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Abstract

Introduction

Culture is the unwritten but tangible foundation of the organization and it consists of factors like
fundamental assumptions, values, beliefs, norms and the way of thinking of the organization’s
members, and in fact, it is the same guideline that serves as a desirable attitudinal and behavioral
framework for newcomers. The aim of the current research is to analyze the organizational culture of
Beid Boland National Gas Refining Company in order to identify challenges and to provide
solutions.

Method

The statistical population included all employees of Bidbland Refinery Company and the other affiliated
employees of this company in Mian Koh city. The research was conducted in two quantitative and
qualitative phases. At the first (quantitative) phase, the simple random sampling method was employed.
The instrument at this stage was a questionnaire, and it was distributed among the employees with a
return rate of 56%, and finally 170 questionnaires were obtained. The data in this section were subjected
to a t-test with using SPSS software. In the second phase of the research (qualitative), a semi-structured
interview was conducted with 11 managers and experts (up to theoretical saturation of answers) and the
data were analyzed using the method of directed and summarized qualitative content analysis.
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Results

The results showed that among the four dimensions of Denison's cultural model, the mission dimension
with the highest mean value indicated the first rank and priority, after that the participation dimension,
then the integration variable, and finally the lowest mean related to the cultural flexibility variable among
the employees of the Bidebland National Gas Refining Company. Among the components,
empowerment, fundamental values, creating change and goals and objectives, with the highest average
value, signposted more weight in the organizational culture of this company. The results of the qualitative
content analysis of the interviews showed that the organizational culture variable included 4 components,
10 concepts and 40 codes.

Discussion

Due to examination of four cultural variables and their 12 components in Bidbland National Gas Refining
Company, it was concluded that the employees of this company were more principle-oriented people
(atmospheric goal). At the end, the strengths and weaknesses of the company's organizational culture
were analyzed and management solutions and suggestions were expressed.
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Figure 1: Denison's model of organizational culture
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Table 1. Descriptive statistics of Denison model variables in Bidbland gas refining company

Variable Variable components of participation Number Mean Standard deviation
Empowerment 170 3.75 0.64
Participation team building 170 3.67 0.65
Ability development 170 3.70 0.77
fundamental value 170 3.87 0.64
Integrity Agreement 170 3.39 0.62
integrity 170 3.53 0.71
Bringing about change 170 3.65 0.80
Flexibility Focus on the customer 170 343 0.72
Organisational Learning 170 3.56 0.81
Strategic guidance 170 372 0.77
Mission Goals and objectives 170 373 0.75
beyond seeing 170 3.68 0.77
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Table 2. Sample t-test of organizational culture variables according to Denison's model

3= Test value
. 95% confidence
. Variabl t
Variable arable components The degree Significance Level of between differences
of participation t the mean
of freedom level . Lower Upper
difference . .
limit line
Empowerment 15.24 169 0.000 0.75 0.65 0.85
Participation Team building 13.25 169 0.000 0.67 0.57 0.77
Ability development 11.76 169 0.000 0.70 0.58 0.81
Fundamental value 17.53 169 0.000 0.87 0.77 0.97
Inteerit Agreement 8.17 169 0.000 0.39 0.29 0.48
srty Integrity 9.63 169 0.000 0.53 0.42 0.64
Bringing about change  10.63 169 0.000 0.65 0.53 0.77
Flexibilit Focus on the customer ~ 7.77 169 0.000 0.43 0.32 0.54
Y Organisational Learning  8.97 169 0.000 0.56 0.43 0.68
Strategic guidance 12.09 169 0.000 0.72 0.60 0.83
Mission Goals and objectives 12.72 169 0.000 0.73 0.62 0.83
Beyond seeing 11.54 169 0.000 0.68 0.57 0.80
Participation 15.68 169 0.000 0.70 0.62 0.79
Cultural .
dimensions of Integrity 14.17 169 0.000 0.59 0.51 0.68
Dennison's model Flexibility 10.81 169 0.000 0.55 0.44 0.65
Mission 13.29 169 0.000 0.71 0.60 0.82
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Table 3. Ranking of cultural dimensions of Denison's model and its components

. Significance Variable Significance .

Variable rank Mean Component Mean Variable
level rank level

1 0.000 7.19 Empowerment
3 0.000 6.54 Team building 2 0.000 2.74 participation
2 0.000 6.72 Ability development
1 0.000 8.20 Fundamental value
3 0.000 4.64 Agreement 3 0.000 2.25 integrity
2 0.000 5.90 Integrity
1 0.000 6.61 Bringing about change
3 0.000 5.08 Focus on the customer 4 0.000 221 flexibility
2 0.000 6.27 Organisational learning
2 0.000 7.02 Strategic guidance
1 0.000 7.17 Goals and objectives 1 0.000 2.80 Mission
3 0.000 6.67 Beyond seeing
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Table 4. Qualitative analysis of the information obtained from interviews with managers of Bidbland
Gas Refining Company

Code Concept Component Category
The necessity of matching the employees with the assigned job
The existence of expertise in work

Perseverance and follow-up of employees to achieve the organization's goals Job related
Attention to the full supervision and evaluation of employees values
The existence of strong communication between the employees of the organization © ©
There is a strong consensus among the employees of the organization = 2
There is mutual respect between employees > E
Human values =
Respect each other at work g
Paying attention to holding religious and national ceremonies Values related =
Installation of signs and murals related to gas pipes to Bedeland Gas 3
The use of symbols and statues related to gas affairs in the organization Refinery gn
How to deal with newcomers o
Organizational strength of newcomers . =
N [T Cognitive Ef
Most of the organization's employees are not idealistic - 5
. . . . attitudes 2
Sometimes the process of doing the work depends on the person's personality (powerful or <

submissive) and the person's boss (coaching or commanding).
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Code Concept

Component

Category

Organization employees are not demanding

Reducing employee commitment to the company and work

It is easier to ask employees than before

Less work of employees than before

The support of the high-handed manager can be effective in the underemployment of
employees

Behavioral
attitudes

Lack of dependence on workplace and organization Em9t10nal
attitudes

Upstream commands

The opinions and views of senior managers about the type of organizational behaviors

Defined technical works

Defined work standards

Most of the work is done in a specific command framework

Flexibility in the field of human resources work, research unit, etc., which have the ability to be

flexible, which again depends on the manager's opinion

Management's thoughts and their different interpretations of the law are the basis of

organizational orders

The rules are fixed, but there are differences in implementation based on different opinions and

interpretations

Superior and sovereign orders are mandatory

Existence of flexibility in legal boundaries

The existence of local and regional organizational customs

The way of interactions in the organization space

The way of communication

institutionalized custom in the organization

Employees are satistied with the current situation of the organization

Type of employee organizational coverage

Using the special uniform of the gas company

Use of helmets and personal safety equipment on the site

The existence of local languages and dialects Language

Managers' strict attention to empowering employees

Strict attention of the organization's managers on the training of new courses

Attention to updated training

High effectiveness of training courses Education And

Training of each organizational unit according to the specific training needs of that unit Information

