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In the Name of God 

Editor's Note 

Toward a Rethinking of Organizational Culture Management: From Efficiency to Meaning, 

Ethics, and Sustainability 

In recent decades, the concept of "organizational culture" has evolved from a rather marginal variable 

in management studies into one of the foundational concepts for explaining organizational behavior, 

effectiveness, innovation, learning, organizational identity, and institutional transformation. The 

experience of organizations in complex and fast-paced environments demonstrates that structures, 

processes, and technologies—while essential to organizational performance—do not in themselves 

guarantee success and sustainability. What imparts direction, meaning, and coherence to these 

elements is a constellation of values, beliefs, norms, symbols, narratives, and behavioral patterns that 

find expression in the concept of organizational culture. 

From this perspective, the management of organizational culture is not merely a matter of 

administering a set of employee behaviors or designing cultural programs; rather, it concerns the 

recognition and steering of the system of meaning governing the organization, as well as the ways in 

which this meaning system shapes decision-making, human relations, performance, and the future of 

the organization. 

The contemporary organization operates under conditions in which environmental complexity, 

technological transformation, the emergence of artificial intelligence, the changing nature of 

occupations, generational diversity within the workforce, the expansion of communication networks, 

and rising stakeholder expectations have confronted traditional management paradigms with serious 

questions. Under such circumstances, organizational culture is no longer regarded as a merely "soft" 

and qualitative concern; it constitutes part of the strategic infrastructure of the organization and a 

significant factor in its capacity for adaptation, learning, innovation, and transformation. 

Accordingly, the fundamental question today is not whether organizational culture matters, but 

rather the more consequential question of which culture, in what context, for which organization, 

through what mechanisms, and under what conditions can lead to improved performance and 

sustainable development. 

The scientific-research journal Organizational Culture Management considers itself accountable to 

such questions and endeavors to provide a scholarly platform for the production, critical evaluation, 

and knowledge dissemination in this field. This publication does not merely aim to expand the volume 

of literature, but rather to contribute to the formation of credible, problem-oriented, context-sensitive 

knowledge that can be employed in understanding and solving the real problems of organizations. 

Within this framework, we require research that studies organizational culture not as a static 

phenomenon isolated from its environment, but as a dynamic system in interaction with structure, 

leadership, technology, human resource policies, the institutional environment, and social 

characteristics. 

Organizational culture does not take shape in a vacuum. Culture is the product of the continuous 

interaction among an organization's history, its leaders, its employees, formal and informal structures, 

shared experiences, reward and sanction systems, communication patterns, and the social and 

institutional context. Therefore, understanding organizational culture entails moving beyond common 

simplifications and according serious attention to contextual complexities. 

One of the journal's principal orientations is the strengthening of the link between theory and 

practice. Management research can fulfill its genuine role only when, in addition to advancing the 

theoretical frontiers of knowledge, it contributes to a better understanding of the problems confronting 
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managers and policymakers. Hence, the research studies published in this journal are expected to 

attend to the real problems of organizations while also resting upon clear theoretical foundations and 

sound methodology. In this regard, the concept of "evidence" occupies a fundamental position. 

Decisions concerning organizational culture should not be grounded solely in personal perceptions, 

scattered experiences, or generic managerial prescriptions. Today's organizations require evidence-

based knowledge—knowledge produced through rigorous methodologies, cognizant of its own 

limitations, and capable of responsibly transferring its findings to real-world contexts. 

Furthermore, the future of organizational culture management is inconceivable without due 

attention to digital transformation and artificial intelligence. The introduction of intelligent 

technologies into organizational processes is not merely a technological development; it brings about a 

profound change in the manner of work, communication, learning, decision-making, performance 

evaluation, and even the very definition of the human role within the organization. 

In the age of artificial intelligence, organizations will, more than ever before, encounter the 

question of how to strike a balance between harnessing the potential of technology and preserving the 

dignity, autonomy, responsibility, and human identity of employees. From this perspective, "digital 

organizational culture," "trust in technology," "AI ethics," "data literacy," "continuous learning," and 

"human governance of technology" constitute themes deserving the serious attention of the 

management scholarly community. 

