerdiniz,

kurumunuzun hangi ayirt edici 6zelliklerini vurgulardiniz?

14) Kurumunuzu bir benzetme / metafor / analoji ile anlatmak isteseydiniz bu ne

olurdu? Neden bu benzetmeyi yaptiginizi agiklar misiniz?
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B. THE INTERVIEW CONSENT FORM

Bu arastirma, ODTU Egitim Yo6netimi ve Planlamasi Boliimii yiiksek lisans
ogrencisi Deniz Unlii tarafindan, Dog. Dr. Serap Emil damismanlhigindaki yiiksek lisans
tezi kapsaminda yiiriitiilmektedir. Bu form sizi arastirma kosullar1 hakkinda

bilgilendirmek i¢in hazirlanmistir.
Calismanin Amaci Nedir?

Orgiit kiiltiiriiniin, orgiitiin tiim unsurlar ile orgiitsel siirecleri etkileyen ve
orgiitsel siirecler tizerinde 6nemli etkisi olan bir faktor oldugu diigiiniilmektedir. Bu
noktadan hareketle bu caligmanin amaci, 6zel kurs merkezlerinde var oldugu

Ongoriilen orgiit kiiltiiriinii olusturan temel 6zellikleri ortaya ¢ikarmaktir.
Bize Nasil Yardimc1 Olmamz Isteyecegiz?

Arastirmaya katilmay1 kabul ederseniz, size arastirmaci tarafindan yoneltilecek
acik uclu sorulara cevap vermeniz beklenmektedir. Bu ¢alismaya katilim ortalama
olarak 40 dakika siirmektedir. Verdiginiz cevaplarin daha sonra arastirma kapsaminda

degerlendirilebilmesi i¢in cevaplariniz ses kaydina alinacaktir.
Sizden Topladigimiz Bilgileri Nasil Kullanacagiz?

Arastirmaya katilmimiz tamamen goniilliillik temelinde olmalidir.
Arastirmada, beyan ettiginiz kimlik, kisi ve kurum isimleri tamamen gizli tutulacaktir.
Alman ses kayitlar1 ve cevaplariniz tamamiyla gizli tutulacak, sadece arastirmaci
tarafindan degerlendirilecektir. Katilimcilardan elde edilecek bilgiler toplu halde
degerlendirilecek ve bilimsel yayimlarda kullanilacaktir. Sagladiginiz veriler goniilli

katilim formlarinda toplanan kimlik bilgileri ile eslestirilmeyecektir.

Katihminizla ilgili bilmeniz gerekenler: Arastirma sorulari, genel olarak
kisisel rahatsizlik verecek sorular veya uygulamalar icermemektedir. Ancak, katilim
sirasinda sorulardan ya da herhangi baska bir nedenden otiirii kendinizi rahatsiz

hissederseniz gorlismeyi yarida birakip c¢ikmakta serbestsiniz. Boyle bir durumda
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calismay1 uygulayan kisiye c¢alismadan c¢ikmak istediginizi sdylemeniz yeterli
olacaktir. Calisma sonunda, bu arastirmayla ilgili sorulariniz cevaplanacaktir.
Arastirmayla ilgili daha fazla bilgi almak isterseniz: Bu calismaya

katildigiiz i¢in simdiden tesekkiir ederiz. Calisma hakkinda daha fazla bilgi almak

icin Egitim Ydnetimi ve Planlamas1 Boliimii 6gretim tiyelerinden Dog. Dr. Serap Emil

(e-posta: | ") ya da yiiksek lisans dgrencisi Deniz Unlii (e-posta:

| ) ile iletisim kurabilirsiniz.

Yukaridaki bilgileri okudum ve bu calismaya tamamen goniillii olarak

katiliyorum.

(Formu doldurup imzaladiktan sonra uygulayiciya geri veriniz).

Isim Soyad Tarih Imza
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C. APPROVAL OF THE METU HUMAN SUBJECTS ETHICS COMMITTEE
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D. TURKISH SUMMARY / TURKCE OZET

1. Giris

Toplumu ayakta tutan ve kiiltiir aktarimin1 gergeklestirerek orgiitlerin devamliligini
saglayan egitim kurumlar1 farkli orgiit kiiltlirlerine sahiptir. Egitimin igeriginin
toplumdan topluma farklilig1 ve cesitliligi, her toplumun kendi cografyasinda {irettigi
toplumsal, siyasal ve ekonomik degerlerin yani kiiltiiriin farklilasmasindan
kaynaklanmaktadir (Dogan, 2017). Bu noktada devletler egitim sistemini ihtiyaglarina
gore diizenlemektedir (Bennet ve LeCompte, 1990). Politika yapicilar, merkezi bir
egitim sisteminin benimsenmesine yonelik argiimanlarini, merkezi bir miifredatin
okullarda igerik birligini sagladigi ve bu nedenle ulusal merkezi sinavlara izin verdigi
gercegine dayandirir. Bu baglamda Ogrencilerin  ulusal merkezi sinavlara
hazirlanirken, gélge egitimin yani 6zel kurs merkezlerinin rolii tartigmali bir konu
olmustur (Y1ldirim Tasti, 2019). Diinya ¢apinda bir¢ok 6grenci 6zel ders almakta veya
okul disinda 6zel kurslara katilmaktadir. Bu tiir bir egitim gayri resmi kanallar
aracilifiyla saglanabilir ve bire bir, kiigiik veya biliylik gruplar halinde
cesitlendirilebilir. Ozel kurs merkezleri eski adiyla dershaneler genellikle okul
egitimini taklit ettikleri i¢in golge egitim olarak adlandirilirlar (Silova ve Bray, 2006).
Golge egitimin yiikselisi, 1980'lerde yiikselen ve tiim diinyaya yayilan
makroekonomik politikalar olan neoliberalizmin bir sonucudur (Harvey, 2007). Resmi
miifredat, yaraticiligi ve elestirel diisiinmeyi vurgularken, birgok 6grenci ulusal
merkezi sinavlar1 gegmek i¢in ezberci 6grenmeye odaklanan kalabalik sinif egitimine
yonelmek zorunda kaldi. Ogrenciler, okuldaki egitimin yetersiz oldugu duygusuyla
golge egitime dogru itilirken, golge egitim saglayicilarin pazarlamasiyla da bu tiir
egitime dogru cekilmektedirler (Chan ve Bray, 2014). Golge egitime olan talebin
artmasmin en biiyiik nedenlerinden biri, 0grencilerin egitim pazarindaki rekabet
giiclerini artirmalarmi saglamak, yani 6grencilerin {iniversite veya liselere girme
sanslarin1 artirmaktir. Ayrica golge egitime yonelmenin yogunlugu, 6grencilerin ve
ailelerinin okullardaki egitimin kalitesine olan giivenlerinin diisiik olmasindan

