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Abstract
Th e present research aimed to investigate non-ethichal behaviors and mobbing to which 

academic staff  in universities are subjected. Twelve the academic staff  who were subjec-

ted to mobbing in universities in Turkey were interviewed. Th e research was formed in a 

qualitative design. Results show that the metaphors that the instructors use to liken the-

ir administrators such as the components of organizational culture are negative organi-

zational stories, lack of organizational heroes, reduced of organizational faithfulness, or-

ganizational ceremonies consisting of formalities, weakness of organizational moral co-

des of conduct, lack of positive role-models as examples, availability of the administra-

tors who are impossible to discuss about, organizational prestige loss, insuff iciency of or-

ganizational language, emotion and understanding demonstrated that a very weak orga-

nizational culture is available, and at the same time negative organization culture trigger 

psycho-violence. 
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With this study, it is aimed to investigate the perceptions of faculty 

members, who have been exposed to mobbing, about the organizational 

culture and climate. Twelve faculty members exposed to mobbing are 

identifi ed and interviewed. Th e research used a qualitative design and 

the phenomenology design is used according to perception the research. 

Th e open-ended interview technique is used as the structure of the re-

search. While analyzing the data, categorical analysis is used. According 

to the research results, faculty members exposed to mobbing indicate 

that the organizational culture and climate are negative. Th ey suggested 

that there should be consciousness about mobbing and precaution to 

eliminate those behaviors  

Culture of an organization is the sub-culture of the society and it is the 

whole system of the properties shared by organizational members and 

the meaning setting apart it from the other organizations (Köse, Tetik, 

& Ercan, 2001; Özkalp, 1995). Organizational culture occurs with the 

unity of an organization that is a member of the people who share com-

mon beliefs, values, norms, symbols, ceremonies, rituals, practices, feel-

ings, interactions, activities, emotions, expectations, assumptions, atti-

tudes, behavior forms, policies, traditions, and perceptions (Aydın, 2001; 

Bladford, 1995; Burstein, 1991; Cafoğlu, 1997; Claver, Llopis, Gonza-

les, & Gasco, 2001; Çelik, 2000; Çelik, 2002; Dinçer, 1994; Frost, & 

Gillespie, 1998; Güçlü, 2003; Gül, & Gökçe, 2008; Halis, 2001; Hum-

mel, 1994; Köse et al., 2001; Özkalp, 1995; Raz, 2002; Sabuncuoğlu, 

& Tüz, 1998; Schein, 2002; Şahin, 2004; Şişman, 2000, 2002; Yaman, 

2007; Baker cited in Yılmaz, & Oğuz, 2005; Young, 2007).

Organizational culture is also a product of selected processes, adminis-

trative functions, organizational behaviors, and structure and function-

ing of the organization in interactions with the environment (Erdem, 

2007; Karslı, 1998). When successful organizations are examined, their 

own specifi c culture has emerged where it is evident that such cul-

tures promote strong culture as a goal of the organizations (Çırpan, 

& Koyuncu, 1998). Distinquishing the diff erence between the culture 

and the climate is also important. While climate focuses on how the 

organization works, culture focuses on why the organization works on a 

particular style. Some researchers defend that this is an artifi cial distinc-

tion (Balcı-Bucak, 2002).

As a concept, mobbing is defi ned as emotional assaults (Yaman, 2007, 

2009a) subjected to an employee working in an organization, and done 
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for diff erent reasons, by the superior(s), colleague(s), or subordinate(s). 

Tınaz (2006) states that the psychological costs of mobbing in organi-

zations is a collapse in organizational values, negative climate, disputes 

and confl icts between individuals, distrust media, general reduction of 

respect, and restriction of the creativity of the employees because of 

their unwillingness to restrict creativity.

Th ere are research fi ndings about a close relationship between mobbing 

and organizational culture and climate (Blase, & Blase, 2003; Bren, & 

McNamara, 2004; DiMartino, 2003; Davenport, Schwartz, & Elliott, 

2003; Einarsen, 1999; Einarsen, Raknes, & Matthiesen, 1994; Vartia, 

1996; Vickers, 2006; Zapf, 1999). In addition, there are reserach about 

mobbing related to university staff  (Björkqvist, Osterman, & Hjelt-Bck, 

1994; Lewis, 2004). According to Terzi (2004), investigating the cul-

ture of organizations that educate qualifi ed people that the community 

needs is so crucial. In this context, the purpose of this investigation is 

to determine the views of faculty members about organizational culture 

and climate. 

