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Abstract

The present study aimed to provide a model of organizational culture types affecting the perceived
organizational performance according to the role of organizational learning has been done. The statistical
population of this study includes the employees of the Kohgiluyeh and Boyer-Ahmad Agricultural Jihad
Organization. The present study is practical in terms of nature and purpose, in identifying the types of
organizational culture of qualitative research, and in identifying the relationships between variables in terms
of research method. The statistical population in the fuzzy Delphi method was 15 experts who were sampled
by a purposeful judgmental method. At the structural equation modeling, 220 employees were sampled by
a simple random method. In order to collect the data, questionnaires were designed in the form of a fuzzy
Delphi method and the Likert spectrum. The software used in this study is Smart PLS (version 3), SPSS
(version 25), and Excel (version 2016). With the fuzzy Delphi method, between 23 dimensions identified
from the literature, 14 were approved by experts. The results of the PLS method indicate that all hypotheses
except the effect of the adhocracy culture, development culture, and employees supporting change
according to the role of organizational learning on perceived organizational performance were confirmed.
The results showed that the leadership component has the highest effect on organizational learning
according to the role of organizational learning with a beta of %0.594.

Keywords: Organizational Culture, Perceived Organizational Performance, Organizational Learning,
Agriculture Jihad Organization

Introduction

One of the assumptions of the organization's
internal performance is that employee
capabilities improve the organization's internal
processes (Serrat et al., 2017). These
capabilities are influenced by various factors,
including organizational culture, which is
divided into different factors and aspects, each

affecting the performance index differently.
Culture helps the organization have a set of
clear, defined, and perceivable values in its
strategic orientation and purpose (Osabiya,
2015). Successful ~ organizations  are
organizations that learn and maintain their
learning. Therefore, the learning process must
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flow as a culture throughout the organization
(Warrick, 2017).

To this end, employees' daily activities and
actions should reflect the continuous learning
process. When the learning process becomes a
culture, it is expected that the capacity of the
organization will be expanded and therefore
affected by organizational performance.
Organizational learning mechanisms are the
cultural and structural aspects of the
organization that facilitate the development
and renewal of a learning organization (Chang
et al., 2015). Cultural aspects include a set of
common values, beliefs and norms, attitudes,
roles, assumptions, and behaviors that allow
real learning (Ghasemieh et al., 2020).
Organizational culture is a reference to an
organizational learning culture. It is through
the organizational culture that the learning
process develops throughout the organization.
An organizational learning culture is a form of
culture that supports the learning process and
makes the development and knowledge of
knowledge accessible (Tan, 2019)

On the other hand, research on the
consequences of organizational learning in
organizations has led to useful results in better
organizational performance. In other words,
organizational learning as one of the
consequences of effective organizational
culture can affect organizational performance
(Gochhayat et al., 2017). With a great deal of
research from a wide range of
multidisciplinary perspectives dedicated to
understanding how and why organizational
learning, organizational learning has appeared
as an important managerial framework or a set
of measures to succeed in companies (DiMilia
& Birdi, 2010). Since organizational learning
is important as a source of competitive
advantage in dealing with unstable
environments, much research has been focused
on identifying the determinants of learning (Oh
& Kuchinke, 2017; Vera & Crossan, 2004).
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However, a few studies identify the effect of
organizational culture on organizational
learning about direct or indirect effects on the
beliefs, values, and behavior of members of the
organization concerning participation in a
collective  learning  process, including
interpreting new ideas or re-interpreting
existing ideas have been done (Oh & Han,
2020). Organizational culture is an important
environmental factor in showing whether
members of the organization want to
participate in organizational learning activities.
From the perspective of social structuralism,
organizational  culture  forms  thinking
assumptions, what knowledge is valuable and
normally accepted, and the use of knowledge
(DeLong & Fahey, 2000). From a source's
point of view, since it exists because of the
unique characteristics of any organizational
culture, it is also known as a major source of
sustainable competition (Oh & Han, 2020).
Organizational culture is an important driver of
strengthening other managerial measures and
enhancing organizational performance
(Barney, 1991).

Some researchers (Nikpour, 2017; Garcia-
Fernandez et al., 2018; Kim & Chang, 2018;
Migdadi, 2019) believed that organizational
performance, directly and indirectly improves
through  organizational  learning  and
organizational culture. According to the basics
of literature and the empirical background of
past studies, a comprehensive model that
examines the types of localized organizational
culture directly and indirectly through the
variable of organizational learning on
organizational performance has not been done.
This issue is still one of the research gaps in
this field. Studying types of organizational
culture on organizational performance with the
role that organizational learning can have in
this research is also a response to this research
need.

The present study is based on the approach
presented in the Oh & Han model (2020),
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except that the study is designed by localizing
organizational culture through the qualitative
methods of the appropriate cultural model for
Kohgiluyeh and Boyer-Ahmad Agricultural
Jihad Organization. So the research questions
are, what variables does the appropriate
organizational culture model for Agricultural
Jihad Organization include? Can the types of
organizational culture identified directly and
indirectly, through the mediating role of
organizational learning, affect the perceived
organizational performance of the Kohgiluyeh
and Boyer-Ahmad  Agricultural  Jihad
Organization?

