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Abstract

A metaphor is the description of a social realiufatively through similes. Metaphors look at orgations
from different perspectives and thus secure th#ferdnt aspects of organizations are revealed. Base
literature review, this study focuses on organisetaphor likening an organization to a bush; antbitsiders
briefly theories concerning and approaches to nmetiapThis study also discusses the effects of dasgan
metaphor on educational organizations. Even thooigfanism metaphor is criticized for such reasons as
ignoring the activities of organization employe@sthe process of adaptation to the environment raotd
considering organizational conflicts and organwaai division, its contributions to the field of magement
cannot be denied. Organism metaphor has introddeeity and flexibility into management. Besidetsisi also
valuable due to the fact that it emphasizes theoitapce of interaction between organizations amit ttlose
environment, of human relations in organizations afirelations between organizations.

Keywords. Metaphor, organism metaphor, educational orgamiaati

1. Introduction

As is commonly known, organisations are the stmestuvhose primary purpose is to survive, which iare
constant interaction with their environment and séhdasic element is humans. Considering the fattthe

environment and even humans constantly changehat@tganisations are also influenced by those gdenit

may be stated that the nature of organisationbasgeable and dynamic. It is very difficult to ursland this

changeable and dynamic nature of organisationss, Narious theories and approaches have been gedetm

far in order to understand organisations. One a$¢happroaches is to clarify the nature of orgépissithrough

metaphors.

A metaphor is the reflection of social reality figtively and description of activities or phenomeheough
similes (Balci, 2003). Hence, a metaphor tries xplan the unknown with the known (Daman, 2015).
Metaphors enable one to look at organisations fidfarent perspectives and thus to uncover difigigualities
of organisations (Itkin & Nagy, 2014). In this framiork, several metaphors such as machine, orgabisxim,
culture, policy, jail of spirits, flow and transfoation and instruments of domination have beentedeso as to
describe organisations (Morgan, 1998). This stualy,the other hand, considers the metaphor of osgani
likening organisations to a living body, and itdfly examines the theories and approaches of mamage
which are included in the metaphor.

2. Organism M etaphor

Classical theory of organisation adopting bureaiereonfiguration and scientific management apphoat
organisations uses the metaphor of machine (ItkiNagy, 2014). Yet, the metaphor of machine considar
organisation as a closed system and ignores huaworf At this point, theoreticians of organisatiomed to
another metaphor, “organism metaphor” (Morgan, 19€8ganism metaphor holds that an organisatioa is
living organism rather than a lifeless machine.adigations are born, grow older, fall ill, and el just like a
living creature. Organisations have to adapt to ¢heironment so that they can survive. In other dsor
organism metaphor considers an organisation apan system in contrast to machine metaphor corisglan
organisation as a closed system. The environmewhioh an organisation lives, adaptation to theiremment
and flexibility are extremely important for an onggation which is an open system (ltkin & Nagy, 21

Organizations just like organisms are in constatgraction with their environment and they try éspond and
adapt to any type of environmental change (Bal@032 Scot, 2014). Thus, according to organism ntetgphe
basic source of change in organisations is thegatitin to respond to environmental changes; andntetnal
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factors. On the other hand, organisations shoulgttaware of employees’ needs in order for theohtmnge and
they should take those needs into consideratidghisnprocess of change. Organisational structudependent
on the environment; in addition to that, organmadi health and happiness beside individuals” heald
happiness is important (Paul, 2015). Accordingrganism metaphor, organisational behaviour is thiteane
of environmental powers (for instance, rules, peots, system, structure, leadership, change, gkaiain and
competition) and of personal-psychological powstgh as purposes, needs, desires) (Scot, 2014).

In brief, on considering an organisation as an migga, such issues as an organisation’s adaptatiotiet
environment, its structure, function, health, bakndifferentiation, interpersonal and inter grongtations
individual needs, organisational development andivation come into prominence (Bayram, 2010). lis th
context, this study which considers an organisatisran organism includes neo-classical managerheatyt
contingency theory and population ecology and degdional ecology theory.