Method
Design/Model of the Research 

Th e current research is structured around qualitative design. Among 

various qualitative research designs, phenomenology pattern is used. 

One of the methods to be used in analysis of organizational culture is 

to identify the members of the organization and their perceptions about 

organizational life (Erdem, & İşbaşı, 2001). A researcher who wants to 

study organizational culture should use qualitative methods such as ob-

servation and interview and should reveal the underlying issues, not im-

mediately visible ones (Şimşek, 1994). Attitudes may refl ect the culture 

superfi cially so it can be examined healthier with qualitative research 

techniques (Çetin, 2004; Ogbonna, & Haris, 1998). 

Study Group 

In our research, criteria sampling (Punch, 2005) method is used in the 

sampling phase. Th e basic understanding of this sampling method is 

to work to meet all conditionsbased on  a set of predetermined criteria 

(Yıldırım, & Şimşek, 2005).
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Data Collection Tool

In this research, the interview form of the perception about organiza-

tional culture by the faculty members, exposed to mobbing was used. 

Interview method is a data collection tool which provides us why and 

what people think, their feelings, attitudes, experiences, wishes and ex-

plains their perceptions and descriptions of reality and the factors refer-

ring their behaviors. It is also a method like a conversation and supplies 

deeper information about people (Ekiz, 2003; Kuş, 2003; May, 1996; 

Punch, 2005; Robson, 2001). In previous the research on mobbing the 

interview method was used (e.g., Blase, & Blase, 2003; Einarsen, 1999; 

Lewis, 2004; Mikkelsen, 2004). Interviews were recorded with an audio 

recording device. In the research, standardized open-ended interview 

(Altunışık, Coşkun, Bayraktaroğlu, & Yıldırım, 2005; Patton, 1990) is 

used as the structure.

Process

While transcribing the recorded data Mayring’s (2000) descriptive re-

cord system is used. Content analysis approach is frequently used in 

the analysis of qualitative analysis of interview data and open-ended 

questions (such as, Bell, 1999; Robson, 2001). In our research, categori-

cal analysis of content analysis is used. First, the message is divided 

into units and then these units make a group which is previously iden-

tifi ed (Tavşancıl, & Aslan, 2001). In that case, codes take function as 

creating a full and meaningful group of independent parts (Miles, & 

Huberman, 1994). Creating categories and their subcategories allows 

the researcher to re-examine the data (Ely, Anzul, Friedman, Garner, 

& Steinmetz, 1998). Th e perceptions of faculty members exposed to 

mobbing about the organizational culture and climate is examined in 

twelve categories. 

Results

According to the research results, all faculty members participated in 

the interviews expressed that their task or job descriptions were not 

clear and the adverse situation led to many problems. Th e uncertainty of 

the job description causes individuals from diff erent academic positions 

to do similar jobs.

All teaching staff  interviewed expressed that the universities had mate-
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rial objects; such as logos or emblems. Indeed, on the subject, as Arslan 

(2001) draws attention that the most important of the material objects 

which create an organizations culture are “task sentence” and “organiza-

tion logos.” On the other hand, it is quite striking that academic staff  

stated that the prestige of the organization is very important to them 

but it does not provide suffi  cient levels to satisfy them.

Organizational culture’s other features are the conceptual categories of 

language and sense used in the community organizations. All academic 

staff  attracts attention to the point that they cannot establish language, 

emotion, and perception of unity with colleagues at the university. Th e 

academic staff  exposed to mobbing is calling attention to the existence 

of language units between institutions, but in smaller groups. Partici-

pants has also expressed that there is no unity of feeling in the face 

of the same case based on a common phenomenon. Metaphor defi nes 

the spiritual, vogue or diffi  cult ideas which cannot be easily understood 

(Aydoğdu, 2008; Çelikten, 2006). Most academic staff  resembles their 

universities with negative object or entity and they associated that simu-

lation experience with the negative cases.

Organizations like families have historical stories (O’Neill, 2000) and 

informal communication supported with historical stories will create a 

powerful domain (Çelik, 2004).

Th e vast majority of the faculty members state that there have been 

negative stories in their universities. Heroes have positive impact which 

triggers or motives organizations. Especially, they have a signifi cant im-

pact in the development of organizational loyalty and to set a good 

example of organizational behavior to those who join the organization. 

