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 Enhancement of organizational culture in higher education institutions is very important 

and at the same time, achieving it requires suitable planning and management. Today, it 

has been approved that enhancement of organizational culture has a direct effect on 
enhanced quality of educational services. Therefore, the aim of the present study was 

pathology of the current culture and identification of the optimal culture for the units 

under study in universalities at Esfahan and Chahar Mahal and Bakhtiari province.  It 
was conducted using descriptive-field method. The statistical population under study 

included all employees of Islamic Azad Universalities at 4th zone in 2014. To this end, 

two-hundred seventy two persons were selected using two-phase stratified random 
sampling method. Cameron and Queen's standard questionnaire [2] was used for 

evaluation of organizational culture in universities. Data were evaluated using 

descriptive indexes and the hypotheses were tested by means of cultural profiles. The 
results revealed that all hypotheses regarding that there is a difference between the 

current culture and optimal culture were confirmed and there is difference among the 

universities in terms of dominance of four kinds of culture[2].     
 

 
© 2014 AENSI Publisher All rights reserved. 

To Cite This Article: Sayyed Mohammad Reza Davoodi, Mahbobeh Askari and Ahmad Azin., Evaluation of Organizational Culture in 

Islamic Azad University Units (Case Study: Esfahan and Chahar Mahal and Bakhtiari Province). Adv. Environ. Biol., 8(22), 341-345, 2014 

 

INTRODUCTION 
 

 Understanding organizational culture as an absolute necessity is one of the main priorities in the activities 

of any manager in organizations. The importance of this cultural understanding is evident because the sound and 

correct recognition of organizational culture and its characteristics enables the managers to organize the short-

term, middle-term, and long-term plans and respond to the competitive environment [4]. This is why the present 

study aimed to investigate the effect of demographic variables on the organizational culture of the fourth region 

branches of Islamic Azad University.  

 

Review of literature:  

 Organizational culture is the core of shared assumptions, values, and opinions of the organizational 

members which dictates the methods and action in terms of organizational problems and opportunities. Indeed, 

organizational culture determines what is important for organization. It can be said that organizational culture is 

like the DNA of an organization. Although organizational culture is not visible with naked eyes, it influences all 

the events in workplace [5]. 

 Schein describes organizational culture through leadership, but Deal and Kennedy focus on the risks. On 

the other hand, Harrison concentrates on the depth of outlook and formalization in the organization. As there are 

different methods for studying culture, its relationship with other organizational factors can be formed 

differently. In this respect, Weik indicates that organizational culture 

 and strategy overlap each other. But Hofstede studies culture as strategy, structure, and control (Pefsiter, 

2009). However, Cameron and Cubin [2] define organizational culture in four dimensions including family 

culture, adhocracy, market, and bureaucracy.Broadly speaking, organizational culture is a set of norms, 

opinions, beliefs, values, and traditions whose roots can be found in the history of organization and cannot be 
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challenged in the face of changes and evolutions. Also organizational culture creates a tension in changing 

workplace culture which enables employees and managers to support organizational culture as a fixed construct.  

 Based on the above-mentioned discussion, it seems that most of the Iranian organizations, especially those 

which have historical roots, have different organizational cultures compared with the current modern managerial 

systems. There are several models for studying the feasibility of culture change and most of them believe that 

senior management can change organizational culture in the particular conditions and through effective 

resources. According to many authors, changing organizational culture might affect many organizational 

infrastructures. In addition, it is hard to discuss culture change apart from its effects on the strategy, structure, 

reward systems, and control. As a result, changing organizational culture requires systematic efforts and 

theparticipation and commitment of all organizational members  [1].  So, it is necessary to investigate the effects 

of demographic variables on the organizational culture. 

 1-Thisarticleisabout theResearchProject, whichwasfunded by theDehaghan Branch, Islamic Azad 

University. 

 

Hypotheses development:  

1. The employee gender affects the organizational culture significantly.  

2. The employee age affects organizational culture significantly.  

3. The employee education affects organizational culture significantly.  

4. The employee job experiences affect organizational culture significantly.  

 

Research methodology:  

 Based on the purpose of this study which is “investigating the effect of demographic variables on the 

organizational culture”, it can be said that the present study is practical in purpose and is descriptive-survey 

from the research methodology perspective. The statistical population of this study consists of all the employees 

of the fourth branches of Islamic Azad University. The population consists of 941 members. The sample 

members were selected through a two-step culture sampling. In culture sampling, the researcher selects his/her 

analysis unit through passing several steps. So, the author should select sample members through simple random 

sampling or clarified sampling methods in different steps. Because this method is done in different steps and 

levels and also analysis unit is selected in final step, it is known as multi-step culture sampling [3]. The sample 

size was determined through Cochran sampling table. Based on this table, a sample containing 272 individuals 

is appropriate for our aim. In order to collect the research data, 272 questionnaires were distributed among the 

respondents and 244 of them were filled completely and were used in the final analysis.  