Alongside technology, organizational ethics should likewise be placed at the center of 

organizational culture studies. An efficient organization is not merely one that achieves its objectives 

at lower cost and greater speed; rather, it is an organization that, along the path toward its goals, also 

accords due consideration to ethical principles, justice, human dignity, accountability, and the interests 

of stakeholders. 

Organizational culture, in this sense, can function as the context within which ethical behavior 

takes shape. If honesty, justice, accountability, and respect are institutionalized within the actual 

system of the organization, culture can become an internal mechanism for the regulation of behavior. 

However, if a discrepancy exists between espoused values and the organization's actual conduct, even 

the most meticulously crafted ethical charters will exert only limited influence. 

Accordingly, one of the significant research topics is the study of the gap between the "espoused 

culture" and the "lived culture"—that is, the divergence between what the organization articulates in 

its documents, slogans, and statements and what employees genuinely observe and experience in their 

daily working lives. 

It should also be noted that organizational culture is not shaped exclusively from the top down. 

Employees, professional groups, informal networks, and even customers and external stakeholders 

also participate in the production and reproduction of organizational culture. Culture, therefore, should 

be regarded as the product of an interactive, multi-level process in which power, meaning, identity, 

and shared experiences are continuously redefined. 

The journal Organizational Culture Management believes that the management scholarly 

community requires interdisciplinary research more than any other time. Understanding organizational 

culture will be constrained without drawing upon the capacities of psychology, sociology, educational 

sciences, communication studies, philosophy, technology studies, economics, and even data science. 

Therefore, this journal welcomes research studies capable of moving across disciplinary boundaries 

and offering a more comprehensive portrait of the human being and the organization—research that, 

rather than reducing the organization to performance metrics, studies it as a human, social, and 

meaning-bearing system. 

Along this path, attention to research methodology also holds particular significance. 

The nature of the problem calls for drawing upon quantitative, qualitative, mixed, and longitudinal 

methods, network analysis, comparative methods, and novel approaches to data analysis. No single 

method can be deemed adequate to address all issues pertaining to organizational culture; the method 

must be placed at the service of the problem and selected in accordance with the nature of the 

phenomenon under investigation. 

We likewise emphasize the imperative of strengthening the production of indigenous and context-

sensitive knowledge. The utilization of international theories is essential to knowledge development; 

however, the direct transfer of cultural patterns from one setting to another, without due regard to the 
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historical, social, institutional, and value-laden context, may lead to incomplete or even misleading 

outcomes. 

The Iranian scholarly community requires research that, while engaging in dialogue with the global 

literature, also brings the real problems of Iranian organizations to the forefront of attention and can, 

over time, contribute to the formation of theories and models commensurate with the country's cultural 

and institutional context. 

In this regard, the scientific quality of a journal depends not solely upon the number of published 

articles, but rather upon the quality of the questions posed, the robustness of methodology, the 

originality of findings, scientific transparency, research integrity, and the degree of impact achieved by 

the knowledge produced. Accordingly, the editorial policy of the journal rests upon supporting 

original, methodical, problem-oriented, and ethics-centered research. 

We expect authors to undertake research not merely for the sake of producing an article, but to 

address a genuine scientific or organizational problem; and we likewise expect reviewers and 

members of the editorial board to contribute to the quality of submitted works using a scientific, 

impartial, and constructive perspective. 

Ultimately, we believe that the future of organizations will not be built through "resource 

management" alone; it will be built through the management of meaning, trust, learning, identity, 

ethics, and culture. 

The organization of the future will be one capable of striking a balance between technology and the 

human being, performance and ethics, innovation and stability, the individual and the collective, as 

well as short-term interests and long-term sustainability. 

From this standpoint, organizational culture is not a peripheral concern of management, rather one 

of the most consequential arenas for the future of the field. 

In This Issue 
The first article addresses the cultural dimensions of male and female employees and the issue of 

auditors' professional skepticism, with the moderating role of experience and job position—a subject 

that ventures into relatively uncharted territory. 

The second article, with an emphasis on the role of organizational culture in building 

organizational trust amid cognitive warfare, offers a valuable analysis and represents nascent, 

emerging research. 

