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Abstract: The aim of this study is to examine the relationship between organizational DNA and organizational
identification. To achieve this aim, correlational survey design was used. The research data were collected
through online survey forms. In accordance with the principles of scientific ethics, Ethics Committee approval
was obtained from the Aksaray University Human Research Ethics Committee on February 28, 2024, under
protocol number 2024/01-25. The research population comprises of manufacturing enterprises operating in the
Organized Industrial Zone of Aksaray province in Tiirkiye. The research sample consists of employees of 36
enterprises operating in the textile and machinery sectors. The correlation analysis results exhibit that there is
a positive and statistically meaningful relationship between “resilient”, “just-in-time” and “military” types of
organizational DNA and organizational identification. On the other hand, there is a negative and relationship
between “passive-aggressive”, “fits-and-starts” and “overmanaged” types of organizational DNA and
organizational identification. The regression analysis results indicate that organizational DNA as a whole has
a statistically meaningful and very strong positive impact on organizational identification (adjusted R?>= .859,
p<.01). It was also revealed that all types of organizational DNA except for passive-aggressive have a
statistically meaningful effect on organizational identification. According to the findings, resilient just-in-time
and military types of organizational DNA have a positive impact on organizational identification. On the other
hand, fits-and-starts and overmanaged types of organizational DNA have a negative impact on organizational
identification. The research results are expected to contribute to the literature on organizational DNA.

Keywords: Organizational Behavior, Organizational DNA, Organizational Identification, Organized
Industrial Zone, Aksaray.

* Ethics committee approval for this study was obtained from the Aksaray University Human Research Ethics Committee

on February 28, 2024, under protocol number 2024/01-25.

Arastirma icin Aksaray Universitesi Insan Arastirmalary Etik Kurulundan 28 Subat 2024 tarihinde 2024/01-25 protokol

numarast ile etik kurul onayr alinmistir.

** Lect. Dr., Aksaray University, School of Foreign Languages, Department of Foreign Languages

Og'r. Gor. Dr., Aksaray Universitesi, Yabanct Diller Yiiksekokulu, Yabanci Diller Béliimii
https://orcid.org/0000-0003-2800-7530

emreakyazi@aksaray.edu.tr

Cite as/ Atif: Akyazi, T. E. (2026). The relationship between organizational DNA and organizational identification: A
study in Aksaray Organized Industrial Zone / Orgiit DNA’s1 ve orgiitsel dzdeslesme arasindaki iliski: Aksaray Organize
Sanayi Bolgesi’nde bir arastirma. Turkish Studies — Economics, Finance, Politics 21(01), 107-177. [Special Issues
Dedicated to Prof. Dr. Mahmut Ozer], Ankara Bilim University Publications.
https://dx.doi.org/10.7827/TurkishStudies.87893

Received/Gelis: 21 October/Ekim 2025 Checked by plagiarism software

Accepted/Kabul: 15 September/Eyliil 2026 | @ (O
Published/Yayin: 20 September/Eyliil 2026



https://dx.doi.org/10.7827/TurkishStudies.87893
https://orcid.org/0000-0002-1800-7708
mailto:emreakyazi@aksaray.edu.tr

108 Turgut Emre Akyazi

Oz: Bu caligmanm amaci, orgiit DNA’s1 ile orgiitsel 6zdeslesme arasindaki iliskiyi incelemektir. Bu amaca
ulagmak i¢in iligkisel tarama deseni kullanilmistir. Aragtirma verileri ¢evrimi¢i anket formlari araciliiyla
toplanmustir. Bilimsel etik ilkelerine uygun olarak, Aksaray Universitesi Insan Arastirmalar1 Etik Kurulu'ndan
28 Subat 2024 tarihinde 2024/01-25 protokol numarasi ile Etik Kurul onay1 alinmistir. Arastirmanin evrenini,
Tiirkiye'de Aksaray ili Organize Sanayi Bolgesi'nde faaliyet gdsteren iiretim isletmeleri olusturmaktadir.
Arastirma Orneklemini ise tekstil ve makine sektorlerinde faaliyet gdsteren 36 isletmenin ¢aligsanlari
olusturmaktadir. Korelasyon analizi sonuglari, "esnek", "tam zamanli" ve "askeri" orgiit tipleri ile orgiitsel
ozdeslesme arasinda pozitif ve istatistiksel olarak anlamli bir iligki oldugunu; "pasif-saldirgan", "esinlemeler-
baglangiclar”" ve "yonetim agirlikli" orgiit tipleri ile orgiitsel 6zdeslesme arasinda ise negatif yonde bir iligki
oldugunu ortaya koymaktadir. Regresyon analizi sonuglari, 6rgiit DNA'sinin bir biitiin olarak orgiitsel
0zdeslesme lizerinde istatistiksel olarak anlamli ve ¢ok gii¢lii bir pozitif etkiye sahip oldugunu gostermektedir
(diizeltilmis R?>= .859, p <.01). Ayrica, “pasif-saldirgan” hari¢ tiim Orgiit tiplerinin 6rgiitsel 6zdeslesme
tizerinde istatistiksel olarak anlamli bir etkiye sahip oldugu ortaya ¢ikmistir. Bulgulara gore, tam zamanli ve
askeri orgiitler orgiitsel 6zdeslesme iizerinde pozitif bir etkiye sahiptir. Ote yandan, esinlemeler-baslangiclar
ile agir1 yonetimli orgiitsel DNA tiirleri orgiitsel 6zdeslesme tizerinde negatif bir etkiye sahiptir.

Anahtar Kelimeler: Orgiitsel Davranis, Orgiit DNA’s1, Orgiitsel Ozdeslesme, Organize Sanayi Bolgesi,
Aksaray.
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Structured Abstract:

Organisational DNA has emerged as an influential metaphor in management literature for explaining
the underlying characteristics that shape organisational functioning, decision-making processes, adaptability,
and long-term sustainability. Although previous studies have examined the relationship between organisational
DNA and several organisational outcomes, empirical evidence concerning its influence on organisational
identification remains extremely limited. Existing research has primarily focused on organisational DNA as an
antecedent of organisational effectiveness, innovation, leadership, and organisational performance, while its
role in strengthening employees' psychological attachment to their organisations has received considerably less
scholarly attention. Addressing this gap, the present study aims to examine the relationship between
organisational DNA and organisational identification and to determine the predictive effect of organisational
DNA on employees' organisational identification. More specifically, the study investigates whether healthy
organisational DNA profiles (resilient, just-in-time, and military) enhance organisational identification,
whereas unhealthy profiles (passive-aggressive, fits-and-starts, and overmanaged) weaken employees' sense of
belonging to their organisations. By doing so, the research contributes to the expanding literature on
organisational behaviour and provides further empirical evidence regarding the organisational mechanisms that
foster employees' identification with their organisations.

This research adopted a quantitative research design based on the correlational survey model to
investigate the proposed relationships. The study was conducted among manufacturing enterprises operating
in the organised industrial zone of Aksaray, Tiirkiye. Data were collected from employees working in 36 textile
and machinery companies through an online questionnaire. Although the minimum required sample size was
calculated as 384 respondents, valid data were obtained from 1,025 employees, providing a substantially larger
sample and increasing the statistical power and generalisability of the findings. Participants represented various
occupational positions, including managers, engineers, department supervisors, and human resources
personnel. Organisational DNA was measured using the 28-item Organisational DNA Scale developed by
Cetin and Dos (2014), while organisational identification was assessed through the 11-item Organisational
Identification Scale originally developed by Johnson et al. (1999) and adapted by Kanten (2012). Both
instruments demonstrated high internal consistency, indicating satisfactory reliability. Prior to hypothesis
testing, normality analyses confirmed that the data met the assumptions required for parametric analyses.
Subsequently, descriptive statistics, one-way ANOVA, Pearson correlation analysis, and multiple linear
regression analyses were performed to examine differences according to tenure, determine the strength and
direction of the relationships between the variables, and assess the predictive effect of organisational DNA on
organisational identification. Ethical approval for the study was obtained from the Aksaray University Human
Research Ethics Committee before data collection commenced.

The findings provide strong empirical evidence that organisational DNA constitutes a significant
determinant of organisational identification. Correlation analysis revealed statistically significant positive
relationships between healthy organisational DNA profiles and organisational identification. Specifically,
resilient, just-in-time, and military organisational DNA types were positively associated with employees'
identification with their organisations, indicating that organisational environments characterised by flexibility,
coordination, adaptability, clearly defined responsibilities, and effective decision-making mechanisms
strengthen employees' psychological attachment and sense of belonging. Conversely, passive-aggressive, fits-
and-starts, and overmanaged organisational DNA profiles exhibited statistically significant negative
relationships with organisational identification. These findings suggest that organisational environments
characterised by excessive bureaucracy, inconsistent strategic direction, poor coordination, unclear authority
structures, and ineffective communication reduce employees' emotional attachment to their organisations.
Regression analysis further demonstrated that organisational DNA, when considered as an integrated
organisational construct, exerts a statistically significant and remarkably strong positive influence on
organisational identification (Adjusted R? = .859, p < .01), indicating that organisational DNA explains
approximately 86% of the variance in employees' organisational identification. Furthermore, all organisational
DNA dimensions except passive-aggressive DNA significantly predicted organisational identification. Among
the positive predictors, resilient, just-in-time, and military organisational DNA profiles strengthened
employees' organisational identification, whereas fits-and-starts and overmanaged DNA profiles weakened it.
In addition, analyses based on tenure demonstrated that employees with longer organisational experience
perceived higher levels of healthy organisational DNA and reported significantly stronger organisational
identification than employees with shorter tenure. These findings collectively underline that organisational
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DNA not only reflects organisational characteristics but also functions as a strategic mechanism influencing
employees' psychological integration with their organisations.

This study makes several important contributions to organisational behaviour literature. First, it
addresses an important research gap by empirically examining the relationship between organisational DNA
and organisational identification, an association that has received very limited scholarly attention despite its
theoretical importance. Second, unlike previous studies that have predominantly focused on organisational
performance or organisational effectiveness, this research demonstrates that organisational DNA substantially
shapes employees' psychological attachment to their organisations. Third, by simultaneously investigating six
different organisational DNA profiles, the study provides a more comprehensive understanding of how both
healthy and unhealthy organisational structures influence organisational identification. Finally, the findings
offer valuable practical implications for organisational leaders and human resource professionals by suggesting
that strengthening resilient, adaptive, and well-coordinated organisational characteristics while reducing
bureaucratic rigidity, inconsistent managerial practices, and excessive control may substantially enhance
employees' organisational identification. Consequently, organisational DNA should be considered not merely
as a descriptive organisational metaphor but as a strategic managerial resource capable of improving employee
commitment, strengthening organisational identity, and supporting long-term organisational sustainability.

Keywords: organisational behaviour, organisational DNA, organisational identification, organised
industrial zone, Aksaray.
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Résumé Structuré:

L’« ADN organisationnel » s’est imposé comme une métaphore influente dans la littérature de gestion
pour expliquer les caractéristiques sous-jacentes qui fagonnent le fonctionnement organisationnel, les
processus décisionnels, la capacité d’adaptation et la pérennité a long terme. Bien que des études antérieures
aient examiné la relation entre I’ADN organisationnel et plusieurs résultats organisationnels, les données
empiriques concernant son influence sur I’identification organisationnelle restent extrémement limitées. Les
recherches existantes se sont principalement concentrées sur I’ADN organisationnel en tant qu’antécédent de
I’efficacité organisationnelle, de 1’innovation, du leadership et de la performance organisationnelle, tandis que
son role dans le renforcement de 1’attachement psychologique des salariés a leur organisation a fait 1’objet
d’une attention bien moindre de la part des chercheurs. Afin de combler cette lacune, la présente étude vise a
examiner la relation entre I’ADN organisationnel et I’identification organisationnelle, et a déterminer I’effet
prédictif de I’ADN organisationnel sur 1’identification organisationnelle des salariés. Plus précisément, 1’étude
examine si des profils d’ADN organisationnel sains (résilient, « juste a temps » et militaire) renforcent
I’identification organisationnelle, tandis que des profils malsains (passif-agressif, par a-coups et sur-géré)
affaiblissent le sentiment d’appartenance des salariés a leur organisation. Ce faisant, cette recherche contribue
a la littérature en pleine expansion sur le comportement organisationnel et apporte des preuves empiriques
supplémentaires concernant les mécanismes organisationnels qui favorisent I’identification des salariés a leur
organisation.

Cette recherche a adopté une approche quantitative fondée sur le modéle d’enquéte corrélationnelle
afin d’étudier les relations proposées. L’étude a été menée auprés d’entreprises manufacturiéres implantées
dans la zone industrielle organisée d’ Aksaray, en Turquie. Les données ont été recueillies auprés d’employés
travaillant dans 36 entreprises du secteur textile et de la machinerie au moyen d’un questionnaire en ligne. Bien
que la taille minimale requise de 1’échantillon ait été calculée a 384 répondants, des données valides ont été
obtenues aupres de 1 025 employés, ce qui a permis de disposer d’un échantillon nettement plus large et
d’accroitre la puissance statistique et la généralisation des résultats. Les participants représentaient divers
postes professionnels, notamment des cadres, des ingénieurs, des chefs de service et des responsables des
ressources humaines. L’ ADN organisationnel a ét¢ mesuré a I’aide de 1’échelle d’ADN organisationnel en 28
items développée par Cetin et Dds (2014), tandis que I’identification organisationnelle a été évaluée a 1’aide
de I’échelle d’identification organisationnelle en 11 items initialement développée par Johnson et al. (1999) et
adaptée par Kanten (2012). Ces deux instruments ont démontré une cohérence interne ¢levée, indiquant une
fiabilité satisfaisante. Avant de tester les hypotheses, des analyses de normalité ont confirmé que les données
répondaient aux hypothéses requises pour les analyses paramétriques. Par la suite, des statistiques descriptives,
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une ANOVA a un facteur, une analyse de corrélation de Pearson et des analyses de régression linéaire multiple
ont été réalisées afin d’examiner les différences en fonction de 1’ancienneté, de déterminer la force et le sens
des relations entre les variables, et d’évaluer 1’effet prédictif de ’ADN organisationnel sur I’identification
organisationnelle. L autorisation éthique pour cette étude a été obtenue auprés du Comité d’éthique de la
recherche sur les personnes de I'université d’ Aksaray avant le début de la collecte des données.

Les résultats fournissent des preuves empiriques solides indiquant que I’ADN organisationnel
constitue un déterminant significatif de I’identification organisationnelle. L analyse de corrélation a révélé des
relations positives statistiquement significatives entre des profils d’ADN organisationnel sains et
I’identification organisationnelle. Plus précisément, les types d’ADN organisationnel « résilient », « juste a
temps » et « militaire » étaient positivement associés a 1’identification des salariés a leur organisation, ce qui
indique que les environnements organisationnels caractérisés par la flexibilité, la coordination, 1’adaptabilité,
des responsabilités clairement définies et des mécanismes décisionnels efficaces renforcent I’attachement
psychologique et le sentiment d’appartenance des salariés. A 1’inverse, les profils d’ADN organisationnel de
type « passif-agressif », « par a-coups » et « sur-géré » ont présenté des relations négatives statistiquement
significatives avec I’identification organisationnelle. Ces résultats suggérent que les environnements
organisationnels caractérisés par une bureaucratie excessive, une orientation stratégique incohérente, une
mauvaise coordination, des structures d’autorité floues et une communication inefficace réduisent
I’attachement émotionnel des employés a leur organisation.

L’analyse de régression a en outre démontré que I’ADN organisationnel, lorsqu’il est considéré
comme une construction organisationnelle intégrée, exerce une influence positive statistiquement significative
et remarquablement forte sur 1’identification organisationnelle (R? ajusté = 0,859, p <0,01), ce qui indique que
I’ADN organisationnel explique environ 86 % de la variance de l’identification organisationnelle des
employés. De plus, toutes les dimensions de I’ADN organisationnel, & I’exception de I’ADN passif-agressif,
prédisaient de maniére significative 1’identification organisationnelle. Parmi les prédicteurs positifs, les profils
d’ADN organisationnel résilient, « juste a temps » et militaire renforcaient 1’identification organisationnelle
des employés, tandis que les profils d’ADN « par a-coups » et « sur-géré » ’affaiblissaient. Par ailleurs, des
analyses fondées sur I’ancienneté ont démontré que les employés ayant une plus longue expérience au sein de
I’organisation percevaient des niveaux plus élevés d’ADN organisationnel sain et faisaient état d’une
identification organisationnelle significativement plus forte que les employés ayant une ancienneté plus courte.
Ces résultats soulignent collectivement que I’ADN organisationnel ne se contente pas de refléter les
caractéristiques de I’organisation, mais qu’il fonctionne également comme un mécanisme stratégique
influencant I’intégration psychologique des employés au sein de leur organisation.

Cette étude apporte plusieurs contributions importantes a la littérature sur le comportement
organisationnel. Premiérement, elle comble une lacune importante de la recherche en examinant de maniére
empirique la relation entre I’ ADN organisationnel et I’identification organisationnelle, une association qui n’a
fait I’objet que d’une attention trés limitée de la part des chercheurs malgré son importance théorique.
Deuxiémement, contrairement aux études précédentes qui se sont principalement concentrées sur la
performance ou I’efficacité organisationnelle, cette recherche démontre que I’ ADN organisationnel fagonne de
maniére substantielle 1’attachement psychologique des employés a leur organisation. Troisiémement, en
analysant simultanément six profils différents d’ADN organisationnel, I’é¢tude offre une compréhension plus
compléte de la maniére dont les structures organisationnelles, qu’elles soient saines ou malsaines, influencent
I’identification organisationnelle. Enfin, les résultats offrent de précieuses implications pratiques pour les
dirigeants d’entreprise et les professionnels des ressources humaines en suggérant que le renforcement de
caractéristiques organisationnelles résilientes, adaptatives et bien coordonnées, parallélement a la réduction de
la rigidité bureaucratique, des pratiques managériales incohérentes et d’un controle excessif, peut
considérablement améliorer [’identification organisationnelle des salariés. Par conséquent, I’ADN
organisationnel ne doit pas étre considéré simplement comme une métaphore organisationnelle descriptive,
mais comme une ressource managgériale stratégique capable d’améliorer ’engagement des salariés, de renforcer
’identité organisationnelle et de soutenir la pérennité a long terme de I’organisation.

Mots-clés : comportement organisationnel, ADN organisationnel, identification organisationnelle,
zone industrielle organisée, Aksaray.
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Resumen Estructurado:

El «ADN organizativo» se ha convertido en una metafora influyente en la literatura sobre gestion para
explicar las caracteristicas subyacentes que determinan el funcionamiento de las organizaciones, los procesos
de toma de decisiones, la adaptabilidad y la sostenibilidad a largo plazo. Aunque estudios anteriores han
analizado la relacion entre el ADN organizativo y diversos resultados organizativos, la evidencia empirica
sobre su influencia en la identificacion organizativa sigue siendo extremadamente limitada. Las investigaciones
existentes se han centrado principalmente en el ADN organizativo como antecedente de la eficacia
organizativa, la innovacion, el liderazgo y el rendimiento organizativo, mientras que su papel en el
fortalecimiento del apego psicologico de los empleados a sus organizaciones ha recibido una atencion
académica considerablemente menor. Para subsanar esta laguna, el presente estudio tiene como objetivo
examinar la relacion entre el ADN organizativo y la identificacion organizativa, asi como determinar el efecto
predictivo del ADN organizativo sobre la identificacion organizativa de los empleados. Mas concretamente, el
estudio investiga si los perfiles de ADN organizativo saludables (resiliente, «justo a tiempo» y militar)
potencian la identificacion organizativa, mientras que los perfiles poco saludables (pasivo-agresivo, irregular
y sobregestionado) debilitan el sentido de pertenencia de los empleados a sus organizaciones. De este modo,
la investigacion contribuye a la creciente bibliografia sobre comportamiento organizativo y aporta nuevas
pruebas empiricas sobre los mecanismos organizativos que fomentan la identificacion de los empleados con
sus organizaciones.

Esta investigacion adopt6 un diseflo de investigacion cuantitativo basado en el modelo de encuesta
correlacional para investigar las relaciones propuestas. El estudio se llevdo a cabo entre empresas
manufactureras que operan en la zona industrial organizada de Aksaray, Turquia. Los datos se recopilaron de
empleados que trabajaban en 36 empresas textiles y de maquinaria mediante un cuestionario en linea. Aunque
el tamafio minimo de muestra requerido se calculo en 384 encuestados, se obtuvieron datos validos de 1.025
empleados, lo que proporciond una muestra sustancialmente mayor y aument6 la potencia estadistica y la
generalizabilidad de los resultados. Los participantes representaban diversos puestos profesionales, entre ellos
directivos, ingenieros, supervisores de departamento y personal de recursos humanos. E1 ADN organizativo se
midi6 utilizando la Escala de ADN Organizativo de 28 items desarrollada por Cetin y Dos (2014), mientras
que la identificacion organizativa se evalué mediante la Escala de Identificacion Organizativa de 11 items,
desarrollada originalmente por Johnson et al. (1999) y adaptada por Kanten (2012). Ambos instrumentos
demostraron una alta consistencia interna, lo que indica una fiabilidad satisfactoria. Antes de comprobar las
hipotesis, los analisis de normalidad confirmaron que los datos cumplian los supuestos necesarios para los
analisis paramétricos. Posteriormente, se realizaron estadisticas descriptivas, un ANOVA unidireccional, un
analisis de correlacion de Pearson y analisis de regresion lineal multiple para examinar las diferencias en
funcion de la antigiiedad, determinar la fuerza y la direccion de las relaciones entre las variables y evaluar el
efecto predictivo del ADN organizativo sobre la identificacion organizativa. Se obtuvo la autorizacion ética
para el estudio del Comité de Etica en Investigacion con Seres Humanos de la Universidad de Aksaray antes
de que comenzara la recopilacion de datos.

Los resultados aportan una sélida evidencia empirica de que el ADN organizativo constituye un
determinante significativo de la identificacion organizativa. El analisis de correlacion reveld relaciones
positivas estadisticamente significativas entre los perfiles de ADN organizativo saludables y la identificacion
organizativa. Concretamente, los tipos de ADN organizativo resiliente, «justo a tiempoy» y militar se asociaron
positivamente con la identificacion de los empleados con sus organizaciones, lo que indica que los entornos
organizativos caracterizados por la flexibilidad, la coordinacion, la adaptabilidad, las responsabilidades
claramente definidas y los mecanismos eficaces de toma de decisiones refuerzan el apego psicologico y el
sentido de pertenencia de los empleados. Por el contrario, los perfiles de ADN organizativo pasivo-agresivo,
intermitente y sobregestionado mostraron relaciones negativas estadisticamente significativas con la
identificacion organizativa. Estos resultados sugieren que los entornos organizativos caracterizados por una
burocracia excesiva, una direccion estratégica incoherente, una coordinaciéon deficiente, estructuras de
autoridad poco claras y una comunicacién ineficaz reducen el apego emocional de los empleados a sus
organizaciones.

El andlisis de regresion demostré ademas que el ADN organizativo, cuando se considera como un
constructo organizativo integrado, ejerce una influencia positiva estadisticamente significativa y notablemente
fuerte sobre la identificacion organizativa (R? ajustado = 0,859; p < 0,01), lo que indica que el ADN
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organizativo explica aproximadamente el 86 % de la varianza en la identificacion organizativa de los
empleados. Ademas, todas las dimensiones del ADN organizativo, excepto el ADN pasivo-agresivo, predijeron
de forma significativa la identificacion con la organizacion. Entre los predictores positivos, los perfiles de ADN
organizativo resiliente, «justo a tiempo» y militar reforzaron la identificacion de los empleados con la
organizacion, mientras que los perfiles de ADN «a trompicones» y «sobregestionado» la debilitaron. Ademas,
los analisis basados en la antigiiedad demostraron que los empleados con mayor experiencia en la organizacion
percibian niveles mas altos de ADN organizativo saludable y manifestaban una identificacion organizativa
significativamente mas fuerte que los empleados con menor antigiiedad. Estos hallazgos, en conjunto, subrayan
que el ADN organizativo no solo refleja las caracteristicas de la organizacion, sino que también funciona como
un mecanismo estratégico que influye en la integracion psicologica de los empleados con sus organizaciones.

Este estudio aporta varias contribuciones importantes a la literatura sobre comportamiento
organizacional. En primer lugar, aborda una importante laguna de investigacion al examinar empiricamente la
relacion entre el ADN organizacional y la identificacion organizacional, una asociacion que ha recibido una
atencion académica muy limitada a pesar de su importancia tedrica. En segundo lugar, a diferencia de estudios
anteriores que se han centrado predominantemente en el rendimiento o la eficacia organizacional, esta
investigacion demuestra que el ADN organizacional configura de manera sustancial el apego psicologico de
los empleados a sus organizaciones. En tercer lugar, al investigar simultaneamente seis perfiles diferentes de
ADN organizativo, el estudio ofrece una comprension mas exhaustiva de como tanto las estructuras
organizativas sanas como las insanas influyen en la identificacion organizativa. Por ultimo, los resultados
ofrecen valiosas implicaciones practicas para los lideres organizativos y los profesionales de recursos humanos,
al sugerir que reforzar las caracteristicas organizativas resilientes, adaptativas y bien coordinadas, al tiempo
que se reduce la rigidez burocratica, las practicas de gestion incoherentes y el control excesivo, puede mejorar
sustancialmente la identificacion organizativa de los empleados. Por consiguiente, el ADN organizativo no
debe considerarse meramente como una metafora organizativa descriptiva, sino como un recurso de gestion
estratégico capaz de mejorar el compromiso de los empleados, reforzar la identidad organizativa y respaldar la
sostenibilidad organizativa a largo plazo.

