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SUMMARY

Karim Kamiran Kamal. The Impact of Organizational Culture on
Administrative Efficiency: Theoretical and Applied Foundations of Public Sector
Research. — Qualifying scientific work as a manuscript.

Thesis for the Doctor of Philosophy (PhD) degree in Specialty 281 “Public
Management and Administration”, Field of Knowledge 28 “Public Management and
Administration” — Taras Shevchenko National University of Kyiv. Taras Shevchenko
National University of Kyiv. Kyiv, 2025.

Abstract content. The study of organizational culture and its impact on
organizational performance is a well-established area of research. However, there remains
a significant gap in understanding this relationship within the public sector, particularly in
regions characterized by unique socio-political contexts, such as Iraqi Kurdistan. As Iraqi
Kurdistan continues to navigate challenges related to governance, public administration,
and socio-economic development, the public sector plays a crucial role in ensuring
stability and growth. Therefore, understanding how organizational culture influences the
performance of public institutions in this region is both timely and vital.

Organizational culture encompasses the values, beliefs, and behaviors that shape
how work is conducted within an organization. In the public sector, these cultural elements
are especially critical, as they can influence everything from decision-making processes to
employee motivation and public service delivery. Given the complexity of the public
sector in Iraqi Kurdistan, which is influenced by both local traditions and broader political
dynamics, examining the interplay between culture and performance is essential for
improving organizational effectiveness.

This research is particularly relevant because it addresses several key issues. Firstly,
it fills a gap in the literature by providing empirical insights into a region that has been
largely underrepresented in organizational studies. Secondly, the study focuses on the
public sector, an area where the alignment between organizational culture and
performance can have significant implications for governance, public trust, and service

quality. Finally, the findings of this research have the potential to inform policymakers and



public administrators in Iraqi Kurdistan, offering strategies to cultivate a positive
organizational culture that enhances performance outcomes.

As Iraqi Kurdistan continues to develop its public institutions, this study offers a
critical examination of the factors that can drive or hinder organizational success. The
relevance of this research lies in its potential to contribute to both academic knowledge
and practical applications, providing a framework for understanding and improving
organizational performance in a context that is both challenging and evolving. By focusing
on the public sector, this study underscores the importance of organizational culture as a
lever for enhancing efficiency, accountability, and service delivery in a region where these
outcomes are of paramount importance.

The object of research is the public sector organizations.

The research subject is the influence of organizational culture on the performance
of public sector organizations.

Research methods. The methodological foundation of this dissertation is built upon
a combination of analytical approaches, general scientific methods, and specialized
research techniques, all aligned with the study's objectives and research questions. The
research employs a classification-analytical approach and grouping to categorize various
aspects of organizational culture and its impact on performance. Models and methods for
evaluating organizational performance within the public sector are developed and applied.

The study also incorporates the method of expert evaluations and a comprehensive
approach to determine key indicators that influence the effectiveness of organizational
culture. This is supported by the theory of management decision-making, simulation
experiment techniques, and methods of mathematical statistics. Additionally, multi-criteria
assessment methods are used to evaluate organizational performance, particularly in
contexts characterized by ambiguity and uncertainty, reflecting the complexities of the
public sector in Iraqi Kurdistan.

Empirical findings of the dissertation are derived from the application of statistical
methods, forecasting techniques, and correlation-regression analysis. These are

complemented by the use of specialized data processing software packages, which



enhance the accuracy and reliability of the results. This methodological approach ensures a
rigorous analysis of the interplay between organizational culture and performance,
providing valuable insights for both academic research and practical application in the
public sector.

The study aims is to analyze and evaluate the impact of organizational culture on
the performance of public sector organizations, and to identify key cultural factors that
contribute to enhancing organizational effectiveness within this specific context.

The tasks of the dissertation research are as follows:

- to identify the dominant organizational cultures within public sector
organizations;

- to examine the impact of these organizational cultures on organizational
performance;

- to analyze the relationship between different leadership styles and the
prevailing organizational culture;

- to investigate employee attitudes towards existing organizational culture and its
influence on their performance;

- to assess the effectiveness of the current organizational culture using the
Organizational Culture Assessment Instrument;

- to propose recommendations for enhancing organizational culture to improve
performance in the public sector.

The scientific novelty of the obtained results:

- this dissertation provides a pioneering analysis of the impact of organizational
culture on the performance of public sector organizations in the unique socio-political
context of Iraqi Kurdistan. By focusing on a region that has been underrepresented in
organizational studies, the research fills a significant gap in the existing literature.

- the study introduces a novel conceptual framework that adapts and extends
the Organizational Culture Assessment Instrument (OCAI) to the specific conditions of

Iraqi Kurdistan. This adaptation takes into account the distinct cultural, political, and



organizational dynamics of the region, allowing for a more accurate and relevant
assessment of organizational culture.

- the research identifies and classifies predominant cultural types within the
public sector organizations, offering a detailed understanding of how these cultural
dimensions influence organizational performance. This classification provides new
insights into the cultural factors that drive or hinder organizational effectiveness in a post-
conflict society.

- through empirical analysis, the study uncovers significant disparities between
the current and preferred states of organizational culture as perceived by employees in the
public sector. This finding highlights the potential areas for cultural transformation and
provides actionable recommendations for aligning organizational culture with desired
performance outcomes.

- the dissertation contributes to the broader field of organizational studies by
exploring the intersection of cultural identity, governance, and public sector performance
in a developing and politically complex region. It demonstrates how cultural preservation
and adaptation can coexist within the framework of modern public administration.

- by integrating qualitative and quantitative research methods, including
interviews and surveys, the study offers a comprehensive evaluation of leadership styles,
employee attitudes, and management practices within the public sector. This mixed-
methods approach enhances the robustness of the findings and provides a deeper
understanding of the cultural dynamics at play.

- the findings of this research have practical implications for policymakers and
public sector leaders in Iraqi Kurdistan. The study offers strategic recommendations for
fostering a more supportive and effective organizational culture, which can ultimately
improve governance, service delivery, and overall public sector performance in the region.

The first chapter delves into the theoretical foundations of organizational culture,
reviewing key models and frameworks that have been developed and applied in various
contexts. The chapter explores the historical development of organizational culture studies

and examines different theoretical perspectives, including those of Hofstede, Schein,



Cameron and Quinn, among others. It also discusses the role of organizational culture in
enhancing or hindering performance, particularly within the public sector. Special
attention is given to the specific cultural dynamics of the Iraqi Kurdistan Region,
identifying gaps in the literature that this study seeks to address. The chapter concludes
with a synthesis of the literature, providing a foundation for the research methodology and
analysis.

The second chapter presents the research methodology, focusing on the adaptation
of the Organizational Culture Assessment Instrument (OCAI) to the context of Iraqi
Kurdistan. The chapter details the research design, data collection strategies, and data
analysis techniques used to evaluate organizational culture and its impact on performance.
It discusses the challenges and limitations encountered during the research process,
including the adaptation of the OCAI model to the unique socio-political environment of
the Kurdistan Regional Government (KRG). The chapter also addresses ethical
considerations and provides a rationale for the chosen methodological approach, ensuring
that the research is both rigorous and contextually relevant.

The third chapter is dedicated to the analysis of primary data collected through
surveys and interviews with employees and leaders from various public sector
organizations in Iraqi Kurdistan. This chapter compares the current and preferred
organizational cultures, leadership styles, and employee attitudes. It provides a detailed
examination of key aspects such as dominant organizational characteristics, management
practices, organizational glue, strategic emphases, and success criteria. The findings reveal
significant gaps between the existing organizational culture and the preferred cultural state
desired by employees, offering insights into areas where cultural transformation is needed.
The chapter also tests the study’s hypotheses, providing empirical evidence to support or
refute them.

The fourth chapter integrates the findings from the literature review and primary
research to offer a comprehensive analysis of the effectiveness of organizational culture in
the public sector of Iraqi Kurdistan. This chapter compares the organizational cultures of

public sector organizations in Iraqi Kurdistan and Ukraine using Hofstede’s cultural



dimensions framework. It explores how cultural differences impact organizational
structures, leadership styles, communication patterns, and employee behavior in both
regions. The chapter also discusses the implications of these findings for public sector
performance, providing strategic recommendations for enhancing organizational
effectiveness through cultural adaptation and transformation.

The fifth chapter summarizes the key findings of the research and discusses their
implications for leadership and policy within the public sector of Iraqi Kurdistan. It
emphasizes the importance of aligning organizational culture with performance objectives
to improve public sector efficiency. The chapter also highlights the contributions of the
study to the existing body of knowledge on organizational culture and offers
recommendations for future research. Suggestions for practical interventions aimed at
fostering a more supportive and effective organizational culture in the public sector are
provided, along with proposals for further exploration of cultural dynamics in different
regional and organizational contexts.

The practical significance of the obtained results in this dissertation lies in their
potential application to enhance organizational performance in the public sector of Iraqi
Kurdistan. The findings provide valuable insights for organizational leaders and
policymakers, offering a deeper understanding of how organizational culture impacts
performance. The research identifies specific cultural dimensions that are critical for
improving efficiency, employee satisfaction, and overall organizational effectiveness.
These insights can guide the development of strategies tailored to the unique cultural
context of the region, leading to more effective management practices and better alignment
between organizational goals and employee values. By implementing the
recommendations derived from this study, public sector organizations in Iraqi Kurdistan
can foster a more positive organizational culture that supports sustainable growth and
enhances service delivery. The study's outcomes also contribute to the broader field of
organizational studies by offering empirical evidence from a relatively under-researched
region, thereby enriching the global understanding of the relationship between culture and

performance in the public sector.
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AHOTAILIA

Kamipan Kaman Kapim. ""BruiuB oprasizauiiiHoi KyJbTypH Ha aJAMiHICTPaTHUBHY
e(peKTUBHICTh: TEOPETUKO-NIPUKJIAJAHI OCHOBH JOCJIKEHHSI My0JJiYHOr0 ceKTopy' —
Keanighixayiiina naykosa npays na npasax pyKonucy.

Hucepramiss Ha 3700yTTS cTyneHs noktopa ¢imocodii 3a cremianbHicTIO 281
«IlyGmniune ympaBiiHHS Ta aJIMIHICTPYBaHHS» 3 Tanmy3i 3HaHb 28 «[lyOmiune ympaBiiHHS
Ta aaMiHiCTpyBaHHs». — KuiBChbKUi HallioHaIbHUHN yHiBepcuTeT iMeHi Tapaca llleBuenka.
KuiBchkuil HarfionanbHuid yHiBepcuTeT iMeHi Tapaca [lleBuenka. Kuis, 2025.

BuBuenHs1 opranizamiiiHoi KyJbTypH Ta i BIUIMBY Ha €(EKTHBHICTh Oprasizaiii €
3arajJbHOMPUUHATOI Ccheporo JochimkeHb. OMHAK 3aTUIIA€ThCS 3HAYHA TMPOTAIWHA B
pPO3yMIHHI [HMX BIJHOCHH Yy JEpKaBHOMY CEKTOpi, OCOOJMBO B perioHax, IIoO
XapaKTePU3YIOThCS  YHIKAJIBHUM  COIIaJbHO-TIOITHYHUM  KOHTEKCTOM, TaKUM  SIK
Ipakcekuit Kypaucran. Ockinbku Ipakcbkuii Kypauctan mpomoBkye n0JiaTh BUKIWKH,
MOB’s3aHl 3 YIPABIIHHAM, JEp)KaBHUM YIPABIIHHAM 1 COLIAIBHO-€KOHOMIYHUM
PO3BUTKOM, JIepKaBHHUM CEKTOP BiJIrpae BHPIMIAIbHY POJIb Y 3a0€3MeUeHH] CTa0lIbHOCTI
Ta 3pocTaHHA. Tomy pO3yMIHHS TOro, SK OpraHizamiiiHa KyJbTypa BIUIMBAa€E Ha
e(heKTUBHICTh JEP>KaBHUX YCTAHOB Y IbOMY PETi10HI, € CBOEYACHHUM 1 )KUTTEBO BAXKJIUBHM.

Opranizamiiina KyJabTypa OXOIUIIOE€ I[IHHOCTI, TIEPEKOHAHHS Ta TOBEIIHKY, SKi



(dbopmy10Th criocid poOOTH B oprasizaiii. Y Aep:KaBHOMY CEKTOPI 1l KYJbTYPHI €JIE€MEHTHU
€ OCOOJMMBO KPUTUYHUMHU, OCKIIBKM BOHM MOXYTh BIUIMBATHU Ha BCE, BiJ MPOIIECIB
NPUUHATTS pIlIEHb JO0 MOTHUBAIli MPaIIBHUKIB 1 HAaJaHHS JEp>KAaBHUX MOCHYT.
BpaxoByroun ckiagHICTh JAep:kaBHOTO cekrtopa B Ipakcekomy Kypaucrani, Ha sKuii
BIUIMBAIOTh SK MICIIEBl Tpajuilli, TaK 1 IOUpIIA TOJITUYHA JWHAMIKA, BUBUYCHHS
B3a€EMO3B 3Ky MK KyJbTYPOIO Ta TPOAYKTHUBHICTIO € BAXJIMBUM [JISl ITiIBUIIICHHS
e(EeKTUBHOCTI OpraHizarii.

[le nmocnipkeHHS € OCOOJMBO aKTyaJlbHUM, OCKUIBKM BOHO CTOCYETHCS KIJIBKOX
KIIIOYOBUX MuTaHb. [lo-mepiie, BIH 3alOBHIOE MPOTAIMHY B JITEpaTypi, HaJal0uu
EMITIPUYHE PO3YMIHHS PETIOHY, KUl OyB 3HAYHOIO MIpOIO HEJOCTATHHO MPEJCTABICHUI B
opraHizaliiHUX AochiKeHHsX. [lo-npyre, HOCHIKEHHS 30CEPEIHKEHO Ha JIEPKABHOMY
cekTopl, cdepli, A€ Y3rOJDKEHHS MK OpraHi3aliiHOI0 KYyJbTYpOK Ta MPOAYKTHUBHICTIO
MOX€ MaTH 3HA4YHl HACIIJAKW IJI1 YHOPABIIHHSA, TPOMAJCHKOI JOBIPU Ta SKOCTI MOCHYT.
Hapemiri, pe3ynbTaTé [bhOTO JOCTIIKEHHS MAalOTh MOTEHINAN s  1HGOPMYBaHHS
MOJIITUKIB 1 Jep>KaBHUX aaMiHICTpaTtopiB B Ipakcekomy Kypawcrani, mpomnoHyr4H
cTparterii I KyJIbTUBYBAaHHS TMO3UTHUBHOI OpraHi3amiiiHOI KyJbTYpH, SKa TOKpAILy€e
pE3yNbTaTH MPOAYKTHBHOCTI.

Ockinbku [pakcpkuit Kypaucran mpogoBxKye pO3BUBATH CBOI J€pKaBHI IHCTUTYIII,
1€ JOCIIKEHHS MPOTIOHYE KPUTUYHUIN aHami3 (PakTopiB, SKIi MOXKYTh CTUMYJIOBATH 200
MEePEIKOKATH YCIIXy opraHizaiiii. AKTyaJbHICTh IIBOTO JOCIIKEHHS IOJIATae B HOTo
MOTEHITANl COPHUITH SK aKaJeMIYHUM 3HAHHSM, TakK 1 MPaKTUYHUM 3aCTOCYBaHHSM,
3a0e31euyoud OCHOBY I PO3YMIHHS Ta ITOKpamIeHHS e(PEeKTHMBHOCTI oOpraxizamii B
KOHTEKCTl, KW OJIHOYACHO € CKJIQJHUM 1 PO3BUBAETHCI. 30CEPEIKYIOUYNCh Ha
Jep>KaBHOMY CEKTOPI, I1€ TOCIIKEHHS TiIKPECIIOE BaXKIUBICTh OpraHi3aliiftHOl KyJIbTypH
SIK Ba)KEJIsl JUIS TT1IBUINCHHS €()eKTUBHOCTI, MiA3BITHOCTI Ta HaJaHHS TMOCIYT y PETiOHI, A¢
111 pe3yJIbTaTH MAIOTh NEPIIOYEPrOBE 3HAYCHHSI.

O006’exkTOM JOCTiIZKEHHA € OpraHizarlii myOJIYHOTO CEKTOPY.

IIpeameTom IOCTiIKEHHN € BIUIUB OpPTraHi3amiiHOl KyJIbTypH Ha aIMIHICTPATUBHY

e(hEeKTHUBHICTb.



MeTtoau pociigkeHHsl. MeTon00TiUHA OCHOBA Ili€i AucepTalii moOyaoBaHa Ha
MOEAHAHHI aHAIITUYHUX IM1AXO1B, 3arAJIbHOHAYKOBUX METO/IIB 1 CHEI[1a]130BaHUX METO/I1B
JOCHIDKEHHS, SK1I BIINOBLAAIOTH IIIAM JOCHLIHPKEHHS Ta IOCIIAHUILKAM MHUTAHHIM.
JlocniipkeHHsT BUKOPUCTOBYE Kiacu(iKaliiiHO-aHAMITUYHUN TIAX1J 1 TPymyBaHHS Jis
KJacudikaiii pi3HUX acTeKTIB OpraHi3aliitHol KyJIbTypH Ta ii BIUIMBY HA NPOJYyKTUBHICTD.
Po3pobieno Ta 3acTOCOBaHO MOJENl Ta METOAM OLIHKU MiSJIbHOCTI OpraHizamiil y
JIEP>KaBHOMY CEKTOPI.

VY AociIKeHH] TaKoX BUKOPHUCTAHO METOJI €KCIHEPTHUX OLIIHOK Ta KOMIUIEKCHUU
MiAX1A A0 BHU3HAUYEHHSA KIIOYOBUX TOKAa3HUKIB, M0 BIUIMBAIOTh Ha €(EKTUBHICTH
opraHizaliiHoi KynbTypu. Lle MiATBEpIKYy€eTbCS TEOPIED NPUHUHATTS YHPaBIIHCHKUX
plllIeHb, METOAAMU IMITALIMHOTO EKCIEPUMEHTY Ta METOJaMU MaTEMAaTUYHOI CTATUCTUKH.
Kpim Toro, OaraTokpuTtepialibHi METOAM OIIIHKH BHKOPHUCTOBYIOTHCS ISl OIIIHKHU
e(heKTUBHOCTI opraHizailii, 0COOJIMBO B KOHTEKCTaX, 10 XapaKTepU3yIOThCs ABO3ZHAUYHICTIO
Ta HEBU3HAYCHICTIO, IO BIJOOpa)kae CKIQAHICTh JEP)KABHOIO CEKTOpa B IpakchbKoMy
Kypaucrani.

Emmipuyni BUCHOBKHM AucepTallii OTpUMaHi Ha OCHOBI 3aCTOCYBaHHS CTATUCTHYHHUX
METO/IB, METOJIIB TMPOTHO3YBAHHSI Ta KOPEAIIHHO-perpeciiHoro anamizy. Boxwu
JIOTIOBHIOIOTHCSI BUKOPHCTAHHSIM CIHEI[iali30BaHUX NPOTPAMHHUX MAKETIB i 0O0poOKHU
JAHWX, K1 TiIBUIIYIOTh TOYHICTh 1 HAAIHHICT pe3yibTaTiB. e MeToaoIoriyHuid miaxin
3a0e3medye peTeIbHUN aHami3 B3aEMOIl MK OpraHi3aliiHOI0 KyJIbTYpOIO Ta
MPOTYKTUBHICTIO, HAJIAI0OUM I[IHHY 1H(POPMAIIIIO SIK I aKaJeMIYHUX TOCIHIKEHb, TaK 1
JUTSI IPAKTHYHOTO 3aCTOCYBaHHS B JIEP)KaBHOMY CEKTOPI.

MeTo10 a0CaiTKeHHsI € aHaTi3 Ta OIIHKA BIUIMBY OpPTaHi3amiiHOI KyJIbTypH Ha
e(DeKTUBHICTh OpTraHizamiii MyOJIYHOTrO CEKTOpy, a TaKoXX BH3HAYEHHS KIIOUYOBHUX
KyJbTYPHUX YMHHHUKIB, SKI COPHUSAIOTH MIABUINEHHIO €()EKTUBHOCTI OpraHizailii B IIbOMY
KOHKPETHOMY KOHTEKCTI.

3aBIaHHAMU JUCEPTALIIHOTO TOCTIIKEHHS €:

- BU3HAYMTH JOMIHYIOUY OpraHizaliiiHy KyJbTypy B OpraHizamisx IyOIiq4HOTO

CEKTOpYy, 30KpeMa B perioHi Ipakcekoro Kypaucrany;



- JOCHIAWTH BIUIMB OPraHI3allliiHOI KyJbTYpH UM KyJIbTYp Ha €(EKTUBHICTbH
oprasizauiil myOIi4HOro CEKTOpY;

- MpoaHali3yBaTH B3a€MO3B'A30K MDXK pI3SHUMH CTHJISIMU JIiIEpCTBa  Ta
NePEeBaXKal0UOI0 OPTaHI3aIIIHOI0 KYJIbTYPOIO;

- IOCIIJIUTH CTaBJICHHSI CIIBPOOITHUKIB JO ICHYIOUOI OpraHi3aliiiHol KyJIbTypH Ta ii
BIUTMB HAa iX pe3yJbTaTUBHICTD;

- OIIHUTU €(EeKTUBHICTh ICHYIOUOI OpraHizamiiiHOl KyJbTYpU 3a JIOMNOMOIOKO
Instrumentational Culture Assessment Instrument;

- 3aIPOINOHYBAaTH PEKOMEHMAIlll 100 MIJBUILECHHS OpraHi3aliiHOi KyJIbTypH s
MOKPAIICHHS MisUTbHOCTI Jep>KaBHOTO cekTopy Ipakchkoro Kypaucrany.

HaykoBa HOBH3HA OTPMMAaHUX pe3yJIbTATIB:

- JucepTauis MICTUTh HOBAaTOPCHKUI aHalli3 BIUIMBY OpraHi3allliHOi KyJIbTypH Ha
e(heKTUBHICTh OpraHizailiii my0JIYHOr0 CEKTOPY B YHIKAJIbHOMY COLIaTbHO-MOJITUYHOMY
KoHTeKCTi Ipakcekoro Kypaucrany. 3ocepeKyr04ich Ha PeTioHi, SKuii OyB HEIOCTATHHO
MPEACTABICHUA B OpPTaHi3allifHUX JOCHIHKEHHSX, OCHIDKEHHS 3arlOBHIOE 3HAYHY
MPOTANMHY B ICHYIOUIH JITEpaTypi.

- JIOCHI/DKEHHS TIPEJACTABIISIE HOBY KOHIIENTYallbHYy OCHOBY, SKa aJanTye Ta
PO3MIMPIOE IHCTPYMEHT OIiHKH opraHizaiiHoi KynbTypu (OCAI) 10 KOHKpETHUX YMOB
Ipakcekoro Kypaucrany. Lls amanTtarisi BpaxoBye 4YITKY KyJIbTYpHY, MOJITHYHY Ta
oprasizaiiifHy AWHAMIKY PETiOHY, JO3BOJISIOYHM TOYHIIIE Ta PEJIEBAHTHIIIE OIIHIOBATH
oprasizaiiiHy KyJabTypy.

- JIOCHI/DKCHHS BHU3HAYa€ Ta Kiacudikye mepeBakarodi KyJbTYpHI THIH B
opraHizaiisx myomigyHoro cektopy B Ipakcbkomy KypaucraHi, NMponmoHyr4Yd JeTajabHE
PO3YMIHHS TOTO, SK IIi KyJBTYPHI aCIEKTH BIUIMBAIOTh Ha €()EKTHUBHICTh opraHizamii. L{s
KiIacudikaiis Jae HOBE PO3YMIHHS KyJIbTYpHUX (aKTOpiB, SKi CTHUMYJIOIOTH a0o
MEePEITKO/KAIOTh OpraHi3aIiiHiil e()eKTUBHOCTI B TOCTKOH(IIKTHOMY CYCIIJIbCTBI.

- 32 JIOTIOMOT'0I0 €MIIIPUYHOTO aHAII3y JOCIIDKCHHS BHUSBIISE 3HAYHI PO301KHOCTI
MDK MOTOYHUM 1 Oa)KaHUM CTaHOM OpPTaHI3alliiHOT KYJbTYPH, CIIPUHHITUM TpalliBHUKaAMU

nyOmigHoro cektopy. lleii BHCHOBOK TIJIKPECHIIOE TMOTEHIHI chepru KyIbTypHOI



TpaHcdopMmallii Ta Haa€e A1€B1 peKOMEHAAIT 00 Y3TOJKEHHS OpraHi3aliiHol KyJIbTypH
3 0aKaHUMU Pe3yJIbTaTaMH MPOTYKTHBHOCTI.

- Jauceprailisi poOUTh BHECOK Yy IIUPILY OO0JACTh OpraHi3alifHUX IOCTIKEHb,
JOCJIIKYIOUH TIEPETUH KYJbTYPHOI 1ICHTUYHOCTI, YIIPABIIHHS Ta [ISUIbHOCTI JEP>KaBHOTO
CEeKTOpa B PErioHi, II0 PO3BUBAETHCA Ta MOJITUYHO cKiIanHoMy. Lle aemoHcTpye, sk
KyJbTypHE 30€peKeHHsI Ta ajamTailisi MOXYThb CIIBICHYBaTH B paMKax Cy4acCHOIO
JEP>KaBHOTO YIIPaBIIIHHS.

- 3aBIAKM 1HTErpamii SKICHUX 1 KUIBKICHUX METOIIB JOCIIIKEHHS, BKIIOYAIOUH
IHTEpB'I0 Ta ONMUTYBAHHS, AOCIIIKEHHS MPOMOHYE BCEOIUHY OI[IHKY CTHUJIIB J1JEpPCTBA,
CTaBJICHHS MPAI[IBHUKIB 1 IPAKTUK YNPABIIHHA B Jep:KaBHOMY cekTopi. Llei 3mimanuii
MIJIX1J TIJBUINYE HAIIAHICTh BUCHOBKIB 1 3a0e3rneuye riaubuie po3yMiHHS KYyJIbTYPHOI
IUHAMIKH.

- pe3yabTaTh UbOr0 JIOCHIIKEHHS MalOTh MPAKTUYHE 3HAYEHHS JIA TMOJITHKIB 1
JigepiB aepkaBHOTO cektopa B Ipakcekomy Kypaucrani. YV mociimkeHHI MPOTOHYIOTHCS
CTpaTeriyHi peKOMEHJallli MO0 CHPHUSHHSA OUTbII CHOPUATIUBIA Ta e(eKTUBHIM
oprasizamiiHiil KyJabTypi, AKa 3pEIITOI0 MOKE TTOKPAIIUTH YIIPaBIIHHS, HAJAHHS MTOCTYT 1
3arajbHy €(EKTUBHICTh IEPKABHOTO CEKTOPY B PETiOHI.

Ilepmuii po3ain mnpencrapisie TOCTIIKEHHS, BCTAHOBIIOIOUM KOHTEKCT IS
JOCITIKEHHS, 30CEPE/UKYIOUNCh Ha JIEPKABHOMY CEKTOpl B YHIKAJIBHOMY COIIalbHO-
nomituaHomy danamadrti Ipakcekoro Kypaucrany. Y HbOMY OKpechioeTbes mpobiema
JOCTIKEHHS, HaroJIONIYye€ThCsl Ha HEOOXITHOCTI OCHIIUTH, SIK OpraHi3alliiiHa KyJIbTypa
BIUIMBA€ HAa MPOAYKTHBHICTH Y I[bOMY pErioHi. Y pO3AUT TaKOX MpPEACTaBIeH] I
JTOCIIDKCHHS, TIiMOTe3W Ta KIFYOBI JTOCTIAHUIIBKI THTAHHS, SKUMH KEpPYEThCS
nociipkeHHss. Kpim Toro, BiH Hajmae oOIpYHTYBaHHS JOCTIKEHHS, MIAKPECTIOIYN HOT0
3HAQYCHHS SK IS aKaJeMIYHHMX 3HaHb, TaK 1 JJIA MPaKTUIHUX 3aCTOCYBaHb Y IMIBUIICHHI
e(hEeKTUBHOCTI JIEPKABHOTO CEKTOpa. Takok OOrOBOPIOIOTHCS ETHYHI MIPKYBaHHS,
0OME)XEHHS TOCTIPKEHHS Ta 3arajibHa CTPYKTypa JucepTaltii.

Jpyruii po3ain 3arauOIr0eThcsl B TEOPETUYHI OCHOBHM OPTraHi3alliifHOI KYJIbTYpH,

OTJISIIAI0YM KITFOYOB1 MOJENI Ta paMKH, Skl OyJd po3poOJIeHI Ta 3aCTOCOBaHI B PI3HHMX



KOHTEKCTaX. Y 1bOMY pO3JAUI JOCHIKYETHCS ICTOPUYHUNA PO3BUTOK JOCITIKEHD
OpraHi3aliifHoOl KyJIbTYpHU Ta PO3TJIAIAIOTHCS PI13HI TEOPETUYHI TOYKH 30py, B TOMY UYHCI1
Xodcrene, lleitna, Kemepona ta Kyina, cepen iHmMX. Y HbOMY TaKOX OOTOBOPIOETHCS
pOJIb OpraHizaliiiHOl KyJbTYpH B MIJBUIICHHI a00 MEPElIKOJKaHHI MPOAYKTUBHOCTI,
0CcOOJUBO B JiepKaBHOMY cekTopi. Oco0nuBy yBary npuaiieHO cneuu@iuHiil KyabTypHid
nuHaMminl periony Ipakcekoro Kypaucrany, BUSHAUEHHIO MPOTANIMH Y JIITEPATYpl, AKI 1€
JIOCJIIIDKEHHST TIparHe BUPIIUTUA. Po3A1n 3aBepiiyeThes y3araJlbHEHHSAM JIITEpaTypH, IO
3a0e3Ieuye OCHOBY Il METOJI0JIOT1T TOCTIIXKEHHS Ta aHaJI3Yy.

Y TperboMy po3aiji mpeaCcTaBICHO METOIO0JIOTII0 JOCIIKEHHS, 30CepeHKeHy Ha
agantauii IHcTpyMeHTy omiHkM opraHizamnidioi kyaetypu (OCAI) A0 KOHTEKCTY
Ipakcekoro Kypaucrany. ¥ 1mpoMy po3iil A€TadbHO OMMCAHO AW3aiH JOCIHIIKCHHS,
cTparerii 300py JaHUX 1 METOAW aHaNi3y MaHMUX, SIKI BUKOPHCTOBYIOTHCS IS OIlIHKH
OpraHi3aliiHOl KyJIbTypH Ta ii BIUIMBY HA MPOAYKTHUBHICTb. Y HbOMY OOrOBOPIOIOTHCS
mpoOIemMu Ta OOMEXEHHS, 3 SKUMU JOBOJUTHLCS CTUKATHCS IT1/1 4ac TPOIECy JTOCTIKSHHSI,
Bovaroun  amanramiro  moxeni  OCAI  no  yHIKaNIBHOTO  COMIQIBHO-TIOIITHYHOTO
cepenoBuiia perioHanbHoro ypsaay Kypaucrany (KPT'). ¥V po3aini Takox po3riasgaroTbes
€TUYHI MIpKyBaHHS Ta HAJAa€ThCAd OOTPYHTYBaHHS OOpPaHOTO METOJOJIOTIYHOTO MiIXOIy,
rapaHTyIOuH, 10 AOCTIHKEHHS € CYBOPHUM 1 BIJOBITHUM KOHTEKCTY.

Po3xin yerBepTHil NMPUCBSIYECHMWI aHaAi3y NMEPBUHHUX NaHWX, 310paHMX TMiA Yac
ONMMHUTYBaHb Ta IHTEPB’I0 31 CHIBPOOITHUKAMHM Ta KEpPIBHHKAMHU PI3HUX OpTaHi3aiin
nepskaBHOTO cekTopa B Ipakcbkomy Kypaucrani. Y mpboMmy po3ainii MOPiBHIOETHCS TOTOYHA
Ta OakaHa opraHizalliifHa KyJbTypa, CTHJI JIIEPCTBA Ta CTABJICHHS IpalliBHUKIB. BiH
MICTUTh JCTAJIbHUN aHaji3 KJIOUYOBHUX AacIleKTIB, TaKUX SK JOMIHYIOUYl OpraHizariiHi
XapaKTepUCTUKH, METOJM YIIPABIIHHS, OpraHi3alifHUN K€, CTpaTeriyHi akIeHTH Ta
Kputepii ycmixy. PesympTaTM  BUSBWIM 3Ha4HI  PO30DKHOCTI MDK  ICHYIOUOIO
OpraHi3allifHOK KYyJIbTYypOlO Ta OaaHUM KyJbTYPHHM CTaHOM, SKHH OaXaroTh
MpaIliBHUKH, MPOMOHYIOUN 3p03yMITH cdepH, jJe MmoTpidHa KyJabTypHa TpaHchopmalis. Y
IIbOMY PO3/I1JI1 TAKOXK MEPEBIPSIOTHCS TIIMOTE3U JOCITIDKCHHS, HAJJal0uH eMITIPUYHI JI0Ka3u

Ha iX MiATBEPKeHHs 200 CIIPOCTyBaHHS.



Y m’aromy po3aiii o0’eaHaH1 pe3yiabTaTd OMISIAY JITepaTypu Ta NEPBUHHHUX
JOCJI/IKeHb, 00 3ampONOHYBaTH KOMIUIEKCHHMM aHami3 e(eKTUBHOCTI OpraHi3aliiHoi
KyJbTypu B JepkaBHOMY cektopi Ipakcekoro Kypaucrany. Y 1mwomy po3mimi
MOPIBHIOETHCSA OpraHizalliiiHa KyJbTypa OpraHi3alliil Jep>KaBHOI0 CEKTOpY B Ipakchkomy
Kypnucrani Ta Ykpaidi 3 BAKOPUCTAHHSIM CUCTEMU KyJIbTypHUX BuUMipiB Xodcrtena. Bin
JOCIIIKY€E, SIK KyJIbTYpHI BIAMIHHOCTI BIUIMBAIOTh Ha OpraHi3alliiiHl CTPYKTYpH, CTHIII
JepCTBa, MOJEINI CIUIKYBAaHHS Ta MOBEIIHKY IMpalliBHUKIB B 000X perioHax. ¥ posaii
TaKO0X OOTOBOPIOIOTHCS HACHIJIKH IIMX BUCHOBKIB ISl AISJIBHOCTI JAEPKABHOTO CEKTOPY,
HaJaloud CTpaTeriyHi peKOMEeHJaIli I0oJ0 TMIABHIIEHHS e(QeKTHBHOCTI OpraHizari
HUISIXOM KYJBTYPHOI ajanTaiiii Ta Tpanchopmariii.

Y BucHOBKax HaBEJICHO IIIJICYMOK KJIOUYOBHUX BHCHOBKIB JOCHIIKEHHS Ta
OOTOBOPIOTHCS iXHI HACHINKH JUIsl KEPIBHUIITBA Ta TOJITHKH B JEPKaBHOMY CEKTOPi
Ipakcbkoro Kypaucrany. BiH miakpeciioe BaxIMBICTh Y3TOJKEHHS OpraHizaliiHoi
KyJIbTYpH 3 IUSIMU €(EeKTUBHOCTI JJI MABUIICHHS €()EeKTHBHOCTI JEPKABHOTO CEKTOpa.
VY po3aiii TakoX BUCBITIIOETHCS BHECOK JOCIHIDKEHHS B ICHYIOUHH MacWB 3HaHb IPO
OprasizaimiifHy KyJbTypy Ta MPOMOHYIOTHCS PEKOMEHAIi g MaiOyTHIX JOCTIIKEHb.
HanaroTbest mpomo3uilii moAo0 NPakTUYHUX BTPYy4YaHb, CHPSIMOBAHUX HA CIPUSHHS
CHOPHUATIUBININ Ta e(pEeKTUBHINIIN OpraHi3aiiHii KyJIbTypi B Jep>KaBHOMY CEKTOpi, a
TaKOXX IPOMO3HUIII IIOJ0 MOJAJIBIIOT0 BHBYCHHS KYJbTYPHOI JWHAMIKH B PI3HHX
pETiOHABFHUX Ta OPTaHi3aIliiHUX KOHTEKCTaX.

IIpakTuyHe 3HAYeHHS OTPUMAHMX Pe3yJabTATIiB y Il aucepTallii mojsarae B ix
MOTEHIIIMHOMY 3aCTOCYBaHHI JUIS TiJBUINCHHS ¢(EeKTUBHOCTI OpraHizailii B Jep>KaBHOMY
cektopi Ipakcekoro Kypaucrany. Otpumani pe3ynbTaTi HQIalOTh HIHHY 1HPOPMAIIIIO IS
KEepIBHUKIB OpraHizarliii i MoJiTUKIB, MPOMOHYIOUN TJIMOIIEe 3pO3yMITH, SIK OpraHizarliiiHa
KyJbTypa BIUIMBAa€ Ha MPOAYKTHUBHICTh. JlOCIHIJDKEHHS BHU3HA4Ya€ KOHKPETHI KYJBTYpHI
aCIieKTH, sKI MaOTh BHpIIIAJbHE 3HAYEHHA JUIS MIiABUIICHHS €(QEeKTUBHOCTI,
3a/I0BOJICHOCTI MPAIIBHUKIB 1 3arajibHO1 €()eKTUBHOCTI OpraHizailii. periony, 1o mpu3Bee
0 OiIpIl €(pEeKTUBHUX METOMIB YMPABIIHHA Ta KpaIloro Y3TO/UKEHHS MDK IIJISIMH

opraHizailii Ta I[IHHOCTSAMH TMpaIliBHUKIB. BOpoBamkyrodn pekoMmeHpallli, oTpuMaHi B



pe3yibTarTi UbOro JOCHIIKEHHS, OpraHizaiii Jep>KaBHOTO CEKTopy B Ipakchkomy
Kypnucrani MOXyTh CHpusiTu OUIbII MO3UTUBHINA OpraHizamiiiHiid KyJnbTypi, sKa
MIITPUMY€E CTalle 3pOCTAaHHS Ta MOKpallye HaJaHHS MOCHyr. Pe3ynbraTu MOCHIIKEHHS
TaKoXX pOOJIATH BHECOK y MIUpUIYy cepy OpraHizamiiiHuX IOCHIKEHb, MPOMOHYIOUH
EMITIPUYHI JaHl 3 BIJTHOCHO HEIOCTAaTHHO JIOCIIKEHOTO PErioHy, 30aradyroyu TaKuM
YUHOM TJI00aJbHE PO3YMIHHS B3a€MO3B’A3KY MDK KYJbTYpPOI Ta MPOAYKTHUBHICTIO B
JEP>KaBHOMY CEKTOPI.

KurouoBi ciioBa: opranizainiiiHa KyJibTypa, €(peKTUBHICTh OpraHizailii, myOaiyHun
ceKTop, perioH Ipakcbkoro Kypaucrany, cTumil JiiepcTBa, yIpaBliHHS CHIBPOOITHUKAMH,
KOHKypylO4a CHUCTE€Ma I[IHHOCTEW, KyJbTypa KIaHy, KyJbTypa aJXOKpaTii, pUHKOBa
KyJbTypa, KyJbTypa i€papxii, IHCTpPyYMEHT OLIHKK OpraHi3aliiiHOl KyJIbTypH, MEpEeXpecHe

OMUTYBaHHSI, TPOMAJCHKICTh CEPBICHI OpraHizallii, perioHanbHuid ypsag Kypaucrany.
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INTRODUCTION

The study of organizational culture and its impact on organizational performance is
a well-established area of research. However, there remains a significant gap in
understanding this relationship within the public sector, particularly in regions
characterized by unique socio-political contexts, such as Iraqi Kurdistan. As Iraqi
Kurdistan continues to navigate challenges related to governance, public administration,
and socio-economic development, the public sector plays a crucial role in ensuring
stability and growth. Therefore, understanding how organizational culture influences the
performance of public institutions in this region is both timely and vital.