In the third article, the authors present valuable discussions by designing a macro-architecture 

model in higher education, with an emphasis on social capital. 

The fourth article examines the impact of ethical leadership in addressing the phenomenon of 

mobbing within organizations—one of the significant topics within organizational culture. 

The fifth article endeavors to design a qualitative model of organizational silence, which, as is well 

known, represents one of the most complex, interdisciplinary, and behavioral subjects in management 

studies. 

The sixth article examines the topic of intercultural strategies and the strengthening of the football 

brand; notably, sports management is among the academic disciplines of both this faculty and the 

College of Farabi, and the engagement with topics related to sports organizational culture stems from 

this consideration. 

The seventh article addresses the subject of foresight within defense organizations and 

subsequently offers valuable strategies for advancing this model. 

The eighth article analyzes the factors influencing harmonious leadership, presenting valuable work 

from a research perspective. 

We hope that the scientific-research journal Organizational Culture Management, drawing upon 

the capacities of faculty members, researchers, students, and managers, will make an effective 

contribution to the development of this field—serving as a platform for scholarly dialogue, 

constructive criticism, the presentation of novel findings, the bridging of academia and organizations, 

and the movement from descriptive knowledge toward explanatory and applied knowledge. 

In conclusion, I extend my heartfelt gratitude to all the researchers and scholars who, through the 

submission of scientific works, constructive criticism, and novel ideas, contribute to the enrichment of 

this journal. 



4    Organizational Culture Management, Volume 24, Issue 3, 2026 

I likewise wish to express my sincere appreciation to my esteemed colleagues at the College of 

Farabi: Dr. Pourrostami, the Deputy for Research and Technology; Mr. Roshanaei; Ms. Sobhani; and 

all the other dear colleagues and diligent contributors of this institution. 

May this journal serve not merely as a venue for the publication of articles, but as a space for the 

generation of thought, theory development, problem solving, and the construction of a more humane, 

more ethical, and more learning-oriented future for organizations. 
 

Dr. Hossein Khanifar 

Editor-in-Chief, Scientific-Research Journal Organizational Culture Management 
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 به نام حضرت حق

 سخن سردبیر

 به سوی بازانذیشی در مذیریت فرهنگ سازمانی؛ از کارآمذی تا معنا، اخلاق و پایذاری

هذیشیت، ثِ یىی اص هفبّین ثٌیبدیي دس  ای دس هغبلؼبت اص یه هتغیش ًسجتبً حبضیِ« فشٌّگ سبصهبًی»ّبی اخیش، هفَْم  دس دِّ
ّب دس  تجییي سفتبس سبصهبًی، اثشثخطی، ًَآٍسی، یبدگیشی، َّیت سبصهبًی ٍ تحَل ًْبدی تجذیل ضذُ است. تجشثِ سبصهبى

اًذ،  ّب، ّشچٌذ ثشای ػولىشد سبصهبى ضشٍسی دّذ وِ سبختبسّب، فشایٌذّب ٍ فٌبٍسی ّبی پیچیذُ ٍ پشضتبة ًطبى هی هحیظ
ّب،  ای اص اسصش ثخطذ، هجوَػِ وٌٌذُ هَفمیت ٍ پبیذاسی ًیستٌذ. آًچِ ثِ ایي ػٌبصش جْت، هؼٌب ٍ اًسجبم هی ٌْبیی تضویيت ثِ

 .یبثذ ّب ٍ الگَّبی سفتبسی است وِ دس هفَْم فشٌّگ سبصهبًی تجلی هی ثبٍسّب، ٌّجبسّب، ًوبدّب، سٍایت
ّبی  ای اص سفتبسّبی وبسوٌبى یب عشاحی ثشًبهِ هذیشیت هجوَػِاص ایي هٌظش، هذیشیت فشٌّگ سبصهبًی صشفبً ثِ هؼٌبی 

گیشی، سٍاثظ اًسبًی،  فشٌّگی ًیست؛ ثلىِ ًبظش ثش ضٌبخت ٍ ّذایت ًظبم هؼٌبیی حبون ثش سبصهبى ٍ چگًَگی تأثیش آى ثش تصوین
 .ػولىشد ٍ آیٌذُ سبصهبى است