Theoretical framework

Without examining and learning about
progress and achieving goals and without
identifying the challenges facing the
organization, gaining feedback and
information on the implementation of policies,
and identifying things that require great
improvement, continuous performance
improvement will not be possible (Chiva et al.,
2007). It is not possible to achieve these goals
without measuring and evaluating them. Given
the ongoing management changes in the
Agricultural Jihad Organization and the need
to provide the same services to farmers, the use
of mechanisms and methods that improve
organizational performance is essential.
Improvement of organizational performance
requires understanding the factors affecting it.
A successful and well-performing organization
has the ability and desire to learn from mistakes
and successes. The organization's success is
determined by a strong culture that
encompasses the main values of transparency
and universality. In organizations with high
levels of organizational learning, people
continuously increase their ability to create
truly desirable results. Organizational learning
enhances the performance of groups and
individuals and the transfer of knowledge to
the  system  enhances  organizational
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performance. In addition to this applied

importance for studying organizational

performance for the statistical population

(Agricultural Jihad Organization) in terms of

research theoretical literature, the following

are significant:

e Despite much research on organizational
culture, studying culture from the
perspective of organizational learning
concerning other variables is not significant.

e Researchers have attempted to link the
learning culture and organizational learning
to the tangible results in the organization.
However, these measures are limited, and
this relationship is still one of the biggest
challenges of culture and organizational
learning studies.

e On the one hand, the empirical background
of past studies indicates ambiguity about the
mediating role of organizational learning on
organizational performance. Studying this
issue in the present study is in line with this
research gap and is important.

Over the past forty years, the concept of
organizational learning has grown and evolved
tailored to various academic perspectives, such
as management, education, sociology, political
science, and anthropology (Popova-Nowak &
Cseh, 2015). To understand how organizations
learn, this important organizational variable
has been analyzed and interpreted according to
numerous academic views (Starkey et al.,
2004). Scientists have applied individual
learning processes to organizations in the
initial attempts to interpret how to learn
companies (Argyris & Schon, 1978; Kim,
2009; Shrivastava, 1983). The main hypothesis
of this view was that organizations are also
learned through a cognitive process, such as
how individuals acquire, interpret and store
knowledge (Huber, 1991). At the same time,
from the management point of view, it was
believed that organizations could learn because
they have certain types of organizational and
managerial measures that facilitate learning,
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thereby achieving their goals (Chiva et al.,
2007; Jerez-Gomez et al., 2005; Tohidi et al.,
2012).

However, organizational culture and
organizational learning both play a vital role in
improving performance (Bontis et al., 2002); a
few studies have been done on the evaluation
of their relationships (Lopez et al., 2005) or
common effects on organizational
performance, apart from technical innovation
(Sanzwuleh et al., 2011). Some research has
shown that organizational culture has a strong
relationship with knowledge-sharing behavior
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(Sopiahand Sanda, 2011) and knowledge
management (DeLong & Fahey, 2000; Rai,
2011). Given the importance of organizational
culture and organizational learning in the
research literature, on the one hand, and
improving the organizational performance of
Agricultural Jihad Organization for the
agricultural industry as the strategic industry of
the country, on the other hand, this research is
very important for both theoretical and
practical dimension. Various research has been
examined in the issues related to the research
subject, which is mentioned in Table 1.

Table 1.
Related previous works
Results Method Subject Year Author (s)
That organizational culture effect Descriptive-  The effect of organizational culture 2021  Khademi and
on the organizational performance survey on organizational learning ability Rasuli
with role of mediator intellectual with the Mediating role of
capital. knowledge sharing.
Managers' emotional intelligence Descriptive The relationship between managers' 2020  Hosseinzadeh
and innovative  organizational emotional intelligence and et al.
culture affect the employees' innovative organizational culture on
performance. employee performance
There is a positive and significant Correlation The relationship between 2020  Ghanbari and
relationship between the variable organizational culture and job Sayebani
of organizational culture and job performance of employees with the
performance in the General mediating role of job satisfaction
Directorate of Sports and Youth.
The results obtained from the SEM Investigating  the  Relationship 2020  Harooni &
structural equation model between Organizational Culture, Razeghi
demonstrated that TQM mediated Total Quality Management and
the relationship between Performance
organizational culture and
performance, while TQM had a
significant ~ relationship ~ with
performance, and the overall power
of organizational culture left a
positive effect on performance.
Organizational culture has a Descriptive- The relationship between 2019  Pirmohamma
positive and significant survey organizational culture, total quality dzadeh et al.
relationship with total quality management, and organizational
management and organizational performance in tourism companies
performance.
Organizational innovation and Descriptive-  The effect of leadership styles and 2020  Adam et al.
organizational ~ learning  also survey organizational learning and
positively and significantly affect organizational  innovation  and
organizational performance. organizational performance
Organizational culture has a Descriptive-  The relationship between 2018  Garcia et al.
positive relationship with customer survey organizational culture,