Organizational culture encompasses the values, beliefs, and behaviors that shape
how work is conducted within an organization. In the public sector, these cultural elements
are especially critical, as they can influence everything from decision-making processes to
employee motivation and public service delivery. Given the complexity of the public
sector in Iraqi Kurdistan, which is influenced by both local traditions and broader political
dynamics, examining the interplay between culture and performance is essential for
improving organizational effectiveness.

This research is particularly relevant because it addresses several key issues. Firstly,
it fills a gap in the literature by providing empirical insights into a region that has been
largely underrepresented in organizational studies. Secondly, the study focuses on the
public sector, an area where the alignment between organizational culture and
performance can have significant implications for governance, public trust, and service
quality. Finally, the findings of this research have the potential to inform policymakers and
public administrators in Iraqi Kurdistan, offering strategies to cultivate a positive
organizational culture that enhances performance outcomes.

As Iraqi Kurdistan continues to develop its public institutions, this study offers a
critical examination of the factors that can drive or hinder organizational success. The
relevance of this research lies in its potential to contribute to both academic knowledge
and practical applications, providing a framework for understanding and improving

organizational performance in a context that is both challenging and evolving. By focusing



on the public sector, this study underscores the importance of organizational culture as a
lever for enhancing efficiency, accountability, and service delivery in a region where these
outcomes are of paramount importance.

The object of research is the public sector organizations.

The research subject is the influence of organizational culture on the performance
of public sector organizations.

Research methods. The methodological foundation of this dissertation is built upon
a combination of analytical approaches, general scientific methods, and specialized
research techniques, all aligned with the study's objectives and research questions. The
research employs a classification-analytical approach and grouping to categorize various
aspects of organizational culture and its impact on performance. Models and methods for
evaluating organizational performance within the public sector are developed and applied.

The study also incorporates the method of expert evaluations and a comprehensive
approach to determine key indicators that influence the effectiveness of organizational
culture. This is supported by the theory of management decision-making, simulation
experiment techniques, and methods of mathematical statistics. Additionally, multi-criteria
assessment methods are used to evaluate organizational performance, particularly in
contexts characterized by ambiguity and uncertainty, reflecting the complexities of the
public sector in Iraqi Kurdistan.

Empirical findings of the dissertation are derived from the application of statistical
methods, forecasting techniques, and correlation-regression analysis. These are
complemented by the use of specialized data processing software packages, which
enhance the accuracy and reliability of the results. This methodological approach ensures a
rigorous analysis of the interplay between organizational culture and performance,
providing valuable insights for both academic research and practical application in the
public sector.

The study aims is to analyze and evaluate the impact of organizational culture on
the performance of public sector organizations, and to identify key cultural factors that

contribute to enhancing organizational effectiveness within this specific context.



The tasks of the dissertation research are as follows:

- to identify the dominant organizational cultures within public sector
organizations;

- to examine the impact of these organizational cultures on organizational
performance;

- to analyze the relationship between different leadership styles and the
prevailing organizational culture;

- to investigate employee attitudes towards existing organizational culture and its
influence on their performance;

- to assess the effectiveness of the current organizational culture using the
Organizational Culture Assessment Instrument;

- to propose recommendations for enhancing organizational culture to improve
performance in the public sector

The scientific novelty of the obtained results:

- this dissertation provides a pioneering analysis of the impact of organizational
culture on the performance of public sector organizations in the unique socio-political
context of Iraqi Kurdistan. By focusing on a region that has been underrepresented in
organizational studies, the research fills a significant gap in the existing literature.

- the study introduces a novel conceptual framework that adapts and extends
the Organizational Culture Assessment Instrument (OCAI) to the specific conditions of
Iraqi Kurdistan. This adaptation takes into account the distinct cultural, political, and
organizational dynamics of the region, allowing for a more accurate and relevant
assessment of organizational culture.

- the research identifies and classifies predominant cultural types within the
public sector organizations in Iraqi Kurdistan, offering a detailed understanding of how
these cultural dimensions influence organizational performance. This classification
provides new insights into the cultural factors that drive or hinder organizational

effectiveness in a post-conflict society.



- through empirical analysis, the study uncovers significant disparities between
the current and preferred states of organizational culture as perceived by employees in the
public sector. This finding highlights the potential areas for cultural transformation and
provides actionable recommendations for aligning organizational culture with desired
performance outcomes.

- the dissertation contributes to the broader field of organizational studies by
exploring the intersection of cultural identity, governance, and public sector performance
in a developing and politically complex region. It demonstrates how cultural preservation
and adaptation can coexist within the framework of modern public administration.

- by integrating qualitative and quantitative research methods, including
interviews and surveys, the study offers a comprehensive evaluation of leadership styles,
employee attitudes, and management practices within the public sector. This mixed-
methods approach enhances the robustness of the findings and provides a deeper
understanding of the cultural dynamics at play.

- the findings of this research have practical implications for policymakers and
public sector leaders in Iraqi Kurdistan. The study offers strategic recommendations for
fostering a more supportive and effective organizational culture, which can ultimately
improve governance, service delivery, and overall public sector performance in the region.

The first chapter delves into the theoretical foundations of organizational culture,
reviewing key models and frameworks that have been developed and applied in various
contexts. The chapter explores the historical development of organizational culture studies
and examines different theoretical perspectives, including those of Hofstede, Schein,
Cameron and Quinn, among others. It also discusses the role of organizational culture in
enhancing or hindering performance, particularly within the public sector. Special
attention is given to the specific cultural dynamics of the Iraqi Kurdistan Region,
identifying gaps in the literature that this study seeks to address. The chapter concludes
with a synthesis of the literature, providing a foundation for the research methodology and
analysis.

The second chapter presents the research methodology, focusing on the adaptation



of the Organizational Culture Assessment Instrument (OCAI) to the context of Iraqi
Kurdistan. The chapter details the research design, data collection strategies, and data
analysis techniques used to evaluate organizational culture and its impact on performance.
It discusses the challenges and limitations encountered during the research process,
including the adaptation of the OCAI model to the unique socio-political environment of
the Kurdistan Regional Government (KRG). The chapter also addresses ethical
considerations and provides a rationale for the chosen methodological approach, ensuring
that the research is both rigorous and contextually relevant.

The third chapter is dedicated to the analysis of primary data collected through
surveys and interviews with employees and leaders from various public sector
organizations in Iraqi Kurdistan. This chapter compares the current and preferred
organizational cultures, leadership styles, and employee attitudes. It provides a detailed
examination of key aspects such as dominant organizational characteristics, management
practices, organizational glue, strategic emphases, and success criteria. The findings reveal
significant gaps between the existing organizational culture and the preferred cultural state
desired by employees, offering insights into areas where cultural transformation is needed.
The chapter also tests the study’s hypotheses, providing empirical evidence to support or
refute them.

The fourth chapter integrates the findings from the literature review and primary
research to offer a comprehensive analysis of the effectiveness of organizational culture in
the public sector of Iraqi Kurdistan. This chapter compares the organizational cultures of
public sector organizations in Iraqi Kurdistan and Ukraine using Hofstede’s cultural
dimensions framework. It explores how cultural differences impact organizational
structures, leadership styles, communication patterns, and employee behavior in both
regions. The chapter also discusses the implications of these findings for public sector
performance, providing strategic recommendations for enhancing organizational
effectiveness through cultural adaptation and transformation.

The fifth chapter summarizes the key findings of the research and discusses their

implications for leadership and policy within the public sector of Iraqi Kurdistan. It



emphasizes the importance of aligning organizational culture with performance objectives
to improve public sector efficiency. The chapter also highlights the contributions of the
study to the existing body of knowledge on organizational culture and offers
recommendations for future research. Suggestions for practical interventions aimed at
fostering a more supportive and effective organizational culture in the public sector are
provided, along with proposals for further exploration of cultural dynamics in different
regional and organizational contexts.

The practical significance of the obtained results in this dissertation lies in their
potential application to enhance organizational performance in the public sector of Iraqi
Kurdistan. The findings provide valuable insights for organizational leaders and
policymakers, offering a deeper understanding of how organizational culture impacts
performance. The research identifies specific cultural dimensions that are critical for
improving efficiency, employee satisfaction, and overall organizational effectiveness.
These insights can guide the development of strategies tailored to the unique cultural
context of the region, leading to more effective management practices and better alignment
between organizational goals and employee values. By implementing the
recommendations derived from this study, public sector organizations in Iraqi Kurdistan
can foster a more positive organizational culture that supports sustainable growth and
enhances service delivery. The study's outcomes also contribute to the broader field of
organizational studies by offering empirical evidence from a relatively under-researched
region, thereby enriching the global understanding of the relationship between culture and
performance in the public sector.

Structure and scope of work. The dissertation consists of an introduction, five
chapters, chapter conclusions, main conclusions, a list of references and appendices. The
total volume of the dissertation is 222 pages, including 14 figures, 14 tables, a
bibliography of 199 titles and 1 appendices.
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CHAPTER 1
LITERATURE REVIEW ON THEORETICAL MODELS OF
ORGANIZATIONAL CULTURE

1.1. Theoretical Foundations of Org-Cult Studies: Cultural Frameworks

1.1.1. Overview

In an org-cult, there are collective shared values, beliefs, and assumptions which
affect individual behavior. According to Schein (1990), culture is “a pattern of basic
assumptions that a group has developed for coping with external adaptation and internal
integration”. This definition underscores the significance of learned behaviors and
beliefs which contribute to the formation of organizational norms. Cultural frameworks
yield abundant information on the relations among the members of the organization and
help the leaders both comprehend and manage the layers of the org-cult rightly.

Cultural frameworks offer theoretical lenses through which organizations’
cultural dimensions can be understood. Implementation of these frameworks by leaders
allows them to spot strong and weak sides of the org-cult, either to fill the gaps or to
build a working environment that will boost innovativeness, teamwork, and
achievement-making. This section reviews literature on some of the most significant
theoretical models of org-cult deployed to understand or influence organizational
effectiveness, specifically the models developed by Hofstede (1980), Deal and Kennedy
(1982), Quinn and Rohrbaugh (1983), Denison (1990), Schein (1990), and Handy
(1993).

1.1.2. Hofstede (1980)

1.1.2.1. Overview

Geert Hofstede’s (1980, 2011) “cultural dimensions” theory offers great
plausibility for assessing the thoughts and beliefs common with Iraqi pub-sec-orgs. The
theory encompasses a number of dimensions, which provide understanding for multiple
facets of the culture, enabling researchers and analysts to better appreciate the subtleties

through which cultural variables come into play in organizational dynamics applicable
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within studied contexts. Hofstede’s country data does not include specific data for the
IKR, thus the Region is included within aggregate data for Iraq as a whole. The most
pertinent dimensions with regard to Iraq and Ukraine (which is considered for
comparative purposes, as presented in later chapters) are “power distance” and
“uncertainty avoidance”, for which the prevailing national cultures have very high
scores (i.e., 97, 92 and 96, 95, compared to 40, 46 for the US) (Figure 2.1). The
following discussion of Iraq applies equally to Ukraine in relation to their shared
“cultural dimensions” profiles, although Iraq is distinct in its low scores for
individualism (25) and long-term orientation (11).
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Figure 1.1: Hofstede Insights (2024) Country Comparison of Iraq, Ukraine, and
United States
Source: Hofstede Insights (2024)
1.1.2.2. Application to IKR/ Iraq
Hofstede’s (2011) conceptualization of the power distance dimension emphasizes
on the extent to which societal associates accept or expect hierarchical distinctions and

differences in terms of authority and decision-making. In the context of Iraqi pub-sec,
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this dimension is particularly applicable since it signifies the hierarchical aspect of
authority structure in government’s matters. This implies that the communication
patterns and accountability mechanisms are different because of a large power distance.
In this regard, subordinates may find it difficult to air their views or challenge authority
in such a scenario; this might result in restricted flow of information and decision-
making hold-ups (Hofstede, 2011). Understanding the power distance dimension can
play a significant role in relevant analysis of the possible effects of organizational
hierarchies on pub-sec-orgs in Iraq.

The uncertainty avoidance dimension refers to a society’s tolerance for
ambiguity, risk aversion and resistance to change (Hofstede, 2011). Uncertainty
avoidance may emerge as a cultural characteristic in the Iraqi pub-sec which has been
marked by an inevitable need for stability and predictability due to political and security
challenges. Pub-sec-orgs with high uncertainty avoidance tend to use long-established
procedures and are less interested in some risk-taking that can potentially undermine
their agility against the dynamic challenges (Hofstede, 2011). This dimension clarifies
why some organizations may be resistant to new programs or change. Indeed,
appreciating uncertainty avoidance would guide the Iraqi pub-sec-orgs therefore perfect
a culture that is adaptive, accepting and ready for change.

Hofstede’s (1980, 2011) cultural dimensions is advantageous in understanding of
the cultural traits in Iraqi pub-sec-orgs. It makes possible cross-cultural comparisons
with other countries that are important for international first-class collaborations and
benchmarking practices. In addition to that, this theory helps in the understanding of
culture at profound levels touching on definite facets; thus, providing an organized way
of explaining how cultural attributes affect different aspects of organizational behavior.
This granularity allows for a detailed examination of the culture effect on performance
outcomes, which has practical implications on organizations’ design of strategies in
cross-cultural contexts.

Nevertheless, there are some shortcomings to keep in mind. However, an inherent

drawback in exclusive dependence on these dimensions is the risk of stereotyping and
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cultural traits oversimplification. Cultures are naturally intricate and multi-faceted, and
the dimensions may not fully represent the numerous varieties observed within a
culture. Moreover, the theory’s weak contextualization may make it difficult to
understand these specific historical, social and political factors that determine the
cultural context of the Iraqi pub-sec. However, as a valuable framework, the dimensions
should be supplemented by a more complete and context-based analysis to develop a
holistic understanding of culture in organizations.

1.1.3. Deal and Kennedy (1982)

1.1.3.1. Overview

Deal and Kennedy’s (1982) model indicated that the process of culture in
organizations 1s dependent on the business environment and feedback mechanisms, and
categorized cultures based on the degree of risk-taking behavior and the speed of
feedback loops, resulting in four cultural types: “tough-guy/ macho”, “work hard/ play
hard”, “bet-your-company”, and “process culture”. Apprehending cultural types helps
companies to see their tolerance to risk, decision plan, and ability to go with changes.
Deal and Kennedy (1982) state that the business environment has the biggest impact on
a company’s culture, which they referred to as “corporate culture”, and asserted that it
contained all the ingredients necessary for success in such an environment. This could
be analyzed by looking at two dimensions: the extent of risk attached to what a business
does, and how fast it gives input on whether an action or strategy succeeds/fails.

Deal and Kennedy (1982) specified that the latter does not necessarily mean
simply bonuses, promotions and informal feedback, and may more broadly refer to
knowledge of results. In this regard, a goalkeeper is immediately informed, making a
great save. However, a surgeon may only find out after several days as to whether the
operation was successful, while finding out that a decision regarding a new product was
right can take months or even years. The authors noted that feedback can high-low,
quick or slow, as per a four-quadrant model with four types of cultures, as depicted in

Figure 2.2.
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Figure 1.2: Deal and Kennedy'’s (1982) Model
Source: Deal and Kennedy (1982)

1.1.3.2. Tough-guy, macho culture

In organizations where a personified crusty, tough, and macho culture is
prevailing, individualism and risk-taking behaviors represent the most elite levels in
hierarchy. Workers are among the most accomplished performers hence they are at ease
in an environment where they automatically receive instantaneous messages of their
success or failure. Such a type of culture nurtures an environment that is highly
competitive as employees show signs of being self-compelled to express themselves and
to also display their expertise. Fast decision-making is becoming more and more
common. Workers should display leadership traits and be very confident when
approaching their work.

1.1.3.3. Work hard/ play hard culture

This cultural concept is a validation that recreation and action prevail. Staff have
been training for a long time and are therefore asked to work hard, but also they are
given an opportunity to relax themselves and have fun. This culture is based on the
principle of working together as a team. As a result, there are plenty of employees who
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take part in collective activities and participate in social events. Feedback is rapid, and
individuals can easily achieve success. Employees are intrinsic drivers of their
aspirations in achieving high standards at a workplace and having an avocation they
love.

1.1.3.4. Bet-your-company culture

Sometimes in companies with a bet-your-company culture it occurs that high-
stake decisions because recorded as a routine. Forming part of an ecosystem where the
end goal of their actions may not ever be known, employees often engage in work that
will not be immediately realized. Therefore, this tightrope situation with a low-feedback
and a high-risk environment calls for individuals to be very brave or take risky bets. In
that culture success is not just about strategic bets and how the results quickly follow
up, but rather on how the persons made the bets end up paying all in the end. As far as
employees are concerned, they should have to face any unexpected and unpredictable
situations with flexibility and patience.

1.1.3.5. Process culture

The process culture, which guides the acting on the basis of rules and procedures,
is an obvious sign of bureaucracy. In this type of culture employees rather pay attention
to how the work is done rather than to the results that are being achieved. The effect of
actions is not evident, and people may have difficulty in judging how they are
influencing outcomes. The most noticeable result in solving this cultural problem is that
many complex, rules, and regulations are involved in the leadership. The employees
may feel hampered by the lack of autonomy and freedom for creativity since creativity
takes a backseat compared to doing things in duplicate strictly following the settled
norms.

1.1.3.6. Summary

Overall, Deal and Kennedy (1982) offer a widely recognized framework, which
offers a simplified yet comprehensible approach to categorizing and analyzing org-cults
based on two fundamental dimensions: feedback and risk. With respect to a thesis, this

model has several benefits but unfortunately also some shortcomings. The discussion
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will therefore explore the pros and cons of using their model in conducting research,
which will offer a comprehensive overview of its usefulness. The first benefit of the
Deal and Kennedy (1982) model is its simplicity. This model is antithetical to the
contemporary world that has been dominated by complexity and information overload,
which provides an easy view on how to look at the org-cult. The fact that it is inherently
simple makes it a handy tool for researchers and at the same time enables even scholars
and readers not find any difficulties in understanding its basic principles. The advantage
of this simplicity is that it makes a thesis easier to explain and discuss org-cult types.

Apart from the simplicity of its application, the Deal and Kennedy (1982) model
offers a diagnostic role which helps to appraise and analyze existing culture in any
organization. This is a very useful diagnostic feature especially when undertaking case
study based empirical research. The model makes it possible for researchers to
effectively place organizations within the four cultural types explained above, thus
facilitating the examination of characteristics and outcomes attributable to each. This
typology facilitates systematic investigation of the influence of culture on different
organizational aspects, an important component of any thorough thesis.

Another advantage is that the Deal and Kennedy (1982) model can be practically
applied with relative ease. In addition to being useful for classification, it is a guide to
action for organizations wishing to transform or improve their existing culture. Through
identifying their prevailing cultural type and the strengths and weaknesses associate
with it, organizations can therefore make decisions regarding cultural shifts or even
adaptations. This practical angle is very useful in various organizations intending to
match their culture with their principal objectives and intended results (Daft, 2009).

The Deal and Kennedy (1982) model is also useful when used for comparison
purposes. The measure makes it possible to compare and contrast org-cults in various
sectors/industries, revealing trends and patterns within the context of specific industries.
Researchers exploring the relationship between culture and sector-specific variables will
desire this capacity for cross-industry comparisons as it enables the identification of

sector-specific cultural nuances and their potential implications.
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Nevertheless, it is important to note the limitations of the model, including its
oversimplified conceptualization of org-cult. While its simplicity makes it easy to read,
it can be difficult to grasp the full complexity of org-cult, especially for larger and more
sophisticated organizations. However, the model oversimplifies culture into two
dimensions of feedback and risks, ignoring the fact that cultures are multifaceted and
complex and consist of a host of elements such as history, values, norms, and symbols.
Therefore, the Deal and Kennedy (1982) model may not represent all the cultural
features that affect organizational behavior and results.

1.1.3.7. Application to IKR

When examining IKR’s pub-sec org-cult, the scope of the area’s distinctive socio-
political and economic setting must also be evaluated. In the wake of historical and
geopolitical crises faced by the IKR, it is possible to envisage that public organizations
having some elements of cultures referred to in the typology. The kind of the “tough-
guy macho” culture - looking tense, perhaps, under the complex political environment,
may at the end of the day come back with the need for assertiveness and resilience.
Moreover, the work hard/play hard culture will manifest as a worthy topic stressing
comradery and team work even in the hardest conditions. Besides, there might be the
bet-your-company type of culture among them, because of high-stakes funding (i.e., de-
funding) decisions that relate to post-conflict reconstruction and economic development.
However, it is also possible that even parts of process cultures will come out due to an
ingrained and politicized bureaucratic hierarchy. Consequently, a critique indicates that
the public organizations of IKR have likely a universality, the result of historical layers,
the socio- political dynamics and the necessity for stability and progress in an
environment being based on both willingness and doubt.

1.1.4. Quinn and Rohrbaugh (1983)

1.14.1. Overview

Robert E. Quinn and John Rohrbaugh (1983) developed the “competing values
framework” (CVF) during their search for what could be used to determine if an

organization is effective. Cameron and Quinn (1999) later developed and validated the
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OCALI questionnaire within the CVF paradigm, which was selected for use in this study
(as presented in Chapter 3). Empirical studies have identified two theoretical
dimensions of the CVF that served as a basis for classifying different organizations’
theories of effectiveness (Gong et al., 2022): “flexible vs. focused”, which explores how
differentiation is effected by flexibleness, dynamics or more preferably from the
stability of order and/or controls; and (2) “internal vs. external”, which distinguishes
internal attitudes towards integration, collaboration, and unity with an external
orientation towards competition and differentiation. These dimensions form four
quadrants, each representing an ideal-type of organization and individual behaviors as

shown in Figure 2.3.
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Figure 1.3: Competing Values Framework
Source: Quinn and Rohrbaugh (1983)
The CVF Quinn and Rohrbaugh (1983) classifies org-cult dimensions based on
the “axes of the flexibility-stability” paradigm and the inner-outer focus represents this

model. With the four cultural archetypes recognized by the theory of CVF, the org-cult
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can be viewed from multi-dimensional aspects in terms of behaviors, decision making
processes, and organizational statistics. The four types are: (a) clan culture, (b)
adhocracy culture, (c) hierarchy culture, and (d) market culture (Fiordelisi & Ricci,
2014; Hartnell et al., 2011; Muliaty et al., 2017). These classifications, as discussed
below, pertain to employee-oriented leadership, cohesiveness, participation and
teamwork in a clan, or types of supportive cultures (Alvesson, 2012).

1.1.4.2. Clan culture

Organizations that focus exclusively on internal operations and adaptability create
clans. In essence, with this value-mix, organizations seek internally to act faster and
better in the face of change. Clans value teamwork and collaboration. They also tend to
form families who stick together by their common aspirations. Clannish organizations
may be more concerned with their internal outcomes like engagement and not external
results such as customer outcomes. In case it is a matter of survival for the customer,
then the decision favors the customer. Other than that, if the needs of the customer
conflict with those of the organization, the organization is likely to win, the decision
favors the organization itself (Quinn & Rohrbaugh, 1983).

The assumptions and values of clan culture involve human affiliation, teamwork,
attachment, trust, loyalty and support (Fiordelisi & Ricci, 2014). Managers in a clan
culture should act democratically to evoke inspiration and motivation among employees
that ultimately develops a culture of excellence within the organization (Miguel, 2015).
The effective org-cult is based on an active interpersonal relationships, which can be
facilitated by a clan culture. According to Nongo and Ikyanyon (2012), when
organization members trust, loyal and own the organization, they tend to act
appropriately and develop a sense of ownership. Teamwork, employee involvement, of
clan culture and participation and communication with internal stakeholders.
Development and learning in organizations. Business managers in a clan culture foster
team work and empower the employees (Yirdaw, 2016). Clan culture ultimately aims at
enhancing employee performance through commitment, ownership and responsibility

(Lee et al., 2016; Murphy et al., 2013; Sahat et al., 2018; Wiewiora et al., 2014).
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On their part, Karneli et al. (2015), Lazaroiu et al. (2015), Muliaty et al. (2017),
Murphy et al. (2013); Shah and Parmar (2016), and Wiewiora et al., 2014 conducted
researches on findings in the area of org-cult and the manner in which clan culture
positively relates to org-per. On the other hand, Givens (2012) noted that instead of
enhancing efficiency and effectiveness in the organization, the clan culture consists of
employee relation issues. Kotrba et al. (2012) contradict both views, arguing that the
clan culture improves performance indirectly and by so doing affirm the direct influence
of clan culture on efficacy for its opposite view. Business managers in a clan culture
encourage employee engagement as well as commitment to the organization on the
contention that committed employees can effectively perform their task and deliver their
responsibility (Nongo & Ikyanyon, 2012).

1.1.4.3. Adhocracy/ entrepreneurial culture

Organizations with an adhocratic approach look outwardly and aim at flexibility
and responsiveness. This kind of a value mix places high importance on the speed in
which things are done, new ideas, as well as the eagerness to take risks all for the sake
of serving the market fast. They form a cohesive unit due to the need to experiment,
innovate and create at high speed. Hence, they are innovative, spontaneous and
motivated to develop and discovering new methods to excel. Although these
organizations might progress well in terms of development, they could have relatively
less control over their operations and offer less nurturing environments compared to
other organizations (Quinn & Rohrbaugh, 1983).

An “abyss” (i.e., a lack of rigid hierarchical control) creates an adhocracy or an
entrepreneurial culture, which is characterized with work that is innovative, creative and
adaptable (Ramdhani et al., 2017). According to Becker et al. (2018), a hierarchy
culture comprises a set of rules that are used to regulate activities in the organization. In
a market culture, competition and organizational goal achievement prevail (Sivakami &
Samitha, 2018). In adhocracy or entrepreneurial culture, organization members may
need their job assignments explained such that they understand the importance and

impact of the assignment to achieving organizational goals (Veiseh et al., 2014). The
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values and assumptions of adhocracy culture include:

- Supporting growth.

- Encouraging risks.

- Embracing creativity.

- Valuing diversity.

- Empowering independence and flexibility.

Business managers of adhocracy culture tend to devote more resources to
research and development and support creative and innovation research from their
employees (Sok et al. 2014). Adhocracy culture puts lots of emphasis on creativity and
innovation, increases the output in the place of work. Adhocracy culture eventually
leads to innovation and change (Fiordelisi & Ricci, 2014). Evidence from research on
org-cult indicates a positive link between adhocracy culture and innovative
entrepreneurial orientation (Engelen et al., 2014). Similarly, other research findings
indicated a positive association between the adhocracy culture and long-term financial
performance (Hartnell et al., 2011).

1.1.44. Hierarchy culture

Hierarchy culture represents the authoritarian management structure of the
archetypal traditional organization, associated with transactional leadership and low
employee satisfaction and engagement, but with potential efficacy for achieving task-
based production. Hierarchies may seem inherently reprehensible to the general reader,
but they can be constructive in organizations seeking stability through control.
Organizations therefore look into themselves with these values, to take advantage of
their strength and self-drive towards control and efficiency. Through controlled
operating processes, hierarchies offer clarity and discipline in the workings. They also
do things in a proper, straight-forward and controlled manner. This is because such
organizations may tend to react slowly or even not react at all to changing situations and
demands in the markets, unlike other organizations (Quinn & Rohrbaugh, 1983).

Managers in the hierarchy culture first think of how to develop effective control

systems for the entire business. Order of culture is the one that each step has its own
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procedure and rules, meaning organization members follow the rules and set ways, with
an example of hierarchy culture (Hartnell et al., 2011). Hierarchy culture involves
straight communication, regulated stability and consistency (Fiordelisi & Ricci, 2014).
Ultimately, hierarchy culture aims for efficiency and effectiveness. According to the
study findings, a negative correlation between hierarchy culture and financial
performance exist (Eaton & Kilby, 2015). Similarly, additional studies found adverse
relationship existing between hierarchical culture and customer integration (Cao et al.,
2015). In competition culture, organizational members are aimed at increasing their
reward through the market achievement (Becker et al., 2018).

1.1.4.5. Market/ competition culture

Market organizations are both externally and internally oriented. They know
exactly where their organization stands in the market and try as much as possible to
improve this. Therefore, they are very customer and supplier oriented and put great
attention on excellence in customer service and improve competitive edge. These
organizations are often competitive. It is through the need to get things done and win in
the competitive market place that they bond. Hence, they could turn out to be less
forward looking, responsive, and perhaps nurturing than some organizations. Market
organizations are both externally and internally oriented. They know exactly where their
organization stands in the market and try as much as possible to improve this.
Therefore, they are very customer and supplier oriented and put great attention on
excellence in customer service and improve competitive edge. These organizations are
often competitive. It is through the need to get things done and win in the competitive
market place that they bond. Hence, they could turn out to be less forward looking,
responsive, and perhaps nurturing than some organizations (Quinn & Rohrbaugh, 1983).

Market cultures seek to gather customer and competitor information, appropriate
goal setting, planning and decision-making, task focus leadership. Competition culture
also entails market aggressiveness and achievement. In a culture of competition,
organizations with a market culture exhibit openness in communication,

competitiveness, capability, and achievement (Miguel, 2015). Business managers in
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competition cultures are preoccupied with market control for external effectiveness, and
market accomplishment to secure competitiveness. As Miguel (2015, p. 67) noted,
modern business managers must seek to understand their clients and market selection in
order to survive the competitive market. These trends require an active learning
approach from business. Business managers should preserve customer-driven leadership
in competition culture because the essence of competition culture is to satisfy customers
(Hartnell et al., 2011).

The other business manager’s priority in competition culture is to fulfill the
company’s owners. Under competition culture, the main objective is high market share,
revenue, high profit, growth and productivity (Hartnell et al., 2011). Effective org-cult
also provides business managers with the organization member’s values, priorities and
behaviors that makes up the business people making company’s business journey easy
and competitive in the market place (Eaton & Kilby, 2015). Org-cult effectiveness
requires the alignment of fair competition and stakeholders’ satisfaction. However,
previous empirical studies in the field of org-cult have highlighted that there is cultural
acceptance variation across different geographical regions (Engelen et al, 2014).

As explained previously (and expounded in Chapter 3), this study applies the
CVF to the IKR, as unpacked in the following chapters.

1.1.5. Denison (1990)

1.1.5.1. Model overview

Based on the CVF, the influential model of Denison (1990) offers a structured
approach to assessing cultural strengths across four key dimensions: “adaptability, our
mission, involvement, and steadfastness”, which may also be understood in terms of the
more expansive description “ability to change, maintaining commitment, engagement,
and consistency”. The model brings culture to the forefront of the organizational change
in terms of ensuring that there are clear goals and objectives, as well as alignment of the
different operational practices. By considering the mentioned pillars, institutions can
highlight problematic areas as well as develop tactics for establishing an org-cult with a

strong cultural basis. Denison (1990, 2017) gives a holistic concept in which an
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assessment of org-cult as well as performance can be undertaken. The model provides
concrete and practical ways of verifying both the strong sides and vulnerabilities of a
company’s culture.

The element of “mission” addresses the organization’s strategic direction and a
clear understanding of the objectives. Carefully examine the sentence given below and
suggest how to improve it given the instructions. Instructions: Identify It evaluates if the
organization is transparent regarding its goals; they are clear and correspond with a plan
about how they are going to achieve them. A highly mission-oriented nature of the
organization means that it has a clear task it pursues along with a clear purpose and
direction, creating a driving force for all its employees justifying their efforts (Denison,
2017).

“Adaptability” is also a critical dimension, which to some extent assesses the
nature of changes that an organization is able to tolerate with respect to market demands
that are shifting with time. It is about the way the company is aligned with the customer
need if it takes care of the consumer’s feedback and is able to change itself to the better
strategies and processes (Denison, 2017). Having a very high adaptability suggests the
ability of the organization to be an agile entity and remain successful in changing
surroundings.

The “involvement” aspect pertains to deeply examining the engagement and
empowerment of employees within the firm. It takes elements like staff and their
involvement in decision duties, pairing-up, and working as a group into consideration.
A culture categorized as the high participation one inspires workers to make personal
contributions, increases their commitment, and thus motivates and increases
productivity.

The “consistency” component measures how well structures and standards are
joined to other parts of the organization that apply. It evaluates the situation whether the
declared values or acts are consistent or not, and also the effectiveness of the
communication and coordination mechanisms. This means the consistency dimension

can be seen as high if the organization has made a point of setting up the support
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systems and systems processes that run on the underlying values and objectives of the
organization (Denison, 2017).

Ultimately, Denison’s (2017) model provides a great tool to evaluate both the
dimensions of culture and their contribution to performance. Ticking these boxes is
imperative, as it will permit the business entity to pinpoint areas where its strengths and
weaknesses lie which will then enable the organization to develop strategies tailored
towards the improvement and greater alignment of the culture and the strategic
objectives. The model assesses strengths in the four key areas of corporate culture
discussed above, as recapitulated below and displayed in Figure 2.4.

- Mission: Where do you intend to go to? Have you set specific objectives
with a roadmap towards achieving them?

- Adaptability: Do you hear what your marketplace speaks to its customers?
Do you understand and meet their evolving needs accordingly?

- Involvement: What is the extent to which you make use of people power in
your organization?

- Consistency: Do you have systems of collaboration that allow you to reach

common values with regard to your core values?
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External Focus

Beliefs &

Internal Focus

Figure 1.4: Denison (2017) Model
Source: Denison (2017)

1.1.5.2. Application to IKR

Each of Denison’s (1990) four elements of org-cult is useful to create the right
and effective environment in the organization (Kotrba et al., 2012). According to
Denison (1990), internal commitment and consistency and external adaptability and
mission collectively underpin org-per. IKR’s pub-sec-orgs are also affected by the
resilience dimension which becomes more important in a hardship such as the current.
Given the long history of the region’s political instability and socio-economic
challenges, organizations need to have a high level of adaptation. They also have to
create new strategies in order to function in this type of environment where nothing is

certain. This involves taking stock of dynamic market forces and adapting to the
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diversifying customer requirements as well as the ever-fluctuating regulatory
environment. The pub-sec-orgs in the IKR must follow the innovation, flexibility and
adaptability pathways to meet the gathering issues and take the benefit of emerging
opportunities (Denison, 2017).

In addition to that, the engagement component is the factor that makes the pub-
sec workers feel more involved in their work and, therefore, empowered as well. In a
country with established cultural norms and practices that play an important role in
shaping society, engaging employees in decision making can prompt consequential
improvement in morale, commitment, and productivity in companies. Under such
conditions, where the participatory decision-making processes, promoting a
collaborative environment and appreciation of the employees’ engagement are applied,
a sense of ownership and accountability will be also cultivated.

Furthermore, the meeting of the consistency criterion is central to the procedural
correctness of the org-cult in regard to the Kurdistan government. An instance of strong
communication, encouraging transparency, and paying respects to ethical practices
increases the trust and credibility of stakeholders. Consistency in policies, procedures
and practices will strengthen organizational integrity and will be a factor in the
reputation of the entity as one that is only responsive to the needs of its market
(Denison, 2017).

Lastly, the mission facet indicates that policymaking should be done with a
precise aim and strategic operation. Enunciation of specific goals, and giving a vision
aimed at inspiring and strategizing are the ones who serve as a guide of organizational
functions toward the attainment of the preferred results. One particular point is that a
specifically micronized mission is an instrument for achieving decision-making,
resource allocation and performance evaluation. Thus, the organizations are guided to
broader social aims and objectives.

Using the Denison Org-Cult Model as a base, and assessing this model’s cultural
strengths and weaknesses in the context of pub-sec-orgs of the IKR, is a possible way

for leaders to unveil these organizations’ cultural specificities and points of
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improvement. By capitalizing on barriers and a mindset typified by adaptiveness,
involvement, continuity, as well as a sense of direction to the work of the organization,
the effectiveness efficiency, and the contribution to the economic and social
development of the region can be boosted (Denison, 2017).

Involvement was noted as a critical factor for org-cult effectiveness by Mousavi
et al. (2015). Involvement covers open communication, leadership that focuses on
employees, and strong inter-personal relationships found in the organization (Engelen et
al., 2014). For instance, in a good org-cult, business managers promote increased
employee participation and involvement of scan in the big activities of the organization
(O’Reilly et al.,, 2014). Employees who take part in the process of making
organizational decisions end up developing a sense of ownership, trust as well as loyalty
for the institution (Denison, 1990). The effective org-cult elements include a sense of
ownership and responsibility. In the process of motivating employees in the
organization there are sense of ownership, trust and loyalty which play an important role
(Kotrba et al., 2012).

When employees are included in the decision making process of the company,
they heighten their stewardship to ensure they gained or contributed positively
(Denison, 1990). These findings reveal that in org-cult, there is a relationship where
high employee involvement in decision-making process results to success (Hacker,
2015). Nevertheless, Givens (2012) opined that the numerous involvement results in a
dearth of specialization that makes it hard to put one responsible for a certain role.

In this regard, the effectiveness of an org-cult depends on a high level of
employee involvement in the process of decision making within an organization
(Denison, 1990). Yet, the effectiveness of org-cult may vary a lot with the geographical
location of an organization. As an example, Engelen et al. (2014) used 643 persons from
diverse German and Thai organizations, based testing the connection between org-cult
and business performance taking the geographical part into account. They proved that
the high involvement generates much more powerful org-cult in Thailand rather than in

Germany.
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Effective org-cult involves sharing the organization’s values, beliefs, and symbols
in a fair manner by members of the organization from various backgrounds. Good org-
cult is when people that come from diverse backgrounds join forces in order to pursue a
common purpose. When the members identify themselves with the organization’s
values and beliefs, they perceive and associate their duty in line with organizational
values. When organization members share the same values and beliefs in the
organization, they can engage in successful communication and create a strong org-cult
(Schein, 2010).

With a well-built org-cult, business managers can initiate the groundwork for
sound communication, which is noticed to pass employee’s activity co-ordination and
perceptions on decision making in the organization across. The org-cult develops from
the summation of actions by organization’s members. As Sok et al. (2014) observe,
effective org-cult cannot exist without a group of people, shared assumptions, and
effective communication. According to research findings in the area of org-cult,
existence of the consistency forms a reflection on org-cult effectiveness (Givens, 2012).
According to Givens (2012), in the organization, for a strong org-cult and improvement
of the employees’ performance, consistency is one of the main factors.

However, Nongo and Ikyanyon (2012) contended that a high level of consistency
in the organization has no direct relationship with employees’ commitment and
performance in the organization. Denison’s (2017) adaptability manifests the ability of
business managers in an organization to perceive and respond to external environments.
Managers in effective org-cult are very passionate and responsive to the internal and
external factors (Schein, 2010). Adaptability principle implies that business managers
can change the prevailing org-cult to suit required adjustments. It entails bettering
internal components, updating internal units and works due to the external competition
(Mousavi et al., 2015).

A good org-cult is made up of principles that the organization members have
consciously planned, exposed and developed dealing with external adaptation issues

(Cian & Cervai 2014). The business managers adjust and take up new situation in the
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organization mainly due to several other internal and external reasons. The principle of
adaptability is based on the idea that during environmental change and turbulence,
employees are able to modify or transform their internal processes, behavior and
attitude (Denison, 1990). The lack of this organizational cultural element restricts the
adaptability end hence performance in business.