فٌبٍسی، ظَْس َّش هصٌَػی، تغییش هبّیت هطبغل،  وٌذ وِ پیچیذگی هحیظ، تحَل سبصهبى هؼبصش دس ضشایغی فؼبلیت هی
ّبی  ًفؼبى، الگَّبی سٌتی هذیشیت سا ثب پشسص ّبی استجبعی ٍ افضایص اًتظبسات ری تٌَع ًسلی ًیشٍی اًسبًی، گستشش ضجىِ

ثخطی اص ضَد؛ ثلىِ  جذی هَاجِ سبختِ است. دس چٌیي ضشایغی، فشٌّگ سبصهبًی دیگش یه هَضَع صشفبً ًشم ٍ ویفی تلمی ًوی
 .صیشسبخت ساّجشدی سبصهبى ٍ یىی اص ػَاهل هْن دس ظشفیت آى ثشای سبصگبسی، یبدگیشی، ًَآٍسی ٍ تحَل است

ویت داسد یب خیش؛ ثلىِ پشسص هْن اص ّویي تش آى است وِ چِ فشٌّگی،  سٍ، پشسص اسبسی اهشٍص ایي ًیست وِ آیب فشٌّگ سبصهبًی اّ
تش ٍ تَسؼِ پبیذاس هٌجش ضَد؟ چِ سبصٍوبسّبیی ٍ تحت چِ ضشایغی هیای، ثشای چِ سبصهبًی، ثب  دس چِ صهیٌِ ذ ثِ ػولىشد ثْ اًَ  ت

وَضذ ثستشی  داًذ ٍ هی ّبیی هسئَل هی خَد سا دس ثشاثش چٌیي پشسص« هذیشیت فشٌّگ سبصهبًی»هجلِ ػلوی ـ پژٍّطی 
ًطشیِ، صشفبً افضایص حجن ادثیبت پژٍّطی ًیست؛ ػلوی ثشای تَلیذ، ًمذ ٍ اًتطبس داًص دس ایي حَصُ فشاّن آٍسد. سسبلت ایي 

 .ّبست هٌذ ٍ لبثل استفبدُ ثشای فْن ٍ حل هسبئل ٍالؼی سبصهبى هحَس، صهیٌِ گیشی داًطی هؼتجش، هسئلِ ثلىِ ووه ثِ ضىل
هثبثِ  ، ثلىِ ثِای ایستب ٍ هٌفه اص هحیظ صَست پذیذُ ّبیی ًیبصهٌذین وِ فشٌّگ سبصهبًی سا ًِ ثِ دس ایي چبسچَة، هب ثِ پژٍّص

 .ّبی اجتوبػی هغبلؼِ وٌٌذ ّبی هٌبثغ اًسبًی، هحیظ ًْبدی ٍ ٍیژگی ًظبهی پَیب ٍ دس تؼبهل ثب سبختبس، سّجشی، فٌبٍسی، سیبست
گیشد. فشٌّگ، هحصَل تؼبهل هستوش هیبى تبسیخ سبصهبى، سّجشاى، وبسوٌبى، سبختبسّبی  فشٌّگ سبصهبًی دس خلأ ضىل ًوی

ّبی پبداش ٍ تٌجیِ، الگَّبی استجبعی ٍ صهیٌِ اجتوبػی ٍ ًْبدی است. ثٌبثشایي،  ّبی هطتشن، ًظبم شثِسسوی ٍ غیشسسوی، تج
 .ای است ّبی صهیٌِ ّبی سایج ٍ تَجِ جذی ثِ پیچیذگی سبصی فْن فشٌّگ سبصهبًی هستلضم ػجَس اص سبدُ

تَاًذ ًمص  ٍّص هذیشیت ٌّگبهی هیّبی هْن ایي هجلِ، تمَیت پیًَذ هیبى ًظشیِ ٍ ػول است. پژ گیشی یىی اص جْت
گزاساى ًیض ووه  ٍالؼی خَد سا ایفب وٌذ وِ ػلاٍُ ثش تَسؼِ هشصّبی ًظشی داًص، ثتَاًذ ثِ فْن ثْتش هسبئل هذیشاى ٍ سیبست