2.1 Neoclassical (Behavioural) Management Theory

The fact that classical management theory emptsafismal organisation, that it ignores the elen@rttuman
and that it distinguishes between human and wodkthat it pushes humanistic values aside has hetirised
(Bursaliglu, 2012). Therefore, neoclassical management yhears developed as a result of various studies
such as the one performed by Hawthorne. Neocldsieary is in fact complementary to classical ttyeo
because neoclassical theory is concerned withgssweh as productivity and best organisationattira which
with classical theory is concerned; but it inclutles element of human in the process. It deals suitth matters
as people’s individual and group behaviours, tlaswoas for their behaviours and orientating the Weheas, and
the problems encountered in human relations. Maritens such and researchers such as Elton Maytg, Fri
Roethlisberger, Dougles McGregor, Abraham Maslohester Bernard and Chris Argyris have contributed t
the development of neoclassical management thé&arge(, 2014). This study includes only theories andlies

of some outstanding writers due to its restrictions

2.1.1 Hawthorne Studies

Hawthorne studies, which were started in 1924 ktgprEMayo et al so as to analyse the relations batwe
physical work conditions and productivity, are carsed of six distinct studies (Balci, 2010; Cole8Qp First
four studies analyse the effects of increased ilightphysical exhaustion, encouraging wage and kisrea
respectively on productivity. These four studiedagied results different from the expected. Accagdj,
increase in lighting, for instance, led to increas@roductivity, but the same result was also it with a
decrease in lighting. Despite the application néairaging wage, no increase was obtained in ptivityc
Setting out from this point, the fifth study invigstted the causes of surprising results. Accorgijngivas found
that the increase in productivity despite unfavblegphysical conditions stemmed from the fact graployees
considered themselves important since they wereided in the study while it was found that no irase in
cases where encouraging wage was offered stemmedgfroup pressure. Those results caused Hawthoale e
to perform the sixth study (Balci, 2010; Robbinslédge, 2012). The major results and inferencesraatan
those studies which were completed in six yearsbeasummarised as in the following (Cole, 1998; ¢td
1997; Lunenberg & Ornstein, 2013):

« Humanistic-social factors such as morale and béhgmgss, and interpersonal skills such as motikatio
leadership, and participatory decision making dfectve communication result in productivity.

« For employees, belonging in a group and having austare more important than materialistic
encouragement and physical working conditions.

e The effects of informal groups on employees’ bebtiars are very large.

« Employees should not be isolated from the workpkae@ronment and they should be considered as
group members.

e Administrators and supervisors should be awareoofas needs such as belonging in a group, and
cooperation should be made with employees by cerisigl these needs.

« Because employees taking part in Hawthorne stud@e aware of the fact that research was being
done with them and because they encountered duadattivhich they had never experienced before,
they displayed an attitude different from the ustiais situation was referred to as “Hawthorne cffe
in the literature.

It may be said that what is stated above suggeatdHawthorne studies, social relations and infdignaups are
very influential in employees’ behaviours. Henceose studies are regarded as the fundamental pbint
departure for neoclassical management theory (Hodg867).

2.1.2 Theory of Needs Hierarchy
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In clinical research into motivation, Maslow (194®)ints out that there are five basic needs drivinghan
behaviours. Those needs are interrelated and gemised within the hierarchy of dominance. The drighy
mentioned are ranked as in the following (Maslo943):

* Physiological needs. They are the needs such iag edtinking, sexuality and sleep.
« Safety needs. They are the needs such as self:pootefeeling safe and avoiding fear, anxiety and
chaos.
» Affection needs. They are the needs such as lobieing loved and belongingness.
* Respectability needs. They are the needs such aerpachievement, dignity, being recognised,
attracting attention, being considered importaik lging appreciated.
* Needs to self-actualise. They are the needs suaidagduals completing themselves and putting all
their potential into action.
The most dominant need influences the consciousamas®rganism uses all its potential to meet thisdn An
upper order need becomes dominant in individualh whe satisfaction of a lower order need, and dead
individuals’ behaviours. On meeting physiologicakds, for instance, safety needs become dominaami¢m,
1943). Maslow’s hierarchy of needs is one of theoties most commonly used in motivating employees i
organisations (Lunenburg & Ornstein, 2013). Tharganisations (4an, 2007; Lunenburg & Ornstein, 2013;
Paaahmetglu & Yeloglu, 2013);

e Should pay enough to meet physiological needs andide places appropriate for recreation and
nutrition in addition to appropriate working condits.
e Should create safe workplace environments, makesgtar job security, assurance and retirement, and
impose fair rules and applications.
e Should form harmonious working groups to meet daui®ds, organise social activities such as sport
events, parties and picnics, and employee centneergision should be performed.
e Should provide rewarding such as promotion ane,tigive responsibility and appreciate the work
performed.
e Should provide creative employment opportunitie$ ancourage skills specific to employees
In the light of what has been stated above, thistEsaid: Organisations should at least meet émployees’
physiological and safety needs in order to obtéiniency. Thus, it can be said that these two sdealve almost
completely disappeared in developed countries asdBermany and England ¢Bahmetglu & Yeloglu, 2013).