Palabras clave: comportamiento organizativo, ADN organizativo, identificacion organizativa, zona
industrial organizada, Aksaray.
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CrpykrypupoBanHoe Pe3iome:

«Opranmzanmonnas JTHK» crana BiausTenbHOW MeTadopoil B JUTEpaType IO MEHE/DKMEHTY IS
OOBSACHEHUS! OCHOBOIOJATAIOIINX XapaKTEPHCTHK, OIpeNeIIomuX (YHKIMOHUPOBAHHE OpraHU3alliH,
MIPOLECCH MPHUHATHSA PEIICHMH, CHOCOOHOCTh K aJaNTallid M JIOJATOCPOYHYIO YCTOWYMBOCTb. XOTS B
NpebIAYIIMX HCCIENOBAHUAX paccMaTpUBaach B3aMMOCBSA3b MeXIy opranumzauvoHHod [IHK u psgom
OPTaHM3AIOHHBIX PE3yJbTATOB, OSMIMPHUYECKHE [aHHbIE O €€ BIMSIHUM HAa OPTaHMU3AIOHHYIO
UACHTU(QUKAIUIO MO-TIPeKHEMY KpaiiHe orpaHuueHbl. CyIIecTBYIOIIME HCCICIOBAaHHS B OCHOBHOM
cocpenoTodeHsl Ha opraam3annonHod JIHK kak mpemmoceUike OpraHu3andoHHON 3¢ dexTuBHOCTH,
WHHOBAaLMH, JMIEpPCTBA W OPTraHM3AIMOHHBIX pPE3YJbTATOB, B TO BpeMs Kak €€ pOib B YKpEIUICHUH
TICXOJIOTUYECKON NMPHUBA3aHHOCTH COTPYAHMKOB K CBOMM OPTaHM3AIMSM IOJIyYHIa 3HAYUTEIbHO MEHBIIEE
BHHUMAaHHE CO CTOPOHBI YUEHBIX. Y CTPaHSS 3TOT MPOOeI1, HaCTOAIIEE NCCIIEA0BAHIE HAITPABICHO HA U3yUYEHHUE
B3aMMOCBSI3M Mexnay opraHusanuonHoi [IHK w opranm3anmmoHHOW WAeHTH(HKANWEH, a Takke Ha
oTIpe/ieIeHHe MPOTHOCTHYECKOTO A dekTa opranuzannonHoi JJHK Ha opranm3annoHHy0 HICHTH(PUKAITIIO
COTPYIHMKOB. B wacTHOCTH, B WCCIEIOBaHUM M3Yy4aeTCs, YCWIMBAIOT JM 3/J0pPOBbIE MpOoGuiIn
opraamzarronHoi JIHK (YCTONYMBEIA, «TOYHO B CPOK» M BOCHHBIN) OPTaHU3AIMOHHYIO HICHTU(PHUKAIHIO, B
TO BpeMsI KaK He3J0poBble Mpoduian (TACCHBHO-aIPECCHBHBIN, «PBYLIMICS W OCTaHABIMBAIOIIMICS» WU
YpEe3MEPHO YIPABJISAEMBIH) OCIAOIIIOT YyBCTBO NMPHHAUIEKHOCTH COTPYAHHMKOB K CBOMM OPTaHM3AIMSM.
Takum oOpazom, Uccae0BaHNE BHOCHUT BKJIAJ] B PACTYILYIO JIUTEPATypy MO OPraHU3aliOHHOMY MOBEACHHIO
U TIPEAOCTABISAET JOMOITHUTENBHBIE SMINPUYECKUE TaHHBIE OTHOCUTENBHO OPraHU3allHOHHBIX MEXaHU3MOB,
CHOCOOCTBYIOIINX HJICHTU(HUKALIMHA COTPYIHNKOB CO CBOMMH OPTaHU3aLHsIMH.
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B nmanHOM wWccnemoBaHWM JUIST M3YYEHHS MpEIojiaraeMbIX B3aHMMOCBS3€H OBUI HCIIOJIB30BAaH
KOJIMYECTBEHHBI HCCIIEJOBATENbCKUN JOW3aliH, OCHOBAHHBIM Ha KOPPEISLIMOHHOM MOJENH OIpoca.
HccnenoBanue MpoBOIMIIOCH CPEIU MPOM3BOJACTBEHHBIX MPEIIPHITHH, pabOTarolMx B OpraHM30BaHHOM
MPOMBINIUICHHON 30HE Akcapas, Typuus. JlaHHBIe OBUTM COOpaHBI y COTPYTHHKOB, pabortaromux B 36
TEKCTUJIBHBIX M MAIIMHOCTPOMTENIBHBIX KOMIIAHUAX, C TOMOUIBIO OHJIAHH-aHKETBhl. XOTS MHMHUMAaJbHBIN
TpeOyeMblii pa3mMep BHIOOPKH OBbLI paccynTaH Kak 384 pecroHIeHTa, JOCTOBEPHBIE JaHHbIE ObIIN MOJTYYEHBI
oT 1 025 COTpyAHUKOB, 4TO OOECIICUIIIO 3HAYUTEIHLHO OOJBIINYI0 BBIOOPKY M TOBBICHIO CTATHCTHYECKYIO
3HAYUMOCTH ¥ 0000IIaeMOCTh MOJYYEHHBIX PE3YJIbTaTOB. YYaCTHUKH IPEJICTABISLIIN Pa3InYHbIE JTOKHOCTH,
BKJIOYAasT MEHE/DKEPOB, HH)KEHEPOB, pYKOBOAMTENEH OTAENOB M COTPYAHHMKOB OTAENa KaapoB.
OpranuzauunonHas JIHK wusmepsinace ¢ momonipto 28-myHKTOBOM ImiKanbl «Opranuzanuonnas J[HK»,
paspaborannoit Yernnom u J{€mem (2014), a opraHu3annoHHast HISHTH(QUKAIMS OLECHUBAJIACH C TIOMOIIBIO
11-myHKTOBO# MIKANBEl «OpraHu3anuoHHast HICHTH(QUKAINS), TEPBOHAYAIBHO pa3padoTaHHOH J[KOHCOHOM U
ap. (1999) u amantupoBanHOi Kantenom (2012). Oba wHCTpyMeHTa IMpPOAEMOHCTPUPOBAIH BBICOKYIO
BHYTPEHHIOI0 COIJIACOBAHHOCTh, YTO CBHUJETEIBCTBYET 00 YAOBIETBOPUTENHHON Hané&xHocTH. [lepen
MIPOBEPKON TUIOTE3 AaHaIM3 HOPMAIbHOCTH MOATBEPIMSI, YTO JaHHBIE COOTBETCTBYIOT JOMYILEHUSM,
HEeoOXO0MMBIM ISl TapaMEeTPHUECKOT0 aHanm3a. BriociieicTBuM ObUTH POBEIEHBI ONMCcaTeNbHAs CTATUCTHKA,
onHo(hakTOpHBIN aucniepcoHHbll aHa3 (ANOVA), KoppensuuoHHBIH aHanu3 1o [lupcony u aHamu3
MHO)KECTBEHHOH JIMHEHHOW pEerpeccuu C 1ebl0 M3YYeHHs Pa3JIMuMii B 3aBUCHMOCTH OT CTa)xa paboThl,
ONpeAeICHNs CUJIBI M HATIPABIEHHUS B3aMOCBSI3eH MEX/1y IepEMEHHBIMH, a TAKXKe OLEHKH ITPOTHOCTHYECKOTO
BiusHUS opranuzaimonHod JIHK Ha opranuzanmoHHyro uaeHTH(UKanuioo. ITHYecKoe oJ00peHue
uccienoBanus ObUIO MoydeHo oT KomuTeTa 1Mo 3THKe MCCIeOBaHUW C Y4acTHEM JItoJied YHHBEpcUTeTa
Axcapaii 10 Hayana cOopa JaHHBIX.

Ilomy4eHHBlEe pe3yabTaThl IMPEJOCTABISAIOT BECKHE HMIIMPHUECKHE J0Ka3aTelbCTBA TOrO, YTO
opranmsanuonHas JIHK sBnsercs 3HauMMBIM = AETEPMHHAHTOM OPTaHU3ALMOHHON HAEHTH(UKALIH.
KoppemnsiiinoHHbI aHamu3 BBIIBUI CTATUCTUYECKH 3HAYMMBIC IOJIOKHUTEIIBHBIE CBS3M MEXIY 30POBBIMU
npodunsimu  opranusaruonnod JIHK w  opranmsanuonnod waeHtnukaunuei. B 4acTHOCTH, THIIBI
opranmzauuonHoit JTHK «ycToiuuBbIil», «TOYHO B CPOK» U «BOSHHBIN» OBUIM MOJOXKHUTEIBHO CBSI3aHBI C
UACHTU(GUKALMEeH COTPYAHHKOB CO CBOMMH OPraHM3ALMAMM, YTO yKa3blBaeT HA TO, YTO OpraHW3alMOHHAS
cpela, XapaKTepU3yMOLascs TI'MOKOCTbIO, KOOpIWHAIMEH, aJalTHBHOCTBIO, YETKO OINpPEJCICHHBIMU
00s3aHHOCTAMU U 3(Q(EKTUBHBIMH MEXAaHW3MaMH TPHUHATHS pEIEeHHH, YKPeIIseT IICHXOIOTHYECKYIO
MIPUBSI3aHHOCTh COTPYAHUKOB M UX YyBCTBO MPUHA YIe)KHOCTU. Hanportus, npodunu opranuzanuonnon JJHK
«TIaCCUBHO-arPECCUBHBIN», «PHIBKOBBI» U «UPE3MEPHO YNPABISIEMBII JEMOHCTPHUPOBAIN CTATHCTHYECKU
3HAUMMYIO OTPHLATEIBHYIO CBSA3b C OPraHU3aLMOHHON HACHTU(HUKALMEH. DTH pe3yJIbTaThl CBUAETEICTBYIOT
0 TOM, YTO OpPTaHM3aAIOHHAs CPeia, XapaKTePU3YIOLIAsACs Ype3MEPHOIl OIOpOKpaTHE, HeMoceJ0BaTEIbHBIM
CTpaTerMYeCKUM KypCOM, TIOXON KOOpJHMHAIMEH, HESCHBIMHE CTPYKTYPaMH MOJIHOMOYHH U Hed((HEeKTUBHOIM
KOMMYHUKAIIUEH, CHUKAET YMOLMOHAIBHYIO IPUBA3aHHOCTb COTPYJHUKOB K CBOMM OpPTaHM3aIIHsIM.

PerpeccuonHblii aHanyM3 JOMOJIHUTEIBHO NIPOAEMOHCTPHUpOBaN, 4YTO opraHusauuoHHas JIHK,
paccmarpuBacMasi KakK WHTETPHPOBaHHAs OpraHW3alMOHHAs KOHCTPYKIMS, OKAa3bIBACT CTATUCTUYECKH
3HAQUYMMOE W YPE3BBIYAlHO CHIIBHOE IIOJIOKHTENIFHOE BIMSHHE HAa OPraHW3alMOHHYIO HICHTHU(QUKALUIO
(cxoppextupoBannoe R? = 0,859, p < 0,01), uro yka3wsiBaeT Ha TO, uTo opranuzanuonHas [JHK oObsacHseT
npuMepHo 86 % mucriepcuy B OpraHN3alMOHHON HASHTH (KA cOTpyIHUKOB. KpoMe Toro, Bce m3MepeHHst
opranuzaumonHoro JIHK, 3a wuckmouennem mnaccuHo-arpeccuBHoro JIHK, 3HaumMo mnpenckassiBanu
OpraHM3alMOHHYI0 HACHTH(HKAMO. Cpelu ITOJOXKHUTENBHBIX MPEANKTOPOB MPO(GMIN «YCTOHYMBOTOY,
«TOYHO B CPOK» M «BOEHHOTo» opranmszamuonHoro JJHK ycunmBamm opraHM3alMoOHHYIO MJICHTH(HUKAMIO
COTPYIHHUKOB, TOT/Ia KaK MPOPUIHN «IIEPEMEHINBOTO» U «dpe3MepHo ympasisieMoro» JIHK ocmabmsmm eé.
Kpome Toro, aHanmms, OCHOBaHHBIIN Ha cTa)ke pabOThI, TOKA3all, YTO COTPYJHUKH ¢ OoJiee U TETbHBIM OTIBITOM
paboTel B OpraHM3alMM BOCHPHHUMAIHM OoJiee BBICOKHME YPOBHH 370poBoro opranmsanuonHoro JIHK u
€0001IIaIN 0 3HAYUTEIBHO OoJiee CHIIbHOM OpraHN3alMOHHON NACHTH(HKALNH, Y€M COTPYIHUKH C MEHBIINM
cTakeM. B COBOKYITHOCTH 3TH pe3yibTaThl IOJYEPKUBAIOT, YTO opranuzanuonHoe JJHK He Tonbko oTpaxaet
XapaKTEPUCTUKN OPTraHW3alMHM, HO M (YHKIMOHMPYET KaK CTPAaTETHYECKHH MEXaHW3M, BIMSIOINA Ha
MICUXOJIOTUYECKYIO HHTETPALIUIO COTPYAHUKOB C UX OPraHU3aLUSIMH.

Z[aHHOG HCCJIICAOBAHNEC BHOCUT HECKOJIBKO BAKHBIX BKJIAJIOB B JIMTCPATYPY O OPraHU3aAllMOHHOMY
ITIOBCIACHUIO. BO-HepBBIX, OHO BOCIIOJIHSICT BaKHEIN HpO6CJ’I B HAYYHBIX UCCIICAOBAHUAX, OMITUPUICCKH U3YyYast
B3aUMOCBA3b MCKAY OpraHU3allMOHHBIM HHK n OpFaHI/I3aL[I/IOHHOI71 I/IHGHTI/I(bI/IK&III/ICfI — CBA3b, KOTOpa“,
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HECMOTpSI Ha CBOIO TEOPETHUYECKYIO 3HAYMMOCTh, IOy4aia BeChbMa OrpaHMYEHHOE BHHMAHUE CO CTOPOHBI
yueHbIX. BO-BTOpBIX, B OTIMYME OT MPEIABIYIIMX HCCIEIOBAaHWH, KOTOpPBIE IPEUMYIIECTBEHHO
(oKyCcHpOBATUCh Ha OPraHU3aLMOHHOM PE3yJIbTATHBHOCTH WIN 3((EeKTHBHOCTH, TaHHOE HCCIEelOBaHUE
JEMOHCTpPHUpYeT, uTo opranusanuonHoe JTHK cymecTBeHHO hopMUpYyeT ICUXOJIOTHYECKYIO TPHBSI3aHHOCTD
COTpPYIHHKOB K CBOUM OpraHU3alysM. B-TpeTbux, Oiaronaps OqHOBPEMEHHOMY H3YUYEHHIO IIECTH Pa3IMIHbIX
npoduneii opranuzannontoro JJHK nannoe nccnenoBanue odecriednBaeT 6oiiee BCECTOPOHHEE TTOHUMaHUE
TOTO, KaK Kak 37I0pOBbIe, TaK W HE3/I0OPOBBIE OpPraHU3allMOHHBIE CTPYKTYPHI BIMSIOT Ha OPraHU3AIMOHHYIO
naeHTdukanuio. HakoHel, MNOJy4eHHbIE PE3yNbTAaThl CONEPXKAT IIEHHBIE MPAKTHUYECKHE BBIBOIBI IS
pyKOBOAMTENIEH OpraHM3alUil ¥ CHENHUAINCTOB MO YIPABICHUIO IIEPCOHANIOM, MIOCKOJIBKY YKa3bIBalOT Ha TO,
YTO YKpPEIJICHNE TaKUX XapaKTEPUCTUK OpPTraHU3alny, KaK YCTOWYMBOCTD, aIAlITUBHOCTD U CJIAXKEHHOCTb, TIPH
OJTHOBPEMEHHOM CHU)KEHHHU OIOPOKPATHYECKON )KECTKOCTH, HETTOCIIEIOBATENbHBIX YIIPABICHYECKUX IPAKTUK
Y YPE3MEPHOT0 KOHTPOJISI MOXKET CYIIECTBEHHO IIOBBICHTH OPTraHU3AIIMOHHYIO HIACHTA(DUKALINIO COTPYTHUKOB.
CnenoBarensHO, opranuzauuonnyro JIHK cremyer paccmarpuBaTh He NPOCTO Kak ONUCATENBHYIO
OpPTaHM3aIOHHYI0 MeTadopy, a Kak CTpaTerH4ecKHid YIpaBJICHYECKUH pPecypc, CIIOCOOHBIH MOBBICHUTH
NPUBEP)KEHHOCTh COTPYIHUKOB, YKPEIUTh OPraHU3aIMOHHYIO UIEHTUYHOCTh U MOJIEPkKATh JOJITOCPOYHYIO
YCTOWYMBOCTB OPTaHU3AIINH.

KiroueBble cjioBa: OpraHu3alliOHHOE ToBeaeHue, opranusanvoHHas J[HK, opranuzammonnas
ueHTH(UKALUs, OPraHN30BaHHAs IPOMBIIIICHHAsI 30Ha, AKcapaii.
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ST T 3. (1999) §RT AR 3R Bl (2012) §RT 3BT 11-3ATSCH ATd WSS TgITH Wbl
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HRAT g | TR AT URIE0T § Ugd, AT fa=eroon = gff &1 fos Se1 IRifife e fawerwon & forg smaxas
TT3T B R HRAT 8| SUP 96, BB & AHTAR 3R B offd B, DRI & o Jaei o1 drevd 3R
feram i 37, SR oIS UgaH WR AGHIHS SITT & YaigHM THTd 6T 3Mdha B & [og
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Y| ST UhA IR ¥ Ugd 31 & U SRR fayfaemer oM SRy Afawmar afafa ¥ Afds
SIHYEH UTed o T |
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Flas: TETTHS HIER, WEAIHD ST, TSHIHSD Ugdr, Tfed 3N &7, iR |

Yapilandirilmis Ozet:

Orgiit DNA’s1, orgiitlerin isleyisini, karar alma siireglerini, degisime uyum yeteneklerini ve uzun
donemli siirdiiriilebilirliklerini sekillendiren temel 6zellikleri agiklayan dnemli bir metafor olarak yonetim
yazininda giderek daha fazla ilgi gormektedir. Mevcut arastirmalar o6rglit DNA’smin orgiitsel etkililik,
yenilikgilik, liderlik ve performans gibi ¢esitli orgiitsel ¢iktilar iizerindeki etkilerini incelemis olsa da, orgiit
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DNA’smin ¢alisanlarin orgiitleriyle kurduklar psikolojik bag tizerindeki etkisine iligkin ampirik bulgular
oldukga smirhdir. Ozellikle orgiit DNA’s1 ile orgiitsel 6zdeslesme arasindaki iliskiyi dogrudan ele alan
calismalarin sayist olduk¢a azdir ve bu alanda 6nemli bir arastirma boslugu bulunmaktadir. Bu arastirmanin
temel amaci, orgiit DNA’s1 ile orgiitsel 6zdeslesme arasindaki iligkiyi incelemek ve orgiit DNA’sinin
calisanlarin orgiitsel 6zdeslesme diizeyleri izerindeki etkisini belirlemektir. Bu kapsamda arastirmada, saglikl
orgiit DNA’s1 profilleri olarak kabul edilen esnek (resilient), tam zamanli (just-in-time) ve askeri (military)
orgiit tiplerinin oOrgiitsel o6zdeslesmeyi artinp artirmadigi; sagliksiz Orglit DNA’s1 profilleri olarak
degerlendirilen pasif-saldirgan (passive-aggressive), esinlemeler-baslangiclar (fits-and-starts) ve asirt
yonetimli (overmanaged) orgiit tiplerinin ise orgiitsel 6zdeslesmeyi olumsuz yonde etkileyip etkilemedigi test
edilmigtir. Boylece c¢aligma, oOrgiitsel davramig yazimina katki sunmayi ve ¢alisanlarin orgiitleriyle
6zdeslesmelerini etkileyen orgiitsel dinamiklere iliskin yeni ampirik kanitlar ortaya koymay1 amaglamaktadir.

Arastirmada nicel arastirma yontemi benimsenmis ve iliskisel tarama deseni kullanilmisgtir.
Aragtirmanin evrenini Tirkiye'de Aksaray Organize Sanayi Bolgesi'nde faaliyet gdsteren imalat isletmeleri
olustururken, 6rneklem tekstil ve makine sektorlerinde faaliyet gosteren 36 isletmenin ¢aliganlarindan meydana
gelmistir. Orneklem biiyiikliigii icin gerekli minimum katilimei sayis1 384 olarak hesaplanmasina ragmen,
aragtirma kapsaminda 1.025 gecerli anket degerlendirilmis ve bdylece istatistiksel analizlerin giicli ile
bulgularin giivenilirligi onemli 6l¢lide artirilmigtir. Aragtirmaya yoneticiler, birim yoneticileri, mithendisler ve
insan kaynaklar ¢alisanlar dahil edilmistir. Veri toplama araci olarak gevrimici anket formu kullanilmistir.
Katilimeilarin 6rgiit DNA’sina iliskin algilar1 Cetin ve Dos (2014) tarafindan gelistirilen 28 maddelik Orgiit
DNA’s1 Olgegi ile; orgiitsel dzdeslesme diizeyleri ise Johnson ve arkadaslari (1999) tarafindan gelistirilen ve
Kanten (2012) tarafindan kullamilan 11 maddelik Orgiitsel Ozdeslesme Olgegi ile l¢iilmiistiir. Her iki dlgegin
de yiiksek diizeyde i¢ tutarliliga sahip oldugu belirlenmistir. Hipotezlerin test edilmesinden 6nce verilerin
normal dagilim gosterdigi dogrulanmis; ardindan katilimcilarin kidemlerine gore farkliliklar belirlemek
amaciyla tek yonlii varyans analizi (ANOVA), degiskenler arasindaki iliskileri ortaya koymak amaciyla
Pearson korelasyon analizi ve orgiit DNA’sinin 6rgiitsel 6zdeslesme iizerindeki yordayici etkisini belirlemek
amaciyla ¢oklu dogrusal regresyon analizleri gergeklestirilmistir. Arastirma verileri toplanmadan dnce Aksaray
Universitesi insan Arastirmalari Etik Kurulu’ndan gerekli etik kurul onay1 alinmustir.

Aragtirma bulgular, orgiit DNA’sinin Orgiitsel &zdeslesmenin 6nemli belirleyicilerinden biri
oldugunu giiclii bigimde ortaya koymaktadir. Korelasyon analizi sonuglarima gore, saglikli orgiit DNA’s1
profilleri ile orgiitsel 6zdeslesme arasinda pozitif ve istatistiksel olarak anlamli iliskiler bulunmaktadir. Buna
gore esnek (resilient), tam zamanli (just-in-time) ve askerl (military) Orgiit DNA’sina sahip isletmelerde
calisanlarin orgiitleriyle daha giicli diizeyde ozdeslestikleri belirlenmistir. Bu bulgu, degisime uyum
saglayabilen, koordinasyonun etkin oldugu, gérev ve sorumluluklarin agik bigimde tanimlandig ve karar alma
stireclerinin saglikli isledigi orgiitlerde ¢alisanlarin Orgiitlerine yonelik aidiyet duygularinin giiclendigini
gostermektedir. Buna karsilik pasif-saldirgan (passive-aggressive), esinlemeler-baslangiglar (fits-and-starts) ve
asir1 yonetimli (overmanaged) 6rgiit DNA’s1 profilleri ile 6rgiitsel 6zdeslesme arasinda negatif ve istatistiksel
olarak anlamli iliskiler tespit edilmistir. Bu sonuglar, biirokratik yapinin baskin oldugu, stratejik tutarliligin
zayif kaldigi, koordinasyon ve iletigim sorunlarinin yasandigi, yetki ve sorumluluklarin net olmadig: 6rgiitlerde
calisanlarin orgiitleriyle 6zdeslesme diizeylerinin azaldigim1 gostermektedir. Regresyon analizi sonuglari ise
orgiit DNA’sinin bir biitlin olarak orgiitsel 6zdeslesme iizerinde oldukea giiclii ve istatistiksel olarak anlamli
bir etkiye sahip oldugunu ortaya koymustur (Diizeltilmis R? = ,859; p < ,01). Buna gore orgiit DNA’si,
calisanlarin Orgiitsel 6zdeslesme diizeyindeki degisimin yaklasik %86’sin1 agiklamaktadir. Ayrica pasif-
saldirgan Orgiit tipi disinda kalan tiim 6rgiit DNA’s1 tiirlerinin 6rgiitsel 6zdeslesmeyi anlamli bigimde yordadig
belirlenmistir. Esnek, tam zamanli ve askeri orgiit tipleri Orgiitsel 6zdeslesmeyi artirirken; esinlemeler-
baslangi¢lar ve asir1 yonetimli orgiit tipleri orgiitsel 6zdeslesmeyi azaltmaktadir. Bunun yaninda kideme gore
gergeklestirilen analizler, ayn1 kurumda daha uzun siire ¢alisan bireylerin saglikli 6rgiit DNA’s1 algilarinin ve
orgiitsel Ozdeslesme diizeylerinin daha yiiksek oldugunu gostermektedir. Bu bulgular birlikte
degerlendirildiginde, orgiit DNA’sinin yalnizca orgiitiin yapisal 6zelliklerini yansitan bir kavram olmadigi,
ayn1 zamanda ¢alisanlarin orgiitleriyle kurduklari psikolojik bagi sekillendiren stratejik bir unsur oldugu
anlasilmaktadir.

Bu arastirma, orgiitsel davranis yazinina hem kuramsal hem de uygulamaya y6nelik 6nemli katkilar
sunmaktadir. Oncelikle galisma, drgiit DNA’s1 ile orgiitsel 6zdeslesme arasindaki iliskiyi dogrudan inceleyen
sinirh sayidaki arastirmalardan biri olarak literatiirdeki 6nemli bir boslugu doldurmaktadir. ikinci olarak,
onceki caligmalar biiylik 6lgiide orgiit DNA’sinin orgiitsel performans ve etkililik {izerindeki etkilerine
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odaklanirken, bu arastirma 6rgiit DNA’smin ¢alisanlarin orgiitleriyle kurduklart psikolojik bagin olusumunda
da belirleyici bir rol oynadigim ampirik olarak ortaya koymaktadir. Ugiincii olarak, arastirmada saglikli ve
sagliksiz olmak tizere alt1 farkli 6rgiit DNA’s1 profilinin 6rgiitsel 6zdeslesme tizerindeki etkilerinin birlikte
incelenmesi, orgiit DNA’sinin farkli boyutlarinin ¢alisan tutumlari {izerindeki etkilerinin daha biitiinciil
bigimde degerlendirilmesine olanak saglamaktadir. Son olarak elde edilen bulgular, yoneticilere ve insan
kaynaklar1 uygulayicilarina 6nemli ¢ikarimlar sunmaktadir. Esnek, uyum saglayabilen, koordinasyonu giiglii
ve ¢alisanlara yetki veren Orgiitsel yapilarin gelistirilmesi; buna karsilik asir1 biirokratik, tutarsiz ve kontrol
odakli 6rgiitsel uygulamalarin azaltilmasi, ¢alisanlarin orgiitleriyle daha giiclii diizeyde 6zdeslesmelerine katki
saglayacaktir. Bu dogrultuda 6rgiit DNA’sinin yalnizca orgiitleri tanimlayan bir metafor degil, ayni zamanda
galisan bagliligini, orgiitsel aidiyeti ve siirdiiriilebilir 6rgiitsel basariy1 destekleyen stratejik bir yonetim aract
olarak degerlendirilmesi gerektigi sonucuna ulasilmistir.

Anahtar Kelimeler: Orgiitsel Davranis, Orgiit DNA’s1, Orgiitsel Ozdeslesme, Organize Sanayi
Bolgesi, Aksaray.
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Introduction

Analysing, discovering, classifying and describing facts and variations related to inheritance
are among the fundamental objectives in genetics. Inherited traits are the similarities between living
things and their ancestors and relatives. Variations, however, are thought to be what set any living
thing apart from other creatures. Similarly, the fundamental idea behind organizational DNA is that,
similar to any living thing, every organization possesses unique genetic traits that are manifested by
its constructing primary and natural components. Effective steps could be made in improving and
developing the organizations by combining the reality of biology and genetics with management
science (Abdel-Raheem & Saad, 2019, p. 131). When the concept of DNA is adapted to organization
theory, it can be argued that it is the basic building block of an organization and each organization
has its own unique DNA structure (Cetin & Dos, 2014, p. 562).

Based on the human genome, DNA, which determines people's genetic characteristics and
makes hereditary openings about people, has been adapted for organizations in recent years. Just like
human DNA, the genetic structures of organizations are being tried to be determined. Thus, it has
become a widely accepted belief that every organization has a DNA structure, just like living
organisms (Cetin & Dos, 2014, p. 562). The essential idea underlying organizational DNA is that
each organization has unique characteristics just like living organisms. By combining the data from
the disciplines of biology and management science, organizations can be improved (Soroush et al.,
2014, p. 126).

Although the concept of DNA is related to biological science, it is used as a metaphor in the
organizational perspective. As a matter of fact, from an organizational perspective, DNA provides
information about the identity and profile characteristics of the organization (Kahraman, 2019, p.
46).

Many people spend most of their working lives in a business. Therefore, they rely on the
workplace they are affiliated with or their position or role within the workplace as a form of identity.
As a result, they resort to the characteristics of the organizational identity when defining their
personal identity (Eickholt, 2018, p. 3). Identification brings co-workers closer together with the
common attitudes and beliefs of individuals and, as a natural result, facilitates the integration of the
individual into the organization. It has been reported that organizational identification helps the
formation of feelings such as self-control, meaning and belonging in the workplace (Hiindiir, 2019,

p. 41).

This study attempts to examine the relationship between organizational DNA and
organizational identification and find out whether organizational DNA has a meaningful impact on
organizational identification. In the following section of the paper, theoretical framework regarding
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organizational DNA and organizational identification is built. In the methodology part, details on the
aim and significance of the study, theoretical foundations and hypotheses, sampling and population,
data collection tools and findings of the study are presented. In the final part, the relevance of the
findings to the existing literature is discussed in detail.