، ضٌبسی هؼتجش ّبی هٌتطشضذُ دس ایي ًطشیِ، ضوي ثشخَسداسی اص هجبًی ًظشی سٍضي ٍ سٍش سٍد پژٍّص سٍ، اًتظبس هی وٌذ. اصایي
گیشی دسثبسُ  جبیگبّی اسبسی داسد. تصوین« ضَاّذ»دس ایي هیبى، هفَْم  .ّب ًیض تَجِ داضتِ ثبضٌذ ثِ هسبئل ٍالؼی سبصهبى

ّبی  ّبی هذیشیتی ػوَهی استَاس ثبضذ. سبصهبى ّبی ضخصی، تجشثیبت پشاوٌذُ یب ًسخِ فشٌّگ سبصهبًی ًجبیذ صشفبً ثش ثشداضت
ّبی خَد سا  ّبی پژٍّطی هؼتجش تَلیذ ضذُ، هحذٍدیت یبص داسًذ؛ داًطی وِ اص عشیك سٍشاهشٍص ثِ داًص هجتٌی ثش ضَاّذ ً

 .ّبی ٍالؼی سا داسد ّبی خَد ثِ هحیظ ضٌبسذ ٍ لبثلیت اًتمبل هسئَلاًِ یبفتِ هی
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ّوچٌیي، آیٌذُ هذیشیت فشٌّگ سبصهبًی ثذٍى تَجِ ثِ تحَل دیجیتبل ٍ َّش هصٌَػی لبثل تصَس ًیست. ٍسٍد 
ّبی َّضوٌذ ثِ فشایٌذّبی سبصهبًی، صشفبً یه تحَل فٌبٍساًِ ًیست؛ ثلىِ تغییشی ػویك دس ضیَُ وبس، استجبط، یبدگیشی،  فٌبٍسی
 .وٌذ گیشی، اسصیبثی ػولىشد ٍ حتی تؼشیف ًمص اًسبى دس سبصهبى ایجبد هی تصوین

گیشی اص  تَاى هیبى ثْشُ چگًَِ هیّب ثیص اص گزضتِ ثب ایي پشسص هَاجِ خَاٌّذ ثَد وِ  دس ػصش َّش هصٌَػی، سبصهبى
فشٌّگ سبصهبًی »ظشفیت فٌبٍسی ٍ حفظ ضأى، اختیبس، هسئَلیت ٍ َّیت اًسبًی وبسوٌبى تؼبدل ثشلشاس وشد. اص ایي هٌظش، 

اص « حىوشاًی اًسبًی فٌبٍسی»ٍ « یبدگیشی هستوش»، «ای سَاد دادُ»، «اخلاق َّش هصٌَػی»، «اػتوبد ثِ فٌبٍسی»، «دیجیتبل
 .اًذ بتی ّستٌذ وِ ضبیستِ تَجِ جذی جبهؼِ ػلوی هذیشیتهَضَػ

دس وٌبس فٌبٍسی، هسئلِ اخلاق سبصهبًی ًیض ثبیذ دس هشوض هغبلؼبت فشٌّگ سبصهبًی لشاس گیشد. سبصهبى وبسآهذ، صشفبً سبصهبًی 
یبثی ثِ اّذاف، اصَل ًیست وِ اّذاف خَد سا ثب ّضیٌِ ووتش ٍ سشػت ثیطتش هحمك وٌذ؛ ثلىِ سبصهبًی است وِ دس هسیش دست

 .ًفؼبى سا ًیض هَسد تَجِ لشاس دّذ پزیشی ٍ هٌبفغ ری اخلالی، ػذالت، وشاهت اًسبًی، هسئَلیت
گَیی ٍ احتشام دس  گیشی سفتبس اخلالی ػول وٌذ. اگش صذالت، ػذالت، پبسخ ػٌَاى ثستش ضىل تَاًذ ثِ فشٌّگ سبصهبًی دس ایي هؼٌب هی

