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ABSTRACT

The change and development that has been observed everywhere, it is the result of the
knowledge accumulated along the human history. The knowledge was increasing since
the primitive era and is now becoming the unique factor of production fast sidelining
both capital and power. As a result of this situation, it is treated of the knowledge
society. In the knowledge society, it necessitates the learning organisations, which know
to profit by knowledge as a basic power.

In our time, the organization should adopt the education as a life style and transform
them to learning organisation. This situation is current for educational organisations. The
societies of today need the individuals who know how to reach knowledge, how to
convert the gained knowledge to the behaviours, how to produce new knowledge using
them. For growing up the individuals who have these characteristics, educational
organisations have to transform to learning organisations. In this process, the teachers
also have important role. For this reason, it was realised a descriptive study, which aimed
to determine whether the schools of education have the learning organisation features.
The sample group of study is the academic staff of the school of education at Anadolu
University. The data was gathered with the questionnaire of learning organisation
features. At the end of study, it was found that the academic staff believed the faculty
had many features of learning organization, but some deficiencies about strategies.

Keywords: Knowledge society, learning organization, school of education, academic
staff.

INTRODUCTION AND CONCEPTUAL FRAMEWORK

The rapidly changes and developments observed at almost every field today are the fruit
of knowledge that reached us through the history of humanity. Knowledge, which
aggregated first slowly and then rapidly under the influence of increasing knowledge
since primitive civilizations led to the transformation of societies into knowledge
societies. The notion knowl/edge society is used to define societies in which knowledge,
as the fundamental power and capital, is considered an objective, not a means and is
regarded as the primary power enlightening and guiding all stages of social life (Drucker,
1994). Rapid developments are observed in the field of technology, particularly in
information technologies. Thus, the organization, implementation and management of
knowledge has become easier; knowledge is conceived as the most crucial competition
power of organizations; knowledge management systems are established in
organizations in order to manage knowledge.

O’Dell and Grayson (1998), mentioning that change should not be a matter of chance,
emphasized that organizations had to find knowledge substrata for the management of
knowledge whose importance as a competition factor had been increasing. The
increasingly important role of information technologies in the creation of innovative
knowledge societies is acknowledged (Mansel and When, 1998). However, new
technologies providing crucial advantages for the organization, implementation and
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management of knowledge in the organizations require new skills, new thinking systems
and new cultural norms (Severino, 2000).

Following the studies of Machlup (1962), who mentioned the contribution of knowledge
to economics, Drucker (1969) emphasized the significance of knowledge and information
technologies. And Bell (1971, 1973) who conceived knowledge as a strategic
development resource, a transformation from an Industrial Society into a Knowledge
Society is discussed especially after the Second World War. Inceler (1998) argues that a
social and economic system, which is not based on knowledge, is out of the question.
Furthermore, it is highlighted that the capacity of a society to produce, select, adapt, use
knowledge and to transform it into commercial means plays an important role in
achieving economic growth and improving life standards (The World Bank, 2002). Not
only technologies but also management mentality has changed rapidly following the
transformation from industrial society to knowledge society (Malone, 2002). For, the
increasing need for information and knowledge to achieve efficient management
requires management mechanisms that have the capacity to make use of knowledge
efficiently, and thus, management mentality has been changing (Hillmer and Karney,
2001).

While the contribution of such traditional power resources as labor, land and money to
organization decreases in knowledge societies, knowledge gains importance as a power
resource providing superiority in competition (Schwartz, 1993). This situation leads to a
change in organizational characteristics of knowledge societies (Inceler, 1998), for,
under the influence of globalization, a transition from data to meaningful knowledge,
bureaucracy to networks, teaching to learning, nationality to internationality and
competitive strategies to cooperative strategies is observed in today’s societies (Rogers,
1996).

In the knowledge societies, described by Drucker (1996) as dynamic and competitive
societies, the organizations are required to make use of knowledge efficiently; in other
words, they are required to learn in order to achieve permanent progress (Celik, 2000a).
Among the distinguishable characteristics of well-managed organizations lies the
mentality that they adopt education as a life style and the fact that they transform into
learning organizations since all their staff endeavors to learn continuously (Hillmer and
Karney, 2001). It is argued that the success of an organization depends on the capacity
of its staff to learn continuously and to share what they learn (Bryans, 2001), and it is
observed that the importance of specialized knowledge in an organization has been
increasing permanently (Argote and Ingram, 2000). Thus, many researches has been
conducted concerning knowledge formation or knowledge transfer at group and/or
organization level (Gruenfeld, Martorana and Fan, 2000; Levine, Higgins and Choi, 2000;
Paulus and Yang, 2000; Rulke, Zaheer and Anderson, 2000).