In this regard, teaching staff  was divided into two for the interview and 

some of them are talking about heroes in their universities, especially 

in the radical organizations such as universities, ceremony and rituals 

have great importance and functions. Ceremonies are very important 

rewarding mechanisms that make an organization culture rich. But all 

of the teaching staff  interviewed take attention to the unhealthiness 

of the ceremony and ritual business environment and have described 

the cases. All teaching staff  interviewed state that they do not feel any 

belonging to their jobs and are negatively aff ected by this situation. Th e 

teaching staff  interviewed have expressed that mobbing reduces their 

organizational loyalty.
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According to all teaching staff  interviewed, there are negative ethical be-

havior rules applicable in their offi  ces. Th ey indicate that there are model 

business managers in place, but have indicated that this is not healthy. 

Th ey also indicate that things that have not been discussed by the mem-

bers of the organization are the managers. All teaching staff  interviewed 

gave signifi cant attention to the eff ect of organizational culture and or-

ganizational climate to the mobbing that they have exposure in the work. 

In the research conducted, the fi nding of the fact that ‘the subordinates 

are to involve with the private jobs of their superiors’ (Blase, & Blase, 

2003; Çiçek, 2006; Leymann, 1996; Yaman, 2007) and the fi ndings 

that show that research associates are to do additional jobs that do not 

have academic nature are consistent with the fi ndings of the research 

(Bakioğlu, & Yaman, 2004; Korkut, Yalçınkaya, & Mustan, 1999). 

Instructors likened their universities to negative objects or entities and 

their administrators to harmful living things (Fineman, Sims, & Gabriel, 

2005; Yaman, 2007). Likewise, in some research conducted (“Th e Top 10 

Explanations for Mobbing,” 2002; Yaman, 2007), administrators that use 

psycho-violence were found to have likened to be devious and selfi sh. 

In the research, instructors called our attention to the fact that the cer-

emonies and rituals were not held healthily at the universities. Likewise, 

Güney (2006) calls our attention to the fact that informing has a great 

infl uence on the organizational culture. Çelikten (2006) underlines that 

ceremonies simplify cultural change. 

Instructors stressed out that the moral codes of conduct are not valid; 

likewise, there are fi ndings that the moral diff erences prepare a ground 

for psycho-violence (Einarsen, 1999; Yaman, 2007, 2008).

Gül and Gökçe (2008) call our attention to the fact that the building 

blocks that form the culture feed ethical values. Likewise, Terzi (2003) 

underlines that the values must be at foreground in university culture. 

According to Poyraz (2006), to choose to be an academic is to choose 

the values of the university. Likewise, Kramer and Berman (1998) argue 

that the university values were not adopted suffi  ciently. Chatman and 

Barsade (1995), Wimbush and Shepard (1994), attract attentions to the 

fact that in the organizational culture, group members must take the 

values as superior.

Instructors said that those taken as role-model are the administrators 

that have negative behaviors and this situation is not healthy. Çelik 
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(1997) expresses that in organizations with a solid structure, providing 

a renewal is quite diffi  cult. 

Likewise, Branch, Sheehan, Barker, and Ramsay (2004) found that the 

despotic people worked generally as superiors. Akbaba-Altun (2003) 

stresses that if the administrators create a just cultural system that will 

present an opportunity for more creative works. 

On the other hand, according to Köksoy (1998), the reason for the 

higher expectation of the society from universities is because these or-

ganizations create cultural and social values. Yaman (2002) has ascer-

tained that instructors who have had their graduate degrees abroad have 

higher degree of culture. 

Instructors call attention that in the psycho-violence that they suff er, 

organizational culture plays an important part as an infl uence. Paral-

lel fi ndings were reached in the research conducted (Blase, & Blase, 

2003; Vartia, 1996; Vickers, 2006; Yaman, 2007; Zapf, 1999). Yılmaz 

and Oguz (2005) underline that faculty administrators are not success-

ful in overcoming the problems. In Nartgün’s research (2006), instruc-

tors more or less have the designated values. Th ese fi ndings support our 

research fi ndings. 