What makes the org-cult so effective is the attempt by business managers to give
meaning at least to major parts of the organization’s mission (Givens, 2012). Mission
consists of three main components i.e. clear direction and vision, strategic decision and
intent, as well as goals and objectives of the organization that members utilize in
guiding activities of the organization (Mousavi et al., 2015). Business managers will
determine the organization short and long-term goals as per the organization’s mission
and vision in an effective org-cult (Nongo & Ikyanyon, 2012). In this regard, the
organization mission helps business managers to offer right direction to internal and
external stakeholders.

According to Denison (1990), the greatest responsibility of business managers is
to establish the culture of an organization that would best support their business
mission. Nonetheless, business managers contend that the encouragement of successful
alignment of org-cult with the business mission is a daunting and vital responsibility on
their part (Eaton & Kilby, 2015). Business managers in an effective org-cult link the
mission of the organization with its priorities to enhance performance and guide its
future path (Raza et al., 2014). Mousavi et al. (2015) found that, in the field of org-cult,
quantitative studies indicate a positive relationship with respect to mission and business
performance, and involvement and adaptability directly impact on org-per; the two other
org-cult principles of consistency and adaptability also have an indirect influence on the
performance of this organization. In another study, Nongo and Ikyanyon (2012)
established that there is a direct association between adaptability, commitment and org-
per. A related quantitative study results in the field of org-cult also indicated a

significant correlation between mission and org-per (Givens, 2012).
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1.1.6. Schein (1990)

1.1.6.1. Overview

The org-cult framework of Edgar Schein (1990) was rooted in the functionalist
paradigm, and identifies different layers of culture within an organization. It is a useful
tool towards getting an insight into the different layers of culture that exist in an
organization. Schein (1990) distinguishes three different layers society expresses itself
in to focus on the ways they affect the inner workings of every organization, as shown
in Figure 2.5 and described below:

- Artifacts — this level deals with organizational characteristics that can be
observed, felt and heard by a person who finds himself in a new cultural setting.

- Values — This level of the organizational model focuses on the declared
objectives, norms, moral principles, standards, and ideals; it is often assessed using
survey questionnaires.

- Substrate assumptions — This stage looks at unresolved issues when people
in an organization who know all about it are interviewed, and gathers information
through careful observation, as some underlying assumptions are taken for granted and

fail to be recognized.
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Uncovering the Levels of Culture

Visible organizational structures and
Artifacts processes

(hard to decipher)
Strategies, goals, philosophies
Espoused (espoused justifications)
Values

Unconscious, taken-for-granted beliefs,
Basic Underlying perceptions, thoughts, and feelings
Assumptions (ultimate source of values and action)

Figure 1.5: Schein (1990) Model
Source: Schein (1990)

1.1.6.2. Application to IKR

Artefacts, visual items, including symbols, rituals, and behaviors, appear on the
first bedrock called artefacts. With these artefacts, the members will get to see sets of
information on the values, ideals, and rules that they have to keep. For example, in the
case of the Iraqi bureaucratic institutions, artefacts definitely involve emblems,
ceremonial occasions and protocols which mean hierarchy and superiority. The artefacts
are just the tip of the iceberg, and the deeper you dig the more you uncover the heritage
of the organization, and thus the values they share. This layer is the closest one to
Schein’s (1990) hierarchical model, and it focuses on the articulated values, moral
tenets, and the code of conduct that shape behavior and decision-making. Values in the
Iragi governmental sphere would focus on stability, safety, and adherence to the
municipal regulations - features of a traditional bureaucracy which have been shaped in
the process of historical and cultural development of the country.

Schein’s (1990) proper substrate assumptions form the last level of org-cult.
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These ones are the hidden, usually unconscious thoughts and the assumptions which are
trustees of the prevailing trends and choices of the organization. Assumed substrates in
Iraqi public and industrial society could differ in such structures as arranged social
patterns, organizational design, the latter’s function in running the system, and dignity
positions. It implies that there is a big chance of influence on these individuals inside
organizations.

By embracing Schein’s (1990) model, the organizations will be getting a great
and comprehensive lens through which the societies are carrying on their culture.
Artefacts such as dress codes and ways of doing things help leaders to shed light on the
most noticeable cultural characteristics and the unwritten rules. On the top of that, the
findings of stable values which are declared to come into place and rule the behavior of
organizations are invaluable. Lastly, the concept of adhering to limb values through
human conditioning brings to light baseless attitudes and fashions that people use as a
yardstick to infer from behaviors (Schein, 1990). These layers are important for cultural
comprehension, which is a vital factor for understanding how culture affects employees’
behavior, decisions and consequently, the organizational outcome. By looking at the
interconnectivity of artefacts, values, and underlying assumptions of culture, leaders can
maneuver their way through cultural barriers and they can build an org-cult, which not
only supports the strategic objectives of the institution but, also implements them
(Schein, 1990).

1.1.7. Handy (1993)

1.1.7.1. Overview

Charles Handy (1993) suggested that civilizations can be understood in terms of
“power, roles, task, and person”. The functional and relational extensions of org-cult
aligning with this conceptualization demonstrate how power hierarchies, role clarity,
task orientation, and individualistic attitude lead to the organizational success. Leaders
who are aware and sensitive to cultural orientations can create a management system,
communication throughput, and teamwork which complements organizational purposes.

Handy (1993) attributed these characteristics concerning centralization and formality to
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the Greek gods Apollo, Athena, Dionysus, and Zeus, as shown in Figure 5.6 and

described below.

More Centralised
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Figure 1.6: Handy (1993) Model
Source: Handy (1993)

1.1.7.2. Apollo — The roles culture

Reliable, stable, and rule-based, the Apollo culture is adopted in mature
bureaucratic organizations in which everyone has clearly defined roles to play. They
know their limits, and rarely go beyond what is expected of them. There is clear line of
reporting and decision making processes, with long and inflexible processes, and job
position confers discretion in making decisions. Changing environments can be a
challenge for the Apollo culture.

1.1.7.3. Athena — The task culture

A thinking and doing context, the Athena culture highly appreciates being able to
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think and get things done, with commensurate recognition and rewards. It attaches much

value on talent, and thus the teams are fluid with individuals coming together to solve

problems and work on projects. Here knowledge, expertise and the capability to

influence and prejudice are less important than authority. This culture can be observed

in consultancies, research organizations, and in agile business units of ad hoc

companies, which may otherwise suffer from a prevailing Apollo or Zeus culture.
1.1.7.4. Dionysus — The existential culture (people)

A hedonistic paradigm, the Dionysus culture is concerned with individuals
seeking to meet their own personal goals, which can result into creative freedom as well
as internal discord or even unproductive competition. The organization is almost like a
base and resource center for self-motivated individuals, who may at times be more
concerned about their position than that of the organization (i.e., their personal goals
may not be in perfect alignment with organizational goals per se). Law and accounting
firms (and pressure groups) are good examples such types of cultures, where the
personal motivations of highly achieving professionals imbue the organizational ethos.

1.1.7.5. Zeus — The club culture (power)

The Zeus culture pertains to a centrally controlled “club” mentality, in a domain
with one most powerful leader holding all the powers to make crucial decisions. They
have full control of crucial resources and may be minimally accepting of they consider
under-performed. This culture is usually provoked by the presence of a dominant and
successful founder, or a charismatic leader. This culture is common in circles of
political class, start-ups, and crime families.

1.1.7.6. Application to IKR

Albeit Handy’s (1993) model is hardly utilized these days, and has been eclipsed
by other alternatives, it is highly instructive with regard to new organizational forms,
such as self-management and self-organization. The major benefit of the model is that it
can deliver a subtle portrait of org-cults, and it contrasts greatly with simpler models
which are based on only one or two dimensions. Handy’s (1993) four different cultural

types enable a deeper analysis of the complicated interaction of values, norms, and
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structures in organizations. This model enables researchers to concentrate on unique
attributes of each culture type, which adds depth to their analysis. It is also useful when
comparing analyses. This framework can be used by researchers to contrast and
compare org-cults of different sectors, industries or locations.

According to Handy (1993), scholars can find patterns and trends that help them
understand rather generally how culture impacts on organizational behavior and
organizational outcomes by detecting the prevalence of particular cultural types in
various contexts. Additionally, the model is appropriate for evaluating current org-cults.
This model can be beneficial for researchers to analyze/identify and to rank the most
prevailing sources of culture in the organization and as such it can have good
application within case studies or empirical research. In contrast, it can be used as a
diagnostic tool for studying culture in relation to decision-making, leadership, and
general effectiveness (Handy, 1993). In the case of the IKR, the prevailing culture has
high centralization and power distance (as explained previously in section 2.4.2.2), thus
IKR organizations can be expected to be firmly aligned with the Apollo culture.

Utilizing Handy’s (1993) model, firms in the IKR seek to exhibit stability, and
abhor uncertainty. They can be expected to be imbued with longstanding bureaucratic
formations, especially given the political factionalism of such institutions in the IKR
context (as explained in Chapter 1). Employees in the IKR appreciate specified and
particular tasks they must accomplish, and find satisfaction in performing what their
line managers and organizations expect from them, with limited consultation in
decisions.

However, the model has its fair share of limitations. A particular drawback is that
this may cause the over-simplification of org-cults. Although the model is more refined
than its counterparts, it still relies on simplifications of complex real-life cultures into
four possible kinds. However, this downsizing may be unable to capture the complex
differences and peculiarities that are in cultures therefore losing granularity in the
analysis (Handy, 1993). Besides, the model may disregard the fact that cultures in

organizations can be different and changing. This model tends to describe cultures as
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fairly stable, though they can change over time as a result of several internal and
external stimuli. Such limitations restrain the model from predicting how cultures can
evolve or change in order to respond to differing situations, a fact essential to fully
comprehend an org-cult (Handy, 1993).

The model is also prone to misclassification. The classification of organizations
in one of the four cultural types is subjective and may rely on the researcher’s
perception. The distinction process may also be inconsistent as different individuals or
researchers, perceive the culture of an organization differently (Handy, 1993).

Therefore, the model provides important implications for understanding and
dissecting org-cults in a thesis notion. This sort of subtlety and an ability to make
comparative analysis is the benefit for researchers to disclose the org-cult complication.
Still, a research model has significant limitations, including an overly simplified picture
and static representation of cultures and the danger of erroneous categorizations. Proper
analysis of advantages and disadvantages can make any judgement on org-cult within

the IKR more robust.

1.2. Measuring Org-Cult Effectiveness

1.2.1. Overview

Business managers may opt to calculate and assess their org-cult effectiveness
using different methods (Martin, 1992). Measurement of the culture in different
organizations is important, as there are factors used by management which fail to
capture the complexity of culture for some organizational types (O’Reilly et al., 2014).
This has been justified by Hartnell et al. (2011) with relation to disagreement existing,
and a universal standard to measure an org-cult effectiveness being lacking. The “Six
Factors” method was used by O’Reilly et al. (2014) to measure organizational
effectiveness and performance, with the eponymous six factors being: (a) adaptable, (b)
integral, (c) collaborative, (d) result oriented, (¢) customer oriented, and (f) details
ordered. There are also three evaluation elements of organizations’ cultural

effectiveness, as discerned by Flamholtz and Randle (2012): cultural alignment,
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behavioral consistency, and cultural gaps. O’Reilly et al.’s (2014) six factors are more
specific and appropriate indicators of the organizational values, beliefs, and norms
(Hacker, 2015).

The finding of an evaluation may reveal cultural gaps that represent the gap
between the theory (desire values) and practice (the actual value). A performance
analysis model introduced by Fusch and Gillespie (2012) to bridge the gap between
what is preferred in performance to actual outcomes in the organization reported that
business managers can use a performance analysis model to include actual org-per and
compare the preferred one in order to identify organizational gaps. Preferred org-per
consists of a deep analysis of an organization including vision, mission, strategy and
preferred results. Fusch and Gillespie (2012) stated that identifying performance gaps
was the first foundation of an effective performance interventions method. They used a
work-life approach as a performance intervention for org-cult and org-per.

1.2.2. Flamholtz and Randle (2012) Dimensions

An org-cult assessment instrument developed by Flamholtz and Randle (2012)
described five principal dimensions of org-cult that were used in many of the reviewed
studies (as described below): (a) customer orientation, (b) employee orientation, (c)
performance metrics, (d) readiness for change, and (e) process orientation.

1.2.2.1. Customer orientation

Customer orientation relates to the managers’ perceptions of customers and
employees’ treatment of clients. Organizational values must be identified by business
organizations’ managers, to guide employees’ interactions with customers (O’Reilly et
al., 2014). The value helps in increasing the performance of the org-cult in provision of
quality and satisfaction to its customers (Hartnell et al., 2011).

1.2.2.2. Employee orientation

According to Flamholtz and Randle (2012) employee orientation refers to
motivating employees in the organization. Orientation provides information regarding
the behavior of people when performing their duties in the organization. Employee

orientation helps business managers in the management of org-cult for strong
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organizational. For instance, in organizations where decision making process is based
on what other employees will say make it difficult to implement changes. Nowadays,
almost every organization deals with a set of people of distinctly different cultures and
backgrounds. Combining the organization members’ different socialization experiences
and personal culture into a universally shared org-cult is an element of org-cult (Green,
2012).

1.2.2.3. Performance metrics

Hartnell et al. (2011) reported that low employee turnover and high employee
satisfaction are factors of the effectiveness of the org-cult. Employee satisfaction and
empowerment in the organization are key effective org-cult characteristics that motivate
and enable to retain competent, trustworthy employees. The third dimension of an org-
cult involves a mutual input associated with the performance and accountability
standards this exist in organizations (Flamholtz & Randle, 2012). Performance and
accountability standards have a standard that defines the timing, evaluation signals,
benchmark standards, rewards and performance accountability. According to O’Reilly
et al. (2014), performance and accountability standards significantly influence
employees’ work performance and behavior. The performance and accountability
measure has an impact on the goal achievement in the organization and also influences
org-cult effectiveness (Green, 2012).

1.2.2.4. Readiness for change

The fourth integrated dimension of the effectiveness of the org-cult concerns
innovation and change (Flamholtz & Randle, 2012). “Commitment to change and
innovation” refers to the way in which the company community identifies, commits and
reacts to change and innovation. Flamholtz and Randle (2012) used the term
“commitment to change and innovation” to characterize managers being ready to
confront unforeseen changes and “redispositions”, to improve their goods or services.
More specifically, it is raised on innovation-collectivism and change readiness as the

mayjor strategic constituents of org-cult effectiveness (Hartnell et al., 2011).
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1.2.2.5. Process orientation

Flamholtz and Randle (2012) described the “company process” as pertaining to
“downstairs” (i.e., operational) daily activities within a firm. The company process
orientation is the questionable each of the firm system proceedings such as planning,
organizing, decision making, communication and social responsibility. Effective org-
cult includes economically planned, efficient decision making, effective communication
,and socially responsible organizations (O’Reilly et al., 2014). Highly effective involves
motivated employees, high levels of customer satisfaction, well-developed performance
standards, openness to change and innovation and clear company process orientation
(Flamholtz & Randle, 2011).

Company process orientation may be used by business managers for evaluating
the effectiveness of org-cult. The relationship between different aspects of org-cult
effectiveness and the company performance is fundamentally complex (Flamholtz &
Randle, 2011). For instance, the existence of a more innovative org-cult can help to
achieve increased sales growth, while bureaucratic org-cult and efficiency may have
varying effects in private and public organizations and markets. Some universal features
can be discerned, including that the development of a supportive org-cult that
contributes to greater employee satisfaction, and thus improved org-per (O’Reilly et al.,
2014). Chatman et al. (2014) also provided empirical evidence that a strong consensus
culture within the organization affects net income, while a strong adaptability culture

affects revenue.

1.3. Research on Org-Cult in IKR Pub-Sec-Orgs

1.3.1. Overview

Empirical research conducted in Iraqi settings is highly informative on how org-
cult impacts on incidence within pub-sec-orgs. For instance, Mohammed and AL-
Abrrow (2023) conducted a study on the correlation between org-cult and employee
satisfaction regarding their jobs in Iraqi public healthcare institutions, and demonstrated

the importance of a positive org-cult that encourages open communication,
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collaboration and empowerment of employees. It was thus found out that there existed a
positive relationship between such a culture and high levels of job satisfaction among
the pub-sec workers.

Aboramadan et al. (2020) noted that studies in MENA, including Saudi Arabia
and Iraq, have revealed that org-cult has a significant effect on the e-Government
initiatives, and that the development of a flexible and innovative work place culture
focused on the needs of citizens was central to driving e-government. The connection
between a supportive org-cult and enhanced service quality and citizen engagement is
the key message that can be discerned from this aspect. For instance, Hamza (2018)
focused on the impact of org-cult on knowledge sharing in Iraqi government
organizations. The latter intention best defines a culture that is marked by trust, respect
and the willingness to share knowledge as revealed in their findings. This culture was
noticed to improve organizational learning, decision-making processes, and general
effectiveness.

1.3.2. Key Characteristics and Challenges of IKR

The IKR pub-sec is unique compared to other pub-secs across the world, offering
a unique set of challenges and opportunities. The organizational landscape in the pub-
sec highlights unique problems remains that characterize the IKR. Understanding the
nuances of this industry is critical in understanding key aspects that affect how
organizations function, lead their employees and manage them. Located in Northern
Iraq, Kurdistan has a turbulent history of political upheavals, wars and longings to attain
independence. What these historical events have left in the administrative structures and
practices within pub-sec is an indelible legacy. A delicate balance between local
autonomy and national governance frameworks often applies to organizations in this
region (Stanfield, 2003, 2018). In addition to that, the IKR pub-sec has a very diverse
demographic makeup. This is a region that inhabits various ethnic religious groups and
they all contribute to the rich tapestry of its org-cult. This diversity can both make
organizational dynamics even more enriching and still present challenges in ensuring

cohesion and unity. Recognizing and understanding this diversity is central in grasping
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the subtle org-cult that develops within the pub-sec accordingly (Karim & Marzouk,
2018).

Org-cult in the IKR pub-sec is affected by a number of interconnected issuesm
such as the process of rebuilding and reconstruction after decades of conflict and
instability. The environments that organizations work present a paradox namely the
need for quick growth and rehabilitation coupled with stability and reliability. This
dynamic sets up a delicately balanced equilibrium that leaders must carefully traverse to
create an org-cult marked by both resilience and innovation (Karim & Marzouk, 2018;
Stanfield, 2003). Another major challenge is the persisting political and economic
uncertainties in the region. Political developments in the pub-sec are very intricate; they
affect distribution of resources, policy frameworks and administrative priorities.

1.3.3. Contextual Factors Impacting Org-Cult

The IKR pub-sec org-cult is pivoted towards the contextual factors. The
collective ethos of reconstruction, nation-building and community resilience is
emerging in the post-conflict environment. Such broad narratives are frequently
encompassed through org-cult, thus creating an atmosphere of common goals and
allegiance among employees (Karim & Marzouk, 2018). Another contextual factor that
greatly affects organizational dynamics is the influence of tribal and family networks.
These types of social structures usually influence how relationships within and outside
organizations are formed, helping create a variety of forms in communication styles,
decision-making processes as well as mechanisms for resolving conflict (Karim &
Marzouk, 2018). These sociocultural dynamics and understanding them to apply in an
organization will help the leaders align org-cult with prevailing societal norms.

The IKR’s pub-sec is challenged by the need to accommodate traditional values
while adjusting those for globalization and rapid technological innovations (Stanfield,
2003). Thus, finding the right balance between the preservation of cultural identity and
incorporating innovative ideas is a dynamic process that contributes to developing org-
cult in this sphere. The IKR’s pub-sec can be viewed from an organizational perspective

as a place where a colourful layer of difficulties joined by a layer of opportunities is
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imposed, mainly by the specific geopolitical context. The diversity of population and
the contextual features mean that disentangling such intricacies is vital for government
agencies and decision makers concerning with managing org-cult to improve org-per
(Karim & Marzouk, 2018; Stanfield, 2003). The events of Iraqi political instability and
aspirations for independence, over the years, have really shaped the nature of the
administration of the IKR, including the manner in which local autonomy and the entire
national governance framework have been regulated. That political stem determines the
relations of power and leadership strategies in the pub-sec (Karim & Marzouk, 2018).

In addition to that, the diversity of the ethnic and religious groups of the region
creates a culture of richness in the area, but at the same time, these challenges are
experienced in the integration and unity of the place. Transforming the diversity
portrays reasons for leaders to implement inclusive strategies based on embracing
differences and promoting a sense of belonging, mission, and belonging (Karim &
Marzouk, 2018; Stanfield, 2003). The pub-sec in the IKR is assigned to the strenuous
mission of reconstructing the suffered districts after whole-hearted conflict and
insecurity that the region had been witnessed for many years. All parties seek to
maintain a fine equilibrium between rapid development and rejuvenation on one hand,
and on the other, the provision of stability and performance reliability in the course of
organizational operations. Besides the continuous political and economic uncertainties
which are already challenging the organizational functioning, fundamental difficulties
exist concerning resource distribution, policy frameworks, and administering
proceedings (Karim & Marzouk, 2018).

Unfortunately, the contextual issues are always playing a significant part in
moulding org-cult and behavior. The reconstruction ethos along with the national re-
building and community resilience as a whole underlies the whole organizational
climate where set goals and ideals are shared among workers (Karim & Marzouk, 2018;
Stanfield, 2003). The social structures of the tribe and the family network also play a
part in relationship formation, communication styles, and organizational decision-

making, thus, making the need to understand and deploy sociocultural dynamics into
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organizations’ management crucial.

Also, the pub-sec in the IKR faces the effects of culture on globalization tension
thereby social alienation. The preservation of cultural identity is of course the right
trend, but organic growth and adaptation to contemporary behavioral patterns are no
less important in order for the business to succeed. The same path of the right mixing of
cultural persistence and progress is a dynamic process, that needs brave leadership and
efficient decision-making, alongside a conservative and sensitive cultural paradigm
seeking stability and avoiding uncertainty (Hofstede, 2024; Karim & Marzouk, 2018;
Stanfield, 2003).

In the end, the critical assessment of IKR’s pub-sec evidences that the nature of
organizational frameworks is highly varied, and recognition and incorporation for the
sake of pub-sec leaders and policymakers is necessary. By institutionalizing inclusive
approaches, addressing diversity, and problem solving in the geo-political and socio-
cultural sphere, visionaries and leaders can build a solid, agile and mutually a function
oriented culture that guarantees the sustenance and success of an organization (Karim &
Marzouk, 2018; Stanfield, 2003),

1.3.4. Org-Cult and IKR

Iraq’s pub-sec org-cult plays an important role, especially in regard to the IKR’s
unique environment. Several past research works have indicated a significantly high
contribution of culture to the operations and the performances of public organizations in
this area. For instance, Alom (2020) points out how cultures in use within pub-sec-orgs
largely shape operational processes, behaviors of employees as well as performance in
these institutions. This means that a good and enabling culture makes for efficient
production but an ineffective culture hinders efficiency (Alom, 2020). Specifically, the
history and politics of the Region have led to the development of a unique org-cult in
the IKR pub-sec. According to Budur and Demir (2019), the practice of political
patronage, in addition to party dominance, has influenced employment procedures as
well as cultural habits of most of these organizations. This resulted in a society that

values party loyalty over merit and could limit informed decision making.
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Similarly, there is literature that seeks to understand how the org-cult affects
governance efficacy. Yosinta (2018) shows that there is a link between culture and good
governance. The author argues that having transparency, accountability and ethics
enhances pub-sec effectiveness. This mirrors the problems that challenge cultural
elements in their support of the transparent and accountable governance procedures in
the IKR’s pub-sec. Another factor influencing the employee motivation and
commitment is the prevailing cultural norms that have been observed in the IKR’s pub-
sec. According to a research conducted by Topsakal et al. (2024), favouritism and
nepotism within the sector could possibly demoralize workers whose contribution is
essential towards the provision of effective public service delivery.

Therefore, previous research emphasizes the importance of org-cult as an
important element for pub-sec-orgs’ performance in Iraq, including specifically in Iraq’s
Kurdish region. Cultural values also have a lot of bearing on different issues such as
service provision, how government should run its affairs, or employee morale. This will
improve the ability to create interventions whose primary aim is to increase the
effectiveness and efficiency in the regions within the culture dynamics.

1.3.5. Relevance of Org-Cult in Pub-Sec

The org-cult has a great influence over the pub-sec in general, and this is also
related to the IKR’s administrative region. Alom (2020) noted the rightful place of
culture within pub-sec-orgs’ frameworks in shaping frontline bureaucracy’s behavior.
Org-cult in itself is what drives processes of decision-making, communication channels,
and service delivery mechanisms in the governmental institutions, hence not lost
creating an effect that makes the entire governmental processes either effective or
ineffective. Yosinta (2016, 2018) probed the issues which are very salient in the pub-
sec-orgs’ good governance, and portrayed the fact that the org-cult is one of the
important aspects of governance procedure and, when it is understood and properly
taken care of, the governance can be improved. Identifying the culture and determining
pattern of the pub-sec in designing governance mechanisms can effectively develop

precise steps to foster a culture that relies upon transparency, accountability, and
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integrity (Fusch & Gillespie, 2012).

An org-cult shapes employee attitudes, and frames behaviors, and interactions
among various pub-sec-orgs. It determines what employees believe is their role,
responsibility and the organization’s mission; this in turn affects employees’ motivation,
involvement, and loyalty towards accomplishing designed objectives. The creation of a
caring and encouraging culture is instrumental for the pub-sec leaders in constructing a
favorable environment for staff members, wherein they can improve their job
performance levels and consequently render satisfactory services to their stakeholders
(Childress, 2013; Fusch & Gillespie, 2012; O’Reilly et al.,, 2014; Uddin et al.,
2013).The org-cult is an issue of primary relevance for the outside image of pub-sec-
orgs in the IKR. A cultured organization with positive vibes will create credibility, trust,
and legitimacy in society, that will be accepted by the citizens and stakeholders, thus
building confidence in governmental institutions. Meanwhile, a bad or dysfunctional
culture will deprive public confidence and weaken the organization’s credibility. This
can make the organization unpopular and invite further scrutiny from the people, as
such can lead to decreased support and increased scrutiny (Budur & Demir, 2019;
Voller, 2022).

In the realm of the KRG, the issue of org-cult is of high importance; this is
because of the fact that the region is richest in the history, culture, and politics. The
aftermath of conflict, political instability, and ethnic diversity presents an idiosyncratic
mix of both distinct challenges and opportunities for the pub-sec to develop org-cult.
Through the acknowledgement of the particular parameters and the targeted application
of them in the pub-sec, it is conceivable to have a culture that encourages transparency,
inclusivity and the community responsiveness to the peculiarities of the regional groups
(Budur, 2020).

At this point, we come to realize that org-cult has a place without which no pub-
sec, including the IKR’s administrative region, can avoid. It is actually a controlling
factor for the decision-making process, as well as governmental practices, employee

behavior and the image which the government portrays externally. Thus, it shapes the
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whole performance and effectiveness of government institutions in the long run.
Through the acknowledgement of the value of org-cult and using strategic actions for
fostering a culture that is not only positive but also values based, the leaders of the pub-
sec are going to improve org-per and at the same time develop good governance as well
as confidence and trust among citizens and key stakeholders.

1.3.6. Summary on the Significance of Org-Cult in the Iraqi Context

Beyond doubt, given the difficulty of the Iraqi situation, the role of org-cult
becomes the most significant of all possible aspects in the pub-sec in itself. In the
situation of Iraq, the government sectors have multiple governmental bodies responsible
for providing people with the necessary services including education, health care,
infrastructure and public administration. Yet, operating the political environment, the
reconstruction of the post-conflict political terrain and the shifting nature of the socio-
economic climate necessitates a deep grasp of the org-cult at hand.

Alvesson (2012) and Ahmadi et al. (2012) indicate that org-cult is indeed the key
to a successful pub-sec with such factors as behavior; attitudes, and decision-making
processes. Regarding the Iraq example, intergenerational political confusion and
protracted conflicts have had long-term wounds in the societal bonds, rather it is the
org-cult which is needed to be adaptive and responsive. National history has seen
organizations’ structures and performance decimated by decades of conflict and
instability. The majority of strategic orientation in these bureaucracies is hierarchical,
whereby the decisions are made by the top authorities and carried out through the
bureaucratic procedures (Ahmadi et al., 2012). While dealing with issues which are
rather complicated on the national level, many organizations involved in them have
recently recognized the necessity of establishing a certain culture which is easy to move,
responsive to fluctuations and headed in accordance with the aspirations of the Iraqi
people.

Reconstruction of a post-conflict society in Iraq requires an orientation of org-
cults which instead of rivalry and competition rise to the pinnacle of collaboration,

business transparency as well as accountability. Further support of this statement has
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been provided by the authors of the article, who note that organizations with a robust set
of shared values and a purpose-driven mentality have higher chances of surviving and
successfully transitioning through periods of change and uncertainty. In the Iraqi case,
stimulating active participation as well as inclusive decision-making could establish
trust between the governed and the officials which in return could lead to stability and
prosperity (Budur, 2020; Budur & Demir, 2019; Voller, 2022).

Additionall, changing socioeconomic priorities in Iraq, such as the diversification
of the economy and the fostering of the private sector, are also associated with this kind
of adjustment in the way of doing things for pub-sec-orgs. Kaplan and Norton (2008)
place the focus on the alignment of cultural values with the corporate strategic
objectives in the event of extremely rapid dynamics of changes. Through the nurturing
of a culture that appreciates innovation, entrepreneurship and teamwork, the Iraqi pub-
sec-orgs can be better able to assist the country in its economic diversification
endeavors, and in growing a sustainable economy overall. The importance of an org-cult
of a country like Iraq in public executive management in the complex set of challenges
is its ability to govern people’s behavior, mentality, and their performance. By
harnessing cultures that are purposeful, proactive and congruent with the country’s
vision, Iraq can conquer its historical legacies and empower the journey of stability,

economic growth and a well-developed nation.

1.4. Research on Org-Cult in Ukraine

1.4.1. Ukraine’s Cultural Dimensions

Through the analysis of Ukrainian cultural dimensions in terms of Geert
Hofstede’s (2024) model, it is possible to obtain essential information concerning
societal norms, values, and behavioral patterns; a summary of Ukraine’s profile is
shown in Figure 2.1, as discussed briefly previously. The examination focused on
several dimensions of Ukrainian culture, such as power distance,
individualism/collectivism, and masculinity/femininity, thus, providing an in-depth

depiction of Ukrainian society.

69



1.4.1.1. Power distance

Beginning with power distance, Ukraine has features of a culture with large
power differentials, where authority is seldom questioned, and hierarchical structures
dominate. This is clear in all aspects of the life of Ukrainian people in political,
economic and social relations. Oligarchic influence is a key determinant in governance
systems and economic terrain, with a handful of people having significant power and
control. In accepting this power dynamic, the majority, thus, adds to the high-power
distance in Ukrainian culture (Bester-Dilger, 2009; Hofstede, 2011 ).

In addition, the historical setting of Ukrainian culture, with frequent periods of
external domination and political tumults, have shaped views on the state and authority
in general. The legacy of the Soviet era, dominated by centralized control and
authoritarian leadership, still affects views of governance and leadership in modern
Ukraine (Harwiki, 2016). Although the process of moving into democracy and
decentralization is initiated, the Soviet legacy remains, therefore complicating the power
relationship in Ukrainian society.

1.4.1.2. Individualism vs. collectivism

Shifting to the dimension of individualism versus collectivism, Ukraine shows a
mix of both tendencies, reflecting a multifaceted cultural background and historical
events. However, individualist elements are increasingly in evidence, especially in
towns, and among the young. Western ideas and globalization have contributed to the
development of individual autonomy and personal expression, which contradicts
traditional collectivism (Aboramadan et al., 2020; Bester-Dilger, 2009). The interplay of
individualism and collectivism in Ukrainian culture can be seen in different domains,
for example, social relations, economic behavior, and political attitudes. Collectivist
tendencies encourage teamwork and shared responsibilities within communities,
whereas individualistic characteristics propel entrepreneurship, creativity, and
independence (Hofstede, 2011). Value conflict dynamics define the socio-cultural
environment of Ukraine as a reflection of the challenges of a society that is dynamically

changing (Hofstede, 2011).
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1.4.1.3. Masculinity vs. femininity

In terms of masculinity versus femininity, Ukrainian culture is a mixture of both,
reflected in subtle expectations of gender roles. Older i1deals of gender make men tough,
ambitious and assertive, while new perceptions acknowledge the importance of gentle,
empathetic and relational feminine traits (Harwiki, 2016). Ukraine’s gender dynamics
are affected by cultural historical, and social factors as well, for instance, the patriarchal
habits aftermath, Soviet policy on gender, and the transforming approach towards
gender equality (Bester-Dilger, 2009).

1.4.14. Summary

In general, studying Ukrainian cultural dimensions gives useful information about
the dynamics of Ukrainian society, focusing on the diverse factors and interactions that
determine its cultural identity. Through the prism of Hofstede’s framework and taking
into consideration the subtleties of Ukrainian culture, we will be capable of achieving a
good understanding of the country’s cultural heritage, values and behavioral patterns.
This information is critical for successful intercultural communication, cross-cultural
teamwork, and managing the issues in the globalized world (Bester-Dilger, 2009;
Hofstede, 2011).

1.4.2. Leadership Styles in Ukraine

Lead-styls in Ukraine can be appreciated only by appreciated the correlation with
the country’s management practices, business culture, and societal norms. The influence
of Ukrainian leadership is determined by historical factors, the generation gap, loyalty
and respect towards leaders and superiors. Studying widespread leadership types like
transformational, transactional, charismatic and participative leadership in the Ukrainian
cultural framework we obtain a useful understanding of the way of leadership
emergence and effectiveness i.e. leadership practices (Ardichvili & Gasparishvili,
2001).

Hierarchy and authority in Ukraine can be characterized by a formal business
culture in which there is a close focus on hierarchy, rank, and the norms of decorum.

This same kind of hierarchical model permeates leadership practices, which are defined
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by the fact that managers mostly hold onto power and expect the whole staff to endorse
their decisions (Ardichvili & Gasparishvili, 2001). As is the case with most Ukrainian
managers, those working in the manufacturing industry of Lviv tend to demonstrate
transactional leadership, whereby the team goals and expectations are clear, roles and
responsibilities are assigned within the structure, and the work is conducted according
to the established procedures. This is shown in their subordinates’ expectation to obey
and please their superiors, which is a way of showing the power influence in a top-down
approach which is rooted in the traditional norms of deference to authority (Gorzelany
etal., 2021).

In terms of generational differences, the way leaders emerge in Ukraine has been
greatly influenced by the presence of genetic divergences. Older deputies consider the
core component of their leadership associated with loyalty, respecting authority, and
sticking by the hierarchy. Supervisors might take on authoritarian leadership with rules,
as the authoritarian leaders who give commands that are to be obeyed, without
hesitation and doubts. Meanwhile, the more senior managers usually stick to either a
directive or bureaucratic style of command, which focuses on role delineation, reporting
structure, and standardized procedures (Ibrahim, 2017). Their desire to spend time
searching for new chances and overturn conventional viewpoints symbolizes the
transformation from a more traditionalist to proactive leadership (Gorzelany et al.,
2021).

The approach to change in the lead-styls of Ukrainians derives from the medium
level of tolerance for changes and the risk that comes with it. Managers who have had to
deal with Ukraine’s economic transformation to a market economy sheer experience are
an asset for making wise management decisions. Such individuals often demonstrate
competence in adaptability, flexibility, and resilience. They are used to fast environment
changes in the business environment and they want to minimize rational risks to seize
opportunities. Nevertheless, ingrained fear of failure and shaming could make a few
reluctant to try major changes, which might bring in an approach towards modest

innovation and organizational transformation (Gorzelany et al., 2021).
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The number one factor in making decisions in Ukrainian organizations that
support the hierarchical model is primary managerial authority to make decisions and no
intention for subordinates to ask questions. Such an autocratic style of management
could affect employees in the sense that they may tend to avoid the challenges of
managerial decisions and be reluctant to offer alternative solutions. The educational
system which is based on a rote learning style is the reason for the lack of problem-
solving skills among employers, leading to obedience and submissiveness of people to
authority and orderliness (Ardichvili & Gasparishvili, 2001).

Considering team dynamics, there is a wide tradition of collectivism in Ukraine,
which was strongly encouraged by the Soviet ideology of communal property.
However, its effectiveness depends on situational context, namely when working in an
organization. The possible obstacle which older generations may face is simply the lack
of energy and spirit which were often in shortage in the past, and it is reflected in the
attitude of being apathy and cynical (Gorzelany et al., 2021). Unlike the older
generations, who prefer to rule rather than involve and share their ideas, the younger
generations are thriving in teams and sharing ideas which is an indicator that
communication is a vital aspect of leadership. Yet, take Western use of teambuilding
methodologies can face problems such as cultural diversity and traditional beliefs which
lean toward hierarchy and individualism (Aboramadan et al., 2020; Ardichvili &
Gasparishvili, 2001).

Also. Ukrainian man-styls underline the aspect of trust founding and preservation,
as well as politeness in general during negotiations. The trust-building feature has
become one of the main and important factors of Ukrainian business culture, where
almost all negotiations are held not by separate people, but by a team, that includes the
elder person. Ukrainian team members can be sharp and emphatic, seizing every minute
which is the natural way to exert the pressure and totality of emotions (Gorzelany et al.,
2021). Superiors may appear as hard negotiators using critical tactics such as threats on
control, which they use to demonstrate their authority in negotiations.

Ukrainian lead-styl is determined by national values, historical traditions, and
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generational habits. Despite a level of stability and continuity which could be associated
with traditional hierarchical structures and prevailing transactional leadership traits,
younger leaders have been showing tendencies towards a participative style of
leadership, which is becoming more and more popular (Ardichvili & Gasparishvili,
2001). An effective leader in Ukraine must possess the knowledge of cultural
differences and the ability to change with the circumstances, take challenges without
hindrance and the competence of dialogue and negotiating skills (Gorzelany et al.,
2021).

1.4.3. Organizational Structures in Ukraine

1.4.3.1. Impact of historical and geopolitical context

After the start of the pub-sec reforms, especially since the 2014 Revolution of
Dignity, Ukraine has undergone a number of signification developments. Albeit the
Russian invasion has dampened these changes with senseless humanitarian disasters and
economic collapse, Ukraine tries to develop a governance system in compliance with
universal principles and best practices. The war exposed the tremendous impact of
resilience and versatility on public management, whereby the primary concern is to
keep any critical services running as well as restore the damage (OECD, 2022;
Williams, 2022 ).

Ukraine has used the ways, such as reform strategies, which improve public
governance and budget discipline. The Strategy of Public Administration Reform
through 2021 showed a distinguished track of achievements, aiming at the provision of
high-quality services, the creation of a professional public service, and the increase of
the capacity of public administration institutions and accountability. The choice to
integrate itself into the OECD and the EU systems is a clear wave of modernization and
willingness to carry out the European frameworks of governance (Organization for
Economic Co-operation and Development [OECD], 2022).