Changing the content and amount of training according to the conditions

The possibility of suggesting training courses by managers or floor personnel to the training

unit

Preparing employees to accept new tasks

Giving opportunities for new learning

Employees are sent to affiliated companies to gain experience

Preparing employees to participate in meetings

Encouraging employees to express their opinions in meetings Gaining

The possibility of gaining experience according to the morale of the personnel (if the person experience

himself wants this development and shows himself)

Attention to the person's expertise at the beginning of employment

Paying attention to the educational qualification and the training received in order to hand

over the job responsibility

Professional
standards

Organizational
etiquette

Dress

Having skills and experience related to the job to delegate responsibility Manpower

Decision making by teams and committees

The existence of different working groups Valuing the

Existence of participation system collective
Paying attention to collective wisdom, developing a weekly participation plan

Collect suggestions and criticisms

Change of participation depending on economic, social, cultural conditions

Change of participation depending on the amount of rewards, incentives and.... Motivation
The need to motivate to participate in affairs

Participation with reward and encouragement

In-service courses tailored to the educational needs of each person (especially management
category)

Retraining contract personnel regularly

Changing the amount and quality of participation in different courses

Tasks that are not risky are solved interactively Intervention of

Retraining

High flexibility in such a way that there is more flexibility than the set boundaries personnel
Creating opportunities for innovation and flexibility in the organization, for example, in the Opportunity
field of gas sweetening and... creation

Norm

Symbol

Empowerment

Team building

Ability development

Participation
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Code Concept Component Category

Giving people the opportunity to show their ideas and sometimes implement them, which also
leads to job promotion

In general, the order in work has been accepted from whole to small

Without compliments, work matters are followed seriously

Resistance to change

Solving the problems of other organizations with which there is a relationship, paying attention
to social responsibility) Attention to
Power distribution system in the organization balance
Participation of highly intelligent people in committees

Having high self-confidence people participate in committees

Informal relationships are effective in coordination

There is proper coordination between different departments

The existence of a dispute resolution council and efforts to compromise and coordinate in
every work contract

The existence of working relationships and solving work problems in meetings

Attention to the convergence and divergence of thoughts

Creating a publication to strengthen information sharing and create intellectual harmony
among personnel

Both managers and personnel have access to the recipes

The existence of hierarchical coordination

Existence of structural coordination

The existence of special software to determine the details of the work

Resistance in order not to disturb the peace

Resistance to maintain habits

Change slowly and slowly

Change with prior notice

The need to understand change

The need to notify changes

There is an implementation process for changes (if changes are needed and recognized by
personnel, they are sent to the systems analysis unit through the system and are reviewed)
The personnel of the organization floor can also take their work ideas to the committees and
discuss them Motivation to
The cooperation of the refinery in presenting and publishing articles and books change

Maintain the
status quo

Fundamental
value

Participation

Agreement
Integrity

Coordination

Integrity

Communication

Keep the habit

Change
engineering

Bringing about change

Promote new ideas

Paying attention to honoring the lord of existence

Attention to the stakeholders of the organization

The need to learn the updated job description

The need to learn the job road map

The need to hold in-service training courses to keep the information up-to-date
The need to use the opportunities of the day

The need to use new tools and devices

Giving the personnel the opportunity to learn

th
€
C

118

Respect others © =

Update

Organisational
Learning
Flexibility

The existence of the organization's strategic document Specity the road
map

Strategi
c
guidan
ce

Existence of upstream documents about the purpose and strategy of the organization

Updating policies

Communicating updated goals and visions on organizational boards

Attention to the determination of all personnel of the organization in accepting new and Update goals
updated goals

Updating management systems

The stability of the mission of the organization

Changing the internal and external conditions of the refinery

Changing organizational opportunities and threats Foresight
The cycle of changing goals and prospects according to the internal and external conditions of

the organization

Goals and
objectives

Beyond
seeing

Table 5. Other research achievements about organizational culture

Code Concept Component Category

Making big decisions by the top headquarters
Lack of real understanding of the conditions of the refinery by the upstream headquarters

The difference in the point of view of the headquarters forces

compared to the operational forces

Quantitative understanding of headquarters forces

A feeling of danger towards the decisions of the headquarters for the operational forces
Having a small view of the headquarters forces

The need to have a qualitative view

The need to understand personnel and maintain them

Failure to pay attention to the
actual working conditions
Hard work
Weaknesses Strengths
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not paying attention to quantitative criteria in production

Multiplicity of forces at the beginning of employment in terms of the same position and unequal salaries and
rewards

Organizational conflict in terms of existing discrimination

Eliminating ethnocentrism and tribalism in the organization

Paying attention to the recruitment of talented people and not only urban or ethnic people, the lack of
personnel due to the non-approval of the Ministry of Oil for the recruitment of labor

Paying close attention to the entry of people from outside the organization, the need to form cultural
committees and define new issues

The need for inspection and supervision at higher levels of the organization

Lack of attractiveness of the organization and its facilities for highly talented personnel

Agreeing to the exit of talented people from the organization

The state of the company and the clarity of the salary and benetfits of the personnel

Difficulty in maintaining personnel with special expertise due to the incompatibility of salaries and benefits
with the level of expectations and expertise

During a period, many service personnel entered the organization and gradually entered the top positions of
the organization, which still did not have sufficient scientific preparation

Official manpower gap

Lack of full commitment of contracted personnel to the organization

The desire of non-native forces to go to bigger cities with more facilities

Macroeconomic and livelihood discussion that does not fit with the income and facilities of organizations
The heat and bad weather made it more difficult to work

Generational gap between refinery workers and not sharing information with each other (intergenerational
gap has hindered data exchange)

The oldness of some devices and tools of the refinery that require a lot of money to update

The need to increase the capacity of the refinery

Restriction of gaseous feed

Proportion of knowledge and experience

The presence of rich technical knowledge of personnel

Promotion based on qualification and value of work, efficiency and...

The need to promote from within the organization step by step

Existence of order in the whole organization

Information transparency culture

Acquaintance of personnel with standards and audits

Use of new management systems

Existence of specialized committees

Participation in affairs and decisions

Envir

The social responsibility of the organization towards the people of this region, such as the construction of a
sports field for the villages of Bidzard and Bidbland

The attention of native and local forces such as recruitment from nearby villagers

Dealing with personnel welfare matters

Attention to the satisfaction of the organization's stakeholders

Flexibility in responding to the customer and responding to him at any time

Regular meeting of the managing director with all personnel face-to-face and comfortable and sincere
customer appreciation

Attention to the social responsibility of the organization

Being the oldest and most experienced gas refineries in the Middle East

Cultivation of great oil managers from the heart of Bidbland Refinery

The presence of rich and complete rules in the organization

Having an open mind in dealing with issues

Due to the old age of oil and oil-related organizations, there is a rich culture and high order in the complex
from before until now

Managers' efforts to motivate personnel to serve in deprived areas

Efforts to support the families of personnel include counseling

Existence of cultural councils, participatory management

Compliance with security issues, including paying close attention to the presence of people outside th
organization

Regular evaluation of last year's indicators and identification of their upward and downward trends
Compassion of personnel for the organization and its growth

The attachment of personnel to the job and not dependence

A sense of responsibility towards work matters, the organization's attention to the growth and development
of personnel

Helping personnel families, for example, family counseling

Giving rewards and points as much as possible to motivate the retention of personnel in hard working
conditions

Helping the personnel and families to use their free time

@
10

Attent:

onme

nto
~monitori motivati

The
maintain centrality of

Efforts to

Organizational

Internal
problems

Attention to professional

Seeking
participation

Supervision

Staff affairs

ntal
probl

consider others

honors

conflict

values

ng and
evaluatio

ng

values

personnel

ems

Organizational problems

being professional

Follow up

managers

Recruiting

land

retaining




(Y oyled VY 0y90 VENY Dlims) 5 5mb) Sl 5 amine by, Sladlas ay

Not having arrears for personnel

The lack of appropriateness between the expertise of the personnel and their salaries and as a result the
inequality created (salaries and benefits for expertise), people have resigned and gone to other companies or
abroad.