The studies initiated by Argyris in 1960s and the book Argyris and Schon (1978)
published based on these studies emphasized the importance of learning organization
and the research on this subject accelerated after the publication of Senge’s book “Fifth
Discipline” (Inceler, 1998). Senge (1990) states that conducting studies on this subject
is very difficult until knowledge fields and development ways of learning organizations
are discovered. The notion learning organization, which accelerated and gained
importance following the studies of Senge is defined in many similar ways. Noe (1999)
defines learning organization as an organization, which has enhanced its capacity to
learn, conform and change. Dogan (2002) defines it as “an organization which creates,
acquires and transfers knowledge, reflects concepts and has the capacity to change
behaviors”. Gold and Watson (2001), arguing that organizations develop learning
organization projects in order to facilitate changing the ability to plan their future, state
that learning organization is a key element for the capacity of organizations to survive,
conform and respond to uncertainty. Leithwood and Aitken (1995) define it as “an
organization composed of people who reach an agreement to assess regularly not only
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their personal but also common objectives, make changes in these objectives and strive
to develop efficient ways to achieve the objectives”.

Given mentioned definitions, learning organization can be defined as follows; “An
organization, which supports knowledge transfer encouraging learning, makes use of
knowledge, provides support for its staff and creates an environment suitable for
permanent development, encourages the staff who has personal development
responsibility to unite their potential powers and to use this power for the permanent
development of the organization.” (Agaoglu and Oktaylar, 2003). The research conducted
on this subject reveal that all organizations should transform into learning organizations
in order to survive and cope with the great changes encountered in almost all fields in
the 21 century (Deming, 1996; Perkins, 1992; Schwartz, 1993). Toremen (2001) lists
the factors that oblige organizations to transform into learning organizations as follows:

The aim to reach the best performance and gain superiority in competition
The effort to intensify client relationships

The effort to improve quality in order to prevent regression

The concern for understanding risks and differences

The aim of innovation

The desire to improve the quality of the staff

The tendency to settle the disputes

The effort to increase the role of cooperation

The aim to be independent and free

The aim to realize the importance of solidarity

VVVVVVVVYYVYY

Garrett (2000) states that the following prerequisites should be fulfilled for establishing
a learning organization:

> Acknowledging organizations as complex human systems

» Comprehending that organizations are process-oriented rather than structure-
oriented

> Comprehending the importance of feedback for both high and low rank
positions

> Realizing the requirement for the unification of strategic organizational
accession and active and political learning

> Acknowledging unexpected incidents as new opportunities and taking
advantage of them

> Acknowledging that management should be a profession

At the stage of knowledge acquirement, not only intra-organizational elements but also
extra information resources, such as the clients of the organization, other related
organizations, its participators, universities and research centers are conceived as
knowledge resources (Malone, 2002). The following are the fundamental characteristics
of learning organizations in which learning based on a system is preferred to individual
learning (Noe, 1999):

> Continuous Learning: The staff should share knowledge and regard the
organization as a means for acquiring knowledge and creating new
knowledge.

> Sharing Knowledge: The establishment of new systems and strategies for
sharing knowledge

> Critical Thinking: The staff should strive to develop new production methods
and be encouraged to test the assumptions, and evaluate the feedback.

> Flexibility and Encouragement of Experiences: The staff should be free to take
risks, develop and initiate innovations.

> Assisting the staff: The staff should be provided with an environment suitable
for their work and self-development.
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Kofman (1994) emphasizes that learning organizations should have the following three
characteristics in order to be more creative and coherent than traditional organizations:

> An organizational culture, which is based on such humane values as love,
humanity, curiosity, help, etc.