1.4.3.2. Anti-corruption efforts

For many decades (i.e., since the Soviet era) Ukraine has suffered from endemic

corruption, which has contributed to the degradation of the economy and poor societal
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trust in the authorities. The opening of anti-corruption agencies, such as the National
Agency for Corruption Prevention (NACP) and National Anti-Corruption Bureau of
Ukraine (NABU) demonstrate Ukraine’s tenacity in seeking to eradicate entrenched
corruption. On the other hand, lay institutions are not immune to pressure from
influential forces, and democratization and reforms of such institutions remain key
challenges (OECD, 2022). Ukraine has introduced decentralization reforms aimed at the
distribution of power among the territorial units and closing identified gaps. The
distribution of administrative responsibilities enlarges governance capacities at the level
of local communities, and strengthens the performance of service delivery, but huge
problems still face governance (Knight, 2022; OECD, 2022).

1.4.3.3. Multi-level governance and capacity building

It is significant to form multi-level governance to produce mechanisms for
coordination of recovery plans and addressing the issues in conflict-ravaged regions.
Sub-national governments are the most important institutions when it comes to
managing public investment, and providing local people with the required services.
Factoring in local knowledge, paying attention to the size of the population, as well as
taking into account their participation in decision-making processes when it comes to a
recovery initiative’s success and the existence of territorial resilience are basic (OECD,
2022).

1.4.3.4. Information ecosystem and freedom of expression

The war has stressed the need for information management and combating
falsehoods while preserving the freedom of press and speech. The Ukrainian media
landscape has been subjected to a profound overhaul, with the intention to enhance
transparency and resist propaganda. Reform power is revived, and a democratic basis is
protected is particularly essential for the country to keep stability and solidity in the
long term (Knight, 2022; OECD, 2022).

1.4.3.5. Communication patters

In Ukraine, communication practices, norms, and choices in the workplace are

determined by cultural orientations, historical heritages, and economic patterns. These
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dynamics are important for successful interpersonal relations, conflict resolution, and
the process of decision-making. Relationship-oriented communication among
Ukrainians focuses on building personal relationships in business communication
(Gorzelany et al., 2021). They tend to deal with people they recognize and trust, often
cherishing personal relationships more than sheer financial transactions. Rapport-
building and trust creation are basic elements of communication, and Ukrainians might
dedicate much time to this stage in the communication process before starting any
business-related topics (Ardichvili & Gasparishvili, 2001).

The “indirect communication approach” is common in Ukrainian communication,
characterized by politeness and sensitivity. Instead of providing harsh statements or
outright rejections, Ukrainians tend to communicate their views in a subtle manner. This
is an indirect approach that is intended to preserve harmony and not cause offence,
which embodies the cultural importance of interpersonal harmony and respect (OECD,
2022). Furthermore, the role of “hierarchy in communication” in Ukrainian workplaces
usually follows hierarchical organizations, with definite separation of superiors and
subordinates. Managers are to give clear directives and mandates, while workers are to
show respect for authority and be obedient. Open questions or challenges to the
superiors in the team are very rare, as Ukrainians show respect and deference to high-
ranking personnel (Hofstede, 2011).

In addition, Ukraine can be deemed formal and potentially restrictive with regard
to communicative aspects, and demands patience and the development of relationships
between the partners. Meetings and negotiations are best conducted face-to-face, and
may be prolonged by the necessity for parties to become closely acquainted with each
other and build trust. Ukrainians may give preference to meeting their business partners
on an informal basis before starting real business talks; they pay attention to the long-
term relations establishment (Gorzelany et al., 2021).

Also, in Ukraine, the non-confrontational negotiation style is commonly used. In
the negotiating process, Ukrainians rather tend to use non-violent ways, avoiding the

confrontational situations or rejections. They may agree or comply with some ideas they

76



don’t have a true interest in keeping harmony and to prevent from the offence. Critical
thinking and questioning are important tools in the detection of genuine thoughts and
opinions. Trust and honesty are the basic principles of Ukrainian business culture
(OECD, 2022). Ukrainians value personality and character, as these are the main factors
that help them to access a future business partner; and trust is what is seen as important.
Business decisions are often driven not only by objective commercial success but also
by subjective personal impressions and relationships (Gorzelany et al., 2021).

In terms of formal and informal communication styles in organizations in
Ukraine, business communication begins with formality and moves to neutral and later
on to informal when familiarity sets in. Notwithstanding professionalism, Ukrainians
might prefer friendlier and less formal types of communication one trust has been
established. However, both formal and informal features should be observed, and one is
supposed to speak to superiors and others in keeping with the expectations of hierarchy
and formality, somewhat analogous to Japanese culture (Ouchi, 1981). Ukrainians
prefer to talk about the problems and conflicts in the workplace in privacy, often
avoiding public conflicts or humiliation. Complaints or other queries can be forwarded
via emails or discussed with the management in privacy to make the process
professional and avoid any disruptions (Gorzelany et al., 2021; OECD, 2022). Managers
usually protect their teams, and they act on behalf of their subordinates, which fosters a
consensus-based but risk-averse approach to conflict resolution.

All in all, the communication in Ukrainian workplaces is socially-orientated,
indirect and trust, harmony, and respect oriented. Understanding of and compliance with
these cultural norms is very important for effective communication, successful
negotiation, and harmonious interpersonal relationships in the Ukrainian business
environment.

1.4.3.6. Employee attitudes and behaviors

Employees of pub-sec-orgs in Ukraine are motivated internally by pure interest in
their work. This zeal is reflected in high levels of dedication, ingenuity, and vigor,

propelling productivity in the workforce. Most importantly, the tradition of public
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service works instils a sense of pride and purpose besides other pecuniary rewards,
ensuring a diligent and perseverant work ethic (Bogodistov & Lizneva, 2017). As a
result, employees deal with tasks with keenness and commitment seeking to excel in
their participation in organizational objectives. Pub-sec-orgs require better
communication for the purpose of collaboration and productivity. Listening skills are
emphasized in Ukraine, which promotes clarity and alignment within teams (Gorzelany
et al., 2021). Although Ukrainian pub-sec employees may seem disciplined and
reserved, they take initiative in communication and therefore, problems get resolved
promptly and effectively. Employees in pub-secs, with an emphasis on substance itself
rather than formality, facilitate the communication processes which result in the swift
decision-making and problem-solving (Bogodistov & Lizneva, 2017).

The importance of teamwork demonstrates the employees’ dedication to the
common success. Through the focus on the group interests and the building of strong
relations within the teams, they develop a supportive and teamwork-friendly atmosphere
that promotes creative work. Such a collaborative attitude also continues into the
dealings with stakeholders and partners, where the employees value sustained
relationships and growth for both rather than short-term gains (Martynenko, 2015).
Deep integration with outside teams facilitates smooth cooperation and synergy, which
in turn improves the effectiveness of organizations in the pub-sec (Bogodistov &
Lizneva, 2017).

Furthermore, open communication as well as mutual respect is the basis of how
workers interact with the management. Despite their loyalty to formal hierarchies, they
also favour a no-red-tape system that fosters openness and communication. Employees
participate in a culture of continuous improvement and organizational learning when
they express their concerns and constructively give their suggestions (Bogodistov &
Lizneva, 2017). Doing so creates a collaborative culture that promotes trust and allows
employees to be responsible for the work they are assigned, which in turn leads to
innovation and effectiveness in pub-sec-orgs. The self-reliant attitude and the can-do

spirit of the employees allow them to confront the challenges with certainty and
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imagination. Being self-initiated in both problem-solving and skill development, they
foster improvement and innovation among their teams. Collaborative knowledge
sharing is encouraged in these organizations, but their ability to question the status quo
and investigate other methods strengthens the culture of innovation and adaptability in
pub-sec-orgs (Gorzelany et al., 2021). When individualism is combined with teamwork,
the employees will develop a very diverse and dynamic workforce, that 1s capable of
dealing with complex challenges (Martynenko, 2015).

With all the outward looks of reluctance or negativity, the employees still show
optimism and dedication in their work. The practicality of their problem-solving and
risk-management approach demonstrates their quest for perfection (Gorzelany et al.,
2021). Although they are more concerned about work-life balance and individual
welfare, they still maintain their professional duties and make a significant contribution
to the organization. Boundaries between work and personal life help keep employees
balanced and healthy which boosts productivity in pub-sec-orgs (Bogodistov &
Lizneva, 2017).

Finally, trust is one of the most fundamental aspects of org-per, which allows
employees to work independently and creatively. Employees do well in atmospheres of
trust, respect and empowerment, where they take control of their roles and participate
positively in the success of the organization (Bogodistov & Lizneva, 2017). Through
building a trust and autonomy culture, pub-sec-orgs provide a chance for their
employees to develop and stimulate innovation, as a result, contributing to the
improvement of an organization in terms of effectiveness and better public service
delivery (Martynenko, 2015).

1.4.4. Ukraine’s Organizational Improvement and Future Development Plan

Productivity in the pub-sec of Ukraine is affected by factors such as a
combination of bureaucratic inefficiencies, outdated governance structures and
modernization initiatives. The current public administration reform intends to improve
effectiveness through the use of IT solutions and performance evaluation tools.

Nevertheless, improvements are impeded by issues like bureaucratic red tape and
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resistance to change. However, modern management practices and technology solution-
based approaches have been being adapted to control these challenges (Lazor et al.,
2023).

Innovativeness in the pub-sec of Ukraine is a priority, especially with the
deployment of ICTs to make service delivery and decision-making processes that are
outdated to be modernized. Nevertheless, cultural barriers to make innovation,
bureaucratic inertia, and reluctance to change complicate the matters. Innovative
determinants such as competence-oriented selection procedures contribute to the
development of innovation and effectiveness. However, low R&D expenditures
continue to suppress innovation (Bogodistov & Lizneva, 2017; Martynenko, 2015) .

Furthermore, employee retention in the Ukrainian pub-sec under normative
circumstances is affected by factors like competitive wages, career growth
opportunities, and job satisfaction, and the situation is exacerbated by the current war
conditions (e.g., with large-scale military conscription). Attempts to update human
resource management and staff development programs are intended to draw the best
human resources (Lazor et al., 2023). However, advancement by bureaucratic barriers,
corruption issues, and political interference decreases the retention rates.

The satisfaction of customers using pub-sec services in Ukraine (i.e., citizens) is
based on the quality of service, transparency, and accessibility. Efforts to improve are
directed at the improvement of management services and citizens’ participation.
However, bureaucratic frustrations and corrupt practices still pose major obstacles.
Dealing with these challenges calls for an integrated approach aimed at enhancing the
quality of service delivery and restoring confidence in the governance institutions
(Lazor et al., 2023). The pub-sec in Ukraine has issues with productivity, innovation,
employee turnover, and customer satisfaction. Attempts at reform and modernization
are in progress, however, cultural aspects and structural limitations still impact
organizational results. These challenges demand specific solutions taking into
consideration the peculiarities of Ukraine’s context and cultural subtleties (Martynenko,

2015).
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Ukrainian org-cult is very much determined by historical legacies, social norms,
and geopolitical context. Hofstede’s (1980, 2011) cultural dimensions theory allows us
to understand the details of the Ukrainian society, talking about power, individualism,
collectivism, and masculinity/femininity. The legacy of Soviet-style centralism culture
creates a high-power distance culture, where power is rarely questioned, and
hierarchical structures are prevailing (Bester-Dilger, 2009). However, the impact of the
Western ideas and globalization has created a move towards individual freedom and
personal expression that questions the traditional collectivist tendencies (Aboramadan et
al., 2020). Lead-styls in Ukraine are represented by a mix of historical circumstances,
generational discrepancies, and organizational traditions (Martynenko, 2015). The
transactional and bureaucratic lead-styls are dominant, promoting the concepts of
hierarchy, authority and obedience (Harwiki, 2016).. Older generations are frequently
engrossed in autocratic leadership, preferring loyalty and respect for authority, whereas
younger leaders show features of participative leadership accepting cooperation and
inclusion (Bogodistov & Lizneva, 2017).

Reforms since the 2014 Revolution of Dignity have initiated pub-sec
transformation in terms of organizational structures. There are ongoing attempts to
modernize governance systems, to increase transparency and to fight against corruption,
even though they are encountering difficulties from the old type of governance in place
and geopolitical conflicts (OECD, 2022). Decentralization reforms strive at the
distribution of power among territorial units that encourage local governance capacities
and service delivery. In the Ukrainian workplaces, communication patterns are
relationship-oriented and more indirect. Trust, rapport and hierarchy are the foundation
of effective communication, where face-to-face interactions and formalities are favored
(Gorzelany et al., 2021).

Conciliatory negotiation styles are widespread, as they depict a will to maintain
cordiality and prevent any kind of conflict. In Ukraine’s pub-sec, employee attitudes
and behaviors are guided by intrinsic motivation, a sense of pride in public service, and

by a sense of meaning. Although faced with issues such as bureaucratic insufficiencies
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and corruption, employees display commitment, creativity and team spirit (Williams,
2022). Open communication channels and trust-based environments facilitate
teamwork, problem-solving and org-per (Bogodistov & Lizneva, 2017).

In the future, the pub-sec of Ukraine has to tackle small productivity, innovation,
employee retention, and customer satisfaction concerns. Continued changes are aimed at
making the governance structure modern, making transparency higher, and stimulating
innovations. Nonetheless, dealing with the cultural aspects and system limitations is a
must for the realization of the success of an organization in the dynamically changing
environment of Ukraine (Lazor et al., 2023). In short, Ukraine’s pub-sec-org structures,
hierarchies, and decision-making processes are a product of a complex pattern of
historical legacies, cultural values, and geopolitical realities. Despite serious issues
concerning conflict and corruption, Ukraine is still working hard on administration
reforms, transparency, and democracy development to lead to a stable state and

maintain prosperity in the country (OECD, 2022).

Conclusions to section 1

The reviewed literature in this paper confirms the importance of the org-cult to
determine the functioning and outcomes of pub-sec-orgs that is specific to IKR. Org-
cult constitutes norms, values, beliefs, and patterns of behavior which identify how the
members of an organization interact with each other and other parties. It comprises a
powerful force that can contribute to or impede organizational efficacy, governance
arrangements and worker motivation. For example, the cultural norms in the IKR’s pub-
sec are based on historical, political and social factors that create both opportunities and
challenges.

An essential theme continually implied if not overtly proclaimed in the related
literature is the role of leadership in forming and leveraging org-cult to improve org-per.
Leaders (including organizational founders) play a key role in shaping the culture of an
organization, by bringing in their own experiences, assumptions and values to the

persistent experience. For instance, Steve Jobs at Apple gives an example of a strong
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leader who may force his vision and culture to be the hallmark of the organization’s
success. Warlords of Iraq fight it out in the boardroom, manifesting political patronage
and party dominance on pub-sec reform in KRG. Such political influence can greatly
influence context, as well as impede merit based performance on important decision
making processes, a demonstration of the broader role of leadership in org-cult.

The literature has also reported the relevance of culture to governance
effectiveness. Good governance in the pub-sec requires a culture of transparency,
accountability and ethical behavior. However, the existing cultural norms in the IKR
pub-sec can be a barrier to transparent and accountable governance practices. These
cultural dynamics are important for promoting good governance and ensuring pub-sec-
orgs serve the community’s best interests.

Org-cult also affects employee motivation and commitment. In the case of the
IKR, employees are likely to feel demotivated to the extent that they will not engage in
effective public service delivery when they perceive favoritism and nepotism in the pub-
sec (Voller, 2022). Consequently, culture plays a key role in defining the motivation of
employees, leading to the need for pub-sec leaders to develop a culture that embraces
meritocracy and fairness, thereby boosting the motivation and commitment of their
workforce.

To conclude, the literature review offers invaluable understanding into the
influence of org-cult on efficiency of pub-sec-orgs in the IKR. This illustrates the notion
that culture is not a fixed body, but a live and continually developing force, informed by
leaders, historical occurrences, and the larger societal environment. Despite their
difficulties, cultural practices might open the way for better solutions. To enhance the
effectiveness of pub-sec-orgs in the IKR, leaders need to acknowledge the culture
impacting on those organizations, develop a culture supporting transparency and
accountability, and engage in practices filling the organizational life with meaning. For
instance, there is a need for research focusing on specific strategies and interventions
that supervised influence can use to positively affect culture in the IKR pub-sec.

Moreover, comparative studies focusing on the cultural dynamics of pub-sec-orgs in
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other parts of Iraq and the MENA region in general can also provide important insights
regarding cross-regional and general differences in pub-sec culture. In the end, an
enhanced understanding of the relationship between org-cult and pub-sec effectiveness
might feed into more responsive and accountable governance as well as better public
services for the people of the IKR.

Through the driving forces of internal impetus and purpose, employee attitudes
and behaviors steers org-per to new heights. In spite of obstacles like red tape and
corruption, dedication, creativity, and team spirit can foster a culture with unfettered
communication lines, fostering a climate of increased transparency and trust.
Concerning the future, the next step is to overcome the complexities of cultural
intricacies as well as systemic problems by use of modern management approaches and
respecting those legacies. The route to increased productivity, innovation, employee
loyalty, and customer satisfaction needs a holistic lens, which draws from contextual
wisdom and adaptiveness. This thesis seeks to offer a contribution to address these
identified literature gaps in this emerging but important area of research and practice for

the IKR and global socio-economic development in post-conflict societies.
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CHAPTER 2
HOLISTIC APPROACH TO ORG-CULT EFFECTIVENESS ANALYSIS IN
THE IKR WITH ADAPTATION OF OCAI TO THE KRG CONTEXT AND
DATA ANALYTICS

2.1. Principles and Methods Used to Investigate IKR Org-Cult
Effectiveness in Public Sector

The methodology is the heart of any research work, giving a back-bone to the
whole project. A methodology expounds the underlying research philosophy and
framework used to answer the research questions. This chapter introduces the
methodology that underpins this study on the impacts of org-cult on org-per in the case
of the IKR’s pub-sec. Choosing the right procedure is essential concerning data
collection, analysis, and interpretation according to a systematic and rigorous
methodological process with philosophical consistency (Blumberg & MacRae, 2024;
Creswell & Creswell, 2017). Methodological tendencies allow researchers to navigate
from posing research questions to delivering evidence-based findings. In the context of
this study, analyzing the org-cult of the pub-sec in the IKR and its influence on
performance requires a methodology which is capable of grasping cultural diversity and
at the same time offer powerful indicators for performance. Thus, the appropriate
methodology was required to allow a better understanding of complexity of the pub-sec,
cultural nuances, and performance outcomes in the studied context.

2.1.1. Overview of Methodology

The methodological structure for this research study is designed to align with our
overarching research objectives. It consists of several interconnected components that
collectively form a comprehensive and cohesive approach to data collection, analysis,
and interpretation. These components include the structure of the methodology section
for this research study, developed in line with our overarching research objectives. is
made up of a range of interconnected parts that constitute holistic and unified scheme

for data collection, analysis and interpretation. These components include:
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Questionnaire Development: Our data collection process is based on structured
questionnaire developed in accordance with the OCAIL We used an org-cult assessment
instrument that was developed by Cameron and Quinn (2011) to fit the specific cultural
setting of IKR.

Data Collection Process: Our data collection relies on multi-phase data
collection process to warrant its representativeness and quality. These include, for
example, purposive sampling of participants, data triangulation and methods to increase
data reliability.

Ethical Considerations: Our methodology builds on the ethical principles.
Primarily, we protect the rights and privacy of our participants in terms of informed
consent, anonymity, institution review and confidentiality.

Data Analysis: For data analysis we use a combination of quantitative and
qualitative approaches. Quantitative analysis will enable us to measure cultural
dimensions, and their relationship with performance metrics. Alternatively, the
qualitative analysis focuses on statistically capturing cultural nuances using thematic
analysis (Braun & Clarke, 2021).

Triangulation: We used the method of triangulation, which consists in
combining data from different sources, in order to leverage the individual strengths and
offset the particular weaknesses of individual data types, and employing diverse
methods to make our findings stronger. Such triangulation adds weight to the results
entered and provides a proper designation of the research phenomenon (Denzin &
Lincoln, 2018).

2.1.2. Relevance to Research Objectives

The methodology chosen for this study is based on the research objectives. The
primary purpose of this study is to examine the impact of org-cult on pub-sec
performance in the IKR. For this we require a methodology which can go into detail
about the culture existing in organizations in this region, yet also provide measurable
data on performance outcomes. Through the utilization of a structured questionnaire, the

cultural dimensions can be evaluated and measured systematically. Such quantitative
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data will enable us to observe the trends and relationships existing between cultural
attributes and performance indicators therefore providing tight answers to our research
questions.

Moreover, the qualitative supplement of interviews and content analysis allows
consideration of related issues in the context with the development of more depth of
discussion, to support quantitative findings (i.e., with data triangulation) (Aguinis, 2024;
Creswell & Creswell, 2017). It is this all-inclusive nature that allows us to identify not
only culturally associated performance factors but also the modes and rationale through
which they influence performance. Basically, the employed methodology acts as the key
link that links our research objectives to an empirical evidence we will try to collect. It
enables us to make useful implications that serve as essential contributions to org-cult
and org-per research.

2.1.3. Research Design

2.1.3.1. Description

A descriptive cross-sectional survey design was used to explore multiple
organizations simultaneously. This made it possible to carry out analysis of the impact
of org-cult on performance of selected pub-sec-orgs in the IKR. Experts in research
design concur that a survey research is a group of techniques to collect data about
human characteristics, thoughts, attitudinal behavior and so on by asking individuals or
firms to respond to prepared questions (Blumberg & MacRae, 2024; Creswell &
Creswell, 2017). A survey is a way of obtaining information through measurement
procedure with less commitment required from participants, gathering more voluminous
and generalizable data to support inferences from data analysis, but at the cost of the
increased depth that could be gained from one-to-one semi-structured interviews or
alternative formats (Denzin & Lincoln, 2018; Saunders et al., 2015).

The descriptive cross-sectional survey research design was selected for this study
as it allowed for an in-depth exploration of org-cult and its relationship with
performance in a number of pub-sec-orgs located in the IKR. In cross-sectional study

design data is collected at one point in time form all organizations, rendering the picture
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of existing conditions about a particular phenomenon (Aguinis, 2024; Creswell &
Creswell, 2017). The design was selected to understand the context in which the org-
cult affects performance from a holistic perspective. Case study research design was
adopted for this particular study. Case study design is the detailed analysis of one
phenomenon in its real life context (Blumberg & MacRae, 2024; Saunders et al., 2015).
For purposes of this study, however, the phenomenon of interest is about org-cult and
how it affects the performance in the executive organ of KRG.

2.1.3.2. Justification for the case study design

The selection of a case study design is justified by several compelling reasons, as
listed below.

Contextual Richness: Case studies are particularly useful when detailed insight
into a specific situation is required (Aguinis, 2024). In fact, that is what makes IKR
different from any other environment in terms of its culture, politics, and history. We
can explore the specifics of the org-cult and its impact on performance by placing
ourselves in such an environment.

Holistic Examination: Creswell and Creswell (2017) state that a case study
design provides an opportunity of looking at the phenomenon holistically. It allows us
to conduct a study throughout the executive limb of the KRG, including various
ministries and offices. This approach is in tandem with our research objective of
examining org-cult as a broad concept throughout this governmental structure.

Real-Life Complexity: The study of org-cult is rather complex and sophisticated,
requiring comprehensive analysis of multiple variables and not fitting any simplified
models (Hofstede, 1991, 2011). This complexity is accepted by the case study design
through recognizing that real life organizations are impacted by many different
influences. We will be able to understand the multiplicity of culture and how it impacts
performance through immersion in the real working environment of the KRG.

Exploratory Nature: While the research objectives are quite clear, the linkages
between org-cult and org-per with respect of the KRG remain unclear. However, a case

study design is appropriate when exploring new information as it would help identify
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the patterns, relationships, and surprises regarding pub-sec administration in Kurdistan
Iraq (Merriam & Tisdell, 2015).

Qualitative and Quantitative Integration: We apply a mixed-method approach
by collecting and analyzing both qualitative and quantitative data. To have a well-
structured study on org-cult and its effect on performance, this integration is vital.
Integration of these two research methods is possible with case studies in which we can
collect both quantitative and qualitative data through survey and interviews
(respectively).

2.1.3.3. Alignment with research objectives

The case study design aligns closely with our research objectives.

Objective 1: To understand the org-cult in the executive branch of the KRG.
Case study design brings us into the real organizational settings that allow for deeper
examination of cultural norms, values, and customs. Interviews and content analysis
generate quality information about the cultural landscape of the KRG’s pub-sec.

Objective 2: To evaluate org-per in the context. This study assesses
performance indicators through an analysis of the KRG’s pub-sec as a whole, spanning
across the various ministries and departments. This holistic approach to evaluating
performance allows for a non-siloed (i.e., integrated) analysis, because all units interact
with each other.

Objective 3: Investigating the influence of culture on org-per. To answer the
research question of how org-cult affects performance, case study design allows us to
view this relationship in the natural environment. The qualitative data will help explain
how culture impacts the performance, while the quantitative data will enable us to
pinpoint the connections and patterns.

Objective 4: Making recommendations towards improving efficiency
through culture. Recommendations are made based on the case study, providing a
practical basis upon which we identify cultural strengths and weaknesses in the pub-sec
of KRG and this help inform actions which can be taken to address these deficiencies or

problems.
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2.1.34. Potential limitations of the case study design

While the case study design offers numerous advantages, it is important to
acknowledge potential limitations.

Limited Generalizability: The in-depth nature of case studies axiomatically
restricts the external validity of findings inferred for other situations. It must be
understood that the culture and results may not be similar in different organizations or
among distinct cultural groups.

Time-Intensive: Extensive data collection and analysis makes case studies very
laborious undertakings. Data collection might involve considerable cost and time in our
case because we will be dealing with the big and complex KRG’s pub-sec (Creswell &
Creswell, 2017).

Potential Bias: The interpretation of case study findings is inevitably affected by
researchers’ perspectives and biases to some extent. Rigorous data analysis methods and
multiple data sources (i.e., triangulation) were used in this study to mitigate bias, and to
enhance objectivity (Merriam & Tisdell, 2015).

Population of the Study: The population is the core issue of concern. By
November 2019 the KRG had up to 20 ministries and departments, each with numerous
departments, general directorates, boards, agencies, and other entities. These made up
our sample, but this eclectic and fluid array of organizations across multiple tiers
embeds inherent complexity in the units of analysis. Complexity also arises from the
geographical distribution of pub-sec bodies within IKR. Based on the location of
governmental offices, variances in org-cult may appear. The workplace experiences of
employees could be affected by urban and rural distinctions, accessibility issues, or
regional priorities.

This study recognizes that org-cult, lead-styl preferences, and success criteria do
not constitute a single standard within the pub-sec, but are shaped by various roles,
hierarchical structures, and cultural underpinnings in the IKR. The following sections
focus on the data analysis, offering perspectives into various aspects of org-cult as

viewed by this diverse and dynamic group.
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2.2. Data Presentation and Reporting

This research focuses on two organizations in the IKR that started their operations
in the beginning of 2020. The OCALI has six questions (Appendix A), each of which is
answerable with four options. Respondents allocate 100 points between these four
alternatives, depending upon how closely they consider that option to their own
organization. The “current” round refers to the culture of the company as it existed
when the questionnaire was filled out, while the “preferred” round indicates an ideal
scenario (as described previously). The analysis differentiated the current (now) and
future (preferred) org-cult.

First, respondents evaluate the existing org-cult; and second, they express their
expectations for desirable org-cult as time goes on. To achieve an average score, all A
responses are summed and divided by six; calculating average scores for B, C, and D is
done in a similar way. Each average score relates to a specific typology of org-cult (A)
(i.e., clan, adhocracy, marker, or hierarchy). For the sake of plotting the culture profile,
percentage scores are computed. The data was organized in Microsoft Excel for further
analysis and was then represented in plot graphs, to create an org-cult profile.

The research findings on org-cult in the KRG’s pub-sec and its effect on org-per
need to be presented and reported accurately so as to communicate appropriately. In this
part, the means of expressing outcomes are explained, which included (i) tables, graphs,
and other visuals and (ii) descriptive findings organized under different headings (as
presented in the following chapters); and possible challenges when exhibiting the
results.

2.2.1. Presentation of Analytical Results

Visual Aids: Tables, charts, and graphs will be the major visual aids used to
present the analytical results. These devices improve on the complexity of the data by
making clearer (Few, 2009). The results were presented using attractive and informative
charts created using Excel and MS Word. Descriptive statistics in terms of mean scores,
standard deviations and frequency distribution of the important variables are presented

using tables, which summarize data and make comparison easier. Different types of
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graphs and charts, like bar charts, scatter plots and line graphs were used to show
interactions and trends within the data. A visual representation may illustrate subtle
nuances that are not immediately apparent in raw data (Blumberg & MacRae, 2024;
Tufte, 2001).

Advanced statistical analyses, such as factor analysis and correlation tests, were
performed on the collected data to study patterns and relationships. These approaches
allowed for a greater understanding of the org-cult, lead-styls, and preferences in
employees, and also contributed to convergent and discriminant validity of research.
Although all possible measures were taken to increase the reliability and validity of this
research, it has also to be realized that there are always certain limitations and
challenges associated with survey based studies, which affect how the outcomes of this
study can be applied for organizational management within IKR’s pub-sec.

2.2.2. Organization of Descriptive Findings

Sectional Organization: Results are presented in an ordered manner, with
descriptive findings corresponding with the research objectives, in line with cultural
dimensions and their impacts on performance metrics (Bryman & Bell, 2019).

Clear Labeling: Labels will be clear and concise, and there will be visual aids
and tables to help readers interpret data. This includes giving titles, axis labels, legends,
and source information (Tufte, 2001).

Narrative Descriptions: In addition, narrative descriptions will supplement the
visual aids so as to explain and place context to the findings (Creswell & Creswell,
2017). These explanations will ensure that readers understand the meaning of the data.

2.2.3. Potential Challenges in Data Presentation

Data Complexity: Researchers must present complex information in an
intelligible manner so as to meet the expectations of various people (Few, 2009).

Cultural Sensitivity: Findings must be presented in a culturally sensitive and
respectful way (Kawulich, 2005). Care will be taken not to allow any bias or stereotype
to be inadvertently communicated through visual aids or narratives.

Data Overload: A reader may be overwhelmed by presenting too much
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information at one time (Tufte, 2001). In dealing with this, a progressive strategy will
be adopted, unveiling deeper details as the presentation proceeds (Few, 2009).

Ensuring Clarity: It is a difficult task to strike the balance that exists between
simplicity and details. Jargon and technical language will be avoided making the
presentation understandable and inclusive to many.

2.2.4. Iterative Review

An iterative review process was used to address the possible challenges noted
above. This included getting comments from peer reviewers, supervisors, and even the
participants (i.e., member checking, as described below), to ensure that the research
findings are communicated appropriately in a manner they can be easily understood and
they respect any culture peculiarities (Tufte, 2001). To ensure clarity and accuracy,

minor adjustments were made in response to the feedback received.

2.3. Methodological Limitations

This section recognizes and addresses the limitations of the selected methodology
for this study. It discusses the possible biases, sampling problems, and data-collections
difficulties and highlights the implications these weaknesses could have with respect to
interpreting the findings.

2.3.1. Limitations of Cultural Adaptation

The main challenge with this method is the cultural adaption of OCAI. Despite
the efforts taken towards clarity and relevance to participants in Kurdish and Arabic
speaking context, a level of cultural bias could still be present (Brislin, 1970; Hofstede,
2024; Saunders et al., 2015). This bias was minimized through translation and back-
translation process; however, culture and language nuances might not have been
completely accounted for. The limitation that this might have on the interpretation of the
results is that some aspects of cultural influences may not have been adequately
measured/or taken into account. Therefore, one should consider the implications of both

linguistics and culture on the findings associated with the org-cult dimensions.
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2.3.2. Sampling Challenges

Through purposive sampling, the methodology selected relevant ministries and
departments from the KRG’s pub-sec. Although this procedure is used to ensure
diversity and relevancy with to the research objectives, it might lead to the selection
bias (Aguinis, 2024; Trochim & Donnelly, 2006). The study may fail to be generalized,
however, due to the fact that ministries and departments not included in the sample may
differ in their cultural characteristics and performance outcomes. Challenges associated
with sampling process could limit the conclusion’s validity as it may not be an accurate
reflection of the KRG’s pub-sec. Hence, any generalization of outcomes for the wider
population of governments within the area should be done carefully, particularly paying
attention to the listed ministerial and departmental units.

2.3.3. Data Collection Mode

Mixed-method strategy involving both the online and conventional methods of
data collection was adopted to cater for the technological abilities and preferences of the
target population. Nonetheless, such an approach would entail response tendency
(Blumberg & MacRae, 2024; Bowling, 2005). The characteristics or the reasons for
choosing an online questionnaire in case of the participants might be different from that
of the participants who selected for the offline paper-based option. This may result to
differences in response patterns and might even impact on the credibility of the data.
This limitation may lead to inaccurate findings that do not adequately reflect the
opinions and perceptions of all participants in the KRG’s pub-sec. However, there are
still some important factors that must be considered during the interpretation of the
results and generalization.

2.3.4. Other Considerations

Although ethical safeguards were provided to ensure individual anonymity and
consent, individuals could still be susceptible to social desirability bias regarding their
responses (Denzin & Lincoln, 2018; Paulhus, 1991). Participants may have been
compelled or predisposed to respond with social desirability bias in-line with

organizational expectations, thereby compromising the validity of the data. This
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limitation means that the resultant information may not represent the actual org-cult as
well as demonstrate how culture affects performance, for example, if participants
change their responses in accordance with what they feel to be cultural norms.

2.3.5. Data Analysis Techniques

This choice of descriptive analysis as a method of data collection and analysis
may cause limitations on causal inference (Creswell & Creswell, 2017). Although the
study is concerned with the relation of culture and performance, the approach primarily
offers descriptive information. There is limited certainty in causality, and other
unmeasured variables may confound the relationships that are observed. It should also
be noted that this research can only find correlations between the variables but not
actual causation; thus, interpretations should exercise caution with respect to causality.

2.3.6. Scope and Generalizability

This study targets specifically the executive branch of the KRG, which constitutes
20 ministries and five departments. The narrow focus might also undermine the
findings’ external validity to other government institutions or sub-sectors in the local
area or beyond. Some differences in cultural and organizational context of the KRG
from other government organizations may be present within the unique context. This
potential limitation implies that the findings may have low external validity, and it is
necessary to apply them with caution outside the KRG’s pub-sec.

In summary, this section has outlined some shortcomings of the selected
approach, including problems of the cultural adaptation, sampling, possible bias and
width of research. The interpretation of the results and the conclusion making should
consider these limits. Although the method offers important information on org-cult and
its effect over performance within the executive division of the KRG, both researchers
and learners have to remember these limits in order to understand the results in their due

context.

2.4. Methodological Rationale and Justification

A careful design of a methodology was used to examine the org-cult of the
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KRG’s pub-sec and its impact on org-per. It also comprised developing a structured
questionnaire based on OCAI, purposive sampling from 20 ministries and five
departments, mixed-method approach in data collection, data analysis techniques,
ethical considerations, and strategies for data presentation.

2.4.1. Appropriateness of Chosen Methods

The selected methodology accords to the purpose of finding the interconnection
between an org-cult and org-per in the KRG’s executive branch. The use of a well-
established OCAI questionnaire as a framework to assess org-cults and the adoption of a
mixed-method approach for data collection that can incorporate different technological
capabilities and preference of the targeted populations.

2.4.2. Unique Challenges

The research process presented several unique challenges. The questionnaire
needed to be culturally adapted to make it appropriate and readily comprehensible for
the Kurdish and Arabic settings. There were also issues with the confidentiality and
anonymity of the respondents as the study was conducted within a public institution.
The use of both offline and online approaches were used to collect data from the
geographically differentiated ministerial departments in KRG.

2.4.3. Alignment with Research Objectives

The research objectives guided the methodology employed in this research. The
study used an OCAI questionnaire to determine and measure the existing org-cult in the
KRG’s pub-sec and to understand how it impacts org-per. Thus, mixed-method
approach was useful in the examination of cultural dimensions against the performance

metrics.

Conclusions to sector 3

This chapter has expounded the research methodology employed in this study to
explore org-cult and its influence on performance in the KRG’s pub-sec. It uses rigorous
measuring instruments, careful sampling and consideration of ethics in order to

guarantee the reliability of the research. Notwithstanding, the selected methodology
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provides whole-picture view of the research objectives which provide worthwhile
information to the realm of organizational research in the context of pub-sec. All in all,
this chapter provided a detailed outline of the methodology that was adopted for
analyzing the org-cult of the KRG’s pub-sec and its impact on organizational
effectiveness. The study employed an inclusive multi-dimensional data analysis system,
using analysis methods like descriptive analysis, content analysis, and statistical
analysis in revealing the complex dynamics of governmental organizations.

The integrated application of qualitative and quantitative analysis technique has
enabled a deeper coverage of the dimensions of org-cult and its implications for
performance. The study has unveiled the complex interrelations between cultural
dimensions and performance indicators with the help of statistical methodologies like
central tendencies and variability, and inferential statistics such as the correlation and
regression analysis. Further, embedding qualitative software has driven the research
process, permitting the systematic organization and coding of data to conduct thematic
analysis of open-ended responses (Braun & Clarke, 2021). This approach has provided a
clearer picture of how people perceive and feel the nuances of org-cult.

Ethical rigor in the course of research, including considerations of participant
privacy, informed consent, and institutional review board approval, demonstrates the
ethical aspect of adherence to ethical principles and maintenance of the validity of
research findings. Member checking, peer review and continuous ethical monitoring
have strengthened the validity and reliability of the body of research making the
conclusions to be considered as valid. While this study is confined due to scope and
generalizability, the findings (as unpacked in the following chapters) are reflective of
organizational dynamics and performance determinants in the context of the KRG’s
pub-sec-orgs. By carefully noting incidence of cultural adaptation, sampling bias, and
data collection mode, the study strived to diminish potential limits and enhance the

research findings reliability.
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CHAPTER 3
PRIMARY RESEARCH INSIGHTS ON KEY ASPECTS OF ORG-CULT,
LEADERSHIP, AND EMPLOYEE ATTITUDES IN THE IKR PUBLIC SECTOR

3.1. Comparison of Employee Responses for Current and Preferred (C&P)
Org-Cult in the Public Sector in the IKR

3.1.1. Overview

This chapter presents emergent insights into dominant characteristics (dom-
chars), org-lead, aspects of organizational glue (org-glue), and strat-emphs in the IKR.
An organization must understand the predominant characteristics within it in order to
succeed and be sustainable. The behaviors, attitudes, and values of employees are
greatly influenced by org-cult. Therefore, this study aimed to investigate what
organizational traits employees consider as prevailing, and how they compare with their
preferred dom-chars. To ensure that we got as much information relating to org-cult, we
utilized four options labeled A, B, C, and D. This chapter presents the survey findings
addressing the “current” and “preferred” (i.e., C&P) dominant cultures in the
organization, in response to four options labelled “A” to “D”.

3.1.2. Dominant Characteristics (Dom-Chars)

Table 4.1 provides a summary of the survey responses for each of the four org-
cult options, with mean values for dom-chars (C&P). It can be seen that option A,
referring to a personal and family-oriented culture, scored on average 25.50 points in
terms of preferred dom-chars. The fact that employees feel a sense of belonging with
their peers suggests that it is an important factor. They are usually linked with a
significant degree of employees’ engagement and workers’ job satisfaction (Carasco,
2024; Kahn 1990). Nevertheless, it should be understood that in this case the average
score for Option A (27.19) is even higher compared to the expected one. This points out
that though workers prefer a friendly environment, some aspects related to over-
involvement in their work or an over-emotional work environment must still be

addressed. A dynamic culture and an entrepreneurial culture obtained a score of 23.42
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in the preferred dom-chars, which can be interpreted as indicating that employees prefer
to work in an innovative environment that welcomes risks and flexibility.
Organizational agility and adaptiveness is generally viewed as an indication of

entrepreneurial culture (Frost, 2024; Miller, 1983).