2.1.3 Dougles and McGregor’s X and Y Theories

McGregor, who was largely influenced by Hawthoretsidies, put forward perspective of human held by
classical and neoclassical management conceptiongh X and Y theories (Eren, 2009; Tabak &r§12013).
The basic assumptions of X and Y theories are stinwable 1.

Table 1. Basic assumptions of X and Y theories
Assumptions of X Theory Assumptionsof Y Theory
* Humans do not like working, they are lazy and ttrgyto| « Working is as natural as playing a game or havimgsa fo
escape from work. For this reason, organisatiomsild] humans. Humans see working as a source of achiex
take precautions, should consider discipline imgmd| and satisfaction, and they do not hate working.

and should frighten employees with punishment. « Strict management and punishment cannot be the voay
« Humans are not ambitious, they avoid respongjéing to lead employees to organisational objectiveshufnan
they want to be managed. have commitment to their organisation and likertja ang

 Humans are selfish. They consider their own objes| colleagues, they try to serve to their organisatioy]
above organisational objectives and are indiffernl managing and supervising the self.
organisational demands. Therefore, strict supemis§ « Rewards are extremely important in attaining orgetiogal

essential. goals. Employees should be rewarded in attainingytials.
« Humans do not like innovations@ changes and ¢+ Employees already have such characteristics astiam
resistant to them. taking on responsibility, desire to improve and iray

« Humans have low ability for creativity. Thereforthe| according ¢ organisational goals. Administration shg
authority to make organisational decisions anddiee| provide the conditions to reveal those properties.
problems should not be left to lower levels of |« Employees largely have the craftsmanship and ergatd
organisation. solve organisational problems.

¢ Humans are not intelligent, and they che easily
deceived.

Source. Bgaran, 2004; Eren, 2009

As is clear from Table 1, while X theory descrilezaployees as lazy, irresponsible, selfish, nottseand

passive individuals who are closed to innovatiofigheory argues that employees are not lazy, they tike
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working, and that they are creative, responsibld saif-controlled individuals. Besides, it can atmosaid that
the X theory is too autocratic but the Y theoryois democratic and thus they represent two extmaneeptions
of management. According to Tabak angrS(2013), managers’ behaviours are shaped largglyhose
assumptions. Thus, managers adopting the assurspifoihe X theory apply autocratic management iictvh
strict control, detailed job descriptions, devautiof little authority and punishment and fear dminant
(Tabak & Sgri, 2013). On the other hand, managers adoptingasisemptions of the Y theory try to combine
organisational goals with individual goals, andytiave management conception in which intragrolgtioms
and respect for humans are prominent and whiclpén oflexible and participatory (Robbins and Judif 2;
Smith et al., 1982).

2.1.4 Double Factor (Hygiene-Moativation) Theory

Herzberg asked participants in research conduatétei USA in 1966 with 200 accountants and engseetell

when they last felt very good and bad at their (Gnha, 2010). Herzberg determined “hygiene factansd

“motivating factors” for employees in accordancehwihe responses they had given (Kogel, 2014). ¢hayi
factors are the factors causing employees to fesslatisfied. Motivating factors, on the other haadg the
factors encouraging and satisfying employees (E2809). The major hygiene and motivating factoesstrown
in Table 2.

Table 2. Hygiene and motivating factors

Hygiene Factors M otivating Factors
«Organisational policy «Achievement
*Supervision *Being recognised
«Working conditions *Work itself
«Interpersonal relations *Responsibility
*Wages eImprovement
«Job security *Development
*Personal life
«Status

Source Herzberg, Mousner and Snyderman, 1959; cited déngdd®, 1990.

As is clear from Table 2, hygiene factors includéemal and physical factors such as wages, sugpenvand
working conditions while motivating factors contasnch internal and psychological factors as acinievr,
being recognized and responsibility (Lunenburg &€ein, 2013). As mentioned before, the absentggiEne
factors results in dissatisfaction in employeesyéner, their availability does not cause considergbb
satisfaction, but it results in neutrality. To exsify, failure in the operation of photocopier mgstobably
causes teachers to feel dissatisfied. Yet, its adjpgr may not result in considerable satisfacti@nsimilar
situation is also true for motivating factors. Téeailability of those factors increases job satistm, but the
absence of them does not cause considerable dfastibn (Eren, 2009; Hoy & Miskel, 2012).

Double factor theory is very important for admiragors to become aware of factors causing job tifaation
and satisfaction and to take the necessary stepsnstance, when an administrator does not payompiate
wages and fail to implement suitable policies tisato say, when he/she does not take hygiene f&dtbo
consideration, he/she should know that he/shelegl his/her employees (Smith et al., 1982). Yethould be
remembered that there are not always clear cundiigins between hygiene factors and motivatingoiesc To
put it in other terms, wage can be a hygiene facilosome employees whereas it can be a motivéaictpr for
some other employees (Hoy & Miskel, 2012).