Theoretical Background
Organizational DNA

An important reason why the concept of DNA has begun to be used in the field of business
management as a post-modern concept is that businesses are considered social creatures (Ogan &
Cinel, 2021, p. 1324). Networks with a nested hierarchical order make up the human body. Tissues
are formed by cells, organs are formed by tissues, systems are formed by organs, and the body is
formed by systems. Every stage introduces new capabilities, and each subsystem progressively gains
the tools necessary to carry out its task. There are significant similarities between the hierarchical
structure of organizations and the human body's system. It is perfectly compatible with the system
approach, which is regarded as a biological metaphor in which cells and organs constitute the
subsystems of a living organism, to express the entire organization as a system and other hierarchical
subsystems (Morgan, 1997; Nart, 2019).

The concept of DNA, which determines the genetic characteristics of human beings, has been
adapted to organizations as well, and similar to human DNA, researchers have tried to identify the
genetic structures of organizations over time. Thus, the idea that each organization has a unique DNA
structure, just like living organisms, has become widespread. The idea that employees should be
provided with what they need in order to continue their lives in a qualified manner and to exhibit
high performance in the institution they work for has directed the attention of researchers working
on organizational theories to biology. This is because it is thought that employees act as biological
organisms both individually and as a group, and that their needs must be met in order to operate
effectively. With this approach, the idea that organizations are organisms has turned attention to
issues such as organizational effectiveness, organization-environment relations, and sustainability of
existence (Nart, 2019, p. 2842). Organizational DNA could be seen as a concept that defines the
characteristics of an organization. In this context, organizational DNA defines organizations with a
genetic approach. In other words, the genetic structure of the organization that comes from the past,
defines the organization, reveals its identity and expresses the abilities of that organization constitutes
the DNA of the organization (Telli, 2019, p. 116).

Organizational DNA has emerged as a new metaphor in management literature in recent
years. From a biological perspective, DNA is a database that shows the characteristics that
distinguish an individual from others and also transmits information from generation to generation.
The concept, put forward by likening it to human DNA, refers to the structure that distinguishes
organizations from others, determines their working methods and accepts them as a living organism
in order to sustain their life (Telli & Ozdasli, 2020, p. 966). Institutions within a social system can
be considered as the cells of the social system. Just as each cell that makes up an organism has the
same DNA, the institutions that make up the social system also have the same essence. The core
DNA of an institution is expressed as the shared vision, mission, cultural and administrative structure.
Institutions can fulfil their duties through the individuals they have. Each individual comes to the
institution with different knowledge, skills, values, beliefs and competencies. Therefore, there are
differences in the organizational culture and administrative structure of each institution. An
individual's possession of the core DNA of the organization is realized through the individual's
adaptation to the institution. The individual integrates with the institution to the extent that he/she
adopts the philosophy, vision, mission and culture that exist in the core DNA of the institution (Ball,
1997; Ogan & Cinel, 2021, p. 1323).
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Employees should be provided with what they need so that they can continue their lives in a
qualified manner and exhibit high performance in the organization they work for. This presumption
has directed the attention of researchers working on organizational theories to the field of biology.
This is because it is thought that employees of organizations act as biological organisms both
individually and as a group and that their needs should be met in order to operate effectively. With
this approach, the idea that organizations are also organisms has drawn attention to issues such as
organizational effectiveness, organization-environment relations and the maintenance of existence
(Nacar & Demirtas, 2021, p. 7597). The small parts that make up living organisms come together in
an organized manner according to certain rules and then form larger parts. The smallest building
blocks of matter, atoms, form molecules, and molecules form different structures. This continues in
species and ecologies. Large structures are made up of small parts and not the other way around. The
order of the organized parts of these small structures that form large structures is valid in economies
as well as in biology (Meyer & Davis, 2003, p. 4).

Organizational DNA is one of the notions which have been addressed in the field of
management and organization, describing organizations from a genetic point of view (Gok¢e & Pelit,
2023, p. 469). Inspired by the DNA structure of humans, DNA, which determines the genetic
structure of humans and causes hereditary activities in the human body, is being adapted to
organizations and the genetic structures of organizations, just like human DNA, are being examined
(Cetin & Dos, 2014, p. 562). With these studies, the idea that every organization has a DNA structure
just like human organisms has begun to develop (Nacar & Demirtas, 2021, p. 7598). Researchers
who want to examine the life stages of businesses from the past to the present have tried to transfer
the organizational DNA metaphor to the business literature by borrowing the concepts of gene and
DNA structure from biology and medical sciences. It can be said that this metaphor is generally used
to reveal the current business situation and to predict the future. However, this concept is still a
metaphor that has not been fully clarified in terms of businesses (Fettahlioglu, 2023, p. 983).

In general, businesses are similar to each other in terms of their structural and functional
characteristics. However, just like every living thing, businesses also have different DNA
characteristics and dominant DNA structures (Honold & Silverman, 2002). For this reason,
businesses exhibit different behavioural styles. These characteristics of businesses that have been
operating for several generations may have been transferred from previous generations. In newly
established businesses, on the other hand, many factors such as the characteristics of the entrepreneur,
the adopted management model or decision-making mechanisms are also determining factors in the
organizational DNA structure (Fettahlioglu, 2023, p. 984). Booz Allen Company was the first to use
the term when it was founded in 2002, using an international survey based in the USA, covering 100
states, 23 different industries and eight departments within each company. The purpose is to reveal
the unique characteristics that define the character of the organization. It has become clear that each
organization has its own unique characteristics that distinguish it from other organizations, even
those operating in the same field. This has encouraged many researchers to identify such
characteristics, which are called organizational DNA (Gokge & Pelit, 2023, p. 470).

Organizational DNA is the product of an understanding that considers organizations as living
organisms. The concept, which seems like a metaphor at first glance, has found a place in many
organizational studies with increasing interest in recent years (Cetin & Ddos, 2014, p. 562).
Organizational DNA is a metaphorical term that refers to the fundamental factors that define the
character of an organization and help explain its performance (David & Neilson, 2006, p. 1).

In recent years, organizations have been considered as living organisms. Each organization
has its own set of characteristic features and these features distinguish it from other organizations
(Nacar & Demirtas, 2021, p. 7596). Organizational DNA is a metaphorical term which refers to the
fundamental factors that define the characteristics of an organization and explain its performance
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(Honold & Silverman, 2002). Organizational DNA refers to a method of analysis and ideology about
organizations considering their models, management styles, leadership and other notions. It offers
various approaches for identification of organizations by considering the issues like teamwork,
decision-making process and development of human workforce, as separate or independent variables
(Neilson et al., 2005). Decisions, organizational structure, group work and communications are all
influenced by the organizational DNA. A new vision of organization is presented by management as
a science, based on the notion of organizational DNA, which helps to explain its performance (Abdel-
Raheem & Saad, 2019, p. 131).

Organizational DNA, according to Al-Sa'idi and Za'lan (2013), is a representation of an
organization's identity that sets it apart from other organizations. The performance of the organization
and the calibre of its output are reflected in its organizational DNA. It displays its human resources
and organizational structure. It makes the company stand out from its rivals. It displays the
organization's level of creativity and innovation. It reveals the organization's capacity to address
issues and take advantage of opportunities (Alshawabkeh, 2021, p. 1641). In the modern field of
administration, the term "organizational DNA" refers to the traits and qualities that set each
organization apart from the others. It symbolizes the organization's internal environment as well as
the how it provides customers with services (Alshawabkeh, 2021, p. 1640). The theory known as
"organizational DNA" consists of elements that collectively define an organization's identity and aid
in articulating its operations. Given that DNA in nature outlines the fundamental elements required
to create a distinct living thing, organizational DNA may convey the structure of an organization in
accordance with four definitions: structure, decisions, rights, motives, and organizational DNA
information. (McElroy, 2000).

The concept of organizational DNA suggests that every organization has its own distinctive
characteristics. Each organization has a mission, vision, strategy, structure, institutional values,
procedures and overview to human resources according to this approach. In other words, the culture,
characteristics and workforce of an organization are different from those of other organizations
(Bostanci et al., 2020, p. 86). The organizational DNA is like the fingerprint of the organization and
can be seen in each member of the organization. In order to transform the information to the next
generations, the organization stores the information in its DNA (Bostanci et al., 2020, p. 87).

Organizational DNA refers to a way of examining, clarifying, and evaluating organizations,
through which their models, managerial functions and leadership, are considered. It employs several
methods for defining organizations, taking into account collaboration, decision-making, and the
evolution of the human workforce, as distinct or at least distinct variables (Elsanhawy & Badway,
2023, p. 117). The DNA of the organization is seen as the element that enables the organization to
access information about itself and its environment and to communicate. At the same time, by
considering the DNA of the organization and the nervous system of the organization as a whole, the
organization can be self-organized (Baskin, 1998; Ogan & Cinel, 2021, p. 1324).

When organizational DNA definitions and models are examined, it is seen that organizational
DNA is mostly focused on the fact that it can reveal differences according to the culture, structural
status and functioning of a business, as well as the resources and capabilities it possesses. In other
words, it is possible to say that organizational DNA is generally used as a metaphor that sheds light
on how to follow a path to ensure sustainability in the future by addressing the strengths and
weaknesses of the organizational structure (Fettahlioglu, 2023, p. 984).

The field of human systems dynamics applies concepts from complex systems in nature, such
as metaphors, to comprehend the relationships and interdependencies found in human systems.
Organizational practitioners can find useful solutions to problems by using a variety of metaphors
and tools that human systems dynamics offers (Eoyang, 1997). The idea that human systems are
complex and adaptive is one of those metaphors that is used the most. A group of semi-autonomous,
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interdependent agents with the ability to act in unpredictable ways and whose actions are
interconnected to create patterns across the system is referred to as a complex adaptive system.
Within an organization, individuals utilize self-determination while adhering to organizational
regulations. Their daily interactions also contribute to the development of behavioral patterns within
the organization over time. This definition can be slightly modified if one considers the system-wide
patterns that make up an organization's culture. An organization is a complex adaptive system
consisting of individuals who act freely and interact with one another to create patterns that are
collectively referred to as organizational culture (Holladay, 2005, p. 1).!

Components of Organizational DNA

Govindarajan and Trimble (2005) suggest there are four components of organizational DNA,
namely structure, staff, systems and culture. Structure refers to decision authority, flow of
information and tasks/processes. Staff involves factors relating leadership, staffing and promotions.
Systems is about planning and budgeting. Culture refers to valued behaviours, business assumptions
and biases within the organization (Govindarajan & Trimble, 2005, p. 49).

On the other hand, Verschoor (2005) put forward four basic structures (structure, decision
rights, motivators and information) that determine organizational DNA.

» Structure: The structure refers to the answers to the questions “What does the organization's
hierarchy look like?” “How do the lines and boxes fit together in the organization's structure
diagram?” and “How many layers are there in the hierarchy, and how many reports does each layer
receive?” (Onay & Ergiiden, 2012, p. 206). It is considered the main pillar for the success of an
organization as long as it is flexible and adaptive, gives employees freedom and urges them to
unleash their creativity and share their knowledge and opinions. The organizational structure
chromosome is determined by four genes which are size of the organization, professional career,
span of supervision and compliance with regulations (Hadjer & Amina, 2023, p. 248). It is the
organizational map including components like administrative level, direct report, professional career,
transfer and promotion inside an organization. Structure can be seen as the sum of the ways in which

! For various studies in the field of organizational behavior and management addressing such issues as organizational
commitment, organizational trust, organizational justice, organizational cynicism, organizational silence, organizational
identification, organizational citizenship, organizational communication and climate, leadership, motivation, burnout,
psychological capital, job satisfaction, work engagement, turnover intention, employee performance, human resource
management, organizational culture, organizational support, career, mobbing, organizational socialization, and
organizational change across different sectors and samples, see also: Oztiirk et al., 2019; Zengin, 2019; Naktiyok, 2019;
Oztiirk, 2019; Boz et al., 2019; Aydin Goktepe et al., 2020; Irak & Mammadov, 2020; Kiling et al., 2020; Balc1 & A3,
2020; Kara, 2020; Karaboga & Karaboga, 2022; Cerit & Erdem, 2022; Fayganoglu & Can Yal¢in, 2022; Giilsen &
Kahramanoglu, 2022; Bas & Yilmaz, 2022; Bilkay, 2022; Riizgar, 2022; Kése et al., 2023; Erden Kaya et al., 2023; Akin
& Yildirim, 2024; Kayapal: Yildirmm & Orug, 2024; Yavuz, 2024; Kaplan et al., 2024; Akkas, 2024; Pacal & Oztiirk, 2025;
Durmus, 2025; Kurt, 2020; Tosun, 2020; Citak, 2020; Mikail et al., 2020; Erol & Altun, 2020; Kasap, 2020; Bektag &
Karagoz, 2020; Karadag & Gegkil, 2020; Cetinkaya & Giilbahar, 2021; Biike¢ & Basdemir, 2021; Adigiizel et al., 2021;
Cavdar et al., 2021; Akkoyun, 2021; Acar, 2022; Erhan, 2022; Keles & Giil, 2022; Mentese & Unal, 2022; Kog, 2020;
Aytas & Koca, 2019; Orhan et al., 2019; Ag & Balc1, 2019; Dalmis, 2019; Yigit, 2019; Yasin, 2019; Ozkan, 2019; Sanal
& Yilmaz, 2020; Batuk, 2020; Bayarcelik, 2020; Aydm Goktepe et al., 2020; Tek & Siimer, 2020; Ozpehlivan, 2020;
Atalay et al., 2020; Cankaya, 2020; Mertel et al., 2020; Kalug et al., 2021; Kahya et al., 2021; Dogan, 2021; Dogan &
Akgiil, 2019; Kandemir & Nartgiin, 2019; Erol, 2019; Cakir, 2019; Mutluay & Sagir, 2019; Karagiil Kandemir & Kahveci,
2020; Tére, 2020; Yumusak & Celik, 2020; Kiiciiksiileymanoglu, 2020; Kaya et al., 2020; Ozer & Giindiiz, 2020; Kay1s et
al., 2020; Yasar & Akgay, 2021; Cobanoglu, 2021; Karacil & Cinar, 2021; Sevilir et al., 2021; Ibili et al., 2021; Tiimtiirk
& Deniz, 2021; Giiven, 2022; Sagir & Unal, 2022; Giigtekin & Ektiren, 2022; Simsek, 2025; Kocaoglu, 2007; Yavuz, 2012;
Helvact & Cetin, 2012; Yoriik & Sagban, 2012; Yildiz, 2013; Recepoglu et al., 2013; Yildirim et al., 2013; Siingii, 2013;
Tokat et al., 2013; Bayter & Alaca, 2014; Sezgin Nartgiin & Kalay, 2014; Uysal & Aydemir, 2014; Ozen, 2014; Ertas,
2014; Giirer, 2014; Aytag, 2015; Inankul, 2015; Cicek Saglam & Yiiksel, 2015; Kahraman & Cankaya, 2015; Sinan &
Kavas, 2015; Kahya, 2015; Topgu & Basim, 2015; Balkar & Ekici, 2015; Uysal, 2015; Bork & Adigiizel, 2015; Kurt &
Kurt, 2015; Demirdag, 2015; Kilig¢ & Aytemiz Seymen, 2015; Dogan & Ozdemir, 2016; Tolukan et al., 2016; Tavsanh et
al., 2016; Ercetin & Erigok, 2016; Memisoglu & Kalay, 2017

www.turkishstudies.net/economy



126 Turgut Emre Akyazi

the labour is divided into distinct tasks to ensure effective communication, coordination, and
integration of effort across different departments (Abdel-Raheem & Saad, 2019, p. 133). Structure
alludes to a framework or structure that establishes the organizational divisions in line with the
organizational hierarchy. It indicates who is in charge and who has the authority to make decisions
on behalf of the administration. It specifies how tasks and workloads should be distributed among
staff members. It specifies who is to report to whom and how to coordinate and communicate with
staff members (Alshawabkeh, 2021, p. 1641). The structure of an organization encompasses
administrative levels, direct reports, professional career, transfers, and promotions within the
organization. The structure of DNA is the clearest one among the four components of the DNA,
serving as the starting point for organizational change programs (Nafei, 2014, p. 119).

* Decision rights: Decision rights are the essential tasks that should be handled by
organizations that suffer from functional problems as they are the backbone of efficient development
(Abdel-Raheem & Saad, 2019, p. 132). Decision rights pertain to the fundamental mechanism by
which decisions are truly made. This includes, among other things, making decisions authorities and
responsibilities as clear as possible (Nafei, 2014, p. 119). Decision rights component comprises of a
set of organizational genes, which are organizational culture, leadership style, degree of
decentralization and organizational strategy (Hadjer & Amina, 2023, p. 249). Clearly defined
decision rights help to create greater distances and fewer layers. This means reduced costs and faster
action. Unspecified decision rights mean wasted time; they are the main cause of substandard
performance or even no performance at all (Candir, 2005, p. 97; Onay & Ergiiden, 2012, p. 206).

* Motivators: Motivation is defined as the forces that reinforce employee behaviour and
enhance the orientation towards continuity. It is considered as "a set of factors that stimulate the
desire and motivation of the individual to provide all his capabilities and energies for perform his
work efficiently and the achieve organization's goals” (Hadjer & Amina, 2023, p. 249). Motivators
can be defined as the means utilized by an organization to stimulate and motivate employees for
higher performance. Motivators help employees match their own goals with organizational goals
(Nafei, 2014, p. 119; Abdel-Raheem & Saad, 2019, p. 132). Finance is not the only thing motivators
refer to, as they also include material and moral factors to encourage employees to perform their best
(Nafei, 2014, p. 119).

* Information: Information is the basic tool for transferring and disseminating knowledge
within an organization, from those who possess it to those who require it. Decision makers can't take
decisive steps and seize market opportunities without accurate information. Information explains
how performance is measured, how activities are coordinated and how knowledge is transferred
(Nafei, 2014, p. 119). Decision-makers are unable to act decisively and take advantage of market
possibilities in the absence of precise information. In today's enterprises, information may play two
crucial roles: it can improve important business activities and help the firm respond to business
challenges (Robbins, 2003). Information is the most important factor underlying a company's ability
to determine clear decision authority and motivate and measure people to comply with them. One of
the most difficult tasks for modern companies is to ensure that high-quality information is available
wherever it is needed within the company (Onay & Ergiiden, 2012, p. 206).

There are connections between these components. For example, altering the organizational
structure necessitates altering the decision-making authority. It necessitates using a decentralized
decision-making process. Using the latter strategy necessitates giving employees new rewards. It
necessitates giving staff members the knowledge they need to act independently, make wise
decisions, and be creative. Moreover, creating new metrics to assess employee performance is
necessary when altering the organizational structure. It calls for creating a new bonus structure to
recognize and honour employees who achieve goals, which, in turn, means making changes to
incentives (Alshawabkeh, 2021, p. 1642).
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Seven Types of Organization based on Organizational DNA

According to the literature, there are seven principal types of organizations- the first three
are healthy and the latest four are unhealthy. The healthy organization profiles are resilient, just in
time and military organizations.

Passive-Aggressive Organization

The passive-aggressive organization is a pleasant, conflict-free, but cheerful, organization
type (Aguirre et al., 2005). Gaining consensus for major changes is not a problem, but implementing
these changes is difficult. Lacking the authority, information, and incentives needed to create
meaningful change, line workers tend to ignore orders from the center and interpret them as “this too
shall pass” (Neilson et al., 2005). In these organizations, information is implicit and inaccessible to
those who need it most. In addition to having so many bad characteristics, this type of organization
is the most common type (Nacar & Demirtas, 2021, p. 7599). It has been stated that many companies
in the Fortune 500 are suitable for this type of organization (Telli, 2019, p. 142). Employees in
passive-aggressive organizations do not know which decisions they are responsible for. No decision
is ever final, high-quality information is hard to access. The quality of employees’ work is not
accurately appraised. Employees in resilient organizations, on the other hand, feel the opposite
(Neilson et al., 2005).

Fits-and-Starts Organization

These organizations employ intelligent, motivated and talented people, but they usually do
not work in the same direction at the same time. When they succeed in doing this, it is observed that
they can achieve brilliant, explosive strategic results, but in reality, they lack the discipline and
coordination to establish these successes on a consistent basis. Fits-and-starts organizations attract
intelligent people who can take initiative and have entrepreneurial tendencies. However, in a place
where there is no strong management at the top and common values are not established at the bottom,
it is observed that these initiatives gradually run out. The result is on the verge of getting out of
control and reflects an overextended type of organization (Candir, 2005). In this type of organization,
since it is difficult to provide coordination within the organization, there is conflict between market
movements and organizational communication. The reason for this can be said to be an inherent
conflict between the building blocks at the center of the organization. On the other hand, it is known
that the information needed to make the best decisions for the company is in the central management
(Telli, 2019, p. 142). Although the decision-making authority is outside the center, the necessary
information for the decisions to be made is available at the center (Candir, 2005).

Outgrown Organization

This type of organization has become too large and complex to be run by a small top
management group, and it has a long way to go in order to democratize its management. However,
much of the organization's potential is not being used. Since power is held at the top and near the
top, the outgrown organization tends to be slow to respond to market developments and often fails
to get out of its own way. An employee within such an organization can see opportunities for positive
change, but it is difficult to act on them and bring them to fruition (Candir, 2005; Bancar, 2016;
Nacar & Demirtas, 2021).

Overmanaged Organization

It has been stated that organizations with many layers of management and excessive
management are a case study for the concept of “analysis paralysis.” When they do take action, they
are observed to be slow and reactive, to pursue opportunities late or less energetically than their
competitors. Managers of these organizations spend most of their time controlling the work of their
subordinates rather than observing new opportunities and threats. It has been observed that this
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organization, which is generally bureaucratic and highly political, hinders self-motivated, proactive
and results-oriented individuals. In organizations with excessive management, there is a lot of wasted
effort and unnecessary information (Candir, 2005; Nacar & Demirtag, 2021). In addition, due to the
large number of layers between levels, the organizational structure is not flexible against external
changes. Therefore, the overmanaged organization type is one of the unhealthy and cumbersome
organizational types (Bostanci et al., 2017, p. 141).

Just-in-Time Organization

Although this type of organization is not always proactive for change, it is stated that this
type of organization overcomes market fluctuations when necessary, without losing the big picture.
Just-in-time organizations are the focus of attention of motivated and talented people. Great places
to learn are usually found in these types of organizational environments. These settings exhibit an
adventurous spirit that drives the workplace and encourages imaginative burstings, especially when
it comes to achieving tangible accomplishments. Consistency and discipline are crucial for
maximizing these chances and replicating past successes (Candir, 2005; Nacar & Demirtas, 2021).

Military Precision Organization

It can be said that these types of organizations, which are usually managed by a small group
of top management, work very well. Everyone knows their role and implements it carefully. A
military organization operates with a strict hierarchy and a highly controlled management model. It
can adopt brilliant strategies and implement them over and over again because the organization has
trained and gone through every scenario in its handbook (Bancar, 2016; Candir, 2005). It is stated
that military organizations are typically vulnerable to sudden changes because they do not expect
significant and unexpected change (Candir, 2005). Top management is occupied by people who do
not have the knowledge, experience and skills in the field, which causes the failure to make efficient
and effective decisions (Nacar & Demirtag, 2021).

Resilient Organization

This type of organization, which is flexible enough to adapt to changes easily and quickly,
can always remain focused and organized behind a consistent business strategy. It is observed that
this type of organization, which is forward-looking and renews itself, is constantly expecting change
and approaches changes proactively. When it encounters an obstacle on the road, the flexible
organization is distinguished from others by its fast, meticulous and constructive response to this
obstacle. The flexible organization attracts motivated team players and provides them not only with
motivating work environments but also with the resources and authority necessary to solve complex
problems. It is stated that the flexible organization type is the healthiest organization type among all
organizational structures (Bancar, 2016; Candir, 2005; Nacar & Demirtas, 2021).

Organizational Identification

The first person to use the concept of “identification” in scientific literature was Freud
(1922), who defined it as "identification in psychoanalysis is the first expression of an emotional
bond established with another person" (Gautam et al., 2004, p. 302). One of the important
determinants of identification is expressed as the level of similarity between the group and the
individual. The individual will identify with the work group which they think is similar to themselves.
On the other hand, the person can also identify with other people in the work group who are close to
them (Knippenberg & Schie, 2000).

Organisational identification, defined as employees’ sense of belonging to the organisation
and their psychological perception of the organisation as an integral part of themselves in both
success and failure, has increasingly become a prominent topic in the organisational behaviour
literature. Employees who strongly identify with their organisation tend to perceive themselves as
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representatives of the organisation when interacting with external stakeholders. Consequently, they
are more likely to prioritise the organisation’s interests when making strategic and work-related
decisions (Tolukan et al., 2016). “Organizational identification” occurs when an individual sees
himself as one with the organization he works for and feels a sense of belonging to that organization
(Mael & Ashforth, 1992). Organizational identification is a psychological bond between the
individual and the organization, a sense of belonging, and therefore affects the individual's attitudes
and behaviours towards that organization. Individuals who identify with their organizations see
themselves as a part of that organization and accordingly exhibit behaviours such as making positive
contributions to the general goals of the organization, supporting the organization, and being pleased
with the organization's reputation (Mihci, 2019, p. 52). Organizational identification refers to the
extent to which employees incorporate the organisation’s identity into their self-concept. It reflects
the degree of congruence between employees’ self-definition and their perception of the
organization’s identity (Sezgin Nartgiin & Kalay, 2014).

Organizational identification is a concept that merges ideas from social psychology,
particularly social identification—which involves an individual's awareness of their membership in
an organization, its values, and emotional ties—and cultural identification, which pertains to a
person's sense of belonging and commitment to the organization's culture and values. The concept
was first introduced and developed by March from Stanford University and Simon from Carnegie
Mellon University in 1958 (Tang, 2022, p. 1). The alignment of individual and organizational goals
is significantly influenced by organizational identification. In today's businesses, where employees
stay with organizations for shorter periods of time and it is more common for them to work for
multiple companies over their careers, the issue of identification is becoming more and more crucial
(Polat, 2009, p. 18). Previous research on organisational identification has demonstrated that it is a
critical issue that should be given considerable attention by managers. As organisations are inherently
social institutions, employees who identify strongly with their organisations are more likely to
internalise the corporate image established by the organisation. Through this internalisation, they are
expected to adopt the attitudes and behaviours required by the organisation, thereby contributing to
enhanced individual performance and improved organisational outcomes (Kirmizigiil, 2018).

Su and Lin (2019) define organizational identification as “a process in which individuals
redefine themselves based on the work situation of their organizations”. Organizational identification
is the degree to which the concepts an individual uses to define himself and the concepts he uses to
define the organization overlap. For example, if a salesperson working in a successful business
defines himself as successful and innovative, like the company he works for, it is possible to say that
he identifies with that organization (Dutton et al., 1994, p. 239).

The common aspect of the definitions related to organizational identification is that all of the
definitions mention the individual's association of organizational membership with himself/herself,
either cognitively (seeing oneself as a part of the organization, internalizing the values of the
organization, etc.), emotionally (taking pride in membership, etc.), or both (Riketta, 2005, p. 360).
Without employees who have a strong sense of organizational identification, it is hard for
organizations to develop a positive organizational identity. Therefore, understanding organizational
identification is crucial for an organization. Organizational identification enables organizational
members to establish and maintain interpersonal ties with other people and to satisfy their internal
urges to belong to a community or group (Mael & Ashforth, 1992). A strong sense of organisational
identification is associated with higher levels of work dedication, greater job involvement, increased
enthusiasm and inspiration at work, stronger feelings of pride in one's work, and greater perseverance
in overcoming work-related challenges (Kiiglikibis & Giil, 2019). It was also reported that
identification with an organization has a greater influence on women’s work engagement than it does
for men (Mascarenhas et al., 2022), which is an indicator of the fact that identification is related to
gender as well. Struggle to overcome the dominance of male figures in terms of gender equality and
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representation, which hinders their ability to fully benefit from economic, social, and political
opportunities, relegating them to secondary positions (Tiireli & Caglar, 2010). While the recent
visibility of women in traditionally male-dominated fields is viewed as progress, they still lag behind
men in many respects (Boliikbas, 2025: 304). At this point, organizational identification can be seen
as a tool that can rise the motivation levels of women employees.