kaynaklanmaktadir. Golge egitim, Ogretmenlerin sosyoekonomik durumunun
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diismesiyle de tetiklenmistir. Bu baglamda 6zel kurs merkezlerinin (dershanelerin)
okul dis1 saatlerde yayginlasmasi, O6gretmenlere ek gelir elde etme olanagi

saglamaktadir.

Tiirk egitim sisteminin bugiinkii yapisi, 3 Mart 1924'te yiiriirliige giren ve tlilkedeki
tim egitim kurumlarmin MEB tarafindan devlet kontroliine alinmasini 6ngéren
yonetmelige dayanmaktadir. Bu yapi, tiim diizenlemelerin MEB tarafindan yapildig:
ve iilkenin tiim okullarinda ayni sekilde uygulandigi merkezi bir sisteme
dayanmaktadir (Basdemir, 2012). Nitekim Tiirk egitim sistemi de akademik basariya
odakli oldugu i¢in aileler okullardaki akademik egitimin kalitesinin yetersiz oldugunu
diistindiiklerinde cocuklar1 i¢in dershaneleri yani golge egitimi tercih etmektedirler
(Basdemir, 2012). Dershaneler, 6grencilerin ulusal merkezi sinavlara hazirlandiklar
veya akademik gelisimlerinin desteklendigi 6zel egitim kurumlaridir. 28941 sayili
Resmi Gazete'de yayimlanan 6528 sayili kanun ile dershaneler 14 Mart 2014 tarihine
kadar kapatilmistir. Ayni kanunla dershanelerin temel liseye doniistiiriilmesine veya
ozel kurs merkezi olarak hizmet vermesine izin verilmistir. Bu yasadan sonra
cocuklarint temel liselere gondermeyen aileler, merkezi ulusal sinavlara
hazirlanmalar1 i¢in onlar1 6zel kurs merkezlerine gondermeyi tercih ettiler.
Dershanelerin yerini alan 6zel kurs merkezleri, 6grencilere, onlar1 ulusal merkezi
siavlara hazirlamak i¢in 6zellikle matematik ve fen alanlarinda 6zel ders vermektedir.
Bu baglamda, neoliberal politikalarin egitim {izerindeki etkisi dikkate alindiginda,
dershanelerin dontistiiriilmesi (14 Mart 2014 tarih ve 6528 sayili kanun) yeni bir 6zel
egitim kurumunun yayginlagsmasina yol agcmistir. Bir kurumun dershanelere benzer
sekilde ayakta kalabilmesi ic¢in etkinligini artirmasi ve rekabet giiciinii korumasi
onemlidir. Ilk donemlerde bu kurumlarin varlik sebebinin teknik iistiinliikleri ve
iiretim hacimleri oldugu diistiniilmiistiir. Dolayisiyla i¢lerindeki insan kaynagi da bu
mekanik sistemin bir pargasi olarak goriiliiyordu (Robbins & Judge, 2001). Daha
sonraki donemlerde ise kurumlarin varlik sebebinin insan kaynaklarmna ve onlara
verilen degere dayandig1 anlasilmistir (Robbins, Decenzo & Coulter, 2001). Bu agidan
bakildiginda orgiit kiiltliriiniin bir kurumun basarisinda ve hayatta kalmasinda kritik

bir role sahip oldugu goriilmektedir.

Orgiit kiiltiirii kavrami, kurumlarda rgiitlerin temel anlamini ve yapisini anlamak igin

bir arag¢ olarak yillardir tartisitilmaktadir (Hoy, 1990). Selznick (1957), orgiitleri salt
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rasyonel yapilar olarak degil, kurumlar olarak gérmenin dnemini vurgulamistir. Keller
(1990) orgiit kiiltlirtinii, bir orgiitin davranigini ve genel imajin1 sekillendiren
semboller araciligiyla 6grenilebilen ve 6gretilebilen bir dizi degerler, diislinceler ve
normlar olarak tanimlamistir. Bir kurumun Kkiiltiirii; alinan kararlar, kullanilan
kaynaklar ve karsilagilan sorunlara verilen cevaplar kurumun basarisi tizerinde giiclii
bir etkiye sahiptir (Lewis, 2002; Reimann ve Oedewald, 2002; Schein, 1990; Sirikrai,
2006). Bu nedenle orgiitlerde ¢alisan bireylerin orgiitsel davranislarinda orgiite iliskin
degerler, normlar, inanglar, gelenek ve gorenekler, torenler ve toplantilar ve semboller
onemli rol oynamaktadir. Simon (1987) egitim orgiitlerini diger orgiitlerden ayiran
farkin Orgiit kiiltiirii oldugunu belirtmistir. Egitim yonetimi literatiiriinde yer alan
bir¢ok ¢alisma, okul kiiltiirliniin okulda 6gretme ve 6grenme basarisi tizerinde 6nemli
bir etkiye sahip oldugunu ortaya koymustur (Yesilyurt, 2009). Kisaca egitim
orgiitlerinin en biiyiikk amacinin 6grenci bagarisi oldugu sdylenebilir. Bu anlamda bir
egitim kurumunun basarisi, o kurumda gorev yapan 6gretmenlerin 6gretim basarisi ile
yakindan iliskilidir. Dolayisiyla bir egitim kurumuna 6zgii 6rgiit kiiltiiriiniin, kurumun