Double factor theory is one of the theories moshirmnly known in the field of organization. Thusg tlact that
Herzberg suggested that achievement and challengiok in particular motivated employees caused
enrichment activities to come into prominence igamizations (Smith et al., 1982). It can also latest that
there is a tie between double factor theory andisidgerarchy theory as in the following: hygienetdas
represent lower order needs (such as physiologicdlsafety needs) while motivating factors represpper
order needs (such as affection, respectabilitysatidactualization needs) (Lunenburg & Ornsteirl 20

2.1.5 Maturation Theory

According to Chris Argyris, individuals change frammature to mature as they develop. In the prooéss
maturation there are seven properties changingchhages are from passivity to activity, from degence to
independence, from displaying limited behaviourdtsplaying varied behaviour, from superficial irgst to
deep interest, from short term perspective to ldagn perspective, from being subordinate to being
superordinate, from being devoid of self-awareessgmving self-awareness (Smith et al., 1982).
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According to maturation theory, it is not alwaysspible to reconcile a mature person’s needs anduaesnwith
classical conception of organisation because dalssonception of organisation considers emplogsgsassive,
dependent and subordinate and thus hinders them beroming mature. Employees cannot demonstrate the
potential fully due to such mechanisms as speai#dis in the job, chain of command and constant clode
supervision and consequently they cannot actutismselves. This in turn leads to such negativaltess
stress, anger, conflicts, and formation of groupswsng resistance to administration (Bean, 2008; Kocel,
2014; Smith et al., 1982).

According to maturation theory, increase in orgatiis employees’ fields of responsibility contriestto their
maturation. Mature employees perform activitiesfulse® both themselves and their organisation. Herficrm
of management adopted by an organisation is inflaleim encouraging or hindering maturation. Degdagcdn
the form of management implemented, employeesalispttive or passive behaviours (Dalay, 2013). 8ase
all these, it can be said that maturation is exélgnmportant for employees not to suffer from sunegative
things as stress, anger and conflicts and to beamtiee individuals beneficial to their organisatidn this
context, it would be useful for administrators visghto contribute to the maturation of employeeadopt the Y
theory arguing for open, flexible and participatagnception of management. Kogel (2014) also recenus
that administrators should adopt the Y theory, #m@tordingly they should assign more responsibititgheir
subordinates and that they should prepare envirotemgving them development opportunities.

2.2 System Approach

System approach began to influence the field ofagament beginning with World War two, and it intnodd
openness and flexibility into strict and closed agption of management of traditional managemerrtes, and
it laid the foundation for contingency theory (E&010).

A system can be defined as a whole (Burgahio2012; Hatch, 1997) which is composed of padmiag
together to attain a certain goal or certain g@édci, 2010) and interacting with each other. Aligh there are
several classifications such as mechanical-bioddgiocial or deterministic-probabilistic in relatito systems,

it may be stated that the classification of opersetl is the one which is used the most frequehtydge,
Anthony & Gales, 2003). Systems exchanging inforomatenergy or substances with their environmest ar
called “open systems” whereas the systems havingunb relations with their environment are calletb$ed
systems” (Kogel, 2014).

The emergence of the concept of system dates loattket1920s, and it is based on” general systewryhe
suggested by Ludwig Von Bertalanffy, a biologisto@€l, 2014). General system theory aims to set up
cooperation between many branches of science sublobgy, mathematics and economy and thus todimdi
develop general principles applicable to any systenthis way, it emphasises the need to analyseitées by
considering their interactions with other activstiend with the environment instead of isolatingahgvities (or
systems) from environmental conditions and anatysthem from one perspective. This “holistic” or
“generalistic” conception constitutes the philosppif the mentioned theory and it distinguishes $lgetem
approach from other approaches (Dicle & Dicle, )98%cordingly, approaching organisations as aesyst
necessitates analysing the activity of managemaahttfae relations of the units of management wittheather
and the quality of those relations and investigatime effects of developments in a certain uniotrer units
that is to say analysing the management activitieassociation with other activities and with eovimental
conditions (Kocel, 2014).