Organizational Culture Types Model Affecting
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Results Method Subject Year Author (s)

loyalty and organizational organizational performance, and
performance. customer loyalty
The results of this study show that correlation Investigating  the Impact of 2017 Kowsari
there is a significant relationship coefficient Organizational Culture on Darush
between variables of organizational and structural Innovation with Regard to the
culture, knowledge sharing and equation Mediating Role of Knowledge
organizational innovation. modeling Sharing
There is a positive and significant Correlation The effect of organizational learning 2016  Ruth
relationship between on organizational performance Henry
organizational learning and
organizational performance.
The learning culture of Descriptive- A study of the effect of 2014  Shahzad
organizations has a positive effect survey organizational learning culture on

on employees' job performance.

employees' job performance

This research seeks to provide a model of all
kinds of organizational culture affecting the
perceived organizational performance
according to the role of organizational learning
in the Kohgiluyeh and Boyer-Ahmad
Agricultural Jihad Organization. For this,
various studies that considered the dimensions
of organizational culture have been extracted
through research. These variables have taken a
different  approach  to  organizational

Table 2.

performance by combining attention to the
cultural factor and the mediating factor of
organizational learning.  Therefore, the
assumed model based on cultural concepts and
organizational learning deals with
performance. On the one hand, it emphasizes
the place of organizational learning and the
existence of an encouraging learning culture.
The following dimensions extracted in Table 2

are presented for organizational culture.

Different aspects of organizational culture in different research

Dimension presented

Author(s)

Clan culture, adhocracy culture, market culture,
hierarchical culture

Khedhaouria et al. (2020); Knein et al. (2020); Nazarian
et al. (2017); Vijayakumar & Padma (2014); (2006); Ali
et al. (2017); Brown et al. (2021)

Leadership, teamwork, organizational climate, Srisathan et al. (2020)

employee empowerment

Innovation, consistency, adaptability, mission, Imran et al. (2021); Rajabi Farjad and Rezaei (2017);
involvement Hosseini et al. (2020); Kordnaij et al. (2014); Hadian

Nasab et al. (2018)

Development culture, group culture, rational culture,
hierarchical culture

Yang et al. (2021); Cao et al. (2015); Tortorella et al.
(2021); Ahadian Porparvin et al. (2020)

Attitude, behavior, collaboration, internal
capabilities, management, leadership, strategic
orientation (including beliefs, vision, mission, and
vision), value

Isensee et al. (2020)

Community culture, innovative culture, competitive
culture, bureaucratic culture

Ogbonna & Harri (2000)

Cooperativeness culture, innovativeness culture,
consistency culture, effectiveness culture

Akhavan et al. (2014)

Collaboration, learning and development orientation,
top management support

Islam et al. (2015)

Organizational Culture Types Model Affecting
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Dimension presented

Author(s)

Leadership approach, management of organizational
values, change-oriented performance management,
transformational leadership, employees supporting
change, knowledge and change management,
organization according to change, involvement in
work

Golban and Rizgi Shirsawar (2020)

Methodology

This study is practical in terms of the
purpose and the qualitative fuzzy Delphi phase
in terms of the data collection method and a
descriptive-survey study in the modeling phase
of structural equations. In order to collect data
about the theoretical foundations and literature,
library sources, interviews, articles, required
books, scientific information databases, and
electronic magazines were used. The field
method, with the help of questionnaires, was
used to collect data. In this study, the
Kohgiluyeh and Boyer-Ahmad Agricultural
Jihad Organization have been selected as a case
studies. In this study, the fuzzy Delphi method
was used in the first step to identify the types
of organizational culture.

Delphi and Fuzzy Delphi method

Dalkey and Helmer (1963) developed the
traditional Delphi method in a company, which
was widely used in many management areas.
Delphi examines expert opinions with three
anonymous answers, repetition and controlled
feedback, and ultimately the statistical group
response (Bui el al.,, 2020).

However, the Delphi method is still in
evolution. One of the advantages of the Delphi
method is its simplicity; because it does not
require  advanced mathematical  skills,
implementation, and analysis, it requires a
person to be aware of Delphi issues and
technology and creativity in project design
(Mohandes et al.,, 2020). Experts have always
seen this method with low convergence and
high implementation costs. Ideal organizers
may also eliminate special expert opinions.
Therefore, Mary et al. (1) presented the

Organizational Culture Types Model Affecting

concept of combining the traditional Delphi
method and fuzzy theory to eliminate the
Delphi method's ambiguity and inconsistency.
The fuzzy Delphi method uses the geometric
mean as the basis of the decision-making group
to screen inappropriate factors and avoid the
influence of end values. Also, in addition to
reducing cost and time, this method allows
decision-makers to evaluate the fuzzy
decision-making process and achieve better
results in the choice of factor (Mohandes et al.,,
2020). In the fuzzy Delphi method,
information is received from experts in written
language and analyzed in fuzzy (Liu et al.,
2012). The following criteria for selecting
experts:, Knowledge and experience on the
subject (minimum bachelor's degree and two
years of work experience in the field), Desire
and enough time to cooperate in research;
Effective communication skills.

Finally, structural equations and the third
version of the Smart PLS 2 Software are used
to measure and model the relationship between
variables. Generally, there are two approaches
to estimating the parameters of a model of
structural ~ equations, = Covariance-Based
Structural Equation Modeling (CBSEM) and
Partial Least Squares Structural Equation
Modeling (PLS-SEM). This study uses a
component-based approach. In addition, the
exploratory nature of the study model is also
compatible with PLS features.