tlim tiyelerinin basarisinda etkili olacagi agiktir.
1.1 Calismanin Amaci

Ulusal merkezi sinavlarda artan rekabet, neoliberal politikalar ve dershanelerin
kapatilmasi gibi faktorlerin bir sonucu olarak,6zel kurs merkezleri biiyiiyen golge
egitim pazarinda bliylik bir yer tutmaktadir (6528 Sayili kanun, 14 Mart 2014).
Akademik egitim veren, O6gretmenlerin calistigi, &grencilerin egitim aldigi bu
kurumlarda orgiit kiiltiiriiniin ne anlama geldigi ve hangi 6zelliklere sahip oldugu
hakkinda ¢ok az sey bilinmektedir. Egitim kurumlarinda orgiit kiiltlirii, ortak amag,
koordineli ¢aba, is boliimii, gelenekler, degerler, rutinler, beklentiler, etkilesimler ve
otorite hiyerarsisi gibi ¢ok c¢esitli faktorleri igerir. Bu faktorler goz Oniinde
bulundurularak bu ¢alisma, stanbul'da 6zel bir kurs merkezinde kendini gdsteren
orgiit kiiltiiriiniin anlamimi ve temel 6zelliklerini, kurumu olusturan 6gretmenlerin
deneyimlerinden yararlanarak incelemeyi amaglamaktadir. Bu nedenle, asagidaki

aragtirma sorusu bu ¢alismay1 yonlendirmistir:

"Tiirkiye'de bir egitim kurumu olarak 6zel kurs merkezlerinde kendini gosteren orgiit

kultiriiniin anlami1 ve temel 6zellikleri nelerdir?"
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1.2 Calismanin Onemi

14 Mart 2014 tarihinde yiiriirliige giren 6528 sayili kanun ile Tiirk egitim sisteminde
genis bir pazara sahip olan dershaneler, temel liseler ve 6zel kurs merkezlerine
donistiirilmiistiir. Bu donlisiim siyasi, ekonomik ve egitimsel sonuglart nedeniyle
birgok alanda biiyiik ilgi gérmektedir. Bu ilgiye ragmen 6zel kurs merkezlerinin orgiit
kiiltiirinlin incelendigi bir ¢alisma heniliz yapilmistir. Bu agidan bakildiginda bu
calisma dershanelerin Orglit kiiltiiriiniin incelenmesi ve bir egitim kurumu olarak
ozelliklerinin belirlenmesi agisindan Onemlidir. Nitel arastirmalar, olaylari kendi
baglamlar i¢inde agiklamaya imkan verdigi igin degerlidir. Olgekler mevcut kiiltiirii
yansitmada yeterli olmayabilir (Schein, 1997). Bdylece ¢alismanin nitel arastirma
yontemiyle ylriitilmesinin alana Onemli katki saglayacagi disiiniilmektedir. Bu
baglamda orgiit kiiltliriiniin 6zel kurs merkezleri kapsaminda incelenmesinin ileride
yapilacak arastirmalara ve 6zel kurs merkezlerinde yonetici ve 6gretmen olarak gorev
yapan paydaslara bir bakis agis1 saglayacag diisiiniilmektedir. Ikinci olarak, bulgular,
0zel kurs merkezi Ogretmenlerinin is yerindeki kiiltiir konusuna iliskin goriisleri
iizerine kesfedici bir calisma olarak degere sahip olacaktir. Ayrica arastirma
bulgularinin egitim yoneticilerine kendi orgiit kiiltiirlerini inceleyip olusturmalar1 veya
mevcut Orgiit kiiltlirlinii yasatmalari konusunda fikir vermesi ve yol gostermesi

amaclanmaktadir.
2. Yontem
2.1 Arastirma Deseni

Bu aragtirmada, 2015 yilindan bu yana “6zel kurs merkezi” adi altinda faaliyet
gosteren kurumlarda orgiit kiiltliriinlin anlamin1t ve orgiit kiltiiriiniin baz1 temel
Ozelliklerini ortaya cikarmak i¢in temel nitel arastirma deseni kullanilmistir. Bu
aragtirmada nitel yontemin secilmesinin nedeni, belirli bir grup insan arasindaki
anlayisin ayrintili betimlenmesi ve derinlemesine analizi i¢in en uygun yontemin nitel
arastirma yontemi olmasidir (Creswell, 2017). Patton'a (2002) gore temel aragtirmanin
amaci anlamak ve agiklamaktir. Arastirmacinin amaci, kendi ¢alisma alaniyla ilgili
temel bir soruyu yanitlamak ve bu alana katkida bulunmaktir. Temel arastirma olarak
bilinen ¢alisma sekli, belirli bir olguyu veya c¢alisma alanini daha iyi anlamamizi

amaclar.
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2.2 Orneklem

Arastirma kapsaminda gerekli verileri toplamak i¢in segilen 6zel kurs merkezinde
gorev yapan 14 dgretmenden 9'u gerekli goriismeleri tamamlamistir. Ornekleme
yontemi kolayda ornekleme olarak segilmistir. Arastirmaya kurumda yari zamanh
calisan katilimecilar dahil edilmemistir. Katilimeilar kurumda tam zamanli ¢alisan
Ogretmenler arasindan se¢ilmistir. Dornyei'ye (2007) gore, kolayda 6rnekleme, hedef
kitleden katilimcilarin, aragtirma yerine yakinlik, belirli bir zamanda ulasilabilirlik,
ulagim kolaylig1 gibi tanimlanmis belirli ihtiyaglari karsilamalari durumunda ¢alisma
icin secildigi bir rastgele olmayan 6rnekleme tiiriidiir. Katilimcilar ortaokul diizeyinde
ogretmenlik yapan fen bilgisi, Tiirk¢e, sosyal bilgiler, rehberlik ve matematik
ogretmenleridir. Bu ¢alismada tek bir katilimct grubu kullanilmigtir. Katilimer grubu
2 matematik 6gretmeni, 2 Tiirkge 6gretmeni, 2 fen bilgisi 6gretmeni, 2 sosyal bilgiler
Ogretmeni ve 1 rehber 6gretmen olmak iizere 9 Ogretmenden olugmaktadir. Bu
ogretmenlerin tamamu ortaokul diizeyinde egitim vermektedir. Ogretmenlerden iigii
sube baskani olarak gorev yapmakta ve 0gretmenler ile yoneticiler arasinda koprii