Several writers such as Optner, Homans, KottersdPa; Katz and Khan applied system approach to
management and to organisations. The approachgdteadby Parsons, Katz and Khan come into prominence
Parsons stresses that organisations are sociahsysh “social system theory” and the author laypleasis on

the importance of human relations. The author fggks the concepts of adaptation, goal attainmatdgration

and latent pattern maintenance (Balci, 2002; D&clBicle, 1969). Katz and Khan, on the other hartdiesin
their “open system theory” that organisations ammmglex open systems interacting with sub-systems
constituting them and with their environment. The#hars emphasise that open systems can survive with
exchange of energy with their environment and #tegss concepts such as feedback, negative enthpmpgmic
balance and differentiation (Mele, Pels & Poles@é®@¥azmurlu, 2014).

System approach has considerably influenced thé & management with holism and synergy and whid t
concepts of equal consequentialness and systentaéidap That is to say, classical and neoclassiedries of
management failed to see organisations as a winaeemphasised some of the sub-systems while igmorin
some of them. However, system approach develdpethbught that all sub-systems of an organisaiigarts

of it influence each other and thus create synefdye conception of equal consequentialness intrdiuc
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managers to the view that the only way to find 8ohs was not to display strict and authoritarittitiades, and
thus brought flexibility to management in probleatving and decision making. System approach suggbst

it is necessary to make modifications in an orgatios to adapt to the environment. In this wagritourages
managers to carry on radical changes when necefi€agel, 2014; Ozkalp, 2004a).The perspective that
approach bringing openness and flexibility to mamagnt has in relation to organisations can thus be
summarised as in the following (Ertekin, 1985; Opka004a):

«An organisation is an open system.

*An organisation is composed of a combination of-syftems which can be considered as separate
systems which are composed of the same elementseWo, in order to be able to talk of an
organisation’s integrity, a synergic environmeneated by harmonious relations between sub-
systems should exist.

*As a natural result of these sub-systems constgudin organisation and of the constant and dynamic
relations existing between elements, organisatiave internal conflicts and tensions.

*There are also constant and dynamic relations legtwan organisation and its environment. An
organisation’s environment is exposed to continuchanges. In order to be able to survive, in the
environment, to be able to grow bigger and sustsiitlentity; an organisation

- Should change and adapt itself to its environméshould conduct appropriate changes in the
form of management, information flow and in sucttdas.

- Should be informed of the expectations and conulitiaf the environment.

- Should have effective feedback and control mechasiso that it can be protected from
entropic factors.

*Organisations take precautions in order not to eepee destructive surprise and chaos while
undergoing changes and they can keep their existamd identity only in this way.

*Organisations are purpose-goal-oriented beingsh Beganisation has its own specific goals. Yethsuc
goals as surviving, growing bigger, developing adgusting to changes to do these are included —
or should be included in every organisation’s goals

Based on the above mentioned characteristicsnibeasaid that organisations are open systemggttgimttain
several goals such as mainly surviving, developang preserving their identity. It can also be statieat
organisations are in continual interaction withitle@mvironment so as to attain their goals and theay can cope
with problems through strong mechanisms of adapiaiind feedback even though they occasionally erieou
such problems as conflicts and tension.

2.3 Contingency Theory

System approach, which is criticised due to faildespite its efforts to combine management thearmesdue to
containing general and abstract concepts, begéoséoits dominance in the field of management & 1870s
and contingency theory began to replace it (Caf,/2&ren, 2009). According to contingency theorguang
that there are no universal management princigdgdicable on any conditions, each organisationihtesnal
properties and environmental circumstances speaifi and therefore, organisational structure eodception

of management change from organisation to orgadaisépek, 2013). That is to say, contingency theorysses
the need to take into consideration an organisatmmn conditions, its environmental conditions froperties

of technology used and the socio-cultural propsitieits employees in the process of managemesh(ER2009).
Research should be done to determine the form afagement suitable to those properties and condition
(Basaran, 2004).

Many researchers have contributed to the developoferontingency theory. In this context, studiesfprmed

by Burns and Stalker, Wood, and Lawrence and Larefthe pioneers (Cole, 1988). Burns and Stallesttified
the differences between mechanical and organicoagpes of organisation, and suggested that ordemmisa
should have a conception of management which igbfle and open to innovations so that they can atap
changing environmental conditions (Nayir, 2008).0diword, on the other hand, analysed the correlgtion
between organisation structure and technology ta 1850s, and demonstrated that the principledaskical
management theory were not the right principlesufsing all the time and that different technologieguired
different ways of organising. For instance, whilgdaucratic organisation is appropriate for orgaioss using
serial production technology, the type of orgamigatbased on human relations is more appropriate fo
organisations making small scale production (EE&09; Morgan, 2008). Lawrence and Lorch investidjdtew
organisations should be configured on the basfgliferentiation and integration” concepts on chaagle and
uncertain conditions. Differentiation represents fbrmal structural differences between the depamtmof an
organisation and the differences in cognitive anibtional tendencies of department workers. Intégnat
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however, expresses the coordination between depatsmAccording to research conducted in this mspe
organisations existing in dynamic, changeable amckdain environments should have both integratiod
differentiation. Organisations existing in staticdacertain environments, however, do not need t@ lmuch
differentiation (Kocel, 2014). According to contengcy theory, which was shaped by research mentioned
(Morgan, 2008),