> Dialogue and cooperative work practices

> Regarding the life as a system

Besides these characteristics, the conditions of the organizations hold great importance
because organizational learning can be facilitated or hindered due to the conditions and
the organization of these conditions. James (2003), who says that learning organization
should be transformational, emphasizes that this characteristics of the learning
organization has such components as leadership, culture, strategies, systems, structure
and experts, and that technologically supported interaction is crucial for the integration
of these components. Braham (1998), describing learning both as a process and as a
value, states that due to the development of the organization and individuals, the staff
will work more desirously, the clients will be offered better service and thus, the
organization will create a better future. Learning has a vital function not only for people
but also for organizations (Baloglu, 2001). However, there may be some factors
hindering the achievement of learning in certain organizations. These factors hindering
or delaying the transformation of the organization into a learning organization may be
listed as follows: The learning incapacity of the staff, not realizing the problems
hindering the development of the organization and/or hindering the participation of the
staff to research solution to these problems, weak organizational culture, insufficiency of
encouragement to learning, and isolation of the organization from learning environment,
etc (Celik, 2000b). Among the factors facilitating organizational learning lie as follows:
The clarity, acceptability and accessibility of the vision and mission of the organization,
the existence of an organizational culture based on cooperative professional
relationships and the establishment of a working environment and opportunities, which
favor learning and in which the staff participates in decision-making processes
(Leithwood and Louis, 2000).

Garvin (2000), stating that an organization cannot transform into a learning organization
in one night, defines learning organization as “an organization which has the capacity to
form, obtain, interpret, transfer and remember knowledge and which is able to change
its behaviors benefiting from this new information”. Thus, organizations should have the
above-mentioned characteristics and their human resources should conceive education
as a life style. Current and future societies and organizations are in need of individuals
who know how to learn, acquire new knowledge, transform the acquired knowledge into
behaviors, produce new knowledge using this knowledge and are able to solve problems
(Basar, 2003). Teachers assume great responsibilities for training people to have such
qualities and, moreover, educational institutions should transform into learning
organizations (Ensari, 1998). The lifelong learning concept, which has gained importance
after the establishment of knowledge society, influences not only educational
organizations, but also other organizations via students (Celik, 2000b). This concept
requires that educational organizations should adopt the concept “learning organization”
rather than “teaching organization” in order to keep up with the developments
(Toremen, 2001). The teachers and principals are expected to play an efficient role for
the transformation of educational institutions, acknowledged as a means of social
development and progress into learning organizations (Erdogan, 2000).

However, in order for teachers to achieve this role, the institutions where they are
working should provide the required conditions and offer them self-development
opportunities. Moreover, teachers should be told the importance of lifelong learning
during both pre-service training process and in-service training activities. The change in
required individual types following the establishment of information societies have led to
a need for change in institutional organizations. Teachers and teacher training are given
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priority during the reform practices concerning educational institutions (Wenglinsky,
2000). People are influenced by the environment, in which they live and are particularly
influenced by the educational institution where they are trained. Thus, it is claimed that
the transformation of teacher training institutions into learning organizations may
facilitate and accelerate the transformation of other schools within the educational
system into learning organizations. Therefore, a research is planned in order to
determine to what extent faculties of education, founded to train teachers, have the
characteristics of learning organizations. The basic objective of the research is to
determine the viewpoints of the instructors on to what extent schools of education have
the characteristics of learning organizations. The responds to the following question will
be searched with a view to reaching this objective:

> What are the viewpoints of the instructors on the learning organization
characteristics of the School?

> What are the viewpoints of the instructors on the following elements of
learning organizations?

Vision and mission of the school
School culture

Organizational structure
Strategies

Policy and resources

VVVVYY

METHOD

This research aiming to determine whether faculties of education have the
characteristics of learning organizations based on the viewpoints of instructors is
planned according to the descriptive survey model. Survey models are the research
approaches aiming to describe a past or current situation. The event, individual or object
involved in the research is described in its own circumstances and as it is. The research
does not try to change or influence these elements. Observing and determining the
research subject is of great importance (Karasar, 1998).

The researches conducted according to this model endeavor to reply the following
questions: What is the current situation? Where are we? What do we want to do? Where
do we have to go? How can we go there? (Howell, 1995).

The Population of the Study

There are 65 Faculties of Education — 60 faculties at state universities and 5 at private
universities — and 1 Faculty of Educational Sciences in Turkey in academic year 2003-
2004 when the research is conducted. Similar programs are implemented at these
faculties in accordance with the accreditation attempts carried out by the Turkish Council
of Higher Education (YOK) since 1997. Supposing that the instructors working at these
universities display similar distribution, Anadolu University, Faculty of Education is
selected as the research environment.

Anadolu University, one of the ten mega universities of the world (Daniel, 1998), hosts
700,000 students studying at organized and distance-learning education programs and
more than 1,500 instructors (Agaoglu et al., 2002).

