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ABSTRACT 
Change management in sports organizations is important in terms of organizational continuity. Sports Clubs, like 
other organizations, have their own behavioral patterns, beliefs and values. The sum of these differences 
constitute the variables within the organizational culture. Sports clubs that are aware of and develop their own 
cultural variables have a healthy organizational continuity.The aim of this study is to define the cultural variables 
of a sports club and to examine these variables in sports management education.This research was carried out 
according to qualitative research methods.According to the findings obtained in the research, it was concluded 
that Institutional purposes, principles, understanding and rules, norms, beliefs and symbols and basic values are 
important among the culture variables. 
Keywords : Sports Club, Culturel Variable,Cirriculum,Mangement,Sustainability 

 

INTRODUCTİON 
It is getting harder and harder to get a share from the 
economic size of the Sports Industry in the conditions of 
increasing competition. The change in technology is rapidly 
changing the ways of doing business and cultural 
structures of institutions. Sports clubs that see this change 
as a necessity and can define the issues of change are 
trying to adapt themselves to the change. 
 The most important step of change in organizations is 
to know the cultural codes of the organization and to adapt 
it to the current time. Revealing these cultural codes, which 
are conceptually dominant and not very easy to define, and 
raising awareness in this direction are among the priority 
topics of Sports Management curriculum. 
 The most appropriate tool that sports organizations 
can use to transfer the developments in their external 
environment to their internal structure should be to define 
the organizational culture. 
 According to Schein (1993) “the model of basic 
assumptions that the organization discovers during its 
adaptation to the external environment and internal 
integration, and accepts as valid because it gives good 
results, and therefore should be taught to new members as 
the most accurate way to understand, think and feel them” 
organizational culture. is called. 
 Organization culture; It is the sum of the attitudes, 
behaviors, values and norms that are accepted by the 
members of the organization and that guide the 
organization by regulating organizational life (Bakan, 2008). 
 Organizational culture is “the system of norms, 
behaviors, values, beliefs and habits that direct the 
behavior of people in an organization” (Dinçer, 1992:271). 
Culture gives people feeling and intuition about what they 
have to do and how they should behave. In other words, 
organizational culture is the dominant values and beliefs 
that shape the thoughts and behaviors of the members of 
the organization. 
 Corporate culture shows the effect of the common 
values that employees believe and share in a wide area 
such as the way the work is carried out in the organization, 

the relations between the employees, solidarity and 
performance development. 
 Culture emerges as a reflection of the founding 
philosophy of the organization, and then the role of 
managers and leaders, the values and beliefs of the 
employees, and the unique dynamics of the sector in which 
they work, become unique to that institution (Akıncı and 
Sohodol, 2004). 
 Corporate culture defines common and accepted 
behaviors and relations in the institution, facilitates finding 
appropriate solutions where there are no rules and issues 
that will motivate individuals, and guides the organization in 
the management of information within the institution, the 
transfer of values and the regulation of internal relations. 
 Culture provides an average framework. It enables to 
interpret and think about the events and phenomena 
encountered within this framework. Thus, it also constitutes 
the basic point of social integration and/or separation. 
 Corporate culture takes into account the mental 
structures that shape an organization, the interpersonal 
interactions and the link between concrete symbols, and 
focuses on the current state of affairs in the organization 
rather than the temporary attitudes of people. 
 Organizational culture has an extremely important 
effect on the invisible organizational performance as it 
allows the definition of many different variables. (Lee and 
Yu, 2004). 
 The following is the result of the authors' consensus 
to define organizational culture with different variables: 
 Corporate Vision, Mission and Aims 
 Corporate principles 
 Corporate Understanding and Rules 
 Cultural norms of the organization 
 Communication 
 The values and beliefs and symbols of the 