In this study, the judgmental purposive
sampling method is used in the model
presentation section. The simple random
sampling method is used in the structural
equation modeling section.
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Table 3.
Different sampling specifications
Number
Sampling method Audience type Purpose of Type of questionnaire
samples
Judgmeptal ExpeFts 'and Conﬁrmathn and' 15 Fuzzy Delphi method
purposive specialists finalization of dimensions
. Managers and Model fitting and Modeling of structural
Random sampling employees presenting the hypothesis 220 equations method

Findings
Phasel: Identifying dimensions by fuzzy
Delphi method

During this phase, a questionnaire was
distributed among 15 experts. This
questionnaire was with the Likert spectrum
(without effect, low effect, moderate effect,
high effect, very high effect). The
questionnaire was then defined in the form of a
fuzzy triangular spectrum. In the third phase,
the comments of the experts in the
questionnaire were aggregated by the fuzzy
mean method. In the fourth phase, fuzzy
numbers were converted to definitive numbers,

Table 4.
Mean of expert views after the first survey

and finally, in the fifth phase, considering the
threshold limit (0.7), the indices below this
value were eliminated. According to the
theoretical literature on the factors affecting
the export, 26 indices were extracted from the
literature. Of these 26 factors, three factors
were not accustomed to the environment and
culture of the community in terms of
professors. Therefore, 23 factors for fuzzy
Delphi analysis and questionnaire distribution
were finalized in three phases and 15 obstacles.
In Tables 4, 5, and 6, the phases of this method
are shown.

Triangular fuzzy mean Defuzzif
Components g (L, M, U)y mean (X;I
1. Clan culture 0/32 0/53 0/73 0/37
2. Adhocracy culture 0/42 0/65 0/85 0/47
3. Hierarchical culture 0/32 0/53 0/72 0/36
4. Leadership 0/23 0/43 0/67 0/29
5. Organizational climate 0/27 0/48 0/70 0/32
6. Consistency 0/50 0/75 0/87 0/53
7. Employee empowerment 0/43 0/68 0/85 0/48
8. Development Culture 0/38 0/63 0/83 0/43
9. Mission 0/28 0/53 0/75 0/34
10. Rational culture 0/52 0/77 0/90 0/55
11. Group culture 0/30 0/52 0/73 0/35
12. Attitude 0/48 0/73 0/88 0/52
13. Internal capabilities 0/42 0/67 0/88 0/47
14. Flexibility orientation 0/48 0/73 0/88 0/52
15. Consistency culture 0/30 0/55 0/77 0/35
16. Strategic orientation 0/40 0/65 0/80 0/44
17. Management of organizational values 035 0/58 0/78 0/40
18. Knowledge and change management 0/25 0/50 0/75 0/31
19. Effectiveness culture 0/33 0/58 0/77 0/38
20. Change-oriented performance management 0/35 0/60 0/78 0/40

Organizational Culture Types Model Affecting
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Triangular fuzzy mean Defuzzify
Components (L, M, U) mean (x)
21. Cooperativeness culture 0/33 0/57 0/73 0/38
22. Employees supporting change 0/35 0/58 0/77 0/40
23. Top management support 0/38 0/63 0/82 0/43

Table 5 shows that most experts' consensus
is dedicated to clan culture and strategic
orientation, and the least consensus belongs to
the criterion of internal capabilities. According
to Cheng Lynn et al., if the difference between
the two survey phases is less than a very low
threshold limit (0.1), the survey process stops

Table 5.
Mean of expert views after the second survey

(Cheng et al., 2002). Therefore, in the second
phase of the survey, the previous comments of
each expert and the extent of their differences
with other experts were sent to the members of
the expert Group, along with a questionnaire.
Also, the differences between the first and
second phases are specified in Table 5.

Defu  The absolute value of

Triangular fuzzy

zzify the difference in the
Components mean
(L, M, U) mean first and second
(x) phases
1. Clan culture 0/33  0/55  0/73  0/37 0/01
2. Adhocracy culture 0/52 0/77 0/90  0/55 0/08
3. Hierarchical culture 0/48  0/73 095  0/54 0/18
4. Leadership 0/38  0/63  0/85 0/44 0/15
5. Organizational climate 0/45  0/68 0/85  0/49 0/17
6. Consistency 0/18  0/43  0/67 0/24 0/29
7. Employee empowerment 0/15  0/40 0/65  0/21 0/26
8. Development Culture 0/45 0/70  0/87  0/49 0/06
9. Mission 0/37 0/62  0/82  0/42 0/08
10. Rational culture 0/18  0/37 0/62  0/25 0/30
11. Group culture 0/48 0/72  0/85  0/52 0/16
12. Attitude 0/18  0/43  0/68  0/25 0/28
13. Internal capabilities 0/10  0/35  0/60  0/16 0/31
14. Flexibility orientation 0/17  0/38  0/62  0/23 0/30
15. Consistency culture 0/37 0/62 0/83  0/42 0/07
16. Strategic orientation 0/40 0/65 0/85  0/45 0/01
17. Management of organizational values 0/40 0/65 0/85  0/45 0/05
18. Knowledge and change management 0/43  0/68  0/85  0/48 0/16
19. Effectiveness culture 0/07 022 047 0/13 0/25
20. Change-oriented performance management 0/07 027 0/52  0/13 0/27
21. Cooperativeness culture 0/43  0/68  0/82  0/47 0/09
22. Employees supporting change 0/37  0/58 0/77  0/41 0/02
23. Top management support 0/10  0/33  0/58  0/16 0/27