Faculty of Education is the first faculty in terms of the number of instructors and the
second faculty in terms of the number of students among the faculties offering organized
education. This Faculty, founded 20 years ago, has 173 instructors and 2,920 students.
New teachers are trained for the required fields in Turkey in 5 departments and 11
programs of the Faculty (http://www.anadolu.edu.tr).
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Table: 1
Data about the Instructors

Characteristics F %
Gender
Male 46 43.81
Female 59 56.19
Title
Research Assistant 20 19.05
Lecturer 43 40.95
Specialist 4 3.81
Assist. Prof. Dr. 25 23.81
Assoc. Prof. Dr. 6 5.71
Prof. Dr. 7 6.67
Seniority
1 to 5 years 47 44.76
6 to 10 years 27 25.71
11 to 15 years 12 1143
Over 16 years 19 18.10

173 instructors working at the Faculty in academic year 2003-2004 were given the
questionnaires. 110 instructors replied the questionnaires; however, 105 questionnaires
were evaluated in the research since 5 of them were incomplete.

Thus, the sample group of the research consists of 105 instructors working at the
Faculty. Table 1 illustrates the data concerning the sex, academic title and duration of
work of the instructors involved in the sample group.

Collection and Analysis of the Data

In this research, it is aimed to determine whether faculties of education have the
characteristics of learning organizations, based on the viewpoints of instructors, using a
data collection instrument developed by the researcher. While developing the data
collection material, the literature concerning learning organizations and learning
organizations in educational institutions was examined. A likert scale questionnaire
consisting of the following 5 dimensions and 46 items was developed based on the
classification of Leithwood et al (2000): school vision and mission (10 items), school
culture (10 items), school structure (9 items), school strategies (8 items) and policy and
resources (9 items). The data collection procedure was completed in May, 2004, and the
data were transferred to computer and analyzed taking the questions into account. The
percentage and frequencies were calculated for the sub-problems of the research.

ANALYSIS AND INTERPRETATION

This part includes the findings obtained by the analysis of the data collected via
questionnaire. While presenting the findings, the items in the questionnaire are handled
in their original order.

The Viewpoints of Instructors

In this study, it want to determine whether the Scoohl of Education have the
characteristics of learning organizations according to viewpoints of instractors. Table: 2
illustrates the viewpoints of instractors. When the findings illustrated in Table: 2 are
examined, it is observed that the instructors chose the option “I agree” (1854) for most
of the items concerning the learning organization characteristics of the School. This
option is followed by "I feel neutral” chosen 1431 times, "I strongly agree” chosen 713
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times and "I disagree” chosen 647 times. The option "I strongly disagree” was the least
chosen option by the instructors.

Should we make a general evaluation about the statements involved in the
questionnaire, it is found that: The average percentage of the responds “I strongly
agree” and "I agree”, which reveal that the School has the characteristics of learning
organizations, is 53.14%; and the average percentage of the responds "I disagree” and
“I strongly disagree”, which reveal that the School does not have these characteristics, is
17.25%. The total percentage of the instructors who cannot decide whether the School
has the mentioned characteristics is 29.3%. Evaluating these findings, it is possible to
say that most of the instructors agree on the statements in the questionnaire about the
characteristics of learning organizations. Thus, it is also possible to say that the
instructors believe the School displays the characteristics of learning organizations in
many aspects. That none of the instructors mentioned any negative viewpoint on certain
items may prove that the instructors agree the School has the given characteristic.

However, that certain instructors did not agree with it (17.45 %) may demonstrate the
incapacity of the institution in equaling the distribution of the conditions and
opportunities required for the transformation into a learning organization among the
instructors. The uncertainty of 29.63 % of the instructors supports this assumption. The
statements “Students are precious to us” and “"We assist our students”, which are
mentioned in the 19'" and 20" items of the questionnaire are strongly agreed by most of
the instructors (61 and 60 instructors respectively).

The number of instructors who did not agree with these statements is respectively 34
and 36. The students form the most important client group of an educational institution
(DETYA, 1998; Natrass, 1999). Thus, it is a constructive approach that the instructors
find their primary clients precious and assist them for, it is possible to view this finding
as an indicator of the instructors’ attempts.