School managers who are excessively authoritarian and rude were dis-

cussed in Aydoğdu (2008). In our research, the instructors used some 

metaphors for their organizations such as grindstone, apple maggot 

or monster. Th ey likened their administrators to negative living things 

known with their negative traits, such as wolves or snakes, and this fact 

can be taken as the demonstration of their moods. Likewise, in a re-

search conducted in Taiwan (Wu, Liu, & Lua, 2007), a reliable adminis-

trator and the organizational structure were determined to be the most 

important factors that aff ect the reliable organization climate. 

In an organization, organizational culture and the personality of the 

members of the organization determine whether competition or co-

operation is more dominant (Erdoğmuş, 1999). Th us, Tutar (2004) 

expresses that in organizations that give a value to humans, psycho-

violence acts were found to be lesser. 

Th ere were proposals that underline that ‘the application of the scales 

(Yaman, 2009b) that are directed to determine psycho-violence in some 

particular times to the academics will contribute the development of the 

organization culture’. 



574  •   EDUCATIONAL SCIENCES: THEORY & PRACTICE

References/Kaynakça
Akbaba-Altun, S. (2003). Eğitim yönetimi ve değerler. Değerler Eğitimi Dergisi, 1(1), 
7-18.

Altunışık, R., Coşkun, R., Bayraktaroğlu, S. ve Yıldırım, E. (2005). Sosyal bilimlerde 

araştırma yöntemleri. Sakarya: Sakarya Kitabevi.

Arslan, M. (2001). İş ve meslek ahlakı. Ankara: Nobel Yayın Dağıtım. 

Aydın, İ. P. (2001). Yönetsel meslekî ve örgütsel etik. Ankara: Pegem Yayıncılık.

Aydoğdu, E. (2008). İlköğretim okullarındaki öğrenci ve öğretmenlerin sahip oldukları 

okul algıları ile ideal okul algılarının metaforlar (mecazlar) yardımıyla analizi. 
Yayımlanmamış yüksek lisans tezi, Osmangazi Üniversitesi, Fen Bilimleri Enstitüsü, 
Eskişehir.

Bakioğlu, A. ve Yaman, E. (2004). Araştırma görevlilerinin kariyer gelişimleri: Engeller 
ve çözümler. Marmara Üniversitesi Atatürk Eğitim Fakültesi Dergisi, 20, 1-20. 

Balcı-Bucak, E. (2002). Abant İzzet Baysal Üniversitesi Eğitim Fakültesinde örgüt 
iklimi: Yönetimde ast-üst ilişkileri.  Muğla Üniversitesi Sosyal Bilimler Enstitüsü 

Dergisi, 7. 

Bell, J. (1999). Doing your research project. Buckingham, PA, USA: Open University 
Press.

Björkqvist, K., Österman, K., & Hjelt-Bäck, M. (1994). Agression among university 
employees. Agressive Behavior, 20, 173-184.

Bladford, L. (1995). Seven dimensions of organization culture. Training & 

Development, 49(3), 27.

Blase, J., & Blase, J. (2003). Th e phenomenology of principal mistreatment: teachers’ 
perspectives. Journal of Educational, 41(4), 367-422. 

Branch, S., Sheehan, M., Barker, M., & Ramsay, S. (2004). Perceptions of upwards 
bullying: An interview study. Einarsen, S. & Nielsen, M.B. (Ed.), Th e Fourth 

International Conference on Bullying and Harassment in the Workplace (pp. 32-35). 
London, UK: University of London. 

Bren, A., & McNamara, P. M. (2004). An investigation into workplace bullying and 
organisational culture in healthcare within an Irish hospital setting. Einarsen, S. & 
Nielsen, M.B. (Ed.), Th e Fourth International Conference on Bullying and Harassment 

in the Workplace (pp. 35-37). London, UK: University of London.

Burstein, P. (1991). Organization, culture and policy outcomes. Annual Rewiec 

Sociology, 17, 327-350.

Cafoğlu, Z. (1997). Yüksek öğretim ve öğrenci kalitesi. M. Çoruh (Ed.), Yüksek Öğretimde 

Sürekli Kalite İyileştirme Paneli içinde (s. 91-110). Ankara: Haberal Eğitim Vakfı. 

Chatman, J. A., & Barsade, S. G. (1995). Personality, organizational culture, and 
cooperation: Evidence from a business simulation. Administrative Science Quarterly, 
40, 423-443.

Claver, E., Llopis, J., Gonzales, M. R., & Gasco, J. L. (2001). Th e performance of 
information systems through organizational culture. Information Technology & 

People, 14(3), 247-260.