As organizational identification strengthens, individuals are expected to develop more
positive beliefs about their organisation. Employees who strongly identify with their organisation
tend to perceive themselves as representatives of the organisation when interacting with external
stakeholders, prioritise the organization's interests when faced with strategic and work-related
decisions, and distinguish themselves from those whose attitudes are inconsistent with the
organisation's values and objectives (Topcu & Basim, 2015).

Methodology

The aim of this research is to examine whether there is a statistically significant relationship
between two variables which are organizational DNA and organizational identification. To achieve
this, a quantitative method and correlational survey design were used. Due to the sample size of the
research, a quantitative research method was preferred, and a relational screening method was
employed. The research data were collected through online survey forms. In accordance with the
principles of scientific ethics, Ethics Committee approval was obtained from the Aksaray University
Human Research Ethics Committee on February 28, 2024, under protocol number 2024/01-25.

This section presents the purpose and significance of the study, theoretical foundations and
hypotheses, the population and sample, data collection tools, data analysis and findings.

Purpose and Significance of the Study

The aim of this study is to examine the relationship between organizational DNA and
organizational identification and to determine whether organizational DNA has an impact on
organizational identification. Literature review revealed that there are no existing studies in the
literature regarding the relationship between organizational DNA and organizational identification
apart from the studies by Konakay et al. (2024) and Amedi (2025), which concluded that
organizational DNA has an influence on organizational identification. It is clear that there is a lack
of sufficient accumulation of research on the relationship between organizational DNA and
organizational identification in organizational behaviour literature. This study attempts to make a
humble contribution to the shortage of studies on the issue, which is why the study results will have
a key role in terms of guiding future studies.

Theoretical Foundations and Hypotheses

Organizational DNA comprises of four building blocks, namely structure, decision rights,
motivators and information (Verschoor, 2005; Nafei, 2014; Hadjer & Amina, 2023). Among these
four core elements, especially “motivators” stand out as the component which is most closely related
to organizational identification. An individual's possession of the core DNA of the organization is
realized through the individual's adaptation to the institution. The individual integrates with the
institution to the extent that he/she adopts the philosophy, vision, mission and culture that exist in
the core DNA of the institution (Ball, 1997; Ogan & Cinel, 2021, p. 1323). The possession of the
organizational DNA is realised through motivation. Motivation is simply the force that reinforces
employee behaviours. It is considered as "a set of factors that stimulate the desire and motivation of
the individual to provide all his capabilities and energies for perform his work efficiently and the
achieve organization's goals” (Hadjer & Amina, 2023, p. 249). Motivators, similarly, are the
organizational tools which stimulate and motivate employees for higher performance. Motivators
foster employees’ feeling of identification with the organization through allowing them to match
their own goals with organizational goals (Nafei, 2014; Abdel-Raheem & Saad, 2019).
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Organizational factors such as leadership (Schuh et al., 2012; Zhao et al., 2016),
organizational culture (Li, 2013), organizational trust (Su et al., 2019) and organizational support
(Hunt, 2012), which are also among the elements that constitute organizational DNA (Nafei, 2015;
Elsanhawy & Badway, 2023), are listed among the antecedents of organizational identification.
Organizational justice has been regarded as a significant determinant of organizational identification
by some researchers as well. This is because the perception of justice has a considerable influence
on individuals' emotions and ways of thinking (Tyler, 2000). Olkkonen and Lipponen (2006)
concluded that there is a positive relationship between the distribution of justice and organizational
identification (Ozdemir, 2010, p. 240). When we look at organizational DNA, it is possible to say
that several components of organizational DNA are closely related to justice. To illustrate, priorities,
which are considered among the dimensions of organizational DNA, are related to the question of
whether organizational resources are distributed justly. Likewise, another dimension of
organizational DNA is power. Power involves reasonable and fair distribution of authority and
decision-making within the organization (Elsanhawy & Badway, 2023, p. 118).

When the types of organizations based on organizational DNA are taken into account, it can
be predicted that healthy organization types will affect organizational identification positively
whereas unhealthy organization types will have just the opposite effect. Considering passive-
aggressive organizations, for example, it is clear that employees in passive-aggressive organizations
will not know which decisions they are responsible for and will have difficulty trying to understand
which decision is final. Besides, high-quality information is hard to access in this type of
organization. Also considering the fact that the quality of employees’ work is not accurately
appraised (Neilson et al., 2005), it can be assumed that employees working in a passive-aggressive
organization will have a low level of organizational identification. On the other hand, in a resilient
organization, which is among the healthy types of organization based on DNA, the flexible resilient
organization will attract motivated team players and provide them not only with motivating work
environments but also with the resources and authority necessary to solve complex problems. It is
stated that the flexible (resilient) organization type is the healthiest organization type among all
organizational structures (Bancar, 2016; Candir, 2005; Nacar & Demirtas, 2021). In this type of
organization, it is reasonable to claim that employees will have a relatively high level of
organizational identification.

The organizational structure, decision-making rights, motivations, and information flows
constitute the core of the organization's identity and distinct personality, or the “nucleotides”, as a
term borrowed from the field of genetics. There are four elements that may be called chromosomes
that determine the regulatory gene, which is the right to a decision, information, motives, and
structure (David & Neilson, 2019; Elsanhawy & Badway, 2023). An individual's possession of the
core DNA of the organization is realized through the individual's adaptation to the institution. The
individual integrates with the institution to the extent that he/she adopts the philosophy, vision,
mission and culture that exist in the core DNA of the institution (Ball, 1997; Ogan & Cinel, 2021, p.
1323), which, in turn, fosters organization identification. Organizational DNA is an important
concept for understanding the fundamental characteristics and values of an organization.
Understanding an organization's DNA can help leaders shape its culture, decision-making processes,
strategy, and approaches to change management to support the organization's goals and values
(Elsanhawy & Badway, 2023, p. 117). Thus, employees will feel more comfortable to adopt those
fundamental characteristics and, goals and values of the organization, which will enable them to
identify with their organization. Given that a company's DNA encompasses the integration of
intelligence, decision-making capabilities, and a unified commitment to shared goals, it can be
argued that organizational DNA plays a pivotal role in fostering organizational identification
(Neilson et al., 2003: Konakay et al., 2024).

www.turkishstudies.net/economy



132 Turgut Emre Akyazi

Based on this theoretical background and empirical data, it is assumed that the organizational
identification levels of employees are closely related to organizational DNA and organizational DNA
has a meaningful impact on organizational identification. Examination of the relevant literature
revealed that there are no studies which measure the relationship between organizational DNA and
organizational identification except for only one study (Konakay et al., 2024). Konakay et al. (2024)
tested the relationships between person-supervisor fit and organizational identification and the
mediating effect of organizational DNA between these two variables. The primary goal of this study
was to measure the mediating effect of organizational DNA but it is also mentioned in the study that
the researchers found that organizational DNA increases organizational identification of employees.
Therefore, in light of the literature review, given the “organic bond” and intertwinement between the
two variables organizational DNA and organizational identification, research hypotheses were
developed as follows:

H1: Employees’ perception towards resilient type of organizational DNA varies according
to tenure.

H2: Employees’ perception towards just-in-time type of organizational DNA varies
according to tenure.

H3: Employees’ perception towards passive-aggressive type of organizational DNA varies
according to tenure.

H4: Employees’ perception towards military type of organizational DNA varies according
to tenure.

H5: Employees’ perception towards fits-and-starts type of organizational DNA varies
according to tenure.

H6: Employees’ perception towards overmanaged type of organizational DNA varies
according to tenure.

H7: Employees’ organizational identification level varies according to tenure.

H8: Organizational DNA as a whole has a positive and significant effect on organizational
identification.

H9: Resilient type of organization has a positive and significant effect on organizational
identification.

H10: Just-in-time type of organization has a positive and significant effect on organizational
identification.

H11: Passive-aggressive type of organization has a negative and significant effect on
organizational identification.

H12: Military type of organization has a positive and significant effect on organizational
identification.

H13: Fits-and-starts type of organization has a negative and significant effect on
organizational identification.

H14: Overmanaged type of organization has a negative and significant effect on
organizational identification.

Population and Sample

The research population comprises of manufacturing enterprises operating in the Organized
Industrial Zone of Aksaray province in Tiirkiye. The research sample consists of employees of 36
enterprises operating in the textile and machinery sectors. The participants include managers, unit
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managers, engineers, and human resources employees of the enterprises. Quantitative methodology
and correlational survey design were used and the participants were reached through a simple random
sample selection. Research data were collected through online survey forms. Considering the
quantitative nature of the research variables, the calculation of the sample size was made using the
formula (n=a’.Za’*/H?) (Ural and Kilig, 2011). Based on this calculation, it was determined that a
minimum sample size of 384 participants would be sufficient, according to the formula
(n=1%.1.96/0.1?=384). A total of 1300 people were contacted, and 1084 online forms were completed.
After excluding incomplete and insufficient surveys, a total of 1025 surveys were evaluated, resulting
in a 83.3% return rate.

Based on the frequency analysis, 53.9% of the participants were male. 29.7% of the
participants were between the ages of 30 and 39, 36.4% were between the ages of 40 and 49. Overall,
more than 90% of the participants were 30 and older. As for tenure, it was found out that 28% has
been working in their current position for less than 5 years, 56.1% for 6-10 years and 15.9% has been
working for more than 11 years.

Data Collection Tools

In order to determine the relationship between participants' perception towards
organizational DNA and organizational identification, a survey form containing scale items related
to these variables was created. The survey form consists of three sections. The first section includes
questions aimed at determining demographic variables such as participants' age, gender, marital
status, educational background, and tenure at their current workplace.

The second section includes the 28-item "Organizational DNA Scale" developed by Cetin
and Dos (2014), to determine participants' perceptions towards organizational DNA. Exploratory
factor analysis revealed that the scale exhibits a six-factor structure, similar to the original. The scale's
internal consistency (Cronbach's Alpha) coefficient was 0.863, and its reliability was found to be
high.

The third section includes the "Organizational Identification Scale," which is an 11-item
scale developed by Johnson et al. (1999) and used by Kanten (2012) to measure participants'
organizational identification levels. The scale is a Likert-5 scale, with responses ranging from 1 =
Strongly Disagree, 2 = Disagree, 3 = Undecided, 4 = Agree, and 5 = Strongly Agree. The internal
consistency (Cronbach's Alpha) coefficient of the scale was calculated as 0.952 and was found to be
highly reliable.

Data Analysis and Findings

A normal distribution test was first performed on the research data. The test results showed
that the skewness and kurtosis values of the data ranged from -1.245 to 0.873 for organizational DNA
and from -1.351 to 1.294 for organizational identification. Since the skewness and kurtosis values
ranged from +1.96 to -1.96, it can be said that the data were normally distributed (Corder & Foreman,
2009). Accordingly, ANOVA test was used to test the relationship between the research variables
and demographic variables and Pearson correlation was used to test the significance of the
relationship between organizational DNA and organizational identification. Linear regression
analysis was used to predict the effect of organizational DNA on organizational identification.

Comparison of Research Variables in Terms of Tenure

In order to reveal whether participants’ perceptions of organizational DNA and
organizational identification differ based on tenure, ANOVA test was performed. The results
regarding organizational DNA according to tenure are presented in Table 1.
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Table 1: ANOVA Results Comparing Organizational DNA According to Tenure

Sum of df Mean F p Source
Squares Square
Resilient Between 358.204 2 179.102 9.242 .000%* C>A, B
Groups
Within Groups 19805.078 1022 19.379
Total 20163.282 1024
Just-in-Time Between 377.039 2 188.519 11.147 .000%* C>A, B
Groups
Within Groups 17283.699 1022 16.912
Total 17660.738 1024
Passive-Aggressive Between 71.559 2 35.780 2.601 .075%*
Groups
Within Groups 14058.002 1022 13.755
Total 14129.561 1024
Military Between 212.511 2 106.256 7.131 .001* C>A, B
Groups
Within Groups 15228.605 1022 14.901
Total 15441.116 1024
Fits-and-Starts Between 312.885 2 156.443 4.886 .008* C<A,B
Groups
Within Groups 32723.452 1022 32.019
Total 33036.338 1024
Overmanaged Between 205.776 2 102.888 4.692 .009* C<A,B
Groups
Within Groups 22409.486 1022 21.927
Total 22615.262 1024

A= 1-5 years, B= 6-10 years, C= 11 years and longer

Table 1 demonstrates that participants who have been working in the same workplace for 11
years and longer have a higher perception of “resilient”, “just-in-time” and “military” type of DNA
compared to participants who have 10 years and shorter experience in the same workplace. On the
other hand, participants with 10 years and shorter tenure perceive their organization “fits-and-starts”
and “overmanaged” type of DNA at a higher rate compared to those who have 11 years and longer
tenure. The ANOVA test results regarding the comparison of organizational identification based on

tenure are presented in Table 2.

Table 2: ANOVA Results Comparing Organizational Identification According to Tenure

Sum of Mean

Squares df Square F P Source
Between 2096.756 2 1048.378 11.510 .000* C>4AB
o Groups
e Within
Identification 93086.245 1022 91.082
Groups
Total 95183.001 1024

A= 1-5 years, B=6-10 years, C= 11 years and longer

As shown in Table 2, the ANOVA results comparing organizational identification according
to tenure indicate that there is a significant difference regarding organizational identification between
participants with 11 years and longer tenure and those who have 10 years and shorter tenure (p=.000;
p< .05).
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The Effect of Organizational DNA on Organizational Identification

Within the scope of the study, in order to calculate the effect of organizational DNA on
organizational identification, organizational DNA was considered as the independent variable and
organizational identification as the dependent variable. Considering the fact that the kurtosis and
skewness values of the research data were between +1.96 and -1.96, the data were normally
distributed. In the next stage, correlation analysis was applied to check whether there was a linear
relationship between the independent and dependent variables so as to conduct regression analysis.
As the literature suggests, if the data are normally distributed, Pearson's tau-b analysis should be
performed (Tabachnick & Fidell, 2013; Can, 2014; Giirbiiz & Sahin, 2015). Since the data in this
study were normally distributed, Pearson's correlation analysis was performed. The results of the
analysis are shown in Table 3.

Table 3: Correlation between Types of Organizational DNA and Organizational Identification
Resilient Just-in-Time  Passive-Aggressive  Military Fits-and-Starts Overmanaged

Org. P .897™ .894™ - .815™ .874™ -.854™ -.818™
Identif.  Sig. (2-tailed) .000 .000 .000 .000 .000 .000

N 1025 1025 1025 1025 1025 1025
*p<.01

The correlation analysis results in Table 3 exhibits that there is a positive and statistically
meaningful relationship between “resilient” (r = 0,897, p <0,01), “just-in-time” (r = 0,894, p <0,01)
and “military” (r = 0,874, p < 0,01) types of organizational DNA and organizational identification.
Based on these findings, it is possible to say that employees have higher levels of identification if
they work in companies with resilient, just-in-time or military type of organizational DNA. On the
other hand, the findings suggest that there is a negative and statistically meaningful relationship
between “passive-aggressive” (r = -0,815, p < 0,01), “fits-and-starts” and “overmanaged” types of
organizational DNA and organizational identification. In order to explore the effect of organizational
DNA on organizational identification, linear regression analysis was conducted. The results of the
regression analysis are presented in Table 4.

Table 4: Regression Analysis Results Regarding the Effect of Organizational DNA on
Organizational Identification

Sum of Squares df Mean Square F Sig.
Regression 81844.896 6 13640.816 1041.104 000*
Residual 13338.105 1018 13.102
Total 95183.001 1024
R=.927; R?=.860; Adjusted R?>=.859

*p<.01

The regression analysis results indicate that organizational DNA as a whole has a statistically
meaningful and very strong positive impact on organizational identification (adjusted R2= .859,
p<.01). The table also suggests that organizational DNA as a whole predicts 86% of organizational
identification. The research findings also revealed that the 6 types of organizational DNA each have
an impact on organizational identification. Table 5 presents details regarding the effects of each type
of organizational DNA on organizational identification.
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Table 5: Model Coefficients Concerning the Effect of Types of Organizational DNA on
Organizational Identification

Unstandardized Coefficients Standardized Coefficients Collinearity
Model B Std. Error Beta t Sig. Statistics
(Constant) 22.099 1.353 16.328 .000* T VIF
DNA_Esnek 591 .076 272 7.783 .000* 113  8.862
DNA TamZaman 732 .078 316 9.392 .000* .122  8.198
DNA_PasSaldir -.123 .083 -.047 -1.478 .140** 134 7.472
DNA_Askeri 309 .080 124 3.882 .000% .134 7.451
DNA_EsinBaglan -.197 .073 -.116 -2.675 .008* .073 13.607
DNA YonAgir -.220 .075 -.107 -2.951 .003* .104  9.600

*p<.01; **p>.05

Table 5 suggests that all types of organizational DNA except for passive-aggressive have a
statistically meaningful effect on organizational identification. According to the findings, resilient
(B=0,272, p<0,01), just-in-time (p=0,316, p<0,01) and military ($=0,124, p<0,01) types of
organizational DNA have a positive impact on organizational identification. On the other hand, fits-
and-starts (B=-0,116, p<0,01) and overmanaged (p= -0,107, p<0,01) types of organizational DNA
have a negative impact on organizational identification.

A confirmatory Factor Analysis (CFA) was conducted using AMOS to assess the structural
validity of the measurement model. The goodness-of-fit indices were found to be within acceptable

ranges:
e x%/df=5.83
e CFI=.949
e TLI=.943
e GFI=.882

e RMSEA =.069

While the x*/df ratio is slightly above the ideal threshold due to the large sample size (N =
1025), the CFI and RMSEA values indicate a good and acceptable fit, respectively. These results
confirm that the dimensions of the scale are statistically distinct constructs, providing evidence for
discriminant validity despite the high correlations observed.

As for Variance Inflation Factor (VIF) Analysis; while some variables (e.g.,
DNA _EsinBaslan, VIF = 13.6) exhibit high values, this is attributed to the theoretical proximity of
the O-DNA archetypes within the organizational framework.

Therefore, 12 of the research hypotheses were accepted whereas 2 were rejected. The details
are provided in Table 6.

Turkish Studies — Economics, Finance, Politics 21(O1)



The Relationship between Organizational DNA and Organizational... 137

Table 6: Research Hypotheses

No. Hypothesis Result

H1. Employees’ perception towards resilient type of organizational DNA varies according to Accepted
tenure.

H2. Employees’ perception towards just-in-time type of organizational DNA varies according to Accepted
tenure.

H3. Employees’ perception towards passive-aggressive type of organizational DNA varies Rejected
according to tenure.

H4. Employees’ perception towards military type of organizational DNA varies according to Accepted
tenure.

HS. Employees’ perception towards fits-and-starts type of organizational DNA varies accordingto ~ Accepted
tenure.

He. Employees’ perception towards overmanaged type of organizational DNA varies according to ~ Accepted
tenure.

H7. Employees’ organizational identification level varies according to tenure. Accepted

HS. Organizational DNA as a whole has a positive and significant effect on organizational Accepted
identification.

H9. Resilient type of organization has a positive and significant effect on organizational Accepted
identification.

H10. Just-in-time type of organization has a positive and significant effect on organizational Accepted

identification.

H11. Passive-aggressive type of organization has a negative and significant effect on organizational =~ Rejected
identification.

H12. Military type of organization has a positive and significant effect on organizational Accepted
identification.

H13. Fits-and-starts type of organization has a negative and significant effect on organizational Accepted
identification.

H14. Overmanaged type of organization has a negative and significant effect on organizational Accepted
identification.

Conclusion

In recent years, organizations have been considered as living organisms. Each organization
has its own set of characteristic features and these features distinguish it from other organizations
(Nacar & Demirtas, 2021, p. 7596). These features are referred to as organizational DNA, a phrase
which has become popular in recent years. Organizational DNA is a metaphorical term referring to
the fundamental factors that define the character of an organization and help explain its performance
(Honold & Silverman, 2002; David & Neilson, 2006). The concept of organizational DNA suggests
that every organization has its own distinctive characteristics. Each organization has a mission,
vision, strategy, structure, institutional values, procedures and overview to human resources
according to this approach. In other words, the culture, characteristics and workforce of an
organization are different from those of other organizations (Bostanci et al., 2020, p. 86).

Considering the fact that organizations gain meaning with the people who belong to them, it
is fair to claim that success depends greatly on the perceptions, attitudes and behaviours of those
people. At this point, if the employees feel a sense of resemblance and common characteristics
between their organization and themselves, they are likely to perform better and contribute more to
the organizational processes. When this feeling of commonness reaches to the level of so-called
“identification”, employees start to see themselves and the organization as a whole. “Organizational
identification” occurs when an individual sees himself as one with the organization he works for and
feels a sense of belonging to that organization (Mael & Ashforth, 1992). Organizational identification
is a psychological bond between the individual and the organization, a sense of belonging, and
therefore affects the individual's attitudes and behaviours towards that organization. Individuals who
identify with their organizations see themselves as a part of that organization and accordingly exhibit
behaviours such as making positive contributions to the general goals of the organization, supporting
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the organization, and being pleased with the organization's reputation (Mihci, 2019, p. 52). Without
employees who have a strong sense of organizational identification, it is hard for organizations to
develop a positive organizational identity, which makes it crucial for organizations to understand the
importance of organizational identification (Mael & Ashforth, 1992).

The analysis of the relevant literature revealed that, except for a few studies (Konakay et al.,
2024; Amedi, 2025), there are no studies examining the relationship between organizational DNA
and organizational identification. Considering the small number of studies concerning organizational
DNA and identification, this study has attempted to make a contribution to the limited amount of
research on the issue. For this purpose, 1025 survey forms were collected from 36 manufacturing
enterprises operating in the textile and machinery sectors in the Organized Industrial Zone of Aksaray
province in Tirkiye. Analysis of the data revealed that participants who have been working in the
same workplace for 11 years and longer perceive their organization to have “resilient”, “just-in-time”
and “military” type of DNA. On the other hand, participants with 10 years and shorter tenure perceive
their organization to have “fits-and-starts” and “overmanaged” type of DNA. In the literature, just-
in-time, resilient and military types of organizational DNA are considered healthy whereas passive-
aggressive, overmanaged and fits-and-starts types of organizational DNA seen as unhealthy
organization profiles (Neilson et al., 2005; Candir, 2005; Bancar, 2016; Nacar & Demirtag, 2021).
Resilient organization, for instance, is flexible enough to adapt to changes easily and quickly and can
always remain focused and organized behind a consistent business strategy (Bancar, 2016; Candir,
2005; Nacar & Demirtas, 2021). This might be the reason why participants in this study who have
more than 10 years of experience in the same workplace perceive their organization to be resilient,
compared to participants with less than 10 years of tenure. More experienced (and thus older)
employees might become less flexible throughout the years and start to perceive their organization
to be relatively more flexible compared to previous years.

According to the findings, there is a statistically significant difference in organizational
identification levels across tenure groups (p=.000; p<.05). Specifically, employees with 11 years or
more of tenure reported significantly higher levels of organizational identification compared to those
with 10 years or less. This result suggests that longer organizational tenure strengthens employees’
psychological attachment to the organization and enhances the internalization of organizational
identity. This finding is consistent with prior research in the literature. Ashforth and Mael (1989)
argued that organizational identification tends to increase over time, as prolonged membership allows
individuals to become more familiar with and integrated into the organization’s values and norms.
Similarly, Mael and Ashforth (1992) emphasized that tenure positively influences employees’ sense
of belonging, which in turn enhances their level of identification with the organization. Employees
with longer tenure are likely to have developed a deeper understanding of the organization’s history,
culture, and operational routines. Dutton, Dukerich, and Harquail (1994) suggested that when
individuals perceive the organization’s identity as part of their self-concept, their level of
organizational identification becomes stronger. Thus, it is reasonable to expect that long-term
employees internalize the organization’s identity as an extension of their own. On the other hand,
employees with shorter tenure tend to show lower levels of organizational identification, possibly
because they have not yet fully internalized the organization’s culture or accumulated sufficient
experience to develop strong identification. Van Knippenberg and Van Schie (2000) pointed out that
organizational identification develops over time and is closely related to employees’ level of
organizational socialization. Therefore, the findings indicate that tenure is a significant determinant
of organizational identification. This suggests that organizations may benefit from promoting long-
term employment relationships, as retaining employees over time can strengthen their sense of
belonging and identification with the organization. Furthermore, implementing effective orientation
and mentoring programs for newcomers may help facilitate cultural adaptation and enhance
organizational identification among less tenured employees.
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The results of the regression analysis demonstrate that organizational DNA has a strong and
statistically significant positive effect on organizational identification (adjusted R2= .859, p<.01).
This finding indicates that the six components of organizational DNA collectively explain
approximately 86% of the variance in organizational identification, suggesting a very strong
explanatory power. In other words, the structural, cultural, and behavioural elements that constitute
an organization’s DNA substantially shape how employees identify with their organization. This
result aligns with the conceptualization of organizational DNA proposed by Neilson, Pasternack, and
Mendes (2003), who described it as the unique combination of organizational traits—including
decision rights, information flows, motivators, and structure—that determine how an organization
behaves. When these components are clearly defined and consistently aligned, employees develop a
clearer understanding of the organization’s identity, purpose, and values, which enhances their sense
of belonging and identification. An individual's possession of the core DNA of the organization is
reflected through the individual's adaptation to the institution. The individual integrates with the
institution through the adoption of the philosophy, vision, mission and culture that exist in the core
DNA ofthe institution (Ball, 1997; Ogan & Cinel, 2021, p. 1323), which, in turn, fosters organization
identification. Also, understanding an organization's DNA can help leaders shape its culture,
decision-making processes, strategy, and approaches to change management to support the
organization's goals and values (Elsanhawy & Badway, 2023, p. 117). Thus, employees will feel
more comfortable to adopt those fundamental characteristics and, goals and values of the
organization, which will enable them to identify with their organization. Given that a company's
DNA encompasses the integration of intelligence, decision-making capabilities, and a unified
commitment to shared goals, it can be argued that organizational DNA plays a pivotal role in
fostering organizational identification (Neilson et al., 2003: Konakay et al., 2024).