As Table 5 shows, the members of the expert
group have reached a consensus on obstacles 1,
2, 8,9, 15, 17, 19, 22, and 23, and the
disagreement of the first and second phases in
these criteria is less than the very low threshold

Organizational Culture Types Model Affecting

limit (0.1). Therefore, a survey on these
obstacles stops and continues for only five
criteria 3,4, 5, 11, and 18. The score for criteria
6, 7, 10, 12, 13, 14, 19, 20, and 23 will be
eliminated from the total model according to
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the difference of over 0.25, and in the next
phase, only the criteria of 3,4, 5, 11 and 18 will

Table 6.
Mean of expert views after the second survey
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be examined. The final interview is presented
in Table 6.

Triangular fuzzy D;;iuz The absolute value of
Components mean megn the difference in the

L, M, U) x) first and second phases
3. Hierarchical culture 0/38 0/62 0/87 0/45 0/09
4. Leadership 0/32  0/57 0/83 0/38 0/05
5. Organizational climate 0/20 0/35 0/57 0/25 0/08
11. Group culture 0/40 0/65 0/85 0/45 0/07
18. Knowledge and change management 0/33 0/55  0/77 0/39 0/09

As Table 6 shows, the expert group members
have reached a consensus on dimensions 3, 4,
5, 11, and 18, so the survey is stopped. In the
current research, in order to identify cultural
factors, 26 dimensions were identified and
extracted. After the approval of the professors'
opinion, it was reduced to 23 dimensions.
Finally, it was reduced to 14 final dimensions
in the three phases of the fuzzy Delphi method,

and these 14 dimensions are the basis of the
subsequent analysis.

Finally, only the indices of marketing
factors, environmental factors, reporting
quality, political, legal factors, and managerial
and strategic factors remain in the model. In the
following, the model will be examined with the
structural equation modeling method and PLS

software.

Table 7.
Relationship between variables and questionnaire questions
Abbreviation Number Role in the
Variables signs of The reference to the questionnaire research
questions model
Clan culture CLN 4 Khedhaouria et al. (2020); Kim (2019) Independent
Adhocracy culture ADH 3 Khedhaouria et al. (2020) Independent
Hierarchical culture HC 4 Cao et al. (2015); Khedhaouria et al. Independent
(2020); Yang et al. (2021)
Leadership L 4 Srisathan et al. (2020); Yang et al. (2021)  Independent
Organizational climate oC 3 Srisathan et al. (2020); Independent
Development Culture DC 4 Knein et al. (2020); Yang et al. (2021); Independent
Cao et al. (2015); Islam et al. (2015)

Mission M 4 Denison and Mishra (1995) Independent
Group culture GC 3 Yang et al. (2021); Cao et al. (2015) Independent
Consistency culture CC 4 Denison and Mishra (1995) Independent
Strategic orientation SO 4 Isensee et al. (2020) Independent
Management of oV 4 Golban and Rizgi Shirsawar (2020) Independent
organizational values
Knowledge KM 4 Donate & Guadamillas (2010) Independent
management
Cooperativeness culture Coo 3 Nekoei Moghadam et al. (2012) Independent
Employees supporting Change 4 Golban and Rizgi Shirsawar (2020) Independent
change
Organizational learning OL 5 Pantouvakis & Bouranta (2013) Mediating
Organizational oP 5 Ogbonna & Harris (2000) Dependent
performance

Organizational Culture Types Model Affecting
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In the following, partial least squares method
criteria have been used to check the validity
and reliability of the questionnaire. Construct
validity was measured using factor loadings.
The factor loading is a number between 0 and
1 that indicates the stronger of the apparent
variable (question) in measuring the latent
variable (main variable). The closer the
number is to 1, the stronger the question is. The
criterion of the correctness of factor loading
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coefficients is 0.4. Also, in the following, the
divergent validity of the questionnaire
questions is checked using the Average
Variance Extracted (AVE). The reliability of
the instrument is also evaluated by composite
reliability, which is a stronger measure than
Cronbach's alpha reliability. The validity and
reliability of the measurement model are
reported in Table 2.