gorevi gormektedir.
2.3 Veri Toplama Araci

Bu calismada amaglanan arastirma problemini ele almak i¢in arastirmaci tarafindan
yar1 yapilandirilmis soru tiirlerinden olusan bir form hazirlanmig ve dort uzmandan
goriig alinmistir. Schein (2004), kiiltiirii inceleyen bir arastirmacinin 6ncelikle gézlem
yapmasini ve gozlemlerini gorliisme gibi yontemlerle test etmesini 6nermektedir. Bu
calismada hem arastirma ortamindan veri elde etmek hem de verileri dogrulamak igin
gozlem yontemi kullanilmigtir. Bu ¢aligmada Merriam (1998) ve Schein (2004)
tarafindan yapilan Onerilerle yapilandirilmamis goézlem yontemi tercih edilmistir.
Arastirmaci, kurum i¢inde gozlem siirecinde fiziki ortami, katilimeilari, etkinlikleri,
ortamdaki kisilerarasi etkilesim ve konusmalar1 gézlemlemistir. Aragtirmaci, miidiiriin
odasi, 0gretmenler odasi, kantin ve siniflarda toplam 16 saat gdzlem yapmustir.
Gortigme sorulari hazirlanirken Schein'in (2004) orgiit kiiltiiriiniin {i¢ unsurunu
aciklayan modeli esas alinmistir. Arastirmacinin modelde kiiltiirel boyutlarin her birini
temsil eden bir veya daha fazla goriisme sorusu yazarak oOrgiit kiiltlirlinii tim

boyutlariyla belirleyebilmesi amaglanmaktadir. Ayrica literatiirde yer alan egitim
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orgiitlerinde yapilan kiiltiirel ¢aligmalar incelenerek goriisme sorulari ve temalari

cesitlendirilmistir.
2.4 Veri Toplama Siireci

Veri toplama siireci dncesinde Orta Dogu Teknik Universitesi Insan Arastirmalar1 Etik
Kurulu'ndan izin ve onay alinmistir. Daha sonra saha calismasinin yapilacagi
kurumdaki hedef kitleye hem yazili hem de sozlii davet yoluyla ulasiimistir.
Arastirmaci, her goriigmeyi katilimcilarla yiiz yiize ve katilimcilarin kendilerini rahat
ifade edebilecekleri izole bir ortamda gergeklestirmistir. Gorlismeden Once
katilimcilar goriisme onay formunu imzalamislardir. Gorlismeler sirasinda herhangi
bir veri kaybin1 Onlemek ic¢in ses kayit cihazi kullanilmis ve bu katilimcilara
bildirilmigtir. Veriler 2022-2023 egitim-0gretim yili basinda bir ay igerisinde

toplanmistir ve goriigmelerin siiresi 25-30 dakika arasinda degismektedir.
2.5 Veri Analizi

Arastirmaci gézlem sonucu aldig1 alan notlarini igerik analizi ile, internet sitesinden
elde ettigi verileri ise dokiiman analizi ile incelemistir. Arastirmaci goriisme verilerini
analiz ederken tematik kodlama asamalarini takip etmistir. Arastirmaci yapilandirilmig
kodlar ve temalar, kodlanan verilerin anlamlarin1 yorumlamis ve bu bulgulari
"literatiirden veya teorilerden derlenen bilgilerle" karsilagtirmistir (Creswell, 2009).
Temalar ve kodlar kendi iglerinde anlamli hale getirildikten sonra arastirmact
tarafindan tablolagtirllmigtir. Son olarak veriler, sonuglar arasindaki neden-sonug

iliskisi ile raporlanmigtir.
3. Bulgular

Bu aragtirmada; degerler ve normlar, hedefler ve misyonlar, kurallar ve uygulamalar,
ritlieller ve torenler, iletisim, liderlik ve yonetim ile fiziksel altyapi orgiit kiiltiiriini

sekillendiren unsurlar olarak incelenmistir.

Yonetim anlayiginda degerlerin yer aldigi orgiitlerde, orgiit icinde giiglii bir duygusal
bag olusur. Degerlerin oOrgiit tarafindan igsellestirilme derecesi ne kadar gii¢liiyse,
duygusal bag ve orgiit kiiltiirii de o kadar giicliidiir. Orgiit kiiltiiriinde davranis:
etkileyen, toplumsal sistemi kurumsallastiran ve gili¢lendiren unsurlardir (Celik,

2002). Katilimcilarin ¢aligma ortaminda isbirlikg¢i, saygili, samimi, duyarli, diiriist ve
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anlayish bir yaklasimi1 benimsedikleri sdylenebilir. Katilimcilar ayrica Atatiirk ilke ve
ahlakinin orgiit icinde bir deger olarak varligmmi vurguladilar. Siniflardaki Atatlirk
portresi bu degerin sembolik bir yansimasidir. Ozellikle acik iletisim ve is birligi,
katilimcilarin gogunlugu tarafindan kurumda var olan degerler olarak vurgulanmistir.
Orgiitsel degerlerin kurumda katilimcilarin algilarina gore olusturuldugu veya var
oldugu soylenebilir. Katilimcilar bu degerleri benimsemis ve kendi degerleriyle
biitiinlestirmistir. Ozel kurs merkezlerinin en &nemli odak noktasi Ogrencidir.
Dershanelerden beklenen en 6nemli fonksiyon istenilen diizeyde ¢ikt1 tiretebilmektir.
Katilimcilarin algilarina gore kurumun basarisi, benimsenen iletisim becerilerinin tist
diizeyde olmasi ve ig birligine verilen degerden kaynaklanmaktadir. Bu ortak diistince
ortak bir amag etrafinda hareket ettiklerini ve 6gretmenlerin kurumla biitiinlestigini
gostermektedir. Kurumda “yapilan her sey 6grencinin basarisi i¢indir” anlayisinin

hakim oldugu sdylenebilir.