Table: 2
Viewpoints of Instructors

I strongly I agree Undecided I disagree I
Items agree N N N disagree
N % % % N
% %
1 21 44 24 11 5
20.0 41.90 22.86 10.48 4.76
2 24 51 17 9 4
22.86 48.57 16.19 8.57 3.81
3 6 39 43 9 7
5.71 37.14 40.95 8.57 6.66
4 9 47 35 9 5
8.57 44.76 33.33 8.57 4.76
5 18 44 29 10 4
17.14 41.90 27.62 9.52 3.81
6 14 45 28 14 4
13.33 42.86 26.66 13.33 3.81
7 12 42 36 11 4
11.43 40.0 34.28 10.48 3.81
8 14 45 32 11 3
13.33 42.86 30.48 10.48 2.86
9 11 40 36 15 3
10.48 38.09 34.28 14.28 2.86
10 9 49 37 7 3
8.57 46.66 35.24 6.66 2.86
11 15 44 27 12 7
14.28 41.90 25.71 11.43 6.66
12 11 54 21 16 3
10.48 51.43 20.0 15.24 2.86
13 14 47 27 15 2
13.33 44.76 25.71 14.28 1.90
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14 12 48 32 10 3
11.43 45.71 30.48 9.52 2.86
15 7 40 40 13 5
6.66 38.09 38.09 12.38 4.76
16 50 44 7 3 1
47.62 41.90 6.66 2.86 0.95
17 5 41 35 15 9
4.76 39.05 33.33 14.28 8.57
18 14 44 27 15 5
13.33 41.90 25.71 14.28 4.76
19 61 34 9 --- 1
58.10 32.38 8.57 --- 0.95
20 60 36 9 --- ---
57.14 34.28 8.57 - ---
21 37 47 17 4 ---
35.24 44.76 16.19 3.81 ---
22 25 44 31 3 2
23.81 41.90 29.52 2.86 1.90
23 21 41 24 16 3
20.0 39.05 22.86 15.24 2.86
24 14 45 30 15 1
13.33 42.86 28.57 14.28 0.95
25 13 50 25 16 1
12.38 47.62 23.81 15.24 0.95
26 13 47 29 15 1
12.38 44.76 27.62 14.28 0.95
27 42 44 13 5 1
40.0 41.90 12.38 4.76 0.95
28 18 37 36 13 1
17.14 35.24 34.28 12.28 0.95
29 8 38 34 20 5
7.62 36.19 32.38 19.05 4.76
30 2 22 51 23 7
1.90 20.95 48.57 21.90 6.65
31 6 31 49 16 3
5.71 29.52 46.66 15.24 2.86
32 4 23 54 21 3
3.81 21.90 51.43 20.0 2.86
33 5 26 53 19 2
4.76 24.76 50.48 18.10 1.90
34 5 29 47 20 4
4.76 27.62 44.76 19.05 3.81
35 6 12 39 36 12
5.71 11.43 37.14 34.28 11.43
36 8 42 25 24 6
7.62 40.0 23.86 22.86 5.71
37 8 28 29 31 9
7.62 26.66 27.62 29.52 8.57
38 9 40 33 18 5
8.57 38.09 31.43 17.14 4.76
39 11 45 32 14 3
10.48 42.86 30.48 13.33 2.86
40 11 49 31 13 1
10.48 46.66 29.52 12.38 0.95
41 18 47 13 16 11
17.14 44.76 12.38 15.24 10.48
42 9 44 38 13 1
8.57 41.90 36.19 12.38 0.95
43 10 42 36 15 2
9.52 40.0 34.28 14.28 1.90
44 7 32 41 21 4
6.66 30.48 39.05 20.0 3.81
45 8 33 36 22 6
7.62 31.43 34.28 22.95 5.71
46 8 38 34 13 12
7.62 36.19 32.38 12.38 11.43
TOTAL 713 1854 1431 647 184
679 1765.63 1362.84 616.04 175.18
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The 16™ item of the questionnaire consists of the statement “The feedback of my
colleagues is precious to me”. 50 instructors mentioned they strongly agreed on this item
and 44 instructors mentioned they agreed on it. In an organization it is essential that the
staff provide mutual feedback about the practices conducted and find the feedback
precious (Balci, 2000). Moreover, based on this result, it is possible to infer that the
instructors provide each other feedback about their organizational endeavors. Similarly,
40 instructors chose the option "I strongly agree” and 44 instructors chose the option "I
agree” (a total of 84 instructors) for the statement “The instructors are free to
implement new instruction strategies in their courses”. It is clear that the responds to
these two interrelated statements support each other, and it may be deduced that the
instructors provide each other feedback and that they are free to apply new strategies to
improve instructional activities in the School. Besides all these favorable responds, 36
instructors mentioned they “disagreed” and 12 of them mentioned they “strongly
disagreed” on the item “The instructors are encouraged to participate in the courses of
each other”. That almost half of the instructors (45.71%) are against this statement is
remarkable. Similarly, almost one third of the instructors “disagreed” (24 instructors)
and “strongly disagreed” (6 instructors) on the statement “"Meetings are held to develop
instructional practices”.