Table 8.
Composite reliability, Cronbach's alpha reliability, convergent validity, and common values
Latent variable Apparent Factor t-statistic Validity AVE  Composite
variable loading reliability

Clan culture CLN1 0/778 21/318 supported 0/581 0/744
CLN2 0/797 21/368 supported
CLN3 0/760 25/183 supported
CLN4 0/745 31/453 supported

adhocracy culture ADH1 0/820 22/916 supported 0/612 0/812
ADH2 0/658 9/816 supported
ADH3 0/727 12/585 supported

Hierarchical HC1 0/605 10/359 supported 0/621 0/711
culture HC2 0/828 33/098 supported
HC3 0/850 43/248 supported
HC4 0/777 27/020 supported
HCS5 0/706 15/391 supported

Leadership L1 0/885 53/506 supported 0/701 0/841
L2 0/878 42/756 supported
L3 0/835 34/770 supported
L4 0/792 23/937 supported

Organizational 0OC1 0/720 10/489 supported 0/596 0/725
climate 0C2 0/731 12/990 supported
0C3 0/687 10/482 supported

Development DC1 0/737 19/590 supported 0/680 0/744
Culture DC2 0/850 38/522 supported
DC3 0/852 45/541 supported
DC4 0/817 33/144 supported

Mission Ml 0/700 14/521 supported 0/712 0/833
M2 0/841 37/392 supported
M3 0/803 33/063 supported
M4 0/836 36/150 supported

Group culture GCl1 0/893 69/115 supported 0/632 0/784
GC2 0/857 27/904 supported

GC3 0/069 0/604 Not supported

Consistency CCl1 0/798 18/993 supported 0/546 0/701
culture CC2 0/879 59/554 supported
CC3 0/803 24/910 supported
CC4 0/448 5/272 supported

Organizational Culture Types Model Affecting
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Latent variable Apparent Factor t-statistic Validity AVE  Composite
variable loading reliability

Strategic SO1 0/848 45/858 supported 0/674 0/755
orientation SO2 0/826 35/008 supported
SO3 0/884 53/348 supported
SO4 0/691 14/819 supported

Management of oVl 0/767 18/287 supported 0/506 0/746
organizational oVv2 0/811 30/417 supported
values ov3 0/793 28/512 supported
ov4 0/807 32/570 supported

Knowledge KMI 0/746 19/703 supported 0/699 0/733
management KM2 0/862 37/595 supported
KM3 0/798 34/192 supported
KM4 0/896 49/523 supported

Cooperativeness COO01 0/765 18/928 supported 0/541 0/784
culture C002 0/869 51/574 supported
COO03 0/671 11/208 supported

Employees Changel 0/733 17/815 supported 0/628 0/861
supporting change Change2 0/710 14/048 supported
Change3 0/735 14/135 supported
Change4 0/584 7/813 supported

Organizational OLI 0/759 21/015 supported 0/737 0/844
learning OL2 0/776 21/563 supported
OL3 0/849 31/790 supported
OL4 0/737 18/242 supported
OL5 0/789 27/384 supported

Organizational OP1 0/712 14/924 supported 0/741 0/736
performance OP2 0/782 22/063 supported
OP3 0/792 24/488 supported
OP4 0/671 12/153 supported
OP5 0/615 11/822 supported

In this research, as shown in Table 2, all the
coefficients show this criterion is correct. All
factor loadings, except GC3, are above 0.4 and
significant at the 99% confidence level, which
indicates that the indices (marker variables)
explain the conceptual variables well. Studies
show that the composite reliability value of all
constructs is more than the minimum
acceptable value, i.e., 0.70; therefore, the
constructs of this study have good reliability.
Also, the examination of AVE and shared
reliability shows that the value of all the
constructs is higher than the acceptable
minimum, i.e., 0.50. Therefore, the constructs
of this study have good convergent validity.
According to the results of Table 2, because all

Organizational Culture Types Model Affecting

the indices have AVE values higher than 0.50,
convergent validity is established in all the
indices.

Inferential findings

In the partial least squares method, after
checking the fit of measurement models, it is
time to fit the structural model of the research.
To check the fit of the structural model in the
partial least squares method, two criteria of T
coefficients and R2 coefficients are used. The
fit of the structural model with T coefficients is
such that these coefficients are not in the range
of'-1.96 and +1.96, so their significance can be
confirmed at the 95% confidence level.
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Fig. 1. Structural equation model in the significance state of coefficients

Fig. 2 indicates that all paths between model
variables are confirmed and significant. The
second criterion for examining the fit of the
structural model in each research is the R2
coefficients related to the endogenous
(dependent) latent variables of the model. R2 is

Organizational Culture Types Model Affecting

a criterion that shows the influence of
exogenous variables on endogenous variables,
and three values of 0.19, 0.33, and 0.67 are
considered for weak, moderate, and strong
values of R2 (Davari and Rezazadeh, 2019).
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Fig. 2. Model in the state of standard factor loading coefficients

The mentioned criteria are shown in the
circles related to the structural model of the
research, and for the structural model of this
research, given that the two variables of
organizational  learning and  perceived
organizational performance are endogenous
latent variables and are, therefore, impressible.
Fig. 2 shows that in this research, the variable
of organizational learning has a strong criterion
(0.988) and the wvariable of perceived
organizational performance has a moderate
criterion (0.328), so the structural model has a
good fit from the perspective of this criterion.

Test of hypotheses

As can be seen from Fig. 2, the test of
research hypotheses in the case of significant
coefficient, and Fig. 3, in the case of standard
coefficient, in order to have a general view
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about the analysis of the research hypotheses
test.