YAMAN / Perception of Faculty Members Exposed to Mobbing about the Organizational...  •  575

Çelik, V. (1997). Yüksek öğretimde örgütsel öğrenme ve Fırat Üniversitesi Teknik 
Eğitim Fakültesi örneği. M. Çoruh (Ed.), Yüksek Öğretimde Sürekli Kalite İyileştirme 

Paneli içinde (s. 127-133). Ankara: Haberal Eğitim Vakfı. 

Çelik, V. (2000). Okul kültürü ve yönetimi. Ankara: Pegem Yayıncılık. 

Çelik, V. (2002). Sınıf yönetimi. Ankara: Nobel Yayın Dağıtım. 

Çelik, V. (2004). Örgütsel hikâyeler ve okul kültürünün analizi. XIII. Ulusal Eğitim 
Bilimleri Kurultayı’nda sunulan bildiri, İnönü Üniversitesi Eğitim Fakültesi, Malatya.

Çelikten, M. (2006). Kültür ve öğretmen metaforları. Erciyes Üniversitesi Sosyal 

Bilimler Enstitüsü Dergisi, 21(2), 269-283. 

Çetin, M. (2004). Örgüt kültürü ve örgütsel bağlılık. Ankara: Nobel.  

Çırpan, H. ve Koyuncu, M. (1998). İşletme kültürünün alt kademe yöneticileri 
üzerindeki etkisi: Bir örnek olay çalışması. Öneri, 2(9), 223-230.

Çiçek, A. (2006). İlköğretim okullarında psikolojik şiddete ilişkin öğretmen görüşleri. XV. 
Ulusal Eğitim Bilimleri Kongresi’nde sunulan bildiri, Muğla.

Davenport, N., Schwartz, R. D., & Elliott, G. P. (2003). İşyerinde duygusal taciz (Çev. 
O. C. Önertoy). İstanbul: Sistem Yayınları. 

DiMartino, V. (2003). Relationship between work stress and workplace violence in the 

health sector. Symposium of Workplace Violence In the Health Sector, Geneva.

Dinçer, Ö. (1994). Stratejik yönetim ve işletme politikası. İstanbul: İz Yayıncılık.

Einarsen, S. (1999). Th e nature and causes of bullying at work. International Journal 

of Manpower, 20(1-2), 16-27.

Einarsen, S., Raknes, B. I., & Matthiesen, S. B. (1994). Bullying and harassment at 
work and their relationships to work environment quality: An exploratory study. 
European Work and Organizational Psychologist, 4(4), 381-401.

Ekiz, D. (2003). Eğitimde araştırma yöntem ve metotlarına giriş. Ankara: Anı.

Ely, M., Anzul, M., Friedman, T., Garner, D., & Steinmetz, A. (1998). Doing 

qualitative research: Circles within circles. London: Th e Falmer Press. 

Erdem, A. R. (2007). An important factor of culture of education faculties: Values (a 
case study of the education faculty of PAU). Eurasian Journal of Educational Research, 
26, 95-108. 

Erdem, F. ve İşbaşı, J. Ö. (2001). Eğitim kurumlarında örgüt kültürü ve öğrenci 
alt kültürünün algılamaları. Akdeniz Üniversitesi İktisadi ve İdari Bilimler Fakültesi 

Dergisi, 1, 33-57. 

Erdoğmuş, N. (1999). Kişilerde iç çatışma nedeni olarak rekabet-işbirliği ikilemi, 
Bilgi, 1, 45-60. 

Fineman, S., Sims, D., & Gabriel, Y. (2005). Organizing and organizations. London: 
Sage Publication.

Frost, S. H., & Gillespie, T. W. (1998). Organizations, culture, and teams: Links 
toward genuine change. New Directions for Institutional Research, 100, 5-15.

Güçlü, N. (2003). Örgüt kültürü. Manas Üniversitesi Sosyal Bilimler Dergisi, 6, 147-
159.



576  •   EDUCATIONAL SCIENCES: THEORY & PRACTICE

Gül, H. ve Gökçe, H. (2008). Örgütsel etik ve bileşenleri. Süleyman Demirel 

Üniversitesi İ.İ.B.F. Dergisi, 13(1), 377-389. 

Güney, R. (2006). Hiyerarşik ortamlarda iletişim: Bir kamu kurumu betimlemesi. 

Yayımlanmamış yüksek lisans tezi, Sakarya Üniversitesi, Sosyal Bilimler Enstitüsü, 
Sakarya.

