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7KH�VWXG\�IRFXVHV�RQ�WKH�UROH�DQG�LPSRUWDQFH�RI�RUJDQL]DWLRQDO�FXOWXUH�

DW� WKH�IDFXOW\�RI�/HJDO�)RUHLJQ�/DQJXDJHV�DW�+DQRL�/DZ�8QLYHUVLW\�LQ�

creating�a�professional,�e൵ective,�and�sustainable�working�environment.�
2UJDQL]DWLRQDO�FXOWXUH�LV�QRW�RQO\�DERXW�YDOXHV�DQG�EHKDYLRUDO�QRUPV�EXW�

also�a൵ects�the�quality�of�teaching,�research,�and�relationships�between�
lecturers,� sta൵,� and� students.� The� study� employed� a� mixed-method�
DSSURDFK��LQFOXGLQJ�D�TXDQWLWDWLYH�VXUYH\�ZLWK�D����LWHP�TXHVWLRQQDLUH�

EDVHG� RQ� WKH� /LNHUW� VFDOH� DQG� VHPL�VWUXFWXUHG� LQWHUYLHZV�� 'DWD� ZHUH�

FROOHFWHG� IURP���� OHFWXUHUV�DQG�DQDO\]HG�XVLQJ�6366�Y����DQG�19LYR�

v.14�software�to�assess�factors�inÀuencing�organizational�culture.�Factors�
VXFK� DV� WKH� ZRUN� HQYLURQPHQW�� FRPPXQLFDWLRQ�� OHDGHUVKLS� VXSSRUW��

DQG� SROLF\� WUDQVSDUHQF\� GLUHFWO\� LPSDFW� OHFWXUHUV¶� VDWLVIDFWLRQ� DQG�

FRPPLWPHQW��+RZHYHU��LVVXHV�VXFK�DV�OLPLWHG�LQWHUQDO�FRPPXQLFDWLRQ��

ODFN�RI�VXSSRUW�IRU�FDUHHU�GHYHORSPHQW��DQG�ULJLG�ZRUN�SURFHVVHV�VWLOO�

exist.�The�study�con¿rms�that�a�positive�organizational�culture�enhances�
WKH�TXDOLW\�RI�WHDFKLQJ�� UHVHDUFK��DQG�FRKHVLRQ�ZLWKLQ� WKH�GHSDUWPHQW��

To�improve,�e൵orts�should�focus�on�enhancing�communication,�ensuring�
SROLF\� WUDQVSDUHQF\�� DQG� HQFRXUDJLQJ� FUHDWLYLW\�� 7KH� VWXG\� SURYLGHV�

SUDFWLFDO� VROXWLRQV� WR� LPSURYH� RUJDQL]DWLRQDO� FXOWXUH�� FRQWULEXWLQJ�

to� the� development� of� an� e൵ective� work� environment,� increased�
FRPSHWLWLYHQHVV�� DQG� VXVWDLQDEOH� JURZWK� IRU� WKH� )DFXOW\� RI� /HJDO�

)RUHLJQ�/DQJXDJHV�� DQG�D�XVHIXO� UHIHUHQFH� IRU�RWKHU�KLJKHU�HGXFDWLRQ�
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1.�Introduction

2UJDQL]DWLRQDO� FXOWXUH� LV� QRW� RQO\� DERXW�

UHJXODWLRQV�� FRGHV� RI� FRQGXFW�� RU� D� V\VWHP� RI�

HWKLFDO�YDOXHV�EXW�DOVR�D�FUXFLDO�IDFWRU�LQ�EXLOGLQJ�

a� professional,� healthy,� and� e൵ective� working�
HQYLURQPHQW�� 2UJDQL]DWLRQDO� FXOWXUH� LV� D� EURDG�

FRQFHSW� WKDW�HQFRPSDVVHV�DOO� WKH�YDOXHV�� EHOLHIV��

VWDQGDUGV��FRGHV�RI�FRQGXFW��DQG�EHKDYLRUV�VKDUHG�

ZLWKLQ�DQ�RUJDQL]DWLRQ�RU�ZRUNSODFH��&DPHURQ��.��

6���	�4XLQQ��5��(���������2UJDQL]DWLRQDO�FXOWXUH�

LV�IRUPHG�E\�IDFWRUV�VXFK�DV�UHODWLRQVKLSV�EHWZHHQ�

LQGLYLGXDOV�� FRPPXQLFDWLRQ� PHWKRGV�� ZRUN�

UHJXODWLRQV�DQG�SROLFLHV��DV�ZHOO�DV�EHKDYLRUV�WKDW�

GHPRQVWUDWH� UHVSHFW�� FRRSHUDWLRQ�� DQG� PXWXDO�

support�in�the�workplace.�It�not�only�reÀects�how�
DQ� RUJDQL]DWLRQ� RSHUDWHV� EXW� DOVR� HPERGLHV� WKH�

VSLULW� DQG� DWWLWXGHV� RI� LWV� PHPEHUV� WRZDUG� WKHLU�

ZRUN��FROOHDJXHV�� DQG� WKH�RUJDQL]DWLRQ� �'DR��0��

7���	�1JX\HQ��7��1�������

,Q� WKH� FXUUHQW� VRFLDO� DQG� HGXFDWLRQDO�

HQYLURQPHQW��HVSHFLDOO\�LQ�WUDLQLQJ�LQVWLWXWLRQV�OLNH�

WKH� )DFXOW\� RI� /HJDO� )RUHLJQ� /DQJXDJHV� �/)/���

HQKDQFLQJ� WKH� TXDOLW\� RI� RUJDQL]DWLRQDO� FXOWXUH�

QRW� RQO\� VWUHQJWKHQV� WKH� ZRUNLQJ� UHODWLRQVKLSV�

between� lecturers,� sta൵,� and� students� but� also�
GLUHFWO\�LPSDFWV�WKH�TXDOLW\�RI�WHDFKLQJ��UHVHDUFK��

DQG�WKH�VXVWDLQDEOH�GHYHORSPHQW�RI�WKH�GHSDUWPHQW�

(Dörnyei,�Z.,�&�Dewaele,�J.-M,�2022)

�� ,Q� SUDFWLFH�� WKH� 'HSDUWPHQW�� WDVNHG� ZLWK�

WUDLQLQJ� KLJK�TXDOLW\� KXPDQ� UHVRXUFHV� LQ� /HJDO�

(QJOLVK�� SOD\V� DQ� H[WUHPHO\� LPSRUWDQW� UROH� LQ�

WKH� HGXFDWLRQ� V\VWHP�� %XLOGLQJ� DQG� HQKDQFLQJ�

RUJDQL]DWLRQDO� FXOWXUH� ZLWKLQ� WKH� GHSDUWPHQW� LV�

particularly� signi¿cant,� not� only� for� the� quality�
RI�HGXFDWLRQ�EXW�DOVR�IRU�WKH�GHSDUWPHQW¶V� LPDJH�

LQ�WKH�H\HV�RI�VWXGHQWV��SDUWQHU�DJHQFLHV��DQG�WKH�

FRPPXQLW\��7KH�ZRUNLQJ�HQYLURQPHQW�ZLWKLQ�WKH�

department� profoundly� a൵ects� the� satisfaction�
of� faculty� and� students,� directly� inÀuencing� the�
e൵ectiveness� of� teaching,� learning,� and� research�
DFWLYLWLHV� �+X\QK�� 9�� 7�� ������� ,Q� WKH� HUD� RI�

JOREDOL]DWLRQ�� WKH� GHPDQGV� IRU� H[SHUWLVH�� VNLOOV��

DQG� LQWHUSHUVRQDO� LQWHUDFWLRQ� FDSDELOLWLHV� DUH�

increasingly� stringent.� Faculty� and� sta൵� in� the�
GHSDUWPHQW� PXVW� QRW� RQO\� PHHW� SURIHVVLRQDO�

VWDQGDUGV� EXW� DOVR� EXLOG� FRRSHUDWLYH�� UHVSHFWIXO��

DQG�VXSSRUWLYH�UHODWLRQVKLSV�LQ�WKHLU�ZRUN��.LQLFNL��

$���	�)XJDWH��0�������

7KHUHIRUH��RUJDQL]DWLRQDO�FXOWXUH� LV�QRW� MXVW� D�

IDFWRU�LQ�FUHDWLQJ�D�ZRUNLQJ�HQYLURQPHQW�EXW�DOVR�

D�IDFWRU�WKDW�SURPRWHV�FUHDWLYLW\��PD[LPL]HV�HDFK�

LQGLYLGXDO¶V� SRWHQWLDO�� WKHUHE\� HQKDQFLQJ� ZRUN�

e൶ciency� and� fostering� sustainable� cohesion�
ZLWKLQ� WKH� FRPPXQLW\� RI� OHFWXUHUV� DQG� VWXGHQWV��

+RZHYHU�� LQ� UHDOLW\�� WKH� /)/� FXUUHQWO\� IDFHV�

QXPHURXV�FKDOOHQJHV�LQ�EXLOGLQJ�DQG�PDLQWDLQLQJ�

D� TXDOLW\� RUJDQL]DWLRQDO� FXOWXUH�� 7KH� ZRUNLQJ�

HQYLURQPHQW� LQ� VRPH� GHSDUWPHQWV� PD\� ODFN�

VHDPOHVV�FRRUGLQDWLRQ��DQG�UHODWLRQVKLSV�EHWZHHQ�

lecturers�and�sta൵�may�not�be�closely�connected.�
0RUHRYHU�� VRPH� FRGHV� RI� FRQGXFW�� DOWKRXJK�

established,� are� not� consistently� and� e൵ectively�
enforced.�This�not�only�a൵ects�the�quality�of�work�
EXW�DOVR�LPSDFWV�WKH�VDWLVIDFWLRQ�DQG�PRWLYDWLRQ�RI�

GHSDUWPHQW�PHPEHUV��&DPHURQ��.��6���	�4XLQQ��5��

(���������7KH�DSSOLFDWLRQ�RI�QHZ�WHDFKLQJ�PHWKRGV��

LQQRYDWLYH� PDQDJHPHQW� DQG� WUDLQLQJ� LQLWLDWLYHV�

DUH�QRW�\HW�V\QFKURQL]HG��ODFNLQJ�DGHTXDWH�VXSSRUW�

IURP� OHDGHUVKLS� OHYHOV�� 0DLQWDLQLQJ� D� KHDOWK\�

and� e൵ective� organizational� culture� requires�
e൵orts� and� commitment� from� both� department�
leaders� and� lecturers,� sta൵.� Department� leaders�
SOD\� D� SDUWLFXODUO\� LPSRUWDQW� UROH� LQ� EXLOGLQJ�

DQG� PDLQWDLQLQJ� VKDUHG� FXOWXUDO� YDOXHV�� IURP�

implementing�speci¿c�policies�and�regulations�to�
FUHDWLQJ�DQ�RSHQ�DQG�GHPRFUDWLF�FRPPXQLFDWLRQ�

VSDFH�� +RZHYHU�� WKHUH� LV� QRW� DOZD\V� FRQVHQVXV�

RU� VPRRWK�FRRSHUDWLRQ�DPRQJ�SDUWLHV�� OHDGLQJ�WR�

di൶culties� in� implementing� training� programs,�
VNLOO�GHYHORSPHQW�� DV�ZHOO� DV� FUHDWLQJ�D� IULHQGO\�

DQG� FUHDWLYH�ZRUNLQJ� HQYLURQPHQW��$GGLWLRQDOO\��

LQ�WKH�FRQWH[W�RI�JOREDOL]DWLRQ�DQG� WHFKQRORJLFDO�

development,� the�demands�on� lecturers�and�sta൵�
DUH�FKDQJLQJ�UDSLGO\��7KH�/)/�PXVW�QRW�RQO\�WUDLQ�

JHQHUDWLRQV� RI� VWXGHQWV� ZLWK� VROLG� SURIHVVLRQDO�
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FRPSHWHQFLHV�EXW�DOVR�IRFXV�RQ�WUDLQLQJ�VRIW�VNLOOV��

FRPPXQLFDWLRQ�DELOLWLHV��WHDPZRUN��DQG�SUREOHP�

VROYLQJ� LQ� D� PXOWLFXOWXUDO� HQYLURQPHQW�� 7KHVH�

IDFWRUV� UHTXLUH� D� VWURQJ� RUJDQL]DWLRQDO� FXOWXUH�

IRXQGDWLRQ�ZKHUH�HYHU\�LQGLYLGXDO�FDQ�IXOO\�XWLOL]H�

WKHLU� DELOLWLHV� DQG� FUHDWLYLW\�� FRQWULEXWLQJ� WR� WKH�

RYHUDOO�GHYHORSPHQW�RI�WKH�GHSDUWPHQW��&DPHURQ��

.��6���	�4XLQQ��5��(�������

7KXV�� KRZ� WR� HQKDQFH� WKH� TXDOLW\� RI�

RUJDQL]DWLRQDO� FXOWXUH� LQ� WKH� /)/� LQ� WKH� FXUUHQW�

phase?�This�question�needs�to�be�posed�not�only�in�
WKH�FRQWH[W�RI�WKH�/)/�EXW�DOVR�IRU�DOO�HGXFDWLRQDO�

LQVWLWXWLRQV�ZLWKLQ�WKH�QDWLRQDO�HGXFDWLRQ�V\VWHP��

(QKDQFLQJ�RUJDQL]DWLRQDO�FXOWXUH�LV�QRW�MXVW�DERXW�

SHUIHFWLQJ� DGPLQLVWUDWLYH� UHJXODWLRQV� RU� FUHDWLQJ�

training�programs�on�o൶ce�ethics�but�also�about�
EXLOGLQJ� D� ZRUNLQJ� HQYLURQPHQW� ZKHUH� HDFK�

LQGLYLGXDO� DQG� HDFK� GHSDUWPHQW� IHHOV� YDOXHG��

KDV� RSSRUWXQLWLHV� WR� GHYHORS�� DQG� FRQWULEXWH� WR�

WKH� FRPPRQ� PLVVLRQ�� 7R� LPSURYH� WKH� TXDOLW\�

RI� RUJDQL]DWLRQDO�FXOWXUH� LQ� WKH� GHSDUWPHQW�� LW� LV�

QHFHVVDU\� WR� LPSOHPHQW� V\QFKURQL]HG� PHDVXUHV��

IURP� HVWDEOLVKLQJ� EHKDYLRUDO� VWDQGDUGV�� FUHDWLQJ�

an� e൵ective� communication� space,� to� promoting�
WUDLQLQJ� DFWLYLWLHV� DQG� GHYHORSLQJ� WKH� WHDP� RI�

lecturers�and�sta൵.�Additionally,�attention�must�be�
SDLG� WR� FUHDWLQJ� D� VROLG� FROODERUDWLYH� IRXQGDWLRQ�

between� lecturers,� sta൵,� and� students,� thereby�
SURPRWLQJ�FUHDWLYLW\��OHDUQLQJ��DQG�HQKDQFLQJ�WKH�

TXDOLW\�RI�WHDFKLQJ�DQG�UHVHDUFK�LQ�WKH�GHSDUWPHQW��

0RUHRYHU�� GHSDUWPHQW� OHDGHUVKLS� QHHGV� WR� SD\�

VSHFLDO� DWWHQWLRQ� WR� FRQWLQXRXVO\� HYDOXDWLQJ� DQG�

LPSURYLQJ� WKH� ZRUNLQJ� HQYLURQPHQW�� FUHDWLQJ�

opportunities�for�lecturers�and�sta൵�to�participate�in�
RUJDQL]DWLRQDO�FXOWXUH�EXLOGLQJ�DFWLYLWLHV��7KLV�QRW�

RQO\�KHOSV�LPSURYH�WKH�ZRUNLQJ�HQYLURQPHQW�EXW�

DOVR�HQKDQFHV�ZRUN�PRWLYDWLRQ��IRVWHULQJ�FRKHVLRQ�

DPRQJ� LQGLYLGXDOV� DQG� GHSDUWPHQWV� ZLWKLQ� WKH�

IDFXOW\��,Q�WKH�FRQWH[W�RI�WKH�GHSDUWPHQW¶V�JURZLQJ�

GHYHORSPHQW� DQG� LQWHUQDWLRQDO� LQWHJUDWLRQ��

HQKDQFLQJ� RUJDQL]DWLRQDO� FXOWXUH� ZLOO� FRQWULEXWH�

WR� FUHDWLQJ� D� VXVWDLQDEOH� ZRUNLQJ� HQYLURQPHQW��

SURPRWLQJ�FUHDWLYLW\��DQG�SRVLWLYHO\�FRQWULEXWLQJ�WR�

WKH�JRDO�RI�WUDLQLQJ�KLJK�TXDOLW\�KXPDQ�UHVRXUFHV�

IRU�VRFLHW\��1JX\HQ��+��3�������

7R� FODULI\� WKH� DERYH� LVVXHV�� WKH� IROORZLQJ�

TXHVWLRQV� DLP� WR� HOXFLGDWH� WKH� SXUSRVH� RI� WKLV�

SDSHU�

1.� What� factors� strongly� inÀuence�
RUJDQL]DWLRQDO� FXOWXUH� LQ� WKH� /)/�� DQG� KRZ� FDQ�

they�be�improved?

���:KDW� VROXWLRQV� FDQ� EH� DSSOLHG� WR� HQKDQFH�

WKH� TXDOLW\� RI�RUJDQL]DWLRQDO� FXOWXUH� LQ� WKH�/)/��

WKHUHE\� LPSURYLQJ� WKH�ZRUNLQJ�HQYLURQPHQW�DQG�

training�quality?

5HVHDUFKLQJ� DQG� LPSURYLQJ� RUJDQL]DWLRQDO�

FXOWXUH�QRW�RQO\�KHOSV�EXLOG�D�SURIHVVLRQDO��KHDOWK\�

ZRUNLQJ�HQYLURQPHQW�EXW�DOVR�GLUHFWO\�FRQWULEXWHV�

WR�HQKDQFLQJ�WKH�TXDOLW\�RI�WHDFKLQJ�DQG�UHVHDUFK�LQ�

the�department.�A�good�o൶ce�environment�creates�
conditions� for� lecturers� and� sta൵� to� maximize�
WKHLU� FDSDELOLWLHV�� HQFRXUDJHV� FRRSHUDWLRQ� DQG�

creativity,�thereby�improving�work�e൶ciency�and�
VWXGHQW� VDWLVIDFWLRQ�� )XUWKHUPRUH�� WKH� TXDOLWDWLYH�

SHUVSHFWLYH�GHVFULEHG� LQ� WKH�SDSHU�FRQWULEXWHV�WR�

EXLOGLQJ� WKH� GHSDUWPHQW¶V� LPDJH� LQ� WKH� FRQWH[W�

RI� LQWHUQDWLRQDO� LQWHJUDWLRQ�� HQKDQFLQJ� WKH�

GHSDUWPHQW¶V�FRPSHWLWLYH�FDSDFLW\�ZLWK�GRPHVWLF�

DQG�LQWHUQDWLRQDO�HGXFDWLRQDO�LQVWLWXWLRQV��7KXV��WKH�

value�of�the�topic�is�not�only�reÀected�in�improving�
WKH� ZRUNLQJ� HQYLURQPHQW� EXW� DOVR� LQ� SURPRWLQJ�

WKH�GHSDUWPHQW¶V�VXVWDLQDEOH�GHYHORSPHQW�DQG�WKH�

DFDGHPLF�FRPPXQLW\�

2.�Literature�review

2.1.�Overview�of�Organizational�culture

2UJDQL]DWLRQDO� FXOWXUH�� RU� RUJDQL]DWLRQDO�

FXOWXUH�� LV� D� ZLGHO\� VWXGLHG� FRQFHSW� LQ� YDULRXV�

¿elds� such� as� management,� organizational�
behavior,�and�psychology.�It�not�only�reÀects�the�
QRUPV�DQG�YDOXHV�ZLWKLQ�DQ�RUJDQL]DWLRQ�EXW�DOVR�

directly�a൵ects�the�behavior,�communication,�and�
ZRUN�SHUIRUPDQFH�RI�LWV�PHPEHUV��2UJDQL]DWLRQDO�

FXOWXUH�FDQ�EH�XQGHUVWRRG�DV�D�VHW�RI�YDOXHV��EHOLHIV��

DQG� FRGHV�RI�FRQGXFW� VKDUHG�E\�PHPEHUV�RI� WKH�
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RUJDQL]DWLRQ��7KLV�FXOWXUH�LQFOXGHV�HOHPHQWV�VXFK�

DV� OHDGHUVKLS� VW\OHV�� FRPPXQLFDWLRQ� PHWKRGV��

ZRUNLQJ� UHODWLRQVKLSV�� DQG� RUJDQL]DWLRQDO�

FKDUDFWHULVWLFV�� WKHUHE\� LPSDFWLQJ� WKH� ZRUNLQJ�

HQYLURQPHQW��FRRSHUDWLRQ��DQG�FUHDWLYLW\�LQ�ZRUN��

,Q�WKH�FRQWH[W�RI�HGXFDWLRQDO�RUJDQL]DWLRQV��VXFK�DV�

VSHFLDOL]HG� GHSDUWPHQWV��EXLOGLQJ� DQG� HQKDQFLQJ�

RUJDQL]DWLRQDO� FXOWXUH� LV� HYHQ� PRUH� LPSRUWDQW�

DV� WKHVH� DUH� SODFHV� WKDW� EULQJ� WRJHWKHU� KLJKO\�

quali¿ed�individuals�contributing� to� the�training,�
research,� and� scienti¿c� development� processes.�
7KH� /)/�� ZLWK� LWV� VSHFLDOL]HG� QDWXUH�� UHTXLUHV�

DQ� RUJDQL]DWLRQDO� FXOWXUH� WKDW� QRW� RQO\� PHHWV�

ZRUN� UHTXLUHPHQWV� EXW� DOVR� SURPRWHV� FUHDWLYLW\��

FRRSHUDWLRQ��DQG�SURIHVVLRQDOLVP�DPRQJ�OHFWXUHUV�

DQG�VWXGHQWV�

2.2.� Some� Prominent� Foreign� Studies� on�
Organizational�culture

6FKHLQ� LV� RQH� RI� WKH� SURPLQHQW� VFKRODUV� LQ�

RUJDQL]DWLRQDO�FXOWXUH�UHVHDUFK��,Q�KLV�IDPRXV�ERRN�

2UJDQL]DWLRQDO� &XOWXUH� DQG� /HDGHUVKLS� ��������

Schein�de¿nes�organizational�culture�as�a�system�
RI�YDOXHV��EHOLHIV��DQG�DVVXPSWLRQV�WKDW�PHPEHUV�

of� an� organization� share� and� that� inÀuence� how�
WKH\� FRPPXQLFDWH�� DFW�� DQG� VROYH� SUREOHPV�� +H�

DUJXHV�WKDW�RUJDQL]DWLRQDO�FXOWXUH�FDQ�EH�GLYLGHG�

LQWR�WKUHH�OHYHOV�

���%DVLF�YDOXHV��SULQFLSOHV�DQG�FRUH�EHOLHIV�WKDW�

DOO�PHPEHUV�DJUHH�XSRQ��

���6KDUHG�EHOLHIV�DQG�DVVXPSWLRQV��XQGHUO\LQJ�

DVVXPSWLRQV�DQG�KRZ�WKH�RUJDQL]DWLRQ�RSHUDWHV��

���([WHUQDO�PDQLIHVWDWLRQV�RI�FXOWXUH��LQFOXGLQJ�

EHKDYLRUV��ULWXDOV��RU�IRUPV�RI�H[SUHVVLRQ��

6FKHLQ� EHOLHYHV� WKDW� WR�FKDQJH� RUJDQL]DWLRQDO�

FXOWXUH�� DQ� RUJDQL]DWLRQ� QHHGV� WR� DOWHU� LWV�

IXQGDPHQWDO�DVVXPSWLRQV��ZKLFK�FDQ�RFFXU�WKURXJK�

OHDGHUVKLS�FKDQJHV�LQ�KRZ�WKH�RUJDQL]DWLRQ�OHDGV�

DQG�FRPPXQLFDWHV�ZLWK�PHPEHUV��+LV�WKHRULHV�DUH�

QRW�RQO\�DSSOLFDEOH�WR�EXVLQHVV�RUJDQL]DWLRQV�EXW�

DOVR� KLJKO\� UHOHYDQW� WR� HGXFDWLRQDO� LQVWLWXWLRQV��

ZKHUH� RUJDQL]DWLRQDO�FXOWXUH� SOD\V�D�FUXFLDO� UROH�

LQ�SURPRWLQJ�WHDFKLQJ�DQG�UHVHDUFK�TXDOLW\�

$QRWKHU� VWXG\� DGGUHVVLQJ� QDWLRQDO� FXOWXUDO�

di൵erences�is�by�Cameron�and�Quinn�(7DGHVVH��%��
$���	�'HEHOD��.��/���������OHDGLQJ�UHVHDUFKHUV�RQ�

QDWLRQDO�FXOWXUH�DQG�WKH�LPSDFW�RI�FXOWXUDO�IDFWRUV�

RQ� RUJDQL]DWLRQV�� ,Q� WKHLU� ERRN�'LDJQRVLQJ� DQG�

&KDQJLQJ�2UJDQL]DWLRQDO�&XOWXUH��%DVHG� RQ� WKH�

&RPSHWLQJ� 9DOXHV� )UDPHZRUN�� WKH\� SURSRVH� D�

QDWLRQDO� FXOWXUH�PRGHO�ZLWK� YDULRXV� GLPHQVLRQV��

LQFOXGLQJ� ³SRZHU� YDOXHV�´� ³JURXS� YDOXHV�´� DQG�

³DFFHSWDQFH� RI� XQFHUWDLQW\�´� $OWKRXJK� WKHLU�

research�primarily�focuses�on�cultural�di൵erences�
between�nations,�the�¿ndings�can�also�be�applied�
ZLWKLQ� RUJDQL]DWLRQDO� FRQWH[WV�� KHOSLQJ� WR�

EHWWHU� XQGHUVWDQG� KRZ� RUJDQL]DWLRQDO� FXOWXUH� LV�

formed� and� a൵ects� the� working� environment.�
,Q� HGXFDWLRQDO� RUJDQL]DWLRQV�� ZKHUH� QDWLRQDO�

FXOWXUDO� IDFWRUV� DQG� VSHFLDOL]HG� YDOXHV� LQWHUVHFW��

WKH\� LQGLFDWH� WKDW� RUJDQL]DWLRQDO� FXOWXUH� FDQ�

directly� inÀuence� how� lecturers,� students,� and�
sta൵�communicate�and�collaborate.�For�example,�
LQ� KLJK� SRZHU�GLVWDQFH� FXOWXUHV�� UHODWLRQVKLSV�

EHWZHHQ� OHFWXUHUV� DQG� VWXGHQWV� PD\� EH� PRUH�

IRUPDO� DQG� OHVV� IUHHO\� LQWHUDFWLYH�� ,Q� FRQWUDVW��

LQ� ORZHU� SRZHU�GLVWDQFH� FXOWXUHV�� OHFWXUHUV� DQG�

VWXGHQWV�PD\�IUHHO\�H[FKDQJH�LGHDV�DQG�EH�PRUH�

FUHDWLYH�

$QRWKHU� QRWDEOH� VWXG\� E\� .LQLFNL� 	� )XJDWH�

�7LHUQH\�� :�� *�� ������ H[DPLQHV� WKH� IDFWRUV�

FRQVWLWXWLQJ�RUJDQL]DWLRQDO�FXOWXUH��,Q�WKHLU�VWXG\�

2UJDQL]DWLRQDO� %HKDYLRU�� $�3UDFWLFDO�� 3UREOHP�

6ROYLQJ�$SSURDFK,�they�focus�on�speci¿c�elements�
VXFK� DV� ULWXDOV�� SURFHVVHV�� DQG� RUJDQL]DWLRQDO�

EHKDYLRUV� WR� VKDSH� RUJDQL]DWLRQDO� FXOWXUH�� 7KHVH�

DXWKRUV�DUJXH�WKDW�RUJDQL]DWLRQDO�FXOWXUH�LV�QRW�RQO\�

reÀected�through�abstract�values�but�also�through�
speci¿c� behaviors� like� organizational� rituals,�
VWRULHV��DQG�IRUPV�RI�H[SUHVVLRQ�PDLQWDLQHG�RYHU�

WLPH��7KH\�SRLQW�RXW�WKDW�RUJDQL]DWLRQDO�FXOWXUH�LV�

D�YLWDO�IDFWRU�LQ�PDLQWDLQLQJ�HPSOR\HH�SURGXFWLYLW\�

DQG� PRWLYDWLRQ�� )RU� HGXFDWLRQDO� LQVWLWXWLRQV�� D�
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VWURQJ�DQG�SRVLWLYH�RUJDQL]DWLRQDO�FXOWXUH�QRW�RQO\�

IRVWHUV�FRRSHUDWLRQ�EHWZHHQ�OHFWXUHUV�DQG�VWXGHQWV�

EXW�DOVR� HQFRXUDJHV� FUHDWLYLW\� DQG� LQQRYDWLRQ� LQ�

WHDFKLQJ�DQG�UHVHDUFK�PHWKRGV�

2.3.�Some�Recent�Studies�on�Organizational�
culture�in�Vietnam

,Q� 9LHWQDP�� UHVHDUFK� RQ� RUJDQL]DWLRQDO�

culture� has� become� a� topic� of� interest� in� ¿elds�
VXFK� DV� RUJDQL]DWLRQDO� VWXGLHV�� KXPDQ� UHVRXUFH�

PDQDJHPHQW��DQG�HGXFDWLRQ��'RPHVWLF�UHVHDUFKHUV�

KDYH� DOVR� SURSRVHG� WKHRULHV�� PRGHOV�� DQG�

PHWKRGV� VXLWDEOH� IRU� DSSOLFDWLRQ� LQ� HGXFDWLRQDO�

RUJDQL]DWLRQV�� SDUWLFXODUO\� LQ� VSHFLDOL]HG�

GHSDUWPHQWV�OLNH�WKH�/)/�

2QH� QRWDEOH� VWXG\� LV� E\� +X\QK�� �&DPHURQ��

.��6���	�4XLQQ��5�� (�������� LQ� WKH�ERRN�3XEOLF�

6HUYLFH�&XOWXUH�LQ�9LHWQDP���7KHRU\�DQG�3UDFWLFH��

7KH� DXWKRU� DUJXHV� WKDW� RUJDQL]DWLRQDO� FXOWXUH� LQ�

9LHWQDP� KDV� XQLTXH� FKDUDFWHULVWLFV�� IRUPHG� E\�

WKH�FRPELQDWLRQ�RI�(DVWHUQ�FXOWXUDO�HOHPHQWV�DQG�

PRGHUQ� FXOWXUDO� IDFWRUV�� $FFRUGLQJ� WR� KLP�� LQ�

9LHWQDPHVH�RUJDQL]DWLRQV��SHUVRQDO�UHODWLRQVKLSV��

UHVSHFW� IRU�KLHUDUFK\�� DQG�D� VHQVH�RI�FRPPXQLW\�

play� signi¿cant� roles� in� shaping� organizational�
FXOWXUH��7KH�DXWKRU�DOVR�HPSKDVL]HV�WKDW�D�QHFHVVDU\�

IDFWRU� LQ� EXLOGLQJ� DQG� HQKDQFLQJ� RUJDQL]DWLRQDO�

FXOWXUH�LV�UHVSHFW�DQG�RSHQ�FRPPXQLFDWLRQ�DPRQJ�

PHPEHUV� RI� WKH� RUJDQL]DWLRQ�� ,Q� WKH� HGXFDWLRQDO�

HQYLURQPHQW�� FRRSHUDWLRQ� EHWZHHQ� OHFWXUHUV� DQG�

VWXGHQWV�LV�FUXFLDO�LQ�HQKDQFLQJ�WUDLQLQJ�TXDOLW\�

5HVHDUFK� FRQGXFWHG� E\� 1JX\HQ� DQG� /H�

�Dörnyei,�Z.,�&�Dewaele,�J.-M,�2022)�RQ�GHYHORSLQJ�
RUJDQL]DWLRQDO�FXOWXUH�LQ�9LHWQDPHVH�RUJDQL]DWLRQV��

HVSHFLDOO\� HGXFDWLRQDO� LQVWLWXWLRQV� LQ� WKH� FRQWH[W�

RI� LQWHUQDWLRQDO� LQWHJUDWLRQ�� KLJKOLJKWV� WKDW�

RUJDQL]DWLRQDO� FXOWXUH� LQ� HGXFDWLRQDO� LQVWLWXWLRQV�

QHHGV�WR�FRPELQH�WUDGLWLRQDO�YDOXHV�ZLWK�PRGHUQ�

HOHPHQWV� WR� FUHDWH� D� G\QDPLF�� FUHDWLYH� OHDUQLQJ�

DQG� ZRUNLQJ� HQYLURQPHQW�� $FFRUGLQJ� WR� WKHVH�

UHVHDUFKHUV��EXLOGLQJ�D�VXVWDLQDEOH�RUJDQL]DWLRQDO�

FXOWXUH� QRW� RQO\� LPSURYHV� UHODWLRQVKLSV� EHWZHHQ�

OHFWXUHUV� DQG� VWXGHQWV� EXW� DOVR� FRQWULEXWHV� WR�

enhancing� the� quality� of� teaching� and� scienti¿c�
UHVHDUFK�� $GGLWLRQDOO\�� 1JX\HQ� DQG� 1JX\HQ�

�+X\QK��9��7��������FRQGXFWHG�D�VWXG\�RQ�IDFWRUV�

a൵ecting� organizational� culture� in� Vietnamese�
XQLYHUVLWLHV�� ,Q� WKHLU� UHVHDUFK�� WKH� DXWKRUV� SRLQW�

RXW�WKDW�FXOWXUDO�IDFWRUV�LQ�9LHWQDPHVH�XQLYHUVLWLHV�

signi¿cantly� impact� the� quality� of� teaching�
DQG� UHVHDUFK� DFWLYLWLHV�� 7KH\� DOVR� DUJXH� WKDW�

RUJDQL]DWLRQDO�FXOWXUH� LQ�XQLYHUVLWLHV�QHHGV� WR�EH�

EXLOW� RQ� YDOXHV� VXFK� DV� FUHDWLYLW\�� FRRSHUDWLRQ��

DQG� PXWXDO� UHVSHFW�� 3DUWLFXODUO\�� LQ� VSHFLDOL]HG�

GHSDUWPHQWV�OLNH�WKH�/)/��ZKHUH�SURIHVVLRQDOLVP�

DQG�GLYHUVH�FRPPXQLFDWLRQ�DUH�UHTXLUHG��EXLOGLQJ�

D�VWURQJ�RUJDQL]DWLRQDO�FXOWXUH�LV�D�SUHUHTXLVLWH�IRU�

HQKDQFLQJ�WHDFKLQJ�DQG�UHVHDUFK�TXDOLW\�

2.4.�Current�State�of�Organizational�culture�
in�the�LFL

)RU� WKH� /)/�� HQKDQFLQJ� WKH� TXDOLW\� RI�

RUJDQL]DWLRQDO� FXOWXUH� QRW� RQO\� VWUHQJWKHQV�

FRRSHUDWLRQ� EHWZHHQ� OHFWXUHUV� DQG� VWXGHQWV�

EXW� DOVR� SURPRWHV� FUHDWLYLW\� DQG� LQQRYDWLRQ� LQ�

WHDFKLQJ��)RUHLJQ�VWXGLHV�FDQ�EH�DSSOLHG�WR�EXLOG�

D� IULHQGO\�� SURIHVVLRQDO� ZRUNLQJ� HQYLURQPHQW�

WKDW� PRWLYDWHV� ERWK� OHFWXUHUV� DQG� VWXGHQWV��

$GGLWLRQDOO\�� GRPHVWLF� VWXGLHV� FDQ� KHOS� LGHQWLI\�

speci¿c� cultural� factors� in� the� Vietnamese�
HGXFDWLRQDO� HQYLURQPHQW�� WKHUHE\� SURSRVLQJ�

VROXWLRQV�WR�LPSURYH�WKH�ZRUNLQJ�HQYLURQPHQW�LQ�

WKH�/)/��%XLOGLQJ�D�SRVLWLYH�RUJDQL]DWLRQDO�FXOWXUH�

ZLOO�QRW�RQO\�HQKDQFH�WKH�TXDOLW\�RI�WHDFKLQJ�EXW�

DOVR� FUHDWH� DQ� RSHQ� OHDUQLQJ� HQYLURQPHQW�ZKHUH�

FUHDWLYLW\�DQG�FRRSHUDWLRQ�DUH�HQFRXUDJHG��7KXV��

DQ�RYHUYLHZ�RI�ERWK�GRPHVWLF�DQG�IRUHLJQ�VWXGLHV�

shows� that� organizational� culture� signi¿cantly�
inÀuences� the� development� of� an� organization,�
HVSHFLDOO\�LQ�HGXFDWLRQDO�LQVWLWXWLRQV�OLNH�WKH�/)/��

(QKDQFLQJ� WKH� TXDOLW\� RI� RUJDQL]DWLRQDO� FXOWXUH�

not�only�improves�work�e൶ciency�but�also�creates�
D� SRVLWLYH� ZRUNLQJ� HQYLURQPHQW� WKDW� IRVWHUV�

FUHDWLYLW\�� FRRSHUDWLRQ�� DQG� SURIHVVLRQDOLVP��

7KHRULHV�DQG�PRGHOV�IURP�ERWK�LQWHUQDWLRQDO�DQG�

GRPHVWLF� UHVHDUFKHUV� SURYLGH� VROLG� IRXQGDWLRQV�
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IRU�EXLOGLQJ�DQG�GHYHORSLQJ�RUJDQL]DWLRQDO�FXOWXUH�

LQ�FXUUHQW�HGXFDWLRQDO�RUJDQL]DWLRQV�

3.�Research�Methodology

3.1.�Research�Design

7KH� UHVHDUFK� HPSOR\V� D� PL[HG�PHWKRG�

DSSURDFK�� FRPELQLQJ� FORVHG�HQGHG� $QNHW�

TXHVWLRQQDLUHV� DQG� IUHH�IRUP� LQWHUYLHZV� EDVHG�

RQ� QLQH� FULWHULD� WKDW� WKH� LQWHUYLHZHU� LQWHQGHG� WR�

IRFXV�RQ��,Q�WKLV�VWXG\�����OHFWXUHUV�ZKR�UHJXODUO\�

ZRUN� ZLWK� WKH� /)/� DW� +DQRL�8QLYHUVLW\� RI� /DZ�

YROXQWDULO\� SDUWLFLSDWHG� LQ� DQVZHULQJ� WKH� VXUYH\�

DQG� HQJDJLQJ� LQ� IUHH�IRUP� LQWHUYLHZV�� 7KH�

TXHVWLRQV� ZHUH� FDUHIXOO\� VFUHHQHG� EHIRUH� GDWD�

HQWU\� LQWR� 6366� Y���� VRIWZDUH� IRU� SURFHVVLQJ��

7KH�UHVHDUFKHU�UHOLHG�RQ�WKH�UHVXOWV�SURFHVVHG�E\�

VWDWLVWLFDO�VRIWZDUH�WR�DQDO\]H�DQG�PDNH�LQIHUHQFHV�

UHODWHG�WR�WKH�WRSLF�

3.2.�Research�instrument

7KH�VWXG\�XVHV�D�PL[HG�PHWKRG�DSSURDFK�ZLWK�

TXDQWLWDWLYH�UHVHDUFK�WKURXJK�FORVHG�HQGHG�$QNHW�

VXUYH\V�DQG�TXDOLWDWLYH�UHVHDUFK�WKURXJK�IUHH�IRUP�

LQWHUYLHZV�GLUHFWHG�E\�WKH�UHVHDUFKHU¶V�REMHFWLYHV��

7KH� UHVHDUFKHU� GHVLJQHG� D� ��SRLQW� /LNHUW� VFDOH�

VXUYH\�TXHVWLRQQDLUH�ZLWK����TXHVWLRQV�EDVHG�RQ�

WKH�FULWHULD�RI�SHUVSHFWLYHV�DQG�DWWLWXGHV�SURSRVHG�

by�Dörnyei�and�Dewaele�(7UDQ��7��*���������7KH�
HYDOXDWLRQ�FRQWHQW�FRYHUV�QLQH�IDFWRUV�

�� :RUNLQJ�HQYLURQPHQW�

��� &RPPXQLFDWLRQ�DQG�FRRSHUDWLRQ�

��� 2UJDQL]DWLRQDO�FXOWXUH�

��� /HDGHUVKLS�VXSSRUW�

��� 3ROLFLHV�DQG�UHJXODWLRQV�

��� 3HUVRQDO�GHYHORSPHQW�DQG�WUDLQLQJ�

��� 7UDLQLQJ�DQG�OHDUQLQJ�HQYLURQPHQW�

�� ,PSURYHPHQW�DQG�LQQRYDWLRQ�

�� 6DWLVIDFWLRQ�DQG�FRPPLWPHQW�

7KH� UHVHDUFK� WRRO� ZDV� SLORW�WHVWHG� ZLWK� WKH�

participation� of�¿ve� lecturers,� and� the� reliability�

RI� WKH� TXHVWLRQV� �α�  � ����� �� ������ DFFRUGLQJ� WR�
&URQEDFK¶V�DOSKD�VFDOH�ZDV�VHQW�WR�WZR�HGXFDWLRQDO�

H[SHUWV� WR� DVVHVV� WKH� TXDOLW\� RI� WKH� TXHVWLRQV��

6LPLODUO\��WKH�IUHH�IRUP�LQWHUYLHZ�TXHVWLRQV�ZHUH�

DOVR�GHWHUPLQHG�E\�HGXFDWLRQDO�H[SHUWV�UHJDUGLQJ�

WKH�FRQWHQW�DQG�QDWXUH�RI�WKH�LQWHUYLHZ�TXHVWLRQV�

3.3.�Statistical�Tools

6366� Y���� VWDWLVWLFDO� VRIWZDUH� ZDV� XVHG� WR�

DQDO\]H�� GHVFULEH�� DQG� FRPSDUH� WKH� SHUVSHFWLYHV�

RI� LQWHUYLHZ� SDUWLFLSDQWV� EDVHG� RQ� WKH� IROORZLQJ�

UDQJHV�

•� 1.0�–�1.80�(strongly�disagree);

•� 1.81�–�2.60�(disagree);

•� 2.61�–�3.40�(neutral);

•� 3.41�–�4.20�(agree);

•� 4.21�–�5.00�(strongly�agree).

$GGLWLRQDOO\�� IUHTXHQF\� VWDWLVWLFV� ZHUH�

SURFHVVHG�XVLQJ�19LYR�Y����TXDOLWDWLYH�VWDWLVWLFDO�

VRIWZDUH�EDVHG�RQ�WKH�QLQH�FULWHULD�FRUUHVSRQGLQJ�

WR�WKH�TXDQWLWDWLYH�VXUYH\�TXHVWLRQV�

3.4.�Participants�and�Procedure

$OO� ��� IHPDOH� IXOO�WLPH� OHFWXUHUV� ZLWK� RYHU�

¿ve�years�of�experience�participated�in�answering�
WKH� VXUYH\� TXHVWLRQQDLUHV� DQG� GLVFXVVLQJ�

RUJDQL]DWLRQDO�FXOWXUH�LQ�WKH�/)/��%RWK�UHVHDUFKHUV�

SDUWLFLSDWHG� LQ� IUHH�IRUP� LQWHUYLHZV� GXULQJ�

FRQYHUVDWLRQV�ZLWK�SDUWLFLSDQWV��7KH�FRQWHQW�ZDV�

UHFRUGHG� E\� DQDO\]LQJ� DQG� PDUNLQJ� WKH� OHYHOV�

LQ� VHSDUDWH� VXPPDU\� WDEOHV� E\� ERWK� UHVHDUFKHUV��

$IWHU� GDWD� FROOHFWLRQ�� WKH� UHVXOWV�ZHUH� FRPSDUHG�

DQG� FRQFOXGHG�� XVLQJ� 19LYR� Y���� TXDOLWDWLYH�

VRIWZDUH�IRU�GDWD�XWLOL]DWLRQ�

4.�Results�and�Discussion

4.1.� Factors� InÀuencing� Organizational�
culture�in�the�faculty�of�legal�foreign�languages�

Table�1�reÀects�the�close�relationships�between�
WKH� IDFWRUV� LQ� RUJDQL]DWLRQDO� FXOWXUH� ZLWKLQ� WKH�

/)/��DQG�WKH�FRPELQDWLRQ�RI�WKHVH�IDFWRUV�GLUHFWO\�

a൵ects�the�working�environment,�satisfaction,�and�
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FRPPLWPHQW� RI� OHFWXUHUV�� 2QH� RI� WKH� SURPLQHQW�

UHODWLRQVKLSV� LV� EHWZHHQ� OHFWXUHUV¶� VDWLVIDFWLRQ�

DQG�FRPPLWPHQW�DQG�IDFWRUV�VXFK�DV�WKH�ZRUNLQJ�

HQYLURQPHQW�� FRPPXQLFDWLRQ� DQG� FRRSHUDWLRQ��

DQG�OHDGHUVKLS�VXSSRUW��/HFWXUHUV�ZLWK�KLJK�OHYHOV�

RI� VDWLVIDFWLRQ� DQG� FRPPLWPHQW� �PHDQV�  � ������

������ 	� ������ LQGLFDWH� WKDW� GHVSLWH� VRPH� LVVXHV�

LQ�FRPPXQLFDWLRQ�DQG�FRRSHUDWLRQ��WKH\�VWLOO�IHHO�

SURXG�WR�ZRUN�LQ�WKH�GHSDUWPHQW��7KLV�VXJJHVWV�WKDW�

SHUVRQDO�DWWDFKPHQW�DQG�MRE�SULGH�PD\�EH�FUXFLDO�

IDFWRUV� KHOSLQJ� OHFWXUHUV� PDLQWDLQ� FRPPLWPHQW��

HYHQ�ZKHQ�RWKHU�IDFWRUV�DUH�QRW�SHUIHFW��+RZHYHU��

ZKHQ�FRQVLGHULQJ�FRPPXQLFDWLRQ�DQG�FRRSHUDWLRQ��

DQ�LQYHUVH�UHODWLRQVKLS�LV�REVHUYHG��/HFWXUHUV�UDWHG�

WKH� FRRUGLQDWLRQ� EHWZHHQ� GHSDUWPHQWV� TXLWH� ORZ�

�PHDQ� �������DQG� WKH� OLVWHQLQJ�WR� OHFWXUHUV¶�DQG�

sta൵’s� feedback� from� leadership� (mean� =� 2.09),�
indicating�that�ine൶ciency�in�communication�can�
FUHDWH�D�OHVV�SRVLWLYH�SLFWXUH�RI�FRRSHUDWLRQ�ZLWKLQ�

WKH� GHSDUWPHQW�� $OWKRXJK� OHFWXUHUV� DUH� KLJKO\�

committed� and� satis¿ed,� without� improvements�
LQ� FRPPXQLFDWLRQ� DQG� FRRSHUDWLRQ�� HVSHFLDOO\�

EHWZHHQ� OHFWXUHUV� DQG� OHDGHUVKLS�� WKH� ZRUNLQJ�

HQYLURQPHQW� PD\� ODFN� G\QDPLVP� DQG� FUHDWLYLW\��

which� will� a൵ect� the� department’s� long-term�
GHYHORSPHQW�

$GGLWLRQDOO\�� WKH� UHODWLRQVKLS� EHWZHHQ�

RUJDQL]DWLRQDO� FXOWXUH� DQG� OHDGHUVKLS� VXSSRUW� LV�

SDUWLFXODUO\� LPSRUWDQW�� /HFWXUHUV� KLJKO\� UDWHG�

WKH� EHKDYLRUDO� UHJXODWLRQV�ZLWKLQ� WKH�GHSDUWPHQW�

�PHDQ� �������DQG�WKH�VSLULW�RI�WHDPZRUN��PHDQ� �

�������LQGLFDWLQJ�WKDW�WKH�ZRUNLQJ�HQYLURQPHQW�LQ�

WKH�GHSDUWPHQW� LV�TXLWH�SRVLWLYH�RUJDQL]DWLRQDOO\��

+RZHYHU��WKH�ODFN�RI�FOHDU�VXSSRUW�IURP�OHDGHUVKLS�

LQ� FDUHHU� GHYHORSPHQW� �PHDQ�  � ������ DQG�

HQFRXUDJLQJ� LQQRYDWLYH�LQLWLDWLYHV��PHDQ� �������

VKRZV� WKDW� DOWKRXJK� WKHUH� LV� D� VROLG� IRXQGDWLRQ�

LQ� RUJDQL]DWLRQDO� FXOWXUH�� OHFWXUHUV� VWLOO� IHHO� D�

ODFN� RI� DWWHQWLRQ� DQG� VXSSRUW� IURP� OHDGHUVKLS� LQ�

SHUVRQDO�FDUHHU�GHYHORSPHQW�DQG�HQFRXUDJHPHQW�

RI�FUHDWLYLW\��7KLV�LV�D�QHFHVVDU\�IDFWRU�WR�HQKDQFH�

OHFWXUHUV¶�ZRUN�PRWLYDWLRQ� DQG�FUHDWLYH�FDSDFLW\��

)LQDOO\�� WKH� UHODWLRQVKLS� EHWZHHQ� SROLFLHV�

DQG� UHJXODWLRQV� DQG� RWKHU� IDFWRUV� DOVR� SOD\V� D�

signi¿cant� role.� Although� lecturers� rated� some�
SROLFLHV� UHJDUGLQJ�ZRUN� KRXUV� DQG� VNLOO� WUDLQLQJ�

SURJUDPV�TXLWH�KLJK��PHDQ� ������	��������ZRUN�

UHODWHG�UHJXODWLRQV�DQG�SURFHGXUHV��PHDQV� ������

	�������ZHUH�QRW�KLJKO\�UDWHG��LQGLFDWLQJ�WKDW�WKH�

ODFN� RI� WUDQVSDUHQF\� DQG� FODULW\� LQ� UHJXODWLRQV�

can� hinder�work�e൶ciency�and� reduce� lecturers’�
VDWLVIDFWLRQ�OHYHOV��&OHDU�SROLFLHV�DQG�UHJXODWLRQV�

ZLOO�KHOS�OHFWXUHUV�XQGHUVWDQG�WKHLU�UHVSRQVLELOLWLHV��

WKHUHE\� FUHDWLQJ� D�PRUH� VWDEOH� DQG� IDLU� ZRUNLQJ�

HQYLURQPHQW�� 2YHUDOO�� WKH� UHODWLRQVKLSV� DPRQJ�

WKH� IDFWRUV� LQ� WKH� GDWD� WDEOH� VKRZ� WKDW� DOWKRXJK�

WKH� GHSDUWPHQW� KDV� EXLOW� D� VROLG� IRXQGDWLRQ� LQ�

RUJDQL]DWLRQDO�FXOWXUH�DQG� OHFWXUHUV� IHHO�DWWDFKHG�

WR� WKHLU� ZRUN�� IDFWRUV� VXFK� DV� FRPPXQLFDWLRQ��

OHDGHUVKLS�VXSSRUW�� DQG�SROLF\�WUDQVSDUHQF\�QHHG�

to�be�improved�to�create�a�truly�e൵ective,�creative,�
DQG�VXVWDLQDEOH�ZRUNLQJ�HQYLURQPHQW�

Table�1.�/HFWXUHUV¶�3HUVSHFWLYHV�RQ�&XUUHQW�2UJDQL]DWLRQDO�FXOWXUH

Order Statement Mean
Standard�
deviation

Intepretation�

I Working�Environment

� 7KH�ZRUNLQJ�HQYLURQPHQW�LQ�WKH�/)/�FUHDWHV�D�FRPIRUWDEOH�

DQG�SURIHVVLRQDO�IHHOLQJ�

���� ����
1HXWUDO

� Faculty�and�sta൵�in�the�department�always�show�mutual�
UHVSHFW�

���� ����
$JUHH
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Order Statement Mean
Standard�
deviation

Intepretation�

� 7KH�ZRUNLQJ�DWPRVSKHUH�LQ�WKH�GHSDUWPHQW�HQFRXUDJHV�

FUHDWLYLW\�DQG�LQQRYDWLRQ�

���� ����
1HXWUDO

� ,�IHHO�VHFXUH�ZKHQ�VKDULQJ�LGHDV�RU�SHUVRQDO�RSLQLRQV�LQ�WKH�

GHSDUWPHQW�

���� ����
1HXWUDO

� 7KH�UHODWLRQVKLS�EHWZHHQ�GHSDUWPHQW�OHDGHUVKLS�DQG�OHFWXUHUV�

LV�WUDQVSDUHQW�DQG�IDLU�

���� ����
1HXWUDO

II Communication�and�Cooperation

� &RPPXQLFDWLRQ�EHWZHHQ�GHSDUWPHQWV�LQ�WKH�IDFXOW\�LV�

e൵ective�and�clear.
���� ����

1HXWUDO

� I�¿nd�it�easy�to�exchange�work�and�ideas�with�colleagues. ���� ���� 1HXWUDO

� Meetings�in�the�department�are�regular�and�e൵ective�in�
SUREOHP�VROYLQJ�

���� ����
1HXWUDO

� Lecturers�and�sta൵�often�collaborate�well�with�each�other. ���� ���� 'LVDJUHH

�� Contributions�from�lecturers�and�sta൵�are�listened�to�and�
YDOXHG�E\�GHSDUWPHQW�OHDGHUVKLS�

���� ����
'LVDJUHH

III Organizational�Culture

�� 7KH�GHSDUWPHQW�KDV�FOHDU�UHJXODWLRQV�RQ�FRQGXFW�LQ�WKH�

ZRUNLQJ�HQYLURQPHQW�

���� ���� $JUHH

�� ,�IHHO�WKDW�SURIHVVLRQDO�HWKLFDO�YDOXHV�DUH�HPSKDVL]HG�LQ�WKH�

GHSDUWPHQW�

���� ���� 1HXWUDO

�� 7KH�GHSDUWPHQW�HQFRXUDJHV�WHDPZRUN�DQG�PXWXDO�VXSSRUW� ���� ���� $JUHH

�� ,�DOZD\V�IHHO�UHFRJQL]HG�DQG�IDLUO\�HYDOXDWHG�IRU�P\�SHUVRQDO�

DFKLHYHPHQWV�

���� ���� 1HXWUDO

�� ,QWHUQDO�HYHQWV�VXFK�DV�VHPLQDUV�DQG�VSHFLDO�PHHWLQJV�KHOS�

VWUHQJWKHQ�UHODWLRQVKLSV�DPRQJ�GHSDUWPHQW�PHPEHUV�

���� ���� $JUHH

IV Leadership�Support

�� 'HSDUWPHQW�OHDGHUV�DOZD\V�SURYLGH�IDYRUDEOH�FRQGLWLRQV�IRU�

P\�FDUHHU�GHYHORSPHQW�
���� ���� 1HXWUDO

�� 'HSDUWPHQW�OHDGHUV�PDNH�GHFLVLRQV�EDVHG�RQ�WKH�FRQVHQVXV�RI�

most�sta൵�and�lecturers.
���� ���� 1HXWUDO

�� 'HSDUWPHQW�OHDGHUV�KDYH�DQ�RSHQ�DQG�IULHQGO\�DWWLWXGH�ZKHQ�

interacting�with�lecturers�and�sta൵.
���� ���� 1HXWUDO

�� ,�IHHO�WKDW�GHSDUWPHQW�OHDGHUV�FDUH�DERXW�WKH�QHHGV�DQG�GHVLUHV�

of�lecturers�and�sta൵.
���� ���� 1HXWUDO

�� 'HSDUWPHQW�OHDGHUV�HQFRXUDJH�DQG�VXSSRUW�LQQRYDWLYH�

LQLWLDWLYHV�LQ�ZRUN�
���� ���� 1HXWUDO

V Policies�and�Regulations

�� The�department’s�regulations�help�me�work�more�e൶ciently. ���� ���� 1HXWUDO

�� 7KH�SROLFLHV�LQ�WKH�GHSDUWPHQW�DUH�WUDQVSDUHQW�DQG�FOHDU� ���� ���� 1HXWUDO
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Order Statement Mean
Standard�
deviation

Intepretation�

�� :RUN�KRXU�UHJXODWLRQV�LQ�WKH�GHSDUWPHQW�DUH�VXLWDEOH�IRU�ZRUN�

UHTXLUHPHQWV�
���� ���� $JUHH

�� 7KH�SURFHVV�RI�UHVROYLQJ�ZRUN�LVVXHV�LQ�WKH�GHSDUWPHQW�LV�

swift�and�e൵ective.
���� ���� 1HXWUDO

�� 6NLOO�HQKDQFHPHQW�WUDLQLQJ�SURJUDPV�IRU�OHFWXUHUV�LQ�WKH�

GHSDUWPHQW�DUH�UHJXODUO\�LPSOHPHQWHG�
���� ���� $JUHH

VI Personal�Development�and�Training

�� 7KH�GHSDUWPHQW�RUJDQL]HV�WUDLQLQJ�FRXUVHV�WKDW�KHOS�PH�

HQKDQFH�P\�SURIHVVLRQDO�VNLOOV�
���� ���� $JUHH

�� ,�KDYH�RSSRUWXQLWLHV�WR�OHDUQ�DQG�GHYHORS�IURP�P\�FROOHDJXHV�

LQ�WKH�GHSDUWPHQW�
���� ���� $JUHH

�� 7KH�WUDLQLQJ�SURJUDPV�LQ�WKH�GHSDUWPHQW�DGHTXDWHO\�PHHW�P\�

ZRUN�QHHGV�
���� ���� 'LVDJUHH

�� 7KH�GHSDUWPHQW�HQFRXUDJHV�PH�WR�SDUWLFLSDWH�LQ�DFDGHPLF�DQG�

UHVHDUFK�DFWLYLWLHV�
���� ���� 1HXWUDO

�� ,�IHHO�WKDW�,�DP�SURYLGHG�RSSRUWXQLWLHV�IRU�ORQJ�WHUP�FDUHHU�

GHYHORSPHQW�LQ�WKH�GHSDUWPHQW�
���� ���� 1HXWUDO

VII Training�and�Learning�Environment

�� 6WXGHQWV�LQ�WKH�GHSDUWPHQW�DUH�SURYLGHG�ZLWK�WKH�EHVW�OHDUQLQJ�

FRQGLWLRQV�
���� ���� $JUHH

�� /HFWXUHUV�LQ�WKH�GHSDUWPHQW�DOZD\V�PDLQWDLQ�D�SRVLWLYH�DQG�

FUHDWLYH�OHDUQLQJ�HQYLURQPHQW�IRU�VWXGHQWV�
���� ���� $JUHH

�� ([WUDFXUULFXODU�DFWLYLWLHV�LQ�WKH�GHSDUWPHQW�KHOS�VWXGHQWV�

GHYHORS�FRPSUHKHQVLYHO\�
���� ���� $JUHH

�� /HFWXUHUV�GHPRQVWUDWH�HQWKXVLDVP�DQG�SURIHVVLRQDOLVP�ZKHQ�

WHDFKLQJ�VWXGHQWV�
���� ���� $JUHH

�� 7KH�GHSDUWPHQW�HPSKDVL]HV�EXLOGLQJ�UHODWLRQVKLSV�EHWZHHQ�

OHFWXUHUV�DQG�VWXGHQWV�
���� ���� $JUHH

VIII Improvement�and�Innovation

�� 7KH�GHSDUWPHQW�UHJXODUO\�HYDOXDWHV�DQG�LPSURYHV�ZRUN�

SURFHVVHV�
���� ���� 1HXWUDO

�� ,�IHHO�WKDW�WKH�GHSDUWPHQW�DOZD\V�VHHNV�ZD\V�WR�LPSURYH�WKH�

ZRUNLQJ�HQYLURQPHQW�
���� ���� 'LVDJUHH

�� 7KH�DSSOLFDWLRQ�RI�WHFKQRORJ\�LQ�ZRUN�ZLWKLQ�WKH�GHSDUWPHQW�

has�helped�increase�work�e൶ciency.
���� ���� $JUHH

�� The�department�encourages�lecturers�and�sta൵�to�participate�in�
SURFHVV�LPSURYHPHQW�LQLWLDWLYHV�

���� ���� 1HXWUDO

�� ,�IHHO�WKDW�P\�QHZ�LGHDV�DUH�DOZD\V�IDLUO\�HYDOXDWHG�DQG�FDQ�

EH�DSSOLHG�WR�ZRUN�
���� ���� 1HXWUDO

IX Satisfaction�and�Commitment
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Order Statement Mean
Standard�
deviation

Intepretation�

�� I�am�satis¿ed�with�the�working�environment�in�the�LFL. ���� ���� $JUHH

�� ,�IHHO�SURXG�WR�ZRUN�LQ�WKH�/)/� ���� ���� $JUHH

�� ,�DP�ZLOOLQJ�WR�FRQWULEXWH�LGHDV�WR�HQKDQFH�ZRUN�TXDOLW\�LQ�WKH�

GHSDUWPHQW�
���� ���� $JUHH

�� ,�DP�FRPPLWWHG�WR�ORQJ�WHUP�LQYROYHPHQW�ZLWK�WKH�/)/� ���� ���� $JUHH

�� ,�IHHO�WKDW�WKH�GHSDUWPHQW�LV�DQ�LGHDO�SODFH�IRU�FDUHHU�

GHYHORSPHQW�
���� ���� 1HXWUDO

6DPSOH�6L]H�9DOLGLW\� ���

4.2.�Perspectives�on�solutions�to�enhance�the�
quality�of�organizational�culture�at�the�faculty�of�
foreign�language�

7KH� UHVXOWV�RI� IUHH�IRUP� LQWHUYLHZV� UHODWHG� WR�

RUJDQL]DWLRQDO� FXOWXUH� LQ� WKH� /)/� ZHUH� VKDUHG�

E\� ��� OHFWXUHUV�� ZKR� SURYLGHG� RSLQLRQV� RQ�

YDULRXV� DVSHFWV�� IURP� WKH� ZRUNLQJ� HQYLURQPHQW��

FRPPXQLFDWLRQ� DQG� FRRSHUDWLRQ�� WR� OHDGHUVKLS�

VXSSRUW�� SROLFLHV� DQG� UHJXODWLRQV�� DQG� SHUVRQDO�

GHYHORSPHQW� RSSRUWXQLWLHV�� $OWKRXJK� WKH�

responses�were�generally�acceptable,�reÀecting�a�
PXOWLGLPHQVLRQDO�YLHZ�ZLWK�PDQ\�DUHDV�QHHGLQJ�

LPSURYHPHQW� WR� EXLOG� D� PRUH� LGHDO� ZRUNLQJ�

HQYLURQPHQW�� OHFWXUHUV� LQ� WKH�/)/� DJUHH� WKDW� WKH�

ZRUNLQJ� HQYLURQPHQW� LV� UHODWLYHO\� IDYRUDEOH�

EXW� VWLOO� UHTXLUHV� LPSURYHPHQWV� WR�FUHDWH�D�PRUH�

e൵ective� workspace.� Most� lecturers� feel� that�
WKH� ZRUNLQJ� HQYLURQPHQW� LV� TXLWH� IULHQGO\�� EXW�

WKHUH� DUH� DOVR� ZRUN� SUHVVXUHV�� HVSHFLDOO\� ZLWK�

LQFUHDVLQJ� GHPDQGV� IRU� WHDFKLQJ� DQG� UHVHDUFK�

TXDOLW\�� /HFWXUHUV� UDWHG� FRPPXQLFDWLRQ� EHWZHHQ�

GHSDUWPHQWV� DV� EDVLF� EXW� ODFNLQJ� FORVH� DQG�

UHJXODU� FRQQHFWLRQV� EHWZHHQ� OHFWXUHUV�� VWXGHQWV��

and� administrative� sta൵,� sometimes� leading� to�
PLVXQGHUVWDQGLQJV� RU� GHOD\V� LQ� KDQGOLQJ� ZRUN�

LVVXHV�� 5HJDUGLQJ� RUJDQL]DWLRQDO� FXOWXUH�� PDQ\�

OHFWXUHUV�EHOLHYH�WKH�GHSDUWPHQW�KDV�D�IDLUO\�VHULRXV�

HQYLURQPHQW� IRFXVHG� RQ� ZRUN� UHVXOWV�� +RZHYHU��

VRPH�RSLQLRQV� VXJJHVW� WKDW�PRUH�HQFRXUDJHPHQW�

LV�QHHGHG�IRU�FUHDWLYLW\�DQG�LQQRYDWLRQ�LQ�WHDFKLQJ�

DQG�UHVHDUFK��/HFWXUHUV�DOVR�H[SUHVVHG�D�GHVLUH�IRU�

PRUH� RSSRUWXQLWLHV� WR�GLVFXVV� DQG�VKDUH� FUHDWLYH�

WHDFKLQJ� PHWKRGV�� ZKLFK� ZRXOG� KHOS� LPSURYH�

VWXGHQWV¶� OHDUQLQJ� TXDOLW\� DQG�PRWLYDWH� OHFWXUHUV�

WR�HQKDQFH�WKHLU�ZRUN�TXDOLW\�

5HJDUGLQJ� OHDGHUVKLS� DQG� VXSSRUW� IURP�

GHSDUWPHQW� OHDGHUV�� PRVW� OHFWXUHUV� QRWHG� WKDW�

GHSDUWPHQW�OHDGHUV�VRPHWLPHV�ODFN�WLPHO\�VXSSRUW�

LQ� UHVROYLQJ�ZRUN�UHODWHG� LVVXHV�� 6RPH� OHFWXUHUV�

EHOLHYH� WKDW� OHDGHUVKLS� VXSSRUW� QHHGV� WR� EH�

VWURQJHU��HVSHFLDOO\�LQ�EXLOGLQJ�DQG�LPSOHPHQWLQJ�

SURIHVVLRQDO�GHYHORSPHQW�SURJUDPV�IRU�OHFWXUHUV��

+RZHYHU�� OHFWXUHUV� DOVR� IHHO� WKDW� GHSDUWPHQW�

OHDGHUV� VWLOO� FUHDWH� D� IDLUO\� FRPIRUWDEOH� ZRUN�

DWPRVSKHUH�DQG�DUH�ZLOOLQJ�WR�OLVWHQ�WR�IHHGEDFN��

2Q� SROLFLHV� DQG� UHJXODWLRQV�� OHFWXUHUV� JHQHUDOO\�

¿nd� them� clear� and� fair,� but� sometimes� certain�
UHJXODWLRQV� DUH� QRW� XSGDWHG�SURPSWO\�� OHDGLQJ� WR�

a� lack�of�Àexibility� in�work.�Some� lecturers� feel�
FRQVWUDLQHG�E\�DGPLQLVWUDWLYH�SURFHGXUHV��OHDYLQJ�

insu൶cient�time�to�focus�on�teaching�and�research.�
&RQFHUQLQJ� SHUVRQDO� GHYHORSPHQW� DQG� WUDLQLQJ��

PDQ\� OHFWXUHUV� EHOLHYH� WKDW� WKH� GHSDUWPHQW� KDV�

SURYLGHG� VRPH� OHDUQLQJ� RSSRUWXQLWLHV� WKURXJK�

VKRUW�WHUP�WUDLQLQJ�SURJUDPV�EXW�QHHGV�WR�HQKDQFH�

LQ�GHSWK� WUDLQLQJ� SURJUDPV�� SDUWLFXODUO\� LQ�

improving�teaching�skills�and�scienti¿c�research.�
7KH� WUDLQLQJ� DQG� OHDUQLQJ� HQYLURQPHQW� LQ� WKH�

GHSDUWPHQW� LV� FXUUHQWO\� HYDOXDWHG� DV� VXSSRUWLYH��

EXW� OHFWXUHUV� IHHO� WKDW� FXUUHQW� WHDFKLQJ� PHWKRGV�

GR�QRW� IXOO\�PHHW� WKH� LQFUHDVLQJO\� KLJK� OHDUQLQJ�

QHHGV� RI� VWXGHQWV�� )LQDOO\�� UHJDUGLQJ� VDWLVIDFWLRQ�

and� commitment,� most� lecturers� feel� satis¿ed�
ZLWK�WKHLU�FXUUHQW�ZRUN�EXW�DOVR�H[SUHVV�D�GHVLUH�
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IRU�PRUH�VXSSRUW�LQ�WHUPV�RI�IDFLOLWLHV�DQG�PRGHUQ�

WHDFKLQJ� WRROV�� 6RPH� OHFWXUHUV� LQGLFDWH� WKDW� LI�

WKHUH� DUH� RSSRUWXQLWLHV� WR� LPSURYH� WKHVH� IDFWRUV��

WKH\�ZRXOG�FRPPLW�WR�ORQJ�WHUP�LQYROYHPHQW�DQG�

FRQWULEXWH�PRUH�WR�WKH�GHSDUWPHQW¶V�GHYHORSPHQW�

4.3.�Relationship�between�factors�inÀuencing�
organizational� culture� and� perspectives� on�
solutions�to�enhance�the�quality�of�organizational�
culture�

The� relationship� between� factors� inÀuencing�
RUJDQL]DWLRQDO�FXOWXUH�LQ�WKH�/)/�DQG�SHUVSHFWLYHV�

RQ� VROXWLRQV� WR� HQKDQFH� RUJDQL]DWLRQDO� FXOWXUH�

TXDOLW\�FDQ�EH�YLHZHG�DV�D�SURFHVV�RI�LGHQWLI\LQJ�

LVVXHV� DQG� SURSRVLQJ� LPSURYHPHQW� PHDVXUHV�

based� on� identi¿ed� weaknesses.� Speci¿cally,�
7DEOH� �� FOHDUO\� RXWOLQHV� WKH� IDFWRUV� GLUHFWO\�

a൵ecting� organizational� culture,� including� the�
ZRUNLQJ� HQYLURQPHQW�� FRPPXQLFDWLRQ� DQG�

FRRSHUDWLRQ�� RUJDQL]DWLRQDO� FXOWXUH�� OHDGHUVKLS�

VXSSRUW�� DQG� SROLFLHV� DQG� UHJXODWLRQV�� :KLOH�

OHFWXUHUV�VKRZ�UHODWLYHO\�KLJK�OHYHOV�RI�VDWLVIDFWLRQ�

DQG� FRPPLWPHQW� �PHGLDQ� ����� DQG� ������� VRPH�

factors� are� rated� low,� such� as� the� ine൶ciency� in�
FRPPXQLFDWLRQ� EHWZHHQ� GHSDUWPHQWV� �PHGLDQ�

2.50),�the�listening�to�lecturers’�and�sta൵’s�feedback�
E\� OHDGHUVKLS� �PHGLDQ� ������� DQG� WKH� ODFN� RI�

WUDQVSDUHQF\�LQ�SROLFLHV��PHGLDQ��������%DVHG�RQ�

WKHVH�LVVXHV��SHUVSHFWLYHV�RQ�VROXWLRQV�WR�HQKDQFH�

RUJDQL]DWLRQDO� FXOWXUH� TXDOLW\� SURSRVH� PHDVXUHV�

DLPHG�DW�LPSURYLQJ�RUJDQL]DWLRQDO�FXOWXUH�TXDOLW\��

/HFWXUHUV� EHOLHYH� WKDW� FRPPXQLFDWLRQ� EHWZHHQ�

GHSDUWPHQWV�QHHGV�LPSURYHPHQW�DQG�WKDW�D�PRUH�

UREXVW� LQIRUPDWLRQ� H[FKDQJH� V\VWHP� VKRXOG�

EH� HVWDEOLVKHG�� $GGLWLRQDOO\�� WKH\� VXJJHVW� WKDW�

GHSDUWPHQW� OHDGHUV� QHHG� WR� SD\� PRUH� DWWHQWLRQ�

WR� OHFWXUHUV¶� FDUHHU� GHYHORSPHQW� DQG� HQFRXUDJH�

FUHDWLYLW\� DQG� LQQRYDWLRQ� LQ� ZRUN�� $QRWKHU�

signi¿cant�issue�mentioned� is� the�need�to�clarify�
DQG�XSGDWH�DGPLQLVWUDWLYH�UHJXODWLRQV�WR�PLQLPL]H�

rigidity,� creating� Àexibility� in� teaching� and�
UHVHDUFK� ZRUN�� 7KXV�� WKH� UHODWLRQVKLS� EHWZHHQ�

factors� inÀuencing� organizational� culture� in� the�

/)/� DQG� SHUVSHFWLYHV� RQ� VROXWLRQV� WR� HQKDQFH�

RUJDQL]DWLRQDO� FXOWXUH� TXDOLW\� GHPRQVWUDWHV� D�

FRQQHFWLRQ� EHWZHHQ� WKH� SUDFWLFDO� HYDOXDWLRQV� RI�

the� current� working� environment� and� speci¿c�
DFWLRQV�DLPHG�DW�LPSURYLQJ�RUJDQL]DWLRQDO�FXOWXUH��

7DEOH���IRFXVHV�RQ�LGHQWLI\LQJ�ZHDN�IDFWRUV��ZKLOH�

SHUVSHFWLYHV�RQ�VROXWLRQV�WR�HQKDQFH�RUJDQL]DWLRQDO�

FXOWXUH�TXDOLW\�DUH�DFWLRQ�RULHQWHG��ZLWK�SUDFWLFDO�

SURSRVDOV� WR� DGGUHVV� WKH� KLJKOLJKWHG� LVVXHV��

The� relationship� between� factors� inÀuencing�
RUJDQL]DWLRQDO�FXOWXUH�LQ�WKH�/)/�DQG�SHUVSHFWLYHV�

RQ� VROXWLRQV� HPSKDVL]HV� WKH� UROH� RI� OHDGHUVKLS�

DQG�LPSURYHPHQWV�LQ�FRPPXQLFDWLRQ��VXSSRUW�IRU�

career�development,�and�creating�a�more�Àexible,�
FUHDWLYH�ZRUNLQJ�HQYLURQPHQW�

5.�Conclusion

%XLOGLQJ� DQG� PDLQWDLQLQJ� D� SRVLWLYH�

RUJDQL]DWLRQDO� FXOWXUH� LQ� WKH�/)/� LV� DQ� HVVHQWLDO�

IDFWRU� WKDW� GHWHUPLQHV� WKH� GHYHORSPHQW� DQG�

success� of� an� organization.� Speci¿cally,� for� a�
GHSDUWPHQW� ZLWK� VSHFLDOL]HG� FKDUDFWHULVWLFV� OLNH�

WKH� /)/��ZKHUH� WHDFKLQJ�� UHVHDUFK�� DQG� WUDLQLQJ�

DUH� FORVHO\� WLHG� WR� KLJK� GHPDQGV� IRU� H[SHUWLVH��

language�pro¿ciency,�and�legal�thinking,�a�positive�
RUJDQL]DWLRQDO�FXOWXUH�FUHDWHV�D�VROLG�IRXQGDWLRQ�IRU�

e൵ective�academic�and�managerial�activities.�The�
RUJDQL]DWLRQDO�FXOWXUH�LQ�WKH�/)/�QHHGV�WR�EH�EXLOW�

RQ� WUDQVSDUHQF\�� UHVSHFW��DQG�FRRSHUDWLRQ��7KHVH�

HOHPHQWV�HQKDQFH�WKH�FRKHVLRQ�EHWZHHQ�OHFWXUHUV�

and� sta൵,� promote� creativity� and� innovation� in�
WHDFKLQJ� DQG� UHVHDUFK��:KHQ� HDFK� LQGLYLGXDO� LQ�

WKH�GHSDUWPHQW�IHHOV� UHVSHFWHG��KDV�RSSRUWXQLWLHV�

IRU� GHYHORSPHQW�� DQG� FDQ� FRQWULEXWH�� WKH\� ZLOO�

KDYH�VWURQJHU�ZRUN�PRWLYDWLRQ��WKHUHE\�LQFUHDVLQJ�

SURGXFWLYLW\�DQG�ZRUN�TXDOLW\��+RZHYHU��FXUUHQWO\��

WKH� GHSDUWPHQW� VWLOO� IDFHV� OLPLWDWLRQV� VXFK� DV�

ine൵ective� internal� communication� between�
GHSDUWPHQWV��ODFN�RI�FODULW\�LQ�FDUHHU�GHYHORSPHQW�

RSSRUWXQLWLHV�� DQG� LVVXHV� LQ� PDQDJHPHQW�

SURFHVVHV�� 7KHVH� IDFWRUV� FDQ� QHJDWLYHO\� LPSDFW�

UHODWLRQVKLSV� DPRQJ� GHSDUWPHQW� PHPEHUV� DQG�

MRE� VDWLVIDFWLRQ�� 1HYHUWKHOHVV�� WKURXJK� SUDFWLFDO�
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DQDO\VLV��LW�LV�HYLGHQW�WKDW�WKH�FXUUHQW�RUJDQL]DWLRQDO�

FXOWXUH� LQ� WKH� /)/� VWLOO� KDV� DUHDV� WKDW� QHHG�

LPSURYHPHQW�� VXFK� DV� LQWHUQDO� FRPPXQLFDWLRQ��

ODFN�RI�SURPRWLRQ�RSSRUWXQLWLHV��DQG�PDQDJHPHQW�

SURFHVV� LVVXHV�� 7R� RYHUFRPH� WKHVH� OLPLWDWLRQV��

WKH� GHSDUWPHQW� QHHGV� WR� LPSOHPHQW� SUDFWLFDO�

LPSURYHPHQWV�VXFK�DV�HQKDQFLQJ�WUDQVSDUHQF\�LQ�

management,� creating� e൵ective� communication�
FKDQQHOV�� DQG� HQFRXUDJLQJ� GHSDUWPHQWDO�

FRKHVLRQ�� 6LPXOWDQHRXVO\�� FUHDWLQJ� RSSRUWXQLWLHV�

IRU� WUDLQLQJ�� FDUHHU� GHYHORSPHQW�� DQG� LPSURYLQJ�

compensation�will�help�faculty�and�sta൵�feel�more�
PRWLYDWHG�� WKHUHE\� LQFUHDVLQJ� SURGXFWLYLW\� DQG�

ZRUN�TXDOLW\��$GGLWLRQDOO\��GHSDUWPHQW�OHDGHUVKLS�

QHHGV� WR� LPSOHPHQW� SROLFLHV� WKDW� HQFRXUDJH�

creativity� and� scienti¿c� research� while� fostering�
D�IULHQGO\��KDUPRQLRXV��DQG�RSHQ�HQYLURQPHQW�WR�

KHOS�OHFWXUHUV�IUHHO\�H[SUHVV�LGHDV�DQG�FRQWULEXWH�

WR� WKH� GHSDUWPHQW¶V� RYHUDOO� GHYHORSPHQW�� :KHQ�

HDFK� LQGLYLGXDO� IHHOV� UHVSHFWHG� DQG� DGHTXDWHO\�

UHFRJQL]HG�� WKH\� ZLOO� KDYH� VWURQJ� PRWLYDWLRQ�

WR� FRQWULEXWH� PRUH�� %XLOGLQJ� DQG� PDLQWDLQLQJ�

D� SRVLWLYH� RUJDQL]DWLRQDO� FXOWXUH� LQ� WKH� /)/� LV� D�

necessary� task� to� create� an� e൵ective,� creative,�
DQG� LQVSLULQJ� ZRUNLQJ� HQYLURQPHQW�� :LWK�

continuous�improvement�e൵orts�and�the�collective�
FRPPLWPHQW�RI�DOO�PHPEHUV��WKH�GHSDUWPHQW�ZLOO�

QRW�RQO\�PHHW�WHDFKLQJ�DQG�UHVHDUFK�UHTXLUHPHQWV�

EXW�DOVR�GHYHORS�UREXVWO\�LQ�WKH�IXWXUH��EHFRPLQJ�

D�PRGHO�HGXFDWLRQDO�XQLW�WKDW�DWWUDFWV�DQG� UHWDLQV�

WDOHQWHG�IDFXOW\�PHPEHUV�
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