Conclusion and Suggestions

The results of the first hypothesis indicate
the effect of clan culture on the perceived
organizational performance according to the
role of organizational learning. In Agricultural
Jihad Organization, involving employees in the
decision-making process, inviting all people to
strategic thinking, and accepting individual
responsibility for the quality of their work and
products leads to the improvement of the
organization's performance. In this culture,
employee cohesion and high morale are very
important for managers. The results of this
research are in line with the findings of Kurdi
and Taheri (2021), Mir Mohammadi and
Rajaei (2014), Nile and Konkola (2021), and
Jegnas et al. (2012). The result of the second
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hypothesis showed that the adhocracy culture
does not affect the perceived organizational
performance according to the role of
organizational learning. It can be said that the
lack of decentralized leadership, individual
initiative, and organic decision-making in the
Agricultural Jihad Organization has led to the
rejection of this hypothesis. Adhocracy culture
in any organization does not rely on a rigid
system of authority or procedures. Instead, it
focuses on continually adapting methods by
permitting the employees most closely
associated with the intended action to do their
jobs and solve problems the way they know
how. Also, the organization is a very dynamic
and entrepreneurial place, and the managers of
the organization in this type of culture are
generally innovative and risk-taking people,
and the managers of the organization
emphasize growth and achieving new
opportunities. The results of this research are
not in line with Monazami (2021), Soltani et al.
(2015), Asadkhan et al. (2020), and Zellars et
al. (2013). The third hypothesis showed that
hierarchical culture significantly affects
perceived organizational performance
according to the role of organizational
learning. It can be said that in order to improve
the performance of the Agricultural Jihad
Organization, even small issues should be
referred to a higher person for the final
solution. Also, any decision made must be
approved by the head. Also, since the
organization emphasizes consistency and
consistency, it seeks a conservative strategic
position to improve its performance. The
results of this research are in line with Ganji
and Tazike Lemski (2020), Ardalan et al.
(2015), Mamik et al. (2020), and Fei Chen
(2000).

The fourth hypothesis showed that
leadership significantly affects perceived
organizational performance according to the
role of organizational learning in the
Kohgiluyeh and Boyer-Ahmad Agricultural
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Jihad Organization. It can be said that by
creating a sense of self-confidence among
employees, leaders enable them to provide
appropriate information to the organization's
clients to increase performance. Also, by
respecting the personal opinions of the
employees and making maximum use of
summarizing the opinions, he created a kind of
respect for the employees, which makes them
never evade the orders given to them
employees and do the work within the set time,
and by taking time to guide and train
employees and teach new knowledge and new
techniques, as well as using communication
benefits avoid deviations in the work of
employees. It pays more attention to providing
the right information to the client so that the
employees can be given detailed training. The
results of this research are in line with the
findings of Kazemi Rudbali et al. (2020),
Sanobar et al. (2015), Nile and Konkola
(2021), and Chen (2013). The fifth hypothesis
showed that the organizational climate
significantly affects the perceived
organizational performance according to the
role of organizational learning in the
Kohgiluyeh and Boyer-Ahmad Agricultural
Jihad Organization. In Agricultural Jihad
Organization, by holding meetings in which all
the people of the organization gather together,
they provide the basis for improving the
learning of the employees, and by listening to
each other's words, they help to improve the
organizational performance. Also, managers
and employees are frank with each other, that
is, they have a frank discussion, frank
exchange of opinions, frank advice, etc. The
results of this research are in line with the
findings of Sohrabzadeh et al. (2019), Mir
Mohammadi and Rajaei (2014), and Zellars et
al. (2013). The sixth hypothesis showed that
the development culture significantly affects
the perceived organizational performance
according to the role of organizational learning
in the Kohgiluyeh and Boyer-Ahmad
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Agricultural Jihad Organization. It can be said
that the organization seeks to provide
opportunities for individual development other
than formal training (for example, work
assignments and job rotation). They also
encourage employees to participate in
educational activities (such as training,
professional seminars, and symposiums). Also,
in the organization, employees are rewarded
for improvement ideas and encouraged to
analyze the mistakes made and learn from
them. The results of this research are in line
with the findings of Kamali et al. (2020),
Soltani et al. (2015), Nafchi and Mobleskel
(2018), and Chen Lifar (2001). The seventh
hypothesis showed that the mission
significantly affects the perceived
organizational performance according to the
role of organizational learning in the
Kohgiluyeh and Boyer-Ahmad Agricultural
Jihad Organization. In fact, it can be said that
managers and employees have a common
vision of what the organization will look like
in the future. Also, by having a long-term
perspective, leaders determine the
organization's strategic path and help improve
organizational performance. Also, by creating
broad agreements about goals, they help
employees to improve  organizational
performance with the help of employee
learning. Also, by clarifying the goals of the
organization for the employees, the leaders
justified them to increase the organizational
performance. The results of this research are in
line with the findings of Mahrati et al. (2020),
Ardalan et al. (2015), Nafchi and Mobleskel
(2018), and Chen Lifar (2001). The eighth
hypothesis showed that group culture
significantly affects the perceived
organizational performance according to the
role of organizational learning in the
Kohgiluyeh and Boyer-Ahmad Agricultural
Jihad Organization. In fact, it can be said that
supervisors encourage the people who work for
them to work as a team. Also, encouraging