The regression analysis concerning the effect of types of organizational DNA on
organizational identification demonstrate that five out of six types of organizational DNA
significantly influence organizational identification. Specifically, the resilient (p = 0.272, p <.01),
just-in-time (B = 0.316, p < .01), and military (B = 0.124, p <.01) DNA types have a positive and
significant impact on organizational identification, whereas the fits-and-starts (f = -0.116, p <.01)
and overmanaged (B = -0.107, p < .01) types exert a negative and significant effect. The passive-
aggressive DNA type, however, does not significantly predict organizational identification (p > .05).
These findings suggest that organizations characterized by adaptability, efficiency, and disciplined
coordination foster stronger identification among employees. The positive effects of resilient and
just-in-time structures indicate that when organizations are capable of responding effectively to
change and maintaining flexibility, employees are more likely to perceive alignment between their
personal and organizational goals. This is consistent with Ashforth and Mael’s (1989) social
identification theory, which emphasizes that identification strengthens when members perceive their
organization as competent and adaptive. Similarly, the military DNA type’s positive influence can
be attributed to its clear structure, well-defined roles, and strong sense of collective purpose—all of
which enhance members’ feelings of belonging and psychological security. Such environments often
reinforce normative commitment and a shared identity through stable hierarchies and coordinated
routines (Van Knippenberg & Sleebos, 2006). In contrast, organizations with fits-and-starts or
overmanaged DNA structures tend to inhibit identification. The fits-and-starts type reflects
inconsistency, lack of strategic direction, and frequent disruptions in communication or priorities.
Employees within such organizations may experience ambiguity and frustration, leading to weaker
identification. The overmanaged structure, characterized by excessive control and bureaucracy, may
reduce employees’ sense of autonomy and intrinsic motivation, thereby undermining identification—
an observation supported by self-determination theory (Ryan & Deci, 2000). The non-significant
effect of the passive-aggressive DNA type may indicate that its dysfunctional characteristics (e.g.,
hidden resistance, unclear authority) do not directly influence identification levels, possibly because
employees in such settings disengage or emotionally detach rather than consciously disidentify.
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Overall, these findings emphasize the critical role of organizational DNA in shaping employees’
psychological connection to their organizations. Structures that promote adaptability, clarity, and
efficiency appear to strengthen identification, while those characterized by rigidity or inconsistency
tend to weaken it. This aligns with the broader literature on organizational culture and identity, which
posits that well-aligned, dynamic structures foster stronger employee commitment and identification

(e.g., Albert, Ashforth, & Dutton, 2000).
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Giris

Kalitimla iligkili olgularin ve farkliliklarin analiz edilmesi, kesfedilmesi, siniflandirilmasi ve
tanimlanmasi genetik biliminin temel amaglari arasinda yer almaktadir. Kalitsal 6zellikler, canlilar
ile onlarin atalar1 ve akrabalar1 arasindaki benzerlikleri ifade etmektedir. Buna karsilik varyasyonlar,
bir canliy1 diger canlilardan ayiran temel Ozellikler olarak kabul edilmektedir. Benzer sekilde,
orgiitsel DNA kavraminin temelinde de her orgiitiin, tipki canli organizmalar gibi, kendi temel ve
dogal bilesenlerinde somutlasan kendine G6zgii genetik Ozelliklere sahip oldugu diisiincesi yer
almaktadir. Biyoloji ve genetik bilimlerinin ortaya koydugu gergeklerin ydnetim bilimiyle
birlestirilmesi sayesinde Orgiitlerin gelistirilmesi ve iyilestirilmesi yoniinde etkili admmlar
atilabilecegi ileri strilmektedir (Abdel-Raheem & Saad, 2019, s. 131). DNA kavrami Orgiit
kuramina uyarlandiginda ise, DNA'nin 6rgiitiin temel yapi tasi oldugu ve her 6rgiitiin kendine 6zgii
bir DNA yapisina sahip bulundugu sdylenebilir (Cetin & Dés, 2014, s. 562).

Insan genomuna dayanan ve bireylerin genetik 6zelliklerini belirleyerek kalitsal yapilari
hakkinda bilgi saglayan DNA kavrami, son yillarda orgiitlere de uyarlanmistir. Insan DNA'sinda
oldugu gibi, orgiitlerin de genetik yapilarinin belirlenmesine yonelik calismalar yiiriitiilmektedir.
Boylece, tipki canli organizmalarda oldugu gibi her 6rgiitiin kendine 6zgili bir DNA yapisina sahip
oldugu goriisii yaygin kabul gérmeye baslamistir (Cetin & Dés, 2014, s. 562). Orgiitsel DNA
yaklagiminin temel varsayimi, her Orgiitin canli organizmalar gibi kendine ozgii 6zellikler
tasidigidir. Biyoloji ve yonetim bilimi disiplinlerinden elde edilen bilgi birikiminin
biitlinlestirilmesiyle orgiitlerin gelistirilebilecegi ifade edilmektedir (Soroush ve digerleri, 2014, s.
126).

DNA kavrami biyoloji bilimine ait olmakla birlikte, orgiitsel bakis agisinda metafor olarak
kullanilmaktadir. Nitekim Orgiitsel perspektiften degerlendirildiginde DNA, orgiitiin kimligi ve
profil 6zellikleri hakkinda bilgi sunmaktadir (Kahraman, 2019, s. 46).

Insanlarin  biiyiik bir boliimii ¢alisma yasamlarmn &nemli kismii bir isletmede
gecirmektedir. Bu nedenle bireyler, bagli olduklar igyerini ya da igyerindeki konum ve rollerini
kimliklerinin 6nemli bir parcasi olarak gormektedir. Bunun dogal bir sonucu olarak, bireysel
kimliklerini tanimlarken orgiitsel kimligin 6zelliklerinden yararlanmaktadirlar (Eickholt, 2018, s. 3).
Orgiitsel 6zdeslesme, bireylerin ortak tutum ve inanglar1 etrafinda ¢alisma arkadaslarini birbirine
yakinlastirmakta ve bunun dogal sonucu olarak bireyin oOrgiite uyumunu ve biitlinlesmesini
kolaylastirmaktadir. Ayrica orgiitsel 6zdeslesmenin, ¢aliganlarda 6z denetim, anlamlilik ve orgiite ait
olma duygularinin gelisimine katki sagladigi belirtilmektedir (Hiindiir, 2019, s. 41).

Bu calismada, orgiitsel DNA ile orgiitsel 6zdeslesme arasindaki iliskinin incelenmesi ve
orgiitsel DNA'nin orgiitsel 6zdeslesme iizerinde anlamli bir etkisinin bulunup bulunmadiginin
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belirlenmesi amaglanmaktadir. Makalenin izleyen boliimiinde oOrgilitsel DNA ve Orgiitsel
0zdeslesmeye iligkin kuramsal ger¢eve olusturulmustur. Yontem bdliimiinde arastirmanin amaci ve
Oonemi, kuramsal temelleri ve hipotezleri, evren ve dreklem, veri toplama araglari ile aragtirma
bulgularma yer verilmistir. Son boliimde ise elde edilen bulgular, mevcut literatiir 15131nda ayrintili
olarak tartigilmustir.

Kavramsal Cerceve
Orgiit DNA’s1

DNA kavraminin postmodern bir yaklasim olarak igletme yonetimi alaninda kullanilmaya
baglanmasinin  6nemli nedenlerinden biri, isletmelerin sosyal organizmalar olarak
degerlendirilmesidir (Ogan & Cinel, 2021, s. 1324). insan viicudu, i¢ ice gecmis hiyerarsik bir diizene
sahip aglardan olugmaktadir. Hiicreler dokular1, dokular organlari, organlar sistemleri ve sistemler
ise insan viicudunu meydana getirmektedir. Her diizey yeni islevler kazandirirken, her alt sistem de
kendi gérevini yerine getirebilmek icin gerekli yetkinlikleri asamali olarak edinmektedir. Orgiitlerin
hiyerarsik yapisi ile insan viicudunun sistemsel yapisi arasinda 6nemli benzerlikler bulunmaktadir.
Hiicre ve organlarin canli organizmanin alt sistemlerini olusturdugu biyolojik metafora dayanan
sistem yaklagimi agisindan degerlendirildiginde, orgiitiin bir biitiin olarak sistem ve kendi i¢indeki
hiyerarsik yapilarin da alt sistemler seklinde ele alinmasi bu yaklasimla tamamen uyumludur
(Morgan, 1997; Nart, 2019).

Insanlarin genetik 6zelliklerini belirleyen DNA kavrami zamanla orgiitlere de uyarlanmis ve
aragtirmacilar, insan DNA'sina benzer sekilde oOrgiitlerin genetik yapilarim1  belirlemeye
calismiglardir. Boylece, tipki canli organizmalarda oldugu gibi her orgiitiin kendine 6zgii bir DNA
yapisina sahip oldugu diisiincesi yayginlik kazanmistir. Calisanlarin yasamlarini nitelikli bir bigimde
sirdlirebilmeleri ve gorev yaptiklart kurumlarda yiiksek performans sergileyebilmeleri igin
ihtiyaglarinin karsilanmasi1 gerektigi anlayisi, Orgiit kuramlart iizerine ¢alisan arastirmacilarin
dikkatini biyoloji bilimine yoneltmistir. Bunun temel nedeni, ¢alisanlarin hem bireysel hem de grup
diizeyinde biyolojik organizmalar gibi hareket ettikleri ve etkili bir sekilde faaliyet gdsterebilmeleri
icin ihtiyaglarinin karsilanmasinin gerekli oldugunun disiiniilmesidir. Bu yaklasimla birlikte
orgiitlerin de birer organizma oldugu fikri; oOrgiitsel etkililik, orgiit-cevre iligkileri ve Orgiitiin
varligini siirdiirebilmesi gibi konulara ilgiyi arttrmustir (Nart, 2019, s. 2842). Orgiitsel DNA, bir
orgiitiin temel 6zelliklerini tanimlayan bir kavram olarak degerlendirilebilir. Bu baglamda orgiitsel
DNA, orgiitleri genetik bir bakis acisiyla aciklamaktadir. Bagka bir ifadeyle, gegmisten gelen, orgiitii
tanimlayan, kimligini ortaya koyan ve sahip oldugu yetkinlikleri yansitan genetik yapi, Orgiitiin
DNA'sii1 olusturmaktadir (Telli, 2019, s. 116).

Orgiitsel DNA, son yillarda yonetim yazininda ortaya ¢ikan yeni metaforlardan biri olarak
dikkat cekmektedir. Biyolojik agidan DNA, bireyi digerlerinden ayiran 6zellikleri gdsteren ve ayni
zamanda bilgiyi nesilden nesile aktaran genetik bir bilgi deposudur. Insan DNA'sindan esinlenerek
gelistirilen orgiitsel DNA kavrami ise orgiitleri digerlerinden ayiran, calisma bigimlerini belirleyen
ve yasamlarmi siirdiirebilmeleri i¢in onlar1 birer canli organizma olarak ele alan yapiyr ifade
etmektedir (Telli & Ozdasli, 2020, s. 966). Toplumsal sistem icerisindeki kurumlar, bu sistemin
hiicreleri olarak degerlendirilebilir. Nasil ki bir organizmay1 olusturan tiim hiicreler ayn1t DNA'y1
tasiyorsa, toplumsal sistemi olugturan kurumlar da aym 6zii paylasmaktadir. Bir kurumun ¢ekirdek
DNA's1; ortak vizyon, misyon, kiiltiirel yapt ve yonetsel yapidan olusmaktadir. Kurumlar, sahip
olduklan bireyler araciliiyla islevlerini yerine getirmektedir. Bununla birlikte her birey kuruma
farkli bilgi, beceri, deger, inan¢ ve yetkinliklerle katilmaktadir. Bu nedenle her kurumun orgiit
kiiltiirii ve yonetsel yapisi birbirinden farklilik gostermektedir. Bireyin orgiitiin ¢cekirdek DNA'sina
sahip olmasi ise kuruma uyum saglamasiyla ger¢eklesmektedir. Birey, kurumun gekirdek DNA'sinda
yer alan felsefeyi, vizyonu, misyonu ve kiiltiiri benimsedigi dl¢iide kurumla biitiinlesmektedir (Ball,
1997; Ogan & Cinel, 2021, s. 1323).
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Calisanlarin yasamlarini nitelikli bir sekilde siirdiirebilmeleri ve gorev yaptiklar orgiitlerde
yiiksek performans gdsterebilmeleri icin ihtiyaglarinin karsilanmasi gerekmektedir. Bu varsayim,
orgiit kuramlar iizerine ¢alisan aragtirmacilarin ilgisini biyoloji alanina yoneltmistir. Bunun nedeni,
orgiit caliganlarinin hem bireysel hem de grup diizeyinde biyolojik organizmalar gibi hareket
ettiklerinin ve etkili bir bigimde faaliyet gosterebilmeleri i¢in ihtiyaglarinin karsilanmasinin zorunlu
oldugunun diisiiniilmesidir. Bu yaklagimla birlikte orgiitlerin de birer organizma oldugu anlayisi;
orgiitsel etkililik, orgiit-cevre iliskileri ve varligin siirdiiriilebilirligi gibi konularm &nem
kazanmasina katki saglamigtir (Nacar & Demirtas, 2021, s. 7597). Canli organizmalari olusturan
kiiciik pargalar belirli kurallar ¢ergevesinde diizenli bir bicimde bir araya gelerek daha biiyiik yapilar
meydana getirmektedir. Maddenin en kiigiik yap1 taslar1 olan atomlar molekiilleri, molekiiller ise
daha karmasik yapilari olusturmaktadir. Bu siireg tiirler ve ekolojik sistemler diizeyinde de devam
etmektedir. Bagka bir ifadeyle, biiyiik yapilar kiiciik bilesenlerden meydana gelmekte, tersi soz
konusu olmamaktadir. Biiyiik sistemleri olusturan bu kiiciik yapilarin diizeni yalnizca biyolojide
degil, ekonomik sistemlerde de gegerliligini korumaktadir (Meyer & Davis, 2003, s. 4).

Orgiitsel DNA, orgiitleri genetik bir bakis acistyla aciklayan ve ydnetim ile organizasyon
alaninda ele alinan kavramlardan biridir (Gokge & Pelit, 2023, s. 469). Insanlarin genetik yapisini
belirleyen ve kalitsal 6zelliklerin aktarilmasini saglayan DNA yapisindan esinlenilerek gelistirilen
bu yaklasimda, insan DNA'sina benzer sekilde orgiitlerin de genetik yapilarinin incelenmesi
amaglanmaktadir (Cetin & Dd&s, 2014, s. 562). Bu ¢alismalar sonucunda, tipki insan
organizmalarinda oldugu gibi her o6rgiitiin kendine 6zgii bir DNA yapisina sahip oldugu diisiincesi
giderek yaygimlasmistir (Nacar & Demirtas, 2021, s. 7598). Isletmelerin gegmisten giiniimiize yasam
evrelerini incelemek isteyen arastirmacilar, biyoloji ve tip bilimlerinden 6diing aldiklar1 gen ve DNA
yapisi kavramlarini isletme yazinina aktararak orgiitsel DNA metaforunu gelistirmislerdir. Bu
metaforun genel olarak isletmelerin mevcut durumunu ortaya koymak ve gelecege yonelik
ongoriilerde bulunmak amaciyla kullanildig1 s6ylenebilir. Bununla birlikte, 6rgiitsel DNA kavrami
isletmeler baglaminda halen kavramsal sinirlar1 tam olarak netlesmemis bir metafor olma 6zelligini
siirdiirmektedir (Fettahlioglu, 2023, s. 983).

Genel olarak isletmeler yapisal ve islevsel 6zellikleri bakimindan birbirlerine benzemektedir.
Ancak her canli organizmada oldugu gibi isletmeler de kendilerine 6zgii DNA 6zelliklerine ve baskin
DNA yapilarina sahiptir (Honold & Silverman, 2002). Bu nedenle isletmeler farkli davranis bigimleri
sergilemektedir. Kusaklar boyunca faaliyet gosteren isletmelerde bu 6zelliklerin 6nceki nesillerden
aktarilmis olmasi miimkiindiir. Yeni kurulan isletmelerde ise girisimcinin 6zellikleri, benimsenen
yonetim modeli ve karar alma mekanizmalar1 gibi birgok unsur orgiitsel DNA'nin olusumunda
belirleyici rol oynamaktadir (Fettahlioglu, 2023, s. 984).

"Orgiitsel DNA" kavrami ilk kez 2002 yilinda Booz Allen Company tarafindan
kullanilmistir. Sirket, ABD merkezli olarak 100 eyaleti, 23 farkli sektorii ve her isletmede sekiz farkli
birimi kapsayan uluslararasi bir arastirma gergeklestirmistir. Bu arastirmanin temel amaci, 6rgiitiin
karakterini tanimlayan kendine 6zgii 6zellikleri ortaya koymaktir. Arastirma sonucunda, ayni faaliyet
alaninda yer alsalar dahi her orgiitiin digerlerinden ayrilmasini saglayan benzersiz 6zelliklere sahip
oldugu anlagilmistir. Bu durum, arastirmacilar orgiitleri birbirinden ayiran ve "orgiitsel DNA" olarak
adlandirilan bu 6zellikleri belirlemeye yoneltmistir (Gokge & Pelit, 2023, s. 470).

Orgiitsel DNA, érgiitleri canli organizmalar olarak ele alan anlayisin bir iiriiniidiir. I1k bakista
yalnizca metaforik bir kavram gibi goriinmesine ragmen, son yillarda artan ilgiyle birlikte cok sayida
orgiitsel arastirmada kendine yer bulmustur (Cetin & D&s, 2014, s. 562). Orgiitsel DNA, bir drgiitiin
karakterini tanimlayan ve performansini agiklamaya yardimci olan temel unsurlari ifade eden
metaforik bir kavramdir (David & Neilson, 2006, s. 1).

Son yillarda Orgiitler, yasayan organizmalar olarak degerlendirilmeye baslanmistir. Her
orgiit, kendisini diger orgiitlerden ayiran kendine 6zgii karakteristik 6zelliklere sahiptir (Nacar &
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Demirtasg, 2021, s. 7596). Bu baglamda orgiitsel DNA, bir 6rgiitiin temel 6zelliklerini tammlayan ve
performansini agiklayan temel faktorleri ifade eden metaforik bir kavram olarak tanimlanmaktadir
(Honold & Silverman, 2002). Orgiitsel DNA ayn1 zamanda 6rgiitlerin modelleri, yonetim anlayislari,
liderlik yaklasimlar1 ve diger orgiitsel 6zelliklerini dikkate alarak onlar1 analiz etmeye yonelik bir
yaklasimi ifade etmektedir. Bu yaklasim; takim calismasi, karar verme siirecleri ve insan
kaynaklarinin gelistirilmesi gibi unsurlart birbirinden bagimsiz degiskenler olarak ele alarak
orgiitlerin tanmimlanmasina yonelik cesitli yontemler sunmaktadir (Neilson ve digerleri, 2005).
Kararlar, orgiitsel yapi, ekip caligmasi ve iletisim siiregleri orgiitsel DNA tarafindan
sekillendirilmektedir. Bu yoniiyle orgiitsel DNA, 6rgiit performansinin agiklanmasina katki saglayan
ve yoOnetim bilimine oOrgiitlere iliskin yeni bir bakis agis1 kazandiran 6énemli bir kavram olarak
degerlendirilmektedir (Abdel-Raheem & Saad, 2019, s. 131).

Al-Sa'idi ve Za'lan'a (2013) gore orgiitsel DNA, bir orgiitiin diger orgiitlerden ayrilmasini
saglayan kimliginin bir yansimasidir. Orgiitiin performansi ve ortaya koydugu c¢iktilarin niteligi
orgiitsel DNA'sina yansimaktadir. Orgiitsel DNA, 6rgiitiin insan kaynaklarini ve drgiitsel yapisini
ortaya koymakta; igletmenin rakiplerinden ayrismasini saglamaktadir. Ayrica orgiitiin yaraticilik ve
yenilikgilik diizeyini yansitmakta, sorunlart ¢6zme ve firsatlardan yararlanma kapasitesini ortaya
koymaktadir (Alshawabkeh, 2021, s. 1641). Modern yonetim anlayisinda "6rgiitsel DNA" kavrami,
her oOrgiitii digerlerinden ayiran 6zellik ve nitelikleri ifade etmektedir. Bunun yani sira orgiitiin i¢
gevresini ve miisterilerine hizmet sunma bi¢imini de temsil etmektedir (Alshawabkeh, 2021, s. 1640).
"Orgiitsel DNA" olarak bilinen kuram, bir 6rgiitiin kimligini birlikte tanimlayan ve faaliyetlerinin
aciklanmasina katki saglayan unsurlardan olusmaktadir. Dogadaki DNA'nin, benzersiz bir canliy1
meydana getirmek i¢gin gerekli temel bilesenleri ortaya koydugu diistintildiiglinde, 6rgiitsel DNA da
Orgiitiin yapisini; oOrgiitsel yapi, kararlar, yetkiler, giidiiler ve orgiitsel bilgi akis1 olmak tizere dort
temel unsur ¢erg¢evesinde agiklamaktadir (McElroy, 2000).

Orgiitsel DNA kavram, her 6rgiitiin kendine 6zgii ayirt edici dzelliklere sahip oldugunu ileri
siirmektedir. Bu yaklasima gore her orgiitiin kendine 6zgii bir misyonu, vizyonu, stratejisi, orgiitsel
yapisi, kurumsal degerleri, isleyis prosediirleri ve insan kaynaklarma yonelik yonetim anlayisi
bulunmaktadir. Baska bir ifadeyle, bir orgiitiin kiiltiirii, karakteristik 6zellikleri ve is giicii yapisi
diger orgiitlerden farklidir (Bostanci ve digerleri, 2020, s. 86). Orgiitsel DNA, &rgiitiin parmak izi
gibidir ve orgiitiin her bir iiyesinde goriilebilmektedir. Orgiit, sahip oldugu bilgi ve deneyimin
gelecek kusaklara aktarilabilmesi amaciyla bu bilgileri kendi DNA'sinda muhafaza etmektedir
(Bostanci ve digerleri, 2020, s. 87).

Orgiitsel DNA, 6rgiitlerin modelleri, yonetsel islevleri ve liderlik anlayislar dikkate alinarak
incelenmesini, agiklanmasimi ve degerlendirilmesini saglayan bir yaklagimi ifade etmektedir. Bu
yaklagim, is birligi, karar verme siiregleri ve insan kaynaginin gelisimi gibi unsurlar1 ayr1 ya da en
azindan birbirinden bagimsiz degiskenler olarak ele alarak orgiitleri tanimlamaya yonelik cesitli
yontemler sunmaktadir (Elsanhawy & Badway, 2023, s. 117). Orgiitin DNA's1, drgiitiin kendisi ve
cevresi hakkinda bilgi edinmesini ve iletisim kurmasini saglayan temel unsur olarak goriilmektedir.
Ayn1 zamanda 6rgiitsel DNA ile orgiitiin sinir sistemi bir biitiin olarak ele alindiginda, 6rgiitiin kendi
kendini organize edebilme kapasitesine sahip oldugu ifade edilmektedir (Baskin, 1998; Ogan &
Cinel, 2021, s. 1324).

Orgiitsel DNA'ya iliskin tanimlar ve modeller incelendiginde, bu kavramin agirlikli olarak
isletmelerin kiiltliri, yapisal ozellikleri, isleyis bicimi, sahip olduklar1 kaynaklar ve yetkinlikler
dogrultusunda birbirlerinden nasil farklilastiklarini agiklamaya odaklandig: goriilmektedir. Bagka bir
ifadeyle, orgiitsel DNA; orgiitsel yapinin giiglii ve zayif yonlerini ortaya koyarak gelecekte
stirdiiriilebilirligin nasil saglanabilecegine iliskin yol gosteren metaforik bir yaklasim olarak
kullanilmaktadir (Fettahlioglu, 2023, s. 984).

Turkish Studies — Economics, Finance, Politics 21(O1)



The Relationship between Organizational DNA and Organizational... 145

Insan sistemleri dinamikleri (Human Systems Dynamics) alani, insan sistemlerinde bulunan
iligkileri ve karsilikli bagimliliklar1 anlamlandirabilmek amaciyla dogadaki karmasik sistemlerden
ve bunlara iliskin metaforlardan yararlanmaktadir. Insan sistemleri dinamiklerinin sundugu gesitli
metaforlar ve araglar, oOrgiit uygulayicilarinin Kkarsilagtiklart problemlere islevsel ¢oziimler
gelistirmelerine katki saglamaktadir (Eoyang, 1997). Bu alanda en yaygin kullanilan metaforlardan
biri, insan sistemlerinin karmagik uyarlanabilir sistemler (complex adaptive systems) oldugu
gorisiidiir. Karmasik uyarlanabilir sistem; dngoriilemeyen bigimlerde hareket edebilme yetenegine
sahip, yar1 6zerk ve birbirine bagimli aktdrlerden olusan, bu aktdrlerin etkilesimleri sonucunda
sistem genelinde belirli Oriintiilerin ortaya ¢iktigi bir yapir olarak tanimlanmaktadir. Bir orgiit
icerisinde bireyler, Orgiitsel kurallara bagli kalirken ayni1 zamanda kendi iradeleri dogrultusunda
hareket etmektedir. Giinliik etkilesimleri ise zaman igerisinde Orgiit iginde davranig kaliplarinin
olugmasina katkida bulunmaktadir. Bu tanim, 6rgiit kiiltiirinii olusturan sistem genelindeki Oriintiiler
dikkate alindiginda daha da anlam kazanmaktadir. Buna gore orgiit; 6zgiir iradeleriyle hareket eden,
birbirleriyle siirekli etkilesim iginde bulunan ve bu etkilesimler sonucunda orgiit kiiltiirii olarak
adlandirilan ortak davranig oriintiilerini olusturan bireylerden meydana gelen karmasik uyarlanabilir
bir sistem olarak degerlendirilmektedir (Holladay, 2005, s. 1).2

Orgiit DNA’simin Boyutlar

Govindarajan ve Trimble'a (2005) gore orgiitsel DNA dort temel bilesenden olugmaktadir:
yapi (structure), personel (staff), sistemler (systems) ve kiiltlir (culture). Yapi, karar verme yetkisini,
bilgi akigini ve gorev/siireglerin isleyisini ifade etmektedir. Personel, liderlik, personel segimi ve terfi
siireglerine iliskin unsurlar1 kapsamaktadir. Sistemler, planlama ve biitceleme faaliyetleriyle ilgilidir.
Kiltlir ise orgiit icerisinde deger verilen davramiglari, isletmeye iliskin temel varsayimlari ve
onyargilart ifade etmektedir (Govindarajan & Trimble, 2005, s. 49).

Buna karsilik Verschoor (2005), orgiitsel DNA'y1 belirleyen dort temel unsurun yapi
(structure), karar haklar1 (decision rights), giidiileyiciler (motivators) ve bilgi (information) oldugunu
ileri stirmiistiir.