Although the instructors give importance to their feedback, they are not keen on
following each other’s courses. This fact may impose a serious obstacle for the
transformation of the School into a learning organization. In order to eliminate this
obstacle, required arrangements should be initiated, and the instructors should provide
constructive feedback.

The Viewpoints of the Instructors On Sub-Themes of Learning Organizations

The research secondly aims to deal with the viewpoints of instructors on the vision and
mission of the School, its culture, its organizational structure, its strategies, and its
policy and resources in order to find out the problems encountered in the School and
determine the measures to be taken. The analyses of these are explained under the
following subtitles.

Table: 3
The viewpoints of the instructors on the vision and mission of the School
I strongly I disagree I strongly
Item agree I agree Undecided N disagree
No N N N % % N
% % %

1 21 44 24 11 5
20.0 41.90 22.86 10.48 4.76

2 24 51 17 9 4
22.86 48.57 16.19 8.57 3.81

3 6 39 43 9 7
5.71 37.14 40.95 8.57 6.66

4 9 47 35 9 5
8.57 44.76 33.33 8.57 4.76

5 18 44 29 10 4
17.14 41.90 27.62 9.52 3.81

6 14 45 28 14 4
13.33 42.86 26.66 13.33 3.81

7 12 42 36 11 4
11.43 40.0 34.28 10.48 3.81

8 14 45 32 11 3
13.33 42.86 30.48 10.48 2.86

9 11 40 36 15 3
10.48 38.09 34.28 14.28 2.86

10 9 49 37 7 3
8.57 46.66 35.24 6.66 2.86

TOTAL 138 446 317 106 42
131.42 424.74 301.89 100.94 40.0
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The Viewpoints of the Instructors on the Vision And Mission of The School

The vision and mission are of great importance for an institution to transform into a
learning organization (Leithwood et al 2000; Celik 2000a). Thus, 10 items about the
vision and mission of the School was included in the questionnaire. The viewpoints of the
instructors about this subtitle are illustrated in Table: 3. Table: 3 displays that the
instructors chose the option "I strongly agree” 138 times, “I agree” 446 times, "I feel
neutral” 317 times, “I disagree” 106 times and "I strongly disagree” 42 times for the 10
items about the vision and mission of the School. These findings may reveal that the
instructors believe their School has the characteristics of learning organizations as to the
vision and mission. The rate of the instructors who agree is considerably higher than that
of the instructors who disagree. This fact may prove that almost all instructors know that
the mission of the School is to train teachers. Besides, these results may be the fruit of
vision and mission determination attempts made since 1997 in accordance with the
accreditation strategies. Vision and mission, which are said to create enthusiasm and
fidelity among the staff and contribute to the design of future plans, should be
determined clearly in all organizations (Erdogan 2000).

Vision that encourages long-term thinking should be accessible and shared by all the
staff (Senge 1993). That most of the instructors of the School agree on the items about
vision and mission may be conceived as an advantage for transformation of the
institution into a learning organization. The findings of this research are parallel to the
findings of a study conducted by Leithwood et al. (2000).

Table: 4
The viewpoints of the instructors on the school culture
I strongly I agree Undecided I disagree I strongly
Item agree N N N disagree
No N % % % N
% %