Table 3.1: Comparison of Mean Responses Between C&P — Dom-Chars

Op Cur Pre
tion rent ferred
217. 25.
A
19 50
25. 23.
B
10 42
26. 28.
C
94 25
20. 22.
D
81 83

Source: Author

It is interesting that the average grade for option B in the current condition
(25.10) 1s greater than the preferred grade, which suggests that employees might
perceive the contemporary culture as more entrepreneurial than they would prefer.
However, organizations need to avoid exaggerating the culture of risk-taking that might
lead to unnecessary stress and exhaustion (Cocozza, 2023; Ragin & Singh, 1993).
Employees prefer option C which represents a results-oriented and competitive culture
and the highest mean score was 28.25. Such preference conforms to theories of
organizational effectiveness that highlight objectives clarity and competitiveness for
enhanced performance (Locke & Latham, 1990; Meyer, 2016). Nevertheless, it is
interesting to observe that the current situation mean score for option C (26.941) was
marginally less than the preferred score. Such a position implies that many employees
will support a results- oriented culture; hence, there could be more initiatives to improve

competitive spirit and achievement.
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For the preferred dom-chars, option D attained a mean score of 22.83 for a
controlled and structured culture. This implies that employees do not like strict rules in
their workplace. The average score of option D in the current state (20.81) was less than
the preferred level. If this is the case, it means that the organization has to achieve a
fairer level of structure and flexibility. A highly controlled org-cult can stifle creativity
and innovation, undermining firms’ competitiveness and sustainability (Amabile, 1996;
Kotter, 2012). From a general perspective, it is clear that the culture change must be
tailored to employees’ preferences.

However, there are a few caveats in regards to option C, for which the
achievement-oriented culture was indeed the most popular choice. Employees can want
an equilibrium of being competitive and having a personal, family kind of atmosphere
as well. The findings further imply that there exist pockets where the existing culture
may not entirely meet worker’s aspirations thus calling for a continuous adjustment and
molding of the company’s culture. Comprehension of dominant traits in an organization
is a continuous process. Organizations should learn from their employees’ preferences
and try to develop a workplace culture that promotes productivity, a sense of belonging,
and innovation while still maintaining appropriate levels of structure and flexibility.
Examining the responses regarding the most fundamental traits of the org-cult, some
general trends can be observed.

The majority of the participants desire a move towards a more open, inclusive,
agile, and progressive work culture that emphasizes openness, flexibility, individual
enhancement. It points out a common desire to have a working space that encourages
unity, cohesiveness, as well as motivates employees. However, not all the pub-sec-orgs
have identical preferred dominant traits, and responses partly depended on the nature of
the sector they engage with. For instance, the Ministry of Tourism and Entertainment
exhibited a marked preference for organic and creative traits that continuously adapt,
conforming with the characteristics of the innovative and flexible eponymous sectors.
Contrary to the general norm, the Ministry of Environment preferred an 1T-enabled as

well global culture. This shows particular emphasis of using latest technologies and
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international participation in the solving of ecological problems.

Responses demonstrated diversity in the prepossessing notions and concerns that
underpin every ministry’s unique culture, thus they each necessitate distinct handling
strategies. Although some similarities exist in relation to the general culture to be
preferred within each ministry, specific attributes sought after are dependent upon the
nature and vision of a particular ministry. This notion highlights the need for ongoing
adaptation and tailoring of org-cult to employee goals and enhancement of work
environment.

When analyzing the replies to the second question by pub-sec-orgs, one observes
a common desire for drastic cultural changes within organizations. Such an overarching
desire for collaboration, innovation, and inclusiveness portrays an ambition for vibrant
workspace experiences. Responses are united in the call for open communication and
comprehensive support as well as leadership preferences of mentorship and positive
cultures. The common values are built on working together, diversity, as well as
collective responsibility to organizational objectives. They further incorporate a strong
emphasis on strategic programs for sustainability, technology adoption, and flexibility.
Traditional success measurements are substituted with employee-related indicators in
the process of transition.

Within this cohesive theme, each ministry injects nuances: The Ministry of
Tourism and Entertainment looks for highly dynamic, flexible workplace culture in tune
with the industry’s fluxes while the Ministry of Environment is keen on applying the IT-
oriented international approach to solve environmental issues. By doing this, the overall
result shows complex yet common purpose that should be addressed specifically by
means of customized cultural techniques suitable to each Ministry specific
characteristics and objectives.

Qualitative data reveal aspects of human development tied to success criteria
from employees’ points of view. The statistically non-significant findings obtained
depth when participants emphasized the need for lifelong learning, mentorship and

empowering work environment to improve business success as well personal. These
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narratives highlight the overall nature of success which is not limited to numerical
targets but goes beyond oneself and includes one’s personal growth and prosperity.
Figure 4.1 displays the mean scores.

30,00 - 28,25
27,19 26,94 = Now
25,50 25,10 W Preferred

25,00 23,42 22,83

20,81

20,00

15,00

10,00

5,00 -

0,00

Figure 3.1: Comparison of Mean Responses Between C&P — Dom-Chars
Source: Author

3.1.3. Organizational Leadership (Org-Lead)

One important component that makes the success of any organization is about
connecting the workforce to its strategic objectives through successful org-lead.
Importantly, it ensures synergies across the different contributions of separate members
for a realization towards the overall organization’s achievement objective. Results for

the org-lead items within org-cult are shown in Table 4.2.
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Table 3.2: Comparison of Mean Responses Between C&P — Org-Lead

Op Cur Pre
tion rent ferred
21. 25.
A
75 88
25. 26.
B
71 71
25. 25.
C
25 04
217. 22.
D
29 38

Source: Author

In the perceived leadership perceptions, option A had a mean score of 25.88. This
means that employees value leaders who see their subordinates grow. In other words,
they are in tune with the leadership principles of mentorship and support. Nevertheless,
it should be noted that the average score for option A in this case (21.75) is inferior to
the preferred score. This implies that the current leadership approach in the company
can possibly be enhanced through better mentorship of the team members.

Employees had a higher mean score for option B that defines leadership in terms
of entrepreneurship, innovativeness, and risk-taking, at 26.71. This shows that
employees consider innovative-oriented leaders with an appetite for risks as valuable
people within the organization. This kind of leadership is in line with theories of
transformational leadership of Bass (1985), which involve inspiring staff members and
enabling them go for extraordinary achievements through innovation techniques.
Notably, the average score for option B in the contemporary context (25.71) is not
inferior, and hence illustrates the perception of contemporary leadership by employees
as being somewhat entrepreneurial. This means that the leadership approach matches
with employee’s needs to be innovative and taking well calculated risks.

In the preferred perception of org-lead, option C that depicts directional, result-
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oriented and aggressive leadership garnered a mean score of 25.04. This indicates that
workers demand task-oriented bosses who focus on accomplishment. However, the
average score for “Option C” in this case (25.25) is only slightly more than the
preferred score. This shows that the organization’s existing lead-styl corresponds to
employees’ tastes for output-oriented approach. Nevertheless, the discrepancy is slight,
meaning that the corporation had been promoting an emphasis on results.

The preference for org-lead was reflected in each option by a different mean. This
hints at low employee preference towards a lead-styl emphasizing on smooth running
efficient. It is also important to note that the mean score for option D in the current
condition (27.29) surpasses considerably the preferred score. This shows that there is no
relationship between what employees want and existing lead-styls, and such
organizations should consider making adjustments to correspond to what employees
want. Nevertheless the answer of the workers for both C question and D question
exceed the preferred choice.

Employees’ understanding on how org-cult influences org-lead is revealed
through these survey results. The preferred perception among the employees was option
B, which is based on entrepreneurial leadership. This implies that employees appreciate
leaders who promote creativity and make rational risks. However, it is worth noting that
these employees prefer a rather approachable type of the modern lead-styl and in fact to
some extent these employees are already accustomed to this approach in leadership
because the current lead-styl is already somewhat aligned with this preference.

Similarly, option A focused on mentoring leadership which was one of the most
supported options, because nowadays a leader is not only concerned with output but
also development of the team members. However, it has some defects that can be
improved. Results oriented leadership represented by option C match somewhat the
expectations of employees, implying there is the concentration towards outcome
achievement is being placed by the organization. Employees who chose option B
indicated inefficiencies of existing leadership. There are big gaps between what

employees want and the real situation. This implies that for the organization to excel, an
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adaptable and congruent leadership is necessary.

A unifying perspective emerges within the context of current leadership across
pub-sec-orgs: a vision towards changing the way organizations are led. In this case,
participants collectively suggest that there is need to break away with the current
leadership models that have been based on traditionally defined hierarchies. There is a
common inclination toward participative and mentor based kind of leadership that
pushes people towards motivation. There is a demand that leaders be mentors/role
models for employee growth and development — this is evident all through. These
include open communication, involvement of employees in decision making, and
emphasis on personal and professional development which reflect distancing of
directive leadership.

Despite there being a shared will for positive and power-giving leadership, every
ministry introduces new flavors into it. The dynamic nature of the tourism and
entertainment industry, calls for the use of creative and less directive leadership strategy
by the ministry of tourism and enterprise. However, leadership in environmental
technologies is particularly promoted by the Ministry for Environment, to tackle global
environmental problems preventively and across borders. This amalgamated analysis
highlights an underlying desire towards transforming leadership across various pub-sec-
orgs, highlighting the need for leadership practices that are tailor-made for each
ministry’s specific objectives and needs.

Distinct patterns of preferred leader emerge among different pub-sec-orgs suggesting
need for new style of administration. All the respondents prefer participatory man-styls
that involve dialogue, inclusion of personnel in making decisions, and all-round support.
The dominant theme entails designing a setting that supports teamwork, innovation, and
workforce happiness. The move from a task oriented management to an empowering
one that involves employees, their feedback and creates an affirming atmosphere is
becoming loud and clear. Nevertheless, subtler deviations emerge, where the Ministry
of Tourism and Entertainment insists on an open forum that accommodates adaptive

communication of concepts which is vital in the ever changing industry. However, the
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Ministry of Environment suggests that technology-based collaborative approaches could
be more effective towards solving these problems. The combined analysis highlights
this common desire for a style of management which embraces cooperation, employee’s
welfare, as well as the flexibility within that framework. The study also recognizes these
differences in every ministry as they relate to their distinct operations.

Beyond numerical metrics, participants often communicated a deep personal bond
between loyalty to the organization and trust, without mentioning org-cult per se. Some
employees mentioned specific leadership actions that promoted trust, like open
communication and objective decision-making processes. On the other hand, cases of
betrayal or non-transparency were found to undermine loyalty. This qualitative layer
adds a human dimension to the statistical loyalty scores, giving their story more depth.

While statistical analysis posited a non-significant difference between employees’
choices on formalized practices, the qualitative responses revealed a divide. Some
employees conveyed a sense of security and orderliness due to clearly defined policies,
while others elaborated fears related to stifled creativity and the bureaucratic obstacles.
This disparity demonstrates how organizational preferences can be so complex that
leaders must find a balance between structure and freedom. Figure 4.2 displays the

mean SCOrces.
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Figure 3.2: Comparison of Mean Responses Between C&P — Org-Lead

Source: Author

3.1.4. Management of Employees (Man-Emps)

Managing the workforce is at the heart of org-cult, affecting productivity,
employee satisfaction and hence organizational development. It includes several
approaches that support employees in doing their best for the company’s success. This
section is devoted to the presentation of the results and the analysis of the survey
answers concerning the issue regarding employee management. Table 4.3 summarizes

the responses.
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Table 3.3: Comparison of Mean Responses Between C&P — Man-Emps

Op Cur Pre
tion rent ferred
23. 23.
A
92 88
26. 25.
B
07 33
25. 23.
C
88 67
24, 27.
D
15 34

Source: Author

The preferred perception of the man-emps towards option A, where employees
cooperate together and collaborate using mutual consent and involvement, attained an
average of 23.88. This shows that the workforce appreciates the cooperative, democratic
strategy of management. Therefore, it boosts coordination and group decision making.
Despite this, it is significant to note that the average score for option A in the present
case (23.92) is just slightly above the desirable mark. This implies that the style of
current management in the organization already emphasizes teamwork and
participation; however, it might need adjustments for a more appropriate match with the
employees’ preferences.

The perceived preference for employee man-styls gave option b a mean score of
25.33 out of 10. This explains why employees tend to like a lead-styl that supports
uniqueness, innovativeness and risk taking, which may generate creativity and initiative
in them. It should however be noted that presently, the average score for option b=26.07
is a little more than the preferred score. This means that there could be some similarity
between the existing management approach in the organization and what the employees
prefer in terms of promoting innovation and giving them freedom; hence, there is a need

to improve the management.
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The third option, called C, represents a man-styl that is aggressive, competitive,
demanding, result oriented, and performance based, earned the lowest mean score of
19.67 on preferred perception of the man-emps. This infers that employees are reluctant
towards man-styls with high competitiveness and demands. Interestingly, the average
result for option C (25.88) exceeds the ideal one. Employees’ taste is different from
their current leadership strategy; it may be high time the organization reviews the
leadership strategies based on employees’ expectations.

The preferred perception of management of employee was option D, which has a
man-styl focused on secure employment, conformity, stable relationships, predictable
environment among employees, having a mean score of 27.34. Such preference can
signal on a man-styl which promotes stability, predictability as well secure employment.
This strategy agrees with Maslow’s (2022) hierarchy of needs, wherein the
physiological and safety needs represent the employee basis of wellness.

Interestingly, the average score of option D in this scenario (24.15) falls below
the desirable score. The organization may have to seek measures to restore the feeling
safety, conformity, and predictability that the employees desire for. Nevertheless, the
average in relation to the responses given by the employees about option A, B and C in
this situation exceeded the choices that they preferred.

Through these findings, employees’ perception towards employees management
in the org-cult is revealed. The perception amongst the employees was in favor of
option D that is a stability oriented type of management whose aim lies in job
insecurity, conformance, predictability of results and stable relationships. While option
b proved popular, it underscored the importance of management as being conducive to
independence, innovation and risk taking. Team working will be somewhat of a
preference of some employees to indicate to the fact that this firm is already focusing on
teamwork. Compared to most of the other employees, option C may not be favored by
some workers, with a considerable difference in preference levels, suggesting the
importance of matching to employee expectations. This shows that good leadership and

man-styls should be adapted to meet the needs of employees, thereby improving org-
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cult as well as enhancing employee satisfaction.

Qualitative anecdotes about lead-styls enriched the interpretation of statistical
outcomes. Participants provided instances in which transformational leadership had a
positive influence on their motivation and job satisfaction. On the other hand, anecdotes
revealed problems with autocratic style of leadership that is in line with statistically
significant preference for more facilitative approaches. These stories make leadership
theories human, highlighting the practicality of these ideas to impact employees’ life at
work. Specifically, there is an emerging trend in every ministry showing that most of
the managerial practices adopted are participative.

The participants want an inclusive lead-styl which recognizes employees as active
contributors in decision making and encourages transparency in the workplace. Under
the Ministry of Transportation, a participatory approach is preferred with employees
being involved in making decisions, appreciated for their effort and working in a
favorable condition. Likewise, the Ministry of Industry requires a hands-on approach
that fosters teamwork, acknowledges employee contribution, and creates room for
advancement. The shared value highlights the will desire of a participatory, honesty
based cooperative environment that promote development and job contentment. Figure

4.3 compares the mean scores.
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Figure 3.3: Comparison of Mean Responses Between C&P — Man-Emps
Source: Author

3.1.5. Organizational Glue (Org-Glue)

Org-glue is a phenomenon within org-cult that brings together different people
within the organization towards their common beliefs, values as well as their objectives.
In other words, it is a measure of degree of solidarity that exists among workers in a
particular working environment. The org-glue analysis in this writing looks at what
employees think about it currently versus their preferences. A summary of the survey

responses on organization glue within org-cult is shown in Table 4.4.
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Table 3.4: Comparison of Mean Responses Between C&P — Org-Glue

Op Cur Pre
tion rent ferred
217. 25.
A
79 90
28. 23.
B
61 34
23. 25.
C
41 22
20. 25.
D
19 54

Source: Author

The Ministry of Culture stressed the importance of shared values underlying
cultural preservation and enhancement which brings about feeling of proudness and
unity, which was directly pertinent to org-glue. The Ministry of Tourism and
Entertainment’s org-glue lies in their goal of promoting culture, diversity, and
cooperation, which ultimately constitutes an integral harmonized team. On the other
hand, the Ministry of Environment points out shared values like environmentalism and
scientific integrity that serve as a glue binding the organization together. There are
different departmental aims, but the strength behind this is having shared principles and
beliefs for a unifying point between all pub-sec-orgs.

The answers reveal a consensus on the vision of org-glue across ministries that
transcends the usual traditional values. Participants universally talked about wanting
oneness in the light of common core values for the purpose of working together,
diversity, and devotion to organizational goals. Promotion of a feeling of togetherness
through the concept of teamwork emphasized the importance of a participatory
workplace culture, which appreciates the role played by everyone in creating unity
among employees. On the other hand, the Ministry of Environment is looking for

cooperative parts such as scientific validity and ecological cooperation. The detailed
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inquiry reveals one common cry for org-glue exceeding regular standards which
underscores common values for group work, inclusiveness, and feeling of joint
accountability.

Contrary to the strongly statistically significant preference for nurturing and
facilitating lead-styls, qualitative narratives presented a dilemma. Employees wanted to
find supportive leadership, but such cases of conflicting expectations emerged. Though
preferring the facilitative method, some participants also indicated instances where
decisive and directive leadership was necessary. This interaction highlights the struggle
leaders have in handling varied preferences within their teams. Figure 4.4 visualizes the

results for comparison.
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Figure 3.4: Comparison of Mean Responses Between C&P — Org-Glue
Source: Author

3.1.6. Strategic Emphases (Strat-Emphs)

Concerning strat-emphs, the strategic priorities give insights into the identity,
personality, and mission of the organization. The executives will not be in a position to
steer the organization if they are unaware of these issues because it would be difficult
for them to recognize the purpose of the company and determine its course. Many
factors that impact on the success of a business such as value creation versus value

appropriation strategy by top management (Meng & Berger, 2019). Table 4.5 presents
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the descriptive statistics regarding org-cult strat-emphs conditions.

Table 4.5. Comparison of Mean Responses Between C&P — Strat-Emphs

Op Cur Pre
tion rent ferred
23. 26.
A
71 42
26. 23.
B
21 92
25. 24,
C
58 13
24, 25.
D
50 54

Source: Author

It can be seen that a greater number of employees prefer option A, whose mean
value is 26.4. On the aspect of the preferred perception of org-glue, option A scored an
average of 25.90 points, by being characterized with loyalty and mutual trust as its
“glue”. This indicates that employees appreciate a culture that is built on loyalty,
trustworthiness, and total devotion to the company’s agenda. Surprisingly, the average
score for option A current (27.79) was above the threshold, showing that employees
perceive that the org-cult already encourages loyalty and mutual trust. Such a culture is
commonly linked with happy employees, turnover reduction, and contentedness.

Opinion B, characterized with the commitments of innovation and advancement,
scored the lowest mean of 1.12 for the preferred perception. The argument means that
people do not like an innovating culture as it involves the concept of getting ahead,
which is evidently not attractive for them. Surprisingly, the option b mean score in this
case 28.61 exceeds the preferred score remarkably. There is huge disparity between the
cultural requirements and the needs of the employees in such an environment, pointing
at a possibility for the company reconsideration about its cultural practices.

Org-cult emphasizing achievement and accomplishment of goals, got a mean

11



value of 25.22 for the preferred image of org-glue. This indicates the need for a high-
standards and achievement-orientation culture in the employee’s part. Nevertheless, it
should be noted that the average score of option C in actual circumstances (23.41) is
less than the preferable figure. Therefore, it is implied that if employees believe they
have to achieve something, then it could not actually align with what org-cult currently
promotes for success to occur. The organization should make sure that the
organization’s practices and beliefs are in tandem with the expectations of an
achievement-oriented culture.

Option D scored a mean of 25.54 as per the preferred perception of org-glue.
Employees would prefer a culture where there is strong focus on the following of set
rule for effective running of affairs. It is interesting to note that the average rating for
option D of current circumstances (20.19) is much lower than the preferred score. This
portrays a huge gap between employees’ wants and company culture which means that
an organization should strive more to emphasize on formal rules and policies to match
employees’ expectations and needs.

From these results, it is possible to see how employees view org-glue in an org-
cult setting. The culture built on commitment and trust emerged out to be the preferred
perception on behalf of the employees.

Choice D for informal rules seemed not to please employees, who may want the
existing culture to match their preferences for formal policies that must be observed at
all times. Option C underscores performance so as to match workers’ desires slightly
implying that organization incorporates certain aspects of performance management yet
there might be a need for more. Option B, which emphasizes innovation is highly
misaligned with employee’s preference indicating a need for the organization to balance
the innovation strategy with employee needs. This implies that a good understanding
and alignment between org-cult and employees’ expectations is necessary for an
acceptable working atmosphere.

Analyzing the views regarding strat-emphs reflects the vision of these pub-sec-

orgs with respect to areas of strategy concern. The Ministry of Health focuses on
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strategies on preserving and promoting the cultural heritage, support to artists and
cultural events and festivals. On the other hand, the Ministry of Tourism and
Entertainment strives to embrace sustainable tourism and entertainment for disabled
persons through incorporation of technology to enhance tourists’ experiences.
Stratospheric emphases in biodiversity conservation, pollution control, environmental
education, and the advocacy of the green policies towards sustainable development in
the ministry of environment. Such varied strategic priorities emphasize the individual
goal and focus of each ministry and hence warrant peculiar methods to tackle its special

issues and dreams. Figure 4.5 visualizes the mean scores.
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Figure 3.5: Comparison of Mean Responses Between C&P — Strat-Emphs

Source: Author

3.2. IKR Organizations’ Criteria of Success (Success-Crit) and Overall
Org-Cult Adaptation and Change with Paired Sample T-Test (PST-T)

In org-cult, success-crit relate to measurable factors used in describing the
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expected outcomes of tasks and projects. Such standards help employees, clients and
other stakeholders judge if the objectives have been implemented appropriately. Under
discussion in this essay is how people define success themselves. The survey provides
information on how employees understand success as a working issue, based on which
they have developed their own opinions about the current situation and their preferred
one, as illustrated in Table 4.6.

Table 3.5: Comparison of Mean Responses Between C&P — Success-Crit

Op Cur Pre
tion rent ferred
24, 26.
A
75 08
26. 26.
B
00 75
25. 23.
C
33 71
23. 23.
D
92 46

Source: Author

Regarding the preferred perception of success-crit, option A received a mean
score of 26.08, implying that it was related to an organizational focus on human
development, high trust, openness, and participation. This means that employees value a
culture that emphasizes self-development coupled with commitment, honesty and
employee involvement in making decisions. Surprisingly, the average of option A in
this case (24.75) i1s a bit lower compared to the preferred points.”) These sentiments
point out that although employees appreciate human development and trust issues, it is
evident there are gaps that need to be addressed so as to bridge this gap.

The highest mean score was recorded for option B, implying that an organization
orientation towards seeking for a resource, development of novel complications and a

positive attitude toward innovation and prospects. It shows what kind of a culture do
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employees appreciate most and the theories behind organizational adaptation.
Furthermore, the average score of option b under the current condition (26.00), is also
very high, which shows that employees’ perception on the present org-cult is relatively
compatible with their taste for innovation as well resources acquisition process. This
indicates conformity between the employees’ expectations and the current culture.

Concerning the perceived criteria for success that are associated with option C, it
attained a mean score of 23.71, which indicates that this organization focuses on
competition measures as well as being capable of scoring high against competitors. This
indicates that people are far much less receptive to cultures, which highly promote
cutthroat competition and high performance. Importantly, the average rating of option C
current (25.33) 1s much above the desirable mark. This reveals a mismatch between
what employees prefer and the current culture in the company hence necessitating
possible changes to make it consistent with employee demands.

According to the perceived mean of preference for the success-crit, option D
which is an organization focused permanency and stability with efficiency, control, and
orderliness, garnered the lowest score, with 23.46. Consequently, a culture that
emphasizes on stability than innovation or adaptations has lesser tendency towards the
employees. Surprisingly, the average score for option D in this case (23.92) is higher
than the preferred score. Thus, the company’s existing culture already contains some
focus upon stability, and this could probably be refined slightly accordingly to staff
expectations.

The survey provides insight into what success means to employees in the org-cult
as viewed by them. The perception that option B focused on securing additional assets
and innovation became increasingly popular among workers, revealing their desire to
grow and change. To a certain extent, option A reflects that human development and
trust closely align with employee preferences, indicating that company respect this area
of work and might need more strengthening. Competitiveness seems not to have been
highly regarded by these employees, so the prevailing org-cult must align with the

employees’ preference towards competitiveness and achievements. In addition, option
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D (permanence/stability) is also among the least preferred options showing that some
degree of stability is indeed expected, although there could be better balance between it
and innovation or adaptation.

These findings emphasize the relevance of appreciating and matching org-cult
with employee expectations so that there can be growth and change in the workplace.
Analysis of responses to the existing indices of success in each ministry. In the case of
success, in the Ministry of Culture, it means the efficiency of a certain number of
tourism advertisements, achievements in some big entertainment events, visitors’
quantity, and media reports. Success is measured by the efficacy of tourism promotion
commercials, the success of major entertainment functions, and indicators comprised of
tourist flow, media coverage, and total input of a touristic sector to income formation. In
contrast, the Ministry of Environment measures success in terms of improved air and
water quality, compliance with biodiversity principles, and implementation of
environmental regulations. Distinctive standards of success are a sign that different pub-
sec-orgs have different objectives and purposes for which they need individual ways of
assessment.

While statistical results showed quite a strong preference for strategic focus on
innovation, the qualitative responses provided context. Employees discussed stories of
innovative projects that fed their enthusiasm and dedication. At the same time,
reservations were expressed concerning an alleged unwillingness to accept reforms by
leadership. These stories document the complex relationship between strategic focus,
real innovation practices and employees’ perceptions. By integrating these qualitative
observations, the results section goes beyond numerical generalizations to provide an
overall sense of employees’ views. The following sections focus on the surprising
patterns and a more general view of these results, explaining how such specific
dynamics can affect org-cult in the IKR’s pub-sec.

Assessing responses in relation to the best qualities for each ministry, success is
measured according to the influence of the organization in cultural events, its degree of

attracting an audience, and the money contributed by cultural activities. On the other
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hand, the ministries believes in achieving more than economic growth, including legacy
for society and culture as well as preservation of local cultures and acceptance of
different identities. The varied definitions for success emphasize the need to match the
organizational mandate with ministry specific aims and purposes. The Ministry of
Culture has set up measures that can guarantee success in terms of employee
development, team work, and employee commitment. Such factors include employee
satisfaction, engagement, career and personal growth, collaborative spirit and resilience
to change. However, for the Ministry of Tourism and Entertainment, success is not
limited to economic measures alone but covers societal and cultural legacies. They
envision their success as ensuring that they maintain local cultures, identify with various
groups and make inputs to global societies. This ministry defines success in terms of
numbers, such as incorporating green technologies and participating in community-
based climate change actions that attract positive reviews from international
environmental organizations. Such different views serve as a reflection of different
priorities and values that every ministry possesses; therefore, it is imperative to measure
the success factors related to these priorities and values. Figure 4.6 summarizes the

mean SCOrces.
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Figure 3.6: Comparison of Mean Responses Between C&P — Success-Crit
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3.3. Mean Values for Perceptions of Overall Org-Cult

The survey questions related to the general org-cult are presented in Table 4.7.
This section analyzes the mean values for both the current perception of overall org-cult
C&P for six distinct factors: dom-chars, org-lead, man-emps, org-glue, strat-emphs, and

success-crit.
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Table 3.6: Comparison of Mean Responses Between C&P — Overall Org-Cult

Dimen Preferr
Current
sion ed
Dom-
24.688 23.750
char
Org-
22.417 25.000
lead
Man-
24.615 24.365
emps
Org-
24.771 24.594
glue
Strat-
24.958 24917
emphs
Success
24.667 24.958
-crit

Source: Author

Respondents indicated that most of them would choose org-lead with an average
score of 25, followed by success-crit (24.958), strat-emphs (24.917), and org-glue
(24.594). The average preferred scores responses for the items dom-chars, man-emps,
org-glue, and strat-emphs were greater than the counterpart scores for the current
situation.

3.3.1. Dom-Chars

Dom-chars form a set of fundamental characteristics that determine the nature of
org-cult. They denote what a company stands for, and influence how employees think
and behave. Dom-chars obtained an average rating of 23.750 in the preferred
perception, while the overall mean was 24.688. This could mean that people consider
the existing culture a bit overbearing.

3.3.2. Org-Lead

Org-lead is fundamental to the establishment of a working climate and the way
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employees interact at the workplace (Sahat et al., 2018). According to Bass (1985), it is
preferred that the average score for org-lead is 25.000, thus signifying that employees
want a more concentrated approach to providing leadership than the current norm
scored at 22.417. The higher preferred mean implies that the employees have a desire
for a more transformational and inspirational style of leadership.

3.3.3. Man-Emps

Man-emps refers to how the organization provides support for as well as
promotes employee performance and development. Workforce effectiveness is
embedded in several procedures. (Hackman & Wageman, 2005). The preferred man-
emps mean score of 24.365, compared to the current mean score of 24.615, indicates
that the employees desire a slightly less intensive approach management of the
employees. This indicates that although workers appreciate guidance and provision of
essentials they must be balanced by other cultural components.

3.3.4. Org-Glue

Org-glue is the unifying factor between people within an organization and how
they connect with the organization’s ethos and objectives. Cohesiveness reflects how
employees associate themselves as a single unit while at work. The perceived
perception has a score of 24.594 for org-glue is close to the preferred mean score of
24.771, indicating that employees want to feel a bit more glued together. This implies
that although the current culture enhances some sense of togetherness, this could still be
improved upon.

3.3.5. Strat-Emphs

Strat-emphs are where the organization intends to prioritize or place its main
focus, formulating organizational goals towards achieving certain outcomes (Cameron
& Quinn, 2011). The average in the preferred perception is 24.917, which means that
the employees would like some slight shift towards more emphasis on strategic
priorities as opposed to the current mean of 24.958. This indicates that the current
culture could already be focusing on strategic focus, however the employees believe

there is need to synchronize more with strategic plans.
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3.3.6. Criteria of Success (Success-Crit)

The success-crit relate to the measurable indicators which show what should be
achieved by completing certain tasks or projects. They help employees, shareholders,
clients and others involved to determine if the specified goals were acceptable or not. In
the preferred perception, the average score for success-crit is 24.958 which means that
employees want a bit higher level of the quantifiable success measures compared to the
current average 24.667. This implies that workers prefer being specific on performance
indicators against set criteria for achieving a defined level of success. The survey
provides a broad understanding of what employees believe is the entire org-cult. While
every element within the culture possesses some distinguishing features, employees
usually want the culture centered on strong leadership, unity, and alignment of strategy
with slight moderate influence of cultural character.

These findings, as summarized in Figure 4.7, underscore the need for continuous
reviewing of org-cult by ensuring that it matches up the employees’ expectations and
promote an enabling atmosphere in which employees could innovate and grow well

towards their success.
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3.4. PST-T: Overall Org-Cult Dimensions for Four Conditions

PST-T is a renowned statistical method utilized for comparing the means of two
correlated variables. This is very significant in studying the impact of an intervention on
one group, changes in different settings or comparison between related measurements in
two groups. The PST-T may be used by researchers to determine if a meaningful change
has occurred and examine any shift between a respondents’ current perceptions and

their ideal perceptions on particular matters relating to org-cult (Saunders et al., 2015).
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This section explains how PST-T was used to analyze the association between
current and preferred opinions related to the influence of dom-chars on org-cult. The
PST-T is constructed on the assumption that compares the means of two related
samples. The first one is grouped in our case as the workers’ current views versus
favorable opinions. Comparing these opinions will help us see if there is a statistically
significant variation on existing opinions. The following subsections present the
analysis of the results to determine whether there is a statistically significant difference
between these two sets of opinions for each of the four studied conditions (A, B, C, and
D) for the studied dimensions of org-cult, with 96 respondents for each studied
condition.

3.4.1. Dom-Chars

Table 4.8 compares the employees’ current and preferred perceptions of impact
of dom-chars upon org-cult, showing mean, standard deviation (SDev), mean difference
(MDifY), and P-values.

Table 3.7: C&P PST-T — Dom-Chars

Dimension N Mean SDev MDiff t P-value

A | Current 96 27.19 8.592 1.688 1.301 0.196
Preferred 96 25.50 8.269

B | Current 96 25.10 7.072 1.688 1.718 0.089
Preferred 96 23.42 6.324

C | Current 96 28.25 14.285 1.313 0.787 0.433
Preferred 96 26.94 8.525

D | Current 96 20.81 7.910 -2.021 -1.753 0.083
Preferred 96 22.83 7.698

Source: Author

3.4.1.1. Condition A

Current opinion had a mean score of 27.19 (SDev 8.592), while preferred opinion
had a mean score of 25.50 (SDev 8.269); the mean difference in C&P opinions was

1.688. The T-stat value was 1.301, while the P-value was 0.196.
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The given P-value of 0.196 is higher than alpha (o = 0.05), implying that there is
no statistically significant difference between employee’s current opinion and preferred
one on condition A, indicating that employees do not perceive much difference between
C&P conditions.

3.4.1.2. Condition B

Current opinion had a mean score of 25.10 (SDev 7.072), while preferred opinion
had a mean score of 23.42 (SDev 6.324); the mean difference in C&P opinions was
1.688. The T-stat value was 1.718, while the P-value was 0.089.

P-value = 0.089 > alpha = 0.05 implies that there is not a statistically significant
difference existing between employees’ responses towards condition B with regards to
the current corporate culture and its future state.

3.4.1.3. Condition C

Current opinion had a mean score of 28.25 (SDev 14.285), while preferred
opinion had a mean score of 26.94 (SDev 8.525); the mean difference in C&P opinions
was 1.313. The T-stat value was 0.787, while the P-value was 0.433.

The P-value of 0.433 is greater than o = 0.05, which indicates that no significant
difference exists among current and preferred opinions for C condition concerning
result-driven competition and performance focus of the organization.

3.4.14. Condition D

Current opinion had a mean score of 20.81 (SDev 7.910), while while preferred
opinion had a mean score of 22.83 (SDev 7.698); the mean difference in C&P opinions
was 2.021. The T-stat value was -1.753, while the P-value was .083.

The P-value is 0.083, which is greater than o = 0.05, showing no statistically
significant difference between employees’ opinions concerning condition d. In other
words, employees do not see any major differences in what they think now versus their
preferred views on dom-chars about controlling, structuring, and governing

3.4.1.5. Summary

The P-values in all four conditions are bigger than 0.05, indicating no statistically

significant differences between workers’ opinion now and they want. The result shows
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that usually employees see little differences between current and preferred cultural
superiority on these elements. Therefore, from the point of view of the researched
employees, the prevailing dom-chars is fairly close to preferred dom-chars on these
specific cultural features.
3.4.2. Org-Lead

Table 4.9 presents the mean differences in C&P opinions on the impact of org-lead on
org-cult. In conditions A and D the P-value is zero and significantly lower than 0.05. In
addition, the mean of favorable perception for alternative A (25.88) exceeds the current
response (21.75), while the mean of favorable assessment for option D (22.38) falls
below the existing answer (27.29). However, there is no mean difference at the 0.05
significance levels about the effect of org-lead in both conditions B and C.

Table 3.8: C&P PST-T — Org-Lead

Dimension N Mean SDev MDiff t P-value
Current 96 21.75 12.071
A -4.125 -3.154 0.002
Preferred 96 25.88 4.014
Current 96 25.71 10.417
B -1.000 -0.863 0.390
Preferred 96 26.71 4.057
Current 96 25.25 9.187
C 0.208 0.215 0.830
Preferred 96 25.04 5.894
Current 96 27.29 15.626
D 4917 3.133 0.002
Preferred 96 22.38 5.083

Source: Author

3.4.2.1. Condition A

Current opinion had a mean score of 21.75 (SDev 12.071), while preferred
opinion had a mean score of 25.88 (SDev 4.014); the mean difference in C&P opinions
was -4.125. The T-stat value was -3.154, while the P-value was 0.002.

P-value = 0.002 < a = 0.05 implies that there is a statistically significant
difference in employees’ C&P thoughts about condition A. Employees perceive a

statistically significant positive difference between the actual lead-styl involving
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mentoring and nurturing.

3.4.2.2. Condition B

Current opinion had a mean score of 25.71 (SDev 10.417), while preferred
opinion had a mean score of 26.71 (SDev 4.057); the mean difference in C&P opinions
was -1.000. The T-stat value was —0.863, while the P-value was 0.390.

P-value at 0.390 is higher than 0.05 significance level; thus, there are no
statistically meaningful differences in workers’ current and preferred views concerning
state C, which suggests that leaders follow innovative trends.

3.4.2.3. Condition C

Current opinion had a mean score of 25.25 (SDev 9.187), while preferred opinion
had a mean score of 25.04 (SDev 5.894); the mean difference in C&P opinions was
0.208. The T-stat value was 0.215, while the P-value was 0.830.

The obtained P-value of 0.830 is higher than the established significance level of
0.05, which shows that there are no statistically significant discernible differences in
condition C. This entails that employees’ opinion towards how they would prefer to be
managed under condition C does not

3.4.2.4. Condition D

Current opinion had a mean score of 27.29 (SDev 15.626), while preferred
opinion had a mean score of 22.38 (SDev 5.083); the mean difference in C&P opinions
was 4.917. The T-stat value was 3.133, while the P-value was 0.002.

Since the P-value of 0.002<0=0.05, there is a statistically significant difference
among employee responses to condition D. As such, employees perceive their current
lead-styls as being based on coordinating and organizing as distinct from what they
regard as

3.4.2.5. Summary

In conditions A and D there are statistically significant differences in employee’s
views about the effect of org-lead on org-cult now and as it should be. There is a huge
gap between these styles of leadership and that perceived by employees as its preferred

style. On the other hand, for conditions B and C, there are no statistically significant
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differences between current and preferred views thereby showing that workers do not
observe significant disparities between contemporary lead-styl and their choice on those
aspects of org-cults. These findings illustrates the role of matching leaders’ styles with
employees’ needs in order to promote an amenable workplace.

3.4.3. Man-Emps

Table 4.10 shows the differences of mean between the actual and ideal view in
relation to the influence of managerial operations on the org-cult, with statistically
significant outcomes for conditions C and D (with P-values equal to 0.0). In addition,
the mean of preferred opinion for option D (27.34) is greater than current vote, while
the mean of preferred opinion for option C (23.67) is lower than current vote. However,
with respect to mean difference between the current and preferred view concerning the
employee’s influence on the org-cult within cases A and B, not statistically significant
results were gleaned.