2 QOrgiitsel davranis ve yonetim alaninda; orgiitsel baghlik, orgiitsel giiven, orgiitsel adalet, orgiitsel sinizm, orgiitsel
sessizlik, orgiitsel 6zdeslesme, orgiitsel vatandaslik, 6rgiitsel iletisim ve iklim, liderlik, motivasyon, tiikkenmislik, psikolojik
sermaye, is tatmini, ige tutkunluk, isten ayrilma niyeti, ¢alisan performansi, insan kaynaklari yonetimi, orgiit kiiltiird,
orgiitsel destek, kariyer, mobbing, orgiitsel sosyallesme ve orgiitsel degisim gibi konular1 farkli sektorler ve 6rneklemler
baglaminda ele alan cesitli ¢alismalar icin ayrica bk. Oztiirk et al., 2019; Zengin, 2019; Naktiyok, 2019; Oztiirk, 2019; Boz
et al., 2019; Aydin Goktepe et al., 2020; Irak & Mammadov, 2020; Kiling et al., 2020; Balct & Ag, 2020; Kara, 2020;
Karaboga & Karaboga, 2022; Cerit & Erdem, 2022; Fayganoglu & Can Yalg¢in, 2022; Giilsen & Kahramanoglu, 2022; Bas
& Yilmaz, 2022; Bilkay, 2022; Riizgar, 2022; Kose et al., 2023; Erden Kaya et al., 2023; Akin & Yildirim, 2024; Kayapali
Yildirm & Orug, 2024; Yavuz, 2024; Kaplan et al., 2024; Akkas, 2024; Pacal & Oztiirk, 2025; Durmus, 2025; Kurt, 2020;
Tosun, 2020; Citak, 2020; Mikail et al., 2020; Erol & Altun, 2020; Kasap, 2020; Bektas & Karagoz, 2020; Karadag &
Gegkil, 2020; Cetinkaya & Giilbahar, 2021; Biike¢ & Basdemir, 2021; Adigiizel et al., 2021; Cavdar et al., 2021; Akkoyun,
2021; Acar, 2022; Erhan, 2022; Keles & Giil, 2022; Mentese & Unal, 2022; Kog, 2020; Aytas & Koca, 2019; Orhan et al.,
2019; Ag & Balci, 2019; Dalmis, 2019; Yigit, 2019; Yasin, 2019; Ozkan, 2019; Sanal & Yilmaz, 2020; Batuk, 2020;
Bayarcelik, 2020; Aydi Goktepe et al., 2020; Tek & Siimer, 2020; Ozpehlivan, 2020; Atalay et al., 2020; Cankaya, 2020;
Mertel et al., 2020; Kalug et al., 2021; Kahya et al., 2021; Dogan, 2021; Dogan & Akgiil, 2019; Kandemir & Nartgiin,
2019; Erol, 2019; Cakir, 2019; Mutluay & Sagir, 2019; Karagiil Kandemir & Kahveci, 2020; Tére, 2020; Yumusak &
Celik, 2020; Kiigiiksiileymanoglu, 2020; Kaya et al., 2020; Ozer & Giindiiz, 2020; Kayis et al., 2020; Yasar & Akcay,
2021; Cobanoglu, 2021; Karacil & Cinar, 2021; Sevilir et al., 2021; Ibili et al., 2021; Tiimtirk & Deniz, 2021; Giiven,
2022; Sagir & Unal, 2022; Giigtekin & Ektiren, 2022; Simsek, 2025; Kocaoglu, 2007; Yavuz, 2012; Helvac1 & Cetin, 2012;
Yoriik & Sagban, 2012; Yildiz, 2013; Recepoglu et al., 2013; Yildirim et al., 2013; Siingii, 2013; Tokat et al., 2013; Bayter
& Alaca, 2014; Sezgin Nartgiin & Kalay, 2014; Uysal & Aydemir, 2014; Ozen, 2014; Ertas, 2014; Giirer, 2014; Aytac,
2015; Inankul, 2015; Cigek Saglam & Yiiksel, 2015; Kahraman & Cankaya, 2015; Sinan & Kavas, 2015; Kahya, 2015;
Topgu & Basim, 2015; Balkar & Ekici, 2015; Uysal, 2015; Bork & Adigiizel, 2015; Kurt & Kurt, 2015; Demirdag, 2015;
Kilig & Aytemiz Seymen, 2015; Dogan & Ozdemir, 2016; Tolukan et al., 2016; Tavsanl et al., 2016; Ercetin & Erigok,
2016; Memisoglu & Kalay, 2017.
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* Yapi (Structure): Yapi; "Orgiitiin hiyerarsik yapisi nasildir?", "Orgiit semasindaki kutular
ve baglantilar nasil diizenlenmistir?" ve "Hiyerarside ka¢ yonetim kademesi bulunmaktadir ve her
kademeye kag kisi rapor vermektedir?" gibi sorularin yanitlarini ifade etmektedir (Onay & Ergiiden,
2012, s. 206). Yapinin esnek ve degisen kosullara uyum saglayabilen bir nitelik tagimasi, ¢aliganlara
hareket serbestisi tanimasi ve onlarin yaraticiliklarini ortaya koymalarimi, bilgi ve goriislerini
paylagmalarini tesvik etmesi durumunda orgiitsel basarinin temel dayanaklarindan biri olarak kabul
edilmektedir. Orgiitsel yapiya iliskin kromozom ise dort temel gen tarafindan belirlenmektedir.
Bunlar; **0rgiitiin biiyiikliigii, mesleki kariyer yapisi, denetim alani (span of supervision) ve
diizenlemelere uyum diizeyidir** (Hadjer & Amina, 2023, s. 248).

Yapi, orgiit icerisindeki yonetim kademelerini, dogrudan raporlama iligkilerini, kariyer
yollarini, yatay ve dikey gorev degisikliklerini (transferleri) ve terfi mekanizmalarin1 kapsayan
oOrgiitsel haritay1 ifade etmektedir. Aymi zamanda farkli boélimler arasinda etkili iletisim,
koordinasyon ve biitiinlesmeyi saglamak amactyla islerin farkli gorevlere nasil ayrildigim gdsteren
diizenlemelerin toplam1 olarak da tanimlanmaktadir (Abdel-Raheem & Saad, 2019, s. 133). Bagka
bir ifadeyle yapi, orgiitsel hiyerarsiye uygun bi¢cimde birimleri diizenleyen cerceveyi ifade etmekte;
yonetim adina karar verme yetkisine kimin sahip oldugunu ve sorumlulugun nasil dagitildigin
gostermektedir. Ayrica gorev ve is yiikiinlin ¢alisanlar arasinda nasil paylasilacagini, kimin kime
rapor verecegini ve Orgiit i¢inde koordinasyon ile iletisimin nasil yiiriitiilecegini belirlemektedir
(Alshawabkeh, 2021, s. 1641).

Orgiitsel yap1; yonetim kademelerini, dogrudan raporlama iliskilerini, mesleki kariyer
gelisimini, kurum i¢i gérev degisikliklerini ve terfi siire¢lerini kapsamaktadir. DNA'nin dort temel
bileseni igerisinde **yap1**, en somut ve en kolay gézlemlenebilen unsur olarak kabul edilmekte
olup, orgiitsel degisim programlarinin baslangi¢ noktasini olusturmaktadir (Nafei, 2014, s. 119).

e Karar haklar (Decision Rights): Karar haklari, islevsel sorunlar yasayan orgiitlerde ele
alimmasi gereken temel unsurlar arasinda yer almakta olup, etkili orgiitsel gelisimin omurgasini
olusturmaktadir (Abdel-Raheem & Saad, 2019, s. 132). Karar haklari, 6rgiit i¢erisinde kararlarin
gercekte nasil alindigini belirleyen temel mekanizmayi ifade etmektedir. Bu kapsamda karar verme
yetki ve sorumluluklarinin miimkiin oldugunca agik ve net bicimde tanimlanmasi biiyiikk 6nem
tastmaktadir (Nafei, 2014, s. 119). Karar haklar1 bileseni; oOrgiit kiiltiirii, liderlik tarzi,
merkezilesme/merkezi olmayan yonetim diizeyi (merkezilesme derecesi) ve oOrgiit stratejisi olmak
iizere bir dizi Orgiitsel genden olusmaktadir (Hadjer & Amina, 2023, s. 249). Acik bicimde
tanimlanmis karar haklari, Orgiitsel yapinin daha yalin hale gelmesine, yonetim kademelerinin
azalmasina ve c¢alisanlar arasinda daha genis sorumluluk alanlarinin olusturulmasina katki
saglamaktadir. Bu durum maliyetlerin diismesine ve karar alma siireclerinin hizlanmasina olanak
tanimaktadir. Buna karsilik, karar haklariin agik bigcimde belirlenmemesi zaman kaybina neden
olmakta ve diisik performansin, hatta bazi durumlarda performans yetersizliginin temel
nedenlerinden biri olarak goriilmektedir (Candir, 2005, s. 97; Onay & Ergiiden, 2012, s. 206).

* Giidiileyiciler (Motivators): Motivasyon, calisan davraniglarimi giiglendiren ve bu
davraniglarin siirekliligini saglayan itici gii¢ler olarak tanimlanmaktadir. Ayn1 zamanda, bireyin
sahip oldugu bilgi, beceri ve enerjisini isini etkili bir bicimde yerine getirmek ve orgiitsel amaclara
ulagilmasina katkida bulunmak i¢in kullanma istegini artiran unsurlar biitiinii olarak da ifade
edilmektedir (Hadjer & Amina, 2023, s. 249). Glidiileyiciler ise ¢alisanlar1 daha yiiksek performans
gostermeye tesvik etmek amaciyla orgiitlerin kullandigi araglar olarak tanimlanabilir. Bu araglar,
calisanlarin bireysel hedefleri ile orgiitsel hedefleri uyumlu hale getirmelerine yardimer olmaktadir
(Nafei, 2014, s. 119; Abdel-Raheem & Saad, 2019, s. 132). Giidiileyiciler yalnizca finansal ddiilleri
kapsamamakta; calisanlarin en iyi performanslarin sergilemelerini tesvik etmek amaciyla maddi ve
manevi odiilleri de icermektedir (Nafei, 2014, s. 119).
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e Bilgi (Information): Bilgi, orgiit icerisinde bilgi ve deneyimin, bunlara sahip olan
kisilerden ihtiya¢ duyan bireylere aktarilmasini ve yayilmasini saglayan temel aractir. Dogru ve
giivenilir bilgiye sahip olmayan karar vericiler, kararli adimlar atamaz ve pazardaki firsatlardan etkin
bicimde yararlanamazlar. Bilgi; performansin nasil Olciildiigiinii, faaliyetlerin nasil koordine
edildigini ve orgiit icerisinde bilginin nasil aktarildigimi agiklamaktadir (Nafei, 2014, s. 119).
Gilinlimiiz isletmelerinde bilgi iki temel islev listlenmektedir. Birincisi, temel is siireglerinin
etkinligini artirmak; ikincisi ise isletmenin degisen ¢evresel kosullara ve rekabet¢i zorluklara hizli
bicimde uyum saglamasina yardimci olmaktir (Robbins, 2003). Bilgi ayn1 zamanda isletmelerin agik
karar verme yetkileri olusturabilmelerinin, ¢alisanlar1 bu yetkilere uygun davranmalari konusunda
motive edebilmelerinin ve performanslarini saglikli bigimde degerlendirebilmelerinin temelini
olusturmaktadir. Modern isletmeler agisindan en 6nemli giicliiklerden biri ise ihtiya¢ duyulan her
noktada dogru, giincel ve yiiksek kaliteli bilginin erisilebilir olmasini saglamaktir (Onay & Ergiiden,
2012, s. 206).

Orgiitsel DNA'nin bu bilesenleri birbirleriyle yakin iliski igerisindedir. Ornegin orgiitsel
yapida gergeklestirilen bir degisiklik, karar verme yetkilerinin de yeniden diizenlenmesini
gerektirmektedir. Bu durum, daha fazla yetkinin alt kademelere devredildigi merkeziyetgilikten uzak
(ademimerkeziyetgi) bir karar verme anlayisinin benimsenmesini zorunlu kilmaktadir. Boyle bir
yaklasimim uygulanabilmesi ise ¢alisanlara yeni odiillendirme mekanizmalarinin sunulmasini
gerektirmektedir. Ayni1 zamanda c¢alisanlarin bagimsiz hareket edebilmeleri, dogru Kkararlar
alabilmeleri ve yenilik¢i davranabilmeleri i¢in ihtiya¢ duyduklar1 bilgiyle donatilmalari da énem
tasimaktadir. Bunun yaninda, 6rgiitsel yapinin degistirilmesi ¢alisan performansini degerlendirmeye
yonelik yeni Olgiitlerin gelistirilmesini de zorunlu héle getirmektedir. Bu siire¢, hedeflere ulasan
calisanlarin  &diillendirilmesini saglayacak yeni prim ve 0Odiil sistemlerinin olusturulmasini
gerektirmekte; dolayisiyla tesvik mekanizmalarinda da degisiklik yapilmasini zorunlu kilmaktadir
(Alshawabkeh, 2021, s. 1642).

Orgiit DNA'sma Gore Yedi Orgiit Tipi

Literatiire gore orgiitsel DNA temelinde yedi temel 6rgiit tipi bulunmaktadir. Bunlardan ilk
iicli saglikli orgiit tipleri, son dort tanesi ise sagliksiz Orgiit tipleri olarak siniflandirilmaktadir.
Saglikl1 orgiit profilleri; esnek (resilient), tam zamanl (just-in-time) ve askeri hassasiyet (military
precision) orgiitlerdir.

Pasif-saldirgan Orgiit (Passive-Aggressive Organization)

Pasif-saldirgan orgiit, goriiniirde uyumlu, ¢atismadan uzak ve huzurlu bir ¢aligma ortamina
sahip olmasina ragmen degisime kars1 ortiik direng gosteren bir orgiit tipidir (Aguirre ve digerleri,
2005). Bu orgiitlerde biiyiik degisimler konusunda uzlasma saglamak genellikle zor degildir; ancak
alinan kararlarin hayata gecirilmesi oldukea giictiir. Anlaml1 degisimler olusturmak i¢in gerekli yetki,
bilgi ve tesvik mekanizmalarindan yoksun olan ¢alisanlar, merkezden gelen talimatlari cogu zaman
gbz ard1 etmekte ve bunlar1 "bu da gecer" anlayisiyla degerlendirmektedir (Neilson ve digerleri,
2005).

Bu tiir orgiitlerde bilgi ortiik niteliktedir ve en fazla ihtiya¢ duyan kisilerin erisimine agik
degildir. Olumsuz &zelliklerinin yani sira pasif-saldirgan orgiitlerin en yaygin orgiit tipi oldugu
belirtilmektedir (Nacar & Demirtas, 2021, s. 7599). Nitekim Fortune 500 listesinde yer alan bircok
sirketin bu Orgiit tipinin 6zelliklerini tasidig: ifade edilmektedir (Telli, 2019, s. 142).

Pasif-saldirgan orgiitlerde calisanlar hangi kararlarin sorumlulugunu tasidiklarini tam olarak
bilmemektedir. Alinan hicbir karar kesinlik tagimamakta, nitelikli bilgiye erisim giiclesmekte ve
calisgan performans: saglikli bicimde degerlendirilememektedir. Buna karsilik esnek orgiitlerde
caligsanlar bu durumun tam tersini deneyimlemektedir (Neilson ve digerleri, 2005).
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Esinlemeler-Baslangiclar (Fits-and-Starts Organization)

Bu tiir orgiitlerde zeki, yetenekli ve yiiksek motivasyona sahip calisanlar bulunmasina
ragmen, bu kisiler ¢ogu zaman ayni hedef dogrultusunda ve es zamanli olarak hareket
edememektedir. Koordinasyon saglandiginda son derece basarili ve etkileyici stratejik sonuclar elde
edilebilmekte; ancak gerekli disiplin ve koordinasyonun siirdiiriilememesi nedeniyle bu basarilar
kalic1 héle getirilememektedir.

Kesintili ilerleyen orgiitler, inisiyatif kullanabilen ve girisimcilik egilimleri yiliksek bireyleri
kendilerine ¢ekmektedir. Ancak {ist yonetimde giiclii liderligin bulunmamasi ve 6rgiit genelinde
ortak degerlerin yerlesmemesi nedeniyle bu girisimci ruh zamanla zayiflamaktadir. Sonug olarak
orgiit kontroliinii kaybetme noktasina gelmekte ve kapasitesini asan bir yapi sergilemektedir (Candir,
2005).

Bu orgiit tipinde koordinasyon eksikligi nedeniyle piyasa dinamikleri ile orgiit igi iletisim
arasinda uyumsuzluk yasanmaktadir. Bunun temel nedeni, orgiitiin merkezindeki temel yapi taslar
arasinda bulunan dogal catismadir. Ayrica isletme agisindan en dogru kararlarin alinmasini
saglayacak bilgi merkez yonetimde bulunmasina ragmen, karar verme yetkisi merkez disinda yer
almaktadir (Telli, 2019, s. 142; Candir, 2005). Bagka bir ifadeyle, karar verme yetkisi ile karar almak
i¢in gerekli bilgi ayni noktada bulunmamaktadir.

Biiyiimesini Asmis Orgiit (Outgrown Organization)

Bu orgiit tipi, kiiciik bir iist yonetim ekibi tarafindan etkin bi¢imde yonetilemeyecek kadar
bliylimiis ve karmasiklasmis yapilardan olusmaktadir. Yo6netimin daha demokratik bir yapiya
kavusturulmasi gerekmekle birlikte, orgiitiin sahip oldugu potansiyelin énemli bir béliimi etkin
bi¢imde kullanilamamaktadir.

Yetkinin biiyiik Ol¢iide iist yonetimde toplanmasi nedeniyle bu tiir Orgiitler piyasa
gelismelerine yavas tepki vermekte ve cogu zaman kendi biirokratik yapilarinin engellerini
asamamaktadir. Bu orgiitlerde calisanlar olumlu degisim firsatlarin1 gorebilseler bile, bu firsatlar
uygulamaya koymalar1 ve somut sonuglara doniistiirmeleri oldukca gii¢c olmaktadir (Candir, 2005;
Bancar, 2016; Nacar & Demirtas, 2021).

Yonetim Agirlikh Orgiit (Overmanaged Organization)

Cok sayida yonetim kademesine sahip olan ve asir1 yonetim anlayisiyla faaliyet gosteren
orgiitler, "analiz felci (analysis paralysis)" kavraminin tipik ornekleri olarak degerlendirilmektedir.
Bu orgiitler harekete gectiklerinde dahi yavas davranmakta, degisimlere cogunlukla tepki niteliginde
karsilik vermekte ve rakiplerine kiyasla firsatlar1 daha ge¢ ya da daha diisiik bir kararhlikla
degerlendirmektedir.

Bu tiir 6rgiitlerde yoneticiler zamanlarinin biiyiik boliimiinii yeni firsat ve tehditleri izlemek
yerine astlarinin ¢alismalarini denetlemekle gegirmektedir. Genellikle biirokratik ve yiiksek diizeyde
politiklesmis olan bu yapilar, kendi kendini motive edebilen, proaktif davranan ve sonug¢ odakli
calisan bireylerin oniinde engel olusturmaktadir. Ayrica gereksiz is yiikii ve bilgi fazlalig1 yaygin
olarak goriilmektedir (Candir, 2005; Nacar & Demirtag, 2021).

Yonetim kademelerinin fazlalig1 nedeniyle orgiitsel yapi ¢cevresel degisimlere karsi yeterince
esnek degildir. Bu nedenle yonetim agirlikli orgiitler, sagliksiz ve hantal orgiit tipleri arasinda
degerlendirilmektedir (Bostanci ve digerleri, 2017, s. 141).

Tam zamanh Orgiit (Just-in-Time Organization)

Tam zamanli orgiitler degisim konusunda her zaman proaktif davranmasalar da, gerektiginde
biiyiik resmi gdzden kacirmadan piyasa dalgalanmalarma basariyla uyum saglayabilmektedir. Bu tiir
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orgiitler, yiiksek motivasyona ve istiin yeteneklere sahip calisanlarin tercih ettigi calisma
ortamlaridir.

Ayni zamanda 6grenme agisindan olduk¢a uygun oOrgiitsel ortamlar sunmaktadirlar. Bu
orgiitlerde hakim olan girisimci ruh, 6zellikle somut bagarilarin elde edilmesi siirecinde ¢aliganlarin
yaraticiliklarini ortaya koymalarini tesvik etmektedir. Bununla birlikte, elde edilen firsatlardan en
ist diizeyde yararlanabilmek ve dnceki basarilari siirdiiriilebilir hale getirebilmek igin tutarlilik ve
disiplin biiyiikk 6nem tagimaktadir (Candir, 2005; Nacar & Demirtag, 2021).

Askeri Hassasiyete Sahip Orgiit (Military Precision Organization)

Bu tiir orgiitler genellikle kiigiik bir {ist yonetim grubu tarafindan yonetilmekte ve gérevlerini
son derece diizenli bigimde yerine getirmektedir. Her ¢alisan kendi roliinii agik bigimde bilmekte ve
sorumluluklarim titizlikle uygulamaktadir. Askeri hassasiyete sahip orgiitler kat1 bir hiyerarsik yapi
ve yliksek diizeyde kontrol edilen bir yonetim modeliyle faaliyet gostermektedir. Olast senaryolar
onceden planlandigi ve galisanlar bu dogrultuda egitildigi i¢in basarili stratejiler gelistirebilmekte ve
bunlari siirekli olarak uygulayabilmektedirler (Bancar, 2016; Candir, 2005).

Bununla birlikte, bu 6rgiitlerin ani ve beklenmedik ¢evresel degisimlere kars1 daha kirilgan
olduklar belirtilmektedir. Ciinkii yonetim anlayislar1 biiylik 6l¢iide 6ngoriilebilir kosullar lizerine
kuruludur (Candir, 2005). Ayrica bazi durumlarda iist yonetim pozisyonlarinda alan bilgisi, deneyimi
ve yeterli yonetsel becerilere sahip olmayan kisilerin bulunmasi, etkili ve verimli kararlar alinmasini
giiclestirebilmektedir (Nacar & Demirtas, 2021).

Esnek Orgiit (Resilient Organization)

Esnek orgiitler, degisen ¢evre kosullarina hizli ve kolay uyum saglayabilen, ayn1 zamanda
tutarli bir is stratejisi dogrultusunda odaklanma ve orgiitlenme yetenegini siirdiirebilen yapilardir.
Gelecek odakli bir bakis agisina sahip olan bu orgiitler siirekli kendilerini yenilemekte, degisimi
ka¢inilmaz gormekte ve degisimlere proaktif bigimde yaklasmaktadir.

Karsilagilan engeller karsisinda hizli, dikkatli ve yapici ¢oziimler gelistirebilmeleri, esnek
orgiitleri diger orgiit tiplerinden aywran en Onemli Ozelliklerden biridir. Bu orgiitler yiiksek
motivasyona sahip takim oyuncularini biinyelerine ¢ekmekte; calisanlarina yalnizca motive edici
calisma ortamlar1 sunmakla kalmayip, karmasik sorunlari ¢ozebilmeleri i¢in gerekli kaynaklari,
yetkiyi ve destegi de saglamaktadir. Bu nedenle esnek orgiitler, drgiitsel DNA yaklagimina gore tiim
oOrgiit tipleri arasinda en saglikl 6rgiit modeli olarak kabul edilmektedir (Bancar, 2016; Candir, 2005;
Nacar & Demirtag, 2021).

()rgiitsel Ozdeslesme

"Ozdeslesme (identification)" kavramim bilimsel yazina ilk kazandiran kisi Freud'dur
(1922). Freud, 6zdeslesmeyi "psikanalizde baska bir kisiyle kurulan duygusal bagin ilk ifadesi"
olarak tanimlamustir (Gautam ve digerleri, 2004, s. 302). Ozdeslesmenin 6nemli belirleyicilerinden
biri, birey ile grup arasindaki benzerlik diizeyidir. Birey, kendisine benzer oldugunu diisiindiigii
caligma grubuyla 6zdeslesme egilimi gostermektedir. Bunun yani sira kisi, ¢aligma grubu iginde
kendisine yakin hissettigi diger bireylerle de 6zdeslesebilmektedir (Knippenberg & Schie, 2000).

Orgiitsel 6zdeslesme, calisanlarin drgiitlerine yonelik aidiyet duygusu gelistirmeleri ve
Orgiitii basar1 ya da basarisizlik durumlarindan bagimsiz olarak psikolojik benliklerinin ayrilmaz bir
pargasi olarak algilamalar seklinde tanimlanmakta olup, son yillarda orgiitsel davranis yazininin
iizerinde yogun bigimde durdugu temel arastirma alanlarindan biri haline gelmistir. Orgiitleriyle
giiclii diizeyde oOzdeslesen calisanlar, Orgiit disindaki paydaslarla kurduklan etkilesimlerde
kendilerini orgiitiin dogal bir temsilcisi olarak gérme egilimi gostermektedir. Bu dogrultuda, stratejik
ve igle ilgili karar alma siireglerinde orgiitiin ¢ikarlarini bireysel ¢ikarlarinin 6niinde tutmaya daha
yatkin olmakta ve kararlarim1 orgiitsel amag¢ ve degerler dogrultusunda sekillendirmektedirler
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(Tolukan ve ark., 2016). Orgiitsel dzdeslesme, bireyin ¢alistig1 orgiitii kendi kimliginin bir pargasi
olarak gérmesi ve o Orgiite ait olma duygusu gelistirmesi durumunda ortaya ¢ikmaktadir (Mael &
Ashforth, 1992). Baska bir ifadeyle orgiitsel 6zdeslesme, birey ile orgiit arasinda kurulan psikolojik
bag ve aidiyet duygusunu ifade etmekte; bu nedenle bireyin orgiite yonelik tutum ve davraniglarini
onemli olgiide etkilemektedir. Orgiitleriyle dzdeslesen bireyler kendilerini orgiitiin ayrilmaz bir
pargasi olarak gormekte ve buna bagli olarak orgiitiin genel amaglarina katkida bulunma, 6rgiitii
destekleme ve Orgiitiin sahip oldugu itibardan gurur duyma gibi davraniglar sergilemektedirler
(Mihcy, 2019, s. 52). Orgiitsel 6zdeslesme, calisanlarin orgiitsel kimligi benlik algilarinin ayrilmaz
bir pargasi haline getirme diizeyini ifade etmektedir. Bagka bir ifadeyle, ¢alisanlarin kendilerini nasil
tanmimladiklar ile orgiitiin kimligini nasil algilaylp tamimladiklar1 arasindaki uyum derecesini
yansitan psikolojik bir olgu olarak degerlendirilmektedir (Sezgin Nartgiin ve Kalay, 2014).

Orgiitsel dzdeslesme, sosyal psikoloji alanindaki 6zellikle sosyal kimlik yaklagimi ile
kiiltiirel 6zdeslesme anlayisini bir araya getiren bir kavramdir. Sosyal kimlik yaklagimi, bireyin bir
orgiite liyeliginin farkinda olmasi, 6rgiitiin degerlerini benimsemesi ve orgiite yonelik duygusal bag
gelistirmesi lizerinde dururken; kiiltiirel 6zdeslesme, bireyin orgiit kiltiiriine ve orgiitsel degerlere
baglilik hissetmesini ifade etmektedir. Kavram ilk kez 1958 yilinda Stanford Universitesinden March
ile Carnegie Mellon Universitesinden Simon tarafindan ortaya konulmus ve gelistirilmistir (Tang,
2022, s. 1). Orgiitsel 6zdeslesme, bireysel amaglar ile 6rgiitsel amaglarin uyumlastirilmasinda énemli
bir rol oynamaktadir. Giiniimiizde c¢alisanlarin ayni Orgiitte calisma siirelerinin kisalmasi ve
kariyerleri boyunca birden fazla orgiitte gorev almalarinin yayginlasmasi nedeniyle orgiitsel
ozdeslesme konusu giderek daha fazla 6nem kazanmaktadir (Polat, 2009, s. 18). Orgiitsel
0zdeslesmeye iliskin onceki arastirmalar, bu kavramin yoneticiler tarafindan 6nemle ele alinmasi
gereken kritik bir unsur oldugunu ortaya koymaktadir. Orgiitlerin dogas1 geregi sosyal yapilar olmas1
nedeniyle, oOrgiitleriyle giiclii diizeyde Ozdeslesen c¢alisanlarin, kurum tarafindan olusturulan
kurumsal imaji daha kolay igsellestirdikleri goriilmektedir. S6z konusu igsellestirme siireci,
calisanlarin Orgiitiin benimsedigi deger, tutum ve davranis kaliplarim1 benimsemelerine zemin
hazirlamakta; bunun sonucunda ise hem bireysel performansin yiikselmesine hem de orgiitsel ¢iktilar
ile genel orgiitsel etkinligin gelismesine 6nemli dlciide katkr saglamaktadir (Kirmizigiil, 2018).

Su ve Lin (2019), orgiitsel 6zdeslesmeyi "bireylerin kendilerini ¢alistiklar1 6rgiitiin is ortami
dogrultusunda yeniden tanimladiklar1 bir siire¢" olarak agiklamaktadir. Bagka bir ifadeyle orgiitsel
0zdeslesme, bireyin kendisini tanimlarken kullandig1 kavramlarla 6rgiitiinii tanimlarken kullandig:
kavramlar arasindaki Ortiisme derecesidir. Ornegin basarili bir isletmede calisan bir satis
temsilcisinin, ¢alistig1 isletme gibi kendisini de basarili ve yenilik¢i olarak tanimlamasi, s6z konusu
bireyin orgiitiiyle 6zdeslestigini gostermektedir (Dutton ve digerleri, 1994, s. 239).

Orgiitsel 6zdeslesmeye iliskin tanimlarin ortak noktasi, bireyin orgiit iiyeligini kendi
benligiyle iligskilendirmesidir. Bu iliskilendirme; bilissel diizeyde (kendini 6rgiitiin bir pargas1 olarak
gorme, Orglitsel degerleri i¢sellestirme vb.), duygusal diizeyde (rgiit {iyesi olmaktan gurur duyma
vb.) ya da her iki boyutun birlikte gerceklesmesi seklinde ortaya cikabilmektedir (Riketta, 2005, s.
360).