Yapilan gortismeler ve gozlemler sirasinda kurumun yazili ve sozlii amag ve
misyonlarinin oldugu ancak vizyonunun disa vurumu olmadigi ortaya cikmuistir.
Ogrencilerin akademik gelisimlerini desteklemek ve potansiyellerini basariya
doniistiirmenin varligi, kurumun temel amacinin 6grenci basarisi ve gelisimi oldugunu
gostermektedir. Ogrencilerin entelektiiel ve akademik gelisimlerini saglamak, sinavla
ilgili stres ve kaygilarini en aza indirmek, 6grencilerin basarisi i¢in ¢aligmak gibi
hedefler katilimcilar tarafindan vurgulanmustir. Orgiit icinde bireysel ve orgiitsel
amagclarin uyumlu oldugunu ve hedeflere daha etkin ve verimli bir sekilde ulagsmak

i¢in bir ¢aba ve fikir birliginin oldugunu séylemek miimkiindiir.

Fiziksel semboller olan kural ve yonetmelikler, orgiit kiiltlirliniin, ortak davranislarin,
oOrgiit lyelerini birlestiren ve 6zel bir grubun iiyesi olmanin anlamini giiglendiren
uygulamalarin bir gostergesi olarak oOrgiitiin iddia ve hedeflerini yansitir (Ouchi,
1989). Orgiitsel yasami okumak icin orgiitsel semboller énemlidir. Kurum iginde
saygili davranmak, beyaz onliik gitmek, calisma saatlerine uymak, kilik-kiyafet
kurallaria uygun giyinmek, ders saatlerine ve kurallarina dikkat etmek, iletisime ve
is birligine duyarli olmak seklinde siralanan kural ve diizenlemeler konusunda

katilimcilar ortak goriis belirtmislerdir.

Ritiieller ve torenler, orgiit tiyelerini birbirine baglar ve yazili olmayan kiiltiirel

degerleri sekillendirir (Peterson & Deal, 2009). Torenlerin amaci, orgiit i¢indeki
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kiiltiirel degerleri pekistirmek, aktarmak ve orgiit tiyeleri arasinda baglilig1 artirmaktr.
Katilimcilar; calisanlarin dogum giinlerinde, yilbasinda, 6gretmenler giiniinde, 23
Nisan, 19 Mayis ve 29 Ekim tarihlerinde kurum biinyesinde torenler diizenlendigini
belirtmislerdir. Ozel ve resmi giinler sembolik deger ve kurum icinde &nem
tasimaktadir. Orgiit i¢inde kutlanan bu tarihlerin 6rgiit kiiltiiriinde var olan degerlerin
bir tezahiirii oldugu ve bu degerleri somutlastirdigi sdylenebilir. Bu tarihlerin
katilimcilar i¢in 6dnemli olmasi, orgiit kiiltiiriinde yer almasi nedeniyle katilimcilar
motivasyonlarinin ve bagliliklarinin arttigin1 belirtmislerdir. Ayrica katilimeilarin gogu
ritliel ve torenleri destekleyerek, kurum ici sosyal iletisimi daha da giiclendirecegi i¢in
kutlama ve torenlerin artirtlmasi gerektigini belirtmislerdir. Katilimcilar, sosyal
etkinliklerin disinda O6gretme ve Ogrenme amagli diizenlenen toplantilardan da
bahsettiler. Katilimcilarin téren ve ritiiellere katilmaya istekli olduklar1 ve olumlu

diisiincelere sahip olduklar1 gorilmiistiir.

Sembolik bir bigim veya kiiltiirel bir {iriin olarak iletigim, orgiitsel davranis ve olaylari
anlamak i¢in dinamik bir metafor olarak kiiltiir diigiincesi ile yakindan iliskilidir
(Brown & Starkey, 1994). Katilimcilarin tamamina yakini kurumdaki iletigim
sisteminin, fikirlerini net bir sekilde ifade etmelerini saglayacak nitelikte oldugunu
belirtmistir. Bu nedenle orgiit i¢i iletisimin sadece bilgi alisverigini saglayan bir siireg
degil ayn1 zamanda Orgiitiin faaliyetlerini diizenleyen, is birligini saglayan,
katilimcilart motive eden, orgiit kiiltiiriinii besleyen bir islev oldugu soylenebilir.
Arastirmac1 kurumda ve Ogretmenler odasinda yaptigi gozlemlerde &gretmenler
arasinda olumlu bir iletisim oldugunu goézlemlemistir. Teneffiislerde 6gretmenlerin,
Ogretmenler odasinda toplandiklart ve neredeyse tamaminin birbiriyle etkilesim
halinde oldugu goriilmiistiir. Katilimeilarin orgiit ici iletisim ve velilerle iletisimde
mesafe algilarina iliskin olumlu ve olumsuz diisiincelere sahip olduklari belirlenmistir.
Katilimcilarin ~ biiylik  ¢ogunlugu velilerle iletisim kurmakta zorlandiklarini
belirtmislerdir. Bunun egitim diizeyi farklilig1, basar1 kaygisi gibi ¢esitli nedenlerden
kaynaklandigin1 belirtmislerdir. Katilimcilar arasinda genel bir fikir birligi olmakla
birlikte, baz1 katilimcilar oOrgiit igindeki hiyerarsinin iletisim agisindan yetersiz

oldugunu ve gii¢ mesafesinin artirilmasi gerektigini diisiinmektedir.