ّبی  تَاًذ ثِ یه سبصٍوبس دسًٍی ثشای تٌظین سفتبس تجذیل ضَد؛ اهب اگش هیبى اسصش ثبضٌذ، فشٌّگ هی ًظبم ٍالؼی سبصهبى ًْبدیٌِ ضذُ
 .تشیي هٌطَسّبی اخلالی ًیض تأثیش هحذٍدی خَاٌّذ داضت ضذُ ٍ سفتبس ٍالؼی سبصهبى فبصلِ ٍجَد داضتِ ثبضذ، حتی دلیك اػلام

است؛ یؼٌی تفبٍت هیبى « فشٌّگ صیستِ»ٍ « ضذُ فشٌّگ اػلام»هیبى  سٍ، یىی اص هَضَػبت هْن پژٍّطی، هغبلؼِ فبصلِ اصایي
 .وٌٌذ وٌذ ٍ آًچِ وبسوٌبى دس تجشثِ سٍصهشُ خَد ٍالؼبً هطبّذُ ٍ احسبس هی ّبی خَد ثیبى هی آًچِ سبصهبى دس اسٌبد، ضؼبسّب ٍ ثیبًیِ

ّبی  ای، ضجىِ ّبی حشفِ شد. وبسوٌبى، گشٍُگی ّوچٌیي ثبیذ تَجِ داضت وِ فشٌّگ سبصهبًی تٌْب اص ثبلا ثِ پبییي ضىل ًوی
ًفؼبى خبسجی ًیض دس تَلیذ ٍ ثبصتَلیذ فشٌّگ سبصهبًی ًمص داسًذ. ثٌبثشایي، فشٌّگ سا ثبیذ حبصل  غیشسسوی ٍ حتی هطتشیبى ٍ ری

 .ضًَذ عَس هستوش ثبصتؼشیف هی ّبی هطتشن ثِ فشایٌذی تؼبهلی ٍ چٌذسغحی داًست وِ دس آى لذست، هؼٌب، َّیت ٍ تجشثِ
ّبی  ثش ایي ثبٍس است وِ جبهؼِ ػلوی هذیشیت، ثیص اص ّش صهبى دیگشی ثِ پژٍّص« هذیشیت فشٌّگ سبصهبًی»هجلِ 

ضٌبسی، ػلَم تشثیتی، ػلَم  ضٌبسی، جبهؼِ ّبی سٍاى گیشی اص ظشفیت ای ًیبص داسد. فْن فشٌّگ سبصهبًی ثذٍى ثْشُ سضتِ هیبى
 .صبد ٍ حتی ػلَم دادُ، ثب هحذٍدیت هَاجِ خَاّذ ثَداستجبعبت، فلسفِ، هغبلؼبت فٌبٍسی، الت

تش اص اًسبى  ّب حشوت وٌٌذ ٍ تصَیشی جبهغ وٌذ وِ ثتَاًٌذ دس هشص هیبى سضتِ ّبیی استمجبل هی سٍ، ایي ًطشیِ اص پژٍّص اصایي
یه ًظبم اًسبًی، ػٌَاى  ّبی ػولىشدی، آى سا ثِ ّبیی وِ ثِ جبی تملیل سبصهبى ثِ ضبخص ٍ سبصهبى اسائِ دٌّذ؛ پژٍّص

 ٌّذ.اجتوبػی ٍ هؼٌبیی هَسد هغبلؼِ لشاسد
 .ای داسد ضٌبسی پژٍّص ًیض اّویت ٍیژُ دس ایي هسیش، تَجِ ثِ سٍش

ّبی تغجیمی ٍ سٍیىشدّبی ًَیي  ّب، سٍش ّبی ووی، ویفی، آهیختِ، هغبلؼبت عَلی، تحلیل ضجىِ هبّیت هسئلِ، اص سٍش
گَی ّوِ هسبئل فشٌّگ سبصهبًی داًست؛ سٍش ثبیذ دس خذهت  تَاى پبسخ سا ًوی تحلیل دادُ ثْشُ گیشًذ. ّیچ سٍش ٍاحذی

 .هسئلِ ٍ هتٌبست ثب هبّیت پذیذُ اًتخبة ضَد
الوللی ثشای تَسؼِ داًص  ّبی ثیي هٌذ تأویذ داسین. استفبدُ اص ًظشیِ هب ّوچٌیي ثش ضشٍست تمَیت تَلیذ داًص ثَهی ٍ صهیٌِ