Orgiitsel 6zdeslesme diizeyi yiiksek calisanlara sahip olmayan &rgiitlerin giiclii ve olumlu bir
orgiitsel kimlik gelistirmeleri oldukca giictiir. Bu nedenle orgiitsel 6zdeslesmenin anlagilmasi ve
gelistirilmesi drgiitler agisindan kritik 6neme sahiptir. Orgiitsel 6zdeslesme, orgiit iiyelerinin diger
calisanlarla saglikli kisilerarasi iliskiler kurmalarina ve siirdiirmelerine olanak saglamakta; ayni
zamanda bireylerin bir topluluga veya gruba ait olma ydniindeki temel psikolojik ihtiyaglarini
karsilamalarina katkida bulunmaktadir (Mael & Ashforth, 1992). Orgiitsel 6zdeslesme diizeyinin
yiiksek olmast; ¢aliganlarin iglerine daha giiclii bir adanmiglik gostermeleri, ise daha fazla 6nem
vermeleri, calisma yagaminda daha yiiksek diizeyde heyecan ve ilham duymalari, yaptiklari isle gurur
duymalan ve karsilagtiklart giiliikler karsisinda daha kararli ve azimli bir tutum sergilemeleriyle
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yakindan iliskilidir (Kiiciikibis ve Giil, 2019). Ayrica, bir orgiitle 6zdeslesmenin kadinlarin ise
adanmislig tizerinde erkeklere kiyasla daha giiglii bir etkiye sahip oldugu bildirilmistir (Mascarenhas
vd., 2022). Bu bulgu, orgiitsel 6zdeslesmenin cinsiyetle de iligkili oldugunun bir gostergesi olarak
degerlendirilebilir. Kadinlar, toplumsal cinsiyet esitligi ve temsil agisindan erkek egemen yapinin
baskinligini agma miicadelesi vermekte; bu durum onlarin ekonomik, sosyal ve siyasal firsatlardan
tam anlamiyla yararlanmalarini engelleyerek ikincil konumlara itilmesine neden olmaktadir (Tiireli
ve Caglar, 2010). Son yillarda kadinlarin geleneksel olarak erkek egemen alanlarda daha goriiniir
hale gelmesi 6nemli bir ilerleme olarak degerlendirilse de, bir¢ok agidan hala erkeklerin gerisinde
kaldiklar1 belirtilmektedir (Boliikkbas, 2025, s. 304). Bu noktada, orgiitsel 6zdeslesme kadin
caliganlarin motivasyon diizeylerini artirabilecek dnemli bir arag olarak degerlendirilebilir.

Bununla birlikte, orgiitsel 6zdeslesme giiglendik¢e bireylerin orgiitlerine yonelik daha
olumlu inan¢ ve degerlendirmeler gelistirmeleri beklenmektedir. Orgiitleriyle giiglii bicimde
0zdeslesen caliganlar, orgiit disindaki paydaslarla kurduklari etkilesimlerde kendilerini 6rgiitiin dogal
bir temsilcisi olarak gérme egilimi gostermekte; stratejik ve isle ilgili karar alma siireglerinde 6rgiitiin
¢ikarlarint1 6n planda tutmakta ve Orgiitin degerleri ile amaglariyla bagdagsmayan tutum ve
davraniglardan kendilerini ayristirmaktadirlar (Topgu ve Basim, 2015).

Yontem

Bu arastirmanin amaci, Orgilitsel DNA ile oOrgiitsel O6zdeslesme arasindaki iligkinin
istatistiksel olarak anlamli olup olmadigini incelemektir. Bu amag¢ dogrultusunda arastirmada nicel
aragtirma yontemi benimsenmis ve iligkisel tarama modeli kullanilmigtir. Aragtirmanin 6rneklem
buytkligi dikkate alinarak nicel arastirma yaklasimi tercih edilmis, degiskenler arasindaki iliskinin
belirlenmesine yonelik olarak iligkisel tarama deseni uygulanmigtir. Arastirma verileri ¢evrim igi
anket formlar1 araciligiyla toplanmustir. Bilimsel arastirma ve yayin etigi ilkeleri dogrultusunda,
arastirmanin yiiriitiilebilmesi igin Aksaray Universitesi Insan Arastirmalar1 Etik Kurulundan 28
Subat 2024 tarihinde 2024/01-25 protokol numarasi ile etik kurul onay1 alinmistir.

Bu boéliimde arastirmanin amaci ve 6nemi, kuramsal temelleri ve arastirma hipotezleri, evren
ve Orneklem, veri toplama araglari, veri analizi siireci ile arastirma bulgularina yer verilmistir.

Arastirmanin Amaci ve Onemi

Bu calismanin amaci, orgiitsel DNA ile orgiitsel 6zdeslesme arasindaki iligkiyi incelemek ve
orgiitsel DNA'nin orgiitsel 6zdeslesme iizerindeki etkisini belirlemektir. Literatiir incelemesi
sonucunda, orgiitsel DNA ile orgiitsel 6zdeslesme arasindaki iliskiyi ele alan galigmalarin oldukga
sinirh oldugu goriilmiistiir. Mevcut literatiirde, Konakay ve digerleri (2024) ile Amedi (2025)
tarafindan gerceklestirilen ve orgiitsel DNA'nin orgiitsel 6zdeslesme iizerinde etkili oldugu sonucuna
ulagsan aragtirmalar disinda bu iliskiyi dogrudan inceleyen herhangi bir ¢calismaya rastlanmamuistir.
Bu durum, orgiitsel davranis yazininda orgiitsel DNA ile orgiitsel 6zdeslesme arasindaki iligkiye
yonelik bilgi birikiminin heniiz yeterli diizeye ulasmadigini gostermektedir. Bu arastirmanin, soz
konusu alandaki siirli literatiire katki saglamasi ve elde edilecek bulgular araciligiyla gelecekte
gerceklestirilecek aragtirmalara yol gostermesi beklenmektedir. Bu yoniiyle calisma, orgiitsel DNA
ile orgiitsel 6zdeslesme arasindaki iliskinin daha kapsamli bigimde anlasilmasina katkida bulunmay1
amaclamaktadir.

Arastirmanin Kuramsal Temeli ve Hipotezler

Orgiitsel DNA; orgiitsel yapr (structure), karar haklari (decision rights), giidiileyiciler
(motivators) ve bilgi (information) olmak iizere dort temel yap1 tagindan olugsmaktadir (Verschoor,
2005; Nafei, 2014; Hadjer & Amina, 2023). Bu dort temel unsur igerisinde 6zellikle giidiileyiciler,
orgiitsel 6zdeslesmeyle en yakindan iligkili bilesen olarak 6ne ¢ikmaktadir. Bireyin orgiitiin ¢ekirdek
DNA'sina sahip olmasi, orgiite uyum saglamasiyla gerceklesmektedir. Birey, kurumun cekirdek
DNA'sinda yer alan felsefeyi, vizyonu, misyonu ve Kkiiltiirii benimsedigi O6l¢lide kurumla
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biitiinlesmektedir (Ball, 1997; Ogan & Cinel, 2021, s. 1323). Bagka bir ifadeyle, orgiitsel DNA'nin
calisan tarafindan i¢sellestirilmesi motivasyon aracilifiyla gergeklesmektedir.

Motivasyon, en temel anlamiyla c¢alisan davramiglarii giiglendiren itici gii¢ olarak
tanimlanmaktadir. Ayni zamanda bireyin sahip oldugu tiim bilgi, beceri ve enerjisini isini etkili
bicimde yerine getirmek ve Orgiitsel amaglara ulagilmasina katki saglamak amaciyla kullanma
istegini artiran faktorler biitlinii olarak ifade edilmektedir (Hadjer & Amina, 2023, s. 249). Benzer
sekilde giidiileyiciler, calisanlar1 daha yiiksek performansa yonlendirmek amaciyla orgiitlerin
kullandig1 araglardir. Giidiileyiciler, ¢alisanlarin bireysel hedeflerini orgiitsel hedeflerle uyumlu hale
getirmelerine olanak saglayarak orgiitle 6zdeslesme duygularini giiglendirmektedir (Nafei, 2014;
Abdel-Raheem & Saad, 2019).

Liderlik (Schuh ve digerleri, 2012; Zhao ve digerleri, 2016), orgiit kiltiri (Li, 2013),
orgiitsel giiven (Su ve digerleri, 2019) ve orgiitsel destek (Hunt, 2012) gibi, ayn1 zamanda Grgiitsel
DNA'nin temel bilesenleri arasinda yer alan orgiitsel faktorler (Nafei, 2015; Elsanhawy & Badway,
2023), orgiitsel 6zdeslesmenin Onciilleri arasinda gosterilmektedir. Benzer sekilde orgiitsel adalet de
bir¢ok arastirmaci tarafindan oOrgiitsel 6zdeslesmenin Onemli belirleyicilerinden biri olarak
degerlendirilmektedir. Bunun temel nedeni, adalet algisinin bireylerin duygu ve diisiinceleri {izerinde
onemli bir etkiye sahip olmasidir (Tyler, 2000). Nitekim Olkkonen ve Lipponen (2006), dagitimsal
adalet ile orgiitsel 6zdeslesme arasinda pozitif yonlii bir iliski bulundugunu ortaya koymuslardir
(Ozdemir, 2010, s. 240).

Orgiitsel DNA acisindan degerlendirildiginde ise DNA'nin ¢esitli bilesenlerinin adalet
kavramiyla yakindan iliskili oldugu goriilmektedir. Ornegin 6rgiitsel DNA'nin boyutlarindan biri
olan oOncelikler (priorities), orgiitsel kaynaklarin adil bi¢imde dagitilip dagitilmadigiyla iliskilidir.
Benzer sekilde orgiitsel DNA'nin bir diger boyutu olan gii¢ (power), orgiit i¢erisinde yetki ve karar
verme sorumlulugunun makul ve adil bicimde dagitilmasini ifade etmektedir (Elsanhawy & Badway,
2023, s. 118).

Orgiitsel DNA temelinde siniflandirilan 6rgiit tipleri dikkate almdiginda, saglikli orgiit
tiplerinin oOrgiitsel 6zdeslesmeyi olumlu yonde, sagliksiz Orgiit tiplerinin ise olumsuz yonde
etkileyecegi dngoriilebilir. Ornegin pasif-saldirgan &rgiitlerde galisanlar hangi kararlardan sorumlu
olduklarin1 bilmemekte ve hangi kararin nihai karar oldugunu anlamakta giiglilk ¢cekmektedirler.
Ayrica bu orgiitlerde kaliteli bilgiye erisim oldukg¢a simirlidir. Bunun yaninda ¢alisan performansinin
saglikli bicimde degerlendirilmemesi de dikkate alindiginda (Neilson ve digerleri, 2005), pasif-
saldirgan orglitlerde gorev yapan calisanlarin orgiitsel 6zdeslesme diizeylerinin diisiik olacagi
sOylenebilir.

Buna karsilik, orgiitsel DNA agisindan saglikli orgiit tiplerinden biri olan esnek (resilient)
orgiitlerde, yliksek motivasyona sahip takim oyuncular 6rgiite ¢ekilmekte ve bu ¢aliganlara yalnizca
motive edici ¢aligma ortamlart degil, ayn1 zamanda karmasik sorunlar1 ¢ozebilmeleri icin gerekli
kaynaklar ve karar verme yetkileri de saglanmaktadir. Esnek orgiitlerin tiim orgiit yapilari igerisinde
en saglikli 6rgiit tipi oldugu belirtilmektedir (Bancar, 2016; Candir, 2005; Nacar & Demirtas, 2021).
Dolayisiyla bu tiir orgiitlerde ¢alisanlarin orgiitsel 6zdeslesme diizeylerinin daha yiiksek olmasinin
beklendigi sOylenebilir.

Orgiitsel yap, karar haklari, giidiileyiciler ve bilgi akisi; genetik biliminden 6diing alinan bir
kavramla ifade edilecek olursa, orgiitiin kimligini ve kendine 6zgii karakterini olusturan temel
"niikleotidleri" meydana getirmektedir. Karar haklari, bilgi, giidiileyiciler ve yap1 ise orgiitiin
diizenleyici genlerini belirleyen "kromozomlar" olarak degerlendirilmektedir (David & Neilson,
2019; Elsanhawy & Badway, 2023). Daha 6nce de belirtildigi gibi bireyin orgiitiin ¢ekirdek DNA'sin1
benimsemesi, Orgiite uyum saglamasiyla gerceklesmektedir. Caliganlar, orgiitiin temel DNA'sin1
olusturan felsefeyi, vizyonu, misyonu ve kiiltiiri benimsedikleri dl¢iide orgiitle biitiinlesmekte (Ball,
1997; Ogan & Cinel, 2021, s. 1323) ve bu durum orgiitsel 6zdeslesmeyi giliglendirmektedir.

Turkish Studies — Economics, Finance, Politics 21(O1)



The Relationship between Organizational DNA and Organizational... 153

Orgiitsel DNA, bir drgiitiin temel 6zelliklerini ve degerlerini anlamaya imkén taniyan dnemli
bir kavramdir. Bir 6rgiitiin DNA'sinin anlasilmast; liderlerin 6rgiit kiiltiiriinii, karar verme siireclerini,
stratejilerini ve degisim yonetimi uygulamalarini 6rgiitiin amag ve degerlerini destekleyecek bigcimde
sekillendirmelerine yardimci olmaktadir (Elsanhawy & Badway, 2023, s. 117). Boylece calisanlar
orgiitiin temel Ozelliklerini, amaglarin1 ve degerlerini daha kolay benimsemekte; bu da onlarin
orgiitleriyle daha giiclii bigimde 6zdeslesmelerini saglamaktadir. Bir isletmenin DNA'sinin ortak
amaglar dogrultusunda zekanin, karar verme kapasitesinin ve ortak bagliligin biitiinlesmesini ifade
ettigi dikkate alindiginda, orgiitsel DNA'nin orgiitsel 6zdeslesmenin olugsmasinda ve gliglenmesinde
kritik bir rol oynadig1 sdylenebilir (Neilson ve digerleri, 2003; Konakay ve digerleri, 2024).

Bu kuramsal agiklamalar ve ampirik bulgular dogrultusunda, c¢alisanlarin Grgiitsel
0zdeslesme diizeylerinin orgiitsel DNA ile yakindan iligkili oldugu ve o6rgiitsel DNA'nin orgiitsel
6zdeslesme iizerinde anlamli bir etkiye sahip oldugu varsayilmaktadir. ilgili literatiir incelendiginde,
orgiitsel DNA ile orgiitsel 6zdeslesme arasindaki iliskiyi dogrudan inceleyen arastirmalarin oldukga
sinirlt oldugu goriilmektedir. Mevcut yazinda bu iligkiyi ele alan ¢alisma olarak yalnizca Konakay
ve digerleri (2024) tarafindan gerceklestirilen arastirmaya rastlanmistir. S6z konusu arastirmada kisi-
yonetici uyumu ile orgiitsel 6zdeslesme arasindaki iliskiler incelenmis ve bu iliskide oOrgiitsel
DNA'nin aracilik rolii test edilmistir. Arastirmanin temel amaci orgiitsel DNA'nin aracilik etkisini
belirlemek olmakla birlikte, elde edilen bulgular 6rgiitsel DNA'nin ¢alisanlarin 6rgiitsel 6zdeslesme
diizeylerini artirdigini da ortaya koymustur.

Bu nedenle literatiirde ortaya konulan kuramsal agiklamalar, ampirik bulgular ve orgiitsel
DNA ile orgiitsel 6zdeslesme arasindaki gii¢clii ve organik bag dikkate alinarak asagidaki arastirma
hipotezleri gelistirilmistir:

H1: Calisanlarin esnek orgiitsel DNA tipine iliskin algilari, kurumdaki ¢alisma siiresine
(kideme) gore anlamli farklilik géstermektedir.

H2: Calisanlarin tam zamanli orgiitsel DNA tipine iliskin algilari, kurumdaki ¢alisma
siiresine (kideme) gore anlamli farklilik gostermektedir.

H3: Calisanlarin pasif-saldirgan orgiitsel DNA tipine iligkin algilari, kurumdaki c¢alisma
siiresine (kideme) gore anlamli farklilik gostermektedir.

H4: Calisanlarin askeri orgiitsel DNA tipine iligkin algilari, kurumdaki calisma siiresine
(kideme) gore anlamli farklilik géstermektedir.

HS: Calisanlarin esinlemeler-baglangiclar orgiitsel DNA tipine iliskin algilari, kurumdaki
caligma siiresine (kideme) gore anlamli farklilik géstermektedir.

H6: Calisanlarin yonetim agirlikli o6rgiitsel DNA tipine iligskin algilari, kurumdaki ¢aligma
siiresine (kideme) gore anlamli farklilik gostermektedir.

H7: Calisanlarin orgiitsel 6zdeslesme diizeyleri kurumdaki ¢alisma siiresine (kideme) gore
anlamli farklilik gostermektedir.

HS: Orgiit DNA’s1 bir biitiin olarak érgiitsel 6zdeslesme iizerinde pozitif ydnlii ve anlamli
bir etkiye sahiptir.

H9: Esnek orgiit tipi, orgiitsel 6zdeslesme {lizerinde pozitif yonlii ve anlamli bir etkiye
sahiptir.

H10: Tam zamanl1 6rgiit tipi, orgiitsel 6zdeslesme iizerinde pozitif yonlii ve anlamli bir
etkiye sahiptir.

H11: Pasif-saldirgan orgiit tipi, orgiitsel 6zdeslesme {lizerinde negatif yonlii ve anlaml1 bir
etkiye sahiptir.
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H12: Askeri orgiit tipi, orglitsel 6zdeslesme {izerinde pozitif yonlii ve anlamli bir etkiye
sahiptir.

H13: Esinlemeler-baglangiglar orgiit tipi, orgiitsel 6zdeslesme {izerinde negatif yonlii ve
anlamli bir etkiye sahiptir.

H14: Yonetim agirlikli 6rgiit tipi, orglitsel 6zdeslesme lizerinde negatif yonlii ve anlamli bir
etkiye sahiptir.

Evren ve Orneklem

Aragtirmanin evrenini, Tilrkiye'nin Aksaray ilinde Organize Sanayi Bolgesi'nde faaliyet
gosteren imalat isletmeleri olusturmaktadir. Arastirmanin Orneklemi ise tekstil ve makine
sektorlerinde faaliyet gdsteren 36 isletmenin ¢alisanlarindan olusmaktadir. Katilimcilar; igletmelerde
gbérev yapan yoneticiler, birim yodneticileri, mithendisler ve insan kaynaklar1 calisanlarindan
olusmaktadir.

Arastirmada nicel arastirma yontemi benimsenmis ve iligkisel tarama deseni kullanilmustir.
Katilimcilara basit tesadiifi 6rnekleme yontemi ile ulasilmistir. Arastirma verileri ¢evrim igi anket
formlar1 araciligiyla toplanmistir. Arastirmada yer alan degiskenlerin nicel yapisi dikkate alinarak
orneklem biiylikliigii Ural ve Kili¢ (2011) tarafindan 6nerilen n = o X Zo? / H? formiilii kullanilarak
hesaplanmigtir. Yapilan hesaplama sonucunda (n = 12 x 1,962 / 0,12 = 384) arastirma i¢in en az 384
katilimcinm yeterli oldugu belirlenmistir. Bu kapsamda toplam 1.300 kisiye ulasilmis ve 1.084
¢evrim i¢i anket formu doldurulmustur. Eksik veya yetersiz doldurulan anketler arastirma kapsami
disinda birakildiktan sonra 1.025 anket analizlere dahil edilmis olup, arastirmanin geri doniis orani
%83,3 olarak gerceklesmistir.

Frekans analizi sonuglarma gore katilimcilarin %53,9'u  erkek, %46,1'1 kadindir.
Katilmeilarin yas dagilimi incelendiginde, %29,7'sinin 30-39 yas, %36,4'liniin ise 40—49 yas
araliginda oldugu goriilmektedir. Genel olarak katilimcilarin %90'indan fazlasi 30 yas ve
iizerindedir. Katilimcilarin mevcut kurumlarindaki c¢alisma siireleri (kidemleri) incelendiginde,
%28'inin 5 y1ldan az, %56,1'inin 6—10 y1l, %15,9'unun ise 11 y1l ve {lizeri sliredir ayn1 kurumda gorev
yaptig1 belirlenmistir.

Veri Toplama Araclari

Katilimcilarin 6rgiitsel DNA algilan ile orglitsel 6zdeslesme diizeyleri arasindaki iliskiyi
belirlemek amaciyla, bu degiskenlere iliskin 6l¢ek maddelerini igeren bir anket formu hazirlanmistir.
Anket formu {i¢ boliimden olusmaktadir.

Birinci boliimde, katilimcilarin yas, cinsiyet, medeni durum, egitim diizeyi ve mevcut
kurumlarindaki ¢alisma siiresi (kidem) gibi demografik 6zelliklerini belirlemeye yonelik sorular yer
almaktadir.

Ikinci boliimde, katilimcilarin drgiitsel DNA algilarin lgmek amaciyla Cetin ve Dos (2014)
tarafindan gelistirilen 28 maddelik Orgiitsel DNA Olgegi kullamlmistir. Olgege uygulanan
Acimlayict Faktor Analizi (AFA) sonucunda, 6lgegin orijinal yapistyla uyumlu bi¢cimde alt1 faktorlii
bir yap1 sergiledigi belirlenmistir. Olgegin i¢ tutarlilhigini gdsteren Cronbach Alfa katsayisi 0,863
olarak hesaplanmis ve Slgegin yiiksek diizeyde giivenilir oldugu tespit edilmistir.

Ugiincii béliimde ise katilimcilarin 6rgiitsel dzdeslesme diizeylerini belirlemek amaciyla
Johnson ve digerleri (1999) tarafindan gelistirilen ve Kanten (2012) tarafindan kullanilan 11
maddelik Orgiitsel Ozdeslesme Olgegi kullamilmustir. Olgek, 5'li Likert tipinde olup; yanit
secenekleri 1 = Kesinlikle Katilmiyorum, 2 = Katilmiyorum, 3 = Kararsizim, 4 = Katiliyorum ve 5
= Kesinlikle Katiliyorum seklinde diizenlenmistir. Olgegin i¢ tutarliligini gdsteren Cronbach Alfa
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katsayis1 0,952 olarak hesaplanmis ve Olcegin oldukc¢a yiiksek diizeyde giivenilir oldugu
belirlenmistir.

Verilerin Analizi ve Bulgular

Arasgtirma verilerinin analizine baslamadan once, verilerin normal dagilima uygunlugunu
belirlemek amaciyla normallik testi uygulanmistir. Analiz sonuglarina gore, oOrgiitsel DNA
degiskenine iligkin garpiklik (skewness) ve basiklik (kurtosis) degerlerinin -1,245 ile 0,873 arasinda;
orgiitsel 0zdeslesme degiskenine iliskin carpiklik ve basiklik degerlerinin ise -1,351 ile 1,294
arasinda degistigi belirlenmigtir. Carpiklik ve basiklik degerlerinin +1,96 araliginda bulunmasi,
verilerin normal dagilim gosterdigini ortaya koymaktadir (Corder & Foreman, 2009). Verilerin
normal dagilim gostermesi nedeniyle, arastirma degiskenleri ile demografik degiskenler arasindaki
farkliliklarin incelenmesinde Tek Yénlii Varyans Analizi (ANOVA) kullanilmistir. Orgiitsel DNA
ile orgiitsel 6zdeslesme arasindaki iligkinin yoniinii ve anlamliligini belirlemek amaciyla Pearson
Korelasyon Analizi uygulanmigtir. Ayrica, oOrgiitsel DNA'min oOrgiitsel 6zdeslesme iizerindeki
yordayici etkisini belirlemek amaciyla dogrusal regresyon analizi gerceklestirilmistir.

Arastirma Degiskenlerinin Calisma Siiresine gore Karsilastirilmasi

Katilmeilarin  orgiitsel DNA algilant ile orgiitsel 6zdeslesme diizeylerinin, mevcut
kurumlarindaki caligma siirelerine (kidemlerine) gore farklilasip farklilasmadigini belirlemek
amaciyla Tek Yonlii Varyans Analizi (ANOVA) uygulanmigtir. Katilimeilarin kidemlerine gore
orgiitsel DNA algilarina iligskin analiz sonuglar1 Tablo 1'de sunulmaktadir.

Tablo 1: Orgiit DNA’simin Calisma Siiresine Gore Karsilastirilmasina {liskin ANOVA Sonuglart

Kareler Kareler
Toplami df Ortalamast F P Kaynak
Esnek Gruplar Arast  358.204 2 179.102 9.242 .000* C>A,B
Grup I¢i 19805.078 1022 19.379
Toplam 20163.282 1024
Tam zamanli Gruplar Arast  377.039 2 188.519 11.147 .000* C>A, B
Grup Igi 17283.699 1022 16.912
Toplam 17660.738 1024
Pasif-saldirgan Gruplar Arast 71.559 2 35.780 2.601 075%%*
Grup Igi 14058.002 1022 13.755
Toplam 14129.561 1024
Askeri Gruplar Aras1  212.511 2 106.256 7.131 .001* C>A, B
Grup Igi 15228.605 1022 14.901
Toplam 15441.116 1024
Esinlemeler- Gruplar Arast  312.885 2 156.443 4.886 .008* C<A,B
Bagslangiclar Grup I¢i 32723.452 1022 32.019
Toplam 33036.338 1024
Yonetim Agirlikli  Gruplar Arast  205.776 2 102.888 4.692 .009%* C<A,B
Grup Igi 22409.486 1022 21.927
Toplam 22615.262 1024

A= 1-5yil, B=6-10 y1l, C= 11 y1l ve tizeri

Tablo 1 incelendiginde, ayni i yerinde 11 y1l ve daha uzun siiredir ¢alisan katilimcilarin, 10
yil ve daha az kideme sahip katilimcilara kiyasla orgiitlerini esnek, tam zamanl ve askeri orgiitsel
DNA tiplerine daha yakin algiladiklar1 goriilmektedir. Buna karsilik, 10 y1l ve daha az kideme sahip
katilimcilar, drgiitlerini kesintili baslangiclar ve yonetim agirlikli 6rgiitsel DNA tipleri agisindan, 11
yil ve tlizeri kideme sahip katilimcilara gore daha yiiksek diizeyde algilamaktadir. Katilimcilarin
kidemlerine gore orgiitsel 6zdeslesme diizeylerinin karsilastirilmasina iliskin Tek Yonlii Varyans
Analizi (ANOVA) sonuglari ise Tablo 2'de sunulmaktadir.
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Tablo 2: Orgiitsel Ozdeslesmenin Calisma Siiresine Gére Karsilastirilmasina Iliskin ANOVA

Sonuglart
Kareler Kareler
Toplami df Ortalamasi F p Kaynak
- Giruplar 2096.756 2 1048378 11510 .000¢  C7AB
Orgiitsel Arasi
Ozdeslesme Grup I¢i 93086.245 1022 91.082
Toplam 95183.001 1024

A=1-5yil, B=6-10 y1l, C= 11 y1l ve iizeri

Tablo 2'de goriildiigii iizere, katilimcilarin kidemlerine gore Orgiitsel 0Ozdeslesme
diizeylerinin karsilagtirilmasina iligkin ANOVA sonuglari, 11 y1l ve tizeri kideme sahip katilimcilar
ile 10 y1l ve daha az kideme sahip katilimcilar arasinda oOrgiitsel 6zdeslesme diizeyi agisindan
istatistiksel olarak anlamli bir farklilik bulundugunu gdstermektedir (p = .000; p <.05).

Orgiit DNA’simin Orgiitsel Ozdeslesmeye Etkisi

Arastirma kapsaminda 6rgiitsel DNA'nin 6rgiitsel 6zdeslesme tizerindeki etkisini belirlemek
amaciyla, orgiitsel DNA bagimsiz degisken, orgiitsel 6zdeslesme ise bagimli degisken olarak ele
almmistir. Arastirma verilerine iliskin ¢arpiklik (skewness) ve basiklik (kurtosis) degerlerinin +1,96
araliginda yer almasi, verilerin normal dagilim gosterdigini ortaya koymustur. Bir sonraki asamada,
regresyon analizinin uygulanabilmesi i¢in bagimsiz ve bagimli degiskenler arasinda dogrusal bir
iligkinin bulunup bulunmadigimi belirlemek amaciyla korelasyon analizi gergeklestirilmistir.
Literatiirde belirtildigi iizere, verilerin normal dagilim gostermesi durumunda Pearson korelasyon
analizi kullanilmasi 6nerilmektedir (Tabachnick & Fidell, 2013; Can, 2014; Giirbiiz & Sahin, 2015).
Bu dogrultuda, arastirma verilerinin normal dagilim géstermesi nedeniyle Pearson korelasyon analizi
uygulanmistir. Analiz sonuglar1 Tablo 3'te sunulmaktadir.