organization 
 Core and shared values 
 Corporate purposes: 
 Purpose refers to the state that a business intends to 
achieve in the future. Objectives form the basis for the 
organization of business resources to realize the situation 
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achieved in the future, that is, the formation of strategy, and 
they are a tool in the realization of strategy and mission 
objectives (Eren, 2003). 
 The objectives of the business are what it wants to 
achieve as a result of its activities. They are the results that 
indicate what the business does, why it does the activities, 
what it does or what it does to achieve. (Ülgen and Mirze, 
2007, 185). 
 The vision is the expression of the situation that they 
want their businesses to be in the future. It is an expression 
of a situation or situation that is desired to be reached or to 
be in the future (Ülgen, 2007). The visions of businesses 
express where they want to be about the future. 
 The missions of the enterprises are the values that 
direct the enterprise, determine the long-term goals and 
distinguish the enterprises from their competitors. It is the 
mission that makes the business special. Mission is related 
to the existence and spirit of the enterprise (Ülgen and 
Mirze, 2007). 
 While the mission determines the reason for 
existence of a company, the objectives are the basic steps 
that make up the vision. Goals, on the other hand, are 
sharper and more measurable, and they are generally 
quantitatively stated (Ülgen and Mirze, 2007). 
Corporate principles: Corporate governance focuses on 

four fundamental principles: Fairness, Transparency, 
Accountability and Responsibility. (Corporate Governance 
Association of Turkey) 
 The principle of fairness is the expression of the 

company's management to treat all beneficiaries 
equally. This principle refers to the protection of 
shareholder rights and the implementation of the 
agreements made. 

 The principle of transparency requires the company to 
share accurate, open and comparable information 
with the public. 

 The principle of accountability requires the board of 
directors to monitor the performance of the top 
management independently and to ensure the 
accountability of top managers to the shareholders. 

 The principle of responsibility means that companies 
operate in a way that complies with laws and regulations 
that reflect social values while creating value for their 
shareholders. (Corporate Governance Association of 
Turkey) 
 It is necessary to determine the vision and mission of 
the organizations and the general and specific goals of the 
organization, and all principles and rules regarding work 
and operation should be put forward in writing (Yazıcıoğlu 
and Koç, 2009). 
Institutional understanding and rules: Each institution 

has its own unique social structure, the behaviors, value 
judgments, belief systems and relationship patterns desired 
by this structure. 
 The phenomenon of "collective behavior" as a 
behavior plane that enables people to prepare for more 
specific behaviors that regulate their behavior in general 
reveals the institutional behavior plane. 
 The level of institutional behavior is the behaviors that 
are in accordance with the institutional behavior standards, 
formed according to the institutional role and status, 
accepted by the institutional will and appropriate to the field 

of institutional tolerance. 
(https://sociological.wordpress.com) 
Norms: Norms are the way members respond to critical 

events (Akbaba, 2002). In other words, norms are rules of 
behavior and criteria developed by the organization in 
accordance with the cultural values of the organization and 
adopted by the majority of employees. A norm cannot be 
legitimate unless it is rooted in cultural values. Norms show 
how employees will behave in the organization, how they 
will relate and how they will communicate with others 
(Başaran, 1982). For example, colleague support, taking 
the opinions of colleagues, solving special disciplinary 
problems, and avoiding unnecessary discussions with 
managers (Çelik, 2000). 
 Cultural norms and beliefs support or hinder creativity 
and innovation, depending on the level of influence of 
individuals and groups (Martins & Terblanche, 2003). 
Value Judgments and Shared Values: Value Judgment: 