The policy of downsizing the government and thus attracting less and imposing work on the remaining
forces in the organization

Government problems in paying salaries

The problems of
being a
government
Challenges

lojles Kinp e gl ool it ¥ oliss camd o oLis B 5 F Jshaz 5o lyime Jalows gl 45 jsboslan
saslas ;o a5 Jb o abl oo o9l 5 g pdillas! (( S> LSS oS lie Jolis a5 o)l 0429 ygands
ssba Slojle Saa B Cilsz B ol (e wilia 5 20Vl (e 2852 plilaicelo 5 plpae b asdl s boass
20l s 4 S s Slejle Kooy 5l ael> wuo jgaiadl o U ogd gl ysein] gmads Joe pegdle S
5 Sl oo s S 5 o sypm 555 ol olyiesy el Sind juite i (e
5 Lo )lnia das S5 dai,) ailie T shls olojle Simyd i a5 ols oLt ladsslas awib 5 loces
b by laghsyl s Sl slaghy)l (o ar ataly slat)) psede T s (851 adlie conl (Lasled
G 9,800y QIS 55 mast ey alsme Jad b GLS)I el po3) (o)) o5 VY 5 (o 515 oYL
lesls QLSS s o35 bl )| 055 (SIS LelS ol 5 yllis 4 4z g elels Glaal gios b LS IS
a2 IS Jome 50 S0aSy Sl cule; GUSH  blie pl 2ol 8525 clojl (LSS oz (558 (5,5 3529
5 Lol 5l oolizul 5 55 sloall b Lo (gl csilod 5 obli ca oo 5 codie Slowlie (6,350
londs 23l laasmlas o 5l bje, 45 caul 53 & oY bl e (Slojlo ;5 55 oal b Lo o (gladanine
Sl il Sy 50 PS50 oS oud sl Bime (5l bl (eluly loge; (o055 angez | paalie (rrizan
(s gla p,S) esghe ¥ b bS5 ailpe aibl e Guis ol Slool 458 laailie et ools
15 Jlosal 31503 ol 31 lojls <508 w0503 31,31 3,55 2 0505) 50, Vo g (hble Slo 3,55 5 o k8) slos )5S
Gord b (020) 9,8 ped) 9 (B0 L wiadlys) 98 Coasid 4y 5 plnil i) (B lesle QLS i o5
O Albialy G5 9 E8 8 4y S QLS was palS plejle QLS (09 Sadllas s (Soas (3
OB 6,805 5o Wlgiee (fwd Vb poe Colem (oaad 4y Cd OLS)I (ol S5 65 (o 4 s LSS
GEE) Sl 5 glad > sl lulinh) psgie ¥ L jlis adlie (lojlo 5,15 Jome ap (Sily pas 5 conl 5o
8 sl )5 (Slsle slalid,y o5 o)Ly wi )l Gl pae sBaus g Sk (oWl Ol jgiws) e, VO g (Slejle
2 SadySllasl wisgd oo plxl B (5)5ws Coz ez )0 Sl i wadia 5 (6,15 o bl oaics
ke i Stan pled 5l 4 5l (g ipcillan] CollE 4 L g Liagy anly o sl mlie laslelS 55>
3 Fg ain ol uled caanl Slejle Dl jgiws gl (5l 5l lagl Sglase (glo pdd 9 o e OS5 1o
S99 el >VIo Y Sl g oVl Oljgiws walize pewlas g olda b 0sd o Sloul ol 12
lojlo sl )3 oo js5 5 05t (Slojlos Glailaie 5 ozt pgesy 5 Sl 925 (B Slojye s (g pdydllasl
VL oled adlie g (plojlo 9290 g 4 QLSS oy @B 5 lejle )0 sadansles Spe Dbl ()18 05
g U Sl eslitul Gl ES 15 o9 priadg Sl eslitul (LSS (Slejle Gide £9) 0, T g (0l 9 L) psrde
A et (e laiagS 5 ol 092y 9 ule o (patid (Sl Dl
Slial) g ¥ ol o whlyge S5 L ek i i sl (slasls Kiap ) ki ool
oz d (@005l Sl oy sislan s (Slusedbl 5 (3590 pshe A Skl arsi 5 silen
U 3luaiailys p e 95T azg) o, YY 5 (iluco b 5 Jawyy ol alsloe ws5elil «(sjloe Sl
(el slroygs Vb il Gsyn slagiisel & dz g iz slaeyss (Bl plesle plnas aST ez



ay o g O g S5 sl Slojle Kin 651815 to3l 35 g 5 BIK

gl b casline Gijgel Gliee g lsime ot oy plos ol (LS55l glajlss » Ly Slojlos axly o 55ge]
Sy oS silwoslel (yhigel axly a4 &S iy b g olpae Bl 5l iisel glaoygs ol sleainy ISl
oS g alaly glacS b 4 (LS pllacl wpos GlagSol Cqa cun )b ol i by B pdy
el wladz o 095 Sl liabi o cgz HUS S Breis wlals 0 &S5 18 Cgz LSS 0,5 eslel o0
(o pLas 1) (Bogs g adl S8 yin (nl (lalss 08 3,8 995 45 g0 )0) Jwy demg) @ 2 b el
Sdgiae (IS Sy oadonss labisel 5 (eard Siae 4z pladiial g 0 03 et 4 >
S97y aaeS g baped hiwgl (§ilupredl (olgtue )Ty Sz a0 b s e 425 9 Ol LB (e
loolgiion (6 glann o8 lie  San dolip (290 rod 0,5 41 dxg S Lo pllas g9 wgliie (slaog 5,15
Lo 2ol liee 4y Ay 5 Lt yerid ( Sip b o eelaizl cgolandl Lyl od 4y aty o5 Lo e clolizl
Consd yads 6lboysd (39 5 opl b olyan S Lis oypal yo ES Lhs gz ol 035l po3) 5 Wb Gaieo
Sy sobtr ol g Glony Sy S39a3k (s 03 Logas) asd o (objsel slals b cliie
Wishoo o oli aisls jeelo,blive a5 la,l5 wilie glooyes p0 oS lie CukeS 5 Glps s
9 G9le o yd ol W)l dgmg edins slajye 5l i s pddilas] a5 GlaigS 4 YU g pdylal
BB g oyl ols lis caa o8l a4 ols s )8 g g 38 (gilecm el a5 M lojle Ho (6 iy Blasl
ol (355 0 o8 it Gl e a5 T 005 2]