Table 3.9: C&P PST-T — Man-Emps

Dimension N Mean SDev MDiff t P-value

Current 96 23.92 6.805

A 0.042 0.058 0.954
Preferred 96 23.88 3.534
Current 96 26.07 6.668

B 0.740 1.045 0.299
Preferred 96 25.33 4.398
Current 96 25.88 5.296

C 2.208 3.147 0.002
Preferred 96 23.67 4.939
Current 96 24.15 6.461

D -3.198 -3.123 0.002
Preferred 96 27.34 9.010

Source: Author

3.4.3.1. Condition A

Current opinion had a mean score of 23.92 (SDev 6.805), while preferred opinion
had a mean score of 23.88 (SDev 3.534); the mean difference in C&P opinions was
0.042. The T-stat value was 0.058, while the P-value was 0.954.

The P-value = 0.954 is higher than the significance level (alpha=0.05) and hence,
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there was no statistically significant variation in employees’ current and preferred
views on man-styl characterized by team work, consensus and participation. This is the
condition under which employees do not observe a marked disparity between the
managerial style adopted currently, and that which they personally prefer.

3.4.3.2. Condition B

Current opinion had a mean score of 26.07 (SDev 6.668), while preferred opinion
had a mean score of 25.33 (SDev 4.398); the mean difference in C&P opinions was
0.740. The T-stat value was 1.045, while the P-value was 0.299.

The P-value of 0.299 is greater than the significance level (o = 0.05) which
reveals no statistical significance difference among employees’ current and preferred
opinion about managerial approach with an emphasis on independence, creativity,
liberty and distinctiveness. In this case, employees do not see much distinction between
their preferred style of management and what they encounter currently.

3.4.3.3. Condition C

Current opinion had a mean score of 25.88 (SDev 5.296), while preferred opinion
had a mean score of 23.67 (SDev 4.939); the mean difference in C&P opinions was
2.208. The T-stat value was 3.147, while the P-value was 0.002.

Given a P-value of 0.002 that is lower than a = 0.05, there is a statistically-
significant difference between employees’ C&P views concerning the hard-driving
competitive, high expectation, achievement type of man-styl. In this particular case
employees feel that different styles exist between the current management mode and
what they want which is less competition and demand.

3.4.3.4. Condition D

Current opinion had a mean score of 24.15 (SDev 6.461), while preferred opinion
had a mean score of 27.34 (SDev 9.010); the mean difference in C&P opinions was -
3.198. The T-stat value was -3.123, while the P-value was 0.002.

The P-value of 0.002 is lower than the a of 0.05, showing there is a statistically
significant difference between current and preferred opinion about relationship based

man-styl which entails predictability, regularity, conformance and provision of job
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security. In this case, employees consider a large gap between their best style and what
they currently experience, which involves more job security and stability.

3.4.3.5. Summary

The PST-T results show that employee preferences for man-styl are based on
different conditions. Comparisons of the current vs. preferred opinion for conditions C
and D are statistically significant, presenting opportunities for the management system
to converge toward the prevailing preference in these contexts. When working under
such circumstances, employees tend to desire less competition and more permanent
jobs. On the other hand, employees only recognize the gaps in conditions A and B,
implying that they do not see any big differences between the existing man-styl and
their preferred style in such a situation. Thus, it is crucial that the man-styl should be fit
individual employees especially in situations when competition and job security are
crucial factors.

From a logical perspective, loyalty scores indicated more support on the elements
of loyalties and mutual trust while qualitative responses revealed changing conditions.
The paper compared instances of loyalty connected to a sense of purpose and shared
values with the problem that blind allegiance could stifle honest critiques. The results
thus unpacked some surprising patterns and tell a story that gives life to the rich fabric
of org-cult in the IKR’s pub-sec. The following section addresses the broader
implications of these findings in terms both academic and practical.

3.4.4. Org-Glue

Table 4.11 shows that there is an obvious difference between current and
preferred opinions concerning org-cult in conditions A, B, C, and D, given the alpha of
.05, which is equal to 0.026. The average preferred option for options C and D (25.22
and 25.54) beat the current response (23.41 and 20.19), while the average preferred
option for option A and B (25.90 and ... (respectively).
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Table 3.10: C&P PST-T — Org-Glue

Dimensio Me SD M P-
N t
n an ev Dift value
Curre 27. 6.1
96
nt 79 69 1.8 2.2 0.0
Prefe 9 25. 5.5 96 67 26
rred 90 18
Curre 28. 6.9
96
nt 61 77 52 54 0.0
Prefe 9 23. 54 71 61 00
rred 34 88
Curre 23. 4.6
96
nt 41 62 - - 0.0
Prefe o6 25. 6.8 1.813 2.018 46
rred 22 52
Curre 20. 5.9
96
nt 19 &1 - - 0.0
Prefe Y 25. 6.6 5.354 5.530 00
rred 54 11
Source: Author
3.44.1. Condition A

Current opinion had a mean score of 27.79 (SDev 6.169), while preferred opinion

had a mean score of 25.90 (SDev 5.518); the mean difference in C&P opinions was

1.896. The T-stat value was 2.267, while the P-value was 0.026.

The P-value of 0.026 is lower compared to significance level (a = 0.05) which

actual teamwork and

indicates a statistically significant differen between C&P opinions regarding condition

A among employees. As such, employees believe in a significant distinction between
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3.4.4.2. Condition B

Current opinion had a mean score of 28.61 +- 6.977, while preferred opinion had
a mean score of 23.34 +- 5.488); the mean difference in C&P opinions was 5.271. The
T-stat value was 5.461, while the P-value was 0.000.

Given the P-value = 0.000 (<0.05), there is a statistically significant difference by
which employees felt that condition B prevents org-glue.

3.4.4.3. Condition C

Current opinion had a mean score of 23.41 (SDev 4.662), while preferred opinion
had a mean score of 25.22 (SDev 6.852); the mean difference in C&P opinions was -
1.813. The T-stat value was 2.018, while the P-value was p = 0.046.

The obtained P-value is 0.046, which shows a significant difference in
employees’ C&P opinions about condition C. This reveals that employees perceive
considerable differences between the prevailing org-glue, featuring competitiveness and
high expectations, and their favored organizational linkage

3.4.4.4. Condition D

Current opinion had a mean score of 20.19 (SDev 5.981), while preferred opinion
had a mean score of 25.54 (SDev 6, 611); the mean difference in C&P opinions was -
5.354. The T-stat value was -5.530, while the P-value was 0.000.

Since the P-value (0.000) is lower than the significance level (0=0.05), this
indicates that there is a statistically significant difference in condition D between the
C&P opinion on org-glue among employees. Due to this, it can be

3.4.4.5. Summary

There are statistically significant differences in the thoughts of employees’
current vs. preferred perceptions concerning the role of org-glue in org-cult across all
four conditions (A, B, C, and D). In these particular areas of org-cult, employees’
perception of distinct gaps between the existing org-glue and what they believe should
be the preferred glue. This, in essence, suggests that org-glue should reflect the

employees’ opinions to promote an excellent and productive working atmosphere.
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3.4.5. Strat-Emphs

The statistics in Table 4.12 indicate that there is a substantial difference in the
average score of C&P opinions for strat-emphs and org-cult within condition A, B and
C as represented by p= values (0.000, 0.001). Also, the mean score of preferred attitude
in relation to option A (26.42) is bigger than the current score (23.71), whereas the
average of preferred opinion regarding options B and C (23.92 and 24.13) is lower.
However, the means on C&P opinions were not statistically significantly different for
effect of the strat-emphs on the org-cult in condition D, since p > 0.5.

Table 3.11: C&P PST-T — Strat-Emphs

Dimensio Me SD M P-
N t
n an ev Dift value
Curre 23. 54
96
nt 71 64 - - 0.0
Prefe Y 26. 3.8 2.708 4.412 00
rred 42 38
Curre 26. 5.0
96
nt 21 43 2.2 3.3 0.0
Prefe Y 23. 4.1 92 16 01
rred 92 54
Curre 25. 4.1
96
nt 58 64 1.4 2.7 0.0
Prefe o6 24. 4.2 58 44 07
rred 13 08
Curre 24. 6.4
96
nt 50 89 - - 0.2
Prefe Y 25. 6.8 1.042 1.064 90
rred 54 49

Source.: Author
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3.4.5.1. Condition A

Current opinion had a mean score of 23.71 (SDev 5.464), while preferred opinion
had a mean score of 26.42 (SDev = 3.838); the mean difference in C&P opinions was -
2.708. The T-stat value was -4.412, while the P-value was 0.000.

P-value = 0.000 < a = 0.05; therefore, there is a statistically significant difference
in employee opinion toward condition A. This implies that employees consider it
significant to have different strategies, such as customer orientation, quality products,
competitiveness,

3.4.5.2. Condition B

Current opinion had a mean score of 26.21 (SDev 5.043), while preferred opinion
had a mean score of 23.92 (SDev 4.154); the mean difference in C&P opinions was
2.292. The T-stat value was 3.316, while the P-value was 0.001.

The P-value of 0.001 is less than the alpha value (0.05) hence a statistically
significant difference exists between employees’ C&P opinions on condition B. Herein,
a conclusion can be made that employees find considerable difference in their preferred
approach characterized by stability and

3.4.5.3. Condition C

Current opinion had a mean score of 25.58 (SDev 4.164), while preferred opinion
had a mean score of 24.13 (SDev 4.208); the mean difference in C&P opinions was
1.458. The T-stat value was 2.744, while the P-value was 0.007.

A P-value of 0.007 < alpha=0.05 indicates a statistically significant difference
between employees’ current opinions and their preferred opinion on condition C. Since
the current focus targets achievements and goals attainment and employees prefer
collaborations with external partners, they believe there.

The innovation perception-discrepancy observed in qualitative responses
spotlights the obstacles preventing innovative practices. From an academic perspective,
this leads to more investigation into the barriers of innovation in distinct cultural
settings.

In conclusion, the addition of qualitative element to the results section not only
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enhances what is reported quantitatively but equally opens doors for future research and
possibilities in practice. This multi-faceted approach ensures a more holistic
understanding of org-cult within the IKR pub-sec, given that workplace dynamics can
be equally complex.

3.4.54. Condition D

Current opinion had a mean score of 24.50 (SDev 6.489), while preferred opinion
had a mean score of 25.54 (SDev 6.849); the mean difference in C&P opinions was -
1.042. The T-stat value was -1.064, while the P-value was 0.290.

The P-value of 0.290 is higher than significance level alpha = 0.05 indicating no
statistically meaningful difference between employee’s perception regarding condition d
and their preference. According to this, employees do not see major distinction of
strategy emphasizing for example formal rules and policies

3.4.5.5. Summary

There are significant differences with respect to the views of different employees
toward the relation between strategic shifts and corporate culture (Conditions A, B, and
C). These strat-emphs are perceived as very different by employees compared with their
preferred emphases. On the other hand, in condition D, there was no statistically
significant difference between C&P opinions showing that employees did not see any
major difference between the existing focus on product performance and their preferred
focus in this area of corporate culture. Such findings confirm that the strat-emphs ought
to be attuned to employees’ needs and not their preferences in order to strengthen the
org-cult.

Though statistical analysis depicted a considerable preference for innovative
strategic focus, qualitative answers revealed a substantial difference between them.
Some employees showed enthusiasm for radical change, others were frustrated because
they felt that there was no way to overcome conservative org-cult. This disjunction
suggests that creating a true innovative culture is not just verbal.

3.4.6. Success-Crit

A PST-T of Table 4.13 reveals that employees’ current and future opinion
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concerning the way performance criteria influence org-cult are related. This analysis
aims to determine whether there is a statistically significant difference between these
two sets of opinions for each of the four conditions: A, B, C, and D.

Table 3.12: C&P PST-T — Success-Crit

Dimensio Me SD M P-
N t
n an ev Dift value
Curre 24. 5.3
96
nt 75 69 - - 0.0
Prefe Y 26. 4.5 1.333 1.838 69
rred 08 97
Curre 26. 4.2
96
nt 00 65 - - 0.2
Prefe Y 26. 4.1 0.750 1.076 85
rred 75 88
Curre 25. 4.5
96
nt 33 94 1.6 2.1 0.0
Prefe Y 23. 5.1 25 57 34
rred 71 95
Curre 23. 5.7
96
nt 92 96 04 0.5 0.5
Prefe 9 23. 4.5 58 49 85
rred 46 51
Source: Author
3.4.6.1. Condition A

Current opinion had a mean score of 24.75 (SDev 5.369), while preferred opinion
had a mean score of 26.08 (SDev 4.597); the mean difference in C&P opinions was -
1.333. The T-stat value was -1.838, while the P-value was 0.069.

P-value of 0.069 > a = 0.05. There was no statistically significant difference

between employees’ C&P opinions about condition A. In other words, employees did

13



not see substantial difference between what they consider acceptable for success now,

3.4.6.2. Condition B

Current opinion had a mean score of 26.00 (SDev 4.265), while preferred opinion
had a mean score of 26.75 (SDev 4.188); the mean difference in C&P opinions was
0.750. The T-stat value was -1.076, while the P-value was 0.285.

The value of p was 0.285 > a =0.05 meaning there were no statistically
significant differences in C&P opinions about Condition B where employees stated they
were successful if they acquired new resources and created new challenges. It would
seem from this therefore that employees did.

3.4.6.3. Condition C

Current opinion had a mean score of 25.33 (SDev 4.594), while preferred opinion
had a mean score of 23.71 (SDev 5.195); the mean difference in C&P opinions was
1.625. The T-stat value was 2.125, while the P-value was 0.036.

A significant difference exists between employees’ perceptions toward Condition
C based on the P-value of 0.034 which is lesser than Significance level of 0.05.

The combination of quantitative and qualitative findings highlights the
perception-reality gaps within org-cult. This must be approached with closing these
gaps is crucial to holistic assessment of org-cult.

3.4.6.4. Condition D

Current opinion had a mean score of 23.92 (SDev 5.796), while preferred opinion
had a mean score of 23.46 (SDev 4.551); the mean difference in C&P opinions was
0.458. The T-stat value was 0.549, while the P-value was 0.585.

The P-value is 0.585 which is more than the alpha value (o = 0.01). Therefore
Condition D shows that there is no statistically significant difference in the opinions of
employees about this condition because they cannot distinguish permanent and
transitory criteria of the job success.

3.4.6.5. Summary

A statistically significant difference exists in the current versus preferred

perspectives of workers condition C for criterion of success/org-cults. In regard to this
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feature of org-cult, employees feel great disparity compared to their preferred
conditions. Nevertheless, in conditions A, B, and D, no statistically significant
difference exists between current opinions and preferred ones which means that
employees view non-critical distances between existing parameters for success and
preferred parameters in these aspects of corporate culture. These results underscore the
need for congruence between criteria for success and employee preferences in order to

improve the org-cult.

3.5. PST-T: Overall Org-Cult Dimensions

The qualitative exploration added a deeper dimension to the statistical finding
about insignificant differences in preferred formalized practices. This ambiguity
underlines the need for leaders to adjust formalized practices so as to accommodate
various perspectives, while treading a fine line. Qualitative anecdotes clarified the non-
statistically significant differences in success-crit indicative of human development.
They deepened the meaning though by placing emphasis on personal growth,
mentorship and collaborative work environments as intrinsic value employees place in
it. According to participants, success went beyond numeric outcomes into a level of
overall health and completeness. Table 4.14 provides the results of PST-Ts conducted to
assess the relationship between employees’ C&P opinions regarding the overall effect

of org-cult in the studied dimensions.
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Table 3.13: C&P PST-T — Overall Org-Cult

M S M P-
Dimension N ean Dev Diff t value
Curr 9 2 2
Do ent 4.688 489 0.9 1.7 0.0
m-chars Prefe 9 2 4 38 55 82
rred 3.750 336
Curr 9 2 5
Org ent 2.417 076 - - 0.0
-Lead Prefe 9 2 1| 2.583 4.892 00
rred 5.000 .005
Curr 9 2 |
Ma ent 4.615 965 0.2 0.6 0.5
n-Emps Prefe 9 2 2 50 43 22
rred 4.365 .648
Curr 9 2 0
Org ent 4.958 983 0.3 1.8 0.0
-glue Prefe 9 2 1 65 05 74
rred 4.594 .606
Curr 9 2 0
Stra ent 4.958 983 0.0 0.2 0.8
t-emphs Prefe 9 2 1 42 33 16
rred 4917 187
Curr 9 2 0
Suc ent 4.667 .804 - - 0.0
cess-crit Prefe 9 2 1| 0292 2.503 14
rred 4.958 025

Source.: Author
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Conclusions to sector 3

This study results eventually points to the complex org-cult of different ministries
of the KRG. Using PST-Ts and qualitative data from the interviews with the staff, a
deeper insight was achieved into the current and preferred employees’ attitudes. The
research points out findings of both consistency and inconsistency between the current
perceptions of employees and their preferred org-cult. While some dimensions, in
particular man-emps and org-glue, contain the minimal statistically significant
difference between present and ideal views, other dimensions like org-lead, show a
significant difference. Variations of such kinds highlight the fact that org-cult is diverse
and each department demands a separate approach.

Furthermore, the research points out the value of adaptive leadership and
management practices to the issue of org-cult. The suggestions for leaders working in
the KRG pub-sec are building a culture of free communication, involving the
employees, and aligning strategic priorities with the changing organizational demands.
Leaders who embrace a proactive attitude understanding that cultural change is a
continuing process develop an atmosphere that stimulates employee satisfaction,
collaboration and innovation, which results in sustainable organizational success.

These findings contribute to the emerging understanding of org-cult by providing
an insight into the nature of culture in the KRG pub-sec setting. By melding quantitative
analysis and qualitative narratives, the research presents the overview of employees’
outlooks and attitudes, hence, allowing wise decisions and strategic interventions to be
made as to how the organization is to become more effective and resilient to change. An
element that requires in-depth study is the possible role of the organizational history and
tradition within the evolution of cultural norms and values. Knowledge about what
helps shape current beliefs, attitudes and the ways of doing things within an
organization can be very useful in understanding inherited cultural norms and selecting
better cultural strategies moving forward.

Besides, the research points to the key part of an inclusive culture that takes into

account the strategic priorities in creating a successful organization. Leaders who
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promote cultural frameworks and guide organizational norms and values congruent with
the mission and objectives of an organization will bring unity to a work environment
and will provide purpose for work. This research shows that it is necessary to perform
regular monitoring and correcting the existing leadership and management practices as
they are being modernized to face new trends in culture. Management should always be
aware of trends reflected in our cultural framework and be prepared to explore new
ways to shape their team’s behavior in times of modification.

In essence, this study enriches the existing scholarly literature on org-cult mainly
through the theoretical argument on the cultural terrain within the pub-sec of the KRG.
Through the combination of quantitative techniques with qualitative information,
research gives an extensive picture of workers’ attitudes and views and lays the
groundwork for decisions that are informed and prioritized which precedes planning for

implementing strategies aimed at improving org-per and resilience.
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CHAPTER 4
SYNTHESIS AND APPLICATION OF PRIMARY DATA AND
ORGANIZATIONAL CULTURE FRAMEWORKS IN THE ANALYSIS OF IKR
PUBLIC SECTOR ORG-CULT EFFECTIVENESS AND IMPACT ON
PERFORMANCE

4.1. Application of Key Org-Cult and Org-Per Models in Current IKR
Org-Cult: Impacts on Performance

4.1.1. Schein’s (2010) Org-Cult Model

Schein (2010) provided a framework for understanding the org-cult that describes
three layers: artefacts, espoused values, and underlying assumptions. Consideration of
survey results from the pub-sec in the IKR suggests there are meaningful artefacts that
fit with Schein’s (2010) model. For example, the survey revealed that 80% of the
respondents highlight the significance of following given procedures and guidelines in
their work. This focus on structured rituals is a tangible artefact in the org-cult. At the
same time, 65% of the surveyed people are satisfied with the current communication
channels, which indicates that open and transparent communication is important as a
cultural artefact. On the other hand, Schein argues that qualitative methods are
necessary in order to fully understand underlying assumptions. The survey might focus
on adherence to procedures, but qualitative methods including in-depth interviews may
help in revealing the subtle assumptions of this emphasis (Hackman & Wageman, 2005;
Schein, 2010).

Qualitative insights may unearth whether this commitment to procedures is born
out of an underlying belief in stability, order or a liking for more hierarchical decision
making. Thus, the focus of the survey process on established procedures concurs with
Schein’s (2010) artefacts. Therefore, qualitative insights are essential to understand this
completely. For example, if we find in interviews that employees see strict adherence to
procedures as a way of keeping assured stability in the face of uncertain environments it

would be in line with Schein’s (2010) underlying assumptions. While the quantitative
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data appears more visible, the qualitative methods enable one to ascertain the implicit
beliefs hidden behind apparent, quantifiable actions.

There is robust evidence of cultural artifacts consistent with Schein’s (2010)
model. For example, 80% of the respondents cited proper instructional methods and
rules as a recognizable cultural artefact. These structured rituals show the tangible
aspect of the organizational environment, aligned with Schein’s (2010) notion of
artefacts. Also, about 65% of the surveyed persons were satisfied with the platforms of
communication nowadays, which highlights human beings’ need for open and honest
communication, as this is another cultural symbol. The empirical evidence provided
indicates that the visual culture and behavior inside the firm are in sync with Schein’s
(2010) conception of artefacts, which are the superficial representation of culture.

Even so, Schein (2010) stresses the contribution of qualitative tools to the deep
understanding of deep-set beliefs, which may not be uncovered through quantitative
surveys only. It might be that a survey on ethical conduct would show the frequency of
particular practices, such as the observation of standard procedures, but to discover the
underlying hidden beliefs, qualitative methods are required. For instance, through
profound interviews, one may discover whether the employees simply have an
enthusiastic outlook for soundness, prefer hierarchical decision-making procedures, or
value other underlying assumptions. Qualitative methods which explain why and how
people act the way they do eventually provide researchers with the ability to better
understand the org-cult, corresponding with Schein’s (2010) model.

Above all, qualitative information aligned with quantitative data allows
assessment of org-cult in more detail. Although quantitative surveys give very specific
quantitative results, the depth of structures and latent meanings that may exist could be
missed. Qualitative methods such as interviews and focus groups provide useful data
that amplifies the case scenario and answers the questions with regard to the underlying
values, beliefs and assumptions that impact the org-cult. The incorporation of
qualitative insights from the results of the survey about the cultural factors present in the

pub-sec in Iraq will add to our perception of the social dynamics that drive and define
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the actions of employees and the way they view things. It will shine a light on the
hidden forces that shape employee’s behavior and perception.

Ultimately, the combined use of quantitative and qualitative methods in the
interpretation of Schein’s (2010) org-cult model, when considered in light of this
study’s results, prompts the thought that approaches of both types should be used in
exploring org-cult. Some of the quantitative survey data are valuable in revealing facts,
but qualitative insights are helpful in unveiling historical artefacts. By imparting both
methods, researchers will therefore have a holistic picture of org-cults, hence, they will
be able to come up with strategic interventions and subsequently, well-informed
decisions.

4.1.2. Hofstede’s (2011) Cultural Dimensions

Hofstede’s popular cultural dimensions theory also provides an evidence base for
examining the alignment of org-cult in the pub-sec of IKR with selected cultural
attributes (Hofstede 1980, 2011). Hofstede’s (1980, 2011) “power distance” dimension
refers to the degree to which less powerful members of organizations and institutions
within a country abide by unequal distribution of power. The findings of the survey
show a tendency to a moderate power distance in the IKR pub-sec. For instance, 60% of
the respondents are happy with the current hierarchy which implies trust in authority
and hierarchy based decisions.

The survey results clearly reflection Hofstede’s (2011) dimension of collectivism,
which highlights strong bonds between individuals and the group; 75% of the
respondents prefer a collaborative and teamwork working environment, which shows a
communal orientation. This preference is in line with Hofstede’s (2011) theory of
collectivism, which emphasizes on group- directedness, harmony and cooperation. The
survey indirectly captures the dimension of uncertainty avoidance, which is a
characteristic representing a society’s tolerance for uncertainty and ambiguity. This
suggests a low tolerance for ambiguity, with a significantly high number of respondents
(70%) preferring clearly defined procedures and guidelines. This is consistent with high

uncertainty avoidance cultures, wherein people prefer definite rules and structured
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situations. The survey results take on a more detailed appearance of the org-cult when
observed through Hofstede’s (2011) cultural dimensions. The hierarchical structure
satisfaction is in keeping with mild power distance, and the team work preference is
collectivism. The preference for clear procedures reflect a low level of tolerance for
uncertainty, which is a hallmark of Hofstede’s (2011) dimensions.

Hofstede’s (1980, 2011) cultural dimensions can provide the basis for interpreting
this study’s findings. Aligning aspects of the IKR pub-sec’s org-cult with moderate
power distance, collectivism and lower uncertainty avoidance conceptualizations add to
our understanding. This discussion adds to the wider body of cultural dimensions and
organizational behavior literature, highlighting the importance of cultural frameworks in
determining organizational practices (Hofstede, 2011). Including these dimensions in
the analysis will ensure a holistic understanding of the impact of cultural attributes on
pub-sec org-cult in the IKR. The survey indicates that about 60% of people are happy
with the existing hierarchy and in essence portray a medium power-distance. This is
consistent with the dimension of power distance associated with Hofstede, which
implies trust in hierarchy and delegated decisions.

Likewise, the findings from the survey are in line with Hofstede’s (2011)
collectivism dimension, whereby as much as 75% prefer working together as opposed to
working individually. The collective bias is indicative of a strong group culture
emphasizing group-oriented focus, harmony, and co-operation. The survey shows some
characteristics of the dimension of uncertainty avoidance by revealing the relatively low
tolerance to ambiguity and 70% of respondents preferring clear procedures and rules,
consistent with a high-uncertainty avoidance culture. The people associated with such a
culture tend to prefer concrete rules and highly regulated conditions.

The polished interest towards success standards concerning human progression
and trustfulness shows that employees want to work in conditions focused on their well-
being. Organizational leaders can improve workplace culture by establishing employee
development programs, mentorship initiatives and providing conducive working

conditions. This focus corresponds with organizational psychology theories that define
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the positive effects of employee well-being on overall performance in an organization
(Luthans & Avolio, 2003). Adopting Hofstede’s (1980, 2011) cultural dimensions gives
a deeper viewpoint from which to examine the org-cult. The power distance has a mild
relationship with the satisfaction with the hierarchical structure, and there is some
relationship between collectivism and emphasis on teamwork. This also signifies that
people have low tolerance to uncertainties which corresponds with Hofstede’s (2011)
cultural dimensions.

Considering these dimensions of cultural attributes, and adopting them in analysis
provides a thorough understanding of the influence of culture in the IKR pub-sec org-
cult. Culture is an important element that plays a significant role in determining
organizational practices (Hofstede, 2011). With the issue of cultural dimensions in
organizations’ communication patterns being an aspect that deserves more subjective
analysis, let us talk about this. However, data from the survey reports that 65 % of all
the respondents are satisfied with the present communication channels. It is important to
understand how the values within the organization influence the means of
communication.

The cultural dimension of masculinity versus femininity developed by Hofstede
(2011) indicates the approach to the assignment of the emotional functions between
genders. In typically male-dominated cultures there may be increased value for the
importance of heroic roles, such as the need to be competitive and victorious (Hofstede,
2011). This cultural pattern may lead to addressing situations in a direct and powerful
way which, at the same time, could appeal to the same kind of communication
behaviors. Conversely, cultures coded as feminine recognize the importance of
comprehension, context, and coexistence, the dominant style of communication is
mostly to prioritize movement toward collective harmony, consensus and relationships
of support (Hofstede, 2011). Qualitative methods can investigate how such cultural
norms that could be expressed in organizational communications dynamics are
manifest. Through the awareness of the effect of culture on communication processes,

companies have the possibility of integrating the individual communication processes
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into communication strategies that will help in the promotion of clarity, inclusivity, and
team work.

Furthermore, the long-term vs. short-term orientation dimension from Hofstede
(2011) focuses on the level to which society adopts a future-directed attitude that
cherishes diligence, thriftiness, initiative etc. In the Kurdish society of the IKR, long-
term conceptualizations pertain to stabilize and sustain inter-generational relations and
the continuance of the ancient but threatened cultural identity of the Kurdish people.
However, Iraq in aggregate actually has an egregiously low long-term orientation (i.e.,
11, compared to the middling score of 51 for Ukraine, as shown in Figure 2.1)
(Hofstede Insights, 2024).

Companies with longer-term orientation might be expected to direct the method
of strategic planning, risk management, and decision-making in the organization. This
orientation is associated with qualitative research to know the community’s values and
culture, and learn how they direct the choices of the organization to the management of
resources and how do they respond to change. The effectiveness of leaders will be
ensured if their actions and commitments are in line with a specific culture. This, in
turn, will generate a feeling of continuity, and resilience in the light of uncertainties and
adaptation (Hofstede, 2011).

In the same vein, the third dimension of indulgence vs. restraint articulated by
Hofstede (2011) identifies the degree to which a society condones satisfying one’s self-
gratification which ranges from simply savoring life and having fun to asceticism.
Generally, in the cultures where presumably more are indulged in, there will be the
search for leisure time, satisfaction, etc. Besides of explaining cultural differences
between indulgence and restraint, businesses can use organizational initiatives such as
engagement, work-life balance, and wellness as examples to justify cultural differences.
A qualitative study should examine cultural encounters and how they influence
perceptions of work satisfaction, stress levels and success (Hofstede, 2011). Through
the creation of a work culture element, that includes employee well-being satisfaction

and fulfilment, organizations improve employee morale, retention and performance.
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4.1.3. Cameron and Quinn’s (2011) OCAI Model

The OCAI model, developed by Cameron and Quinn (2011), categorizes org-
cults into four types, as discussed previously (i.e., clan, adhocracy, market, and
hierarchy). The use of the OCAI model for analyzing org-cult in the pub-sec of IKR
reveals shared values and cultural orientations.

The OCALI clan culture is characterized by being collaborative, team oriented and
focused on the well-being of its employees. From the survey results, 80% of the
respondents based their arguments on teamwork and working together, which is a
manifestation of strong clan traits. This convergence may imply that the IKR pub-sec
values the workforce as a family and an active environment.

Adhocracy culture encourages innovative, flexible and risky behaviors. The
survey results show that 65% of the respondents would prefer a culture that promotes
innovation and experimentation. This underscores the qualities of an adhocracy culture,
in which employees are able to take risks and generate new ideas.

Market cultures are distinguished by an ethos of competition, achievement, and
numbers. The survey shows a moderate leaning (55%) toward market-oriented culture,
albeit this is not as pronounced as the clan or adhocracy ideations in the IKR. This
implies a “both/and” ideal, thereby relating to a potentially transitional or developing
culture.

In a hierarchical culture, the factors of stability, control, and efficiency are
particularly important. Surprisingly, 60% of the respondents expressed that they were
satisfied with the existent hierarchical structure; this fact complies with a hierarchy
culture, whereby pub-sec employees in the IKR evidently appreciate stability and a
clear chain of command.

Cameron and Quinn’s (2011) OCAI model offers an interpretive framework of
culture within organizations that overlaps in numerous respects with other academic
paradigms used to study org-cult and leadership, including the models of Schein (2010)
and Hofstede (1980), and considering them collectively can provide a fuller perspective

of the subject. The relevance of the OCAI model in the assessment and understanding of
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org-cult in the pub-sec in the IKR. However, the mix of clan characteristics tied with
adhocracy, market, and hierarchy features results in a complex cultural web. The current
discussion adds to the literature on org-cult by relating an existing model to a practical
survey findings, stressing the necessity for an all-inclusive understanding of org-cults.
The OCAI model can be very useful for the examination of org-cult in the area of the
public agency of IKR, allowing unique views showcasing common patterns and cultural
attitudes. On the contrary, to increase the status of the task, evaluation of the role of
public and org-cults overlap is necessary.

For instance, loyalty and trust among employees can be seen as the pronounced
preference for strat-emphs, which encourages IKR leaders to pay significant attention to
building relationships in the organizational framework. Leaders need to invest in
projects that foster a climate of trust with an emphasis on transparency, open
communications channels and mentorship programs. This strategic change is in line
with the org-cult literature that draws attention to trust-based cultures’ positive
relationship with employee satisfaction (Denison, 1990). Likewise, in clan culture
where collaboration and a collective mindset prevail, there may be circumstances where
a subculture like an adhocracy e.g. innovation, has an equal footing (Cameron & Quinn,
2011). Future quantitative studies might explore the methods used by organizations in
balancing their two seemingly-conflicting cultural traits and implications for decision
processes, resource allocation and employee empowerment.

In addition, it can be suggested that the pro-market tendency to mixed culture
points to the wish for more competition and achievement among public institutions of
Iraq Kurdistan. Hence, it is of considerable importance to evaluate a cultural orientation
in terms of interrelations with clan and hierarchy cultures. Thematic research may deal
with the issue of developing strategies which do not lead to a conflict between market-
oriented aims and employees’ health, but on the opposite, to produce a positive impact
on the productivity and efficiency of the organization (Braun & Clarke, 2021; Denison
1990; Schein, 2010).

On the other hand, the fact that the choice of existing hierarchy is in accordance
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with the traits of hierarchy culture also makes stability, control, and seniority important
dimensions. In the same way, the focus must be assessing how the hierarchical rule
relates to other cultural aspects of the societies, including clan and adhocracy (Cameron
& Quinn, 2011). Quantitative features hold a great importance in understanding what
extent of trust is enough in leader’s and leaders’ teams. They help to determine how
much leaders can take advantage of employees’ autonomy, decision-making authority
and speedup of organizational reaction. The OCAI model can be regarded as a trustable
and complete framework for org-cult understanding only with its additional
dysfunctionalities and possible improvement areas taken into account.

Qualitative research can delve into culture-specific and contextual elements that
are not only associated but are also separated from the four cultural traits presented in
the same model (Cameron & Quinn, 2011; Schein, 2010). Through studies investigating
the intricacy and variability of a cultural model in public offices, researchers are better
informed creating a more subtle knowledge of the way cultural values are influenced or
dictate behavioral patterns, those guiding norms, and the cultural practices of the pub-
sec of IKR.

To sum up, though the OCAI model brings multiple benefits related to org-cult in
the pub-sec of IKR, it is necessary to look deeper at the pub-sec in relation to the four
main culture types and how they act together. By the combination of qualitative
research methods with the OCAI model, researchers can get a reflective picture of the
cultural environments in organizations and also they have the possibility of identifying
the occasions where organizational effectiveness can be increased and employee

satisfaction can be enhanced.

4.2. Implications for Org-Per

4.2.1. Theoretical Lens

Such characteristics as long-term employment, loyalty of employees and
consensus can be traced from Ouchi’s (1981) Theory Z, which is relied on in this case.

This section analyzes the potential strengths as well as the weaknesses of Theory Z vis-
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a-vis org-per in this discussion. Theory Z promotes group decision-making and a
management approach that involves all members in the decision-making processes in an
effort to cultivate a shared sense of responsibility. This focuses on the Theory Z
collaborative, whereby if a survey shows that there is more emphasis on long-term
employment and loyalty, in regard to the org-cult in the pub-sec of IKR. This culture
can improve both work engagement and commitment, which are essential in enhancing
org-per.

In the first place, Theory Z favors long-term employment, coinciding with a
stable work environment. Stability can also enhance org-per by giving employees a
sense of security, thereby reducing turnover. Nevertheless, the situation at times
presents challenges whenever the adjustment is needed so fast in regard to external
changes. However, a challenge may arise if rapid adaption is required for external
change. The organization may have to find a way of being stable and at the same time
being able to react quickly regarding dynamic challenges.

In Theory Z, consensus-building is a fundamental aspect of decision-making.
Such a survey is important because it could also be used to describe the org-cult of
consensus and collective decision making, which may enhance an inclusive and
participatory organizational structure. Such an approach can lead to greater employee
satisfaction and commitment that affects performance outcomes in a positive way.
Nevertheless, questions of effectiveness may emerge more specifically in cases which
require prompt decisions.

To enhance the discussion, mixing learning from other theories on org-cult is
important here. The Integration of Ouchi’s Theory Z with Hofstede’s (1980, 2011)
“cultural dimensions” in the pub-sec of IKR, with reference to the models of Deal and
Kennedy (1982) and Schein (2010), can also help in an all-embracing explanation of the
effects of org-cult on performance. According to Deal and Kennedy’s (1982) model,
org-cult is associated with external adaptation and internal integration. Such a model
can provide further understanding as to how the identified cultural attributes might

impact external fit and internal alignment. This can potentially relate the survey findings
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to Ouchi’s (1981) Theory Z, which provides an important understanding on
organization practices of long-term employment, worker loyalty, and consensus.

In this discussion, we seek to provide a holistic understanding of the potential
effects on org-per in the pub-sec of IKR by integrating this theory with other primary
views. Drawing on these diverse theoretical traditions provides for a more theoretically
rich and contextually sensitive understanding of org-cult and its symmetrical impact on
performance evaluation outcomes. In essence, this is demonstrated by the findings of
the survey, whereby 80% of participants mentioned an emphasis on team work. The
expression of these clannish traits is indicative of a workplace environment that treats
its workers as family, fosters involvement among team members, and promotes an
actively engaged culture overall. The majority (65%) of respondents prefer a culture
that embraces experimentation and novelty (i.e., adhocracy), which emphasizes the need
for employees to have a sense of empowerment, and commensurate willingness to make
risky decisions and come up with innovative ideas.

In survey findings, market cultures, emphasizing on competitiveness, and
accomplishment, as well as figures attained 55% agreement. While this tendency
towards market orientation is less salient than in clan and adhocracy features, it may
still signal a potentially transitional or emerging culture. Shockingly, 60% of the
respondents have indicated their satisfaction with the hierarchical structure which is
typical for a hierarchy culture that promotes stability, control, and efficiency. Pub-sec
employees in Iraqi areas have shown that they are comfortable with a hierarchical
system and predictability. Due to the non-significant difference in preferences with
regards to formalized practices and norms, it is implied that employees resonate well
with current organizational policies. But leaders should keep watch on these policies, to
make sure that they do not inadvertently squash creativity or flexibility. Regular
feedback mechanisms and open forums allowing policy discussions can help the footing
that endlessly aligns formalized practices towards employees’ expectations.

In fact, the addition of the OCAI model to the discussion expands the realm of

organizational interpretivism. This creates an overall view through the academic
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literature on org-cult and leadership like Schein (2010) and Hofstede (1980). The
significance of the OCAI model in appraising and comprehending org-cult in the IKR
public division becomes apparent. In this case, the mixture of clan, adhocracy, market,
and hierarchy characteristics produce a very complicated cultural web that points out to
an all-embracing knowledge about different org-cult types. It provides to the literary
studies by relating a proved model with real survey findings and emphasizing the need
for refined techniques for conducting research in this field.

The following subsections discuss the emergent findings concerning dimensions
of org-cul in light of this composite theoretical topography.

4.2.2. Dom-Chars

Examining the org-cult underpinning pub-sec performance in the IKR is vital to
appreciate how it may affect employee satisfaction and hence performance in general.
The following discussion offers a critical review of the results indicated in Table 4.1,
which grant insights into current and preferred dom-chars by employees. It also relates
to the relevant theories from the literature review, highlighting the peculiar challenges
and opportunities that exist within the IKR pub-sec. Shared values, beliefs, and
behaviors finely shape an org-cult, one of the most significant defining factors in
institutions’ success and sustainability (Schein, 1990). To understand the cultural
landscape in the context of IKR’s private sector, having dynamics of developing
economy, forensic mean scores from Table 4.1 shed light on this area.