It is the acceptance of values as they are without any 
discussion of their correctness. Employees have strong 
value judgments about people, objects and events. For 
example, business should be based on profit, school 
should educate, etc. (Steel, 2000; İpek, 1999). 
 Values: Values are the source of criteria for 
characterizing, evaluating and judging the behavior of 
employees (Çelik, 2000). 
 Values represent ideal desired goals. These goals are 
generally abstract behavior patterns that are desired to be 
acquired such as honesty, dignity and success 
(Sabuncuoğlu & Tüz, 2001). 
 The source of the cultural values of the organization 
are the traditions of the society in which the organization is 
located, and the beliefs developed by the religious and 
functional systems. The organization appropriates these 
values, which it brings from the culture of the society 
through its employees, by processing, assimilating and 
developing within itself (Başaran, 1982). As examples of 
values, we can show openness, trust, cooperation and 
close friendship (Çelik, 2000). 
 Shared Values are open to everyone in the 
organization and permeate every activity the organization 
undertakes. Values are often not written (Pawlas, 1997) 
 Values are the answer to the "how" question in the 
corporate idea spectrum. Values such as “integrity of 
principles”, “honesty”, “openness”, “equal opportunity” and 
“progress” serve as a compass that the institution uses not 
to lose its way while continuing its activities (Erengül 2007: 
79). 
 Rokeach (1973) defines the concept of value as a 
persistent belief that a particular behavior and purpose of 
existence is personally and socially preferable to its 
opposites. 
 All members of the group may not have the same 
values, but the majority of the active members should 
agree on them and the members of the group should 
support the determined values of the group (Ingelsson et 
al. 2012: 2). 
 Values are the answer to the "how" question in the 
corporate idea spectrum. Values such as “integrity of 
principles”, “honesty”, “openness”, “equal opportunity” and 
“progress” serve as a compass that the institution uses not 
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to lose its way while continuing its activities (Erengül, 
2007). 
 According to Hofstede, the lowest layer and essence 
of culture are values. The core ethos is often made up of 
the founder's beliefs, reinforced by experience, and 
nurtured by key groups in the organization. These values 
need to be embedded in order to help achieve 
organizational goals. Accordingly, the values (Kitchen and 
Schultz, 2001) : 
  It should be an indication of the strategic purpose, 
  It should be shared widely in terms of willingness, 
 Must focus on winning 
 It must be consistent with its purpose. 
 Network: Every organization and culture asks, “What 
is really going on in the organization?” It has a 
communication system to disseminate relevant information. 
In some ways the system is informal. Here, every manager 
needs to know the ways necessary to disseminate 
information quickly within the system. 
 The effective establishment of the communication 
system facilitates the interaction of both managers and 
professional employees with each other in line with the 
determined targets (Yazıcıoğlu and Koç, 2009). 
Topics describing beliefs, behaviors and symbols: 

Beliefs, which are indispensable elements of human 
psychology, are a continuous network of emotions formed 
by perceptions and definitions of an aspect of their own 
world. Beliefs are not interpreted as positive or negative in 
individual behaviors. In other words, they are neutral 
(Eren,1984), but a consistent unity is required in beliefs and 
ideas. The meaning of this unity is not that each individual 
necessarily shares the same opinion or that those who 
differ in opinion are put under pressure, but that different 
opinions can be discussed in a comfortable and peaceful 
environment, and that they can be brought to a conclusion 
smoothly. (Bülbül,1993) 
 Edward Sapir defined culture as the unity of practices 
and beliefs, material and spiritual elements that we learn 
through a social process that determines the structure 
(relationships) of our existence. 
 Observable forms of organizational culture are 
symbols and slogans. Symbols are used by organizations 
to convey organizational culture. 
 Leslie White thought of culture as a set of symbols 
and defined culture as an organization of material 
elements, behaviors, thoughts and emotions based on 
symbols consisting of symbols. Symbols are used to 
express both observable and unobservable elements of 
culture. 
 Belkıs Temren defined the symbol as concrete things 
or signs that make things that cannot be perceived with 
emotions perceptible. Therefore, the symbol arises from 
the comparison of a certain objective event or phenomenon 
with a concept of intellectual origin or the expansions and 
connotations of its own concept. 
 The cultural symbols system undertakes the task of 
integrating, integrating and, most importantly, raising new 
members of the community and provides differentiation. 
 

MATERİALS AND METHODS 
Limitations: This research is limited to 5 professional clubs 

in Turkey. 

Participants : 5 people who are senior and middle level 

managers in the sports club participated in this study. 
Method : The research was conducted with a qualitative 

method. In qualitative research, qualitative data collection 
methods such as observation, interview and document 
analysis are tried to present perceptions and events in a 
realistic and holistic way in the natural environment 
(Yıldırım & Şimşek, 2005). 
Development of Data Collection Tool: Data were 

collected through interview techniques. 
Interview technique and questions: As the interview 

technique, Patton's interview form approach was used and 
a single open-ended question was asked, and if a sufficient 
answer could not be obtained from the question, a sub-
question was added. 
The main question in the interview form is as follows : 
Question -1 : What do you think about the issues that 

affect the development of your corporate culture and the 
examples that describe them? 
Sub-question: What are your subjects that make you 

different? 
Data analysis : Content analysis was used in the data. 