i e ¥ ol o Sl i Jao 3k Slojle Sinp Joo Sl eite oaes S it
Sl Al (lE 4 Ay wezge oy Lix) psrde O Jold izmes wllioe (S )LSe 5 Bl ool
G il Bl gy el oad (B pdy 52 B S 5l a5 50 olai (S jeba) 5o, VY 5 (bl 5 (Salen
Ol 09z alaly byl b oS Slaglesle plo OMSUe Jo i ply 50 Ceagline 9929 o oo Jlio oo L
Oole &8 5 daaeS o YL g Lol Bl ols a8 8 lele jo a8 g8 allas o cloia| Codgins 4y ax g3
LI et canslin Sinlod 5525 cunsl 5o b Sinlod ;5 amsyé Lasly, baieaS ;o YU o 4y slazel L ol 3
J> 5 6,5 Ly, 925 )15 Sl 1B e jo (Siales 5 (hile sl I 9 DS o sly58 d92g walide
SleMb] (2l38 STl g caz agpid obml «l,SE L151s 5 o San 4 drg wOladr o)l OIS
ok (Sanlon 3529 ijls (o ytwd boJosllgwd 0 iy 02 5 Glpde o8 Jimyy G (6,58 (Saalon slnly
el ()5 Slosor ol aie w2l SlalEle 5 92 5 (5 LSl (Saales sg2g ¢ e

ool 95754 allse ¥ ol 45 adlygn s piyedllan] pgmis Jao Gab Slejlo Sin jl jeiie page
3 IR Sl e oSl e i oS0l L3i) psge B (Slajle 555 5 e 2 35 03 e
docsle La> gl Cuwglie dacole Lia> gl Cooglio inlyl 10,558 w0 Caz Caglin) jo, VA § (Sl jg
@zl gy Dl Sloyedbl psi) i S0 el (L Gl b i )] 5 iy Ojsor i
Wi Jelos a1y (gl s Gayb 5 Jrwp Jawgs Ol G 5 et & 5l S50 59) 90 92y Dl s
00 p SladieS ) 255 )15 sloosl atlgi oo 5 Glojlu GBS Jiwp (355 o0 )3 (o2 3590 9 35000 JLo)]
€575 Syl S R Az gl wax Glaonl g (S (Vs Ol g byl o oVl () Ken )G Cou 4
looy50 &)1 » poil (Jad ol 4 (650l po3) ondyo,h Jad b S0k poi lojle ladisd 4 4z
s VLIl eslinal po3l g, slaceoyd 5l ool el DleMBI (135 oyk Cuz CwdS ed bjse]
ilge (o @ 650k Cuo b ol g daz lrolSiiws

45 3950 ouilys 8 (St ygele PMhol &S wiligo upgale (ygmnis (Slajle Kand Jon Bk o)z e
g Slaal Jleyje,a ol 4l (05 jasin) pagas ¥ (wal 3 g dolie 5 Blanl (g0l Colan) dalie aw ol



(Y oyled VY 0y90 VENY Dlims) 5 5mb) Sl 5 amine by, Sladlas a¥

5300 cobojle S5l 5 Bam o)lyo sVl sl vy loles Syl l ais 0529) Soy Ve 5 (6 ,Sout]
Frony &lS i @ azgs (Slojle slaghls )0 eulisiar glajlulpinr 5 Sl Sle,edbl da il o
st Olajle Sdloy Gog Sl (e Slaptenas (A jo)h 0adiern g war Slaal Bpdy e olele
@ arg b bjluleis g Blasl joi a3 12 g Slojle Slaad g laceo 3 oss WiV Goym 5 (o) Ll o
a5 adboe Slojle Sanys o)lyo Girgh sbeojgliws plu )by O Jeuz .l (plojle ()5 5 (s Lyl
) ailge 50 Jols Jols cind Lli piie ol iy Lk 5 i g g bl cind bl e ¥ ol
e LS gel elas c Glajl ()l IS (gadly Lalyl ay azgs pas) pogie 7 o(plojle AISEw 5,18
ooVl Lol i aBly S0 pas oYL oliw bawgs M Slogeuas 331 a5 YA 5 (Sl OMSise § aors
oozt (golins (slog i (o050 Sllas (lag s 4 Cond (goliw slag s sBaus glas sVl sl lawgs
oS o5 llas clogys gly bgobin Slapads 4y Coms Hhs lel ogladl clog e gly IS s
o5 S @ B0 azgi pas o] Laim g fy S0 pgil (oS oS (A po3) sl slass e Rl
Sloile (25 Rl slagloly 5 G 9 OLSh S Blday plagiial gay )3 lag s (SBwaz widgs 5o
L S piad Byo & g dmins o181 Gdo 45 ax g5 ol jo ol Sanllb g o] 5ped Bis> g g0 Dlaws blxa
ol,8l 39,9 4 dal az g5 IS (69,0 plaseinl gl cil O lig Ciblye pae Cle 4 Jiwy lawi 89S ( SungdnR
A gshe 5o Sl g (ewyik @ LS s Blae cyjai g (Saa ) slaaieS LSS gl plosle 4 2
51w 3Ll zgy3 b Ciblye s Sl logyes sl o] SUSl 5 ol B Casliz il oylesls
b Jwn SBlagSS 0 (o (Jrwn blie g Bod osguze (3 i 5 S50 g (oo lejle
)lg obj (Gloas Jiwyy slojgs yo (paass g Sl mhaw b ble g ol el pae e 4 0)g logaass
Sl g9y M5 il S ale Folel jeip 45 wind ol @YU clacns 3ls oF o5 5 Wad ylojls
DU L g 25555 slosged & (oo md by hles coloslo & gols)18 5 (Slowy oy oS sl poe (o)
5 1sm g T e 5 0,5 e )5 censlis Lalolos LISl g Ty b A iionn g (gobazdl (IS IS ey oy
JoLS (s BI82) S0y L Sledlbol (0,50 Jobs g ooVl slag el (b alold 00,8 S 1) 3,5
3955 59,0 e ol auie 4 ks as olKaaWh YT Il g laelKiws G 009 (o028 (00,5 Jiska | aools
sl (655 Sg5 Cadgame g olEigVl Codyls ialidl 4 Lo il
Slelpo ol jlive (slad > sla )l 4 4z g) pogie ¥ d(pog lad>) adlhe S ol g8 Ll it
S5y e,z 5 GRS cenlid) OSTYY g (a sl Capsme 5 Qb)) 5 D)l 4 az g o piSne Sl D LBl o S0
by 4 aly Glosle J3Io 51l pgl g ablS O onedy)l 5 comdo ululpy sl (i yy (28 (28 (31
5 ool dagian 5 Wollinl b Jiwy ola] oMbl codlis Kind olojle plo o i 352
izl Clgtns Olapedd 9 o0l ;0 ST lhe 929 paadS SbbaieS 3925 (Supde (g Slaptenw
95 o3 gy 4z g wilia 5950 slalivg; sl (22555 ey Sl Wil ddlate (nl po e 4 Cns el
lojlo latied ol 4 azgs (Jwpn (2B jgel 4 (Soww; SLbI Glaling) Sl plasval wile o
@ onz yob Jrp ool b ole pae oo sl (loj 52 ol 4 (a3l g (6 4 sl 5o s pdSllas]
OO AN by (iemsd plojle (eletal Cdgtas 4 a9 s Qb 0SS ileres g 2oy g o
B g (58 (lsB S92y b OS2 VL Jo 5l (5 S (lnde (hyep @il s 3 (5B sleelRanVh
S0 L atly 5 (8 slaglejle o5 (g8 S 4 filee Lo je3 5o 5l (Smed Al (lejle 5o
Sadd Sz o 5o 0SSl obml sl plpae I )ls 3529 dsgerme ;5 joyel 4 b LS ) VL plai g (2
Cupde (K258 slalygl 3529 (315 ojslie Jold Jrwyy slaoolgils 5l Coles (sl B pg e blie )