Liderler, orgiit kiiltiirinlin olusturulmasinda, gelistirilmesinde ve siirdiiriilmesinde

Oonemli bir role sahiptir (Schein, 2004). Bir orgiitiin liderinin davranisi, iiyeleri arasinda
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orgiit kiiltiiriiniin algilanmasini giiglii bir sekilde etkiler (Block, 2003; Chodkowski,
1999). Katilimcilardan elde edilen verilere gore ¢alisanlarin yoneticilerinin liderlik
anlayisindan ve tarzindan memnun olduklar1 gorilmiistiir. Katilimcilarin
yoneticilerine yonelik olumlu algilarinin nedenleri; liderleriyle saglikli iletisim
kurabilmeleri, mesleki gelisim firsatlarina sahip olmalari, giic mesafesinin diigiik
olmasi, karsilikli giiven ve is birligine dayali bir calisma ortami saglamalari,
yardimsever, saygili bir c¢alisma ortamina sahip olmalar1 olarak tanimlanabilir.
Arastirmaci bazi katilimcilarin yoneticileri ile olan iletisimlerini de gozlemleme firsati
bulmustur. Yapilan sohbetler cercevesinde yonetici tarafinda ilgili, anlayisli ve

problem ¢6zme odakl1 bir tavir sergilendigi sdylenebilir.

Kuruluslarin fiziksel ortam1 ve mimarisi, kurum i¢in neyin énemli oldugunu ifade eder.
Fiziksel c¢evre yalnizca nesnel bir fenomen degil, ayn1 zamanda ¢ok 6nemli bir
semboller dizisidir (Rafaeli ve Worline, 2000). Katilimcilar genel olarak egitim
Ogretimin gergeklesmesi i¢in kurumun sagladigi fiziki materyalleri yeterli
bulmaktadir. Derste kullanilan  teknolojik  materyallerin  yeterliligini  de
vurgulamaktadirlar. Katilimcilar kurumda kullanilan egitim materyalleri ve kitaplarin
kurs merkezinin markasi ile 6zel olarak iiretildigini belirtmislerdir. Bu organizasyonun
"sembolik imajini" temsil eden digsallastirilmig, goriiniir ve somut bir tezahiirdiir.
Kurumun egitim materyallerinin yeterliligi ve kalitesi ile egitim i¢in kullanilan
teknolojik araglarin yeterliligi sonucunda kurumun 6grenci basarisina odaklandigi

sOylenebilir.

Katilimcilarin orgiite ve orgiit kiiltiirline yonelik duygu ve diislincelerini daha net
ortaya koyabilmek i¢in kurumun ayirt edici 6zelligi sorulmus ve kurumun
metaforlastirilmasi istenmistir. Katilimcilardan ti¢ti kurumu “ev”e benzetirken, diger
katilimcilar “kum saati”, “basketbol takimi” ve “gemi” seklinde metaforlar
sunmuglardir. Metaforlar {izerine toplanan veriler incelendiginde katilimcilarin
orgiitlerini ortak bir amag i¢in hareket etmek, kendilerini giivende ve mutlu hissetmek
gibi unsurlara dayandirdiklar1 soylenebilir. Katilimcilara gore kurumu diger
kurumlardan ayiran en onemli 6zelligi mesleki gelisim saglamasidir. Ayrica Orgiitte
saglikli bir iletisim ve sosyal ortamin varligi, liderin yOnetim anlayis1 ve tarzi,
kurumun savundugu degerler, anlayis, yardimseverlik gibi 6zellikler de katilimcilar

tarafindan vurgulanmstir.
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4. Tartisma

Bu calisma cercevesinde literatiirde yer alan orgiit kiiltiirii tanimlarina bakildiginda
orgiit kiiltiirii, orgiitiin tiim c¢alisanlar1 tarafindan paylasilan fikir, ilke, davranis ve
degerler olarak Ozetlenebilir. Aragtirmada katilimcilarin hepsinin birbirine yardimei
oldugu, meslektaslik i¢inde ortak norm ve degerleri paylastigi ve orgiit i¢inde agik bir
iletisim tarzin1 benimsedigi sonucuna ulasilmistir. Saglanan deger sistemlerinin
benzerligi, orgiitiin ortak amag ve hedeflerine ulasmasini kolaylastiran bir kiiltiir tiretir
(Meglino ve Ravlin, 1998). Buradan hareketle bu ¢alismada davraniglarin orgiit iginde
bir deger olarak benimsenmesi ve ortak bir davranis olarak sergilenmesi buradaki

kiiltiirii tartisilmaya deger kilmstir.

Schein (1984) orgiit kiiltiirlinlin yilizeyinde gdzlemlenebilir eserler olarak orgiitiin
yapisi, gozlemlenebilir davraniglar olarak Orgiitiin amaci gibi unsurlarin oldugunu
belirtmektedir. Gozlemlenebilir eserler kolayca tespit edilebilir ve kurum kiiltiirii
analizi bu unsurlardan baglayabilir. Kiiltiir analizinde zorluk, orgiitte temel varsayimlar
olarak tanimlanan kiltiir diizeyine ulasmaktir. Dolayisiyla bu calismada kurs
merkezinde var olan orgiit kiiltliriinlin boyutlarinin daha yiizeysel ve somut tezahtirleri
daha iyi tartigilabilir. Katilimcilarin altta yatan varsayimlar ve inanglar boyutuna
iligkin algilar1 incelendiginde orgiitteki yoneticinin 0gretmenlerin yaptig1 hatalara
hosgorii ve anlayisla yaklastigr goriilmektedir. Ayrica katilimeilar tarafindan orgiit igi
esitsizlik veya adaletsizlikten s6z edilmemesi orgiit i¢i glic mesafesinin diisiik
oldugunu gostermektedir. Dikey hiyerarsideki giic mesafesinin diisiik olmasi,
miidiiriin liderlik tarz1 ve butik egitim kurumu (insan kaynaklar1 departmani eksikligi)
nedeniyle calisan Ogretmen sayisinin azliginin bir sonucu olarak gosterilebilir.
Dolayisiyla katilimcilar, iizerinde otorite ve baski hissetmedikleri igin orgiitlerine karsi

derin bir duygusal baglilik hissettiklerini sdylemek miimkiindiir.