*Organisations are the open systems which are td mtsgnal needs and adapt to environmental
conditions.
*Organisations are organised in different types iling to the conditions of tasks or of the envir@mn
«Different management approaches can be employegeiforming different tasks in the same
organisation.
*What is essential in management is to have harraadyappropriateness.
«Different types of organisations are needed iredfit environments.
Therefore, in the light of what has been said saitfés necessary to implement flexible managenoentsidering
both environmental conditions and internal needsirinorganisation according to contingency theory. i\
evident, contingency theory does not exclude cotheories of management, and it is stated in thrésr that
classical or neoclassical approaches can be usedrdéitg to organisations, departments, environnhenta
conditions and time.

Contingency theory has made significant contrilngian terms of managers’ ability to describe ogdi@se the
current situation in the best way. Managers adgptiis theory will be able to make the best deaisiand
generate solutions by developing different straegnd structures. Another important aspect othkery is
that it reminds managers the fact that the enviemtrand organisations can constantly change (OzRag4b).

2. 4 Population Ecology Theory and Organisationablbgy Theory

According to theoreticians of population ecologystem and contingency theories emphasise the need
for organisations’ adaptation to the environment they attribute too much strength and flexibility
organisations but too little strength and flexiyilto the environment while doing this. According those
theoreticians, the existence and variation of aggdions should be analysed from Darwinist perspeand at
population level (Morgan, 1998). That is to sag fact that all living creatures in nature faceunalt selection
and consequently some of them are eliminated aaddaining part survives is also true for orgaiosa.
Therefore, what controls organisational populai®rthe environment (Erenel, 2015; wwwkent.edu.tr). In
other words, whereas the environment gives suitalgjanisations the opportunity to survive accordimgheir
sources and characteristics, it eliminates oth€og€l, 2014).

Population ecology theory, as its naming suggestsalyses the relations of organisational populadiorather a
group of organisations with the environment insteithe relations of one organisation with the emwment.
This approach gives the theory a sociological qyuélirdil, Kalkan & Alparslan, 2010). According tbe theory,
the quality, number and distribution of the popigiatof an organisation at a given time depend enatvailable
sources and the factor of competition. Organisatisurviving after struggling with scarce resourass strong
organisations. Organisations within a certain papoh have similar strengths and weaknesses; enaugh
some of them are stronger than others, they ginelasi responses to changes in the long term withir th
population (Morgan, 1998).

“Inertia” occupies a significant place in populati@cology theory. The concept of inertia is defireed an
organisation’s failure to react to environmentahmoges for several reasons, and having almost amafkocel,
2014; Soysal, 2010). Factors making organisatioest ican be internal and external. Internal causelsde
costly changes, requirement for new investmentduréa to have sufficient information from external
environment, disturbance of balance caused by @sragnd an organisation’s refusal to give up iigetis, rules
and principles. External causes, on the other haand,be listed as legal and financial restrictidagure to
access to timely and accurate information and egetament of an organisation’s legitimacy within ifsend
among other organisations as a result of its desidedecision to change (Hannan & Freeman, 196pulBtion
ecology theory means that an organisation tentg ta inertia instead of meeting the needs of aghable and
dynamic environment. If organisations adapted tatinaously changing environment, they would spdmgirt
energy only for adaptation and they would not hamg energy left. Yet, organisations react to emrnental
threats and opportunities slowly (Leblebici, 200Bgsides, it can also be stated that inclinatiohawee inertia
increases in large and established organisatioagi(N2008).

Population ecology theory is criticised in thatistextremely reductionist, that it does not tak® iaccount
organisations ‘own strategies and activities arat thignores the fact that each organisation’shauity and
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resources are specific to it (Hijalager, 2000). Sehariticisms led to the emergence of organisatienalogy
theory which was a more optimistic theory. Popolatiecology theory considers organisations and the
environment as separate phenomena and it assuatgbdly are in constant competition and tensiortofaing

to organisational ecology theory, however, it ig might to distinguish between an organisation dhe
environment in this way because evolution doesaoour in consequence of selection of the orgaoisatio
survive through adaptation to environmental chan@eganisations have relations with their environtrand
indeed they undergo evolution altogether. Orgaioisat environments are largely composed of other
organisations. Therefore, organisations have catiper as well as competition in the adaptation essc
Profession associations or industrial associatiomaed by organisations operating in the same séatprotect
their joint interests are examples for cooperatietween organisations (Morgan, 1998). Briefly, adow to
organisational ecology theory, evolution is hotisiind there is cooperation in addition to compmtitbetween
organisations in this process.