10 o g O g S5 sl Slojle Kin 651815 to3l 35 g 5 BIK

o sl axle oy byl (plosle 4 e o181 jaas 4 wald axgi alex 31 sl Plaw cole; o o5 )Lis
Jopy (S 1 0 g Glojlor 6l Jiwp (Soads o] (092 (Jo35 9 (s3gme Wig) ad asuive g ALHIS
5 Jy )15 sl G9) popie ¥ (ol g ol pae (6,:500) adlse ¥ ol (LSS Lad> g Cde yusite
b oliloel g ool ol o Solgls slao,glice Mo Fw s sroslgils 4y KaS) 50, Vg (o9 (Hgo OMSie
» uue‘} Lmoé‘yl? 9 J...w); A...{Lo ooLa...,..;l L LS-QS ‘6)15 CSew Ja;‘).w )é J.o...uf .Lm} o).._i;‘ \)L‘>u| le).: uio.a le.’>
) L)L“'“"‘ s.ﬁb)d dﬁb la J.....u)a ua..a.?u O WL»J 05...' ‘J“"‘“")" L.S‘)" cdl..ﬁ‘u.a.c d5.9.‘> u,u...:‘u\.u ‘Mcl)ﬂ ;)lSﬁ‘ uo;
,9S Sl L s eSS b 4 slasiul b ol (Laass JLE 1o Ll 9 398>) cadolon] (5l 0l axs)o
5 olojle 50 0ailedl (slag i (95 2 ) Jaoods 5 (10,5 @i oS Ao g Sgd (G5l sS Canliw s
Lol (Fgi> Sl 10 Edgo S

S yS 4 9 Sy

5 o 1y 5l o i S pgale saiie cygmenis Slajl San b e yiie Jloz e 5l &S S i gl
Ol cpl 5l Al se 3 adlie aw sl el oysl Cewsay aiban 58 YL b oS8 el s
Iy pow ady slaileis ddlio Coled 10 5 ol Coloe adlie s (Sl opien Gl dolie 5 Slaal
3290 len dolie g Blanl 55 5 995 Cujgele 4 Cond wilias 5 SRV a5 was o Lis el oyl 359] Cawdey
il 5 Blanl L3 ye oKVl 45 0b Jole amti 35 loslo ol o e b amlas o a5z S o Jos
205 o )18 pyas oy 1 plosle 4z LSy (Sl 5 Lol o 1) (T azii g WS (0 59,0 1, 2550

o gialad ol o )0 Jold oS wal Gy 05 L 5o,y eoland onie Gl sl beaslae Glyme flos o
Frd 3 Olele Jwpn a5 i 4 4y (Slojle laghl )0 cadjen slajluleis 5 Slaal Sl Ml
56 olesle dsee sly sy Keanl 4 e85 (b e Slapteens (aBjg,d 0a3na 5 Sax Slaal
g o b podd plolid 4 oRaVL (Sgrm 5 ($9)0 Lulpd jess A 5 L e jsba g o)l axy
Slow g Jol 4 508 Bk 5l wws oo i Ll 4 as g L bjlaleis g Blaal g aisle, Slele Slasags
oty S e patets |y Glosle IS clagel il oVl obiol 4 drgi by ol BB 5 olosle <l
by aSon Joe (295 lojlo it g Blaal g Cujgele pal )0 wiho 55 (2aVh &S558 45705 Gl Gl o
Sl Shke ol )18 cujeele o wile, o e ot plo jo olidl 1) 0es i 8 oLl
adie aw glyls pste plo)lo 02y p9> w0 wiban S YL oS L8 o oSl lele ol lelis IS
5 9% 4, SIS QLS il angs adlie e (5eSiloe i 1o (3leaialles adlie co a5l a5 ol
D55 o8 518 pgm 45, 50 S0 53 ilup adlie Coles o

aad b (o355 5 o et 65 S5 Gl el oy o ol Gl laarlan glyize il il
QLS 5 olnse sl e ssbar 1) loo S s g5t sl (B55el laoyse 5 )05 olR2 Y axli slavsly
il gols shpel 0y90 @ sl elan a5 gy50 50 Laaly SISy j2 (s 5 LS (s WS (e 1S
2 5 el sbeygs (adu lanled eslanal 0)95 o1 5l algioe (hjgel axly b (Sialos g aslste b widly
2 ol aban 515 olR2Vl 500,05 5 ao 0 Ve (VL il 5l Ypane a5 0,5 0o 8 o 890 el
3 oSl b &y Jll 555 5 i 25 b i 48 oS g |y i S5 o il (slao o
395 )8 Sudled 4y olioVly dsgeme jo wlyy 3 51 55bn B oS o0 S5 5585 5l ) @ pliel 5 A6
A3 b g A8 o az gl plasilul ga ;0 355 IS s95 Slol )l 5 LaadS 4 Geigres oRAVL (nl ass sl



(Y oyled VY 0y90 VENY Dlims) 5 5mb) Sl 5 amine by, Sladlas ¥

ooy @ dgome ailog b cnlite (paass slooy9o ()15 0 5l oslitul b LS, 51 Sy pa (il aal) )l (585
LG asSge omw Bol) (red 0 g el (6L cuaS 5 cdo b o)l a5 WS el 1) Sl g
(313,13 5 Slowy GUSI (5)50l3l 5 g S i slacenis 5 loateS 50 Jiwy (ols 8l 5 (55lwe Sl
i Syt |y o8 5 0 Shas 995 (claolinl 5 baolgiiy sl g k5 el b B oyl 3y9i3 g w8 aiaslys | o]
Sl slacdles ;o (LSS ols o8 jLae pal jo aibag oBaVl a5 wns oo (s (&S g (o8 Jebd mlis
S (oo Jos (255