Bir kurulusa girdiginizde nasil hissettiginiz, o kurulus ve oradaki insanlar i¢in neyin
onemli olduguna dair sembolik bir fikir verir. Orgiit icinde yapilan gozlemlerde
saglikli iletisim kuran mutlu insanlar gérmek aslinda burada olumlu bir kiiltiiriin
tezahiiriidiir. Smiflarda Atatiirk portresinin bulunmasi, kurumun bir deger olarak
benimsedigi Atatiirk ilkelerinin bir simgesidir. Ogretmenlerin giinliik konusmalarinda
ve birbirleriyle konusmalarinda ikinci ¢ogul kisiyi tercih etmeleri orgiit i¢i saygiy1

simgelemektedir. Orgiite hikim olan deger ve normlarin dgrencilerin ve dgretmenlerin
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akademik gelisimi, anlay1s, gliven, saygt, is birligi, acik iletisim, etik ve ortak hedefler
oldugu goriilmiistiir. Orgiitiin temel varsayimlari, degerleri ve normlari incelendiginde
orgiit lyelerinin iliskilerinin gliven ve baghlik tizerine kuruldugu, yardimlasma ve
dayanisma duygusuyla hareket ettikleri goriilmektedir. Destekleyici kiiltiirde tiyeler
yardimlagma, kisilerarasi iligkiler, ig birligi ve giiven yoluyla birbirlerini etkilerler
(Arli, 2011). Dolayisiyla bu arastirmada orgiit kiiltiiriinde destekleyici bir kiiltiiriin

varligindan bahsetmek miimkiindiir.

Schein'in (1985) de vurguladig1 gibi basar1 tanimlari, egitim oOrgiitlerinin amaglarini
yansitmaktadir. Arastirmada Orgiitiin tiim iiyeleri tarafindan benimsenen temel amag,
ogrencilerin hem akademik hem de entelektiiel gelisimini desteklemek ve 6grencilerin
basariya ulagma konusundaki stres ve kaygilarini azaltmaktir. Bray ve Lykins (2012)
yaptiklar1 ¢aligmada dershanelerde verilen egitimin rekabet ortaminda “kazanmak”
icin temel bir ara¢ olarak goriildiigiine dikkat c¢ekmislerdir. Katilimcilardan ve
gozlemlerden elde edilen verilere gore orgiitte var olan kiiltiirde rekabet odakli bir
anlayis hakim degildir. Incelenen 6zel kurs merkezi orgiitiinde rekabet odakli bir
anlayisin olmamasi literatiire aykirt bir durum karsimiza ¢ikmaktadir. Katilimcilarin
ortak bir amag i¢in ¢alismasi da olumlu bir kiiltiiriin tezahiirii olarak degerlendirilebilir.
Bununla birlikte, 6zel kurs merkezlerinin ana odak noktasi, okullarin aksine merkezi
ulusal sinavlara odaklanmaktir. Buradan, 6gretme-6grenme odaginin eksik oldugu
soylenebilir. Bunu destekleyen bir ¢alismada Ozan, Polat, Giindiizalp ve Yaras (2015)
dershanelerin, Ogrencilerin okulda ogrenilen icerikleri ezbere kullanarak tekrar
etmelerini saglayarak ulusal merkezi sinavlara hazirlanmalarina yardimci olan egitim

kurumlar1 oldugunu belirtmislerdir.

Bunlara ek olarak, katilimcilarin orgiitte gozlemlenebilir eserler olan kurallar,
yonetmelikler, ritiieller ve torenler, fiziksel tesisler hakkindaki algilar1 olumludur.
Orgiitteki calisma saatleri, kilik-kiyafet ve sinif kurallar1 orgiitii tek cati altinda
birlestiren kiiltiirel simgelerdir. Ogretmenlerin mesai saatlerinde beyaz Onliik
giymeleri 6gretmen kimliklerini, kurallara uygun davranmalari ise Orgiitiin disiplin ve
diizen degerlerini simgelemektedir. Katilimcilar yil boyunca 6gretmenler giinii, yeni
yil kutlamalari, bayramlar, dogum giinii kutlamalar1 gibi torenlerin yapildigini1 ve

bunun sonucunda kendilerini mutlu ve degerli hissettiklerini belirtmislerdir. Ayrica
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toren ve ritlieller orgiit i¢i iletisimi artirmakta, bu da orgiit kiiltiiriinii olumlu yonde

beslemekte ve katilimceilart mutlu etmektedir.

Fiziksel tesisler, kurulusun hedefleri hakkinda baska bir bilgi kaynagidir.
Katilimeilarin kurumun sagladigi teknolojik imkanlar ve egitim materyallerinin
kalitesinden memnun olduklar1 sonucuna ulagilmistir. Kurumun marka ve logosunu
tastyan kitap ve iceriklerin egitim materyali olarak kullanilmasi kurumun kendine
0zgl kimligini sergileyen kiiltiirel bir sembol olarak karsimiza c¢ikmaktadir.
Katilimeilarin  ifadelerinden  hareketle, kaynak yeterliliginin saglanmasinin,

katilimcilarin kuruma olan bagliliklarini ve verimliliklerini artirdig1 sdylenebilir.

Arastirmada orgiit i¢inde liyeler, 6grenciler ve yoneticiler arasinda giivene, is birligine
ve diisiik glic mesafesine dayali agik iletigimin hakim oldugu goriilmiistiir. Yakin
ogretmen-ogrenci iligkileri, Ogretmenlerin her bir Ogrenciyle kisisel olarak
ilgilenmesini saglayarak merkezi sinav c¢alismalarina yardimci olur (Bastirk ve

Dogan, 2010; Temelli, Kurt ve Kose, 2010).