Organizational Culture Types Model Affecting

9(4), 2023

Page 177 of 184

employees to exchange opinions and ideas,
participate in decision-making and solving
problems, and hold group meetings for
discussion among employees, help them
provide career and organizational learning and
help improve organizational performance. The
results of this research are in line with the
findings of Shakerian (2019), Soltani et al.
(2015), Tamel et al. (2016), and Zellars et al.
(2013). The ninth hypothesis showed that the
consistency culture significantly affects the
perceived organizational performance
according to the role of organizational learning
in the Kohgiluyeh and Boyer-Ahmad
Agricultural Jihad Organization. It can be said
that ignoring the fundamental values of the
organization will get managers into trouble.
Therefore, a clear and stable set of values
should be created to organize the way of doing
things and to introduce to employees how to
reach a consensus even on difficult issues. On
the other hand, coordinating the projects in
different departments of the organization will
simplify the field of improving organizational
performance. The results of this research are in
line with the findings of Etenmad (2019), Mir
Mohammadi and Rajaei (2014), Mamik et al.
(2020), Netoni and Hong (2014). The tenth
hypothesis showed that strategic orientation
significantly affects perceived organizational
performance according to the role of
organizational learning in the Kohgiluyeh and
Boyer-Ahmad Agricultural Jihad
Organization. It can be said that organizations
should try to provide different and distinct
services and products to the market by
pursuing  innovative  opportunities  and
developing capabilities more than competitors.
Also, in order to strengthen the dimensions of
foresight, analysis, and defense, which are
conservative dimensions in the strategic
orientation, to conduct comprehensive
analyzes of critical issues, use information
based on long-term performance in decisions,
use information systems in the analysis of
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positions, use planning techniques, emphasize
coordination between different task areas, use
cost control systems and improve operational
efficiency. Also, by creating long-term
orientation and goals, they should specify a
clear mission that will give meaning and
direction to the work. The results of this
research are in line with the findings of Jabari
et al. (2019), Soltan et al. (2015), Nile and
Konkola (20121), and Jeevan and Summit
(2017). The eleventh hypothesis showed that
the management of organizational values
significantly affects the perceived
organizational performance according to the
role of organizational learning in the
Kohgiluyeh and Boyer-Ahmad Agricultural
Jihad Organization. It can be said that
managers and leaders must act on what they
say so that employees gain the necessary trust
in the organization. Also, with the help of a
clear and stable set of values, they should
organize the ways of doing work. On the other
hand, considering that neglecting the
fundamental values of the organization will
cause problems for the management; therefore,
creating a code of ethics that guides the
behavior of employees and informs them of
right from wrong. The results of this research
are in line with the findings of Rahimi and
Aghababai (2019), Sanobar et al. (2015),
Famieh (2017), and Zellars et al. (2013). The
twelfth hypothesis showed that knowledge
management significantly affects perceived
organizational performance according to the
role of organizational learning in the
Kohgiluyeh and Boyer-Ahmad Agricultural
Jihad Organization. It can be said that the
infrastructure factors that are the backbone of
knowledge management should  be
strengthened, and the knowledge management
assets of organizations should be used more in
the fourth development plan. Since the analysis
showed that knowledge  management
dimensions greatly affect learning among the
organization's employees, it is obvious that if

Organizational Culture Types Model Affecting

9(4), 2023

Page 178 of 184

the organization strengthens the knowledge
management dimensions, it can enjoy higher
learning. In this regard, taking into account that
among the infrastructural dimensions of
knowledge management are knowledge
transformation,  knowledge  distribution,
knowledge  development and transfer,
knowledge socialization, creating added value
and problem-solving, and creating a climate
that encourages collective and joint behavior
and encouraging interaction and collaboration
between employees in different departments of
the organization can have a significant effect in
improving the organizational performance in
this dimension. The results of this research are
in line with the findings of Ghasimpour et al.
(2019), Soltani et al. (2015), Podsakov (2016),
Netoni and Hong (2014). The thirteenth
hypothesis showed that the cooperativeness
culture significantly affects the perceived
organizational performance according to the
role of organizational learning in the
Kohgiluyeh and Boyer-Ahmad Agricultural
Jihad Organization. In fact, it can be said that
the employees' participation and freedom of
action in doing the work are very appropriate.
Also, pay attention to the employees'
suggestions and involve them in the affairs of
the organization to pay more attention to the
clients' needs. On the other hand, managers
should always try to help their employees by
involving employees on the one hand, and on
the other hand, to spread the spirit of
collaboration and assistance in the organization
because the participation of employees in the
process of setting goals, making decisions and
carrying out the activities of the organization
strengthens the climate of trust and ultimately
improves the organizational performance. The
results of this research are in line with the
findings of Ganji and Tazike Lemski (2020),
Mir Mohammadi and Rajaei (2014), Harris
(2014), and Fei Chen (2006). The fourteenth
hypothesis showed that employees supporting
change do not significantly affect the perceived
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organizational performance according to the
role of organizational learning in the
Kohgiluyeh and Boyer-Ahmad Agricultural
Jihad Organization. It can be said that the way
things were done was inflexible and difficult to
change. On the other hand, since efforts to
change are often met with resistance; therefore,
different units of the organization should often
cooperate to make changes so that they can
apply effective changes in the organization and
improve the overall organizational
performance. The results of this research are
not in line with the findings of Kurdi and
Taheri (2021), Sanobar et al. (2015), Barackat
al. (2015), and Chen (2013).
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