لگَّبی فشٌّگی اص یه هحیظ ثِ هحیظ دیگش، ثذٍى تَجِ ثِ صهیٌِ تبسیخی، اجتوبػی، ًْبدی ضشٍسی است، اهب اًتمبل هستمین ا
 .وٌٌذُ هٌجش ضَد تَاًذ ثِ ًتبیج ًبلص یب حتی گوشاُ ٍ اسصضی، هی

ّبی ایشاًی سا ًیض دس  ٍگَ ثب ادثیبت جْبًی، هسبئل ٍالؼی سبصهبى ّبیی است وِ ضوي گفت جبهؼِ ػلوی ایشاى ًیبصهٌذ پژٍّص
 .ّبیی هتٌبست ثب صهیٌِ فشٌّگی ٍ ًْبدی وطَس ووه وٌٌذ ّب ٍ هذل گیشی ًظشیِ ًَى تَجِ لشاس دٌّذ ٍ ثتَاًٌذ ثِ تذسیج ثِ ضىلوب

ّب، استحىبم  دس ایي هیبى، ویفیت ػلوی ًطشیِ تٌْب ثِ تؼذاد همبلات هٌتطشضذُ ٍاثستِ ًیست؛ ثلىِ ثِ ویفیت پشسص
وی، سلاهت پژٍّص ٍ هیضاى اثشگزاسی داًص تَلیذضذُ ثستگی داسد. ثش ّویي اسبس، ّب، ضفبفیت ػل ضٌبسی، اصبلت یبفتِ سٍش

 .هذاس استَاس است هحَس ٍ اخلاق هٌذ، هسئلِ سیبست تحشیشیِ هجلِ ثش حوبیت اص پژٍّص اصیل، سٍش
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ه هسئلِ ػلوی یب هب اص ًَیسٌذگبى اًتظبس داسین وِ پژٍّص سا ًِ صشفبً ثشای تَلیذ یه همبلِ، ثلىِ ثشای پبسخ دادى ثِ ی
سبصهبًی اًجبم دٌّذ؛ ٍ اص داٍساى ٍ اػضبی ّیئت تحشیشیِ ًیض اًتظبس داسین وِ ثب ًگبُ ػلوی، هٌصفبًِ ٍ سبصًذُ، ثِ استمبی ویفیت 

 .آثبس ووه وٌٌذ
ب، اػتوبد، سبختِ ًخَاّذ ضذ؛ ثلىِ ثب هذیشیت هؼٌ« هذیشیت هٌبثغ»ّب صشفبً ثب  دس ًْبیت، ثبٍس هب ایي است وِ آیٌذُ سبصهبى

 .ضَد یبدگیشی، َّیت، اخلاق ٍ فشٌّگ سبختِ هی
سبصهبى آیٌذُ، سبصهبًی خَاّذ ثَد وِ ثتَاًذ هیبى فٌبٍسی ٍ اًسبى، ػولىشد ٍ اخلاق، ًَآٍسی ٍ ثجبت، فشد ٍ جوغ، ٍ هٌبفغ 

 .هذت ٍ پبیذاسی ثلٌذهذت تؼبدل ثشلشاس وٌذ وَتبُ
 .ّبی آیٌذُ هذیشیت است تشیي هیذاى ثلىِ یىی اص هْن اص ایي هٌظش، فشٌّگ سبصهبًی ًِ حبضیِ هذیشیت،

 در این شماره

دس همبلِ ًخست ثِ اثؼبد فشٌّگی وبسوٌبى صى ٍهشد ٍهَضَع تشدیذ حشفِ ای حسبثشسبى ثب ًمص،تؼذیلگش تجشثِ ٍجبیگبُ ضغلی 
 .پشداختِ ضذُ وِ اص ًظش هَضَع ثِ ػشصِ ثىش پبگزاضتِ است