1 15 44 27 12 7

14.28 41.90 25.71 11.43 6.66
2 11 54 21 16 3

10.48 51.43 20.0 15.24 2.86
3 14 47 27 15 2

13.33 44.76 25.71 14.28 1.90
4 12 48 32 10 3

11.43 45.71 30.48 9.52 2.86
5 7 40 40 13 5

6.66 38.09 38.09 12.38 4.76
6 50 44 7 3 1

47.62 41.90 6.66 2.86 0.95
7 5 41 35 15 9

4.76 39.05 33.33 14.28 8.57
8 14 44 27 15 5

13.33 41.90 25.71 14.28 4.76
9 61 34 9 -—- 1

58.10 32.38 8.57 - 0.95
10 60 36 9 --- ---

57.14 34.28 8.57 ~=- m—-
TOTAL 249 432 234 929 36

237.13 411.4 222.83 94.27 34.27

The Viewpoints of the Instructors on the School Culture

Every organization consists of a specific culture (Celik 2000a). Thus, it is emphasized that
every organization has to socialize its members in a common culture in order to reach an
organizational integrity (Sisman 2000). The educational organizations which create their
own cultures and transfer this culture have to welcome the changes to transform from
teaching organizations into learning organizations (Toremen 2001). The viewpoints of the
instructors on the organizational culture of the School, which is conceived as an important
factor that affects the transformation of the institution into a learning organization, are
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demonstrated in Table: 4. When the findings illustrated in Table 4 are examined, it is
observed that the instructors chose the option "I strongly agree” 149 times, “I agree” 432
times, "I feel neutral” 234 times, "I disagree” 99 times and "I strongly disagree” 36 times
for the items about this factor. Almost all of the instructors “strongly agree” or “agree” on
the items “Students are precious to us” and “We assist our students”. It is possible to
claim that the instructors believe the School has the appropriate organizational culture for
its transformation into a learning organization, considering that the approaches of the
instructors to this sub-problem is more positive than the others. Organizational culture is
acknowledged as one of the most important factors facilitating transformation into a
learning organization (Cheng 1996). That the instructors find the feedback of their
colleague precious may be regarded as an advantage for transformation into a learning
organization. Similarly, in the study conducted by Leithwood et al. (2000), teachers
mentioned that the feedback of their colleagues was the best way of learning. Thus, that
the instructors find the feedback of their colleague precious is acknowledged as a positive
indicator.

The Viewpoints of Tte Instructors on The Organizational Structure of Tte School
An organizational structure which is active and efficient is a factor that facilitates
transformation into a learning organization (Leithwood et al. 2000).

The viewpoints of the instructors on whether the organizational structure of the School is
favorable to learning organization are illustrated in Table: 5.

Table: 5
The viewpoints of the instructors on the organizational structure of the School
I strongly I agree Undecided I I strongly
Item agree disagree disagree
No N N N
N % % N %
% %
1 37 47 17 4 - -—-
35.24 44.76 16.19 3.81
2 25 44 31 3 2
23.81 41.90 29.52 2.86 1.90
3 21 41 24 16 3
20.0 39.05 22.86 15.24 2.86
4 14 45 30 15 1
13.33 42.86 28.57 14.28 0.95
5 13 50 25 16 1
12.38 47.62 23.81 15.24 0.95
6 13 47 29 15 1
12.38 44.76 27.62 14.28 0.95
7 42 44 13 5 1
40.0 41.90 12.38 4.76 0.95
8 18 37 36 13 1
17.14 35.24 34.28 12.28 0.95
9 8 38 34 20 5
7.62 36.19 32.38 19.05 4.76
TOTAL 191 393 239 107 15
181.90 374.28 227.61 101.80 14.27

As illustrated in Table 5, the instructors chose the option "I strongly agree” 191 times, "I
agree” 393 times, "I feel neutral” 107 times, "I disagree” 107 times and “I strongly
disagree” 15 times for the items about organizational structure. The option "I strongly
disagree” is the least chosen option among the other dimensions of the questionnaire.

Thus, it may be inferred that most of the instructors believe the School has the favorable
organizational structure for transformation into a learning organization.

However, the responds of the instructors to some items (for instance items 28 and 29)
display that they seem undecided whether this factor is taken into account in the School.
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Thus, it may be said that the distribution of certain opportunities in the School poses a
problem.

The Viewpoints of the Instructors on the Strategies
The viewpoints of the instructors on whether the strategies required for the development
of the staff and the learning organization are implemented are illustrated in Table 6.