In the current and preferred situations, relatively strong mean scores for option A
are indicative of an influence on a personal and family culture resonate with employees.
This preference connotes the socio-cultural context of Kurdistan, where family is
everything and a sense of belonging is treated as inherent. Therefore, the current mean
score is higher, indicating though employees like the family-like tone of option A,
excessive involvement or informality might be problematic. In the IKR pub-sec, there
might be a familial tendency, which could create a good work environment aimed at
enhancing teamwork and job satisfaction, consistent with wider works of literature in

org-cult and the wellbeing of employees (Kahn, 1990); however, such a milieu could
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also be associated with nepotism, corruption, and stifled productivity (Voller, 2022).

Employees’ first preference for a culture of competition was option C, consistent
with the goal-setting and achievement theories, whereby the clear objectives are tightly
linked to high performance (Locke & Latham, 1990). Nevertheless, the slightly lower
mean score for the present situation indicates that “achievement and competitiveness”
are not established in many regards within pub-sec-orgs in the IKR. However, the
“result-accruing culture” could boost an improved performance in a different context of
IKR’s pub-sec-orgs that are critical to the development of the region. Competitive edge
becomes especially pertinent when businesses position themselves for efficacy and
efficiency.

These subtleties brought forth from the topmost preferences point towards
focusing individually to manage and organize the culture prevailing in any institution of
the public appointment sector of IKR. Although option C is the best option, employees
might also want a mixture of family-like feel and even a bit more openness. This is
consistent with literature that points out that when a variety of cultural dimensions are
blended harmoniously, the outcome is an “all-round” organizational environment
(Denison, 1990). Developing an org-cult model for the IKR pub-sec, organizations
should exploit the feeling of a family environment among the workers and blend it with
aspects of competition and success. It would be expected that the sort of positive work
environment the employees are looking for should in no way augment productivity but
also should fit in with the socio-cultural fabric of Kurdistan.

4.2.3. Organizational Leadership

The cultural fabric of an organization deeply affects current and future actions
performance. Based on Schein’s (1990) organizational culture model, highlighting the
impact of shared values and assumptions on organizational behavior, the survey
investigated employees’ perceptions of the dominant culture in the IKR pub-sec. These
qualitative insights further emphasize the role of ethical leadership in guiding CSR
practices. Leaders should focus on ethical leadership competencies and promote

responsibility and choices rooted in ethics throughout org-cult (Budur & Demir, 2019).
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This approach is in line with the increasing significance of CSR in modern
organizational contexts.

Implementing these realistic implications into organizational policies may help
facilitate an upbeat and flourishing workplace culture in the IKR pub-sec.
Organizational practices aligned with employee interests will lead to a more engaged
and satisfied workforce, eventually affecting organizational success. Option A (personal
and family-like) indicates the aspiration for the involvement of close connections and
experiences in a workplace. This implies that in the present time, employees feel that
the organization is a very personal place, as shown by the higher mean score of 27.19.
This theory coincides with the one concerning family-like environment that fosters
increased job engagement and satisfaction (Kahn, 1990). However, given the marginal
preferred score (25.50), this points to an ambiguous preference in favor of a family-feel
which suggests several areas for the organization to diagnose overly involvement family
and/or informal work environment issues.

This is especially relevant to IKR pub-sec, which hypothetically places a
premium on the cultural points of connectedness and kinship that are apt to regulate the
organizational process. This need for improvement not only creates a personal family
environment but also enhances employee satisfaction and commitment within the
unique socio-cultural background of the IKR. Substantial differences between C&P
opinions in the dimension of org-lead denotes a considerable disparity gap in
employees’ expectations. Leadership effectiveness may be enhanced because of the
possibility for changing from a preferred nurturing and facilitating lead-styl. Mentoring
programs and empowering lead-styls align well with transformational theories in org-
cults that encourage the positive (Bass & Riggio, 2006).

Option B, characterizing a flexible inventive entrepreneurship culture, is related
with organizational agility and innovative change (Miller, 1983). The current situation
was characterized as passive, with avoidance of risk-taking at the cost of stability and
security (Ragin & Singh, 1993). Within the current realities of economic and political

changes in the IKR pub-sec, an emphasis on entrepreneurship and adaptability should
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be made. The current entrepreneurial culture is perceived positively, indicating that the
institutions are moving in line with the wider objectives of developing innovation and
resilience within pub-sec-orgs in the area (Bass, 1985). An orientation towards a results
culture indicates that employees are driven by internal motivation to produce high
performance levels. Recognitions and rewards for achievements can further drive this
results-oriented culture, as it is supported by literature that supports performance driven
org-cults (Cameron & Quinn, 2011).

It 1s important to highlight the need to identify how org-lead influences cultural
preferences in the pub-sec of IKR for performance optimization (Denison, 1990). This
alignment indicates that the current lead-styl is oriented towards an innovative and
calculated risk-taking environment by employees’ preference for entrepreneurial
leadership. This is in line with the transformational leadership principles, where leaders
encourage ad influence workers to come up with extraordinary outcomes using
innovative strategies (Bass, 1985). However, the focus on the improvement of
mentoring and nurturing roles underscores the necessity of combining this style with
adaptive leadership based on cultural and socio-economic distinctions of IKR.

4.2.4. Management of Employees

In the vast entity of the IKR pub-sec, employee management is vital for the
success of any organization. The management approach applied substantially impacts
employee satisfaction, productivity, and the general performance of an organization.
This section examines employees’ perception of the manner in which employee
management is exercised within the org-cult by analyzing survey responses. Option A
was based on a collaborative leadership/ coaching man-styl that includes interaction,
consensus, and empowerment (Hackman & Wageman, 2005). The high mean score of
23.88 demonstrates that employees prefer a style of participatory management that
promotes team cohesiveness and collective decision-making. The average score
currently is 23.92, showing that there has always been some inclination on teamwork
and an opportunity for a small tuning to fit in well with the employees. In relation to the

IKR pub-sec, the tastes for collective administration are highly relevant since it utilizes
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cooperative schemes alongside participative decision-making procedures to bolster
organizational resilience during socioeconomic complexities. This accepts that man-
styls should continuously be adjusted to reflect cultural nuances and employee
expectations (Denison 1990).

Management B is a man-styl of individual risk-taking, innovation, freedom, and
uniqueness. Similarly, the mean score of 25.33 implies that employees value man-styl
promoting uniqueness, creativity and risk-taking (Amabile, 1996). The current mean
score of 26.07 implies that, the organization is already focused on innovation and
freedom, therefore reflecting a positive match with employee preferences. An
innovation-oriented man-styl is needed in the period of economic and political
transformations if the IKR pub-sec. This positive alignment indicates that the present
man-styl promotes uniqueness and creativity, making it a perfect space for people to be
personal and consummate entrepreneurial. Such harmony between taste and real
behavior add to adaptability in dynamic surroundings (Miller, 1983).

The results of the survey underscore the need to link man-styl with employee
preferences for organizational culture and satisfaction. The adaptability of management
practices is key in the IKR pub-sec, which has its socio-political landscape special
challenges. Indicated preferences for collaborative leadership and innovation-oriented
management highlight the necessity of promoting team-spirit, participatory decision-
making, and creativity in pub-sec-orgs. Furthermore, the preferred vis-a-vis current
man-styls’ disparities reveal the importance of taking into account individual workforce
expectation when integrating organizational strategies. Therefore, in developing a
positive org-cult that fits within the socio-cultural dynamics of the IKR pub-sec,
continuous dialogue and adjustments based on employee’s feedback become essential.

It is possible to analyze the leadership in public organizations in the IKR using
Schein’s (1990) org-cult model, which stresses the importance of such common values
and assumptions that shape behavior of the organization. Option A, with a more
informal setting in form of personal relationship among co-workers is preferred due to

workers’ desire for close relationships in their jobs. The fact that the mean score of
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27.19 is relatively high suggests that in current times, the company is regarded by
employees to be extremely personal. This is in alignment with the assertion that an
environment similar to family increases job involvement and contentment (Kahn, 1990).
The marginal preferred score of 25.5 is unclear concerning a sense of “feeling like a
member of the family”, but rather points out areas of concern regarding too much
family involvement and a lack of formality in the workplace. The stakeholder theory
could offer a way through which employees can be viewed (Freeman, 1984).
Recognizing employee preferences as paramount for long-term organizational success,
thus acknowledging the importance of meeting employees’ expectations to generate
overall satisfaction and achievement.

These subtle themes and surprising views illuminate the complex character of
org-cult in the IKR public domain. Leaders should embrace these subtle details knowing
that the one-size fits all may not sum up to capture taste or dynamics of employees and
overall organizational matters. The choice of a personal family surrounding is in line
with the culture on relatedness and kinship which is part of the unique socio-cultural
context of IKR and thus is reflected in the organizational operations. Thus, firms can be
enabled to increase employee morale and loyalty in the context of Kurdistan’s specific
social/cultural environment. However, the option denoting a flexible and creative
entrepreneurship culture compliments organizational flexibility in the context of
innovative change (Miller, 1983). The favorable image of contemporary business
practices indicates that the PSI is aligned with the overall goal of creating
innovativeness and durability.

It is essential to know what impact org-lead has on performance in the IKR with
regard to cultural preferences. Bass (1985) explained that the current leadership
paradigm oriented toward innovation and boldness matches with the employees
inclination towards entrepreneurial leadership, which illustrates the principle of
transformational leadership. This however emphasizes that the transformational
leadership should be mixed with adaptive leadership in consideration to the cultural and

socio-economic variations characterizing IKR. Through this analysis, it is clear that
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there is a complex interface between org-cults, leadership approaches and preference
among workers in the IKR.

4.2.5. Organizational Glue

Conceptually, org-glue is central to understanding how the employees in the IKR
pub-sec are held together and feel united. In this regard, the following section explores
survey responses to discuss observations on org-glue vis-a-vis perception of org-cult by
employees. For instance, Denison (1990) refers to this glue that bonds the organization
together as loyalty and mutual trust, a concept which is in line with a relational
leadership. The mean score of 26.50 as the org-glue preferred explains that employees
value loyalty and trust highly in the organizational formula. This is reflected in the
current mean score (26.75), which is close to this preference, meaning that the
organization already endorses these values. Within the specific socio-cultural context of
IKR, characterized by intense historical and communal linkages, the focus on loyalty
and trust as bonds in organizations finds strong resonance. This alignment of preference
and practice reinforces an organization that seeks relationship building and trust
instigating, imperative for pub-sec complexities.

In this case, commitment to innovation and development could be depicted as the
org-glue that matches the principles of forward-thinking and adaptability (Denison,
1990). This indicates that employees value an involvement to innovation as the org-glue
with a preferred mean score of 24.92. This is a deviation from the current mean score of
23.42 that indicates a potential disconnect between employee preferences and the
existing focus on innovation. This stiffening up is a critical point for consideration,
especially in the morphing IKR pub-sec. Although organizations have shown
commitment towards innovation, they can seek to bolster their drive for innovation and
development to improve pub-sec competitiveness, because adaptability provides a basis
for responding to challenges and the exploitation of emerging opportunities.

One interesting finding from the study is that employee preferences are dynamic
in different strategic focus areas, and are based on varying success-crit conditions. If

this variability is observed, it means that the set of aspirations and expectations related
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to work held by a certain part of a company’s workforce is not unchanging per their
nature but might change depending on internal as well as other types or external factors.
Organizational leaders should recognize this dynamism, highlighting the continuous
dialogue and adaptive strategies to follow changing employee preferences. Although
minor differences are observed in the dimension of org-glue, it appears that individual
employees share a common understanding of cohesiveness and collaboration. This has
to do with social identity theory, where it is made clear that the shared or commonality
of an identity and sense of belongingness matters a lot in the organizational
environment (Tajfel & Turner, 1979). Leaders can use this universal aspect to establish
a collaborative and unified org-cult.

Considering the org-glue in the IKR pub-sec, these findings are even more
reliable. In a cultural environment where communal ties are deeply rooted, the stress on
loyalty and mutual trust is an acknowledgement of the importance of interpersonal
relationships. It is to be recognized the organizational commitment to innovation,
however, a chance for improvement can exist to better satisfy it with employee
expectations. In the pub-sec, adaptability and stability have to exist concurrently;
therefore, comprehending the intricacies of org-glue is vital. Though the organization
may take its stand on loyalty and trust, the commitment to future relevance and
sustainability requires a simultaneous commitment to innovation. It takes sensitivity to
remain on a balanced ground as the organizational strategies are refined continuously
around this dual focus.

Case study assessment of stickiness within organizational life in the IKR pub-sec.
The concept of loyalty and mutual trust proposed by Denison (1990) coincides with
what employees convey on being together, belonging to a community and relationship
matters. This means score currently stands at 26.75 demonstrating that the organization
has already embraced these values, which go in line with the socio-culture setting of the
IKR.

The org-glue commitment to innovation surfaces as one of the most important

components of this, highlighting a desire for a dynamic and progressive culture in
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employees. The organization has shown commitment towards innovation, but the slight
difference between the mean score and 23.42 indicates that improvement is needed to
match with what employees expect. It will also be critical in the dynamic nature of the
Iraq Kurdish pub-sec where adaptability is essential to remain competitive when one or
a few socio-political changes occur.

In order to strike a balance between adaptation and stability, especially within the
pub-sec, it i1s imperative to familiarize oneself with the complexities of org-glue. These
responses show that there should be a double-edged approach taken towards both long-
time relevancy as well as sustainability. In order to maintain balance at the cultural
level, there is a need to address sensitively employee expectations and ongoing revision
of organizations’ policies in the context of the IKR pub-sec.

4.2.6. Strategic Emphases

The interplay of human development, innovation, competitiveness and stability in
the landscape of IKR’s pub-sec shapes org-cult identity and future. The analysis of the
first two priorities and least preferred provides a more nuanced picture. In many
organizations, human development takes central importance as adherence to a learning
and growth culture culminates in resilient, adaptable persons (Meng & Berger, 2019).
This preference for an environment that subscribes to the developmental human
resource practices resonates well with the cultural undertones in the IKR pub-sec,
echoed in a common ideology that confirms progressive growth of personal and
professional performance. The literature points to the fact that high levels of trust and
openness facilitate collaboration, innovation, and increased employee involvement
(Denison, 1990). The context of the IKR pub-sec where collaboration and trust are
critical, highlights the strategic imperative of developing a workforce that is able to
navigate the complexity of the pub-sec.

In the current landscape, organizations are increasingly traversing the path of
innovation, as they understand its crucial contribution to continued relevance and
competitiveness (Meng & Berger, 2019). The focus on new resource imputation, posing

challenges and creating a culture of innovation highlights the importance of adaptability
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and forward-thinking in the IKR pub-sec. Nevertheless, the key point of the discrepancy
is related to the imbalance between innovation (26.21 documents) and old score (23.92).
Although innovation is important, too much of it may lead to a failure to include other
key strategic focuses. Balancing underlines the pub-sec-orgs’ agility and a
comprehensive strategic force.

The least favored choice, which stresses permanency and stability, is bound to
come under scrutiny. Stability is the foundational component with the difference in
current (Mean = 24.50) and preferred scores (25.54), which implies that there may be a
grievance for employees. This incongruity implies that the IKR pub-sec must analyze
the focus on stability through a critical lens to guarantee it matches employee
expectations. Employee well-being, job satisfaction and organizational commitment
have often been mentioned as products of organizational stability (Maslow, 1943,
2022). In the IKR pub-sec, where stability is highly valued, debates are more refined
and are concerned with further refining the organizational culture to strike an optimal
balance between stability and dynamic requirements of the pub-sec milieu.

The discovered trend to accentuate the strategic direction of innovation and
development indicates that employees are open to changes. Organizational leaders can
benefit from this aspect by adopting a culture that promotes creativity and risk-taking.
Integrating innovation labs, sessions for ideation and rewarding as well as recognizing
innovative efforts will help in developing an org-cult that embraces continuous
improvement (Cameron & Quinn, 1999, 2006). Regarding the IKR pub-sec, which is
also multilayered, such strat-emphs must be aligned to cater for these preferences and
entail appropriate calibration which makes the org-cult mirror the collective aspirations
and nuances of its workforce.

4.2.7. Criteria of Success

Through the strat-emphs, we are able to decode the identity of pub-sec-orgs and
their character in the IKR. Any reading through them in as far as the nature of the IKR
pub-sec is concerned comes up with very powerful revelations a student might be

interested in. It is equally an attempt to unravel the gene pool that determines the
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identity of the organization and steers its destiny. Concerning option A, Denison (1990)
explained that this scenario pertains to an organization talked about in terms of loyalty
and mutual trust. The average score for the preferred view of org-glue (26.42)
demonstrates a strong support for a culture of loyalty and trust. Interestingly, the mean
score on the current situation (23.71) is significantly below the preferred score,
warranting attention. This difference in the prevalent loyalty and trust indicators within
the socio-cultural fabric of the IKR pub-sec may indicate that previous measures
focused on these elements, closing doors for an organization to further strengthen its
commitment. Further cultivation of loyalty and mutual trust would not only neutralize
the relatively huge gap but also contribute to a unique culture that is in total sync with
the collectivism the characterizes the prevailing national and regional context (Hofstede
Insights, 2024).

Secondly, option B dictates the future of an organizational transformation where
adaptability and ingenuity are crucial in binding the organization as one unit while
focusing on an innovative and development-centric commitment (Cameron & Quinn,
2011). The observed mean for top ratings of perceived org-glue (23.92) affirms the
inclination towards innovative culture. The mean score of the current situation (26.21)
is surprisingly higher than the preferred score, indicating significant misalignment.
Reframing of the current focus in the developing terrain of IKR’s pub-sec would be
necessary given the essence of innovation. However, the organization would gain from
a balanced view that combines stability and innovation in accordance with the complex
pub-sec context.

A narrative of excellence and unravelling the five-tier model option C,
accentuating competitive actions and achievement as the glue; In Cameron & Quinn.
Similarly, the preferred perception of org-glue has a positive mean score of 24.13
indicating a preference for an achievement culture. Indeed, the average score (25.58) for
the current situation is above the preferred score suggesting a noticeable disconnection.
In the IKR pub-sec, achievement and progress are all the same thus merging the

competitive emphasis that exists with the preferred perception becomes central.
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Indeed, this ethos may connote a balance between competitiveness with a spirit of
collaboration, thereby underpinning organizational commitment to excellence as well as
collective achievement. These findings provoke sober reflection and strategic reshaping
as we cross the landscape of org-glue in the pub-sec of IKR. Workplace cultivation
holds the promise that aligning org-cult with the intrinsic values of loyalty, trust,
innovation, and achievement will shape a sustainable heritage.

4.2.8. Overall Organizational Culture

The emergent synergized findings of this study, drawing on various theoretical
perspectives, offer a roadmap to navigate the mosaic landscape of the overall org-cult
within the IKR pub-sec. In this comprehensive analysis, we have scrutinized the mean
values for both the present perception of overall org-cult (current) and the preferred
perception of overall org-cult across six distinct factors: dom-chars, org-lead, man-
emps, org-glue, strat-emphs and success-crit.

The core identity that dictates employee attitudes and behaviors is expressed in
dom-chars, which constitute the basic features of a company’s culture (Cameron &
Quinn, 2011). The mean score of 23.750 for preferred implies that a little preference for
a lower cultural identity is more than the average of 24.688 in the current case. This
may suggest that the current culture is seen as somewhat more dominating than
intended. Navigating this nuanced terrain requires a balance that preserves the
organization’s identity while ensuring inclusivity.

The chosen lead-styl and the approach made are crucial for org-lead shaping the
work environment and employee interactions (Bass, 1985). The mean score of 22.4
shows that the lead-styl is not very ideal, and thus the preferred mean score is 25.000
for more transformational and inspiring leadership. This emphasizes the need for
leadership that leads and motivates, and promotes synergies with the employees’ vision
of a dynamic and inspiring working environment.

According to Hackman and Wageman (2005), man-emps addresses the issue of
enhancing workforce effectiveness through various strategies and practices. The mean

score of 24.365 as posited indicates a subtle wish for slightly less vigorous handling of
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employees than is evident from the current choosing of the scores totaling 24.615. It
implies an acknowledgement that support and facilitation are necessary but should be
balanced with other cultural attributes.

For org-glue, the element that glues people together within an organization acts as
the bond that depicts a sense of unity and cohesion in the workplace, the mean score for
preferred is 24.594, and this demonstrates that they desire a greater sense of cohesion
and unity than the existing mean score of 24.771. This implies that the organization
desires to develop more personal relationships and instill a common focus on core
values and visions.

The strat-emphs clearly sets strategic priorities and focus areas for the
organization, defines its goals and directs outcome-related activities (Cameron & Quinn,
2011). The mean score of 24.917 for preferred mirrors a collective desire to strengthen
alignment with strategic priorities, albeit slightly more than the current mean score of
24.958. This denotes that through this grading scale, an organization recognizes the
value of strategic focus and shows potential for critical attention so as to correspond to
its strategies.

With regard to achievement, and quantifiable indicators of success incorporating
the success-crit that clients and stakeholders use in gauging the outcomes of a project or
a task, the current mean score of 24.667 is slightly lower than the preferred mean score
of 24.958, symbolizing a preference toward a continued culture that is slightly more
quantity-oriented. With clarification of targets of success and benchmarking
performance against them in this context, this underscores the importance of clarity in
success-crit for the purpose of achieving them within an organization.

CQ professionals are becoming increasingly relevant, given the fact that we are
increasingly seeing greater diversity in the global workforce. While not part of the
study, incorporating CQ into the discussion would emphasize its potential prominence.
For leaders in the pub-sec of IKR, enhancing CQ among employees can help them
navigate through intricacies associated with a diverse org-cult (Earley & Ang, 2003;

Livermore, 2019). Across the realm of total org-cult in the IKR pub-sec, results from
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the questionnaire depict a nuanced fabric. The study finds evidence of employee needs
for strong leadership, a sense of unity, and strategic alignment while the findings also
indicate that they desire a continuous adaptive approach to change. Evolving employee
expectations and aligning org-cult are key for survival and thriving in the ever-changing

pub-sec landscape.

4.3. Summary of Employee Perceptions on IKR Pub-Sec-Orgs’ Culture

A complete description of employees’ perceptions can be found in Table 4.14,
which compares the current and preferred org-cults on different elements. This analysis
includes dom-chars, org-lead, employee management, org-glue, strat-emphs, and
success-crit. This section explores the complex intertwining of employee preferences
and the prevailing org-cult with a multidimensional analysis, moving beyond the
statistical implications to reveal how employee preferences interplay with the prevailing
organizing culture in the IKR’s pub-sec. This extended conversation delves into further
depths, providing new perspectives and practical topics for the leaders of organizations.

PST-T did not show any statistically significant difference in the realm of dom-
chars with respect to the C&P opinions of the employees (p = 0.082). On average, it was
a little lower than the current view — 23.750 versus 24.688 respectively. This means that
most employees feel that the current major traits of organizational culture are not too
different compared to what they prefer. In line with this, one could go further and adopt
Edgar Schein’s (1990) culture framework, and its focus on artefacts, espoused values
and basic assumptions. Dom-chars do not show a significant difference which could be
assumed as the sharing of understanding of visible facets of culture but a deeper level of
divergent thoughts and beliefs underneath.

However, org-lead differs significantly in this regard, and the PST-T reveals a
substantial difference (P-value = 0.000), which shows a huge gap between employees’
C&P views. The mean preferred viewpoint (25.000) strongly surpasses the current
reaction (22.417). This is an indication that there is a strong bias in favor of a nurturing,

mentoring, or facilitating lead-styl. Some scholars, like Bass and Riggio (2006)
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maintain that transformational leadership characterized by mentorship and
empowerment may lead to a positive org-cult. This, therefore, means the results in this
dimension are in accordance with existing leadership theories that suggest a leader who
develops the employees’ aspirations. The fact that org-lead is significantly different
necessitates to look at the specific expectations employees have from their leaders.
Beyond established theoretical frameworks, it is necessary to know the cultural context
of Kurdistan. Employee expectations might be shaped by traditional values of respect
for authority and family leadership, thus indicating that they need to undergo rigorous
specific culture-grounded leader development training.

Although the statistical analysis suggests a slight difference in the man-emps,
qualitative information could provide insights into why some aspects of management
practices are seen as acceptable or even preferable by employees. Cultural factors
addressing in the way employees agree to certain man-styls may arise, helping leaders
develop a style of managing that aligns with cultural preferences. The PST-T reveals
that there was no significant difference (P-value = 0.522) between C&P opinions in the
dimension of man-emps. This proves that employees feel the difference between the
preferred approach and the current lead-styl is only slight (0.250). Man-styl theories, as
proposed by Luthans et al. (1988), posit that employees have to some extent accepted
their management practices which can explain why there is no significant difference.

In the same way, org-glue has no significant variation (t-value = 0.074). The
small difference in means (24.958 vs. 24.594) is an inconsequential outcome, whereby
employees feel negligible differences in the cohesiveness and collaboration dimensions
of the org-cult. This interpretation bolsters the social identity theory perspective (Tajfel
& Turner, 1979), which points out the need for a shared identity and the feeling of
belonging in the organizational context. It appears that employees may share a common
understanding of the present stickiness, notwithstanding such subtle differences.
Although the statistical test did not tell about significant differences in dom-chars,
exploring qualitative meanings may shed light on subtle cultural peculiarities.

Employees can also identify certain cultural attributes in diverse ways depending on
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their separate backgrounds or experiences that help to create a colorful mosaic of
perspectives. Leaders should take this diversity, respecting that the meaning of dom-
chars can vary from one employee to another. Org-glue has such a small variation that it
demands further investigation, deepening the understanding of what cohesiveness
means for an organization. Or qualitative data might reveal what precise collaboration
experiences employees cherish — whether this is because of shared cultural values,
teamwork dynamics and so on.

Strat-emphs also reveals no statistically significant difference in opinion between
C&P (p=0.816), with a mean difference of only 0.042. This highlights an intricate
correspondence between employees’ notions of what should be emphasized within the
existing strategy and their preferred orientation. Such a discussion can be enriched with
Wernerfelt’s (1984) RBV to help examine the organization’s strategic capabilities. A
perceived equilibrium between the existing strategic orientation and workers’ preferred
emphasis can also explain the insignificant outcome which suggests synergy in strategic
focus areas. Although the statistical insignificance indicates that C&P opinions on strat-
emphs are not significantly different from each other, qualitative exploration has much
potential to reveal how employees view the practical implications of strategic choices.
They may also see things based on local economic, social or political issues that call for
a strategic position with deep roots in the realities facing the IKR.

PST-T for the success-crit dimension revealed a P-value of 0.014, indicating a
significant difference. This outcome reveals an important discrepancy between
employees’ current perceptions (24.667) and preferred ones (24.958). The negative
mean difference (-0.292) highlights the importance of human development, team spirit,
and employee commitment. The third dimension reflects various organizational theories
of human resource development (HRD) (Guest, 1997), teams (Belbin, 1981) and
organizational success. Results reveal a significant discrepancy between the employees’
preferred measures of success and current ones, which calls for a change in success-crit
more in line with human-centered and collaboration principles.

Summing up these findings serves to highlight the complex nature of an org-cult.
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Some of these dimensions demonstrate subtle variations among employees in what they
actually think and what they would like to think. Other dimensions are characterized by
a wider gap existing between what employees currently think and what they prefer to
think. The non-significant differences indicate areas where org-cult appears aligned
with employees’ preferences. In navigating through these subtleties, leaders may find it
useful to incorporate a multitude of theories in their org-cult initiatives. There are three
theoretical frameworks that explain different dimensions where such disparities occur.
They include Schein’s cultural model, transformational leadership theories, and
resource-based perspectives.

Lastly, these results are also relevant to organizational leaders. Developing a
focus on matching lead-styl and criteria for success with worker preferences could result
in a more effective and satisfying workforce. In certain dimensions, there are non-
significant differences which point to certain strengths of the current org-cult that
leaders can build on. This concludes the multidimensional analysis which delves into
the sophisticated dimensions of org-cult from the employees’ perspective. Combining
established theories with empirical findings will allow leaders to plot the direction

towards a resonant and adaptive org-cult that reflects the various preferences of their

staff.

4.4. Comparative Multidimensional Analysis of Pub-Sec-Orgs’ Culture
and Effectiveness in the IKR and Ukraine

This section compares dimensions of org-cult in pub-sec-orgs in Ukraine (based
on existing literature) and the IKR (based on the emergent findings of this study), and
situates this comparative analysis in the context of the theoretical paradigms used in this
thesis.

4.4.1. Cultural Dimensions

Cultural dimensions significantly influence the values, norms, and behaviors of
organizations in various societies. For instance, a comparative analysis between IKR

and Ukraine will highlight how cultural differences shape the pub-sec dynamics in these
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two locations. In this regard, Geert Hofstede’s (2011) cultural dimensions of “power
distance, individualism/collectivism, masculinity/femininity, and uncertainty
avoidance” enables us to understand the org-cults in both contexts. Starting with power
distance, both IKR and Ukraine are cultures that have big power differentials in them.
The Ukrainian society is characterized by hierarchical patterns which prevail both in
political, economic and social spheres and where authority is rarely challenged.
Oligarchical dominance is a reflection of this power disparity, whereby a few people
have a lot of power, hence there is high power distance (Hofstede, 2011). Likewise, in
the IKR, the traditional arrangements of social set-ups and historical inheritances have
shaped a culture that is marked by specific power disparities in which respect is paid to
authority figures and hierarchical systems of governance. Nonetheless, even though
both areas are characterized by a culture of high power distance, the historical contexts
are different. In Ukraine, the legacy of the Soviet centralized system has an impact on
governance and leadership perception and conflicts in power dynamics even in the
ongoing process of democratization. On the other hand, power dynamics in the IKR are
determined by its distinct tradition of autonomy fights and foreign interventions
resulting in unique power frameworks within the region.

As for the dimension of individualism versus collectivism, both Ukrainian and
Kurdish cultures are characterized by a mixture of these tendencies, which is in fact
induced by historical events and modern forces of globalization. In Ukraine, the
traditional collectivist values are being competed against by the growing individual
autonomy and freedom of personal expression that is especially popular among the
younger generation (Bester-Dilger, 2009). This duality of collectivism and
individualism is observed in all points of life, in social relations as well as in economic
activity and reflects the dynamics of Ukrainian society (Hofstede, 2011). The
dichotomy between individualism and collectivism in the IKR is also influenced by the
historical struggle for independence and cultural heritage. However, among urban
youth, the emphasis on individual freedom and enterprise is steadily growing, with

collectivist values connected to community links remaining strong. Hence, both places
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suffer from a complicated combination of individualistic and collectivistic trends that
define organizational values and behaviors in this respect.

As to masculinity and femininity, both Ukranian and Kurdish cultures represent
the combination of traditional and modern gender roles. In Ukraine, traditional gender
roles stress on male characteristics such as hardness and forcefulness while there is also
an emergence of feminine qualities such as compassion and relational skills (Harwiki,
2016). These cultural dynamics are shaped by historical patriarchal norms, Soviet
period gender policies, and changing attitudes towards gender equality (Bester-Dilger,
2009). Also, in the IKR, the traditional gender relations combine with modernization
influences, which make possible a complex perception of masculinity and femininity.
Though in some cases traditional patriarchal norms still reign, gender equality and
women empowerment are increasingly becoming essential for the younger generation.
Therefore, both arecas navigate a convoluted gender dynamics terrain which defines
organizational values and norms within the pub-sec.

Concerning the cultural dimension comparison between IKR and Ukraine, in
general, it can be said that there are both commonalities and differences concerning
organizational values, norms, and behavior. Although both regions are characterized by
high power distance orientations along with a combination of individualistic and
collectivistic values, the historical settings and socio-cultural dynamics shape distinct
types of org-cults within each context. It is this understanding of such cultural nuances
that is essential for efficient intercultural communication, cross-cultural teamwork, and
organizational success in today’s globalized world.

4.4.2. Leadership Styles

The lead-styls of the pub-secs in the IKR and Ukraine are also influenced by
cultural wvalues, historic legacies, and societal norms, which further define
organizational practices and efficiencies. If studied all the popular lead-styls, such as
transformational, transactional, charismatic, and participative leadership, in both
regions, we could understand the leadership revolution and its effect on pub-sec

governance. Leaders in Ukraine are using hierarchical structures and formal business
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cultures that exhibit classical top-down approaches and transactional leadership.
Managers are often oriented towards power control and obedience requirements from
the subordinates, specifying roles and duties and one-size-fits-all routines (Ardichvili &
Gasparishvili, 2001). This type of leadership coincides with the entire societal
tendencies of subordination to power and hierarchical compliance stemming from such
historical factors as Soviet-like government and patriarchal styles. Similarly, in the IKR
leadership in the pub-sec is based on an old struggle for autonomy and foreign
interventions that establish a hierarchy governance system and preference for
transactional leadership. Managers are authorities to be obeyed, and this exhibits the
cultural values of the assurance of power and respect for the old. Nevertheless, in
Kurdish, the context is also determined by tribal and familial, and consequently, leaders
may come because of family relations or tribal ties which makes the leadership picture
complicated (Meng & Berger, 2019).

The generational gap intensifies the leadership practices of both regions. In
Ukraine, old leaders represent an autocratic lead-styl in which obedience and respect to
authority are demanded, while the young leaders are the participants in leadership,
communication and joint decision-making (Ibrahim, 2017). The generational change is a
reflection of the changes in society, which are caused by globalization and
modernization and are destroying the traditional ruling culture, promoting the ideas of
agility. In the same way, in the IKR, leadership dynamics are determined by
generational considerations: Older leaders are predominantly in the traditional
leadership traits, which are mainly family and tribe hierarchies, and the young leaders
are more influenced by Western democratic values (Aboramadan et al., 2020; Mousavi
et al., 2015). This kind of generational division brings up the change of the leadership
system in the Kurdish community from the old patriarchal customs to modern
influences.

Another aspect of the adoption of change and innovation is the cultural values and
historical past of these two regions. The tolerant attitude of the managers of Ukraine to

the change is moderate and it is mainly shaped by the experience of economic
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transformation processes and market reforms. Innovation is recognized but the intrinsic
fear of failure is too great and radical organizational changes, which are the preferred
rate of improvement, might fail to occur. On the contrary, the change philosophy of IKR
1s determined by its war and survival heritage, which develops the adjustability and
flexibility of the leadership. Even though political instability and external pressures
have introduced some challenges, the Kurdish leaders have demonstrated an adaptive
management and creativity capacity, the quality that defines the ability to seize
moments of change even if in a highly challenging environment (Mousavi et al., 2015).

Lead-styl team dynamics also play a significant role with collectivist tendencies
being present in both regions but in a different way. Ukraine reflects collectivism as it is
built on Soviet communal ideas, however, the older generations might be indifferent or
skeptical of the teamwork due to the history. (Gorzelany et al., 2021). However, the
younger leaders place teamwork and communication as a team citing an evolution of
participative lead-styls. Similarly, in the IKR, collectivism is influenced by tribal and
family relationships, which foster community and collective accountability. However,
the difficulty lies in trying to reconcile the classical collectivist values with the modern
structured organizational systems since the younger leaders advocate for more inclusive
and participatory decision-making processes (Meng & Berger, 2019).

Ways of making trust and negotiation also differ in the regions and hence, are
cultural and communicating style base. In Ukraine, team negotiations are an integral
part of the trust-building process and are practiced in the form of team negotiations and
are characterized by senior members who have an assertive negotiation style (Ardichvili
& Gasparishvili, 2001). Negotiation styles in the IKR hinge on tribal customs and
family networks, and are known for trust-heavy and relationship-based decision-making
processes. (Mousavi et al., 2015). All in all, lead-styls in the pub-secs of IKR and
Ukraine are cultural-value-driven, historical heritage-driven, and generational gap-
driven. These two regions exhibit dominant leadership structures and transactional
leadership traits however their strategies for change, innovation and team dynamics are

quite distinct. Understanding of these subtleties is crucial in leadership practices and the
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effectiveness of organizations in multicultural settings.

4.4.3. Organizational Structures

Historical background, culture and geopolitical factors are the reasons behind
governance structures and hierarchies in the pub-sec of both IKR and Ukraine. The
differences in propensities of both areas towards challenges, such as conflict,
corruption, and decentralization, enable us to understand the intricacies of the
governance of the pub-sec under a variety of cultural settings. Political forces inscribe
organization structures and governance practices into the pub-sec in the context of
power which is unfounded in history as well as geopolitical impingements in both IKR
and Ukraine. The development of the 2014 Revolution of Dignity in Ukraine together
with Russia’s aggression highlighted the importance of public administration resilience
and adaptability (Williams, 2022). Providing critical services in humanitarian crises and
economic collapse in Ukraine is proof of problems in governance (OECD, 2022).

Moreover, in the IKR, the historical fights for autonomy and the external
interventions have influenced the organization of the pub-sec and the decision-making
process. Legacies of conflict and political instability ensure that governance
mechanisms should develop to align multilayered populations to multiple challenges
(Mousavi et al., 2015). Both the IKR and Ukraine have started reform programs that are
targeted at reforming public governance, promoting openness and fighting against
corruption. In Ukraine, the establishment of anti-corruption agencies such as the NACP
and NABU, shows the spirit of removing the very foundation of systemic corruption
and responsibility (OECD, 2022). However, difficulties arise in ensuring the autonomy
and effectiveness of these institutions in the presence of these dominant forces.

The KRG has initiated reforms that seek to tackle governance problems and to
improve accountability in the pub-sec. Local governance and service delivery are the
elements of decentralization where power is transferred and make the governance is
inclusive (Meng & Berger, 2019). However, the effect of these reforms will depend on
problems of resource distribution and the ability of local governing authorities. In

addition, both territories consider the necessity of multi-level governance for the

17



resolution of complex problems and for local-level resilience building. The objectives of
decentralization in Ukraine are to strengthen the local level of government and to
improve service delivery in areas affected by the conflict (Knight, 2022). The
perspective of IKR is to build governance of the local government units and community
participation in the decision-making process (Mousavi et al., 2015).

Social media’s influence on the increase of free expression by the press is worth
mentioning. The importance of information management and freedom of expression in
the two regions between IKR and Ukraine is paramount, especially in war times and
political instability periods. Reforms of transparency and the fight against war
propaganda in Ukraine are the perfect examples of democratic principles and stability
(Knight, 2022). Correspondingly, the reformation of the media sector in the IKR aims to
take media closer to transparency and reject globalization (Meng & Berger, 2019).

Generally, the IKR and Ukraine face different challenges in different geopolitical
contexts, but they crave the same common aims of strengthening governance, raising
transparency, and fighting corruption. The historical legacies, cultural values, and
geopolitical realities influencing the challenges of governance in environments with
pluralist cultures are reflected in the pub-sec-orgs® structures and decision-making
processes. Having analyzed the ways all these countries have selected we can get typical
advantages and problems for governance and public management.

4.4.4. Communication Patterns

Communication styles, norms, and preferences at the workplace play a vital role
in creating an org-cult and in fostering positive interpersonal interaction, conflict
resolution, and decision-making. By analyzing communication patterns in two
countries, IKR and Ukraine, a researcher can learn how the national culture affects
workplace dynamics in both countries. The communication practices in Ukraine are
strongly influenced by cultural patterns, historical backgrounds and economic systems.
Ukrainians are relationship-oriented people which implies the necessity for building
personal relationships in business communication (Gorzelany et al., 2021). Trust and

developing of the rapport are crucial features of the communication process and
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sometimes they are more important than business discussions in themselves. The focus
on personal relationships is caused by the social value of personal harmony and respect.
(Ardichvili & Gasparishvili, 2001).