Halis, M. (2001). Durumsallığı açısından Türk örgüt kültürlerindeki yönelimler. 
Manas Üniversitesi Sosyal Bilimler Dergisi, 5, 109-135. 

Hummel, R. P. (1994). Organization culture: Movement or scandal? Public 

Administration Review, 54(5), 493-495.

Karslı, M. D. (1998). Yönetsel etkililik. Bolu: Abant İzzet Baysal Üniversitesi Yayınları. 

Korkut, H., Yalçınkaya, M. ve Mustan, T. (1999). Araştırma görevlilerinin sorunları. 
Eğitim Yönetimi, 17, 19-36. 

Köksoy, M. (1998). Yükseköğretimde kalite ve Türk yükseköğretimi için öneriler. İstanbul: 
Çınar Matbaası. 

Köse, S., Tetik, S. ve Ercan, C. (2001). Örgüt kültürünü oluşturan faktörler. Celal 

Bayar Üniversitesi Yönetim ve Ekonomi Dergisi, 7(1), 219-242. 

Kramer, M. W., & Berman, J. E. (1998). Stories of integration, diff erentiation, 

and fragmentation: One university’s culture. Annual Meeting of the National 
Communication Association, New York, NY.

Kuş, E. (2003). Nicel-nitel araştırma teknikleri. Ankara: Anı Yayıncılık.

Lewis, D. (2004). Bullying at work: Th e impact of shame among university and 
college lecturers. British Journal of Guidance & Counselling, 32(3), 281-299.

Leymann, H. (1996). Th e content and development of mobbing at work. Europen 

Journal of Work and Organizational Psychology, 5(2), 165-184.

May, T. (1996). Social research -issues, methods and process-. Buckingham, England: 
Open University Press.

Mayring, P. (2000). Nitel sosyal araştırmaya giriş (Çev. A. Gümüş ve M. S. Durgun). 
Adana: Baki Kitabevi. 

Mikkelsen, E. G. (2004). Coping with exposure to bullying at work - results from 
an interview study. Einarsen, S. & Nielsen, M.B. (Ed.), Th e Fourth International 

Conference on Bullying and Harassment in the Workplace (pp. 90-91). London, UK: 
University of London. 

Miles, M. B., & Huberman, A. M. (1994). Qualitative data analysis. California, USA: 
Sage Publications. 

Nartgün, Ş. S. (2006). Öğretim elemanlarının örgütsel değerlere ilişkin görüşleri. 
Değerler Eğitimi Dergisi, 4(12), 129-148. 

O’Neill, J. (2000). Capturing an organization’s oral history. Educational Leadership, 
57(7), 63-65.

Ogbonna, E., & Harris, L. C. (1998). Organizational culture: It is not what you 
think. Journal of General Management, 23(3), 35-48.  

Özkalp, E. (1995). Örgüt kültürü ve kuramsal gelişmeler. Anadolu Üniversitesi Açık 

Öğretim Fakültesi Dergisi, 1(2), 60-71.



YAMAN / Perception of Faculty Members Exposed to Mobbing about the Organizational...  •  577

Patton, M. Q. (1990). Qualitative evaluation and research methods. Newbury Park, 
CA, USA: Sage Publications.

Poyraz, H. (2006). Üniversitenin görevi ve ahlâk bilinci üzerine düşünceler. Akademik 

İncelemeler, 1(1), 71-76. 

Punch, K. F. (2005). Sosyal araştırmalara giriş (Çev. D. Bayrak, H. B. Arslan ve Z. 
Akyüz). Ankara: Siyasal Kitabevi. 

Raz, A. E. (2002). Emotions at work: Normative control, organizations, and culture in 

Japan and America. Cambridge: Harvard University Press.

Robson, C. (2001). Real world research. Massachusetts, USA: Blackwell Publishers.

Sabuncuoğlu, Z. ve Tüz, M. (1998). Örgütsel psikoloji. Bursa: Alfa. 

Schein, E. H. (2002). Örgütsel kültür (Çev. A. Akbaba). Dokuz Eylül Üniversitesi 

Sosyal Bilimler Enstitüsü Dergisi, 4(3), 1-32.

Şahin, S. (2004). Okul müdürlerinin dönüşümcü ve sürdürümcü liderlik stilleri ile 
okul kültürü arasındaki ilişkiler (İzmir ili örneği). Kuram ve Uygulamada Eğitim 

Bilimleri Dergisi, 4(2), 365-396. 