S pows ady ol i pgw B 5155 10 a5 Cel (S )lSe Hgenss Slojl o8 Joe po e
LIS nSiles 331 o ay a5 ol adlhe an ghls e ol Sys] Cawody aibiagy oKV olulis IS L
Ol 3l pom 4y Coles )0 5 (S )LSs adlie s ool (3] 4dlfe ay gy o (oSl o iy iad G,
g By adlge

el @l s @l Bage 5)50 o] Sumjh Slanie 5 085 15 Ghn 3y5e baslas o el
b, il 08,La5 a0y sl 00l indy 52 B S 5118 58 i S jsboay a5 ols Lis baauslas (glyioe
5 aadS SaieS ;0 WS oo o S50 )l ar g 393 sleial Cudgtue 4 S50 0el o0 Jlis Covx
e 1,5 oS e o sl o OS5 i 4 olazel b g 3l S35 aldbed Lt slacants
Slod p25 5 lome w58 oo 8 eolitul 5550 plejle LSl )5 (SKialen sbul sl (comy5ef 5 ooy L)
5 S oy Dygo 50 T o S Jrwn G gl STnal 5 Sledbl o5 (See a plele ;5 9zse
Splon g ply] (552 Hogad ol [0 03 dgias aS 0I5 8gzg oS L (pl s AW > glyed ¢ Slojle SIS
Sl slaaal 5 Sledbl S1al cuz luaz LS (g8 slapimm 51 S50 Gizres led (o0 SWST 5 10 50
e 03903 SLLE S T 4y oty cae e 5 Glesle o SLI | 6l iS4 ol Cpl 45 WS e ool
@9 4 50 plejbe )3 beeudld (giluaz LG el )3 wiba oA VL oS was oo LS (A 5 (o5 Julow il
O 93 bt @595 5 &5 Cel 6y Bllasl (gunis (Slojle Sum B Jae Sl ez e WS (o0 Joe
aw o e cpl el sald Koo st dw a4 Cad Jlitel (o yieST Gl cailaws 38 oYL eS8 lelis IS
S5O s 091 Sz gar ol (neSibee Jlake (0 5eS a (nSiloe ke (s Sl o5 Sl oo adlhe
2353 B en,S M iy il 505l Sszen ln 550 ke 4 il syiie 2 ST g Slojle
as G5, 2 olBE YL a5 0h asie 08,5 ol G5 b aslas e a5 Cenl Ol Sl Ll Lol e
ool 08,5 25T a8 S0 (B 89y 9 i ailie (B (59, Lol el Aty JicEs g 4 ailge

slad sbnl g @geds Glo, Dbl g Slss cwiige b B iS00 (o iS50 Sbml gl o558
Sz 3 1y e 05N B S oo (r (pized by (S JBla |y Js yy Censlie Dl (s (s 5looole]
397 0% W (oede e 5 a5 lasl g woae sleosl a4 Brgid b Me sled sl Jaw 5o plosle 9ne
Sl les dnwgs 1 g laad 30 Glujjon b U aS (oo (orw 500 S 5l 0)l000p o Jin (658 i
4 C8 b ol mal b i Slei g ogue sl |y Lulrd Jre sy 6550k 5 5900 Sl Sl eslinl (LSS
sladinls> b Bllao Sladsi Zole 5 92,0yl 055 podle g o)l azxgi 55 SLbI slalivg, 9 095 (ladisd
3)l3e0 45 (LBl; S5 2D 392y 5l i 1) 093 plakied (b e

i gl slaadlse 5 lopite (S 50 Sl po) e <550 &5 Cal (pl wb Jol> o5 Glam brn U
o o ples b oleg YL sl .o 13 adlae 390 3518 L5 slo 5 a5 1, SlbddlSs b cenl L s ,S uST
TPt sl 4 4 039 Ol b 5eSlee 09 05 5 waled az s T Gyl 5 (S gl plas 4y oo S
gl 50 S50 50 (IS sba laadlie 5 Lo piis den (g Sl (e s (pl Bpo oS 0093 bl 40 2550



av o g O g S5 sl Slojle Kin 651815 to3l 35 g 5 BIK

sbal plesle sl (old JSie ol (nl a5 Wagr 5 Gl s YL Lok 9 08 SRS 4 S (Jg atils 18 oo5
Sy s et d ik S GVl 5 Gind Ll 4y 555 oSS g a3 g L) 5 il 5
oS e SVl S o olai sloml 5 sllae gl o 5l ,> (glas il Lo b 00,8 oxms &5 15 L
Lol 05 U 5 SH S @ lojlo (30905 pomma ) 5 (idmopSil & azg (laiigd Koo Slelye
Jad e ) plosle cnl ey ezraes Sl e Slojl Dlo)ls 5 0)l5e (50 (B )l g S (S
39> slp B (28 DUl sgs g ailaie slsa 5 ©f (o) e ) (com et Slag i &S laeS 4 cenlodls )8
1 1y olasls 5l g5 4 les plialsoslils 5

5 oS loylalinl 508 aie 5 awsVh olin b oKl Luls aly 5,0 pae o bk
S ey L samled e o o sl 5 00,5 Lwaale T ¢ les (gl i gl s (sl anllgins
SIS s |y Ll e (slas il s b g i S8 e ol o 095 slojles lwo¥l oS
Oy o Bl pladiial go 50 bagps (S wiz Gizres i o0 )b Sie s 5l i )Ll 5 (Slee
L paens et oo B ploslo ;0 (09 s pied 9 215 p93 (2l Saislb @ azgi 5 pl ol laglol 5 39>
(olojlos s e o8l 5955 ds dsad az gl S0 (S Cawl 0uls oyl Jbls i) Cge g 00,5 sloul LSS o
el 3 sl 5Vl a5 Sl 5 oyl 5l 5 i Bl e 5 S8 slaipa LS55 )
Pl oo Cnl cslio g b B sl 55 o3l ol G092 095 08 (e o5 0l Gl laaalas 50 105 2500
215 bl il 558 i Sy 3 gy 4em o 355 sl il 5 5 ol st 0 <55k 50
th b Lo 5 iphor a5 i e 2 052y cslamats b oy SN 5 e 5o (5w ) i
Sl goys b cdblys (Jiwn sblpe g B9i> 0dgame (09 Laie g IS0 3 (Hyo paass 5 ol
5 ooty ol (5 M crane s (slg 5 (gl T SUISAl g lojler IS iz 2l el 1 driae
b el (9,55 Jol 5 oVl (slaged (ot oo Alols (el 4y 5913,5 5 (slon i JlS a4 o
@ 55 a5 oVl YT Il 5 lolKiws (S (09 (soa0d (03,5 Jiseo |y ooty Jobs s s BILE) 50085
slailly 53 5l 5 STt Casgaze g oliaVl cudyl (Al 5lo sl (0355 59,4 sl o3k anse
LS (oo &5 051 laally 5 Jowy Lai> 5 Qi )0 &850 e wibaw 55 VL (o o558
Gt b sy S ot oS 990 OMSs alaz 1m0 Gloles 6350 B 1 yal l 0l 45 a3l
LS50 slees i 4 slasanl b ol (Laass JL3 10 Llie 5 3s2>) oadolx! (6l ol ases jo ¢ olisl 8L
oxlendly slog s (59, 22 LU oS 9 09,5 @iz 05 Az )d 5 Cdgo (GileSrsS Cunliw s 55iS Sl 2l
3 O B 0 o S5, Mhe 3 el 5,5 ol oy i i slailly aler ol s
slonl sl 5o sl b Sliltal o Lol cpols bl AL 352y iy (sl ool i o «),Sa (glas Sy
g Zéld Olgl 0,5 5 Cae Woslgls 5 Jaw p dube oolatul 4SS (6,5 Gt Lyld jo sy Jrds 03K
O diwe) cpho ame e 1) Sble sl il gog0m U Solsils sloo,glie Yo Jrws . oolgls 4SS
33 b1y sl o tlle uj slolSal 5 asliial b b oy e slgiiny sibim S5 SVl e 5,
35l &5 e