فشٌّگ سبصهبًی دس ایجبد اػتوبدسبصهبًی دس جٌگ ّبی،ضٌبختی ، تحلیلی اسصضوٌذ ٍتحمیمی  ٍدس همبلِ دٍم ثب تبویذ ثش ًمص
 .ًَپذیذ اسائِ ًوَدُ است

یسٌذگبى ثب عشاحی الگَی هؼوبسی ولاى دس آهَصش ػبلی ثب تبویذ ثش سشهبیِ اجتوبػی هجبحثی اسصضوٌذ اسائِ ًوَدُ ذدس همبلِ سَم ًَ  .اً
سّجشی اخلالی دس هَاجِْ ثب پذیذُ اٍثبضگشی)هَثیٌگ( دس سبصهبى پشداختِ اًذ وِ اص هجبحث هْن همبلِ چْبسم ًیض ثش تبثیش 

 .فشٌّگ سبصهبًی است
همبلِ پٌجن دس تىبپَی عشاحی هذل ویفی سىَت سبصهبًی است وِ ّوبًغَس وِ هی داًین سىَت سبصهبًی اص هجبحث پیچیذُ 

 .ٍ هیبى سضتِ ای ٍ سفتبسی دس هذیشیت است
ضطن هَضَع ساّجشدّبی هیبى فشٌّگی ٍ تمَیت ثشًذ فَتجبل سا هَسد ثحث ٍثشسسی لشاس دادُ ٍ الجتِ سضتِ هذیشیت همبلِ 

ٍسصضی یىی اص سضتِ ّبص تحصیلی ایي داًطىذُ ٍداًطىذگبى فبساثی است ٍ پشداختي ثِ هجبحث هشتجظ ثب فشٌّگ سبصهبًی ٍسصش 
 .اص ایي جْت است

ی دس سبصهبًْبی دفبػی پشداختِ ٍ سپس ساّىبسّبی اسصضوٌذی دس استمبی ایي الگَ اسائِ همبلِ ّفتن ثِ هَضَع آیٌذُ ًگش
 .ًوَدُ است

 .همبلِ ّطتن ثِ ٍاوبٍی ػَاهل هَثش ثش سّجشی ّوٌَا پشداختِ وِ اص صاٍیِ پژٍّطی وبس اسصضوٌذی اسائِ ًوَدُ است
اتىب ثِ ظشفیت استبداى، پژٍّطگشاى، داًطجَیبى ٍ ثتَاًذ ثب « هذیشیت فشٌّگ سبصهبًی»اهیذٍاسین هجلِ ػلوی ـ پژٍّطی 

ّبی ًَ، پیًَذ  ٍگَی ػلوی، ًمذ سبصًذُ، اسائِ یبفتِ هذیشاى، سْوی هؤثش دس تَسؼِ ایي حَصُ داضتِ ثبضذ؛ ثستشی ثبضذ ثشای گفت
 .داًطگبُ ٍ سبصهبى ٍ حشوت اص داًص تَصیفی ثِ سَی داًص تجییٌی ٍ وبسثشدی

ّبی ًَ، ثِ غٌبی ایي ًطشیِ  ًظشاًی وِ ثب اسسبل آثبس ػلوی، ًمذّبی سبصًذُ ٍ ایذُ اى ٍ صبحتدس پبیبى، اص ّوِ پژٍّطگش
 .وٌٌذ، صویوبًِ سپبسگضاسم ووه هی

ّوچٌیي اص ّوىبساى داًطىذگبى فبساثی جٌبة آلبی دوتش پَس سستوی هؼبٍى هحتشم پژٍّص ٍفٌآٍسی ٍ جٌبة آلبی سٍضٌبیی 
 .ٍتلاضگشاى ایي هجوَػِ صویوبًِ سپبسگضاسم ٍسشوبس خبًن سجحبًی ٍسبیش ػضیضاى

ثبضذ وِ ایي هجلِ، ًِ صشفبً هحلی ثشای اًتطبس همبلِ، ثلىِ فضبیی ثشای تَلیذ اًذیطِ، تَسؼِ ًظشیِ، حل هسئلِ ٍ سبختي 
 .ّب ثبضذ تش ثشای سبصهبى تش ٍ یبدگیشًذُ تش، اخلالی ای اًسبًی آیٌذُ
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