The answers given by the participants were grouped and 
interpreted in terms of similarities. 
 

RESULTS 
Theme : 1 : When the determination of the objectives and 

principles of the institution and the participation of the 
employees in the business processes are analyzed; The 
following topics have been achieved for Institutional 
Purposes: 
 Adhering to the slogan 'Our children are our future' in 
an organization that considers raising athletes as the most 
important occupation, 
 To be a sports social enterprise that applies an 

economic model to ensure its sustainability, 
 To be recognized in the world as an exemplary sports 

club that trains professional athletes by applying the 
equity model, 

 To make children love sports, to contribute to their 
being sportsmen and to prepare the naturally talented 
ones among them for professionalism, 

 To give social responsibility messages to the society 
with the discourse of good individuals, good citizens 
and good athletes, 

 To implement a real professional athlete training 
program based on measurement and evaluation, 

 Emphasizing that the main purpose of the club is to 
raise Professional athletes. 

The following conclusions have been reached for the 
Corporate Principles: 

 Giving importance to institutionalization, 
 To use the process approach within the system 

approach in management and to attach importance to 
continuous improvement, 

 Giving importance to gender equality, 
 Contributing to women's taking more roles as athletes 

and fans in sports, 
 To use a fact-based scientific approach in decision 

making, 
 Considering the needs and expectations of the fans, 

who are the most important stakeholders, 
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 Developing good relations with the sports press, 
 To achieve sustainable sportive success with 

controlled growth, 
The following subjects have been determined as 
institutional competency criteria: 

 To have up-to-date information, 
 Activating values, 
 Ability to use technology, 
 Acting according to Personality Traits, Values and 

Attitudes, 
 Being in Observable Behaviors, 
 Reaching Superior Performance, 
The following topics have been identified for Distinctive 
Competition: 

In technical skill proficiency, running and playing at high 
tempo in every match: 
 Developed self-discipline, 
 Belief in Success - High Mental Stamina, 
 Honest, Determined, Brave, Altruistic, Self-confident, 
 Warrior Spirit, Fighting strength and stubbornness 

ability, 
 Having high standard athletes, 
The following topics have been determined as 
Understanding and Rules : 
 To work for the development and updating of Human 

Resources in order to realize the goals and strategies 
in all units, depending on the objectives of the 
organization and common values, 

 To prepare the administrative and technical staff with 
potential for the future, 

 To pre-determine, monitor, support with necessary 
training and development programs, 

 To strive for the provision and development of human 
resources potential from internal resources, 

 Determining position competencies and ensuring that 
employees reach these competencies with their 
development plans, 

 Determining the levels of the positions and 
determining the wage policies to be applied 
accordingly, 

 To measure performance by creating objective and 
understandable evaluation systems, 

 To implement the methods of material and moral 
appreciation and recognition for motivation, 

 To make the stadium, halls and facilities more family 
friendly, 

 Focusing on people and giving importance to their 
participation in all kinds of decisions, 

 Defining the story of the brand, 
 To act with team spirit in each unit, 
 To ensure that the corporate culture is consistent, 
Theme -2 : When the features that will contribute to the 

harmony of common working conditions and internal peace 
are analyzed ; 
The following topics related to Core Values have been 
identified: 
 Quality 
 Relevance 
 Reliability 
 Professional expertise 
 Impartiality 
 Transparency, Transparency 

 Confidentiality in personal data 
 Participation 
 Accountability 
 Accessibility 
The following topics have been determined for the values 

specific to the institution: 

 To create a management approach based on respect 
for people, 

 To create a contemporary working environment that 
respects differences, considers equal opportunities, 
uses club resources efficiently, and values 
communication, 

 Not to engage in a discourse, attitude or action 
contrary to gender inequality, 

 To behave in a gentlemanly manner, 
 Having a sense of teamwork, 
 Giving importance to unifying elements, 
 Believing in a fair competition environment, 
 To be managed professionally, 
 Foresight, determination and risk taking, 
 Having the passion to achieve the most difficult, 
 Working with trust, humility and honesty, 
 Giving importance to learning, sharing and teaching, 
The following topics have been identified for Shared 
Values: 