 

Findings: 

 Demographic variables are mediating factors which can influence the main variables of research and make 

findings clearer.  For this purpose, the Levene test (test of variances similarity) and the test of analysis of 

variance (ANOVA) were employed for investigating the relationship between demographic variables (age, 

gender, education, organizational position, and job experiences) and the main variables (organizational culture).  

 

The results of the relationship between gender and organizational culture:  

  In order to test relationship between gender and organizational culture, the following hypotheses were 

developed.  

H0: there is not any significant relationship between employee gender and organizational culture.   

H1: there is a significant relationship between employee gender and organizational culture. 

 The hypotheses of other parts of study can be developed as above. The results of this hypothesis are 

indicated in table 1.  

 
Table 1: the results of first hypothesis. 

Variable Group N Mean 
t-test for Equality of Mean Levene’s Test 

Upper Lower sig F sig 

P
re

fe
rr

ed
 

Clan Culture 
Male 190 30/05 2/19 -3/64 0.627 0/001 0/980 

Female 54 30/77 2/11 -3/55 0/614   

Adhocracy Culture 
Male 190 25/99 2/69 -1/28 0/484 14/653 0/000 

Female 54 25/29 2/25 -0/836 0/366   

Market Culture 
Male 190 22/76 1/30 -2/23 0/606 0/363 0/547 

Female 54 23/22 1/20 -2/13 0/582   

Hierarchy Culture 
Male 190 21/18 2/72 -1/97 0/754 0/275 0/601 

Female 54 20/81 2/61 -1/86 0/741   

 

 The results of Levene test revealed that variations of all of variables (except adhocracy culture) are equal in 

terms of gender. In the second step, average of these variables should be compared in terms of gender. Because 
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significance level of adhocracy culture is more than acceptable level, it can be said that there is not any 

difference between male and female employees average of adhocracy culture.  

 

The results of the relationship between age and organizational culture:  

 The results of the relationship between age and organizational culture are presented in this part of paper 

(see table 2).  

 
Table 2: the results of second hypothesis. 

Sig F Variable 

P
r
e
fe

r
re

d
 

sig F Variable 

N
o

w
 

1 0/006 Dominant Characteristics 0/49 0/851 Dominant Characteristics 
0/957 0/163 Organizational Leadership 0/99 0/056 Organizational Leadership 
0/954 0/170 Management of Employees 0/97 0/134 Management of Employees 
0/323 1/174 Organization Glue 0/426 0/968 Organization Glue 
0/724 0/516 Criteria of Success 0/331 1/157 Criteria of Success 
0/006 3/701 Strategic Emphases 0/98 0/076 Strategic Emphases 

 

 As indicated in table 2, significance levels of all variables (except strategic emphasis) are acceptable. So the 

relationship between organizational culture and age are investigated in the following section.  

 
Table 3: the results of LSD test for investigating relationship between age and organizational culture.  

Sig Mean Difference Age 
0/000 0/19083* 26-35 Less than 25 
0/000 0/17857* 36-45  

0/000 0/17857* 46-55  

0/179 0/17857 More than 56  

 

 The findings revealed that there is a significant difference between respondents with 25 years old or less 

and respondents with 26-35, 36-45, and 46-55 years old in terms of organizational culture. In other words, 

respondents with 25 years old consider strategic emphasis as an important factor. They believe that the 

organization has to pay attention to the strategic emphasis in order to achieve better results. Regarding this fact 

that youngers are more ambitious and have more risk-taking ability. Undoubtedly, considering strategic factors 

is an effective factor on the progress and success in both individual and work life. However, other groups of 

employees have not any ambitions about future and achievement in the future.  

 It should be noted that there is not any difference between employees with 25 years old or less and 

employees with 56 years old in terms of organizational culture. The main reason is that the aged employees 

recognize the importance of strategic emphasis more than the other employees. Indeed, aged employees have 

experienced different methods of business and found that strategic emphasis is a necessary factor in future 

success.  

 

The results of the relationship between education and organizational culture:  

 The results of the relationship between education and organizational culture are presented in this part of 

paper (see table 4).  

 
Table 4: the results of third hypothesis.  