Deal ve Peterson (2002), basarili okullarda liderlerin ortak bir vizyon olusturmada ve
kiiltiirii sekillendirmede iki 6nemli rolii oldugunu belirtmislerdir. Arastirmada,
katilimcilarin tamami midirlerinin anlayigh, 6gretmenlerin gelisimini destekleyen,
saygili ve giivenilir, 6gretmenleri dnemseyen, giic mesafesinin diisiik oldugunu ve
karar alma siireclerine O6gretmenleri dahil ettigini belirtmislerdir. Bazi katilimcilar
orgiit liderinin gii¢ mesafesini artirmasi gerektigini soyleseler de yoneticiden memnun
olduklarini ifade etmislerdir. Buradan hareketle 6rgiit yoneticisinin orgiit kiiltiiriiniin
olumlu yonde gelismesinde etkili oldugu, egitimin kalitesinin yiikseltilmesi i¢in ¢caba
sOylenebilir. Bununla birlikte, 6zel kurs merkezinin odak noktasi merkezi ulusal
smavlar oldugu ve 6gretme-0grenme odagi eksik oldugu i¢in, 6gretme ve 6grenmenin

gelisimini destekleyen 6gretimsel liderlik 6zelliklerinin eksik oldugu sdylenebilir.

Katilimcilarin kuruma yonelik metaforlart incelendiginde, orgiit iiyelerinin sosyal
cevreyi, calisma arkadaglarini, amag ve degerlerini i¢sellestirip benimsedikleri, iginde
bulunduklart orgiitte kendilerine “ev” gibi rahat ve gilivenli bir ortam saglandigi
sOylenebilir. Benzer bir ¢calismada Owens ve Steinhoff (1989b), katilimecilarin okulu,
aile ve ev olarak algiladigini ve okul miidiiriinii baba, kardes, arkadas ve kog olarak

gordiiklerini belirtmistir.
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Arastirmanin bulgulari, literatiirde rekabet odakliligin egemen oldugu 6zel kurs
merkezlerinin aksine aykir1 ve olumlu bir durum olarak ortaya ¢ikmistir. Diger
kurumlardan farkli olarak Ogretmenlerine soru yazma ve egitim igerigi iiretme
alaninda gelisme firsat1 verdigi, kurumun liderligi ve 6zellikleri bu organizasyonu ilgi
ve rekabet odakli 6zel ders merkezlerinden farkli kildig1 séylenebilir. Tiim bunlardan
hareketle, 6zel kurs merkezi organizasyonundaki anlayis ve uzlagsma, gelisme firsati,
ortak karar verme, giiven, baskisiz kontrol, is birligi ve meslektaslik, hatalara

tahammil gibi 6zelliklerin pozitif bir kiiltiir olusturdugu sonucuna varilabilir.
5. Oneriler

Calisanlar tarafindan bilingli olarak olusturulan, yonetilen, benimsenen ve paylagilan
olumlu orgiit kiiltiirleri, orgiitiin amaclarina ulagsmasi agisindan avantaj saglamakta,
calisanlara i¢ ve dis sorunlarin ¢éziimiinde rehberlik etmektedir. Caligma sonucunda
pozitif orgiit kiiltlirlinlin olusturulmasi ve paylasilmasi i¢in egitim orgiitii liderleri
Ogretmenlerle anlayisa dayali, iki yonlii ve agik iletisim kurabilir. Seffaf bir yonetim
yaklagimi ile dgretmenleri karar verme siireglerine dahil edebilir. Orgiit igin 6zel ve
anlamli giinlerde kutlama ve torenler diizenlenebilir. Orgiit iiyelerine kendilerini
degerli ve giivenilir hissettirerek, ekip anlayisini ve is birligini 6ngoren bir yonetim
anlayis: sergileyebilir. Ogretmenlerin mesleki alanda gelismelerini ve ilerlemelerini
saglayacak uygulamalara ncelik verebilir. Ogretmenlerin 6rgiite baglilik nedenleri ve

motivasyon kaynaklari arastirilarak memnuniyetleri artirilabilir.

Calisma, ozel bir kurs merkezinde ortaya ¢ikan oOrgiit kiltiiriinii 6gretmenlerin
algilarina gore incelemeye odaklanmis olsa da bu calisma ile baska birgok bulgu
iiretilebilir. Bu ¢aligma, 6zel bir kurs merkezinde gorev yapan dgretmenlerin orgiit
kiiltiirtinii nas1l deneyimledikleri konusunda ampirik sonuglar saglayabilir. Ancak bu
calismaya sadece bir 6zel kurs merkezi dahil edilmistir. Aragtirma nitel bir arastirma
oldugundan arastirma sonuglart genellenemez. Sonuglarin genellenebilirligini
artirmak i¢in daha uzmanlagmis kurs merkezleri ile nicel ¢alismalar yapilabilir. Ayrica
bu caligma 6gretmen algilarina odaklanilarak yapilmistir. Ancak egitim kurumlarinda
yoneticiler, 6grenciler ve veliler de vardir. Bu nedenle 6grenci ve yonetici diizeyinde
olmak iizere daha fazla arastirma yapilmasi 6nerilmektedir. Ogrenciler, konuyla ilgili
daha genis ve daha giivenilir arastirmalar saglamak i¢in ¢alismanin bir pargasi olarak

kabul edilebilir. Arastrma Istanbul'da yapilmistir. Lokasyon farkliliklarindan
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dogabilecek farkli kiiltiirel olusumlart incelemek icin farkli lokasyonlarda bulunan
0zel kurs merkezleri arasinda karsilastirmali ¢alismalar yapilabilir ve daha genis bir
perspektiften bakilabilir. Kurumda gorev yapan 6gretmen sayisinin azlig1 ve butik bir
kurum olmasi nedeniyle bu ¢alismada 6rneklem biiyiikliigli gorece kiigiik tutulmustur.
Daha fazla sayida 0gretmen iceren baska bir drneklem igin farkli sonuclar elde
edilebilir. Nitel ¢aligmalarin dogasi geregi ¢alisma, arastirmacinin ve katilimeilarin
yorum ve gozlemlerine dayanmaktadir. Arastirma siiresinin daha uzun bir zaman
dilimine yayilmasi, toplanan veri miktarini artiracagindan arastirma sorusunun daha
detayli incelenmesini saglayabilir. Orgiit kiiltiiriiniin derinlemesine anlasilmasini
saglamak i¢in arastirma, orgiitsel iklim, orgiitsel basari, orgiitsel baglilik ve 6grenen

orgiitler gibi diger orglitsel teoriler, terimler ve kavramlarla iligkilendirilebilir.
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