 Sharing up-to-date information and applying it to 
business processes, which will facilitate the 
development towards a learning organization, 

 Based on ethical values, quality service, trust and 
honesty in teamwork, 

 To use continuous learning-development (TQM), 
process renewal, benchmarking and innovation 
management, 

Theme -3: When the unique behavioral patterns that make 

the institution different, their lifestyles, the use of historical 
codes to strengthen the sense of identity and belonging of 
the employees to the institution are analyzed; 
The following topics have been identified regarding beliefs: 

 we work together and develop together, 
  we compete together, we will succeed together, we 

will reach the top together. 
The following topics have been identified in terms of 
behavior: 

 Staying away from grudge, hatred, violence and 
discriminating attitude, 

 Those who want to live in a profanity-free status 
environment, 

 Zero tolerance for all kinds of discrimination against 
women and girls, 

 Contributing to increasing the presence of women and 
girls as role models and spokespersons, 

 Expanding the slogan of no to gender-based chants, 
 Developed self-discipline, 
 Belief in success and high mental endurance, 
 Honest, determined, brave, self-sacrificing, self-

confident, 
 Warrior spirit-with the ability to fight and 

stubbornness, 
The following topics have been identified as symbols: 

  X  Sports Club was founded on 26 December 1923 in 
İzmir. 
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 Red color; From the blood of our martyrs and 
veterans, the unnamed heroes of the War of 
Independence, 

 The dark blue color, on the other hand, is made of 
steel to represent durability and strength. 

The following topics have been determined in terms of 
perspective on business life: 

 Demonstrating participatory leadership in determining 
strategic direction, 

 Taking calculated risks with steps and actions that will 
make a difference, 

 Being assertive in the competition and achieving 
sporting success with a work effort that will end with a 
trophy, 

 Enabling employees to participate in decision 
processes, 

 Focusing on innovation and change rather than 
traditional values, 

 Giving importance to institutional memory and 
stability, (Does what he writes, writes what he does) 

 Having determined the working system, having 
people and arrangements that can measure and 
evaluate for objective evaluation, 

 Based on strategic management, 
 Trying to have an understanding that continues its 

work without compromising, regardless of the result, 
within the values  of the club :  

 

DİSCUSSION AND CONCLUSION 
Topics showing the themes and codes of the research are 
in  Table-1. 
 

 

Table -1: Themes  and Codes  
Question Themes Codes Participants  

 
Can you give examples of 
what are the issues that affect 
the development of your 
corporate culture and to 
describe them? 
 
Sub-question: What are your 
subjects that make you 
different? 
 

 
1.Determining the Institutional 
goals and principles in order to 
achieve the Vision and Mission of 
the Institution, and Employee 
participation in business 
processes 

 
-Corporate Purposes 
- Principles 
-Institutional Competence 
- Norms 
-Understanding and Rules 
- Communication 

 
 
1,2,3,4,5 

 
2.Features that will contribute to 
compliance with common 
working conditions and internal 
peace 

 
Core Values and Shared Values 
Unique to the Organization 
 

 
 
1,4,5 

3. Benefiting from 
established,and historical codes 
to strengthen the unique behavior 
patterns, lifestyles, employees' 
belonging to the institution and 
their sense of identity that make 
the institution different. 

 
 
 
Beliefs, Behaviors, and Symbols 

 
 
1,2,3,5 

 
Theme -1: When the issues related to the determination of 

the objectives and principles to achieve the Vision and 
Mission of the institution and the participation of the 
employees in the business processes are examined: 
 For Institutional Purposes, the following findings 
emerged: 
 Participants (1,3) : They stated that a vision and 
mission are needed to achieve corporate goals and that it 
is the best way to describe the situation that a business 
intends to achieve in the future. 
 Participants (2,5): They explained that the Vision is 
necessary for corporate purposes and the definition of 
vision is an expression of the situation that institutions want 
to be in the future. 
 (Eren, 2003) claims that corporate goals are the basis 
for the organization of business resources to realize the 
situation achieved in the future, that is, the formation of 
strategy. Strategy and mission, on the other hand, express 
that they are in the position of a tool in the realization of 
their goals. 
 Participants (1,5) : They explained that a company 
with a specific vision can achieve its goals more easily, and 
its missions are the values that guide the business, 
determine its long-term goals and distinguish the 
businesses from their competitors. 