Sig F Variable 

P
re

fe
rr

ed
 

sig F Variable 

N
o

w
 

0/941 0/132 Dominant Characteristics 0/733 0/428 Dominant Characteristics 

0/226 1/461 Organizational Leadership 0/999 0/008 Organizational Leadership 

0/060 2/496 Management of Employees 0/894 0/203 Management of Employees 

0/195 1/581 Organization Glue 0/035 2/925 Organization Glue 

0/298 1/233 Criteria of Success 0/756 0/396 Criteria of Success 

0/987 0/045 Strategic Emphases 0/233 1/436 Strategic Emphases 

 

 The results of this hypothesis indicated that the organization maintenance factor (as one of the components 

of education) is effective in organizational culture. The significance level of this hypothesis is acceptable. The 

results of this hypothesis are presented in 5.  

 
Table 5: the results of LSD test for investigating relationship between education and organizational culture. 

Sig Mean Difference Education 
0/054 1/0267  Diploma 

0/004 1/0871* Licentiate’s degree  

0/013 1/0709* master  
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 The results of study revealed that there is a significant relationship between the employee education and 

organizational culture. In other words, there is a significant difference between the employees with high school 

graduation degree and employees with M.Sc. and M.A. degrees in terms of organizational culture.  

 

The results of the relationship between the employee organizational position and organizational culture:  

 The results of the relationship between employee organizational position and organizational culture are 

presented in this section (see table 6).  

 
Table 6: the results of ANOVA for investigating the relationship between employee organizational position and organizational culture. 

Sig F Variable 

P
r
e
fe

r
re

d
 

sig F Variable 

N
o

w
 

0/772 0/260 Clan Culture 0/007 5/017 Clan Culture 
0/885 0/123 Adhocracy Culture 0/497 0/701 Adhocracy Culture 
0/035 3/308 Market Culture 0/250 1/396 Market Culture 
0/410 0/894 Hierarchy Culture 0/141 1/976 Hierarchy Culture 

 

 As the results of this hypothesis showed, there is a significant difference between existing and ideal family 

culture and organizational culture of university. In order to test this relationship with more detail, the LSD test 

was employed.  

 
Table 7: the results of LSD test for investigating the relationship between organizational position and existing family culture. 

Sig Mean Difference post 
0/041 -3/9414* management Expert 
0/003 -3/5302* Employee  

 

 Based on the results of table 7, there is a significant difference between the manager and employee 

positions in terms of family dominance. In other words, the expert opinion about family dominance is weaker 

than the opinions of managers and employees.  

 
Table 8: the results of LSD test for investigating the relationship between organizational position and ideal family culture. 

Sig Mean Difference post 
0/014 -3/1717* Expert Management 
0/017 -2/9829* Employee  

 

 The results of table 8 revealed that there is a significant difference between managers’ opinions with 

employees and experts’ opinion in terms of domination of the market culture. The results of coefficient column 

revealed that there is a significant difference between employees and experts in implementing market culture in 

the future. However, mangers consider domination of market in the future as a less important factor. 

Categorization of employees’ organizational positions is presented in table 9.  

 
Table 9: categorization of employees’ organizational position based on the market culture in the ideal condition. 

2 1 post 

 20/1282 Management 

23/1111  Employee 

23/3000  Expert 

 

The results of the relationship between organizational culture and job experiences: 

 The results of the relationship between organizational culture and job experiences are presented in this 

section (see table 10).  

 
Table 10: the results of the relationship between organizational culture and job experiences. 

Sig F Variable 

P
re

fe
rr

ed
 

sig F Variable 

N
o

w
 

0/842 0/352 Clan Culture 0/929 0/217 Clan Culture 

0/741 0/493 Adhocracy Culture 784/0 0/435 Adhocracy Culture 

0/939 0/198 Market Culture 0/188 1/551 Market Culture 

0/976 0/117 Hierarchy Culture 0/472 0/888 Hierarchy Culture 

 

 Based on the results of table 10, the significance level is more than its acceptable level. In other words, 

there is not any relationship between organizational culture and job experiences. 

  

Empirical suggestions:  

1. Since employees with 25 years old or less have in mind the strategic emphasis, it is suggested that the 

organizations employee new employees to achieve their goals.  
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2. Given this fact that aged employees (56 years old) have not strong beliefs about application emphasis, it is 

suggested that meanings be transmitted from the aged employees to the young employees.  

3. Since experts are members of middle level of organization and university productivity plays an important 

role in their progress, it is suggested that managers pay more attention to the employees of this level in 

dominating principles of family culture.  

4. In order to smooth opinions of managers with employees and experts in terms of market culture dominance 

in the future, it is suggested that the universities are challenging in this respect.  
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