2. 5 Positive and Negative Aspects of Organism plein

Organism metaphor tries to describe organisationdikening them to living organisms, and thus helps
individuals to understand organisations more ea¥#y, it has adequacy as well as inadequacy iwcritésg
organisations. Table 3 shows the positive and negaides of organism metaphor.

Based on Table 3, the following can be said abayarism metaphor: considering organisations as epstems,
prioritising organisation-environment and organ@arganisation relations, bringing openness dexilility

to management, emphasising meeting individual amgarisational needs and considering dynamic
configuration necessary for renewal are the magsitwe aspects of organism metaphor. On the dtlaad,
ignoring organisations’ and organisation employesgivities, neglecting the social aspect of orgatbns
where norms, ideas, beliefs and visions are pisedt not taking organisational conflicts and diisinto
account are the major negative sides of organistapher.

Table 3. Positive and negative aspects of organistaphor

Positive aspects Negative aspects

* Unlike traditional management theories, it consderganisations ase It considers organisations and their
open systems interacting with the environment noser systems environment as too concrete structures.

Consequently, it helps to comprehend the relationstwéden For instance, it attaches importance |to
organisations and the environment. such physical properties as the form |of

e It brings openness and flexibility to organisatmmanagement. organisations and their structure, but| it

e It emphasises the importance of the necessity nieads should be does not allocate enough space for
satisfied in organisation management. In this odntbuman and people’s creative  activities.  Yet,
organisational needs should be satisfied in a bathnway and organisations are social phenomgna
continuously because the ultimate goal of an oggdian is to survive which are largely the outcome of nornijs,
and this is possible by meeting the needs. ideas, beliefs and visions.

e It provides managers with different options of gngation in| e It approaches organisations as | a
determining different types of organisation. Managean prefer the phenomenon adjusting to the
type of matrix, team based or organic configuratmmsistent with environment or selected by the
environmental conditions. Organising is extremetyportant for an environment; and in a sense it ignores

organisation to be effective. organisation employees’ activities.

« It stresses the importance of renewal process faanisations| It claims that functional unity is dominant
Organisations having dynamic and flexible configiea are more in organisations that is to say, sub-
inclined to changes and renewal than mechanicalnisgtions. systems serve to organisational goals|by

e It helps to establish a situational approach inciwhadaptation to the working in harmony. Yet, conflicts of

environment is prioritised. interest and segmentation often occur

e It demonstrates the importance of relations betwarganisations with between sub-systems in organisations.
its conception of organisational ecology. Orgamisest should improve
relations between organisations in order to be dblesurvive on
complicated environmental conditions.

Source. Morgan, 1998.

3. The Effects of Organism M etaphor on Educational Organisations

Organism metaphor considers organisations as lieiognstant interaction with their environment asdopen
systems. In this context, it is inevitable for eafimnal organisations which receive their inputireociety and
give their output to society to have interactiorthwiheir environment. Besides, as Burgdlio(2012) states,
education performs such social, political and eosicdunctions as changing individuals into conssiaitizens
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and making them good consumers and producerscbr@dance with this, educational systems shoulchbeed
and changed by the needs of social, political asmhe@mic environment. Hence, modifications and mafor
occasionally made to curricula in educational systare made in order to adapt to the environmethiraorder
not to lose strength (Sarpkaya, 2013). Unless duiunza systems take environmental needs into cenatibn
and use adaptation mechanisms, they gradually bectoved systems and they lose all their stremgtha end.

Educational organisations are the open systemsviegesuch input as students, teachers and tecgpdiom
their environment and processing them and givirchsoutput as knowledge, educated students, ach&avwem
and job satisfaction to their environment. Yet, cah, like other organisations, are not flawless] ¢hey can
also yield undesired or inadequate outputséBan, 2009). Schools can activate their feedbaathar@sm and
become informed of whether or not graduates atfarttier education, get a job, or of what type oélified
workforce is needed by society and of the qualitiheir service and programmes (Yalginkaya, 2002).