Table: 6
The viewpoints of the instructors on the strategies
I strongly I agree Undecided I disagree I strongly
Item agree N N N disagree
No N % % % N
% %
1 2 22 51 23 7
1.90 20.95 48.57 21.90 6.65
2 6 31 49 16 3
5.71 29.52 46.66 15.24 2.86
3 4 23 54 21 3
3.81 21.90 51.43 20.0 2.86
4 5 26 53 19 2
4.76 24.76 50.48 18.10 1.90
5 5 29 47 20 4
4.76 27.62 44.76 19.05 3.81
6 6 12 39 36 12
5.71 11.43 37.14 34.28 11.43
7 8 42 25 24 6
7.62 40.0 23.86 22.86 5.71
8 8 28 29 31 9
7.62 26.66 27.62 29.52 8.57
TOTAL 44 213 347 190 46
41.89 202.84 330.52 180.95 43.79

Table: 6 demonstrate that the number of negative viewpoints on the implementation of
the strategies required for transformation into a learning organization is considerably
higher than the others.

For this subtitle consisting of 8 items, the instructors mentioned the option "I strongly
agree” 44 times, “I agree” 213 times (a total of 257 times) whereas they chose the
option "I disagree” 190 times and "I strongly disagree” 46 times (a total of 236 times).
Most of the instructors chose the option "I feel neutral” at this part of the questionnaire.

This findings show that the required strategies are not developed in the School, though a
favorable organizational culture and structure is achieved for transformation into a
learning organization. That the strategies required for the solution of the problems and
the development of the instructors are not developed and that they are not revised and
renewed may pose serious problems for the following years. Thus, the measures to
eliminate these problems should be immediately taken.

The Viewpoints of the Instructors on the Policy And Resources
Besides the strategies, the policies and resources are also of great importance for
transformation into a learning organization.

Table: 7 shows the responds of the instructors to a 9-item part about this factor.
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The viewpoints of the instructors on the policy and resources

Table: 7

I strongly I agree Undecided I disagree I strongly
Item agree N N N disagree
No N % % % N
% %
1 9 40 33 18 5
8.57 38.09 31.43 17.14 4.76
2 11 45 32 14 3
10.48 42.86 30.48 13.33 2.86
3 11 49 31 13 1
10.48 46.66 29.52 12.38 0.95
4 18 47 13 16 11
17.14 44.76 12.38 15.24 10.48
5 9 44 38 13 1
8.57 41.90 36.19 12.38 0.95
6 10 42 36 15 2
9.52 40.0 34.28 14.28 1.90
7 7 32 41 21 4
6.66 30.48 39.05 20.0 3.81
8 8 33 36 22 6
7.62 31.43 34.28 22.95 5.71
9 8 38 34 13 12
7.62 36.19 32.38 12.38 11.43
TOTAL 921 370 294 145 45
86.66 352.37 279.99 140.08 42.85

As seen in Table: 7, the instructors chose the option “I strongly agree” 91 times, “I
agree” 370 times, "I feel neutral” 294 times, "I disagree” 145 times and "I strongly
disagree” 45 times for the items in this part. We can deduce that the instructors have
positive viewpoints on the policies followed and resources provided for transformation
into a learning organization. However, it is also observed that options stating negative
opinion "I disagree” and "I strongly disagree” are mentioned 185 times. Thus, it can be
inferred that the distribution of the resources are posing problems. However, the
University is among the ones that provide its instructors with best resources and
equipment in Turkey. That is why it is not possible to say that certain instructors are not
provided with these opportunities. Considering this factor, we can infer that the
instructors mentioning negative opinion lack personal development motivation, called by
Senge (1993) as ‘personal mastery’.

For, Anadolu University is among the first three best universities of Turkey, providing the
most comprehensive library and computer equipment opportunities. These equipements
are used actively to share knowledge and in-service training activities of all staff.
Furthermore, the instructors are granted financial support for participating in national
and international academic and scientific activities. Thus, it is not possible to believe that
the opinions of these instructors on this matter are objective.

RESULTS AND SUGGESTIONS

The analyses of the research findings demonstrate that the School has the favorable
characteristics for transformation into a learning organization. However, the high rate of
the undecided instructors is regarded as an indicator of the deficiencies in the School in
the supply of opportunities and conditions.The analyses of the sub-problems reveal that
the School has the favorable organizational culture and structure required for
transformation into a learning organization and that the vision and mission of the School
is shared by most of the instructors. It is observed that there are a considerable number
of instructors mentioning negative opinions on the policies and resources, although most
of them have positive opinions on this factor. Despite these positive attitudes, most of
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the instructors believe that the strategies implemented for the transformation of the
School into a learning organization are not sufficient.

Finally, it is possible to conclude that the School has to determine strategies for both
individual and institutional learning besides improving the conditions for transformation
into a learning organization.
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