waatS g (B S lee drugi g (B9 n aate g datus (oo Sy 65,5 L plasiul g -
3109l pald artus i SUBLIL Glapgd )0 a5 155,50 cud plo @ plial (it ()1 6ln 1) an; dag)]
5 5L g sl (s oS8 s o b ilos B 515 )5 a9 b o5 slog i b
Iyl 5 i sy ot o A Sl 351 bl 5 s SISl 55,5 1853 s i sl 200
S ol gy (sl |y S (gl oUISal b sl e 4 Jogs YL o



(Y oyled VY 0y90 VENY Dlims) 5 5mb) Sl 5 amine by, Sladlas aA

Coogyme @8y Aol (o339 5 By DUl plo s Jogil cpolaisl gl lony cwjie (0551 pal,3 L
B3l Capz 0555l sl o gl Glas;, 5l (S JBlas g ondels s 8 plaseial b .oyl ol s |, adlais
Sl heiS b oogped & S (gog oL S8l gl ol Shiletel (235 )00 b iaren yles el Jiw
Ol om0 a8 aslol slacdgius ol b losle jo ol Cusyd 0,5 o2l b led obml 8,8 0 g Bl
6[.&6&.».@;‘34 uolo ULA-AA-’ 61).1 6)..........; o)...<.>‘ J.....u).' lJ AJLA.) L)"’)L' aé}w ol?u‘ J.o...uf L.S‘)" LS)-A—A-M—)—) LSL‘).A 9 05.99
Dol ol i &S0 (glad o (55wl g Jew 5 Bk 05

Sl euSloble 5 i 52 Slogs Gloaceis 5 b glens S 5 bnles )55 5 gkl oai L
oainlidl Cdad a4y oBioWh bows il i ddhaie Cewgyome Wl gu> U lojle jlaileie 0 @8, iy
plaseinl jeme cuS Gy i Syl b Sply b 0B, Coje sl deodKaoVh ple o 10 Oles 5 aass
0355 ol sl walf 1, oRea VWl & 5 lisr 5 swes D81 355 058l Gosb al 5l Gl U ey sl
9> ol o] able 5 slad,> Comdge yips S0 Cux olisl IS el Jiwy sleeslgls assil Sl
o S8 2 GBgmSin el S05; g laglisls J&5 b glao) bl agad Cogi lp Jhwn o o035 g ailiwgs
GpdhaS lin dog, Cogdl eVl Joe o a8lSy oSl il (2B, lapdle obol wibug 55 YL
plo o LolKaoYl ple o Slee g Slaladl g o ygele vus,y ccdbes i Jiwy @ ople g ilob olo b sy
s blas globs dal lasls 5 )b yie olulis dop] 4 Cans 993 Cans g g8 bl zl5eul g loygis
Sz S Olie b aslSe plol g gl 0B, Cute S Sy S5z SISl eolaul g oYL ule
Cab b I 5 S STy I e sleelfies 5 Sl oyt i slaanie pusl
cLiw.)YL:

‘;;‘Q)u\é 9 ,&M&J& 3y
lp ko 5 VL &S558 o33 g (6)S0leny ooy G (aled 5l atls oo oY 255 Bars
Aigled Gloja8 g pl o oSl

&8l ol

References

Ahmadi, E. (2011). Organizational culture and productivity. Journal of Procedia Social and Behavioral
Sciences, 15, 772-776. https://doi.org/10.1016/j.sbspro.2011.03.182

Batmani, F., & Heydari, S. (2018). The relationship between organizational culture and teachers'
organizational learning. School Management Scientific-Research Quarterly, 7(1), 182-194. (Persian)

Berelson, B. (1952). Content analysis in  communication  research.  Free  Press.
https://psycnet.apa.org/record/1953-07730-000

Camero, N. K. S., & Quinn, R. E. (2011). Diagnosing and changing organizational culture: Based on the
competing values framework. Reading, MA: Jossey Bass.

Daft, R. L. (2013). Fundamentals of Organizational Theory and Design . Translated by Ali Parsaiyan and
Seyyed Mohammad Arabi. Tehran: Cultural Research Office. (Persian)


https://doi.org/10.1016/j.sbspro.2011.03.182
https://psycnet.apa.org/record/1953-07730-000

a4 o g O g S5 sl Slojle Kin 651815 to3l 35 g 5 BIK

Dehghan Nistanki, M., Rasolinejad, A. H., & Azizi, H. (2013). Investigating the relationship between
organizational culture and human resource productivity in public service organizations of Tehran
province. Industrial Management Quarterly, Faculty of Humanities, Islamic Azad University, Sanandaj
Branch, 6(16), 89-102. (Persian)

Denison, D. (2000). Neal W. Denison organizational culture survey: Facilitator guide, published by
Denison Consulting, LLC. Ann Arbor, MI: Aviat.—2000.

Esmailpour, R., Kashani, S. H., & Nikokar, H. (2013). Knowledge sharing, investigating the role of factors
affecting it and organizational productivity. Productivity Management Quarterly, 8(31), 51-74.
(Persian).

Gorman, L. (1989). Corporate culture. Management — Decision, 27(1), 14-20.
https://doi.org/10.1108/EUM0000000000024

Graneheim, U. H., & Lundman, B. (2004). Qualitative content analysis in nursing research: concepts,
procedures and measures to achieve trustworthiness. Nurse Education Today, 24(2), 105-112.

Haji Aghanezhad, Y., & Angazi Quds, A. (2022). The Relationship between dimensions of participative
work climate and employees' organizational commitment. Industrial and Organizational Psychology
Studies, 9(1), 169-186. (Persian)

Hashemi, S. A., & Abbasi, A. (2013). The investigation of relationship between emotional intelligence,
social capital and the organizational commitment of the high schools teachers in lamerd. International
Journal of Current Life Science, 4(5), 1-13.

Henri, J. F. (2006). Organizational culture and performance measurement systems. Accounting,
Organizations and Society, 31, 73-77. https://doi.org/10.1016/j.a0s.2004.10.003

Hogan, S. J., & Coote, L. V. (2014). Organizational culture, innovation, and performance: A test of
Schein's model. Journal of Business Research, 67, 1609-1621.
https://doi.org/10.1016/j.jbusres.2013.09.007

Homburg, C., & Pflesser, C. (2000). A multiple-layer model of market-oriented organizational culture:
Measurement issues and performance outcomes. Journal of Marketing Research, 37(4), 449-462.