On discussing the effects of organism metaphor ducaional organisations on the basis of behavioora
neoclassical theory, the following can be said: ¢lessical theory was reflected into educationahniggations

as democratic management conception. In consequesb@ol administrators’ burden to evaluate school
efficiency was relieved and curriculum content whanged. Curricula focused on children’s adaptatiolife.
Educational managers were expected to act as datimlzraders. Neoclassical theory also affecteaisigion
process and the roles and tasks of supervisorerdaprs internalised the fact that teachers atmb feelings
and excitement and that supervision was not orichnique but that it was also a social processréfare, it
was considered necessary for supervisors to acglitls in such issues as understanding personaliky
behaviours and innovation, change and communicéBarsaliglu, 2012).

As pointed out earlier, neoclassical theory exbibithat informal groups were very influential irdividuals’
behaviours. It is a commonly known fact that teash®nstitute informal groups in schools and thaytact by
sticking to group norms. As Bursatlo (2012) also points out, educational managersilshtake informal
groups into consideration and cooperate with thBoch an approach contributes to attaining schoalsgo
Another point neoclassical theory highlights isttiadividuals’ needs should be met for effectivenesd
efficiency because motivating individuals and makihhem act according to organisational goals iseatio
related with meeting needs. For this reason, seasind effective educational managers should eettsachers
as cogwheels and should consider their needs. Witerit is inevitable for teachers to suffer frasuch
negative feelings as depression and burnout. Howsgkool administrators mostly do not go out @itloffice
and thus they do not understand teachers’ needsaambt communicate effectively with teachers (Kaga&
Kdse, 2005).

Another point organism metaphor highlights is “a@#ipn”. While system theoreticians argue that oigations
can survive by adapting to the environment, poputagcology theoreticians have a different conceptof
adaptation. Accordingly they claim that organisasiact with competition and that the stronger @resselected
by the environment. Thus, it is clear that applypapulation ecology theoreticians’ reasoning ofrpetition
and the stronger one survives” to educational asgdions will not yield positive results. The reador this is
that such an approach would turn educational osgdioins into businesses and education into a coiitynod
which is bought and sold. However, it can unfortahabe said that Darwinist reasoning influences ahea of
education along with other areas in the form ofbglocapitalism. As Unal (2014) also states, praaton,
increasing the number of private schools and usities, reducing state support to educational asgdions and
focusing on market demands are among the aboveanedtinfluences. Those influences are reflectéal tine
poor people in negative ways. Thus, inequality éases, access to education and the quality of gdmca
accessed decrease. Failure at school, and the ghtésop out increase. In short, Darwinist and tajsit
reasoning reduces education’s functions such aslisitg individuals and transferring virtues andlues to
individuals, and thus turning education into antrinment of raising producers and consumers requined
markets (Cinar, 2009). In this context, educatiamghnisations change into places where inequalitgases.

As is clear, competition based views held by papamaecology theory do not affect the field of edtion in
positive ways. In this respect, the view that ceapien should be considered important in order for
organisations to survive held by theoreticians ojaaisational ecology is more acceptable. Suppod a
cooperation between educational organisations efyestage from primary education to secondary agten
education will result in more positive effects treaeing each other as opponents and having corpetitence,
Sahlberg (2015), who stresses the fact that cotiperies on the basis of Finland’s system of edocawhich

is regarded as a model today, says “the rules mpetitive market economy do not work in educatibhnere is

no competition but cooperation between schoolsnitaRd... They achieve success with team spirit.” Efane,
increasing cooperation between educational orgaoisais an issue which should be emphasised amdich
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steps should be taken. In this context, formingsootiums between universities located in the saeggon,
conducting joint projects and postgraduate stuBigghose universities for instance can raise thalityuof
knowledge produced and of scientists raised. Cdimugrojects jointly with other schools or univities
would also contribute to the solution of educatleénatructional problems. To sum up, on considering
nationwide education as a system and educatiogaln@ations as the sub-systems of the system, ctome
work of educational organisations can create synangl help the development of the educational syste

4, Conclusion

Organism metaphor regards organisations as opetensyswhich are in constant interaction with their
environment and which have to adapt to their emwvirent to survive. According to organism metapHue, gub-
systems of an organisation interact with each ot an organisation is a whole which is more tharsum of
its sub-systems. Human element is as importantrastgre for an organisation. Besides, individualseds,
their motivation, interpersonal relations and infiat groups are the elements that should be takem in
consideration in management process. Apart from tinganisations have interaction with other orgations in
the form of competition or cooperation and thugythake efforts to survive.

Although organism metaphor is criticised in thaigitores organisation employees’ activities in pinecess of
adaptation to the environment and that it doesatioww space for organisational conflicts and dwis, its

contributions to the field of education are undbldgaAs a matter of fact, organism metaphor hasrgispenness
and flexibility to management. The metaphor is alatuable in that it stresses the importance adratdtions

between organisations and their environment, of drurelations within organisations and of the reladi

between organisations.
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