 (Ülgen, 2007) claims that vision is a state of being or 
a state that is desired to be achieved or desired in the 
future. What makes the business special is the Mission. 
 Ülgen and Mirze (2007) argue that the mission is 
related to the existence and spirit of the business rather 
than the products the business produces, the customers it 
serves, or the pressure groups it is responsible for. 
 Ülgen and Mirze (2007) claim that while Mission 
determines the reason for existence of a company, 
objectives are the basic steps that make up the vision. 
Their goals are more precise and measurable, and they are 
usually the quantitative form of the goals. 
 The statements of the participants and the claims of 
the authors and the determination of the institutional goals 
were evaluated as a variable and it was seen that the 
statements of the participants and the claims of the authors 
supported each other. 
The following findings were found for institutional principles : 
 Participants (2,5) stated that there is a need for some 
principles and rules to be written about the way the work in 
the Institution is carried out. Within the framework of these 
rules, it is ensured that corporate goals are achieved in the 
light of vision and mission. 
 Yazıcıoğlu and Koç (2009) claim that within the 
framework of the Constitution of the Organization, the 
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vision and mission of the organizations and the general and 
specific objectives of the organizations should be 
determined, and all principles and rules regarding work and 
operation should be put forward in writing. 
 Participants (1,3,5) state that an institutional 
perspective is an important issue for sustainability today. 
Being able to take responsibility and accountability is a 
critical management practice. In the works performed, 
rights and benefits should be distributed by considering all 
stakeholders and there should be no doubt about the 
accuracy of any information coming out of the institution. 
 (Corporate Governance Association of Turkey) claims 
that corporate governance focuses on four basic principles 
such as Fairness, Transparency, Accountability and 
Responsibility. 
 The principle of fairness, the equal treatment of all 
rights holders by the company management, 
 The principle of transparency is the company's 
sharing of accurate, open and comparable information with 
the public, 
 The principle of accountability is to ensure the 
accountability of top managers to shareholders and 
 The principle of responsibility is that the institution 
operates in accordance with laws and regulations that 
reflect social values. 
 It has been seen that the statements of the 
participants and the claims of the corporate governance 
association support each other and it has been understood 
that the corporate principles will be considered as a 
different variable. 
The following findings were found for institutional 
understanding and rules: 
 Participants (3,4) stated that each institution has its 
own unique behaviors, shared value judgments, belief 
systems and communication styles, and an order of 
relations within the institution. There are some behavioral 
patterns that regulate behavior within the organization, they 
become organization specific. 
 (https://sociological.wordpress.com) claims that the 
institutional behavior plane is found. This plane defines 
behaviors that are in line with institutional behavior 
standards, formed according to institutional role and status, 
accepted by the institutional will, and appropriate to the 
field of institutional tolerance. 
 Participants (3,5) stated that there are some norms 
developed by the organization in accordance with the 
cultural values of the organization. Norms, defined as 
codes of conduct, are rules and criteria of behavior adopted 
by the majority of employees. A norm is not valid unless it 
is based on cultural values. 
 Vulture (2002) claims that norms are defined as the 
way members respond to critical events. 
 Başaran (1982)claims that norms show how 
employees will behave in the organization, how they will 
relate and how they will communicate with others. 
 Martins and Terblanche (2003) Both cultural values, 
norms and beliefs support or hinder creativity and 
innovation, depending on the level of influence of 
individuals and groups. 
The following results were obtained regarding the 
Communication Network : 