Iman, M. T., & Noshadi, M. R. (2011). Qualitative content analysis. Pazhuhesh, 3(2), 15-44.

Iranzadeh, S., & Mahmoudi Ashan, M. (2009). Recognition of organizational culture based on Denison's
model (case study: Polynar Company). Farsovi Manzari Magazine, 4(15), 53-76. (Persian)
https://sanad.iau.ir/en/Journal/jpm/Article/976016/Full Text

Joodzadeh, M., Yaqoubi, N. M., Roshan, S. A., & Nadaf, M. (2017). Presenting a local framework for the
architecture of productivity culture in the National Company of Southern Oil-rich regions. Scientific-
Research Quarterly of Human Resources Management in the Oil Industry, 9(36), 103-136. (Persian)
http://iieshrm.ir/article-1-387-en.html

Joodzadeh, M., Yaqoubi, N. M., Roshan, S. A., & Nadaf, M. (2018). Designing a native model of
recognition. measurement and pathology of productivity culture (a study in the National Company of
Southern Oil-bearing Regions). Scientific-Research Journal of Productivity Management, 30(48), 37-75.
(Persian) https://sanad.iau.ir/journal/jpm

Kao, C. Y., & Tsaur, S. H,, & Wu, T. C. (2016). Organizational culture on customer delight in the hospitality
industry. International Journal of Hospitality Management, 56, 98-108.
https://doi.org/10.1016/.ijhm.2016.05.001

Krippendorft, K. (2018). Content analysis: An introduction to its methodology. Sage publications.


https://doi.org/10.1108/EUM0000000000024
https://doi.org/10.1016/j.aos.2004.10.003
https://doi.org/10.1016/j.jbusres.2013.09.007
https://sanad.iau.ir/en/Journal/jpm/Article/976016/FullText
http://iieshrm.ir/article-1-387-en.html
https://sanad.iau.ir/journal/jpm
https://doi.org/10.1016/j.ijhm.2016.05.001

opled W 03 NEY Dl 5 5mb) Sbile 5 gmine wliOly, Sldlas Voo

(Y

Kwantes, C. T., & Boglarsky, C. A. (2007). Perceptions of organizational culture, leadership effectiveness
and personal effectiveness across six countries. Journal of International Management, 13, 204-230.
https://doi.org/10.1016/j.intman.2007.03.002

Lee, J. C., Shiue, Y. C., & Chen, C. Y. (2016). Examining the impacts of organizational culture and top
management support of knowledge sharing on the success of software process improvement.
Computers in Human Behavior, 54, 462-474. http://dx.doi.org/10.1016/j.chb.2015.08.030

Mabaghi, M., & Danesh, A. (2013). Investigating variables affecting organizational culture in order to
improve organizational culture and productivity in the insurance industry using Denison's model
(Case study: Iran Export Guarantee Fund). Productivity Management Journal, 31, 101-124.
https://journals.iau.ir/article_519514_87a9fd8a0e8ba33a2d256eb907394b26.pdf

Moghadam, A., Rahimian, H., & Abbaspour, A. (2012). Identifying the challenges of organizational
culture and practical solutions to change case: governmental organizations of Tehran. Organizational
Culture Management, 11(4), 111-135. (Persian) https://doi.org/10.22059/JOMC.2014.36642

Naor, M., Jones, J. S., Bernardes, E. S., Goldstein, S. M., & Schroeder, R. (2014). The culture-effectiveness
link in a manufacturing context: A resource-based perspective. Journal of World Business, Elsevier,
49(3), 321-331. https://doi.org/10.1016/j.jwb.2013.06.003

O'Reilly III, C. A., Chatman, J., & Caldwell, D. F. (1991). People and organizational culture: A profile
comparison approach to assessing person-organization fit. Academy of Management Journal, 34(3),
487-516.

Ouchi, W. G., & Wilkins, A. L. (1985). Organizational culture. Annual Review of Sociology, 11(1), 457-483.

Panagiotis, M., Alexandros, S., & George, P. (2014). Organizational culture and motivation in the public
sector. The case of the city of Zografou. Procedia Economics and Finance, 14, 415-424.
https://doi.org/10.1016/S2212-5671(14)00730-8

Patrick, D. T. & Formanchuk, A. (2022). Culture and internal communication in Chile: Linking ethical

organizational culture, transparent communication, and employee advocacy. The Journal of Public
Relations Review, 48(2022), 102137. https://doi.org/10.1016/j.pubrev.2021.102137

Peters, T. J., & Waterman, R. H. (1998). In search of excellence. New York: Harper and Row Press.
https://books.google.com/books/about/In_Search_of_Excellence.html?id=1GfonySC3DkC

Rangriz, H., Zarchi, M., Abbasian, H., & Soltani, I. (2023). Presentation of the model of the development
of the culture of the excellence-oriented organization in the steel industry. Industrial and
Organizational Psychology Studies, (1), 252-258. (Persian)
https://doi.org/10.22055/jiops.2023.42667.1324

Robbins, P., & Timothy, J. (2009). Organizational behavio. Translated by Mehdi Zare. Tehran: Nass
Publications. (Persian)
https://books.google.com/books/about/Organizational_Behavior.html?id=yonBswEACAA]

Rousseau, D. M. (1990). New hire perceptions of their own and their employer's obligations: A study of
psychological contracts. Journal of Organizational Behavior, 11(5), 389-400.

Schneider, B., Brief, A. P., & Guzzo, R. A. (1996). Creating a climate and culture for sustainable
organizational change. Organizational Dynamics, 24(4), 7-19. https://doi.org/10.1016/S0090-
2616(96)90010-8

Valmohammadi, C., & Roshanzamir, S. (2015). The guidelines of improvement: Relations among

organizational culture, TQM and performance. International Journal of Production Economics, 164,
167-178. https://doi.org/10.1016/j.ijpe.2014.12.028


https://doi.org/10.1016/j.intman.2007.03.002
http://dx.doi.org/10.1016/j.chb.2015.08.030
https://journals.iau.ir/article_519514_87a9fd8a0e8ba33a2d256eb907394b26.pdf
https://doi.org/10.22059/JOMC.2014.36642
https://doi.org/10.1016/j.jwb.2013.06.003
https://doi.org/10.1016/S2212-5671(14)00730-8
https://doi.org/10.1016/j.pubrev.2021.102137
https://books.google.com/books/about/In_Search_of_Excellence.html?id=lGfonySC3DkC
https://doi.org/10.22055/jiops.2023.42667.1324
https://books.google.com/books/about/Organizational_Behavior.html?id=yonBswEACAAJ
https://psycnet.apa.org/doi/10.1016/S0090-2616(96)90010-8
https://psycnet.apa.org/doi/10.1016/S0090-2616(96)90010-8
https://doi.org/10.1016/j.ijpe.2014.12.028