Tablo 3: Orgiit DNA’s1 Tipleri ile Orgiitsel Ozdeslesme Arasindaki Korelasyon
Esnek  Tam zamanl Pasif-saldirgan Askeri Esin-bas. Yon. Agirlikli

Org. P .897™ .894™ - .815™ .874™ - .854™ -.818™
Ozdes.  Sig. (2-tailed)  .000 .000 .000 .000 .000 .000

N 1025 1025 1025 1025 1025 1025
*p<.01

Tablo 3'te sunulan korelasyon analizi sonuglari, esnek (r = 0,897; p <0,01), tam zamanl (r
= 0,894; p < 0,01) ve askeri (r = 0,874; p < 0,01) orgiitsel DNA tipleri ile orgiitsel 6zdeslesme
arasinda pozitif yonlii ve istatistiksel olarak anlamli iliskiler bulundugunu gostermektedir. Bu
bulgular dogrultusunda, esnek, tam zamanli veya askeri oOrgilitsel DNA 6zelliklerine sahip
isletmelerde calisan bireylerin orgiitsel 6zdeslesme diizeylerinin daha yiiksek oldugu sdylenebilir.
Buna karsilik, pasif-saldirgan (r = -0,815; p < 0,01), esinlemeler-baslangiclar ve yonetim agirlikli
orgiitsel DNA tipleri ile orgiitsel 6zdeslesme arasinda negatif yonlii ve istatistiksel olarak anlamli
iligkiler bulundugu belirlenmistir. Bu sonuglar, s6z konusu sagliksiz orgiitsel DNA tiplerinin
calisanlarin orgiitsel 6zdeslesme diizeylerini olumsuz yonde etkiledigine isaret etmektedir. Orgiitsel
DNA'in orgiitsel 6zdeslesme {izerindeki etkisini belirlemek amaciyla dogrusal regresyon analizi
gerceklestirilmistir. Regresyon analizine iligkin bulgular Tablo 4'te sunulmaktadir.

Tablo 4: Orgiit DNA’sinin Orgiitsel Ozdeslesmeye Etkisine Iliskin Regresyon Analizi Sonuglar

Kareler Toplami1 df Kareler Ortalamast F Sig.
Regresyon 81844.896 6 13640.816 1041.104 000*
Hata terimi 13338.105 1018 13.102
Toplam 95183.001 1024
R=.927; R?>= .860; Diizeltilmis R?>= .859

#p< .01

Turkish Studies — Economics, Finance, Politics 21(O1)



The Relationship between Organizational DNA and Organizational... 157

Regresyon analizi sonuglari, orgilitsel DNAmim bir biitiin olarak oOrgiitsel 6zdeslesme
tizerinde istatistiksel agidan anlamli ve ¢ok giiclii bir pozitif etkiye sahip oldugunu gostermektedir
(Diizeltilmis R? = 0,859; p < 0,01). Bulgular ayrica, orgiitsel DNA'nin orgiitsel 6zdeslesmedeki
varyansin yaklasik %86'sin1 agikladigini ortaya koymaktadir. Arastirma sonuglari, orgiitsel DNA'nin
altt tipinin her birinin de Orgiitsel 6zdeslesme iizerinde anlamli bir etkiye sahip oldugunu
gostermistir. Orgiitsel DNA'"n her bir tipinin orgiitsel dzdeslesme iizerindeki etkilerine iliskin
ayrmtili bulgular Tablo 5'te sunulmaktadir.

Tablo 5: Orgiit DNA’s1 Tiplerinin Orgiitsel Ozdeslesmeye Etkisine Iliskin Model
Katsayilar

Standart olmayan katsayillar  Standardize edilmis katsayilar Coklu Dogrusal
Model B Std. Hata Beta t Sig. Baglant:
(Sabit) 22.099 1.353 16.328 .000* T VIF
DNA_Esnek 591 .076 272 7.783 .000* .113 8.862
DNA TamZaman 732 .078 316 9.392 .000* .122 8.198
DNA_PasSaldir -.123 .083 -.047 -1.478 .140** 134 7.472
DNA_Askeri .309 .080 124 3.882 .000* .134 7.451
DNA_EsinBaslan -.197 .073 -.116 -2.675 .008* .073 13.607
DNA YonAgir -.220 .075 -.107 -2.951 .003* .104 9.600

*p<.01; **p> .05

Tablo 5'te sunulan regresyon analizi sonuglari, pasif-saldirgan (passive-aggressive) orgiitsel
DNA tipi disinda kalan tiim 6rgiitsel DNA tiplerinin 6rgiitsel 6zdeslesme iizerinde istatistiksel olarak
anlaml1 bir etkiye sahip oldugunu gostermektedir. Bulgulara gore, esnek (resilient) (p = 0,272; p <
0,01), tam zamanli (just-in-time) (B = 0,316; p < 0,01) ve askeri (military precision) (B =0,124; p <
0,01) orgiitsel DNA tipleri, orgiitsel 6zdeslesmeyi pozitif yonde etkilemektedir. Buna karsilik,
kesintili baslangiglar (fits-and-starts) (B = -0,116; p <0,01) ve yonetim agirlikli (overmanaged) (p =
-0,107; p < 0,01) orgiitsel DNA tiplerinin orgiitsel 6zdeslesme iizerinde negatif yonde anlamli bir
etkiye sahip oldugu belirlenmistir.

Olgiim modelinin yapisal gegerliligini degerlendirmek amacityla AMOS programi
kullanilarak Dogrulayic1 Faktor Analizi (DFA) gerceklestirilmistir. Analiz sonucunda elde edilen
uyum iyiligi indekslerinin kabul edilebilir sinirlar igerisinde oldugu belirlenmistir:

o x%df=5.83
e CFI=.949
e TLI=.943
e GFI=.882

e RMSEA =.069

Ki-kare/serbestlik derecesi (y*/sd) orani, drneklem biiyiikliigiiniin yiiksek olmasi (N = 1025)
nedeniyle ideal esik degerin bir miktar iizerinde bulunmasina ragmen, Karsilastirmali Uyum Indeksi
(CFI) ve Yaklasik Hatalarin Ortalama Karekokii (RMSEA) degerleri sirasiyla iyi ve kabul edilebilir
diizeyde model uyumuna isaret etmektedir. Bu bulgular, 6lgegin boyutlarinin istatistiksel olarak
birbirinden ayirt edilebilir yapilar oldugunu dogrulamakta ve boyutlar arasinda gozlenen yiiksek
korelasyonlara ragmen ayirt edici gegerligin (discriminant validity) saglandigina iliskin kanit
sunmaktadir. Varyans Sigirme Faktorii (VIF) analizi sonuglari incelendiginde ise, baz1 degiskenlerin
(6rnegin DNA_EsinBaslan, VIF = 13,6) yiiksek VIF degerlerine sahip oldugu goriilmektedir.
Bununla birlikte, bu durum o6rgiitsel DNA arketiplerinin orgiitsel yap1 icerisinde kuramsal olarak
birbirine yakin ve iliskili yapilar olmasindan kaynaklanmaktadir.
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Bu dogrultuda, arastirmada gelistirilen 14 hipotezden 12'si desteklenmis (kabul edilmis), 2'si
ise desteklenmemis (reddedilmistir). Hipotez testlerine iliskin ayrintili sonuglar Tablo 6'da
sunulmaktadir.

Tablo 6: Arastirma Hipotezleri

No. Hipotez Sonug

H1. Calisanlarin esnek orgiitsel DNA tipine iliskin algilari, karumdaki ¢aligma siiresine (kideme) Kabul
gore anlamli farklilik gostermektedir.

H2. Calisanlarin tam zamanli orgiitsel DNA tipine iligkin algilari, kurumdaki ¢alisma siiresine Kabul
(kideme) gore anlamli farklilik gostermektedir.

H3. Calisanlarin pasif-saldirgan orgiitsel DNA tipine iliskin algilari, kurumdaki ¢alisma siiresine Red
(kideme) gore anlamli farklilik gostermektedir.

H4. Calisanlarin askeri orgiitsel DNA tipine iliskin algilart, kurumdaki ¢alisma siiresine (kideme) Kabul
gore anlamli farklilik gostermektedir.

HS. Calisanlarin esinlemeler-baslangiclar orgiitsel DNA tipine iliskin algilari, kurumdaki ¢alisma Kabul
siiresine (kideme) gore anlamli farklilik gostermektedir.

Heé. Calisanlarin yonetim agirlikli 6rgiitsel DNA tipine iliskin algilari, kurumdaki ¢alisma stiresine ~ Kabul
(kideme) gore anlamli farklilik gostermektedir.

H7. Calisanlarin orgiitsel 6zdeslesme diizeyleri kurumdaki ¢aligma siiresine (kideme) gore anlamli  Kabul
farklilik gostermektedir.

HS. Orgiit DNA’s1 bir biitiin olarak &rgiitsel dzdeslesme iizerinde pozitif yonlii ve anlamli bir Kabul
etkiye sahiptir.

H9. Esnek orgiit tipi, orgiitsel 6zdeslesme iizerinde pozitif yonlii ve anlaml: bir etkiye sahiptir. Kabul

H10. Tam zamanl orgiit tipi, orgiitsel 6zdeslesme tlizerinde pozitif yonlii ve anlamli bir etkiye Kabul
sahiptir.

H11. Pasif-saldirgan orgiit tipi, 6rgiitsel 6zdeslesme iizerinde negatif yonlii ve anlamli bir etkiye Red
sahiptir.

H12.  Askeri orgiit tipi, orgiitsel 6zdeslesme ilizerinde pozitif yonlii ve anlamli bir etkiye sahiptir. Kabul

H13.  Esinlemeler-baslangiglar orgiit tipi, orgiitsel 6zdeslesme iizerinde negatif yonlii ve anlamli bir ~ Kabul
etkiye sahiptir.

H14.  Yonetim agirlikl orgiit tipi, orgiitsel 6zdeslesme iizerinde negatif yonlii ve anlamli bir etkiye Kabul
sahiptir.

Sonuc¢

Son yillarda Orgiitler, yasayan organizmalar olarak ele alinmaya baslanmistir. Her orgiit
kendine 6zgii birtakim karakteristik 6zelliklere sahiptir ve bu o6zellikler onu diger orgiitlerden
ayirmaktadir (Nacar & Demirtas, 2021, s. 7596). Bu ayirt edici 6zellikler, son yillarda giderek daha
fazla ilgi goren orgiitsel DNA kavramu ile ifade edilmektedir. Orgiitsel DNA, bir orgiitiin karakterini
tanimlayan ve performansini agiklamaya yardimeci olan temel unsurlari ifade eden metaforik bir
kavramdir (Honold & Silverman, 2002; David & Neilson, 2006). Orgiitsel DNA yaklasimia gore
her orgiit kendine 6zgii bir kimlige sahiptir. Bu yaklasim cercevesinde her orgiitiin kendine 6zgii
misyonu, vizyonu, stratejisi, Orgiitsel yapisi, kurumsal degerleri, isleyis siirecleri ve insan
kaynaklarina bakis acist bulunmaktadir. Bagka bir ifadeyle, bir orgiitiin kiiltiirii, karakteristik
Ozellikleri ve insan kaynag: diger orgiitlerden farklilik gostermektedir (Bostanci ve digerleri, 2020,
s. 86).

Orgiitlerin varliklarim1 ve anlamlarini, onlari olusturan insanlar sayesinde kazandiklari
dikkate alindiginda, drgiitsel basarinin biiyiik 6l¢iide ¢alisanlarin algi, tutum ve davraniglarina bagh
oldugu sdylenebilir. Bu noktada calisanlar, kendileri ile orgiitleri arasinda benzerlik ve ortak
ozellikler algiladiklarinda, daha yiiksek performans gostermeleri ve orgiitsel siireglere daha fazla
katkida bulunmalar1 beklenmektedir. Bu ortaklik algis1 6zdeslesme diizeyine ulastiginda ise
calisanlar kendilerini orgiitin ayrilmaz bir pargasi olarak gérmeye baslamaktadir. Orgiitsel
0zdeslesme, bireyin calistigi oOrgiitle kendisini bir biitlin olarak gérmesi ve o Orgiite ait olma
duygusunu hissetmesi durumunda ortaya cikmaktadir (Mael & Ashforth, 1992). Orgiitsel
0zdeslesme; birey ile Orgiit arasinda kurulan psikolojik bir bag ve aidiyet duygusu olup, bireyin
orgiite yonelik tutum ve davramslarini 6nemli dlgiide etkilemektedir. Orgiitleriyle 6zdeslesen
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bireyler, kendilerini 6rgiitiin bir parcas1 olarak gdrmekte; buna bagli olarak orgiitiin genel amaglarina
katkida bulunma, orgiitii destekleme ve Orgiitiin itibariyla gurur duyma gibi olumlu davraniglar
sergilemektedirler (Mihci, 2019, s. 52). Giigli orgiitsel 6zdeslesmeye sahip galisanlar olmadan
orgiitlerin giicli bir orgiitsel kimlik gelistirmeleri oldukga giic oldugundan, oOrgiitlerin Grgiitsel
6zdeslesmenin 6nemini kavramalar bilylik 6nem tasimaktadir (Mael & Ashforth, 1992).

Ilgili literatiir incelendiginde, Konakay ve digerleri (2024) ile Amedi (2025) tarafindan
gerceklestirilen siirli sayidaki ¢alisma disinda, orgiitsel DNA ile orgiitsel 6zdeslesme arasindaki
iligkiyi dogrudan inceleyen arastirmalara rastlanmamistir. Bu nedenle, orgiitsel DNA ile orgiitsel
0zdeslesme arasindaki iliskiye yonelik aragtirmalarin sinirli olmasi dikkate aliarak, bu ¢aligmada
s0z konusu boslugun doldurulmasina katki saglanmasi amaglanmistir.

Bu amag dogrultusunda, Tiirkiye'nin Aksaray ilinde Organize Sanayi Bolgesi'nde tekstil ve
makine sektorlerinde faaliyet gosteren 36 imalat isletmesinden toplam 1.025 anket toplanmistir.
Arastirma bulgulari, ayni is yerinde 11 yil ve daha uzun siiredir ¢alisan katilimcilarin, ¢alistiklar
oOrgiitli daha ¢ok esnek (resilient), tam zamanl (just-in-time) ve askeri (military precision) orgiitsel
DNA tiplerine sahip olarak algiladiklarini ortaya koymustur. Buna karsilik, 10 yil ve daha az kideme
sahip katilimecilar, orgiitlerini daha ¢ok kesintili baslangiclar (fits-and-starts) ve yonetim agirlikl
(overmanaged) orgiitsel DNA tipleriyle iliskilendirmistir.

Literatiirde, tam zamanli, esnek ve askeri orgiitsel DNA tipleri saglikli 6rgiit profilleri olarak
degerlendirilirken; pasif-saldirgan, yonetim agirlikli ve kesintili baslangiglar orgiitsel DNA tipleri
ise sagliksiz orgiit profilleri olarak siniflandirilmaktadir (Neilson ve digerleri, 2005; Candir, 2005;
Bancar, 2016; Nacar & Demirtas, 2021). Ornegin esnek orgiit tipi, degisimlere hizli ve kolay uyum
saglayabilen, tutarli bir is stratejisi dogrultusunda odaklanma ve orgiitsel biitlinliigiinii koruyabilen
bir yapi olarak tanimlanmaktadir (Bancar, 2016; Candir, 2005; Nacar & Demirtas, 2021). Bu durum,
mevcut arastirmada 10 yildan fazla kideme sahip ¢alisanlarin, daha az deneyime sahip ¢alisanlara
kiyasla orgiitlerini daha fazla esnek olarak algilamalarinin olasi nedenlerinden biri olabilir. Daha
deneyimli (dolayisiyla daha ileri yaslardaki) ¢alisanlar, yillar igerisinde bireysel olarak daha az esnek
hale gelirken, buna karsilik calistiklar: 6rgiitii gecmis donemlerle kiyaslayarak nispeten daha esnek
olarak degerlendirmeye baglamis olabilirler.

Arastirma bulgularina gore, orgiitsel 6zdeslesme diizeyleri kidem gruplarina gore istatistiksel
olarak anlamli farklilik gdstermektedir (p = .000; p < .05). Ozellikle, 11 yil ve daha fazla kideme
sahip calisanlarin orgiitsel 6zdeslesme diizeylerinin, 10 y1l ve daha az kideme sahip calisanlara gore
anlaml1 derecede daha yiiksek oldugu belirlenmistir. Bu sonug, orgiitte gegirilen siirenin artmasinin
calisanlarin orgiite yonelik psikolojik baghiligini giiclendirdigini ve orgiitsel kimligi daha fazla
icsellestirmelerini sagladigini gostermektedir.

Bu bulgu, literatiirdeki dnceki arastirmalarla da tutarlidir. Ashforth ve Mael (1989), orgiitsel
0zdeslesmenin zaman igerisinde arttigini; uzun siireli orgiit iyeliginin bireylerin 6rgiitiin degerlerini
ve normlarini daha iyi tanimalarina ve bunlarla biitiinlesmelerine olanak sagladigini ileri siirmiistiir.
Benzer sekilde Mael ve Ashforth (1992), kidemin ¢alisanlarin aidiyet duygusunu olumlu yonde
etkiledigini ve bunun da orgiitsel 6zdeslesme diizeyini artirdigini vurgulamistir. Uzun siiredir ayni
oOrgiitte calisan bireylerin, Orgiitiin tarihini, kiiltiiriinii ve isleyis siireclerini daha derinlemesine
kavramig olmalar1 beklenmektedir. Dutton, Dukerich ve Harquail (1994) ise bireylerin orgiitsel
kimligi kendi benlik kavramlarmin bir pargast olarak algilamalari durumunda Orgiitsel
0zdeslesmenin giiclendigini ifade etmektedir. Dolayisiyla, uzun siire orgiitte calisan bireylerin zaman
icerisinde oOrgiitlin kimligini kendi kimliklerinin dogal bir uzantisi olarak igsellestirmeleri
beklenebilir.

Buna karsilik, 6rgiitte daha kisa siiredir ¢alisan bireylerin orgiitsel 6zdeslesme diizeylerinin
daha diisiik olmasi, oOrgiit kiiltliriinii heniiz tam anlamiyla igsellestirememeleri ve giiclii bir
Ozdeslesme gelistirecek diizeyde deneyim kazanamamalariyla agiklanabilir. Van Knippenberg ve
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Van Schie (2000), érgiitsel 6zdeslesmenin zaman iginde gelisen ve galiganlarin orgiitsel sosyallesme
diizeyleriyle yakindan iligkili olan bir siire¢ oldugunu belirtmektedir. Bu dogrultuda arastirma
bulgulari, orgiitte gegirilen siirenin orgiitsel 6zdeslesmenin 6nemli belirleyicilerinden biri oldugunu
ortaya koymaktadir. Bu sonug, orgiitlerin uzun siireli istihdam iligkilerini tesvik etmelerinin
calisanlarin aidiyet duygusunu ve orgiitsel 6zdeslesmelerini giiglendirebilecegini gostermektedir.
Ayrica, yeni ¢aliganlara yonelik etkili oryantasyon ve mentorluk programlarinin uygulanmasi, orgiit
kiiltiiriine uyum siirecini hizlandirarak 6zellikle diisiik kideme sahip ¢aliganlarin orgiitsel 6zdeslesme
diizeylerinin artirllmasina katki saglayabilir.

Regresyon analizi sonuglari, orgiitsel DNA'nin orgiitsel 6zdeslesme iizerinde giiclii ve
istatistiksel olarak anlamli pozitif bir etkiye sahip oldugunu gostermektedir (Diizeltilmis R? = .859,
p < .01). Bu bulgu, orgiitsel DNA'nin alt1 bileseninin birlikte orgiitsel 6zdeslesmedeki varyansin
yaklasik %86'sin1 agikladigini, dolayisiyla oldukga yiiksek bir agiklayicilik giiciine sahip oldugunu
ortaya koymaktadir. Bagka bir ifadeyle, 6rgiitin DNA'sin1 olusturan yapisal, kiiltiirel ve davranigsal
unsurlar, ¢aliganlarin orgiitleriyle 6zdeslesme diizeylerini 6nemli dl¢iide sekillendirmektedir.

Bu sonug, Neilson, Pasternack ve Mendes'in (2003) orgiitsel DNA'y1; karar verme yetkileri,
bilgi akisi, motive edici unsurlar ve drgiitsel yapi gibi orgiitiin davranislarini belirleyen kendine 6zgii
Ozelliklerin birlesimi olarak tanimlayan yaklasimiyla ortiismektedir. Bu bilesenler agik bigimde
tanimlandiginda ve birbirleriyle tutarli héle getirildiginde, ¢aliganlar orgiitiin kimligini, amacini ve
degerlerini daha net algilayabilmekte; bu durum ise onlarin orgiite yonelik aidiyet ve 6zdeslesme
duygularini gii¢clendirmektedir.

Bireyin orgiitsel DNA'y1 benimsemesi, Orgiite uyum saglamasiyla miimkiin olmaktadir.
Birey, orgiitiin temel DNA'sim1 olusturan felsefe, vizyon, misyon ve kiiltiirii benimsedigi 6l¢iide
orgiitle biitlinlesmekte (Ball, 1997; Ogan & Cinel, 2021, s. 1323), bu siire¢ de orgiitsel 6zdeslesmeyi
giiclendirmektedir. Ayrica, bir érgiitin DNA'sinin anlasilmasi, yoneticilerin 6rgiit kiiltiiriinii, karar
verme siireglerini, stratejilerini ve degisim yonetimi yaklagimlarini Orgiitiin amag¢ ve degerleri
dogrultusunda sekillendirmelerine yardimeci olmaktadir (Elsanhawy & Badway, 2023, s. 117).
Boylece calisanlar, orgiitiin temel 6zelliklerini, amaglarini ve degerlerini daha kolay benimsemekte
ve Orgiitleriyle daha giiclii bicimde 6zdeslesebilmektedirler. Bir 6rgiitiin DNA'sinin; orgiitsel zekayn,
karar verme kapasitesini ve ortak hedeflere yonelik biitiinlesik baghiligi kapsadigi dikkate
alindiginda, orgiitsel DNA'nin orgiitsel 6zdeslesmenin olusumunda temel belirleyicilerden biri
oldugu soylenebilir (Neilson ve digerleri, 2003; Konakay ve digerleri, 2024).

Orgiitsel DNA tiplerinin 6rgiitsel 6zdeslesme {izerindeki etkisine iliskin regresyon analizi
sonugclari ise alt1 drgiitsel DNA tipinden besinin orgiitsel 6zdeslesmeyi anlamli bigimde etkiledigini
ortaya koymustur. Buna gore esnek (B = 0.272, p <.01), tam zamanli (B = 0.316, p <.01) ve askeri
(B=0.124, p <.01) orgiitsel DNA tipleri orgiitsel 6zdeslesmeyi pozitif ve anlamli bigimde etkilerken;
kesintili baslangi¢lar (B =-0.116, p <.01) ve yonetim agirhikli (B =-0.107, p < .01) orgiitsel DNA
tiplerinin orgiitsel 6zdeslesme iizerinde negatif ve anlamli etkileri oldugu belirlenmistir. Buna karsin,
pasif-saldirgan orgiitsel DNA tipinin 6rgiitsel 6zdeslesme {izerinde anlaml1 bir etkisinin bulunmadigi
tespit edilmistir (p > .05).

Bu bulgular, uyum saglama kapasitesi yiiksek, etkin ve disiplinli koordinasyona sahip
orgiitlerin, calisanlarin orgiitleriyle daha giiclii 6zdeslesmelerini sagladigini gostermektedir. Esnek
ve tam zamanli Orgiit yapilarinin olumlu etkileri, degisime etkili bicimde uyum saglayabilen ve
esnekligini koruyabilen orgiitlerde ¢alisanlarin kendi kisisel amaglar ile orgiitsel amagclar arasinda
daha giiclii bir uyum algiladiklarini ortaya koymaktadir. Bu sonug, 6zdeslesmenin orgiit {iyelerinin
orgiitlerini yeterli, basarili ve degisime uyum saglayabilen yapilar olarak algilamalar1 durumunda
giiclenecegini ileri siiren Ashforth ve Mael'in (1989) Sosyal Kimlik Kurama ile tutarlidir.

Benzer sekilde, askeri 6rgiitsel DNA tipinin olumlu etkisi; acik ve belirgin orgiitsel yapi, net
bicimde tanimlanmuis roller ve gii¢lii ortak amag¢ duygusu ile agiklanabilir. Bu 6zellikler ¢alisanlarin
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aidiyet duygularin1 ve psikolojik giivenlik algilarini giiglendirmektedir. Bu tiir orgiitsel ortamlar,
istikrarli hiyerarsik yap1 ve koordineli isleyis sayesinde normatif baglilig1 ve ortak orgiitsel kimligi
desteklemektedir (Van Knippenberg & Sleebos, 2006).

Buna karsilik, kesintili baslangiglar ve yonetim agirlikli 6rgiitsel DNA tipleri ¢alisanlarin
orgiitleriyle 6zdeslesmelerini olumsuz etkilemektedir. Kesintili baglangiglar tipi; tutarsizlik, stratejik
yon eksikligi ve iletisim ile 6nceliklerde sik yasanan degisimleri yansitmaktadir. Bu tiir 6rgiitlerde
calisanlar belirsizlik ve hayal kiriklig1 yasayabilmekte, bu durum da orgiitsel 6zdeslesmeyi
zayiflatmaktadir. Yonetim agirlikli Orgiit yapisi ise asiri kontrol ve biirokrasiyle karakterize
edilmekte olup caliganlarin &6zerklik duygularini ve igsel motivasyonlarini azaltarak orgiitsel
ozdeslesmeyi olumsuz etkilemektedir. Bu sonug, Oz Belirleme Kurami (Ryan & Deci, 2000) ile de
desteklenmektedir.

Pasif-saldirgan orgiitsel DNA tipinin anlamli bir etki gdstermemesi ise, bu orgiit tipinin
islevsiz 6zelliklerinin (6rnegin gizli direng, belirsiz yetki yapisi vb.) orgiitsel 6zdeslesmeyi dogrudan
etkilemedigine isaret ediyor olabilir. Bunun olasi nedeni, bu tiir 6rgiitlerde ¢alisan bireylerin orgiitle
bilingli bigcimde 6zdeslesmeyi reddetmek yerine zamanla orgiitten psikolojik olarak uzaklagmalari
veya duygusal baglarini zayiflatmalari olabilir.

Genel olarak degerlendirildiginde, arastirma bulgular1 orgiitsel DNA'nin ¢alisanlarin
orgiitleriyle kurduklar1 psikolojik bagin olusumunda kritik bir rol oynadigini gostermektedir. Uyum
saglayabilen, agik, tutarli ve etkin Orgiitsel yapilar ¢alisanlarin Orgiitsel 6zdeslesmelerini
giiclendirirken; kati, tutarsiz ve biirokratik orgiit yapilar1 ise 6zdeslesmeyi zayiflatmaktadir. Bu
sonuglar, iyi yapilandirilmis, dinamik ve uyumlu oOrgiitsel yapilarin galisan bagliligini ve orgiitsel
0zdeslesmeyi artiracagini ileri siiren Orgiit kiiltiirii ve orgiitsel kimlik literatiiriiyle de uyumludur
(6rnegin Albert, Ashforth & Dutton, 2000).
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