 Participants stated that, like other organizations, 
sports organizations also have a communication system to 
share information. Managers need to know and use the 
communication tools necessary to disseminate information 
quickly within business processes. 
 Yazıcıoğlu and Koç (2009) claim that the effective 
establishment of the communication system facilitates the 
interaction of both managers and professional employees 
with each other in line with the determined targets. 
Theme -2: When the features that will contribute to the 

harmony of common working conditions and internal peace 
are analyzed; 
 The following issues were encountered regarding 
core values and Shared Values: 
 Participants (4,5) state that Values are phenomena 
that are accepted as they are without discussing their 
accuracy. It is a phenomenon accepted by everyone that 
directly affects the way of doing business and defines a 
general belief. 
 Çelik (2000) & İpek (1999) claim that employees have 
strong value judgments about people, objects and events. 
For example, business should be based on profit, school 
should educate, etc. 
 Participants (1,5) state that values are a measure that 
directly affects the behavior of employees. Values 
represent ideal goals that are desired, not more. 
 Çelik (2000) claims that the values that form the core 
of organizational culture are the source of criteria for 
characterizing, evaluating and judging the behavior of 
employees. 
 Sabuncuoğlu and Tuz (2001) claim that values define 
goals to define ideal conditions and are generally 
considered as abstract behavior patterns that are desired 
to be acquired such as honesty, dignity and success. 
 Participants (2,4) state that shared values highlight 
beliefs that define basic behavioral patterns and develop 
functional systems within the source of cultural values. We 
can cite openness, trust, cooperation and close friendship 
as examples of values. 
 Çelik (2000) & Başaran (1982) claim that the 
organization appropriates these values, which it brings from 
the culture of the society through its employees, by 
processing, assimilating and developing within itself. 
 Participants (1,5) state that the concept of value is 
considered as a permanent belief within a certain behavior 
and purpose of existence. Shared Values need to be open 
to everyone in the organization and have their traces in 
every activity of the organization. 
 Erengül (2007) claims that Values are usually not 
written. Values are the answer to the "how" question in the 
corporate idea spectrum. Values such as "integrity of 
principles","honesty","openness","equal 
opportunity","progress" serve as a compass that the 
institution uses not to lose its way while continuing its 
activities. 
 According to Hofstede, the lowest layer and essence 
of culture are values. The core ethos is often made up of 
the founder's beliefs, reinforced by experience, and 
nurtured by key groups in the organization. These values 
need to be embedded in order to help achieve 
organizational goals. 
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 The idea that there are basic values and shared 
values in the culture variable of the organization is 
confirmed by the similarity between the statements of the 
participants and the claims of the authors. 
Theme-3: When the unique behavior patterns that make 

the institution different, the lifestyles and the use of 
historical codes to strengthen the sense of identity and 
belonging of the employees to the institution are analyzed; 
 The following conclusions have been reached 
regarding beliefs , behaviors and symbols : 
 Participants (1,3) state that beliefs are perceptions 
that individuals accept without hesitation in their own world. 
They act as guides in guiding one's behavior. There is a 
parallelism between a person's beliefs and ideas. Strong 
assumptions about the material and spiritual world are 
involved in shaping beliefs. 
 Eren (1984) claims that beliefs are not interpreted as 
positive or negative in individual behavior. 
 Bulbul (1993) claims that beliefs are neutral, but a 
consistent unity of beliefs and ideas is required. The 
meaning of this unity is not that each individual necessarily 
shares the same opinion or that those who differ in opinion 
are put under pressure, but that different opinions can be 
discussed in a comfortable and peaceful environment, and 
that they can be brought to a conclusion smoothly. 
 Edward Sapir defined culture as the unity of practices 
and beliefs, material and spiritual elements that we learn 
through a social process that determines the structure 
(relationships) of our existence. 
 Participants (2-5) stated that symbols are used by 
organizations to convey organizational culture. Symbols 
and slogans are used for both obvious and observable and 
unobservable aspects of organizational culture. While 
cultural symbols undertake the task of integrating within the 
institution, they also provide differentiation towards the 
environment. 
 Leslie White thought of culture as a set of symbols 
and defined culture as "an organization of material items, 
behaviors, thoughts and feelings, based on symbols 
(symbols)". 
 Belkıs Temren symbolizes the concept of "Concrete 
things or signs that make things that cannot be perceived 
with senses perceptible, are called symbols." defined as. 
 As a result of the closeness of the ideas of the 
participants and the claims and views of the authors, it has 
been seen that beliefs, behaviors and symbols are among 
the important variables in the corporate culture. 
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