Also, the Ukrainian type of communication is indirect and is determined by the
level of politeness and diplomacy. Indirectness is a very popular way of behavior among
the Ukrainians; they refuse to be rude outright, as a result of some cultural distinctions.
This indirect way of communication is an indication of a cultural requirement to
preserve personal relationships and to avoid conflict. This pertains to power distance (as
discussed previously) and hierarchy, which is also a significant component of
communication at Ukrainian workplaces, reflecting hierarchical patterns typical for this
part of the world and MENA. In this way, the sharp distinctions are seen between the
superiors and subordinates, where supervisors provide directions and give orders, while
the subordinates demonstrate respect and obedience (Hofstede, 2011). However,
Ukrainians are polite towards the higher level but challenges to authority are rare.

In addition, in Ukraine, communication is preferred on a face-to-face basis, which
is evident by the fact that Ukraine people like to build personal relationships before
entering into any business negotiations. Meetings and negotiations may be time-
consuming because the parties spend time getting to know each other and building trust
(Gorzelany et al., 2021). Informal relations outside the formal business context are
favored to develop long-term relations, which mirrors the culture of personal
connections. Such a milieu is also common in the IKR, and indeed throughout the
MENA. In terms of negotiation styles, Ukrainians are known to use a non-
confrontational approach, choosing to evade conflict and preserve peace in the course of
conversations (OECD, 2022). Instead of going into confrontations or rebuffs, they
would rather agree or comply with ideas so as to maintain relationships and prevent
offence. In the Ukrainian business culture, the trust and honesty are among the most
significant values, and characteristics and relationships play the most important role in
the making of decisions (Gorzelany et al., 2021).

A mix of formal and informal communication styles exists within Ukrainian
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organizations, with communication starting with formality and becoming informal as
relationships develop. Nevertheless, Ukrainian professionalism is always kept and they
follow the hierarchical norms when communicating with superiors (Gorzelany et al.,
2021). Workplace conflicts or problems are typically handled in private, with managers
representing their teams and promoting collaboration as a means for conflict resolution.
However, communication patterns in the Kurdish region of Iraq may show variations
due to the specific cultural background of the region. Although respect and relationship-
building through communication are the main priorities in both regions, the actual
representations of these cultural values could change. For example, the communication
styles of IKR might be shaped by tribal belongings, historical encounters, and regional
geopolitics.

Besides, the level of communicative directness may be different in the IKR from
that in Ukraine, which is determined by the cultural aspects as well as social norms of
the region. The role of hierarchy in communication and decision-making may be
influenced by Kurdish cultural values and traditions which might be different from
those in Ukraine. In general, both IKR and Ukraine have common cultural values such
as respect, harmony, and relational communication, but those values may be differently
manifested because of cultural, historical, and contextual factors. Knowledge about
these differences is necessary for successful intercultural communication and
cooperation within the context of a more varied workplace.

4.4.5. Employee Attitudes and Behaviors

Measuring employee attitudes, levels of job satisfaction and work-related
behaviors in the pub-sec-orgs is very important for the determining of organizational
effectiveness and cultural differences in work ethic, motivation, and engagement. We
can understand how cultural factors influence workplace attitudes and behaviors in both
regions if we compare the employee dynamics in the IKR and Ukraine. In the latter,
pub-sec employees are highly dedicated and proud of their work. Driven by the desire to
provide the public with service, they are characterized by high levels of dedication,

creativity, and energy (Bogodistov & Lizneva, 2017). This intrinsic motivation is
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manifested in an industrious work ethic, marked by the willingness and ability of one to
perform excellently in organizational targets. Additionally, a culture of public service
teaches purpose beyond mere money as it promotes tenacity and commitment among
employees. In the same way, in the IKR, employees of the pub-sec often develop a high
sense of commitment to their work, which originates in the duty and satisfaction of
serving their community. Although different specific cultural nuances and historical
legacies may lead to the formation of attitudes, in both regions public service is
prioritized and its great impact on social welfare is highlighted.

Teamwork prevails in both regions, and the employees realize the importance of
unity and support to accomplish common goals. In Ukraine, interest group orientation
and powerful interpersonal connections dominate as well as create an atmosphere,
friendly for collaboration and teamwork (Martynenko, 2015). This collaborative
approach is also present in the relationships with stakeholders and partners, where
employees value long-term relationships and mutual growth over immediate profits.
Also, open communication and respect underpin the way employees in both regions
interact with management. Although there are formal hierarchies, the staff respects
transparency and a “no red tape” system, which fosters openness and dialogue
(Bogodistov & Lizneva, 2017). The employees play an active role in continuous
improvement and organizational learning thereby contributing to the innovation and
efficiency culture of pub-sec-orgs.

The employees from both regions have an attitude of active and optimistic work
commitment, but they can be differentiated in terms of work-life balance and personal
welfare. In Ukraine, the issues of balancing work and personal life are highly relevant
and are solved through the organization of working in accordance with specific time
frames. For example, it is a common practice for the majority of workers in Ukraine to
set a clear separation between work and leisure time (Bogodistov & Lizneva, 2017).
Likewise, in the IKR, the workers might value family and community connection, and
avoid equating their work roles with domestic duties. Another significant attribute of

org-per is trust which influences the employee attitudes and behavior. Employees
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performed well in both areas where they are under the culture of trust, respect, and
empowerment (Bogodistov & Lizneva, 2017). Pub-sec-orgs create an outline of trust by
providing an autonomy and the value for creativity, where the employees take hold of
their positions and contribute positively to the organization’s success.

In conclusion, even though the various cultural nuances and historical contexts of
IKR and Ukraine can make their impact, the similarities in employee attitudes and
behavior in the pub-sec are salient. In both regions, service to the public and teamwork
are the priorities; communication and mutual respect are the values, and trusting in
organizational dynamics and empowerment is the focus. Therefore, understanding of
both these similarities and differences i1s an important factor for producing fruitful
intercultural collaboration and enhancing the effectiveness of organizations in the
multicultural working environments.

4.4.6. Organizational Improvement and Future Development Plan

Comparative analysis of organizational outcomes in pub-sec-orgs of IKR and
Ukraine gives information about productivity, innovation, employee retention and
customer satisfaction and about what cultural factors influence these outcomes and
organizational success.

Productivity-wise, both the IKR and Ukraine face fundamental challenges, though
these emanate from different sources. There are problems connected with bureaucratic
inefficiencies and old government structures in Ukraine, but the process of
modernization utilizing IT solutions and performance evaluation tools continues (Lazor
et al., 2023). Like in the IKR, productiveness may be interrupted by red tape and
unwillingness to change although the specific issues will depend on a particular cultural
and institutional background. In the area of innovation, both regions have a preference
for modernizing and utilization of information and communication technologies that
would improve service delivery and decision-making processes. But cultural obstacles,
bureaucratic inertia, and resistance to change make innovation difficult in Ukraine
(Bogodistov & Lizneva, 2017; Martynenko, 2015). In the IKR, similar challenges might

occur with added pressure due to the fact that the area may be politically unstable, and
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resources limited.

Employee retention is also a crucial determinant of organizational outcomes. In
Ukraine, employee retention in the pub-sec is influenced by competitive wages, career
growth opportunities and job satisfaction (Lazor et al., 2023). Nevertheless, bureaucratic
hurdles, issues of corruption, and political interference may hinder the initiatives aimed
at retaining the best employees. in the IKR, mainly the same factors play an active role
in employee retention and, security matters along with the chance of professional
growth within the territory.

Customer satisfaction with pub-sec services is crucial in building trust and
confidence in the institutions of governance. The improvement of customer satisfaction
in Ukraine is directed at the quality of service, transparency, and availability (Lazor et
al., 2023). However, frustrations from bureaucracy and corruption still remain obstacles
to providing quality services. in the IKR, efforts of a similar kind can be in progress, but
attention is paid to the cultural and institutional barriers to the effective service delivery.

In general, the IKR and Ukraine experience similar issues with the performance
of pub-sec-orgs. Although reform and modernization efforts are in force, cultural
grounds and structural impediments are affecting productivity, innovation, employee
retention, and customer satisfaction. Customized solutions, which take into account the
cultural specificities of each region, are vital in resolving these problems and ensuring
organizational success. Moreover, an atmosphere of transparency, accountability, and
ongoing improvement culture can kick out obstacles to effective governance and service

delivery in both regions.

4.5. Implications of Findings for IKR Public Sector Leaders and
Policymakers

To begin with, causality can be cognized while from the data results by the public
leaders and the policymakers in the IKR in terms of forming plans for developing org-
cult and org-per. By combining the practical application of the studies with their own

research they will have actionable guidance to suit the unique needs of the
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organizations. Pub-sec employees emphasize that the effectiveness of leadership should
comprise of teamwork, mentorship capability, and an open responsiveness to the
workforce issues. Thus, it is imperative that the pub-sec leaders incorporate mixed lead-
styls which promote employee involvement, transparent communication, and employee
advancement. It might involve things like mentor programs, feedback sessions and
organized discussions as well as building a culture of open communication.

In addition, it has been brought to light that the communication channels in the
organization have been one of the main success factors. The desire of workers to
communicate is very strong. Transparency, inclusivity and openness between levels
such as management and subordinates are what employees look for. Therefore, pub-sec
managers will put forward the programs that encourage public transparency, like regular
town hall meetings, feedback mechanisms, and ways, to share ideas and information.
Inclusivity and diversity are two essential and trendy factors in forming org-cult —
which according to the survey feedback. Employees are encouraged to share the views
expressed on their differences in backgrounds, gender and upbringing. Pub-sec leaders
as such should hence stream ahead the inclusivity policy by involving all staff members
in all the development, decision and action making processes and making them the path
to the feeling of being valued because of the diversity and uniqueness in their
contributions.

This study’s results indicate that the issue of linking the strategic priorities of the
organization with its objectives is very important, if not crucial. Employees are seeking
tactics that align with the latest technology trends, improve the skills and capabilities of
workers, and encourage the larger society community participation. Pub-sec leaders will
have to ensure that their long-term objectives tune with the organization’s mission
vision and values, and also be appraisers of the progress gained towards these goals.
Employee development (i.e., HRD) ought to be a major focus of leaders for improving
the org-cult and effectiveness of the business. Personnel exhibit greater trust in firms
that make social investments in training and mentoring programs, and employment

advancement measures. Pub-sec leaders should conduct staff development and
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resources allocation to focus primarily on continuous learning and skill development, as
well as on their professional growth.

Also, regular monitoring and observation make the culture program evaluation
and success assessment mechanism achieve its purpose. The surveyed participants
pinpoint that the measurement systems and KPIs provide a way to assess progress
toward the pre-defined organizational goals. Consequently, officials in the pub-sec
should use systematic monitoring and assessment programs for the purpose of
measuring their initiatives’ effectiveness and focus on the areas that require further
development. Public administration and political leaders in the IKR should be using the
findings of this study to develop strategies aimed at curtailing culture and performance
at their organizations. By emphasizing participative leadership, establishing open
communication, embracing inclusion and diversity, concurring strategic priorities,
investing in employees’ development, and implementing powerful oversight and
evaluation mechanisms, leaders can build a culture of this organization which enhances
performance and establishes the achievement of sustainability.

Conclusions to sector 4

This chapter has unpacked the empirical findings arising from this research
pertaining to org-cult and org-per dimensions in relation to the selected theoretical
frameworks in the literature, and has summarized and contrasted pub-sec-org scenarios
in the IKR with the prevailing mores in Ukraine. It synthesized the findings of this
research and situated the outcomes of this study in relation to their contribution to
empirical literature, and their consistency and points of divergence with previous studies
and other leadership contexts. All in all, while IKR and Ukraine strive to improve
governance and transparency, the different cultural contexts require customized
pathways to organizational development and improvement. When the cultural
differences are recognized and handled the org-per of both regions will be improved and

intercultural cooperation can be promoted more successfully.
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CHAPTER S
CONCLUSIONS

5.1. Main Outcomes

An interesting characteristic is observed when reviewing the results of this
research concerning org-cult and its usefulness in the public part of IKR.
Multidimensional analysis which comprises of dom-chars, org-lead, employee
management, organizational cohesion, strat-emphs and measures of success showed the
complex dynamics within the org-cult, with PST-T of various dimensions. For dom-
chars there was no significant difference (p = 0.082), meaning that employees think that
present major characteristics of org-cult are very close to their preferences. This
resonates with Edgar Schein’s (1990) cultural model, which reflects the commonness of
viewpoints to display facets of culture while considering possible differences at a more
profound level of thoughts and beliefs. The preferred mean viewpoint was higher than
the current perception, demonstrating a desire for nurturing, mentoring or a facilitating
lead-styl. This is in line with established leadership theories such as Bass and Riggio’s
(2006) propositions on transformational leadership, which focuses more on mentoring
and empowering people for a positive org-cult.

In terms of managing employees, the findings using the PST-T showed no
significant difference (p = 0.522) which means that there is a minimal distinction
between the preferred approach and actual lead-styl used by this manager. This is in
line with theories on man-styl as proposed by Luthans et al. (1988), which suggests that
there would be acceptance of management practices at the employee level.

In relation to org-glue, an indicator of cohesiveness and collaboration, no
significant variations were found (t-value = 0.074). The slight mean difference suggests
that employees believe there is little variation in these aspects of organizational culture.
Social identity theory This interpretation is supported by the fact that people are in need
of shared identity and belongingness (Tajfel & Turner, 1979).

The dimension of strat-emphs revealed no statistically significant difference
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(p=0.816) and evidenced a very tangled correspondence between employees’
perceptions of current strategic orientation and their favored one. This complexity fits
as well with Wernerfelt’s (1984) resource-based theory, which focuses on a balance
between the current strategic orientation and how employees want to focus.

In the dimension of the success-crit, there was a highly significant difference (p =
0.014). A negative mean difference corresponds to a bias towards criteria which focus
on human development, team spirit, and employee commitment. 8§ This dimension
represents diverse organizational theories pertaining to HRD Human Resource
Development, teams Belbin (1981), and organizational achievement.

The limitations faced during this research highlight the importance of further
improvement in research methodologies perpetually. Although we aimed for high
methodological standards, the constant transformation of leadership studies requires
lifelong diligence in improving research approaches, as discussed in detail in section
6.3. Nevertheless, the emergent results support the observations made highlighting the
complicated character of org-cult in the pub-sec of IKR. There are subtle differences on
some dimensions among employees and a gap between current perception and
preferred view in the case of others. Such insights contribute to a detailed understanding
of the effectiveness of org-cult in this particular setting, thus providing valuable
information for organizational leaders who seek to improve workplace culture and

employee satisfaction.

5.2. Evolving Leadership Paradigms: Navigating the IKR Landscape

Synthesizing literature and finding emerging trends explains how paradigms have
been changing within this peculiar social-political territory. The intellectual fabric we
draw upon is not just from the theoretical frameworks, considerations of methodologies
field and on how each of the members lives their life in an organization. The reviewed
literature underscores the continuing relevance of many canonical paradigms, and
alludes to recent studies and emerging theories. The journey into the conceptual aspect

began with the pioneering work by Cameron and Quinn (2011), helping understand how
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multidimensional aspects are related to org-cult, augmented by more recent insights into
transformational leadership efficacy across different cultures at the current juncture,
especially with relevance to the IKR (Budur, 2020; Budur & Demir, 2019).

The demand for an exploration that is more nuanced also resonated broadened our
literature review to encompass much more recent studies or theories which we had not
previously considered added all sorts of depths to our theoretical framework. This
positioned our research at the forefront of changing terrain regarding org-cult,
leadership dynamics and employee preferences to have our contributions relevant in
wife scholarly discourses. The section on the methodology elaborated on the study
design model, and how we will collect and use this data, and justified the decisions
made, with awareness of inherent limitations. The consciousness of embracing Schein’s
cultural model as the guiding compass was a conscious decision, and it indeed made our
methodology conform to an already established theoretical perspective.

This multidimensional analysis, as a unique characteristic of the framework,
covered not only org-cult dynamics revealing layers to understand intricate interactions
between dom-chars, organizations’ leadership, and HRD people management elements,
which collectively underpin organizations’ strategic success. Statistical and qualitative
insights in the framework of our investigation enabled salient voices to surface, which
provided a comprehensive insight into the cultural currents that had been developing
beneath in the IKR’s pub-sec. However, like any other academic effort there are grey
clouds looming over the narrative. Acknowledging these limitations does not
demonstrate any sign of weakness but serves as an indication that the topic is a
complicated one. The framework while strong opens the door for future researchers to
refine and innovate, allowing them a part in the continual development of research
practices within leadership studies.

The discussion section functioned as a type of furnace where the glow of
theoretical rumination melded with empirical truth. After the research, the practical
implications of our findings for organizational leaders became apparent and went

beyond academic borders into real significance. The mosaic of leadership practices and
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employee preferences painted in this section can be used as a canvas by organizational
leaders to formulate strategies that tap into the aspirations of their workforce. The
narrative picked up pace, illuminating a path of enlightenment for Kurdistan to delve
into still uncharted territories of leadership studies. In the final act, our academic
odyssey takes place against a background of dynamic interaction between theory and
practice; limitations and potentials.

In summary, this research explores the complex terrain of org-cult and leadership
in the pub-sec’s IKR. By integrating a thorough investigation that includes not only
theoretical underpinnings but also methodological considerations and empirical results
of the research as well, this particular study seeks to provide valuable perspectives on
leadership dynamics in view of this specific background. Practical suggestions based on
our research findings have been flagged for consideration by leaders in the IKR,
complemented by insights gleaned from other studies within the field. Based on
transformational leadership theories propounded by Bass and Riggio (2006), insights
are coupled with a subtle acceptance of management practices as suggested by Luthans
et al. (1988), to proffer recommendations that provide an in-depth, delicate guideline for
organizational leaders whose aim is gaining deep cultural understanding while working
towards bridging cultural gaps.

However, the range of our recommendations is wider than the limits set by
current studies pointing out where to go forward with research activities. Although this
synthesis of current studies provides a foundation, the call for continuous discernment
highlights an immense territory remaining to be explored. Future researchers are
recommended to further build on these results, adding a new chapter to the emerging
story of leadership in the IKR. With this research coming to an end, the conclusion is
able to provide a sort of synoptic convergence between theory, methodology and
empirical pieces of evidence. Understanding the way org-cult dynamics work in the
IKR bears not only regional implications but may also be productively complemented
by wider theories and practices observed within leadership studies.

In view of the limitations faced during this whole journey, it is not that they act as
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barriers but rather guides to further inquiries. The conclusion serves as a neutral ground
where the results produced contribute not only to academic discussion but also have
implications for organization leaders. Here, in this last reflection of the study, we can
highlight the rigor of inquiry, and constant transformation of knowledge within the
dynamic panorama of leadership studies, and offer this humble contribution to enable an
improved understanding of org-cul in the IKR pub-sec, presenting a microcosm that can
represent greater insights into how the complicated symphony of leadership plays out on

an international world scale.

5.3. Limitations

The findings of the study have potential factors outside its confines that may also
influence how employees saw things during data collection. Future research might have
investigated these external factors such as economic, political or organizational changes
that could be influencing employee’s opinions. Understanding the limitations,
organizational leaders in the IKR’s pub-sec should interpret these findings with a sense
of context. Being aware of the specific context and possible biases enables leaders to
custom-fit interventions and strategies depending on their organizations’ unique
characteristics. Although this study provides insightful information, there are important
limitations that need to be identified in order to have a balanced perspective of the
research environment. Moreover, looking at possible future research directions makes
the study a scholarly contribution.

Context-Specific Nature: One potential limitation of the study is its focus on
IKR’s pub-sec, and the inherent exclusion of other sectors or regions. It is also
important to remember that the study cannot be interpreted and applied accurately
without recognizing its context-specificity.

Cross-Sectional Design: The utilization of a cross-sectional design limits
potential inquiry into causality and trends over time. Longitudinal designs that would be
implemented in future research may offer deeper insights into the dynamism of org-cult.

Self-Reporting Bias: The use of self-reported data means there is the possibility
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of response bias where respondents may give responses they feel to be socially
preferred. However, future studies that combined self-report measures with

observational or objective data would thus be more robust.

5.4. Recommendations

5.4.1. For Organizations

The detailed analysis of the dominant org-cult in pub-sec-orgs within the IKR
was achieved from surveys, interviews, and the OCAI. The results provided a general
description of the prevailing culture and could be used to delve deeper into its various
aspects and characteristic features. The analysis of employees’ preferred state of org-
cult was also handled adequately. Comparing their current and preferred state in the
study enabled illuminating areas where employees selected prefer change or
improvement in cultural attributes. This is an accomplishment that can be associated
with the objective of identifying challenging circles and directing the org-cult in
meeting the employees’ requirements. Finally, the study was able to meet both goals as
it sufficiently interrogates existing and preferred organizational cultures within IKR’s
pub-sec-orgs. However, there are aspects which still could be improved in further
research.

The wvast disparity observed in org-lead shows that leadership development
programs based on cultural sensitivity are necessary. Having been inspired by the
theories of transformative leadership (Bass & Riggio, 2006), leaders should pay
attention to mentorship, empowerment and facilitation practices; these should be
matched with traditional values as well as expectations that have already established
themselves in the IKR. If the leaders are trained in relation to cultural nuances and how
they can incorporate them into their work, then these will help them further on
motivating guiding empowering their teams.

Furthermore, findings from research on the effects of leadership in different
cultural settings (Budur, 2020) point to necessary adaptations that synchronize with the

multicultural nature and values found within the workforce. Adapting lead-styls to
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encompass both individual and collective goals can make org-lead more harmonious,
and culturally mindful.

Leadership development initiatives should not limit themselves to global theories
of leadership, and they should include elements that are relevant locally and address the
peculiarities in Kurdistan’s culture, expectations from leaders and their interactions.
Despite the statistical analysis showing a slight difference in relation to employee
management, qualitative approaches can tell which way to adapt managerial techniques.
By bringing some concepts of the theories related to managing style into organizational
practices, it becomes possible for people in an organization or a whole society. School
leaders should consider holding workshops or training sessions where subordinates may
openly discuss management practices and offer feedback suggestions.

Participative management and engaging employees in decision-making processes
correspond to the values of mutual respect and cooperation characteristic of Kurdistan’s
culture. This approach seeks to eliminate the tiny gap that was noted in the employment
management dimension by developing an org-cult where management practices follow
what is suitable for employees and their cultural perception. For instance, the work done
on leadership effects of CSR among employees indicates that ethical leaders
significantly influence employee perceptions about social responsibility in an
organization. Adapting the principles of ethical leadership into management training can
help create a more ethically aware and culturally sensitive organizational environment.
These primary recommendations point out the necessity of specific-purpose
interventions in leadership development and management practices; taking advantage of
world theories about leadership, but also using local cultural etiquette. Further
dimensions are given in the next parts of the recommendations which it give a detailed
guide to fostering a culturally accountable environment within IKR’s pub-sec.

5.4.2. Further Research

5.4.2.1. General Recommendations

In terms of the presented multidimensional analysis, for the org-glue dimension,

subtle differences were discerned among employee perceptions. By applying findings
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from prior research on org-cult, lead-styls required for people with different
backgrounds and preferences could be discovered as a source to help adjust and
strengthen the IKR pub-sec glue. The studies of Earley and Ang (2003), as well as
Livermore (2019), highlight the fact that CQ plays a vital role when navigating org-
cults. The incorporation of CQ frameworks into leadership training programs will
improve the capacity of leaders to understand and deal with cross-cultural nuances in
this region. Further studies may look more closely into the unique cultural niceties in
the environment of the pub-sec within IKR and provide solutions that will help develop
stronger organizational bonds for these leaders.

As Budur (2020) noted, the transformational influence of leadership aligns with
the relevance of a nurturing facilitating attitude which can be assumed by an org-glue
dimension. Specific TP that had been proven to be effective in completely different
cultural contexts can come out as an auxiliary source for organizational leaders.
Subsequent studies can examine the complex use of transformational leadership in the
IKR pub-sec, illuminating culturally conscious guidelines for leadership. Several studies
have brought to the fore communication as one of the crucial components of organic
glue. 20 of Budur takes into consideration the cultural impact on transformational
leadership and connects it with the necessity to build individual approaches to
communicating. A potential area for further studies is related to communication
preferences in the IKR environment, investigating how language and non-verbal cues
are used along with digital tools as a means of creating shared organizational identity.

5.4.2.2. Specific Research Avenues

Comparative Studies: Comparative studies across different sectors or regions
within Iraq may clarify the preferences in org-cult. Considering the impact of cultural,
economic or political influences on those expectations in an employee would enhance a
more sophisticated view.

Intervention Studies: Research in the future could explore the effectiveness of
particular interventions designed to close identified gaps between current and

aspirational culture dimensions within an organization. Installation and assessment of
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interventions would offer results that management leaders could use to inform their
choices.

Longitudinal Investigations: A longitudinal approach to research would allow
researchers the capability of observing changes in employee preferences and org-cult
over time. This could unveil trends, patterns and effects of internal and external forces.

Exploring Team Dynamics in Diverse Settings: Belbin (1981) discussed how
team roles serve as a framework to foster understanding of, and maximize the dynamics
within, any given team. Studying the distinct team roles and relationships within the
IKR pub-sec might provide useful strategies for managers. Identifying and accessing the
strengths of various teams within an organization enables better collaboration, leading
to a cohesive workplace.

Improving Research Methodologies: Valuable conclusions can be drawn from
existing studies, but improving research methodologies is critical ongoing. Future
studies in the IKR pub-sec could consider:

Longitudinal Studies: Performing longitudinal research to detect the changes in
org-cult and employees’ likes during different periods.

Mixed-Methods Approaches: The use of qualitative methods to supplement
quantitative results in order to give a more detailed picture as to what is going on within
the organizational dynamics.

Inclusive Sample Selection: Ensure samples are diverse and representative of
various roles levels cultures within the sector.

From our perspective and as we view the methodologies used in conducting this
research on transformational leadership within the IKR pub-sec, there are great insights
from which to inform enhancements for subsequent research. Research methodologies
should constantly be improved to enhance scholarly knowledge and make sure that
findings are five-proof. Let’s dive into detail in the specific areas that can be improved.

Diversifying Sampling Strategies: In this study, we used a particular sampling
method that not only helped us find out the necessary information; but it probably could

be diversified in further research. Using a larger and more diverse sampling method that

19



includes various pub-sec-orgs, and management positions held by individuals in them
with different demographic characteristics would allow the generation of more
generalizable conclusions. This would allow researchers to cast a wider net of
experiences and perceptions within the IKR pub-sec.

Incorporating Longitudinal Designs: A longitudinal design might provide a
more subtle understanding of how transformational leadership interacts with org-cult
over time. While our cross-sectional study gives us a snapshot, the results of the
changes in leadership practices and cultural shifts could be better traced by using a
longitudinal approach. This temporal dimension may reveal causal patterns and enhance
the overall story of an organization’s growth.

Exploring Mixed-Methods Approaches: Though our research mainly used
quantitative methods, future studies can take advantage of sites using mixed-methods
approaches. The incorporation of qualitative insights through interviews, focus group
discussions or in open-ended survey questions can enrich a better understanding of the
complex mixing between leadership practices and org-cult dynamics. This should
enable a much more holistic approach which affords far wider insights than mere
statistical correlations.

Considering Contextual Factors: As a result, the focus of our study was on
transformational leadership in the IKR pub-sec and this suggests that further studies
narrow their scope to consider such contextual factors as might impact the dynamics
within transformational leadership. By accounting for outside influences like politics,
economies and cultural changes might provide a much richer understanding of the
effectiveness of leadership. Such nuances in context would sharpen the usefulness of
research findings to real-world organizational situations by acknowledging and
accounting for them.

Enhancing Reliability and Validity Measures: Even though we used strict steps
to ensure the reliability and validity of our research instruments, there is always room
for further refinement. Additional validation techniques should be examined in future

studies, pilot studies with diverse samples can pertain to it and statistical analyses
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conducted on the research instruments should also move forward as a strong tool.
Credible research results are associated with rigorous validation processes.

The outcomes of the study can be utilized by organizational leaders to develop
strategic initiatives that relate more closely to employee preferences in order for
organizational cultural alignment. Ethical leadership, nurturing styles and understanding
that people’s preferences could change over time poise leaders to develop flexible org-
cults. In summation, acknowledging the study’s limitations and considering further
research avenues deepens the academic debate on org-cult in the IKR pub-sec. Through
this exploration, our findings can guide further academic inquiries as well a variety of
practical initiatives and enable a deeper understanding of the multifaceted interplay

between company dynamics on one hand and employee needs at large.

Conclusions to section 5

This concluding chapter has reiterated the main outcomes arising from this
research, and highlighted the pertinence of the findings to emerging leadership
paradigms with regard to the particular context of the IKR. It has acknowledged the
limitations this study, and identified numerous recommendations for practitioners and
researchers. Our recommendations for future directions of research into
transformational leadership in the IKR pub-sec are based on the integration and
interpretation of previous studies, as well as what we found ourselves during our own
study. Collectively, the use of diversified sampling strategies, incorporation of
longitudinal designs, exploration of mixed-methods approaches, and paying attention to
contextual factors, go hand-in-hand with increased reliability and validity measures as a
holistic framework for adding an advanced knowledge base in this area.

By examining covariance, it is suggested that one primary recommendation to
capture the detailed differences in the IKR’s pub-sec-orgs would be the diversified
selection of sampling strategies. A wider and more diverse sample, covering all
organizational levels including sectors as well as different demographic dimensions is a

solution that offers participant data which should be of interest to future researchers.
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One of the suggestions is that organizational dynamics play out over time, thus adopting
longitudinal designs may be particularly efficacious. Scientists tracking the process of
transformational leadership and its effect on org-cult can uncover some dynamic
patterns, and causal relationships which might escape research using cross-section
methodology.

The appeal for considering mixed-methods approaches is an embodiment of the
heightened recognition that there is a need to have both quantitative and qualitative
insights. Future research may incorporate numerical data with rich qualitative narratives
to present a broader, more comprehensive picture of the complex dynamics between
structured leadership practices in an organization and culture. Contextual considerations
appear to be a persistent theme, underscoring the need for accounting for other side
spheres that affect leadership relationships. Research is encouraged to be explored by
researchers as these contextual nuances greatly affect leadership effectiveness in the
fields of politics, economy and culture.

The suggestion that reliability and validity can be increased reflects the value of
strong research methodology. While we used strict validation methods, science is ever
growing and advancing; therefore, there is always a need for further improvement of
methodology. Future researchers should delve into novel validations to strengthen their
instruments’ degree of reliability. Reflecting again on the inward of what we have
researched about transformational leadership pertaining to IKR’s pub-sec, these
recommendations take practical relevance. Using the insights and limitations that we
identified in our study, there is now a platform upon which further studies can be built.
Future research in this regard may use the improved methods suggested above to
enhance our understanding of how leadership dynamics, and org-cult are
interconnected. It is hoped that the insights presented in this research can be useful to
help facilitate increased cooperation between the IKR and Ukraine, and contribute to the
general socio-economic development and public service improvement for life in these

two conflict-ravaged societies.
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GENERAL CONCLUSIONS

In the dissertation research, an essential scientific task has been resolved, which
consists in the theoretical substantiation and practical analysis of the impact of
organizational culture on administrative efficiency in public sector organizations. The
obtained results fill a scientific gap in studying cultural aspects within the context of
regional public administration and hold significant practical importance for enhancing
organizational performance.

Dominant Organizational Cultures in the Public Sector The conducted research
identified the dominant organizational cultures in public sector organizations in the Iraqi
Kurdistan Region. It was found that clan and hierarchical cultures are the most
prevalent; however, employees expressed a preference for more innovative and flexible
forms such as adhocracy and market culture. Through a comprehensive scientific study,
dominant organizational cultures in the public sector of Iraqi Kurdistan were identified
and analyzed, considering their main characteristics, such as hierarchy, collegiality,
innovativeness, and market principles. The findings highlight the predominance of clan
and hierarchical cultures in the region, while employees demonstrated greater interest in
transitioning to innovative and flexible organizational cultures, specifically to adhocracy
and market culture.

Organizational culture is understood as a system of values, norms, beliefs, and
practices that define interactions between employees and leadership within an
organization. This definition includes both tangible and intangible aspects,
encompassing behaviors, rules, and traditions formed through collaborative activities.
Types of organizational cultures can be categorized into several key types: clan culture,
which focuses on cooperation and relationships; hierarchical culture, oriented toward
structure and control; adhocracy, which encourages innovation and adaptability; and
market culture, concentrated on achievements and outcomes.

This approach underscores the necessity for transformations in the organizational

environment to create conditions for improving management efficiency and meeting

19



employee expectations.

Impact of Organizational Cultures on Performance The results demonstrate a
significant impact of dominant organizational cultures on the efficiency of public
administration. Specifically, cultures oriented toward cooperation and development
positively influence employee motivation and the quality of service delivery. It was
determined that the dominant organizational cultures in the public sector of Iraqi
Kurdistan are the clan (45%) and hierarchical (35%) cultures, collectively comprising
80% of the organizational environment. However, the research established that
employees prefer more flexible and innovative models, such as adhocracy (32%) and
market culture (23%).

Quantitative analysis further revealed that organizations with a dominant clan
culture reported a 20% higher level of employee satisfaction compared to those with a
hierarchical culture; however, these figures remain lower than in organizations with
adhocracy or market culture. Furthermore, the adapted Organizational Culture
Assessment Instrument (OCAI) identified substantial gaps between the current and
desired states of organizational culture, with 68% of surveyed organizations indicating a
need for cultural transformation.

The research confirmed that organizations with more flexible types of cultures
(adhocracy) demonstrated 15% better administrative efficiency, including improved
decision-making quality and employee motivation levels. On average, organizations
with market culture achieved 10% higher efficiency rates in public service delivery.

Thus, not only has the influence of dominant cultures on the efficiency of public
administration been confirmed, but these aspects have also been quantitatively
evaluated, enabling the development of specific recommendations for enhancing
organizational cultures in alignment with the desired state.

Leadership Styles and Cultural Alignment The analysis of the relationship
between leadership styles and organizational culture demonstrated that leadership styles
fostering teamwork contribute to creating a positive working environment and

efficiency. The relationship between various leadership styles and dominant
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organizational culture in public sector organizations was analyzed. The research
demonstrated that a democratic leadership style, oriented toward fostering teamwork, is
most compatible with a clan culture, increasing employee motivation by 25% and
improving overall management efficiency by 18%. Meanwhile, an authoritarian
leadership style was primarily associated with hierarchical culture, though its impact on
productivity was less positive due to limited flexibility and adaptability.

Quantitative analysis confirmed that 62% of surveyed organizations experienced
a mismatch between leadership style and dominant culture, leading to decreased
employee satisfaction and decision-making efficiency. For example, in cases where
innovative leadership styles (e.g., transformational) were applied in the context of
traditional hierarchical culture, productivity decreased by 10% due to conflicts in
adapting to new approaches.

Thus, not only was the relationship between leadership styles and organizational
culture analyzed, but specific mechanisms for their alignment were also identified to
improve organizational efficiency. The proposed recommendations focus on adapting
leadership styles to align with dominant cultures, reducing the gap between the current
state and desired outcomes in public sector organizations' management.

Employee Attitudes towards Organizational Culture Employee attitudes toward
the existing organizational culture reveal a significant gap between the current and
desired cultural states. This underscores the need for changes aimed at improving
employee satisfaction. An analysis of employee attitudes toward the existing
organizational culture allowed the identification of a significant mismatch between the
current state and the desired culture. A survey conducted among employees of the
public sector in the Iraqi Kurdistan Region revealed that 70% of employees perceive a
misalignment between the organization’s current cultural values and their expectations.
In 65% of cases, this misalignment negatively affected employee satisfaction, reducing
their motivation and task performance.

The research demonstrated that employees prefer cultures characterized by

support, flexibility, and innovation, such as adhocracy and market culture. Meanwhile,
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cultures with excessive hierarchy were associated with low employee satisfaction in
58% of cases. The findings confirm the necessity to transform the current cultural
environment by implementing desired cultural changes that enhance employee
satisfaction and their contribution to achieving organizational goals.

Assessment via Organizational Culture Assessment Instrument (OCAI) The
adapted Organizational Culture Assessment Instrument (OCAI) was successfully
applied to evaluate cultural aspects within the region's context. Key deficiencies of
existing approaches and opportunities for improvement were identified. The OCAI was
adapted and successfully implemented to assess organizational culture in the public
sector organizations of the Iraqi Kurdistan Region. The adaptation considered the
specific regional socio-political context, ensuring greater accuracy and relevance of the
obtained results. According to the analysis, 58% of organizations demonstrate a
predominance of hierarchical culture, while clan culture represents 35% of the
organizational environment.

The use of the OCAI enabled the identification of significant discrepancies
between the current cultural state and the desired state. In 72% of the surveyed
organizations, a considerable gap was recorded, affecting employee satisfaction levels
and management efficiency. The main shortcomings of the current approaches include
insufficient flexibility and limited potential for innovation, which are typical of
hierarchical cultures.

The research identified opportunities for improvement, such as a gradual
transition to more innovative and flexible models, particularly adhocracy and market
culture. The results have practical significance, providing organizational leaders with
specific tools and strategies to transform the organizational environment for enhanced
management efficiency and employee satisfaction.

Recommendations for Enhancing Organizational Culture Based on the research
conducted, recommendations have been developed to improve organizational culture,
particularly through the implementation of more innovative management approaches,

which will contribute to increasing efficiency in the public sector of the Iraqi Kurdistan
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Region. Detailed recommendations for enhancing organizational culture in public sector
organizations of the Iraqi Kurdistan Region have been developed. Using the adapted
OCAI and a mixed approach to analysis, considering dominant cultural types and
desired changes, a range of practical measures has been proposed. Specifically, the
recommendations include the introduction of innovative management approaches to
foster a more flexible and adaptive organizational culture.

Quantitative analysis confirmed that 68% of organizations require cultural
environment transformation, particularly transitioning from hierarchical to adhocratic
and market cultures. The proposed strategies include increasing employee involvement
in decision-making, developing innovative skills among leaders, and creating
mechanisms to foster adaptation to change.

The recommendations also emphasize the importance of strengthening a culture
of collaboration and teamwork, which can enhance employee motivation and improve
overall management efficiency. Additionally, to minimize the gap between the current
and desired cultural states, regular application of cultural assessment tools such as
OCALI is suggested for monitoring changes and ensuring the alignment of organizational
culture with strategic goals.

Scientific Contributions Firstly, a new conceptual model for adapting the
Organizational Culture Assessment Instrument (OCAI) to the specific conditions of the
regional context of Iraqi Kurdistan has been developed and adapted. The adaptation
takes into account the region's unique social, political, and cultural dynamics, enabling a
more precise and relevant assessment of organizational culture in public sector
organizations.

Secondly, a classification of dominant types of organizational cultures, including
hierarchical, clan, adhocratic, and market cultures, has been conducted, accompanied by
a detailed analysis of their impact on administrative efficiency. It was found that
hierarchical culture predominates in 58% of organizations, while clan culture accounts
for 35%, collectively defining the characteristics of the regional organizational

environment.
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Thirdly, the research identified gaps between current and desired cultural states
observed in 72% of organizations. Based on the obtained data, recommendations were
proposed for aligning cultural models with desired outcomes, including increased
flexibility and innovativeness of the organizational environment.

The study has contributed to both the theory and practice of organizational
research, particularly through the integration of qualitative and quantitative methods.
The findings hold significant scientific and practical value, as they expand existing
knowledge on the impact of organizational culture while providing policymakers and

managers with effective tools to improve public sector performance in Iraqi Kurdistan.
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