Şimşek, H. (1994). Pozitivism ötesi paradigmatik dönüşüm ve eğitim yönetiminde 

kuram ve uygulamada yeni yaklaşımlar. II. Eğitim Bilimleri Kongresi’nde sunulan 
bildiri, Hacettepe Üniversitesi Eğitim Fakültesi, Ankara.

Şişman, M. (2000). Öğretmenliğe giriş. Ankara: Pegem. 

Şişman, M. (2002). Öğretim liderliği. Ankara: Pegem. 

Tavşancıl, E. ve Aslan, E. (2001). Sözel, yazılı ve diğer materyaller için içerik analizi ve 

uygulama örnekleri. İstanbul: Epsilon.

Terzi, A. R. (2003). Üniversite kültüründe önemli bir unsur: Değerler. Değerler 

Eğitimi Dergisi, 1(4), 55-72.

Terzi, A. R. (2004). Üniversite öğrencilerinin fakülte kültürüne yönelik algıları. Millî 

Eğitim Dergisi, 176, 98-108. 

Th e top 10 explanations for mobbing. (2002). Mobbing. Retrieved August 12, 2008, 
from http://www.topten.org/public/AE/AE471.html.  

Tınaz, P. (2006). İşyerinde psikolojik taciz. İstanbul: Beta.

Tutar, H. (2004). İşyerinde psikolojik şiddet. Ankara: Platin. 

Vartia, M. (1996). Th e sources of bullying -psychological work environment and 
organizational climate. Europen Journal of Work and Organizational Psychology, 5(2), 
203-214.

Vickers, M. (2006). Writing what’s relevant: Workplace incivility in publik 
administration-a wolf in sheep’s clothing. Administrative Th eory & Praxis, 28(1), 69-88. 

Wimbush, J. C., & Shepard, J. C. (1994). Toward an understanding of ethical 
climate: Its relationship to ethical behavior and supervisory infl uence. Journal of 

Business Ethics, 13(8), 637-647

Wu, T. C., Liu, C. W., & Lua, M. C. (2007). Safety climate in university and college 
laboratories: Impact of organizational and individual factors. Journal of Safety 

Research, 38, 91-102. 



578  •   EDUCATIONAL SCIENCES: THEORY & PRACTICE

Yaman, E. (2002). Eğitimde kalite açısından öğretim elemanlarının öğretmenlik meslek 

bilgisi yeterliklerinin değerlendirilmesi (Sakarya Üniversitesi örneği). Yayımlanmamış 
yüksek lisans tezi, Sakarya Üniversitesi, Sosyal Bilimler Enstitüsü, Sakarya.

Yaman, E. (2007). Üniversitelerde bir eğitim yönetimi sorunu olarak öğretim elemanının 

maruz kaldığı informal cezalar: Nitel bir araştırma. Yayımlanmamış doktora tezi, 
Marmara Üniversitesi, Eğitim Bilimleri Enstitüsü, İstanbul.

Yaman, E. (2008). Üniversiteler ve etik: Baskılar ya da psikolojik şiddet. İş Ahlâkı, 
1, 81-97. 

Yaman, E. (2009a). Yönetim psikolojisi açısından işyerinde psikoşiddet -mobbing-. 

Ankara: Nobel Yayınları.

Yaman, E. (2009b). Psikoşiddet (Mobbing) Ölçeği: Geçerlik ve güvenirlik çalışması. 
Kuram ve Uygulamada Eğitim Bilimleri, 9(2), 967-988. 

Yıldırım, A. ve Şimşek, H. (2005). Sosyal bilimlerde nitel araştırma yöntemleri. Ankara: 
Seçkin Yayınları. 

Yılmaz, K. ve Oğuz, E. (2005). Eğitim bilimleri fakültesi öğrencilerinin fakülte 
kültürüne ilişkin algıları. Ankara Üniversitesi Eğitim Bilimleri Fakültesi Dergisi, 38(1), 
101-122. 

Young, C. (2007). Organization culture change: Th e bottom line of diversity. Th e 

Changing Currency of Diversity, 15(1), 26-32.

Zapf, D. (1999). Organisational, work group related and personel causes of mobbing/
bullying at work. International Journal of Manpower, 20(1-2), 70-85.


